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EXECUTIVE SUMMARY

SECTION 1: INTRODUCTION

This report — produced as part of the ‘Safe at Home, Safe
at Work’ Project of the European Trade Union Confederation
(ETUC) — draws together evidence collected from interviews
carried out as part of 11 detailed country case studies of
European-level developments on gender-based violence and
harassment at work, including domestic violence at work.
Gender-based violence and harassment is a form of discrimi-
nation that causes significant harm to women, whether it take
place in the workplace, in public places, on public transport,
in schools and colleges, or in the family. The report shows
how trade unions and/or social partners have approached
the issue in negotiations, collective bargaining, union aware-
ness-raising, training and campaigns, and partnerships with
women'’s organisations working to end gender-based violence.
The report points to good practices in the workplace and
shows the added value of trade unions actions, innovations
and negotiations to support victims and create workplaces
free from violence and harassment.

The ETUC and many of its affiliates have long campaigned to
end gender-based violence, and it has been a core objective
of recent action programmes. One of the objectives of the
ETUC's Action Programme on Gender Equality, 2016-2019, is
to contribute to eliminating gender-based violence and har-
assment at work and to continue to make the link between
domestic violence and work-level protection.

This report aims to raise awareness amongst a wider audi-
ence about the need for the systematic inclusion of gender
when dealing with violence and harassment at work, and
to make recommendations for national and European-level
policy developments, as well as for trade union and/or social
partner action and future policy developments. The report has
been prepared at time of rising violence and harassment at
work, continued and widening gender inequalities at work,
and a culture of sexism in the workplace. It also shows that
the workplace is closely connected to women’s wider roles
that extend beyond it, in public places, in the community and
in the private domain of the home and family. The workplace
has long been recognised as playing an important role in pre-
venting and eliminating gender-based violence, and is one of
many settings that should be included in an integrated and
multifaceted approach to this task.

The work on this report has been done at a time of signifi-
cant national, European and international debate about
gender-based violence at work. The International Labour
Organization (ILO) has made a commitment to introduce a new
instrument in 2018, in the form of a Convention or Recommen-
dation on violence against women and men in the world at

work. Trade unions are campaigning to ensure that there is
a strong focus on gender-based violence in the new instru-
ment. The ratification by the EU (and by individual Member
States) of the Council of Europe Convention on preventing and
combating violence against women and domestic violence
(Istanbul Convention) provides an important framework for an
integrated approach to tackling violence against women. The
EU ratification of the Convention will need an EU-level legal
framework and strategy for implementation, entailing the
involvement of all stakeholders, including the social partners.

SECTION 2: GENDER-BASED VIOLENCE AND
HARASSMENT AT WORK

Section 2 discusses trade union and social partner strategies
relating to gender-based violence and harassment at work.
This covers sexual harassment by colleagues, managers and
supervisors in the workplace; third-party violence committed
by clients, customers, students, etc.; and violence in public
places connected to work, including during travel to and from
work. It provides evidence, including data and feedback from
trade unions and other stakeholders, that if gender-based vio-
lence is to be eliminated, then there is a need for a specific
gender focus to tackle its underlying causes, which relate to
wider structural gender inequalities.

Despite many challenges, including working within patriarchal
structures and cultures, the report documents many inspiring
and innovative ways in which women and men in trade unions
have campaigned against gender-based violence and brought
the issue into workplace negotiations, safety and health pro-
grammes, and initiatives on wellbeing at work. Examples are
given from 80 collective bargaining agreements and union
negotiated workplace policies, as well as union initiatives to
raise awareness, train negotiators and campaign for an end to
violence against women.

SECTION 3: DOMESTIC VIOLENCE AT WORK

Section 3 addresses the other main dimension of violence
and harassment at work, that is, the spill-over of domes-
tic violence at work. Domestic violence can involve a wide
range of abuses including emotional and financial abuse,
sometimes referred to as ‘coercive control’, which can affect
a woman’s capacity to get to work and to participate effec-
tively and productively in the workplace.

Although this is a relatively new bargaining issue in some
countries, the report shows that an increasing number of
trade unions and some employers recognise the role of the



workplace in preventing domestic violence, and the social
and economic benefits that result from this. Workplace
measures such as temporary paid leave, counselling, sup-
port, initial safety planning, changes in work location or
parking spaces, and providing information about specialist
domestic support organisations and protection orders in
cases of stalking in the workplace, are some of the ways
in which trade union representatives have supported victims
and negotiated measures for their protection and temporary
leave from work, particularly when they leave a violent part-
ner. These supportive measures can enable victims to stay
in their jobs and retain their financial independence, while
also ensuring that workers are safe at work.

The report draws on over 40 examples of collective bargain-
ing agreements and union-negotiated workplace policies on
tackling domestic violence at work, as well as awareness
raising, training and campaigns carried out by unions, often
in partnership with domestic violence organisations. In addi-
tion, the report shows that trade union representatives can
play a key role in inter-agency and coordinated responses to
domestic violence, and are well placed to show how violence
and harassment in the workplace are closely connected to
women’s roles and their experiences of gender-based vio-
lence in the community, in public places and in the family.

SECTION 4: CONCLUSIONS AND
RECOMMENDATIONS

A major conclusion from the report is that collective bargain-
ing is one of the most important mechanisms for preventing
and addressing violence against women at work, either as
part of agreements that address violence against all workers,
or in relation to specific issues, such as sexual harassment at
work, third-party violence or preventing domestic violence at
work. However, the general trend towards reduced bargain-
ing coverage and the decentralisation of bargaining reduces
the capacity of trade unions in some countries to address
gender-based violence and harassment. A further issue is
that, as violence and harassment have become a mainstream
safety and health and wellbeing at work issue, they are in
danger of becoming de-gendered. Many unions therefore
argue for effective gender mainstreaming strategies that
will ensure that violence and harassment are addressed as a
structural gender equality issue.

Having a strong legal framework as a backdrop is also
viewed as being essential to enabling unions to nego-
tiate concrete sectoral and workplace measures. Many
unions point to Spain as demonstrating good practice in
this respect: the Organic Law 1/2004 on protection from
domestic violence seeks to combat acts of violence that
are considered discriminatory and includes measures to
enable victims of domestic violence to remain in work. This
has resulted in many collective bargaining agreements, har-
assment and violence protocols and gender-equality plans
containing provisions on both sexual harassment at work
and domestic violence at work.

Raising awareness, and training union negotiators and
workplace representatives to have the skills and knowl-
edge to integrate gender-based violence, including domestic
violence, is a further priority identified by trade unions. Sim-
ilarly, having women in senior and decision-making roles,
and as key negotiators in collective bargaining teams, is
vital to ensuring that the issues are raised in negotiations.
Some unions have used model agreements as a way of
raising awareness, while also giving negotiators an evi-
dence-based framework and appropriate language to be
used in negotiations.

The report makes detailed recommendations for the ETUC,
ETUC affiliates at the national level and European Trade
Union Federations regarding the importance of integrating a
gender dimension into violence and harassment programmes
in the workplace and in negotiations with employers. Rec-
ommendations are also made for European-level guidelines
on gender-based violence at work, and European lobbying
and campaigns to ensure appropriate policy responses and
a strong EU legal framework on the issue.

Recommendations are also made to the Council of Europe,
the European Commission, Eurofound, the European Insti-
tute for Gender Equality and EU-OSHA, in areas such as
robust data collection, the need for a strong accompany-
ing legal framework following the EU ratification of the
Istanbul Convention, and for greater attention to be given
to gender mainstreaming in workplace programmes on vio-
lence and harassment at work, and in relation to domestic
violence at work.

Finally, as part of the interviews and discussions held with
trade unions and other stakeholders during the course of the
project, and at the ETUC's European conference from 24 to
25 November 2016 in Madrid, the following ‘Ten things to
do’ are a starting point for future actions at the national and
European level.



SAFE AT HOME, SAFE AT WORK

Ten things that the ETUC and ETUC affiliates can do
to tackle gender-based violence and harassment at
work

1. Prioritise sectoral and company-based social
dialogue between unions and employers, jointly
agreeing workplace policies, procedures and
awareness raising actions amongst managers
and workers.

2. Ensure that women are in senior negotiating
positions, as this has been shown to be critical
to getting issues of gender-based violence and
harassment onto bargaining agendas, particu-
larly in male-dominated sectors.

3. Produce guidance and model workplace pol-
icies, and train workplace representatives to
negotiate agreements and policies to tackle
violence and sexual harassment at work, third-
party violence, and the prevention of domestic
violence at work.

4. Ensure that safety and health and wellbeing at
work initiatives include a strong gender-based
focus on the causes of and solutions to harass-
ment and violence against women at work, and
that they take into account gender inequalities
and discrimination.

5. Give information and support to workers experi-
encing gender-based violence and harassment
and domestic violence.

10.

Work in partnership with NGOs and special-
ist violence against women organisations, for
example in carrying out campaigns and union
surveys to raise awareness about the extent
and nature of gender-based violence at work.
Encourage women and men in leadership, nego-
tiating and decision-making positions to raise
public awareness and act as champions for a
zero-tolerance approach to violence against
women.

Highlight the economic and social case for
tackling violence at work, including the busi-
ness arguments such as improving workplace
relations, enhancing wellbeing at work, retain-
ing workers, reducing absence from work, and
increasing motivation and productivity.

Lobby for the inclusion of effective measures
to address gender-based violence at work and
domestic violence at work in governments’
national action plans on violence against
women, as well as in the implementation of
the Istanbul Convention and the proposed ILO
instrument on violence against women and men
in the world of work.

Implement measures to include and address
gender-based violence and harassment in Euro-
pean sectoral social dialogue agreements and
joint statements.




SECTION 1: INTRODUCTION

& The ETUC's ‘Safe at Home, Safe at work’ project aims to share good
practices and, with the support of experts, employers and the European
Commission, to end gender-based violence. Our mission and objective is to
support our affiliates in eradicating gender-based violence at work... This is
not only because it is a cost for society, but because behind it, there are

victims.” (Montserrat Mir, Confederal Secretary, ETUC)

1.1 GENDER-BASED VIOLENCE AT WORK:
A TRADE UNION ISSUE

Gender-based violence and harassment at work is a core
trade union and workplace issue affecting workers’ safety,
health and dignity. It is strongly associated with high rates
of absenteeism, high staff turnover and low health and
wellbeing at work. It affects productivity and results in con-
siderable costs to employers (ILO, 2016; EU-OSHA, 2011 and
2015; Eurofound, 2016). One Italian study found that 16% of
workers resigned following violence at work, which affected
twice as many women as men (ISTAT, 2010). In addition,
violence and harassment are closely tied to stress at work
— evidence shows that workers in stressful work environ-
ments are more likely to experience violence (Chappel &
Martino, 2006; ILO, 2016b). Stress, along with other work-
place issues such as an adverse working environment, work
pressures and work intensity, are increasingly defined as
psychosocial hazards for violence in the world of work (ILO,
2016b; Eurofound, 2015a). Ending gender-based violence
and harassment in the workplace is an integral part of the
objective of achieving equality at work and in society. The
workplace has long been recognised as playing an important
role in preventing and eliminating violence against women,
and as such is one of many settings that can be included in
an integrated and multifaceted approach to preventing gen-
der-based violence (Kelly & Lovett, 2012; Hagemann-White
etal., 2010).

Trade unions have been instrumental in broadening the con-
cept of work and the reach of the workplace to include issues
such as travel to and from work, travel for work meetings,
third-party violence perpetrated by customers and clients,
and the impact of domestic violence in the workplace. In this
context, the ILO has used the terminology ‘world of work’
to capture the inter-relation between work, community and

family (Cruz & Klinger, 2011). From a gender-equality perspec-
tive it is a helpful development to view the workplace in the
broader context of work and society, and it is important in
helping to build an understanding of how domestic violence
is a world-of-work issue that belongs in integrated workplace
strategies and policies on violence and harassment. ‘Violence
and harassment are increasingly defined as overarching con-
cepts capturing “... a continuum of unacceptable behaviours
and practices that are likely to result in physical, psychologi-
cal or sexual harm or suffering. Within this continuum, there
should be a particular focus on gender-based violence” (ILO,
2016b, para. 7.)

Gender-based violence is closely connected to women's une-
qual status in society and the unequal distribution of social,
economic and political power between women and men. As
the ETUC's 2014 study “Bargaining for Equality” showed, the
economic crisis damaged women's wages and rights at work
and led to challenges for trade unions in collective bargain-
ing and in their efforts to progress gender equality (Pillinger,
2014). The effects of crisis on women has been exacerbated
by women’s employment insecurity, lower working hours,
part-time work, and occupational segregation, which have
often been neglected in assessments of the crisis (Kara-
messini and Rubery, 2013; European Commission, 2013; Villa
and Smith, 2014). This has led to an increased risk of violence
and harassment, particularly against women.

Gender-based violence can take many forms, and it results in
physical, sexual, psychological or economic harm or suffering
to women, as well as having negative impacts on families,
communities, workplaces and societies as a whole (Council
of Europe, 2011). Gender-based violence can occur in multiple
settings: in the family, in the workplace, at school or col-
lege, on the street, in public transport — perpetrators can be
family members, intimate partners, employers, co-workers, or
strangers, amongst others.



1.2 THE ETUC'S "SAFE AT HOME, SAFE AT WORK"
PROJECT

The European Trade Union Confederation (ETUC) and its affil-
iates have a long history of campaigning and working to end
gender inequalities, including gender-based violence.

The ETUC Action Programme on Gender Equality (2012-2015)
focused particularly on gender-based violence, stating that
“economic dependence and sexist stereotypes contribute
to inequality and violence” and calling for “a new European
legal instrument to combat violence against women”. It also
set the goal of encouraging trade unions to address the link
between domestic violence and workplace rights (Objective
5). The ETUC Action Programme on Gender Equality (2016-
2019) (see Box 1) further elaborated on this priority and called
on the ETUC and its members to continue to lobby for a strong
legal framework at European level and for an ILO convention
on gender-based violence, amongst other aims.

BOX 1: ETUC ACTION PROGRAMME ON
GENDER EQUALITY (2016-2019)

PRIORITY 5: COMBAT SEXUAL HARASSMENT
AND VIOLENCE AT WORK

Objective: To contribute to eliminating gender-based
violence and harassment at work through adequate
measures and actions protecting those people (most
usually women) and those sectors mostly exposed to
violence and harassment, also by third parties. Con-
tinue to make the link between domestic violence
and work-level protection.

Key actions to reach this objective to be undertaken
by the ETUC and its members include:

b Finalise the ETUC's ‘Safe at Home, Safe at Work’
project and consider the adoption of a policy res-
olution;

» Continue to lobby for a legislative framework
at European level, on the basis of the Council of
Europe Convention on Preventing and Combating
Violence against Women and Domestic Violence;

» Continue to support the implementation of the
European social partners’ agreement on com-
bating harassment and violence at work, also in
coordination with the members of the Social Dia-
logue Committee;

» Call for an ILO convention on gender-based vio-
lence;

» Promote good practice guidance developed by
affiliates at national and sectoral level.

In 2014 the ETUC's 8th March Survey for the first time col-
lected information on how ETUC affiliates have addressed
the issue of violence against women, identifying trends and
shared concerns. The survey showed that some unions have
been active in developing strategies and actions, including
guidelines and collective bargaining agreements (CBAs), to
address violence against women. The findings confirmed that
the ETUC should continue to work on this issue, which led
to the ‘Safe at Home, Safe at Work’ project. In addition, the
ETUC gained inspiration from unions in Australia and Canada,
and in particular from an Australian expert with a background
of working in the domestic violence sector, Ludo McFerron of
the University of Sydney, who had pioneered initiatives and
agreements on domestic violence at work with Australian
unions.

b€ pomestic violence at work
became a bargaining issue in
Australia because of the change

in policy to supporting women
affected by domestic violence to
stay safely in their homes (excluding
if necessary the violent family
member). Many of these women
were in employment, and they found
that the support of their workplace
was critical. Trade unions and
domestic violence advocates worked
together to make this support a
standardised right by introducing

a domestic violence clause into
collective bargaining. The clause
contains the right to paid domestic
violence leave (e.g. to attend court
for a protection order), the right

to safety plans against domestic
violence, and protection from
discrimination.”

(Ludo McFerron, speaking at the ETUC's Madrid Conference)

This report is one of several actions carried out under the
ETUC's 'Safe at work, Safe at Home" project, which aims to
develop and improve trade union knowledge and instruments
addressing gender-based violence and harassment at the
workplace and in the negotiating agenda. The project has the
following objectives:

» To contribute to the development of a trade union strategy
at European level, including guidelines aimed at eradicat-
ing violence against women.



» To further encourage trade unions’ work to deal with
preventive measures against violence and harassment
towards women in the labour market.

METHODOLOGY

The report draws on evidence collected in 11 country case
studies of trade unions’ and social partners’ strategies and
practices in tackling the two related dimensions of gen-
der-based violence at work and the consequences of domestic
violence at work.! More than 80 interviews were held at the
national level with representatives from trade unions, NGOs
and women's organisations/associations and gender experts
in eleven Member States.2 The interviews sought to iden-
tify how trade unions have approached the issue in social
dialogue, collective bargaining, awareness raising and cam-
paigns. As well as collecting examples of promising practices,
the interviews also identified challenges faced by unions and
suggested strategies to overcome them.

At the European level, interviews were held with thirteen EU
stakeholders, NGOs and European trade union representa-
tives. 3

In addition, discussions both in the Project Steering Group,*
which met on four occasions during the project, and at the
two-day European conference held in Madrid, 24-25 Novem-
ber 2016, also informed the evidence and recommendations
provided in this report (see Box 2).

The report also draws on existing published national, Euro-
pean and international literature and evidence, including
survey data from relevant sources such as the European
Institute for Gender Equality (EIGE), Eurofound and EU-OSHA,
amongst others.

1 Separate country case study reports have been produced on Belgium, Bulgaria,
Denmark, France, Germany, Ireland, Italy, Netherlands, Slovenia, Spain and the UK. The
reports cover gender-based violence at work and domestic violence at work. They detail
the legal context, existing data, collective agreements and workplace policies, union
awareness raising and campaigns, partnerships between unions and women's organisa-
tions, challenges faced by unions, and recommendations. The country case studies are
published separately on the ETUC's website. The country reports also provide further
information about the people and organisations that participated in interviews.

2 Alist of the people and organisations interviewed in the country case studies can be
found in the separate country reports published on the ETUC website.

3 At the European level, interviews were held with Emilie Jarrett, Policy Officer
responsible for GBV, DG Justice, European Commission; Sarah Copsey, EU-OSHA; Agnes
Parent-Thirion, Eurofound; lliana Stoicheva, Vice-President of the European Women's
Lobby; Gigi Guizzo, CEPS Projectes Socials, CARVE Project, and Christina Olsen, Violence
Against Women Division, Council of Europe. Interviews with European trade unions in-
cluded Inga-Lena Heinisch and Christina Tilling, European Transport Federation; Veronica
Fernandez Mendez, UNI Europa; Christine Jakob and Nadja Salson, European Federation
of Public Service Unions; Ulisses Garrido, Education Director, ETUI; and Fabienne
Scandella, Senior Researcher, ETUI Health and Safety Officer.

4 The Steering Group was made up of Scarlet Harris (TUC, UK), Rosanna Ruscito (CISL,
Italy), Ekaterina Yordonova (FTTUB, Bulgaria), Andreja Poje (ZSSS, Slovenia), Tine Skov
Jensen (LO, Denmark), Inga-Lena Heinisch (ETF), as well as ETUC representatives
Montserrat Mir, Barbara
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BOX 2: ETUC ‘SAFE AT HOME, SAFE AT WORK’
CONFERENCE, MADRID, 24-25 NOVEMBER
2016

The ETUC ‘Safe at home, Safe at work’ conference
was held to mark International Day against Violence
against Women and discuss how the ETUC and its
affiliates can strategically move forward together
to end gender-based violence at work. The confer-
ence brought together nearly 120 representatives
from trade unions and other stakeholders across
Europe. Panel discussions were held with represent-
atives from different countries and trade unions, and
included representatives from European NGOs such
as the European Women’s Lobby and Companies
Against Gender Violence (CARVE). Representatives
from the European Commission, the European Insti-
tute for Gender Equality and the International Labour
Organization spoke about their institutional roles
in contributing to ending gender-based violence.
The panel discussion addressed why gender-based
violence is a trade union issue and how it has been
approached by different unions.

Two workshop sessions examined, in further detail,
strategies to address gender-based violence (in
particular, sexual harassment in the workplace) and
to raise awareness and address the prevention of
domestic violence at work. Their conclusions have
helped to inform the recommendations made in this
report. A clear message from participants attending
the conference is that a culture of discrimination and
inequality at work cannot be separated from patriar-
chy and unequal gender relations in society, in the
community and in the family.

1.3 THE IMPORTANCE OF A GENDER
PERSPECTIVE

DEFINITIONS OF GENDER-BASED VIOLENCE

The Council of Europe Convention on preventing
and combating violence against women and domes-
tic violence (Istanbul Convention) is based on the
understanding that violence against women is a form
of gender-based violence that is committed against
women because they are women. The Convention
states that violence against women is “... a violation
of human rights and a form of discrimination against
women and shall mean all acts of gender-based vio-
lence that result in, or are likely to result in, physical,
sexual, psychological or economic harm or suffering
to women, including threats of such acts, coercion or
arbitrary deprivation of liberty, whether occurring in
public or in private life...” (Article 3(a)).

The UN Office of the High Commissioner for Human



Rights” Committee on the Elimination of Discrimination
against Women (CEDAW) defines gender-based vio-
lence as “violence that is directed against a woman
because she is a woman or that affects women dis-
proportionately”.

CEDAW General Recommendation 19 identifies
specific forms of gender-based violence in the work-
place, including sexual coercion; gender-based
workplace discrimination, stigmatisation and social
exclusion; sexual harassment; and sexual exploita-
tion and abuse; while gender inequalities result in a
greater risk of being exploited or trafficked for forced
labour or sexual exploitation.

Gender-based violence at work differs from other workplace
issues because it is an invisible, highly sensitive and generally
unreported issue. It is a major obstacle to the achievement of
gender equality, and one of the most significant indicators of
unequal gender roles and relations. It has the effect of reduc-
ing women's access to economic and social independence and
is closely connected to discrimination. If there is tolerance of
discrimination in the workplace, this has the effect of creating
an environment where violence and harassment are likely to
occur (Pina et al. 2009). Conversely, workplaces that have pro-
gressive human resource and equality policies, including on
the prevention of harassment, as well as good consultation of
workers and participation by them, are associated with higher
earnings, reduced work pressure and a more satisfying work
environment (Russell & McGinnity, 2011).

As well as affecting women disproportionately, violence and
harassment at work particularly affect workers in vulnerable
work situations. If a worker has limited protection, he/she will
not only be more at risk of violence and harassment, but will
be less likely to report it for fear of losing his/her job or being
subjected to retaliation in the workplace. In addition, work-
place dynamics, such as changes in the organisation of work
or in working conditions, may be closely connected to violence
and harassment. They affect women workers because of une-
qual power relations, low pay, precarious working conditions
and other forms of abuse in the workplace, and on account of
the economic crisis this situation has been worsening.

One in three women has experienced some form of
physical and/or sexual assault since the age of 15
years (62 million women in the EU). Of women in senior
management positions, 75% had experienced sexual
harassment at work. (Fundamental Rights Agency, 2014)

A Eurobarometer survey carried out by the Euro-
pean Commission in 2016 found that 70% of
Europeans believe that sexual harassment is a
problem in their country — this ranged from 89% in
Italy to 32% in Estonia. (European Commission, 2009)

1

As the ETUC and its affiliates have argued for many years,
women face inequalities in the labour market and they often
hold little decision-making or bargaining power over their
terms and conditions of employment. The economic crisis has
further exacerbated gender inequalities and the occupational
segregation of women, and the labour market is increasingly
typified by casualised and insecure forms of employment.
As a result, trade union strategies to address gender-based
violence at work have to be closely connected to struggles
against inequality and gender-based discrimination.

The ETUC and unions across Europe have raised the issue of
how austerity measures have had a disproportionate impact
on women working in precarious jobs. Poverty and restricted
access to decent jobs have contributed to violence against
women and girls. Unions in Spain have highlighted the very
negative impact of austerity cuts on resources to combat
domestic violence, and have supported community-based
campaigns to end cuts in services. In the UK, cuts in frontline
services led the UN Special Rapporteur on Violence against
Women to note that current austerity measures were having
a disproportionate impact on the provision of services relat-
ing to violence against women, “but more generally, on other
cross-cutting areas affecting women, such as poverty and
unemployment, which are contributory factors to violence
against women and girls” (UN, 2014, p. 6).

MULTIPLE AND INTERSECTING FORMS OF
INEQUALITY

In addition, there is growing recognition of discrimination-re-
lated harassment and violence, including the risks faced
by workers who are subjected to multiple and intersecting
forms of discrimination. A strong message from unions across
Europe is that violence and harassment at work need to be
addressed within the context of broader struggles against
inequality, gender-based discrimination and the over-rep-
resentation of some groups of women in low paid, part-time
and insecure work. Migrant women and women from black
and minority ethnic communities are particularly affected by
inequalities and low wages and are disproportionately repre-
sented in low-paid care work (European Parliament, 2017; UN,
2014). As a result, it is important that strategies to address
gender-based violence at work take into account multiple and
intersecting forms of discrimination and inequalities, and the
strong connection between them and the unequal social and
economic position of women. Very often, women who face
multiple discrimination are not protected by labour laws, and
unions interviewed in this report pointed to the risks faced by
women migrant domestic and agricultural workers who face
psychological, physical and sexual abuse as a result of their
precarious employment situation.

The structuring of work around race and gender, and other
forms of discrimination, have consequences for workplace
relations and the mitigation of the psychosocial risks asso-
ciated with violence and harassment. Struggles for women's
agency (to enable women make decisions about their lives)



and voice (to participate, speak up and be heard) have been
crucial in tackling the risks of violence and harassment. This
also means that it is crucial for unions to recognise that vio-
lence against women is rooted in multiple and intersecting
forms of discrimination and inequalities, which in turn are
strongly linked to the social and economic situation of women.
According to the UN Special Rapporteur on Violence Against
Women “... the intersections between gender-based discrim-
ination and other forms of discrimination that contributes to
and exacerbates violence against women” are important for
governments to take on board (UN, 2014). Similarly, as Fiona
Williams (2016) argues, multiple social relations of gender,
race and class not only help to reveal women’s struggles
around issues such as violence, they also show a capacity
for “relational self-determination” in areas such as paid work
and access to public services. In addition, psychosocial risks
faced by migrant workers, for example, also suggest the need
to understand the dynamics in the wider context of global
neo-liberalism, and how they are reflected in gendered and
racialised inequalities (Pillinger, 2017).

Women who experience multiple discrimination are dispro-
portionately affected by violence and harassment at work,
and many are in jobs where there is a risk of third-party vio-
lence. An intersectional approach can therefore be helpful in
understanding risks and vulnerabilities to violence and har-
assment and recognising that discrimination (for example, in
relation to gender, race and ethnicity, age, disability, LGBT,
poverty and migration) is closely connected to unequal power
relations. This understanding can help shift mainstream trade
union activity towards considering the impact of gendered
power relations, as well as race, ethnicity and migration,
for example in the union work in organising, recruiting and
representing workers. In particular, workplaces where the pre-
dominant workforce is one gender or one ethnicity are often
more hostile to individuals who do not conform to established
gender norms or who come from under-represented groups.

» Racialised workers are more exposed to workplace harass-
ment than white workers, and experience different forms
of harassment, often taking the form of attacks on their
personal characteristics, while black and ethnic minor-
ity women report more frequent incidents of unwanted
sexual attention and sexual coercion than white women
(Einarsen et al., 2010; TUC, 2015). Black and ethnic minor-
ity women's over-representation in high-risk and insecure
occupations — for example in health, education and the
social care services — also puts them at greater risk of vio-
lence and harassment. The UK TUC has issued guidance
for negotiators and workplace representatives on challeng-
ing racist abuse and violence in the workplace in the light
of a recent increase in racist abuse and violence in the
workplace (TUC, 2016a).

Violence and harassment against lesbian, gay, bisexual,
transgender and intersex (LGBTI) workers has become
increasingly commonplace (FRA, 2013; OHCHR, 2012;
Guas, 2012), and trade unions are addressing the issue
through awareness-raising campaigns and collective
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bargaining. Examples of this are the training of LGBTI
workplace equality representatives in the UK public
service union UNISON, and bargaining for workplace rep-
resentatives to address LGBTI violence at work by the
Spanish CCOO union, where “LGBTI-phobia” is identified
as a psychosocial risk.

1.4 THE ROLE AND STRUCTURE OF COLLECTIVE
BARGAINING

This report has a specific focus on collective bargaining as one
of many tools for an integrated approach to combating gen-
der-based violence. Collective bargaining remains the most
effective tool used by unions to reduce gender inequalities
and prevent and combat violence and harassment at work (Pill-
inger, 2014; Dickens, 1998; Pillinger, Schmidt & Wintour, 2016).
Collective bargaining agreements that address violence and
harassment at work often make reference to sexual harass-
ment as one dimension of violence and harassment, which are
frequently viewed as a psychosocial risk. In some cases, CBAs
deal exclusively with the issue of preventing and combating
sexual harassment. These cases typically commit employers to
developing policies and procedures for dealing with complaints
and preventing violence, training for managers and workplace
representatives in identifying signs of violence and harassment,
data collection and the monitoring of incidents of violence and
harassment at work, and the provision of practical, health and
psychological support for victims.

Some CBAs refer to a wide range of types of violence and har-
assment at work, including third-party violence and domestic
violence at work. Collective bargaining is an effective model
for addressing the spill-over of domestic violence into the
workplace, and employers are increasingly recognising that the
workplace can play a role in supporting workers to stay in their
jobs, which enables them to continue living in their homes and
their communities (as discussed further in Section 3).

In interviews, however, unions spoke of the negative eco-
nomic and political environment surrounding collective
bargaining, including the increasing decentralisation of bar-
gaining, a reluctance on the part of some employers in some
sectors to conclude agreements, lower levels of collective
bargaining coverage, and, in some countries, government
policies that openly discourage social dialogue or that have
reduced the rights of trade unions to negotiate and bargain.

Table 1 gives a brief overview of the collective bargaining
structure for each of the country case studies and indicates
how this affects the overall role of unions in their bargaining
to prevent and tackle violence and harassment at work.



TABLE 1: BRIEF OVERVIEW OF COLLECTIVE BARGAINING IN THE ELEVEN CASE-STUDY COUNTRIES

COUNTRY COLLECTIVE BARGAINING

Belgium CBAs are legally binding and cover most of the private sector through central-level, sector-level bargaining and
company-level negotiations. In the public sector, unions negotiate protocols, which are agreed through the man-
datory negotiation of proposed changes in regulations. CBAs can be made binding through a Royal Decree, which
will apply to all employers/workers concerned. An example is CBA No. 25 on equal pay, agreed in the National
Labour Council on 15 October 1975 and made binding under a Royal Decree on 9 December 1975. No national
CBA on violence and harassment at work has been signed.

Bulgaria Article 4 of the Labour Code specifies that employers and unions can formulate agreements at three levels
(national, sectoral and company/municipal) for a period of up to two years. Unions in several sectors have sought
to strengthen the social dialogue with municipalities, and there are currently 210 municipal collective CBAs
covering workers in the education and transport sectors. CBAs allow for non-trade union members to join the
agreement, under certain conditions. Sectoral agreements have become more significant in recent years with this
possibility of extending an agreement across all companies in a sector. CBAs have been signed in several sectors,
including health, education and transport.

Denmark National-level bargaining provides the framework for collective bargaining, and negotiations at company level
have become increasingly important. The social partners are responsible for drawing up policies and agreements
to combat gender-based violence in the workplace, as part of bargaining on all aspects of working life. In the past
two decades, stress, violence and harassment have become an important part of the bargaining agenda. Subjects
regulated by legislation have appeared in CBAs, including leave schemes, stress, violence and harassment.

Collective bargaining takes place at the national, sectoral and company levels; at each level there are detailed

France rules about who can negotiate and what is required for an agreement to be valid. Since 2001 companies in France
with at least 50 employees are under an obligation to bargain on the topic of gender equality at the workplace
(égalité professionnelle). There is no mention of violence in the workplace, harassment or domestic violence in
the list of the subjects to be dealt with, although many negotiations do include these issues.

Germany Under the Works Council Constitution Act, the Works Council has the (important) right to participate in deci-
sion-making on a long list of subjects, such as recruitment, time management, work organisation, etc. Sexual
harassment and harassment are not directly listed as obligatory topics for negotiation, but they can be proposed
by one of the two parties.

Ireland Collective bargaining in Ireland is voluntary and takes place largely at sectoral and workplace level. It was put
under severe strain during the economic crisis. The introduction of the Industrial Relations (Amendment) Act 2015,
however, marked a significant change in Irish industrial relations by providing a new definition of collective bar-
gaining, and any engagements or negotiations must have the object of reaching an agreement on wages or other
conditions of employment. Agreements and workplace policies on violence and harassment at work, including a
Code of Practice on violence and harassment, have been agreed between the social partners.

Collective bargaining takes place at national sector, sectoral, workplace and territorial levels. In the public sector

Italy there has been no national agreement since 2007, and the general trend is to decentralise bargaining. The
trilateral agreement of 2009 (signed by the government, the employers” organisation, Confindustria, and the main
union confederations, with the exception of CGIL) permitted decentralised bargaining and enabling workplace
agreements to undercut sectoral CBAs. Under the national agreement of 28 June 2011 (passed into law as Article
8 of Decree 138/2011), the three main confederations agreed a joint position with Confindustria, granting them
stronger control over workplace agreements. A national agreement on violence and harassment was signed by
the social partners in 2015, and several sectoral agreements have followed this framework.

Netherlands Bargaining principally takes place at sectoral level through framework agreements and in the public sector
through 15 sub-sector agreements. Since the economic crisis, agreements have been more difficult to conclude.
Bipartite and tripartite agreements can be translated into legislation. At company level, works councils are
mandatory in companies with more than 50 employees, who have rights relating to information and consultation
and who are entitled to take part in decision making. CBAs on violence and harassment have been agreed in the
context of wellbeing at work.

Slovenia The majority of workers are covered by collective bargaining. In the private sector, negotiations take place at
sectoral and company level. National bargaining for the private sector ceased in 2005, but was followed by a
national CBA on pay in 2008. In the public sector, agreements are made at the national, sectoral and company
levels. Tripartite national agreements between the unions, employers and government cover a range of labour,
economic and social issues. Several sectoral CBAs include clauses on violence and harassment and bullying at
work. Agreements and policies on violence, sexual or other harassment and bulling at work have been agreed at
company level.
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Spain

UK

Collective bargaining in Spain is typified by sectoral CBAs (on a national, regional and provincial level), as well
as individual company agreements. Some company agreements take priority over sectoral agreements in areas
such as work-life balance and working hours. Organic Law 3/2007 on gender equality has paved the way for
unions concluding agreements at company level through equality plans which include preventing sexual and
gender-based harassment.

In the private sector bargaining takes place mainly at company or workplace level, whereas in the public sector,
national sectoral agreements are common. An increasing number of public-sector employers bargain at the level
of a single organisation. There is no legal requirement for the employer to negotiate with the union except where

there has been a legally binding decision that the unions should be recognised for bargaining. UK unions have
criticised the government's attempts to reduce the rights of trade unions, including the right to strike under the
2016 Trade Union Act, which further curb unions” ability to organise and bargain on issues relating to gender
equality and gender-based violence. Unions have principally put their efforts into negotiating agreements and
policies on harassment and violence at workplace level.

1.5 EUROPEAN POLICY RELEVANT TO
GENDER-BASED VIOLENCE AT WORK

The ETUC's ‘Safe at Home, Safe at Work" project took place
at a time of significant national, European and global discus-
sion about violence and harassment at work. The Istanbul
Convention, which represents one of the most comprehensive
frameworks on violence against women, has been signed by
all EU Member States and was adopted by the EU on 11 May
2017 (discussed below). The ILO is discussing the introduction
of a new global standard (Convention and/or Recommenda-
tion) on violence against women and men in the world of
work. Trade unions at the European level and globally are
involved in a range of activities, including ITUC's “No to gen-
der-based violence at work” campaign, to ensure that trade
unions take a systematic approach and campaign in prepa-
ration for the development of a standard-setting item at the
International Labour Conference in 2018. The EU is also a sig-
natory to several international treaties and conventions that
have framed the scope and definitions used. They include the
UN Convention on the Elimination of All Forms of Discrimi-
nation against Women (CEDAW) and the Beijing Platform for
Action (BPfA).

Tackling gender-based violence has been an important priority
for the EU and a core issue in EU gender-equality initiatives
and programmes. It has involved a focus on female genital
mutilation, trafficking for sexual exploitation, and domestic
violence and abuse, as well as sexual harassment at work. It
has been a consistent priority in recent European Commission
gender-equality strategies and has been implemented through
a range of ‘soft’ non-legislative measures on awareness
raising and mutual learning, and through EU-funded national
campaigns on violence against women %and through DAPH-
NE-funded projects.

EU legislation has played a key role in promoting gender
equality across Europe in a wide range of areas relating to
equality and non-discrimination in the workplace, and equal

5 The most recent funding programme is the Rights, Equality and Citizenship Pro-
gramme 2014-2020. See: http://ec.europa.eu/justice/grants1/programmes-2014-2020/
rec/index_en.htm
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pay for work of equal value, among others. Violence and har-
assment are included in several EU Directives on equality
and non-discrimination, and are an important issue in new
Directives on victims' rights and European protection orders
(see below). Although there is no one Directive dealing with
the issue of gender-based violence, trade unions and NGOs
across Europe have called for a strong legal framework in the
form of a Directive, which would help to strengthen the imple-
mentation of the Istanbul Convention, which was signed by
the European Council on 11 May 2017. The European Parlia-
ment (2017) has similarly called on the Commission to draw
up a comprehensive EU-wide strategy for preventing and
combating gender-based violence, which should contain a
binding legislative act.

The following are the main European Union Directives that are
relevant to addressing the issue of violence against women:

P Sexual harassment is part of the scope of the three main
Directives on the principle of equal treatment of women and
men: Directive 2006/54/EC® on equal treatment in employ-
ment and occupation; Directive 2004/113/EC” on equal
treatment in goods and services; and Directive 2010/41/EU8
on equal treatment in self-employment. Directive 2006/54/
EC defines sexual harassment as “any form of unwanted
verbal, non-verbal or physical conduct of a sexual nature
[...] with the purpose or effect of violating the dignity of a
person, in particular when creating an intimidating, hostile,
degrading, humiliating or offensive environment.” Under
Article 26 (prevention of discrimination): “Member States
shall encourage, in accordance with national law, CBAs
or practice, employers and those responsible for access to
vocational training to take effective measures to prevent all
forms of discrimination on grounds of sex, in particular har-

6 Council Directive 2006/54/EC of the European Parliament and of the Council of

5 July 2006 on the implementation of the principle of equal opportunities and equal
treatment of men and women in matters of employment and occupation (recast).

7 Council Directive 2004/113/EC of 13 December 2004 implementing the principle of
equal treatment between men and women in the access to and supply of goods and
services.

8 Council Directive 2010/41/EU of the European Parliament and of the Council of 7
July 2010 on the application of the principle of equal treatment between men and wo-
men engaged in an activity in a self-employed capacity and repealing Council Directive
86/613/EEC.



assment and sexual harassment in the workplace, in access
to employment, vocational training and promotion.”
Harassment is included in Directives on race equality and
on equal treatment/non-discrimination in employment.
Directive 2000/43/EC® on race equality prohibits discrimi-
nation and harassment on the grounds of race and ethnic
origin, and Council Directive 2000/78/EC'® sets out a
framework for combating discrimination in employment,
including harassment, on the grounds of religion or belief,
disability, age or sexual orientation.

Directive 2011/36/EU" on preventing and combating traf-
ficking in human beings, and protecting the rights of victims
of trafficking, includes provisions on law enforcement with
regard to perpetrators of human trafficking, the prevention
of human trafficking and the protection of victims.

Directive 2011/99/EU™ on the European Protection Order,
and Regulation (EU) No 606/2013 on mutual recognition of
protection measures in civil matters, ensure that civil and
criminal protection orders mean that women who have
suffered domestic violence are protected from the perpe-
trators if the victims travel or move anywhere in the EU.
Protection orders, especially emergency protection orders,
offer women and children important protection in situa-
tions of immediate danger. In relation to the workplace,
there may be situations where employers will need to
address breaches of protection orders in the workplace.
The victims’ rights directive, Directive 2012/29/EU™ on
common minimum standards on the rights, support and
protection of victims, contains some important measures
for women victims of violence. The Directive strengthens
the rights of victims of crime so that any victim in the EU is
entitled to a minimum level of rights, protection, support,
access to justice, whatever their nationality and wherever
in the EU the crime takes place. The Directive is particu-
larly important in giving protection against retaliation and
repeat victimisation, for example when a woman reports
a crime, or initiates court proceedings, which could also
potentially impact on the workplace.

Combating violence against women was a priority in the Euro-
pean Commission's Strategy for Equality between Women
and Men 2010-2015, and is included as a priority in its Stra-
tegic Engagement for Gender Equality (2016-2019) (European
Commission, 2015). This states that combating gender-based
violence and protecting and supporting victims is a continued
priority, requiring effort from all actors to improve data, raise

9 Council Directive 2000/43/EC of 29 June 2000 implementing the principle of equal
treatment between persons irrespective of racial or ethnic origin

10 Council Directive 2000/78/EC of 27 November 2000 establishing a general
framework for equal treatment in employment and occupation lay down a general
framework for combating discrimination on the grounds of religion or belief, disability,
age or sexual orientation as regards employment and occupation, with a view to putting
into effect in the Member States the principle of equal treatment.

11 Directive 2011/36/EU of the European Parliament and of the Council of 5 April 2011
on preventing and combating trafficking in human beings and protecting its victims, and
replacing Council Framework Decision 2002/629/JHA

12 Directive 2011/99/EU of the European Parliament and of the Council of 13
December 2011 on the European protection order

13 Directive 2012/29/EU of the European Parliament and of the Council of 25 October
2012 establishing minimum standards on the rights, support and protection of victims of
crime, and replacing Council Framework Decision 2001/220/JHA
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awareness, change attitudes and improve victim support and
access to justice. These objectives will be achieved through
the EU's accession to and implementation of the Istanbul Con-
vention, the Victims" Rights Directive and laws on European
protection orders. The Strategy includes the launch of aware-
ness-raising campaigns and the establishment by Eurostat of
a multi-disciplinary task force to conduct an EU-wide preva-
lence survey on gender-based violence, and in 2017 EIGE will
introduce a measurement framework for violence against
women for the Gender Equality Index, to aid common defini-
tions and harmonised indicators across the EU-27.

In addition to carrying out preparatory work for the EU's ratifi-
cation of the Istanbul Convention, the European Commission'’s
Gender Equality Unit (DG Justice) is currently engaged in a
range of activities on combating violence against women.™

» 0On 25 November 2016, Commissioner Jourova launched
the “Focused Actions to Combat Violence against \Women”
in fulfilment of the commitment to eradicating all forms of
violence against women and girls, and to step up efforts
across the European Union and engage all stakeholders
collectively to combat violence against women. (European
Commission, 2016a)

A Eurobarometer survey on attitudes to violence against
women was published on 25 November 2016 (European
Commission, 2016b)

The Commission has issued several calls for proposals to
support transnational grassroots projects to prevent vio-
lence against women or support victims, including a new
call issued in 2017.

Other actions included a conference on gender-based vio-
lence held under the Maltese Presidency of the EU in 2016,
and plans for two seminars on violence against women
on policies in Member States to tackle violence against
women or help victims, under the Commission’s Mutual
Learning Programme. The Commission has launched a
social media campaign with the message “Say no! Stop
violence against women”.

With Eurostat, the Commission has begun to collect
existing national administrative data on violence against
women, including rape, sexual assault and intentional
homicide. A new European prevalence survey to identify
the extent of gender-based violence is also planned to be
carried out via national statistical offices.

Other activities finally include a greater effort to dissem-
inate good practices across the Member States and to
mainstream gender-based violence in other policy areas,
e.g. in DG Employment and DG SANTE.

As an occupational safety and health risk, several EU policies
have recognised the importance of new risk factors associ-
ated with sexual and psychological harassment. Examples
of this are the opinion of the European Commission Advi-
sory Committee on Safety, Hygiene and Health Protection at
Work on “Violence at the Workplace” (adopted in 2001) and

14 Information provided in an interview with Emily Jarret, DG Justice.



the Community strategy 2007-2012 on health and safety at
work, the latter of which highlighted “the emergence of new
risk factors, including violence at work, sexual and psycholog-
ical harassment”. There are some concerns, however, that the
European Commission is backtracking on its commitments to
implement measures to tackle the growing psychosacial risks
at work. This is suggested by, for example, the failure to pro-
duce a new EU strategy on health and safety at work since
the ending of the most recent strategy in 2012, a more indi-
vidualised approach to the mental health of workers, and a
reduced focus on workplace prevention.'

1.6 ISTANBUL CONVENTION

The Council of Europe Convention on preventing and combat-
ing violence against women and domestic violence (Istanbul
Convention) entered into force on 1 August 2014. At the time
of writing this report it had been signed by all 27 EU Member
States and ratified by 14 of them (Austria, Belgium, Denmark,
Finland, France, Italy, Malta, the Netherlands, Poland, Portu-
gal, Romania, Slovenia, Spain and Sweden). Some Member
States have already amended their legislation in line with the
Convention, including by introducing new laws on stalking. The
Convention sets out a framework for national laws and pro-
grammes to prevent and end violence against women through
an integrated approach, with the overall objective of changing
socially and culturally based attitudes and behaviour. It also
introduces a set of obligations for States, in accordance with
the due diligence principle, to take the measures necessary to
prevent, investigate, punish and provide reparation for acts of
violence against women. Reference is made to the workplace
in relation to sexual harassment at work, and programmes on
preventing domestic violence can be construed as having a role
for employers and the workplace.

Although trade unions across Europe are disappointed that the
Convention does not go further in specifying more concrete
measures for employers and unions, particularly with regard to
the prevention of domestic violence at work, the Convention is
widely welcomed as a significant driver for better policies on
violence against women and for progress to be made on these
policies through integrated, coordinated programmes that have
the potential to involve trade unions and employers.

P Article 12 of the Convention sets out a range of meas-
ures to prevent violence against women, which can be
interpreted widely to include workplace measures by:
“... encouraging employers, including those in the private
sector, to promote women’s participation in the labour
force and to adopt policies acknowledging that violence is
an obstacle to women’s employment.” At an institutional
level, campaigns can be used to mobilise both the public
and the private sectors in prevention, for example by tar-
geting employers’ associations or trade unions (Hester &

15 Interview with Fabienne Scandella, Senior Researcher, responsible for psychosocial
risk in occupational safety and health, ETUI.
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Lilley, 2014). Although no specific reference is made to
how employers and unions in the workplace can play a
role in providing support for victims and in preventing vio-
lence against women, including domestic violence, Article
12 can be broadly interpreted as including measures to
encourage employers “to promote women's participation
in the labour force and to adopt policies acknowledging
that violence is an obstacle to women's employment”
(Hester & Lilley, 2014, p. 19).

Article 20 refers to “general support services”, which
include training and assistance with finding employment.
Article 40 defines sexual harassment in employment using
the definition given in the EU Directive. This includes
“verbal, non-verbal or physical conduct of a sexual nature
unwanted by the victim” (para. 208), where the conduct in
question creates an intimidating, hostile, degrading, humil-
iating or offensive environment. This is further explained:
“Typically, the above acts are carried out in a context of
abuse of power, promise of reward or threat of reprisal.”
(para. 209).

Under Article 17(1), policies, guidelines and self-regulatory
standards to prevent violence against women should be
construed as encouraging more private companies to estab-
lish protocols or guidelines on, for example, how to deal
with cases of sexual harassment in the workplace. A report
for the Council of Europe on the implementation of Article
17 stresses: “The importance of trade unions in putting the
prevention of violence against women on the agenda must
also be recognised.” Trade unions can be a vital partner as
well as a forum for the exchange of ideas and visions of
ways to combat gender-based violence from the perspective
of the private sector (Morbeck, 2016, p. 20).

An independent expert body, GREVIO, has been appointed to
monitor the implementation of the Convention. GREVIO will
evaluate legislative and other measures taken by the Parties
to the Convention and can issue general recommendations
on the themes and concepts of the Convention.

On 11 May 2017, the European Council adopted two decisions
on the signing of the Istanbul Convention. This was based on
two proposals adopted by the European Commission, issued
on 4 March 2016, for a Council Decision on the signing/con-
clusion of the Istanbul Convention on behalf of the European
Union (European Commission, 2016¢ and 2016d). The Euro-
pean Commission’s view is that a wide and meaningful scope
will help to bolster coordination across the EU on combating
violence against women. Ratification is widely believed to
have potentially far-reaching consequences, including by plac-
ing a legal obligation on the EU to ensure that all Member
States implement the Convention, as well as providing the
basis for the establishment of measures for this at the EU
level (Freixes et al,, 2016).

16 GREVIO submitted the first monitoring reports of Austria and Monaco in 2016 and
in 2017 will submit reports from Albania, Denmark, Montenegro, Turkey, Portugal and
Sweden.



b The signing of the Convention would send a strong political message about
the EU's commitment to combating violence against women, create coherence
between its internal and external action, as well as complementarity between
national and EU levels, and reinforce its credibility and accountability towards
its international partners. It would also consolidate the EU’s action targeting
violence against women by achieving a more coordinated approach internally
and giving it a more effective role in international fora.”

(European Commission, 2016d, p. 7)

The commitment to ratify the Convention was also reinforced
by a Joint Statement of the three main EU institutions issued
at the 2017 EU Presidency Conference on EU responses to vio-
lence against women held in Malta (see Box 3).

BOX 3: JOINT STATEMENT OF THE EUROPEAN
COMMISSION, PARLIAMENT AND COUNCIL
PRESIDENCY, 20177

At the EU presidency conference on EU responses to
violence against women held in Malta on 3 February
2017 the three European Institutions (European Com-
mission, Parliament and Council Presidency) signed
a Joint Statement calling the Member States to:

b To ratify the Council of Europe’s Convention on pre-
venting and combating violence against women
and domestic violence (Istanbul Convention) for
those Member States not having done so yet;

To fully and effectively implement the Istanbul
Convention;

To conclude and finalise the decision on the EU
accession to the Convention with a meaningful
scope; and

To engage in a constructive and open dialogue
with the Presidency, the Commission and the
Council of Europe to clarify that the definition of
gender-based violence is the violence that hap-
pens to women because they are women and to
reaffirm the ongoing commitment to solve the out-
standing issues.

The three European institutions also commit them-
selves to zero tolerance of violence against women
and girls.

17 See Press Release: http://www.europarl.europa.eu/news/en/
news-room/20170206IPR61393/malta-joint-statement-european-institu-
tions%E2%80%99-call-for-action
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The ETUC and European NGOs believe that the ratification of
the Istanbul Convention should be carried out with the broad-
est scope possible. Research commissioned by the feminist
think-tank G5+ argues that the EU should sign and ratify the
Convention as it has jurisdiction over large parts of it, for
example under Article 157 of the TFEU, and in areas such
as sexual harassment, employment and occupation, access
to goods and services, the protection of victims, the sexual
exploitation of women and children, asylum and migration,
third-country mobility, cross-border cooperation, and data
protection. Obligations in relation to the protection of women,
girls and children with disabilities also exist under the United
Nations Convention on the Rights of Persons with Disabilities,
to which the EU and its Member States are Contracting Par-
ties. The study by G5+ also proposed that the EU should adopt
a Directive to ensure that the Istanbul Convention becomes
part of the legal system of Member States, allowing for direct
applicability in the event of a Member State’s not transposing
the Directive and with recourse to judgments of Court of Jus-
tice of the European Union (Freixes et al., 2016).

The European Coalition to End Violence Against Women and
Girls, which is made up of 26 European NGOs, including the
ETUC, has called on the EU to fully ratify and integrate the
Convention into EU legislation, and on Member States to
ratify and fully implement the Convention. The Coalition has
also called for funding for sustainable services and coopera-
tion with civil society and women's rights organisations. The
Coalition believes that ratification will be a major step for the
EU in combating violence against women (see Box 4).



BOX 4: EUROPEAN COALITION TO END VIOLENCE AGAINST WOMEN AND GIRLS

The European Coalition to End Violence Against
Women and Girls calls on:

4

The EU Member States and the Council of the
European Union to sign and conclude (ratify) the
Istanbul Convention in 2017, and within the broad-
est scope of EU competence as possible.

The European Parliament to adopt a strong res-
olution consenting to the EU conclusion of the
Istanbul Convention.

The European Commission to develop a compre-
hensive EU Strategy to prevent and combat all
forms of violence against women that is coordi-
nated and monitored by an EU coordinator body
against VAWG.

» The EU institutions to fully integrate the Istan-

bul Convention into the EU legislation and policy
framework, establishing a relevant and represent-
ative EU monitoring framework.

The EU Member States to ratify the Istanbul Con-
vention without reservations and to put in place
the necessary legislative and policy changes to
ensure its adequate implementation, including
allocating sustainable and adequate funding to,
and cooperating with, civil society and women's
rights organisations.
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SECTION 2: GENDER-BASED VIOLENCE
AND HARASSMENT AT WORK

2.1 VIOLENCE AND HARASSMENT AGAINST
WOMEN AT WORK: AN IMPORTANT AND

(RE)EMERGING WORKPLACE ISSUE

This section discusses the role that unions play in tackling
the first theme discussed in this report, namely, gender-based
violence and harassment in the workplace. It identifies key
successes, promising practices and challenges faced by
unions, with a view to identifying what has been learned from
this work for future trade union negotiations and actions. It
discusses measures to deal with violence and harassment
perpetrated in the workplace by managers, supervisors and
co-workers, and violence and harassment by third parties
such as customers, clients or pupils. The next section, Sec-
tion 3, discusses the related issue of how trade unions have
addressed the spill-over of domestic violence into the work-
place.

Although violence and harassment at work are not new issues
in the workplace, there are a range of dynamics that have
led to increasing attention being given to violence and har-
assment as both a gender equality issue and an occupational
safety and health issue, particularly in relation to rising levels
of psychosocial forms of violence at work. This is a positive
development of mainstreaming; however, the shift in focus to
recognising violence and harassment as a psychosocial risk
— and one that needs to be dealt with in policies on safety
and health and wellbeing at work — has not been without its
problems. One concern expressed by women interviewed in
this report is that occupational safety and health measures
do not always give visibility to gender-based forms of vio-
lence and harassment, where the issue is often presented
in gender-neutral language. This is relevant, as psychosocial
risks have become a growing problem and persistent gender
inequalities have been exacerbated by increasing levels of
pressure, stress and insecurity at work, and a labour market
across Europe increasingly typified by casualisation and pre-
carious working conditions. Psychosocial forms of violence
have increased as new risks have emerged from the economic
crisis, such as changing patterns of work and growing work
pressures, and casual and precarious forms of employment,
which disproportionately affect women workers.
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22 LAW AND POLICY ON GENDER-BASED
VIOLENCE AT WORK

Law and policy to combat and prevent gender-based vio-
lence at work exist in some form or other in all EU Member
States, where they have been implemented through govern-
mental programmes, strategies and national action plans.
An overwhelming message from the unions involved in the
ETUC project is the importance of a strong legal framework
on gender equality and gender-based violence, particularly in
defining specific obligations on employers and ensuring that
unions are present both in consultations on government pol-
icies and in negotiations on developing workplace policies.
One problem identified by unions is the gap in the legislative
coverage of small companies and casual forms of employ-
ment, in which women predominantly work.

The current legal framework on gender-based vio-
lence at work in the eleven country case studies can
be found in Appendix 1. This shows that recently adopted
legal frameworks governing harassment and violence at work
for all workers feature widely in wellbeing at work/safety and
health legislation, while specific equal opportunities or anti-dis-
crimination laws spell out harassment and sexual harassment
as they affect women and other groups who are protected by
that legislation. In most countries, wellbeing at work and equal
opportunities/anti-discrimination legislation use the same defi-
nitions, and attempts have been made to streamline the law.
Some laws on harassment and violence specify clear roles for
trade unions, as is the case with the wellbeing at work legisla-
tion in Belgium and the Netherlands, the relationships at work
legislation in Slovenia, and Organic Law 3/2007 in Spain. Some
recent legislation— for example, in Denmark, Slovenia, the
Netherlands and Belgium— includes psychosocial factors that
cause stress and harassment, such as working conditions and
the organisation of work. Some legal frameworks cover third-
party violence at work, although this protection was recently
removed from legislation in the UK

In some Member States, legislation sets out requirements for
CBAs to be concluded at sectoral or workplace level to ensure
that effective procedures are established in workplaces. This
is the case, for example, with the Belgian Act on Wellbeing at
Work of 28 February 2014, which gives employers, the role of
prevention and sets out detailed requirements for them, e.g.



to develop effective procedures under joint employer-union
Safety and Health Committees, and through workplace ‘per-
sons of confidence’ who are to provide confidential support
for victims. In Spain, workplace equality plans, which are pro-
vided for under Organic Law 3/2007, also include provisions
on preventing sexual harassment. Nevertheless, unions point
to the lack of coverage in small enterprises, where the major-
ity of women work.

2.3 DATA AND EVIDENCE

One in six workers across Europe report having been sub-
jected to acts of violence, harassment and unwanted sexual
attention (Eurofound, 2015a). Data from the 2005-2010
European Working Conditions Surveys show that although
physical violence at work has declined, other forms of vio-
lence and harassment, such as threats, intimidation, bullying,
harassment and unwanted sexual attention, are prevalent at
work (Eurofound, 2015b). Increased attention to psychologi-
cal violence and a growing body of research evidence have
highlighted the growing problem of psychological violence,
particularly bullying/mobbing, which negatively affects the
health and wellbeing of workers (Eurofound & EU-OSHA,
2014). Indeed, psychological forms of violence are a major
and growing problem and are often invisible in the workplace
(ILO, 2016a; EU-OSHA, 2011; Eurofound, 2016). Evidence from
trade-union and other surveys discussed in this report also
points to significant problems of sexual harassment at work,
and has led to trade union mobilisation, awareness raising
and negotiations in recent years.

Appendix 2 gives a snapshot of data (collected in the 11
country case studies) from recent national surveys that
has helped to give visibility to the hidden issue of sexual
harassment at work. This data shows that estimates of the
prevalence of sexual harassment at work range from 3% of
waorkers in Belgium, between 4% and 20% of workers in Den-
mark, and between 16% and 20% and in France. A TUC (2016)
survey on sexual harassment at work in Great Britain found that
more than half of all women and nearly two-thirds of women
aged 18 to 24 vyears said they had experienced sexual harass-
ment at work. In a 2016 survey of women members of the UK
University and College Union (UCU), on sexual harassment in
the university/college sector, 54% reported a personal experi-
ence of some form of sexual harassment at work. Of interest is
that the TUC and UCU surveys showed that many women did
not trust the system, fearing retaliation and/or loss of career
advancement and promotional opportunities, and very few
reported sexual harassment to a union representative. Young
women in particular, for example academics on precarious
contracts, were very vulnerable to sexual harassment. Some
women in the UCU survey spoke about how they had changed
the way they dressed and behaved in the workplace, and how
sexual harassment had wrecked their lives and careers. A
survey in Ireland found that there had been a 14% increase
in the number of cases of bullying of nurses and midwives
reported over the previous four years, and 6% of respondents
said they were bullied daily (INMO, 2014). This was largely put
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down to greater stress and pressure at work, and reductions in
staffing levels.

Cases of sexual harassment in public places are also docu-
mented in recent surveys, which indicate that this is a growing
problem affecting women'’s safety and mobility, travel to and
from work and access to safe spaces. In one official survey in
Germany, 52.2% of the women interviewed had experienced
sexual violence and harassment either in a public space, at
work or in the private sphere (BMFSFJ, 2003). A 2016 survey of
sexual harassment in public places by the End Violence Against
Women coalition (EVAW, 2016) found that 85% of women aged
18-24 vyears had experienced sexual harassment/unwanted
sexual attention in public places and 45% had experienced
unwanted sexual touching.

In relation to third-party violence, estimates range from 2%
to 23% of all workers; this rises to 42% of those who work in
direct contact with the public, many of who are women (EPSU
et al, 2013). A union survey in Bulgaria found that over half of
women transport workers experienced violence from passen-
gers (FTTUB, 2010). Health workers are another group reporting
high rates of third-party violence in Bulgaria (CITUB, 2003), and
in the education sector in Denmark there was a 50% increase
in physical violence against teachers by pupils (Danish Teachers
Organisation, 2015). In the hotel and catering sector, a survey
by 3F found that 24% of workers had experienced sexual har-
assment at work, mainly from clients. The Netherlands Working
Conditions Survey 2011 (TNO/CBS, 2011) found that 24% of
workers were exposed at least once to some form of third-party
violence from people such as customers, clients, students and
passengers.

According to the survey by the European Fundamental Rights
Agency (FRA, 2014), Denmark has one of the highest reported
rates of sexual harassment in Europe, with 80% of women
respondents stating that they had been sexually harassed (in
places not confined to the workplace) at some point in their
lives and 37% had experienced sexual harassment in the pre-
vious year. Analysis of the FRA survey by the Dutch Institute for
Gender Equality and Women's History, ATRIA (Rdmkens et al.,
2016), found that in the Netherlands 78% of respondents had
experienced sexual harassment (not solely in the workplace), as
against the EU average of 55%. There, 26% of respondents had
been victims of stalking, in contrast to the EU average of 18%.

Some unions are so concerned about rising levels of sexual har-
assment at work, and the low rate of reporting of the problem,
that they are seeking to carry out surveys to use as an evidence
base for negotiations with employers. This was the motivation
behind the recent TUC and UCU surveys on sexual harassment
carried out in 2016. In 2017, the CSC-Alimentation et Services
union in Belgium, which organises workers in female-dom-
inated jobs in the cleaning, services, catering and home help
sectors, launched a survey, the results of which will be pub-
lished in mid-2017. An ETF survey of women transport workers
with affiliates across Europe, will be published in May 2017.
Sexual harassment in the workplace in Denmark is the subject
of a new research study being carried out by Professor Anette



Borchorst, Aalborg University, with the involvement of several
trade unions.

24 NEW AND EMERGING ISSUES RELATING TO
VIOLENCE AND HARASSMENT AT WORK

b€ Sexual harassment at work is

a serious problem which can have
far-reaching repercussions for

the victims and impacts on the
whole workplace. Together with
the employers, we have the means
to address it effectively through
collective agreements.”

(Montserrat Mir, Confederal Secretary, ETUC)

As mentioned above, violence and harassment, including sexual
harassment at work, are not new workplace issues. However,
some new and emerging issues in recent years, including a
focus on a broad ‘world of work’ perspective, have helped to
shift both the focus and the attention given to violence and har-
assment, particularly as they affect women workers.

THIRD-PARTY VIOLENCE AND HARASSMENT

In some sectors, working with clients or customers exposes
workers to a higher risk of violence, for example in night-time
services such as bars and cafés where alcohol is consumed,
and in places where criminal justice or policing are carried
out, where front-line services are provided by emergency first
responders, where money or prescription drugs are handled,
where care or education services are provided, and where
work is done in isolated or mobile locations or at unsocial
hours. Significant risks of violence from third parties are faced
by transport workers such as bus drivers, ticket collectors,
conductors and air stewards; and in predominantly female
occupations, shop assistants, bar and restaurant workers,
teachers, nurses and social care workers are often exposed
to violence and harassment. Unions in the public sector report
that in some sectors, such as social care for older people,
disabled people and people with mental health difficulties,
aggression from service users has become commonplace. A
lack of staffing can contribute to aggressive behaviour, par-
ticularly where service users may have complex needs that
are not being met. In the health sector, where austerity meas-
ures have led to insufficient resources for staffing and for
high-quality services, there has been an increase in both the
incidence and the severity of violence in the workplace.

» In Denmark, rising levels of harassment are put down to a
more aggressive working environment and an increase in
the number of patients with mental health and addiction
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problems (Danish Nurses Organisation, 2015). New
government spending, amounting to 21 million kroner for
2015-2018, was allocated to the prevention of violence
against hospital staff. However, a large part of the funding
has already been spent, and the union believes that
additional resources are needed to deal with this growing
problem.

The FOA union of health and social care workers and the
Danish Nurses’ Organisation held a joint conference on 29
May 2012 to discuss how to deal with the problem of vio-
lence in psychiatric care. The unions note that increased
pressure of work, the risks involved in working alone and
the shortage of staff have contributed to the problem.
Since 2012, five women health-care workers have been
killed by patients in psychiatric care and treatment facili-
ties. Unions believe, however, that little priority is given to
addressing this issue. Recently, when a male police officer
was killed, almost all politicians and the prime minister
expressed their sympathy and publicly condemned the
killing. The FOA union attempted to question why the kill-
ings of the health-care workers did not receive the same
amount of political attention. FOA believe that underlying
this is the perception that working as a public servant in a
female-dominated field is not as important or prestigious
as being from a male-dominated field, even though it may
be just as dangerous.

Research by Nordic unions on sexual harassment in the
hotel, restaurant and tourism industry (HRCT, 2015) high-
lights significant problems, especially third-party sexual
harassment directed at women, in particular young women
with insecure jobs. In the tourism industry, alcohol con-
sumption, the tipping culture, irregular working hours
and the notion that the customer is always right, and that
harassment is part of the job, all contribute to a culture
of third-party harassment. The research highlights the
key role the social partners could play in challenging and
addressing endemic sexual harassment in the sector.
Teachers’ unions in Ireland have been involved in discus-
sions with employers about addressing bullying and sexual
harassment in schools. For example, teachers’ unions par-
ticipated in the Anti-Bullying Forum and an Anti-Bullying
Working Group, established in 2012 by the Department of
Education and Skills and the Department of Children and
Youth Affairs. A public consultation with stakeholders and
the wider community informed a new Anti-Bullying Action
plan, which paid particular attention to homophobic bully-
ing and sexualised forms of bullying.

An ETUCE-EFEE project has supported teacher unions and
education employers to become more proactive in their
national social dialogue structures when reducing and pre-
venting third-party violence and harassment (ETUCE-EFEE,
2012). It has included support to include third-party vio-
lence and harassment as issues in collective agreements
in the education sector, and to assist teachers’ unions and
education employers to set up strategies on health and
safety for schools, focusing in particular on preventing and
tackling third-party violence in schools. The results of the
project show inspiration and increased knowledge on the
part of teachers’ trade unions and education employers of



strategies and good-practice examples of how to prevent,
mitigate and tackle third-party violence. It also led to the
dissemination of the multi-sectoral guidelines on third-
party violence and a guide for the education sector about
how to prevent and mitigate it.

BOX 5: MULTI-SECTORAL GUIDELINES
TO TACKLE THIRD-PARTY VIOLENCE
AND HARASSMENT AT WORK

The social partners from the commerce, private
security, local government, health and education
sectors have agreed ‘Multi-sectoral guidelines
to tackle third-party violence and harassment at
the workplace’. The guidelines were signed on 16
July 2010 by European social partners (EPSU, UNI
Europa, ETUCE, HOSPEEM, CEMR, EFEE, EuroCom-
merce, CoESS, 2013). The guidelines were drawn up
to address the growing concern about the impact of
third-party violence on workers’ health and dignity,
as well as the economic impact on absence from
the workplace, morale and staff turnover. In addition,
the social partners note that third-party violence can
also create an environment that is unsafe for, and
even frightening to, the public and service users, and
thus has a negative social impact. According to the
guidelines, different studies show that between 2%
and 23% of all workers have experienced third-party
violence. Owing to the concentration of female work-
ers in the sectors where contact with members of
the public is most prevalent, women are more often
confronted with third-party violence than men.

The guidelines set out the practical steps that can be
taken by employers, workers and their representa-
tives/trade unions to prevent and mitigate problems
of third-party violence and harassment. The steps
reflect best practice developed in the sector while
shaping joint approaches to health and safety, and
build on the existing obligations on employers and
workers in the field of health and safety. In particular,
employers also have an obligation to consult workers
and/or their representatives on all matters relating to
health and safety at work.

The joint evaluation report on the follow-up to the
implementation of the multi-sectoral guidelines (EPSU
-HOSPEEM-CEMR-UNIEUROPA-EUROCOMMERCE-
ETUCE-EFEE-CoESS, 2013) contains examples of
how they have been used and promoted within the
framework of projects, campaigns, awareness rais-
ing and concrete actions. Examples include the
signing of an agreement on third-party violence in
local and municipal government in Denmark, an
information and awareness-raising campaign in Fin-
land, and seminars and training in Germany, France,
the Czech Republic, the Netherlands, Latvia and the
UK. A range of difficulties were identified, such as
low awareness about and understanding of third-
party violence, cuts in public spending, insufficient
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resources and the need for more specific, detailed
guidelines for some sectors, such as health. Some
EPSU affiliates in local government have stated that
they would be prepared to go beyond the guidelines
and conclude an agreement. Public-sector workers
also highlighted the problems associated with aus-
terity measures, which have led to greater exposure
to third-party violence. The evaluation suggested a
range of ways forward, including further research,
a social partner agreement on third-party violence,
and further implementation of the agreement through
Sectoral Social Dialogue work programmes.

The report recommended additional steps to be
taken, including negotiations for a social partner
agreement on preventing third-party violence, the
implementation of the guidelines as an integral part
of all the Sectoral Social Dialogue work programmes
of the respective social dialogue committees,
training for social partners in implementing the
guidelines, and more financial support from the Euro-
pean Commission for national projects.

TRAVEL TO AND FROM WORK

The risk of violence against workers travelling to and from
work is a new ‘world of work’ issue affecting those on early
or late shifts, including those who work at night because of
late opening hours in retail. In the UK, the Freedom from Fear
campaign organised by the shop workers” union, USDAW,
is a good example of negotiations to enhance the safety of
women shop workers on their way to and from work late at
night or early in the morning.

P The 'Freedom from Fear’ campaign run by the UK retail
union, USDAW, has focused on increasing safety for
women shop workers who travel to and from work either
late at night or very early in the morning. An USDAW
survey on the issue showed management that it needed
to be tackled jointly. Concrete examples of what has been
agreed include giving women time to come off the super-
market checkouts, once the store had closed, so that they
could move their cars to directly outside it, as car parking
for staff was often the furthest away. Another example
is fitting a loud bell to the staff entrance, so that when
women arrive for their shift in the early hours of the morn-
ing they can be heard and let into the store straight away.
Previously they could find themselves standing outside for
up to twenty minutes as they could not be heard. In one
case, reps got a manager to agree to walk to the local train
station at night to see the route that women who were
finishing at 22hrs had to walk. It was then agreed that
women could change their shifts if they were concerned
about their safety. Other examples include keeping car
park lights on until staff have left the premises, and agree-
ing to finish a shift early to enable staff to catch the last
bus home.



GENDER-BASED VIOLENCE AS AN OCCUPATIONAL
SAFETY AND HEALTH ISSUE

As we have shown, violence and harassment at work are
increasingly understood as an occupational safety and health
risk affecting workers’ physical and psychological wellbeing,
and as a core safety and health issue in occupational risk
assessments and prevention programmes (EU-OSHA, 2011).
This has helped unions to extend workplace prevention pro-
grammes on violence and harassment. Adverse working
conditions are increasingly defined as occupational risks to
be tackled through occupational risk assessments and preven-
tion programmes. In Belgium, for example, sexual harassment
and violence are principally dealt with as psychosocial risks
in the workplace under the 2014 Act on Wellbeing at Work.
Under the Act, stress, psychological harassment and sexual
harassment at work can result from workers being exposed
to an aspect of the work environment or behaviour over which
the employer has some control (e.g. work organisation, work
content, working and living conditions at the workplace or
interpersonal relationships).

Although integrating gender-based violence into occupa-
tional safety and health initiatives has presented challenges,
some unions have put considerable effort into mainstream-
ing gender-based violence in occupational safety and health
measures, especially by addressing psychosocial risks in risk
assessments and in company policies.

» Unions in the Netherlands see that one potential way to
address violence and harassment in joint employer-union
negotiations is through the agreement of ‘Health and Safety
Catalogues’, which are legally binding. Under the Social
and Economic Council, social partner representatives at
sector or company level are required to agree on detailed
policies, and their agreements are recorded in a Health and
Safety Catalogue. They also inform the work of the labour
inspectorate. Some of catalogues have been drawn up with
specific guidance on violence and harassment. Examples
include catalogues in the service sector, including for phar-
macists, taxis and petrol stations, and also for vocational
training schools, ambulance services, banks, utility compa-
nies, and various government institutions. However, unions
interviewed for the country case study stated that in this
work, sexual harassment and gender-based violence are
rarely addressed in the safety catalogues.

P The TUC gender and occupational safety and health
Gender Sensitivity Checklist provides guidance on how
to include a wide range of gender equality issues, includ-
ing violence against women and sexual harassment. This
checklist is currently being updated, and it is anticipated
that a strengthened priority will be given to preventing and
tackling sexual harassment at work.

» A Women's Health and Safety at Work Toolkit drawn up by
the Scottish Trade Union Confederation (STUC) Women's
Committee sets out a range of hazards affecting women
in the workplace. It argues that “Discrimination against
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women can heighten safety hazards. Low pay and income,
the burden of caring for others or domestic violence can
add to workplace stress; women working alone or on night
shifts may feel more vulnerable.” The guidance shows that
unionised workplaces are safer for women, and that work-
place reps, equality reps and safety reps play a key role in
negotiating better health and safety for members at work.
Violence against women is one of the issues covered in
the toolkit, which includes a model policy and checklist
to help union reps address domestic violence at work,
together with a sexual harassment checklist for them.

A similar approach has been taken by the Italian
confederation, CISL, in a booklet which set outs a
gender-based approach to safety and health, including
psychosocial risks and work-related stress, a gender-based
approach to company risk assessments and a ten-point
plan for workers to promote safety and health at work
(based on Legislative Decree 81/08). Shifting the focus
to an occupational safety and health issue has enabled
unions to strengthen and mainstream violence against
women throughout the union.

‘Workers" safety representatives training for better
occupational health of workers’, a project run by the
Slovenian confederation ZSSS and co-financed by the
Health Insurance Institute of Slovenia, was carried out in
2013-2014 to enhance workers" occupational health and
to increase the number of workplaces with an elected
worker safety representative. The trade union has provided
professional training for workers' safety representatives
and has set up an e-network for them. ZSSS see this
network as being important in addressing sexual
harassment at work in the future. A further project run
jointly by ZSSS and the main health insurance institution
has been exploring ways to reduce absenteeism at work.
The project has trained workplace representatives to
identify and address health and wellbeing, and to promote
good relations between colleagues in the workplace. It
has also examined psychosocial risks and violence at
work. Harassment and violence at work were revealed to
be a significant problem. Workshops have been held with
the health insurance institute and with experts, including
some from the USA. The project has helped to reduce
absenteeism, and the insurance companies have stated
that their return on their investment in the project has
been four times what they put into it.



b€ Harassment and violence are a
workplace risk... We tried to find
out what is wrong and why people
are absent from work, and we look
at how health and wellbeing can be
improved and violence prevented in
the workplace. In practice we found
that harassment was reported

as a significant issue by many

participa nts.” (Andreja Poje, Executive Secretary,
Economics and Equal Opportunities, ZSSS)

The Danish Strategy for safety and health measures up to
2020 was agreed in consultation with the social partners in
2011. The strategy states that a good psychological work-
ing environment is important for communities, businesses
and individuals, and it can increase productivity, improve
efficiency and reduce absenteeism among employees.
Guidelines, drawn up by the Danish Work Environment
Authority in consultation with the social partners, were
a response to growing concern about sexual harassment
at work. The guidelines, entitled ‘A good psychological
working environment: prevention of sexual harassment’,
were sent out to all employers in Denmark in 2016 with
the aim of preventing sexual harassment in the workplace
and giving employers practical advice on how to handle
it. Unions involved in drafting the guidelines wanted to
include stronger regulatory measures setting out the obli-
gations on employers.

A further resource is the Dutch Labour Inspectorate’s
health and safety check online tool, introduced in 2016 to
help employers and workplace representatives to assess
the state of play of occupational health and safety. It
includes checklists on psychosocial risks and work pres-
sure, including ‘bullying, intimidation, sexual intimidation’
and "third-party violence'. This enables employers to iden-
tify areas of risk and to carry out a more detailed thematic
review to address the problem.

In Italy, through a network of ‘mobbing and stalking coun-
ters’, the state agency INAIL (Occupational Health and
Workers Compensation Authority) has introduced assis-
tance for workers who have been mobbed and harassed.
Some unions also run mobbing and stalking counters. See
Box 6 below on union action to prevent and tackle mob-
bing at work.
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BOX 6: UNION ACTION TO PREVENT AND
TACKLE MOBBING AT WORK: THE ROLE OF
‘MOBBING AND STALKING COUNTERS'

In Italy, mobbing is recognised as an urgent health
and safety risk in the workplace, and one that results
in physical, psychological strain and suffering. It is
a growing problem, linked to changes in the organ-
isation of work and an increase in work demands.
Several unions spoke about the growing danger of
mobbing being viewed as a gender-neutral issue,
although in practice the majority of victims are
women, and mobbing often take the form of sexual
harassment. As Mole (2012) argues, workers are
not viewed as sexualised or gendered subjects, and
this limits the understanding of the issue as a form
of gender discrimination and unequal gender rela-
tions. Interviews with those responsible for both the
government's mobbing counter (Sportello Mobbing
INAS) and the counters run by the unions UILPA
and CGIL spoke of the growing problem of mobbing
at work, including sexualised forms of it. Overall, it is
estimated that 80% of workers contacting mobbing
counters are women — many are victims of either
sexual harassment or domestic violence.

In addition to the mobbing and stalking counters run
by the state agency INAIL (Occupational Health and
Workers Compensation Authority), unions have also
established mobbing and stalking counters across
the country. These services are often more acces-
sible to workers when they are provided and run by
unions, and they are often trusted by workers. The
counters provide advice, support, information and
the informal and formal resolution of complaints
made by victims of mobbing. The dedicated mobbing
and stalking counter in Naples has a good practice,
whereby a network of psychologists, mediators, law-
yers and police aim to reduce violence and mobbing.
According to Anna Letizia (coordinamento donne
Napoli, CISL), this network “plays a pragmatic role
and through the network they help us, along with
municipal social workers, to make the best possible
decisions for victims.” The counter was established
in 2010 and is run by volunteer workers, lawyers and
psychologists. It is led by an energetic and commit-
ted women's officer, who has built a network with all
sectors — health, education, social work, police, law-
yers, courts — to ensure that service providers are
aware of the needs of women experiencing violence.
The counter deals with violence against women and
stalking (as the majority of cases are about women),
and its staff support and accompany women to
court and help them to make decisions. Since 2010,
approximately 100 cases have been reported to
the police. Ongoing support is offered to women as
investigations are carried out. The Naples counter
disseminates leaflets, raises awareness and con-
ducts training with judges.




In many large workplaces, and particularly in the public
sector, mediators/advisors provide confidential advice and
support for victims of harassment. In Belgium and the Neth-
erlands, legislation provides for the appointment of workplace
‘persons of confidence’ who ensure confidential support to
victims of violence. In Slovenia, the introduction of the 2009
decree on measures to protect workers’ dignity at work in
state administration led to the appointment and training of
workplace counsellors. To date the Ministry of Labour, Family,
Social Affairs and Equal Opportunities has trained over 600
workplace counsellors to this end, and the head of each public
administration service is required to publicise the role of the
counsellors. The counsellor gives advice and helps to mediate
and resolve an issue. Good practices have been established
in the police and army; these are sectors where complaints of
sexual harassment had been made in the past.

25 COLLECTIVE BARGAINING AGREEMENTS
AND WORKPLACE POLICES

The CBAs collected in the ETUC 'Safe at Home, Safe at Work’
project show a variety of approaches to collective bargaining,
from statements of principle and requirements to be elabo-
rated in workplace or in sectoral policies or agreements, to
more detailed provisions that define different elements of
violence and harassment at work, setting out prevention
programmes, awareness raising, workplace procedures and
employers’ responsibilities, as well as providing for psycho-
logical or other support to victims. Some CBAs focus on all
forms of violence (physical, psychosocial, sexual harassment),
while others address solely the problem of sexual harass-
ment. Often the issue is addressed from a gender perspective,
as part of equality bargaining and gender mainstreaming
strategies, in recognition of the fact that sexual harassment
and violence are discrimination-related violations of women’s
rights (ETUC, 2014). Some agreements have addressed the
issue of third-party violence, particularly in female-dominated
sectors.

Appendix 3 lists nearly 120 agreements and workplace
policies collected in the eleven country case studies,
80 of which address violence and harassment at work,
with a particular focus on sexual harassment at work.
A further 40 agreements and policies on domestic violence at
work were collected — they are discussed in the next section
of this report. A summary of these, including examples of
good practice agreements and policies identified in the eleven
country case studies, are set out below.

An analysis of these agreements shows a range of different
approaches taken by unions in their collective negotiations on
violence and harassment at work. These tend to fall within
one or more of the following three areas:

> ‘Gender equality/sex discrimination”: As a gender equal-
ity issue, violence and harassment are integrated into
agreements on gender equality in the workplace, with a
particular focus on sexual harassment.
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> An ‘integrated equality approach/non-discrimination’: This
is where violence and harassment are considered part of
an integrated equality/non-discrimination approach where
gender is one of multiple grounds (race, disability, gender,
religion or belief, sexual orientation, age, etc.). The main
focus is on discrimination-related harassment affecting
one or more of these groups.

A "dignity harm/wellbeing at work" approach: Violence and
harassment are included in health, safety and wellbeing
at work programmes covering all workers. In most cases
violence is viewed as a psychosocial risk and reference is
also made to sexual harassment.
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a) European Social Partners’ Autonomous
‘Framework Agreement on Harassment and
Harassment at Work’ (2007)

An overarching framework on violence and harassment,
which has framed a large number of CBAs across Europe, is
the 2007 autonomous ‘Framework Agreement on Harass-
ment and Harassment at Work' (hereinafter referred to as
the 2007 European Social Partners’ Framework Agreement),
signed by the European social partners (BusinessEurope,
ETUC, CEEP and UEAPME) in 2007. The framework agree-
ment applies to all workplaces and all workers, irrespective
of the form of employment contract or relationship. A useful
definition of violence and harassment at w