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¢Un derecho sélo para las mujeres?

Las razones en el marco de la politica comunitaria:
una ley de transposicion

Las razones culturales: una “ley de generacion”



Conceptos clave

Transversalidad: horizontal y vertical

Discriminacion indirecta (sexo vs. género)

Prueba estadistica



¢La igualdad es una obligacion legal o/y un imperativo
empresarial?

Igualdad de minimos: modelo de Estado e
incipiente/creciente reflexion econémica

= ATENCION: vias de obligatoriedad

Politicas de diversidad: politica de empresa y modelo
economico

Politicas de wellness: politica de empresa y modelo
economico



¢ Qué deben hacer las empresas?

( * Diagnostico
PLAN ESTRATEGICO DE * Objeto
IGUALDAD (vision/mision/valores)
) * Sujetos
PLAN ESTRATEGICO DE
CONCILIACION
* Politicas
PLAN ESTRATEGICO * Medidas/instrumentos
ANTI-ACOSO
* Recursos
Seguimiento

/
[ ]



El coste de la discriminacion

Sanciones administrativas

Indemnizaciones por danos y perjuicios: reales, efectivas y
proporcionales




Sanciones administrativas

LISOS y RD 306/2007:

Falta grave (entre 626 y 6,250 €)

Falta muy grave (entre 6,251 y 187,515 € y la pérdida automatica de cualquier
beneficio publico en materia de empleo, asicomo la exclusién a su solicitud por un
plazo de 6 meses --> posibilidad de sustitucion a través de la realizaciéon de un Plan
de Igualdad)

* Falta grave (entre 163.956 y 409.890 €)

= Falta muy grave (entre 409.891 y 819.780 €)



Indemnizaciones

Ejemplos EEUU:
= Morgan Stanley: 46M $ (discriimnacion salarial de 8 empleadas)
= Merryl Lynch: 200 M $ (discriminacién salarial)
= UBS: 29 M $ (despido discriminatorio)

* Information Agency: 508 M $ (85.000M €) (discriminacién en
carrera profesional de 1100 empleadas)

= Wal-Mart (en proceso): 1000 M $ (discriminacién salarial de 1’5
M de empleados)

= Mitsubishi 34M $ (acoso sexual)

En Espana:
= 24.000-26.000 €



Ventajas de la diversidad ()

Companies with Active Diversity Policies

Benefits Gained

Strengthened cultural values within the organisation
Enhanced corporate reputation
Helped to attract and retain highly talented people
Improved motivation and efficiency of existing staff
Improved innovation and creativity amongst employees
Enhanced service levels and customer satisfaction
Helped to overcome labour shortages
Reduced labour turnover
Lowered absenteeism rates
Improved access to new market segments
Avoided litigation costs

Improved global management capacity

0 20 40 60
% of companies identifying benefit as important
or very important

Base: Companies with active diversity policies
Source: CSES Survey of Companies
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http://209.85.129.104/search?q=cache:t-yR8jDGW1IJ:www.stop-discrimination.info/fileadmin/pdfs/CostsBenefExSumEN.pdf+CSES+Survey+of+companies&hl=es&ct=clnk&cd=2&gl=es

Exhibit 2

Ventajas de la diversidad (ll)

Changes in

Labour Markets

Changes in the Business Environment Promote Diversity

Changes in
Product
Markets

Focus on
Diversity

Changes in
Role of
Government

Changes in
Wider Social
Values

Changes in
Capital Markets

Sowrece; CSES




Ventajas de la diversidad (lll)

Exhibit 3

Business Benefits of Diversity

Focus on Diversity

Short'Medium Termm Improvements in
Business Performance

+ Reduce Costs

+ Resoive Labour Shortages

+ Access New Warkats

+ Improve Perfarmance in Existing Markets

Long Term Improvements in Underlying

“Value Drivers’
+  Human Capital
+  Organisational Capital

Souwrce; CSES




Ventajas de la diversidad (IV)

Exhibit 2

The increase in the number of female graduates will have a limited impact on diversity

Female graduate trajectories
1970s, 2000s, linear projection for 2035

1970s

1978 61 %
2006 24 %

1976 a2 9

2006 i 2% € —J

1975 32 %

2006 [ 11 % €—J

1975 41 %

2006 -a% —

Proportion of women:

- University graduates®
- On executive committee™ ¢. 30 years later

2000s
2005 64 %
2035+ 25 Y ]
2005 61 %
2035 [lle% < J
2005 49 %

2035 [N 7 %> <—

2005 58 %

2035~ |11 % ]

Female graduates with the equivalent of 3 master's degres

Even if these projections are applied only to
the academic channels that traditionally produce
company managers™**, the proportion of women

on management boards in France would still

only reach 16% in 2035

u
.

Eurcpean Commission statistics on the top 50 listed companies per country
* Extrapolation based on trends 1975-2005

% Female graduates with the equivalent of 3 master's degree in economics, law or sciences, or from the Grandes Ecoles and MBA programs
Source: OECD; national statistics; Eurostat; European Commission; Mokinsey; data from French institutions

Fuente: Mc Kinsey




Ventajas de la diversidad (V)

Exhibit 8

Companies with three or more women in top management functions score more highly
for each organisational criterion than companies with no women at the top

To what extent is your company effective BB companies with no women (n=45)
in each of the 9 organisational dimensions? Il companies with 3 or more women (n=13)

Percentage of employees with positive evaluation™®

Work External

_ | is 64
ENVIFONMENt | = orientation [N 7

and values

. 51 _— 63
veen D et —

Coordination

56 .
and control | -1 Gy | 7
Leadership _""?-2@ Accountability | <

Innovation
I 53

' Analysis conducted on a sample of 101 Eurcpean companies, or 53,240 persons surveyed
Maote :  Given the sample size, a 1% difference is statistically significant
Sourze: McKinsey

Fuente Mc Kinsey



Ventajas de la diversidad (VII): El distintivo de calidad
en materia de igualdad

Ministerio de Trabajo y Asuntos Sociales (y CCAA)

Ventajas: Contratos con las AAPP, publicidad (marca)

Requisitos: Responsabilidad destacada en: presencia equilibrada en
organos de Gobierno, puestos directivos y, en general, en la
clasificacion profesional, implementaciéon de Planes de Igualdad o
adopcion de medidas innovadoras sobre la materia y publicidad no
sexista



El rol social de las empresas

QA11 In your copinion, which of the following have an important
role to play in combating discrimination?

Schools and universities
Parents

The media

The (NATIONALITY ) Govemment
Employers' Companies
Faolitical parties
(MATIONALITY) Padiament
Religious authorities

The Europaan Lnion

Local or regional authorities
Intemational institutions
Trade unions

MGO's, associations

OtherMone/ Dk

EU25 (%)

13%
12%
11%,
10%
10%
8%
8%
7%
6%

42%
405
34%
3%
20%
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