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Song of an African Woman
I have only one request.
I do not ask for money
Although I have need of it,
I do not ask for meat . . .
I have only one request,
And all I ask is
That you remove
The road block
From my path.
From the Acholi poem, Song of Lawino
Okot p’Bitek
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Overview

This toolkit has been designed as part of the of
the project ESF/no. 46 “The Gender Aspect from
a Legal Perspective”, with the aim of assisting
human resource managers or other persons
whose job entails working with people. It provides
general information on gender equality, gender
mainstreaming strategy and methods that can be
adopted within the workplace.
The toolkit in fact contains a compilation of existing
information on gender-related issues, particularly an
explanation of the legislation aimed at eliminating
discrimination and the legislation on family-friendly
measures.
The toolkit then goes a step further than the
minimum established by law, and provides tools
to facilitate the adoption of gender mainstreaming
practices within the respective organisation.
The toolkit moreover provides information on
the ‘business benefits’ of gender mainstreaming
and family friendly measures, thus illustrating
why organisations would benefit through the
implementation of this strategy.
The business case has been integrated within this
toolkit through meetings held with Administration,
Human Resource Managers and Business
Development Executives. These meetings were
an important contribution to the compilation of this
toolkit, since concrete and practical scenarios are
being presented.

This document provides general information to
people interested in Gender Equality Legislation and
Gender Mainstreaming. It is not intended to provide
legal advice. Readers should not act, or refrain
from acting, based on any information available
via this document. The National Commission for
the Promotion of Equality expressly disclaims all
liability in respect of actions taken or not taken
based on any contents of this document. Readers
should not rely on the information provided herein
as legal advice for any purpose, and should always
seek the legal advice of competent counsel in the
relevant jurisdiction.
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INTRODUCTION
TO GENDER
EQUALITY
When Professor Amartya Sen took up issues
of women’s welfare, he was accused in India
of voicing “foreign concerns.”
“I was told Indian women don’t think like that
about equality. But I would like to argue that if
they don’t think like that they should be given
a real opportunity to think like that.”
Professor Amartya Sen Nobel Laureate 1998
Quoted by Parmita Shastri in “The Unheeded
Conscience” which appeared in Outlook India, 1998
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What is Gender Equality?
‘Gender’ refers to the social roles and relations
between women and men. This includes the different
responsibilities of women and men in a given
culture or location. Unlike the sex of men or women,
which is biologically determined, the gender roles of
women and men are socially constructed and such
roles can change over time and vary according to
geographic location and social context.
Gender Equality occurs when the different
behaviour, aspirations and needs of women and
men are equally valued and favoured. On the other
hand, gender discrimination, or sexism, happens
when persons are treated differently because
they belong to a particular sex or gender. Under
Maltese law, gender discrimination is deemed
to have occurred also when persons are treated
unfavourably because of their marital status,
pregnancy or potential pregnancy or because of
their family responsibilities. Sexism, or gender
discrimination can also occur when attitudes,
conditions, or behaviours promote stereotyping of
social roles based on gender.

Gender Equality is a Fundamental
Human Right
Human Rights refers to Universal Rights of human
beings. The idea of human rights descended from
the philosophical idea of natural rights. Human rights
are conceptualized as based on inherent human
dignity. For many people the doctrine of human
rights goes beyond law and forms a fundamental
moral basis for regulating the contemporary geopolitical order. Human rights are democratic
ideals.1
The Maltese Constitution, which is deemed to be
the supreme law of Malta, includes under Chapter
IV dealing with Fundamental Rights and Freedoms
of the Individual the prohibition to discriminate on a
number of grounds, including sex.

1

http://en.wikipedia.org/wiki/Human_rights
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Gender Awareness:
• Gender is not the same as sex;
• Sex refers to the biological differences between
women and men;
• Gender refers to the differential social roles that
define women and men in a specific cultural
context;
• Gender roles vary greatly in different societies
and cultures;
• Gender roles are fluid and can be deconstructed
and reconstructed into different roles;
• Gender awareness embodies an understanding
of the negative impacts of gender issues and the
need to address the inequalities that arise from
them;
• Gender awareness acknowledges the significant
contribution that women make as equal
participants and beneficiaries to society;
• Age, race and class are major factors which
determine our gender roles.

Equality is not Sameness
The search for equality is not a search for sameness.
People vary in temperaments, interests, abilities,
personalities and the amount of material goods
that they possess. The community acknowledges
different abilities, skills and judgments. Differences
exist, but they are individual differences not
differences imposed on people by some pre-existing
condition like sex.
Differences abound. But these differences are
matters of choice, taste and personal history. They
need not mean I am better than you, she is better
than he. We could still express and retain these
individual preferences in a world where material
wealth is more equally distributed and where the
opportunity to develop skills, talents and abilities is
equally open to everyone.
We could be equal and different. With the essentials
of life available to all of us, we could all enjoy nature,
develop individual preferences and live securely.
That is equality.
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Three Approaches
to Gender Equality
Over the years, gender equality has been sought
through three different approaches:
• Equal Treatment;
• Positive Action;
• Mainstreaming.
The Equal Treatment approach is based on the
belief that women and men should be treated the
same as each other. In effect, this often meant
women were treated the same as men! This
approach thus failed to address the differences
between men and women.

Positive Action is an approach which recognizes
that whilst there are similarities between women
and men, there are also differences. In recognizing
that men and women are different in some
respects, it seeks to accommodate, or make up for
those differences that are construed as ‘deficits’ or
‘special needs’ of the under-represented sex, in
most cases, women.

The Gender Mainstreaming approach on the
other hand turns away attention from individuals
and their rights, or their deficiencies and
disadvantages, and focuses instead on those
systems and structures that produce those
deficiencies and disadvantages in the first place.
It seeks to integrate equality into those systems
and structures.
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Gender Mainstreaming
The United Nations
Mainstreaming:

Definition

of

Gender

Mainstreaming a gender perspective is the process
of assessing the implications for women and men of
any planned action, including legislation, policies or
programmes, in any area and at all levels.
It is a strategy for making women’s as well as men’s
concerns and experiences an integral dimension
of the design, implementation, monitoring and
evaluation of the policies and programmes in all
political, economic and societal spheres so that
women and men benefit equally, and inequality is
not perpetuated.
The ultimate goal is to achieve gender equality.
Since October 2005, Member States of the
European Union are obliged to actively take into
account the objective of equality between men and
women when formulating and implementing laws,
regulations, administrative provisions, policies and
activities in the fields of access to employment,
vocational training and promotion, and working
conditions.

Gender Mainstreaming is NOT:
About having well-written statements - it’s
about changing the way you work
About blaming anybody for inequalities that
do exist
About only women taking action
About only women benefiting from it
About having women on Boards or
Committees
About stopping or replacing gender specific
policies and programmes targeted at either
men or women
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NonDiscrimination
in Employment
Carrie Chapman Catt,
women’s rights activist
[in a speech at the Senate]
No written law has ever been more binding
than unwritten custom supported by popular
opinion.

11
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Gender Discrimination
in Employment
Gender Discrimination in Employment is prohibited
under the Equality for Men and Women Act. Certain
forms of gender discrimination also constitute
criminal offences.
Definitions:
Discrimination based on sex or because of
family responsibilities includes the treatment
of a person in a less favourable manner than
other person has been or would be treated
on the grounds of sex or because of family
responsibilities.
Discrimination can be direct or indirect. Under
Maltese law, Direct Discrimination includes:
• The giving of less favourable treatment, to men
and women on the basis of their sex or because
of family responsibilities;
• Treating a woman less favourably for reasons of
actual or potential pregnancy or childbirth;
• Treating men and women less favourably on the
basis of parenthood, family responsibility or for
some other reason related to sex;
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• Actions which apply to an employee, terms of
payment or employment conditions that are less
favourable than those applied to an employee
in the same work or work of equal value, on the
basis of discriminatory treatment;
• Actions whereby the employer knowingly
manages the work, distributes tasks or otherwise
arranges the working conditions so that an
employee is assigned a clearly less favourable
status than others on the basis of discriminatory
treatment.
Indirect Discrimination implies any treatment
based on a provision, criterion or practice which
particularly disadvantages the members of one
sex. In such cases, indirect discrimination can
occur without there actually being an intention
to discriminate. The absence of such intention
does not however excuse a person from having
discriminated against a particular person or group
of persons. In this regard, the importance of gender
audits and gender evaluations becomes particularly
relevant.
Employers may however exonerate themselves
from responsibility if they prove that the provision,
criterion or practice is appropriate and necessary
and can be justified by objective factors unrelated
to sex. This is however an exception that should be
interpreted very restrictively.

• Managing the work, giving promotions, distributing
tasks, offering training opportunities or otherwise
arranging the working conditions in a manner that
employees are assigned a less favourable status
than others on the basis of sex or because of
family responsibilities;
• Altering the working conditions, or the terms of
employment of employees to the detriment of
such employees after such employees have
invoked any right accorded to them by gender
equality law or claimed the performance in their
favour of any obligation or duty prescribed by
such law;
• Neglecting an employers’ obligation to suppress
sexual harassment;
• Engaging or selecting a person who is less
qualified than a person of the opposite sex
(unless the employer can prove that the action
was based on acceptable grounds related to
the nature of the work or on grounds related to
previous work performance and experience).

“Our people :
… with their ambition, drive and expertise are
the backbone of the company’s success
… we strive to attract, motivate and retain
the best talent on the island … therefore our
success is highly dependant on our ability
to constantly evolve and offer solutions that
appeal to the ‘new generation’.”
Ms.Lisa Pullicino, Senior Manager Human
Capital -PricewaterhouseCoopers

Gender Mainstreaming
in Employment

SECTION A
B

Private Sector
NON-DISCRIMINATION
INTRODUCTION
IN EMPLOYMENTTO GENDER EQUALITY

Discrimination in Advertising:
It is not lawful for any person:
When advertising or offering employment or when
advertising opportunities for employment or when
selecting applicants for employment, to subject any
applicants for employment or any class of applicants for
employment to discriminatory treatment;
• To publish or display or cause to be published or
displayed any advertisement, or, otherwise to advertise
a vacancy for employment which discriminates
between job seekers or to request from job seekers
information concerning their private life or family plans
(this provision does not apply in those cases where
employers prove that the work in connection with
the situation advertised can only be performed by a
person of a specific sex - this is however an exception
that is also applied very restrictively);
• To publish or display or cause to be published
or displayed any advertisement which promotes
discrimination or which otherwise discriminates.

Equality at the Place of Work:
It is not lawful for any person to discriminate, either
directly or indirectly:
• In the arrangements made to determine who should
be offered employment;
• In determining who should be offered employment;
• In the terms and conditions on which the employment
is offered, including pay and other benefits; and
• In determining who should be dismissed from
employment.
Exceptions:

“Allowing space for diverse ideas may
lead to more business. Having both males
and females working together might be a
good business opportunity”, concluded Mr.
Jonathan M. Dalli, Business Development
Executive (CSB Group).

• In relation to access to employment, a less favourable
treatment which is based on a characteristic related to
sex shall not constitute discrimination where by reason
of the particular occupational activities concerned, or
of the context in which they are carried out, such a
characteristic constitutes a genuine occupational
requirement and where such treatment remains within
the limits of what is appropriate and necessary in the
circumstances. In such cases the burden of proof
shall lie on the person who alleges that there is such
a genuine occupational requirement;
• Special protection granted to women during childbirth
or pregnancy; and
• Measures of positive action for the purpose of
achieving substantive equality for men and women.

13
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Equal Pay
The Maltese Constitution provides that:
“…the State shall … aim at ensuring that women workers
enjoy equal rights and the same wages for the same work
as men.”
Employees in the same class of employment are thus
legally entitled to the same rate of remuneration for work
of equal value.
However, an employer and a worker or a union of workers
as a result of negotiations for a collective agreement, may
agree on different salary scales, annual increments and
other conditions of employment that are different for those
workers who are employed at different times, where such
salary scales have a maximum that is achieved within a
specified period of time; and
Moreover any distinction between classes of employment
based on discriminatory treatment otherwise than in
accordance with the provisions of the law are deemed to
be null and of no effect.

Harassment
It is not lawful for an employer or an employee to harass
another employee or to harass the employer by subjecting
such person to any unwelcome act, request or conduct,
including spoken words, gestures or the production,
display or circulation of written words, pictures or other
material, which in respect of that person is based on sexual
discrimination and which could reasonably be regarded as
offensive, humiliating or intimidating to such person.

Sexual Harassment
It is unlawful for any person to sexually harass other
persons, that is to say:
• To subject other persons to an act of physical intimacy;
or
• To request sexual favours from other persons; or
• To subject other persons to any act or conduct with
sexual connotations, including spoken words, gestures
or the production, display or circulation of any written
words, pictures or other material, where the act, words or
conduct is unwelcome to the persons to whom they are
directed and could reasonably be regarded as offensive,
humiliating or intimidating to the persons to whom they
are directed; or
• To treat less favourably the persons so subjected or
requested due to such persons’ rejection of or submission
to such subjection or request.
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Employers’ Responsibility:
Persons responsible for any work place, educational
establishment or entity providing vocational training
or guidance or for any establishment at which goods,
services or accommodation facilities are offered to
the public, shall not permit other persons who have
a right to be present in, or to avail themselves of
any facility, goods or service provided at that place,
to suffer sexual harassment at that place.
Should sexual harassment occur, persons
responsible as aforesaid may bring as a defence
proof that they took such steps as are reasonably
practicable to prevent such sexual harassment.
In most cases, the implementation of a sexual
harassment policy which has been duly brought
to the attention of employees or other persons
concerned is deemed as sufficient proof that such
preventive steps had in fact been taken.
NB: Sexual harassment is a crime punishable with a
fine (multa) of not more than €2,329.37 (Lm1,000)
or to imprisonment of not more than six months or
to both such fine and imprisonment.
Victimisation: It is not lawful to victimise any
person for having made a complaint to the lawful
authorities or for having initiated or participated
in proceedings for redress on grounds of alleged
breach of the provisions anti-discrimination law,
or for having disclosed information, confidential or
otherwise, to a designated public regulating body,
regarding alleged illegal or corrupt activities being
committed by his employer or by persons acting in
the employer’s name and interests.
Punishment: a fine (multa) not exceeding two
thousand and three hundred and twenty-nine
euro and thirty-seven cents (€2,329.37) or to
imprisonment for a period not exceeding six months,
or to both such fine and imprisonment
Employers shall be deemed to have discriminated
against a person if such employers alter the
working conditions, or the terms of employment of
employees to the detriment of such employees after
such employees have invoked any right accorded
to them by law or claimed the performance in their
favour of any obligation or duty stipulated by law.
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FAMILY-FRIENDLY
MEASURES
AT THE PLACE OF
WORK
“You can tell the condition of a nation by
looking at the status of its women.”
Jawaharlal Nehru (1889-1964)
Former Prime Minister of India

17

Gender Mainstreaming
in Employment
18
18

SECTION A
C

Private Sector
FAMILY-FRIENDLY MEASURES
INTRODUCTION
GENDER EQUALITY
AT THE PLACE OFTOWORK

PREGNANCY, MATERNITY AND
BREASTFEEDING
Maternity leave is one of the recognised conditions
of employment. Non observance by an employer
of recognized conditions of employment constitutes
an offence under the Employment and Industrial
Relations Act.
A pregnant employee may apply for maternity leave
for an uninterrupted period of fourteen weeks if she
notifies her employer in writing of the date when
she intends to avail herself of such entitlement (at
least four weeks before the maternity leave begins,
in so far as is reasonably practicable).
In addition the fourteen weeks are fully paid.
Maternity leave shall be availed of as follows:
• four weeks of maternity leave to be availed of
immediately before the expected date of delivery
of the child (whether living or dead after seven
months of pregnancy) unless agreed otherwise
between the employer and the employee.
However if the employee is unable to avail
herself of the maternity leave entitlement before
the date of delivery, such remaining balance of
entitlement may be availed of after;
• six weeks of the maternity leave entitlement to
be taken compulsorily immediately after the date
of delivery of the child (whether living or dead
after seven months of pregnancy);
• the remaining balance of entitlement to be
availed of, in whole or in part, either immediately
before or immediately after the above periods, as
the employee may request.
Employers are prohibited from:
• including any condition in a contract of service
(whether written or verbal) which empowers
the employer to terminate the employment of a
female employee on her contracting marriage or
becoming pregnant with child. If such condition
is included, it shall be null and void;
• giving notice of termination of employment to
an employee during maternity leave even if
otherwise they would be entitled to do so;
• dismissing an employee during the period of
her maternity leave or the period of five weeks

following the end of such leave in which she
is incapable for work owing to a pathological
condition arising out of confinement;
• setting up as a good and sufficient cause for
terminating a contract of service the fact that
the employee contracts marriage; or that an
employee is pregnant with child or is absent from
work during maternity leave; or that the employee
discloses information, whether confidential or
otherwise, to a designated public regulating
body, regarding alleged illegal or corrupt activities
being committed by his employer or by persons
acting on the employer’s name and interests;
or that the employee has filed a complaint or is
participating in proceedings against the employer
involving alleged violation of laws or regulations
or is having recourse to competent administrative
authorities.

Gender Mainstreaming
in Employment

SECTION C

Private Sector
FAMILY-FRIENDLY MEASURES
AT THE PLACE OF WORK

employer during such leave and during any such
absence she shall be entitled to all rights and benefits
which may accrue to other employees of the same
class or category of employment at the same place
of work, including the right to apply for promotion
opportunities at her place of work.
An employee who does not resume work as provided
above, or who upon having resumed work, abandons
the service of her employer without good and
sufficient cause within six months from the date of
such resumption, shall be liable to pay the employer a
sum equivalent to the wages she received during the
maternity leave. An employee on a fixed-term contract
however shall not be liable to pay the employer a sum
equivalent to the wages she received during maternity
leave if her contract of employment is not extended
at the employer’s discretion for up to a period of time
which is sufficient for her to fulfil this obligation.

SPECIAL MATERNITY LEAVE

A pregnant employee is entitled to time off without
loss of pay or any other benefit, in order to attend
antenatal examinations, if such examinations have to
take place during her hours of work. The employer
has the right to request documentation to show the
appointment times or attesting to actual attendance for
such examinations.
The employee shall, at the termination of maternity
leave to which she is entitled or of the period of her
incapacity for work owing to a pathological condition
arising out of delivery of a child (whether living or dead
after seven months of pregnancy) be entitled to resume
work in the post she occupied on the commencement
of her maternity leave, or in an analogous post if at
the time when she becomes so entitled the post she
formerly occupied is no longer available.
The employee on maternity leave shall moreover
be deemed to have been in the employment of the

In case an employee is incapable for work owing to
a pathological condition arising out of delivery of a
child (whether living or dead after seven months of
pregnancy) after the expiration of her maternity leave,
a period of five weeks shall be deducted from the
period of sick leave to which the employee is entitled
at the time of such incapacity. The period of incapacity
which exceeds such sick leave entitlement shall be
deemed to be leave of absence without entitlement
to wages. In such cases the employer may require
the employee to produce evidence of such incapacity
for work and may require his own doctor to visit such
employee and to report to him on the condition of her
health.
Employers are obliged to ensure the health and safety
of employees who are pregnant, have recently given
birth or who are breastfeeding.
An employer should take measures to protect the health
and safety of an employee, after a risk assessment
has revealed a risk to the safety or health or an effect
on the pregnancy or breastfeeding of the employee.
An employer should also take measures to protect
the health and safety of an employee who becomes
pregnant or starts breastfeeding, to prevent the risk of

19
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exposure which could jeopardise the health or safety
of such an employee, to agents, processes or working
conditions to which exposure is prohibited in terms
of specific provisions made under the Occupational
Health and Safety Authority Act (provided that the
employee has duly informed her employer that she is
pregnant or breastfeeding).
Such measures may include:
(a) the temporary adjustment of the working
environment and, or the hours of work of the
employee concerned;
(b) the assignment of the employee to suitable
alternative work which is appropriate for her to do in
the circumstances, in the event that the adjustment
of her working conditions and, or hours of work is
not technically and, or objectively feasible, or cannot
reasonably be required on duly substantiated
grounds:
when the reason for the measures taken no longer
remain valid, the employer shall endeavour to reassign
the employee to the same job or when this is no longer
possible for a valid reason, to equivalent or similar
work which is consistent with her original contract of
employment.
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If the employer shows to the satisfaction of the
Occupational Health and Safety Authority that he is
unable to take measures to protect the health and
safety of the employee, the employee concerned shall
be given special maternity leave by the employer for
the whole of the period necessary to protect her safety
or health. During the special maternity the employer
shall pay the employee, for a period of eight weeks, a
special allowance equivalent to the rate of sickness
benefit payable in terms of the Social Security Act for a
maximum period of eight weeks. Any special maternity
leave given in relation to a single delivery, whether
as a continuous period or in an interrupted manner,
extending beyond a cumulative total of eight weeks,
shall be unpaid.
Night work - An employer, who receives notification
by means of a medical certificate that an employee
should not perform night work during her pregnancy
and during breastfeeding for reasons relating to her
health and safety, should transfer her to daytime work
to comply with his/her obligations as an employer to
protect the Health and Safety of employees under
relevant legislation. In such case the employee’s
employment rights shall be ensured and her wages
shall not be less favourable than those stipulated in
her contract of employment.

Gender Mainstreaming
in Employment

SECTION C

Private Sector
FAMILY-FRIENDLY MEASURES
AT THE PLACE OF WORK

If the employer is unable to transfer the employee
to daytime work as this is not technically and, or
objectively feasible or cannot be required on duly
substantiated grounds, the employee shall be given
special maternity leave as referred to above.
An employee shall not be entitled to payment during
her special maternity leave if she refuses to perform
suitable alternative work provided by her employer
which is considered acceptable in the circumstances
by the Occupational Health and Safety Authority.
The above measures are intended to protect the health
and safety of employees. Health and safety legislation
forms part of the recognised conditions of employment.
Non observance by an employer of recognized
conditions of employment constitute an offence under
the Employment and Industrial Relations Act.
In all cases the employee shall remain entitled on
termination of the special maternity leave, to all
benefits which may accrue to other employees of the
same class or category of employment at that place
of work.
Subject to certain exceptions, an employer may not
dismiss a pregnant employee, an employee who has
recently given birth or a breastfeeding employee,
during any period of special maternity leave, because
of her condition or because she avails herself or seeks
to avail herself of any rights in accordance. In cases
where there is good and sufficient cause to dismiss the
employee, the employer must cite duly substantiated
grounds for her dismissal in writing in her notice of
termination; and send a copy of such notice to the
Director for Industrial and Employment Relations.
Moreover, an employee who is dismissed shall be
regarded for the purposes of these regulations as
having been unfairly dismissed if the reason (or, if
more than one, the principal reason) for the dismissal
is that the employee (a) refused (or proposed to refuse)
to comply with a requirement which the employer
imposed (or proposed to impose) in contravention
of his obligation to provide for her health and safety
or refused (or proposed to refuse) to forgo a right
conferred on her by these regulations.

At PwC Malta, family-friendly measures are
available for both sexes. Employees, particularly
those at senior levels, may opt to have different
work arrangements. The nature of the work
at PwC (being cyclical and being based on
client portfolios) makes this possible. For
instance, an individual employee’s workload
will be commensurate to the number of hours
he/she works which is in turn directly linked
to the portfolio of clients allocated to that staff
member. Furthermore, the nature of the work
makes individuals accountable for their job/task/
assignment (ie tasks can be measured).
Ms. Lisa Pullicino, Senior Manager Human
Capital -PricewaterhouseCoopers

21

Gender Mainstreaming
in Employment
22
22

SECTION A
C

Private Sector
FAMILY-FRIENDLY MEASURES
INTRODUCTION
GENDER EQUALITY
AT THE PLACE OFTOWORK

Parental Leave
It is the individual right of both male and female
workers to be granted unpaid parental leave on the
grounds of birth, adoption or legal custody of a child
to enable them to take care of that child for a period
of three months until the child has attained the age of
eight years.
This right is however granted on a non-transferable
basis, that is, neither parent may transfer his or her
respective right to parental leave to the other eligible
parent.
Moreover, parental leave must be availed of in
established periods of one month each.
Unless otherwise prescribed in a collective agreement
applicable to the employee, the employer together
with the employee may decide whether to grant the
parental leave on a fulltime or a part-time basis, in a
piecemeal way or in the form of a time credit system.
In the event that the parental leave was not availed of
or there is still an existing balance of parental leave,
an employee shall remain entitled to such leave even if
there is a change in the employer or in the employment
of the employee.
The employee who exercises the right to make use of
parental leave shall be entitled to return to the same
job that the employee occupied prior to the granting
of parental leave, or, where this is no longer possible
for any valid reason, to an equivalent or similar job
consistent with the original contract of employment of
the employee.
The employee who is on parental leave shall, during
the period of parental leave, be still entitled to all rights
and benefits which may accrue to other employees
of the same class or category of employment at that
same place of work:
During the period of parental leave, the employee shall
still have the right to apply for promotion opportunities
arising within the place of work.
During the period of parental leave, an employee shall
not, upon the resumption of duties at the workplace,
be entitled to any other leave, bonuses or allowances
and shall not avail himself of such entitlement which
might have accrued during such period.
Unless the employer and the employee agree
otherwise, the employer shall not, during the period of

parental leave, have the right to suspend the parental
leave and to request the employee to return to work
before the agreed date of resumption of duties, and
the employee shall have no right to return to work prior
to the agreed date of resumption of duties.
Every employer is bound to keep a record of the
parental leave granted to every employee and shall,
on the demand of the employee which may be made
even after termination of employment, deliver to the
employee a written statement of the details of the
leave granted to the employee.
The Organisation provides these facilities to take
into consideration the human side and not only the
‘just-for-profit’ motive. “Getting from A to B, one
can experience ‘casualties’ should our strategy be
to walk on a straight line, however there are other
routes one can take to achieve the same results
and that is the path Intercomp has chosen”.
- Mr. Franz R. Wirth, Director – Finance
& Administration & Company Secretary,
Intercomp
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Urgent Family Leave
All employees are entitled to time off from work on
grounds of force majeure for urgent family reasons in
cases of sickness or accident making the immediate
presence of the employee indispensable.
The circumstances referred to above include:
(a) accidents to members of the immediate family of
the employee;
(b) the sudden illness or sickness of any member of
the immediate family of the employee requiring the
assistance or the presence of the employee;
(c) the presence during births and deaths of members
of the immediate family of the employee.
In this regard, ‘’immediate family’’ means the husband,
wife and married or unmarried children, as well as
family relations up to the first degree, and whether
living in the same household or not and persons
having legal custody of a child.
No advance notification is required to be given by the
employee except in those cases where it is possible
for the employee to give at least twenty-four hours
notice of an event which is to take place and which
requires the absence of the employee from the place
of work for urgent family reasons.
‘Urgent Family Leave’ must be granted for a minimum
total of fifteen hours with pay per year. The total
number of hours availed of by the employee for urgent
family reasons is however to be deducted from the
annual leave entitlement of the employee.
The employer has the right to establish the maximum
number of hours of time off from work in each particular
case. The minimum time however should not be less
than one hour per case unless there is the specific
agreement of the employee.
The employer has the right to demand such evidence
as may be necessary to verify and confirm the
request.

The most obvious tangible benefits arising from
the implementation of equal opportunity measures
are improved retention rates, and improved
staff morale.
Although there are instances when change brings
about resistance or negative energy in the work
environment, introducing family-friendly measures
at PwC has not in the least affected the morale of
staff negatively. On the other hand, PwC Malta
claim that staff members feel more gratified
towards the firm for giving them the opportunity
to progress in their career/s.
- Ms. Lisa Pullicino, Senior Manager Human
Capital -PricewaterhouseCoopers
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Other Family-Friendly Measures
Maternity Leave, Special Maternity Leave, Parental
Leave and Urgent Family Leave are the minimum
family-friendly measures established by law.
Organisations may however choose to add upon or
improve these conditions through their collective
agreements or through their adoption in their work
practices. Below are a few examples of additional
measures that could be introduced:
Reduced time-table: Employees may be granted the
possibility of reducing the total hours of work by working
reduced hours or on a part-time basis. This provides
the possibility for the employer to retain the services
of an employee in whom he would have invested
time and energy. On the other hand, employees
would be granted the opportunity to create a better
balance between their professional and personal
responsibilities. It is important however for employers
to ensure that employees working on reduced hours
or on part-time basis are not treated less favourably
than comparable full-time employees. Moreover, such
employees should also be granted the opportunity to
return to work on a full-time basis should this become
feasible.
Teleworking2: Teleworking increases the efficiency
of the organization thorugh more effective use of staff
time and skills. On the other hand, it enhances staff
well-being through assisting them to reconcile work
and private life and reduce travel time and stress.
Additionally, it could also contribute to environmental
improvement through a reduction in traffic.

“Nowadays, it is very difficult to find the right
person for a particular job”, said Ms. Caren
Portelli, Recruitment Executive (CSB Group).
For example, at selection stage a candidate was
identified as being very promising. The candidate
asked for reduced hours. In order not to lose the
candidate; it made business sense to grant the
selected candidate reduced hours as requested.

Other Leave Entitlements
Maltese Legislation stipulates other leave entitlements,
which may however vary depending on the particular
sector within which the particular person is employed.
Employees may therefore also avail themselves of
such leave entitlements to create better work-life
balance.
Vacation Leave: Full-time employees are entitled to
vacation leave not being less than four working weeks
and four working days during any calendar year.
Vacation leave may be availed of on dates mutually
agreed to between the employer and the employee,
may be given in half day periods and may be
accumulated over a period not exceeding two calendar
years. As a form of good practice, employers should
also provide all those employees who do not work on
a full time basis the faculty of benefiting from such an
entitlement on a pro-rata basis. In most cases, the
latter practice is in fact mandatory.

Employers could moreover provide the opportunity for
employees to avail themselves of parental leave for a
longer period than 3 months. A number of work places
already provide the possibility for employees to take
such leave for a period of up to one year. Employers
could moreover consider the possibility of providing
paid parental leave, in return for an obligation on the
part of the employee to participate in certain work
activities during leave, to ensure that the employee
is not completely cut off during the period of absence
and remains professionally updated.

2

ESF/no. 23 – Gender Mainstreaming the Way Forward, (2005) Executive Summaries: Defined telework as a form of work
arrangement that combines the concept of distance from the traditional workplace and the use of communication technologies.
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Marriage Leave: An employee is entitled to an
average of three working days leave on full pay on the
occasion of his or her marriage.
Birth Leave: Employees are entitled to an average
of one day paid leave on the occasion of the birth of
their child.
Bereavement Leave: employees are entitled to an
average of two days paid leave on the occasion of
the death of any of the following relatives: the wife,
husband, the mother, the father, the son, daughter, the
brother, sister.

Challenges faced by Intercomp: “It is an
organizational culture change. We didn’t use to
offer these type of flexible work arrangements.
Yet, this occurred in the last two/three years.
Handling it company wide can be more difficult.”
- Mr. Franz R. Wirth, Director – Finance
& Administration & Company Secretary,
Intercomp
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GENDER
MAINSTREAMING
You can tell the condition of a nation by looking at the
status of its women.
Jawaharlal Nehru
Former Prime Minister of India
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The Pre-Requisites
for Gender Mainstreaming

Commitment from the Top - those at the top of
the organization need to signify their commitment
towards equality issues and lead by example.

Leading authors on the subject of gender
mainstreaming are of the opinion that for the
successful implementation of this strategy, a
number of pre-requisites need to be in place:

Incentives to Build Ownership - these include
financial incentives to be included in the performance
review of key personnel.

A legally backed, public duty to promote equality as already explained, persons who run workplaces
and educational institutions must ensure that they
do not discriminate between persons and that
equality is promoted in the relevant daily activities.

Sanctions - persons who violate another person’s
right for equality and non-discrimination are liable
to punishments and sanctions prescribed by law. It
is in the interest of organization to make this clear
to its staff or members. Additionally, organization
can impose internal sanctions, such as warnings
and suspension from work vis-à-vis a person who
breaches the organisation’s equality policy.

Appropriate Institutional Arrangements Institutions intent on carrying out effective gender
mainstreaming need to put in place the relevant
mechanisms, such as identifying a person who is
to be responsible for equality issues; the drafting
and implementation of a gender equality policy;
adequate reporting mechanisms and sanctions.
Gender Audits can be carried out to assess the
institution from a gender perspective, and gender
impact assessments can be carried out in relation
to new projects or policies prior to their adoption or
upon their review.
Awareness Raising - persons within the institution
should be made aware of the measures taken by the
relevant organisation in pursuance of the objective
to achieve gender equality. In line with Corporate
Social Responsibility, organizations could also
initiate campaigns to raise awareness on gender
equality issues with the general public.
Training - relevant personnel needs to be given
adequate training in order for it to manage gender
issues appropriately and effectively.
Expertise - the organization should also have at its
disposal the services of experts who can advise on
the measures that are best suited to each particular
organization.
Reporting Mechanisms - personnel who feel that
their rights to equality and non-discrimination are
not being upheld need to be able to report such
instances internally. Such reporting procedures
need to be clearly outlined.

Continuing Professional Education
Deloitte has staff career paths, through
the sponsorship and financial support for
training. In addition, as part of Deloitte’s
vision - to become the standard of excellence,
all employees are expected to update their
Continuing Professional Education (CPE)
on an annual basis. A number of trainee
hours is defined by Deloitte. The Firm partfinances these courses for staff, depending
on the role within the organization. Gender
mainstreaming is carried out in relation to
talent management and promotions.
Overall Deloitte advocates that their “focus is
not about gender but about competence”.
- Ms. Anne Marie Thake, Senior Manager
Human Resources, Deloitte.
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The Business Case for Diversity
at the Place of Work:
There are several reasons why an organization
would want to implement diversity strategies. The
organization might be ethically driven, or it would
want to ensure regulatory compliance to avoid
costly litigation and to preserve its reputation.
“Through my experience there are various
reasons why a business should consider flexible
work arrangements:
• Increased ability to attract, retain and motivate
a more diverse workforce including those who
cannot work full time or within standard hours.
• Employees have a greater freedom so there is
increased job satisfaction, energy, creativity and
ability to handle stress. In most cases employees
are more likely to work ‘strange’ hours in order to
solve an issue.
• Reduction in overtime and less lost time, since
when there is a late arrival the working day just
shifts.
• Reduction in recruitment and training costs by
retaining staff.
• Changing market conditions are dealt with
more effectively by meeting clients’ needs
through offering services outside the normal 9 to
5.”
- Ms. Ilona Gambin, Group HR Manager –
Datatrak
Furthermore, organizations are also aware that the
implementation of diversity policies at the place of
work also amount to a good return on investment.
According to the European Commission (2003)
study entitled “The costs and benefits of
diversity - A Study on Methods and Indicators
to Measure the Cost - Effectiveness of Diversity
Policies In Enterprises” (Directorate-General for
Employment, Industrial Relations and Social Affairs
Unit D/3) diversity adds value to companies by the
implementation of diversity strategies as the place
of work yields the following results:
Strengthening long-term ‘value-drivers’ i.e. the
tangible and intangible assets that allow companies
to be competitive, to generate stable cash flows, and
to satisfy their shareholders. These include building
a differentiated reputation with key stakeholders
and customers, and improving the quality of human
capital within a company.
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Generating short and medium-term
opportunities to improve cash flows
e.g. by reducing costs, resolving labour shortages,
opening up new markets, and improving
performance in existing markets. These are also
known as ‘return-on-investment’ (ROI) benefits.
Research shows that organizations that implement
workforce diversity policies identify important
benefits that strengthen substantially higher
productivity:
[1] a saving on recruitment costs (for every member
of staff that returns to work, time and money are
saved);
[2] a reduction in staff turnover (high staff turnover
hits business performance);
[3] a reduction in absenteeism (a greater sense of
wellbeing at work results in reductions in staff
sickness absences);
[4] the attraction and retention of a talented
workforce (flexible working practices will attract
talented individuals and can help retaining a
talented staff);
[5] an improvement in customer service (flexible
working arrangements allow the possibility of
providing services 24 hours a day, 7 days a
week, which in turn will result in an increase in
sales and a reduction in consumer complaints);
[6] Improved innovation;
[7] Enhanced corporate reputation.
Source:

http://www.stop-discrimination.info
fileadmin/pdfs/Reports/Business_Case_
for_Diversity/busicase_en.pdf

Market Factors
The market dictated the introduction of these
initiatives – there is a great demand for
the employment of qualified professionals
especially accountants. Family friendly and
flexible measures are essential to increase
retention. These are also included in the staff
handbook.
At present, Deloitte does not have a written
equality policy. It has been a natural policy
process. In fact, Deloitte will be developing one
in the coming months.
- Ms Anne Marie Thake - Senior Manager
Human Resources, Deloitte.
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Gender Equality Policy
A Gender Equality Policy signifies an organization’s
commitment to promote equality in concrete terms. The
Equality Policy should ideally be written, and it should
be reviewed and updated regularly. The implementation
of such a policy could also exonerate an employer
from legal liability in certain circumstances.
Equality policies should:
• Be in line with current legislation;
• Have been the subject of consultation with individual
and groups within the wider environment;
• Be widely available to all those who come in contact
with the organisation;
• Be explicitly endorsed by top management officials.
The policy should contain the following details:
• A clear definition of gender equality, in line with
relevant legislation;
• A clear statement that gender discrimination is
unlawful;
• A reference to employment;
• A reference to service delivery issues;
• A reference to monitoring the policy and how this
will be achieved;
• A reference to whose responsibility it is to implement
the policy;
• A reference to what will happen if discrimination
occurs; and
The challenges being faced in introducing this
new policy are akin to any other change process
that occurs in an organization. The new policy
will be promoted not as a ‘new rule book’ but as a
tool which will be used to show mutual respect. In
order to overcome any natural negative energy
and/or friction, one of the critical success factors is
that of communication. For this reason, employee
involvement will be vital in the preparation of
this new policy. This will be possible particularly
through internal focus groups and also through
the existing open communication culture that
exists at CSB Group.

• A reference to training and developing staff to
promote equality.
It is also important to ensure that harassment and
sexual harassment are also addressed through this
policy or in a separate policy.
Moreover, all staff should have had the opportunity
to be made aware of what the policy contains, their
personal responsibility to comply and sources of
available support.
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Gender Equality Audit
A Gender audit is the analysis and evaluation of policies,
programmes and institutions in terms of how they apply
gender-related criteria. (European Commission, 1998).
Following, is a questionnaire that can be used for the
purpose of implementing the audit. The questions are
based on best practice.
w w w. u e l . a c . u k / w o m e n a n d t r a n s p o r t / p d f _ f i l e s /
chapter5.pdf
(An auditing process for management)
www.wales.nhs.uk/sites3/documents/256/Equality_
Audit_Tool_2003.doc
(The NHS Equality and Human Rights - Equality Audit
2003)
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Individual Questionnaire (Sample)
1. I feel the organisation is committed to promoting
equal opportunities for all members of staff

Flexible Working Options
Not at all

Not at all

Sometimes

Sometimes

Always

Sometimes

Always

Sometimes

Always

Sometimes

Always

Always

Maternity Leave
2. I am aware of my personal responsibility in
promoting equal opportunities
Not at all

Sometimes

Always

3. I have seen a copy of the Equal Opportunities
Policy

Not at all

Paternity Leave
Not at all

Parental Leave
Not at all

Sometimes

Always

4. I am aware of the Action Plan to promote equality
inside the workplace
Not at all

Sometimes

Always

5. I have received training on equal opportunities
Not at all

Sometimes

Always

6. I understand how discrimination takes place
and my role in challenging it
Not at all

Sometimes

Always

7. I have received training to raise my awareness
and understanding of workplace harassment
Not at all

Sometimes

Always

8. I am conscious of my legal right to equal
treatment
Not at all

Sometimes

Always

9. I understand how to access the following:Training and Development
Not at all

Sometimes

Always

Sometimes

Always

Study Leave
Not at all

Not at all

Career Break Schemes
Not at all

Sometimes

Always

Sometimes

Always

Special Leave
Not at all

10. I am given every opportunity to fulfil my potential
inside the workplace
Not at all

Sometimes

Always

11. Being treated fairly is an important measure of
my satisfaction at work
Not at all

Sometimes

Always

12. I have achieved an appropriate balance between
work and other aspects of my life
Not at all

Sometimes

Always
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Gender Impact Assessment
The gender impact assessment is used to identify
the impact of proposed activities, including policies,
programmes and legislation, on gender equality
and to counter any unintended impact on women
and on men. The following are guidelines on how to
carry out a gender impact assessment:
Step One: To be Proactive
The gender ‘experts’ in this policy field need to work
closely with policy makers to identify ‘problem’ areas
and produce policies that will promote equality.
Step Two:
They should map the gender dimension of the policy
field and ask how policies affect equality? They
are involved in an on-going process of reviewing
and refining the use of statistics, research and
consultation (voices).
They can also apply the techniques of gender
budgeting and call on other gender ‘expertise’. In
liaison with the Statistics Service they monitor and
use statistics – noting where additional information is
needed. They invest in refresher and development
training in gender issues. These practices help
them to deliver equality!
Step Three: Envisioning: Creating Equality
Q: From evidence that the ‘playing field’ is not equal
- how do we correct existing disadvantages? What
can we do to achieve gender equality in the policy
and in gendered outcome? What is the BIG IDEA?
Step Four: Road Testing
Pilot test the ideas with consultative groups. Collect
their ideas and input and adjust the plans. Initiate
new research if needed.
Use techniques such as cameos and scenarios
to ‘envision’ again the impact of the new policy
on different groups of men and women. This is
sometimes referred to as gender-sensitizing the
policy process.
Step Five: Monitoring Moving Change
Q: How will we know if we have succeeded in
promoting equality?
Build in monitoring and evaluation. Create
gender equality indicators from baseline data and
performance review.
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Where to Seek Assistance?
NCPE
The National Commission for the Promotion of
Equality (NCPE) is an autonomous body that was
set up in January 2004. The primary task of NCPE
is to monitor the implementation of the Cap 456
Act to Promote Equality for Men and Women that
came into force in December 2003, LN 85 of 2007
Equal Treatment of Persons Order, and to promote
equality in spheres where it may be lacking. The
Commission, therefore works to ensure that
Maltese society is a society free from any form of
discrimination based on sex, family responsibilities
in all sectors and at all levels with respect of training
and employment, and the provision of services and
benefits. The Commission also works to ensure that
there is no racial and/or ethnic origin discrimination
in the provision of goods and services.
The functions of the NCPE in relation to gender
equality, as established under the Equality for Men
and Women Act (Laws of Malta, Chapter 456) are:
• To identify, establish and update all policies
directly or indirectly related to issues of equality
for men and women;
• To identify the needs of persons who are
disadvantaged by reasons of their sex and to
take such steps within its power and to propose
appropriate measures in order to cater for such
needs in the widest manner possible;
• To monitor the implementation of national policies
with respect to the promotion of equality for men
and women;
• To liaise between, and ensure the necessary coordination between, government departments
and other agencies in the implementation of
measures, services or initiatives proposed by
Government or the Commission from time to
time;
• To keep direct and continuous contact with
local and foreign bodies working in the field of
equality issues, and with other groups, agencies
or individuals as the need arises;
• To work towards the elimination of discrimination
between men and women;
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• To carry out general investigations with a view to
determine whether the provisions of the Equality
for Men and Women Act are being complied
with;
• To investigate complaints of a more particular
or individual character to determine whether the
provisions of the Equality for Men and Women
Act are being contravened with respect to the
complainant and, where deemed appropriate, to
mediate with regard to such complaints;
• To inquire into and advise or make determinations
on any matter relating to equality between men
and women as may be referred to it by the
Minister for the Family and Social Solidarity;
• To provide assistance, where and as appropriate,
to persons suffering from discrimination in
enforcing their rights under the Equality for Men
and Women Act;
• To keep under review the working of the Equality
for Men and Women Act, and where deemed
required, at the request of the Minister or
otherwise, submit proposals for its amendment
or substitution;
• To perform such other function as may be
assigned by the Equality for Men and Women Act
or any other law or such other functions as may
be assigned by the Minister for the Family and
Social Solidarity.
NCPE is an autonomous body responsible to the
Ministry for Social Policy (MSOC), and is composed
of seven members including the Commissioner, with
an executive staff including the Executive Director.
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Glossary of Gender-Related Terms
Source: Toolkit on Mainstreaming Gender Equality
in EC Development Cooperation, European
Community, 2006
Affirmative (positive) action
Measures targeted at a particular group and
intended to eliminate and prevent discrimination
or to offset disadvantages arising from existing
attitudes, behaviours and structures (sometimes
referred to as positive discrimination). (European
Commission, 1998).
Care economy
The part of human activity, both material and social,
that is concerned with the process of caring for the
present and future labour force, and the human
population as a whole, including the domestic
provisioning of food, clothing and shelter. Social
reproduction is the provisioning of all such needs
throughout the economy, whether part of the paid
or unpaid components. (Alexander, P. Baden, S.,
2002).
Country Strategy Papers (CSPs)
These are instruments for guiding, managing and
reviewing EC assistance programmes. The purpose
of CSPs is to provide a framework for EU assistance
programmes based on EU/EC objectives, the
Partner Country government policy agenda, an
analysis of the partner country’s situation, and the
activities of other major partners. CSPs are drawn
up for all ACP, MEDA (except Cyprus, Malta and
Turkey) and ALA countries. (European Commission,
2004).
Decision-making
A key aspect in changing gender relations at
individual, household, group, village, and societal
levels. (ILO, 2002).
Division of labour (by gender)
The division of paid and unpaid work between
women and men in private and public sphere.
(European Commission, 1998).
Empowerment
The process of gaining access and developing one’s
capacities with a view to participating actively in
shaping one’s own life and that of one’s community
in economic, social and political terms. (European
Commission, 1998).
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Equal opportunities for women and men
The absence of barriers to economic, political and
social participation on the ground of sex. (European
Commission, 1998).
Equal pay for work of equal value
Equal pay for work to which equal value is attributed
without discrimination on grounds of sex or marital
status with regard to all aspects of pay and
conditions of remuneration (Art. 141 (ex 119) of the
Treaty) (apud European Commission, 1998).
Family planning
see reproductive rights.
Family responsibilities
Family responsibilities cover the care of and support
for dependent children and other members of the
immediate family who need help. National policies
should aim at creating effective equality of opportunity
and treatment for female and male workers, and
for workers without family responsibilities (…) they
should be free from restrictions based on family
responsibilities when preparing for and entering,
participating in or advancing in economic activity.
(ILO, 2000a).
Feminisation of poverty
The increasing incidence and prevalence of poverty
among women compared to men. (European
Commission, 1998).
Gender
A concept that refers to the social differences
between women and men that have been learned,
are changeable over time and have wide variations
both within and between cultures. (European
Commission, 1998).
Gender analysis
The study of differences in the conditions needs,
participation rates, access to resources and
development, control of assets, decision making
powers, etc. between women and men and their
assigned gender roles. (European Commission,
1998).
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Gender and Development (GAD)
Approach concentrating on the unequal relations
between men and women due to “uneven playing
fields”. The term gender as an analytical tool
arose, therefore, from an increasing awareness
of inequalities due to institutional structures. It
focuses not only on women as an isolated and
homogeneous group, but on the roles and needs
of both men and women Given that women are
usually in disadvantaged position as compared
to men, promotion of gender equality implies an
explicit attention to women’s needs, interests and
perspectives. The objective then is the advancement
of the status of women in society, with gender
equality as the ultimate goal. (ILO, 2000b)
Gender audit
The analysis and evaluation of policies, programmes
and institutions in terms of how they apply genderrelated criteria. (European Commission, 1998).
Gender blind
Ignoring/failing to address the gender dimension
(as opposed to gender sensitive or gender neutral)
(European Commission, 1998).
Gender budgeting
An application of gender mainstreaming in the
budgetary process. It means a gender-based
assessment of budgets, incorporating a gender
perspective at all levels of the budgetary process
and restructuring revenues and expenditures in
order to promote gender equality. Gender budgeting
involves examination of the gender distributional
outcomes of budgetary allocations, that is, how
these allocations affect the social and economic
opportunities of men and women. Reallocations in
revenue and expenditure and restructuring of the
budgetary process may be necessary in order to
promote gender equality. (ILO, 2004).
Gender contract
A set of implicit and explicit rules governing
gender relations which allocatedifferent work and
value, responsibilities and obligations to men
and women and is maintained on three levels cultural superstructure - the norms and values of
society; institutions - family welfare, education
and employment systems, etc.; and socialisation
processes, notably in the family. (European
Commission, 1998).
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Gender equality
The concept meaning that all human beings are
free to develop their personal abilities and make
choices without the limitations set by strict gender
roles; that the different behaviour, aspirations and
needs of women and men are considered, valued
and favoured equally. (European Commission,
1998)
Gender equity
Fairness in women’s and men’s access to socioeconomic resources. Example: access to education,
depending on whether the child is a boy or a girl. A
condition in which women and men participate as
equals and have equal access to socio-economic
resources. (European Commission, 1998).
Gender gap
The gap in any area between women and men in
terms of their levels of participation, access, rights,
remuneration or benefits. (European Commission,
1998).
Gender impact assessment
Examining policy proposals to see whether they
will affect women and men differently, with a
view to adapting these proposals to make sure
that discriminatory effects are neutralised and
that gender equality is promoted. (European
Commission, 2001).
Gender mainstreaming
Gender mainstreaming concerns planning, (re)
organisation, improvement and valuation of policy
processes so that a gender equality perspective is
incorporated in all development policies, strategies
and interventions, at all levels and at all stages by
the actors normally involved therein. (European
Parliament and of the Council on Promoting Gender
Equality in Development Co-operation, 2004).
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Gender needs
The roles of men and women in existing societies
and institutions are generally different. Thus,
their needs vary accordingly. Two types of needs
are usually identified: Practical needs arise from
the actual conditions which women and men
experience because of the gender roles assigned
to them in society. They are often related to women
as mothers, homemakers and providers of basic
needs, and are concerned with inadequacies in
living and working conditions, such as food, water,
shelter, income, health care and employment. For
women and men in the lower socio-economic strata,
these needs are often linked to survival strategies.
Addressing them alone only perpetuates the factors
which keep women in a disadvantaged position
in their societies. It does not promote gender
equality. Strategic needs are the needs required
to overcome the subordinate position of women
to men in society, and relate to the empowerment
of women. They vary according to the particular
social, economic and political context in which
they are formulated. Usually they concern equality
issues such as enabling women to have equal
access to job opportunities and training, equal pay
for work of equal value, rights to land and other
capital assets, prevention of sexual harassment
at work and domestic violence, and freedom of
choice over childbearing. Addressing them entails
a slow transformation of the traditional customs and
conventions of a society. (ILO, 2000b).
Gender neutral
Having no differential positive or negative impact
for gender relations or equality between women
and men. (European Commission, 1998).
Gender planning
An active approach to planning which takes gender
as a key variable or criteria and which seeks to
integrate an explicit gender dimension into policies
or action. (European Commission, 2001).
Gender relations
The relation and unequal power distribution between
women and men which characterise any specific
gender system (see Gender contract). (European
Commission, 1998).
Gender roles
A set of prescriptions for action and behaviour
allocated to women and men respectively, and
inculcated and maintained as described under
‘Gender Contract’. (European Commission, 1998).
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Gender sensitive
Addressing and taking into account the gender
dimension. (European Commission, 1998).
Glass ceiling
The invisible barrier arising from a complex set of
structures in male dominated organisations which
prevents women for accessing senior positions.
(European Commission, 1998)
Good governance
The transparent and accountable management of
human, natural, economic and financial resources
for the purposes of equitable and sustainable
development, in the context of a political and
institutional environment that upholds human rights,
democratic principles and the rule of law (ACP-EC,
Cotonou Agreement, 2002).
Human development
Human development is about people, about
expanding their choices to lead lives they value.
Economic growth, increased international trade and
investment, technological advance—all are very
important. But they are means, not ends. Whether
they contribute to human development in the 21st
century will depend on whether they expand people’s
choices, whether they help create an environment
for people to develop their full potential and lead
productive, creative lives. (UNDP, 2002).
Human rights of women
The rights of women and the girl child as inalienable,
integral and indivisible part of universal human
rights. (European Commission, 1998)
Informal economy/work
Unpaid economic activities done for the direct
benefit of the household or of relations’ and friends’
households on a reciprocal basis, including everyday
domestic work and a great variety of self provisioning
activities and/or professional activity, whether as a
sole or secondary occupation, exercised gainfully
and not occasionally, on the limits of, or outside,
statutory, regulatory or contractual obligations, but
excluding informal activities which are also part
of the criminal economy. (European Commission,
1998).
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Men and masculinities
Addressing men and boys refers to better
understanding the male side of the gender equation.
It involves questioning the masculine values and
norms that society places on men’s behaviour,
identifying and addressing issues confronting
men and boys in the world of work, and promoting
the positive roles that men and boys can play in
attaining gender equality. (ILO, 2004).
National women’s (gender) machinery
A national machinery for the advancement of
women is the central policy-co-ordinating unit
inside government. Its main task is to support the
government-wide mainstreaming of a genderequality perspective in all policy areas. (United
Nations, 1995).
Occupational (job) segregation
The concentration of women and men in different
types and levels of activity and employment, with
women being confined to a narrower range of
occupations (horizontal segregation) than men, and
to the lower grades of work (vertical segregation).
(European Commission, 1998).
Participation rates
The rate of participation by defined group - example:
women, men, lone parents, etc. - as a percentage
of overall participation, usually in employment
(European Commission, 1998).
Poverty
From a human rights perspective, poverty consists
in the non- fulfilment of a person’s human rights to a
range of basic capabilities - to do and be the things
he or she has reasons to value. Capability failure is
thus the defining attribute of poverty (..) Only those
capability failures that are deemed to be basic in
some order of priority should count as poverty.
As different societies may have different orders of
priority, the list of basic capabilities may differ from
one society to another (OHCHR, 2002).
Reproductive rights
The right of any individual or couple to decide
freely and responsibly the number, spacing and
timing of their children and to have the information
and means to do so, and the right to attain the
highest standard of sexual and reproductive health.
(European Commission, 1998).
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Sector Programme
As a result of following a Sector Approach,
Governments in consultation with partner donors
and other stakeholders may develop a sector
policy and action plan. This is identified as a
Sector Programme if it includes the following
three components: (i) an approved sectoral policy
document; (ii) a sectoral medium term expenditure
framework; and (iii) a coordination process amongst
the donors in the sector, led by the Government.
(European Commission, 2004).
Sex
The biological characteristics which distinguish
human beings as female or male. (European
Commission, 1998).
Sex disaggregated statistics
The collection and separation of data and statistical
information by sex to enable comparative analysis,
sometime referred to as gender disaggregated
statistics. (European Commission, 1998).
Sex discrimination - direct
Where a person is treated less favourably because
of his or her sex. (European Commission, 1998).
Sex discrimination - indirect
Where a law, regulation, policy or practice,
apparently neutral, has a disproportionate adverse
impact on the members of one sex, unless the
difference of treatment can be justified by objective
factors (Council Directive 76/207 of 09/02/76, OJ L
39). (apud European Commission, 1998).
Sexual harassment
Unwanted conduct of a sexual nature or other
conduct based on sex affecting the dignity of women
and men at work including conduct of superiors
and colleagues (Council Resolution 90/C 157/02 of
29/05/90, OJ C 157). (apud European Commission,
1998).
Stereotypes
A fixed idea that people have about what someone
or something is like, especially an idea that is wrong.
(Cambridge University Press, 2003).
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Sustainable development
Sustainable development calls for improving the
quality of life for all of the world’s people without
increasing the use of our natural resources beyond
the earth’s carrying capacity. While sustainable
development may require different actions in
every region of the world, the efforts to build a
truly sustainable way of life require the integration
of action in three key areas: economic growth
and equity, conserving natural resources and the
environment and social development. (United
Nations, 2002).
Women in development (WID)
In the early 1970s, researchers began to focus on
the division of labour based on sex, and the impact
of development and modernization strategies on
women The WID concept, came into use in this
period. The philosophy underlying this approach is
that women are lagging behind in society and that
the gap between men and women can be bridged
by taking remedial measures within the existing
structures. The WID approach started to recognise
women as direct actors of social, political, cultural
and working life. Criticism to the WID approach
emerged later, as women’s issues tended to be
increasingly relegated to marginalized programmes
and isolated projects. The WID approach had no
direct impact on development per se.(ILO, 2000b).
Women’s triple role
Women’s triple role refers to the reproductive,
productive and community managing role. The way
these forms are valued affects the way women and
men set priorities in planning programs or projects.
The taking, or not taking, into consideration of
these forms can make or break women’s chances
of taking advantage of development opportunities.
(Moser, C. O., 1993)
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Useful Links
http://www.ilo.org/dyn/gender/gender.home
http://ec.europa.eu/employment_social/gender_
equality/index_en.html
http://www.un.org/womenwatch/
http://www.undp.org/women/
http://www.un.org/millenniumgoals/
http://www.unicef.org/gender/index.html
http://www.coe.int/T/e/human_rights/equality/
http://www.equality.gov.mt
http://www.education.gov.mt/employment/ind_
relations/ind_rel_legislation.htm
http://www.thecommonwealth.org
http://www.cafra.org/article327.html
http://www.equalityni.org/site/default.
asp?secid=home
http://www.eoc.org.uk/
http://www.dti.gov.uk/employment/index.html
http://www.womenandequalityunit.gov.uk/
http://www.womenandequalityunit.gov.uk/equality/
gender_impact_assessment.pdf
http://www.bridge.ids.ac.uk/
http://www.siyanda.org
http://www.engender.org.uk/
http://www.oecd.org/
http://www.weforum.org/en/initiatives/gcp/
Gender%20Gap/index.htm
http://www.worldbank.org/gender
http://www.gdrc.org/gender/mainstreaming/8Mainstreaming.doc
http://www.ndpgenderequality.ie/
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References
We are not talking about winning a privilege
from men and taking it over for ourselves, but
rather about how society and humankind will gain
fulfillment if traditional barriers are abolished and
opportunities are fairly shared by everyone.
Ms. Vigdis Finnbógadóttir
Former president, Iceland
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ANNEX:
BUSINESS CASES
Gender equality is more than a goal in itself. It is a
precondition for meeting the challenge of reducing poverty,
promoting sustainable development and building good
governance.
Kofi Annan, United Nations secretary general
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Private Sector

BUSINESS CASE 1

CSB Group, operators of VacancyCentre.com
Business sector:
Services - Recruitment, Corporate, Consultancy
(including accountancy), Other Miscellaneous
Professional and Management Services.
No. of Employees: approximately 20 (within the
whole group)
CSB Group does not yet have a written equality policy.
However they are currently in the process of drafting
one as part of a more holistic policy document and this
in view of the growth of the group and its respective
members of staff.
Recruitment carried out by CSB Group focuses on skills
and capabilities of individuals to match the respective
job descriptions/vacancies, irrespective of gender or
any other immutable qualities. Such qualities do not
form part of candidate profiles / job specifications.
CSB Group believes in the importance of having both
gender perspectives at the workplace, possibly in every
department as well as different age perspectives. At
CSB Group, there is emphasis on having an open
communication environment, in fact meetings are held
on a regular basis, where each department meets with
the Managing Partner.

“Nowadays, it is very difficult to find the right
person for a particular job”, said Ms. Caren
Portelli, Recruitment Executive (CSB Group).
For example, at selection stage a candidate was
identified as being very promising. The candidate
asked for reduced hours. In order not to lose the
candidate; it made business sense to grant the
selected candidate reduced hours as requested.

Type of Measures:
The internal recruitment and selection process
consists of two stages, i.e. first interview is carried
out by the Recruitment Executive (Female) and then
the subsequent second and possibly final interview is
carried out by the Managing Partner (Male). In this way
both genders are present at the interviewing stage of
the process, however at different times.
Different types of work arrangements are available

such as reduced hours. These arrangements are
usually granted following a request to the management
of the organization by a member of staff. However, this
is made available depending on the business needs.
Although some departments are characterized by just
one gender, for staff training CSB Group stresses
to having both genders attending training together in
order to have both the male and female perspectives
shared.

Benefits:
One of the main benefits expected from having a
policy with a mention of equality is that of improving
motivation amongst staff. This is because CSB
Group’s staff would feel more valued, accepting their
individuality, as well as knowing that they are cared
for.
Furthermore, CSB Group is all for “positive energy
at the work place”, and believes they are there to
make a difference to the career of each and every
team member irrespective of gender.

Challenges:
The challenges being faced in introducing this new
policy are akin to any other change process that occurs
in an organization. The new policy will be promoted
not as a ‘new rule book’ but as a tool which will be
used to show mutual respect. In order to overcome
any natural negative energy and/or friction, one of the
critical success factors is that of communication.
For this reason, employee involvement will be vital in
the preparation of this new policy. This will be possible
particularly through internal focus groups and also
through the existing open communication culture that
exists at CSB Group.
“Allowing space for diverse ideas may
lead to more business. Having both males
and females working together might be a
good business opportunity”, concluded Mr.
Jonathan M. Dalli, Business Development
Executive (CSB Group).
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BUSINESS CASE 2

Datatrak
Business sector: I.T.
No. of Employees: approximately 80
As part of the organisational culture, written policies are
not part of the norm; similarly, staff, do not have a written
contract unless requested. Similarly, there is no written
equality policy.
Organisational philosophy is flexibility, together with a give
and take mentality between management and employees.
Flexibility is available to all staff irrespective of gender.
One of the key success factors is that of trust amongst
management and employees. In addition adapting to
the company’s wavelength of flexibility is another critical
success factor.

Type of Measures:
• availability to work from home;
• flexible work arrangements.

Benefits:
“Through my experience there are various reasons
why a business should consider flexible work
arrangements:
• increased ability to attract, retain and motivate a
more diverse workforce including those who cannot
work full time or within standard hours.
• Employees have a greater freedom so there is
increased job satisfaction, energy, creativity and
ability to handle stress. In most cases employees are
more likely to work ‘strange’ hours in order to solve
an issue.
• Reduction in overtime and less lost time, since when
there is a late arrival the working day just shifts.
• Reduction in recruitment and training costs by
retaining staff.
• Changing market conditions are dealt with more
effectively by meeting clients’ needs through
offering services outside the normal 9 to 5.” (Ms.
Ilona Gambin, Group HR Manager – Datatrak)
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BUSINESS CASE 3

Deloitte.
Business sector:
Audit, Tax Consulting, Corporate Finance
No. of Employees:
approximately 165 employees – 92 Females and 73
Males
Various family friendly measures are available at
Deloitte however these are part of an unwritten
equality policy. These measures are present at
recruitment, promotions, training, and in human
resource issues where there is no distinction
between genders.

Market Factors
The market dictated the introduction of these
initiatives – there is a great demand for the
employment of qualified professionals especially
accountants. Family friendly and flexible measures
are essential to increase retention. These are also
included in the staff handbook.

Employment
Deloitte offers University students the opportunities
to gain work experience with the Firm during the
Summer and Winter months. ACCA students are
also sponsored financially and study leave while
giving them the opportunity to getting relevant
work experience. On completion of their studies,
the auditors are given the opportunity to work in
overseas Deloitte offices for a period of time.
This experience contributes to their technical
learning, exposure to another culture and character
formation.
In addition, mentoring and coaching is carried
out for staff integration and orientation. Newly
recruited employees are assigned a buddy to
ensure that they fit into the Deloitte culture. Staff’s
work output is monitored through the maintenance
of time sheets.

Activities
On the 8 March 2008 every year, Deloitte celebrates
Women’s day and staff are given the opportunity to
participate in a Women’s internal bulletin. All Deloitte
women received a memento from the Managing
Partner as a sign of appreciation. Corporate Social
Responsibility activities, which high on Deloitte’s
Agenda, are carried out during the year – staff
participate in these events with enthusiasm.
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BUSINESS CASE 3

Critical Success Factor (CSF)
• to have Partners’ leadership and commitment
At present, Deloitte does not have a written equality policy. It has
been a natural policy process. In fact, Deloitte will be developing
one in the coming months.

Type of Measures:
Flexible Arrangements
Deloitte offers staff the opportunity to work flexible hours – variable
hours, part-time, full time on reduced hours, depending on the nature
and requirements of the work. Communication channels with staff
consist of service line meetings, notice boards, newsletter, sports
and social activities, employee suggestion scheme and Deloitte
events.

Continuing Professional Education
Deloitte has staff career paths, through the sponsorship and financial
support for training. In addition, as part of Deloitte’s vision - to
become the standard of excellence, all employees are expected to
update their Continuing Professional Education (CPE) on an annual
basis. A number of trainee hours is defined by Deloitte. The Firm
part-finances these courses for staff, depending on the role within
the organization. Gender mainstreaming is carried out in relation to
talent management and promotions.
Overall Deloitte advocates that their “focus is not about gender
but about competence”.
Global Best Practices
Deloitte’s global website resources are accessed on a continuous
basis, including the sharing of best practices. Deloitte (Global)
provides researched information on all areas service line functions
and HR strategies. There is a constant drive by Deloitte (Global) to
ensure that standards are maintained.

Benefits:
The benefits expected from having such measures available within
the organisation are to:
• increase retention of staff;
• build competencies in Deloitte’s intellectual capital;
• enhance the Deloitte brand.

Challenges:
On the other hand, the challenges faced are to:
• to reduce losing staff to industry or overseas;
• to ensure a constant supply of qualified professionals (especially
Accountants);
• to develop more woman Partners.

49

Gender Mainstreaming
in Employment

ANNEX

50

Private Sector

BUSINESS CASE 4

Intercomp Group of Companies
Business sector:I. T.

Benefits:

No. of Employees: approximately 80.

Business case benefits and current situation:
• empathising with individual on a personal
situation;
• appreciating workers as individuals;
• promoting facilities as equal opportunities;
• pay no. of hours going to work in the case of
reduced hours;
• invested in the individual, thus effort is made to
retain employee;
• gender balanced selection board, to have both
perspectives.

Gender distribution
Year

Males Females Total

Female %

2004

45

12

57

21

2005

48

11

59

19

2006

50

11

61

18

2007

64

16

80

20

2008

60

21

81

26

The Organisation provides these facilities to take
into consideration the human side and not only the
‘just-for-profit’ motive. “Getting from A to B, one can
experience ‘casualties’ should our strategy be to walk
on a straight line, however there are other routes one
can take to achieve the same results and that is the
path Intercomp has chosen”. (Mr. Franz R. Wirth)

Type of Measures:
Challenges:
Some examples: Concessions are given to male
employees to take their children to school, thus they
enter later for work but make up for it later in the day. On
the other hand there are female employees who have
used parental leave. Some stayed out of employment
for more than one year, others returned on reduced
hours after a few months on parental leave. Some
staff members have also made use of the possibility of
working from home (telework).
Communication with staff is an open door system,
in addition, one-to-one sessions are held on a regular
basis so that staff members can express their concerns
and aspirations.
As part of the gender mainstreaming, currently there
is a health and safety committee which has put
forward various policies such as having a smoke free
environment, appropriate seating and that pregnant
women should not carry heavy items.
In addition, training is offered to all staff during
working hours, some of which include opportunities
abroad as well.

Challenges faced by Intercomp: “It is an organizational
culture change. We didn’t use to offer these type of
flexible work arrangements. Yet, this occurred in the
last two/three years. Handling it company wide can be
more difficult.” (Mr. Franz R. Wirth)
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BUSINESS CASE 5

PricewaterhouseCoopers Malta
Business sector:
PricewaterhouseCoopers (PwC) offers a broad range
of services including assurance (auditing), tax services,
company administration services, transactions, crisis
management, business & performance management,
change & programme effectiveness, internal audit
services and human resource services.
No. of Employees:
As at 31 December 2007 the firm employed 271
full-time (153 females and 118 males). A futher 100
students are committed to join PwC in the next two
years. The above headcount includes 15 partners and
200 professionally qualified staff.
PwC Malta forms part of the worldwide
PricewaterhouseCoopers
organisation.
This
organisation is designed to give a worldwide coordinated service to clients and is under the surveillance
of an international partnership which supervises the
ethical and professional standards in all offices.
At a global level, the issue of the lack of women in
leadership positions has been identified as one of the
main concerns in terms of gender equality and gender
mainstreaming.
To address this the Gender Advisory Council, an
international group, that advises on ways to improve
the situation, was formed.
The Gender Advisory Council was created in 2006 it
is an action- and results-oriented advisory group who
provide advice and assistance to PwC Global CEO
Sam DiPiazza on the issue of women at PwC. With
members from nine PwC firms around the world, the
Council’s objectives are to:
• Educate and raise awareness of the business
case for better focus on female retention and
development across all territories;
• Raise awareness of the current state;
• Research, identify and recommend specific
actions and initiatives to support leadership
development for women and improved
succession planning and talent management;
• Define accountability - by working to improve
the “status quo” and recommending measures to
sustain progress and success.1

1

PricewaterhouseCoopers is committed to
ensuring women have the opportunity to build
a rewarding career. Not just because it’s the
right thing to do, but because it’s a business
issue that affects the bottom line. The firm’s
livelihood is dependent upon a diverse set of
talented people and as we all know six people
with different ideas are more valuable than sixty
people who all think the same.
Although on a national level (Malta) there is no formal
(i.e. written) equality policy, there is an obvious drive
throughout the local organization to ensure that equal
opportunity measures are in place.
Celebrating Diversity:
On 1 July 2006, PwC announced that 3 new partners
of whom 2 female partners were admitted to the firm.

“It is particularly pleasing that 2 of the 3 new
partners are women, reflecting the changing
balance of gender in the firm. We have always
been an equal opportunity workplace and it
remains a priority for us to continue to make it
as easy for women to combine their careers with
family or personal lives as it is for men.”
Mr. John L. Bonello, Chairman and CEO,
PricewaterhouseCoopers.

Type of Measures:
At PwC Malta new measures are first discussed within
the human capital team, where the business case is
analysed with the territory senior partner. Prior to the
implementation of new measures the firm ensures that
there is buy in from the partner and senior manager
group.
PwC believes that the provision of equal opportunities
measures is directly linked to staff retention. Around
the PwC network, a number of global and local
initiatives result undertaken in order to ensure that
our most talented people are retained. PwC invests
significant resources in programmes that benefit staff

http://www.pwc.com/Extweb/aboutus.nsf/docid/54822ECB99A912F485257364006E036E
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members including mentoring and coaching schemes,
networking programmes and flexible working models/
arrangements (for instance reduced hours, part-time
work, remote access via internet, long unpaid leave
periods).
At PwC Malta, family-friendly measures are available
for both sexes. Employees, particularly those at senior
levels, may opt to have different work arrangements
(see above). The nature of the work at PwC (being
cyclical and being based on client portfolios) makes
this possible. For instance, an individual employee’s
workload will be commensurate to the number of
hours he/she works which is in turn directly linked to
the portfolio of clients allocated to that staff member.
Furthermore, the nature of the work makes individuals
accountable for their job/task/assignment (ie tasks can
be measured).
The open door policy which PwC adopts with its
employees is a major contributor to the success of
the family friendly measures implemented. This
has been conducive to higher staff motivation and
loyalty. Communication with staff on matters like the
introduction of family friendly measures are ongoing
and takes different forms, for instance during the
annual conference and through the publication of a biannual internal newsletter.

Benefits:
The most obvious tangible benefit arising from the
implementation of equal opportunity measures are
improved retention rates, and improved staff
morale.
Although there are instances when change brings
about resistance or negative energy in the work
environment, introducing family-friendly measures
at PwC has not in the least affected the morale of
staff negatively. On the other hand, PwC Malta claim
that staff members feel more gratified and loyal
towards the firm for giving them the opportunity to
progress in their career/s.

Challenges:
It is worth noting that the implemention of equal
opportunity measures is not always simple and does
not come without challenges. In our line of business,
client service is paramount and along with client service
comes quality and a series of deadlines which are often
quite tight. For instance, there may be situations when
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it is difficult for an employee to manage his/her client
portfolios within the stipulated work arrangements he
has within the firm (e.g. within a 30 hour reduced hour
week). Moreover, one also needs to manage/educate
clients and their expectations. This can be done by
communicating with clients upfront, on the different
work arrangements of staff working on a particular
project/assignment. Such communication would
usually be tackled on a case-by-case basis.
A simple recommendation that is forthcoming from
PwC is that a company considering the implementation
of family friendly or similar measures should, before
their introduction, undertake a number of procedures
(including a cost/benefit analysis).

“From an employers’ perspective, introducing familyfriendly measures implies looking into the:
• versatility of the business (nature of business)
and implications on cost (viability)
• implications on staff (need, motivation, retention,
job satisfaction)
• adaptation of systems (staff need to be
accountable)
• assessing impact of a possible culture change
(on management, staff & even clients) and carrying
out a cost-benefit analysis.
A culture change necessitates:
• true commitment;
• ongoing communications (and training) with
management and staff and possibly educating
clients;
• building / maintaining awareness and
‘excitement’;
• creating an environment in which people benefit
from the change;
• measuring the success of implemented
measures.”
Ms. Lisa Pullicino, Senior Manager Human Capital
-PricewaterhouseCoopers

