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PROJECT SUMMARY 

“Strengthen Gender Equality in the Agriculture, Food and Drinks,  

Tourism and Domestic Work sectors throughout Europe” 

SOCPL-2022-INFO-WK-01 - 101101389 

 
Background information of the project 

Gender inequality is still prevalent in the European Union and within EFFAT sectors.  
The gender pay gap in the EU has only been reduced by 1% in the last eight years and is currently 
14.1%. Women in the EU earn on average almost 15% less per hour than men, and this even though 
almost 60% of EU higher education graduates are women. This contributes to women’s in-work 
poverty and lower pensions. Overrepresentation of women in low-paying sectors, unequal sharing 
of unpaid work (such as care and household tasks), career choices influenced by family 
responsibilities, lack of access to positions of responsibility, and absence of pay transparency 
contribute to widening the gender pay gap. The legislative procedure on the proposed Gender Pay 
Transparency Directive and its transposition into national legislation will be monitored throughout 
this project.  
 

The under-representation of women in the labour market due to an unbalanced gender approach 
to leave, insufficient incentives for men to take time off to care for children and/or dependent 
relatives, limited opportunities to use flexible work arrangements, and economic disincentives are 
addressed in the Work-Life Balance Directive. The transposition of this Directive and the 
involvement of trade unions in its implementation at national, sectoral and company levels is 
therefore a key priority for EFFAT that will be addressed throughout this project.   
 

Gender-based violence and harassment in the workplace are unfortunately still common in the EU 
and is considered both as a cause and a consequence of gender inequality. Over the last years, EFFAT 
has placed the fight against gender-based violence and sexual harassment high on its political 
agenda, by carrying out the EU co-funded project “Fighting sexual harassment and violence at work 
in the agriculture, food, tourism and domestic work sectors”, and by addressing the prevention of 
sexual harassment in Transnational Companies. International Labour Convention 190 (C190) will be 
used as a tool throughout the project to both assess its current implementation and feed into 
recommendations.   

EFFAT sectors  

EFFAT deals with extremely challenging and precarious sectors of the economy: agriculture, food 
processing, tourism, and domestic work. Evidence shows that the conditions of a vast proportion of 
women workers in these sectors are particularly arduous.  
Below a brief description of the main challenges faced by women workers in our sector.  

Agriculture  
The number of women in farming has been slowly increasing in recent years. The most recent data 
(Eurostat 2016) suggest that, on average, 29% of farms across the EU are managed by a woman, but 
these figures mask some considerable differences between countries.  
However, when it comes to dependent female workers, solid and consistent data in the EU are 
lacking. This also depends on the very high level of informal employment in the EU agriculture sector 
(61,2 % according to ILO). 
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Evidence reported by EFFAT affiliates shows that women farm workers are often given the lowest-
paying jobs, receive fewer opportunities to advance in their career, and face discrimination and 
sexism in the workplace. Sexual harassment and abuse is becoming an increasing phenomenon. 
Migrant farm workers are more exposed to it as a consequence of the sub-standard and exploitative 
working conditions many of them face (see European Parliament study). Labour exploitation seems 
to be often accompanied by request for sexual favours and other abuses towards female workers 
by their employers.  

Food & Drinks  
In the food sector, 43 % are women. The transformation of food systems must prioritise the social 
dimension and ensure equal opportunities. Taking a broader perspective: gender inequality is highly 
impacting the issues of a sustainable food system and healthy diets.  
A key challenge of the food and drink sector is gender equality, the gender pay gap is as well existing 
in these sectors. Special attention is needed to overcome the persistent gender inequalities that 
undermine women’s potential and increase their vulnerability to the social, economic and 
environmental challenges facing the sectors.  
The majority of food workers are men (57%) although the gender distribution varies with the 
activities: fishing and aquaculture recorded 88% of men while retail sale of food, beverages and 
tobacco registered 63% of women in 2019. In fact, Germany is the only EU Member State where 
women were predominant in the food supply (52% of women and 48% of men) while Ireland 
recorded the highest share of men (78%), followed by Malta (72%) and Luxembourg (69%). Eurostat 
(Link)  

Tourism  
The tourism industry is a major employer for women.  
In 2020, the labour force of the tourism industries included more female workers (58 %) than male 
workers, the highest proportions were seen in travel agencies and tour operators (64 %), followed 
by the accommodation sector (60 %). (Link)  
Statistics indicate that women have lower wages, more precarious employment and frequently hold 
part-time positions. Typically, male dominated occupation groups (i.e. cooks) have generally higher 
wages than those groups with predominantly female base (i.e. hotel housekeepers).  
Women in tourism are over-represented in lower-skilled jobs, and they earn about 15% less than 
their male counterparts. (Link)   
On a global level, women remain substantially under-represented as leaders, and they make up only 
21% of board members in tourism businesses. (Link)   
Long and unpredictable working hours make it difficult to reconcile work, private and family life in 
the tourism sector.  
Women in the tourism sector are more often subject to sexual harassment and other types of 
gender-based violence than men in this sector,   

Domestic Work  
Domestic work is one of the lowest paid jobs in the labour market. Most of them lack basic rights 
such as fixed hours, working in a context that makes them vulnerable, also significantly impacts their 
work-life balance needs. Several reasons have been identified which include low skills levels, high 
incidence of informality, lack of collective representation, weak bargaining power, lack of 
possibilities for income generation and vulnerable social status. Another factor is the structural 
undervaluation of domestic work, as these workers also perform the traditional role of care and 
household tasks (unpaid work) within their own households.  

https://www.europarl.europa.eu/RegData/etudes/STUD/2018/604966/IPOL_STU(2018)604966_EN.pdf
https://eur02.safelinks.protection.outlook.com/?url=https%3A%2F%2Fec.europa.eu%2Feurostat%2Fweb%2Fproducts-eurostat-news%2F-%2Fddn-20200522-2&data=05%7C01%7Cg.papa%40effat.org%7C7407641446c44994fd0b08da397f0b68%7C3f44ba0b8a1741469c8ded3e280a5848%7C0%7C0%7C637885515049768118%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=JHdAOOHVScCV2nzJWu8apK2rPtx6TxVzvIBcSUbrVAk%3D&reserved=0
https://ec.europa.eu/eurostat/statistics-explained/index.php?title=Tourism_industries_-_employment#In_2019.2C_the_tourism_industries_employed_over_12.5_million_people_in_the_EU
https://www.e-unwto.org/doi/book/10.18111/9789284420384
https://eur02.safelinks.protection.outlook.com/?url=https%3A%2F%2Feige.europa.eu%2Fgender-mainstreaming%2Fpolicy-areas%2Ftourism&data=05%7C01%7Cg.papa%40effat.org%7C4d6a62b72fae485165bd08da380d0536%7C3f44ba0b8a1741469c8ded3e280a5848%7C0%7C0%7C637883925811382024%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=CrUZcEp184%2Fe3RI%2FZ4R8BQ2MYFo72lkKxOfPO6OOd4Q%3D&reserved=0
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Evidence indicates that domestic workers face significant risks of violence and harassment, isolation, 
and lack of recourse to protection. The combination of factors such as the privacy of their place of 
work, the lack of effective protection and the presence of discriminatory social norms against them 
exposes domestic workers to violence at work including verbal abuse, insults, threats, sexual 
harassment, accusations of theft, insufficient provision of food, inhumane accommodation, and 
excessively long work hours with no rest (Link to ILO, 2018a).   

The project has 3 main objectives:   
1. Having an up-to-date and comprehensive overview of gender inequalities in EFFAT sectors 

and develop strategies and recommendations that address Gender Inequalities with a focus 

on the gender pay gap, work life balance and gender-based violence and harassment in the 

workplace   

2. Empowering women in trade union work at all levels of discussions and actions  

3. Strengthening the gender dimension in collective bargaining at national, sectoral and 

European level  

Content-wise, the project will deal with issues such as: gender equality, reconciliation of work and 
family life, quality of work, working conditions and health and safety at work, anti-discrimination, 
and the modernisation of social protection systems.  
 
It will contribute to implementing the Action Plan of the European Pillar of Social Rights, touching 
several of its principles such as vocational education, training and lifelong learning, equality 
between men and women, equal opportunities, safe and flexible employment, fair wages, social 
dialogue and employee engagement, work-life balance.  
The project wishes to develop recommendations that will contribute to policy discussions and a 
better implementation of existing and upcoming EU legal acts such as the Directives on trafficking 
in human beings and protecting its victims and on sanctions against employers, the proposed 
Directives on Gender Pay Transparency and on EU initiatives on combating violence against women 
and domestic violence, as well as the EU legal framework on health and safety regulations and the 
upcoming European Care Strategy.  

Furthermore, the project will promote and further strengthen discussions on gender related issues 
in the Sectoral Social Dialogue Committees (SSDCs) EFFAT is involved: Agriculture, Food and Drinks, 
Sugar, Horeca and Contract Catering.  
The deliverables of the project will be promoted with all EFFAT member organisations so that they 
could also be used at national level in national social dialogues and in sectoral collective bargaining.  

Finally, the project will support EFFAT and its affiliates in promoting gender equality within 
companies operating in EFFAT sectors.   

A practical working tool (action and advocacy guides) will be developed to help EFFAT affiliates to 
implement the outcome of the project (strategies and recommendations) at different levels. 
Thereby strengthening their capacity to deal with gender equality issues in our sectors and 
Transnational Companies. The aim of the tool is to place gender equality as a permanent item on 
the agenda of EFFAT affiliates and Transnational companies/European Works Councils (EWC).  

The tool will support EFFAT members (Trade Union representatives, EFFAT Coordinators in 
Transnational Companies (TNCs) and European Works Councils, and EWC members) dealing with 
Transnational Companies in raising key questions to managements of TNCs and to be properly 
informed and consulted on gender equality related issues affecting their company/workplace.   

https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_802551.pdf
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It should further contribute to encouraging companies to commit to developing, in consultation with 
trade union representatives, specific policies aimed at closing the gender pay gap, tackling sexual 
harassment, improve work life balance and, more in general, promoting gender equality at the 
workplace.   

In addition, a template Transnational Company Agreement (TCA) on the promotion of gender 
equality will be developed, covering different aspects related to gender equality such as sexual 
harassment, the gender pay gap, and work life balance. The template can be adapted depending on 
the company and the context, with the objective of being signed by EFFAT with TNCs operating in 
the EFFAT sectors which are ready to engage on these important issues.  
 


