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Preface

FIU-Equality is a partnership between three trade unions: 3F (The Unit-
ed Federation of Danish Workers), HK (The Union of Commercial and
Clerical Employees in Denmark) and Dansk Metal (The Danish Metal-
workers’ Union). Since 2005, on behalf of LO (the Danish Confederation
of Trade Unions), FIU-Equality has provided internal interdisciplinary
training courses for LO members. FIU-Equality is thereby a centre of ex-
cellence for trade union courses and activities relating to gender equal-
ity and diversity for elected shop stewards of both sexes. See more

about these activities at http://fiu-ligestilling.dk

The partnership for FIU-Equality, June 2014
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The Nordic countries, trade unions and
gender

In many ways, the position of women in the Nordic countries is com-
parable, as these countries’ economy, politics and culture have always
been closely linked - this includes the women’s and trade union move-
ments. We have a number of similarities, but also differences that can
inspire us to develop the Nordic women’s and equality efforts in new
directions. In the following section, we will briefly summarise a num-
ber of similarities in the societal and labour market structures of the
Nordic countries.

Common traits of the Nordic countries

The Nordic countries share a number of historical and current traits in
terms of societal development, the labour market, gender and family.
For example:

e Almost equal participation of women and men in the labour market.

e Women comprise around half or more of the trade unions’ total
membership.

e High union membership for both sexes - on average, women have a
higher rate of membership than men.

e The collective agreements between employers’ associations and un-
ions set the framework for pay and working conditions.

e Generally high rates of coverage by collective agreements and an
extensive shop steward system.

e Unemployment insurance systems in these countries administrate
state-approved unemployment insurance funds, which function as
organisational units in the trade unions (except in Norway, where
the municipalities are responsible for unemployment insurance).

e Active labour market policy.



Danish Women in the Trade Union Movement

e Building and maintenance of the Nordic welfare states, where the
trade unions participate in the preparation of legislation and are
represented in public councils, commissions, committees and work-
ing groups (we have legislation on equal representation of women
and men in this public sector work).

e Extensive legislation on equality between the sexes.

e Welfare states that use various means to ensure that citizens do not
completely fall out of society.

e Strong parental leave rules for working mothers - and, to a lesser
degree, for working fathers.

e A free education system from primary school to the highest level of
the universities.

e Continuing education programmes for adults — including the various
systems agreed between the labour market’s parties and systems
instituted by law — with various forms of funding and different types
of user fees.

e Childcare services for young children until they reach school age,
with varying levels of fees paid by parents.

e General state pension and old age benefits.

e High tax burden.

Growing inequality in the Nordic countries
Another similarity between the Nordic countries is inequality between

the sexes.

In the Nordic countries, we have unequal pay based on gender differ-
ences, i.e. the average pay for women is lower than for men. The pay
gap in 2011 in the Nordic countries ranged from 15 to 19 percentage
points. In Denmark, Norway and Sweden, the average gross hour-

ly earnings of female employees is 15 to 16 percentage points lower
than that of their male counterparts — the same level as in the EU as a
whole. In Finland, the difference is 19 percentage points.
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Figure 1: The unadjusted Gender Pay Gap represents the difference between average
gross hourly earnings of male paid employees and of female paid employees as a
percentage of average gross hourly earnings of male paid employees.

Per cent 2007 mE2008 W 2009 2010 mE2011

22
20

18
16 —
14
12 —
0
§ o &

()}

S N

SO N b OO

& i A A
5 < N &
3 3 ¥ o

. <
& & < ot

Reporting country

Sources: http://norden.statbank.dk/INDIC107 and Eurostat

(Source: http:
tion-mr-sam/sustainable-development/indicators-for-sustainable-development-1/the-nor-

dic-welfare-model/gender-pay-gap )

A disappointing statistic shows that the pay gap has grown in Denmark
from 2010 to 2011, while shrinking in the other Nordic countries and
the EU during the same period. Figure 1 shows the evolution of the pay
gap in the Nordic countries from 2007 to 2011.

Using the Gini coefficient, Figure 2 shows that income inequality has
grown in Denmark, Sweden and Finland in the period 2005-2012. The


http://norden.statbank.dk/INDIC107
http://www.norden.org/en/nordic-council-of-ministers/ministers-for-co-operation-mr-sam/sustainable-development/indicators-for-sustainable-development-1/the-nordic-welfare-model/gender-pay-gap
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http://www.norden.org/en/nordic-council-of-ministers/ministers-for-co-operation-mr-sam/sustainable-development/indicators-for-sustainable-development-1/the-nordic-welfare-model/gender-pay-gap
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first bar from the left (light green) for every year indicates Denmark’s
coefficient. The higher the bars, the greater the inequality. (Denmark
has gone from 0.24 in 2005 to 0.28 in 2012.)

Figure 2: The Gini-coefficient is the most commonly used measure of inequality. The
coefficient varies between 0, which reflects complete equality (when everybody have
identical incomes) and 1, which indicates complete inequality (i.e. one person has all
the income or consumption, all others have none).

Denmark  MFinland M Iceland Norway mSweden EA17 WREU27
Greenland

Gini Coefficient

0,35

0,3

0,25
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All of the Nordic countries are considered very equal societies. But inequality grew from 2010
to 2011 in Denmark, Finland and Sweden. This trend is also seen in the rest of Europe.

(Source: http://www.norden.org/en/nordic-council-of-ministers/ministers-for-co-opera-
tion-mr-sam/sustainable-development/indicators-for-sustainable-development-1/the-nor-

dic-welfare-model/gini-coefficient )
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Other indicators measure the share of people at risk of economic
poverty. Economic poverty is a key issue in connection with social
inclusion. People are considered subject to poverty if their equated
disposable income is below the official poverty line, which in the EU is
defined as 60 percent of the median income in the country, including
social benefits (e.g. family cheque, reduced day care fees, housing sub-
sidy, etc.).

In the Nordic countries, single providers (the majority of whom are sin-
gle mothers) are at greater risk of poverty than couples with children.
In Sweden, single providers were at greatest risk of poverty in 2011,
compared to the Nordic countries and all 27 EU countries.

Although there is inequality between the sexes in the Nordic countries,
they all have a higher GDP (Gross Domestic Product) per capita than the
EU average. Norway’s GDP per capita is more than twice the average for
all 27 EU countries. Norway (which has significant oil revenue) tops the
Nordic countries, followed by Sweden and then Denmark. The GDP per
capita grew in all countries from 1995 until 2009, when the global eco-
nomic crisis caused declines in GDP across the board in all countries.

Women in the trade unions

Although trade union membership has generally been on the decline in
the Nordic countries over the last decade (from a starting point of very
high membership), the trend varies by gender: Male membership has
declined by nearly 10 percentage points (but only 6 percentage points
in Iceland), while female membership has declined by 3 to 4 percent-
age points in Denmark and Finland. Women'’s union membership has
increased in Norway, while declining in Sweden.

But looking at the pattern over the last 50 years, women'’s trade union
membership in the Nordic countries has grown, both in numbers and
the overall rate of membership, as women spend their entire adult lives
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in the official economy as labour market participants. Female mem-
bers now account for 47 to 60 percent of membership in the Nordic
countries’ main umbrella organisations for trade unions. In Europe as
a whole, women account for 30 to 62 percent of membership, with the
highest rates in the Baltic countries. Of course, it should be noted that
the crucial factor is the number of members and the rate of member-
ship. We will also examine some figures regarding the latter.

All of the Nordic countries have a tradition of high rates of union mem-
bership among wage earners. This is illustrated in Table 1 below.

Table 1: Trade union membership rates in 2011 in the Nordic countries, by sex

Country Women Men Total membership
(percent)

Denmark 73.4 68.5 70.9

Sweden 74.0 69.0 71.5

Norway 60.0 55.0 57.5

Finland 77.0 69.0 73.0

Iceland - - 85.0

The Nordic countries, | 71.1% (not including | 65.4% (not including | 71.6%

total Iceland) Iceland)

(Source: Brief on women’s membership in unions, by Anette Wolthers, 28.02.2013. This brief is
based on multiple Nordic and international sources.)

Table 1 shows overall union membership in the Nordic countries at 71.6
percent, while women’s average membership rate is at 71.1 percent
(minus Iceland). In Denmark, Sweden, Finland and Norway, women'’s
overall union membership rate is greater than that of men (Iceland

only has statistics for the entire population).
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The membership rate is lower in most countries outside of the Nordic
countries - from about 8 percent in France to 27 percent in the UK and
54 percent in Belgium (the old industrial countries in Europe). However,
the Nordic trend of higher union membership rates for women than for
men is also evident in some other countries, including the UK, Ireland
and Canada.

Women'’s higher trade union membership rates in the Nordic countries
and some other countries may be due to one of the following factors:

e The number of women in the official economy and thus their share
of the workforce is growing.

e Growth in the number of women in the public sector, where unioni-
sation and union activity have increased.

e A decline in unionisation in the industrial sector — production is
moving away from the old industrial countries to new industrial
countries (e.g. China or other parts of Asia). “Women’s industries”
(e.g. textiles and clothing) made this move many years ago, so the
relocation of “men’s industries” has made a bigger impact in recent
years.

The pillars of the Nordic societies

The pillars of the Nordic tradition for cooperation and creation of bal-
ances of power between the state, organisations and market are illus-
trated in Figure 3. Here, all of the sectors’ and market’s successes and
failures rest/rested on a collective sharing of gains and losses, as well
as equality and “productive justice”. The pillars require strong “players”
in order to regulate and influence market forces - or to “pick up” after
them and compensate for their inexpedient effects.
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Figure 3: The pillars of the traditional Nordic models — small, open economies,
dependent on international trade
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(Source: Figure 1 “Grunnpilarene i de tradisjonelle nordiske modellene”, p. 47, by Jon Erik Dgl-
vik, Nordmod 2030, Fafo 2013 - text translated from Norwegian to Danish to English. Anette
Wolthers)

In the Nordic countries, we have traditionally had strong and active
states that seek social levelling through full employment, improvement
of wage and working conditions for employees and better living con-
ditions for citizens. We have also had a number of programmes in the
welfare state to compensate for a partial or full loss of income. And,
lastly, we have built regulated labour markets based on cooperation,
negotiations and agreements between strong collective organisations
- unions, employers’ associations and the state. The labour market’s
parties also meet with each other in the process of preparing legisla-
tion on social development, in connection with negotiations on crea-
tion of value and productivity in the companies, and through organisa-
tions in the collegial system (e.g. councils and committees at national
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and regional levels) in the efforts to administer an active labour market
policy.

The Danish model

In addition to the Danish labour market’s parties independently nego-
tiating with each other and reaching collective agreements, they also
meet in other forums where labour market policy is shaped, including
councils, boards and committees, as well as in the process of preparing
legislation. The forums in which the state meets with these parties is
also called the “tripartite cooperation”. Important elements of the Dan-
ish model:

e Collective agreements.

e A system of labour law that can address disputes.

e High degree of membership in the unions and among employers.

e The conclusion of general agreements that lay out long-term rules
for the parties’ conduct. These general agreements are found in both
the public and private sectors. In the private sector, the most impor-
tant general agreement exists between the Confederation of Danish
Employers (DA) and the Danish Confederation of Trade Unions (LO)
- this agreement is also referred to as “the labour market’s constitu-
tion”. This agreement was first signed in 1899 — and is rarely revised.

Shop stewards

A well-functioning shop steward system is a central part of the agree-
ment system in the Danish model. The shop steward is elected by
colleagues at the workplace. She/he must protect the interests of
colleagues at the workplace and serve as the union’s authorised local
representative at the company. The company management can only
interfere with the election of the shop steward if the collective agree-
ment’s rules on eligibility are violated. The shop steward’s role is to col-
laborate with the management to ensure that the collective agreement
is respected and upheld at the company, and to ensure that disputes
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are resolved through the cooperation system. In recent years, the col-
lective agreements have increasingly become framework agreements,
giving shop stewards greater responsibility for supplementing these
framework agreements with specific local agreements at the individual
companies during the agreement period. The dismissal of a shop stew-
ard is only possible in the event of a “compelling reason”.

GITTE NoRDBg ke »
LER. GITTE pays,
L VINTER

BORKHARDT AT iy gy, - x;n CONNIE

In many companies, the shop stewards are very actively involved in
strategy development - both in connection with expansion and down-
sizing. They also collaborate with management to find solutions to
everyday problems and challenges. The shop steward is — thanks to an
extensive training system in the unions - often very well equipped for
this task. In fact, one can say that the Danish shop steward might be
the person in a company who is best trained to identify and solve the
practical and personal issues that arise in daily work. The shop steward
is also frequently the only person in the company (at least in smaller
companies) who has complete knowledge of the collective agreements
and other agreements, as well as legislation on employees’ rights. The
talented and well-trained shop steward, a result of years of focus by the
Danish unions, is crucial to the viability of the Danish model; by corral-
ling support for the union at the workplace, the shop steward contrib-
utes to ensuring that the union remains a strong player.
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The Danish word for shop steward, “tillidsrepresentant” can be direct-

ly translated to “trust representative”. The word “tillid”/trust is also
used as an umbrella word for all elected representatives in the unions
who have a “tillidshverv” (i.e. "positions of trust”); this includes people
elected at congresses and general annual meetings, and people elected
by employees at the workplace, and comprises shop stewards, safety
representatives, board members, executive committee members, presi-
dents, vice presidents, etc.

Shifts in the Nordic model

In 1886, the Nordic social democracies and trade union confederations
formed the cooperative organisation SAMAK (The Nordic Labour Move-
ment’s Cooperation Committee). SAMAK remains active to this day,
hosting Nordic labour congresses, developing common policies, etc.
The organisation also launched the research project “Normod 2030”

to analyse national and international development trends in the Nor-
dic countries and to initiate a policy development to renew the Nordic
model; the project will be completed in autumn 2014.

As previously mentioned, the common foundations and mechanisms
are still present in the Nordic countries today. However, a more recent
common trait is the increased liberalisation of the Nordic models. The
increased influence of the market has weakened the bottom two boxes
in Figure 3. A greater marketisation of society’s services can weaken
collective risk sharing, equality and “productive justice”. Marketisation
does not have built-in “justice”, as the guiding principles are: supply
and demand, profit maximisation, short-term consumption of natural
and human resources, and poor reproduction of the human race. In
other words: a lack of social, human and environmental sustainability.
Furthermore, marketisation makes an impact in the form of cutbacks,
reduced quality and outsourcing in women’s largest labour market,
the public sector. The detrimental effects on women are two-fold: their
labour market is reduced, while they are assigned primary responsibil-



Danish Women in the Trade Union Movement

ity for the family’s care tasks - tasks for which they receive diminished
support from the public sector’s services. In many countries outside
the Nordic countries, mothers tend to these tasks with assistance from
cheap foreign labourers who provide child/elderly care, clean and cook
in homes.

If this analysis holds true - that the Nordic model has been weakened
or challenged - we must ask ourselves how and where the active la-
bour market and welfare policy is to be developed and discussed, and
where responsibility is to be placed regarding women’s situation in the
labour market. Will women’s needs and requirements fall through the
cracks between national legislation, EU directives and EU regulations,
and the negotiation system between the labour market’s parties? Or
will we in the Nordic countries continue fighting for our own welfare
and equality models?

In any case, we can tentatively conclude that these shifts in the Nordic
models will require even greater efforts by the unions for women and
equality in the coming years. The unions are of great importance as

a focal point for inspiring women’s labour battles, solidarity between
women and men, and, not least, the strategies for equality and welfare
in the Nordic countries. This is not only true at the negotiating tables,
but also in the unions’ involvement in the formulation of laws, regu-
lations and labour market policy — what we in Denmark call “tripartite
work”.

Equality challenges facing the unions

A major paper entitled “Challenges for the Danish model” was adopted
at the Danish Confederation of Trade Unions’ 2011 congress. The fol-
lowing quote comes from this paper:

“Equality efforts are characterised by a particularly close cooperation between
the cooperation and agreement models, the legislation model and the inter-
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nationalisation model, as many legislative initiatives derive from issues that
are initially addressed in the collective agreements but subsequently impacted
by the EU through directives. The issue of equal pay provides an example of
this. (...) Despite these efforts, a pay gap of 20 percent remains between men
and women (all employees, all sectors), which can be explained in part by the
fact that public sector wages have lagged behind since 1975 compared to the
private sector. Half of women in the Danish labour market are employed in
the public sector, while the corresponding figure for men is only approximately
one-fifth. (...) More decentralised wage setting (...) is presumed to push this
trend in the wrong direction, as individual wage setting typically ends in fa-
vour of men.” (p. 60)

In the autumn of 2013, two Danish trade union confederation lead-

ers, Harald Bgrsting, president of the Danish Confederation of Trade
Unions, LO, and Bente Sorgenfrey, president of the Confederation of
Professionals in Denmark, FTF, published a document sparking a new
debate: “Challenges for the trade unions heading towards 2020”. This
debate will continue until next year in the respective organisations, the
results of which will be summarised at the organisations’ congresses in
2015. In this document, they write:

“The Nordic welfare systems are also known for being focused on more equal-
ity than in most other countries. It is essential that this development does not
become stagnant, but that new methods continue to be developed (e.g. provid-
ing transparency in pay systems), thereby ensuring that the unions continue
making a contribution to greater equality.”

L

/
HARALD BERSTING
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Equality work in the Danish Confederation of Trade Unions, LO

Over the past 20 years, the Danish Confederation of Trade Unions (LO)
has conducted creative and ongoing equality work, including courses,
teaching and innovation of perspectives on equality between the sexes
and between the diversity of people in society, in educational institu-
tions and in the labour market.

This development accelerated after an LO assembly of representatives
meeting in 1992, at which it was decided that FIU should develop a
range of activities for elected representatives to support the equality
policy goals. FIU developed a number of initiatives on gender and gen-
der equality, while inviting gender scholars and experts to participate
in the process for the first time. In 1999 and again in 2003, the con-
gress decided to systematise its efforts through various initiatives. LO’s
instruments - the Equality Policy Committee and the FIU system (the
unions’ internal training courses) — became the two frameworks for
these efforts (see Appendix).

LIZETTE RISGAARD

Today, LO’s total FIU system is headed by Vice President Lizette Ris-
gaard, who is also chair of LO’s Equality Policy Committee. This com-
mittee works to ensure that LO member unions are updated on issues
regarding gender in the unions by initiating studies, preparing reports,
and conducting conferences on equality.



Danish Women in the Trade Union Movement

Since 2005, LO has delegated training activities on equality and diversi-
ty to three member unions: 3F (The United Federation of Danish Work-
ers), HK (The Union of Commercial and Clerical Employees in Den-
mark) and the Dansk Metal (The Danish Metalworkers’ Union). These
three unions have formed the partnership for FIU-Equality, which is
directed by vice president of 3F Jane Korczak, president of Dansk Metal
Claus Jensen, and vice president of HK Mette Kindberg. The partnership
provides relevant, dynamic development and support for efforts relat-
ing to gender and diversity issues; the partnership develops, offers and
conducts equality activities in training courses, etc. The partnership
has expanded its activities. See more about FIU-Equality’s work in the
next chapter.

JANE KORCZAK

CLAUS JENSEN
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FIU-Equality

Equality efforts were systematised after a meeting of the LO assem-

bly of representatives in 1992, where the FIU centre was charged with
developing activities for elected representatives to promote equal pay
and awareness of the cooperation agreement’s opportunities for put-
ting equality on the agenda. As it was new to work professionally on
equality, a key task was to provide training to the FIU teachers. To break
with preconceptions and routine, gender scholars were brought in to
conduct the training, which was quite unconventional at the time in
FIU. Many teachers and elected representatives participated in the ac-
tivities, which grew steadily in scope from year to year.

After the LO congress in 1999, a strategy for equality efforts was drawn
up, which included a focus on women'’s representation and training
for women as the most prominent element. This work was financed by
LO’s FIU funds (see Appendix) and confirmed at the 2003 LO congress:

“LO and the unions shall, under the auspices of FIU, continue and further
develop the competence boost (regarding gender and gender mainstreaming)
and leader training for women.” (from section 6 of the adopted Congress
statement)

LO was then headed by president Hans Jensen and vice president Tine
Aurvig-Huggenberger (former Brgndum) 1996-2007. The FIU effort was
headed at the time by Harald Bgrsting, who in 2003 joined the LO lead-
ership as secretary. To lead equality work within FIU, a FIU committee
was appointed under the leadership of then vice president of LO.

TINE AUR‘J\G-HUGGENBERGER
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LO consultant Susanne Fast Jensen was appointed coordinator of the
FIU activities for women under LO auspices; these activities were sub-
sequently headquartered at the former Esbjerg Folk Highschool (1910-
2011). An Equality Secretariat, headed by Susanne, was established at
the headquarters.

The partnership

In 2005, LO delegated its cross-disciplinary FIU activities relating to
gender to three unions, and restructured this work under a new organ-
isational model called FIU-Equality. In October 2005, an agreement was
signed regarding the activities to be developed and carried out by the
partnership. The partnership’s secretariat was placed in Dansk Metal,
based in part on the strong support of then union president Thorkild
Jensen, 2003-2012.

o =

N AGLigr
AMME! ELLg
SAEr DY / § Forguy, DANSK METAL
sTE—R“ERE |

THORKILD JENSEN
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FIU-Equality became a partnership between three (and, for a time,
four) LO unions: Dansk Metal, HK, the Danish Union of Electricians and
3F. (The Danish Union of Electricians withdrew from the partnership

at the end of 2011, bringing the partnership back to its three original
members.) Today, the political heads of the FIU-Equality partnership
are: Vice President Mette Kindberg, HK, President Claus Jensen, Dansk
Metal, and Vice President Jane Korczak, 3F.

The day-to-day management and coordination is carried out by the
coordination group, which is responsible for the administrative man-
agement, formulation of courses, activities and projects: Susanne Fast
Jensen, 3F, Anne-Lise Nyegaard, Dansk Metal, Susan Hedlund, HK and
Pia Haandbeek, Dansk Metal. In addition, Kristine Esrom Raunkjeer is
currently also a member of the project team.

“Naturally”

As training and courses on equality are prioritised as a special compo-
nent of the FIU activities, a catalogue called “Naturally” was published
annually to give LO’s elected representatives an overview of the courses
offered. In the preface to the 2005 catalogue, Harald Bgrsting writes:

“The gender distribution in FIU’s equality courses is skewed. Approximately 15
percent of the participants are men. We are not very happy with this fact. We
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would like to see that large parts of FIU’s equality efforts can accommodate
both sexes. (...) it must be possible for feminists and male chauvinists, young
and old, women and men, enthusiasts and the unmotivated, slow and smart,
academics and unskilled workers, elected and employed, experts and ‘novices’
to be challenged and learn more about how gender and equality can be incor-
porated into the daily work for change.”

This reflected a strong desire that FIU’s equality activities function in
relation to virtually all target groups in LO, at all levels of expertise and
commitment.

Following the 2005 founding of the new partnership for FIU-Equality
by HK, 3F and Dansk Metal, the tradition of publishing the “Naturally”
course and activity catalogue continued as before. These catalogues
are found at the website http://fiu-ligestilling.dk; the catalogue’s scope
has grown over the years, particularly after the integration and diver-
sity efforts were added to supplement the gender efforts. (See Attach-
ment 1 with course titles from “Naturally”, 2007-2014.) During the year,
FIU-Equality often offers additional activities and courses if current
i1ssues of interest or needs arise.

The new partnership was tasked with developing equality cours-

es within the FIU framework for all women and men. Equality was
thereby positioned as an area of work in the unions with a status
equal to other areas of work, rather than merely a forum for gathering
like-minded members.

The partnership thus faced the challenge and responsibility of en-
suring higher participation by men in the courses. This was not just
a desire, but a success criterion that was measured (see the section
on training days and participation figures). Later, the target group for
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FIU-Equality’s activities shifted from all members to shop stewards.
Unions and locals, which must pay the course fees for participating
members, experienced declining revenues as union membership de-
clined.

Extracts from the prefaces to “Naturally”

The following section presents a few excerpts from prefaces to the
annual course catalogue, “Naturally”. The preparation of courses and
activities by FIU-Equality takes place in cooperation and dialogue with
LO’s leadership, society as a whole — including the situation for both
union members and workers in general — and the expectations of in-
cumbent governments.

The following comes from the preface to the 2007 edition of “Naturally™:
“Naturally’ is a supplement to the ordinary course calendar from FIU. (...) In
2006, FIU’s equality activities were placed in a new organisational structure;
the developmental and organisational responsibility has been delegated from
the FIU working group to a partnership between HK, Dansk Metal and 3F. As
a result, the scope of these activities increased significantly in 2006. This has
also led to many more men participating in equality courses/conferences — an
increase of more than 100 percent. (...) This year, we are intensifying our focus
on discrimination based on sexual orientation at the workplace. Two courses
will be held exclusively for men, addressing the modern man’s role in an equal
society. As usual, these activities will provide high quality experiences and
learning. The aim is to transform new knowledge, new political possibilities
and research into specific courses of action for shop stewards at the workplace,
as well as for elected representatives and those employed in the unions.”

“Naturally” 2008

“(...) and there are naturally both new offerings and old favourites. “Naturally”
is a collection of cross-disciplinary courses specially focused on equality. Equal-
ity between women and men is an ever-present element of union efforts — in
relation to working environment, pay, cooperation, management, organisation-
al work, restructuring, division of labour, integration, representation, personnel
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policies, collective agreements, apprentice/trainee work, training programmes
... we could go on. Therefore, the courses offered are also diverse.”

“Naturally” 2009:
“We hope that you will find a course that makes sense for you and your
union-related work.”

“Naturally” 2010

“Last year, more than 1,000 participants attended an FIU-Equality course,
proving that many people in the unions care about equality, including more
and more men attending these courses. Currently, more than one-third of the
participants are men. (...) Modern and younger elected male representatives
gladly participate in courses where equality is a fundamental value for the
development of quality in union efforts.”

“Naturally” 2011:

“It appears that men’s equality challenges have grown. We have naturally
addressed this situation. Unequal pay has not improved, but our options have,
hopefully. The ‘Equal Pay Board’ came into the Danish language in connec-
tion with the spring 2010 collective agreement negotiations. We must train
ourselves to use it. There are also activities dealing with anti-discrimination,
including preventing domestic violence through policies and activities to break
taboos at the workplace.”

“Naturally” 2012:

We have previously focused especially on equality between men and women,
but this year we are focusing on ethnic equality. We are happy that we can
work broadly for equality, as most discrimination mechanisms are the same,
whether they are based on gender, ethnicity, religion, disability or sexuality.”

“Naturally” 2013:
“Under the previous Liberal-Conservative governments (2001-2011), many in
Denmark had a belief that we had already achieved ‘equality’. By this think-
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ing, women and ethnic minorities just needed to get their act together. For
more than 100 years, we in the unions have learned that it’s not just a matter
of ‘someone just getting it together and finding better pay and working condi-
tions’. We know that only together can we create new structures, new guide-
lines, new frameworks and new opportunities for more just working conditions
in which people thrive. (...) Fortunately, the current government is more proac-
tive regarding equality and we in the unions intend to be a more active part-

»

ner.

“Naturally” 2014:

“As you can see, ‘Naturally’ has shrunk in size. This is due to the leaner
resources in the unions and not because we have made great strides towards
equality. Unfortunately, we see that many — even in the government (a Social
Democratic-led government) — are of the belief that ‘equality comes by
itself’ or that ‘equality must wait because something is more important right
now’. In the unions’ equality efforts, we have known since the 70s that equal-
ity efforts could not wait until all the ‘important’ things are taken care of. Be-
cause that day will never come, and if equality had to wait, no progress would
ever be made! As with other political focus areas, it is necessary to work with
structure, culture and new knowledge. There are plenty of challenges: Unequal
pay, representation (few women in leading positions in the unions), in-
equality in health and parental leave, gender-based violence and harassment,
division of labour between the sexes and inappropriate stereotypical views
that put men, women and minorities in boxes.”

Participant figures and gender in FIU

The FIU-Equality partnership is tasked with offering courses, training
and activities relating to gender and diversity for a range of different
target groups. FIU-Equality applies for funding for various projects
from the cross-disciplinary FIU funds allocated to finance FIU’s devel-
opment activities. In 2012, FIU-Equality was granted 25 percent of the
total development funds. (The remaining funds were allocated to the
LO school/Cefal, FIU-IT, the Workers’ Educational Association (AOF) and
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to the production of teaching materials.) FIU-Equality’s specific area
of responsibility is cross-disciplinary courses and activities relating to
gender and diversity.

In 2002, women passed men in the participant figures for FIU courses,
accounting for 52 percent of all course participants that year. (In com-
parison, women accounted for 47 percent of all participants in 1987). In
2012, more than half of all participants at all FIU courses were women.
This applies for the union-specific courses as well as those offered for
all LO member unions.

FIU-Equality: Training days and participant figures

The partnership for FIU-Equality’s activities is measured on a range of
parameters each year. These parameters include training weeks and
the number of participating women and men, calculated by their CPR
(Civil Registration System) numbers. The figures from 2004 provide the
benchmark for measuring the work by the partnership for equality be-
tween 3F, HK and Dansk Metal.

The total number of training days per year offered by the partnership
increased from 2004 until 2011: from 2,210 training days in 2004 to
6,148 training days in 2011. But in 2012, the number of training days
declined to 4,529 and in 2013 the figure was 3,847. The main reason
was the lack of resources from locals and unions to cover participants’
course fees at FIU-Equality courses. (There were also many cutbacks in
LO in response to declining membership.)
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Table 2: Gender distribution among participants in FIU-Equality courses and activi-
ties, 2004-2014, January 2014

2004 2006 2007 2008 2009 2010 2011 2012 2013 2014 2006-
Benchmark Incom- 2013
plete
Women | 395 406 597 706 609 644 700 426 421 171 4,509
Total
Women | 89 69 73 70 66 64 60 61 65 57 66%
%
Men 53 186 221 299 319 370 461 275 235 130 2,366
Total
Men 11 31 27 30 34 36 40 39 35 43 34%
%
Total 448 592 818 1,005 | 928 1,014 | 1,161 | 701 656 301 6,875

(Notes and source: The participant figures are calculated on the basis of CPR numbers. The
count of CPR numbers does not indicate anything about how many courses or training days
the given person participated in during that year. The preliminary figures for 2014 are for
those registered (not actual participants) as of January 2014. The figures from 2004 provid-
ed the benchmark, taken before the FIU-Equality partnership was delegated its tasks in
2006. Source: Statistics for participants (registered and completed) by sex, 30 January 2014,
FIU-Equality. Table and calculations based on the source by Anette Wolthers.)

As shown in Table 2, the gender distribution in 2004 was that women
accounted for 89 percent and men 11 percent of all participants (meas-
ured by CPR number). In 2014, women account for 57 percent and men
43 percent (of the CPR numbers registered as of January 2014). Thus,
FIU-Equality has developed its target group from primarily compris-
ing female members 10 years ago to now including a sizable group of
male participants - an achievement in line with LO’s stated goals. The
gender distribution in courses and training has become more equal,

as FIU-Equality has done a lot to offer courses tailored to men. Since
the FIU-Equality partnership assumed responsibility for courses and
activities, 6,875 CPR numbers have participated from 2006 to the end of
2013. Of these, there were 4,509 female and 2,366 male CPR numbers.
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This represents an average of 66 percent female CPR numbers and 34
percent male CPR numbers over the period. (CPR numbers can appear
repeatedly over the years, but are only counted once within the same
year.)

The role of the FIU-Equality partnership

FIU-Equality’s annual course catalogue, “Naturally” represents a long
period during which LO’s equality work in the form of training and
activities has been prioritised. This long period of dynamic activity is
unprecedented for Danish equality efforts, and unprecedented for the
unions, seen from a historic perspective, in terms of the length and
intensity of this commitment and the courses offered to both sexes.

In the past and to the present day, Danish equality work in organisa-
tions, institutions and public authorities has typically comprised an
equality committee or equality consultant for a few years before being
phased out. A range of reasons can explain the phasing out of equality
efforts after a period of time. The main reason for stopping equality
efforts is a lack of support from management and negative views in
the management. Although managements have often been presented
with the positive impact of leadership courses or leader training cours-
es reserved for women, e.g. to address a lack of female representation,
they may not have found it expedient to give women their own space

GUSAN HEDLUND
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in the organisation. If management support is lacking, members or
employees - including women - become uncertain about the legitimacy
of the equality activities and begin to vote with their feet to avoid being
lumped with an undesirable category: those without influence and
power.

The support base (HK, 3F and Dansk Metal), gives FIU-Equality support
and resources for its activities and, as mentioned, is allocated fund-
ing from LO’s FIU funds for the development of new programmes. The
partnership has also shown great dedication, imagination and creativ-
ity in carrying out its work. This includes equality platforms and their
positioning, working methods in training and courses, and clarity in
relation to the target groups.

The most important target group for FIU-Equality is shop stewards and

working environment representatives. FIU-Equality hereby contributes
to strengthening the strategic role of elected union representatives in
the Danish model. Many have gained inspiration for their work as shop

stewards at their workplace or in their union local.

For almost 10 years, FIU-Equality has not only created a forum, but
many forums for equality, where women can meet with women, men
can meet with men, and where the sexes meet each other in joint dis-
cussions.

In the next chapter, we examine experiences from, and the impact of,
FIU-Equality programmes and activities for women and for the unions’
overall work in recent years.
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FIU-Equality — Experiences and effects
for women

Leader training courses for women

Following the 1999 process in LO on better representation of women in
the unions and LO, a number of training courses exclusively for women
were planned in 2001 under the auspices of FIU. These training courses
all had the primary objective of motivating and boosting the compe-
tencies of active female union members in order to support the devel-
opment of their professional careers in the unions. These courses were
structured as two-year programmes with 12 to 16 seminars. Most of the
seminars were three days long, but there were also two study trips or
educational trips during the programme, as well as instruction and co-
operation with an educational institution on a formal qualification pro-
cess, expressed in ECTS points (European Credit Transfer System — an
EU-developed merit transfer system for higher education programmes
in Denmark and abroad), if participants also passed the course exam.
The initial years of work with these programmes were of great impor-
tance, as experiences gathered during this time inspired FIU-Equality’s
future leadership training programmes for women (and subsequently
also for men).

These training programmes for women were first organised through an
FIU secretariat in LO. In October 2005, these activities were transferred
to the partnership between HK, 3F and Dansk Metal, under the name

FIU-Equality.

Starlet, Victoria and the “Nynnes”

Starlet, a programme for younger women from 2001 to 2003, was an
experimental project with many elements that were incorporated into
subsequent leader training courses. This pilot project sought to do it
all - there were study trips, mentor programmes, childcare options and
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great ambitions — and 19 young women who ventured far and wide
afterwards: They enrolled in new training programmes, took positions
with greater responsibility at their workplaces, and became union sec-
retaries or consultants. Experiences from this project also showed that
overseeing such a long and complicated programme is a major task.

In subsequent projects, the roles of coordinators and course managers
were professionalised — not just in educational terms, but also in terms
of women’s and equality policies.

Two projects followed Starlet: Victoria (Victoria = “Victory”) in 2002-2003
and the “Nynnes” (named after Nynne Koch (1915-2001) who in 1979
founded KVINFO, the Danish Centre for Information on Gender, Equal-
ity and Diversity). These two projects were not only for young women,
but for active female union members of all ages seeking a career in the
union system. As a result, the age distribution was quite broad in these
projects, often providing advantages in relation to sharing experiences
and the spirit of “folk high school” this gave the courses.

Preferably women-only courses + supplement

Reports from these projects repeatedly showed that the participants
were happy to participate in women-only courses. Here are some of the
reflections from participants in the Victoria project:

“We wouldn’t recommend making the course gender-mixed (...) so many par-
ticipants have enjoyed the space provided by being all women. There was no
need to constantly start over and defend all of the advances already achieved
(...) but gender-mixed courses should supplement the women-only courses, not
replace them. For many years, the unions’ women have not gotten their piece of
the educational pie in FIU. Now that they have finally received a small gesture,
it shouldn’t be immediately shared with the gender that has long received the
majority.” (Torp, et al 2004, pp. 42-43). When this text was written, wom-
en accounted for 48 percent of LO members, 34 percent of shop stew-
ards, and 17 percent of union local presidents in the member unions.
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Victoria also recommended that the individual unions should prior-
itise the long leader training courses for women by identifying and
referring suitable women for these programmes. After completing the
programme, the women’s competencies should be made visible in the
organisation, e.g. with a database of former participants. By identifying
competent women and encouraging them to participate, they will be
able to play a role in LO’s gender mainstreaming of its organisation.
Participants in the “Nynnes” made similar suggestions:

“Long courses of high quality should continue to be offered for active women
(...) These courses should maintain the option of taking a qualifying module
(...) the study trips should be maintained. They provide great opportunities for
learning and put the international perspective on the agenda.”

(Tanggaard Andersen 2005, p.6-7).

The spaces for development

These reports and accounts from Starlet, Victoria and the “Nynnes”
reflect attitudes of courage, high spirits and fearlessness. In their
learning processes, the participants were able to consistently take the
perspective of women when working with issues and processes in the
courses, without having to consider compromises for the sake of men
and their potential reactions, feelings and thoughts.

From the beginning, the learning processes were a combination of the
individual and the collective, as the courses included presentations by
the participants, group reflections, testing of actions outside the class-
room and a common desire to develop the world and make it more
equal. Furthermore, there was strong incitement to try something new,
even though it might seem risky, difficult or unattainable; the feeling
after taking such a leap is great and indescribably wonderful for the
woman who has taken it.

It also became clear that good and professional course management
was necessary to realise the participants’ personal potential, while cre-
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ating an open and warm atmosphere in the course teams. This course
management was also able to maintain extensive personal contact
with the participants in the form of guidance and encouragement to
take new steps.

These courses have fostered, developed and inspired a power to fight -
for the benefit of the unions, their values and key priorities — as ex-
pressed in the slogan:

“Better a bitch than a chicken”, which is also the title of the “Nynnes” final
report.

Feminist Leadership, FL

Yet another leader training course for women was unveiled in 2001:
Feminist Leadership, FL. (Regarding the word “feminism”: it was a
positive word at the time in LO, as then confederation president Hans
Jensen declared himself to be a feminist and viewed the feminist
perspective as essential for the unions.) The FL network was an idea
from 2000, when Tine Aurvig-Brgndum (later Huggenberger), Susanne
Fast Jensen and Marianne Jessing invited participants on a journey of
discovery in gender-conscious leadership. (Other people behind the
initiative included: Inga Christensen, NNF, Vibeke Ejlertsen, HK, Hanne
Christensen, FOA, Marianne Bruun, KAD, Annelise Rasmussen and
Steen Larsen, SID, Winnie Nielsen, TKF, Karin Sgjberg Holst, Dansk
Metal, Thorkild Yde, TIB and Jens Henning Ravnsmed, STK.)

FL was also an initiative in LO’s strategy to achieve more equal gender
representation. The programme exists to this day. Instead of a pre-
determined course with compulsory attendance and a set group of
students, FL functions more as a network. The programme is tailored

to the target group’s ability to gain inspiration and participate, even
though they may not be able to attend every time. The target group is
women who already have high positions of responsibility in the unions.
The programme comprises a number of meetings on various themes



Danish Women in the Trade Union Movement

and a study trip. Over the years, a number of retreat courses have been
incorporated into the programme. A host is appointed for each course
to lead the meetings, make arrangements, find locations, etc.

The invitation to the programme in 2012 read:

“FL is first and foremost a network of women who wish to lead and develop

on the basis of knowledge about gender and equality — and who wish to work
with a gender perspective in their own leadership or consulting. FL’s target
group is women who work in confederations, unions or other institutions/com-
panies, i.e. female leaders, consultants, presidents, vice presidents, union secre-
taries, etc. The intention is to use the time effectively, i.e. we will meet shortly
after work, gain knowledge and still make it home with a little time for an
evening off. (The meeting times for FL meetings are from 4pm - 9pm). As
a participant in FL, it is necessary to actively participate and gain new know-
ledge and insight regarding the importance of gender in relation to many
different situations where gender and power are in play. With FL, you get a
network of women who are interesting, challenging and generous. The network
typically comprises women on the way towards new challenges. (...) Once
you’ve put on the gender glasses, you can’t get take them off again (former
participant) — FL stimulates curiosity about gender, power and equality. To-
gether with other women, we explore the day’s theme, listen to talks, exchange
personal experiences, learn about the given theme, hear shocking stories and
laugh together.” (From the 2012 FL programme.)

The 2014 programme focuses on “Female formation of public opinion”
and this year is a collaboration between FIU-Equality and the think
tank CEVEA (which writes the following about itself: “Cevea is an inde-
pendent centre-left think tank that aims to develop ideas to promote a society
based on freedom, equality and community.”). The programme examines
“the production of the power to define” in society and how union wom-
en can make their voices heard. There is also a study trip to Tunis to
exchange experiences with women in the Tunisian unions.

(See Attachment 2 on the general topics of the FL courses)
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FLUK and FLUKmk

The first leader training courses (version 1.0) for women were further
developed and in 2004 they were systematised as a single training
programme called Union leader training for Women (with the Danish
acronym FLUK).

The FLUK programmes for women (version 2.0) began in 2004.

The programmes were called: FLUK1, FLUK2, FLUKS3, etc. In 2007, the
programme expanded to include courses for both men and women.
These courses were called Union leader training for Women - m/f (with
the Danish acronym FLUKmkE).

Thus, the following parallel courses were added: FLUKmk1, FLUKmk?2,
FLUKmkS3, etc. These FLUKmk courses were thus version 3.0.

The objectives of the leader training courses version 1.0 and 2.0 were
primarily to produce candidates to become talented female leaders in
the LO unions, as women were lacking at virtually all levels of leader-
ship.

The objectives of version 3.0 - when men also joined the FLUK courses
— were also to train good leaders, debate gender equality and imple-
ment equality efforts as an important joint task for women and men.
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Content of the FLUK and FLUKmk programmes

The content and methods of the FLUK programmes had now been e-
stablished in a framework: a two-year training programme, 12 sem-
inars, of which one of the first was to Greenland, where participants
could explore everything they found of interest in Greenland - history,
labour market, relationships in the Danish commonwealth, multicul-
turalism, indigenous peoples and indigenous civilisation, society, na-
ture, gender and culture, etc. On the trip to Greenland, the groundwork
was also laid for personal plans and the leadership themes each per-
son would later work with. The course teams also established the rules
and methods that would apply for the work and collaborative pro-
cesses throughout the programme. In the last half of the programme,
participants planned a study trip by examining what was to be found
on gender, labour markets and discrimination in places such as Tanza-
nia, Sri Lanka, Madrid, New York, Ghana, etc. — and which international
conventions and cooperation forums make a difference for workers
around the world. The last intensive seminars were devoted to writing
and oral presentations of the self-selected examination assignment on
leadership in practice.

In summary, the content of FLUK is illustrated in Figure 4, which com-
piles the main content into theme categories that were then also com-
bined with each other.
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Figure 4: Content of the FLUK and FLUKmk programmes
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In the following, we will describe a few of the elements of the FLUK
programmes.

Personal development and the others

The FLUK programmes developed a clearer profile as gender-conscious
leader training courses. This added a unique twist to personal devel-
opment work: understanding oneself and one’s view of people (the
others - irrespective of people’s sex and their gender identities). The
act of leading, whether as shop steward or another elected position in
one’s union, requires the ability to achieve results through appropriate
processes with other people. To do this, one must understand oneself,
one’s beliefs, preferences and behaviour - and get help with seeing
oneself from the outside.

Regarding the topic of “personal development”, many FLUK partici-
pants have said that the use of theory and tools from the Myers-Briggs
Type Indicator (which a number of FLUK courses worked with) provided
a good understanding of one’s own and others’ preferences in life and
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at work. Using this type indicator and personal interviews relating to
this tool with their advisors, combined with women’s, gender and HR
theories from the leadership in practice course, participants not only
gained an interest in themselves, but also practiced observing others
and engaging in relationships with others. Some courses also worked
explicitly with mirroring exercises where the participants worked in
pairs to gain a deeper knowledge of each other. The following is an ex-
ample from FLUK1, written by Lone Skov Hansen and Tina Fgrsterling:

“Overall, Tina feels that she has made great progress. As her partner through-
out the course, I have to agree with her. She has really developed and is fully
prepared for a career in the unions!” and “As Lone’s partner over the two-
year FLUK course, I believe that even when we started, Lone was very well
informed and extremely well-read, sometimes expressing knowledge about the
‘strangest’ things! Lone is extremely articulate and argues incredibly well for
her cause.” (Wolthers et al 2007, pp. 7-8).

The personal development activities and tools were also very helpful as
the 18-19 course participants were developing their relationships, mu-
tual tolerance and values — not just between the participants, but also
between the sexes. Paradoxically, a theory that is not based on gender
was a good tool for breaking down gender stereotyping, as women and
men could mirror themselves in each other, compare themselves, and
find similarities (and, of course, differences) if they were analysed as
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belonging to the same type category, for example. Having the same
preferences in life and work as a woman and man also gives rise to
reflections on how one has formed one’s life story and options as a
member of a given sex. Lastly, insight into one’s own and others’ per-
sonalities and general understanding of psychological processes gives
the participants a personal range of choices in situational behaviour.

Through these angles and reflections, many female and male FLUK
participants also laid a foundation for team building methods and
coaching methods in union work, which has greatly benefited their col-
leagues. These approaches were seen as a valuable tool for work at the
union local and in work as a shop steward at the workplace.

During the first years of the FLUK programmes, extensive work was
done to establish mentor-mentee relationships between a programme

participant and a designated mentor. Ideally, these mentors were expe-
rienced union leaders who did not already have a relationship with the
mentee. There are many examples of successful mentor-mentee rela-
tionships in the FLUK programmes. But the idea gradually faded as the
participants’ network and contacts had already grown. So the idea of
one mentor was replaced by the understanding that FLUK participants
could seek mentors in many places and thereby gain more types of
input on their personal development.

Leadership in practice and the integrated exam(s)

At the first leader training course for women, the participants could
take an exam in the college business degree course “Leadership in
Practice”. Experiences and recommendations from these initial cours-
es showed that it was necessary to provide more time and guidance
to qualify participants for this exam. In particular, it takes a long time
to be able to write a high quality paper on leadership. It should also be
noted that the textbook for the course does not include any consider-
ations on gender and leadership. So those who want to work on this
issue have to go out and find their own sources and theories.
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As a result of this recommendation to prioritise the exam-oriented
teaching, participants in the first FLUK programme for women were of-
fered the option of taking three courses in one: The FLUK1 programme,

the college business degree course “Leadership in Practice” and a
specially tailored course in gender with its own curriculum. The latter
was conducted in collaboration with FREIA (Centre for Women’s and
Gender Studies) at Aalborg University. At the college business degree
course and Aalborg University course, participants could take an exam
to earn a number of ECTS points. Passing the latter exam would also
enable participants to enrol in a proposed master’s programme at the
university. This very ambitious programme gave participants extensive
knowledge and experiences, but it turned out that the participants
mostly wanted to meet the exam requirements for leadership in prac-
tice, where everyone earned good marks and a good experience.

Here are some reactions from the participating women in FLUK1: The
formal jump to the academic level was difficult: “...I think the idea of
offering union members a qualifying training is fantastic! But I think that the
jump from unskilled workers with minimal schooling from many years ago to
the university level is simply too big. I think that this is also reflected by the
fact that many more participants had the desire and courage to take the exam
at the college business degree course level with great success!” (Stinne Dam
Jacobsen in FLUK?1’s final report - Wolthers et al 2007, p. 13). Below a
number of FLUK-participants with their final FLUK diplomas.
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Since then, it became standard practice to offer the “Leadership in
Practice” teaching and exam in cooperation with a business academy.
(The last FLUK course - FLUKmk6 - showed off in December 2013 by
earning ten grades of 12 (the highest possible grade) and five grades of
10 (the second highest possible grade). All of the women earned a grade
of 12!)

Later, the teaching and exam from the FLUK programmes was integrat-
ed in several college business degree courses, making it possible to take
a complete college business degree through FIU-Equality — many wom-
en who had been pioneers in the first leader training courses (including
FL) took advantage of this opportunity. Other participants in the FLUK
programmes were so eager to qualify that they subsequently enrolled
in university courses in their free time, e.g. at the law school.
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The educational tools and processes

The educational processes in the FLUK programmes were based on
Action Reflection Learning, i.e. participants had to take action and
reflect to ensure a learning process capable of providing new competen-
cies while developing knowledge, perspectives and skills. “Action” was
represented in the participants’ daily work as elected union representa-
tives at a company or in the union. This daily work was examined at the
beginning of every seminar in a “since last time” discussion round, or
when somebody presented a problem to the other participants to hear
their views and experiences. Field work in connection with the semi-
nars and study trips served a similar function, as participants encoun-
tered new realities and new knowledge that led them to “reflect” on
their potentially altered knowledge and views. The learning processes
consisted of gathering new knowledge (through course materials and
online), reflecting on this knowledge, organising and processing it, and
then communicating it orally and in writing to the other participants.

Oral communication is a major component of elected representatives’
communication, so the vast majority of participants were excellent oral
communicators. However, many experienced significant challenges in
producing theoretical material in writing - something that is learned
in higher education programmes. Notably, however, written reports on
impressions and knowledge gained from field work was not difficult
for the participants, as shown in their long and detailed travel reports.
Gathering encouragement and guidance to write texts in other genres,
e.g. an exam paper, was a major challenge for many participants, as it
represented the first foray into such writing. Once participants crossed
this first obstacle, it was not as difficult to cross the next (as men-
tioned, these participants were quite eager to gain further training and
qualifications). Therefore, the individual guidance parallel to the class
and group processes was crucial.

The FLUK programmes had at least one appointed course manager
who ensured a common thread in the courses with regard to topics and
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guest teachers, while also creating a positive and productive atmos-
phere and providing individual assistance and guidance.

FLUKmk and the men

In March 2011, FIU-Equality published a study among 19 men, aged 32-
57 years, who had applied to participate or had participated in a FLUK-
mk course (Volfing 2011). Seventeen men completed a questionnaire.
Regarding the most important reasons for participating in the course,
65 percent of respondents pointed to the equality component of the
programme, 41 percent to competence development, and 35 percent to
leader training. The men in the study had a gender view that equality
has not yet been achieved in society and that it is a task the unions
must take on - together with employers and legislators. They want
action and not just talk. But when asked about equality at their own
workplace, the majority believe that there is full equality between men
and women, on the following grounds: equal pay for equal work, wom-
en have the same influence as men, considerations are taken regarding
women’s special needs in relation to parental leave or physical limi-
tations, and the existence of respect for both women and men. Para-
doxically, however, many note the absence of women among company
management - i.e., on the part of employers.

These observations and views among the male respondents in the
study on equality at the workplace may be due to the fact that many
Danish workplaces are still highly divided by sex because of industry
differences or differences in functions performed by the sexes. In other
words, they do not see what they might expect to see: a woman and

a man performing exactly the same work, but for different pay. Most
require a “gender-cultural translation” in order to make the differences
and injustices visible.

A preliminary conclusion about the men in the FLUKmk programme
indicates that most have gained an ideological overview of gender
equality. They also defend gender equality in discussions in equality
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committees, etc. Many men have also participated in FIU-Equality’s
courses exclusively for men, where they are given the label “gender”
and see their own gender as part of a pattern, providing a sharper eye
for gender-based behaviour, gender-specific interests - and common
interests. They have become gender-conscious men with whom equali-
ty-conscious women would like to work in the unions.

FIU-Equality continues to work tirelessly to realise the ideal of making
equality and women’s/men’s liberation (and gender mainstreaming) a
common agenda on equal footing with other labour issues in LO.

Effect of FIU's leader training courses for women

Effect for women in the women’s training courses

No current and updated impact assessment has been conducted for
the leader training courses for women in LO. But there is an impact
assessment from 2007, commissioned by LO and conducted by Anette
Wolthers (Wolthers 2007, paper). The results of this assessment are
quoted in this section. At its 35th congress in October 2003, LO decided
that: “LO and the unions shall, under the auspices of FIU, continue and further
develop the competence boost (regarding gender and gender mainstreaming)
and leader training for women.”

LO wanted to assess the effects for the 132 participants who had com-
pleted one of the six leader training courses for women since their
launch in 1999 until the assessment in 2007. Of the 132 participants,
there were 84 respondents (64 percent) to the study’s questionnaire,
which was sent out in February 2007. Tables 3 and 4 are taken from this
study.
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Table 3: The respondents’ own indication of the current status of their union position,
compared to when starting the training course for women. In absolute figures and
percentages. 2007

Status after the training course Total Total (percent)
Higher union position 39 46.4

Same union position 17 20.2

Lower union position 09 10.7

No union position currently 05 6.0

No longer active in the union 01 1.2

No reply 13 15.5

Total 84 100.0 percent

As seen in Table 3, 46 percent of the respondents believe that they have
gained a higher union position following the leader training course.

More than 20 percent believe that they are at the same level. More than
10 percent believe that they are at a lower level. Six percent do not have

any union position at present for various reasons (e.g. job change) and
1is no longer active in the union due to illness. 13 did not answer the
question.

The respondents on the development of their union positions

The respondents started in the training courses in different years from
2000 to 2005. They responded regarding the union positions they had
when starting the course. They could choose from a number of pre-de-
fined categories of union positions (see Table 3).

Overall, the respondents indicated having held a total of 118 union
positions. One was vice president in a union, seven were union local
presidents and eight were union local vice presidents. There were also
some who did not have any union positions when starting the course.
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The participants had held an average of nearly 1.5 positions before
starting in one of the six programmes. The most common positions
were:

e Member of a union local board: 12 positions
e Other types of board memberships: 11 positions
e Elected union secretary: 10 positions

e External representative for the union: 10 positions

The terms “higher, same and lower position” can be interpreted in
several ways; the survey is a reflection of the respondents’ own state-

ments regarding the positions’ status. A higher position is explained as
follows:

e Rising to more vertical responsibility in the chain of command.

e Knowledge of leadership, participation and gender has given some
the courage to run for board and shop steward positions (from not
having previously held a union position).

e Being a leader for more people.

* Job expansion and job boost.

e Better pay.

e Combination of multiple key positions.

The respondents’ explanations regarding “lower union position” are

generally that they went from an elected position to a position as

employee. The elected position is generally considered a higher po-
sition than being employed in the union - even though the position

as employee may involve interesting and satisfying job content. One

respondent indicated that she lost personnel responsibilities following

a merger.

The respondents that added comments to “no current union position

or not active in the union” explain that they have changed jobs, want
a break from union work due to workload or are ill. Some have shifted
their activities into other fields, such as politics, work and studies.



Danish Women in the Trade Union Movement

The respondents could choose one or more statements in Table 4
(shown below) as an expression of what they gained from participating
in the course. In addition to the pre-defined sentences, they were also
able to formulate one or more sentences to describe what they gained.

Table 4: Description* of henefits, development, competencies and actions following
participation in the leader training course for women — 278 total answers from 84
respondents. In absolute figures and percentages, 2007.

Description of development Total answers Total (percent) of the | Total (percent) of the
278 answers 84 respondents

I know more about gender and 72 25.9 85.7

leadership today

I remember the equality perspec- | 60 21.6 71.4

tive in my union work

I have gained increased self-confi- | 45 16.2 53.6

dence and self-assurance in union

contexts

I participate in practical gender 29 10.4 34.5

mainstreaming and equality work

I am more willing to speak up in 26 9.4 31.0

large assemblies

I participate in interviews with my | 22 7.9 26.2

union press (and other press, if

applicable)

I have been on the radio/TV in 20 7.2 23.8

regard to union and gender issues

I have not developed my leader- 02 0.7 2.4

ship

Table 4 continues at the next page
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Description of development

Total answers

Total (percent)of the
278 answers

Total (percent) of the
84 respondents

278 responses

I do not work with a gender per- 02 07 2.4
spective in my daily work
Total 278 100 percent of the

(*Each of the 84 respondents were able to give more than one answer and, as a supplement

or alternative, write their own comments, which are summarised in the table with the other

comments on the benefits of the course.)

As shown in Table 4, the majority of the respondents say that they
know more about gender and leadership today, that they remember the
equality perspective in their union work, that they have gained in-
creased self-confidence in union contexts, and that they participate in
practical gender mainstreaming and equality work. The training course
objectives appear to harmonise well with the benefits for participants.

Others have exclusively, or as a supplement, chosen the other catego-

ries or chose to write their own statements. Below, the statements are

broken down according to the general themes they represent.

Leadership and personal development:
The participants have gained leader training and many of them have

also taken an exam at the level of a college business degree course.
This means that they have gained leadership theory and tools and

have written a project assignment based on issues in their own work.
Furthermore, many of the respondents indicate that they have under-
gone significant personal development, with greater insight into their

own strengths and weaknesses, and thereby can make more conscious

choices.
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In 2009, a group of women from the women’s training courses in
FIU-Equality started an initiative called The Women’s Blue Book. This
“blue book” which only names women, was published annually for five
years (until 2011-2012), after which the organisers chose to dedicate
their time to other projects.

The results of this project, which is no longer updated, can be seen at
the still active website http://kvindernesblaabog.dk. Also located at the
website are articles on all of the women listed in the book. The project

organisers write the following at the website:

“For more than 100 years, Krak’s Blue Book has told the Danish society who
can be considered to be ‘important people’. Through its selection and expo-
sure of some people and by its exclusion of others, the book has contributed

to paving the way for some while serving as an obstacle for others and repro-
ducing power positions and power opportunities (...) 100 years ago, the book
almost exclusively listed men. This is still the case. In 2005, when the idea for
the Women'’s Blue Book came about, 89 percent of those listed in Krak’s Blue
Book were men. (...) in 2010, gender and equality became an academic field in
Krak’s Blue Book. (...) ‘Gender studies’ and ‘Equality studies’ are women-dom-
inated fields that have now been allowed to join this book, as something that
can be considered ‘important’. This has made a difference in the structural in-
equality. (...) We have found that many of the women we listed in the Women'’s
Blue Book were later listed in Krak’s Blue Book.”

The project organisers managed to get Krak’s attention and the num-
ber of women in the ensuing years increased slightly. In 2012, the share
of women listed in the book increased to 18 percent.


http://kvindernesblaabog.dk
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Development in the union work:

Some of the participants did not hold union positions prior to taking
the course. They gained inspiration and the desire to actively partici-
pate in union work, first as elected representatives (safety represent-
atives or shop stewards) and later in board work and in spearheading
union development activities, e.g. establishing an equality committee.
Others moved on to positions at the next level of influence, based on
their experience from union work and previous positions. Additionally,
they have gained a broader understanding of the field in which they
work, where mastering negotiation is a particularly important skill in
a union organisation. The essence of the leader training courses for
women has been the acquisition and development of a gender perspec-
tive on union work and societal matters in general. The participants
gained a very deep and broad knowledge in this field, which can be
utilised in their union activities.

Networking and union work

The content and duration of the courses enabled participants to forge
ties across union organisations, functions and regions. As a result,
familiarity with each other and the shared reflections have given in-
dividual participants support and help to understand themselves and
navigate in relation to current issues in their work. Subsequently, the
participants have been involved in formal and informal networks in
the unions’ equality work. (The networks were later highly systema-
tised - first with the gender mainstreaming network and later with the
network for ethnic minorities under the auspices of FIU-Equality.)

Only for women or for both sexes?

There is great enthusiasm regarding the concept and content of the
courses and many would like to keep the courses as purely for women
(there were ONLY courses for women at the time of the study). These
comments by the respondents were unsolicited, i.e. it was not some-
thing they were asked about. Some also acknowledge that men also
need such training. The views vary regarding mixed-sex courses, with
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some in favour of these courses and others strongly opposed. Begin-
ning in 2007, female participants could choose women-only courses or
mixed-sex courses. The first mixed-sex leader training course, FLUK-
mk1, commenced in 2007.

Added value to union work from the FLUK training courses

Warmer and more competent community
The last FLUK course concluded in December 2013. Former course
teams hold reunion events, maintaining ties to each other, as they have
become good “networkers” in the unions. As mentioned previously, we
do not have an updated study of where the participants are in their
lives. But we can see that the good relationships and the trust they
established between each other are important elements in their union
work.
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The participants gain a common language on leadership, gender and
diversity through the FLUK courses; this makes it easier for them to
work together when collaborating on various projects or in the leader-
ship of union locals and the like. When they are elected as leaders, they
have a foundation that they didn’t previously possess, in the form of an
overview and theoretical insight.
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Study trips

With these trips, the participants gained a deeper understanding of
what globalisation means today — both as a system and in relation to
Danish workplaces. For example: trips to foreign divisions of their Dan-
ish (or global) companies have provided great insight to the participat-
ing shop stewards; visiting Free Trade Zones, where textiles and cloth-
ing are produced for western markets under deplorable conditions; and
experiencing how free unions can make a positive difference in the
midst of misery in developing countries and in the old industrial na-
tions of Western and Eastern Europe; experiencing how hard workers
must struggle for the right to organise in a union and negotiate on pay
and working conditions with employers - something we have taken for

granted in Denmark for generations; and meeting brave women and
men in the unions. Participants also gained a greater understanding of
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the intertwined nature of the globalised world: For example, the efforts
to organise ethnic minorities in the LO unions in Denmark can be tied
with trips abroad to learn more about their backgrounds. Creating a
connection between these members’ countries of origin and union life
in Denmark can contribute to organising new colleagues and members
in Denmark and abroad.

Equal pay in FIU-Equality’s work

Equal pay

Despite long-standing discussions about equal pay for the sexes, the
reality remains that wage development for women lags far behind that
of men - and it only appears to be getting worse. The pay gap is also
growing in the Nordic countries. The demand for equal pay is a very
old demand in the unions. Just a few glimpses of recent Danish history
provide clear examples.

In 2008, there was a very long wave of strikes among health workers
and pedagogues and pedagogue assistants. A total of 75,000 people
went on strike. In collective agreement negotiations, the unions de-
manded 15 percent higher pay. This demand was not fully met, but the
striking organisations’ members gained 12.8 to 13.3 percent higher pay,
with nurses making the greatest gains. In addition to the 15 percent
pay raise demand, the nurses demanded the establishment of an equal
pay commission. Their main slogan was: “Equal pay - it’s a matter of

will!” This strike was no ordinary strike; rather, the demands and slo-
gans challenged the traditional (lack of) valuation of work performed
by women. For example, the strikes included many comparisons with
professions dominated by men, e.g. police officers. The Danish Act on
Equal Pay’s wording on ‘work of the same value’ became a pivotal ele-
ment of the demands. These strikes proved very costly, as they lasted
for many weeks.
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The results of the strikes - in addition to the partial fulfilment of the
pay demands - was the founding of the Equal Pay Commission for

the public sector for 2008-2010. Beginning in 2007, companies were
required to calculate gender-specific wage statistics. But this has not
made any positive impact on wage developments for women in the
labour market - yet. Every day, many women are forced to accept the
dismissal of their demands and accept the pay offers they are given,
which are lower than those presented to men. Generation upon gener-
ation of women cannot understand why they are not offered equal pay
- and they feel uncomfortable about having to fight so hard to get it.
The examples are many.

FIU-Equality’s equal pay activities

Over the years, FIU-Equality has conducted courses, published pam-
phlets, trained shop stewards in negotiating and working for equal
pay. FIU-Equality has also supported targeted project work to prove the
existence of unequal pay.

Over a period of time, the course “Toolbox for tomorrow’s and today’s
shop steward” was offered. As the course title indicates, the participat-
ing shop stewards formulated a set of advice on actions and attitudes
for the multifaceted work of shop stewards. The first piece of advice,
under the heading “Equal pay and gendered pay negotiations”, was:
“Know all of the figures regarding pay and working conditions (...) for the
employees by gender at the company (and for other professions than those you
are shop steward for). Know the law on equal pay (...) and the overall collective
agreement.” (The toolbox for tomorrow’s and today’s shop steward, 2010,
p. 38)

The advice, which was thorough, addressed topics including: club or
member meetings, gender-specific wage statistics at the company,
discussions with colleagues about equal pay as a fundamental princi-
ple and that all stages of the work process create value, etc. The shop
stewards are encouraged to gather thorough knowledge of all legisla-
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tion and regulation on pay and documentation thereof (e.g. the law on
gender-specific statistics, the Danish Act on Equal Pay, EU regulations,
etc.). She/he must also explore when the collective agreements allow
for negotiations, etc. Lastly, the advice suggests that shop stewards
draw up a plan and agreement with the employer regarding the initia-
tion of a pay negotiation process.

Under the auspices of FIU-Equality, local projects were carried out to
collect and compare information regarding women’s and men’s wages.
These projects proved that a “reality check” was in order, as the data
collected showed the true complexity of the situation, revealing un-
derpaid women and underpaid men in relation to the averages for the
given areas of work.

The chances of achieving equal pay at a company are no longer just
in the general collective agreements, but require a local fight, when it
comes to the private labour market. In the public labour market, the
general collective agreements are still the primary means of shifting
pay; however, pay systems in the Danish public sector with the so-
called “New Pay” system include function and qualification bonuses
that have complicated efforts to achieve equal pay, as the system is
inherently structured to differentiate.

Marianne Aaris Andersen, a participant in the FLUK3 course and shop
steward, attempted to fight a principled equal pay battle at her com-
pany, using the tools gained from the course. Subsequently, she wrote
about her experiences and reflections:
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“We gained ideas and tools to go to our workplaces and demand ‘Equal pay
for the same work of the same value’. When I found myself in the midst of
local pay negotiations at my workplace, I felt that it was only natural to try
out these ideas and tools. So I returned to my workplace with extensive notes,
arguments and plenty of enthusiasm. The pay negotiations quickly stagnated
and I got lots of help from (my local union) and a consultant from (...) the
union. We solved a number of the problems and reached some agreements. But
when we got to the issue of equal pay, things stagnated again. And the help
from (my union) stopped as well. Even though it could be proved that the
same pay was not given for the same work of the same value (...) the union
and union local didn’t help with this issue. There were many ‘good’ arguments
as to why it was ‘a difficult issue that is hard to win’. The issue is that six
men and one woman at my workplace earn more in pay than the rest of the
employees. (...) But there was no intention of eventually raising the pay of the
other employees. The case could not be pursued, as there was also a woman
who earned extra pay. (...) Unfortunately, I also discovered how difficult it is to
demand equal pay and how unpopular one can become among the manage-
ment of a company.” (Wolthers et al. 2007, pp. 12-13)

LO hired Gallup to conduct a survey in the spring of 2009, which showed
that 38 percent of the surveyed men and 73 percent of the surveyed
women believed that unequal pay was the most significant equality
problem. Seventy-seven percent of the men and 63 percent of the wom-
en believed that the labour market parties had the greatest responsibil-
ity for achieving equal pay between the sexes. On the personal experi-
ence of unequal pay, 57 percent of women and 31 percent of men said
that there was not equal pay for equal work. On the personal experi-
ence of equal pay, 51 percent of men and 27 percent of women said that
there is equal pay for equal work. This survey shows the clear differenc-
es between men and women in assessing the scope of unequal pay and
perhaps also differences in gender-related pay polices at the workplac-
es. Furthermore, women and men do not necessarily work at the same
workplaces to the same degree or hold the same job functions.
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Women have called for equal pay, but have apparently lacked the pow-
er to achieve more equal pay for women in the past or today. The fact
that women do not constantly decry the injustice of unequal pay is not
a reflection of their content; however, it also causes a sense of shame,
humiliation and embarrassment to be put in a lower pay category than
men, as ‘this means that you are worth less’ and that one’s work re-
sults must be less valuable. These feelings can range from embarrass-
ment to desperation when one has children and a husband to support,
debts to pay and pension schemes that are insufficient to provide for a
decent retirement, etc.

Training courses can prepare the ground for struggles with regard to
attitudes, knowledge, methods, etc. — and shop stewards can receive
training in using negotiation results and legislation relating to equal
pay. But ‘the Danish model’ assigns responsibility locally for negotiat-
ing initiatives and fulfilment of the general collective agreements, i.e.
to the individual workplaces. If the shop steward and the employer
cannot see the problems, no solutions will be forthcoming. And it gets
even more complicated when it comes to “of equal value”. How should
one measure the value of service-related work in the public sector with
corresponding work in the private sector, for example? Or the value of
being arrested by a police officer compared to the value of receiving
care after an operation?

Perspectives

Female and employee life

Sentiments — no collective strategy for equality

Many Danish governments and the historical and contemporary equal-
ity work by the Danish Parliament have been characterised by efforts
to remove gender discrimination in the law. The fundamental value in
Danish equality law is that the sexes are expected to have the same
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behaviour: i.e., in principle have the same type of life from cradle to
grave and be partners in the family, sharing the task of being providers.
This project has made great strides, despite the continued appearance
of ‘holes’ in the law - particularly in areas where the sexes do not have
the same behaviour, e.g. reproduction and parental care. Here, it is still
the mother who gives birth to and nurses the child; mothers have per-
sonal rights when pregnant and during parental leave, but the father’s
rights regarding parental leave remain limited. Fathers must negotiate
with mothers about sharing the portion of parental leave that can be
shared between the parents. There are also many examples of un-
foreseen interpretations, e.g. where labour law and social security law
collide, or where the sexes’ different behaviour and opportunities make
it difficult to save up for pensions or to gain the same benefits from the
labour market pension schemes. Lastly, there are major holes where
women and men do not receive equal pay for their hours spent in the
labour market. Below are seen the vice president of 3F and the Minister
for Gender Equality at a conference.

JANE KORCZAK AND MAN SaReey

The official equality work has been marked by campaigns and appeals
to the labour market’s parties and the educational system. However,
only limited financial and human resources have been allocated to
addressing the structural imbalances in the Danish educational system
and labour market, with their “women’s professions” and “men’s pro-
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fessions”. The minor attempts to get girls to choose “men’s professions”
and boys to choose “women’s professions” have not led the sexes to see
the benefits of crossing the invisible borders in the gender-segregated
labour market. Not many resources — and none at all for information
campaigns for children and young people - have been dedicated to the
task of inspiring the sexes to explore new labour markets. So genera-
tion after generation (especially boys) follow in the footsteps of their
predecessors. Girls have not generally entered into the “men’s profes-
sions”, but there have been some breakthroughs in vocational training
programmes, such as those for painters. However, the major break-
throughs for women have been in higher education programmes, with
studies such as mathematics and engineering experiencing significant
increases in female students. The demand for men in the care sector
has not been sufficiently strong to lead very many men towards choos-
ing these courses of study.

Conservative pundits have introduced the concept of “feminisation”
to characterise “women’s success” in education, jobs and society -
which is not intended as a sympathetic term for “this phenomenon”,
contributing to a derogatory articulation of female norms, female jobs
and women’s way of leading and working - particularly in the public
sector. Women’s visibility and the visible education advances are the
result of 50 years of struggle to get women into qualifying education
programmes and thereby self-sufficiency throughout their lives - from
a situation in 1965 (when the Women’s Commission was founded),
where only approximately 30 percent of all women had an education of
any kind and many married women depended on the willingness of a
spouse to provide support for a lifetime - or until divorce.

In the wake of women’s success, many pundits on gender issues from
both the political left and right have developed a strong sympathy with
boys and men who have to “fight hard” to make room for themselves
and gain understanding and influence in the face of the so-called “fem-
inisation”.
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Messing up rights and universal benefits

The breakdown of barriers between the universal and general ser-
vices and services we receive because we have purchased insurance
or joined pension schemes contribute to confusion about rights and
justice. The lowering of unemployment insurance’s base support levels,
the amount of benefits available, and the short time for which they are
available to the unemployed have contributed to deteriorating trust

in “the Danish model”. The model has promised a safety net capable
of catching those who are hit by unemployment. The very foundation
of the Danish model is peace of mind and an assurance that one will
receive assistance in the event of unemployment or illness. The assur-
ance of access to support in the event of unemployment has been an
integral part of the agreement underlying “the Danish model”, which
has made it easy for employers to fire employees without obligation.

Many gender norms

The arrival of immigrants from other countries has brought new gen-
der norms that differ from those of the Nordic countries. Danes must
relate to and consider these norms in schools, institutions and in the
labour market. They not only cause confusion for “old Danes”, but also
for many of the new citizens. They experience a chasm between the
traditions of their origins and life in Denmark. Today’s basic Danish
equality values include the inherent expectation that all adult women
and men have full control of their lives, with responsibility for support-
ing themselves through their own work.

A commonly recurring phenomenon in the Danish debate and Danish
employment model, which provides for child care in institutions while
the parents work, is that some young mothers (or fathers) do not want
to hand over their children to the institutions, choosing instead to care
for them themselves. Thus they are not following the pattern from
(female) generations after World War II. These young mothers face the
challenge that they will later lack a means of supporting themselves
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if they choose to stay at home and care for their children. Few men
can singlehandedly support a family today. Denmark has not provided
any form of support for mothers who choose to stay at home and care
for their children (instead, Denmark provides subsidised child care in
institutions). Support for mothers has been provided in some other
countries, including programmes of state support for up to five years
for mothers with young children.

In summary: There are many needs, attitudes and ideas regarding gen-
der and the labour market. And perhaps we lack flexibility in the ways
of structuring our lives - as both women and men, or mothers and
fathers.

We have created structures for citizens’ (the sexes’) needs and behav-
iour in the welfare state, which has been fine as long the population
agrees with the legislators on this framework. But if there is a need for
greater diversity in the programmes offered because the population

is diverse and perhaps no longer agrees with each other on the ideal
framework for a life, then should we continue to offer the same frame-
work - and perhaps see it become eroded?

Individualisation, including that of the women’s struggle (which is also
a reality), has created a fragility, confusion and lack of collective and
social engagement - despite the ongoing debates on gender in newspa-
pers and other media.

Perhaps the wage earner life, which the unions are a proponent and de-
fender of, should be the subject of critical discussions and testing. This
form of life was developed in the early industrial era on the premise
that intervention on the part of the state and the unions was necessary
to alleviate the misery of working men, women and children. When

we visit industrial centres in developing countries, we see this misery
quite clearly and are reminded of our own history in Europe.
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As mentioned, we say that equality between the sexes is a special Dan-
ish or Nordic value. We can beat other cultures and societies over the
head with equality at the same time that a widespread and deliberate
gender blindness is evident when we take a good look at the lives lived
right in front of us. We are also very modest and prefer not to clearly
examine the power relationships behind the lack of equality or equal

pay.

Many in Denmark believe that we already HAVE equality. Others believe
that women have FAR too much power and, thus, NOTHING should be
done for women. Things have gone too far, they say. They don’t have

it bad anymore! The participants in the equality debate are primarily
women, with the exception of a few men. Of these, some are progres-
sive, while others are pronounced anti-feminists. Perhaps the greatest
challenge is that many men simply do not understand, have insight
into, sympathise with or defend “the feminine”. It is perhaps a matter
of personal taste whether one thinks that the female debaters should
meet men halfway by understanding, sympathising and defending “the
masculine”.

It would be great with a little more room for differences, more gen-
erosity and more empathy among those participating in the gender
debates, so that we could progress together. Although there are many
different shades of feminism today, as in the past, we all expect that
the unions remain an active participant in all aspects of life, as reflect-
ed in their policies.

More than ten years ago, LO commissioned a Gallup survey that was
published in LO’s publication “Ugebrevet A4” in March 2003. The arti-
cle reports that in 1972, 36 percent of the highly educated population
(higher secondary school graduates) supported the feminist movement,
while this figure was only 14 percent among those with lower levels

of education (primary school graduates). The Gallup survey from 2003
showed that 51 percent of those with lower levels of education felt that
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equality is one of the most important issues in Denmark, while only 32
percent of the highly educated population agreed with this statement.

In regard to the survey, Johannes Andersen, a researcher at Aalborg
University, said that the highly educated middle class is concerned
with the question of equality when negotiating with each other in the
“negotiating family”; Andersen saw great potential in the unions for
promoting equality, saying that they “could play a key role if they put fam-
ily-friendly companies on the agenda. But they must break with their image as
very rigid and fixated on regulations. (...) KAD, SID and HK members deal with
the issue of equality in their everyday lives and they are ready for substantial
measures.” (Ugebrevet A4, 3 March 2003)

Women have always been a part of the trade unions, and ...

In 1999, LO shifted its strategy, prioritising equality efforts in its train-
ing of elected representatives. These efforts have not yet produced
visible and convincing breakthroughs for the representation of women
in LO and LO’s member unions - but a movement is underway. In many
unions, women are moving towards the upper levels of leadership. An
article in the British press wrote the following in regard to Unison, the
British union for public employees:

Today, the average British unionist is a young, degree-educated, white wom-
an working in the professions. Women outnumber men. In their prime in the
1970s, unions had more than 13 million members. Now, they have 6 million;
only 28 percent of the working population is unionised — less than 20 percent
in the private sector. Women have become vital to the survival of unions.” (The
Observer 5 August 2012)

In 2012, the Trades Union Congress (TUC), comprising 54 member
unions and similar to Denmark’s LO, elected its first female secretary
general in 144 years. Her name is Frances O’Grady and she is 54 years
old. She has worked her entire life, given birth to five children, has been
a union activist since the 1980s, founded an academy for young female
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union members in 1998 offering a 12-month course, and is active in a
support network.

As in TUC, LO has had an academy in the form of FIU’s equality work
since 1992, and the partnership for FIU-Equality since October 2005.
Below Gitte reading ‘Leadership in Practice” during the flight and Jane
and Helle ready to be examined.

JANE TAVLO NIELSEN

These activities set an important agenda of learning processes and
training courses that attract women. A woman may have left school at
an early age, but in the unions she can get a basic education as a shop
steward, take short courses, attend conferences, take qualifying cours-
es, become a long-term participant in union networks and get training
as a leading opinion former. Rather than just taking place at an individ-
ual level, these activities offer a collective atmosphere in women’s-only
or mixed sex environments - but always with a common and collective
view of the tasks to be performed in the unions. One of the challenges
that should be addressed very soon is to take important steps in the di-
rection of equal pay between women and men. The quote below shows
that a step towards equal pay is not just the solution of a pay-related
problem, but a step towards increased prosperity in society as well as a
moral, anti-discriminatory and social achievement:
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“Equal pay legislation has shown that women’s relative pay can be raised
without harmful effects on their employment rates. The segregation of the la-
bour market means that traditional policies have not proven to be particularly
effective (...) There are also moral, social and political dimensions to equal pay.
Not only economic (...) Equal pay policies can effectively reduce wage discrim-
ination, but they are less suited to preventing occupational segregation (...)

If society desires less difference between men’s and women’s wages, political
intervention, combined with the results of agreement negotiations, is necessary.
Equality goals are important — both in the short and long term. A more equal
distribution of income can increase welfare in society directly — as well as in
the long term through increased motivation and performance.” (Jérgensen,
2010. p. 127)

In a statement from September 2013, The European Economic and
Social Committee (EESC) encourages the political decision makers to
“reduce gender inequalities by closing the gender pay gap (...) as equal pay
will bring benefits not only to women but also to the whole society — according
to the European Added Value Assessment, one percentage point decrease in the
gender pay gap increases economic growth by 0.1%.” (soc/486, p. 6)
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Attachment 1

Range of courses and programmes in FIU-Equality’s catalogue,
“Nat%rally". 2[1[]7-2[]1&p ’ !

See the course catalogues (in Danish) at http://fiu-ligestilling.dk.

Sexual orientation and human rights:

Can you be yourself at work?

Pride — parade for homosexuals and bisexuals

Diversity is normal — get equipped for union cases regarding sexual
discrimination

Your rights — our opportunities

Courses addressed to men:

Women’s power and men’s opportunities

Personal development - become a strong sensitive man
Take better care of yourself, man

Men’s health

Only for men! (the benefits of equality for men)

Equal men and opportunities

Equality for men

Equality from a men’s perspective

MAN version 2.0 and above

Possible male opinions

Men in history - many different types of men — men in union work

Courses on health, family, cooperation and relationships between women and men:

The common thread (family life and working life)
Cohesiveness between working and family life

Are we equal at the workplace?

We are best together

HE-SHE from stress to well-being through interaction I-II


http://fiu-ligestilling.dk
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e HE-SHE - together in change

e Stress counsellor I-IV

e Are we equal at the workplace?

e How gendered is our health?

e Psychological working environment for men and women

* Psychological working environment in skilled and unskilled jobs -
from a gender perspective

e Power men and power women

e (Calibration of the cooperation between women and men

e Dare to talk about the taboo (about what should be discussed, but...)

e The UN'’s International Day for the Elimination of Violence against
Women

e Get started with health activities at your workplace!

e Well-being for all

Courses and leader training courses for women:

e The union leader training course for women, FLUK 4, 5, 6, 7
e FL network meetings, spring-autumn

e Network for former female participants in FLUK, Starlet, Victoria and FL
e Project on the development of a “Women’s Blue Book”

* Violence against women

e Women’s Blue Book

e Power women (on making an impact)

e Goodbye to Mrs. Nice

e Goodbye to Mrs. Nice - clear, but not annoying

e Goodbye to Mrs. Nice for experts

e Stop dreaming - boost your personal empowerment

e Find your own way and be strong at the podium

e Female opinion formers

Leader training course for hoth sexes:

e FLUKmk 1,2, 3,4,5,6

e Gender, culture and competence — module in the college leadership
degree course “culture and philosophy”
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Human resource management

Project manager training

Value-generating leadership, community and future

Organisation — organisational development from a gender perspec-
tive (college business degree course)

Organisational development from a diversity perspective
Collective agreement in colours - creative dream workshop
Personnel law from a diversity perspective

Leadership with an eye for diversity

Courses on gender in union work — national and international:

City councillors’ equality policy challenges and opportunities
Equality committee course

Equality committee meeting with collective capacity building

An active equality committee

The local political responsibility for equality

More opportunities and fewer inequalities (on gender mainstreaming)
Equality challenges in the labour market in a globalised world
Equality in the EU labour market

100,000 new jobs in the energy sector! What about gender distribu-
tion?!

Seminar on the gender implications of “free choice salary schemes”
in collective agreements

Gender and quotas

Mainstreaming - from theory to practice at your workplace

Clear, but not annoying (on putting equality on the agenda)
Initiatives to prevent exploitation of female labour from other coun-
tries

Change processes with a focus on equality

Gender-based violence

Opportunities at the workplace for preventing gender-based violence
Decent work — UN day for decent work

Opinion formers and ambassadors

Follow a case in the Labour Court

The fight against social dumping and ensuring decent work for all
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Courses on equal pay.

Course on equal pay for women and men

The working class and feminism in Europe

Administration of performance-enhancing wage systems — while
considering equal pay

Equal pay course with a focus on job assessment

We must have equal pay between women and men now — a hot un-
ion topic

Courses on diversity, integration and union work:

Diversity is normal

FIU-rainbow

The union (Shortcut to better integration)

Options for the unions’ integration efforts

What is good marketing to young people in the unions?
Organising mentoring programmes for minority women

Gender, culture and diversity in the workplace

Local diversity networks and focus on equality in the workplace
Workplace culture — well-being and resources in a diverse workplace
culture

The day for you - March 21 (against discrimination)

Gender from a senior’s perspective

Collective agreement in colours - creative dream workshop
Diversity agent

Organisational development from a diversity perspective
Regional networks for elected representatives with a non-Danish
ethnic background

Meeting for elected representatives with minority backgrounds
Take action - tools for strengthening integration in the unions and
in the labour market

Coaching — with an eye for diversity

Integration representative training course

Leadership with an eye for diversity

Road map to diversity
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Mindfulness and diversity
Project management — with special attention to diversity

Methods and tools — courses and programmes

Coaching in organisations with individual coaching
Training for coaches

Communication - communication — communication
Effective communication for elected representatives
Communication for coordinators

Communication, relationships and communities — how to create
trust

Communication and communities

Communication at eye level

Do you want space, a Porsche and a fur? (on negotiation)
Gender-based negotiation

Shop steward - what now?

Facilitation — naturally - women/men

Ambassadors in mainstreaming

Good and efficient meeting leadership

Succeed as a meeting chairman

Toolbox for today’s and tomorrow’s shop steward

You're on! (media training)

Give your speech with self-confidence and charm
Effective oral communication

Make an impact while protecting yourself (on public appearances)
Stand firm in the face of adversity

Conferences, seminars and networks:

Ambassadors in the Mainstreaming Network — network meeting
Coach seminars

Mentor-mentee seminar

8 March conference

Christmas conference

Conferences and networks for women in male-dominated fields
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e Equal pay conference

e Instructor - training day

e Well-being network (for stress counsellors and others)

e Network focusing on well-being, organising and equality at the
workplace

e Meeting for elected representatives with minority backgrounds

e Regional networks for union members and elected union represent-
atives with a non-Danish ethnic background

e Network for elected representatives

e Nordic Forum 2014

e Well-being conference

Attachment 2.

Range of subjects in the FL courses, 2006-2014

Headlines of the courses:

2006: Minorities and the Danish commonwealth

2007: Gender and leadership

2008: The future of the unions — with equality and the shop steward
in focus

2010: Can power change sex?

2011: The European Commission’s new strategy for gender equality.
What does it mean for Danish wage earners and the Danish
unions, and what new options does it give us?

2012: The Middle East, equality and social media

2013: Female Power

2014: The power to define, networking and organisation of women
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Appendix
Equality activities in Denmark and
In the trade unions

Government and public authority initiatives

Important commissions

In 1975 in Denmark, an Equality Council was founded by then Social
Democratic Prime Minister Anker Jgrgensen. The council was the result
of a recommendation stemming from the work of the Women’s Com-
mission (appointed by the former Social Democratic Prime Minister
J.0. Krag). The Women’s Commission worked from 1965 to 1974 with
the aim of exploring the position of women and developing proposals
for legislation to create equality in all spheres of life. The background
for establishing the commission was - in addition to inspiration from
former US President Kennedy’s Women’s Commission from 1961 to
1963 in the US - that women were increasingly participating in the
formal economy as supporters and co-supporters in the family, while
encountering legal- and tradition-based gender discrimination in the
labour market and society maintained a view of the man as the “head”
of the family (for example, women had to give their husband’s CPR
number when making enquiries to the public authorities and women
were automatically assigned their husband’s last name upon marriage
unless they actively protested; unskilled women automatically received
one Danish krone less than unskilled men in defined standard wages;
masters could fire female apprentices if they became pregnant, etc.).
The need for childcare had also grown greatly, as mothers increasingly
worked far from the home and for many hours daily.
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Later, a Children’s Commission was established from 1977 to 1981. This
commission focused on young children, their upbringing and their pos-
sibilities for receiving care while their parents were at work.

Parental leave in Denmark

The development of parental leave policies in Denmark has a special
history. In 1960, union-organised female wage earners, covered by col-
lective agreements, had a right to unemployment benefit for up to 14
weeks as part of a law on public health insurance, but all other moth-
ers did not have any legally stipulated rights; work-at-home mothers
and assisting spouses had to settle for two weeks with sickness benefit.
All other “types” of women, e.g. the self-employed and students, etc.,
had no rights at that time - legislation in this area would not come
until much later. In the following years, parental leave became a sub-
ject of collective agreement negotiations and a legislative issue. More
and more groups of mothers were covered by these provisions as the
years passed. In 1980, parental leave legislation was revised so that em-
ployed mothers were entitled to four weeks of leave before birth and
14 weeks after birth, for a total of 18 weeks. In 1984, the parental leave
was extended to 20 weeks and the father was entitled to two weeks of
leave. In 1985, the total leave was expanded to 24 weeks after birth, of
which the mother and father could share the last 10 weeks between
them. In 1998, fathers received an earmarked parental leave of two
weeks, which was only for them to use. These earmarked weeks were
abolished by the then Liberal-Conservative government in 2002. At
the same time, the total parental leave was extended to 52 weeks. Two
weeks after the birth of the child can be used by the father, together
with the mother, during the first 14 weeks. After this, the mother and
father can share the remaining 32 weeks between them.

The unions have had a desire to see fathers given the right to ear-
marked parental leave, i.e. an individual right. This option was taken
off the negotiating table by the current Social Democratic-led govern-
ment in 2014.
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Legislation and equality

Equality legislation on gender picked up in the Danish Parliament

from the mid 1970s (e.g. the Equal Pay Act of 1976 and the Act on Equal
Treatment of Men and Women in the Labour Market of 1978). This legis-
lative process was further aided by a number of EC (now EU) directives
after Denmark became a member state in 1973 (e.g. the Equal Pay
Directive in 1975, the Equal Treatment Directive in 1976 and the Direc-
tive on Equal Treatment in Social Security in 1978, etc.). Another factor
in the establishment of a Women’s Commission and the subsequent
legislation was discrimination against women; the women who expe-
rienced this discrimination spoke out in the education system, in the
labour market and in society as a whole. In the view of many women,
the societal changes in the 1960s arising from the youth, student and
hippie movements, and the legalisation of pornographic literature in
1967 and pornographic photography in 1969, did not deliver freedom
from the sexist views and men’s automatic expectations of being “god’s
gift to women”. As it was formulated, women who participated as opin-
ion formers and activists in these changes were tired of “serving tea

at the revolution”. These female experiences manifested themselves

in 1970 with what is known in Denmark as “the new women’s move-
ment” or “the Red Stocking Movement”. This was an activist movement
outside of the established political parties’ control. Not until later did
women'’s and equality issues gain a place in the political platforms

of virtually all parties. From the mid-1970s, most of the parties in the
Danish Parliament agreed on legislating on equality, based on a desire
to formalise the equal rights of both sexes in a number of areas. As a
result, Danish governments — both the Conservative-led governments
from 1983 to 1993 and the Social Democrat-led governments from 1993
to 2001 - agreed on legislation and on a number of initiatives that were
launched.

The Equal Pay Commission for the public sector, 2008-2010
Although equality legislation escalated in the 1970s, there were contin-
uous calls for a breakthrough in equal pay for women and men in Den-
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mark - not just during the long economic downturn from 1974 to 1993,
but also during the upswing from 1993 to 2007/08. There were numer-
ous studies, reports and discussions during these periods, in addition
to new provisions in equality legislation, but no breakthrough occurred
in relation to this important issue.

The decision to appoint a commission on equal pay in the public sector
did not materialise out of thin air, but rather was a demand made in
connection with the widespread strikes in 2008 by social and health
workers in the public sector. The strikes were triggered by the collective
agreement negotiations. The commission was appointed that same
year and comprised the parties in the public labour market, includ-

ing LO, FTF and researchers. The commission was chaired by former
department and theatre manager Michael Christiansen and tasked
primarily with clarifying a range of concepts relating to wages, de-
scriptions of wage levels, wage distribution and comparison of wages
(including with the private sector), career patterns, “work of the same
value” (as the Danish Act on Equal Pay states), wage formation and
influences on it, the framework for management and organisation of
work, and the identification of initiatives the public sector could poten-
tially launch. The commission set out to perform a “service inspection”
of factors including:

e Wage systems and wage formation, centrally and locally

e Equal pay between men and women for the same work or for work
that is attributed the same value

e Working hours

e Organisation of work

e Boundaries between professions

e Competence development

e Working environment

e Management space, collaborating and participation

The wage commission also encouraged all relevant organisations, pub-
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lic authorities, institutions, etc. to discuss initiatives to combat a gen-
der-segregated labour market.

Gender-specific wage statistics

Even before the Equal Pay Commission for the public sector began its
work, a change was made to the Equality Act, effective from 1 January
2007, requiring all companies with more than 35 employees and at
least 10 people of each sex to register and report gender-specific wage
statistics (in 2014, a revision to the act has been proposed so that it will
also apply to companies with just 10 employees and 3 people of each
sex). The gender-specific statistics must be compiled at least once a
year. Otherwise, companies must prepare a report on the next three
years’ initiatives in relation to female and male employees. Employees
must be properly informed of these wage statistics and reports. And
employees are entitled to express views on wage statistics and reports
aimed at reducing the pay gap between women and men at the compa-
ny. An assessment of the original act was conducted in 2001, showing
poor compliance with its provisions, as companies do not make the
statistics public - this provided the impetus for the proposed revision
of the act in 2014.

Have these initiatives made an impact on the pay gap? In the big pic-
ture, the answer is no. The gap between women’s and men’s wages has
grown on average.

Legal sex change

People who define themselves under the term “transgender” are indi-
viduals who experience a mismatch between their biological sex and

the gender they identify with or want to have. In Denmark, they have
been subjected to discriminatory treatment if they wanted to change

sex. The legal provisions and thus the guidelines for medical, sexolog-
ical counselling are and were as that a sex change must also be mani-
fested physically. Legal sex changes are only possible if the persons in
question “remove” their biological sex through castration and genital
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corrective treatment (hormones, etc.). The Social Democrat-led gov-
ernment appointed a working group that released a report in February
2014. Based on the report, the government proposed legislation that
would abolish the requirement for a diagnosis and subsequent treat-
ment, and enable individuals to personally apply to be legally consid-
ered a different sex than their biological sex. This change has impli-
cations for the civil registration system, health insurance, passports,
driving licence, etc. This legislative proposal is inspired by many years
of international and national activism and political lobbying work by
people who have organised themselves into LBGT (Lesbian, Gay, Bisex-
ual and Transgender) movements. These movements have worked with
visibility - “out of the closet manifestations” - in the form of festive
Pride parades in many countries, called for access to homosexual mar-
riage and have created new types of families and “rainbow families”
comprising the adults who are a part of raising the children. (In April
2014, the Supreme Court of India recognised transgender as “the third
sex”, granting rights in line with men and women. Many transgen-
dered people in India have refused to identify as either man or wom-
an; now, the approximately 3 million transgendered Indians have the
same rights as all other citizens, e.g. voting rights, passports, etc. This
approach has lacked in the Danish working group, which apparently
could only imagine two sexes — and not a third.)

Equality consultants, new legislation and a Minister for Gender Equality

From 1981, the then Social Democrat-led government decided to hire
equality consultants in the regional labour market boards to promote
equality in the regional labour markets and educational institutions.
Later in the 1980s, the question of equality consultants and an equality
committee was also prioritised in organisations including Local Gov-
ernment Denmark, the Danish Broadcasting Corporation, DSB (Danish
State Railways) and a number of municipalities also established equali-
ty committees.

In 1999, the first Danish Social Democratic Minister for Gender Equality
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was appointed (after the work of a committee from 1996 to 1999), and
in 2000 Denmark implemented a new legislative framework based on
the UN gender mainstreaming strategy. The Equality Council was shut
down. The three new government institutions for equality work were
the Ministry for Gender Equality, a special Knowledge Centre and an
Equality Board to which people could submit complaints. However, the
Knowledge Centre was shut down in 2001 when the Liberal-led gov-
ernment gained power; the Equality Board and the Ministry for Gender
Equality continued their operations. The ministry exists to this day
(2014), as part of the current Social Democrat-led government. Most of
the other initiatives mentioned have since ceased.

Denmark has had a total of eight ministers for gender equality since 1999:
two Social Democrats, one Conservative, four Liberals and one Social Lib-
eral, who was appointed in 2011 and was the first man to hold the job.

In 2011, Denmark elected its first female prime minister, Helle Thorn-
ing-Schmidt of the Social Democrats.

Women's/equality work in LO

Post-war economy

The occupation of Denmark from 1940 to 1945 resulted in a suspension
of all democratic activity — including that relating to the labour mar-
ket parties and their agreements. In 1947, the Confederation of Danish
Employers (DA), and the Federation of Trade Unions (DsF - renamed LO
in 1958) reached a cooperation agreement that included an expansion
of the shop steward system and the union clubs at the workplaces.
The conditions for these activities were to be decided jointly by the
two parties through a “cooperation committee”. The agreement was
renewed in 1965 and in the early 1970s, at which time safety work was
also included. In 1973, a cooperation agreement was reached in the
municipalities and counties, but it did not have the intended impact,
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so the Danish Parliament granted these employees the same influence
as employees at the state level, which led to a new agreement in 1981.
Through the years — most recently in 2013 — new cooperation agree-
ments have been reached in the private and public labour markets.

Women’s secretariats — a Nordic initiative in the 1940s

After World War II, the Nordic unions resumed their collaboration, as
they could now travel freely between the Nordic countries. This also
enabled the unions’ women to meet at the Nordic level once again,
which they had done since 1935. Twenty women from each country
met for study weeks featuring lectures and discussions on women
workers’ conditions in the Nordic countries. When the war ended, it
was proposed that each of the Nordic countries establish a women'’s
secretariat in the union movement to include women in union work
and to work for better working and living conditions for women in the
Nordic societies.

Norway established its first women’s secretariat in 1940, Sweden in
1946 and Finland in 1948. In 1949, DsF/LO established a Union Women’s
Secretariat (FK), a cross-functional forum to raise issues of interest for
unionised women. The secretariat also played an important role in get-
ting women to join the unions — and to ensure they were accepted by
unionised men as full and legitimate members.

The Danish Women'’s Secretariat, FK, 1949-1970

LO did not want FK as a part of the LO organisation with LO funding,
but left this decision to the unions that had more than two percent
female membership. The secretariat’s mission statement asserted that
FK should work for Nordic cooperation. FK was funded by membership
dues from the member unions, which paid in proportion to the number
of female members. In this way, approximately 90 percent of the fe-
male LO members were affiliated with FK through their unions. In 1953,
23 unions with a total of 133,000 members were part of and funded the
secretariat.
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The following is taken from FK’s articles of association:

“take up all current issues that may be of particular interest to the union
women and, in cooperation with the union organisations’ leadership, ensure
action and potential solutions to these issues.” (Plum, 1984)

However, LO and FK found it difficult to agree on what action should be
taken. LO questioned whether it was necessary at all to work on wom-
en’s issues separately in a special, cross-functional women’s secretari-
at. A number of unions resigned from the secretariat in the mid-1960s
on various grounds; however, the main reason was likely a combina-
tion of insufficient resources for FK and a possible ideological opposi-
tion to a separate women'’s forum in the unions. The secretariat was
shut down in 1970.

The Women’s Commission’s figures on gender in DA and LO

The Women’s Commission — the Danish commission that worked
from 1965 to 1974 - compiled some figures on women'’s representation
among the labour market parties in 1967/68.

In a 1971 report entitled “On women’s participation in public life”, the
commission writes about “the labour market’s main organisations” -
the Confederation of Danish Employers, DA, and the Danish Confeder-
ation of Trade Unions, LO. According to the report, in the years 1967/68,
there was only one woman among the 600 members of DA’s assembly
of representatives (11 percent of business owners and directors in DA’s
membership were women), no women among the central board’s 54
members and no women among the executive committee’s 15 mem-
bers. Nor were there any women in management positions in the ad-
ministration of DA.

In 1967, 25.7 percent of LO members were women. Of the delegates
at LO’s congress in May 1967, 8.5 percent were women. The day-to-
day management of LO, which comprised a president, vice president,
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treasurer and five secretaries, had one woman - the first in LO’s history.
The executive committee had four women out of 24 members, or 16.7
percent. Out of the 238 shop stewards, there were 15 women, or 6.3
percent.

However, many new developments arose in the unions in 1970 (in addi-
tion to the closing of FK): It became possible for part-time employees to
secure unemployment insurance, causing a great rise in female mem-
bers of LO. Meanwhile, a radicalisation and mobilisation was underway
outside of the unions in the new women’s movement, the Red Stocking
Movement. These young women stood up and organised themselves in
special women’s forums — an organisational form that spread (in other
organisations as well), legitimising this new way of working throughout
society: women could meet with women to discuss women’s issues.
The movement developed a direct democracy, with organisation into
basic groups and joint meetings with decision-making powers.

New women’s activities in LO in the 1970s

Although all of the Danish government-sponsored commissions and
committees on women'’s status, education, work and family conditions
were founded in the 1960s and continued working until the 1980s,
there was no official strategic plan, thinking or watershed activities on
the part of LO during this period.

This does not mean that unionised women were passive — they were
simply referred to other organisations or subcultures in the unions.
They worked across organisations and political boundaries, and many
workplaces established women’s clubs that spanned across the unions.
Female membership in the LO unions grew throughout the 1970s.

The fight for equal pay

The Danish government implemented a law on equal pay for women
and men in public office in 1919. But in the 1930s, the municipalities
fired many married women, as they did not believe that they “de-
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served” a job, since they had a male breadwinner and it was a time of
high unemployment. This period was followed by World War II. Virtual-
ly all union activity was banned during the occupation, but something
happened in 1945 in the Nordic countries, including Denmark:

“At KAD’s congress in 1945, this union asserted a demand for equal pay,
which was followed up on by the women in the Nordic unions. This demand
garnered modest support from DsF’s later president, Ejler Jensen, who stated
that workers should not be paid according to gender, but according to perfor-
mance. In 1952, this was finally adopted as a general demand in collective
agreement negotiations. Not until 1965 was there a preliminary breakthrough
on the issue, when the principle of equal pay was implemented into HK’s col-
lective agreement. But eight more years would pass before it was adopted in
the main collective agreement between LO and DA.” (Christiansen, 2012, p.
56).

However, this was not synonymous with the implementation of a gen-
eral equal pay principle in the main collective agreement, but only a
common minimum wage for women and men in the area of standard
wages.

From 1970 to 1973, unskilled women workers in LO unions mobilised to
gain the same hourly wages as men in the area of standard wages. Be-
fore 1973, men automatically received one Danish krone more per hour
than women in the applicable collective agreements. Many members of
the female-dominated unions were very dissatisfied with this practice
and in 1971 they established a number of women’s groups to fight for
equal pay. A number of women from the Red Stocking Movement also
participated in this work, demonstrating with the union women in the
winter of 1971 in many cities and in front of The Public Conciliation
Service building in Copenhagen - the site of collective agreement ne-
gotiations. These mobilisation efforts culminated with the demonstra-
tions pressuring the parties to adopt a protocol with wording that was
much grander than the realities that emerged two years later:
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“The main organisations agree to seek to solve the problem of equal pay in
areas where this has not already been achieved. Equal pay is understood as
equal pay for work of the same value, regardless of gender — the pay is deter-
mined according to the nature of the work and not according to gender.”

And for the first time in Danish history, the collective agreements for
unskilled workers in 1973 implemented a common minimum wage for
women and men. The words were ambitious, but it was not actually
“equal pay for work of the same value”. Women quickly discovered this to
be the case.

After the adoption of the collective agreement, many women went on
strike on the grounds that they still received lower pay than men. There
were very few workplaces where men and women performed the same
work, which complicated the comparison of work of the same value.

In 1979, women accounted for 40 percent of LO members. At the 1979
LO congress, an equality committee was appointed; this committee
oversaw a range of initiatives under various chairs in the following
years. KAD’s long tenured president, Lillian Knudsen, was active in this
work until she resigned in 2005.

Equality work in LO in the 1980s and 1990s

In 1992, LO adopted an action plan for family, social and equality policy,
which included demands for parental leave for fathers and the right to
paid leave on a child’s first day of illness.

Very few men in the unions were concerned with these efforts or par-
ticipated in the debate, nor did the issue gain much attention at con-
gresses and in collective agreement negotiations. It is also important

to remember that the gender-segregated labour market had, and has,

a big influence on where wage earners can organise, as Denmark has
profession-specific unions, i.e. all those who work in iron and metal are
organised in one union, nurses in another, etc. Denmark does not have
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industrial unions where employees at the same workplace organise in
the same union.

But in 1996 and 1999, strides were made in the gender and equality
struggles. In 1996, the first woman ever was elected as vice president
of LO - Tine Brgndum (now Tine Aurvig-Huggenberger) — while Hans
Jensen was elected president.

In October 1999, a study on equality was presented at the LO congress
as the result of an initiative by the organisation’s leadership. The study
comprised LO and its 23 member unions at the time. (CASA, 1999)

Only three of these 23 unions had an equal number of female and male
members. Three were pure women’s unions, six were almost purely
men’s unions and the rest were mixed, with a majority of one of the
sexes.

These divisions in union organising reflected, and reflect, the highly
gender-segregated labour market in Denmark. In addition to this lack
of “mixing” of women and men in the unions, there were also problems
with gender distribution in leading positions. At that time, there were
only two female union presidents (KAD and the National Federation of
Social Educators).

At the October 1999 LO congress, 240 of the 800 delegates were wom-
en. This was one-third, even though women comprised nearly half

(48 percent) of all members in the 23 unions. A significant feature of
representation in the unions was highlighted at the congress: “Women
represent women, men represent men, men represent a majority of women, but
women never represent men,” said LO’s vice president. Women are typical-
ly carriers of political focal points that are critical for the unions. This
applies in relation to the welfare society, educational needs and social
policy: “Equal gender representation is necessary for tomorrow’s unions,
because it is democratic, just and more balanced. And because we must ensure
that we in the unions draw on the best competencies when exercising influ-
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ence and when asserting and ensuring the quality of future policies.” She also
said that it was necessary to introduce “Special care” for female shop
stewards and to address the huge shortage of younger women in union
policy work; helping them to get more positions to ensure strong devel-
opment of union democracy.

Women’s union priorities

Another theme in the 1999 study was that women generally tend to
prioritise other issues and subjects than men, and that the culture of
union work has a major influence on the framework of union activities,
i.e. that men have the predominant power of definition of priorities and
issues of interest. It should be noted that, due to the gender-segregated
labour market, many active union members are unfamiliar with each
other’s gendered cultures — even though cooperation between women
and men in union efforts is the ideal.

LO pledged to do something about the issue by developing a new strat-
egy for equality as a central part of its union policy work: “There is no
doubt that some of the major battles in terms of equality policy must be fought
in the labour market, in future collective agreements, in individual negotiations
— at the individual workplaces; wages, pension, parental leave, personal days,
and other forms of flexibility that can contribute to a better balance between
working life and family life, just to name a few. We can adopt a focus on the
problems, but the battles must be fought locally,” said Tine Aurvig-Huggen-
berger.

The 2003 LO congress

For the first time ever, equality was a point on the agenda at the 2003

LO congress. Two areas were in focus:

e Gender representation — women must be much better represented
in the unions’ competent bodies. Within four years, the number of
women must be increased in all areas of the unions. “At the same
time, the general level of knowledge about gender, organisation and lead-
ership must be strengthened. Lastly, the organisation culture itself must be
modernised and made more inclusive.”
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e Mainstreaming - “The goal is to mainstream gender into the unions’ polit-
ical and organisational efforts (...) In other words, to mainstream is a way
of adding resources, status and prestige to equality work.”

FIU, the trade unions’ internal training courses

FIU, the trade unions’ internal training courses. The Education Fund

of 1973 - known today as the DA/LO Development Fund. At each col-
lective agreement negotiation, the parties in DA and LO agree on how
much the DA member companies must contribute to the fund per
hour worked by each LO member employee. The first time such an
agreement was reached, in 1973, the parties agreed on 1 Danish cent/
gre (1 “gre” is one percent of a Danish Krone). This amount has since
increased and in January 2013 it was 40 Danish cents per hour worked.
The money is divided between the DA organisations and the LO or-
ganisations. LO and its member unions (often called the LO Fund)
distribute their share of the money. Most of the money is allocated

to training courses, which the individual LO unions plan themselves,
while a smaller portion is dedicated to cross-union training courses
under the auspices of LO. In 2012, 93.4 percent of the DKK 333.5 million
in FIU went to the individual unions in LO, while the LO partnership
accounted for 6.6 percent of the use of these funds. The latter funds go
to cross-union courses, projects, and activities under the auspices of
LO. LO distributes its 6.6 percent of the money to various objectives and
development projects.

Equality efforts under FIU

After the LO assembly of representatives adopted an action plan for
equality in 1992, a special FIU equality steering committee was es-
tablished. This group was tasked with developing projects. This “in-
stitution” conducted training courses through FIU, as well as through
the individual unions for LO members. (Other initiatives were also
launched, including the preparation of an annual overview of equality
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at LO. These annual overviews followed from the equality statement
adopted at the 2003 LO congress. The overviews provide figures on gen-
der representation in LO’s and its member unions’ committees, boards,
elected posts and membership. These overviews were prepared for the
years 2004, 2005, and 2006.)

The Partnership for FIU-Equality

In 2005, responsibility for FIU’s equality work was delegated to the
Partnership for FIU-Equality, which comprises three unions: HK, 3F and
Dansk Metal. This partnership exists to the present day (May 2014),
offering interdisciplinary training and courses for all of LO on gender,
diversity and equality.
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Bibliography and sources

— the sources are listed in chronological order in relation to each sec-
tion:

The Nordic countries, unions and gender

SAMAK, the labour movement’s Nordic cooperation committee, was
founded in 1886 with the aim of coordinating the Nordic social democ-
racies’ and the LO confederations’ work. The members are social de-
mocracies from Denmark, Finland, the Faroe Islands, Iceland, Norway,
Sweden and Aland, as well as the LO confederations from Denmark,
Norway and Sweden, FFC from Finland and ASI from Iceland. SAMAK
coordinates Nordic labour congresses, where common issues such as
welfare, the Nordic model, labour market policy, human rights, globali-
sation, relations to the EU, etc. are discussed:
http://samak-nordicmodel.org/.

On SAMAK’s project Normod 2030: http://www.fafo.no/nordmod2030/
om nordmod 2030.html and the reports published can be found here:
http://www.fafo.no/nordmod2030/publikasjoner.html

On unequal pay and inequality in the Nordic countries, the Nor-
dic Council: http://www.norden.org/en/nordic-council-of-ministers/

ministers-for-co-operation-mr-sam/sustainable-development/indica-
tors-for-sustainable-developmen/the-nordic-welfare-model/gender-
pay-gap

And

http://www.norden.org/en/nordic-council-of-ministers/minis-

ters-for-co-operation-mr-sam/sustainable-development/indica-

tors-for-sustainable-development-1/the-nordic-welfare-model/gini-co-
efficient

’Grunnpilarene i de tradisjonelle nordiske modellene’, by Jon Erik Dgl-
vik, Nordmod 2030, Fafo 2013
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Brief on women’s membership in trade unions, by Anette Wolthers,
28.02.2013. This brief is based on multiple Nordic and international
sources.

Samarbejdsaftalens historiske & politiske baggrund, set i et kgnspers-
pektiv by Susanne Fast Jensen, FIU 1994

Udfordringerne for den danske model - oplaeg til LO’s kongres 2011:
http://www.lo.dk/Tema/TemaArkiv/2011/Kongres2011/~/media/LO/Fok-
us/Kongres2011/Kongresmaterialer/3237 Den Danske Model L.Okon-

res2011.ashx

Udfordringer for fagbevaegelsen frem mod 2020, LO and FTF 2013:
http://www.lo.dk/Nvheder/Nvhedsarkiv/2013/10/~/media/LO/Aktuelt
Nyheder 2013/LO FTF 2020.ashx

FIU-Equality
'Barrierer for ligestilling’
LO, 35th annual congress, 26-30 October 2003, agenda item 6.

LO’s equality strategy — 2003 congress:
http://www.lo.dk/Politik/Ligestilling/Mere%20om%20ligestilling/Liges-

tillingsindsatsen.aspx

"Naturligvis’, FIU-Equality’s annual course catalogue, “Naturally”:

http://fiu-ligestilling.dk

FIU: Source: http://www.da-lo.dk/udviklingsfonden - and
http://www.lo.dk/kontakt/Bestilpublikationer/FIU/~/media/Publikation-

er/Publikations%20filer/FIU/4229 FlUaarsberetning 2012.ashx

Statistisk for tilmeldte og gennemfgrte pa kgn, 30 January 2014,
FIU-Equality


http://www.lo.dk/Tema/TemaArkiv/2011/Kongres2011/~/media/LO/Fokus/Kongres2011/Kongresmaterialer/3237_Den_Danske_Model_LOkongres2011.ashx
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FIU-Equality’s activities for women. Descriptions and effects.

Starlet — en usaedvanlig uddannelse i fagbeveegelsen by Anne-Mette
Kruse, LO 2003

Victoria — en dannelsesrejse for faglige kvinder, der vil videre, by Mar-
got Torp, in cooperation with Nina Roth and Victoria programme partic-
ipants, 2004

Nynner - kvinder pa vej by Pernille Tanggaard Andersen, FIU 2005

FLUK - The union leader training course for women Two-year lead-

er training course with a focus on gender/ethnicity and the option of
exams for credit, FIU - Internal Trade Union Education, L.O, November
2004 - invitation to the course, which started in August 2004 and ended
in June 2006.

Fagbevaegelsens Lederuddannelse for kvinder - FLUK1 2004-06 by An-
ette Wolthers and FLUK1'erne, FIU, 2007

Fagbevaegelsens Lederuddannelse for Kvinder, FLUK3 2006-2008 by
Anette Wolthers and FLUK3’erne, FIU-Equality, 2008

See the reports from FLUK and FLUKmk courses at:
http://fiu-ligestilling.dk

Miniundersggelse - Mand and FLUK by Cecilie Volfing, FIU-Equality
2011 -
http://fiu-ligestilling.dk

LO’s equality strategy — 2003 congress:
http: Ligestilling/Mere%200m%20ligestilling/Liges-

tillingsindsatsen.aspx

www.lo.dk/Politi
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Evaluering af LO’s lederuddannelser for kvinder - med fokus pa
repraesentation by Anette Wolthers, paper 2007

Veerktgjskasse til fremtidens og nutidens tillidsrepreesentant, summa-
ry of tools, February 2010, FIU-Equality

Tjek lige lgnnen - et veaerktgj til at undersgge ligelgn pa arbejdsplad-
sen, FIU-Equality, 2007

Kvinder: Vi har ikke ligelgn — Maend: Jo, vi har, Gallup survey for LO, 8
March 2009:

http://www.lo.dk/Nyheder/Nyhedsarkiv/2009/03/20090308 ligeloen LRI.
aspx

Perspectives

Ugebrevet A4, LO 3 March 2003: Ligestillingskamp pa vageblus by Noa

Redington: http://www.ugebreveta4.dk/ligestillingskamp-paa-vaage-
blus 15385.aspx

The Women changing Britain’s unions by Yvonne Roberts, The Observ-
er 5. August 2012:
http://www.theguardian.com/politics/2012/aug/05/women-chang-

ing-union-movement-tuc

Forhandlingssystemet i det offentlige og ligelgnnen - rapport afgivet
til Sundhedskartellet by Henning Jgrgensen, Aalborg University 2010 —
CARMA Research Paper 2010:02:
http://www.dps.aau.dk/fileadmin/user upload/conniek/Dansk/Re-
search papers/2010-2-H]-Sundhedskartellet2010final.pdf
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Det Europaiske @konomiske og Sociale Udvalgs Udtalelse om Kvinders
beskeeftigelse og veekst, Soc/486, Bruxelles den 9. september 2013:
http://www.google.dk/url?sa=t&rct=j&q=&esrc=s&source=web&cd=1&-
cad=rja&uact=8&ved=0CC8QFjA A&url=http%3A%2F%2Fwww.toad.
eesc.europa.eu%2FViewDoc.aspx%3Fdoc%3Dces%255Cs0c%255C-
50c486%255CDA%255CCES3611-2013 00 00 TRA AS DA.doc%26do-
cid%3D2928715&ei=6jZ7U7iQI-SL4gTJo4CADw&usg=AFQjCNEKhvN-
H05vdRX4Es g96cSwQxhFEA&bvm=bv.67229260.d.bGE

Appendix:

Ligestillingsradet 1975-2000:
http://da.wikipedia.org/wiki/Ligestillingsradet

Kvindekommissionen, appointed by the government headed by J.O.
Krag from 1965-1974, headed by Edel Saunte:
http://www.denstoredanske.dk/Samfund, jura og politik/Samfund/

Kvindesagen/Kvindekommissionen

Kvinders deltagelse i det offentlige liv, Women’s Commission, report
no. 615, 1971:

http://www.statensnet.dk/betaenkning
er/0601-0800/0615-1971/0615-1971 pdf/searchable 615-1971.pdf

Commission on the Status of Women, appointed by US President John
F. Kennedy and headed by Eleanor Roosevelt:
http://www.kvinfo.dk/kilde.php?kilde=621

Bgrnekommissionen, 1977-1981, headed by Tove Smidth:
http://www.statensnet.dk/betaenknin
er/0801-1000/0918-1981/0918-1981 pdf/searchable 918-1981.pdf

Barselsorlovens historie, KVINFO 2014:
http://forside.kvinfo.dk/tema/barsel-og-ligestilling/barselorlovens-his-

torie
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@remaerkning af barsel til faedre by Sara Jul Jacobsen, Alice Heegaard
Klynge and Helle Holt, SFI - The Danish National Centre for Social Re-
search 2013:

http://www.sfi.dk/rapportoplysninger-4681.aspx?Ac-
tion=1&NewsId=4014&PID=9267

Ligestillingslovene bd. 2, with comments by Agnete Andersen, Ruth
Nielsen and Kirsten Precht, Jurist and @konomforbundets Forlag 2009:
http://www.bog-ide.dk/productsamples/9788757492897.pdf

Fagbevaegelsen og ligelgn gennem 100 ar by Anette Eklund, Tanja
Sprenger and Annelise Rasmussen, FIU-Equality 2010

Lgnkommissionen, nedsat pa baggrund af overenskomstforhan-

dlingerne 2008, Kommissorium, The Danish Ministry of Finance 2008:
http://www.fm.dk/Nyheder/Pressemeddelelser/2008/10/~/media/Files/
Nyheder/Pressemeddelelser/2008/10/Kommissorium for loenkommis-

sion.ashx

Lgnkommissionens rapporter og anbefalinger, 2010:
http://www.lonkommissionen.dk/

Kgn, lgn og anerkendelse. A study of unequal pay between traditional
women’s and men’s professions, exemplified by specific comparisons
of professions requiring the same length of training, by Kenn Warming,
2007, FOA/Fag og arbejde and Roskilde University.

Lige lgn og arbejde af samme veerdi by Ruth Nielsen, LO-documenta-
tion no. 1/2012:
http://www.lo.dk/kontakt/Bestilpublikationer/LOdokumentation/~/
media/Publikationer/Publikations%20filer/L.Odokumentation/2101 LO-

dok Ligelon 2012.ashx
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Beskaeftigelsesministeriets vejledning til virksomheder om kgnsopdelt
Ignstatistik, 2007:
http://bm.dk/~/media/BEM/Files/Dokumenter/Publikationer/2007/Lige-
lonsvejledning jan 2007.ashx

Rapport fra arbejdsgruppen om juridisk kgnsskifte, The Danish Minis-
try of Justice, 27 February 2014:
http://www.justitsministeriet.dk/nyt-og-presse/pressemeddelels-
er/2014/transk%C3%B8nnede-f%C3%A5r-lettere-adgang-til-jurid-
isk-k%C3%B8nsskifte

Samarbejdsaftalens historiske og politiske baggrund, set i et kgnspers-
pektiv by Susanne Fast Jensen, FIU 1994.

Fagbevaegelsens historie by Niels Finn Christiansen, 2012: w
http://www.lo.dk/kontakt/Bestilpublikationer/FIU/~/media/Publikation-

er/Publikations%20filer/FIU/4215 FIU Fagbev historie 2012.ashx

Kgn og fagbevaegelse i 100 ar by Anette Wolthers, Fagbevaegelsens In-
terne Uddannelser, LO, 2002:
http://fiu-ligestilling.dk/tools materials/kon-og-fagbevaegelse-i-100-ar,

Fagbevaegelsens Kvindesekretariat 1949-1970 - en enestaende kvin-
deorganisation, der fgrte en skyggetilveerelse i LO by Elisabeth Plum,
Arbejderhistorie no. 23, 1984 - pp. 3-15.

"Ta’ ligestilling — kvinders repraesentation i fagbevaegelsen’, by CASA
1999. Centre for Alternative Social Analysis, Vester Brogade 124B, 3th,
DK-1620 Kgbenhavn V. Published by LO, 1999

LO’s equality strategy — 2003 congress:
http://www.lo.dk/Politik/Ligestilling/Mere9

tillingsindsatsen.aspx
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FIU: Source: http://www.da-lo.dk/udviklingsfonden/default.aspx - and

http://www.lo.dk/kontakt/Bestilpublikationer/FIU/~/media/Publikation-
er/Publikations%20filer/FIU/4229 FlUaarsberetning 2012.ashx

LO’s ligestillingsregnskaber 2004, 2005 and 2006:
http: Ligestilling/Mere%200m%20ligestilling/Liges-

tillingsregnskaber.aspx
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