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Demografic changes 
Between changes realized in the time of social, economic and political society transformation  are also changes in demographic behavior expressed to the formation of new reproduction model, respective family behavior of inhabitants. It goes mainly about postponement of the childbirth to the higher mother age  what means increasing of average mothers age by giving birth  (from  25,8 age in. the year 1999 to 27,2 age in .the year 2004), preference of families with less number of children (one or two children for family), increasing of number alive birth children out of  married state (from 16,9% in the year1999 to 24,8% in the year 2004) etc.

Composition of the Slovak population based age and sex is as follows, from the total number  5 384 822  Slovak inhabitants ( to 31st December 2004) are women 51,5%. In older ages groups women are prevailable – in the population over  65 age create women  62,6%. Related to age in Slovakia are prevailable 0 – 14 years  old inhabitants to 65 years old and more (to 100 children are 68,1 inhabitants older than 65 years ). Bigger part of women in age over 65 years (62,6 % ) is connected to the mortality relationship between men and women in this age.

In the last period are changes also in some of existing trends.. Marriages are closing in higher age, increasing is the average age of betrotheds (in all marriages  in the year 2004 was average age of women 26,7 years and marriages of free people 25,0 years; average age of men in all marriages was 29,6 years and marriages of free people  was  27,6 years). Divorce rate is  increasing; in the year 2004 increased level to  2,02 divorces per 1 000 inhabitants. Increased also average lengths of divorced marriages and average age of divorcing people. From the year 1999 increased average lengths of divorced marriages from  1,3 per year and in the year 2004 reached 13,6 per year. In the last period  (1999-2004)  to fall per one divorced marriage average  1,5 of  children.
No big changes are in the decision to give children to the care of one of the parents. Children after parents divorce are mostly in the mothers care. Decreasing of  childbirth stopped in the year  2002 and in the year 2003 and in the year 2004 came again to the increasing (in the year 2004 increased from 1,205 children per woman to  1, 247 children per woman). To give birth is moving to the higher women’s age in the year  2004 for first time birth giving to 25,3 years and for all mother to 27,2 years).

Subsequently more children was born in marriages, but the number of children born out of marriages are increasing.  In the year 2004 reached number of children born out of marriages 24,8% from all live born children. Abortions rate is  dynamic decreasing  and decreasing is also number of gravidity interruptions  In the year 2004 was registrated 15,300 abortions, it means    4,600 less than in the year 1999. In the year 1999 were 1,4 interruptions per fertility aged woman, in the year 2004 it was only 1,0. By comparison of age categories  seems to be that reproductive behavior of younger women is more trustworthy (they use more anti conception than go to the interruption). This documented also increasing of using anticonception methods by women in fertility age (in the year 1999 it was 21,1%, in the year 2004 increased this rate to 25%). 

After the year 1998 exists the difference in mortality of men and women. Men are dieing more frequently than women in all ages categories, especially in middle ages men  (30 – 54 ) is mortality of men tree times higher than of women 

Level of birth giving and wedding and increasing of divorce number are influencing to the changes in the structure and bigness of families in the SR. Progressively are decreasing the number of complete families it means families with two parents and increased number of one parent families. Based  Census datas  from the year  2001 complete families are in i 56,4% from all households in the SR (in the year 1991 it was 67,3%). According to economic activities  of women in  56,4% of completed families  40% of women were economic active  and 16,4% women stay at home (in th time of census). One parents family in  Slovakia in 90 causes from 100 means lonely woman with child or children. The biggest increasing is in the number of individual households. In the year  2001 reached number of individuals households   30 % of all households, it means 8% more than in the year  1991.

From the beginning of 90ties are small increasing number of informal coexistence, it means coexistence of partners without wedding. In the year 2001 were such partners coexistence 2,6% from all  family households (from 1,7% the year 1991). There is real assumption than number of informal coexistence partners is higher because Cenzus has problem to record situation in rent flats.

1. EDUCATION
1.1 Educational level of Slovak inhabitants

Basic characteristic is equal part of men and women with universities education. From all number women are creating .: 

· more than 60 % students in universities  with humanitarian and natural direction 

· more than  50 % economic direction 

· almost 50 % art direction, 

· perhaps 40 % agricultural direction 

· cca 25 % technological direction. 

· in technological food production create women  more than 60 % students 

· in electro technical direction  less than 10 %
· in architecture  almost 50%. 
1.2 Implementation of IT to the men and women work:

Implementation of the information and communication technologies to all society  living areas belong to the basic priorities  of EU and SR too.
2. Employment

Employment  

In the year  2005 was recorded increasing of employment rate per year  to 2,1 %.. Generally favorable developed also employment rate:

	Index
	SR
	EÚ-25

	
	2000
	2001
	2002
	2003
	2004
	2005
	2005

	Employment rate (15-64 years)
	
	 
	 

	Together
	56,5 
	56,5 
	56,7 
	57,6 
	56,9 
	57,7 
	63,8

	Men
	61,5 
	61,4 
	62,0 
	63,0 
	63,0 
	64,6 
	71,3

	Women
	51,5 
	51,8 
	51,4 
	52,2 
	50,9 
	50,9 
	56,3


	Index
	SR 
	EÚ-15

	
	2000
	2001
	2002
	2003
	2004
	2005
	2005

	Employment rate of older than  55-64 

	55-64 together
	21,4 
	22,3 
	22,9 
	24,6 
	26,3 
	30,3
	42,5

	55-64 men
	35,4 
	37,7 
	39,1 
	41,0 
	42,9 
	47,8
	51,8

	55-64 women
	9,8 
	9,8 
	9,5 
	11,2 
	12,4 
	15,6
	33,7


2.2 Unemployment 
General number of job applicants in the year 2005 decreased to  1,1 %. Significant decreased long-term unemployed men rate and increased number of long-term unemployed women in the frame of general number of long-term unemployed job applicants. Similar development was in all regions without Bratislava region. In Bratislava region  in the year  2005 increased number  of long-term unemployed men per year on general number of long-term unemployed job applicants per year and decrease number of long-term unemployed women from all number of long-term unemployed job seekers. 

Unfavorable phenomenon is every year increased number of job seekers  with basic education or without any education. Number of job seekers without education is progressively increased from  2,5 % in the year to  4,5 % in the year  2005 by slightly decreasing of absolute number to 14,900 persons in the year 2005 and by more than  54,0 % number of men in absolve number of mn in this group of job seekers.  The same tendency is in the group of job seekers with basic education. Number of job seekers from this group on the all number of job seekers gradually increased from  27,0 % in the year  2000 to 31,2 % in the year 2005 by decreasing number of men from 52,7 % in the year 2002 to 47,9 % in the year  2005 by increased number of women from 47,2 % in the year 2002 to 52,1 % in the year 2005. The highest number of job seekers  from this two groups is in Pre3ov region, ko3ice region, Banska Bystrica region and Nitra region, which are regions with very high unemployment,  rates and with very high long-term unemployment rate too (part of long-term unemployed job seekers of all number of unemployed job seekers is in the year 2005 in this regions from 52,5 % in Nitra region to 58,5 % in Kosice region) and except Nitra region are this regions with very high number of marginalized Roma communities. 
In the year 2005 were involved to the evidence of job seekers  16,300 persons after mothers or parents leave, from this number was  94,7 % women   Lower rate then whole Slovakia number reached rate of women job seekers on the mothers leave and parents leave in Banska Bystrica region, Presov region and Kosice region (from 92,8 % to 94,0 %), in other Slovak regions  rate was between 96,2 % and 96,9 %. 

To improve state of  job seekers groups in the year 2005 Labor, social affairs and family offices provided training and preparation for labor market, employees and absolvent practice and training to finalize basic education (from the year 2006 finalization complete secondary education too). Numbers of job seekers involved to this training and preparation for the labor market are permanently inadequate, (number of involved job seekers to the training and preparation for the labor market from general number of job seekers in the year  2005 was 10,4 %, with the higher number of women). 

In the year 2005 the highest number of job seekers involved to the training and preparation to the labor market from the economic active inhabitants was in Banska Bystrica region (1,9 %, from this women 2,6 %) and the lowest (1,2 %) in Bratislava region and Nitra region. In all regions reached higher number of women involved to the training and preparation to labor market from economic active inhabitants than men. To realize absolvents practice was involved 24,800 job seekers n the year 2005 , from which   16,600 women. There is necessity to implement and innovate forms of training and preparation for the labor market and to get vocational skills for marginalized groups on the labor market
This tasks is fulfilling with the help of projects related to the increasing of employment of groups marginalized on the labor market, in which are women too. Central office of labor, social affairs and family is prepared to keep balance between support of men and women with possibility to make audit of quantitative dates.  

In all Slovak regions in the number of job seeker involved to the training and preparation for the labor market in the year  2005 was 61,43 % women. 

2.3 Improvement of employability of social excluded

Ministry of labor, social affairs and family activity in the area of support this priorities is related to use of sources from Structural funds mainly European social fund (ESF). In the frame of Sectoral operational programmes  and  complements was definated more provisions, which are targeted to solve situation of Roma’s communities. Sectoral operational program- Human resources  development (SOP -HRD)  has measures related to development of education and employability of Roma population. Priorities are to create the same chances for Roma people in the labor market with accent to women.
In the April 2004 Minister of labor, social affairs and family decided to created  Social development fund. Fund is realizing with ESF support national project – „Increasing of employability of groups people strengthened to social exclusion via social inclusion partnerships“ in the frame of  programming document SOP-HRD. National project is related to employment enhancing of social excluded people groups via social inclusion partnerships created at regional  and local level with aim to identificate, prepare and realize programmes to prepare for labor market marginalized and separated and segregated inhabitants 
2.4 Part time work
From the Statistics office of the SR dates in the year 2005 go out that 97,5 % workers are working for full working time From  all number of workers for part time 59,100 persons (2,6 %)  in the 4 th quarter of the year 2005 created women 43,000 persons (1,9 %). For insufficiency of work from employer site worked  0,6 % persons, from which 0,5 % women in short working time, from the reason to have no possibility to find full time work worked 0,5 % persons , from which  0,4 % women in short time, from health reasons 0,5 % persons, from which 0,3 % women, from the reason that part time is adequate for them worked 0,6 % persons, form which 0,4 % women. Women are not giving priority to harmonize working and family life to work shorter time. They prefer flexible forms of working time.
2.5 Gender segregation of jobs

To achieve progress in elimination of gender segregation on the labor market and to to overcome exists barriers started in the frame of ESF with programmes to train labor services employees in the area of gender opportunities and elimination of discrimination expressions and gender stereotypes and also  with programmes to monitor labor market  from the view to enforce principles of gender equality with special regard to employment , vocational training and to employment preparation.  The realization of different projects helps to solve this problems. for example Programmes of individualized labor services, which is part of National action employment plan. In the frame of practical activities to create conditions to help women to enter to the labor market. Activities as requalification courses, trainings, motivated courses, advisory-psychological courses to eliminate psychical barriers to enter to the labor market, are realized by different institution and NGOs.
2.6 Gender equality in men and women remuneration
Based Slovak legislation – Labour Code must be conditions for remuneration the same for men and women without any  gender discriminations. Men and women have right to have the same salary for job the same composition, responsibility and effort. To define  criteria of composition, responsibility and efforts and work condition  to be  applied for men and women work evaluation 
In spite to adequate legislation is not achieved gender equality in men and women remuneration in Slovakia, in the year  2003 average women salary reached  72,9 % of average level of men salaries (Source>Structure of salaries in SR in the year  2003, Statistical office  SR, November 2004). Differences in remuneration are bigger in private sector and tendency is to be increased in relation to height of education. Employees segregation via sex is significant way screened to the differences in the salaries of men and women, but it is not only one reason. Lower salaries are in the SR characteristic mainly in branches and professions where have superiority women.. In feminized branches are salaries at the level or under level of average wage in the Slovak economy. 

According to achieved education is the biggest difference between average monthly brutto earnings of men and women to the detriment of women with secondary school education without leaving examination (W/M 66 %) and the lowest between workers with university education (W/M in entrepreneurs sphere  76 % and in non entrepreneurs sphere 78 %). In 5years aged groups from 30  to 54   years is rate of average monthly brutto earnings women from average monthly brutto earnings of men from 67 % to 71 %. According to general classes of  KZAM  share of average monthly brutto earnings of women from  average monthly brutto earnings of men is the favorable in the class 1-legislators, chief and management workers (59 %) and in the class 7-craftsmen and qualified workers (62 %). 

Based statistical find out made by   Trexima company.  in the year 2005 in comparison to the year 2001 by trend of the increasing of earnings of men and women are differences in average earnings per hour for men and women deeper from 24,57 Sk/hour. to 33,94 Sk/hour, what  in the year 2005 presented 73,32 % share of average women’s earnings per hour from  average men’s earnings per hour . 

Differences between average earnings per hour are in entrepreneurs sphere and in non entrepreneurs sphere too. Differences in remuneration are passing from the average brutto monthly earnings men and women in the year  2005 according to achieved education level and according to aged groups of men and women and according to  KZAM categories.

. 
3. POLITICAL  AND PUBLIC LIFE
3.1 Participation men and women in the political decision
In the Parliament of SR after election in the year  2002 was from the whole number of  150 representatives 29 women, what presented 19,3%. Following to leave of some women to European parliament decreased number of women in Parliament to  24 women, what presented 16%. After election in 2006 is in Parliament  SR 26 women, what presented  17,33 %.
Representation of women in the Slovak government : 1 lady minister a 15 ministers from   16 numbered cabinet.   Functions of state secretaries are not staffing now.  In the European Parliament is from 14 representatives 5 women, from which one is chairmen of Parliament Committee. 

In the local policy in Slovakia are in  2926 towns and municipalities elected 578 primators  and mayors. It is 19,75 % from whole number of   primators and mayors  what pictured  1/5.  ( In the last election period it was only  484 women, which were elected as primators and mayors.)

3.2 Decision positions in the labour life
In the management position is superiority of men, but this dates are not statistically recorded, mainly in the private sector.
4. NATIONAL MACHINERY FOR GENDER EQUALITY

4.1 Governmental documents aimed to support of equality between men and women

National Action Plan for Women in the Slovak Republic (NAP) as a follow-up to the Beijing Action Platform was approved by the Government of the Slovak Republic (resolution nr. 650/1997 – 16th September 1997). NAP contains 8 areas of priority: to realize in praxis the equal status of woman anchored in legal system in family, in the employment and in the society; to create space for personal choice of development strategies in family, in the employment and in the society; to create conditions for elimination of economic disadvantage, which could make a poverty of women; to form conditions for the protection and strengthening of women health; to create conditions for elimination of violence against women; to create conditions for development of personality and employability of women with less chances (e.g. women living in countryside, Romany women, unemployed women, handicapped women etc.); to support the activity of women organizations on national and international levels.

The second document for gender equality in the Slovak society is Concept of equal opportunities for women and men, approved by the Government of the Slovak Republic (resolution nr. 232/2001). The Concept identifies the tasks of the state and other subjects in areas where the discrimination is the most manifesting. It defines 31 measures and recommendations for realization by active participation of non-governmental organizations.
Application of equal opportunities in the Slovak Republic includes its legislative and institutionalized performance, and mainly the realization in practice. On the realization of the Concept are cooperating the state bodies, social partners, self-government, research institution, non-governmental organizations and other involved subjects.

In the present days is prepared by the Ministry of Labour, Social Affairs and Family of the Slovak Republic National Strategy of Gender Equality, which should replace these documents (National Action Plan for Women in the Slovak Republic and Concept of equal opportunities for women and men) as a document of  the higher grade of measures in area of gender equality.

In 2004 was approved by the Government of the Slovak Republic (resolution nr. 1092/2004) the National Strategy for Prevention and Elimination of Violence against Women and in Families. Its aim is creation of coordinated and integrated co-operation of all relevant subjects for prevention of violence, organizing quick and effective aid, effective using of existing legislation in practice and creation of sufficient knowledge basis on violence against women.  For thorough fulfillment of Strategy the Government approved the National Action Plan for Prevention and Elimination of Violence against Women for the years 2005 – 2008.

The Government approved the National Action Plan for Employment for the years 2004 -2006, which is elaborated on EU employment policy. The issues of equal opportunities and gender equality are horizontal in all parts.

The Government of the Slovak Republic approved more documents which are aimed on reducing of poverty. It was Joint Inclusion Memorandum (JIM) and National Action Plan to Combat Poverty and Social Exclusion, aimed to prevention of social exclusion and aid for marginalized groups of population. JIM has identified the risk areas of poverty in the Slovak Republic, where will be supported the gender equality also. 

4.2 Legislation for protection against discrimination.

The Constitution of the Slovak Republic presents the general framework for the ban of discrimination and equality.  In Article 12 guarantees ffundamental rights and freedoms to everyone regardless of sex, race, colour, language, belief and religion, political affiliation or other conviction, national or social origin, nationality or ethnic origin, property, descent or any other status. Simultaneously anchorage that no one shall be aggrieved, discriminated against or favored on any of these grounds. 
    Act on Equal Treatment in Certain Areas and Protection against Discrimination amending and supplementing certain other laws (No. 365/2004 Coll. - Antidiscrimination Act) defines newly term discrimination in the year 2004. Compliance with the principle of equal treatment shall consist in the prohibition of discrimination on any grounds, in the exercise of rights and responsibilities in compliance with good morals, and in the adoption of antidiscrimination measures insofar as the adoption of such measures is necessary in view of the specific circumstances and possibilities of the person who has an obligation to comply with the aforesaid principle. Discrimination shall mean direct discrimination, indirect discrimination, harassment; and victimization; discrimination shall also mean an instruction to discriminate and incitement to discrimination. 
Direct discrimination shall mean any action or omission where one person is treated less favorably than another person is, has been or would be treated in a comparable situation. 

Indirect discrimination shall mean any apparently neutral provision, condition, practice, act or omission that would put persons at a particular disadvantage compared with other persons on such grounds as are mentioned above. Differential treatment that is necessary in order to achieve a legitimate aim, and which does not involve a disproportionate intervention in relation to the person or persons so treated is not regarded as discrimination pursuant to the present Act.

Harassment (not only sexual) shall mean acts, omissions or statements which have an offensive, frightening, hostile, degrading or humiliating effect, or which are intended to have such an effect. The precondition for harassment is bound to the manifestations of disapproval (condemnation) of such acts, omissions or statements expressed by the person affected. The manifestation of disapproval must be clear, causing no doubt regarding the disapproving attitude towards the actions, for example expressed orally or in writing. 

The term instruction to discriminate – represents such actions as when by taking advantage of another persons inferiority the person superior instructs them to discriminate against another person (for example an order made by the senior staff member to the junior staff member to discriminate against another staff member).

The term exhortation to discriminate stands for any actions of persuading, corroborating or inspiring a person to discriminate against another person. In such a case there is no relation of superiority and inferiority between the person exhorting and the person discriminated against.


According to the Antidiscrimination Act as violation of principle of equal treatment in labour-law relationships is seen as a discrimination from ground of gender also discrimination from ground of pregnancy or maternity, so as from ground of sex or gender identification.

Unauthorized sanction includes all actions or omissions of disadvantage to the person affected and is in direct connection with the person claiming legal protection against discrimination in his or her own name or an behalf of another person, or in connection with the person lodging a testimony of witness, explanation or any other kind of participation of the said person in a proceeding regarding the infringement of the principle of equal treatment. Such cases lead to a situation where a victim of discrimination in turn gets discriminated against for having sought protection against discriminative action. 

New definition of the term discrimination was applied into other legal regulation. 

The Labour Code ( Law No. 311/2001 Coll) is the basic law in labour-law relationships and its fundamental principle is that natural persons shall have the right to work and the free choice of employment, to fair and satisfying working conditions and to protection against unemployment. These rights belong to them without any sort of restriction and direct discrimination or indirect discrimination on grounds of sex, marital status and family status, race, colour of skin, language, age, state of health, belief and religion, political or other conviction, trade union activity, national or social origin, national or ethnic group affiliation, property, lineage or other status, with the exception of case established by law, or in the case of real reason for the performance of the work consisting in preconditions or requirements and the nature of work which the employee is to perform.

According to Sec. 13 Par. 5 Labour Code an employee, who believes that his/hers rights or interests protected by law were affected through violation of the principle of equal treatment can seek legal protection stipulated by the Antidiscrimination Act by means of a court proceeding.      

The Antidicsrimination Act defines instruments of legal protection in case of violation or the principle of equal treatment in Provision of Sec. 9 through 11.   

According to Sec. 9 Antidiscrimination Act, every person who considers themselves wronged in their rights, interests protected by law and/or freedoms because the principle of equal treatment has not been applied to them may pursue their claims by judicial process. They may, in particular, seek that the person violating the principle of equal treatment be made to refrain from such conduct and, where possible, rectify the illegal situation or provide adequate satisfaction. 

The shifted burden of proof is applied in proceedings concerning the violation of the principle of equal treatment on basis of Sec. 11 Par. 2 Antidiscrimination Act. That means that if the evidence submitted to court by the plaintiff gives rise to a reasonable assumption that such violation indeed occurred, the defendant is obliged to rebut such statement and to prove that this principle was not violated.    

According to § 13 of Labour Code an employee  has the right to submit a complaint to the employer in connection with the infringement of rights and obligations accordance the principle of equal treatment, the employer is obliged to respond to such a complaint without undue delay, perform retrieval, abstain from such conduct and eliminate the consequences thereof. An employee, who assumes that his/her rights or interests protected by law were aggrieved by failure to comply with the principle of equal treatment or by failure to comply with the conditions according to paragraph 3, may have recourse to a court and claim of legal protection stipulated by separate Act on Equal Treatment in Certain Areas and on the Protection against Discrimination and on Amending and Supplementing Certain Acts (Antidiscrimination Act). 

According the Law No. 95/2000 Coll on Labour Inspection amending and supplementing certain other laws has Labour Inspectorate authorization impose the fine on employer for infringement of labour-law regulations regulated above all  establishing, change and termination of law relationships, working conditions of employees including working conditions of women, young persons and persons with  altered work capacity, wage regulations, obligations from the Collective Agreements, law regulations regulated prohibition of illegal work  and illegal employment. This fine can be imposed also to leader employees, who violated the duties or gave the working instruction to this violation.

4.3 Public institutions securing protection against discrimination

1.  Public Defender of Rights is a constitutional body. His status and duties are specified by Act on Public Defender of Rights (Law 564/2001 Coll). He is independent shall participate in the protection of the fundamental rights and freedoms of natural persons and legal entities with respect to the activities, decision-making or inactivity of public administration bodies , if such activities, decision-making or inactivity is in conflict with the legal order or the principles of the democratic state and the rule of law. From the number more of 5000 suggestions delivered to the public defender of rights were women in 37 %.

2. The Slovak National Centre for Human Rights was established by the Act Nr. 308/1993 Coll. on Establishment of the Slovak National Centre for Human Rights.  Act. Nr. 365/2004 Coll. on Equal Treatment and Combating discrimination expanded the Centre’s tasks to include the monitoring and assessment of the observance of the principle of equal treatment according to this Act After. In accordance with Art. 13 of the Council Directive 2000/43/EC implementing the principle of equal treatment between persons irrespective of racial or ethnic origin and the Council Directive 2000/78/EC establishing a general network for equal treatment in employment and occupation, the Centre is regarded as a national specialized body with the purpose of promoting equal treatment and combating all forms of discrimination. According to Sec. 1 Par. 2, 3   of  the Act Nr. 308/1993 Coll. the Centre provides legal advice and legal aid in matters relating to discrimination, expressions of intolerance, and the violation of the principle of equal treatment, as well as in other cases where rights were violated. A key competence of the Centre is the authority to represent a party in proceedings relating to the violation of the principle of equal treatment, as well as to gather information on the observance of human rights from courts, prosecutors, other state bodies, bodies of territorial self-governments, bodies of self-governing interests, and other public institutions.  

In the first half-year of 2005 the Centre accepted for review 8 suggestions in area of discrimination of women. They concerned mainly access to employment, when they were prevented from professional realization because they are women. Centre also passed judgment on cases of sexual harassment on the workplace and discrimination by dismissal of employment.

 4.4. Projects of national institutions in interest of reinforcement of gender equality in the   Slovak Republic

In interest of creation of conditions for implementation of gender mainstreaming strategy in the Slovak Republic the Department for Family and Gender Policy on Ministry of Labour, Social Affairs and Family in the Slovak Republic prepared in the framework of Twinning Programme the project “Strengthening of Administrative Capacity in Area of Gender Mainstreaming”. The main partners in the twinning project are French Ministry of Employment, Labour and Social Cohesion in cooperation with German experts. These partners have longer experience in area of implementation of gender mainstreaming into practice. Duration of the project is 12 months. Work in the project framework will present these activities: 

- formation of focal points on bodies of state, regional and local administration,

- support of formation of coordinative body for implementation of gender mainstreaming,

- training in methodology of gender mainstreaming for equivalent number of relevant actors,

- creation of conditions for sustainability of the project in future (trained future trainers in  area of  

  gender mainstreaming, implementation of basis of gender mainstreaming strategy into school

  curricula of education of civil servants etc.).

The programme is organized as a project, but it is possible expect that activities in area of implementation of gender mainstreaming will continue as sustainable process. The aim is not only formation of administrative structures, but also creation of certain analytical tools of monitoring process and first of all raising of need of gender equality in political movement. 

The aim of project “Implementation of Equal Opportunities between Women and Men in Agenda on Regional and Local Self-government” realizated by Department for Family and Gender Policy on Ministry of Labour, Social Affairs and Family in the Slovak Republic was training of members and employees of regional and local administration in issue of equal opportunities and making them familiar with existing institutions for equal opportunities in the Member States of European Union. Also with possibilities for implementation of gender mainstreaming into all policies, measures and activities at all levels of governance of society with special focus to result of activities. 

Department for Family and Gender Policy on Ministry of MLSAF SR cooperates also by elaboration of common programming documents of Sectoral operational programme Human Resources and EQUAL; enforces measures for promotion of gender equality and fight against discrimination into programming documents; coordinates gender mainstreaming strategy in programmes financed from Structural Funds.

5. RECONCILIATION OF WORK AND FAMILY LIFE 

5.1. Measures for reconciliation of work and family life

Ministry of Labour, Social Affairs and Family of the Slovak Republic attaches a great importance to reconciliation of work and family life. This issue put in the priorities for the years 2005 – 2006 and prepared a special document with proposal a set of measures for reconciliation of work and family life. The measures for reconciliation of work and family life are involved into the strategic documents of Ministry in the field of employment. 

Ministry of Labour, Social Affairs and Family of the Slovak Republic created a tradition in realization of the social audit project Family and Work. Every year is announces the competition “Family Friendly Employer”. The aim of the competition is evaluation and motivation for employers to create the conditions for employees with family duties. The completion has 3 categories: family policy, equal opportunities for women and men, the most original measures for family.  The employers report in the competition realizated measures in the area of work flexibility and flexibility of working hours, measures for employees personal development, measures in the framework of services for family as care assistance for children and family members, household services, financial contributions for employees´ families, so as support of free-time and re-creational activities. In the category of equal opportunities for women and men is monitored the gender structure of employees, including the employees in decision making positions. The big stress is on the non-discriminative equal remuneration, hiring of employees, gender sensitive support of professional and career development and qualification of women and men.


The further measure for reconciliation of work and family life
 was realizated by novelisation of Law on parental leave. The aim of this novel was creation of more flexible services of childcare in their home or outside home in pre-school facilities (nursery, kindergarten), enlargement of possibilities for qualificated child care for children under three or six years and facilitation of preparation and participation of labour market. Nowadays the parent’s contribution can draw also working parents who organized child care by other person so as who are taking care yourself.


Supportive network for employed parents is the network of out-of-school facilities (school clubs, social services homes for children, station of care services, children clubs, day care sanatoriums for physically and mentally handicapped children etc). Creation of different type of caring services is made through self-employment or in the framework of entrepreneurship in the area of child care and other dependent family members. 

Pre-school education in kindergartens for children between 2 and 6 years is integral part of educational process. To 30. September 2002 was placed in kindergartens from the population of 4 years old children 70,02 % children, from the population of 5 years old children  it was 84,11 % children. Nearly 10.000 children younger than 3 years placed in kindergartens shows that many parents are preferring combination of payed work and professional child care for children.

It is necessary to add that number of pre-school facilities did not increase in the last years. In opposite, trough reform of public administration, transfer of state competences to self-governmental bodies, was visible significant decrease in number of kindergartens. From 30. September 2001 to 30. September 2004 was cancelled 217 of kindergartens. Through the transfer of competences also in financing of kindergartens from state to the municipalities, from 30. September 2003 to t30. September 2004 was cancelled 180 of kindergartens, which founder were municipalities. In that time were founded 4 private kindergartens and 16 church kindergartens, which are financed by state.

Childcare for children until 3 years is possible to provide in nurseries. There are accepted children from 7 month. The nurseries are establishing and financing on self-governmental level, there are fixing the prizes for services provided in nurseries. 

Not every municipality is able to ensure this care in full range. In this area are realizing some innovative measures through formation of private mini-nurseries etc.  Mother Centres contribute to creation of space for personal choice of women´ life strategies by their activities supported by European Social Fund. 

5.2 Sharing household duties

Sharing household duties depends on education. Traditional division persist: household duties are still dividing into male and female works. Therefore is necessary implement into school curricula for both sexes – girls and boys - objects concerning household management and childcare.

5.3 State policy for reconciliation of work and family life

5.3.1 Legislative measures 

Labour Code in many articles regulates the prohibition of discrimination on the ground of sex: for women are ensured the working condition allowing them participation by works appropriate for their physiological predispositions and their social function in motherhood. 

The employer must not request the information about the  pregnancy and the family duties concerning education and care of children before asignation the contract.  The employers must not violate the principle of equal treatment by access to employment.

For elimination of discrimination in an employment relationship with reduced working time is in Labour Code a guarantee for employees in an employment relationship with reduced working time may not be advantaged nor constrained in comparison to an employee employed for the determined weekly working time. This reduced working time need not be distributed over all 
Labour Code contains many provisions for facilitation of reconciliation of work and family life (reduced working time, flexible working time, home work, etc.). These provision may be used non-discriminatory both parents. When designating employees to work shifts, an employer shall be obliged to take into account the needs of pregnant women, women and men continuously caring for children.  If a pregnant woman, men and women continuously caring for a child younger than 15 years of age requests a reduction in working time or other arrangement to the fixed weekly working time, the employer shall be obliged to accommodate her request if such is not prevented by substantive operational reasons. A pregnant woman, a woman or man continuously caring for a child younger than three years old, a solitary man or woman continuously caring for a child younger than fifteen years old may be employed for overtime work only with their agreement. Work stand-by may only be agreed upon with. These provisions shall also apply to an employee who personally continually cares for a close person who is mostly or completely helpless and is not provided with care in social care facilities or institutional care in health-care facilities. 

Women in Slovakia prefer definitely flexible working hours before reduced working time. 

Maternity leave or parentel leave shall be provided to a woman and man for a period of 22 weeks from the day the child is undertaken, and if the woman and man undertakes two or more children or if concerning a solitary woman and man for a period of 31 weeks, at the longest however until the day a child reaches eight months of age. Parentel leave shall be provided until the day a child reaches three years of age and, with a long term seriously disabled child requiring exceptional care, till the child reaches six years of age.  If the employee dones back to work after the end of maternity leave (only after 6 month)  the employer has to placed her on the originál workplace. If this workplace does not exit or the workstation is canceled, the employer has to place her/his on the workplace corresponded to work contract.

The Office for Labour, Social Affairs and Family may give the financial contribution for services for family with children to enable and to facilitate participation on vocational training and preparation for the labour market also to the women and men who are job seekers and who také care for a child to the age before attendig school or who need to reconciliate the parent duties. 

5.3.2 Controlling mechanisms 

Equal renumeration of women and men is defined in the Law No. 95/2001 Coll on Labour Inspection a and in Labour Code in § 119 sec. 3 „Wage conditions must be equal for both men and women without any discrimination on grounds of sex. Women and men shall be entitled to equal wages for work of an equal level of complexity, responsibility, and difficulty, performed under the same working conditions and upon achievement of the same efficiency and work results.“ 


National Labour Inspectorate in the zdar 2003 made a check up „ Strenghtening of equal opportunities, reconciliation of work and family life“ in employers´ organisations. On its basis was proposed to maket his inspection continually dutiny longer time, mainly in the area of returning employees after maternity leave and persons in pre-contractual relationships.

National Labour Inspectorate and Regional Labour Inspectorates by course of law will carry out regularly special controlls of observance the legislation, mainly for reconciliation of work and family life, and work on creation of more effective methods and indicators of keeping of principles gender equality in employment. 

The need of further development of firm responsible policy seems to be urgent. The partnerships between commerce sphere, non-governmental organizations and state should initiate and realized activities in the field of gender equality and for reconciliation of work and family life.

In the framework of European Social Fund many operational programmes are oriented on the support of projects aimed to:

· support of parents coming back to work after maternity and parental leave or long term

· care for dependant persons,

· support of employers to implement pro-family oriented firm policy,

· development of informative services in area of services for child-care and care about

· dependant persons of employed persons,

· creation of networks / supporting cooperation of representatives of self-government, employers,  organization of Trade Union, non-governmental organizations and relevant actors, with the aim to create complex, sustainable support policy of reconciliation of work and family so as by men as by women,

· motivation the employers to establish quality services for dependant family members for good price for the better reconciliation work and family and for development of their career or bigger space by searching new job vacancies / opportunities.

6. Challenges for the future

1. Statistical data regarding the men taking care on children on themselves (single fathers) or being on maternal or paternal leave are missing. Statistics in this area has to be gender sensitive and covering also apparent “marginal” phenomenon as men taking care on children. Although children are placing in the trust of their father after divorce relatively seldom, it is one other group of fathers – widowers  who are taking care on their minor children.

2. The need of further increase of social responsible firm policy appears really actual. Partnerships between comers sphere, non-governmental organizations and state should realized activities in area of gender equal opportunities and for reconciliation of work and family life.

3. Open challenge is higher quality of services for family, their larger availability and adaptability of working hours in kindergartens to the needs of employed parents (family members). It concerns mainly the availability of nurseries and  kindergartens, they are nowadays overfilled and unable to accept all children when parents are asking this service.  The working hours should be adapted to the large variation of working time, not to close these facilities during summer etc. 

4. The solution could be the firm nurseries and kindergartens (above all by big employers, in industry parks), grant system supporting nurseries and kindergartens, so as flexibility of pre-school facilities in small towns and municipalities.
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