APPENDIX I

PART II

Principal conclusions and experience gained
from experimental project on job evaluation.



Chapter 5

Evaluation of the results of the project

5.1 Introduction.




decision on whether or not job evaluation at the co-operative would be included[...]. However, the
outcome was that no job evaluation was carried out at the co-operative.

When the experimental project on job evaluation is assessed. it is evident that limitations annlv
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APPENDIX II

PART III

Guidelines on carrying out job evaluation
and the principal requirements that a job
evaluation system must meet



Chapter 6
Draft guidelines on job evaluation

6.1 The aim of guidelines on job evaluation

According to the letter of appointment from the Minister of Social Affairs to the working group
on job evaluation dated 8" March 1995, one of the tasks assigned to the group was to “...examine the
formulation of guidelines on the application of job evaluation under Article 4 of the Act on the Equal
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is to be done, i.e. whether wages are to be raised in one step or over a certain number of years, which
wages are to be raised first, etc.

6.2.2 Composition of the committees
The management of the job evaluation project has to be based on collaboration between
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composition of the complaining committee should be comparable to that of the job evaluation
committee, though the number of members should be restricted as far as possible.

6.2.6 Publicity and instructions
It is important that all those involved in a job evaluation project should receive the necessary
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physical assault in the course of dealing with violent individuals.

An example of gender-based bias would be if the definitions in job evaluation systems
accorded a great deal of weighting to factors such as the dirt involved in work with lubricating oil,
but little weighting to the dirt involved in some traditional women’s jobs, or failed to detect this
factor at all. This applies, for example to work involving contact with excrement, urine and body
fluids. Other job condition factors that should be borne in mind are:

. working with patients with infectious diseases and

. working in an open-plan office or reception are where the staff are constantly dlstracted
and have no place in which to be private.

6.4 Requirements regarding implementation
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The relative weighting of the factors of the job evaluation system should indicate what factors
are most important for the operation in order to achieve its goals as successfully as possible. When
determining the weighting of factors, one must never proceed from assumed premises, i.e. in such a

way that factors are given weighting that is likely to confirm and justify the prevalent wage
differentials.

6.4.4 Reasoned decisions on the payment of wage supplements

Job evaluation assesses only the content of jobs, i.e. the conditions that have to be met in order
to perform the job in question in a satisfactory manner. Individual performance, or particular results
attained by individuals, are not assessed. For this reason, job evaluation can onlv_be Juseful as a
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Act

on the Equal Status and Equal Rights of

Women and Men
[Iceland]
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Aim and Scope of this Act

Art. 1
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The Gender Equality Act 2

representatives of local authorities, institutions and companies,
h. undertake other tasks consistent with the aim and scope of the Act as further instructed by

=

Public institutions, employers and non-governmental organizations shall be obliged to
provide the Equal Status Bureau with general information which it may need for its
operations.

In special circumstances, and when it might be expected that a ruling of a court of law
could have widespread influence to increase equality, or if the interests of the plaintiff are
deemed to be of such nature gs t9 jystify leeal proceedings the Eaual Statys Rurepy roas
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Lhe Gender Faualitv Act 4

Art. 10.
Equal status committees under the auspices of local authorities
In the wake of municipal elections, local authorities shall appoint 3-5-member equal status
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in accordance with provisions of this Act. These committees shall serve in a consultative
capacity for the local authorities in matters of equality between women and men, monitor and
initiate specific measures for the purpose of ensuring the equal status and equal rights of

, rnman and man The committers shall be entitled tnnive commente. an_nr nndertale the
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presented within one year from the time of the municipal elections.

Art. 11
Equality coordinatiors of matters of equality
Each ministry shall appoint an equality coordinatior who shall monitor activities in matters
of equality within the sphere of the ministry and the institutions working under the auspices of
the ministry. Equality coordinatior shall give the Equal Status Bureau annual report
containing the ministry’s activities in matters of equality whose he/she works for.

Art. 12
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The Gender Equality Act 5

Art. 15
Vacant positions, vocational training and continuing education
A vacant position shall be open equally to women and men.
Employers shall ensure that women and men have equal opportunities to continuing
education and vocational training and to attend courses that are held to increase vocational
skills or to prepare for other occupations.

Art. 16
Reconcilation of occupational and family obligation
Employers shall take the necessary measures to enable women and men to reconcile their
occupat1ona1 and family obhgat10ns Such measures shall, i.a., promote increased flexibility in
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the family situation of employees, i.a. making it easy for them to return to work after
maternity/paternity leave or parental leave, or time off from work on grounds of force
majeure for urgent family reasons.

Art. 17
Sexual harassment
Employers and directors of institutions and social activities shall take special measures to
prevent employees, students and clients from being subjected to sexual harassment in the
work place, within institutions, during social activities or within schools.
Sexual harassment constitutes sexual behaviour that is unreasonable and/or insultine and

against the will of those who are sub]ected to it, and Wthh affects thelr self-esteem and is
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The Gender Equality Act 6

Art. 20
Participation in public committees and boards
Efforts shall be made, wherever possible, to ensure approximatly equal participation of
women and men in committees, boards and councils under the auspices of the Government
and local authorities. Attention shall be called to this fact whenever nominations are requested
for the relevant committees, boards and councils.

Art. 21
Statistical analysis
In the production of official statistics on individuals and in interview and opinion surveys
information shall be collected, compiled, analysed and presented on the basis of gender unless

=t ___ L

SECTION IV
Prohibition of discrimination on the basis of sex
Art. 22
General prohibition of discrimination

Any type of discrimination on the bases of gender, either direct or indirect, shall be
prohibited.

However, special temporary measures taken to improve the status of women or men, for
the purpose of ensuring equality and the equal status of men and women, shall not be
considered violations of this Act. Also, measures taken to increase the opportunity of women
or men specifically to promote equality, and the equal status of men and women, shall not be
considered in violation of this Act. The same shall apply if it is deemed necessary to engage
one sex due to objective factors connected with the occupation.

It shall not be considered discriminatory to make special allowances for women due to
pregnancy or the birth of a child.

Art. 23
Prohibition of discrimination regarding terms

Employers shall be prohibited from discriminating against employees regarding pay and
other terms on the basis of their sex.

When evidence is presented that a woman and a man, employed by the same employer,
receive different pay or other terms for equal-value and comparable work, the employer shall
be obliged, if there is any difference, to prove that the difference can be explained by other
factors than gender.

Art. 24

Prohibition against discrimination upon engagement and in working conditions
Fronnlnerers chnll o srebibito A Faomadin oo im bl = babooo o Ve £ o o 3e . il

.1 BN




The Gender Equality Act 7

Art. 25
Prohibition of dismissal

Employers shall be prohibited from dismissing an employee for the sake of his/her
demanding redress on the basis of this law.

Employers shall also ensure that no employee is subjected to injustice in his/her
occupation, e.g. regarding safety at work, working terms or the assessment of his/her
performance, due to the fact that he/she has complained about sexual harassment or
discrimination on the basis of gender.

If evidence is presented that this provision has been violated, the employer shall prove that
the dismissal or alleged injustice was not based on the employee’s demand for redress, or
his/her charge concerning sexual harassment or other gender discrimination. This rule will
not apply if the dismissal is made more than a year from the time of the employee’s demand
for redress on the bases of this Act.

Art. 26
Education
Within schools, and other educational and pedagogical institutions, any kind of
discrimination on the basis of gender shall be prohibited. This rule shall be heeded in studies,
teaching, work routines and day-to-day relations with students.
The director of an institution shall ensure that a student or client shall not suffer for having
complained of sexual harassment or gender discrimination.

Art. 27
Prohibition of the waiving of rights
It shall not be permitted to waive any rights provided for by this Act.

SECTION V
Sanctions
Art. 28
Compensation for financial and non-financial loss

Anyone who deliberately or through negligence violates this law shall be liable for
damages under general rules. Furthermore, the party in question may be awarded to pay
compensation for non-financial loss, in addition to any financial loss, to whom subjected to
damages, if applicable.

Art. 29
Fines
Violations of this Act may be liable to fines to be paid to the State Treasury.

SECTION VI
Other provisions
Art. 30
The Minister for Social Affairs may issue regulation on the further implementation of this
Act.

Art. 31
Commencement

This Act shall take effect immediatelv. At_the same time the Fanal St_ams_and_Eai}a_lr Rights
A




The Gender Equality Act 8

on Equal Status which will take over the activity from the ex—Complaint Committee. On
commencement of this Act, the Minister shall appoint one member to the Complaints
Committee on Equal Status, without nomination, to a period of three years. The Supreme
Court shall appoint two members, a chairman for a period of four years and a vice-chairman
for a period of two years. The alternates shall be appointed in the same manner.

The current Director of the Equal Status Council shall continue in his occupation until the
Minister of Social Affairs has appointed the Director of the Equal Status Bureau under Art. 3,
par. 1.

Passed by the Althing, 9 May 2000.



Translated from Icelandic:

Act
on Maternitv/Raterpity | eayeand Paventall eave

(Presented to the Althing at its 125th annual session, 1999-2000.)

SECTION I
Aim and scope
Art. 1
Scope
This Act shall apply to the rights of parents working in the domestic labour market to be
granted maternity/paternity leave and parental leave. It shall apply to parents who are
employed by others or are self-employed
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attending full-time educational programmes as to receiving a matemity/paternity grant.

Art. 2
V- i '

The aim of this Act to ensure children’s access to both their fathers and mothers.
Furthermore, the aim of this Act is to enable both women and men to co-ordinate family
life and work outside the home.

SECTION II
Public administration
Art. 3

Overall responsibility
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child. This right shall not be assignable. In addition, parents shall have a joint right to three
additional months, which may either be taken entirely by one of the parents or else divided
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However, a woman shall be permitted to start her maternity leave up to one month prior to the
expected birth date, which shall be confirmed by a medical certificate.

A woman shall take maternity leave for at least the first two weeks after the birth of her
child.

In the cawmptmgﬁa&lg}di or the taking of a child inta nermanent foslpy care the

time-reference shall be based on the date when the child enters the home, providing this is
confirmed by the relevant Child Welfare Committee, or other competent bodies. If the parents
have to fetch the child from another country, the maternity/paternity leave may begin at the
start of the journey, providing the relevant authorities or institute have confirmed that
permission has been granted for the adoption of a child.

A parent’s right to maternity/paternity leave shall be conditional on the fact that the parent

| FPRSIVRGE ¥ o/, M. SUGIDRI ol NSEPESS SRR R e 21 't 1 . PR N S o a1 »—=L

BT

1 - x

oane 43




Should no agreement be reached between the employee and her/his employer on the taking
of the employee’s matemity/paternity leave, the employee shall always have the right to take
her/his maternity/paternity leave in one continuous period as of the starting date decided by
the employee.

Art. 11
Safety and health in the work place
If the safety and health of a pregnant woman, a woman who has recently given birth to a
child, or a woman who is breastfeeding a child, is considered to be in danger according to a
special assessment, her employer shall make the necessary arrangements to ensure the
woman’s safety by temporarily changing her working conditions and/or working hours. If this
is not possible for technical reasons, or other valid reasons, the woman’s employer shall
entrust her with other tasks; if this is not possible, he/she shall grant her leave of absence for
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A parent’s right to receive payments during maternity/paternity leave shall be subject to
her/his meeting the conditions for the right to maternity/paternity leave under Art. 8.

The Minister of Social Affairs may issue further regulations on payments from the
Maternity/Paternity Leave Fund, e.g. as regarding the assessment of the employment ratio of
self-employed people and of those who are exempt under law from payment of the insurance

levy.

Art. 14
Accumulation and protection of rights
During maternity/paternity leave, a parent shall pay a minimum of 4% of the
maternity/paternity leave payment into a pension fund and the Maternity/Paternity Leave
Fund shall pay a minimum of 6%. In addition, the parent shall have the right to pay into a
private fund, in which case the Matemnity/Paternity Leave Fund shall be obliged to make the
statutory complementary contribution.

3T e— A L

related rights, such as the right to holiday or the extension of the holiday period under wage
agreements, wage increases due to seniority, sickness rights, a notice period of termination of
employment and the right to unemployment benefit.

The provisions of para. 1 and 2 shall also apply to leave granted to pregnant women under
Art. 11 :

Art. 15
Applications to the Social Security Institute
Parents (cf. Art. 1, par. 1) shall apply for payment during matemity/paternity leave to the
Social Security Institute six weeks prior to the expected birth of the child. Should a woman
wish to start her maternity leave prior to the expected bmh date (cf. Art 8 par. 2), she shall

it wrtmakle o bkl s

Applications shall be in writing and shall state the intended starting date of the leave, its
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If one of the parents exercises part of the parents’ joint right to a matemity/patemnity leave,
and receives payment from the Maternity/Paternity Leave Fund under Art. 13, the period of
payment of the maternity/paternity grant shall be shortened accordingly.

Art. 19
Maternity/paternity grants to parents attending full-time educational programmes
Pazengs agending fillfims adnjeational nroorammes shall each have an indenendent right ta
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a maternity/paternity grant for up to three months in connection with a birth, primary adoption
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the parents may use entirely or which the parents may divide between themselves. The right
to a maternity/paternity grant shall lapse when the child reaches the age of 18 months.
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birth, it shall be permitted to extend the parents’ joint right to maternity/paternity grant by the
number of days the child has to stay in hospital, prior to its first homecoming, by up to four

=

It shall also be permitted to extend the parents’ joint right to maternity/paternity grant by
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parental attention and care.

It shall be permitted to extend the mother’s right to a maternity grant by up to two months
due to a sertous illness suffered by her in connection with the birth.

The need for the extension of a maternity/paternity grant under pars. 1-3 shall be
established by a medical certificate. The Chief Medical Officer of the Social Security Institute
shall assess whether the extension of matemity/paternity grant is necessary under this
provision. His decision may be referred to the Maternity/Paternity and Parental Leave
Complaints Board {cf. Art. 5).

If one of the parents takes maternity/paternity leave under Art. 17, and receives payment

from_the_Maternitv/Paternity T
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However, the employee shall be penmtted to make other arrangements with his/her
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concurrently with a reduced worktime ratio.

The employer shall make efforts to meet the wishes of the employee regarding the
structure of the parental leave.

An employee shall not be entitled to take parental leave amounting to more than 13 weeks
in each 12-month period without the special approval of the employer.

Art 26
Notzf cation of parental leave
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SECTION VIII
Common provisions
Art. 29
Right to employment
The employment relations between an employee and his/her employer shall remain
unchanged during maternity/paternity leave and parental leave.
The employee shall be entitled to return to her/his job upon the completion of
maternity/paternity leave or parental leave. Should this not be possible, she/he shall be
entitled to a comparable position with the employer according to a contract of employment.

Art. 30
Protection against dismissal
It shall not be permitted to dismiss an employee due to the fact that he/she has given notice
of intended maternity/paternity leave or parental leave under Arts. 9 or 26 or during her/his
maternity/paternity leave or parental leave, without reasonable cause, and in such a case, the
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