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Organizace spojenych narodi

Zavazné lidskopravni dokumenty

VSeobecna deklarace lidskych prav

Clanek 1
Vsichni lidé rodi se svobodni a sobé rovni co do dUstojnosti a prav. Jsou nadani rozumem a svédomim a maji spolu jednat

v duchu bratrstvi.

Clanek 2
Kazdy ma vSechna prava a vSechny svobody, stanovené touto deklaraci, bez jakéhokoli rozliSovani, zejména podle rasy,

barvy, pohlavi, jazyka, naboZenstvi, politického nebo jiného smysleni, narodnostniho nebo socialniho pdvodu, majetku,

rodu nebo jiného postaveni.

Z4dny rozdil nebude dale ¢inén z divodu politického, pravniho nebo mezinarodniho postaveni zemé nebo Gizemi, k nimz
urcita osoba pfislusi, at jde o zemi nebo Gzemi nezavislé nebo pod porucenstvim, nesamospravné nebo podrobené

jakémukoli jinému omezeni suverenity.

Clanek 4

Nikdo nesmi byt drzen v otroctvi nebo nevolnictvi; vSechny formy otroctvi a obchodu s otroky jsou zakazany.

Clanek 7
Vsichni jsou si pred zakonem rovni a maji pravo na stejnou ochranu zakona bez jakéhokoli rozlisovani. VSichni maji pravo
na stejnou ochranu proti jakékoli diskriminaci, ktera porusuje tuto deklaraci, a proti kazdému podnécovani k takové

diskriminaci.

2 ?

Clanek 22

Kazdy clovék ma jako €len spolecnosti pravo na socialni zabezpeceni a narok na to, aby mu byla narodnim dsilim i
mezinarodni soucinnosti a v souladu s organizaci a s prostredky pfislusného statu zajisténa hospodarska, socialni a

kulturni prava, nezbytna k jeho dUstojnosti a k svobodnému rozvoji jeho osobnosti.
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Clanek 23

1. KaZdy ma pravo na praci, na svobodnou volbu zaméstnani, na spravedlivé a uspokojivé pracovni podminky a na ochranu
proti nezaméstnanosti.

2. Kazdy, bez jakéhokoli rozliSovani, ma narok na stejny plat za stejnou praci.

3. Kazdy pracujici ma pravo na spravedlivou a uspokojivou odménu, ktera by zajistovala jemu samému a jeho rodiné
Zivobyti odpovidajici lidské dUstojnosti a ktera by byla doplnéna, kdyby toho bylo tfeba, jinymi prostfedky socialni
ochrany.

4. Na ochranu svych zajmi ma kazdy pravo zakladat s jinymi odborové organizace a pristupovat k nim.

Umluva o odstranéni vSech forem rasové diskriminace

Clanek 1

1. Vyraz "rasova diskriminace" v této imluvé znamena jakékoli rozliSovani, vyluCovani, omezovani nebo zvyhodiovani
zaloZené na rase, barvé pleti, rodovém nebo narodnostnim nebo etnickém plvodu, jehoZ cilem nebo nasledkem je
znemoznéni nebo omezeni uznani, uzivani nebo uskutecriovani lidskych prav a zakladnich svobod na zakladé rovnosti v
politické,  hospodarské,  socialni,  kulturni nebo v  kterékoli jiné oblasti  vefejného  Zivota.
2. Tato Umluva se netyka rozliSovani, vyluCovani, omezovani nebo zvyhodriovani provadéného statem, ktery je stranou
této Umluvy, mezi vlastnimi a cizimi obcany.

3. Z&dné ustanoveni této Gmluvy nemiiZze byt vyklddano tak, aby se dotykalo jakymkoli zpisobem pravnich pFedpisii
smluvnich statl o narodnosti, statnim obcanstvi nebo naturalizaci, pokud tato ustanoveni nediskriminuji nékterou
narodnost.

4, Za rasovou diskriminaci nejsou povaZovana zvlastni opatreni, u¢inénda vyhradné pro zajisténi priméreného rozvoje
nékterych rasovych nebo etnickych skupin nebo jednotlivc, ktefi potfebuji takovou ochranu, jez mize byt nezbytnou k
tomu, aby jim zabezpecila rovné uZivani nebo vykon lidskych prav a zékladnich svobod, pokud ovSem tato opatfeni
nevedou k zachovavani rozdilnych prav pro rlizné rasové skupiny a pokud nezdstanou v platnosti po dosazeni cild, pro

které byla prijata.

21

Clanek 5

V souladu se zakladnimi povinnostmi vyhldgenymi v €ldnku 2 této Umluvy se smluvnimi staty zavazujici, Ze zakézi a
odstrani rasovou diskriminaci ve vSech jejich formach a Ze zaru¢i pravo kazdého na rovnost pfed zakonem bez rozliSovani

podle rasy, barvy pleti, narodnostniho nebo etnického ptivodu, zvlasté pak pfi uzivani téchto prav:

e) hospodarskych, socialnich a kulturnich prav, zejména:
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i) prava na praci, na svobodnou volbu zaméstnani, na spravedlivé a uspokojivé pracovni podminky, na ochranu proti

nezaméstnanosti, na stejny plat za stejnou praci a na spravedlivou a uspokojivou odménu za praci.

Mezinarodni pakt o ob¢anskych a politickych pravech

Clanek 22

1. Kazdy ma pravo na svobodu sdruZovat se s jinymi, i pravo zakladat na ochranu svych zajm( odborové organizace a
pristupovat k nim.

2. Vykon tohoto prava nesmi byt Zadnym zpdsobem omezovan; vyjimkou jsou omezeni, jeZ jsou stanovena zakonem a jez
jsou nutna v demokratické spole¢nosti v zajmu narodni nebo vefejné bezpecnosti, vefejného poradku, ochrany vefejného
zdravi nebo moralky nebo ochrany prav a svobod jinych. Nic v tomto ¢lanku nebrani omezit zakonem vykon tohoto prava
prislusnikiim ozbrojenych sil a policie.

3. Nicv tomto €lanku neopraviiuje smluvni strany Umluvy Mezinarodni Organizace prace z roku 1948 o svobodé& sdruZovani
a ochrané prava organizovat se, aby pfijaly zakonodarna opatreni, jez by prejudikovala zaruky stanovené v tomto Paktu

nebo aplikovala pravo takovym zplsobem, jenz by tyto zaruky prejudikoval.

Mezinarodni pakt o hospodai‘skych, socidlnich a kulturnich pravech

Clanek 2

1. Kazdy stat, ktery je smluvni stranou Paktu, se zavazuje podniknout pfi maximalnim vyuZiti svych zdroji samostatné, i
prostfednictvim mezinarodni soucinnosti a spoluprace kroky hospodarské a technické k postupnému dosazeni plného

uskutecnéni prav uznanych v tomto Paktu, a to vSéemi vhodnymi prostredky, v€etné pfijeti zakonodarnych opatfen.

2. Staty, smluvni strany Paktu, se zavazuji, Ze zarudi, Ze prava formulovana v tomto Paktu budou se uskutecriovat bez
jakéhokoli rozliSovani podle rasy, barvy, pohlavi, jazyka, ndboZzenstvi, politického nebo jiného smysleni, narodnostniho a

socialniho pdvodu, majetku, rodu nebo jiného postaveni.
Jiné postaveni = postiZeni (general comment 5) i starsi osoby (general comment 6)
Clanek 3

Staty, smluvni strany Paktu, se zavazuiji, Ze zajisti rovna prava muzQ a Zen pfi poZivani vSech hospodarskych, socialnich a

kulturnich prav uvedenych v tomto Paktu.

Clanek 6
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1. Staty, smluvni strany Paktu, uznavaji pravo na praci, které zahrnuje pravo kazdého na pfileZitost vydélavat si na Zivobyti

svoji praci, kterou si svobodné vybere nebo pfijme, a ucini pfislusné kroky k ochrané tohoto prava.

2. Opatfeni, jez maji byt uinéna staty, smluvnimi stranami Paktu, k dosaZeni plného uskute¢néni tohoto prava, budou
zahrnovat programy technického a odborného zaskoleni a vycviku, plany a prostfedky k dosazeni stalého hospodarského,
socialniho a kulturniho rozvoje a plné a produktivni zaméstnanosti za podminek, zajistujicich jednotlivci zékladni politické

a hospodarské svobody.

General comment no. 18

»12. The exercise of work in all its forms and at all levels requires the existence of the following interdependent and

essential elements, implementation of which will depend on the conditions present in each State party:

(a) Availability. States parties must have specialized services to assist and support individuals in order to enable them to

identify and find available employment;

(b) Accessibility. The labour market must be open to everyone under the jurisdiction of States parties.4 Accessibility

comprises three dimensions:

(i) Under its article 2, paragraph 2, and article 3, the Covenant prohibits any discrimination in access to and maintenance
of employment on the grounds of race, colour, sex, language, religion, political or other opinion, national or social origin,
property, birth, physical or mental disability, health status (including HIV/AIDS), sexual orientation, or civil, political, social
or other status, which has the intention or effect of impairing or nullifying exercise of the right to work on a basis of equality.
According to article 2 of ILO Convention No. 111, States parties should “declare and pursue a national policy designed to
promote, by methods appropriate to national conditions and practice, equality of opportunity and treatment in respect of
employment and occupation, with a view to eliminating any discrimination in respect thereof”. Many measures, such as
most strategies and programmes designed to eliminate employment-related discrimination, as emphasized in paragraph
18 of general comment No. 14 (2000) on the right to the highest attainable standard of health, can be pursued with
E/C.12/GC/18 page 5 minimum resource implications through the adoption, modification or abrogation of legislation or
the dissemination of information. The Committee recalls that, even in times of severe resource constraints, disadvantaged

and marginalized individuals and groups must be protected by the adoption of relatively low-cost targeted programmes;5

(ii) Physical accessibility is one dimension of accessibility to employment as explained in paragraph 22 of general comment

No. 5 on persons with disabilities;

(iii) Accessibility includes the right to seek, obtain and impart information on the means of gaining access to employment
through the establishment of data networks on the employment market at the local, regional, national and international

levels; (c) Acceptability and quality. Protection of the right to work has several components, notably the right of the worker
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to just and favourable conditions of work, in particular to safe working conditions, the right to form trade unions and the

right freely to choose and accept work.
Women and the right to work

13. Article 3 of the Covenant prescribes that States parties undertake to “ensure the equal right of men and women to the
enjoyment of all economic, social and cultural rights”. The Committee underlines the need for a comprehensive system of
protection to combat gender discrimination and to ensure equal opportunities and treatment between men and women
in relation to their right to work by ensuring equal pay for work of equal value.6 In particular, pregnancies must not
constitute an obstacle to employment and should not constitute justification for loss of employment. Lastly, emphasis
should be placed on the link between the fact that women often have less access to education than men and certain

traditional cultures which compromise the opportunities for the employment and advancement of women.
Young persons and the right to work

14. Access to a first job constitutes an opportunity for economic self-reliance and in many cases a means to escape poverty.
Young persons, particularly young women, generally have great difficulties in finding initial employment. National policies
relating to adequate education and vocational training should be adopted and implemented to promote and support

access to employment opportunities for young persons, in particular young women.
Child labour and the right to work

15. The protection of children is covered by article 10 of the Covenant. The Committee recalls its general comment No. 14
(2000) and in particular paragraphs 22 and 23 on children’s right to health, and emphasizes the need to protect children
from all forms of work that are likely to interfere with their development or physical or mental health. The Committee
reaffirms the E/C.12/GC/18 page 6 need to protect children from economic exploitation, to enable them to pursue their full
development and acquire technical and vocational education as indicated in article 6, paragraph 2. The Committee also
recalls its general comment No. 13 (1999), in particular the definition of technical and vocational education (paras. 15 and
16) as a component of general education. Several international human rights instruments adopted after the ICESCR, such
as the Convention on the Rights of the Child, expressly recognize the need to protect children and young people against

any form of economic exploitation or forced labour.
Older persons and the right to work

16. The Committee recalls its general comment No. 6 (1995) on the economic, social and cultural rights of older persons

and in particular the need to take measures to prevent discrimination on grounds of age in employment and occupation.
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(22. Article 6 of the Covenant requires States parties to take appropriate steps to safeguard the right of everyone to the
opportunity to gain a living by work which is freely chosen or accepted. In this regard, the Committee, bearing in mind that
older workers who have not reached retirement age often encounter problems in finding and keeping jobs, stresses the
need for measures to prevent discrimination on grounds of age in employment and occupation. GENERAL COMMENT NO.

6)
Persons with disabilities and the right to work

17. The Committee recalls the principle of non-discrimination in access to employment by persons with disabilities
enunciated in its general comment No. 5 (1994) on persons with disabilities. “The ‘right of everyone to the opportunity to
gain his living by work which he freely chooses or accepts’ is not realized where the only real opportunity open to disabled
workers is to work in so-called ‘sheltered’ facilities under substandard conditions.”9 States parties must take measures
enabling persons with disabilities to secure and retain appropriate employment and to progress in their occupational field,
thus facilitating their integration or reintegration into society.10 Migrant workers and the right to work 18. The principle of
non-discrimination as set out in article 2.2 of the Covenant and in article 7 of the International Convention on the
Protection of the Rights of All Migrant Workers and Members of Their Families should apply in relation to employment
opportunities for migrant workers and their families. In this regard the Committee underlines the need for national plans

of action to be devised to respect and promote such principles by all appropriate measures, legislative or otherwise.
Core obligations

31. In general comment No. 3 (1990) the Committee confirms that States parties have a core obligation to ensure the
satisfaction of minimum essential levels of each of the rights covered by the Covenant. In the context of article 6, this “core
obligation” encompasses the obligation to E/C.12/GC/18 page 9 ensure non-discrimination and equal protection of
employment. Discrimination in the field of employment comprises a broad cluster of violations affecting all stages of life,
from basic education to retirement, and can have a considerable impact on the work situation of individuals and groups.

Accordingly, these core obligations include at least the following requirements:

(a) To ensure the right of access to employment, especially for disadvantaged and marginalized individuals and groups,

permitting them to live a life of dignity;

(b) To avoid any measure that results in discrimination and unequal treatment in the private and public sectors of
disadvantaged and marginalized individuals and groups or in weakening mechanisms for the protection of such

individuals and groups;

(c) To adopt and implement a national employment strategy and plan of action based on and addressing the concerns of

all workers on the basis of a participatory and transparent process that includes employers’ and workers’ organizations.
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Such an employment strategy and plan of action should target disadvantaged and marginalized individuals and groups in
particular and include indicators and benchmarks by which progress in relation to the right to work can be measured and

periodically reviewed.“

General comment no. 5

The “right of everyone to the opportunity to gain his living by work which he freely chooses or accepts” (art. 6 (1)) is not
realized where the only real opportunity open to disabled workers is to work in so called “sheltered” facilities under sub
standard conditions. Arrangements whereby persons with a certain category of disability are effectively confined to certain
occupations or to the production of certain goods may violate this right. Similarly, in the light of principle 13 (3) of the
Principles for the Protection of Persons with Mental lllness and for the Improvement of Mental Health Care, “therapeutical
treatment” in institutions which amounts to forced labour is also incompatible with the Covenant. In this regard, the
prohibition on forced labour contained in the International Covenant on Civil and Political Rights is also of potential

relevance.

22. According to the Standard Rules, persons with disabilities, whether in rural or urban areas, must have equal
opportunities for productive and gainful employment in the labour market. For this to happen it is particularly important
that artificial barriers to integration in general, and to employment in particular, be removed. As the International Labour
Organization has noted, it is very often the physical barriers that society has erected in areas such as transport, housing
and the workplace which are then cited as the reason why persons with disabilities cannot be employed. For example, as
long as workplaces are designed and built in ways that make them inaccessible to wheelchairs, employers will be able to
“justify” their failure to employ wheelchair users. Governments should also develop policies which promote and regulate

flexible and alternative work arrangements that reasonably accommodate the needs of disabled workers.

23. Similarly, the failure of Governments to ensure that modes of transportation are accessible to persons with disabilities
greatly reduces the chances of such persons finding suitable, integrated jobs, taking advantage of educational and
vocational training, or commuting to facilities of all types. Indeed, the provision of access to appropriate and, where
necessary, specially tailored forms of transportation is crucial to the realization by persons with disabilities of virtually all

the rights recognized in the Covenant.)

Clanek 7

Staty, smluvni strany Paktu, uznavaji pravo kazdého Clovéka na spravedlivé a uspokojivé pracovni podminky, které

zajistuji zejména:

a) odménu, ktera poskytuje jako minimum vSem pracovnikim:

10 B RSO TS URE
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(i) spravedlivou mzdu a stejnou odménu za praci stejné hodnoty bez jakéhokoli rozliSovani, pricemz zvlasté Zenam jsou

zaruceny pracovni podminky ne horsi, nez jaké maji muzi, se stejnou odménou za stejnou praci;
(ii) slusny Zivot pro né a jejich rodiny, v souladu s ustanovenimi tohoto Paktu;
b) bezpecné a zdravotné nezavadné pracovni podminky;

c) stejnou prilezitost pro viechny dosahnout v zaméstnani povyseni na odpovidajici vyssi stupen, pficemZ nebudou

uplatiiovana jina kritéria, nez délka zaméstnani a schopnosti;

d) odpocinek, zotaveni a rozumné vymezeni pracovnich hodin a pravidelna placena dovolena, jakoZ i odména ve dnech

verejnych svatkd.

General comment no. 23

Core obligations

65. States parties have a core obligation to ensure the satisfaction of, at the very least, minimum essential levels of the

right to just and favourable conditions of work. Specifically, this requires States parties to:

(a) Guarantee through law the exercise of the right without discrimination of any kind as to race, colour, sex, language,
religion, political or other opinion, national or social origin, property, birth, disability, age, sexual orientation, gender

identity, intersex status, health, nationality or any other status;

(b) Putin place a comprehensive system to combat gender discrimination at work, including with regard to remuneration;

(c) Establish in legislation and in consultation with workers and employers, their representative organizations and other
relevant partners, minimum wages that are non-discriminatory and non-derogable, fixed by taking into consideration

relevant economic factors and indexed to the cost of living so as to ensure a decent living for workers and their families;

(d) Adopt and implement a comprehensive national policy on occupational safety and health;

(e) Define and prohibit harassment, including sexual harassment, at work through law, ensure appropriate complaints

procedures and mechanisms and establish criminal sanctions for sexual harassment;

(f) Introduce and enforce minimum standards in relation to rest, leisure, reasonable limitation of working hours, paid leave

and public holidays.“

n B RSO TS URE
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General comment no. 23

»11. Not only should workers receive equal remuneration when they perform the same or similar jobs, but their
remuneration should also be equal even when their work is completely different but nonetheless of equal value when
assessed by objective criteria. This requirement goes beyond only wages or pay to include other payments or benefits paid
directly or indirectly to workers. Although equality between men and women is particularly important in this context and
even merits a specific reference in article 7 (a) (i), the Committee reiterates that equality applies to all workers without
distinction based on race, ethnicity, nationality, migration or health status, disability, age, sexual orientation, gender

identity or any other ground.“

»17. “Conditions of work” in this particular subparagraph include the “conditions” identified in the work contract that can
affect the rate of remuneration, as well as broader “conditions” referred to in other paragraphs of article 7. Thus, a woman
performing work of equal value to that of a male counterpart should not have fewer contractual protections or more
arduous contractual requirements. This requirement does not prevent women from enjoying specific conditions of work

relating to pregnancy and maternity protection.”

+47. The right to just and favourable conditions of work relates to specific workers:

(a) Female workers: Progress on the three key interrelated indicators for gender equality in the context of labour rights —
the “glass ceiling”, the “gender pay gap” and the “sticky floor” — remains far from satisfactory. Intersectional
discrimination and the absence of a life-cycle approach regarding the needs of women lead to accumulated disadvantages
that have a negative impact on the right to just and favourable conditions of work and other rights. Particular attention is
needed to address occupational segregation by sex and to achieve equal remuneration for work of equal value, as well as
equal opportunity for promotion, including through the introduction of temporary special measures. Any assessment of
the “value” of work must avoid gender stereotypes that could undervalue E/C.12/GC/23 12 work predominantly performed
by women. States parties should take into account the different requirements of male and female workers. For example,
specific measures might be necessary to protect the safety and health of pregnant workers in relation to travel or night
work. Day-care services in the workplace and flexible working arrangements can promote equal conditions of work in
practice. Workers benefiting from gender-specific measures should not be penalized in other areas. States parties must

take measures to address traditional gender roles and other structural obstacles that perpetuate gender inequality;

(b) Young workers and older workers: All workers should be protected against age discrimination. Young workers should
not suffer wage discrimination, for example, being forced to accept low wages that do not reflect their skills. An excessive
use of unpaid internships and training programmes, as well as of short-term and fixed-term contracts that negatively affect
job security, career prospects and social security benefits, is not in line with the right to just and favourable conditions of
work. Laws and regulations should include specific measures to protect the health and safety of young workers, including
through raising the minimum age for certain types of work.38 Older workers should receive fair wages and equal

remuneration for work of equal value, and have equal opportunity for promotion based on their experience and know-
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how.39 Specific health and safety measures might be necessary, and older workers should benefit from pre-retirement
programmes, if they so wish. 40 The cumulative effects of discrimination against female workers through the life cycle
might require targeted measures to achieve equality and guarantee fair wages, equal opportunities for promotion and

equal pension rights;

(c) Workers with disabilities: At times, workers with disabilities require specific measures to enjoy the right to just and
favourable conditions of work on an equal basis with others. Workers with disabilities should not be segregated in
sheltered workshops. They should benefit from an accessible work environment and must not be denied reasonable
accommodation, like workplace adjustments or flexible working arrangements. They should also enjoy equal
remuneration for work of equal value and must not suffer wage discrimination due to a perceived reduced capacity for

work;“

»31. The reference to equal opportunity requires that hiring, promotion and termination not be discriminatory. This is
highly relevant for women and other workers, such as workers with disabilities, workers from certain ethnic, national and
other minorities, lesbian, gay, bisexual, transgender and intersex workers, older workers and indigenous workers.“ General

comment ¢. 23

»32. Equality in promotion requires the analysis of direct and indirect obstacles to promotion, as well as the introduction
of measures such as training and initiatives to reconcile work and family responsibilities, including affordable day-care
services for children and dependent adults. In order to accelerate de facto equality, temporary special measures might be

necessary.27 They should be regularly reviewed and appropriate sanctions applied in the event of non-compliance.”

General comment no. 6

»23. The right "to the enjoyment of just and favourable conditions of work" (art. 7 of the Covenant) is of special importance
for ensuring that older workers enjoy safe working conditions until their retirement. In particular, it is desirable to employ

older workers in circumstances in which the best use can be made of their experience and know-how.“

General comment no. 5

»The right to “the enjoyment of just and favourable conditions of work” (art. 7) applies to all disabled workers, whether
they work in sheltered facilities or in the open labour market. Disabled workers may not be discriminated against with
respect to wages or other conditions if their work is equal to that of non disabled workers. States parties have a
responsibility to ensure that disability is not used as an excuse for creating low standards of labour protection or for paying

below minimum wages.“
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Clanek 8.1

Staty, smluvni strany Paktu, se zavazuiji zajistit:

a) pravo kazdého na zakladani odborovych organizaci a pravo pristupovat do odborovych organizaci podle vlastniho
vybéru, podléhajici pouze stanovam prislusné odborové organizace, k uplatiiovani a ochrané svych hospodarskych a
socialnich zajm0. Vykon tohoto prava nesmi byt omezen zadnymi omezenimi kromé téch, ktera jsou stanovena zdkonem
a kterd jsou nezbytna v demokratické spole¢nosti, v zdjmu narodni bezpecnosti nebo verejného poradku, nebo k ochrané
prav a svobod druhych;

b) pravo odborovych organizaci na zakladani narodnich federaci nebo konfederaci a jejich pravo vytvaret mezinarodni
odborové organizace nebo se k nim pfipojit;

c) pravo odborovych organizaci na svobodnou ¢innost, nepodléhajici Zadnym omezenim kromé téch, ktera jsou stanovena
zakonem a ktera jsou nezbytna v demokratické spolecnosti v zajmu narodni bezpecnosti nebo verejného pofadku nebo k
ochrané prav a svobod druhych;

d) pravo na stavku za predpokladu, Ze je vykonavano v souladu se zakony pfislu$né zemé.

2. Tento Clanek nebrani uloZit zdkonna omezeni vykonu téchto prav pro pfislusniky ozbrojenych sil nebo policie nebo
spravnich organd statu.

3. Nicv tomto ¢lanku neopraviiuje smluvni strany Umluvy Mezinarodni organizace préce z roku 1948 o svobodé& sdruZovani
aochrané prava organizovat se, aby pfijaly zdkonodarna opat¥enti, jeZ prejudikovala zaruky stanovené v této Umluvé, nebo

aplikovaly pravo takovym zplsobem, jenZ by tyto zaruky prejudikoval.

Clanek 10

Staty, smluvni strany Paktu, uznavaji, Ze:

zvlasté k jejimu zaloZeni a po dobu, kdy odpovida za péci a vychovu nezletilych déti. Sriatek musi byt uzavien na zakladé
svobodného souhlasu snoubenct.

2. Zvlastni ochrana by méla byt poskytovana matkam v pribéhu priméreného obdobi pfed a po narozeni ditéte. BEhem
tohoto obdobi by pracujicim matkam méla byt poskytnuta placena dovolena nebo dovolena s odpovidajicimi poZitky ze
socialniho zabezpeceni.

3. Zvlastni opatieni by méla byt ¢inéna pro ochranu a pomoc vSem détem a mladezi bez jakékoli diskriminace na zakladé
rodinného pdvodu nebo jinych podminek. Déti a mladez by mély byt ochrariovany pred hospodaiskym a socialnim
vykofistovanim. Jejich zaméstnavani praci, ktera by Skodila jejich moralce nebo zdravi nebo byla nebezpecna jejich Zivotu,
nebo by mohla brzdit jejich normalni vyvoj, by méla byt trestna podle zakona. Staty by mély také stanovit vékovou hranici,

pod kterou by détska namezdni prace méla byt zakazana a trestana podle zakona.
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Umluva o odstranéni vSech forem diskriminace zen

Clanek 11

1. Staty, smluvni strany, pfijmou veskera pfislusna opatieni k odstranéni diskriminace Zen v zaméstnani s cilem zajistit, na
zakladé rovnopravnosti muz{ a Zen, stejna prava, zejména:

a) prava na praci jakoZto nezcizitelného prava vsech lidskych bytosti;

b) prava na stejné prilezitosti v zaméstnani, v€etné pouzivani stejnych kritérii vybéru v zaméstnani;

c) prava svobodné volby povolani a zaméstnani, prava na postup, zajisténi mista a na vSechny vyhody a podminky
zaméstnani a prava na ziskani odborného zaskoleni a preskoleni véetné vyuceni, specializa¢ni pfipravy a doskolovani;

d) prava na stejnou odménu, véetné vyhod, a na stejné zachazeni, pokud jde o praci stejné hodnoty, jakoZ i rovnopravnost
pfi hodnoceni kvality prace;

e) prava na socialni zabezpeceni, zejména v pripadech dichodu, nezaméstnanosti, nemoci, invalidity a stari a jiné
neschopnosti pracovat, jakoZ i prava na placenou dovolenovu;

f) prava na ochranu zdravi a na bezpec¢né pracovni podminky véetné ochrany poslani Zeny jako matky;

2. Za Ucelem zabranéni diskriminace Zen z dlivodli manZelstvi nebo matefstvi a zajisténi jejich redlného prava na praci
pfijmou staty, smluvni strany, veskera pfislusna opatfen:

a) k zakazu, pod hrozbou uvaleni sankci, propousténi z diivod( téhotenstvi nebo matefské dovolené a diskriminace pfi
propousténi z dlivod manzelského stavu;

sluZzebniho postaveni nebo socialnich pfispévka;

c) k prosazeni poskytovani nezbytnych dopliikovych socialnich sluzeb, umoZniujicich rodi¢dm spojovat rodinné povinnosti
s pracovnimi povinnostmi a G¢asti na vefejném Zivoté, zejména podporovanim zfizovani a rozvoje sité zarizeni péce o déti;
d) k poskytovani zvlastni ochrany téhotnym Zenam v druzich prace, jez se ukazaly byt pro né skodlivé.

3. Pravni predpisy upravujici poskytovani ochrany ve vécech uvedenych v tomto clanku, budou pravidelné

pfehodnocovany ve svétle védeckych a technickych znalosti a dle potfeby budou revidovany, ruseny nebo rozsifovany.

General recommendation No. 27 on older women and protection of their human rights

Work and pension benefits

41. States parties have an obligation to facilitate the participation of older women in paid work without discrimination
based on their age and gender. States parties should ensure that special attention is paid to addressing problems that
older women might face in their working life, and that they are not forced into early retirement or similar situations.

States parties should also monitor the impact of gender-related pay gaps on older women.
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42. States parties have an obligation to ensure that the retirement age in both the public and private sectors do not
discriminate against women. Consequently, States parties have an obligation to ensure that pension policies are not
discriminatory in any manner, even when women opt to retire early, and that all older women who have been active have
access to adequate pensions. States parties should adopt all appropriate measures, including, where necessary,
temporary special measures, to guarantee such pensions.

43. States parties should ensure that older women, including those who have the responsibility for the care of children,
have access to appropriate social and economic benefits, such as childcare benefits, as well as access to all necessary
support when caring for elderly parents or relatives.

44, States parties should provide adequate non-contributory pensions, on an equal basis with men, to all women who have
no other pension or insufficient income security, and State-funded allowances should be made available and accessible

to older women, particularly those living in remote or rural areas.

General recommendation No. 26 on women migrant workers

(c) Regulations and monitoring systems, as follows: (i) States parties should adopt regulations and design monitoring
systems to ensure that recruiting agents and employment agencies respect the rights of all women migrant workers. States
parties should include in their legislation a comprehensive definition of irregular recruitment along with a provision on
legal sanctions for breaches of the law by recruitment agencies (article 2 (e)); (ii) States parties should also implement

accreditation programmes to ensure good practices among recruitment agencies (article 2 (e));

Umluva o pravech osob se zdravotnim postiZzenim

Clanek 5

Rovnost a nediskriminace

1. Staty, které jsou smluvni stranou této Umluvy, uznavaiji, Ze vSechny osoby jsou pred zakonem a ze zakona rovnopravné

a maji pravo na rovnost pred zakonem a stejna prava vyplyvajici ze zdkona bez jakékoli diskriminace.

2. Staty, které jsou smluvni stranou této Umluvy, zakazuji veskerou diskriminaci na zakladé zdravotniho postiZeni a
zaruCuji osobam se zdravotnim postizenim rovnopravnou a Uc¢innou pravni ochranu pred diskriminaci z jakychkoli
ddvodd.

3. S cilem podpofit rovnopravnost a odstranit diskriminaci, staty, které jsou smluvni stranou této imluvy, pfijmou veskera
prisluSna opatfeni pro zajisténi poskytovani pfimérené Upravy. 4. Specificka opatfeni, ktera jsou nezbytna k urychleni

nebo dosaZeni faktické rovnopravnosti osob se zdravotnim postizenim, se nepovaZzuji podle této imluvy za diskriminaci.
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Vieobecny komentar k élanku 5:

67. Za (i¢elem zajiténi faktické rovnosti ve smyslu Umluvy musi smluvni staty zajistit, 7e nebude dochézet k diskriminaci
na zakladé postiZeni v souvislosti s praci a zaméstnanim. Aby byly zajiStény primérené Upravy, jak to stanovi ¢lanek 5 (3),
a aby bylo dosaZena nebo urychlena fakticka rovnost v pracovnim prostredi, jak to stanovi ¢lanek 5 (4) by smluvni staty
mély:

(a) usnadnit prechod od segregujiciho pracovniho prostredi pro lidi s postizenim a zprostfedkovat podporu jejich zapojeni
na otevieném pracovnim trhu a v mezidobi rovnéz zajistit bezprostredni aplikovatelnost pracovnich prav v téchto
prostredich;

(b) prosazovat pravo na podporované zaméstnavani, véetné pracovni asistence, pracovniho koucinku a odbornych
kvalifikacnich programd; chranit prava pracovnik( s postizenim; a zajistit pravo na svobodné zvolené zaméstnant;

(c) zajistit, Ze lidé s postizenim nebudou placeny méné, nez je relevantni minimalni mzda a nebudou pfichazet o benefit
socialniho zabezpedeni z dGvodu postizeni, pokud za¢nou pracovat;

(d) vyslovné uznat, Ze odepreni pfiméfenych Uprav je diskriminaci, a zakazat mnohonasobnou a prinikovou diskriminaci
a obtéZovani;

(e) zajistit odpovidajici prechod do a ze zaméstnani pro lidi s postiZzenim nediskriminacnim zplisobem. Smluvni staty jsou
zavazany k tomu, aby zajistily rovny a acinny pfistup k benefitdm a narokim, jako je dlchod nebo podpora v
nezaméstnanosti. Takové naroky nesmi byt naruSeny vyloucenim ze zaméstnani a tim dale zhorSuje jejich situaci
vyloucenti;

(f) podporovat praci v inkluzivnich a pfistupnych, bezpe¢nych a zdravych prostfedich ve verejném i soukromém sektoru;
(g) zajistit, Ze lidé s postizenim budou uZivat rovné prileZitosti ohledné moznosti kariérniho postupu prostfednictvim
pravidelnych hodnoticich setkani se svymi manaZery a definovanim cild, kterych by mélo byt dosazeno, jako soucasti
srozumitelné strategie;

(h) zajistit pristup ke skoleni, rekvalifikaci a vzdélavani, véetné odborného vycviku a budovani kapacity pro zaméstnance
organizace zastupujici zaméstnance a zaméstnavatele, odbory a pfislusné organy;

(i) pracovat na univerzalné aplikovatelnych pracovnich zdravotnich a bezpecnostnich opatfeni pro lidi s postizenim,
vCetné pracovnich bezpec¢nostnich a zdravotnich nafizenti, které nebudou pro lidi s postizenim diskriminacni a které budou
inkluzivni;

(j) uznani prav lidi s postizenim na pfistup k obchodnim organizacim a odbor@im

Clanek 9

Pfistupnost

1. S cilem umoznit osobam se zdravotnim postiZzenim Zit nezavisle a plné se zapojit do vSech oblasti Zivota spole¢nosti,
pfijmou staty, které jsou smluvni stranou této Umluvy, pfislusna opatreni k zajiSténi pfistupu osob se zdravotnim

postiZzenim, na rovnopravném zakladé s ostatnimi, k hmotnym Zivotnim podminkam, dopravé, informacim a komunikaci,
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vCetné informacnich a komunikacnich technologii a systémd, a k dalSim zafizenim a sluzbam dostupnym nebo
poskytovanym verejnosti, a to v méstskych i venkovskych oblastech. Tato opatreni, ktera budou zahrnovat identifikaci a
odstranovani prekazek a bariér branicich pristupnosti, se budou tykat, mimo jiné: a) budov, dopravni sité, dopravy a
dalsich vnitfnich i venkovnich zafizeni, vetné Skol, obytnych budov, zdravotnickych zafizeni a pracovist; b) informacnich,
komunikac¢nich a dalSich sluzeb, véetné elektronickych sluzeb a zachrannych sluzeb.

2. Staty, které jsou smluvni stranou této imluvy, pfijmou také pfislusna opatteni, jejichZ cilem bude:

a) vypracovat a vyhlasit minimalni vnitrostatni standardy a normy pro zajisténi pfistupnosti zafizeni a sluzeb dostupnych
nebo poskytovanych verejnosti a kontrolovat jejich provadénti;

b) zajistit, aby soukromé subjekty, které provozuji zafizeni a sluzby dostupné nebo poskytované verejnosti, braly v Gvahu
vSechna hlediska pFistupnosti pro osoby se zdravotnim postizenim;

c) zajistit pro zainteresované osoby $koleni o problémech v pfistupnosti, kterym Celi osoby se zdravotnim postizenim;

d) vybavit budovy a dalsi verejné pfistupna zafizeni znacenim v Braillové pismu a ve snadno Citelnych a srozumitelnych
formach;

e) zajistit rizné formy asistence a prostiedniky, véetné priivodct, pfedcitateld a profesionalnich tlumoc¢nikl znakové fedi,
k usnadnéni pfistupu do budov a dalSich vefejné pristupnych zafizeni;

f) podporovat dalsi vhodné formy asistence a podpory pro osoby se zdravotnim postiZenim s cilem zajisténi jejich pfistupu
k informacim; g) podporovat pfistup osob se zdravotnim postiZzenim k novym informac¢nim a komunikac¢nim technologiim
a systémim, vCetné internetu; h) podporovat planovani, vyvoj, vyrobu a distribuci informacnich a komunikacnich

technologii a systémdl jiZ v rané fazi zplsobem, ktery zajisti jejich pristupnost za vynaloZeni minimalnich nakladd.

Vieobecny komentar k élanku 9:

41. Persons with disabilities cannot effectively enjoy their work and employment rights, as described in article 27 of the
Convention, if the workplace itself is not accessible. Workplaces therefore have to be accessible, as is explicitly
indicated in article 9, paragraph 1 (a). A refusal to adapt the workplace constitutes a prohibited act of
disabilitybased discrimination. Besides the physical accessibility of the workplace, persons with disabilities need
accessible transport and support services to get to their workplaces. All information pertaining to work,
advertisements of job offers, selection processes and communication at the workplace that is part of the work process
must be accessible through sign language, Braille, accessible electronic formats, alternative script, and augmentative and
alternative modes, means and formats of communication. All trade union and labour rights must also be accessible, as
must training opportunities and job qualifications. For example, foreign language or computer courses for employees and

trainees must be conducted in an accessible environment in accessible forms, modes, means and formats.

Clanek 27

Prace a zaméstnavani
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1. Staty, které jsou smluvni stranou této Umluvy, uznavaji pravo osob se zdravotnim postiZzenim na praci na rovhopravném
zakladé s ostatnimi; patfi sem zejména pravo na moznost Zivit se praci svobodné zvolenou nebo pfijatou na trhu prace av
pracovnim prostredi, které je oteviené, inkluzivni a pfistupné osobam se zdravotnim postizenim. Staty, které jsou smluvni
stranou této Umluvy, zabezpecuji a podporuiji realizaci prava na praci, mimo jiné i pro osoby, u kterych dojde ke vzniku
zdravotniho postizeni v pribéhu zaméstnani, pfijimanim pfislusnych opatfeni, véetné opatreni legislativnich, s cilem

zejména:

a) zakazat diskriminaci na zakladé zdravotniho postiZeni ve vech otazkach tykajicich se kterékoli formy zaméstnavani,
vCetné podminek naboru, pfijimani a zaméstnavani pracovnik(, setrvani v zaméstnani, profesniho postupu a bezpecnosti
a ochrany zdravi pfi praci;

b) chranit, na rovnopravném zakladé s ostatnimi, prava osob se zdravotnim postiZzenim na spravedlivé a uspokojivé
pracovni podminky, v€etné rovnych prileZitosti a rovného odménovani za praci rovnocenné hodnoty, na bezpecnost a
ochranu zdravi pfi préaci, véetné ochrany pred obtéZovanim, a na napravu kfivd;

c) zajistit osobam se zdravotnim postizenim moznost uplatriovat sva pracovni a odborova prava na rovnopravném zakladé
s ostatnimi;

d) umozZnit osobdm se zdravotnim postizenim Gcinny pfistup k programim obecného odborného a profesniho
poradenstvi, ke sluzbam zprostfedkovani prace a odborné pfipravé na vykon povolani i dalsimu vzdélavani;

e) podporovat pracovni pfilezitosti a profesni postup osob se zdravotnim postizenim na trhu prace, jakoZ i asistenci pfi
hledani, ziskavani a udrzeni si zaméstnani a pfi navratu do prace;

f) podporovat prileZitosti k samostatné vydélecné ¢innosti, soukromému podnikani, rozvijeni ¢innosti druZstev a zahajeni
vlastniho podnikani;

g) zaméstnavat osoby se zdravotnim postizenim ve vefejném sektoru;

h) podporovat zaméstnavani osob se zdravotnim postizenim v soukromém sektoru prostrednictvim vhodné politiky a
opatreni, ktera mohou zahrnovat programy pozitivni diskriminace, pobidky a dalsi opatfent;

i) zajistit, aby osobam se zdravotnim postizenim byla poskytovana pfimérend Uprava na pracovisti;

j) podporovat u osob se zdravotnim postiZzenim ziskavani pracovnich zkuSenosti na otevieném trhu prace;

k) podporovat pracovni a profesni rehabilitaci osob se zdravotnim postizenim, stejné jako programy zamérené na udrzeni

pracovniho mista a navrat do zaméstnani.

2. Staty, které jsou smluvni stranou této imluvy, zajisti, aby osoby se zdravotnim postizenim nebyly drzeny v otroctvi nebo

nevolnictvi a byly chranény, na rovnopravném zakladé s ostatnimi, pfed nucenou nebo povinnou praci.

Clanek 28

Primérena Zivotni Uroven a socialni ochrana

1. Staty, které jsou smluvni stranou této Umluvy, uznavaji pravo osob se zdravotnim postizenim na pfimérenou Zivotni

Uroven pro né a jejich rodiny, zahrnujice v to dostate¢nou vyZivu, oSaceni a bydleni, a na neustalé zlepSovani Zivotnich
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podminek, a podniknou odpovidajici kroky, aby zabezpecily a podpofily realizaci tohoto prava bez diskriminace na

zakladé zdravotniho postiZeni.

2. Staty, které jsou smluvni stranou této imluvy, uznavaji pravo osob se zdravotnim postizenim na socialni ochranu a na
uZivani tohoto prava bez diskriminace na zakladé zdravotniho postiZeni a podniknou odpovidajici kroky, aby zabezpecily
a podpoily realizaci tohoto prava, véetné opatreni:

a) na zajisténi rovného pristupu osob se zdravotnim postizenim k nezavadné vodé a vhodnym a dostupnym sluzbam,
kompenzacnim pomUckam a dalsi pomoci souvisejici s uspokojovanim potreb vztahujicich se ke zdravotnimu postizent;
b) na zajisténi pristupu osob se zdravotnim postiZzenim, a zejména Zen, divek a starSich osob se zdravotnim postiZzenim, k
programiim socialni ochrany a sniZeni chudoby;

Uhradou vydajl souvisejicich se zdravotnim postiZzenim, v€etné odpovidajiciho proskoleni, poradenstvi, finan¢ni pomoci

a respitni péce;

Dokumenty Mezinarodni organizace prace

Equal Remuneration Convention

e Discrimination (Employment and Occupation) Convention

e Workers with Family Responsibilities Convention

e Vocational Rehabilitation and Employment (Disabled Persons) Convention
¢ Indigenous and Tribal Peoples Convention

e Maternity Protection Convention

e HIVand AIDS Recommendation

e Elimination of Violence and Harassment in the World of Work

MozZna inspirace:

Transforming enterprises through diversity and inclusion, 2022 (vice v pfiloze)

Cile udrzitelného rozvoje

Cil 1. VSude ukondit chudobu ve viech jejich formach
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1.4 Do roku 2030 zajistit, aby vSichni muzi a Zeny, zejména chudi a zranitelni, méli rovna
prava na ekonomické zdroje, jakoz i pfistup k zakladnim sluzbam, vlastnictvi a kontrolu nad
ptdou a jinymi formami vlastnictvi, dédictvi, pfirodni zdroje, vhodné nové technologie a

finan¢ni sluzby, vcetné mikrofinancovani.

Cil 5. Dosahnout rovnosti Zen a muzl a posilit postaveni vSech Zen a divek
5.1 Ukoncit vSechny formy diskriminace vSech Zen a divek na celém svété.
5.5 Zajistit Zzenam plnou a Gc¢innou Gcast a rovné prilezitosti pro vedouci postaveni na vsech

arovnich rozhodovani v politickém, hospodarském a verejném Zivoté.

Cil 8. Podporovat trvaly, inkluzivni a udrzitelny hospodarsky rist, plnou a produktivni
zaméstnanost a dustojnou praci pro viechny.

8.5 Do roku 2030 dosahnout plné a produktivni zaméstnanosti a dlistojné prace pro vSechny
Zeny a muze, véetné mladych lidi a osob se zdravotnim postiZzenim, a stejné odmény za praci

stejné hodnoty.

Cil 10. Snizit nerovnosti v ramci jednotlivych zemi a mezi nimi

10.1 Do roku 2030 postupné dosahnout a udrzet rdst pfijmd dolnich 40 % obyvatelstva na
vyssi drovni, neZ je narodni primeér.

10.2 Do roku 2030 posilit a podporovat socialni, ekonomické a politické zaclenéni vsech bez
ohledu na vék, pohlavi, zdravotni postiZeni, rasu, etnicky plvod, naboZenstvi nebo
ekonomické ci jiné postaveni

10.3 Zajistit rovné prilezitosti a sniZit nerovnosti ve vysledcich, mimo jiné odstranénim
diskriminacnich zakon, politik a postupl a podporou vhodnych pravnich predpisd, politik
a opatreni v tomto ohledu

10.4 Prijimat politiky, zejména dariovou, mzdovou a politiku socidlni ochrany, a postupné

dosahovat vétsi rovnosti.
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IQUALITY VISION

Principy posileni postaveni Zen

(UN Women, ILO)

Principle 1

Principle 2

Principle 3

Principle 4

Principle 5

Principle 6

Principle 7

8]

I A & ¢ & F

Establish high-level corporate leadership
for gender equality.

Treat all women and men fairly at work- respect and
support human rights and nondiscrimination.

Ensure the health, safety and well-being of
all women and men workers.

Promote education, training and professional
development for women.

Implement enterprise development, supply chain
and marketing practices that empower women,

Promote equality through community initiatives
and advocacy.

Measure and publicly report on progress
to achieve gender equality.
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Rada Evropy

IQUALITY VISION

Zavazne lidskopravni umluvy

Evropska umluva o ochrané lidskych prava zakladnich svobod
Evropska imluva o socialni a zdravotni pomoci

Evropska socialni charta

Evropska imluva o pravnim postaveni migrujicich pracovniki
Revidovana Evropska socialni charta

Evropska umluva o socialnim zabezpeceni

Judikatura Evropského soudu pro lidska prava

Databaze HUDOC
Factsheets:

Gender equality

Gender identity issues

Sexual orientation issues

Trade union rights

Surveillance at workplace

Handbook on European non-discrimination law
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Judikatura Evropskéeho vyboru pro socialni prava

Databaze HUDOC

Komisar Rady Evropy pro lidska prava

Doporuceni CM/Rec(2014)2 Vyboru ministr( ¢lenskym statim o podpore lidskych prav
starsich osob

Usneseni 1958 (2013) o boji proti diskriminaci starSich osob na trhu prace

Issue paper "Lidska prava a postiZeni: Rovna prava pro vsechny"

Issue paper "Lidska prava a genderova identita"

Zprava "Lidska prava Romu a koCovnik{ v Evropé"
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Evropska unie

Zakladni dokumenty

Evropsky pilif socialnich prav

Evropsky pilir socidlnich prav by mél slouZit jako voditko na cesté k efektivnim vysledkim v
oblasti zaméstnanosti a socialni oblasti pri Feseni soucasnych a budoucich vyzev, které jsou
primo zaméreny na uspokojeni nezbytnych potreb lidi, i na cesté k zajisténi lepsiho uzakonéni

a uplatriovani socialnich prav.

KAPITOLA | Rovné prileZitosti a pristup na trh prace

01 V3eobecné a odborné vzdélavani a celozivotni uéeni

Kazdy ma pravo na kvalitni a inkluzivni vSeobecné a odborné vzdélavani a celozivotni uceni,
aby si udrZel a nabyl dovednosti, které mu umozni G¢astnit se plné na Zivoté spolecnosti a

Uspésné zvladat prechody na trhu prace.

02 Rovnost zen a muzl
a. Rovnost zachazeni a prilezitosti pro Zeny a muze musi byt zajiSténa a podporovana ve
vSech oblastech, véetné Gcasti na trhu prace, podminek zaméstnani a kariérniho rdstu.

b. Zeny a muZi maji pravo na stejnou odménu za rovnocennou praci.

03 Rovné prilezitosti
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Bez ohledu na pohlavi, rasu nebo etnicky plvod, nabozenské vyznani nebo presvédceni,
zdravotni postizeni, vék nebo sexudlni orientaci ma kazdy pravo na rovné zachazeni a
prilezitosti, pokud jde o zaméstnani, socialni ochranu, vzdélavani a pfistup ke zboZi a
sluzbam dostupnym verejnosti. Musi byt podporovany rovné prilezitosti nedostatecné

zastoupenych skupin.

04 Aktivni podpora zaméstnanosti

a. Kazdy ma pravo na vcasnou a individualné uzpdsobenou pomoc pro zlepseni vyhlidek na
zaméstnani nebo na vykon samostatné vydélecné ¢innosti. Zahrnuto je pravo na pomoc pro
ucely hledani pracovniho mista a pro ucely odborné pripravy a rekvalifikace. Kazdy ma
pravo na prevod narokl na socialni ochranu a odbornou pfipravu v dobé prechodu mezi
zaméstnanimi.

b. Mladi lidé maji pravo na dalsi vzdélavani, ucriovskou pfipravu, stz nebo na nabidku
pracovniho mista dobré kvality do ¢tyf mésicd od ztraty zaméstnani nebo ukonceni svého
vzdélavani.

c. Nezaméstnani maji pravo na personalizovanou, kontinualni a konzistentni pomoc.
Dlouhodobé nezaméstnani maji pravo na hloubkové individualni posouzeni své situace

nejpozdéji 18 mésicl od ztraty zaméstnani.

KAPITOLA Il Spravedlivé pracovni podminky

05 Bezpecné a adaptabilni zaméstnani
a. Bez ohledu na typ a dobu trvani pracovniho poméru maji pracovnici pravo na spravedlivé
a rovné zachazeni, pokud jde o pracovni podminky a pfistup k socialni ochrané a odborné

pripravé. Musi se podporovat prechod na formy pracovniho poméru na dobu neurcitou.

b. V souladu s pravnimi predpisy a kolektivnimi smlouvami musi byt zajisténa nezbytna
flexibilita pro zaméstnavatele, aby se mohli rychle prizplGsobit zménam hospodarské

situace. c. Musi se podporovat inovativni formy prace zajistujici kvalitni pracovni podminky.
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Musi se podporovat podnikdni a samostatna vydélecna cinnost. Musi se usnadfovat
profesni mobilita.

d. Musi se zamezit pracovnim pomérim vedoucim k nejistym pracovnim podminkam, mimo
jiné prostrednictvim zakazu zneuzivani atypickych pracovnich smluv. ZkuSebni doba by

méla byt pfimérenou délku.

06 Mzdy

a. Pracovnici maji pravo na spravedlivou mzdu umoznujici distojnou Zivotni Groven.

b. Musi byt zajisténa pfimérena minimalni mzda, ktera uspokoji potfeby pracovniki a jejich
rodin s prihlédnutim k vnitrostatnim hospodarskym a socidlnim podminkam, pricemz vsak
musi byt zachovan pfistup k zaméstnani a motivace hledat si praci. Musi byt zamezeno
chudobé pracujicich.

c. VSechny mzdy musi byt stanovovany transparentnim a predvidatelnym zptsobem podle

vnitrostatnich zvyklosti a musi byt uznavana samostatnost socialnich partnerd.

07 Informace o pracovnich podminkach a ochrana v pripadé propusténi

a. Pracovnici maji pravo byt na zacatku svého pracovniho poméru pisemné informovani o
pravech a povinnostech vyplyvajicich z pracovniho poméru, véetné zkusebni doby.

b. Pfed propusténim maji pracovnici pravo byt informovani o jeho dGvodech a musi jim byt
dana primérena vypovédni doba. Maji pravo na pfistup k G¢innému a nestrannému feseni
sporl a v pfipadé neopravnéného propusténi maji pravo na napravu, véetné primérené

kompenzace.

08 Socialni dialog a zapojeni pracovniki

a. Socialni partnefi musi byt pfi tvorbé a provadéni hospodarské politiky, politiky
zaméstnanosti a socialni politiky konzultovani podle vnitrostatnich zvyklosti. Musi byt
podporovani ve sjednavani a uzavirani kolektivnich smluv v zaleZitostech, které se jich

tykaji, pricemz je uznavana jejich samostatnost a pravo na kolektivni akce. V prislusném
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pfipadé musi byt smlouvy uzaviené mezi socialnimi partnery provadény na Grovni Unie a
jejich Clenskych stata.

b. Pracovnici nebo jejich zastupci maji pravo na vcasné informovani a projednavani v
zalezitostech, které se jich tykaji, zejména v pfipadé prevodu, restrukturalizace a flze
podniku a hromadného propousténi.

c. Musi byt podporovano zvyseni kapacity socialnich partner( posilovat socialni dialog.

09 Rovnovaha mezi pracovnim a soukromym Zivotem

Rodice a osoby s peCovatelskymi povinnostmi maji pravo na vhodnou dovolenou, pruzné
pracovni podminky a pfistup k peCovatelskym sluzbadm. Zeny a muzi musi mit rovny pfistup
ke zvlastnim dovolenym, aby mohli plnit své pecovatelské povinnosti a musi byt motivovani

k jejich vyvazenému vyuZziti.

10 Zdravé, bezpecné a dobre uzplisobené pracovni prostredi a ochrana udajt

a. Pracovnici maji pravo na vysokou Uroven bezpecnosti a ochrany zdravi pfi praci.

b. Pracovnici maji pradvo na pracovni prostredi, které je uzplsobené jejich profesnim
potfebam a které jim umozni prodloufZit jejich Gc¢ast na trhu prace.

c. Pracovnici maji pravo na ochranu svych osobnich Gdaji v kontextu zaméstnani

Charta zakladnich prav EU

Smeérnice

Smérnice Rady o ochrané mladistvych pracovniki

Smérnice Rady, kterou se stanovi obecny ramec pro rovné zachazeni v zaméstnani a
povolani

Smérnice Evropského parlamentu a Rady o opatrenich usnadnujicich vykon prav udélenych

pracovniklim v souvislosti s jejich volnym pohybem
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Smérnice Rady o zavadéni opatreni pro zlepseni bezpecnosti a ochrany zdravi pfi praci
téhotnych zaméstnankyn a zaméstnankyn kratce po porodu nebo kojicich zaméstnankyn
Smérnice Evropského parlamentu o uplatiiovani zasady rovného zachazeni pro muze a Zeny
samostatné vydélecné ¢inné

Smérnice Rady, kterou se zavadi zasada rovného zachazeni s osobami bez ohledu na jejich
rasu nebo etnicky ptivod

Smérnice Evropského parlamentu a Rady o agenturnim zaméstnavani

Doporuceni

Doporuceni Komise o aktivnim zaclefiovani osob vyloucenych z trhu prace
Doporuceni Komise o posileni zasady rovného odmériovani muzd a Zen prostfednictvim

transparentnosti

’

Doporuceni Rady o rovnosti, zaclenéni a icasti Rom
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Zaver aneb Co si z toho miizeme vzit?

Problémy:
e Socialni prava nejsou pfimo vymahatelna.
e Mezinarodni tmluvy a dokumenty zavazuji staty, nikoliv zaméstnavatele.
e Standardy nejsou jednotné.

e Né&které maji pouze doporucujici povahu.

Definice a principy:

Inkluze

Inkluze vzaméstnani znamena, Ze vsichni jednotlivci maji rovné moznosti ziskat a udrZet si
zaméstnani, plné se podilet na praci, pfi kariérnim postupu a odmérovani, bez jakékoli formy
diskriminace na zakladé pohlavi, etnického ptvodu, postizeni, véku, nabozenstvi ¢i jiného postaveni.
Inkluze znamena rovnovahu mezi sounaleZitosti (vytvarenim a udrzovanim silného pocitu prijeti
ostatnimi a vazbami a stabilnimi vztahy s ostatnimi) a individualizaci (jsou vnimani, chapani a
oceriovani jako jednotlivci, aniz by museli skryvat nebo prizplsobovat své aspekty, aby zapadli).

Na rozdil od diverzity, ktera je Casto zamérena kvantitativné (mira reprezentace jednotlivych skupin),

inkluze predstavuje kvalitativni slozku (proZitky a zkusenosti jednotlivcl a skupin).

Zakladni principy:

Rovné prileZitosti: Zajisténi stejnych 3anci a podminek pro vSechny jednotlivce pfi hledani
zaméstnani, kariérnim postupu a odmériovani.

Nediskriminace: Zakaz diskriminace na pracovisti na zakladé chranénych charakteristik.

Plné zaélenéni: Zajisténi, Ze vsichni zaméstnanci maji moZnost aktivné se podilet na pracovnim

Zivoté, bez ohledu na jejich pohlavi, etnicky pivod, postiZeni, vék, naboZenstvi i jiného postaveni.
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PFiméFené upravy: Poskytnuti podplirnych opatfeni a pfizplsobeni pracovniho prostiedi tak, aby

umoznilo vSem zaméstnanctm plné se UcCastnit a vyuZit svij potencial.

Diverzita

Cilem diverzity v zaméstnani je vytvoreni inkluzivniho prostredi, které respektuje a vyuZiva bohatstvi
riznorodosti mezi zaméstnanci. Diverzita na pracovisti souvisi s podobnosti a rozdily, které existuji
mezi lidmi a které mohou ovlivnit pracovni a obchodni pfilezitosti a vysledky. Rozmanitost se tyka
podobnosti a rozdilti spojenych s osobnimi charakteristikami, jako je vék, zdravotni postizeni, pohlavi,
genderova identita, etnicky plvod, rasa, nabozenstvi Ci sexualni orientace, ale také podobnosti a
rozdild na Grovni hodnot, perspektiv, pracovnich styl, povinnosti péce, hierarchické Grovné (i
pracovnich roli. VétSina osob se identifikuje s vicero skupinami a tyto se mGzou v pribéhu ¢asu ménit,

coz muze ovlivnit a posunout jeji pracovni prileZitosti a vysledky.

Pfimérené dpravy

Pfimérené Upravy vzaméstnani jsou opatfeni nebo Upravy pracovniho prostfedi poskytovany
zaméstnavatelem k odstranéni bariér a zajisténi rovnych prilezitosti osobam se zdravotnim postizenim
nebo jinymi specifickymi potfebami plné a efektivni zapojeni do pracovniho Zivota, tj. pfi hledani

zaméstnani, plnéni pracovnich povinnosti ¢i kariérnim postupu.

MUZe jit napfiklad o Gpravu pracovniho prostfedi nebo pracovnich pomiicek, flexibilni pracovni dobu nebo
moznost prace na dalku, poskytnuti asistence nebo tlumocnika, poskytnuti specialniho vzdélavani nebo

podpory.
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Intersekcionalita

Intersekcionalita je koncept, ktery bere v Gvahu, jak riizné formy diskriminace (napfiklad na zakladé
pohlavi, etnického plvodu, postizeni, sexudlni orientace nebo genderové identity) se mohou
vzajemné ovliviovat a posilovat, a tak vytvaret jedineCny zazitek nebo situaci pro jednotlivce v
pracovnim prostredi.

Lidé mohou byt vystaveni riznym formam diskriminace zaroven, coz mize vést k mnohem
komplexnéjsim situacim, nez by bylo mozné vyjadrit pouze jednou charakteristikou, jako je napfiklad
pohlavi nebo etnicky plvod. Zaméstnavatelé by méli byt schopni identifikovat a adresovat rtizné
aspekty diskriminace a vytvaret postupy a pokyny, které respektuji riznorodost a zarucuji rovné

prilezitosti pro vSechny pracovniky bez ohledu na kombinaci osobnich charakteristik.

Rovné odménovani

Rovné odménovani znamena zasadu, Ze vsichni jednotlivci maji pravo na stejnou odménu za stejnou praci
bez ohledu na jejich osobni charakteristiky, jako je pohlavi, rasova nebo etnicka prislusnost, nabozenstvi,
zdravotni postizeni nebo jakakoli jind charakteristika. Prdvo na rovné odménovani znamena, Ze
zaméstnavatelé by méli by zajistit, aby odmény byly stanoveny na zakladé objektivnich a relevantnich
kritérii spojenych s praci, nikoli s osobnimi vlastnostmi zaméstnancd. Zajisténi rovného odménovani je

klicové pro ochranu zakladnich lidskych prav, podporu rovnosti a eliminaci diskriminace v pracovnim

prostredi.

Diistojnd prace

Pravo na dlstojnou predpoklada zajisténi pracovnich podminek, které jsou spravedlivé, bezpecné,

zajistuji dUstojny Zivot a respektuji lidskou ddstojnost.

DUstojna prace je zaloZena na Ctyrech zakladnich pilifich, jak je definuje Mezinarodni organizace prace:

1. Tvorba pracovnich mist a rozvoj podnikani
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Zajisténi pristupu k produktivni praci, kterd poskytuje spravedlivy pfijem, bezpecné pracovni
podminky, socialni ochranu a rovné prilezitosti pro viechny pracovniky bez diskriminace.

2. Socialni zabezpeceni

Zajisténi ochrany a zabezpeceni pro pracovniky a jejich rodiny v pfipadé nemoci, nezaméstnanosti,
invalidity a v dlichodu.

3. Pracovni podminky a pravo

Respektovani zakladnich pracovnich prav, jako je svoboda sdruZzovani se a kolektivni vyjednavani,
zakaz nucené prace a détské prace a dodrzovani minimalnich pracovnich standard

4. Vlada a socialni dialog

Zapojeni pracovniki, zaméstnavateld a vlady do dialogu a vyjednavani o pracovnich otazkach a

socialni politice s cilem dosahnout shody a spole¢ného porozuméni

Slad'ovani pracovniho a rodinného Zivota

Sladovani pracovniho znamena moznost jednotliveli dosahnout rovnovahy mezi svym pracovnim a
rodinnym Zivotem. Tento koncept zdUrazruje pravo na moznost kombinovat zaméstnani s rodinnymi
povinnostmi a péci o blizké osoby bez diskriminace nebo znevyhodriovani na pracovisti. To zahrnuje
podporu politik a opatreni, ktera umoznuji flexibilni pracovni podminky, zajisténi rodicovské
dovolené, péce o déti, péce o starsi ¢leny rodiny nebo lidi se zdravotnim postizenim a podporu
rovného pristupu Zen a muzt k témto moznostem. Sladovani pracovniho a rodinného Zivota je dilezité

pro podporu rovnosti pohlavi, prevenci diskriminace na zakladé rodinného stavu a zajisténi

dustojnych pracovnich podminek pro vSechny pracovniky.

Diskriminace/diskriminacni diivody

Nedlivodné rozliSovani, omezeni, vylu¢ovani nebo jiné méné priznivé zachazeni na zakladé jejich
chranénych charakteristik, oproti jiné osobé ve srovnatelné situaci. Diskriminaci je také obtéZovani a

rtzné druhy Sikany.
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Mezi chranéné charakteristiky patfi:

Rasa a etnicky puivod: Diskriminace na zakladé rasy, etnického plvodu, plvodu, barvy pleti nebo
narodnostniho plvodu.

Pohlavi: Diskriminace na zakladé pohlavi, véetné Zen, muzi a osob s odlidnou genderovou identitou.
Také diskriminace z dGivodu matefstvi.

NaboZenstvi a vira: Diskriminace na zaklad& naboZenstvi, viry, presvédéeni &i absence ndboZenského
vyznani.

PostiZeni: Diskriminace na zikladé existence domnélého Ci skute¢ného postizeni. MiZe jit také o
odvozenou diskriminaci (nap¥. rodi¢ postizeného ditéte).

Sexualni orientace a genderova identita: Diskriminace na zakladé sexudlni orientace ¢&i genderové
identity.

Vék: Diskriminace na zakladé véku. Zvlasté se tyka ochrany prav déti a starsich lidi.

Statni prislusnost: Diskriminace z dGvodu ob¢anstvi a statni pFislusnosti.

Na co se zamérit?

— Jaké ma zaméstnavatel hodnoty?

— Jsou obsazZeny ve vnitfnich dokumentech/politikach tykajicich se nabor,
prizplsobeni pracovnich mist, HR, mozZnosti flexibility v praci?

— Ma konkrétni politiky tykajici se nulové tolerance proti diskriminaci, obtéZovani,
nasili?

— M4 urcené konkrétni osoby a postup pfi konkrétnich incidentech?

Pravni ramec

e Listina zakladnich prav a svobod
e Zakonik prace

e Antidiskriminacni zakon

e Obcansky zakonik

e Zakon o zaméstnanosti

e Zakon oBOZP

e Zakon o kolektivnim vyjednavani
e Bezbariérova vyhlaska
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Na co se zamérit?

— Dodrzuje zaméstnavatel vSechny zakonné povinnosti?

— Jsou zakonné povinnosti obsaZeny ve vnitfnich dokumentech/politikach?
— Jsou pracovni smlouvy pfistupné a flexibilni?

— Maji rizni zaméstnanci na stejné pozici stejnou odménu?

— Je stanoveni odmén transparentni?

— Znaji zaméstnanci sva prava?

— MUzou se zaméstnanci sdruzovat v odborech?

Kontrola

e Soudy

e Statni urad inspekce prace

e Ministerstvo prace a socialnich véci
e Verejny ochrance prav

Na co se zamérit?

Byl zaméstnavatel v minulosti podroben kontrole ze strany statnich Gradd nebo
soudu?

Jaky byl vysledek kontroly?

Jaké kroky byly ¢inény smérem k implementaci zavérd kontroly?

Je zaméstnavatel vstricny vici kontrolnim organiim?

Provadi zaméstnavatel také vnitfni monitoring/audit a evaluaci prostrednictvim
svych zaméstnanc(?

\

VRN
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Dalsi zdroje

https://s38312.pcdn.co/wp-content/uploads/Employer-Toolkit-Intellectual-Disability-

Final-Version.pdf

https://www.hi.org/sn uploads/document/PP_InclusiveEmployment.pdf

https://www.ilo.org/wcmsp5/groups/public/---ed norm/---

declaration/documents/publication/wcms 536630.pdf

https://www.ilo.org/wcmsp5/groups/public/---ed dialogue/---

act emp/documents/publication/wcms 841348.pdf

https://learn.weps.org/local/static/about _us.php

https://www.weps.org/sites/default/files/2022-

12/WEPs%20BROCHURE%20%28december%202022%29 0.pdf

https://www.weps.org/sites/default/files/2020-04/WEPs%20To00l%20Questionnaire.pdf

https://www.weps.org/sites/default/files/2021-09/WEPs%20GUIDANCE%20%20Anti-

Discrimination%20FINAL%20FINAL.pdf

https://www.weps.org/sites/default/files/2020-

10/Empowering%20Women%20at%20Work-2020%20Report.pdf
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https://www.hi.org/en/inclusive-employer-toolbox

https://www.opendoorgroup.org/40179-2/

https://www.inclusiveemployers.co.uk/inclusive-employers-standard/the-six-pillars-of-

diversity-and-inclusion/

https://www.ochrance.cz/uploads-import/ESO/doporuceni-obcane-eu-v-cesku.pdf

https://www.ochrance.cz/dokument/tehotenstvi a materstvi na pracovisti/

https://www.ochrance.cz/dokument/byt lgbt v cesku/

https://www.ochrance.cz/dokument/diskriminace v cr obet diskriminace a jeji prekaz

ky v pristupu ke spravedlnosti/

https://www.ochrance.cz/dokument/projevy diskriminace v _pracovni_inzerci/

https://www.ochrance.cz/uploads-import/ESO/110-2010-DIS-MC Vyzkumna zprava.pdf

https://www.suip.cz/documents/20142/43720/rovne zachazeni2019.pdf/3c66c9b2-68¢c0-

9a9¢-1580-e37717bfb217
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Piilohy

Vybrané ¢asti publikace Transforming enterprises through diversity and inclusion,

»This study presents a framework for measuring inclusion at work at three levels. First, we
test the degree to which employees say they feel included at work. Second, we consider
three factors identified in the wider literature as contributing to both belonging and
individuation that create inclusion, that is the extent to which employees feel:

(1) respected for who they are and the skills and experience they bring and experience a
sense of belonging at work;

(2) supported to perform well in their roles; and

(3) rewarded and developed at work, all in an environment that supports equal opportunity
and treatment.

Third, we examine the extent to which employees experience the positive benefits of
inclusion referred to in the wider literature as potentially making a significant contribution
to overall business performance. These benefits include an increased sense of well-being,
ambition for career development, higher levels of productivity, performance, commitment,
collaboration and opportunities to contribute to better ways of doing things where they

work.“
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» Figure 3. A framework for measuring inclusion

Feeling included at work

Experience of factors contributing to inclusion
LEVEL

Respect and belonging Support for performance Development and reward

Experience of benefits of inclusion

@ Productivity Contributing
Well-being and Commitment  Collaboration to
development .
performance improvements
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» Chapter 2 overview

Our study seeks to understand and measure the experience
of inclusion at work by unpacking it at three levels:

— Level1.

The overall experience of
inclusion assessed by the
degree to which the workforce
say they feel included at work.

83%

- feel respected and
— 79%  haveasenseof
belonging at work
g
F feel supported
° 7 5% to improve
g level3 g performance
The extent to which the
workforce experience the feel valued through
positive benefits of inclusion 670/ opportunities for
that leads to contributions to O  development and
reward

overall business performance.

While overall experience

of inclusion is high, the
experience associated with
the benefits of inclusion is
relatively low. Additionally,
levels of inclusion are higher
at senior executive levels
where representation of
diversity globally is lower.

experience the
positive benefits

of inclusion

senior executives 78%
managers 70%

staff 57%

Senior executives are
much more likely to report
positive experiences of
inclusion compared to
staff and managers.

N

Further breakdown of factors contributing to aspects of inclusion

86% are treated 75% are supported with 66% say that they are
with respect flexible work arrangements fairty rewarded
75% can be their 73% are confident that 61% say that
authentic self at inappropriate workplace promotions are made
work behaviour will be acted fairly and transparently
upon
73% say that their 67% say that they are
perspectives are 70% say that reasonable supported to advance
sought out atwork accommodation will be their career
provided

40

56% experience a high
sense of well-being

59% have strong
ambition for promotion

61% are encouraged to
speak up about better
ways of doing things
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sMore support is needed to build greater understanding of the impact of intersectionality -
considering different personal characteristics, such as ethnicity/race and gender, as well as
an employee’s level in the enterprise hierarchy - on inclusion and how enterprises can
benefit from inclusion. Steps should focus on encouraging enterprises to broaden the focus

of action on D&l across multiple minoritized groups and hierarchical levels.“

The examples of the achievement of strong or transformational change on D&l in the
research all have four things in common. First, they each focus on adopting a strategic and
culture change approach to D&I. Second, they build diversity at top management levels.
Third, they adopt an approach to leading change on D&l that is shared by leaders, managers
and employees at all levels. Finally, they embed D&l into every aspect of the employee life

cycle and organizational activity through policies and practices.

Four key principles based on best practice guidance that are impactful in creating inclusion

and that are applicable globally:

1. First, when respondents report that D&l is a priority and part of the strategy and
culture where they work, embedded in values and behaviours as well as policies
and processes, respondents globally are 21 per cent more likely to agree that they
are encouraged and supported to advance their career, and they are 15 per cent
more likely to speak up about new or better ways of doing things.

2. Second, when there is representation of minoritized groups in top management,
this has a positive impact on inclusion across all employee groups and an even
greater impact among respondents who are from the same minoritized group that
is well represented in top management. For example, when women are
represented in critical mass in at least 40 per cent of top management positions,
women across all levels are 9 per cent more likely to feel included, 10 per cent more
likely to feel encouraged and supported to advance their career and 12 per cent
more likely to report high levels of well-being at work.

3. Third, when senior leaders and all managers and staff are held accountable as role
models for D&l in their everyday actions and behaviours and work together to co-
create the approach to D&l, survey respondents are 11 per cent more likely to
report feeling committed to their company and to experience high levels of
collaboration with colleagues.
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4. Finally, higher levels of inclusion and the benefits of inclusion for employees and
their employers are only fully realized when actions are applied across the
employee life cycle from recruitment through development and retention and
targeted at creating both a strong sense of belonging and enabling everyone to be
themselves at work with their individual needs seen, understood, cared about and,
wherever possible, met. For example, when there are goals and actions in place to
recruit and develop people from minoritized backgrounds, respondents are 8 per
cent more likely to agree that opportunities and decisions about promotions are
made fairly and transparently and 7 per cent more likely to feel encouraged and
supported to advance their career. When there is a D&l policy in place, respondents
are 9 per cent more likely to agree they are generally treated with respect and 18
per cent more likely to feel supported to work flexibly.
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» Chapter 3 overview

Four principles have been identified to achieve transformational change on
D&l globally. The principles highlight the importance of focusing on behaviour
and culture change in relation to D&l as well as policies and practices:

k -~ (]
Adopt a strategic and cultural Build diversity in top i
change approach to D&I management levels ‘

When there are at least 40%
women in top management:

Women are:

(+) more likely to feel
9 /° included at work

1 2% more likely to feel valued

for being their authentic
self at work
Men are:

(+) more likely to feel
3 /° included at work

7% more likely to feel valued
for being their authentic
self at work

Principle 3 \/ —J

e Principle 4

Embed D&I into the employee life-
cycle and organizational practice

-
When a D&I policy exists, When senior leaders are held accountable
the workforce is: as role models for D&, the workforce is:
) more likely to be treated more likely to report high
9 A with respect 1 1 % levels of well-being
o more likely to feel more likely to report

1 8 /0 supported with flexible 1 0% ambitions for career

work arrangements development

©/ more likely to believe more likely to feel

2 6 A that decisions about 1 0% encouraged to speak

promotions are made fairly up about better ways

and transparently of doing things
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1. Adopting a strategic and culture change approach to D&l

» Figure 13. “Are any of the following in place to support D&I in your company?”, all results and
results by scale of operation

100%
2 80%
]
°
§ °
n  60% ® L
e ®
- ®
v o -2
g 0% . o
g 60% *
5 S 50%
& 20% e 37%
0%
Zero tolerance Employees from D&J actions are Goals and actions to Progress on D&l is
of discrimination, different roles sufficiently resourced recruit and develop measured and
harassment or and backgrounds and clearly people from diverse used to identify
violence in day to day are involved in identifiable in the backgrounds that are future priorities
business operations building greater D&l company strategy currently under- and actions
and culture represented in

the company

Actions in place to support a strategic and culture change approach to D&I

All respondents @ Multinational ® National

Source: ILO survey on D&I, 2021.

Note: See Appendix III, figure A11 for more detailed results by enterprise size.
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2. Building diversity at top management levels

» Figure 15. “To what extent are the following groups represented in your company'’s top
management positions?”, all results

4%
Women 31% 20% 25% u
Individuals from ethnic/racial/
religious minorities  [AEA 40% 12% R0 m
4
LGBTQI+ 23% 34% 1 7%
4%

People with disabilities 33% 44% (3

Groups represented in company's
top management positions

3%
0% 20% 40% 60% 80% 100%

Percentage of respondents

HO m1-29% M 30-39% 40-60% m Over 61 Don't know

Source: ILO survey on D&I, 2021.

3. Creating a shared leadership approach to D&I
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> Figure 16. “To what extent do you agree or disagree with the following statements about
leadership of D&I in your company” (respondents who strongly agree and agree), results by region

100%
"
£ 80% ® ® ® @
§ y &
A *
a H A u
o 60% A |
g
S |
]
o 40% 3%
E 64% 1% 69%
o
& 20%
0%
D&l are communicated Senior leaders are Line managers are All employees are
as one of the top held accountable as held accountable for responsible and
priorities in our company role models for D& in recruiting and accountable for
and progress Is regularly their behaviours and developing diverse supporting D&l
reported on by leaders actions and inclusive teams

Statements about leadership of D&I

World @ Africa A Americas Arab States @ Asia and the Pacific M Europe and Central Asia

Source: ILO survey on D&I, 2021.

Note: See Appendix III, figure A12 for more detailed results by enterprise size and respondents’ position.

4. Embedding D&l into every aspect of the employee life cycle and organizational
aktivity
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» Figure 17. “Does your company have a stated policy on D&I?"

Panel A. Results by region

World 62% 19% 19%
Africa 61% 21% 18%
c
2
g Arab States 65% 18%  17%
Asia and the Pacific 72% 16% 12%
Europe and Central Asia 49% 24% 27%
0% 20% 40% 60% 80% 100%
Percentage of respondents
Panel B. Results by enterprise size
World 62% 19% 19%
w
N
.. Small 55% 22% 23%
]
&
£ Medium 66% 18% 16%
w
Large 68% 15% 17%

20% 40% 60% 80% 100%

o
xR

Percentage of respondents

HYes ENo HDon'tknow

Source: ILO survey on D&I, 2021.
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» Figure 2. Three levels of maturity in enterprise approaches to D&I

Transformational

D&l is part of the
enterprise culture and

Compliance strategy and embedded

D& efforts are focused into every aspect of the

on complying with employee life cycle and

national legislation or organizational activity.

policy; basic D&I enter- Top level management

prise-level is diverse and all are

policies may exist. held accountable for
D&I actions.
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» Chapter 4 overview

Despite the large body of research on the business case for D&l, many of the
arguments are not yet driving enterprise action:

g Business case for D&I

Numerous research from reputable organizations capture and reinforce the business
case for enhanced enterprise action on D&I. D&I in the workplace leads to:

Improved business
performance and
innovation

Higher levels of Reduced turnover Improved investor
employee productivity, and absenteeism confidence
engagement and
creativity

— Top drivers of D&I

Rather the top driver is: The second and third drivers are linked to the business case:

48% 41% _L'\_ 41%
il

complying with improving the well-being attracting, developing and

legal obligation of employees retaining the best talent
External factors, including the COVID-19 pandemic, This study shows that
drive enterprise action to promote D&l: it is not a question of

whether enterprises are
influenced by the business
case or other drivers that
promote D&I. Rather, all
these drivers combined
are most likely to lead to
enterprises taking action
that creates sustainable
and transformational
change on D&l.
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PROJEKT

The Vision For/Of Inclusive
Employers

je spolufinancovan Evropskou unii.

Moudry zaméstnavatel je inkluzivni zaméstnavatel!
Provadime organizace zménou k inkluzivhimu pracovnimu prostredi.
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Vice projektd podporenych Evropskou unii na www.mapaprojektu.cz




