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Background context 
• Population 1,315 mln as of 1 January 2016 

 

• Total employment rate among 20-64 age group %, 

EU average 70.1% (Estonia 76.5)% (women 72.7%; 

men 80.5% in 2015) 

 

• Gender pay gap was 28.3% in 2014 (highest in EU) 

 

• Trade union density has been estimated around 8-

10%, OECD 2012 data- 6.4% 



Wage setting mechanisms 

• Working conditions (especially wage) are fixed in 

bipartite negotiations between employer and 

employee 

• Collective agreements exist in 4-9% of enterprises 

• Around 18.6% of employees are covered by 

collective agreements (2015 WLS) 

• In 2011, only around 4% of collective agreements 

include agreements regarding employees equal 

treatment (avoidance of discrimination, following the 

principle of equal treatment and promote equality) 



Minimum wage  

• National minimum wage agreement 

between employers and trade unions 

(430€ as of 1 January 2016) 

 

• Additional minimum wage rates have been 

concluded in/for 
• Health care  

• Transport  

• Cultural professionals 

• teachers 



Existing Gender wage gap 

initiatives 
• Estonia had a national action plan for 

reducing gender wage gap (2012), but it 

has not been renewed: 
• Improving the implementation of the existing gender equality act  (e.g. 

improvement of the collection of statistics, awareness rising to show 

negative impact of stereotypes on career choices etc) 

• Improving the policies for family, work and private life reconciliation, 

• Gender mainstreaming, especially in the fields of education and 

employment (e.g. including developing and testing gender equality as a 

topic to the curricula of teachers) 

• Reducing the gender segregation in the labour market and education by 

developing a mentoring programme for females to increase the share of 

women among managers  

• Analysing the organisational practices and pay systems (public sector 

as a role model) 



Criticism 

• Project based approach  

• Activities are financed through different 

ESF projects and Norway grants not from 

state budget 

• Use of soft measures 

• No monitoring system for action plan 

• No real change in GPG indicator 



Planned initiatives 

Labour Inspectorate will exercise supervision over working 

conditions in companies and detect and identify gender pay gaps 

in companies (still to be implemented) 

State will give out recognition signs for employers that promote 

gender equality (has not been implemented yet) 

As of 1 January 2016, entrepreneurs have the obligation to collect 

gender based data regarding working conditions (such as salary, 

vacation, trainings). The aim of the regulation is to observe and 

assess if organizations comply with the equal treatment principal 

in their work relations (has not been applied) 

Welfare Development Plan for 2016-2023 one chapter dedicated 

to equal opportunities of men and women 



Financial and insurance 

activites sector 
• 23% men, 77% women  

• Gender pay gap 44.9% in 2013 (highest in EU) 

• Vertical segregation exists 

• One sectoral trade union, created in 2013, low awareness of 

gender pay gap 

• Average wage in the sector 39% higher that the national 

average wage 

• Working conditions set in individual negotiations, wage is a 

taboo subject 

• Crisis affected the sectors working conditions 

• Currently, only one collective agreement in the sector 

(enterprise level agreement in one insurance company) 

• No initiatives to tackle gender wage gap 

 

 



Health care sector 
• 9% men, 91% women 

• Gender wage gap 28.5% in 2013  

• Vertical segregation exists 

• Strong trade unions, low awareness of gender wage gap 

• Sectoral collective (wage) agreement together with 

organizational level agreements 

• Overall wage level in the sector similar to national 

average wage 

• Main problems: lack of personnel, high workload and 

work intensity, not enough resting time, non-transparent 

overtime compensation systems, submissive work 

culture 

• No initiatives to tackle gender pay gap 

 

 

 



Actions and conclusions 

• Meetings were held with trade union 

representatives and Gender Equality and Equal 

Treatment Commissioner  

• Sectoral trade unions do not see their role in 

decreasing GPG in their sector  

• Focusing on cooperation with national level 

trade union- Estonian Trade Union 

Confederation and raising awareness  

• Media activities (recommendations to tackle 

gender pay gap, test was published during 

Equal Pay Day) 

 

 

 

 

 



Media activities 



Media activities 



Future activities 

• In financial sector, cooperation with one of the 

biggest bank. We plan to organise a meeting 

with Estonian Association for Personnel 

Development where we will talk about gender 

equality and pay gap and the bank would share 

their good practice.  

• Cooperation with Estonian Trade Union 

Confederation (small project to raise awareness 

on gender equality and gender pay gap among 

trade union leaders) 
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