[bookmark: MeToo]Follow up to the European Parliament non-legislative resolution on MeToo and harassment – the consequences for the EU institutions
1.	Resolution tabled pursuant to Rules 136(5) of the European Parliament's Rules of procedure
[bookmark: _GoBack]2.	Reference number: 2021/2986 (RSP) / B9-0587/2021 / P9_TA PROV(2021)0514
3.	Date of adoption of the resolution: 16 December 2021
4.	Competent Parliamentary Committee: Committee on Women’s Rights and Gender Equality (FEMM)
5.	Brief analysis/assessment of the resolution and requests made in it:
The resolution condemns all forms of gender-based violence, including sexual violence, and all forms of harassment, notably sexual harassment. It reaffirms the commitment of the European Parliament to tackle gender-based violence and its belief that a comprehensive directive covering all its forms is the best way to put an end to it; it repeats its call for the Council to urgently conclude the EU’s ratification of the Istanbul Convention on the basis of a broad accession without any limitations.
The resolution underlines the role that prevention and awareness-raising play in tackling sexual harassment. Prevention is part of a broader framework of support measures, which include formal and informal redress mechanisms, and psycho-social support, as appropriate. 
The resolution calls for a strengthening of the Parliament’s own policy on tackling harassment in the workplace (paragraphs 9-17).
Paragraphs 18-23 call on Institutions to work on: exchange best practices in harassment prevention policies (paragraph 18); set up a network of confidential counsellors across institutions (paragraph19); adapt internal policies, ensuring access to all staff, including trainees and contractors (paragraph 20); ensure that Institutions also implement the fundamental principle of gender equality throughout their staff and management levels, taking into account the new remote working conditions and the lessons learnt during the COVID-19 pandemic (paragraph 23).
The resolution calls on the Commission to: provide sufficient instruments for dealing with cases of harassment, avoiding secondary victimisation and ensuring timely responses when reviewing the EU Staff Regulations (paragraph 22); monitor the implementation of these rules against harassment and the principle of gender equality action plans to promote and further enhance gender equality in EU agencies and bodies (paragraph 23).
6.	Response to requests and overview of action taken, or intended to be taken, by the Commission:
Tackling gender-based violence and harassment is a priority for the European Commission. In light of the prevalence of such violence across the Union, further action at EU level is needed. The first pillar of the EU Gender Equality Strategy 2020-2025[footnoteRef:1] sets out a comprehensive set of measures to this end. Measures include continued support to complete the EU’s accession to the Council of Europe Convention on preventing and combatting violence against women (‘the Istanbul Convention’), and a legislative proposal with the same aims. A proposal for a directive on combatting violence against women and domestic violence was adopted on 8 March 2022 (paragraph 1)[footnoteRef:2]. [1:  	Communication from the Commission to the European Parliament, the Council, the European Economic and Social Committee and the Committee of the Regions A Union of Equality: Gender Equality Strategy 2020-2025, COM/2020/152 final]  [2:  	EU-wide rules to combat violence against women (europa.eu)] 

Each EU institution and agency adopts its own rules and policies to implement the prohibition on harassment that is set out in the Staff Regulations. At the same time, the Commission agrees with the resolution that much can be learned from exchanges of best practices (paragraph 18), and would cite, as examples, the opinions and recommendations made by other EU institutions, including the European Parliament, the European Court of Auditors, and the European Ombudsman as well as workshops, such as the one organised on 25 May 2021 by the FEMM Committee[footnoteRef:3]. In 2021, the Commission ordered a benchmark study aimed at an independent and objective comparison of harassment prevention measures established in various EU institutions and other international organisations. The study also allowed identifying and collecting best practices in that regard. The Commission will continue exchanging with the other EU institutions on ethical matters of common interest (including on prevention of and fight against harassment) in the framework of existing inter-institutional fora, notably the CPQS (Comité pour les questions statutaires) and at service level. In 2020, the European Institute for Gender Equality published a handbook on tackling sexism at work, tailored to the context of EU institutions and agencies[footnoteRef:4]. The study entrusted to the Parliamentary Research Service (paragraph 21) would constitute a further example of such inter-institutional exchanges. [3:  	Workshop organised by the FEMM Committee “Three years after #Metoo - what needs to be done? A call for reforms to avoid sexual harassment in EU institutions”]  [4:  	https://eige.europa.eu/publications/sexism-work-how-can-we-stop-it-handbook-eu-institutions-and-agencies. ] 

The Commission introduced already in 2006 a comprehensive anti-harassment policy[footnoteRef:5], based on prevention, support, and redress mechanisms for staff reporting harassment. Staff members may opt for lodging a request for assistance, which can involve an administrative inquiry to establish the facts, a disciplinary procedure against the alleged harasser, and measures for the protection of the victim. Staff members can also opt for informal mechanisms, which can involve mediation by the Mediation Service or support by the Commission’s network of confidential counsellors who can also act as conciliators. Staff members also have access to other support services, including psycho-social support from the medical service, if needed. Likewise, non-statutory staff, like trainees and outside contractors, can also access support services in this area, such as the network of confidential counsellors (paragraph 20). Their complaints can also lead to administrative inquiries and a disciplinary follow-up. [5:  	Commission Decision C (2006) 1624/3 of 26 April 2006] 

The Commission believes that the prohibition set out in the Staff Regulations provides a sufficient legal basis for the EU institutions and agencies to continue to determine their own approaches and policies on combatting harassment in the workplace (paragraph 22).
The policy set out in the 2006 Commission Decision is being reviewed to reflect developments since #MeToo and related movements, changes in the working environment since the pandemic, and developments in case-law. In 2021, in order to underpin the revision of its anti-harassment policy with evidence, the Commission carried out a staff survey on Diversity, inclusion and respect in the workplace. Moreover, the Commission ordered the above-mentioned benchmark study on harassment prevention measures and exchanged best practices with other organisations. In addition, it carried out extensive consultations with various stakeholders, notably as part of the preparation of its new Human Resources (HR) strategy. 
The EU Gender Equality Strategy 2020-2025 confirms that the Commission will adopt a new comprehensive legal framework for its staff. The review is also part of the actions included in the upcoming HR strategy of the Commission, and is set to be adopted in 2022. The Commission will take account of the proposals set out in this resolution as it moves forward with this review (paragraph 20).
According to Article 110(2) of the Staff Regulations, implementing rules apply by analogy to agencies. By way of derogation, an agency may submit different implementing rules to the Commission for its agreement. In addition, growing exchanges of best practices in this area should result in further promoting and enhancing gender equality in EU institutions and bodies (paragraph 23).
President von der Leyen’s commitment to gender balance has materialised since the very beginning of her mandate, with a College of Commissioners that comprises an equal number of members of each gender, and the highest number of female Commissioners to date; it has been reiterated in her pledge to bring the Commission to gender parity at all levels of its management, by the end of 2024. The Commission notes that at the beginning of the mandate, the share of women in management functions stood at 36.6% at senior management level, at 41.5% at middle management level and at 40.5% overall. In just over two years, the percentage of women in management functions has risen by over 5 percentage points. In February 2022, women hold 43.3% of senior management functions, and 46.2% of middle management functions. The overall representation of women in management functions in February 2022 is 45.6%. A key guiding principle in management selection procedures is that the composition of selection panels must comply with the requirements of gender balance; a specific training course is available to panel members to ensure fairness and equality of treatment, and to avoid unconscious bias. In 2020, the College adopted two sets of binding measures and flanking actions to promote gender balance and to send a clear message that gender balance is required and expected at all stages of management selection procedures. Among the key initiatives that have been conducive to greater gender balance are: specific coaching, networking and resources such as the Female Talent Development Programme; the designation of 55% of women as Deputy to the Director; the principle of gender parity at Deputy Head of Unit level. These wide-ranging actions will be continued and further enforced in the new HR Strategy of the Commission, which is due to be adopted soon.
In line with the commitments set out in its Gender Equality Strategy 2020-2025, the Commission is also increasing efforts towards reaching a larger share of female managers in EU agencies. Whenever relevant, the Commission requests the agencies to set up action plans to address any imbalances.
