
  
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



  
 

 

WHAT ARE THE EEA GRANTS? 

 

 
 
 
What are EEA Grants? 
 
 
Through the Agreement on the European Economic Area (EEA), Iceland, 

Liechtenstein and Norway are partners in the internal market alongside the 

Member States of the European Union. 

 

As a means of promoting a continued and balanced strengthening of economic 

and trade relations, the parties to the EEA Agreement have established a multi-

annual financial mechanism, known as EEA Grants. 

 

EEA Grants aim to reduce social and economic disparities in Europe and to 

strengthen bilateral relations between these three countries and the beneficiary 

countries. 

 

For the period 2014-2021, a total contribution of €2.8 billion was agreed for 15 

beneficiary countries. Portugal will benefit from a sum of €102.7 million. 

 

Find out more at eeagrants.gov.pt 
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INTRODUCTION 
 

This research work is part of the project entitled, Creation of an Evaluation 

System of Occupations and Remunerations in CLAs of the Clothing and Tanning 

Industries to improve the Quality of Employment and promote Equality, funded by 

the EEA Grants Mechanism (Iceland, Liechtenstein and Norway), which relies on 

the Commission for Citizenship and Gender Equality (CIG) as the national 

operator. 

 

The general objective of this project is to reinforce the knowledge and capacity of 

workers' and employers' organisations through the creation of an occupation and 

remuneration evaluation system for the production’s occupational categories in 

the Clothing and Tanning Industries, anchored on the work value evaluation 

methodology devoid of gender bias, with the aim of promoting Social Dialogue 

and Sectoral and Company Collective Agreements, purged of gender pay 

discrimination and concomitantly promoting the quality of employment and equal 

opportunities between women and men. 

 

To carry out this work, a partnership was created between FESETE (Portuguese 

Federation of Trade Unions of Workers for the Textile, Wool, Clothing, Footwear 

and Leather Industries), APIC (Tanning Manufacturers Association) and 

ANIVEC/APIV (National Association of Clothing and Manufacturing Industries), 

representing the main actors in this relationship: workers and companies. Due to 

the contribution and added value that they could bring to the development of the 

project, the Norwegian Federation of Trade Unions, Fellesforbundet, bearer of the 

Nordic countries' experience in fighting gender inequalities, namely salary 

discrimination, and the European Trade Union Federation, IndustriAll, and all their 

experience and information on social dialogue at European level regarding the 

theme of the project, were also included in this partnership.  

 

For the development of the project four specific objectives were outlined, which 

are integral to this work: 1) To build job evaluation indicators for the production 

occupational categories of Clothing and Tanning Industries, using the 

methodology of assessing the value of work devoid of gender bias; 2) To 

contribute to the knowledge and information of managers, trade union delegates 

and members of collective bargaining boards, trade union and employers' 

associations, regarding gender salary discrimination and equal opportunities 
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between women and men; 3) Disseminate the results of the project with a view to 

promoting, through sectoral and company collective agreements, equal 

opportunities for men and women in the labour market; and 4) Contribute, with the 

support of information and communication technologies, to the dissemination of 

the project and the sharing of good practices regarding equal opportunities for 

women and men; 
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1. CONSTRUCTION OF AN ANALYSIS MODEL 
 

This research work, focused on the Tanning Industry, is based on the urgent need 

to implement in labour relations the ILO Convention no. 100, dated 1951 and 

ratified by Portugal in 1966, regarding equal pay for men and women for work of 

equal value. 

 

Starting by characterising the concept of work, work has two central 

characteristics: on the one hand it serves to produce goods or services and on 

the other it is part of the social integration of individuals, since, according to 

Kovács and Castilho (1998), work confers social status and allows the emotional, 

ethical and cognitive development of social actors. Thus, workers' satisfaction 

transcends the monetary reward and encompasses social and psychological 

concepts, such as personal self-realisation, professional recognition or social 

relationships at the workplace.  

 

Linked to this definition of work is the concept of equality and how this is 

beneficial for all actors involved in the labour market, ranging from companies to 

workers. Equality gives workers dignity and recognition, which can result in 

greater effectiveness in the workplace, less worker turnover in companies and 

greater ease in managing human resources. It is also important to stress that 

equality does not only start at the workplace, but also encompasses the 

recruitment process, from creating the profile of the right worker for the position, 

to the selection and recruitment process, which should be focused on merit, 

including factors such as skills, training and qualification. 

 

The relationship between company and worker, the employment relationship, is 

governed by an employment contract, whereby a natural person undertakes, for 

remuneration, to provide his activity to another person or persons, within the 

scope of organisation and under their authority. Moreover, according to the 

legislative framework in force, remuneration is defined as the payment to which, 

under the terms of the contract, the rules that govern it or customs, the worker is 

entitled in exchange for his/her work. The law also states that the quantity, nature 

and quality of the work must be considered to define the value of the payment, 

observing the principle that for equal work or work of equal value, equal pay 

(Labour Code, 2009). 
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One of the fundamental principles of this relationship is that it cannot be based on 

any factor of discrimination of any nature whatsoever, as stated in the Portuguese 

Constitution, "No one shall be privileged, favoured, prejudiced, deprived of any 

right or exempted from any duty based on ancestry, sex, race, language, territory 

of origin, religion, political or ideological beliefs, education, economic situation, 

social condition or sexual orientation" (Constitution of the Portuguese Republic, 

1976). The legislative framework in force also aims to prevent and prohibit direct 

and indirect discrimination on the grounds of sex in the access to and supply of 

goods and services, and to sanction the practice of acts that violate the principle 

of equal treatment between men and women (Law No. 14/2008). 

 

It is important to highlight that, according to the Labour Code (2009), 

discrimination can manifest itself in a direct or indirect manner. Direct 

discrimination refers to the less favourable treatment of an individual in a 

comparable situation to another individual. Indirect discrimination occurs when an 

apparently neutral provision, criterion or practice is liable to place a person 

because of a discriminatory factor, in a disadvantageous position compared to 

others, unless that provision, criterion or practice is objectively justified by a 

legitimate aim and the means of achieving that aim are appropriate and 

necessary.  

 

Stereotypes and prejudices about the inherent characteristics of each of the 

sexes sustain gender discrimination practices that manifest themselves in the 

sexual segregation of the labour market. According to the ILO (2007), this 

segregation particularly affects women, with a concentration of women in certain 

sectors of activity that are not as highly valued, horizontal segregation, as well as 

in lower hierarchical levels, even in sectors mostly occupied by female labour, 

vertical segregation. In this context, we choose to consider the definition of the 

concept of Discrimination presented by the ILO in Convention No. 111 as, "Any 

distinction, exclusion or preference based on race, colour, sex, religion, public 

opinion, national ascendancy or social origin, which has the effect of destroying or 

altering equality of opportunity or treatment respecting employment or occupation" 

(ILO, 2021a). 

 

The legislative framework in Portugal has rooted, from the Constitution to the 

Labour Code, that all workers should have the same working conditions and the 

same opportunities, including gender-based evaluation and tasks, as well as 

equal pay between genders because, for equal work or work of equal value, equal 



  
 

 

10 

pay. According to Oelz et al. (2013: 35), "equal pay for equal work means that 

women and men with similar qualifications will receive the same pay if they 

perform the same or virtually the same work under equivalent conditions". 

 

To guarantee equal pay, it is provided by law (Law no. 60/2018) that companies 

must ensure remuneration transparency when defining the remuneration 

framework. Thus, the company must ensure the existence of a transparent 

remuneration policy, based on the evaluation of job components, based on 

objective criteria, common to men and women. 

 

Despite this, Portugal is marked by a dissonance between the aforementioned 

ideals, embodied in legal norms, and labour practices, namely gender 

discrimination, which is often anchored in stereotypes and prejudices of women's 

work, labour evaluation methods biased by predominantly male jobs and women's 

lower bargaining power.  

 

During bilateral contacts with our International Partners, Fellesforbundet 

(Norwegian Federation of Trade Unions) and IndustriAll (European Trade Union 

Federation), both stressed that the pandemic caused by Covid-19 helped to 

expose the precarious situation that continues to affect women in the world of 

work. The partnership was consistent in identifying that the crisis caused by the 

Covid-19 pandemic particularly impacted working women, and that they were the 

most adversely affected by its effects. The international partners reinforced 

because of their experience, the need to create mechanisms to evaluate salary 

transparency with the involvement of the Social Partners so that a more effective 

intervention in the identified situations is possible.  

 

The European Commission also highlights the importance of pay transparency, 

as reported in the 2021 proposal for a Directive of the European Parliament and 

of the Council (COM(2021) 93 final), the "lack of pay transparency has been 

identified as one of the main obstacles" (1) to achieving this overall objective of 

eliminating gender discrimination, and it has been noted that "the right to equal 

pay is not properly implemented and enforced and that many Member States do 

not ensure pay transparency" (2). 

 

The present research work focuses on a specific topic enshrined in collective 

labour agreements, namely the classification grids of occupational categories. Job 
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classifications are one of the fundamental aspects regulated insofar as they 

structure the professional and salary hierarchies of workers.  

 

This research work, based on the definition of these concepts, will seek to 

evaluate the professional profile, set of activities and knowledge required for the 

exercise of a particular professional activity (Ministry of Labour and Social 

Solidarity, 2007), of the occupational categories in the production area of the 

Tanning Industry. 

 

The occupational classification is understood as a pre-established hierarchical 

structuring of jobs, generally negotiated between employers and workers, and 

formalised in the Collective Labour Regulation Instruments (CLRI), in which the 

following aspects are defined: the nomenclatures of the occupational categories; 

their functional contents; and their positioning in a salary scale. An occupational 

classification system has several functions, namely (Lima, 2004, Cerdeira, 2004):  

To categorise through the construction of a professional hierarchy; 

To regulate the labour market insofar as it can define the conditions of access to 

employment and the relations between the external and internal market; 

To identify professions, jobs, qualifications and skills; 

Salary function, by defining a hierarchy of remuneration and the minimum 

remuneration for each category;  

To support the definition of human resources management policies (recruitment, 

hiring, definition of tasks, professional mobility); 

To ensure consistency and fairness in salary structure both within a company and 

across companies in the same sector. 

 

Considering the definition of Competency as the recognised capacity to mobilise 

knowledge, skills and attitudes in work, professional development, education and 

personal development contexts (Ministry of Labour and Social Solidarity, 2007), 

we will seek to assess the competencies mobilised by workers to develop the 

tasks associated with each of the occupational categories.  

 

Not all competencies are acquired in a formal context. Therefore, they are not 

recognised as a qualification because they do not result from a process of 

assessment and validation verified by a competent body. In other words, it is 

knowledge acquired informally and do not follow the benchmarks established by 

the National Agency for Qualification and Vocational Education, ANQEP (Ibidem). 

Thus, we seek to break down the tasks and responsibilities mobilised by the 
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workers to carry out their activity to identify the competencies acquired in a work 

context and that are not usually valued by the workers.  

 

The analysis carried out allows us to score the knowledge used, the associated 

responsibilities, the efforts expended and the exposure to occupational risks and 

diseases so that in the end we can compare all the occupational categories under 

analysis and verify whether we have identified situations of discrimination, and 

whether we can confirm, in the Tanning Industry that for equal work or work of 

equal value, the salary is equal. 

 

2. TANNING INDUSTRY – NUMBERS OF COMPANIES AND 

WORKERS 
 

The analysis of the corporate structure of the Tanning Industry allows us to verify 

that, in net terms, the number of companies has practically been maintained 

between 2012 and 2018. The Tanning Industry represents in 2018 about 1% of 

the TCFTI companies (graph no. 1). Between 2018 and 2020, the number of the 

TCFTI decreased, and the same can be observed in the Tanning Industry. 

However, this sector still represents about 1% of the TCFTI. We are unable to 

ascertain to what extent the decrease between 2018 and 2020 is entirely due to 

the impact of the measures that had to be taken to control the pandemic caused 

by Covid-19, and which may have led to the closure of these companies. This 

assessment can only be made after the publication of the data for 2022, the year 

in which the economy started its activity without interference of health measures 

against the pandemic. 
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Graph no. 1 | Number of companies in the tanning industry between 2012 and 2020 

 
 

In this period, there is an increase in employment in the Tanning Industry, which 

employs about 1% of the workers in the TCFTI (graph no. 2). Of the 1,978 

workers, 1,296 are men, which means that this industry is mainly (65.5%) male. 

 
Graph No. 2 | Number of workers between 2012 and 2020 

 
 

Analysing the dimension of the companies, we verify that 87.5% have less than 

50 workers, being that almost the majority of the companies have up to 10 

workers (graph no. 3). Therefore, according to the size criteria, the majority of the 

tanning companies are micro and small companies. 
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Graph No. 3 | Number of companies in the Tanning Industry by dimension (2020) 

 
 

The Tanning Industry has historically been a predominantly male industry, due to 

the characteristics of the tasks associated with this industry, which require great 

effort and physical strength to transport and treat the hides. Currently, we can see 

that technology has entered this industry and has freed the workers from the most 

arduous tasks, which were considered to be physically demanding and could only 

be carried out by men. The statistical data collected shows a reversal of this 

situation and we see that women have entered this industry and are slowly 

gaining more weight (graph no. 4). In 2018, women represented 31% of 

Employees in this industry, but in 2020 they already represented 34%. In addition, 

we verify that during the period between 2018 and 2020 there was a decrease in 

the number of workers in the Tanning Industry, with a greater impact on men, who 

lost approximately 200 workers, while women registered an increase of one more 

worker. 
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Graph No. 4 | Numbers of workers by gender between 2018 and 2020 

 
 

In terms of age, the data collected shows that the largest number of male and 

female workers is concentrated between the ages of 50 and 64. Between 2018 

and 2020, we verify that in both cases (men and women), the greatest loss of 

workers in number is at the age level between 40 and 49. As already mentioned, 

taking into account that 2020 is an atypical year due to the pandemic situation 

caused by Covid 19, it is difficult for us to gauge what reasons might be 

associated with the departure of these workers from the sector. 

 

When analysing the educational qualifications (graph no. 5), we verify that both 

men and women are mostly positioned in the group that has only Basic 

Education, 68.7% of men and 57.8% of women. Curiously, when we analyse the 

higher levels of education, we verify that a greater percentage of women than 

men have Secondary Education (32.3% of women and 24.5% of men) and higher 

education (9.8% of women and 6% of men). 
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Graph No. 5 | Educational levels of workers in the Tanning Industry by gender (2020) 

 
 

However, when we analyse the position of these workers according to 

qualifications (graph no. 6), we can see that a greater percentage of men occupy 

Senior Management positions (9% are men and 5.4% are women), Middle 

Management positions (4.1% are men and 1.5% are women) and Highly Qualified 

Professionals (47.5% are men and 26.5% are women). In the case of the level of 

qualification, the Managers are occupied entirely by men. When we reach the 

lowest qualification levels in the hierarchy, we begin to see some preponderance 

of women: Qualified Professionals (37.5% are women and 23% are men); Semi-

Qualified Professionals (26.8% are women and 10.5% are men) 
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Graph No. 6 | Qualification levels of the workers in the Tanning Industry according to gender (2020) 

 
 

3. CHARACTERIZATION OF REMUNERATION IN THE TANNING 

INDUSTRY  
 

The Average Monthly Base Remuneration (AMBR) in the Tannery Industry in the 
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(€854.50), of the Footwear Industry (€789.90), and the Clothing Industry 

(€764.29). If we analyze the Average Monthly Remuneration Earned (AMRE), 

Tanneries continue to be the sector in the set of TCFTI with the highest 

remuneration: Tanning Industry, €1,146.80; Textile Industry, €1015.80; Footwear 

Industry, €896.20; and Clothing Industry, €848.80. 
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Graph No. 7 | AMBR in the TCFTI per economic activity 

 

If we go deeper into this analysis and compare the remuneration between men 

and women (graph No. 8), the sectoral data shows that there is a devaluation of 

the work done by women compared to men. In the TCFTI panorama, the Tanning 

Industry is the one with the lowest GPG, only 9% if we take into account the 

AMBR and 14% if we take into account the AMRE. These values position the 

Tanning Industry well below the average of the TCFTI (19% Base GPG and 23% 

Earned GPG) and below the national average which in 2020 recorded a Base 

GPG of 13.3% and an Earned GPG of 16.1%. Even analysing the Adjusted GPG, 

we see that the Tanning sector registers a Base Adjusted GPG of 2.57% (below 

national’s 9.6%) and a Gain Adjusted GPG of 6.25%, also below national’s 

12.1%. 

 
Graph No. 8 | GPG by economic activity (2020) 
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The ILO (2021b) has recently highlighted that women's salaries are higher 

where the gender distribution of workers is closer to 50%, namely where the 

rate is between 33% and 50%. Taking into consideration that women 

represent approximately 34% of the Employees in the Tanning Industry, this 

statement may help to corroborate that the salary gap in the Tanning 

Industry is so low. It may also indicate that as the Tanning Industry is 

historically a male-dominated sector, with higher salaries than other female-

dominated industries, such as the Clothing industry, it is easier for women 

to approach men's salaries when entering these sectors. 

 

Analysing the CLA salary scale before its reformulation in 2017, it contained only 

7 salary levels. With the 2017 reformulation of the CLA salary scale, the scale 

was extended to 10 salary levels, with a breakdown of the "Non-Differentiated 

Operator" category (level 7) into four occupational categories (table no.1), 

"Intermediate Operator" (level 7), Assisting Operator (level 8), Non-Specialist 

Operator (level 9) and Apprentice (level 10). This decomposition, corroborated 

by the statistical data, is leading to the vertical segregation of women. The 

categories Assisting Operator (level 8) and Non-Specialist Operator (level 9) 

are predominantly female, while the categories General Operator (level 6) 

and Intermediate Operator (level 7) are mostly occupied by men. 

 
Table No. 1 | Reformulation of the salary scale in 2017 for levels 7, 8, 9 and 10 

Level 
Designation of former professional categories 

(prior to 2017) 
Desgination of new professional categories 

(post 2017) 

(…) (…) (…) 

07 • Undifferentiated Operator • Intermediate Operator 

08 •  • Auxiliary Operator 

09 •  • Non-Specializaed Operator 

10 •  • Apprentice 

 

For the construction of our sample, we defined that we would analyse the 

occupational categories that represented at least 0.9% of the total Employees in 

the production area (based on 2018 data). From the application of this criterion, 

we defined that our sample would be composed of 14 categories. With this 

criterion we were able to include, with the exception of level 2, occupational 

categories from level 1 to level 9 of the salary grid. Of these we found that the 

categories that fall between level 1 and level 6 are predominantly male while the 

predominantly female categories are those at levels 8 and 9 (graph no. 9). In the 
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total of the categories selected for the construction of our sample, women 

represent 30% of the Employees and men 70%. 

 
Graph No. 9 | Gender predominance by professional category 

 
 

As the statistical data indicate, when we analyse the gender distribution in 

the occupational categories under analysis, we find that women are most 

present in the occupational categories at the lower levels of the salary 

scale. This shows that although women are beginning to gain ground in a 

predominantly male sector, they are being vertically segregated, occupying 

the lower levels of the salary scale. 
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Graph No. 10 | GPG based on the selected categories (2018) 

 

Although in the TCFTI, as a whole, the Tanning Industry presents the largest 

salary gap, even below the national average, the data shows that a situation 

of salary inequality between men and women continues to persist at the 

sectoral level and, in most cases, when they occupy the same occupational 

category. 
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4. APPLICATION STEPS OF THE JOB ASSESSMENT METHOD 
 

Using the job evaluation methodology, considered by the ILO (2011) as the most 

appropriate and taking into account the defined objectives, we sought to deepen 

our knowledge of the functional contents of the occupational categories and to 

build a system to compare their positioning in the salary scale by determining 

their value in four factors: Competencies, Responsibilities, Efforts and Working 

Conditions - Occupational Risks and Diseases. (diagram no. 1). 

 
Diagram No.1 | Steps for applying the job evaluation methodology 

A. Selection of jobs to be compared 

 
B. Construction of the job evaluation method 

 
C. Elaboration and validation of the factor and 

sub-factor weighting grid 

 
D. Data collection: application of the survey 

 
E. Data analysis and determination of the value of 

professional categories 
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5. SELECTION OF JOBS TO COMPARE 
 

As a criterion of representativeness of the occupational category and so that it is 

part of the evaluation universe, we defined the year 2018 as a reference for the 

definition of the evaluation universe, which at the time of preparation of this study 

corresponded to the most updated data, and it was defined that the occupational 

category to be evaluated in this study should represent at least 0.9% of the total 

number of workers covered by the CLA for the Tanning Industry in the production 

area (table No. 2). 

 
Table No. 2 | Selected professional categories 

 Professional Categorial 
Salary 

Level 
Workers % 

2018 

AMBR AMRE 

1 TANNING TECHNICIAN 1 49 3,0% 1.644,20 € 1.990,75 € 

2 FOREMAN 3 24 1,5% 1.005,94 € 1.477,05 € 

3 HEAD OF SECTOR 4 15 0,9% 1.040,42 € 1.339,97 € 

4 
SORTER, SELECTOR, CONTROLLER 
OF LEATHER AND HIDES 

5 36 2,2% 840,57 € 1.147,42 € 

5 WAREHOUSE OPERATOR 5 20 1,2% 860,94 € 1.052,29 € 

6 LABORATORY OPERATOR 5 16 1,0% 909,72 € 1.127,63 € 

7 MAINTENANCE OPERATOR 5 28 1,7% 818,10 € 1.155,28 € 

8 
QUALIFIED COLOUR ADJUSTMENT 
OPERATOR 

5 17 1,0% 721,07 € 1.000,23 € 

9 QUALIFIED FULONS OPERATOR 5 37 2,3% 779,59 € 1.023,58 € 

10 QUALIFIED MACHINE OPERATOR 5 527 32,5% 721,21 € 924,55 € 

11 GENERAL OPERATOR 6 199 12,3% 680,21 € 894,37 € 

12 INTERMEDIATE OPERATOR 7 368 22,7% 663,07 € 887,37 € 

13 ASSISTING OPERATOR 8 181 11,2% 626,10 € 835,02 € 

14 NON-SPECIALIST OPERATOR 9 41 2,5% 619,67 € 774,44 € 

 TOTAL - 1.558 96,0% - - 

 

After applying the criterion for selecting the occupational categories in the 

universe of workers for the construction of the sample represents 96% of total 

Employee in the production area of the Tanning Industry. The categories 

belonging to groups 2 and 10 of the salary scale, for not meeting the defined 

criterion, will not be part of the sample. 
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Our analysis focused on analysing the functional content of each of the 

occupational categories selected and assessing whether their positioning 

in the salary scale is adjusted to the demands of the functions that make up 

the occupational category, or whether, by aggregating a large number of 

women to them, the categories are devalued and therefore positioned at 

lower levels of the salary scale, thus vertical segregated.  

 

6. CONSTRUCTION OF THE JOB ASSESSMENT METHOD 
 

The methodology selected to evaluate the occupational categories under study 

focuses on the comparison of various jobs, considering a set of previously defined 

common criteria. The points-based evaluation method involves breaking down 

each job into critical factors, from which it is possible to measure and compare 

different jobs to attribute their fair value. The factors are understood as criteria 

that make it possible to cover the requirements of different jobs and, according to 

the ILO (2011), the factors Competencies, Efforts, Responsibilities and Working 

Conditions are considered to be the most appropriate for undertaking an 

evaluation of jobs regardless of the activity sector in question. 

 

Thus, for each of the factors we sought to assess the following criteria: 

1. Competencies Factor: Competencies consist of the knowledge, skills and 

attitudes required to perform the activities inherent to an occupation. 

Competencies are broken down into three levels (Le Boterf, 1999, Sousa et 

al. 2006): 

• Theoretical competencies (knowing-knowledge): consisting of concepts, 

disciplinary, organisational and rational knowledge. 

• Technical competencies (know-how): related to the ability to perform, to 

carry out operations, to use instruments/equipment, to apply methods and 

procedures; they have an operational character, of practical application or 

operationalization of theoretical knowledge. 

• Social and relational competencies (knowing how to act/behave): these 

refer to attitudes and personal and relational qualities related to the 

willingness to act, react and interact; personal and relational 

competencies are formed from the articulation of factors associated with 

academic and professional training, work experience and life experience 

itself (socialisation and biography). 
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2. Responsibilities Factor: Refers to the responsibilities that due to their 

importance may have an impact on the entire organisational system. The 

responsibility may concern: 

• People: health and safety, coordination, leadership, collaboration and 

work organisation. 

• Goods and equipment: machinery, products, utensils used in all phases 

of the process and work. 

• Documents: Production sheets. 

3. Efforts Factor: Efforts are the responses that workers give to any workload 

imposed on them. The set of all negative influences that affect people at the 

workplace. Efforts are divided into two groups: 

• Physical effort - body positions, repetitive movements, postures and lifting 

or carrying of weights and muscular kinds. 

• Informational / psychic efforts - sensory type such as attention and 

psychic type such as exposure to interruptions and management of the 

unforeseeable. 

Efforts are also considered for their possible consequences on workers' 

physical and psychological health. In this sense, efforts involve an 

occupational risk dimension. Risks are considered to be all situations, real or 

potential, that may, in the short, medium or long term, cause injuries to 

workers or the community as a result of their work. It is the combination of 

the probability and the consequence(s) of the occurrence of a certain 

dangerous event.  

4. Factor Working Conditions - Occupational Risks and Diseases: Working 

conditions refer to the labour factors that condition the workers' state of 

health and safety. 

 

Each factor is in turn broken down into subfactors to obtain exhaustive and 

detailed information on jobs. The selection of subfactors must be appropriate for 

the activity sector being analysed, with two essential conditions being met: 

methodological rigour (ensuring that there is no ambiguity or duplication) and no 

gender bias (some evaluation methods used include subfactors specifically aimed 

at predominantly male jobs so that it must be ensured that particular aspects of 

predominantly female jobs can be included to enable an objective comparison of 

the occupational categories being studied). Each subfactor has a set of 

dimensions/variables (such as intensity, frequency, duration) that are measured 
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using a scale composed of levels/degrees according to the quantitative or 

qualitative nature of the aspect being measured (ILO, 2011). 
 

In the selection of subfactors (table no. 3) there was a concern for exhaustiveness 

to cover the greatest possible number of aspects characterising the jobs under 

study. Thus, we tried, through reflection, to ascertain the most relevant factors 

and subfactors, based on information from two different sources: exploratory 

interviews with union leaders and representatives of human resources of 

companies in the Tanning Industry pointed out by APIC; and the available 

bibliography on TCFTI professional profiles. The following table shows the list of 

factors and subfactors selected to evaluate the occupational categories. 

 
Table no. 3 | Grid of factors, subfactors and number of levels 

Factores Subfactores 
No. of 
Levels 

1. COMPETENCIES 

1. Educational qualifications 5 

2. Professional experience and/or training on 
the job 

5 

3. Information and communication technologies 3 

4. Communication 4 

5. Teamwork 2 

6. Manual skills 4 

7. Body agility 4 

8. Speed of execution 4 

9. Content of the work 4 

10. Troubleshooting 3 

11. Adaptation to change 3 

2. RESPONSIBILITIES 

1. Safety of other people 5 

2. Maintenance of the equipment 4 

3. Quality Verification 3 

4. Supervision 3 

5. Documents 3 

6. Consequences of errors 4 

3. EFFORTS 

1. Body postures 4 

2. Repetitive movements 5 

3. Lifting and carrying weights 5 

4. Postures 4 

5. Work rhythms 3 

6. Motor coordination 2 

7. Visual effort 3 

8. Attention 4 

4. WORKING CONDITIONS – 
OCCUPATIONAL RISKS 

AND DISEASES 

1. Noise 4 

2. Lighting 4 

3. Thermal environment 4 

4. Vibrations 4 

5. Vapours, gases, fibres, dusts and/or toxic 
products 

4 

6. Exposure to occupational risks 6 
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7. DATA ANALYSIS AND DETERMINATION OF THE VALUE OF 

THE PROFESSIONAL CATEGORIES 
 

The results obtained, after analysis using the SPSS computer application, show a 

narrow range of points between the General Operator and Maintenance Operator 

categories: only 254.5 points (Table No. 4). This suggests that we should 

question to what extent it is pertinent that the categories analysed are distributed 

over 9 levels of the salary scale. Taking into account the range between the 

category with the highest score, 789.4 (Maintenance Operator), and the one with 

the lowest score, 534.9 (General Operator), we decided to create four groups in 

which we grouped the categories according to the scores obtained: 

 
Table No. 4 l Distribution of professional categories by point groups 

Professional categories 
Factors 
Position 

Salary 
Level 

AMBR 
(€) 

Groups 

Group 1 
(790-726) 

Group 2 
(725-662) 

Group 3 
(661-598) 

Group 4 
(597-534) 

TANNING TECHNICIAN 2nd 1 1 644,20 € 735,6 - - - 

FOREMAN 7th 3 1 005,94 € - - 638,5 - 

HEAD OF SECTOR 3rd 4 1 040,42 € - 721,9 - - 

SORTER, SELECTOR, 
CONTROLLER OF 
LEATHER AND HIDES 

11th 5 840,57 € - - - 575,3 

WAREHOUSE 
OPERATOR 

9th 5 860,94 € - - 630,1 - 

LABORATORY 
OPERATOR 

6th 5 909,72 € - - 639,1 - 

MAINTENANCE 
OPERATOR 

1st 5 818,10 € 789,4 - - - 

QUALIFIED COLOUR 
ADJUSTMENT 
OPERATOR 

10th 5 721,07 € - - 598,3 - 

QUALIFIED FULONS 
OPERATOR 

8th 5 779,59 € - - 632,4 - 

QUALIFIED MACHINE 
OPERATOR 

4th 5 721,21 € - 666,0 - - 

GENERAL OPERATOR 13th 6 680,21 € - - - 534,9 

INTERMEDIATE 
OPERATOR 

12th 7 663,07 € - - - 545,2 

ASSISTING OPERATOR 5th 8 626,10 € - - 648,5 - 
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The occupational category of Non-Specialist Operator was not considered in the 

analysis carried out because it was not possible for us to identify any workers with 

this occupational category. 

 

Generally, the workers interviewed stated that they perform the tasks associated 

with the functional description in the CLA. However, we note that in the categories 

General Operator and Intermediate Operator this situation is reversed, with most 

of the workers interviewed stating that they perform functions that are not 

associated with their occupational category. We detect, however, that the 

respondents who fall into these two categories, the General Operator and the 

Intermediate Operator, which are predominantly occupied by men, perform mostly 

undifferentiated tasks and would fit better into the category of Non-Specialist 

Operator or, at limit, of Assisting Operator, which are two categories of 

predominantly female workers. During the surveys, we verified that the workers 

interviewed in the Assisting Operator category mentioned that most of them 

perform support tasks for other occupational categories and are therefore more 

qualified, contrary to what was described by the workers in the General Operator 

and Intermediate Operator categories. 

 

The occupational category Maintenance Operator, positioned at level 5 of the 

salary grid, has the seventh highest AMBR and the fourth highest AMRE of the 

categories in our sample. They are responsible for the maintenance tasks of the 

equipment within the production area, from electrical, mechanical, locksmith and 

plumbing works, among others. Due to the versatility required of these workers, it 

is normal for us to see that it stands out from the other occupational categories, 

which are mostly oriented towards driving the equipment/machinery they are 

operating, and obtained the highest score in the overall analysis of all factors. 

 

The analysis of the scores obtained also allows us to verify that workers classified 

as Intermediate and General Operators obtained the lowest scores in the factors 

analysis. In turn, the category of Assisting Operator, which is positioned at level 8 

of the salary scale (below the General Operator, level 6, and the Intermediate 

Operator, level 7), has the second lowest AMBR and AMRE of the categories in 

the sample, is the only predominantly female category considered in our analysis, 

and obtained the fifth best overall score and the best score in the Efforts and 

Working Conditions factors. 
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A more refined analysis of the records obtained through the surveys leads 

us to conclude that there is a clear difference between the tasks performed 

by the occupational categories General Operator, Intermediate Operator and 

Assisting Operator, and the analysis of the factors shows a clear 

valorisation of the occupational category Assisting Operator in relation to 

the General Operator and Intermediate Operator. 

 

Finally, the occupational category of Foreman, occupied entirely by men, which is 

positioned at level 3 of the salary scale, has the third highest AMBR and the 

second highest AMRE, and obtained the seventh highest score among all 

categories under analysis. If we analyse the scores obtained by factor, we see 

that this category has the lowest score in the Efforts factor and the third lowest 

score in the Working Conditions factor. 

 

This research shows that there are still situations of salary discrimination against 

women, although the lowest in the TCFTI as a whole. This situation can also be 

seen when we compare the salaries of men and women occupying the same 

occupational category. There are some exceptions, however, and in the case of 

categories positioned at Level 1 and Level 3 of the salary scale, the average 

salaries paid to women are higher than those paid to men.  

 

Most of the workers interviewed identified "Thermal discomfort", "Intoxication by 

exposure to chemical contaminants" and "Punctures, cuts and/or bruises" as the 

situations to which they are most exposed during their activity in the company. 

With regard to occupational diseases, the majority indicated "Musculoskeletal 

injuries" (79%), "Hearing problems" (64%) and "Respiratory problems" (56%). 

 

In the evaluation of the levels of satisfaction among the respondents, with the 

exception of the factor "Noise level at the workstation", in which the respondents 

were unsatisfied, in all the remaining factors we can see that the majority of 

respondents gave a positive evaluation of their employment relationship with the 

company. 
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8. RECOMENDATIONS 

 

In view of what we registered during the research work, we are of the opinion that 

the social partners FESETE and APIC should make a joint reflection on the 

results that emanated from this work, namely: 

 

1. The salary differences identified, which indicate a practice of discrimination, 

do not stem from the CLA negotiated between FESETE and APIC, as the 

CLA defines a minimum remuneration for each occupational category, 

regardless of whether it is occupied by a man or a woman. The salary 

differences identified result from a practice that is rooted in companies and 

therefore it is necessary to work on informing company owners so that 

women's work isn’t undervalued; 

 

2. Assess the pertinence of maintaining the categories General Operator, 

Intermediate Operator, Assisting Operator and Non-Specialist Operator, 

which on the one hand causes confusion for the workers, who have difficulty 

in identifying their category, and on the other hand, from what we can 

register, the companies also show some difficulty in classifying the workers 

correctly. The data show that the existence of these four categories is leading 

to women being positioned in the lower-level occupational categories 

(Assisting Operator and Non-Specialist Operator) while men are being 

classified in the higher-level categories (General Operator and Intermediate 

Operator); 

 

3. The data also indicate that the positioning of the categories in the CLA salary 

scale may be misadjusted. Situations were identified of categories that are 

positioned at lower levels (e.g. Maintenance Operator and Assisting Operator) 

and that obtained higher scores, in which case the Maintenance Operator 

obtained the best score. It is necessary to reflect on the value of the 

occupational categories and not only from the point of view of competencies 

and responsibilities, but, as recommended by the ILO, the norms of the 

Labour Code and pointed out by the present work, by the set of four factors 

Competencies, Responsibilities, Efforts and Working Conditions; 
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4. It is also necessary to guarantee effective salary transparency in companies, 

respecting the regulations in force. The data collected points to the existence 

of salary inequality between men and women. In a predominantly male 

sector, even when performing the same work, in most situations men earn 

more than women. It is necessary to implement measures that guarantee 

effective salary transparency so that these situations can be identified and 

timely action can be taken to solve them and to ensure that, in the medium 

term, the salary gap (GPG) in the Tanning Industry can be reduced;  

 

5. As stated in the objectives of this research work, this study intends to be a 

support instrument for social partners and, thus, after the conclusion of this 

project, it is necessary to regularly evaluate the situations identified here and 

social partners should take the responsibility of evaluating the sector again in 

at least 5 years and assess the evolution of segregation and discrimination 

situations on the basis of the data contained in this pioneering study in the 

Tanning Industry.  
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