
 
 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  



 
 

 

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 

  



 
 

 

TECHNICAL SHEET 
 

TITLE: Creation of an Evaluation System of Occupations and Remunerations for 
the Clothing Industry 
 
 

 
FESETE 

Portuguese Federation of Trade Unions of 
Workers for the Textile, Wool, Clothing, 
Footwear and Leather Industries 

 

National Association of Clothing and 
Manufacturing Industries 

 

Fellesforbundet - Norwegian Federation of 
Trade Unions 

 

IndustriAll - European Trade Union 
Federation 

 
TECHNICAL TEAM:  
Manuel Freitas (FESETE);  
Francisca Vidal (FESETE);  
Bruno Freitas (FESETE);  
Lurdes Fonseca (FESETE);  
Pedro Carrulo (FESETE); 
Paula Costa (ANIVEC-APIV); 
Jorgen Kaurin (Fellesforbundet); 
Luc Triangle (IndustriAll) 
 
PRINT: Porto 
PUBLISHING LOCATION: Porto  
PUBLISHING DATE: January, 2023 
NO. OF COPIES PUBLISHED: 10.000 copies 
 



 
 

 

ACKNOWLEDGEMENTS 
 

The preparation of this study would not have been possible without the 

collaboration and commitment of several people, organisations and institutions to 

whom we wish to convey our sincere gratitude. 

 

To the Commission for Citizenship and Gender Equality (CIG) as the operator of 

the Funding Mechanism EEAGrants Portugal that funded and made this work 

possible. 

 

To the Strategy and Planning Office Team (SPO) of the Ministry of Labour, 

Solidarity and Social Security (MLSSS), for the statistical data provided. 

 

To the workers for their availability and attentiveness with which they received us 

and were willing to answer the questions put to them.  

 

To the Trade Unions and respective Union Leaders who participated and gave 

their contribution to the development of the study, for their diligence in providing 

companies and workers contacts. 

 

To the companies that participated in the exploratory interviews and gave their 

contribution to the creation of the job evaluation model to be applied, and to the 

companies that allowed us to visit their premises and provided us with a space in 

which to conduct the survey to male and female workers. 

 

To the whole partnership that actively participated in the development of this work 

that, in a very practical way, managed to bring together Trade Union and 

Employer Organisations in the development of a tool to promote better labour 

relations within the Clothing Industry. 

 



 
 

 

TABLE OF CONTENTS 
 

INTRODUCTION ............................................................................................................................ 6 

1. CONSTRUCTION OF AN ANALYSIS MODEL ............................................................................ 7 

2. THE CLOTHING INDUSTRY - NUMBER OF COMPANIES AND WORKERS ........................... 11 

3. CHARACTERIZATION OF REMUNERATION IN THE CLOTHING INDUSTRY ........................ 15 

4. APPLICATION STAGES OF THE JOB EVALUATION METHOD .............................................. 18 

5. SELECTION OF OCCUPATIONAL CATEGORIES TO COMPARE .......................................... 19 

6. CONSTRUCTION OF THE JOB ASSESSMENT METHODOLOGY .......................................... 23 

7. DATA ANALYSIS AND ESTABLISHMENT OF OCCUPATIONAL CATEGORIES VALUE ........ 26 

8. RECOMMENDATIONS ............................................................................................................. 30 

 

 

 

 



 
 

 

5 

ACRONYMS AND ABBREVIATIONS 
 

TCFLI  Textile, Clothing, Footwear and Leather Industries 

ILO International Labour Organisation 

SPO Statistics and Planning Office 

DGELR Directorate General for Employment and Labour Relations 

MLSSS Ministry of Labour, Solidarity and Social Security 

AMBR Average Monthly Base Remuneration 

AMRE Average Monthly Remuneration Earned 

GPG Gender Pay Gap 

CLA Collective Labour Agreement 

CLRI Collective Labour Regulation Instruments 

CPR  Constitution of the Portuguese Republic 

NMS National Minimum Salary 

 



 
 

 

6 

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 Leather 

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 evaluation 

system of occupations and remunerations for the occupational categories of 

production in the Clothing and Leather 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 forged between FESETE (Portuguese 

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

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

Manufacturing Industries) and APIC (Leather Manufacturers Association), 

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 Leather 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. 

 

1. CONSTRUCTION OF AN ANALYSIS MODEL 
 

This research work, focused on the Clothing 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, on equal remuneration for men and women 

workers 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 



 
 

 

8 

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). 
 

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 on the basis of 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, due to 

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 
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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 

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, lower 

representation of women in negotiating teams and lower negotiating power of 

female workers.  

 

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 
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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 

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 

Clothing 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), 
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we will seek to assess the competences 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, NAQVE (Ibidem). 

Thus, we seek to break down the tasks and responsibilities mobilised by the 

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 Clothing Industry, that for equal work or work of 

equal value, the salary is equal. 

 

2. THE CLOTHING INDUSTRY - NUMBER OF COMPANIES AND 

WORKERS 
 

The analysis of the corporate structure of the Clothing Industry shows that, in net 

terms, the number of companies increased between 2012 and 2018 (Graph no. 

1). The Clothing Industry represented, in 2018, about 52% of the companies in 

the Textile, Clothing, Footwear and Leather Industries (TCFLI). Data for the year 

2020, the year in which the effects of the Pandemic caused by Covid-19 hit 

Portugal, show a decrease in the number of companies in the Clothing Industry, 

12%, which follows the trend of TCFLI, 11%. We are unable to ascertain to what 

extent this is due in full to the impact of the measures that had to be taken to 

control the pandemic, and that may have led to the closure of these companies. 

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

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

to prevent against the pandemic caused by Covid-19. 
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Graph no. 1 | Number of Companies between 2012 and 2020 

 
 

Between 2012 and 2018 there is an increase in employment in the Clothing 

Industry, which employs about 46% of the workers in the TCFLI (Graph no. 3). 

During this 6-year period, 7,569 more jobs were created in net terms in the 

Clothing Industry. Of the 79,420 workers, the overwhelming majority (87%) are 

women and about 1,502 (13%) are men. More recently, between 2018 and 2020, 

accompanying the decrease in the number of companies in the Clothing Industry, 

there was also a decrease in the number of workers in the TCFLI (decrease of 

18,487 workers) and in the number of workers in the Clothing Industry (less 9,433 

workers). Despite the decrease in the number of workers, we verify that the 

weight of the Clothing Industry in the total of the TCFLI is maintained, continuing 

to represent approximately 46%. 

 
Graph no. 2 | Number of Workers between 2012 and 2020 
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The Clothing Industry has always been governed by the "Neo-Taylorist/Fordist" 

model of work organisation that exposes workers to very demanding work 

rhythms, monotonous and repetitive tasks, with harmful consequences for their 

physical and mental health, in an industry where women represent 86% of the 

Employees (Graph no. 3).  

 
Graph no. 3 | Number of Workers by Gender between 2018 and 2020 

 
 

As for the workers of this Industry, the statistical data gathered allowed us to 

verify, with regard to the age of the workers, that there is a clear trend tendency 

towards the ageing of the workers in this industry. While in 2018 the highest 

concentration of male workers was in the age group between 40 and 49, in 
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increase of workers in the age groups above 50.  
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higher education is lower than that of men, 29.7% of men have Secondary 

Education and 9.7% have a bachelor's degree or higher, while in the case of 

women, only 16.8% have Secondary Education and only 4.2% have a bachelor's 

degree or higher (Graph no. 4). 
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Graph no. 4 | Educational Levels of People Working in the Clothing Industry by Gender (2020) 

 
 

The data also show that with regard to qualifications, 19.2% of men are Middle 

or Senior Management, while only 5.6% of women have these qualifications. 

In the case of women, we verify that the majority, 62.7%, are concentrated in 

Qualified Professionals (Graph no. 5). 

 
Graph no. 5 | Qualification Levels of Workers in the Clothing Industry by Gender (2020) 

 
 

0,2%

59,6%

29,7%

0,7% 1,1%

8,6%
0,4%

81,3%

14,8%

0,2% 0,3%
3,1%

0,0%

10,0%

20,0%

30,0%

40,0%

50,0%

60,0%

70,0%

80,0%

90,0%

< Basic
Education

Basic Education Secondary
Education

Post-Secundary
Education

Bachelor's
Degree

Graduate's,
Master's, PhD

Men Women

15,0%

4,2%

9,0%
4,7%

42,7%

16,5%

7,4%

0,5%
2,4% 1,0%

3,1% 1,7%

65,9%

18,8%

6,9%

0,3%

0,0%

10,0%

20,0%

30,0%

40,0%

50,0%

60,0%

70,0%

Men Women



 
 

 

15 

3. CHARACTERIZATION OF REMUNERATION IN THE 

CLOTHING INDUSTRY 
 

The Average Monthly Base Remuneration (AMBR) of the Clothing Industry in 

2020 is the lowest, representing only 764.30€, followed by the Footwear Industry 

(789.90€), the Textile Industry (854.50€) and, finally, the Leather Industry 

(945.80€). An analysis of the AMRE, the Clothing Industry remains the sector in 

TCFLI with the lowest remuneration, Clothing Industry, 848.8€; Footwear 

Industry, 896.20€; Textile Industry, 1015.80€; and Leather Industry, 1,146.80€ 

(Graph no. 6). Given that the Clothing Industry is a predominantly female 

sector, this first indicator leads us to question whether the clothing sector 

is not being subjected to the effects of horizontal segregation, whereby the 

work developed by these women is not valued because it is predominantly 

done by women. 

 
Graph no. 6 | AMBR in the TCFLI by economic activity 
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variables that may bias the GPG, we also find here that the Base Adjusted GPG 

for the Clothing Industry was 10.62% and 13.72% in terms of Adjusted Earned 

GPG. Both the Adjusted Base GPG and the Adjusted Earned GPG are higher 

than the national average, 9.6% regarding Adjusted Base GPG and 12.1% in 

terms of Adjusted Earned GPG (Graph no. 7). 

 

 
Graph no. 7 | GPG by economic activity (2020) 
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Graph no.  8 | Average Contractual and Practised Salaries by Salary Level and gender 
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Graph no. 9 | Salary Cushion in the Clothing Industry in 2020 
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Diagram no. 1 | Application stages of the job evaluation methodology 
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5. SELECTION OF OCCUPATIONAL CATEGORIES TO 

COMPARE 
 

The Collective Labour Agreement (CLA) negotiated between FESETE and 

ANIVEC-APIV is composed of 14 groups: Group I – Clothing; Group II - 

Organisation and planning; Group III - Reception service; Group IV - 

Metalworkers; Group V - Construction; Group VI - Electricians; Group VII - 

Transport; Group VIII - Canteens and Cafeterias; Group IX - Firemen; Group X - 

Commerce, sales and warehousing; Group XI - Social services in the company; 

Group XII - Cleaning and gardening services; Group XIII - Laundries; Group XIV - 

Administrative workers. The situation becomes more complex if we take into 

account that Group 1 - Clothing, is divided into 9 subgroups that correspond to 

each of the subsectors of the Clothing Industry: A - Regional craft and made-to-

measure Clothing manufacture; B – Serial Clothing Manufacture; C - Manufacture 

of leather; C1 - Manufacture of fur coats; C2 - Manufacture of furless, nappa and 

synthetic Clothing; D - Manufacture of flowers; E - Manufacture of sports and 

camping goods; F - Manufacture of cloth and straw hats; G - Manufacture of other 

knitted and crocheted Clothing, of similar knitted and crocheted hosiery. While 

collecting statistical data, and despite the fact that our universe of workers 

corresponds to the area of serial manufacture of Clothing, we noticed the 

existence of occupational categories with the same designation in the various 

groups that make up the CLA. For example, the occupational category of 

Qualified Tailor (Serial Clothing Manufacture) is present in three of the sub-

groups in Group I (I-B, I-C and I-E), the category of Specialised Tailor is present 

in 5 of the sub-groups in Group 1 (I-B, I-C1, I-C2, I-E and I-F) and the category of 

Tailor is present in 6 of the sub-groups in Group 1 (I-A, I-B, I-C1, I-C2, I-E and I-

F).  

 

On the other hand, the occupational category of Qualified Tailor (without the 

designation "Serial Clothing Manufacture") is present in the contract and is only 

found in subgroups 1-A and 1-E, which occupies a different position in the salary 

scale from that of Qualified Tailor. Statistical data indicate that this occupational 

category registers almost 4,500 employees, more employees than the 

occupational category of Qualified Tailor (Serial Clothing Manufacture). This leads 

us to believe that companies are classifying workers as Qualified Tailors when 
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they should be classifying them as Qualified Tailors (Serial Clothing 

Manufacture).  

 

Finally, we detected when requesting the statistical data, that the data was 

divided into two contracts, a CLA signed between FESETE and ANIVEC-APIV 

(currently in force) and a CLA that is no longer in force and was signed when 

FESETE was still negotiating separately with ANIVEC and APIV (before the 

merger of these two organizations). According to the data gathered for 2020, 

there were still companies submitting the single reports using as reference the 

CLA between FESETE and APIV (without negotiation since 2003 by merger 

between ANIVEC and APIV). When consulting the form to fill in the Single Report 

we verified that it is still possible to select this CLA in the field "CLRI in use". 

Curiously, the occupational category "Qualified Tailor (Serial Clothing 

Manufacture)" does not appear when we select the CLA negotiated between 

FESETE and ANIVEC/APIV but it appears when we select the CLA that was 

negotiated between FESETE and APIV. 

 

The CLA defines a classification into 14 groups and each of these 

determines the occupational category and its position in the salary scale. In 

practice, however, the Single Report omits the existence of groups and 

subgroups in the CLA, presenting only the occupational categories. The 

same categories in different groups and subgroups correspond to different 

salary scale levels, creating a mismatch between the CLA and the real 

situation within the companies. 

 

There is clearly a problem in the classification and arrangement of the 

occupational categories in this CLA by 14 groups and 9 subgroups, which 

on one hand creates constraints in the Single Report IT tool made available 

by the SPO, as well as in the classification of the workers by the companies. 

For these reasons we question, taking into consideration that sub-sector I-B 

Serial Clothing Manufacture is the one that aggregates the majority of the 

Employees covered by this CLA, whether the CLA in its present format 

corresponds to the reality and needs of the companies.  

 

The statistical data gathered allowed us to verify that in net terms the TCFLI and 

the Clothing Industry, although slightly, grew between 2012 and 2018. In 2020, 

we witnessed a decrease in the number of companies and employment to values 

lower than those recorded in 2012. Considering that 2020 was the year with the 
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greatest impact in terms of the health measures implemented to prevent the 

pandemic caused by Covid-19, we were not able to assess in this study whether 

this decrease in the number of companies and workers in 2020 is due exclusively 

to the pandemic caused by Covid-19. The data collected for 2020 shows that the 

companies that mostly make up the production landscape of the Clothing Industry 

are micro and small companies, which represent 90.2% of the total number of 

companies in the Clothing Industry. 

 

To build our sample, we defined that we would analyse the occupational 

categories representing at least 0.9% of all Employees in the production area. By 

applying this criterion, we defined that our sample would be composed of 16 

categories, all of which are predominantly female. In total, the categories selected 

represent 94% of the production workers. Of the occupational categories in our 

sample, 96.1% of the workers are women and only 3.9% are men (Table no. 1). 

 
Table no. 1 | Occupational categories selected 

 Professional categories Group Salary Level Workers % 
2018 

AMBR AMRE 

1 MODELLER I-B C 336 1,34% 1.198,82 € 1.310,56 € 

2 
LINE OR GROUP 

LEADER 
I-B D 336 1,34% 879,54 € 995,41 € 

3 
HEAD OF SECTION 

(WAREHOUSE) 
X-A D 288 1,15% 1.072,02 € 1.217,55 € 

4 
FABRIC CUTTER OR 

SPREADER 
I-B F 330 1,32% 636,27 € 723,29 € 

5 

REVISER AND/OR 

QUALITY 

CONTROLLER 

I-B F 234 0,94% 1.066,57 € 1 198,91 € 

6 

QUALIFIED TAILOR 

(SERIAL 

MANUFACTURE)) 

I-B G 1 040 4,16% 589,26 € 651,66 € 

7 
IRONER OR 

BURNISHER 
I-B G 1 401 5,60% 591,50 € 661,73 € 

8 PRESSER I-B G 284 1,14% 589,01 € 651,21 € 

9 
PRODUCTION 

RECORDER 
I-B G 237 0,95% 833,34 € 937,68 € 

10 CUTTING ASSISTANT I-B H 489 1,96% 597,95 € 678,06 € 

11 SPECIALISED TAILOR I-B H 5 598 22,39% 591,40 € 659,63 € 

12 WORK DISTRIBUTER I-B H 287 1,15% 606,04 € 683,80 € 

13 REVISER I-B H 1 151 4,60% 588,52 € 656,41 € 

14 FINISHER I-B I 1 048 4,19% 588,94 € 663,99 € 
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 Professional categories Group Salary Level Workers % 
2018 

AMBR AMRE 

15 TAILOR I-B I 9 169 36,67% 589,08 € 655,51 € 

16 PREPARER I-B I 1 264 5,06% 591,32 € 663,02 € 

 TOTAL - - 23 492 94% 616,94 € 688,61 € 

 

Despite the clear predominance of women in the selected categories, the data 

show that in all categories men are paid more than women, whether we consider 

the AMBR or the AMRE. Analysing the set of occupational categories, we verify 

that the salary difference in the AMBR is of 22,2% and of 23,6% in the AMRE.  

 

The data shows that there is a pay gap between men and women at sectoral 

level, as well as when they occupy the same occupational category. The 

issue is not only the devaluation of jobs just because they are mainly 

performed by women, because in the same positions men are better paid 

than women. This finding is valid for the Clothing Industry, as well as for the 

16 occupational categories that make up our sample, revealing the 

persistence of stereotypes and prejudices in the companies' remuneration 

practices with a clear devaluation of women's work. 

 

When applying the questionnaire, we defined a total of 122 questionnaires to be 

applied for the analysis of occupational categories, 106 of which to be applied to 

women and 16 to men workers of the Clothing Industry in the districts of Braga, 

Porto and Aveiro, which in total concentrated 87.21% of the workers. Although 

the statistical data provided by SPO-DGELR depicts the existence of male 

workers, and after a great effort made by the partnership to identify workers to 

whom to apply the survey, we were not able to identify any male workers and 

consequently the 113 surveys applied refer only to female workers, spread across 

the districts of Braga, Porto and Aveiro, as foreseen.  
 

Thus, within the scope of this research work, it was not possible for us to compare 

between predominantly female or predominantly male categories, nor was it 

possible for us to compare, for the same category, the functions performed by 

women and men.  
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6. CONSTRUCTION OF THE JOB ASSESSMENT 

METHODOLOGY 
 

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 competences (know-how): related to the capacity 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). 

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 process 

and work phases. 
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• Documents: Production sheets 

3. Efforts Factor: Efforts are the responses that workers make 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 postures, repetitive movements, postures and lifting 

or carrying of weights and muscular kind. 

• 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 

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. 2) there was a concern for 

exhaustiveness to cover the largest possible number of aspects characterising 

the jobs under study. Thus, we tried to identify the most relevant factors and 
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subfactors1 , based on information from two different sources: exploratory 

interviews with union leaders and representatives of ANIVEC-APIV; and available 

bibliography on TCFLI occupational profiles. The following table displays the list 

of factors and subfactors selected to evaluate the occupational categories.  

 
Table no. 2 | 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. Work Content 4 

10. Troubleshooting 3 

11. Adaptation to change 3 

2. RESPONSABILITIES 

1. Safety of other people 5 

2. Maintenance of the equipment 4 

3. Quality check 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. WORK CONDICTIONS – 

PROFESSIONAL RISKS AND 

DISEASES 

1. Noise 4 

2. Lighting 4 

3. Thermal environment 4 

4. Vibrations 4 

 
1 Some studies indicate that the maximum number of subfactors to be considered should 

range from 16 to 25. However, considering the objectives of this study and the 

characteristics of the Clothing Industry, we have chosen to develop a job evaluation grid 

that includes 31 subfactors.  
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Factores Subfactores 
No. of 

Levels 

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

products 
4 

6. Exposure to occupational risks 6 

 

7. DATA ANALYSIS AND ESTABLISHMENT OF 

OCCUPATIONAL CATEGORIES VALUE 
 

Our analysis focused on analysing the functional content of each of the 

occupational categories selected and assessing whether their positioning in 

the CLA 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 in the 

lower levels of the salary scale, revealing vertical segregation.  

 

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

small range of points, 174.8, between the category of Fabric Cutter and/or 

Spreader and the category of Presser. This situation suggests that it is 

questionable to what extent it is relevant 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, 746.4 (Fabric cutter and/or 

Spreader), and the one with the lowest score, 571.6 (Presser), we decided to 

create four groups into which we grouped the categories according to their scores 

(table No. 3). 

 
Table No. 3 l Distribution of occupational categories by groups of points 

Occupational 

categories 

Factors 

Position 

Salary 

Level 

AMBR 

(€) 

Groups 

Group 1 

(703-747) 

Group 2 

(659-702) 

Group 3 

(615-658) 

Group 4 

(571-614) 

MODELLER 8º C 1.162,92 € - - 630,8 - 

LINE OR GROUP 

LEADER 
4º D 854,01 € - 682,5 - - 

HEAD OF SECTION 

(WAREHOUSE) 
7º D 1.054,97 € - - 634,2 - 

FABRIC CUTTER OR 

SPREADER 
1º F 652,66 € 746,4 - -  

REVISER AND/OR 

QUALITY 

CONTROLLER 

14º F 1.074,32 € - - - 574,8 

QUALIFIED TAILOR 5º G 594,61 € - 676,0 - - 
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Occupational 

categories 

Factors 

Position 

Salary 

Level 

AMBR 

(€) 

Groups 

Group 1 

(703-747) 

Group 2 

(659-702) 

Group 3 

(615-658) 

Group 4 

(571-614) 

(SERIAL 

MANUFACTURE) 

IRONER OR 

BURNISHER 
10º G 621,42 € - - 629,7 - 

PRESSER 15º G 602,72 € - -  571,6 

CUTTING ASSISTANT 2º H 876,90 € 710,4 - -  

SPECIALISED TAILOR 3º H 597,88 € - 699,9 - - 

WORK DISTRIBUTER 12º H 639,70 € - - - 610,0 

REVISER 9º H 630,61 € - - 629,8 - 

FINISHER 13º I 592,08 € - - - 595,1 

TAILOR 6º I 611,02 € - - 636,5 - 

PREPARER 11º I 606,00 € - - - 612,9 

 

The occupational category of Production Register was not considered in the 

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

this occupational category. 

 

As a rule, the workers interviewed referred to carrying out the tasks associated 

with the functional description in the CLA. As described in the previous chapter, 

there are also situations in which workers report that, whenever necessary, they 

carry out tasks associated with other occupational categories within the 

production area. We also verified that normally workers that fall into occupational 

categories more linked to the operation of machines in the production area, 

categories falling under levels F, G, H and I, normally remain in the same 

category without any promotion in their professional career throughout their 

professional life. However, and as mentioned by the workers interviewed, 

whenever necessary they provide support in other production areas and perform 

tasks associated with other occupational categories.  

 

The information recorded by the workers indicates that despite not being 

recognised as having polyvalent functions in the company, in the course of their 

professional activity, they end up carrying out the functions associated with their 
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professional category, but at the same time are polyvalent to assume functions in 

another production section whenever the company needs it. 

 

The positioning in the weighting grid reflects some misalignments that should be 

considered. The evaluation points to categories that are at higher levels of the 

salary scale, as is the case of the category of Line or Group Leader and Modeller 

(both positioned at level C of the salary scale), which were placed in groups 2 and 

3 (4th and 8th positions, respectively). This classification is due to the fact that 

these two occupational categories scored below average in the factors Efforts and 

Working Conditions - Risks and Occupational diseases. However, these two 

categories obtained, as expected, above average scores in the factors 

Competencies and Responsibilities. The Modeller category obtained the highest 

score in the Competencies factor, while the occupational category Line or Group 

Leader obtained the highest score in the Responsibilities factor. In the case of the 

Modeller category, of all the categories under analysis, it is the category with the 

highest AMBR and GMR. The Line or Group Leader has the 4th highest AMBR 

and AMRE of the categories in our sample. 

 

In contrast to these two situations is the case of the Specialised and Qualified 

Tailors who obtained the 3rd and 5th best scores and were both placed in group 

no. 2. Despite not having obtained the highest scores in any of the factors under 

analysis, they still obtained above-average scores in all factors. These two 

occupational categories were the only ones in the evaluation that obtained an 

above-average score under the 4 factors under analysis.  

 

The category Specialized Tailor, in our sample, is the 2nd occupational category 

with the highest number of workers (surpassed only by the category Tailor); the 

category Qualified Tailor (Serial Clothing Manufacture) is the 7th category with 

the highest number of workers. Both occupational categories are predominantly 

female, with a rate equal or above 99.5%. An analysis of their position in the 

salary scale shows that the Specialized Tailor is positioned at level H and the 

Qualified Tailor category is positioned at level G, the penultimate and 

antepenultimate level of the salary scale, respectively. If we take into account the 

salaries, we see that with regard to the AMBR, they are the 9th and 11th highest, 

respectively. If we take into account the AMRE, the Qualified Tailor category has 

the 2nd lowest AMRE and the Specialised Tailor category has the 6th lowest 

AMRE of the categories under analysis. 
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Analysing the salary gap between men and women in 2020 for these 

categories we see that they present a salary gap (GPG) of 27% in the case 

of the category Specialised Tailor and 17.4% in the case of the category 

Qualified Tailor (Serial Clothing Manufacture). 

 

Most of the workers identified Thermal Discomfort, Dust and Noise as the main 

situations they are exposed to during their work at the company. With regard to 

occupational diseases, the majority were adamant in pointing out Musculoskeletal 

Injuries (85%), Demotivation, Physical and Psychological Fatigue (76%) and 

Visual Fatigue (73%). More than half of the workers (59%) stated that, due to the 

dust released during the handling of the tissues, they may develop Respiratory 

Problems and 54% also stated that, due to the noise produced by the machines, 

they may develop Hearing Problems. During the course of this work and from 

contact with the workers, we verified that some when questioned about their 

exposure to occupational diseases mentioned that they already had problems 

associated with tendonitis and in some cases indicated that they had already 

undergone surgery as a result of having contracted tendonitis.  

 

The results obtained after analysing the factors under study lead us to 

question what balance should be struck between the value and weight of a 

factor to determine the positioning of a specific occupational category in 

the salary scale. While on the one hand it is indisputable that the 

Competencies and Responsibilities factors should be valued, on the other 

hand, when we are dealing with activity sectors with very specific 

characteristics in terms of the tasks they perform, monotonous and 

repetitive, with very high work rates that expose the workers who perform 

these tasks to situations of high physical and mental wear that lead many of 

these female workers to give up their activity, become unemployed in the 

middle of their working life, and later take early retirement due to the 

development of occupational diseases. The factors effort and working 

conditions - occupational risks and diseases should be considered 

extremely relevant because the high exposure to these two factors may 

prevent workers from developing a normal activity during their working life, 

as shown by the data gathered, in which most respondents experience 

bodily pain resulting from the tasks performed in the work context. These 

situations are also reflected in the satisfaction levels of the respondents, 

who are dissatisfied with their remuneration, the recognition of efforts, 

working conditions and the possibility of promotion in a professional 
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career. However, it is urgent to point out that despite this industry being 

characterized by a predominantly female workforce, with a low level of 

education, it constitutes a crucial social lever in the emancipation of women 

who inhabit the most peripheral regions of the country - since it is in this 

industry that women find employment. The Clothing Industry is 

unequivocally the only employer in some of the most disadvantaged 

regions of the country and as such it has been assimilating a growing social 

responsibility. 

 

8. RECOMMENDATIONS 
 

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

the social partners, signatories of the CLA, FESETE and ANIVEC/APIV should 

make a joint reflection on the results that emanate from this work, namely: 

1. Reflect on the number of professional groups and categories included in the 

CLA, considering that we are facing a sector in which worker’s polyvalence is 

vital for companies and worker’s health and that the CLA continues to 

promote the "Neo-Taylorist/Fordist" model, whereby for each task an 

occupational category, out of step with the companies’ reality; 

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

do not result from the CLA negotiated between FESETE and ANIVEC/APIV, 

since the CLA defines a minimum remuneration for each occupational 

category, regardless of whether it is occupied by a male or a female worker. 

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; 

3. The data shows that we are facing a situation of horizontal segregation, a 

predominantly female sector (86% of Employees) and salaries are very close 

to the national minimum salary. It is crucial to value the work of these female 

workers; 

4. It is also necessary to guarantee effective salary transparency in companies, 

in compliance with the regulations in force. The data gathered points to salary 

inequality between men and women in the same occupational category. In a 

sector mainly occupied by women, even performing the same work, 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 resolve them, and to ensure that in the medium 
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term the GPG, which reaches almost 30% in the Clothing Industry, can be 

reduced;  

5. The data also point to the fact that the positioning of the categories in the CLA 

salary scale may be misadjusted. We found that the first two groups included 

two of the categories with the highest number of Employees in the industry, 

which are predominantly female, above 99%, and whose salaries are very 

close to the national minimum salary. We also verify a situation of vertical 

segregation. It is necessary to reflect on the value of occupational categories 

not only from the point of view of competencies and responsibilities, but, as 

recommended by the ILO, the Labour Code standards and pointed out by the 

present work, by the combination of Competencies, Responsibilities, Efforts 

and Working Conditions factors; 

6. Finally, and because this sector is mainly occupied by women and because 

the number of male Employees is not very representative, we are of the 

opinion that the professional categories listed in the current CLA should firstly 

appear as female and secondly as male, e.g. "Tailoress/Tailor" 

[“Costureira/o”] ; 

7. 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 

Clothing Industry.  
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