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Strengthening the capacity of the Equal Employment Opportunities Commission
 in Israel  
1. Basic information
1.1 Programme:  

Support to the Israeli ENP Action Plan

1.2 Twinning Number:  
 IS09/ENPAP/SO03
1.3 Title:  

Strengthening the capacity of the Equal Employment Opportunities 

                
Commission in Israel  

1.4 Sector:    
Human Rights

1.5 Beneficiary country: 
Israel

2. Objectives 

2.1 Overall Objective:

Contribute to ensure employment opportunities that will enhance occupational security in the workforce in Israel.
2.2 Project purpose:

The purpose of the project is to strengthen the capacity of the E.E.O.C in challenging discrimination in the workplace in line with the E.U best practices

2.3 Contribution to EU-Israel ENP Action Plan

With regard to Equal Employment Opportunities, the E.U-Israel Association Agreement (AA) sets out the goal to improve the dialogue on questions relating to social problems of post industrial societies, such as unemployment, rehabilitation of disabled people, equal treatment for men and women, labour relations, vocational training, work safety and hygiene, etc (Art. 63). The EU-Israel ENP Action Plan stresses the importance to promote and protect the rights of minorities, including through the enhancement of political, social, and economic opportunities for all citizens and lawful residents. This also includes the promotion of the evaluation and monitoring of policies from the perspective of gender equality.

3. Description

3.1 Background and justification
3.1.1 Strategic Framework

The conclusions of the Essen Council of December 1994 which stated inter alia that: “The European Council considers that Israel, on account of its high level of economic development, should enjoy special status in its relations with the EU on the basis of reciprocity and common interest…” On that basis, the EU and Israel concluded an Association Agreement (AA) in 1995 that entered into force in 2000, and developed relations further in the context of the Euro-Mediterranean Partnership

In view of the enlargement of May 2004, the European Union (EU) adopted on 11 March 2003 a new framework for its relations with its neighbours, including Israel. In a Communication called “Wider Europe - Neighbourhood: A New Framework for the Relations with our Eastern and Southern neighbours”, the European Commission underlined that the objective of the so-called European Neighbourhood Policy (ENP) is to develop an area of prosperity and anchor a "ring of friends" with whom the EU can enjoy close, peaceful and fruitful relations. The overall goal of ENP is to foster the political and economic reform process, promote closer economic integration, legal and technical approximation and sustainable development. 

The central element of the ENP is the bilateral ENP Action Plans (AP) agreed between the EU and each partner. The EU-Israel ENP Action Plan was adopted on 11 April 2005. The Action Plan sets out an agenda of political and economic reforms with short and medium-term priorities including environment, energy, justice, liberty and security (JLS) and transport. 
3.1.2 Recent socio-economic trends in Israel 
Economy
Israel's has a modern developed economy, which has transferred from a social market with a large public sector to a free and competitive market. The country's gross domestic product (GDP) grew 5.4% in 2007 and reached a GDP per capita estimated at around $ 23.500 ($28.800 in GDP PPP). Construction, especially in the business rental sector is on the increase, and the high tech sector continues to be the powerhouse leading economic growth. 
Israel has developed a world-class reputation for technological research and development (R&D) (particularly in electronics, biotechnology and software). 'Israeli High Tech' is a recognised international brand in its own right and attracts a large amount of foreign investments. Israel is also a large exporter of cut diamonds, chemicals and agricultural products. 

The economy seems to have recovered from the effects of the month long war in the North and is now on an upward trend. The unemployment rate which was over years around 10% recently decreased fewer than 8% (2006). Inflation is now inexistent.

On the other hand, the process of rapid privatisation and adjustment to the globalised world economy has led, in recent years, to the sharp decrease of some traditional sectors. As an example, the textile and clothing sector is now nearly totally delocalised which resulted in a loss of many semi-qualified jobs many of them held by the female workforce (particularly Arab women). In addition, the system of social transfer and welfare payments was affected by serious cutbacks which contributed to enlarge the socio-economic gap between the wealthiest and the poorest parts of the population.

Demography and migrations

Israel is the home of 7.2 million inhabitants (2008) with an increase of 1.7% a year. Jews are 76%, Arabs are 19.5% (Muslims 16.1% and Christians 3.4%), the rest being distributed between Druze and recent non-Jewish migrants from the former Soviet Union.

Israel is a very unique diverse society with citizens who came from different places, in various ways and times, creating a melting pot of backgrounds and cultures. 

A strong characteristic of the Israel society is its unusual capacity to integrate large waves of migrants such as, during the 1990s, 80 000 migrants from Ethiopia and more importantly the 800 000 migrants (12% of the total Israeli population!) from the former Soviet Union.

In a society in which approximately 28.8% from the population are immigrants, it is still a challenge to bridge the culture gaps and to create common identity and values. This fact is a fruitful basis for striving for equality.
In addition to this permanent population, around 200.000 temporary migrant workers recently arrived in Israel most of them from Eastern European or Asian countries.
 3.1.3 Legislation evolution 

The laws in Israel concerning equality in the workplace are very advanced and have much in common with EU laws in the same area
. These laws promote similar principles and values both in EU countries and in Israel striving for a more equal, diverse and just work environment.

While legislation is advanced, the enforcement and compliance is not sufficient a problem existing in both the public and private sectors
.

3.1.4 Institutional background

The establishment of the E.E.O.C

The Equal Employment Opportunities Commission (E.E.O.C.) in Israel was established in January 2008 by law due to inadequate enforcement of equal employment opportunities legislation. In addition, the number of cases that were litigated privately against discrimination was not enough to make a real impact in the workforce and there was a need for a government authority to take responsibility in this area.

In September 2003, the now National Commissioner of the E.E.O.C was Legal Advisor for the “Israel Women's Network”, an NGO advocating women's rights when it was decided to initiate the establishment of the Commission. 

The Law: After researching various Equality Commissions in the world, the “Israel Women's Network” drafted a law to establish the E.E.O.C in Israel. On the last day of the 2005 Knesset, the Law passed.

The E.E.O.C's main objective is to battle discrimination in the workplace and promote equality on the basis of age, sexual orientation, religion, ethnic origin, reserve duty in the army, gender, pregnancy, parental status, etc.

The E.E.O.C will foster public awareness via education, instruction and promoting programs and activities to mainstream equality into the workforce. The aim is to work directly with employers to change mindset and to assist with eliminating prejudices.

The commission will also handle complaints and file law suits against employers who have discriminated against workers on the above basis.

As previously mentioned the E.E.O.C deals with discrimination on all grounds but has the authority to decide on what grounds of discrimination to deal with first. Research needs to be done but from the data today, it seems like gender and nationality and of course, Arab women will be high up on the list of priorities to deal with.

The E.E.O.C Today 

The E.E.O.C. is part of the Ministry of Industry, Trade and Labour (MOITAL). The E.E.O.C. consists (Dec 2008) of 1 National Commissioner, 1 Head of External Relations, 1 Administrator and 1 Legal intern. In the near future, 3 Regional Commissioners will be appointed (in Tel-Aviv, Haifa and Be'er-Sheva) as well as 1 Head of Research. In addition, the principle of recruiting an Arab lawyer by the E.E.O.C has been positively considered by the Ministry.
For the past six months, the small staff has engaged in various activities (here are some examples):

* Meetings with employers and employees
* Meetings with organizations that deal with discrimination

*Drafted a general directive for employers

*Published a booklet on best employers practices

* Established the E.E.O.C.'s website in Hebrew and Arabic (under construction)

*Collected verdicts dealing with discrimination in the workplace

* Lectured about equality and discrimination in various forums around the country

* Provided legal advice to people who have a claim of discrimination

The E.E.O.C planned activities for 2009 

2009 will be the first year off full operational capacity of the E.E.O.C. The 2009 Work-Plan elaborated at the end of 2008 by the Head Commissioner targets the three following sets of priorities:

· Achieving the E.E.O.C organisational structure: particularly through a) recruiting and training the three Regional Commissioners and launching the activities of the three E.E.O.C Regional Commission , b) appointing the Head of Research and designing the activities of her/his new Department, c) establishing the E.E.O.C 21 members of its “Advisory Committee” (a first  meeting was held on  11 January 2009, see minutes in annexes)
· Developing the E.E.O.C range of external  activities initiated in 2008: through:  a) creating a cooperation framework with employers, trade unions, civil society and government ministries through: lectures, lobbying, targeted publications, guidelines and the design of cooperative work procedures), b) developing a range of communication activities such as: a first public awareness campaign, district initiation events and the further development of the existing website, c) enforcing equal employment opportunities through: responding to appeals from employers and employees, undertaking legal representation to Labour Courts (*), providing legal opinions, submitting proposals for legislation amendments, d) developing a first range of specific surveys and research and report publications.
(*) in January 2009, the E.E.O.C submitted its two first legal cases to the Labour Court, one of them against a clothing company suspected of discrimination due to not hiring a pregnant woman.
· Design and implement “an Equal Employment Opportunities plan” within the Ministry of Industry, Trade and Labour. The decision to establish this plan was taken under the assumption that the E.E.O.C would enhance its credibility vis à vis external stakeholders through demonstrating its capacity to successfully challenge employment discrimination in its own administration. It is also expected that this Pilot Action developed in the MOITAL would trigger fair employment good practices within the whole public administration which is one of the main employment providers in Israel.
The E.E.O.C and the Twinning project
The current needs for establishing and integrating and Equal Employment Opportunities Commission in the Ministry is an innovative initiative which currently exceeds the scope of the resources available to the Ministry of Industry, Trade and Labour.

Therefore, the Ministry of Industry, Trade and Labour and the E.E.O.C would greatly benefit from EC assistance in Institutional Capacity Building. A Twinning project has thus been identified as a relevant tool to provide this kind of assistance since policy design is by nature an activity in the hands of public institutions, in this case Equality bodies of the EU Member States. This would particularly enable the E.E.O.C to identify the organisational structure to meet the needs of this new Equality body in Israel.

Related public bodies and NGOs 

Other public entities currently entrusted to prevent discrimination and unequal treatment in civil society in general are among the main direct partners of the E.E.O.C. They are the following:

The Committee on the Advancement of the Status of Women in the Knesset: This Committee became a Statutory Committee in 1996. It comprises 12 Knesset Members including three Arab members of which one Arab woman. It has been active in the field of advancing women's status through legislation. Its initiatives involve a variety of issues:  gender issues, equality at work, violence against women, welfare, health and fertility, etc.

The Authority for the Advancement of Women: was established by law in 1998. This body is authorized to encourage, coordinate, promote and monitor governmental and local authority activities regarding women's status, to promote legislation and to advise the government on the enforcement of laws promoting the status of women. It is also expected to initiate research and to enhance public awareness through the media and education. (additional information on this project supported by the E.U will be provided by the E.C delegation to Israel )
The Equal Rights Commission for Persons with Disabilities
The Commission is mainly responsible to implement the Law on Equal Rights for Persons with Disabilities. It also acts to prevent discrimination and remove obstacles which impede the inclusion of people with disabilities into Israeli society. The Commission promotes joint projects with relevant governmental, local, public, private entities and with relevant NGOs
. 

In addition with these Public entities, there are many very active NGOs in Israel with long-standing activities aimed at advocating Human Rights in general or supporting targeted specific population groups such as Women, Arab communities, Arab graduates and academics, immigrants from Ethiopia, Orthodox Jews etc.

3.1.5 Population groups at risk of discrimination in the working place

Many characteristics of the Israeli workplace aren't unique; it would be easy to identify common characteristics which exist in every western society. There are however some particularly sensitive problems based on the very mixed Israeli society and its historical-political background. The fragile coexistence between Arabs and Jews is the basis for Arab discrimination. There are also consistent tenses within the Jewish population between the orthodox and the non-religious groups.

In addition, the on-going adjustment to the globalised world economy together with the continuation of the state of socio-political and military tensions in the region increase the difficulties for narrowing the social-economic gaps between population groups and contribute to fuel prejudices and discriminations. Thus, the most vulnerable population groups the E.E.O.C has decided to target in its 2009 Work-Plan are the following:

Women

Since the establishment of the State, Israel has developed and maintained a strong legal and social infrastructure to ensure that women would be able to successfully combine work and family life. This trend was recently reinforced by a set of new laws and regulations combating, for example, sexual harassment in the workplace or ensuring “appropriate representation” at all levels of responsibility.

As a result, women’s participation in the  labour force (55% for women of age 15 and over) is not far from that of the E.U average in spite of a much higher fertility rate (2.9 children per woman in Israel in 2004, against less than 2 in the E.U). The participation rate in the labour force of women between 25 and 54 is around 70%, which is higher than that of the OECD average.

Women are also more represented than men in all levels of education, particularly in Higher Education (56% of first degree students are women).

However, several indicators demonstrate that the “gender gap” still remains a key issue in Israeli society. The average hourly wage of women is around 20% lower than that of men even in occupations where women are dominant such as secretarial and administrative positions.

Moreover, the “appropriate representation” is also far from being a reality in management positions. In governmental and public entities only 12% of local council members are women and less than 14% are members of the National Parliament, against 20% in the E.U. In the private sector the proportion of women in management positions is estimated at 26%, a rate which has remained virtually unchanged in the last five years. 

More recently, the rapid privatisation of the Israeli economy has entailed serious cutbacks in the system of transfer and welfare payments which has created particular difficulties for working single mothers whose benefits were substantially cut.

In addition, the enforcement of protective labour laws is unevenly ensured; it is not uncommon for women to be fired from their job during their pregnancy leave, and for women employees to be paid under the minimum legal wage.

The Arab community: with more than 1.4 million of people, Arab citizens account for around 20% of the total Israeli population. Most of them (60%) live in the Northern part of the country, 19% in East-Jerusalem and the rest in the Negev and in some mixed cities particularly Jaffa, Haïfa, Lod and Nazaret. The Arab community is relatively young with 50% of its members under the age of 20.

Various indicators demonstrate the large gap between the Arab and the Jewish communities in terms of income and living standards. The average gross income of Arab households is around NIS 
7,590 only 57% that of Jewish households. Most Arabs employees work in traditional economic sectors with lower wages (retail, small trade, industry and construction). Around 5% of them are employed as civil servants or in government entities, which is not commensurate with their share in the population.

If the participation rate of Arab men into the labour force is similar to that of Jewish men (around 60%), the participation rate of Arab women is dramatically lower: around 18% against 54.6% for Jewish women, a rate which contributes to maintain Arab women as the most marginalized group in Israel. As mentioned above, the quasi disappearance of the Israeli textile and clothing industry removed a large number of semi-qualified jobs traditionally held by Arab women. The Arab workforce has also, for socio-political reasons, virtually no access to the large number of semi-qualified jobs in the security sector and has difficult access to occupations in the retail and catering industries which have a predominantly Jewish clientele.
The young Arab graduates also face strong difficulties to compete with their Jewish colleagues in accessing the labour market. Only a very symbolic number of them find jobs in the High Technology sector and a many of them face long-term unemployment after their University studies.

Even if over the years some positive trends have taken form for a more efficient economic integration of the Arab population in the Israeli economy, little substantial progress has been seen.

Moreover, many Arab citizens still consider themselves as direct or indirect victims of discrimination. They claim to experience hostile attitudes from a part of the Jewish population, a feeling which is naturally fuelled by the ups and downs of political and military tensions in the region. 

Orthodox Jews

The estimated rate of the Jewish orthodox population is 8%-11% (a rate difficult to estimate, because there is no unequivocal definition). Jewish orthodox individuals might face some direct or more frequently some indirect discrimination in the workplace due to their strict observance of the Jewish rituals. In addition, their exemption from military service contributes to reinforce prejudices against them and impede their access to the labour market, since military service is widely valued in Israel as the very act of “basic patriotism” and the cement of the society. For this reason, the Law ensuring the Equal Employment Opportunities has explicitly included a clause prohibiting discrimination on the ground of “religious and army reserve duty service”.
Persons with disabilities

The enforcement and the enrichment of the Law ensuring the Equal Employment Opportunities of persons with disabilities is under the responsibility of the “Equal Rights Commission for Persons with disabilities” created in 2000 and is not in the scope of the E.E.O.C missions
3.2 Linked activities (other international and national initiatives):

3.2.1 International funded projects

Due to its high level of development, Israel is not targeted by the assistance programmes of the main International Donors.

The only mentionable international co-operation projects relevant with the foreseen Twinning project are mainly small bilateral projects directly targeting Israeli NGOs involved in the field of Human Rights or the socio-economic development of specific disadvantaged population groups. 

Among these, many small projects of this kind were identified during the drafting of this Twinning Fiche such as: 

· The assistance of the E.C Delegation to Israel to Israeli Arab NGOs promoting better access to the labour market, and working on discrimination issues in general. 

· The British Council’s initiatives for supporting the development of Women Businesses (from Jewish and Arab communities), 

· Initiatives from various Charities or Foundations (for example German organisations such as the “Konrad Adenauer Stiftung”) for supporting socio-economic development and promoting co-operation between Jewish and Arab communities. 

It must be also mentioned, the assistance of a large number of Jewish Charities from abroad (USA, Europe) supporting various Israeli community-based organisations particularly in the fields of economic development, health and vocational training.

3.2.2 National Governmental Initiatives 

During the drafting of the Twinning Fiche the three following initiatives with possible connection with the Twinning project were identified:

· On-going projects initiated by the Authority for the Advancement of Women, including a survey (a needs assessment) among Arab women and related cultural and development pilot actions within 40 small towns and villages. A project supported and co-funded by the E.U
· A National Plan aimed to increase the rate of Arab citizens in civil servant occupations from the current 5.6% to 10% by the end of 2012. (Governmental Decision 414 of 2006)
· A scheme launched at the end of 2008 by the Prime Minister’s Office for encouraging the development of Arab citizens’ businesses in medium and small towns. This scheme, which will benefit from an initial public funding of NIS 80 Million ($ 22.4 Million), is expected to attract matching private funding of the same amount. An on-going tender will be published early 2009 in order to select the independent organisation in charge of the implementation and the running of this scheme.
The Twinning partners shall take necessary steps to ensure coordination with the mentioned and other related activities in order to avoid any overlap or achieve possible synergies

On the basis of this background description, the Beneficiary and the E.C delegation to Israel confirmed the high relevance of the Twinning project with regard to both its objectives and its implementation timing. With reference to the E.E.O.C needs and work-plan, it was agreed that the Twinning project should mainly aim to enhance the E.E.O.C capacity in the four following areas of activities:

- awareness-raising and advocacy,

- co-operation development with  concerned stakeholders

- data and legal information gathering,

 - work-plan and priorities designing

The results and activities expected from the Twinning were then selected and detailed as presented below.
3.3 Results
At the completion of this Twinning Project, the following results shall be achieved:

Result 1. Mechanisms for institutional cooperation between the E.E.O.C and main stakeholders bodies/organizations are established and functioning

The Twinning experts and the E.E.O.C will clearly identify the main stakeholders with which cooperation will be the more efficient for addressing discrimination in the workplace. Various entities will be considered such as public entities or bodies, social partners and NGOs. A range of cooperation models will be elaborated- with references to E.U best practices- and experimented such as for example: common actions, memoranda of understanding, cooperation procedures and agreements, agreed exchange of information, common seminars and training etc.

Key indicators of achievement are the following:

Key potential partners identified via strategic planning Models of methods and procedures - including quality assessment procedures - for cooperation with identified partners, elaborated or improved. Agreements signed.
Result 2. An awareness-raising strategy produced and pilot actions implemented 

This awareness-raising strategy will aim to provide various audiences with key information on the anti-discrimination legislation and on ways to enforce it as well as information on the role of the E.E.O.C. Moreover it will advocate that enhancing equal employment opportunities will contribute to increase occupational security in Israeli society. This strategy will target a range of audiences including general public, public entities, employers, employees and various organizations. The selected actions will deliver clear messages accessible to all targeted audiences through various possible materials for example: publications, digital and visual tools, networking and lobbying, pro-active work with the press and other media etc. Examples of awareness-raising strategies, actions and materials produced by E.U Equality Bodies will be provided by the experts.
Key indicators of achievement are the following:

An awareness-raising strategy adopted. Communication materials and “tool-kits” including innovative digital or visual materials produced and relevant awareness-raising pilot actions implemented.
Result 3. An Equality Data collection methodology and a Legal Documentation Framework improved and implemented
In accordance with the priorities identified by the E.E.O.C, the experts will assist to select the main type of data to be collected. They will review and assess the availability and the quality of the information already collected namely by the Central Bureau of Statistics and will identify the potential knowledge gaps. A set of indicators, types of legal information and a data collection methodology will be selected or improved. The data collection strategy will be established with reference to the best practices in Equality Measurement systems developed in the E.U. The experts will also keep in mind that the data collection methods have to be sustainable (easily replicated over years) and the data reports clear and directly understandable by all concerned stakeholders (policy makers, social partners, NGOs and the general public).

Key indicators of achievement are the following:

Set of indicators, types of legal information and report model(s) selected and designed. Information collection systems in place.  Data report (s) produced. 

Result 4. A two-year E.E.O.C Work-Plan is produced & adopted (for the years 2012-2013)
This Work Plan will present the Commission’s key vision, aims and priorities for the next two years as well as an up-dated organizational structure. It will be written according to best practices in writing such a document by other comparable Equality bodies from Israel and from the E.U Member States. It will be easy to understand, and available to other government entities, stakeholders and to the public. With regards to the E.E.O.C priorities presented above (in point 3.1.4) this work-plan will also include a detailed component regarding the further development of the “Equal Employment Action Plan” that the E.E.O.C intends to implement within the Ministry of Industry, Trade and Labour (MOITAL). The elaboration of this Work-Plan will also take into consideration and will benefit from the assessment of the 2009 and 2010 E.E.O.C “planned actions”   and the related lessons learned.
Key indicators of achievement are the following:

Work-Plan adopted by the E.E.O.C Advisory Committee and available through various communication materials.

3.4 Activities
3.4.0 Activities common to all of the project results
· Kick-off and closing conferences:

Benchmarks: A kick-off and closing conference organised, each for around 100 to 150 participants including high ranking officials. The aim of these conferences is to increase the visibility of the Twinning Project goals and results and initiate fruitful cooperation.
· Study visit

Benchmarks: a 5 to 10 days study visit in one or two E.U member state(s) organised within the first months of the project. The participants are the three newly appointed Regional Commissioners and two to four other staff from the E.E.O.C Head-office. It is expected that the study visit would speed-up the training of the newly appointed staff, increase their motivation and develop links and common understanding with similar National Equality Bodies of the E.U MS.
3.4.1 Activities related with each of the project results

Result 1. Mechanisms for institutional cooperation between E.E.O.C and main stakeholders bodies/organizations are established and functioning

· Identification of Institutional Cooperation best practices in the E.U:

Benchmarks: a compendium produced presenting the best E.U cooperation practices between National Equality bodies and main types of stakeholders or potential partners (companies, public entities, social partner organisations, NGOs etc). A seminar presenting these best cooperation practices organised for the E.E.O.C staff and some selected E.E.O.C partners 
· Elaboration of the E.E.O.C Institutional Cooperation work- plan outreaching and identifying potential partners:

Benchmarks: a sample of key stakeholders identified with which bilateral cooperation would be of a great interest for promoting the E.E.O.C aims and activities. Pro-active networking actions launched, cooperative relations initiated.
· Development of pilot Institutional Cooperation actions and tools:

Benchmarks: formalised cooperation between the E.E.O.C and a sample of various stakeholders established. Common charters, memoranda of understanding or agreements signed. Materials and training modules produced to assist the concerned managers or staff to implement these co-operations and develop fair employment practices in their particular working practices. 

Result 2. An awareness-raising strategy produced and pilot actions implemented
· Identification of Awareness Raising best practices in the E.U:

Benchmarks: best E.U practices regarding general awareness-raising actions on Equal Employment Opportunities issues gathered and presented through an ad hoc workshop. The best practices selected will target a sample of various audiences such as: general public, employers, employees, public entities, media.

· Elaboration of the E.E.O.C awareness strategy:

Benchmarks: an awareness-raising strategy is produced within the first six months of the project including a review/up-dating of the key advocacy messages of the E.E.O.C and a list of foreseen communication actions.
· Development of  Awareness Raising “tool kits”:

Benchmarks: E.E.O.C communication and advocacy /materials up-dated or developed. New “tool-kits” including innovative communication tools (i.e. digital, visual etc) produced with references of E.U best practices examples.
· Two yearly Awareness Raising conferences:

Benchmarks: in the scope of the awareness-strategy, the project will assist the Beneficiary to design and implement a model of a “yearly conference” as a key periodical event of the E.E.O.C. These conferences will target each year a specific topic in the field of Equal Employment Opportunities such as: “Recruitment Diversity in the Public Sector”, “Fair employment practices in SMEs” etc. Two conferences of this kind organised within the period of the project with the participation of relevant experts from E.U MS.
Result 3. An Equality Data collection methodology and a Legal Documentation Framework improved, completed and implemented 

· Review/selection of official relevant data 
Benchmarks: a set of indicators regarding equality/discrimination in the workplace identified. Agreements formalised between E.E.O.C and the concerned official data providers for a periodical delivering/processing of the needed information. A pilot  report framework designed and produced.

· Design of the Legal Data base framework: 

Benchmarks: a system of gathering Legal Information at an international level on Equality and Discrimination in the workplace is in place together with a documentation classification system. A first compendium of legal cases or litigations from various countries including Israel produced. 

· Development of models or examples of data collection systems at an organisational or company level 

Benchmarks: examples of mechanisms for monitoring the level of recruitment diversity and fair employment practices at a company/ organisation level gathered; observations of relevant E.U best practices in the public and private sectors carried out. Pilot monitoring mechanism within the Ministry of Industry, Trade and Labour designed and implemented.

· Elaboration of data and legal information report(s)

Benchmarks: one or several report(s) gathering the main legal information and data are produced within the second half of the project. This or these report(s) is/are elaborated with references to similar models developed by E.U MS. It/they present baseline information on Equal Employment Opportunities in Israel that will be used and up-dated by the E.E.O.C during the project and after its completion.
Result 4: A Two-Year E.E.O.C Work-Plan is produced and adopted (for the years  2012-2013)
· Workshop/seminar on the E.E.O.C  future developments:
Benchmarks: thoughts and suggestions regarding medium-term priorities and actions collected from the E.E.O.C identified partners and stakeholders, for example through a participative workshop (members of the Advisory Committee being among the participants). Lessons learned from the E.E.O.C “planned actions” (2009 and first half of 2010), identified.
· Elaboration of the E.E.O.C two-year Work-Plan:
Benchmarks: a Work-Plan of the E.E.O.C for the years 2012-2013 finalized towards the end of the project and adopted by the E.E.O.C Advisory Committee. It is written in line with the main conclusions and recommendations collected from E.E.O.C partners and stakeholders.   Useful comparisons with Work-Plans or Business Plans developed by National Equality bodies of the E.U MS carried out. Know-how transfer in elaborating such documents undertaken and E.E.O.C staff trained. A specific component regarding the Equal Employment Opportunities Action Plan within the MOITAL produced. 
· Design of the Working Plan visibility material:

Benchmarks: a set of communication materials presenting and promoting the E.E.O.C Work-Plan for the various targeted audiences produced in several languages (at least Hebrew and Arabic). Two versions of this work-plan - a “full” and an “easy read” versions- produced.
3.5 Means/ Input from the MS Partner Administration:

3.5.1 Profile and tasks of the Project Leader

The Project Leader should be a senior civil servant with knowledge of the issues of Equal Employment Opportunities. He/she should have sufficient authority to ensure that the Member State public administration supports the project and the RTA, with particular regard to the provision and preparation of short-term experts and financial administration. The Project Leader will attend all meetings of the Project Steering Committee. 

3.5.2 Profile and tasks of the RTA

General Profile:

· An excellent command of written and spoken English. An active and passive command of Hebrew would be an asset.

· A university degree in any relevant area to the twinning project

· Be a senior civil servant or a senior staff member of an Equality Body or a similar institution of a member state 

· Work experience that coincides with at least one of the four results presented in the Twinning Fiche; experience of two or more considered as an asset 

· Good knowledge of EU project management would be an asset
· Good interpersonal relations and communication skills

· Capacity to work closely in a small team 

· Motivation to establish a new and pioneering body
· Ability to work under pressure (the E.E.OC is a new unit, understaffed and overworked)
Specific experience and skills:

· Be familiar with projects in the area of employment discrimination or equal rights or similar thematic  

· Knowledge of EU laws and best practices in the area of employment or civil right discrimination

· Prior experience in E.U project management would be an asset
· Experience of managing and monitoring group of experts and of working group facilitation
· Experience of project (s) in an international context considered as an asset

· Active participation in an international network of Equality Bodies (such as EQUINET or similar) considered as an asset.
Tasks:

The RTA will be resident in Jerusalem for 24 months. He/she will work closely with the Israeli Project Leader and the RTA Counterpart to deliver the project as specified in the Twinning Contract. His/her active participation in negotiating the Contract and establishing the Work-Plan after the Project has been awarded, would be advisable. The RTA will be responsible for the selection and supervision of the RTA Assistant and the management and performance of the short-term experts while in Israel.  

3.5.3 Profile and tasks of the short-term experts

To achieve the results and carry out the activities planned, the E.U MS Twinning Partner will propose a provision of short term experts for a global amount of around 320 man/days. The number, the types and profiles of these short terms experts presented below are still indicative and subject to be slightly modified by the applicants. The short-term experts needed are the following:

· Short-term expert in Institutional Co-operation

The expert should have a proven successful record in negotiating, drafting and implementing inter-institutional co-operation agreements with private or public stakeholders (public entities, private companies, social partner organisations, NGOs etc) in the area of the promotion of fair employment practices and diversity in the workplace or in similar issues. He/she would have a good knowledge of the best practices developed in these fields in the E.U and should be fluent in English. Passive command of Hebrew considered as an asset.

Tasks: 

· Assistance and advice to design and implement the activities contributing to the achievement of the Result 1

· Workshop on best E.U examples & practices of institutional co-operation between National Equality bodies and stakeholders

· Assistance to the drafting of pilot agreements and to the establishment of their monitoring mechanisms

· Assistance to design communication and training modules enabling the companies/organisation staff (HR, managers etc) to successfully implement the co-operation agreements.

· Short-term expert in Institutional Communication

The expert should be a seasoned professional in institutional communication with specific experience in Equality/Discrimination issues or similar preferably at a national level and a minimum of 7 years professional experience in his area of expertise. He/she should have a track record in preparing, planning, drafting and implementing communication strategies with a particular experience in web based and electronic communication. He/she should have a good command of English, passive command of Hebrew an asset.

Tasks: 

· Assistance and advice to design and implement the set of activities contributing to the achievement of the Result 2

· Workshop of E.U best practices in awareness-raising on discrimination issues

· Review/assessment of the E.E.O.C communication activities

· Assistance in drafting an awareness-raising strategy for various audiences

· Short-term expert in the Design of Communication materials & tools

In addition to the above qualifications of the expert in Institutional Communication, this expert should have a specific experience in designing communication materials and “tool-kits” (including training components) with a particular experience in web based, electronic and visual communication. He/she should have a particular familiarity with large public awareness-raising campaigns promoting issues of public interest in various areas (for example public health, gender, racial or age equality), with a good knowledge of other countries best practices in these areas. Good command of English.

Tasks:  

· Assistance and advice in the selection of the pilot materials and tools to be produced within the project duration for the achievement of the Result 2

· Assistance in the design, the production and the editing of the materials and “tool-kits” contributing to the achievement of  the Result 2

· Short-term expert in Equality Data 

He/she should be a very seasoned expert in identifying, collecting, and analysing quantitative and qualitative data regarding equality/discrimination in the workplace preferably at a national level. He/she should have a strong knowledge of the most up-dated discussions and theories on Equality Measurement issues and proven records of statistics and qualitative works in this field of knowledge. He/she should have demonstrated in his/her country his/her capacity to review the official data available in the field of Equality issues, identify the knowledge gaps and propose pilot actions or work-plans aimed at improving the quality of data produced and at developing sustainable data collection mechanisms.  Good command of English.

Tasks:  

· Assistance and advice to design and implement the set of activities contributing to the achievement of the Result 3

· Review/analysis of  the official data collected in Israel in the field of employment with in view the selection of  indicators for measuring the Equal Employment Opportunities level

· Workshop on the best E.U practices in Equal data collection

· Assistance in the design of a database framework and data collection system

· Assistance in the design and the drafting of a pilot yearly report on discrimination in the workplace in Israel.

· Short-term expert in Legal Analysis

In addition to the above qualifications of the expert in Equality Data, this expert should have a specific experience of Legal matters regarding discrimination in the workplace. A lawyer by training, the short-term expert should have at least 7 years of work experience in legal analytical work. He/She should be experienced in international comparative analysis. Capacity and proven experience in managing/coordinating the work of legal experts and working groups an asset. Excellent analytical skills, the expert should also possess excellent drafting skills in concise and clear style. Good command of English, passive command of Hebrew would be an asset.

Tasks:  

· Assistance and advice in the design and the establishment of a Legal database

· Review/analysis of the various legal activities of the E.E.O.C and recommendation for improvement

· Workshop on the main Legal cases and current Legal trends regarding discrimination in the workplace

· Contribution to the design and the drafting of the Legal component of the E.E.O.C yearly report on discrimination in the workplace in Israel.

· Short-term expert in Public Administration Reform

The expert should have proven successful experience in enhancing the recruitment diversity of civil servants in one or several public administrative entities (i.e.) in his/her own country. He/she should have demonstrated his/her expertise in developing action-plans for this purpose at an organisation level. He/she should be experienced in advocating “appropriate representation” of gender, ethnical and other minority groups in the civil servant staff including advocacy and in involving the concerned HR and operational managers to implement the related change of practices. He/she would have a good knowledge of the best practices developed in these fields in the E.U and should have a good command of English.

Tasks: 

· Assistance and advice to review and enhance the Equal Employment Opportunities Action-Plan launched by the E.E.O.C within the MOITAL.

· Assistance to set up the related advocacy and training actions targeting the concerned manager and staff and the mechanisms for a sound monitoring of the Action-Plan

· Workshop on best E.U examples & practices enhancing recruitment diversity in administration entities

· Short-term expert in Institutional Strategy

Should be a very experienced expert in public administration organisation and institutional set up, preferably in a National Equality Body of his/her country, with at least 7 years of work experience in institutional development and management. A profile such as  Secretary General of a public (academic) institution with an overall responsibility in management would be appreciated. He/she would have good drafting abilities in English and a record of designing/writing institutional Work-Plans or Business Plans of public organisations or NGOs. A good knowledge of institutional set up of Equality Bodies or similar organisations in different countries of the E.U would be appreciated. He/she must be fluent in English.

Tasks: 

· Assistance and advice to set up the activities contributing to the achievement of the Result 4 (the “two-year E.E.O.C work-plan”)

· Assistance to design and co-facilitate the “bringing-up ideas” workshop on the E.E.O.C further developments

· Active contribution to the drafting of the two-year E.E.O.C Work-Plan

-
Other Short-term expert (s) 

Needs for other short-term expert (s) might be identified during the project work-plan establishment, during the inception phase or the project’s implementation. 
4. Institutional Framework
The Equal Employment Opportunities Commission (E.E.O.C) located at the Ministry of Industry Trade and Labour will be the Beneficiary for this Twinning project. 

The profile of the E.E.O.C, its role, responsibilities (as set up by the Law) and its organisational structure are described in the Annexes of the Twinning Fiche.

The counterpart of the Member State team will be the E.E.O.C. The implementation of the project will be supervised and co-ordinated by the E.E.O.C in close co-operation with the Program Administration Office (PAO) and the European Commission Delegation to Israel.

The implementation of the project will be also analysed by the Project’s Steering Committee.

5. Budget 

The total budget for this Twinning Project is up to € 0. 95 Million. 

6. Implementation Arrangements
6.1 Implementing Agency responsible for tendering, contracting and accounting

The Implementing Agency which will be responsible for tendering, contracting and accounting of this twinning project is the Delegation of the European Commission to the State of Israel. The person in charge is:

Mr:  Gianmatteo Arena
Head of Operation Section, 

Delegation of the E.C to the State of Israel 

Address: 5-7 Shoham Street, Ramat Gan, Israel

Postal Address: P.O. Box 3513 Ramat Gan, 52136 Israel

Tel: + 972-3 600 0921
Fax: + 972-3 613 7770

e-mail: gianmatteo.arena@ec.europa.eu

Assistance to the Delegation in the management and administration of the Twinning Programme is provided by the PAO (within the Ministry of Finance of Israel)
Director: Mr. Raphael Morav
Europe Department, Economic Affairs Division, Ministry of Foreign Affairs

Postal Address: P.O.Box 3013, Jerusalem, 91035 Israel

Tel: +972-2-5303426

Fax: +972-2-5304169

Raphael.Morav@mfa.gov.il
6.2 Main counterpart in the Beneficiary Country
BC Project Leader

Name:
Mrs Tziona Koenig-Yair
Job Title:
E.E.O.C. National Commissioner

Address:
5 Bank of Israel Street, Jerusalem 91036, Israel

Tel: + 972-2-666 2701

Fax: + 972-2-666 2789
e-mail: tziona.koenig-yair@moital.gov.il
RTA Counterpart

Name:
X: In the process of being recruited

Job Title: 

Address:
5 Bank of Israel Street, Jerusalem 91036, Israel
Tel: 
+972 -2-666 2778
Fax:
+972 -2-666 2789
Email:





6.3 Contracts

N/A

Schedule (indicative)
7. Implementation Schedule (indicative)………………………………………………………..
7.1 Launching of the call for proposals (Date)

Expected launch of call: April 2009
7.2 Start of project activities (Date)

Foreseen start of project activities: November-December 2009 

7.3 Work plan duration

24 months + 3 months. The total duration of the twinning contract is 27 months, though the RTA will work (and will receive a contract) for 24 months. 

8. Sustainability…………………………………………………………………………………..
inability8.Sustainabil                                                                                                                                                                                                 
The project is designed so that it improves the overall capacity of E.E.O.C to strengthen the policy dialogue, legislative framework, human and administrative capacities, quality assurance mechanisms and strategic partnership with relevant institutions and stakeholders in order to contribute to enhance Equal Employment Opportunities in Israel. 

Thus, the very goal of this Twinning project is to ensure the E.E.O.C will benefit from the project long after its completion. The sustainability of the project results will also be reinforced by a suggested approach based on informed choices, participatory decision-making and concerted actions between the Beneficiary and the MS partner as well as between the E.E.O.C and the relevant stakeholders.

In the longer-term, the twinning project is likely to have particular positive impacts on:

· Managerial and analytical skills of the E.E.O.C

· Establishment of a firmer legal basis on equal employment laws enforcement

· Employment diversity within the public sector

· Involvement and co-operation of a growing numbers of private entities (companies, NGOs) in the development of fair employment practices

· International networking and co-operation of the E.E.O.C with similar National Equality bodies of the E.U MS

9. Crosscuting issues (equal opportunity, environment, etc.)
9., et…)

Equal opportunity: is the very core of the project

Environment: not applicable

10. Conditionality and sequencing………………………………………………………………..
The E.E.O.C will need to provide office accommodation and appropriate ICT equipment and support to meet the needs of the experts. 

There must also be engagement of coordination and cooperation with other stakeholders in the field. At the time of the drafting of the Fiche the E.E.O.C and the MOITAL have intensively worked on the establishment of the E.E.O.C Advisory Committee. For the success of the project, this Advisory Committee must be fully functioning prior to and during the implementation phase of the project.

It is also important that for E.E.O.C, in accordance with its justified needs, the additional staff in the process of being recruited by the E.E.O.C (particularly the Head of the Research Department as well as the three Regional Commissioners) will be fully appointed by the project start. 

Regarding the potential applicants from the E.U member states, the project will certainly benefit from the recent extension of National Equality bodies in most of the countries of the E.U. However, these potential applicants must each ensure they are duly registered as “mandate bodies” by the European Commission or if not engage the necessary procedures to do so. 

Ann Annex 1: Logical Framework Matrix

	Strengthening the capacity of the Equal Employment Opportunities Commission in Israel  
	Programme name and number


	 MACROBUTTON  AcceptAllChangesInDoc [Cris number] 

	
	Contracting period expires:
	Disbursement period expires: 

	
	Total budget: MEUR  (up to 950,000) 
	 

	Overall objective
	Objectively Verifiable Indicators 
	Sources of Information
	Assumptions

	Contribute to ensure employment opportunities that will enhance occupational security in the workforce in Israel.


	· Equal Employment Opportunities policies and practises enhanced at the organisational level (company, public sector, organisation level). This is evidenced by a list of formalised E.E.O plans, charters, agreements, etc… initiated during the project period.

· Enforcement of the Laws prohibiting discrimination in the workplace enhanced by the access of individuals and organisations to wider and firmer E.E.O legal information, related data and advocacy materials.


	- List of  E.E.O plans, charters, agreements

-Legal information, data, advocacy materials published, delivered through advice, lectures, etc. or  posted on websites
	- Support of the Advisory Committee


	Project purpose
	Objectively Verifiable Indicators
	Sources of Information
	Assumptions

	To strengthen the capacity of the E.E.O.C in challenging discrimination in the workplace in line with the E.U best practices


	· Targeted. E.E.O.C 2010 « planned activities » achieved by 12/2010

· Targeted activities planned in the “Two-Year E.E.O.C Work-Plan” achieved by 12/2013
· All E.E.O.C Staff members informed of or trained to E.U Legislation and best practices
	- E.E.O.C annual reports

- Quarterly reports

- Training or meetings documents
	- Sustainable support and  commitment of  the MOITAL to the E.E.O.C
-  Support of the Advisory Committee

	Results
	Objectively Verifiable Indicators
	Sources of Information
	Assumptions

	1. Mechanisms for institutional cooperation between the E.E.O.C and main stakeholders bodies/organizations are established and functioning

2. An awareness-raising strategy produced and pilot actions implemented

3. An Equality Data collection methodology and a Legal Documentation Framework improved and implemented

4. A two-year E.E.O.C Work-Plan is produced and adopted for the years 2012-2013


	· All the E.E.O.C Staff members trained on co-operation process within the first six months of the project implementation preferably through Interactive or “learning by doing” approaches 
· Co-operation models/ procedures designed and approved by the Advisory Committee within the first five months of the project implementation
· Co-operation agreements signed and implemented ( a minimum of three agreements signed each year with different organisation types, during  the project implementation )
· All the E.E.O.C Staff members trained on awareness-raising strategies within the first nine months of the project implementation.
· An awareness-raising strategy  approved by the Advisory Committee within the second half of 2010 and being  implemented

· Targeted audiences and organisations (such as civil servants from the Moital  and of other Ministries, concerned NGO’s and social partner organisations, lawyer organisations, general public, etc),   have access to  the awareness materials and tool-kits produced

· At least four E.E.O.C Staff members trained and coached in Equal Employment Opportunities measurement methodologies within the first nine months of the project implementation preferably through a “learning by doing” approach
· E.E.O.C Staff members in charge trained and coached in Legal Documentation methodologies on Equal employment issues 

· A model of pilot data and legal information report approved by the Advisory Committee by the end of 2010 and a pilot report produced within the first half of 2011

· A Work-Plan design approach is prepared within the first half of 2011 with references to best E.U examples
· Methodology for consulting stakeholders and partners on further E.E.O.C’s priorities and actions prepared and implemented within the fist half of 2011
· E.U models of Equal bodies’ work-plan presented in a workshop  to all of the E.E.O.C Staff members and related know-how techniques transferred to them

· A two-year E.E.O.C work-plan approved by the Advisory Committee by the second half of 2011
	- Training documents

- Mission reports and lists      of attendance
- Advisory Committee’s meetings minutes
- Co-operation agreement documents 

- Training documents
- Advisory Committee’s meetings minutes
- Awareness materials delivered, ordered or posted on media
- Training documents, & coaching procedures

- Training documents & coaching procedures
- Advisory Committee’s  meetings minutes
- Quarterly report

-  Advisory Committee’s meetings minutes
- Quarterly report

- Workshop documents

- Annual report
	- Stakeholder  willing to co-operate with the E.E.O.C and committed to challenging discrimination in the working place in their own organisation
- Support of the Advisory Committee

	Activities
	Objectively Verifiable Indicators
	Sources of Information
	Assumptions

	Activities common to all the results

0.1 Kick-off and closing conferences

0.2 Study visit


	· Conferences participants identified

· Conferences organised, outcomes published
· Targeted country(ies) & E.U host organisations identified

· Study Trip program produced,  study trip task force in place

· Study trip participants identified (preferably most of the E.E.O.C staff), study trip preparation seminar organised
	- Conferences documents

- Quarterly report

- Study trip documents and reports

- Quarterly report
	·  RTA, PL in place
· Counterpart Core Team nominated and available

· Core Team members (other than full time RTA counterpart) effectively released from other duties

	Activities
	Objectively Verifiable Indicators
	Sources of Information
	Assumptions

	Activities contributing to the achievement of Result 1

1.1 Identification of Institutional Cooperation best practices in the E.U

1.2 Elaboration of the E.E.O.C Institutional Cooperation work- plan outreaching and identifying potential partners

1.3 Development of pilot Institutional Co-operation actions and tools
	· Compendium of best E.U practices on cooperation between Equality bodies and stakeholders available to the E.E.O.C

· Seminar organised for all E.E.O.C staff members on cooperation practices

· Key stakeholders identified for promoting the E.E.O.C activities

· Networking interventions launched

· Co-operation agreements signed and implementation launched 

If required:

· Documents for the recruitment of a STE specialist in institutional co-operation challenging discrimination in the workplace
	· Related documents

· Seminar’s documents and outcomes 
· List of targeted stakeholders

· Quarterly report

· Signed co-operation agreements
· Quarterly report
· E.E.O.C annual report

· STE  profile and recruitment approval documents


	See above

	Activities
	Objectively Verifiable Indicators
	Sources of Information
	Assumptions

	Activities contributing to the achievement of Result 2

2.1 Identification of awareness-raising best practices in the E.U

2.2 Elaboration of the E.E.O.C awareness strategy

2.3 Development of awareness-raising “tool kits”

2.4 Two yearly awareness-raising conferences
	· Compendium of best E.U practices in awareness-raising campaigns for challenging discrimination
· Seminar organised for all E.E.O.C staff members and coaching procedures in place targeting staff members in charge of A-R campaign
· Awareness strategy paper

· Set of various awareness-raising materials and “tool-kits”

· Conferences themes and targeted participants identified (including experts from E.U MS) 

· Conferences organised and outcomes published

If required

· Documents for the recruitment of a STE specialist in communication materials and toolkits design (see profile in 3.5.4)

	· Published compendium
· Seminar documents, published outcomes
· List of  A-R materials
· Conferences documents and outcomes
· Quarterly report
· STE profile and recruitment approval documents
	See above

	Activities contributing to the achievement of Result 3

3.1 Review/selection of official relevant data 
3.2 Design of the Legal Data base framework: 

3.3 Development of models of data collection systems at an organisational or company level 
3.4 Elaboration of data and legal information report (s).
	·  List of  existing or required data established and procedures for gathering them identified
· Legal Data base framework established/approved
· Compendium of  equal employment  opportunities measurement models  at an organisational/company level produced
· E.E.O measurement models to be proposed to Israeli organisations/companies selected and available
· E.E.O.C report framework on E.E.O and  legal data approved
· Pilot report produced

	· Related documents
· Advisory committee’s meetings minutes

· Related documents
· Advisory Committee’s meetings minutes 
· Quarterly report

· E.E.O.C annual report


	See above

	Activities contributing to the achievement of Result 4

4.1 Workshop/seminar on the E.E.O.C future developments

4.2 Elaboration of the E.E.O.C two-year Work- Plan

4.3 Design of the Work-Plan visibility materials
	· List of workshop/seminar participants identified 

· Workshop/seminar organised

· Work-plan paper drafted and approved

· Full text brochures (at least 1500), “easy read” brochures (at least 3000) & electronic version posted on the E.E.O.C web pages in the Moital website  

· (If required) documents  for the recruitment of a STE Specialist in  institutional communication and recruitment approved

	· Workshop/seminar documents and outcomes. 
· Advisory Committee’s meeting minutes

· Quarterly report

· E.E.O.C annual report

· STE profile and recruitment approval documents
	See above


ex : Logical framework matrix
List of the other annexes * 
List of relevant Laws and Regulations

 Annex 2: 
E.U directives on Equal Opportunity on the workplace

 Annex 3: 
Law establishing the E.E.O.C (extracts)
 Annex 4: 
List of Israeli Laws preventing discrimination
 Presentation of the E.E.O.C

Annex 5: 
Organisational structure of the E.E.O.C

Annex 6: 
The E.E.O.C 2009 Work-Plan

Annex 7:  
Minutes of the first Advisory Committee meeting: 11 January 2009

Annex 8:
Home page of the E.E.O.C website (English translation)
Annex 9:
Recent media exposures of the E.E.O.C 
Presentation of the relevant NGOs in the field of Equality and Discrimination 

Annex 10:
List and websites of the main relevant NGOs
-List of relevant Laws and Regulations

*these annexes are to be found in the “Twinning Fiche Annexes” document 
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� See presentation in Annexes 2;3 and 4 the E.U Directives and the Israeli Laws prohibiting discrimination in the workplace 





� See annex 10 the presentation of the main NGOs relevant for the project


� New Israeli Shekel. One Euro = approx. 5 NIS (January 2009)
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