Core questions
· What are the main trends influencing women's human rights in the world of work in your national context and their impact:
· on the types of and quantity work available to women, and the quality and conditions of work (including access to social protection and equal pay)?
· for women's safety, including violence and sexual harassment, at work?
· on women's rights to organize and claim rights?
Despite the average better education of women, their the employment and economic activity rates are lower in comparison to men. Women are more frequently employed in lower paid and less prestigious industries (horizontal segregation), less frequently in managerial positions (vertical segregation). 
Clearly, positions in services, sales, education, social assistance, health care and administration are dominated by women. Men prevail in jobs related to construction, manufacturing, telecommunications and information, operation of machinery and equipment and transport. 
The European Commission data show that 19.3% of women in Poland are graduates of science, technology, engineering and mathematics (STEM), while this percentage in relation to men is at the level of 23.5%. At the same time, only 0.9% of women are economically active in the ICT sector, compared to 4.3% of men. 
According to data for 2018, in the group of people aged 15-64 working in managerial positions in Poland (representatives of public authorities, senior officials and managers), the share of women was one of the highest in the EU28 and amounted to 43.2%, while the EU28 average was 34.2%.  
Poland was fourth among OECD countries due to the share of women in the highest positions in the central government administration. According to the data from 2015, more than 50.52% of managerial and executive positions were held by women, while the OECD average was 32.37%.  
The Polish legal system ensures the right to safe working conditions, including the prevention of violence and sexual harassment. This right applies to all employees regardless of their sex.
Article 30 of the Constitution of the Republic of Poland states that: “The inherent and inalienable dignity of the person shall constitute a source of freedoms and rights of persons and citizens. It shall be inviolable. The respect and protection thereof shall be the obligation of public authorities.”
It should be stated that any violence, sexual harassment or workplace bullying of an employee is against the Polish law.
The principle of equal treatment is one of the fundamental principles of the labour law, provided for in the Act of 26 June 1974 – the Labour Code (Journal of Laws of 2018, item 917, as amended). Any discrimination in employment, direct or indirect, in particular in respect of sex, age, disability, race, religion, nationality, political views, trade union membership, ethnic origin, creed, sexual orientation or in respect of the conditions of employment for a definite or an indefinite period of time or full or part time, are prohibited (Article 113 of the Labour Code). This principle is specified in further provisions of the Labour Code, in particular in Chapter IIa “Equal treatment in employment” (Articles 183a to 183e). Preventing discrimination in employment is one of the employer’s fundamental obligations. The Labour Code obligates the employer to inform employees about the regulations concerning equal treatment in employment in force in the work establishment.
The catalogue of reasons on whose basis discrimination is unacceptable indicated in the Labour Code is an open list. Similarly, the provision of Article 183a(1) of the Labour Code establishing an order for equal treatment of employees in relation to establishing and terminating an employment relationship, employment conditions, promotion conditions, as well as access to training in order to improve professional qualifications, also uses an exemplary catalogue of reasons on whose basis discrimination is unacceptable, including sex. Additionally, it should be remembered that pursuant to Article 9(1) of the Labour Code, the provisions of collective labour agreements and of other collective agreements, regulations and statutes based on the law and determining the rights and duties of the parties to an employment relationship, violating the principle of equal treatment in employment, do not apply. Discriminatory behaviour is also an act of encouraging or ordering another person to violate the principle of equal treatment in employment.
According to Article 94(4) of the Labour Code, the employer is responsible for health and safety in the work establishment. Responsibility for this situation is regulated directly in Article 207(1) of the Labour Code. Moreover, the employer is obliged to influence the establishment of principles of community co-existence in the work establishment (Article 94(10)). In practice, the employer cannot tolerate aggression and violence in the work establishment, as it violates the principle of ensuring the workers' safety at work.
The Labour Code also provides protection for employees, regardless of their sex, in the event of harassment, sexual harassment and workplace bullying. 
Pursuant to Article 183a(5)(2) of the Labour Code, harassment is unwanted conduct with the purpose or effect of violating the dignity of an employee and of creating an intimidating, hostile, degrading, humiliating or offensive atmosphere. It should be remembered that harassment, as a form of discrimination, must also refer to a legally protected ground.
The Labour Code in Article 183a(6) considers sexual harassment as “any form of unwanted conduct of a sexual nature, or in relation to the sex of an employee with the purpose or effect of violating the dignity of an employee, in particular when creating an intimidating, hostile, degrading, humiliating or offensive atmosphere; this conduct may include physical, verbal or non-verbal elements.”
While, Article 943(2) of the Labour Code defines workplace bullying as “acts or behaviour in relation to an employee or directed against an employee, with the effect of persistent and long-term harassment or intimidation of an employee, resulting in a decreased evaluation of his professional abilities, or which is aimed at or results in the humiliation or ridicule of the employee, or the isolation or elimination of the employee from the group of co-workers.” Pursuant to §1 of the above article, the employer is obliged to act against workplace bullying.
According to Polish law, it is also prohibited to use physical violence against co-workers, even in order to force the proper performance of work and occurring in the course of a quarrel concerning the performance of duties; it constitutes a example of a serious violation of basic employee obligations, and as a consequence may lead to termination of employment contract under Article 52(1)(1) of the Labour Code. 
The Act of 3 December 2010 on the Implementation of Certain Provisions of the European Union in the Field of Equal Treatment (Journal of Laws of 2016, item 1219) also applies to preventing violations of the principle of equal treatment.
The Act defines areas and methods of preventing violations of the principle of equal treatment in respect of sex, race, ethnic origin, nationality, religion, creed, belief, disability, age or sexual orientation. It is a restricted list, which means that other reasons do not fall within the scope of application of the Act.
In accordance with the Act, direct or indirect discrimination, harassment, sexual harassment, encouragement or ordering of discrimination are prohibited. The provision of Article 183d of the Labour Code states that a person against whom an employer has violated the principle of equal treatment in employment (regardless of the sex of that person) has the right to compensation of at least the amount of the minimum remuneration for work, determined in separate provisions (i.e. the regulation on the amount of minimum remuneration for a given year). On the basis of the above Articles, an employee may claim redress for property damage and non-property damage. It means that compensation for validation of the principle of equal treatment also includes redress for the non-property damage suffered, i.e., monetary compensation.
Additionally, the fact that an employee has exercised his rights due to a violation of the principle of equal treatment in employment “may not constitute grounds for the termination of an employment relationship by an employer, with or without notice.” (Article 183e of the Labour Code)
In the case of workplace bullying, pursuant to Article 94(3) and (4) of the Labour Code, an employee:
- for whom workplace bullying has caused health problems, may claim monetary compensation from the employer for the damage sustained;
- who terminates his employment contract as a result of workplace bullying has the right to claim compensation from the employer in an amount not lower than the minimum remuneration for work, as specified under separate provisions.
The employee’s statement on the termination of the employment contract must be made in writing, indicating the reason (workplace bullying) that justifies the termination of the contract. There must be a causal relationship between workplace bullying and termination of employment relationship. An employee claiming compensation must prove the existence of workplace bullying.
Article 55 of the Labour Code states that an employee may terminate an employment contract without notice if an employer has committed grave violations of his basic duties towards the employee. It only applies if the employer does not prevent workplace bullying.
Article 13 of Act on the Implementation of Certain Provisions of the European Union in the Field of Equal Treatment states that everyone, in relation to whom the principle of equal treatment has been violated, has the right to compensation under the provisions of the Civil Code. It means that a person who has suffered discrimination within the scope regulated by the Act has the right to claim compensation before the civil court having jurisdiction over the defendant’s domicile. 
In accordance with the Act on the Implementation of Certain Provisions of the European Union in the Field of Equal Treatment, it is also forbidden to use any repressive measures in consequence of exercising the rights resulting from a violation of the principle of equal treatment. Therefore, that fact cannot lead to disadvantageous treatment and cannot have any negative consequences for the person who used them.
Both the Labour Code (Article 183b(1)) and the Act on the Implementation of Certain Provisions of the European Union in the Field of Equal Treatment (Article 14(2) and (3)) provide for the so-called shifted burden of proof. That means that a person who alleges discrimination only has tocredibly establish a claim of the violation of the equal treatment principle and, if so, the entity allegedly guilty of the violation of the equal treatment principle  has to prove that it has not committed a violation. The obligation to credibly establish a claim requires less than the obligation of providing a proof. In practice, credible establishment of a claim may consist in providing a credible version of the events, whereas proof would have to consist, for example, in providing witnesses to the event. In cases of discrimination, such facilitation is extremely important from the point of view of the victim of discrimination.
A victim of workplace bullying, for example, can also bring an action for the protection of personal interests before a court. In such a situation, it is not necessary to prove the repeatability, continuity or longevity of the action.
The grounds for such conduct are provided by the provisions of the Civil Code protecting personal interests:
•
Article 445 of the Civil Code provides for the possibility of claiming an appropriate amount of monetary compensation when the employer’s practices have led to a health disorder of an employee.
•
Article 448 of the Civil Code states that in the case of violation of personal interests, the court may order an appropriate amount of monetary compensation for the harm suffered.
•
Article 448(2) of the Civil Code gives the victim the possibility to obtain compensation for property damage caused by the violation of personal interests. Article 415 of the Civil Code shall apply here, stipulating that “anyone who by a fault on his part causes damage to another person is obliged to remedy it”.
Pursuant to Article 24 of the Civil Code, in the case of the violation of personal interests, the person whose personal interests have been violated may demand removal of the effects of the violation and may demand monetary compensation or payment of an appropriate sum of money be paid by the person committing the violation to a specific public cause. If the personal interest is only endangered, it is possible to demand that the act of endangering the right be abandoned. Violation or endangerment of personal interests must be unlawful. The catalogue of personal interests specified in Article 23 of the Civil Code is open. Personal interests also include the dignity of the employee, as mentioned in Article 11 of the Labour Code.
· What are the promising practices emerging from your country to ensure the realization of women's rights to work and women's rights at work, in the context of technological and demographic change, ae well as continuing globalization and the shift towards sustainability (law, economic, labour market and social policies, programmes?
Poland believes that active support for women on the labour market should take place both at the level of social and economic policy of the country and at the level of enterprises. 
In Poland there has been an upward trend in the economic activity of women for a number of years now
. At the same time, the unemployment rate among women has been steadily decreasing. Women in Poland work mostly full-time and under an employment relationship, which translates into a relatively low gender pay gap (7.2%) and a gender pensions gap (approx. 20%) in comparison to the average in the European Union.
The above described trend is supported by a wide range of legislative measures enabling the adaptation of women's economic activity to individual needs, including balancing work and family life. At the same time, these measures guarantee an adequate level of social protection for women and men. Legislative solutions create conditions for reconciling the family and professional roles of working parents,
 including the assumption of caring responsibilities by men, as working fathers can benefit from 2 weeks of paternity leave. At the same time, both parents have the possibility to take paid maternity and parental leave for one year after birth of one child, or for more than one year after multiple birth of children. Working parents also have at their disposal 3-year unpaid parental leave.
The system of benefits available during maternity, parental and paternity leave in Poland, depending on the adopted leave variant, provides for the payment of a benefit in the amount of 60%, 80% or 100% of the basis of the amount, i.e. most often the remuneration received by the person taking the leave. 
Poland is also systematically developing a social insurance system to support working parents who take care of their next of kin and to secure their rights under future pension benefits. For this purpose, the periods of maternity allowance and parental leave were classified as periods of compulsory pension insurance. Similarly, persons who – taking care of the children – for example, conducted non-agricultural economic activity and suspended it because they had to take care of their next of kin, were contractors or persons assisting in the business are subject to compulsory pension insurance. This solution is of key importance in reducing the negative phenomenon of the gender pensions gap.
With regard to the participation of men in childcare, it is worth noting that more and more men are opting for paternity leave. In the period from January to April this year, 61,100 fathers took paternity leave, i.e. 2,300 more men than in the same period last year (58,800). Fathers can also take parental leave, which lasts up to 32 weeks. 
Regardless of the mechanisms allowing working parents to provide personal childcare, it is also necessary to develop formal childcare facilities for the youngest. 
Striving to achieve a high level of access and high quality of care for children up to 3 years of age is very important for Poland. The Act on care services for children up to 3 years of age of 4 February 2011 provides the legal framework concerning various forms of care for children up to 3 years of age: nursery, children’s club, daycare provider, nanny. According to administrative data, since the entry into force this Act the number of care institutions increased from 511 institutions in 2010 to approximately 5,1 thousand institutions in 2018 and the number of places of care increased from approximately 32,5 thousand in 2010 to approximately 144,9 thousand in 2018 (including nannies – 151,9 thousand). 
Despite a significant improvement in the accessibility of places of care for the youngest children, it is necessary to improve the development of childcare institutions. Therefore there is the ministerial programme „Toddler+”. Its primary purpose is to improve territorial and financial access to care services provided by nurseries, children's clubs and day carers. Funds under the programme are spent on creating and functioning the places of care. The programme is announced annually since 2011. The allocation for the ‘Toddler+’ programme 2018 and 2019 was PLN 450 million, i.e. PLN 300 million more than in 2017.
Supporting development of childcare institutions allows the parents to choose the form of childcare as well as to reconcile family and professional activities.
An example of the support mechanism for women implemented at the enterprise level is Article 60b of the Act on Employment Promotion and Labour Market Institutions (Journal of Laws of 2019, item 1482). It provides for the so-called activation benefit. It is a cash benefit granted to the employer by the starosta (district governor) e.g. when employing an unemployed parent returning to the labour market after a break related to child upbringing.
 The employment obtained thanks to the activation benefit must be maintained for at least 12 months.
Polish legal regulations also support employers in employing employees who perform caring duties in more flexible forms of employment. In this context, an important role is played by Article 60a of the Act of 20 April 2004 on Employment Promotion and Labour Market Institutions (Journal of Laws of 2019, item 1482). The article provides for granting the employer or entrepreneur funds from the Labour Fund to create a workplace in the form of teleworking (within the meaning of Article 67 of the Labour Code) for an unemployed parent returning to the labour market, having at least one child up to 6 years of age, or an unemployed person taking care of a dependent person, who within 3 years before registration in the employment office as an unemployed person gave up employment or other gainful work due to the need to raise a child.
In 2018, the Labour Code was amended in order to help employees combine work and care for a child with disabilities. These amendments involve, for example, the introduction of the right to perform work in the form of teleworking and the use of flexible forms of working time (interrupted working time or individual work schedules or continuous working time) at the request of employee who is a parent of a child with disabilities or a child with special educational needs, binding the employer.
It is also important that employers promote the mechanisms of combining professional and private life (e.g. flexible working time), implement professional development and training programmes or promote changes in the organisational culture of work, in particular for the implementation of different management styles and greater participation of employees in the decision-making process at the enterprise level.

For this purpose, in 2016-2017, the Ministry of Family, Labour and Social Policy implemented the project entitled “Rodzina i Praca – to się opłaca!” (Family and Work – it pays off!) (co-funded by REC), which aims to promote mechanisms for balancing work and family roles in the workplace, to raise awareness among employers and employees of mechanisms and instruments facilitating the balancing of work and family life, and thus to create a family-friendly climate. 
The main outcome of the project is the portal www.rodzinaipraca.gov.pl which presents and promotes tools and mechanisms supporting balancing work and family life in an accessible way. It is addressed to both employers and employees. The platform provides information on specific solutions to meet the needs of different groups of employees (e.g. young parents, people with disabilities, employees of different ages), introduces issues related to work-life balance and presents tools that can be used in companies with different specifics and financial capabilities. 
The latest research shows that fathers in Poland want to participate in childcare and upbringing by supporting an equal division of roles in the family. There are also entrepreneurs on the Polish market who respond to the above mentioned needs of working fathers. 
For example, as part of the #ShareTheCare campaign, from March 2019, fathers working in the Polish branches of Procter & Gamble can take an additional six-week paid leave to be taken during the two years following the birth or adoption of a child.
An interesting example of a new approach to managing an organization is the Carrotspot platform, created by a Polish start-up — co-founded by a woman
. In the platform, managers and HR departments create tokens, e.g. for efficiency, timely filling in of working time sheets, which can then be exchanged for various incentive benefits.

There are also applications developed by Polish women that respond to challenges related to mobility of workers. Plate with mate
 application helps people on business trips to find company to share a meal with. On the other hand, Pekaboo Mom!
 application is intended for mothers and pregnant women. The application allows female users to meet other mums living in their area and arrange a walk in the park or in the nearest neighbourhood.

Specific questions
Technology
· How is technological change impacting on women's experiences of work in your national context? (e.g. increasing access to ITCs, robotics, machine learning, automation)?
· What are some of the good practices for supporting women to benefit equally from technological advances (laws, economic and social policies, institutional measures, regulation, actions by employers)? 
Data for 2018 show that there is a female founder in 26% of Polish start-ups.
 In the ranking prepared by the American Forbes in 2018, on the list of 60 start-ups founded by women who are active in the technology industry and develop the most promising projects, there are three Polish entrepreneurs, namely: 6th place for the Polish-British start-up Azimo, co-created by Marta Krupińska, and 11th place for the Polish Internet platform Deko Eko, created by Agata Frankiewicz; the ranking also includes a German start-up Vouchery.io, founded by a Polish woman – Ewelina Robaczek.

In Poland, in the period from Q4 2016 to Q4 2018, the number of women in IT-related jobs increased by approximately 2%. In Q4 2018, approximately 350,000 people worked in IT-related jobs, including 12% of women. 
 
In Q4 2018, about 26% of women employed in IT-related jobs were in the “Application programmers” group, another 19% were in the “Software and applications developers and analysts” group. At the same time, about 86% of women employed in IT-related jobs were paid, of which about 94% were employed under an employment contract. In the case of men, the percentage of employees was about 77%, 98% of whom were employed under an employment contract.
 
The share of women among students of IT studies is also gradually increasing. Currently, over 12,000 women study IT-related subjects, which accounts for 14.6% of the total number of students of this type of studies (in the academic year 2014/15 this share was about 12%). The percentage of women studying data analysis and data processing is over 40%, IT and econometrics – 32.1%, and the lowest percentage of women study industrial data processing – 8.9%.

The increasing awareness of the attractiveness of IT professions is the reason for the increase in the number of women studying IT subjects. The importance of promotional activities is also emphasised, such as, for example, the scholarship programme for women.

An example of an interesting initiative in supporting young women in the implementation of innovative business projects is the start-up academy called “Girls go start-up! Academy.”

‘Gig’ and ‘On demand’ Economy
· How is the rise of more flexible forms of labour, including the 'gig' and 'on demand' economy impacting on women's experiences of work in your national context?
· What are the implications for job security for increased flexibility and women's caring responsibilities, and for harassment and violence?
· Which group of women are most likely to be impacted by this type of work?
· What are some of the good practices for ensuring access to social protection for women in informal and 'on demand' work (laws, economic and social protection policies, institutional measures, regulation, actions by employers)?
· What are the good practices for women's collective organising in the context of more flexible forms of labour?
Development of new technologies enables to undertake professional activity in a more effective way, where instead of rigid hierarchical relations, flexible cooperation networks of independent entities appear. So-called freelancers or giggers perform tasks and projects through digital platforms that enable activity anywhere, any time.
These activities are attractive both to service providers (freelancers/giggers) and to entrepreneurs who benefit from their work. It gives freelancers/giggers more autonomy and freedom in terms of performing the job, as well as access to a variety of projects. For entrepreneurs, on the other hand, it is an excellent source of specialists who would be difficult for them to attract through traditional labour market organisations. 
However, this type of activity may also present risks both in terms of the job performance and in terms of social security protection. Such activities may be accompanied by an insufficient level of social security or limited access to employment rights, including the inability to benefit from mechanisms for balancing work and family roles.
Under Polish law, it is also possible to perform the above mentioned activities on the basis of civil law contracts or within the scope of economic activity (or self-employment), i.e. outside the employment relationship. 
Being aware of the threats related to the participation of women in new forms of employment or forms of co-operation, concluded outside the employment relationship, Poland systematically undertakes actions aimed at ensuring appropriate standards of protection of the rights of persons performing such activities, inter alia, it has been made possible to create trade unions and possibility to join them by a sole trader, provided that they do not employ other persons and have such rights and interests related to the performance of work that can be represented and defended by a trade union.
Protection of new forms of professional activity is also strengthened by the regulation concerning the minimum hourly rate of remuneration for the performance of specified tasks or provision of services introduced into the Polish legal system. The minimum rate applies to a person who accepts a specified task or provides services and does not employ staff or enter into contracts with contractors. They perform specified tasks, but on the basis of independence and competitive freedom. Such a solution, therefore, increases the possibilities for women to participate in new forms of co-operation between independent bodies, while being guaranteed a minimum rate of remuneration.
Polish experience also shows that, as part of creating a women-friendly labour market, it is worth broadening the guarantees of access to cash benefits for pregnancy and motherhood, including for those women who work in a form other than an employment relationship. 
In Poland, pursuant to the provisions of the Act of 25 June 1999 on Cash Benefits from Social Insurance in Case of Sickness and Maternity (Journal of Laws of 2019, item 645), women are entitled to maternity allowance in situations specified in the Act (e.g. childbirth, adoption of a child for upbringing, period of maternity leave, etc.).
The requisite for obtaining the right to the above mentioned benefit is being subject to sickness insurance. In Poland, this matter is regulated by the provisions of the Act of 13 October 1998 on the Social Insurance System (Journal of Laws of 2019, item 300). Sickness insurance is obligatory for all employees (excluding prosecutors). Persons performing work on the basis of an agency contract or a contract of mandate or another contract for the provision of services and persons assisting them are subject to voluntary sickness insurance.

At the same time, it is worth noting that the number of women employed under civil-law and mixed contracts in Poland decreased by 13,000 persons, from 247,000 in the Q4 2016 to 234,000 in the Q4 2018. In the population of men the decrease was greater and amounted to 24,000, from 233,000 in the Q4 2016 to 209,000 in the Q4 2018.
In Q4 2018, the number of self-employed women amounted to 929,000. In comparison to Q4 2016, there was a decrease by 9,000. In the case of men, there was an increase by 45,000 from 1,996,000 in Q4 2016 to 2,041,000 in Q4 2018.
The number of women in forced self-employment, i.e. self-employed for one client or mainly for one client and not employing any employees, in Q4 2018 amounted to 62,000, which is about 7% of the total number of self-employed women. The number of men in the so-called forced self-employment amounted to 156,000, which is about 8%.
Demographic change
· How is demographic change in your national context impacting on women's experiences of work?
· What are the implications of an ageing population and the 'youth bulge'?
· What economic and social policies are needed to ensure that the growth in the care sector creates decent work opportunities for women? what are some emerging promising practices (law, economic and social policies, institutional measures, regulation, actions by employers)?
The ongoing process of ageing of the Polish population is the result of a favourable phenomenon, i.e. the prolongation of life expectancy. Since 2000, the median age has increased by more than 5 years, and since the beginning of the 1990s – by more than 8 years. At the end of 2018, a statistical resident of Poland was on average almost 41 years old (median age). In case of men it was over 39 years old and almost 43 years old in case of women.
 
Feminization is another characteristic of ageing in Poland. According to data provided by the Central Statistical Office
, the elderly people population is dominated by women (59%) – there are 141 women per 100 men (the feminization rate for the total Polish population is 107). It is projected that this process will be even more intensive by 2050. 
The increasing share of women among the elderly people population is due to men’s over-mortality and diversified life expectancy parameters – women turning 60 are likely to live more than five years longer than men. 
Collected demographic data show yet another feature, i.e. double ageing of the society, manifested through a rapid increase in the number of people aged 80 and more in the total population of elderly people. At the end of 2016, the number of seniors was 1.6 million, and their share in the group of people aged 60 or more was almost 18%
. It is projected that in 2050, the number of people aged 80 and more will increase to 3.5 million
, so it will more than double
.
Elderly people’s professional activity is rather low – professionally active people aged 60 or more accounted for only 6.1% of all economically active people aged 15 and more
. The group of professionally active elderly people was dominated by men – this population was 695 thousand (65.8%). Having regard to the above data, seniors belong to professionally inactive groups (87.5%)
. Pension was the main reason for being professionally inactive, as indicated by as many as 6,264 thousand people, followed by diseases or disabilities, indicated by 726 thousand people.
Elderly people are also characterized by low educational activity, measured by their participation in formal and non-formal education as well as informal learning
. The level Polish seniors’ participation in education and various forms of training is one of the lowest in the EU – only 0.6% compared to 4.8% in the EU. The decline in participation in educational activities, increasing as the respondents grew older, was recorded in all categories of educational activities – besides their decreasing participation in formal education, their low activity was recorded also in non-formal education and informal learning.
Every fourth person participates in sporting activity or physical recreation (25.1%)
. 10.6% elderly people reported to frequently participate in sporting activity, while for 14.5% of them sporting activity or physical recreation was occasional. Men in this age group were slightly more active in sports and recreation than women (by 4.5 p.p.)
. In domestic and foreign tourism, elderly people accounted for 20.8%
. The research results show that elderly people prefer ‘passive’ forms of spending time, without having to ‘leave home’. The reasons for seniors’ low physical activity include their health condition, being not used to regular sporting activity, lack of interest, difficult access to sports and recreation centres and motoric rehabilitation facilities, and the fact that offered activities did not match elderly people’s needs.
Social Policy for Older People 2030. Safety – Participation – Solidarity (MP from 2018 r. item 1169).
Minister of Family, Labour and Social Policy is responsible for coordinating activities outlined in document entitled ‘Social policy for the Older People 2030. Safety – Participation – Solidarity’ which was adopted by the Council of Ministers on October 26, 2018.
The effects of the implementation of the recommendations of this document will be assessed as part of subsequent editions of the ‘Information on the situation of older people’.  Central part of the document is a summary of individual activities, which includes both the coordinating entity and the entities cooperating in the implementation of the particular sub-measure, the planned date of implementation and the method of monitoring.
The document provides a comprehensive outline of actions to be implemented towards  representatives of older generations within the society, i.a.:
1. Shaping a positive perception of older age in society.
2. Encouraging participation of seniors in social life and supporting all forms of civic, social, cultural, artistic, sport and religious activity.
3. Enabling better use of experience and  potential of older people and encouraging their active participation  in economy and the labour market, adapted to their psychophysical abilities and family situation.
4. Promotion of healthy patterns, disease prevention, access to diagnostics, treatment and rehabilitation.
5. Enhancing physical security - preventing violence and neglect of the elderly.
6. Creating conditions for solidarity and intergenerational integration.

Creating conditions conducive to making use of capacities of elderly people as active participants in economic life and the labour market, adapted to their psychophysical capabilities and family situation.
One of key measures that helps  to improve the quality of elderly people’s lives is creation of  conditions  enabling them to be (again) active participants in economic life and maintain their presence on the labour market. Professional work not only increases general life satisfaction level, but for many is also an essential incentive to be active in broader sense. In case of businesses and public institutions, it is vital to promote principles of appropriate age management, including financial and professional advisory services for older employees, enabling them the possibility to select individually tailored method of exit from the labour market, which would   ensure the most appropriate combination of income from work and retirement benefits. 
Promoting the principles of corporate social responsibility (CSR) among employers should be implemented having regards to all social policy tasks addressed to employees and their families. Those aspects of CSR that influence and improve the situation of groups of employees particularly exposed to discrimination in the labour market should be considered as particularly important. These measures can be implemented by ensuring appropriate income for performed work, facilitating work-life balance, especially when the employee is also a carer, facilitating professional development and developing good social relations in the workplace. The elderly are undoubtedly one of the groups that require additional support. An important role in making use of the capacities of seniors as participants in economic life and keeping them active in the labour market, hence also in counteracting social exclusion of elderly people, can also be played by social and solidarity economy entities. These entities do not operate to generate profit per se (any surplus is allocated for social purposes), but they also fulfill reintegration and employment purposes for people who are at risk of social exclusion, including the elderly. As a result, employment conditions in these entities are conducive to staying in or returning to the labour market by people who due to their age and/or other circumstances do not participate fully in economic activities.
The policy for elderly people should be implemented also by entities of the labour market policy, starting with the national level to municipalities and entities of the education and economic policies. 

Increasing physical security – counteracting violence against and negligence about elderly people.
A sense of security is among basic human needs. It is a fundamental value which enables us to grow and live comfortably. Security and safety are  especially important when in older age. There are many reasons why seniors’ need for security is not satisfied. 
Suffering violence incited by the next of kin or strangers is one of them. Research shows that both elderly women and men experience abusive behaviour
. Elderly people are a group particularly vulnerable to various risks. People aged 60 or more show much greater trust, kindness and openness towards others. This group also lacks sufficient knowledge on how to properly respond and protect themselves against threats. Therefore, it is necessary to undertake decisive activities aimed at preventing offenses and abuses against seniors.
Analysis of available literature shows that the problem of aggressive behaviour towards the oldest members of the society is increasingly well-recognized owing to research conducted by representatives of various scientific disciplines. In counteracting violence against elderly people and negligence about them, cooperation between various entities is of great importance, because only such approach enables comprehensive support for elderly people in need. 
Transition to sustainability
· What measures are necessary to ensure that women benefit equally from the transition to sustainability in your national context? What are some of the promising practices to ensure that green jobs do not replicate existing gender inequalities in other sectors (e.g. occupational segregation, gender pay gap)?
The impact of ecological transition on employment and social issues related to the situation of both women and men working in professions potentially threatened by transition, in particular support for mechanisms fostering the creation of green jobs and financing the development of professional qualifications useful in a low-carbon economy, are part of the debate related to the policy of sustainable development in Poland.
Poland, as a member of the Social and Political Drivers Coalition, particularly emphasizes the need to take into account human and social aspects of climate policy, and a solidarity-based and just transition is one of the main tasks of the COP24 Presidency.
� Employment rate among women (aged 20-64) in 2010, 2014 - 2018:  2010 - 57.03%, 2014 – 59.4%, 2015 - 60.9%, 2016 - 62.2%, 2017 – 63.6% i Q3-2018 - 65.6%  Source: Eurostat, LFS [lfsa_ergan]


� It is noteworthy that the UNICEF report of June 2019 entitled Are the world’s richest countries family friendly? Policy in the OECD and EU (Yekaterina Chzhen, Anna Gromada, Gwyther Rees) says that Poland has generous leave provisions for mothers (p. 7).


� It is granted to an unemployed person who, within 3 years before registration in the employment office as an unemployed person, has resigned from employment or other gainful employment due to the necessity of raising a child or taking care of a dependent person. This benefit may also be granted for the employment of an unemployed person taking care of a dependent person.


� Cf. Potęga równości. Jak i dlaczego warto wspierać kobiety w karierze zawodowej? (The Power of Equality. How and Why Should Women Be Supported in Their Professional Careers?), report by McKinsey & Company of 2017, p. 24.


� Created as part of the crowd funding collection of the Polish start-up — MC2 Innovations; see: � HYPERLINK "https://www.wirtualnemedia.pl/artykul/anna-strezynska-tworzy-carrotspot-platforma-do-motywacji-pracownikow-zasady-dzialania-koszt" ��https://www.wirtualnemedia.pl/artykul/anna-strezynska-tworzy-carrotspot-platforma-do-motywacji-pracownikow-zasady-dzialania-koszt� and � HYPERLINK "https://www.forbes.pl/biznes/marchewka-zamiast-kija-nowy-biznes-anny-strezynskiej/7hrtqff" ��https://www.forbes.pl/biznes/marchewka-zamiast-kija-nowy-biznes-anny-strezynskiej/7hrtqff�, accessed: 17.08.2019.


� See: � HYPERLINK "https://www.wirtualnemedia.pl/artykul/anna-strezynska-tworzy-carrotspot-platforma-do-motywacji-pracownikow-zasady-dzialania-koszt" ��https://www.wirtualnemedia.pl/artykul/anna-strezynska-tworzy-carrotspot-platforma-do-motywacji-pracownikow-zasady-dzialania-koszt�, accessed: 17.08.2019. 


� � HYPERLINK "http://www.platewithmate.com/%23how" ��http://www.platewithmate.com/#how� , accessed: 22.08.2019


� https://akukumamo.pl/


� � HYPERLINK "https://www.kobieta.pl/artykul/pierwsza-aplikacja-dla-mam-na-macierzynskim-ma-zapobiegac-samotnosci-181108032216" ��https://www.kobieta.pl/artykul/pierwsza-aplikacja-dla-mam-na-macierzynskim-ma-zapobiegac-samotnosci-181108032216� , accessed: 22.08.2019


� Polskie Startupy. Raport 2018 (Polish Start-ups. Report 2018), p. 19; see: � HYPERLINK "https://mamstartup.pl/5-polskich-startupow-ktore-tworza-kobiety1" ��https://mamstartup.pl/5-polskich-startupow-ktore-tworza-kobiety1�, � HYPERLINK "https://mamstartup.pl/kobiety-w-biznesie-9-polek-ktore-robia-startupy" ��https://mamstartup.pl/kobiety-w-biznesie-9-polek-ktore-robia-startupy� i � HYPERLINK "https://magazynterazpolska.pl/pl/a/kobiety-na-startupy" ��https://magazynterazpolska.pl/pl/a/kobiety-na-startupy�, accessed: 17.08.2019.


� See: � HYPERLINK "https://businessinsider.com.pl/technologie/polskie-startupy-zalozone-przez-kobiety-na-liscie-forbesa/jc616yf" ��https://businessinsider.com.pl/technologie/polskie-startupy-zalozone-przez-kobiety-na-liscie-forbesa/jc616yf�, accessed: 17.08.2019.


� Data based on BAEL(LFS) Q4 2016 – Q4 2018 refer to the profession exercised on the basis of the International Standard Classification of Occupations 2014, introduced by the Regulation of the Minister of Labour and Social Policy of 7 August 2014 Journal of Laws of 2014, item 1145, as amended). Occupation codes (2510-2519, 2520-2529, 3510-3519, 2434, 2356, 1330).


� Data based on BAEL(LFS) Q4 2016 – Q4 2018 refer to the profession exercised on the basis of the International Standard Classification of Occupations2014, introduced by the Regulation of the Minister of Labour and Social Policy of 7 August 2014 Journal of Laws of 2014, item 1145, as amended). Occupation codes (2510-2519, 2520-2529, 3510-3519, 2434, 2356, 1330).


� Kobiety na politechnikach. Raport 2019 (Girls as Engineers!), Fundacja Edukacyjna Perspektywy 2019, pp. 3-4 


� Kobiety na politechnikach. Raport 2019 (Girls as Engineers!), Fundacja Edukacyjna Perspektywy 2019.


� See: � HYPERLINK "http://www.girls-startup.pl" ��www.girls-startup.pl� , accessed: 17.08.2019.


� Central Statistical Office, Ludność. Stan i struktura oraz ruch naturalny w przekroju terytorialnym w 2018 r. Stan w dniu 31 XII (Population. Condition, structure and natural movement in the territorial section in 2018. As of 31 December), Warsaw 2019, p. 15.


� GUS, Mały Rocznik Statystyczny Polski 2016, Warszawa 2016 r.


� Rocznik Demograficzny 2017, Warszawa 2017 r.


� GUS, „Prognoza ludności na lata 2014-2050”, Warszawa 2014 r.


� Informacja o sytuacji osób starszych za rok 2015, MRPiPS, 2015 r., p. 341.


� GUS, Badanie Aktywności Ekonomicznej Ludności (BAEL), Warszawa 2015 r.


� GUS, Badanie Aktywności Ekonomicznej Ludności (BAEL), Warszawa 2016 r.


� GUS: Badanie Kształcenie dorosłych 2011, Warszawa 2013 r., p. 19.


� GUS, Uczestnictwo w sporcie i rekreacji ruchowej, Warszawa 2017 r., p. 48.


� GUS, Uczestnictwo w sporcie i rekreacji ruchowej, Warszawa 2017 r., p. 138.


� MRPiPS, Informacja o sytuacji osób starszych w Polsce w 2015 roku, Warszawa 2016 r., p. 80.


� E. Markowska-Gos, Przemoc wobec seniorów we współczesnej rodzinie – wybrane aspekty (komunikat z badań), ,,Kultura - Przemiany - Edukacja", T.3 2015 r.
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