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GENDERWISE: The role of men as agents of change in reconciling work and family life

Gender equality: The concepts that all human beings are free to develop their personal abilities and make choices without limitations set by strict gender roles; and that the different behaviors, aspirations and needs of women and men are considered, valued and favored equally.

There has been great emphasis on gender inequalities in work and family life. Throughout this paper we will be looking at the different patterns between men and women in regards to the three themes socialisation and education, gender in the workplace and domestic responsibilities. We will do this by over viewing the research available nationally in Great Britain and also covering the local City of Leeds.
The biggest change to sex equality legislation since the Sex Discrimination Act will come into force –The Gender Equality Duty, which places an obligation on all public bodies to promote gender equality and eliminate discrimination. The Gender Equality duty will lead to a public policy by requiring public bodies to recognise the implications of their policies for women and men encouraging a better user focus in service development. This should also generate employment practices that challenge occupational segregation and remove the barriers to women reaching their potential.
Below is a summary of the main policies and practices in place through government legislations.

Summary

Main Law

· The sex Discrimination Act 1975 makes it unlawful to discriminate on the grounds of sex or marriage

· The Race Relations Act 1976 makes it unlawful to discriminate on the grounds of colour, race and nationality, ethnic or national origin

· The Equal Pay Act 1970 makes it unlawful to discriminate between men and women in their contracts of employment including pay, holiday entitlement, pension etc

· The Employment Relations Act 1999 gives working parents the right to unpaid parental leave and time off to deal with emergencies

Related Regulations and other information 

· The Human Rights Act 2000 Protects the human and Civil rights of individuals and has  potential impact on working practices and policies 

· The working time regulations 1998 set a limit on how many hours people can work 

· The part time working regulations 2000 require employers to offer the same terms and conditions pro rata to part time workers as full time workers 
· The National Minimum Wage sets a minimum wage for all workers aged 18 and over

· The disabled Persons Tax Credit provides extra help for people who have an illness  or disability and work for 16 hours or more a week
· The Employment Rights Act 1996 requires employers to issue a written statement of terms and conditions of employment. It also provides rights for pregnant women.

· The Employment Equality Regulations 2003- This legislation further strengthens the body of anti discrimination law which outlaws discrimination on the grounds of age, belief, religion or sexual orientation.
A range of facts and figures have been compiled comparing men and women in different aspects of work and family life.
1)  Gender differences in Education and Training

Overall Key statistics in Great Britain.

Change since the 1970’s

Different groups of students have always achieved better or worse examination results than others. When the Sex Discrimination Act was introduced in 1975 concern rested firmly with girls’ disadvantage. Now, through an emphasis on standards and quantifiable levels of achievement, concern is focused on the performance of boys and their ‘underachievement’. The term ‘underachievement’ can lead to confusion. It contains no indication of what achievement is measured against. Although there are differences between boys and girls in terms of achievement, other factors are also of importance. Every year, a number of boys and girls leave
	Then
	Now

	Only one in four of both boys and girls in England & 

Wales passed O levels by the time they left school.


	49% of boys and 59% of girls in the UK gain 5 high 

grade GCSE’s  or equivalent by age of 16

	Nine out of ten men and six out of ten women of 

working age were in employment 
	Employment rates are 79% for men and 70% for women of working age

	Around one in ten professionals were women
	Women hold two fifths of professional jobs

	The gap between women’s and men’s full time hourly

 pay was 29%
	Women earn on average 17% per hour less then men 

 for full time work

	Two thirds of workers in public administration were 

Men and 55% of workers in the distribution sector were women 
	The workforce in wholesale & retail is almost equally

 split between women & men as is that in public 

administration and defence 

	Half of mothers with dependent children worked including over a quarter of mothers of under fives
	Two thirds of mothers with dependent children work

 and 55% of those with children under five

	There were only 27 women MPs or 4.3% of the UK Parliament
	Women’s representation in the UK Parliament has 

Reached one in five. 


School at the age of 16 without any qualifications, whereas others, of both sexes, achieve five or more GCSEs or Standard Grade at the highest grade.

In 1974/5 girls and boys achievements were almost identical. One in four school leavers in England and Wales passed at least five O levels, and one in three school leavers in Scotland achieved five or more 1-3 Ordinary Grade SCEs. There was also little gender differences in higher level qualifications. Just over one in eight school leavers in England and Wales gained two or more A levels and almost one in ten school leavers in Scotland passed five or more Higher. 

Sources: CSO (1977) Social Trends 1977; EOC (1997) Educational and Vocational training in Scotland.

Girls are clearly outperforming boys in most subjects at GCSE and Standard Grade. Both boys and girls have benefited from more varied styles of teaching and assessment, and have improved their performance at GCSE level and equivalent, but girls’ performance has increased more rapidly than that of boys’. Gender stereotyping continues to have a significant impact on the education, performance and employment choices of boys and girls. For example, on average girls outperform boys at school but many continue to take jobs in traditionally low paid sectors.
Choice has been reintroduced to compulsory schooling through the Part One GNVQs in England and Wales. With clearly gender stereotyped subject areas like health and social care, manufacturing and engineering, there are concerns that young people may be encouraged to make occupational choices far too early, thereby reducing their future employment possibilities. Care needs to be taken that any measures which seek to improve the performance of one group of pupils are not at the expense of other pupils. For example, boys are known to benefit from more structured and rule-bound lessons than girls, who prefer more discussion led and collaborative lessons. More than four times as many boys than girls.
Qualifications gained 2003/04

United Kingdom

	 GCSEs and equivalent
	Girls %
	Boys %

	5+ grades A*-C
	59.3
	49.2

	1-4 grades A*-C
	22.2
	23.1

	Grades D-G only
	15
	22.4

	No graded results
	3.4
	5.3

	Total (thousands)
	379.4
	392.6


	GCE A levels and equivalent
	Girls %
	Boys %

	2+ passes
	44
	34.7

	1 pass
	3.2
	3.2

	1+pass
	47.2
	37.9

	population aged 17 (thousands
	373.8
	395.8


There has now been a change in these figures as can be seen above 49 % and 59 % of girl’s gain five or higher grade GCSEs or equivalent by the end of compulsory education, and 35% of boys and 44% of girls gain two or more A levels or equivalent.

Source: department for Education and skills (2005) 
There is also segregation in the kind of subject choices by males and females. At the age of 16 subjects taken are similar for both girls and boys, however at A level and higher education there is a drastic difference between the choices boys and girls make. For example 71% of students taken examinations in English literature are women and 76% of students taken physics are males.
More Extreme segregation of young women and men is seen in apprenticeships. Over nine-tenths of hairdressing apprentices are women, whilst at least 98% of apprentices in construction, the motor industry and plumbing are men.
Source: Learning & Skills Council (2005)
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Source: Learning and skills council (2005)
2) Gender in the workplace
There has been a dramatic change in the differences between women and men’s jobs over the years. For example the percentage of women in professional jobs has increased from one in ten to 42%. Having said this certain occupations are still mainly held by women or men particularly in skill shortage areas. For example fewer then 1% of people in plumbing occupations are women and only 2% of childcare workers are men. Since 1975 men’s employment has declined from around nine out of ten to eight out of ten (79%) for men of working age (16-24). At the same time women’s employment has increased from around six out of ten to seven out of ten (70%) for women of working age (16-59)
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Part-time and flexible working 2005
Part time work is the most common alternative working arrangement, used by 42% of women employees and 9% of men employees. Overall 57% of women employees and 23% of men employees use one or more of the following arrangements: part time, flexitime, annualised hours, term time working, job share and home working. Two thirds (68%) of mothers and 55% of mothers of under fives are in employment. Mothers of under fives have the highest rate of part time working, and rates decline as children get older. Fathers have a high employment rate (87%) and almost all (96%) work fulltime.
Source: ONS (2005).Labour Force Survey Spring 2005 dataset

	Employees 

aged 16-64
	Women thousands
	Percentage
	Men thousands
	Percentage

	Part time
	4,845
	42
	1,093
	9

	Flexitime
	1,387
	12
	1,055
	9

	Annualised hours
	514
	4
	524
	4

	Term time working
	888
	8
	162
	1

	Job share
	150
	1
	16
	*

	Homeworking
	195
	2
	124
	1

	Any flexi arrangements
	6,538
	57
	2,766
	23


Pay and Income

In 2005, average hourly earnings for women working fulltime were £11.67, and for men were £14.08. This gave a fulltime gender pay gap of 17.1%. Part time women earned £8.68 on average, and comparing this figure with men’s average full time earnings gives a part time gender pay gap of 38.4%. However overtime since 1975 the full time gender gap has decreased by 12pp from 29.4%, and the part time gender pay gap has decreased by 3pp from 41.6%.This shows that even though there is a difference in the pay gap of men and women it is slowly changing over time.
Occupational segregation 2005

	High paid Jobs
	Average pay £
	% women
	% men
	Thousands

	Directors and Chief executives of major organizations
	56.33
	17
	83
	87

	Medical practitionars
	33.01
	37
	63
	176

	Financial managers and charted secretaries
	29.92
	32
	68
	259

	Solicitors & lawyers, Judges & coroners 
	25.89
	47
	53
	94

	Management consultants, actuaries, economists & statiticians
	24.1
	30
	70
	84

	ICT Managers
	23.94
	21
	79
	163

	Marketing and sales Managers
	22.68
	29
	71
	513

	Personnel, training & industrial relations Managers
	22.37
	58
	42
	95

	HE teaching proffesionals
	21.83
	41
	59
	132

	Financial institution managers
	21.02
	43
	57
	149

	 
	 
	 
	 
	 

	Low paid jobs
	 
	 
	 
	 

	Sports and leisure
	7.09
	50
	50
	84

	Receptionists
	7.07
	95
	5
	219

	Packers, bottlers, canners & fillers
	6.78
	52
	48
	115

	School midday assistants 
	6.24
	96
	4
	114

	Sales and retail assistants
	6.16
	72
	28
	1,170

	Cleaners & domestics
	6.04
	76
	24
	590

	Retail Cashiers & checkout operators
	5.85
	67
	33
	221

	Kitchen & caterin assistants
	5.74
	73
	27
	376

	Waiters and Waiteresses
	5.5
	74
	26
	133

	Bar staff
	5.43
	60
	40
	176


The credibility gap
There is a lot to do. Despite thirty years of the Sex Discrimination Act, sex equality is a thin veneer that cracks for many women as soon as they take on caring responsibilities. The EOC’s recent investigations have found that shockingly high numbers of women Experience discrimination when pregnant at work and if they choose to work part-time or flexibly they often end up with low pay and poor prospects. Four out of five part timers, Most of whom are women, are working well below their potential, 3 and many have had to trade down to a lower level job. As women still carry out the lion’s share of the caring role, better support for Parents and carers will do much to help close the pay gap. But it is also true that Men’s and women’s lives are becoming more alike in their struggle to balance work and family. Fathers want to play a significant role caring for their children, but policy makers and employers haven’t caught up with that reality.

3) Domestic Responsibilities

Research findings

In the focus groups, parents claimed that girls and boys should be treated in the same way and contribute equally to the household. Yet in reality, girls were expected to help more around the home than their brothers or younger sisters. Jobs around the home were still strongly sex stereotyped, not only by the children’s parents, but by the children themselves.

 The majority of regular household tasks were usually carried out by .Mum. with around 9 out of 10 children claiming that she was responsible for the laundry/washing clothes, supermarket and food shopping, preparing food, cooking and ironing and 8 out of 10 for vacuuming. 

3 in 5 children claimed that it was usually Dad who carried out DIY with about half the children stating that he usually mowed the lawn, did the gardening, and cleaned the car.
 Older girls were very aware of inequality. Less than 2 in 5 of those aged 15 and 16 agreed that: Boys and girls are treated exactly the same way in families today. This compared with two-thirds of boys and girls aged 11 and 12. 
Boys were given more freedom than girls as one daughter complained: One grandmother commented of her grandson: It is clear that sex stereotyping exists within the family structure and this was reflected in the types of household jobs undertaken by girls and boys. 
Girls were significantly more likely than boys often to tidy their bedroom (45 per cent as opposed to 35 per cent respectively). 

Girls were also significantly more likely than boys often to do jobs around the home which were usually carried out by Mum, such as the ironing, the laundry and washing-up or using the dishwasher.
 In contrast, boys were more likely to do jobs which were regarded as .Dad’s., for example, DIY and mowing the lawn.
Attitudes are changing

Men now take a more active role in the home than did their fathers, but generally they are still unwilling to take on certain tasks such as laundry and cleaning. Although these attitudes and behavior can be seen in their children, some of whom continue to show stereotyped views towards the roles of women and men, more egalitarian views now prevail.
Most children, around 82% of girls and 64 per cent of boys, disagreed that: a mans job is to earn money, a women’s job is to look after the home and the family, although around a quarter of boys agreed with the statement. Older boys and girls were more likely to disagree then the younger children.(eoc.org.uk)
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The distribution of housework hours by gender is consistent with findings of past research on the domestic division of labour: Women as a group undertake far more housework than men. Concerning the gap between the two kinds of estimates, the results are nevertheless different from those of past studies. Women do not appear to over-report their housework hours more than men. In contrast, the gap between the two types of estimates is smaller in the case of women than in the case of men. When only primary activities are taken account of, the difference is 0.79 hour for women and 1.96 hours for men. As has been expected, the gap becomes narrower when secondary activities are taken account of, suggesting that some respondents tend to count the housework that is undertaken as a secondary activity. The figures are 1.02 hours for men and -.49 hour for women (the negative value shows that some women actually report less housework time in surveys). In other words, the results show that men, as a group, over-report their housework hours more than women. The gap is even more obvious when compared with the total housework hours: It constitutes 30.3% of men’s reported hours (only primary activities are used) but only 4.9% of women are reported hours.

Traditional gender role attitudes are associated significantly only with men’s stylised housework hours but not with women’s. The positive coefficient (1.69) indicates that traditional men tend to report more housework hours in surveys than other men. But the interaction between traditional gender role attitudes and primary housework hours is of the opposite sign, suggesting that traditional men who have long housework hours tend to report less housework in surveys. For example, when a traditional man undertakes more than 6.5 hours of housework, the over-reporting effect of traditional attitudes will be annulled and further increments in diary-hours will predict decreases in stylised housework hours. When men holding traditional gender role attitudes undertake long hours of housework, i.e., when the amount of housework done conflicts with their gendered expectations, they tend to report less housework hours in the survey. Interesting, significant results are only found for men but not for women. 

This is likely because housework is regarded as a “women’s sphere” and men are more prone to feel a clash with their male identity when they perform long hours of housework. This finding also forms an interesting parallel with earlier research findings on the relationship between economic dependency and housework participation, which show that economically dependent men tend to “do gender” by avoiding participation in housework . (www.genet.ac.uk)
Stereotypical representations of gender roles

Though not as strongly as in earlier years, the portrayal of both men and women on TV is largely traditional and stereotypical. This serves to promote a polarization of gender roles. With femininity are associated traits such as emotionality, prudence, co-operation, a communal sense, and compliance. Masculinity tends to be associated with such traits as rationality, efficiency, competition, individualism and ruthlessness. Meehan has shown how on TV, 'good' women are presented as submissive, sensitive and domesticated; 'bad' women are rebellious, independent and selfish. The 'dream-girl' stereotype is gentle, demure, sensitive, submissive, non-competitive, sweet- natured and dependent. The male hero tends to be physically strong, aggressive, and assertive, takes the initiative, and is independent, competitive and ambitious. TV and film heroes represent goodness, power, control, confidence, competence and success. They are geared, in other words, to succeed in a competitive economic system. There is no shortage of aggressive male role-models in Westerns, war films and so on. Many boys try to emulate such characteristics through action and aggression. There are few women in the heroic role played by Sigourney Weaver in Aliens. Men tend to be shown as more dominant, more violent and more powerful than women. Men on TV are more likely to disparage women than vice versa. They drive; drink and smoke more, do athletic things, and make more plans. They are found more in the world of things than in relationships. Women on TV tend to be younger than the men, typically under 30. So TV images largely reflect traditional patriarchal notions of gender. Stereotypical masculinity, for instance, is portrayed as natural, normal and universal, but it is fact a particular construction. It is largely a white, middle-class heterosexual masculinity. This is masculinity within which any suggestion of feminine qualities or homosexuality is denied, and outside which women are subordinated. The notion of 'natural' sex differences help to preserve the inequalities on which our economic system continues to be based.(Journal of Communication )                                                                                                                                                                                                                                                                                                                                                                                                                                                                   
Work and family – attitudes outpace change

A majority of people surveyed were more worried about what family life will be like for their children and grandchildren and having enough time to spend with them than they were about the quality of their local schools or health services, indicating the extent to which these issues are moving up the political agenda. Thirty years after the Sex Discrimination Act, nearly three in five people believed balancing work and family life has actually got harder for working women. A majority also believed fathers who take paternity leave when a child is born will change their role in the family for the better. And significantly, 7 in 10 people thought that women’s and men’s lives are becoming more alike in terms of their need to balance work and family. This indicates that supporting families to manage both home and family is now a public policy issue, rather than simply a private struggle.

Action and programmes to promote gender equality 
Gender Equality Duty is part of the Equality Bill currently going through Parliament and due to become law in April 2007. The Bill establishes a new single commission for Equality and Human Rights bringing together six strands of discrimination: race, gender and disability covered by existing legislation together with age, religion and sexual orientation. Gender Equality Duty introduces the obligation on public organizations to eliminate unlawful discrimination and actively promote equality between women and men. Thus it no longer falls to the individual to pursue claims of sex discrimination, but organizations must prove they treat women and men equally and are actively promoting equality
What is the Duty all about and what will it do?

The gender equality duty will require public authorities to pay due regard to promoting gender equality and eliminating sex discrimination. This means service providers and public sector employers will have to design employment and services with the different needs of women and men in mind. It will require public bodies to set their own gender equality goals in consultation with their service users and employers and to take action to achieve them.

· Public service providers will need to look at who uses their services, and ask: 

· What are the priority issues for women and men in the services we provide? 

· Do they have different needs within some services? 

· Will women or men be put off using a service because of the lack of childcare or an unsafe or unwelcoming environment? 

· Are there some services which are more effectively delivered as women-only or men-only? 

Public sector employers would also need to look at their employment practices and consider the needs of all their staff, including those that identify as transgender or transsexual. We should see increased childcare provision and more flexible working as public bodies respond to the needs of parents and carers.

 

A gender equality duty should provide real outcomes for real people.

 

The new duty is enforceable by law: instead of depending on individuals taking complaints about sex discrimination, the duty places the responsibility on public bodies to demonstrate that they treat men and women fairly and are taking active steps to promote gender equality. By requiring public bodies to understand the implications of their policies for women and for men, and leading to a better user focus in service development, the duty will lead to progress in gender equality but also to better public policy overall. 

 

It should generate policy-making that is sensitive to gender differences, services that are tailored to meet the different needs of women and men, employment practices that challenge occupational segregation and remove the barriers to women reaching their potential, and procurement practice that promotes equality.

What will it mean for the public?
 

The gender equality duty should mean that women and men get services that meet their needs.

 

For example, you may recognize these situations from your own experiences:

· Men are less likely than women to visit their GP, which means that they often seek treatment late in an illness. This is bad for their health and wellbeing, and costs the NHS more in the long run. For example, although women are more susceptible to lung cancer, more men die of the disease because they seek help late. 

· Women use public transport in different ways and for different reasons than men, both to get to work and to access services childcare and food shopping. But transport services and town planning rarely recognize this. They often don't provide easy access to transport for those carrying children or pushchairs, or recognize that women have a greater fear of traveling at night. 

Service users and employees should also be consulted by public bodies in setting gender equality goals and priorities.

When is it coming into force?

The gender equality duty is part of the larger Equality Bill and is expected to become law in April 2007. On that date, public bodies are expected to have their action plans in place so preparation is needed now.

What will public bodies need to do?

Promoting gender equality effectively means a fundamental re-think in the design and delivery of services, as well as having implications for employment policy and practice. Those who get it right will reap the benefits in terms of improved customer satisfaction and staff productivity.

 

The duty to pay due regard to eliminating unlawful sex discrimination and promoting equality between women and men will apply to all public authorities. This is known as the "general duty". The general duty will also apply to voluntary and private sector bodies that are acting in a public capacity.

 

Some of the things that your organization may need to consider are:

· Whether your organization collects information about the proportions of men and women using your services? Are these proportions taken into account when you're developing new policies? 

· Are the staffs responsible for policy development clear on what gender equality is and how to incorporate it into their planning? 

· Have you taken steps to promote a gender balance at all levels in the workforce? What about equal pay? 

· Can gender, race and disability equality be tackled in the round? 

There has been a dramatic change in the way we live our lives and sex equality is now a critical

Issue as a result. Achieving a better balance between work and family life and support for parents is moving up the political agenda. Men’s and women’s lives are becoming more alike. Fathers want to play a significant role caring for their children but policy makers and employers have not caught up with that reality +nor with public opinion. (www.eoc.org). 
It can be concluded after looking at the general picture of gender equality in the UK that there still are gaps between the kind of roles played by men and women. This can be seen through the statistics around education, employment and home. Having said this there is a gradual change in attitudes men’s roles are changing slowly throughout work and family life. This is through the daily demands of duties towards their family or work. They to require the support to carry this change through as it is often ignored how men are finding it adapting into a new role as “changing agents” and the attention is focused more on their female counterparts.
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