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Introduction

The present report is the summary paper of the ‘Gender Equality in the Workplace’ thematic bloc in the ‘Genderwise: the role of men as agents of change in reconciling work and family life’ project. The main goal of this thematic bloc was the elaboration of viable policy options for promoting gender equality in the workplace by integrating the main findings of the Enna workshop as well as the recent social researches related.
Besides the major results of various gender-based labour policy researches, case studies presented by the Local Action Group participants as well as working group debates of the Enna workshop are also key sources of the finally suggested policy initiatives to promote gender equality in the workplace. In this thematic bloc (as well as in the whole ‘Genderwise’ project) we intend to focus rather on the gender relations, thus traditional sex-based discrimination approaches are less represented. A special challenge of the Enna Peer Review Workshop was the identification of the key obstacles/ potentials of men’s support in promoting gender equality in the workplace.

This paper has the following parts. First, I present the main indicators of the issue (an international statistical comparison) that serves as a quantitative starting point. Second, I give a short resume of the Enna workshop. Third, I elaborate the main policy issues based on the workshop presentations and discussions as well as some additional case studies and the overview of the related researches. And finally I make some suggestions for policy options; that is not a mere mechanic imitation of the rather successful Nordic approach in other EU countries, but I intend to consider the proper economic and cultural context of the Southern and Eastern European member countries, thus the suggested policy options might be viable ones.
Main indicators of gender (in)equality in the world of work in the European Union.
A statistical introduction

In this part of the paper I present the basic indicators of gender inequality in the world of work. Comparable datasets are available regarding unemployment rates, employment rates, the ratio of part-time employment (as a % of total employment), the share of female managers in total managers and the gender pay gap. In the presentation I use the most recent available data coming from national resources (but checked by Eurostat).

Unemployment in the EU25

In general, unemployment rate of women in the European Union (EU-25 countries) is 2%-points higher than the unemployment rate of men (9.6% against 7.6%). However, there are marked inter-country differences: in 4 countries male unemployment rate is higher, in 1 country female and male unemployment rates are the same, while in 20 countries the female unemployment rate is higher.

Possible factors explaining these differences are partly economic, partly cultural ones. A stronger role of business services and traditionally higher labour market participation of women are likely to be the two major explanatory variables. Male unemployment rate is higher in Ireland, Sweden, the United Kingdom and Latvia while female and male unemployment rates are the same in Estonia. An interesting feature: at present, these countries are among the most prosperous ones of the European Union, especially if GDP growth rate is controlled by the level of economic development.

In certain countries (Denmark, Finland, the Netherlands, Austria, Slovenia, Hungary, Lithuania, Cyprus) the differences between female and male unemployment rates are rather small ones. These countries are smaller open economies with strong business service sectors and/or extensive public sectors. However, culturally-geographically Cyprus seems to be an outsider: in Southern European countries female unemployment rates are typically higher, mainly due to traditionalist patriarchal family organisation and division of labour. (The fact that Cyprus was once part of the British Commonwealth, could explain its seemingly outsider position.)

The next group of countries consists of 7 states. Germany, France, Belgium, Luxembourg, the Czech Republic and Slovakia are the main industrial countries of the present EU in which machinery sectors are especially strong. In these countries female unemployment is markedly higher than male unemployment. The collapse of the light industries (textile, footwear) and the continuing importance of machinery sectors have had different impacts on the unemployment of women and men.

The last group of countries comprises Southern European states (Italy, Spain, Portugal, Greece, Malta) and Poland. These countries are (or at least had been) following rather traditionalist values: lower female participation and a smaller role of part-time employment are (or were) the typical consequences of these value patterns on the labour market. The period of transformation (i.e. a shift towards less traditionalist, less masculine values) seems to be especially painful for women living in these countries: female unemployment rate is much higher than the male unemployment rate.
Female and male unemployment rates in the European Union
 (as a % of the labour force, ILO definition, February 2006)

	
	Female
	Male

	Belgium
	9.7
	7.6

	Czech Republic
	9.6
	6.3

	Denmark
	5.0
	3.8

	Germany
	10.2
	8.2

	Estonia
	6.2
	6.2

	Greece
	15.5
	6.4

	Spain
	11.0
	6.6

	France
	10.1
	8.3

	Ireland
	3.8
	4.7

	Italy
	9.7
	6.0

	Cyprus
	6.4
	4.5

	Latvia
	7.8
	8.5

	Lithuania
	7.3
	6.6

	Luxembourg
	7.8
	3.8

	Hungary
	7.5
	5.0

	Malta
	9.8
	6.9

	Netherlands
	5.0
	4.3

	Austria
	5.6
	4.9

	Poland
	19.1
	15.6

	Portugal
	8.7
	6.9

	Slovenia
	6.7
	6.1

	Slovakia
	16.6
	15.2

	Finland
	8.8
	7.7

	Sweden
	6.3
	6.4

	United Kingdom
	4.5
	5.4

	EU25
	9.6
	7.6


Source: Eurostat

The difference in female and male unemployment rates has remained stubbornly high: in February 2006 it was 2%-point compared to 2.1%-point in February 2005. The gap is narrowing significantly in Spain, Germany, Cyprus and Slovenia while it is increasing somewhat in the Czech Republic, Italy and Malta. The impacts of sectoral business cycles are evident in this respect: blossoming service activities typically favour female participation while strong machinery sector prefers male participation.

Employment in the EU25

The difference between female and male employment rates is conspicuous in the European Union: while in Q2 2005 the employment rate of women was 56.3%, male employment rate achieved 71.2%. In addition, there is no country in the EU, in which the female employment would be higher. However, cross-country differences are remarkable also in this respect: while in Sweden both female and male employment rate is above 70% (and the difference is only 4%-points), in Malta the above-average male employment (73.5%) is coupled with an extremely low female employment rate (33.6%).

Female and male employment rates in the European Union (Q2 2005)

	
	Female
	Male

	Belgium
	54.1
	67.7

	Czech Republic
	56.0
	73.3

	Denmark
	70.8
	80.1

	Germany
	59.3
	71.1

	Estonia
	63.5
	66.5

	Greece
	46.2
	74.5

	Spain
	51.2
	75.0

	France
	57.9
	69.0

	Ireland
	58.0
	76.2

	Italy
	45.4
	70.2

	Cyprus
	58.5
	79.5

	Latvia
	59.4
	66.9

	Lithuania
	59.2
	66.3

	Luxembourg
	50.6
	72.4

	Hungary
	50.9
	63.0

	Malta
	33.6
	73.5

	Netherlands
	66.4
	79.9

	Austria
	61.7
	75.1

	Poland
	46.4
	58.2

	Portugal
	61.9
	73.4

	Slovenia
	61.7
	70.2

	Slovakia
	50.8
	64.1

	Finland
	67.4
	71.0

	Sweden
	70.5
	74.6

	United Kingdom
	65.8
	77.3

	EU25
	56.3
	71.2


Source: Eurostat

Grouping the countries we can observe that cultural-social factors bear more influence on the female and male employment rates than economic ones. In 7 countries (Sweden, Finland, Denmark, Estonia, Latvia, Lithuania and Slovenia) the difference between female and male unemployment rate is relatively small (below 10 %-points). These countries are smaller, open economies in which Nordic (i.e. less traditionalist) value patterns dominate. The small difference is mainly a consequence of the high female participation. In addition, active labour market policies and/or the extensive welfare state may also promote the higher labour market inclusion of women. An interesting phenomenon however, is that the smallest employment rate difference is observable in a post-socialist country, namely in Estonia where the markedly above-average female employment (63.5%) is coupled with below-average male employment (66.5%). In other words: we can assume that the less traditionalist, Nordic value orientation of the Estonian society had a strong positive impact on the high female labour market participation and the steady process of economic convergence (measured inter alia, in terms of GDP per capita).

In 12 countries of the European Union the difference between female and male employment rate is between 10 and 20 %-point. Most of the founding members of the EU (Belgium, France, Germany, the Netherlands), as well as the United Kingdom, Ireland and Austria are in this group. In addition, the four new member States of Eastern-Central Europe (the Czech Republic, Hungary, Slovakia and Poland) and, surprisingly, Portugal also registered a ‘moderate’ (i.e. around the average) difference between female and male employment. The promoted female labour market participation in state socialism might explain the position of the ECE countries, while in the case of Portugal sectoral peculiarities (the high relative importance of textile and footwear industries) and more flexible regulation may partly offset the traditionalist value orientation.

In the remaining six countries of the EU the difference between female and male employment rates is higher than 20%. Not surprisingly, with the exception of Portugal Southern-European countries (Greece, Spain, Italy, Cyprus and Malta) are in this group; but the high difference between female and male employment in Luxembourg comes as a surprise. Nevertheless, the female employment rate in Cyprus, Luxembourg and Spain is more than 50%, and in Spain we could observe a significant improvement in the last couple of years. On the other hand, the Italian, the Greek and the Maltese female employment rate is markedly below 50%. These figures again underline the utmost importance of value patterns.

Naturally not only gender differences but also total employment levels matter. In Denmark, the Netherlands, Sweden, the United Kingdom and Portugal(!) both female and male employment is markedly above the EU average, while in Italy, Hungary, Poland and Slovakia both are significantly below. While mainly cultural factors determine the differences between female and male employment rates, we can assume that the level of total employment (i.e. both female and male employment) are more dependent upon other factors, such as employment policy measures, labour market regulations, sectoral business cycles and human capital (education and health) factors. 

Part-time employment in the EU25

Several leading sociologists and labour market analysts regard part-time employment as a means to combine household (non-paid) and ‘gainful’ (paid) work. In this approach part-time employment is especially relevant for women who have more domestic work than men. Not surprisingly, almost one-third of European women are in part-time employment (32.6%) while the share of part-time employment among male workers is only 7.1%.

Cross-country differences are remarkable in this respect as well. The Netherlands is an outlier: not only because of the outstanding role of part-time employment among women (75.3%) but also due to the high relative share of male part-time employed (22.6%). Specific labour market regulation has an overwhelming role in that. In most of the older EU members (Belgium, Denmark, Germany, France, Luxembourg, Austria, Sweden and the United Kingdom), female part-time employment oscillates between 30-45%. In Spain, Italy and Ireland the share of part-time employed among women is roughly 25%, while in Estonia, Cyprus, Latvia, Malta, Poland, Portugal, Slovenia and Finland it moves between 10-20%. The lowest ratio of female part-time employment is observable in Greece and most of new EU member States (namely: the Czech Republic, Lithuania, Hungary and Slovakia). 

Inter-country comparison of male part-time employment indicates that it is parallel with female part-time employment figures (although part-time employment among men is much less frequent in all of the EU countries). Besides value patterns and labour market regulation features also the general level of well-being matters a lot: in the poorer new EU members income from part-time employment is hardly enough to ensure a decent family (or individual) life.

Female and male employed part-time in the European Union
(as a % of total female and male employment, Q2 2005)

	
	Female
	Male

	Belgium
	40.7
	7.1

	Czech Republic
	8.4
	2.1

	Denmark
	32.7
	12.8

	Germany
	44.3
	7.7

	Estonia
	10.4
	4.9

	Greece
	9.1
	2.1

	Spain
	24.9
	4.7

	France
	30.9
	5.7

	Ireland
	24.4
	5.0

	Italy
	25.7
	4.5

	Cyprus
	13.8
	5.1

	Latvia
	11.6
	7.6

	Lithuania
	8.5
	4.6

	Luxembourg
	40.2
	2.4

	Hungary
	6.1
	2.9

	Malta
	19.3
	4.7

	Netherlands
	75.3
	22.6

	Austria
	38.7
	5.9

	Poland
	14.2
	7.7

	Portugal
	16.6
	7.1

	Slovenia
	11.0
	7.1

	Slovakia
	3.9
	1.2

	Finland
	18.5
	9.1

	Sweden
	39.9
	11.8

	United Kingdom
	43.1
	10.6

	EU25
	32.6
	7.3


Source: Eurostat

Career pattern inequalities in the EU25

Gender inequalities in the workplace can be characterized by different career opportunities. Two commonly used indicators to measure this phenomenon are the share of female managers (as a % of total managers) and the gender pay gap. The gender pay gap is the difference between average earnings of male and female employees.

Share of female managers and gender pay gap in the European Union

	
	Share of female managers
in total managers, Q2 2005
	Gender pay gap, 2004

	Belgium
	32.9
	6

	Czech Republic
	30.3
	19

	Denmark
	23.0
	17

	Germany
	26.4
	23

	Estonia
	37.5
	24

	Greece
	25.8
	10

	Spain
	32.3
	15

	France
	37.1
	12

	Ireland
	30.2
	11

	Italy
	31.9
	7

	Cyprus
	13.6
	25

	Latvia
	44.3
	15

	Lithuania
	42.7
	16

	Luxembourg
	26.3
	14

	Hungary
	34.3
	11

	Malta
	14.5
	4

	Netherlands
	25.6
	19

	Austria
	27.0
	18

	Poland
	32.5
	10

	Portugal
	34.2
	5

	Slovenia
	32.8
	9

	Slovakia
	31.2
	24

	Finland
	29.7
	20

	Sweden
	29.8
	17

	United Kingdom
	34.5
	22

	EU25
	32.1
	15


Source: Eurostat

In all of the EU countries, the share of female managers is lower than 50%. The ratio is the lowest (below 20%) in the two new EU member Mediterranean States, Cyprus and Malta. The highest ratio (above 40%) is observable in Latvia and Lithuania. In general, post-socialist countries have a higher ratio of female managers: Estonia, Hungary, Poland, the Czech Republic, Slovakia and Slovenia equally register a share of above 30%. The ratio of female managers is higher than 30% in Belgium, France, Italy, Spain, Portugal as well as Ireland and the United Kingdom. However, in North-European countries (Denmark, Finland, Sweden), the Netherlands, Luxembourg, Germany, Austria and Greece the share of female managers is only between 20-30%. These data underline two interesting cultural-historical factors: although in a contradictory way, post-socialist countries achieved remarkable results in promoting this feature of gender equality. On the other hand, Nordic countries – cited as positive examples concerning gender equality in the fields of employment, part-time employment and combating unemployment – have a somewhat worse than average performance in this aspect of equal opportunity.

Inter-country differences in gender pay gap are difficult to interpret. While most of the Southern European states (Malta, Portugal, Italy and Greece) register the lowest differences, Nordic countries, Estonia, Slovakia and Cyprus produce the highest differences. It seems that the smaller difference in opportunities of employment and the extension of part-time employment correlate rather negatively with the gender pay gap. Even bearing in mind that women and men have different employment characteristics by economic sectors and that working women tend to be younger (‘less senior’ and as a result, on average they have less opportunity to fulfil managerial positions), this underlines that a problem of equal opportunities continues to exist in all of the EU countries.

Gainful versus domestic work in the EU25

Examining gender inequalities in the world of work, we cannot neglect the fact that total work of women and men consists of two components: besides gainful (paid) work domestic (non-paid) work matters as well. While men spend more time than women on working in the workplace, the reverse is true for domestic work.

Regarding total work there is only one country in the EU, namely Sweden, in which women and men spend the same amount time. On the other hand, in Lithuania, Slovenia, Hungary, Estonia as well as in Italy and Spain the total number of hours worked per day is conspicuously higher for women than for men: the difference is more than one hour. Again, cultural and historical factors together explain the structure of use of time. Women living in post-socialist countries have an especially hard life in this respect: not only the gender inequalities in time use are significant, but also people in these countries work generally more than in the old EU member countries. As a result, Lithuanian women work more than 8 hours on average, i.e. almost two hours more than German women (the difference compared to German men is 2 hours and 14 minutes).

Gender peculiarities in education: an additional factor behind gender inequalities

Traditionally, equal opportunity researches focused on the problem of women. However dramatic changes in the educational success may indicate an (at least partial) shift towards the problem of men. Recent indicators underline that the share of women is already markedly higher among tertiary students (54.6%). This trend is valid across the EU; only in two countries (Germany and Cyprus) have men a higher share among tertiary students (although the difference in favour of men is negligible in these countries: only 1%). In the other 23 EU countries women have a higher share among tertiary students; the difference in favour of women is especially striking in the 3 Baltic States (more than 20%). In the meantime, faculty segregation remained strong: on average, the share of women is 37.3% among students of science, mathematics and computing, while they represent 65.6% in faculties of humanities and art.

Not only tertiary education figures, but also upper secondary education data underline that in the future the problem of men could aggravate in the world of work. With the exception of the Czech Republic and the United Kingdom, a lower ratio of men completed at least upper secondary education in the age group 20-24. In the overall EU25 the ratio of men is 74.6% compared to 80% of women. Differences in favour of women are especially high in Southern European countries. In addition, in Spain, but especially in Portugal and Malta the general level of completed upper secondary education is markedly lower than in other EU countries: only 40.4% of young Portuguese men and 41.7% of Maltese men were able to finish an upper secondary school with success.

A short resume of the workshop

The second Peer Review Workshop took place in Enna (Sicily, Italy) from 5-8 October 2006. The theme of this workshop was the ‘Gender equality in the workplace’ and it included presentations of case studies from several project partners.

The general presentation of Haroon Saad (Director of Quartiers en Crise – European Regeneration Areas Network) gave a comprehensive overview of the project and described the specific goals of the workshop. He recalled the importance of the gender perspective, underlying the process of continuous renewal of the equal opportunity policies in the European framework. He also pointed to the matter of fact that the key challenge of the Genderwise is the focus on the role of men as agents of change in reconciling work and family life. He revealed the specific role of the Local Action Groups in developing the Local Action Plans that foster the active role of men. He explained that a harmonious gender relation in the workplace can hardly be achieved either on the basis of traditional roles or by a classical feminist perspective; a more active involvement of men in the issue are also unavoidable.
In the introductory lecture Attila Bartha (economist, Kopint-Datorg, Budapest) presented that gender equality in the workplace was dependent mainly upon three different sets of factors in the world of work: economic, cultural and institutional factors. He underlined that during the workshop the participants were supposed to identify the possible components of gender (in)equality in the workplace from a transnational perspective; starting from cross-country comparative statistics via interpreting various case studies. He expressed that the shift from manufacturing towards business service employment had a marked impact on the context of gender equality. He also pointed to the fact that the unequal spread of post-materialist value orientation and the reversal of traditionalist, patriarchal attitudes had an important potential strength of explanation. Institutional factors – security and flexibility of employment, support of part-time employment and self-employment, the spread of child care allowances and child care benefits – might have also a non-negligible role. According to his introduction, the main questions of the workshop were the following ones: what are the impacts of the structural gender features of the economy on unemployment, employment, part-time employment, intra-organisational career patterns and gender pay gap? What is the role of attitudes and value patterns in forming the gender relations in the world of work, especially in the workplace? Do employment policy measures, labour market regulations, human capital (education and health) or general well-being factors matter really on the field? These were the rather classical questions to be answered by the participants. In addition, the participants had to reflect the issue of ‘gainful vs. domestic work’, i.e. explain the way the structure of use of time influences gender equality in the workplace. Moreover, participants of the Enna workshop could not neglect the impacts of the dramatic shift in educational success: the fact that the share of women is already markedly higher among tertiary students has certainly play an important role on the field. In the case studies the participants were also supposed to present the different policy initiatives to promote gender equality in the workplace. The original intention was that the case studies had to focus rather on the gender relations (e.g. the idea of the ‘Family Friendly Workplace’) and traditional sex-based discrimination approaches had to be less represented. A special challenge of that Peer Review Workshop was the identification of the key obstacles/ potentials of men’s support in promoting gender equality.

Besides the policy framework presented by Haroon Saad and the statistical-based introductions, Sandro Bellassai (historian, University of Bologna) presented the comprehensive historical-cultural context of the ‘persistence and change in modern gender roles’ as ‘men’s business. According to his interpretation, the present male identities are a result of he changes and conflicts which took place in the past decades. At a political and social level, the presence of women in society has become increasingly visible, undermining the concept of public sphere as an exclusively male domain. In the meantime, at a cultural and ethical level, the processes of modernisation and secularisation led to the decline of tradition as a foundation of moral order, while at an economic level the growing mass consumption required more liberal gender roles and morals. However, men mostly tried to resist the impact of change in the attempt to invariably reproduce the traditional gender hierarchy in the new context. According to Sandro Bellassai, in the Sixties and Seventies, it became clear that all these attempts were ineffective, and the traditional masculinity definitely lost its supremacy as an undisputed pattern of male attitudes and behaviour. The consequence is a comprehensive legitimation crisis of men, especially in Southern European countries and rural areas where many men still consider gender roles as the only influential ones. It reveals that men have supported gender inequality not only to preserve their material advantages but also to safeguard their identity balance – the need of men to be reassured about their virility remained unchanged. Although many men try to feel comfortable in unconventional gender roles, in most countries the new models are results of personal processes. According to Sandro Bellassai, in order to decrease the gender (and workplace) inequalities at a societal level, there is an absolute need of deconstructing the patriarchal gender roles at every level, together with the recognition that they essentially act as means of male supremacy.
Concerning the specific case studies presented by the Local Action Group members, we can state that three streams dominated the Enna workshop. Some of the case studies focused on the family-responsible employment or the family-friendly workplace. Another group of the presentations described the experiences of the gender roles in the workplace from the point of view of the work-life balance approach. A third group of the presentations revealed the everyday difficulties of practicing unconventional gender roles in our daily life at the workplace. In general, the presented case studies served as good starting points for the Local Action Plans.
The presentation of Paula Mattio Lastra (ITD IESE, Barcelona) and Carmen Svastics (Jól-Lét, Budapest) described the challenges of the ‘humanly sustainable companies’. The introduction of the ‘Family-Responsible Employer Certificate’ and the ‘Family Friendly Workplace Award’ were developed in cooperation with management and gender research centres. They implemented a certification process that was carried out by independent certificating organisations and supervised by government boards that were responsible to promote gender equality. An important element of these practices is the close relationship between the activities of analysis, implementation, certification, monitoring, research and the dissemination of best practices.
The case studies presented by Gaudenzia Caselli (La Cicogna Association, Torino), Luca Palese (Time and Motion Department, Torino) and Richard Norton (Shantona Women’s Centre, Leeds) were revealing the importance of the work-life balance approach. The Italian time use survey pointed to the fact that although in the last 25 years spare time had been strongly reduced for everybody, the paid work of women increased significantly more (by about 1 hour) than the participation of men in family work (only by half an hour). Thus the double burden of mother in Italy is incontestable – similar to that one described in the Lithuanian case studies, see: Reingardiene and Tereškinas (2006). Gaudenzia Caselli presented an alternative way of nursing to support the harmonization of work-life balance for women, meanwhile Richard Norton pointed to the importance of public awareness campaigns for promoting the equal opportunity idea in the frame of work-life balance. However, at least in Italy, the involvement of men in the micro-nursery projects also revealed various perceived ‘losses’: the reduction of spare and personal times and the inconveniences of sharing places with the children of the micro-nursery.
The case studies presented by Lionel Nari, Philippe Guy (ACCEDO, Marseille) as well as Ethel Consiglio and Fabiola Lo Presti (CESIS, Enna) illustrated the daily integration problems of women in different workplaces (a driver conductor at a large public company, a master house painter at a small family-based enterprise) and the existing hidden discrimination mechanisms. These presentations clearly supported the core ideas of the introductory lectures, namely, that besides the formal (legal) changes, a comprehensive cultural transformation (a definite shift from the traditional ideology of patriarchy) must happen as well. 

Although the presented case studies were undoubtedly useful in promoting gender awareness and for rethinking the gender relations in the workplace, the practical suggestions about the involvement of men as an agent of change were rather limited. In this respect, the most important findings – and probably the most relevant policy suggestions – came from the two working group meetings. There was an interesting debate about the flexibility of working hours; some LAG participants pointed to the negative experience as in several countries the ‘flexibilisation’ of working time simply caused the increase of the working hours. Some participants also questioned the usefulness and/or the adaptability of the generally admired ‘Swedish model’ and suggested less interventionist policy measures. However, practically all of the participants agreed in the need of improving the provision of public care infrastructures and the necessary changes of parental leave arrangements. 
In addition, several participants argued for stronger government support for family-friendly policies, including the dissemination of the existing best practices. Some LAG members also pointed to the essential role of public awareness campaigns and the media in presenting less traditional norms and role models. An interesting aspect emerged about the possible rationalisation of the agenda, namely by demonstrating the long-term positive effects of a more equal work-life balance on corporate performance and demographic factors. Finally, in order to promote the participation of men in the project, there was a consensus that the active participation of the NGOs (e.g. fathers’ club) may also support the change of the traditional male perspective.

An additional case study: the perception of ‘family-friendly workplace’ in Hungary

The problem of the reconciliation of work and private life is more and more in the foreground in other EU countries, but as yet, not so much in Hungary. The whole terminology of work-life balance is practically missing from the public discourse. In the meantime, the concept of the “family-friendly workplace” has spread somewhat, thanks to the family-friendly workplace (családbarát munkahely) award, which has been presented to companies and organisations in both the private and public sectors since 2000. However, the concept of family-friendly workplace has a varied and a rather blurred interpretation among entrepreneurs and corporate leaders. According to a representative survey of 400 enterprises in 2005
, most people identified “family-friendliness” with the organisation of family programmes, and with flexible working arrangements. The perception of „family friendliness
: 

· Organising family programmes at the workplace 27%

· Flexible working hours 23%

· Helping employees, taking their problems into account 18%

· Benefits for the employees (e.g. supporting schooling) 16%

· Taking individual interests into account 13%

· Taking individual interests into account when choosing days-off 12%

· Financial and social support 10%

· Familial atmosphere at the workplace 8%

· Supporting the return of mothers from child care leave 8%

· Financial support for the holidays 6%.

Other elements of the definition has been: part-time work as an option, support for recreation, employment for other family members, health protection, insurance, medical screening programmes, competitive salaries, food vouchers, salary for an extra month, meeting for pensioners, employment of elderly people and employee-friendly management methods. According to most of the respondents, the concept is targeted at women with small children, possibly at larger families. We have to point that in this perception of the family-friendly workplace the most critical aspects of the Hungarian work-life balance are marginal: only 8% of the respondents reflected on the problem of the return of mothers from child-care leave while the issue of paternity leave was completely neglected.

Main issues of the workshop and analysis in relation to the workshop theme

In this part of the paper I intend to elaborate viable policy options for promoting gender equality in the workplace by integrating the main findings of the Enna workshop as well as the recent social researches related. Before the Enna workshop, my basic assumption was that gender (in)equality in the workplace was dependent mainly upon three different sets of factors in the world of work: economic, cultural and formal institutional (legal) factors. During the preparation of the report I intended to identify the main components of gender (in)equality from a transnational perspective; starting from cross-country comparative statistics via interpreting various case studies.

Concerning the economic factors, I supposed that the shift from manufacturing towards business service employment had a marked impact on the context of gender equality. Regarding the cultural factors, my hypothesis was that the unequal spread of post-materialist values and related norms – as well as the pace of reversal of traditionalist, patriarchal attitudes – might significantly explain gender positions in the workplace. However, I also supposed that formal institutional factors – security and flexibility of employment, support of part-time employment and self-employment, the spread of child care allowances and child care benefits – play an important role as well.

Traditional research approaches of gender equality issues in the world of work have several classical items, such as female and male unemployment, employment and part-time employment rates. The different intra-organisational career patterns and opportunities, namely the share of female managers out of total managers, the phenomenon of the glass-ceiling as well as the investigation of the gender pay gap are also part of the classical agenda (Connell, 2002). These issues imply several typical policy-relevant research questions: what is the role of attitudes and value patterns in forming the gender relations in the world of work, especially in the workplace? Do gender-related employment policy measures, labour market regulations, human capital (education and health) or general well-being factors matter in this field? 

A striking feature is, however, that in related policy suggestions classical ‘gender’ research reflects a feminist perspective (Lister, 1997), while the main focus is discrimination and the dominant approach is towards formal institutions (legal). During the ENNA workshop we intended to shift from the traditional sex-based discrimination framework towards a gender perspective and a cultural approach. Thus, on the one hand we focused rather on the interaction between women and men, and on the other, we endeavoured to reveal the main motives, cultural and social factors behind different behavioural patterns. Nevertheless, as for policy feedback we eventually attempted to make some suggestions about formal institutional changes.

An obvious consequence of the shift towards the gender perspective and he cultural approach is that we have to elaborate the issue of ‘gainful versus domestic work’ (or in other terms: paid as opposed to unpaid work), i.e. explain the way the structure of the use of time influences gender equality in the workplace. In addition, we also have to reflect on ‘the role of men as agents of change’. Before tackling the key issues in this new perspective, however, it is useful to summarise briefly the main aspects of gender (in)equality in the world of work from a more traditional, mainly quantitative-statistical prospect (discussed in details in the first part of the paper).

Comparable datasets about the basic indicators of gender inequality in the world of work are available regarding unemployment rates, employment rates, the ratio of part-time employment (as a % of total employment), the share of female managers out of total managers and the gender pay gap (we use the harmonised Eurostat data). On average, the unemployment rate of women in the European Union (EU-25 countries) is 2%-points higher than the unemployment rate of men (in the first half of 2006 9.6% against 7.6%). However, there are marked inter-country differences; the stronger role of business services and traditionally higher labour market participation of women are likely to be the two major explanatory variables. An interesting feature is that lower national female unemployment rates (compared to the respective male unemployment rates) correlate significantly with stronger GDP growth (see the examples of Ireland, Sweden, the United Kingdom, Estonia and Latvia). Concerning the employment rate, we have to underline that there is no country in the EU, in which female employment would be higher than male employment. However, cross-country differences are remarkable: while in Sweden both female and male employment rate is above 70% (in the first half of 2006 the difference was only 4%-points), in Malta the above-average male employment (73.5%) is coupled with an extremely low female employment rate (33.6%). Mainstream labour market analysts as well as family sociologists almost unanimously regard part-time employment as a means to combine successfully household (unpaid) and ‘gainful’ (paid) work (this canonical view is, however, strongly defied by feminist researchers). Almost one-third of European women are in part-time employment (32.6%) while the share of part-time employment among male workers is only 7.1%. In this respect the Netherlands is an outlier: not only because of the outstanding role of part-time employment among women (75.3%) but also due to the high relative share of male part-time employed (22.6%).

A commonly used indicator to measure the unequal career opportunities of women and men is the share of female managers (as a % of total managers). In all of the EU countries, the share of female managers is lower than 50%. In general, post-socialist countries have a higher ratio of female managers, while the ratio is the lowest (below 20%) in the two Mediterranean new EU member states, Cyprus and Malta. Another important indicator of gender inequalities in the workplace is the gender pay gap, the difference between average earnings of male and female employees. Rather surprisingly, we can register the highest differences (close to 20%) in some post-socialist and Nordic countries. It seems that the smaller difference in opportunities of employment and the extension of part-time employment correlate rather negatively with the gender pay gap.

Furthermore, we can assume that the presented statistical differences are consequences of the distinct status of gender equality issues reflected in behavioural patterns, values, norms, attitudes as well as implemented policies. (In a sense we can also perceive the adopted policy measures as a reflection of the behavioural patterns, values, norms and attitudes of the decision-makers; in other words, the responsiveness of the elite towards gender issues.) Hence based upon statistical data, we can create four different clusters of EU countries; considering our clusters as a policy-relevant typology, we can formulate different viable policy options for each of the clusters (more precisely, the countries belonging to them). North European countries (including the Netherlands) form the first cluster: these are rather small, open economies where post-materialist value patterns dominate and active labour market policies and/or the comprehensive welfare state promote the higher labour market inclusion of women.

Another cluster is the group of the South European countries – this cluster is in the farthermost position compared to the Nordic countries not only geographically, but also from a gender perspective. Southern Europe is typically characterised by low labour market participation of women, dominance of traditional and patriarchal values, a moderate role of the welfare state and a lack of policies to support the readjustment of paid and unpaid work between women and men. The ongoing period of value transformation (i.e. the shift towards less traditionalist, less masculine values) seems to be especially painful for women living in these countries: female unemployment rate is markedly higher than male unemployment. The cluster of ‘West European’ countries is in an intermediate position between the typical North European and South European countries, and in this West European cluster both institutional regulations and gender-related value patterns as well as attitudes are less striking. (Therefore, from an analytical policy perspective this cluster is less relevant than either the Nordic or the Southern one.)

In addition, it is useful to differentiate the 8 post-socialist EU members as a separate cluster. On the one hand, in these countries the participation of women in the labour market is markedly higher than in the South European countries, and there are traditionally several supportive welfare state measures in order to reconcile gainful work with family life (domestic work) for women. On the other hand, gender-related value patterns and attitudes remained traditional like in the Southern European cluster. An additional striking feature in this cluster is the extremely moderate role of part-time employment; it underlines that besides value patterns and regulations a general level of well-being also matters – in the poorer countries income from part-time employment is not enough to ensure a decent standard of family (or individual) life.

From the statistical findings and the main analytical points of the clustering we have to conclude that the core problem of the gender (in)equality in the world of work is fundamentally related to the work life balance. In an analytical sense we can perceive the differences in the work life balance between women and men as a reflection (in quantitative-statistical approaches a relevant proxy) of gender inequalities that is a dependent variable of [image: image1.wmf] 
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societal and organisational values and attitudes as well as the regulation of gender-specific issues. The following chart illustrates the synthetic nature of the work life balance.

I present here the data of four countries (Italy, Lithuania, Hungary and Sweden) that illustrate the differences between the three clusters (South European, post-socialist and Nordic countries, respectively). The first finding is that in each of the countries women work more than men, although in Sweden the difference is insignificant. The second finding is that regarding gainful work, men work more than women on the average; the difference is small in Sweden but it is conspicuously high in Italy. The third finding is that women work much more as unpaid workers; however, in Sweden and Lithuania roughly half of women’s work is paid, while in Italy and Hungary women do far more unpaid work. The overall consequence is that Italian, Hungarian and especially Lithuanian women work excessively. In the meantime, Italian men are in a privileged position: they work only 6 hours on average and three quarters of their work is paid. Comparing the two extreme positions we can find that Lithuanian women‘s average daily working hours are 36% more than that of Italian men, meanwhile Italian men’s paid work is larger by 20% (in hours).

Another central subject of the gender/work issue is the impact of parenthood on employment. Cross-country comparisons reflect that parenthood plays a different role in the labour market behaviour of women and men (Plantenga-Remery 2005). The following chart compares the absolute difference in employment rates of women and men without any children with adults aged 20-50 years with a child or children aged 0-6 years present in the household. In most countries, having a child has a different impact on men and women: while women without children have a greater probability to be employed, men with children have a higher probability to be employed than men without children (in order to have comparable data, for illustrating the country clusters, this time we selected Czech Republic as a post-socialist counterpart of Hungary and Denmark as a Nordic country).
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The parenthood/employment relationship seems to be universally valid in the EU countries among men: the employment rate of men with children is 10%-point higher on the average than the employment rate of men without children. In the meantime, regarding women, the impact of parenthood on employment differs markedly between European countries. In most of the EU-15 countries (both in the Northern and the Southern clusters) having a child slightly decreases the probability of being employed. The negative correlation is markedly stronger in most of the post-socialist countries; the Czech and the Hungarian figures are especially striking: parenthood depresses the probability of employment by 35-40 percentage point in the case of Czech and Hungarian women! However, Slovenia differs significantly from this post-socialist pattern: thanks to the generous welfare state and especially family-supportive social policy measures, similar to Slovenian men, Slovenian women with children are more likely to be employed than their counterparts without children. This refines our initial hypotheses somewhat: policies targeted towards the reconciliation possibilities of work and private life influence the work-life balance as well as the gender (in)equalities in the workplace fundamentally.

In this context it is obvious that the possibility of the role of men as an agent of change also essentially depends on fathers’ rights after the birth of a child. The take-up rate of parental leave for men is markedly lower than that of women in all EU countries. There are only two countries – not surprisingly, the Netherlands and Sweden – where the take-up of men is above 10%. In Sweden, 42% of all fathers took up parental leave in 2002
, although in most cases only for a short period of time. In other words: even in Sweden only 16% of all available leave days were taken by men in 2002. However, regarding a longer period we can register a slow but steady increase in the take-up rate of men, which can strongly be related to the [image: image3.wmf] 
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increase of specific regulations with regard to fathers’ take-up of parental leave as well as broader father-friendly provisions.

Nevertheless, the most benevolent regulation can be found in Slovenia, where fathers have a statutory paternity right of 90(!) days, of which at least 15 days must be taken up during maternity leave, while the remaining 15 days must be taken up before the child is 8 year old. (In the graph, the Slovenian statutory paternity leave is off-scale). Here we have to underline the strong relationship between the regulation of paternity leave and the parenthood impact on employment: Slovenia (in many respect a Nordic type country among the post-socialist states) has the most generous regulation of paternity leave and it is the only country of the EU where the probability of being employed is higher among women with children than among women without children (naturally, this relationship is also valid for men).

However, the Nordic approach definitely intends to combine the regulation of paternity leave with other special father-friendly provisions. Sweden was the first country to introduce paid parental leave also to fathers (as early as 1974) and since then there have been numerous policy reforms. The main ambition has been to support the dual earner family policy model and the reforms have been based upon studies of test cases for links between motives, institutions and outcomes of the legislation (Duvander-Ferrarini-Thalberg, 2005). The success of the introduction of Swedish ‘Daddy Month’ (originally a Norwegian idea, often referred as ‘Daddy Days’, e.g. Plantenga-Remery 2005, Kimmel 2005) is spectacular: for 2005, the percentage of Swedish men who took parental leave climbed to over 90%. Kimmel, pioneer of the American ‘new masculinity’ and ‘public fatherhood’ streams, is manifestly enchanted by the Swedish ideology and policy practice: “That is a government that has family values” – he exclaims with enthusiasm (Kimmel, 2005:8).
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From the prospect of equal opportunities, another point to be taken into account is the return rate of leave-takers. Although we could only use sporadic data (practically limited only to women), inter-country differences are obvious and underline the lack of equal opportunities for women with children when they intend to return to work. In this respect, Hungary is mentioned as an obvious negative example, where even a discriminative stance of corporate leaders is palpable: “employers resist the re-employment of leave-takers” (Plantenga-Remery, 2005:52).

Naturally, the problems of returning into the labour market among former leave-takers go much beyond the issue of mere discrimination. The typical strategy of mothers is the part-time return in the Netherlands, but this is a common option used also in Belgium, Austria and the United Kingdom. The involvement of employers has an additional positive impact on the return rates: the comprehensive culture of flexibility allows a wide range of tailor-made solutions in the Netherlands, meanwhile the rather successful Work – Life Balance Campaign perceptibly raised the gender responsiveness among corporate leaders in the United Kingdom causing a raft of flexible and family-oriented employment practices (Den Dulk 2001, Fagan-Donnelly-Rubery 2005). In Southern Europe, paternal leave offered by companies has a complementary character, while in the post-socialist countries the involvement of employers in leave facilities is practically non-existent (Plantenga-Remery 2005).

In the previous paragraphs we gave a brief overview of the main aspects of gender (in)equality in the workplace. It seems that the core of the issue is the work-life balance: the low participation of men in domestic (unpaid) work is a basic obstacle to more harmonious gender relations in the workplace. In this context, women in the post-socialist countries are in an especially difficult position. This is the problem of the double burden: the increasing labour market participation has not led to decisive changes in the gender division of unpaid work so far (Reingardiene-Tereškinas, 2006). The asymmetric impact of parenthood on employment is striking in these countries: while parenthood makes the probability of employment higher among men, it causes a strong decrease in the probability of employment among women. According to the international comparison, statutory paternity leave may support more active fatherhood and domestic participation of men. Concerning Hungary, since 2003 the regulation provides an entitlement of 5 days of paid leave when a child is born. However, paternity leave has remained atypical and only few Hungarian fathers take advantage of it. The astonishingly negative attitude of Hungarian employers towards (maternity) leave-takers again points to the potentially blocking cultural factors that might undermine even the positive regulation shifts.
Concluding remarks: some suggestions for viable policy options

In the world of work and sharing domestic chores the potential policy options for changing men’s involvement in gender relations are crystallising around the issues of work-life balance, the impact of parenthood on employment, the rights of fathers after the birth of a child and the return of former leave-takers into the labour market. The most comprehensive policy measures on these issues have been implemented in Northern European countries, especially in Sweden. As Holter underlines: “The Nordic ‘experiment’ has shown that a majority of men can change their practice when circumstances are favourable. When reforms or support policies are well-designed and targeted towards an ongoing cultural process of change, men’s active support for gender-equal status increases.” (Holter, 2003:126). From this perspective, the best policy option seems to be the adaptation of the key elements of the North European practice.

MacInnes (2006) lists the following objectives of the Nordic reconciliation (work-life balance or family-friendly) policies: 

· reduction of long working hours incompatible with parenting and family life;

· to facilitate different leave schemes and arrangements;

· to increase labour supply through provision of ‘flexible’ working time arrangements and childcare services;

· to overcome gender segregation of labour market and unequal share of domestic labour;

· to promote a more equal sharing of paid and unpaid work;

· to avoid fiscal consequences of population ageing by supporting fertility sustaining family life.

However, Reingardiene and Tereškinas (2006) underline that the structures of the welfare state and the institutionalised policies of social protection play key roles among the policies. The three main policies concern:

· the provision of public care infrastructures by state;

· the provision of parental leave arrangements;

· the development of new patterns of working time.

First, a good infrastructure of public day care is a basic (necessary) factor for equality success in the Nordic countries. Second, the frame of parental leave as an individual or non-transferable entitlement gives more incentive for men to opt for such leave. In addition, flexibility in the take-up of parental leave (maternity leave and paternity leave) offer parents the opportunity to take up leave in turns. Third, when employers are aware of work-life balance problems – the intensification of the workload versus the needs of children and family life – the supporting policies are not dependent only upon individual organisational benevolence, but they are also perceived as a strategic choice promoting long-term effectiveness.

Viable policy options for Southern and Eastern European EU member states
However, we have to underline that in the case of Southern and Eastern European member states, the implementation of Nordic work-life balance policies should be completed in a different cultural context. First, in most of these countries work-family issues keep being considered a “women’s problem”. While labour market participation of women has been gradually increasing – moreover, in most of the post-socialist countries it is relatively high –, the hegemonic masculine ideology based on the conceptualisation of “men as main breadwinners and women as main caregivers” has remained basically unchanged. This context means, on the one hand, that the dominant attitudes, norms and behavioural patterns may limit significantly the adoption of the Nordic ‘best practices’, and on the other, it requires various additional policy measures to support the desired cultural shift. Regarding the social and economic actors, it means that not only policy-makers, corporate leaders and trade unions but also schools, research institutes and NGOs have to be involved in the process of implementation. The suggested policies are the following ones:

· Stronger legislative support in the field of social security (not “punishing” those choosing part-time work). Concerning parental leave, the individual approach has to replace the ‘family’-based approach: the introduction of an individual, non-transferable entitlement to parental leave (maternity leave, paternity leave). In this framework if fathers do not take advantage of the entitlement (paternity leave), then the right expires. It may encourage fathers to play a more intensive role in the caring of their children.

· Strong support of low-cost, flexible child-care arrangements (e. g. micro-nurseries). At present, EU funds are spent to increase the availability of flexible child care facilities.
· Stronger government support should be provided for family-friendly policies with their broad interpretation as measures to help the reconciliation of work and family life. It would be useful to disseminate existing best practices (e.g. the methodology and the results of the family friendly workplace award).

· Development of a national strategy on the balancing of the work-family issue as an assignment for both sexes. Public awareness campaigns are also essential in this respect. In addition, the media could enhance less traditional norms, role models, setting new positive examples, or at least to focus discourses around some of these issues. Successful flexible and family-oriented employment practices also have to be presented.

· The demonstration of the long-term positive effects of a more equal work-life balance on corporate performance and demographic factors. However, sociological and economic research must be supported to take this item forward.

· Programmes aiming to reintegrate women into the labour market should highlight and tackle the importance of a supporting family background. Discrimination stories, especially those related to the return of leave-takers on the labour market have to be strictly monitored and the equal opportunity laws should be enforced.

· Besides feminist organisations, encouragement of the active participation of NGOs that support the change of the traditional male perspective (e.g. fathers’ club).

· There are some researches on the background and motivation patterns of the few fathers who do take advantage of the child-care leave in various Southern and Eastern European member countries. The idea of using existing professional networks to promote the increasing role of fathers in caring for their children should be applied more in practice.

· Role models should be created. (The case of a former Hungarian spokesman for the government who made statements about his consideration for his family and his new-born child is one positive example.)
· TV and radio programmes should get more support to prepare report series about related questions.
· NGOs should get support for innovative projects in this field, e.g. a women’s organisation is funded for a project that aims to educate district nurses to integrate and include fathers into their activities.
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