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INTRODUCTION

Since the book Breaking through the Glass Ceiling: Women in
Management was published in 2001, ILO has received a number of
requests for the most recent data on the situation of women in profession-

al and managerial jobs. In response to this demand, it was decided to publish
an updated version of Chapter 2: “Women in Professional and Managerial Jobs”
of the original book, using data available between 2001 and 2003. Various
sources of information were used in the compilation of the book, notably the
ILO’s Yearbook of Labour Statistics (2003). Data was also collected from gov-
ernmental organizations, United Nations organizations, non-governmental
organizations (NGOs), and research institutes. 

This updated version of Chapter 2 of the book does not presume to tackle the
subject in as much depth as the original book. It aims to present the new statis-
tical data together with various research results and material gathered from a
review of the literature on the Internet, illustrating some of the institutional and
attitudinal prejudices that continue to hamper women’s progress into profes-
sional and management jobs and drawing attention to some of the schemes
being instigated in support of women managers. However, the review was to a
certain extent limited by the lack of data from countries that do not systemati-
cally aggregate precise information on women in professional and managerial
positions or that have restricted access to the Internet. 

The overall employment situation of women has not evolved significantly
since 2001. The ILO’s Global Employment Trends (2003) reported that women
continue to have lower labour market participation rates, higher unemployment
rates and significant pay differences compared to men. Women represent over
40 per cent of the global labour force, approximately 70 per cent of women in
developed countries and 60 per cent in developing countries. There has also
been little change in their share of professional jobs in the last few years.
Women occupy around 30 to 60 per cent of professional jobs in the sample of
countries from which new data were available. This represents an increase of
0.7 per cent between 1996-99 and 2000-02. However, considerable variations
remain between women’s share in different types of professional jobs. 

Cultural and social attitudes towards what constitutes “male” or “female” jobs
result in occupational segregation1, although the extent of the problem varies
from country to country, and from job to job. Women are mainly concentrated
in the “feminized” professions such as nursing and teaching (horizontal occu-
pational segregation), where at the same time they remain in lower job cate-
gories than men (vertical occupational segregation). However, women contin-
ue to make small inroads into non-traditional fields such as law, information
and communication technology (ICT) and computer science, and engineering,
and there is evidence that employers are beginning to promote women more
systematically and to introduce family-friendly policies in order to retain them.
However, women who choose non-traditional jobs can face special constraints
in the workplace, not least of which are isolation, limited access to mentoring
and female role models, and sexual harassment.

1
In this publication, the
ILO updates informa-
tion on women in
management with data
available between
2001 and 2003.

The overall employ-
ment situation of
women has not
evolved significantly
since 2001. 

Despite small inroads
in non-traditional
fields, women contin-
ue to be mainly con-
centrated in the “femi-
nized professions”. 
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As far as women’s
share of managerial
positions is con-
cerned, the rate of
progress is slow and
uneven. 

Women are not given
as many opportuni-
ties as men to do the
more demanding
responsible jobs,
which would advance
their careers.

As far as women’s share of managerial positions is concerned, the rate of
progress is slow and uneven. Their share ranged between 20 and 40 per cent in
48 out of the 63 countries in the sample in 2000-02. This represents an increase
in the three to five years covering 1996-99 and 2000-02 of between 1 and 5 per
cent. 

Men are in the majority among managers, top executives, and higher levels of
professional workers whilst women are still concentrated in the lower categories
of managerial positions. Both visible and invisible rules have been constructed
around the “male” norm, which women sometimes find difficult to accommo-
date: male and female colleagues and customers do not automatically see
women as equal with men, women tend to have to work much harder than men
to prove themselves, and sometimes they have to adapt to “male” working styles
and attitudes more than necessary. Furthermore, women tend to be excluded
from the informal networks dominated by men at the workplace, which are vital
for career development. The problem is compounded by employers’ assumption
that women, unlike men, are not able to devote their full time and energy to paid
work because of their family responsibilities. Consequently, women are not
given as many opportunities as men to do the more demanding responsible jobs,
which would advance their careers. However, there is evidence to show that
once women attain the upper levels of management, attitudes towards them are
not much different to those towards men.

RECOMMENDATIONS

1. Strategies to facilitate women’s progression to management and
executive positions require high-level commitment to change the

existing culture within a firm or organization.

Sensitization programmes at all levels of the hierarchy should be geared
to refuting the myths surrounding women’s capabilities and dedication to
work, improving managers’ understanding of gender and family issues, and
endorsing the valuable contribution women can make to an organization’s
image and to its productivity.

In order to compete on a par with men, it is also essential that women
have access to management training and line experience, mentors and
role models at the highest levels, as well as admittance to formal and
informal networks and channels of communication at work.

2. Integrated and sustained efforts also need to be made to ensure
that components of equal employment opportunity policies

(including recruitment, job assignment, career planning, grading, wages,
transfer and promotion) are closely monitored and that the procedures
are transparent, objective and fair.

More inventive elements can be added to ensure that women are not
penalized financially for motherhood, such as the elimination of retire-
ment plan forfeitures for career breaks, the provision of unpaid leave of
absence with a guarantee of a job on return to work, and the promotion
of women who work part-time.

3. One of the main characteristics of professional and managerial
work is the extended working hours that are entailed to obtain

High-level commit-
ment to change the
existing culture with-
in a firm or organiza-
tion

Equal employment
opportunity policies
which are transpar-
ent, objective, fair
and closely moni-
tored

Facilitating women’s
progression to man-
agement and execu-
tive positions
requires:
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Family-friendly
policies 

Enforcement of anti-
discrimination legis-
lation and implemen-
tation of no-
nonsense sexual
harassment policies

There are still significant earnings gaps between women and men, which
plagues not only managers and workers with the same qualifications but
also the labour market in general. Women earn on average only two-

thirds of men’s pay. Occupational segregation is the principal reason for these
persistent pay gaps. Women are also likely to have shorter careers than men of
the same age because they tend either to leave their jobs or work part-time in
order to fulfil family responsibilities and return to full-time employment at a
later stage. This leads to slower promotion and less pay. Differences in fringe
benefits and bonuses offered to men and women managers are also factors
contributing to earnings gaps.

promotion. At times it is difficult for both men and women to recon-
cile the long hours required of management employees with their fam-
ily responsibilities.Therefore:

Family-friendly policies (including flexible working hours, parental
leave for men and women, child care facilities, etc.) should be impor-
tant elements in any integrated package of measures supporting
women at work.

4. Measures that employers can take to improve the work environ-
ment of women in non-traditional jobs should include:

ensuring that anti-discrimination legislation is enforced at the work-
place so that women have equal access to jobs;

implementing no-nonsense sexual harassment policies whilst provid-
ing education about sexual harassment to create a climate of respect in
the workplace;

and providing forums for women to address issues affecting them in
non-traditional jobs.

There are still signifi-
cant earnings gaps
between women and
men.

RECOMMENDATION

5. More decisive measures are needed to harmonize remuneration
structures for both male and female employees, such as:

making wage systems more transparent and employees’ eligibility for
different components of remuneration more specific;

ensuring that all employees’ conditions and benefits are equal and giv-
ing part-time workers the same entitlements, conditions and benefits as
full-time workers on a pro-rata basis;

subjecting wages to review procedures, and regularly monitoring and
evaluating pay systems.

More decisive meas-
ures are needed to
harmonize remunera-
tion structures for
both male and female
employees.

In 2000-01, women made up between 40 and 60 per cent of all tertiary edu-
cation (see Section 10, Definition of Terms) enrolment in 26 of the 35 coun-
tries from which data were drawn. However, their high level of education

was not directly reflected in the positions they occupied in the labour market.
The main reason for this is that women students’ study choice is often influ-
enced by gender role socialization. They are also inclined to have weaker aspi-
rations for career advancement than male students. Consequently they tend to
choose study areas that do not give them the qualifications to enable them to

Women’s high level
of education is not
directly reflected in
the positions they
occupy in the labour
market.
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follow more ambitious career paths and advance into higher professional and
managerial positions. Women are also aware that employers tend to categorize
jobs as being more “suitable” for women or men; for this reason women tend to
adapt the subjects they study and their choice of profession accordingly, thus
perpetuating occupational sex segregation. 

RECOMMENDATIONS

6. Strategies to encourage female students to widen their study
choices include:

eliminating sex-stereotyped images of women and men and sexist lan-
guage from school curricula (teaching materials and teaching methods)
so that women’s equal participation in all areas of society is instilled into
children’s consciousness from an early age;

sensitization programmes for teachers, focusing on removing discrim-
inatory practices and attitudes from teaching and vocational guidance,
and awareness raising campaigns among students’ families and friends,
and among the community at large.

7. Female mentors and role models on which students can shape
their career aspirations are in short supply at the tertiary level

because the teaching profession tends to be dominated by women in
the more junior positions.

Programmes are needed to improve their presence in the academic
hierarchy, particularly in non-traditional subject areas. These pro-
grammes could take the form of affirmative action or quota systems to
promote women teachers from within schools and universities, nomi-
nate them to selection committees, and provide them with high-profile
professorial chairs.

The provision of on-campus child care facilities would not only give
teachers the work flexibility they need but may also increase tertiary
level enrolment of women with young children. Also, more women may
be persuaded to enrol in scientific and technological fields if promotion-
al materials on university courses in non-traditional subjects specifical-
ly targeted female students.

8. Lastly, in order to overcome the general discriminatory view of
women with non-conventional qualifications, programmes need

to be developed to help employers recognize the capabilities of women
and the benefits they can bring to their businesses.

Employers need pro-
grammes to help
them recognize the
benefits women can
bring to their busi-
nesses.

Programmes are
needed to improve
the presence of
female mentors and
role models in the
academic hierarchy.

Sex-stereotyped
images should be
eliminated from
school curricula and
discriminatory prac-
tices should be
removed from teach-
ing and vocational
guidance.
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Progress in gender equality in the labour market is reflected in women’s
share of professional jobs. Women work in a variety of professional serv-
ices all over the world. They are predominantly found in traditionally

female professions such as nursing, teaching and administration, although they
have also been infiltrating many of the male-dominated fields, particularly the
ICT sector and judicial systems around the world. 

The statistics show that there has been little change in their share over the last
three to five years with women continuing to occupy close to half or more of
professional jobs in many countries. However, considerable variations remain
between women’s share in the different professions.

WOMEN IN PROFESSIONAL JOBS 2

Recent data

Recent data from the ILO’s Yearbook of Labour Statistics (2003, see fig-
ures 2.1 and 2.2) from 63 countries in 1996-99 and 2000-02 (48 using
ISCO-88 classification and 15 using ISCO-19682) show that women held
30 to 60 per cent of professional jobs in 45 out of 63 countries in 2000-
02, and more than 60 per cent in 12 countries.The level has remained
steady since 1996-99.

The standard years for the data shown in the graphs have been set at
1998 and 2002. For countries where data for 1998 or 2002 were not
available, data for the nearest years have been used.Therefore, it would
not be strictly accurate to compare the data between countries or to
calculate the average growth rates across the different countries, with-
out taking the data years into account.

Women’s overall share of professional jobs in 2000-02 was highest in
Eastern Europe and the Confederation of Independent States (CIS). In
48 countries using ISCO-88, women held in excess of 60 per cent of pro-
fessional jobs in Lithuania (70.2 per cent), Latvia (67 per cent), Estonia
(66 per cent), Georgia (64.8 per cent), Ukraine (63.7 per cent), Slovakia
(63.1 per cent), Poland (60.9 per cent), and Moldova (60.3 per cent).The
reason that these countries have a high proportion of women in profes-
sional jobs is due to long-standing policies supporting working mothers.

Puerto Rico was the only other country with a high proportion of
women professionals (60.5 per cent). However, in seven countries in
Eastern Europe and the CIS (the Czech Republic, Estonia, Moldova,
Poland, Romania, Slovenia, Ukraine), small decreases in women’s share of
professional jobs were recorded (-1 to -4.3 per cent) between 1996-99
and 2000-02.

In the 15 countries using ISCO-1968, women’s share in professional
jobs was highest in the Philippines (65.7 per cent), followed by Brazil
(61.9 per cent), and Venezuela (61.3 per cent).

5
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share of professional
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Women’s share in South Asian and Middle Eastern countries was
markedly lower at around 30 per cent or less, for example in Cyprus
(17.9 per cent), Bahrain (19.4 per cent), Bangladesh (25 per cent), and
Pakistan (25.6 per cent). This comparatively low proportion may be
attributable to societal views of women’s labour force participation and
to women prioritizing family responsibilities.

In 44 out of the 63 countries, women’s share in professional jobs
increased marginally by 0.1 to 5 per cent between 1996-99 and 2000-02,
notably in Bolivia (16.1 per cent), El Salvador (10.9 per cent), and South
Korea (10.3 per cent). However, there was a relatively large decline in
Cyprus (-26.5 per cent), Costa Rica (-26 per cent), and Bangladesh (-9.8
per cent).This decline may have its roots in the global economic down-
turn experienced during the reporting period.
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Figure 2.1: Women’s share as professional, technical and related workers, 1996-99 and 2000-02
Source: ILO 2003 Yearbook of Labour Statistics, Table 2C
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The main factors contributing to occupational sex segregation are cultural
and social attitudes towards what constitutes a “male” or “female” job and
gender inequality in education and training, which have resulted in both

sexes being streamed (or streaming themselves) into different professions. In
many countries, occupational sex segregation in professional jobs is still preva-
lent, although the extent of the problem varies from country to country, and
from job to job.

Traditionally, engineering, physics, the judiciary, law and health service admin-
istration are considered “male” jobs and library work, nursing and teaching
(especially in primary education) are considered “female” jobs. This phenome-
non is called “horizontal occupational segregation”. Even in jobs dominated by
women, there is also “vertical occupational segregation” where men are more
likely to hold the more senior and better-remunerated positions. For example, in
the health sector men predominate as doctors and administrators. New areas
where women are making headway in non-conventional jobs in some parts of
the world include in the information and communications technology sector and
the judiciary.

In spite of the slow but steady increase being seen in the share of professional
women in the workplace, the nature of women’s career paths continues to block
them from making progress in the organizational hierarchies in which they
work. On recruitment, qualified women tend to be placed in jobs that have a
lower value in terms of skill requirements and remuneration. They find them-
selves in what are considered “non-strategic” jobs, rather than in line and man-
agement jobs leading to higher positions. Thus, they effectively become support
staff for their more strategically positioned male colleagues.

OCCUPATIONAL SEX SEGRATION IN
PROFESSIONAL WORK

The main factors
contributing to occu-
pational sex segre-
gation are:

Recent data
The ILO SEGREGAT database3 assembles data on employment disag-

gregated by sex and occupational groups. Data collected in 2000 from 28
countries, mainly in Europe, on eight professional job categories (physi-
cists and chemists; mathematicians and statisticians; computer program-
mers; architects and engineers; health professionals except nurses; nurs-
es; jurists; librarians) showed nursing to be the job most dominated by
women. In 16 of these countries, the average share of women in nursing
was a striking 86 per cent.There were no data available for eight of the
28 countries. Women librarians followed nurses with an average share
of 70 per cent in the 28 countries.

Figure 2.3 showing United Nations Economic Commission for Europe
(UNECE) statistics4 for women’s share as teachers in Europe in 2000-01
reveals that although women were in a majority as primary teachers (70
to 90 per cent), their share as tertiary teachers was generally only
around 30 to 40 per cent. For instance, in Italy women primary teachers
had the highest share (94.8 per cent), followed by secondary teachers
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(64.7 per cent) and tertiary teachers (28.8 per cent ).

In Canada in 2001, 79 per cent of women employees were in teaching,
nursing, clerical/administrative, and sales/services jobs, which were occu-
pied by only 30 per cent of male employees5. However, women have
made inroads into male-dominated professional occupations. In 2001,
professional women were working as doctors and dentists (54 per
cent), business and financial professionals (50 per cent), and in natural
sciences, engineering, and mathematics (20 per cent) compared with 41
per cent, 44 per cent, and 17 per cent respectively in 1987.

The reason for the slow increase in women working in male-dominated profes-
sions can to a certain extent be attributed to the different constraints they face
compared to women who work in traditionally female professions. Workplace
discrimination, such as a lack of acceptance by male supervisors or colleagues,
lack of proper training, isolation, and limited access to mentoring and female
role models, is more likely to make them leave their jobs. Sexual harassment
also tends to occur more frequently in non-traditional work environments.
Women may be subjected to inappropriate language or unwelcome sexual con-
duct. Also, if male supervisors or colleagues resent the presence of women in
their workplace, they may use sexually harassing behaviour to humiliate them.

Figure 2.3: Women’s share as teachers (full time and equivalent) 2000-01
Source: United Nations Economic Commission for Europe,

Gender Statistics Database, www.unece.org
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One area where there should be boundless potential for professional women
to make inroads is in the information and communications technology

(ICT) sector, despite the fact that economic recession and an oversupply of
telecommunications capacity contributed to a slowing down of the sector in
2000 and 2001. China had the world’s fastest growing ICT market. Eastern
Europe also saw significant spending increases6. The software industry exceed-
ed any other ICT sector, showing a 100 per cent growth between 1995 and
2001. The Internet and e-Business continue to gain momentum. The total num-
ber of e-Business users also increased, with business-to-business spending up
83 per cent and business-to-consumer spending up 64 per cent in 2001. So is
there a rosy future for women managers in the ICT field?

In some countries, women’s share in the ICT sector is already on the increase.
A Silicon.com Skills Survey7 carried out in the United Kingdom in 2003
showed that women were already relatively well established, making up 13 per
cent of the 3,830 respondents. Of the 13 per cent, 17.2 per cent were ICT man-
agers, 11.9 per cent were consultants and 4.5 per cent were directors or Chief
Executive Officers (CEOs). In Australia in 2001, women made up 19.8 per cent
of computer professionals (not including electronics engineers)8. In 1999,
women comprised over 20 per cent of workers in Brazil’s software industry9. 

However, Catalyst, a research and advisory organization in the United States
working to advance women in business, casts doubt on the idea of women man-
agers thriving in the technology sector. In a recent regional survey of 75 senior
executives, it found that companies were not promoting women to management
positions. Respondents cited corporate culture, the lack of career development
opportunities, women’s isolation and lack of role models or networks and men-
tors, and the all too familiar argument that work and family responsibilities are
mutually exclusive10.

Women in ICT

Women in legal systems

One interesting and surprising trend shows women making inroads into a
male-dominated profession. The review revealed a high incidence of high-

ly placed women in the legal systems of 15 countries of the United Nations
Economic Commission for Europe (UNECE)11.

Women’s share as judges in 2001 and 2002 was more than 50 per cent in six
Eastern European countries including Hungary (70 per cent), Romania (68.7 per
cent), the Czech Republic and Estonia (62.2 per cent), Croatia (61.7 per cent),
and Lithuania (51.8 per cent). The lowest share was recorded in the United
Kingdom (15.6 per cent), Ireland (19.2 per cent), and Armenia (20.6 per cent).
In 2001, women accounted for 26.5 per cent of Polish high court judges, 35.5
per cent in the highest administrative court and 16.6 per cent in other adminis-
trative courts12.  In early 2003, out of the 18 judges elected to the International
Criminal Court (ICC), seven were women13. This result demonstrates the impact
of voting procedures used during the elections which were based on fair repre-
sentation of female and males judges elected to the Court.

In spite of these encouraging findings, resistance to women’s progression to tra-
ditionally male-dominated professions is still prevalent. For instance, women
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lawyers in the United Kingdom find it difficult to progress in their careers
because of the inflexibility of the profession’s working conditions. In 2003, a
survey14 by the Young Solicitors’ Group, the Association of Women Solicitors
and the Law Society drew attention to the fact that women lawyers were defect-
ing from the profession because of the long working hours. The survey found
that 60 per cent of women leaving the profession did so for family-related rea-
sons, and out of these 67 per cent were deterred from returning to work because
of the difficulties of balancing their work and personal lives and because of the
profession’s attitude to women returning to work. Women’s decision to drop out
at a crucial point in their careers had resulted in the profession being dominat-
ed by men in the upper echelons.

Women professionals are very aware of the negative career consequences of
reducing working time, and they are reluctant to take advantage of flexible
working hours even when they are offered. A survey15 of more than 1,000 law
firms undertaken in 2000 by the National Association for Law Placement in the
United States revealed that 94.5 per cent of large firms offered part-time
arrangements to women lawyers but only 3.2 per cent used the option (1.9 per
cent of partners and 4.4 per cent of associates). Another survey16 in the United
States revealed that 75 per cent of partnership-track associates believed that
reduced working time affected their career development. 

Evidence that attitudes in this traditionally male-dominated profession are
beginning to shift was highlighted by a firm in the United States with one of the
highest percentages of women partners among large law firms (approximately
17 per cent of partners and 40 per cent of associates).17 The firm took a two-
pronged approach to women’s dilemma by introducing family-friendly policies
to attract women lawyers and by promoting every eligible and qualified woman
to partner. In the last five years, over 25 per cent of the new partners have been
women lawyers. The firm adopted a reduced work time policy under which men
and women lawyers are able to work reduced schedules for family, health or
other reasons without jeopardizing promotion prospects (four women lawyers
have been promoted to partner while working on a part time basis to accommo-
date their child care responsibilities). Other initiatives include an emergency
child care facility, a private room for nursing mothers, and equipment to enable
lawyers to work from home and remote locations.

11
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Management positions represent only a small proportion of the total work-
force, although this job category has grown over the last few decades
due to the growth in the service sector. The expansion of this sector has

often given more employment opportunities to women and, although they
remain under-represented, their increased participation in the sector has exceed-
ed increases in their labour force participation as a whole. 

Recent global statistics show that women continue to increase their share of
managerial positions but the rate of progress is slow, uneven, and sometimes
discouraging for women faced with barriers created by attitudinal prejudices in
the workplace. In the countries for which data were available, there was little or
no change and,in some, the percentage rates were even in decline. In those pro-
fessions normally reserved for men, women managers are few and far between.
Even in female-dominated sectors where there are more women managers, a
disproportionate number of men rise to the more senior positions. The rule of
thumb is still: the higher up an organization’s hierarchy, the fewer the women.

WOMEN IN MANAGERIAL JOBS 3
The rule of thumb is
still: the higher up an
organization’s hierar-
chy, the fewer the
women.

Recent data
The data show that, in general, countries in North America, South

America, and Eastern Europe have a higher share of women in manage-
rial jobs than countries in East Asia, South Asia, and the Middle East.

In 2000-02, women’s overall share of managerial jobs was between 20
and 40 per cent in 48 out of the 63 countries for which data were avail-
able.18 Similar to the section on women in professional jobs, 1998 and
2002 were set as the standard years for the graphs. For countries where
the data for these years were not obtainable, the nearest available years
were used.The data show that women were markedly under-represent-
ed in managerial jobs compared to their overall share of employment
(figures 3.1 and 3.3).

In the 48 countries using the ISCO-88 classification (figures 3.3 and
3.4), women’s share of managerial jobs increased by between 1and 5 per
cent in 26 countries during the period between 1996-99 and 2000-02.
Costa Rica (53.4 per cent) and Lithuania (43.5 per cent) had the highest
share of women working as “legislators, senior officials and managers”,
and South Korea (4.9 per cent) and Egypt (10.1 per cent) the lowest.The
percentage rate increased steeply in Costa Rica (23.5 per cent), Bolivia
(10.4 per cent), and Botswana (8.9 per cent) in the same period.
Relatively large declines were recorded in Ireland (-5.6 per cent), Latvia
(-5 per cent), and Canada (-3.7 per cent).Women’s share in managerial
jobs in Cyprus, Macau, Denmark, and South Korea was less than a half of
their share of total employment.

In the 15 countries using the ICSO-1968 classification (figures 3.1 and
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3.2), women’s share of managerial jobs also increased by between 1.0 and
5.0 per cent in 7 countries between 1996-99 and 2000-02.The United
States had the highest share of women “administrative and managerial
workers” (45.9 per cent), whilst Japan (8.9 per cent), Pakistan (8.7 per
cent), Bangladesh (8.5 per cent), and Saudi Arabia (0.9 per cent) had the
lowest. In Sri Lanka, Japan, Saudi Arabia, and Bangladesh, the share of
women in managerial jobs was less than half of their share of total
employment.
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Figure 3.1 Women’s share as administrative and managerial workers
and their share in total employment, 2000-2002

Source: ILO 2003 Yearbook of Labour Statistics, Table 2C
Countries with ISCO-1968 classifications. Major group 2
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Figure 3.2 Women’s share as administrative and managerial workers 1996-99 and 2000-02
Source: ILO 2003 Yearbook of Labour Statistics, Table 2C
Countries with ISCO-1968 classifications. Major group 1
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Figure 3.3 Women’s share as legislators, senior officials and managers
and their share in total employment, 2000-2002

Source: ILO (2003) Yearbook of Labour Statistics, Table 2C
Countries with ISCO-88 classifications. Major group 1
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The United States
According to a study19 by the United States General Accounting Office pub-
lished in 2002, women in the country now represented close to 47 per cent
of the workforce, but held only 12 per cent of all managerial jobs.20 Women
managers tended to be concentrated in certain sectors and jobs. More than
60 per cent of women managers were working in professional medical serv-
ices, hospitals, and education in 2000.Women managers were also more like-
ly to be found in personnel and human relations, while men managers were
more likely to be found in purchasing, marketing, advertising, and public rela-
tions.Women were particularly under-represented in higher positions.

Canada
In Canada, 35 per cent of managers were women in 2001, an increase of 6
per cent since 1987. However, women’s share of senior management jobs
was lower at 23 per cent in 2001.21

Thailand
In Thailand in 2000, women’s share in the private sector as officers (45 per
cent), supervisors (42.2 per cent), and department managers (41.5 per cent)
was nearly double their share as directors (28.7 per cent).22

Latin America and the Caribbean
In Latin America and the Caribbean, the share of women in managerial posi-
tions ranged from 25 per cent to 35 per cent, with a high of 48 per cent in
the Netherlands Antilles and a low of 10 per cent in Suriname.23

Japan
In Japan, women managers were markedly under-represented, particularly in
higher managerial positions, although the statistics show a slight improve-
ment in the last decade. According to a 2002 survey24 by the Ministry of
Health, Labour and Welfare of approximately 6,700 companies, women man-
agers were working as sub-section chiefs (11.9 per cent), section chiefs (5.5
per cent), and department heads (3.2 per cent). In 1989, the figures were 5
per cent, 2.1 per cent, and 1.2 per cent respectively.25 The survey also
revealed that 30.5 per cent of the companies canvassed reported that male
employees were promoted more rapidly than female colleagues with the
same university degrees, and 32.9 per cent reported that the difference
between male and female positions and promotions became evident six to
ten years after they had joined the company (between the ages of 28 and
32).

Share of women managers by age group
The same survey analysed the share of managers among the female employ-
ees by age group. It showed that only 5.6 per cent aged between 30 to 39
were sub-section chiefs, 4.1 per cent aged 40 to 49 were section chiefs, and
1.4 per cent aged 50 to 59 were department heads. Conversely, the share of
male employees in the same jobs and age groups was 20.6 per cent, 24.5 per
cent, and 17.2 per cent respectively. These figures show that after several
years of work, a woman is more likely to be found in a lower position than
a man with the same qualifications who joined the labour market at the
same time.The reasons for this discriminatory practice have been identified
in a number of surveys and attest to the fact that the damaging myths asso-
ciated with women in business continue to pervade the workplace.
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Further data by country and age group
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The continuing low global share of women in management jobs shows that
some employers still have difficulty accepting that policies promoting

women in the workplace make good business practice. The main reason for this
is because women’s family responsibilities – maternity, child rearing and gener-
al household tasks – and paid work have as a rule been considered mutually
exclusive. The standard and most cost-effective employee for companies has tra-
ditionally been male because men’s family or personal lives do not impinge on
their work. Clearly, men generally find it easier than women to combine family
and work because they rely heavily on women to shoulder family and domestic
responsibilities. New policies and strategies for coping with family responsibil-
ities need to be inculcated into all levels of workplace, not only so that a more
equitable use of men and women’s time becomes the norm but so that employ-
ers’ perceptions of men and women’s abilities and willingness to devote time and
effort to work are more attuned. 

However, there is evidence to show that some employers have started to recog-
nize that family-friendly policies benefit not only male and female employees by
encouraging a better balance between work and family or personal lives, but also
benefit employers by improving overall business productivity. Furthermore, the
personal characteristics of integrity, diligence and sincerity, traditionally attrib-
uted to women, are increasingly viewed as qualities that can enhance a compa-
ny’s image in a world riddled with corporate misconduct.

The philosophy of valuing both male and female employees is gradually perme-
ating the workplace. Some organizations have introduced voluntary codes of
conduct with built-in monitoring and verification systems aimed at creating a
new “privatized” context in which workers’ rights are acknowledged. The codes,
based on rights and labour standards set out in ILO and other UN conventions
and declarations, have the advantage of extending and strengthening the appli-
cation of labour standards including equal opportunity conventions across
national boundaries, governmental jurisdictions, and international corporations.
In addition, corporate acceptance of ILO standards through voluntary codes may
help strengthen the authority of the ILO and the potential for international labour
rights enforcement mechanisms. However, there are doubts about the value of
voluntary codes of conduct and how to link global monitoring and verification
systems (based on rights and standards articulated in ILO and UN conventions
and declarations) to the private sector.

Diversity management

Organizations are also introducing diversity management programmes that go
beyond equal employment opportunity legislation and affirmative action.

Diversity management recognizes that employees are not all the same and that
their very differences and potential represent a variety of benefits and productiv-
ity improvements.  

It aims to attract and retain employees and give them a sense of inclusion by
maintaining a positive work environment with the introduction of fair practices in
recruitment, selection, training, appraisals, etc. Equal opportunity is also an essen-
tial element to successful diversity management. All employees are provided with
a package of benefits from which they choose those that best suit their situation.
Benefits can include family-friendly options such as flexible working hours, tele-

Diversity manage-
ment recognizes that
employees are not all
the same and that
their very differences
and potential repre-
sent a variety of ben-
efits and productivity
improvements.

The philosophy of
valuing both male
and female employ-
ees is gradually per-
meating the work-
place.
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working, and job sharing. Diversity management provides all employees,
regardless of race, creed and sex, with the opportunity to maximize their full
potential, contribute to the achievement of an organization’s mission, and ensure
all team members treat each other with dignity and respect. 

The business community has taken the lead in promoting diversity management
principles. The Australian Chamber of Commerce and Industry (ACCI) holds
the National Work and Family Awards every year. Its recent report26 states,
“Increasingly organizations say there is a strong business case for a better work
and family balance. Organizations were assessing the direct and indirect costs
of work and family conflicts and realizing the benefits to be gained from intro-
ducing family-friendly practices that met the mutual needs of employees and
employees to work together”. The management of the awarded companies
reported that family-friendly practices, such as parental leave and flexible hours,
had resulted in an increase in employees’ well-being and a reduction in work-
related stress. Employees felt valued by their employers, and their morale and
loyalty had also increased. Higher staff satisfaction had led to increased produc-
tivity and improved performance. The employee turnover rate was lower, and
job applications from quality candidates had increased. Family-friendly prac-
tices had not only helped to boost the number of women in management posi-
tions but had also benefited men who wanted to have a more significant role in
family life.

A similar award in the United States27 in 2003 “honored innovative approaches
with proven results taken by companies to address the recruitment, develop-
ment, and advancement of all managerial women, including women of color”.
The aim of this award was to provide the business community with replicable
models to help corporations and professional enterprises create initiatives that
were good for women and good for their businesses. The awarded companies
included a law firm, an accounting and financial services firm, and a health care
services firm.  The award was based on consideration of a wide range of strate-
gic approaches related to women’s advancement, including programmes target-
ing a specific area to broad initiatives addressing corporate culture change. 

The impact of these approaches was measured by increases in women’s partner-
ships in the law firm from 5.8 per cent in 1994 to 10 per cent in 2002. In 2002,
women comprised 14.1 per cent of all promotions to partner globally and 19 per
cent of all promotions to partner in the United States. At the accounting and
financial services firm, women comprised 13 per cent of all executive manage-
ment positions, up from 0 per cent in the 1990s. The executive turnover rate for
women had decreased and had been equal to or below that of men in the firm.
Three of the health care services firm’s top ten corporate officers were women
in 2002. When the company had initially adopted policies to advance women in
1997, there had been no women among the then five corporate officers.

The banking sector is also beginning to acknowledge that the “gender edge” that
women managers can bring to organizations can increase sales and investor
appeal. For instance, an interesting trend in Wall Street aims to improve efforts
to recruit, train, promote and retain women in executive positions and narrow
the gap between men and women executives’ pay and power.28 So far, two banks
have set up global leadership and diversity departments headed by women exec-
utives, which coordinate women’s networking groups bringing together women
top executives and clients at conferences and other events. Experience to date
has shown that the extra business generated by these events is measurable, and
that women clients like to see women in important positions.

An interesting trend
in Wall Street aims to
improve efforts to
recruit, train, promote
and retain women in
executive positions
and narrow the gap
between men and
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pay and power.
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Data on women as executive heads of organizations are not only limited but
also obscured by the terminology used by organizations to define execu-
tive jobs and the scope of the terms, which vary according to the context

and level of leadership. In addition, comparisons of top jobs are distorted by
whether or not surveys target the largest organizations or include all kinds of
organizations. Data spanning the range of top jobs show that women continue
to have more difficulty obtaining executive jobs at corporate level than they do
lower down the hierarchy. There has also been little progress in the last three
years in the number of women moving into executive positions.

WOMEN AT THE TOP

Recent data
Australia
According to a survey29 of top 200 companies in 2002 by the Equal
Opportunity for Women in the Workplace Agency (EOWA) in Australia30,
women held 8.2 per cent of board positions in the companies, with just
two women CEOs (1 per cent). Out of the companies surveyed, 52.6 per
cent had no women executive managers; 29.6 per cent had one; and 17.8
per cent had two or more. Women executive managers were found in the
software and ICT sectors, banking, telecommunications, insurance and
retailing.They have not made any noticeable inroads into real estate, trans-
portation, food and beverage, hotels and restaurants, leisure and energy.

The United States
In the United States, women’s share in senior top management has made
marginal increases. According to a survey31 by Catalyst in 2003, women’s
participation on the boards of the Fortune 500 companies32 was 13.6, up
from 12.4 per cent in 2001, 11.7 per cent in 2000 and 11.2 per cent in
1999. Fifty-four companies had no women board directors, compared to
66 companies in 2001. Another 208 companies had just one woman direc-
tor. Fifty-four companies had 25 per cent or more women directors, up
from 30 companies in 2001 and 11 in 1995.

Canada
Another Catalyst survey33 in 2002 revealed that women held 14 per cent
of corporate officer positions in FP500 companies34 in Canada in 2002,
having increased from 12 per cent in 1999.Women’s share of the highest
corporate officers’ jobs showed a relatively significant increase, jumping
from 3.4 per cent in 1999 to 6.7 per cent in 2002.

European countries
In European countries, the data revealed a similar pattern. The Cranfield
School of Management in the United Kingdom has carried out research on
female top managers in the FTSE100 companies35 every year since 1999.
According to the 2003 study36, the share of female directors had increased
by 20 per cent (up from 84 in 2002 to 101). Eighteen (90 per cent) of the
top 20 companies had women directors. The number of female executive
directors had gone up from 15 to 17 since 2002.There were still 32 com-
panies out of the top 100 with not one women director. A tendency was
noted for long-serving chairmen to run boards without women directors,
suggesting that long-term tenure led to “complacency” in the recruitment
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of new board members.37 The report also noted that women were more
likely to be appointed to boards if the nomination committees included
women.

Statistics38 published in Germany by the Federal Ministry of Family,
Seniors, Women and Youth in 2003 demonstrated that women’s overall
participation on the boards of 84 of the biggest companies was 8 per cent.
In ten of the companies, women accounted for 20 per cent or more (the
highest was 28 per cent) of the board members. Six out of the ten com-
panies were in the service sector, such as retailing.

In France, women occupied only 124 of the top 2,325 positions (president
directeur-general; directeur-general; administrateur; member de directoire; conseil
de surveillance) in the top 200 companies in 2000,39 a share of 5.3 per cent.
There were no women among president directeur-generals of the CAC-40
companies40. However, women’s share as heads of companies with 50 or
more employees had increased 5.5 per cent in the decade from 1990 (9.8
per cent) to 2000 (15.3 per cent).

UNECE countries
According to data41 on 15 UNECE countries, women’s participation on
the board of the central banks in 2001 was between 52.7 per cent
(Georgia) and 0 per cent (Armenia, Cyprus, Estonia, Iceland, Ireland, and
Netherlands). Overall women are better represented in senior positions
in the public sector. Data on 11 UNECE countries in 2000 or 2001
showed that the average share of women in senior civil servant jobs
(administrators of government and international organisations, ambassa-
dors, consul-generals, etc.) was around 18 per cent, ranging from 45 per
cent in Estonia to 4.7 per cent in Spain.

South Africa
In South Africa, women occupied 11.3 per cent of top management jobs
and 17.7 per cent of senior management jobs in 2001.42 This represented
an increase of 1 per cent and 1.7 per cent respectively since 2000. Race is
also a factor in the labour market.White males predominate in manageri-
al positions, and African females are most under-represented in this job
category (table 3.1).

Race (share
in total 
population)

African
(77.9%)

Colored
(9.2%)

Indian
(2.8%)

White
(9.9%)

Total

Top management

Male 5.4% 2.2% 3.1% 78% 88.7%

Female 1.5% 0.3% 0.3% 9.2% 11.3%

Total 6.9% 2.5% 3.4% 87.2% 100%

Senior management

Male 6.9% 3% 2.9% 69.5% 82.3%

Female 2.1% 0.9% 0.6% 14.1% 17.7%

Total 9% 3.9% 3.5% 83.6% 100%

Table 3.1:  Top and senior management in South Africa, 2001
Source: Department of Labour, Republic of South Africa 2003 Commission for Employment Equity Annual Report

2001-2002

Note: Figures are based on a sample of 576 employers.
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In general, women aspiring to careers in politics still encounter obstacles and
difficulties, which suggests that the democratic principles of parity and
equality continue to be burdened by the deeply entrenched rules and practices

inherent in political life.

Switzerland
The results of a study43 undertaken in 2000 in the French-speaking region
of Switzerland of 100 companies with more than 50 employees in the serv-
ice sector revealed that the share of female top managers varied between
0 per cent and 14 per cent.Three companies noted that there were more
women middle managers under 40 years old than over 40. The share of
mostly women working part-time ranged between 2 per cent and 23 per
cent. Although the data reflected a resistance to the promotion of women
to more senior positions, many of the companies recognized that the rep-
resentation of women at all levels of the hierarchy improved the work envi-
ronment, encouraged wider and more balanced debates, reduced cliques,
and enabled better team work and more efficient resolution of problems
and conflicts.

WOMEN LEADERS IN POLITICS

Recent data

In general, women
aspiring to careers in
politics still encounter
obstacles and difficul-
ties.

As of October 2003, the global average for women representatives in
national parliaments stood at 15.2 per cent, with 15.5 per cent in the sin-
gle or lower house and 13.9 per cent in the upper house or senate44,

compared with 13 per cent, 13.4 per cent and 10.9 per cent respective-
ly in 1999.This represents an increase of just over 2 per cent since 1999.

Out of the 174 countries from which data were available (table 3.2),
women held 30 per cent or more of the lower house parliamentary
seats in 14 countries (8.0 per cent), 20 to 30 per cent in 29 countries
(16.7 per cent), 11 to 20 per cent in 61 countries (35.1 per cent), 0.1 to
10 per cent in 62 countries (35.6 per cent), and none in eight countries
(4.6 per cent).

Regionally, women held 17.7 per cent of the seats in Europe, 15.5 per
cent in Asia, 18.4 per cent in America, 14.9 per cent in Sub-Saharan
Africa, 12.1 per cent in the Pacific, and 6.0 per cent in the Arab States.

Scandinavian countries still lead the world with the highest share of
women holding lower house parliamentary seats. In Sweden, women
held 45 per cent, in Denmark 38 per cent, in Finland 37 per cent, and in
Norway 36 per cent. Rwanda achieved near parity in gender balance in
lower parliamentary seats after the election of September 2003, when
women’s share stood at 48.8 per cent.

Women cabinet members are found all over the world. As of
November 2003, there were a total of ten women presidents and prime
ministers (table 3.3). Women ministers still tend to hold non-strategic
cabinet posts such as health, education, labour, social affairs, and women’s

Globally, the number
of women representa-
tives in national par-
liaments increased by
just over 2 per cent
between 1999 and
October 2003.

As of November, 2003,
there were ten women
presidents and prime
ministers.
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affairs. More women have been appointed to cabinet posts in the last
couple of years in areas that have long been considered male domains,
such as foreign affairs, finance, and defence and security.As of November
2003, there were 20 women ministers in foreign affairs, nine in defence
and security, and 19 in finance (table 3.4)45.

Table 3.2: Women’s share of single or lower parliamentary seats (selected countries)
Source: Inter-Parliamentary Union, Women in National Parliaments

updated on 20 October 2003

Table 3.3: Women presidents and prime ministers as of November 2003
Source: Worldwide Guide to Women in Leadership. http://www.guide2womenleaders.com/index.htm

Increasingly, women
are filling cabinet
posts in what have
been considered male
domains.

Women’s share Countries Women’s share Countries

40% or more 
(2 countries)

Rwanda 48.8%
Sweden 45.3%

10-20%
(61 countries)

Senegal 19.2%
Portugal 19.1%
Bolivia 18.5%
United Kingdom 17.9%
Philippines 17.8%
United States 14.3%
Ireland 13.3%
Mongolia 10.5%
Zimbabwe 10%

30-40%
(12 countries)

Denmark 38%
Finland 37.5%
Netherlands 36.7%
Norway 36.4%
Costa Rica 35.1%
Argentina 30.7%
Mozambique 30%

20-30%
(29 countries)

South Africa 29.8%
New Zealand 28.3%
Viet Nam 27.3%
Bulgaria 26.2%
Uganda 24.7%
China 21.8%
Pakistan 21.6%
Canada 20.6%

0.1-10%
(62 countries)

Hungary 9.8%
Venezuela 9.7%
India 8.8%
Russia 7.6%
Japan 7.3%
Jordan 5.5%
Turkey 4.4%
Bangladesh 2%

Ministers Countries

Foreign Affairs Austria, Barbados, Cape Verde, Chile, Colombia, El Salvador, Estonia, Guinea, Japan,
Latvia, Luxemburg, Macedonia, Malawi, Niger, Paraguay, Portugal, Spain, South Africa,
Suriname, Switzerland

Defence/Security Australia, Bahamas, Belize, Chile, Croatia, France, Guinea Bissau, Norway, Sweden

Finance Andorra, Australia, Bahamas, Belgium, Bosnia and Herzegovina, Bulgaria, Canada, Costa
Rica, Cuba, East Timor, Guatemala, Lithuania, Moldova, Mozambique, Namibia, Nigeria,
Netherlands Antilles, Portugal, Turkmenistan
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Country Head of the state

Bangladesh Khaleda Zia, Prime Minister (1991-96, 2001-)

Finland Tarja Halonen, President (2000-)

Indonesia Megawati Sukarnoputri, President (2001-)

Ireland Mary McAleese, President (1997-)

Latvia Vaira Vike-Freiberga, President (1999-)

New Zealand Helen Clark, Prime Minister (1999-)

Panama Mireya Rodriguez, President (1999-)

Philippines Gloria Macapagal-Arroyo, President (2001-)

Sao Tome e Principe Maria das Neves Ceita Batista de Sousa, Prime Minister (2002-)

Sri Lanka Chandrika Kumaratunga, President (1994-)

Table 3.4 Countries with women ministers in foreign affairs, defence/security, and finance
as of November 2003

Source: Worldwide Guide to Women in Leadership. http://www.guide2womenleaders.com/index.htm



In March 2000, an Inter-Parliamentary Union (IPU) survey46 of 187 women
politicians from 65 countries examined the difficulties faced by women in pol-

itics. Seventy-three per cent of the respondents were mothers. Women politi-
cians from all over the world recounted their personal experiences as party
members, parliamentarians and government members. 

The largest group of respondents came from Organization for Security and Co-
operation in Europe (OSCE) member countries (39.6 per cent), followed by
Sub-Saharan Africa (19.3 per cent), Asia (14.4 per cent), the Americas (12.3 per
cent), Nordic countries (7 per cent), the Pacific (4.3 per cent), and Arab States
(3.2 per cent). Most of the women had obtained tertiary education qualifica-
tions: high school diplomas (7 per cent), postgraduate degrees (15 per cent), and
undergraduate degrees (73 per cent).  A majority of the respondents (35.6 per
cent) had held positions as public or civil servants before entering parliament,
suggesting that the optimal career track to politics is through the civil service.
The rest had been teachers (17 per cent), lawyers (10 per cent), journalists (11.2
per cent), doctors (11.2 per cent), nurses (7.4 per cent) and social workers (7.4
per cent). 

One of the women’s primary concerns was to reconcile political life with fami-
ly commitments.  Almost all of the respondents admitted to having difficulties
balancing family responsibilities with a useful and effective political life. The
report noted that although day care for small children was widely available to
women parliamentarians in Nordic countries, this was not always the case in
other parts of the world.

Eighty per cent of the respondents considered that the increasing representation
of women in politics had renewed public trust in politics, and that the public rec-
ognized that women worked hard and wanted to achieve concrete results. The
women generally believed that female representation in politics was changing
society for the better. The survey presented examples in Australia, Canada, El
Salvador, Ethiopia, Germany, Greece, Ireland, Israel, Jordan, New Zealand,
Peru, the Russian Federation and South Africa of political action by women
showing tangible improvements, especially for women and the most disadvan-
taged sectors of society. This included such areas as social services, gender
equality, the control of violence against women and children, employment, sup-
port services, and the environment.

A majority of the respondents claimed that their presence in Parliament had
moderated male members’ behaviour; for example, men used less sexist lan-
guage and were more polite. 

The women viewed the media as both helping and hampering then in politics.
On one hand, the media focused on traditional stereotypes of women such as
their appearance and privates lives, instead of their political activities. On the
other hand, media coverage showing their relatively novel status as politicians
made them visible. However, there was a perception that women were frequent-
ly shown in the media as only concerned with women’s or social issues rather
than with more “strategic” issues such as economics, transportation or finance.

Difficulties faced by 
women in politics 
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Fifty per cent of the respondents considered that their parties were not struc-
turally receptive to women and that they were generally hostile to the inclusion
of women. A high proportion of the respondents (77 per cent) thought that pre-
vailing cultural values and gender roles were among the factors responsible for
women’s limited participation in national politics.

Prevailing cultural
values and gender
roles were among the
factors responsible
for women’s limited
participation in
national politics.Quotas

Many governments throughout the world have acted to promote gender equal-
ity in all sectors of society with varying degrees of success by introducing

quota systems or “temporary corrective measures seeking to increase women’s
representation in decision-making and policy making processes”47. The quota
system is an affirmative action tool intended to ensure that women constitute a
critical minority of at least 30 to 40 per cent on decision-making bodies. Most
of the countries that have succeeded in implementing such quota systems are in
Europe, particularly the Nordic countries.

In fact, Norway has taken quotas a step further in a bid to increase the number
of women on the boards of private and public companies. At least 40 per cent of
the board members in state-owned enterprises must have been women by 2003.
Private companies have until 2005 to increase their share of women on their
boards to 40 per cent. If this level of women’s representation has not been
achieved voluntarily by then, regulations setting quotas will come into force.48

Quotas have been introduced in many countries with the aim of overcoming the
sex imbalances in political representation. A number of types of such quotas
have been introduced throughout the world:

In 2003, there were 74 countries with constitutional, electoral or political party
quotas. Women’s average share of representation in these countries was 17.2 per
cent.49

China
China has a relatively high female participation in politics and government. In
2001, women accounted for over 21 per cent of all deputies in the National

The quota system is
an affirmative action
tool intended to
ensure that women
constitute a critical
minority of at least 30
to 40 per cent on
decision-making 
bodies.

In 2003, there were 74
countries with consti-
tutional, electoral or
political party quotas.
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constitutional quotas for national parliaments, which are mandat-
ed in the constitution of the country (for example in Burkina Faso, Nepal,
the Philippines, and Uganda);

election law quotas for national parliaments, which are provided
for in the national legislation or regulations of the country (legislative quo-
tas are widely used in Latin America as well as for example in Belgium,
Bosnia and Herzegovina, Serbia and Sudan); and 

political party quotas for electoral candidates, which are targets
set by political parties to ensure a certain percentage of women candidates.
In some countries many political parties have adopted quota provisions (for
example in Argentina, Bolivia, Ecuador, Germany, Norway, Italy and Sweden).
In other countries, only one or two parties have adopted them.

There are also constitutional or legislative quotas for women can-
didates at sub-national government level including local, district or
state or provincial levels (for example in Bangladesh, France, India, Pakistan
and South Africa).



People’s Congress (NPC). In March 1997, the fifth session of the eighth NPC
adopted the Decision on the Selection and Nomination of Deputies to the ninth
NPC, which required that there be more female deputies. In Tianjin provincial
People’s Congress and cities under direct central leadership, there is a target of
25 per cent for all deputies to be women. However, when women attain leader-
ship positions they tend to be deputies to men, serving as deputy governors,
deputy mayors, deputy division heads and deputy Party secretaries. In the five
decades of Communist rule, there have been only two women in the Politburo,
which remains the sole preserve of men. Typically, when women hold any sort
of leadership posts they are usually assigned responsibility for non-strategic
areas such as family planning, health and education50.

Belgium
Of all the European Union member states, only Belgium has a national law
(1994) establishing a quota for women in political representation.51 It specifies
that there should be a statutory quota of 25 per cent female candidatures on party
lists in every election (this figure was increased to 33.3 per cent from 1999
onwards). If the quota is not filled, then positions on the list reserved for women
remain blank. The effectiveness of this measure was shown in the 1994 local
elections, when the number of female candidates elected to the local councils
increased from around 10 per cent to 20 per cent. Also, women’s representation
in the lower house of parliament increased from 23 per cent in 1999 to 35 per
cent in 2003.

France
France did not show an improvement in gender balance arising from quotas that
were introduced for political parties in 2000. Following the 2002 national
assembly elections, women held only 12.3 per cent of seats, a mere 1.4 per cent
increase over the 1997 elections. The reason for this is attributed to the fact that
the largest political parties chose to pay fines rather than fill their lists with
women52.

Critics argue that the
quota system is dis-
criminatory, interven-
tionist and essentially
undemocratic.
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Pros and cons of quotas

The use of the quota system is controversial. Critics argue that it is discrimi-
natory, interventionist and essentially undemocratic. Many countries

(including Italy and the United Kingdom) have rejected quotas at the national
level arguing that they are at odds with the principle of gender equality and dis-
criminate against other under-represented groups. It is maintained that quotas
are tokenistic, that individual ability and political commitment should be the
basis for selection, and that they undermine women’s efforts to demonstrate
their capacities. It is also argued that they could create a hierarchy whereby
members of parliament (MPs) who are elected without the assistance of quotas
are somehow superior to those who are helped by them. And, say critics, quo-
tas reinforce women’s already disadvantaged place in public life.  

Another school of thought suggests the quotas should not be seen as being the
solution to female under-representation in public life, but should be used in
conjunction with other measures including encouraging more women to stand
for election, placing more women in visible political positions, and introducing
more family-friendly work practices in parliamentary systems.

However, there is evidence to show that without quotas the number of women
party candidates would be much lower.  

However, there is evi-
dence to show that
without quotas the
number of women
party candidates
would be much lower.



Capability testing
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Communication skills. Capacity to communicate clearly and persua-
sively across different audiences and media contexts, listen and respond
creatively, generating opportunities for communication both for self and
others.

Intellectual skills. Ability to understand, learn and prioritise complex
information quickly and present ideas in a transparent and persuasive
manner both verbally and in writing.

Relating to people. Ability to relate to people from all backgrounds,
demonstrate tolerance, approachability and inspire trust in others.

Leading and motivating. Capacity to lead and motivate people
through recognizing their contribution, involving them and providing sup-
port when required. Acceptance of responsibility for outcomes.

Resilience and drive. Ability to cope effectively and positively under
pressure - heavy workloads and long working hours - and to persist in the
face of challenges, setbacks and criticism.

Political conviction. Commitment to party principles and public serv-
ice. Includes the need for integrity and courage to disseminate and defend
beliefs.

In the UK, capability
testing for prospec-
tive Conservative
MPs identified six
core competencies.

Capability testing can
give women the
opportunity to com-
pete on an equal
footing with men and
eventually negate the
need for quotas.

An innovative method for increasing the number of female parliamentary can-
didate applications recently tested by the Conservative Party in the United

Kingdom illustrated how capability testing can give women the opportunity to
compete on an equal footing with men and eventually negate the need for quo-
tas.

The Party’s drive to increase both female and ethnic minority candidates result-
ed in a decision to design a competence-based process for drawing up its
approved list of parliamentary candidates53. A rigorous assessment procedure
was put in place to assess applicants’ ability to become MPs. This included an
analysis of an MP’s role to determine a benchmark of the competencies associ-
ated with successful performance. 

Six core competencies were identified:

Several parties, including the Social Democrat Party in Denmark, gave up their
quota systems in 1996 since it was felt that they were no longer needed after a
40 per cent female representation had been achieved. However, in the next
elections to the European Parliament, all four Social Democrat candidates were
men. This highlights the difficulties involved in overcoming long-standing and
deeply ingrained discriminatory attitudes to women in politics.

Exercises relating to different aspects of an MP’s role were developed including
a competency interview, a group exercise, a public-speaking exercise, in-tray
exercise and psychometric tests. After evaluating approximately 400 applicants,
the findings showed that when a rigorous objective assessment process based on
an analysis of the MP’s role and involving trained assessors is used to identify
competency, “there is absolutely no difference between ratings for male and
female candidates”.  Although these findings are a step in the right direction,



The capability testing
exercise showed that
“there is absolutely no
difference between
ratings for male and
female candidates”.
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they will not lead to equal representation of women in politics until a greater
number of women candidates apply. Avenues for raising women’s interest in
politics need to be explored, not least raising awareness of MPs’ role.



EARNINGS GAPS 4
Research has shown that established social or cultural attitudes and gender

inequality in education, training and recruitment cause vertical and horizon-
tal occupational sex segregation, and that this is the principal reason for the

persistent gaps between men and women’s earnings. Institutional barriers and
social attitudes towards women’s abilities also hamper the movement of profes-
sional women upward through occupational categories to increasingly responsi-
ble managerial jobs. High levels of vertical occupational segregation,  where men
and women work in the same job categories but men do the more skilled, respon-
sible or better-paid work, are considered to be a reason for the earning gaps
between equally qualified male and female employees. Women remain concen-
trated in the lower levels of the job hierarchy: in the employment market, the
company, and job category. 

However, these are not the only reasons women earn lower wages than men.
Women are likely to have shorter careers than men of the same age because they
do not necessarily work full-time throughout their working lives. Many tend
either to leave their jobs or work part-time typically between the ages of 25 and
35 to raise children and return to full-time employment at a later stage. This leads
to slower promotion and less pay. In addition, managerial positions require longer
working hours, a certain amount of travelling, or even relocation. Many women
tend to avoid such jobs because of their family commitments.

Earning the same base rate of pay for doing the same job is only part of the equa-
tion. Differences in fringe benefits and bonuses offered to men and women also
contribute to earnings gaps. The concept of equal remuneration for equal work
does not necessarily include the same “perks” that are given to male managers
such as access to company cars, mobile telephones and expense accounts, as well
as allowances for specific skills, work-related travel, working in difficult condi-
tions and compensation for working in distant or unpopular locations. Also, pay-
ments based on performance, bonuses, commissions, profit sharing, and negotiat-
ed retirement benefits are not necessarily a standard part of women’s remunera-
tion package although they may well be part of the terms of an overall package
agreed by men during recruitment.

Recent data

The European Union
In 12 European Union countries for which data were available, the average
pay gap between men and women’s earnings was narrowing and in 2000
stood at 15.3 per cent (see table 4.1). The United Kingdom had the widest
gap (24.3 per cent), followed by Austria (21.1 per cent) and the Netherlands
(21.1 per cent).

A survey54 by the National Institute of Economic and Social Research
(NIESR) in the United Kingdom revealed that in 2000 women working full-
time earned 82 per cent of men’s full-time earnings. This represents an 18
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Social or cultural atti-
tudes and gender
inequality in educa-
tion, training and
recruitment are at the
base of the persistent
gaps between men
and women’s earn-
ings.

Women are likely to
have shorter careers
than men of the same
age because they do
not necessarily work
full-time throughout
their working lives.



per cent increase on the 1973 figure of 64 per cent. The pay gap was nar-
rowest in the public sector, where women earned 86 per cent of men’s
earnings. In the private sector, women earned 78 per cent of men’s pay.

The NIESR survey summarized the causes for the persistent pay gaps as fol-
lows.

“Human capital” differences: the lower level of education of women
among older generations, and difference in the choice of subjects studied.

Part-time workers.

Less willingness to travel or relocate for work.

Horizontal occupational segregation: the occupations in which women
are concentrated tend to offer lower pay.

Vertical occupational segregation: there are fewer women in managerial
positions.

Japan
Another survey55 in 2001 by the Ministry of Health, Labour and Welfare in
Japan found that women earned 65.3 per cent of men’s salaries.This was an
improvement from 63.1 per cent in 1997, but Japan still lagged behind many
other countries where women tend to earn an average of 70 to 80 per
cent of men’s earnings.The companies surveyed gave the following expla-
nations for women earning less than men:

Women are concentrated in lower category jobs.

Women stay with companies for less time than men.

Men receive family allowances as a heads of households.

Data in some countries show pay differences between men and women
with the same university degrees, although the men and women tend to be
in different job groups. For example, the same survey in Japan also revealed
that women graduates aged 35 and 50 earned 81 per cent and 60 per cent
respectively of the pay earned by men of the same age and with the same
qualifications. In the finance and insurance sector, women graduates’ earn-
ings were 53 per cent of the pay earned by men with the same qualifica-
tions56. This may be due to the fact that in Japan women graduates are
mainly employed as support staff, while men graduates are employed as line
staff on career tracks.

South Korea
A similar situation was found in South Korea in 2000 where women work-
ers with university degrees earned 74 per cent of men’s earnings with the
same qualifications57.

Singapore
In Singapore women’s average salary was 75 per cent of that earned by
men. The proposition here was that the wage gap is narrower in profes-
sional jobs, and that this is due to women’s lower level of qualifications and
shorter job experience, rather than to direct gender discrimination58.

Jordan
An interesting situation appears to be unfolding in Jordan, where women

Table 4.1: Gender pay gap in
EU countries

Source: Commission of the
European Communities 2002

Implementation of gender
mainstreaming in the Structural

Funds programming docu-
ments 2000-2006

Country Gender
pay gap

(%)

United Kingdom 24.3

Austria 21.1

Netherlands 21.1

Ireland 19.8

Germany 19.4

Greece 16.2

Italy 14.3

Spain 13.2

France 10.8

Denmark 10.4

Belgium 7.3

Portugal 5.9

Data in some coun-
tries show pay differ-
ences between men
and women with the
same university
degrees, although the
men and women tend
to be in different job
groups.
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account for 31 per cent of the ICT workforce. A recent study59 found
that the wage gap was narrower in this sector compared to the female-
dominated textiles sector. Occupational sex segregation was also less
prominent in the ICT sector.

Denmark
Data on pay differences among managers showed that earnings gaps were
wider the more senior the management position. For instance, in
Denmark in 2001, the proportion of women’s earnings compared to men’s
was 77 per cent for “employees of highest level”, 70 per cent for “employ-
ees of medium level”, and 79 per cent for “employees of basic level”60.

Thailand
Similarly in Thailand in 2000, women directors’ average monthly income
was 79.6 per cent of their male counterparts’ income.The proportion of
women’s earnings compared to men’s earnings was 86.5 per cent for
department managers, 88.5 per cent for supervisors, and 92.2 per cent for
officers61.

Italy
In Italy in 2001, women managers and middle managers were paid respec-
tively 7.7 per cent and 5.2 per cent less than men62.

New Zealand
In New Zealand in 2002, the average public sector salary for women was
17 per cent less than that of men. Female managers earned 16 per cent
less than male managers63.

Argentina
In Argentina, although women have a higher level of education than men,
their average income is 32.7 per cent lower than that of men. For women
in higher income brackets the gap is as much as 40 per cent64.

The United States
In the United States65 women earned on average 76 per cent of men’s pay
in 2001. They earned 70.5 per cent of men’s earnings in managerial and
professional jobs, and 66.6 per cent and 73.4 per cent respectively in the
“executive, administrative, and managerial” and the “professional” groups.
They earned just 64.6 per cent of men’s salary in a financial manager’s job,
which is one of the best-paid jobs in the “executive, administrative and
managerial” group.The pay gaps were narrower in personnel, training, and
labour relations specialist managerial jobs, where they earned 79.8 per
cent of men’s earnings. In fact, these were the best-paid jobs for women
in this job group. Lawyers were one of the best paid among the “profes-
sional” group for both sexes although women earned just 69.4 per cent
of the salary of male counterparts.

According to a report66 entitled A New Look Through the Glass Ceiling:
Where are the Women? compiled by the United States General Accounting
Office in 2002, the majority of women managers were worse off financial-
ly in 2000 than they had been in 1995. The survey examined ten indus-
tries (communications, public administration, business and repair services,
entertainment and recreation services, educational services, retail trade,

Data on pay differ-
ences among man-
agers showed that
earnings gaps were
wider the more senior
the management
position.
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Some reasons presented for the earnings gaps were that: women continued to
choose occupations and industries where there is more flexibility in order to

balance the needs of work and family, which results in occupational segregation. 
Even when working as managers, the data showed that they were in positions
that required less education and were lower paid. They tended to work in areas
with fewer career development prospects. They were 50 per cent less likely to
have a college degree than their male counterparts, particularly in the finance
sector. Also, when they opted for part-time work they lost healthcare, retirement
and social security benefits but continued paying for part-time child care.

One school of thought suggests that only a small proportion of the pay gap can
be blamed on discriminatory practices in education and recruitment. According
to recent studies in various countries, childbearing and child rearing, which
interrupt women’s careers and permanently slow down their earning power, can
now explain an increasingly large part of the gap. This suggests a lack of poli-
cies in the workplace - and in society as a whole - to support working mothers.
Furthermore, mothers tend to earn less than other women. According to recent
research67 in several industrialized countries, one child could lead to a “penalty”
of 6 to 7 per cent of earnings, and two children a penalty of 13 per cent. 

finance, insurance and real estate, hospitals and medical services, profes-
sional medical services, and other professional services) employing 70 per
cent of working women, and found that the pay gaps between female and
male managers working full-time widened between 1995 and 2000 in
seven out of the ten industries. For instance, female managers in the enter-
tainment and recreation services industry earned 83 per cent of male
managers’ pay in 1995 compared with 62 per cent in 2000. In communi-
cations, female managers’ pay fell from 86 per cent to 73 per cent, in the
finance, insurance and real estate sectors, from 76 per cent to 68 per cent
and, in the professional medical services sector from 90 per cent to 88
per cent in the same timeframe.

By comparison, the pay gaps between male and female managers had nar-
rowed slightly in some sectors. In public administration in 1995, women
managers earned 80 per cent of male counterparts’ earnings, in hospitals
and medical services they earned 80 per cent, and in educational services
they earned 86 per cent compared to 83 per cent, 85 per cent and 91 per
cent respectively in 2000.

Why are there earnings gaps?

Childbearing and child
rearing which interrupt
women’s careers and
permanently slow
down their earning
power, can now
explain an increasing-
ly large part of the
gap.
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WOMEN IN SELF-EMPLOYMENT 5
What motivates women to go it alone and establish their own businesses?

There are two schools of thought on the factors fuelling the growth in the
share of self-employed68 women. One view is that women have been

attracted to it by a desire for more autonomy, flexibility, and escaping the obstacles
posed by the glass ceiling in large organizations and corporations. Another view is
that they have been pushed into self-employment by the erosion of jobs in the pub-
lic and private sectors caused by restructuring and downsizing. There is evidence to
suggest that both the “push” and “pull” factors are responsible.

The ILO’s Yearbook of Labour Statistics published in 2003 showed marginal
growth in self-employment in some countries since 1996-99, and in others a
decline. In 2000-2002, women’s share was between 20 and 40 per cent in
many of the countries for which data were available (figure 5.1). The overall
share of self-employed workers was lower among women than among men
in 2001-2002 (table 5.1).

Table 5.2 shows that the share of informal employment was higher among
women than men in many developing countries in Sub-Saharan Africa, Asia,
and Latin America between 1994 and 2000. This indicates the importance of
micro enterprises and self-employment as a source of income for women.

In Latin America and the Caribbean, women own between a one-fourth and
one-third of all micro enterprises and small- and medium-sized enterprises
(SMEs), and their share is increasing. Between 1970 and 1990 the share of
women employers and self-employed workers rose from 22 per cent to 48
per cent. However, surveys in Argentina, Brazil and Mexico found that firms
owned by women were smaller than those owned by men, and that on aver-
age women were younger than men.Women entrepreneurs were less likely
to be in manufacturing or production of goods, and more likely to be
involved in services or the retail trade. The main constraints faced by
women entrepreneurs were their access to capital and technology.69

Recent data

There is evidence that
both the desire to “be
one’s own boss” and
the erosion of jobs in
the private and public
sectors prompt
women to start their
own businesses.
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Table 5.1: Share of self-employed workers in the total employment, by sex
Source: ILO 2002 Key Indicators of the Labour Market 2001-2002, 

Table 3: Status of employment
Note: “Self-employed workers” include “employers” and “own-account workers”.

Table 5.2: Informal employment in non-agricultural employment, by sex 1994/2000
Source: ILO 2002 Women and men in the informal economy: 

A statistical picture, pp. 19, Table 2.1

1996 2000 Increase

Country Men Women Men Women Men Women

Hungary
Mexico
Switzerland
Germany
Norway

15.7
31.6
12.2

12
10.8

8.2
22.9

8.1
6

4.4

18.8
31.2
12.1
12.6

9.5

9.5
23.4

8.5
6.2
4.4

3.1
-0.4
-0.1
0.6

-1.3

1.3
0.5
0.4
0.2

0

Canada
Sweden
South Korea
Italy
United Kingdom
New Zealand

12
15.3
33.4
28.9
17.2
13.1

9
5.5

19.9
16.5

7.2
13.1

11.7
14.2
28.5
29.4
15.1
23.7

8.9
5.3

19.7
16.1

6.8
12.6

-0.3
-1.1
-4.9
0.5

-2.1
-1.4

-0.1
-0.2
-0.2
-0.4
-0.4
-0.5

United States
Japan
Finland
Ireland
France
Australia
Spain

9.7
14.1
18.3

27
14

16.9
24

6.7
8.5
9.5

8
8.2

10.7
16.4

8.5
11.3
17.1
24.8
10.6
13.5
21.3

6
7.8
8.6
7.1
7.2
9.6

13.3

-1.2
-2.8
-1.2
-2.2
-3.4
-3.4
-2.7

-0.7
-0.7
-0.9
-0.9

-1
-1.1
-3.1

Country Informal employment as
percentage of non-
agricultural employment

Men’s informal employment
as percentage of men’s
non-agricultural employ-
ment

Women’s informal employ-
ment as percentage of
women’s non-agricultural
employment

Benin 93 87 97

Chad 74 60 95

Guinea 72 66 87

India 83 83 86

Kenya 72 59 83

Indonesia 78 78 77

Bolivia 63 55 74

Philippines 72 71 73

El Salvador 57 46 69

Guatemala 56 46 69

Brazil 60 55 67

Honduras 58 74 65

South Africa 51 44 58

Mexico 55 54 55

Thailand 51 49 54

Dominican Republic 48 47 50

Costa Rica 44 42 48

Venezuela 47 47 47

Egypt 55 57 46

Chile 36 31 44

Colombia 38 34 44

Algeria 48 49 43

Morocco 43 43 41

Tunisia 50 53 39

Syria 42 43 35
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Figure 5.1: Women’s share as employers, 1996-99 and 2000-02
Source: ILO 2003 Yearbook of Labour Statistics, Table 2D: 

Category 2 = Employers and Category 3 = Own account workers
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Why do women start 
their own businesses?

The reasons given for starting up their businesses included the following.

More independence in their working lives and a wish to become “agents
of change” and “be in control of their own lives”.

Balance career with domestic responsibilities (not necessarily driven by
economic necessity).

Negative work experiences and wanting to gain freedom from the con-
fines of the formal labour market - a long-term option.

Left work because of their frustration with the glass ceilings they had
encountered.

Wanted to avoid any form of dependency on others.

More relaxed lifestyle after many years in corporate management.

The desire to be independent was a common pull factor for all the
interviewees.

None cited financial gain or unemployment as a reason for self-employ-
ment.

The United Kingdom
In 2003, a study70 in the United Kingdom of female entrepreneurs canvassed 20
small Internet companies owned by women and explored the reasons they had
started their businesses. Thirteen had left senior management positions.
Seventeen were between the ages of 35 and 50, half were unmarried and only 35
per cent had dependent children, compared with 49 per cent of self-employed
women nationally. 

The United States
Evidence lending credence to the argument that women are pulled into entrepre-
neurship was also found in a 2001 study in the United States of 425 women who
had previously worked at least five years for a large company. The findings
demonstrated that women managers’ decision to leave companies was not nec-
essarily due to their disappointment in their jobs, but was sometimes part of a
planned approach to their career development. Of the women surveyed, 272 had
left to start businesses and 153 had left to join small businesses, primarily in
advanced technology fields (63 per cent of owners) followed by professional
services (27 per cent).

Among the reasons for leaving were that they wanted:

an opportunity to take more risks (77.5 per cent);

more decision-making responsibility, greater financial rewards (67 per
cent);

greater ability to influence business strategies (65 per cent); and

increased flexibility in their personal lives (41 per cent).

A UK study shows
that the desire for
independence is a
major reason that
women start their own
businesses.
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A US study finds that
women managers’
decision to leave com-
panies was not neces-
sarily due to their dis-
appointment in their
jobs, but was some-
times part of a
planned approach to
their career develop-
ment.



The women’s level of satisfaction with their new lifestyles was high. The move
to self-employment had been positive for most of the women - 75 per cent of the
entrepreneurs were “very satisfied” with their current situation when compared
to their previous jobs. Thirty-one per cent of the entrepreneurs reported that they
worked fewer hours, whilst 32 per cent reported working longer hours. Forty-
seven per cent travelled less and 25 per cent travelled more.

Denmark
These findings were mirrored in a survey71 in 2000 focusing on women entre-
preneurs in Denmark. It found that about 75 per cent of respondents, regardless
of their sex, cited motives such as “the need for new challenges”, the wish to “be
one’s own boss” and a “better organized working life”. About half cited getting
away from an “unsatisfactory work situation”, a “better combination of family
life and work”, the “desire to make a living out of a hobby”, the “risk of losing a
job”, and the “prospect of earning more”. Almost 60 per cent of women admit-
ted to having been influenced to a degree by the threat of unemployment.

Eastern Europe and CIS countries
Weaknesses in the labour market do not necessarily have an influence on
women’s decision to become self-employed, although in some countries it was
found to play a major role in the decision-making process. 

A 2002 United Nations study72 of women’s entrepreneurship in Eastern Europe
and CIS countries comparing statistical data on the participation of women in
enterprises in countries with unemployment rates found that growth in unem-
ployment was not accompanied by an increase in the participation of women
working on their own account. However, earlier surveys in Poland, Lithuania,
and Ukraine had indicated that the threat of losing a job in the public sector and
awareness of the limited chances of finding a job were important elements in the
decision to set up a business. It was concluded that the “results of these surveys
confirm that self-employment is a significant factor in combating women’s
unemployment”. On the other hand, a 1997 Small Enterprise Economic
Development Foundation study73 in Hungary on women’s entrepreneurial activ-
ities and participation in the labour force found that women’s workforce partic-
ipation declined by 30 per following the advent of market-oriented reforms. A
key factor was a sharp cutback in the public sector, which had previously
employed half of the female working population. However, only 6 per cent of
the women who became entrepreneurs had previously been unemployed. 

Studies in Eastern
Europe and CIS coun-
tries have examined
the influence of weak-
nesses in the labour
market on women’s
decision to become
self-employed.

In the US study, 75
per cent of the entre-
preneurs were “very
satisfied” with their
current situation
when compared to
their previous jobs.
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The number of female students enrolled in tertiary or higher education74

continues to grow, and parity with male students has been achieved or sur-
passed in many countries. These higher levels of education should enable

female graduates to compete for professional and managerial jobs as never
before. But what are the chances that they will find professional and manageri-
al career track jobs that will use their abilities and potential fully when they
finally emerge from academia? Despite this increasingly enabling educational
environment, differences in the nature and quality of tertiary education and
training for females and males continue to pose obstacles for many women dur-
ing recruitment and later in their careers when vying with men for promotion to
professional and managerial positions.

One challenge is that academic choices young women make mean they lack the
relevant educational profile to enter and progress in professional and manageri-
al careers to which they aspire. Statistics reveal that both women and men tend
to choose subjects of study as a result of gender-role socialization by family,
friends and society. They internalize the gender values in a given society or cul-
ture and choose education and jobs that are considered suitable for their sex,
much as boys are given cars and girls dolls. Women traditionally choose caring
professions such as teaching and nursing. If, however, they show an interest in
careers in which few women are working, they may bow to pressure from peers,
parents and teachers not to pursue these fields.

Women also know that employers are influenced by views that tend to classify
jobs as being more “suitable” for women or men, hence women adapt subjects
they study and their choice of profession accordingly. In many countries, efforts
are being made to promote equal opportunity in education; attract more women
students into tertiary education; broaden their educational choices by removing
the inherent stereotyping of girls into “female” subjects; and raise both student
and teacher awareness of educational choices.75

Although women students in tertiary education have begun penetrating non-
conventional areas such as engineering, they are still concentrated in subjects
with relatively weak connections to professional and managerial jobs. Women
students also tend to have weaker aspirations for career advancement than male
students and prioritize academic interest over practical career opportunities, for
example, by studying literature or the arts rather than opting for professional
training.

In some countries, women’s labour force participation might be seen to conflict
with the traditional roles of women as carers, and regardless of their level of
education women may have to prioritize their family responsibilities over
employment. Traditional and cultural factors may also sometimes discourage
women from taking certain types of jobs.76 This tends to restrict their access to
the labour market and consequently influence their academic choices.

WOMEN IN TERTIARY EDUCATION 6
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In  2000-01, women made up half or more of all tertiary education enrol-
ment in 26 of the 35 countries from which data were drawn (see figure
6.3). Although this includes students of all ages, the majority was aged
between 18 and 25. Women university students now outnumber men in
many countries in Latin America, Europe and the Commonwealth of
Independent States (CIS). A 2003 UNESCO report77 on female education
in the Arab States presented the results of a survey78 of education cover-
ing the school year 1999-2000 in 19 countries. Out of the five million stu-
dents enrolled in tertiary level courses in these countries, nearly 40 per
cent were women. However, their participation was markedly less than
that of men in Iraq, Djibouti, Morocco and the Palestinian Autonomous
Territories.

Out of the 38 countries listed in figures 6.1 and 6.2, 15 countries79 had a
higher share of women in professional jobs than in tertiary enrolment.
This anomaly may be due to the fact that some female-dominated profes-
sional jobs, such as nursing, do not necessarily require tertiary education.
It may also account for the fact that women’s share in professional jobs is
generally much higher than that seen in managerial jobs.

The European Union
Data for 2000 show that in the European Union,women students account-
ed for 56 per cent of graduates who obtained their first degree (bache-
lor’s degree or equivalent). This level contrasts with the postgraduate
level, where 54 per cent of students who obtained their master’s degree
were men.80 Female graduates’ preferred fields of study were social sci-
ences, business and law (33 per cent), health and welfare (20 per cent),
humanities and arts (15 per cent) and education (13 per cent). Male grad-
uates’ preferred fields of study were social sciences, business and law (30
per cent), engineering, manufacturing and construction (26 per cent), sci-
ences and computing (16 per cent) and health and welfare (9 per cent).81

In the United Kingdom, women accounted for 55 per cent of undergrad-
uate students.They also achieved better grades than their male counter-
parts. In 2000, 54 per cent of female students obtained the top two grades
compared to 47 per cent of male students82.

Thailand
In Thailand in 2000, women made up 52.9 per cent of public university stu-
dents83.Women were in the majority in studying the humanities, religion
and theology (77.3 per cent), medical science and health studies (71.1 per
cent), education and teacher training (60.1 per cent), social sciences (59.7
per cent), and natural science (51.1 per cent). Their share was small in
engineering (16.3 per cent) and law (28.4 per cent), although it had risen
since 1997 by 8.3 per cent and 0.6 per cent respectively.

Japan
There has also been a steady annual increase in the percentage of women
university students in Japan. In 2002, women made up 38 per cent of stu-
dents studying for bachelor’s, master’s, and doctoral degrees (excluding
two-year junior college students)84 compared with 29.3 per cent of stu-
dents in 1992. Although a two-year junior college education was the pre-
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ferred choice of women university students for many years, they are
increasingly choosing universities over junior colleges. Between 1992 and
2002, women’s university attendance rose by 400,000 and women’s junior
college attendance declined by 250,000. This represents a drop of 23.7 per
cent over the ten year period. In 2002, 98.3 per cent of male tertiary edu-
cation students were at university. Women undergraduates were studying
the humanities (30.2 per cent) and social science (29.3 per cent), while
male students were studying social science (46.1 per cent) and engineer-
ing (27 per cent).Women made up the majority of undergraduates study-
ing home economics (95.1 per cent), health other than medicine and den-
tistry (71 per cent), the arts (69.2 per cent), humanities (67.1 per cent),
and education (59 per cent). The share of women studying agriculture,
health (medicine and dentistry), social science, and science was much
lower at between 25 to 40 per cent.85 Although their share in engineering
had doubled since 1985,86 it was still only 10 per cent.

UNECE countries
According to data87 on 28 countries of UNECE, women students account-
ed for 52.7 per cent of tertiary education enrolment in 2001. A break-
down by subject (and country) shows that the majority of women had
again opted for more traditional “female” subjects such as education (70
to 80 per cent), humanities and health (60 to 70 per cent), social sciences
(50 to 60 per cent), science (40 to 50 per cent), and engineering (20 to 30
per cent).
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Figure 6.1: Women’s share of managerial jobs, professional jobs, and tertiary enrolment, 2000-02
Selected countries using ISCO-1968 classification

Source: UNESCO Institute for Statistics, 2003 Enrolment in tertiary education, ISCED 5&6, by country;
ILO 2003 Yearbook of Labour Statistics, Table 2C
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Figure 6.2: Women’s share of managerial jobs, professional jobs, and tertiary enrolment, 2000-02
Selected countries using ISCO-88 classification

Source: UNESCO Institute for Statistics, 2003 Enrolment in tertiary education, ISCED 5&6, by country;
ILO 2003 Yearbook of Labour Statistics, Table 2C
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Concern is growing in academic circles about the consistent decline in
women’s choice of business as a study area. The Financial Times list of top

45 business schools93 revealed that the average female enrolment in the top ten
business schools in Europe for 2003 was 27 per cent compared with 56.5 per
cent for 200194. In the United States, the share was 25.2 per cent and 51.9 per
cent respectively. 

According to a 2002 study95 of teenagers’ perception of business, only 9 per cent
of girl students compared with 15 per cent of boys anticipated taking up careers
in business. The girls were more interested in “helping others” and “making the

The ICT sector
ICT is a sector where
there is a potential for
women to make
inroads.

Brazil
Statistics88 for Brazil revealed that educational attainment levels and par-
ticipation in the workforce placed middle-upper class women as promis-
ing leaders in the ICT workforce. The share of female tertiary students
was 52 per cent in 1999, with 34 per cent studying natural sciences (which
include computer science, engineering, math, architecture, town planning,
transportation and communications). Specific percentages for computer
science were not available.

El Salvador
In El Salvador the figures were lower, with female students representing 51
per cent of tertiary education enrolments and 28.7 per cent of female stu-
dents studying natural sciences89.

Mexico
In Mexico the shares were 48 per cent and 28.4 per cent respectively90.

Canada and Australia
In Canada and Australia, where one might expect higher enrolment levels,
the share of female students enrolled in computer science courses was
lower. In Canada, 21 per cent of full-time undergraduate students enrolled
in computer science in 2003 were female compared with 79 per cent male
students.91 At most universities in Australia, women made up about 20 per
cent of new enrolments although some were as low as 12 per cent.The
exception to these low rates was among Asian students, who made up 40
per cent of all females studying ICT, which is an interesting finding given
that Asians make up only 4.8 per cent of the population. Factors influenc-
ing Asian girls’ decision to study ICT were thought to be parental encour-
agement, attendance at all-girl schools, and a critical mass of other girls,
usually Asian, to counteract the dominance of boy students in ICT sub-
jects92.

The ICT sector is an area where there is a potential for women to make
inroads, but the data for the number of women studying computer science

are uneven and difficult to interpret. 

Recent data
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world a better place” whilst boys expressed more interest in making money. The
girls did not believe they had the financial and numerical literacy to enter busi-
ness. They perceived business as cutthroat, aggressive, and competitive. They
also thought that it suppressed individualism and creativity. Other possible rea-
sons for girl students’ lack of motivation to enter business may be that in gener-
al schools focus less on careers and more on quality education and encouraging
students to develop their strengths. Also career counselling does not necessari-
ly focus on business, and business as such tends not to have a very good image
among teachers.

Another survey96 of male and female graduates identified key reasons for
women avoiding business school including the following.

In response to this trend, universities and schools of business management have
devised public relations strategies to address not only the declining female
enrolment levels but also the disparity between male and female enrolment. In
the United States for example, the Graduate School of Business at the
University of Chicago97, where women account for only around 30 per cent of
full-time enrolment, held receptions for potential women students around the
country, and recently published a book98 to move emphasis off finance and pro-
file graduates in marketing and e-business. The Goizueta Business School at
Emory University featured a woman on the cover of its catalogues, but the
enrolment rate for women continued to be low. The Cox School of Business at
the Southern Methodist University achieved a 36 per cent share of full-time
women in 2002, but only 28 per cent of the incoming MBA class for 2003 was
female. Stanford University’s female enrolment levels rose to 41 per cent in
2002 from 29 per cent in 1999 but were expected to decline in 2003 to 38 per
cent.

One strategy has been to waive work experience requirements. Both Harvard
University and Stanford University recently began encouraging male and
female students to enrol in business courses immediately after leaving college
with the hope that this would attract a “good percentage of strong women in the
pool of applicants”. Some universities are also creating courses with a female
perspective. In 2003, both the University of Michigan and Harvard University
offered courses taught by groups of high-achieving women entrepreneurs.
Additional ways of tackling the problem include offering scholarships to
women and promoting business education in undergraduate colleges and high
schools.

Small number of female mentors and role models in the business world
and business-school faculties (56 per cent of women and 39 per cent
men).

Incompatibility of careers in business with the need to balance work
and personal lives (47 per cent women and 44 per cent men).

Women’s lack of confidence in their math abilities (45 per cent women
and 19 per cent men).

Lack of encouragement from employers to obtain an MBA - Master of
Business Administration (42 per cent women and 25 per cent men).

Less likely to be motivated by the financial rewards (41 per cent women
and 27 per cent men).

A survey identified
key reasons for
women avoiding busi-
ness school.

Business schools are
devising strategies to
address declining
female enrolment lev-
els but also the dis-
parity between male
and female enrol-
ment.
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Another strategy has been to offer flexible programmes to attract female stu-
dents. In Canada, Schulich School of Business at York University in Toronto
offers maternity leave during courses. On return to university, class schedules
can be tailored to the students’ work and family needs. The school attributes its
above-average share of women MBA students (41 per cent) to this flexible pro-
gramme.

A Canadian business
school attributes its
above-average share
of women MBA stu-
dents (41 per cent) to
its flexible maternity
programme.
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Many women and men “want it all”: a successful career and a happy fam-
ily life. However, finding a balance between paid work and family life is
difficult, especially for women. Women still perform a large share of

household tasks in addition to childrearing. Therefore, they often have to choose
between paid work and family, or they have to prioritize one over another at
some stage during their lives. Men seem to be able to “have it all” more easily,
but traditionally their participation in household tasks is far less than that of
their female partners. 

PERCEPTIONS OF WOMEN AS MANAGERS 7
WANTING IT ALL

Finding a balance
between paid work
and family life is diffi-
cult, especially for
women.

Recent data
A study99 published in 2003 that surveyed around 1,200 female and male

executives in various regions of the world (table 7.1) found that 32 per
cent more women than men delayed marriage or having a family in order
to establish their careers.

A high percentage of male executives (75 per cent) were found to have
partners without full-time jobs.Twelve per cent of the women had decid-
ed not to have children compared with only 1 per cent of men.

Table 7.1: Family life of women and men executives
Source: Families and Work Institute, Catalyst, and the Center for Work and Family in Boston College (2003)

Leaders in Global Economy: A Study of Executive Women and Men

Women Men

Delayed marriage 18% 9%

Currently married 79% 94%

Partner with a full-time job 74% 25%

Delayed having children 35% 12%

Decided not to have children 12% 1%

Having children 65% 90%

Note: 1,192 executives surveyed: women 52%, men 48%. They lived in North America (62%), Asia-Pacific exclud-
ing Australia and New Zealand (11%), Latin America (7%), and other regions (4%).

When both partners had a job, the man’s career tended to take prior-
ity because he was more likely to be able to continue to work without
a break and maintain the same level of hours of work and mobility. Men
were, therefore, promoted faster and earned more than their female
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partners.Women were more likely to be away from the job or to adjust
working time in response to family responsibilities at some stage in their
careers, and therefore tended to be behind men in career advancement.
Equal career development and participation in household tasks were fur-
ther complicated by relocation and the frequent travelling requirements
of either partner’s job.

The trade-off women have to make between their career and family is
reflected in the survey results, which show that 19 per cent of men and
9 per cent of women wanted to be on senior management committees.
More women (34 per cent) than men (21 per cent) replied that they had
reduced their career aspirations for their personal and family lives.

According to a 2001 survey100 in Canada of 1,200 executives, 350
women executives (47 per cent) had considered leaving their jobs to find
a better balance between paid work and family.The survey showed that
when considering taking up a new job, 63 per cent of female executives
with children either admitted that the more important consideration
was the impact the job would have on their personal and family lives (45
per cent) or they weighed this factor equally with the career opportuni-
ty itself (18 per cent). By comparison, 45 per cent of the women with-
out children held the same view (34 per cent and 11 per cent respec-
tively).This suggests that employers setting up work-life balance policies
should also take into consideration the needs of women without chil-
dren. The survey showed that both men and women executives who
place similar importance on work and personal and family lives felt more
successful and less stressed.

Finding a balance between work and family is clearly a problem for women
worldwide although it can be exacerbated in more family-oriented cultures
where women are expected to take care of their homes, husbands, children, etc.
and men are expected to provide the money for the whole structure. There are
still very differentiated roles for both, according to many.

An informal survey101 of women executives in Latin America showed that when
women started having children, many of them began negotiating time off and
flexible work schedules instead of wage increases and promotions. They even
left the workforce altogether. On the other hand, it was argued that the focus on
family in Latin American countries ensured the availability of childcare facili-
tates, which helped women who wanted to stay in the workforce find ways of
adapting their working schedules. It was also noted that women’s decisions on
prioritizing work and home were made on the way up the corporate ladder, so
that by the time they reached senior management level they had already found
ways of balancing work and home. 

Women are not alone in wanting it all. An article in Working Mother102 drew
attention to the fact that young men in the United States had begun putting fam-
ily ahead of work and believed that “parenting is fifty-fifty, not just a woman’s
job”. It suggested that when more men took advantage of family-friendly prac-
tices such as parental leave and shortened working hours, work would become
more flexible and result-oriented, which would benefit both men and women.
Also, women would cease to be discriminated against for taking parental leave
or for working part-time. The article concluded “as long as work/life issues are
regarded as only women’s issues, there’s a limit on how much progress women
can make”.

According to Working
Mother, “as long as
work/life issues are
regarded as only
women’s issues,
there’s a limit on how
much progress
women can make”.
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Decisions to sacrifice home life for work are not the prerogative of women –
men have to make them as well. The obstacles faced by male managers who
want to participate more actively in family life include the long working hours
and travelling, as well as the persistent perception that family should not
impinge on work. Also, even though paternity leave may be available to men,
they may be reluctant to take it because of work responsibilities and because of
some employers’ perceptions that they are less committed to work, which may
lead to their being overlooked for promotion or, in the event of restructuring or
downsizing, to losing their job.

Nevertheless, men do have much greater flexibility in deciding if and when
they involve themselves more in family and parenting. Women, on the other
hand, are tied to their biological clocks.

A recent survey103 of executive women in the United States demonstrat-
ed how for many women, the demands inherent in building careers
resulted in their waiting too late in life to have children.Therefore moth-
erhood does not just bring about a high economic penalty. It forces some
women who want careers to forgo having children, and those who want
children to sacrifice promising careers. Out of the women who had given
up their careers to devote time to families, 66 per cent wanted to return
to full-time work. Employers were addressing the problem in a fragment-
ed way: 12 per cent offered paid parenting leave and 31 per cent job shar-
ing, 6 to 9 per cent offered staggered working hours, and 48 per cent
offered working from home.

The respondents listed a number of policy options for achieving a more
acceptable balance between their careers and family lives.

Three months’ paid leave for child care until the child attained adult-
hood.

The elimination of retirement plan penalties for career interruption.

Up to three years unpaid leave of absence from work with a guaran-
tee of a job on return to work.

Reduced working hours that did not penalize promotion prospects.

An “active retirement” option whereby women who no longer
worked could stay “in the loop” as consultants, and the company would
continue to pay their dues and certification fees so that they could
maintain professional standing.

The study pointed to the fact that companies supporting family-friendly
policies would be more likely to retain professional women than compa-
nies that did not. However, before they could be effective, the general
belief that women who took advantage of such policies were not serious
candidates for promotion would need to be eliminated from corporate
culture.

Recent data
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Some employers’ lack of action to promote and retain women managers is
reflected in women managers’ view of the barriers to their career develop-
ment. 

BARRIERS

A 2003 Catalyst study104 of women corporate leadership in the United
States compared the experiences and perceptions of women at the vice
president level or above in Fortune 1000 companies with those held in
1996. It was found that many businesses had not yet adopted policies to
promote women to leadership jobs and that the barriers had not changed.

The women cited the following.

Lack of management or line experience.

Lack of mentoring and role models for women at the highest levels.

Exclusion from informal networks and channels of communication
where important information on organizational politics and decision
making is shared.

Stereotyping and preconceptions of women’s roles and abilities, com-
mitment and leadership style.

Lack of flexibility in work schedules.

Lack of career and succession planning.

Counterproductive behaviour of male co-workers including taking
credit for women’s contributions.

Sexual harassment.

Attributing women’s successes to tokenism.

Also perceptions about women’s ability to take on international responsi-
bilities and their willingness to accept them were considered key obstacles
to their being selected for international executive jobs. Survey respon-
dents believed that women were not as “internationally mobile” as men,
yet 80 per cent of women expatriates had never turned down relocation
compared to 71 per cent of men105.

Another survey106 in 2002 focusing on the reasons women executives left
their jobs revealed that 39 per cent of respondents ranked corporate cul-
ture as the primary reason for leaving.They had not been satisfied with the
management style and had felt they were not valued.This was followed by
their desire for a more balanced life with flexible working hours (31 per
cent), a lack of career planning policies (13 per cent), and their need for a
new challenge (11 per cent).

Recent data

The extent to which women want senior leadership jobs must also play a role in
the way women are perceived by their employers. Interviews107 with eight
women in top jobs in business, academia and government in the United States by
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Fortune in 2003 found a certain amount of ambivalence towards their jobs.
Some admitted that they had neither actively planned their career development
nor sought promotion, and when they had been offered promotion they had
hesitated before accepting or had turned it down when they thought it would
conflict with their quality of life. Whilst they obviously appreciated the power
inherent in the jobs, power as such was not the reason for accepting top exec-
utive positions but rather the perception that they could do something more
worthwhile.

Family responsibilities had played a major role in whether or not the women
had accepted the jobs. Some of them had delayed accepting them until their
children were older; others had been able to accept them because their hus-
bands had stayed at home. One third of the Fortune 50 most powerful
women108 had husbands who stayed at home in 2002. Some of these influential
women had even resigned in order to prioritize the family.

A Fortune interview
reveals that family
responsibilities
played a major role in
whether or not
women had accepted
senior leadership
jobs.

The impact of corporate culture

Corporate culture is a fundamental reason for women’s absence from man-
agement and leadership positions.

Corporate culture is a
fundamental reason
for women’s absence
from management
and leadership posi-
tions.

Mauritius
This fact is succinctly highlighted in a 2003 report on a survey109 in
Mauritius of 1,753 organizations representing both the private and the
public sectors110, which showed that whilst employers appreciated some
of the problems, very little was being done to address them. Only 16.6 per
cent of all managers were female. An analysis of the findings showed that
CEOs said the following.

Sexual harassment was a major workplace problem (51 per cent).

Women’s exclusion from high-profile training programmes represent-
ed a major problem (38.8 per cent), but over 39 per cent felt this was a
non-issue.

Difficulty with child care arrangements was a major workplace issue
(19.7 per cent).

Positive action was very important and responsibility for pushing for
changes should be shared by management (69 per cent).

It was very important or at least important that the business sector
should be directly involved in positive, voluntary action in support of
women’s progress into management (87.5 per cent).

Provision of equal employment opportunity legislation would not be
adequate in meeting this objective, and the administration of such laws
was important (70.6 per cent).

They had never actively promoted the need to recruit and retain capa-
ble and high-potential women at management level (69.7 per cent).

Recent data
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An organizational policy on equal opportunity in recruitment, training
and promotion (71 per cent) had been implemented.

They were not ready to consider the implementation of a sexual
harassment policy (26 per cent).

They might consider a sexual harassment policy in the future (32 per
cent).

Almost half of the CEOs said they were not ready to consider parental
leave policies. Most organizations were also found to be unwilling to con-
sider such issues as child care facilities, flexible working hours, part-time
work, and career breaks, all of which are known to enable women (and
increasingly, men) with young children to have a better balance between
work and family responsibilities. Most respondents rated “masculine”
attributes higher than “feminine” traits as elements of managerial effective-
ness. Aggressiveness, authoritativeness, and a high degree of assertiveness
were considered more important than the more “female” characteristics
of supportiveness, caring, intuitiveness, and a collaborative and participato-
ry style of management.

Japan
The 2002 survey in Japan111 of 6,700 companies mentioned in Section 3
revealed that the reasons for not promoting women as rapidly as male col-
leagues with the same qualifications were based on perceptions of
women’s commitment to work.

Women tend to be in jobs that do not lead to management positions:
54.1 per cent of the responding companies agreed.

Women tend to leave the company before acquiring the experience
and skills required for promotion: 33.9 per cent.

The company happens to have few women who are capable of mana-
gerial jobs: 28.4 per cent.

Women are not usually prepared to go on business trips or to be trans-
ferred, which are prerequisites to managerial jobs: 21 per cent.

Women do not necessarily want promotion: they prefer jobs with less
responsibility to balance work with their lives outside the office: 19.7 per
cent.

Workers with family responsibilities are not suitable for managerial
jobs: 4.5 per cent.

The first of the reasons given above for not promoting women describes
the “sticky floor” that women tend to encounter during their careers.
Traditionally, Japanese companies have used a two-track system for
recruiting graduates. In general, men are assigned to managerial tracks and
women to clerical tracks, so that when recruited men have more respon-
sible jobs and more possibility for promotion. Female graduates are
employed almost exclusively to assist male colleagues with comparable
qualifications. Once the women are employed as support staff, the possi-
bilities for upward mobility are very limited. Additionally, when women are
in the same position as men in the same section, the men tend to be allo-
cated more important customers or projects.
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Another obstacle to women’s promotion to managerial positions is that
they are more often found in “less strategic” departments than men, such
as human resources and finance, and not in departments where there is
a direct career track, such as in product development or planning. This
obstructs women from obtaining business skills and experience in the
middle- and long-term, and puts them at a disadvantage when competing
with men for managerial positions.This practice is widespread and until
there is a genuine will to change corporate culture and implement equal
opportunity policies, increases in women’s share of management posi-
tions will continue to stall.

The second reason cited in the above survey referring to women leaving
their jobs prematurely reflects women’s disappointment in career devel-
opment opportunities in their workplaces. The reasons given above for
employers not promoting women are predicated on the conviction that
family responsibilities and managerial jobs are incompatible.

Switzerland
The fact that female managers’ capabilities are perceived differently com-
pared to male counterparts’ capabilities was mirrored in a 2001 study112

of women managers undertaken in Switzerland. Many of the respondents
thought they had to work harder than male colleagues to produce the
best output, while men were promoted as long as they maintained an
average performance.

China
In China, women’s labour force participation is strong at 46.6 per cent of
the total workforce. Quota requirements assure women’s participation in
managerial and professional jobs in state-owned enterprises and in gov-
ernmental offices. They make up 34 per cent of the total number of
administrators and managers in government offices at different levels,
state-owned entities and enterprises, and professional research institutes.
However, a survey of attitudes towards women as managers revealed that
barriers relating to women’s traditional family responsibilities are difficult
to dismantle. A majority of the female respondents held neutral attitudes
toward women as managers (62.5 per cent) whilst 29.2 per cent held
positive attitudes. Approximately 58.7 per cent of male respondents held
unfavourable attitudes towards women as managers, whilst 41.3 per cent
held neutral views113. None of the males surveyed responded that they
supported women as managers.This suggests that without the cushion of
secure jobs in state-owned enterprises, women may find it increasingly
difficult to compete with male counterparts in the more competitive
environment of a market economy.

The United Kingdom
Contrasting with this rather bleak outlook, there is some evidence of a
positive shift in employers’ and employees’ attitudes towards women as
managers.

A recent study in the public sector of 2,000 National Health Service
(NHS) employees in the United Kingdom investigating leadership from
employees’ viewpoints revealed that the best leaders take on a
“servant/partner” role as opposed to a “heroic” role. Respondents said
that women were more effective than men in displaying the “servant/part-

Surveys in Japan and
Switzerland reveal
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compared to those of
male counterparts.

In China, a survey of
attitudes towards
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revealed that barriers
relating to women’s
traditional family
responsibilities are
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ner” style of leadership. Surprisingly, male middle managers rated women
as much more effective than men on 13 out of 14 leadership traits. Female
middle managers rated women higher than men on nine areas. However,
not one male senior manager rated women higher on any of the traits and
female senior managers rated women higher on just one trait114.
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Over the years, there have been serious efforts at national and internation-
al levels to address the issue of gender equality in the world of work.
However, much more still has to be done. Sex-based discrimination vio-

lates fundamental principles and rights at work, human rights and social justice.
It weakens economic growth and the optimal functioning of enterprise and
labour markets. This has been recognized by the international community,
which is calling for gender equality to be integrated into development and
poverty reduction initiatives. The ILO has an incontestable contribution to make
in the attainment of these objectives.

ILO’s programme of work for 2004-2005 addresses a number of high-priority
gender issues under four strategic objectives covering rights at work, employ-
ment, social protection and social dialogue. Gender analysis and strategies to
address gender-based inequalities are essential in achieving these objectives. 

The ILO is committed to strengthening the capacities of its tripartite constituents
- governments and employers’ and workers’ organizations - to take effective pol-
icy and institutional measures to mainstream gender in order to promote gender
equality at national, sub-regional and regional levels. This action does not
directly address the phenomenon of the glass ceiling (vertical occupational seg-
regation) and glass walls (horizontal occupational segregation) encountered by
women. It does tackle the fundamental problems hampering their access to jobs
with managerial potential by promoting activities at the workplace to eliminate
sex discrimination in recruitment, selection, training, appraisals, remuneration
and promotion.

For the first time, gender equality has been adopted as one of several key shared
policy objectives of the ILO, which strengthens its integrated approach to equal-
ity issues in the world of work. The policy objective on gender equality is
designed to build a solid knowledge base on gender issues through systematic
collection and analysis of data disaggregated by sex. The objective states: “ILO
constituents take positive action to increase gender equality in the world of
work”.

ILO ACTION 8
Gender-based discrim-
ination violates funda-
mental principles and
rights at work, human
rights and social 
justice.

The ILO is committed
to strengthening the
capacities of its tripar-
tite constituents to
take effective policy
and institutional meas-
ures to mainstream
gender in order to pro-
mote gender equality. 

For the first time, gen-
der equality has been
adopted as one of sev-
eral key shared policy
objectives of the ILO.Two indicators have been identified to measure and monitor the

progress of ILO tripartite constituents – governments and employers’
and workers’ organizations - in:

making positive changes to their policies, legislation, programmes or
institutions aimed at bringing about significant improvements in equality
between women and men in the world of work; and

promoting the representation of women at decision-making levels to
attain a balance in the participation of men and women including in ILO
governance institutions, meetings and training activities.
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ILO action to promote gender equality includes:

Campaigning for the ratification of the fundamental Conventions deal-
ing with equality at work by providing technical support to constituents
in identifying national priority gender issues, awareness raising and capac-
ity building, advisory services and technical cooperation projects, net-
working, and training and workshops on gender equality for govern-
ments, employers’ and workers’organizations and NGOs115; and

measuring constituents’ progress in promoting the representation of
women at decision-making levels by developing statistical indicators and
tools to establish baseline data and by analyzing trends in participation
rates.

INTERNATIONAL LABOUR STANDARDS

International labour standard setting is a role unique to the ILO. Each ILO
Convention is a legal instrument. Once a government has ratified a Convention
and it has come into force, the Member State is obliged to bring its national law

and practice into conformity with the provisions of the Convention, and to report
periodically to the ILO on its application in both the law and in practice.

The Conventions that aim to promote gender equality in the world of work
form the basis of all other ILO activities promoting gender equality in
employment.The four key equality Conventions are the Equal Remuneration
Convention, 1951 (No. 100), Discrimination (Employment and Occupation)
Convention, 1958 (No. 111), Workers with Family Responsibilities
Convention, 1981 (No. 156), and Maternity Protection Convention 2000
(No. 183).

Equal Remuneration Convention, 1951 (No.100) “calls for equal pay for
men and women for work of equal value”116. The difficulty lies in deciding
and comparing the “value” of work. This review has shown how women and
men are usually concentrated in different occupations, both vertically and
horizontally, across sectors and in the same workplace. Therefore, there is
not always a comparable number of both sexes in the same occupation and
it is not always possible to compare a female-dominated occupation with a
male- dominated occupation.

Discrimination (Employment and Occupation) Convention, 1958 (No.111)
“calls for a national policy to eliminate discrimination in access to employ-
ment, training and working conditions, on ground of race, colour, sex, religion,
political opinion, national extraction or social origin and to promote equality
of opportunity and treatment.” And “member States having ratified this
Convention undertake to repeal any statutory provisions and modify any
administrative instructions or practices which are inconsistent with this pol-
icy, and to enact legislation and promote educational programmes which

Key ILO Conventions
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favour its acceptance and implementation in co-operation with employ-
ers’ and workers’ organizations. This policy shall be pursued and
observed in respect of employment under the direct control of a nation-
al authority, and of vocational guidance and training, and placement serv-
ices under the direction of such an authority”117.

Other ILO Conventions concerned with women workers are:

Workers with Family Responsibilities Convention, 1981 (No. 156)
which “applies to men and women workers with responsibilities for
members of their immediate family where those responsibilities restrict
their possibilities of preparing for, entering, participating in or advancing
in economic activities” and 

Maternity Protection Convention, 2000 (No. 183)118.

The ILO promotes the ratification of these Conventions by selecting countries
for targeted promotional and advocacy work; undertaking policy-oriented stud-
ies on work and family issues; providing technical support and advice to con-
stituents in the design and implementation of national plans of action and in the
drawing up of national legislation; and by campaigning with its partners to
improve working conditions and extend maternity protection in the informal
economy.

RAISING AWARENESS/CAPACITY BUILDING ON
GENDER EQUALITY FOR CONSTITUENTS

ILO action to promote positive changes in constituents’ policies, legislation,
programmes or institutions aims to bring about significant improvement in
gender equality. This includes building the capacity of governments,

employers’ organizations, and workers’ organizations to prepare seminars and
workshops to raise awareness and conduct training on gender issues, so that
constituents can plan and implement specific activities to promote gender
equality and incorporate a gender perspective in all other activities (gender
mainstreaming). 

INCREASING EMPLOYABILITY OF WOMEN 
WORKERS/ENTREPRENEURSHIP DEVELOPMENT

Sufficient education and vocational skills are necessary conditions for
women’s attainment of professional and managerial jobs. ILO has been car-
rying out vocational training programmes that incorporate gender concerns.

Some target women only whilst others target groups of men and women. The
projects aim to broaden the skill base of women workers to enable them to even-
tually obtain professional and managerial jobs, and to help them to break down
the barriers causing vertical and horizontal occupational segregation by sex.
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Parallel to this work, ILO is undertaking women’s entrepreneurship development
activities which include entrepreneurship skills training, training of trainers for
staff of partner organizations, and policy and advocacy work. By improving
women entrepreneurs’ business skills and access to resources, the ILO is also
helping to expand their income opportunities.

Remuneration and balancing work and family responsibilities are important
issues for all women in the world of work, and gender equality concerns now
influence many social protection programmes. A key component of the ILO’s
programme on wages and incomes is the promotion of equal pay for work of
equal value to encourage policies that redress the gaps in men’s and women’s
earnings. 

Work on maternity protection, reconciling work and family, and working hours
has highlighted the specific requirements of women and men in the workforce
and the need to adopt appropriate measures with respect to work arrangements
and schedules. Technical cooperation projects are underway to extend social
insurance to cover maternity benefits to both insured working women and the
wives of insured working men.

By improving women
entrepreneurs’ busi-
ness skills and access
to resources, the ILO
is also helping to
expand their income
opportunities.

STRENGTHENING CAPACITY IN THE ILO

ILO Gender Audits, first introduced and implemented in 2001, have proved to be
an innovative and effective approach to organizational learning on gender main-
streaming. Gender audits of selected headquarters work units and field offices

have provided valuable information and have shown steady progress on gender
mainstreaming in knowledge development and operational activities across the
Organization. 

The ILO has also achieved recognition as a leader within the UN system on main-
streaming gender in programme and budget processes, and has received requests
from other agencies to conduct gender audit facilitation training. 

The existence and input of a strong network of gender specialists, focal points and
audit facilitators in field offices, at headquarters and at the ILO International
Training Centre in Turin, Italy, enriches the substantive work of gender mainstream-
ing by contributing to more coherent design and to improved coordination in the
implementation of a broad range of activities. Furthermore, senior and line manage-
ment support for gender mainstreaming has had a notable impact on its practical
application, as evidenced by the gender audits.

ILO Gender Audits
have proved to be an
innovative and effec-
tive approach to orga-
nizational learning on
gender mainstream-
ing.

Senior and line man-
agement support for
gender mainstreaming
has had a notable
impact on its practical
application, as evi-
denced by the gender
audits.

Gender audits
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CONCLUSIONS 9
Occupational sex segregation

Over the past three years, women have made marginal gains in their share
of professional and managerial positions. 

The slow pace of progress still appears to be mainly attributable to vertical and
horizontal occupational segregation propagated by firmly-entrenched myths

and attitudes about women’s ability to perform on a par with male counterparts,
and to their presumed lack of commitment to paid work. 

Sex stereotyping

Another factor hindering women’s progression in the workplace hierarchy con-
cerns the traditional sex stereotyping of women as passive and timid, which

is at odds with stereotypes of leadership where the indispensable qualities for
success are seen as predominantly “male” attitudes (aggression, competitiveness,
decisiveness and forcefulness). These stereotypes are formed through observa-
tion of successful role models, who have historically been men. However, there
is evidence that whatever are often perceived as “female” attributes (integrity,
diligence, cooperativeness and sincerity) are increasingly viewed as qualities that
can enhance an organization’s image.

Corporate culture

From women’s perspective, corporate culture restricting their career develop-
ment, particularly the lack of family-friendly policies at the workplace, often

obliges them to prioritize their family life over paid work. This has important
ramifications for their careers, particularly for those who opt to work part-time
as they may be overlooked for promotion even when they return to full-time
work. What is perceived as “defection” of women executives at a time when they
are most useful to their employers seems an unnecessary waste of valuable
human resources.

However, previously inflexible organizational structures appear to be giving way
to a less discriminatory view of women in the workplace. Organizations’ increas-
ing appreciation of the comparative advantage of having a better balance of
women and men in management is reflected in the steps they are taking to retain
valuable and qualified staff. 

Diversity management
Employers are increasingly committing to diversity management programmes

that include a range of family-friendly plans to enable both male and female
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Not surprisingly, the gaps in earnings between women and men remain virtual-
ly unchanged and, as we have seen in the example of the United States, are

widening in some sectors. Women managers consistently earn less than male
counterparts. The pay gaps are due to a variety reasons including women’s need
for work flexibility to meet family responsibilities, occupational sex segregation,
lower educational levels, and retreating from the workforce which slows down
their earning power. 

However, the reason women at senior management levels earn less than male
counterparts is not clear. It may partly be explained by age and seniority differ-
ences between women and men senior managers: women senior managers tend to
be younger than men senior managers and thus hold less important positions,
which impacts on their remuneration level. Nevertheless, more specific data need
to be collected on the extent and causes of this partiality.

employees to achieve a better equilibrium between their work and personal
lives. If the precept of diversity management is inculcated into all levels of the
workplace bureaucracy, women may finally attain parity with men at work in
the diversity of the workforce. Women will be genuinely appreciated as impor-
tant members of the workplace with attributes that complement those of their
male counterparts. However, the success of diversity management programmes
requires the unwavering support and commitment of management at all levels
of an organization; as yet there is limited evidence of its efficacy as a manage-
ment tool in eliminating workplace discrimination.

The use of quotas to ensure female representation in politics is contentious.
They tend to keep women locked into a gender social order, whereas the cru-

cial issue is to have balanced representation so that politics can benefit equally
from both men and women’s special attributes. However in the short term it is
clear that in some parliamentary systems, quotas are the most efficient way of
guaranteeing women’s increased representation in the political arena. But quotas
are not the only answer and should be part of a package designed to attract
women candidates.

Quotas

Earnings gaps
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DEFINITION OF TERMS 10

Professional workers

As the 2001 edition of Breaking Through the Glass Ceiling: Women in
Management explains, different nations, surveys and studies use different
classifications of managers and professional workers, which makes inter-

national comparisons difficult. For example, “managers” usually means workers
who head work units that vary in size and position in the hierarchy (companies,
departments, sections, etc.), supervise subordinates, and are responsible for the
units’ performance. However, workers who do not have these functions are also
often called managers, such as financial managers and customer relations man-
agers. They “manage” (handle) financial or customer relations matters, but they
do not head or supervise the work units. These types of workers might also be
defined as “managers” in some surveys.

In the ILO’s Yearbook of Labour Statistics published in 2003, nations use either
ISCO-88 or ISCO-1968 classification. It is, therefore, not technically correct to
compare data of countries using these two different classifications. The defini-
tions of some terms used in this paper are listed below.

International Standard Classification of Occupations
ISCO-88 Major Group 2: Professionals
Physical, mathematical and engineering science professionals (physicists,
chemists and related professionals; mathematicians, statisticians and relat-
ed professionals; computing professionals; architects, engineers and related
professionals); life science and health professionals (life science profession-
als; health professionals (except nursing); nursing and midwifery profes-
sionals); teaching professionals (college, university and higher education
teaching professionals; secondary education teaching professionals; pri-
mary and pre-primary education teaching professionals; special education
teaching professionals; other teaching professionals); other professionals
(business professionals; legal professionals; archivists, librarians and related
information professionals; social science and related professionals; writers
and creative or performing artists; religious professionals).

ISCO-1968 Major Group 0/1: Professional, technical and related work-
ers
Physical scientists and related technicians; architects, engineers and related
technicians; aircraft and ship’s officers; life scientists and related techni-
cians; medical, dental, veterinary and related workers; statisticians, mathe-
maticians, systems analysts and related technicians; economists; account-
ants; jurists; teachers; workers in religion; authors, journalists and related
writers; sculptors, painters, photographers and related creative artists;
composers and performing artists; athletes, sportspersons and related
workers; professional, technical and related workers not elsewhere classi-
fied.
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This includes Level 5 and Level 6 of International Standard
Classification of Education (ISCED) 1997. 

ISCED Level 5 is the first stage of tertiary education (not leading directly
to an advanced research qualification) that requires successful completion
of ISCED level 3 for entrance. It is divided into long programmes (usually
four years or more) that are “more theoretical and can lead to advanced
research programme or a profession with high skills requirements” and
award Bachelor’s degree, and short programmes (less than three years)
that are “more practically oriented”.

Managers
ISCO-88 Major Group 1: Legislators, senior officials and managers
Legislators and senior officials (legislators, senior government officials, tra-
ditional chiefs and heads of villages, senior officials of special-interest or
organizations); corporate managers (directors and chief executives, pro-
duction and operations department managers, other department man-
agers) including persons who manage enterprises requiring a total of three
or more managers; general managers including persons who manage enter-
prises on their own behalf, or on behalf of the proprietor, with some non-
managerial help and assistance of no more than one other manager.

ISCO-1968 Major Group 2: Administrative and managerial workers
Legislative officials and government administrators; managers.

Self-employment

Tertiary education

This includes Group 2 “Employers” and Group 3 “Own-account work-
ers” of International Classification by Status in Employment (ISCE-93).

Group 2 “Employers”: workers who, working on their own account or
with one or a few partners, hold the type of job defined as a “self-employ-
ment job” and in this capacity, on a continuous basis have engaged one or
more persons to work for them in their business as employees.

Group 3 “Own account workers”: workers who, working on their own
account with one or more partners, hold the type of job defined as a “self-
employment job” and have not engaged on a continuous basis any
“employees”.

“Self-employment jobs”: jobs where the remuneration is directly
dependent upon the profits derived from the goods and services pro-
duced.

Source: ILO (2003) Yearbook of Labour Statistics

62



ISCED Level 6 is the second stage of tertiary education (leading to an
advanced research qualification).

This includes Level 2 and Level 3 of International Standard
Classification of Education (ISCED) 1997.

ISCED Level 2 is the lower secondary or second stage of basic education
that aims “to lay the foundation for lifelong learning and human develop-
ment”. The end of this level is after some nine years of schooling since the
beginning of primary education and “often coincides with the end of com-
pulsory education”.

ISCED Level 3 is upper secondary education that “begins at the end of full-
time compulsory education” and “the entrance age is typically 15 or 16
years.”

Source: UNESCO (1997) International Standard Classification of Education (ISCED)

Secondary education
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