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Preface 
!!Warning!! This thesis has been written by a woman, however all statistics and conclusions have been based on pure facts only.

This thesis has given me the opportunity to put all my ideas and thoughts, which have been on my mind for quite some time, on paper. During my study I never questioned the position of women in today’s society.  For me, men and women were equal within the field of education and profession. The facts however show statistics that were surprisingly unequal for women compared to men. This got me thinking about the subject of Gender Equality.

My interest for this subject really started to grow in Cologne, where I studied for 5 months during my exchange period of the School of European Studies. I took a course named Sozialpsychologie der Geschlechterverhältnisse, given by a very nice teacher Prof. Dr. Scheffler. During the course I really began to question the position of women in today’s society and the inequalities woman still have to face. This resulted in my thesis on which I’m very proud. 

I want to start with thanking Mrs Scheffler for her interesting and eye-opening lectures. Furthermore I want to thank everyone who was so kind to help me with my field research, by filling in my survey. These opinions provided me with a better view on how working women and men think. 

Last but not least I also want to thank Mr Pluis who guided me during my research for this thesis. He has given me a positive feeling about my thesis from the very beginning until the end.

I hope that everyone who reads this thesis gets a better understanding of the [image: image1.png]\\ N\
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position of women at work nowadays. I now realize that the battle of equality for women at work is not over yet and perhaps will never end. It should however never be a reason to stop addressing the Gender Equality issues within the EU and its Member States.

Vaals,  20 December 2007
Executive Summary 
Within the institutions of the European Union and its Member States the term Gender Equality has become an important term throughout the years. Ever since the establishment of the European Union several laws and policies were adopted to safeguard the principle of Gender Equality. However, the term may be well now amongst the institution within the European Union, many citizens within the EU Member States are often not aware of the term Gender Equality. They have heard of it but do not really know what it stands for. 

This thesis wants to emphasize the importance of Gender Equality for European Citizens, mostly because of the fact that Gender Equality often does not exist. Many women still face several thresholds within the labour market. Four of these thresholds will be highlighted during this thesis in order to answer the main question of this thesis, namely;

· the typically female and male orientated working sectors

· the gender pay gap

· part-time work  

· child care

The central question of this thesis is as followed:

Are the Netherlands different from Germany in respect to Gender Equality at work?

The gathered information will consist out of desk research concerning the several issues discussed in this thesis. It also includes results of a field research done in accordance with Gender Equality at work. The field research consists out of a number of surveys handed to employees of organisation in both The Netherlands and Germany.

Like already mentioned before, this thesis will discuss several issues including the four thresholds that will make it possible to answer the central question.

First of all it is interesting to start at the very beginning of the term Gender Equality for each of the two Member States. The Netherlands have a clear division of the so called “three waves of emancipation”. Germany’s history of Gender Equality went by gradually with the same peaks as The Netherlands, like the freedom of voting. The history of The Netherlands and Germany differs slightly, but shows no significant differences that have been crucial for the development of Gender Equality until now.

Another important item is the legislation concerning Gender Equality. The European Union has adopted several laws and directives concerning Gender Equality in general and at work. Amongst them is also Article 141 which prohibits different treatment by gender at the workplace and a ban on difference in payment between men and women for the same work.

Both The Netherlands and Germany have laws on Gender Equality in general, on gender pay equity, and part-time work. The child care issue could also be an important solution for women to combine both working and family life. Yet the EU did not promote it until a few years ago. Both Member States, also neglected the issue, although they now both have laws that financially support child care. Nowadays the issue is becoming more important every year and is enlisted within policies concerning women at work more often.

Most important for this thesis are the recent incidents and statistics concerning Gender Equality at work. The first threshold women have to face within working life is the division of both female and male orientated job sectors. The role of women in the paid-employment sector changed greatly during the last decades of the last century. However, gender inequality within the occupational sector still remains a global phenomenon. Men and women continue being segregated info different areas of work, the so called horizontal segregation and at different levels, vertical segregation. Within both Member States females mostly still tend to choose the jobs within the female orientated sectors that receive lower payment than the jobs within the men orientated sectors. Females mainly end up in the health -and social sector, whereas men are mainly concentrated in heavy construction sectors.

Secondly the gender pay gaps within the labour market are still a huge obstacle for women. They are still in a disadvantaged and unequal position when it comes to equal pay for equal work. There are still gender pay gaps within both Member States despite of their laws and directives regarding the issue. The differences between men’s and women’s average gross hourly earnings as a percentage of men’s average gross hourly earnings show that; 

· The Netherlands still have a gender pay gap of 18%.

· Germany however has an even higher percentage; their gender pay gap is 22%.

Thirdly, studies have shown that more women join the workforce and work longer before having children and the figures of women who return to work afterwards are also increasing. However a lot of women still choose, or are forced to choose, part-time work after they have had children. The item of part-time work within both countries shows some interesting outcomes;
· A lot has changed during the last 40 years of the Dutch emancipation policy. Women have 

started working in great numbers during the last century, but usually in part-time jobs. Due to this women do not earn enough to become economically independent. The Netherlands has the highest share, not only compared with Germany but within the whole EU, of almost 75% female part-time workers in 2007.

· Germanys share is a lot less with approximately 46% female part-time workers in 2007.

The most important reason for the lower share within Germany could be explained by the still existing traditional view on family life. When women have to make the choice between either pursuing their career or start a family, they mostly choose one of the two, instead of combining the two options by working part-time and take care of the children. 
Part-time work does not have to be negative for women in all cases; however women can not be economically independent when working part-time. Nowadays many women still face the choice of pursuing a career or starting a family life with the consequence that they have to cut back on working hours, and go work part-time, or completely stop working. 

One item that could partly decrease the high share of women that work part-time is the provision of good child care within the Member States. Child care is still an issue that did not get a lot of attention from the European Union and both Member States. However, it has become a more important issue over the last years within several Gender Equality policies which concentrate on working women and combining working and family life. Both Member States deal with child care issue as followed;

· The Netherlands are aware of the fact that child care can be a good help for couples who

want to start a family and work at the same time. It can help mainly women to continue working, not only part-time but also full-time. 

· Germany is still very traditional in many aspects concerning family policy. Society still 
prefers two-parent families and the mother staying at home with the kids instead of working. The focus of the family policy programs is to encourage mothers to stay at home instead of returning to the workplace.
Field research

As already mention at the beginning, the central question is backed up by some field research results. The main reason was to search for differences, between employees (female and male) within organisations of both The Netherlands and Germany, concerning the way they deal with the several threshold of Gender Equality at work. The survey was handed to a female and male employee, to see if both genders answered differently. The survey also wanted to point out eventual differences in the way Dutch employees deal with Gender Equality in comparison with German employees. However, the results of the survey concerning the last difference are not confirmed. The survey could verify that there is indeed a difference in how female employees deal with thresholds of Gender Equality at work compared with men. This difference occurred within the issue of part-time work. The questioned female confirmed that it was not an option to continue to work full-time after having children. Both partners did consult the fact of who kept on working full-time, but in all cases it were the men who continued working, mainly because their job provided more salary for the family. The last questions dealt with child care showed that there is indeed a need for child care, but most parents still feel uncomfortable leaving there child in a child care facility all day. The most useful comment that was made by one employer concerning the approach of both countries in respect to Gender Equality at work she stated that; “within The Netherlands the idea of working mothers is more respected than in Germany. There you still see the traditional role model of the family, namely the mother who takes care of the children the first years and the father who provides the income. When the man would want to take over the role of the caretaker the first year, this would not be understood by most of his colleagues.”

At the end of this thesis the main question can be answered due to the prior extensive examination that preceded this thesis. All the key items are discussed and show differences in both legislation and statistics. The summary will end with the shortest answer possible on the main question, namely yes; there are indeed differences between The Netherlands and Germany concerning Gender Equality at work. 

This answer means the end for this thesis but does not solve the problem women face at work. It did in fact prove that it is very important for the future to keep underlining the importance of women within the labour market. They can contribute the same as men in the economy of both member states. The laws and directives already exist, now it is time for the Netherlands as well as Germany to actively work on the improvement of the position of women at work, and concentrate on decreasing the gender pay gap, work on a good division concerning working hours for women with children to guarantee their economic independence and in cohesion with this also work on better provisions for child care.

Gender Equality needs to be put on the agenda of the European Union and its Member States every year, because there is still a long road ahead towards equality for women at work.
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Introduction
It is impossible to imagine today’s society without the term Gender Equality, especially within the institutions of the European Union and its Member States. Ever since the establishment of the European Union several laws and policies were adopted to safeguard the principle of Gender Equality. The individual Member States had to implement these laws and policies into their own legislation system. Nowadays the EU and its Member States are dealing with the Gender Equality issues more intensively every year. 

Within the labour market the awareness also growths for equal rights and opportunities for women in particular. They can also contribute to the economic and social growth and stability of a Member States. 
This year 2007, is named the year of European year of Equal Opportunities for All, towards a just society. It is a campaign that takes place throughout the European Union to promote diversity and equal opportunities for all citizens. Each Member State of the EU has developed a National Strategy to implement the 2007 European Year.
 

The European Unions campaign of this year is also important for the central question for this thesis. It will focus on one key issue concerning equal opportunities for all, namely the one of Gender Equality for women within two Member States. The question is also aimed at one specific area, namely the labour market. Therefore the central question is;
Are the Netherlands different from Germany in respect to Gender Equality at work?

This thesis focuses on four key items of inequality women at work still have to face nowadays which are not equal with men. Each item will be separately discussed for both The Netherlands and Germany. The key items can be formulated in four sub-questions that lead to the answer of the central question.
· What are the differences between The Netherlands and Germany in respect to the typically female and male orientated sectors? 

· What are the differences between The Netherlands and Germany in respect to the gender pay gap?

· What are the differences between The Netherlands and Germany in respect to part-time work?
· What are the differences between The Netherlands and Germany in respect to child care?

The first item women still have to face throughout women’s emancipation history is the gender pay gap. Within several sectors of profession women often get paid less for the same job, than men do. The second item is the trend of part-time work amongst women. Data shows that many women with children prefer a part-time job instead of a full time job. Women often have to make this choice due to the fact that they have to choose between starting a family or pursue of professional career. Women who want to participate in the labour market after they have had children often have no other choice than to choose for a part-time job, which enables them to take care of the children as well. The critical note of working part-time is however, women can not get economically independent with only a part-time job.  The last issue could be one of the solutions for women who want to combine family life and their career, namely better child care provisions within the Member States. 
These key items will repeatedly be discussed in the several chapters of this thesis.
The first chapter will start with discussing the general history of both Member States. To understand today’s situation in both Member States it is important to take a look at the history of Gender Equality throughout this century for both the Netherlands and Germany, because both countries obviously do not share the same history. 
Secondly another interesting issue is the legislation of the European Union and how they deal with the concept of gender mainstreaming. There are several important articles that form the basis of Gender Equality within the EU. After having covered the most important Articles within the legislation of the EU, there will be an overview of the policies and the specific legislation concerning Gender Equality within the two Member States in the area op pay equality, part-time work and child care. 
Thirdly the actual statistics of nowadays will be portrayed in chapter 4. It covers all the important data and statistic concerning the four key items within this thesis. 
All these findings will end in a conclusion which is the core of this thesis. It will answer the central question which is formulated at the beginning of this introduction.
1
Research methods
This chapter will discuss the research methods used that where necessary in order to write this thesis, and answer the main question at the end.

1.1
Desk research 

For this thesis most of the research is desk research. The search for interesting and useful books started at The University library Unimaas which provided a number of useful titles. The books where mainly used in the beginning of this thesis. These books provided the general idea and focus for the thesis. However, for the actual facts concerning Gender Equality most of the books where outdated. The used data and statistic had to be more recent in order to answer the main question. A small part of the information in the books was timeless and was used in the thesis. These passages are enlisted in the annotations and bibliography.
Most of the recent information and statistics was retrieved from the internet. The websites of the European Union provided allot of useful information, namely for the legislation chapter. This was also the case for the chapter with most of the statistics on the four key items of both The Netherlands and Germany. Eurostat was the very useful site for the most recent and up-to-date statistics.
1.2
Field research

Besides the usual desk research, this thesis was also based on field research. After the main question and key items where formulated, a survey was put together. This included questions about the key items that have been used to answer the main question. 
The field research has been kept small, only a few companies and their employees where consulted in order to get an insight in their opinions and thoughts concerning Gender Equality at work. For more details about the interview see the appendix III and Chapter 5, The Conclusion.

Besides this Prof Dr Scheffler provided some interesting sources and tips that where very useful.

2
History of Gender Equality 

The battle of equality for woman finds it origins during and at the end of the French revolution 1789. We all remember the three key words that where the cause of this revolution in the first place; Liberté, Fraternité, Equalité. The last word is the most important one for this chapter and this thesis in general. 
In order to get a clear view of the total concept of Gender Equality it is important to start at the very beginning of the term Gender Equality. This chapter wants to take you on a small trip back in history within both Member States. There will be a short overview of the history for both Germany and the Netherlands. By discussing both histories separately, one will get a clear view on the similarities and/or the differences between the countries concerning the way Gender Equality came into being. 

To see if there are significant differences between Germany and the Netherlands and the way they deal with equality it is important to look at the how the history of The Netherlands, and later on in this chapter Germany, developed. Even more important for this thesis is the fact if women in both histories played a big role in the labour market from the very beginning. 
In the overview of both countries most of the history that will be discussed involves incidents that happened before the European Union got actively concerned with the aspect of Gender Equality. After this the European Union implemented policies and regulations on Gender Equality which, for the largest part, became equal for every EU Member States. 
2.1
The Netherlands 
2.1.1 Equality of women three waves of feminism 

In the Netherlands the history of women can be best described dividing it into two waves of feminism. One of the most important rights that the women’s movements fought for through the centuries was the right to vote for women. Yet this was not the only right women wanted to obtain. The right for work and education where also key issues.

The first wave started in the second half of the 19th century from 1880 until 1920 when the first woman movements showed up that fought for the equality of rights for both women and men. Before the first wave, in 1870, there a small amount of women were working outside their home. Most of the women however stayed at home to do the household. At the end of the 19th century more and more unmarried women started working in factories. The reason for this was the lack of money to provide for the family. Although it was a necessity for the women within the lower classes, women from higher classes also started fighting for the right to work. In 1989 Queen Wilhelmina was the first female to be crowned as queen of the Netherlands. Another important woman in the history of The Netherlands is Alleta Jacobs. She was the first Dutch female who studied at the university from 1871 until 1878 and graduated as a doctor. She was the leader of the Dutch association for woman’s right to vote. 
During the first feministic wave a lot of associations were founded, all with different themes, but the same interest, equality for women within the Netherlands. The first important one was the Algemeene Nederlandsche Vrouwen Vereeniging “Arbeid Adelt”.
 This was an association for women in middle and higher classes. The aim was to make women economical independent and help them with a getting a good education. Secondly the Utrechtsche Vrouwelijke Studenten Vereeniging (UVSV) was founded, with in 1887 the first womanly graduate at the University of Utrecht. The UVSV still exists nowadays and is the only student corps in The Netherlands that allows only females to enter. Finally the Vereeniging van Vrouwen met een Academische Opleiding (VVAO). This association was founded in 1918 and also still exists today. The number of female graduate students at universities increased during the years. Therefore the main focus of this association was finding a good job for women after they finished university. 
The first feminism wave ends with a mile-stone within the history of equality for women. In 1919 “The common right to vote” gets implemented in Dutch law.

Between the first and the second feministic wave the first and Second World War tookplace. Women in the Netherlands however were not involved in the First World War or the Second World War. With involved is meant that women did not take over heavy industry jobs, like they did for example in Germany during the First World War.

The second feministic wave started in the second half of the 60’s, with the most important happenings between the years 1965 till 1970. Women were discontent about their position in society. The main issues were sexual and financial possibilities for women. Women revolted against the traditional casting between men and women. Women regrouped ones more and fought for more changes on the labour market, and for new ideas about marriage and family. Due to strong religious influences in political parties and the motherhood ideology married women where not welcome in labour market. Therefore women still considered themselves as second rang civilians. They were allowed to do paid work, but at the same time had to be a good housewife and mother. Many of them still had a lack of education, and politics was still a men’s world. These feelings let to the establishment of the Dolla Mina, a feministic party and movement that also fought for the equality of women. In 1974 the government declared emancipation as a target within their policy, and established the Emancipation Commission. This led to the first emancipation note in 1977 called, “Emancipation, process of change and growth”. The document consisted of feelings of optimisms and excitement about the big and fast changes of the position of women in society. However a marginal comment has to be made, during the years these hopefully and optimistic predictions did not develop as hoped for. A lot has changed during the years but gender inequality has also proven to be more persistent than expected.

According to some the feministic wave for equality does not end with the second wave but still continues even nowadays. It started in the mid 90’s, and was called, the third emancipation wave. This wave is characterized by the fight of equal pay for equal work. On the other hand a whole new feminism has come into being in the Netherlands, namely the one of migrant woman. They are also called the Dolle Zina, they fight against culturally or religiously motivated discrimination of woman originating for Turkey Morocco, Somalia or the Carabic region. The immigrant woman fight back and protest against the image that is created of them being suppressed and discriminated by their family. They want to make clear that they themselves choose to honour specific cultural or religious tradition, like for example the headscarf.

2.2
Germany
2.2.1
Equality of women from 18th century till the 20th 

The French Revolution triggered a series of several Gender Equality issues mainly for women. This also happened in Germany a few years after the revolution.
 

In the 18th century it was not allowed for women to participate in political parties, nor was it allowed for them to attain the meetings and conferences which discussed political items. This law was constituted in § 8 of the “Vereinsgesetzes” freely translated into “Fellowship Regulation”, until 1908. Another important item during the 18th century was the establishment of the general German women’s fellowship, in Leipzig. The fellowship demanded several educational possibilities for women, common law for work and art, and the right of free choice of work. This resulted in the foundation of the “association of female employees” in Berlin. It became the first and only woman’s Labour Union Federation in Germany. Another important regulation came into force at the end of the 18th century, namely the first workers protection law for women. Women got a paid pregnancy leave for the first four weeks.

During the beginning of the 19th century women obtained more and more equality. In 1908 the new “countries association law” (Reichsvereinsgesetz) allowed women to participate in political parties. Ten years later one of the biggest happenings in women’s fight for equality took place. On the 30th of November 1918 women obtained active and passive right to vote. It said so in Art 102 § 2 of the Weimar Constitution on the 1st of August 1919; “Men and Women have in general the same Rights and Obligations”.

During the first and Second World War the role of women within society changed. Women became important in sectors like the weapon industry. Due to the weaponry women were obligated to work in artillery factories. In World War I German women started working in industrial jobs. Mainly in the munitions industry that counted a number of 700.000 women by the end of the war. Women also served as civilian employees in military jobs.
 
However in World War II, Hitler did not want to upset the German civilian population, especially early in the war when victories came fast and easy, so he failed to mobilize women. It was a men’s world in Germany at that time. The vast majority of women during the war were not actively involved in the Nazi movement
. 
The image of women was that of a housewife taking care of their man and children. However it were the women in Germany that tried to clean up and rebuilt the German ruins landscapes after the war. Many of their men were missing, wounded, dead or prisoners of war. In Berlin for example 60000 women worked hard in the ruins and barely walk able streets to rebuild their city.
 
In the second half of the 19th century a lot of happenings took place that have had a significant effect on Gender Equality within Germany. Germany becomes part of the European Union in the year 1950. During the years the European Union also developed rules and regulations for Gender Equality for all Member States. The active implementation of these rules started however at the end of the 19th century, which will be discussed later on in chapter 3. In 1952 a regulation for the protection of mothers came into being. It is a regulation on the protection for “applying active mothers”. Later on the regulation also applied for feminine civil servants. In the 60’s the regulation got even more extensive in detail.

The 60’s and 70’s show an interesting tendency of women in higher professions within politics. Elisabeth Schwarzhaupt becomes the first female “Prime Minster”. A few years later Annemarie Regner becomes the first womanly “Bundestagspräsidentin”. At the end of the 70’s an important law comes into being for women with children. It is a law for the implementation of the motherhood leave. When mothers also take part in working life they get a motherhood leave of four months. The newly implemented dismissal prohibition makes the work place secure for woman after childbirth.

In the 80’s the government signs a very important document at the World Conference for Women of the United Nations in Copenhagen. It is the agreement for the elimination of every from of discrimination of women. The first informal women’s Council of Ministers of the European Community in the BRD

The 90’s begin with one of the most important happenings for Germany after the

Second World War.1990 is the year of the entry for the DDR to the BRD. 

· Regulations that where treated differently within both states are now reunited into one agreement contract.

Article 31 paragraph 1 obliges the German legislator to further develop the legislation for the equality of right between men and women.

In the first half of the 90’s the equal treatment regulation in article 3 paragraph 2 of the Constitution got extended. The state urged the actual implementation of the equal treatment of women and men and works and elimination of the still existing disadvantages. Within the last year of the 90’s a very important EU regulation have been carried through in Germany. From now on the government is obligated to implement gender mainstreaming as a strategy and method for the approval of equal treatment for women and men. 

3
Gender Equality policies 
Ever since the “Amsterdam Agreement” the equality for women has become important key issue within EU law. Several policies where made for the implementation of equality for women within every aspect of life. 
One of these aspects is Gender Equality at work. Today’s labour market still includes a lot of inequalities woman have to face. Key items of inequalities within the labour market are for example, gender pay gaps, part-time work amongst women, and the problem of child care for working women. 

Chapter 3 will deal with the several laws and policies both the EU and the Member States implemented in order to create Gender Equality at work. Yet there is a still a big difference between the implementation of the laws and the actual implementation of them in actual situations.

The first paragraph 3.1 will start with an overview of policies within the European Union concerning equality. Since Germany and The Netherlands are both members of the EU it is interesting to see how the EU deals with Gender Equality issues. There are several joint policies, rules, and laws adopted concerning Gender Equality. These are implemented in the EU countries. The most important legislation mainstreaming, positive actions and directives concerning women’s equality in general and working life will be discussed. 
Paragraph 3.2 will start with the situation within the Netherlands. A very important and even crucial item is to determine the effectiveness of most of the policymaking concerning equality for woman within the diverse national, constitutional, institutional and legal terrains. It is a mixture of on one hand the EU policies that concern every Member State, for this thesis Germany and The Netherlands, and on the other hand the implementation of these policies and directives into national law and policies. 
The paragraph will start with discussing the policies and organisations within The Netherlands that deal with Gender Equality. The separate subparagraphs will take a look at the existing legislation concerning the three key issues within the Netherlands, namely gender pay gaps, part-time work and finally child care
Paragraph 3.3 will deal with the situation within Germany, starting with all the policies and organisations that deal with Gender Equality in Germany. Continuing with the three key items within subparagraphs, gender pay gaps, part-time work and at the end the child care provisions within Germany. 
This chapter will provide the necessary legislative facts that need to be discussed before looking at the present situation and statistics concerning Gender Equality at work. 

3.1
Gender Equality policies of the European Union

Nowadays the European Policy approach for equality between women and men consist of three key items: legislation, mainstreaming and positive actions. This chapter will concentrate on the first item, legislation. It will discuss the several articles within the EC treaties that deal with Gender Equality. Besides articles, the EU has also several directives that deal with Gender Equality at work. The most important directives concerning the three key items will be discussed in paragraph 3.1.2.
3.1.1
Legislation

Equal treatment for men and women is fundamental for the social concept of the European Community. The Treaty of Amsterdam marked the beginning of a new stage in the development of Gender Equality policy in the EU. Before that time the discussion of women’s equality within the EU was rather low key. In 1978, Article 119 EEC was described as a fundamental principle of law. Since it is the first and most important Article concerning equality at work the whole Article is noted below.
	   Article 119 EEC
Each Member States shall during the first stage ensure and subsequently maintain the application of the principle that men and women should receive equal pay for equal work. 

For the purpose of this Article, 'pay' means the ordinary basic or minimum wage or salary and any other consideration, whether in cash or in kind, which the worker receives, directly or indirectly, in respect of his employment from his employer.

Equal pay without discrimination based on sex means:
(a) that pay for the same work at piece rates shall be calculated on the basis of the same unit of measurement; 

(b) that pay for work at time rates shall be the same for the same job.




The Treaty of Amsterdam introduced changes to what is now known as Article 141 EC, this is the ex Article 119 of the EEC Treaty.  (See appendix 2, for the complete Article).
The European Union has a key objective regarding Gender Equality, namely: to eliminate inequalities and promote Gender Equality throughout the European Community. 
  This objective is also covered in EU legislation. The four most important Articles will now be discussed briefly. 

Article 2 and 3 of the EC Treaty

These two articles describe the fact that promotion of equality between men and women is a task of the European Community. 

Furthermore article 3 states that the European Community should aim to eliminate inequalities, and to promote equality, between man and women in all its activities, the so called gender mainstreaming.  (See appendix 2, for the complete Article)
Article 13 of the EC Treaty

Article 13 contains the legal basis for anti-discrimination measures, subsequently applied in two directives on race discrimination and non-discrimination within and outside the workplace. (See appendix 2, for the complete Article)
Article 141 EC Treaty

This article has been declared directly applicable in the horizontal relationship, the direct relationship between citizens. It has to create a greater space for the adoption of positive action measures at national or regional level without contravening the equality principle. The emphasis lies on equality between women and men in matters of employment and occupation. (See appendix 2, for the complete Article)
Since Article 141 EC, the creation of a series of secondary legal instruments, so called Directives, on equal treatment between men and women within the labour market became also of great importance for the Gender Equality issues. 

3.1.2 
Directives

A directive of the European union is a type of legislation introduced by the European Parliament and the Council of the European Union that binds member countries to achieve stated objectives within a certain time limit, but it allows the national authorities in each country to choose the choice of form and means to be used to meet those objectives and implement them in national legislation. 
 The most important ones for this thesis are underlining three key items.
Gender pay gap

The first equal treatment Directive, adopted in 1975, deals with equal pay. It expands on Article 141:
· any job classification system which is used for determining pay must be based on the same criteria for both men and women and be so drawn up as to exclude any discrimination on grounds of sex 

· there must be no provisions which are contrary to the principle of equal pay in legislation, administrative rules,  collective agreements, wage scales or individual contracts of employment 

· employees must be protected against victimisation for taking steps aimed at enforcing compliance with the principle of equal pay 

Part- time work

EC Directive 97/81/EC better know as The Part-Time Workers Directive. It prohibits discrimination against part-time workers unless it is objectively justified and provides that such workers should receive pay and benefits on a pro-rata basis with full-time workers. 
 

 
Child day care

There are no actual laws or policies concerning child care within the EU. However in 2002, the Barcelona Summit set out, for the first time, targets for the (minimum) level of child care provision by 2010 in the Member States: namely, that child care should be available to 90% of children aged between three years and school-going age, and to one-third of children under three years of age.

Furthermore the social agenda 2005-2010 “a social Europe in the global economy jobs and opportunities for all” by the European Commission Directorate-General for Employment, Social Affairs and Equal Opportunities they mention the following concerning child care in their report; “Boosting growth and jobs goes hand in hand with promoting social objectives and social policy is working as a productive factor. Modernising and improving Europe's model of society is the ultimate goal of the renewed Lisbon strategy. Measures to reconcile work and family life, like more child-care facilities, will help parents to take up – and remain in – a job.”

3.2 
Gender Equality policies and national legislation in The Netherlands

3.2.1
Gender Equality policies and institution within The Netherlands

In the Netherlands Gender policy as government policy has started in 1977. 

Since then, many issues have been covered, such as: education, health, domestic violence, political participation, fiscal regimes, art, and sports. The main issue however has always been, and still is an important issue nowadays, women’s participation in the labour market. 
As already mentioned in Chapter 2, the second feminist wave of the seventies has lead to a new consciousness and has resulted in a society in which women are much more visible in the public sphere. However this visualization is still far from equal with men.  Since the 80’s public debate focused in the equal participation of woman in professional life. The debate was stimulated by positive actions and aimed at getting the same proportional representation for women.

Directie Coördinatie Emancipatiebeleid
One of the most important organizations that deals with equality is part of the Ministry of 

Social Affairs, the so called, Directie Coördinatie Emancipatiebeleid (DCE). They coordinate

the Dutch emancipation policy, all governmental initiatives and keep permanent contact with the business world and societal organisations in order to stimulate good practice and exchange knowledge and information 

Dutch emancipation policy 

The Dutch emancipation policy assumes that a continuously effort is needed to promote the emancipation
. The policy mainly aims at the promotion of equal rights, opportunities, changes freedoms and socials responsibilities in society for women and men.
The policy aims at improving the position of women and also to stimulate the participation of women within society. Principle is the fact the more women go and work more hours and apply their talents and qualities to the maximum.

Concrete goals within the emancipation policy are:

· Economic independency

· Safety, by opposing violence against women and girls

· Social participation, to withstand social exclusion of women in vulnerable positions 

· An proportional representation of women in decision making positions

· Offer support to combine work and day care tasks more easily.

The department of Education, Culture and Science (OCW

The department of Education, Culture and Science (OCW) coordinates the Dutch emancipation policy. 
In the recent years several laws have been formulated, and rules have been made for the emancipation process.

These laws and rules are for example:

· Sabbatical agreements

· Equal treatment at work

· Flow trough of women to higher functions

· Rules on the area of sexual intimidation, aggression and violence

The Equal Treatment Commission

The Dutch Equal Treatment Commission has the duty to interpret Dutch equal treatment law in a way consistent with relevant treaties.
In the case of European legislation, the Dutch Equal Treatment Commission has to interpret Dutch legislation in accordance with the standards used by the European Community legislator. In this way, the Dutch Equal Treatment Commission can incorporate certain elements of these treaties in Dutch equal treatment law. This especially applies to the uniform use of definitions, such as the definition of indirect discrimination or the definition of 'race' as a ground for non-discrimination.

	“The Equal Treatment Act” 

Act of March 2nd, 1994, containing general rules providing protection against discrimination on the grounds of religion, belief, political opinion, race, sex, nationality, heterosexual or homosexual orientation or civil status. 



This means that the Dutch Equal Treatment Commission cannot directly base its opinions on other relevant (international) non-discrimination provisions, such as Article 26 of the International Convention on Civil and Political Rights (ICCPR) or the United Nations Conventions on Elimination of all forms of Racial Discrimination and Discrimination Against Women 

The United Nations Treaty for the Rights of Women

Since August of 1991 the kingdom of the Netherlands, which includes The Netherlands, The Dutch Antilles and Aruba are member of the UN’s Treaty for the Rights of Women.

It is the most complete international agreement on basic human rights for women. 

The Treaty is officially known as the United Nations Convention on the Elimination of All Forms of Discrimination against Women (CEDAW) and was adopted by the U.N. General Assembly in 1979. The Treaty for the Rights of Women addresses basic human rights of women. It can be a useful tool to reduce violence and discrimination against women and girls, ensure girls and women receive the same access as boys and men to education and health care, and secure basic legal recourse to women and girls against violations and abuses of their human rights.

3.2.2
National legislation concerning pay equity between men and women

In the Netherlands the Constitution’s Article 1 deals with the legislation concerning equal treatment in general. It the basic law for equal treatment for everyone. Therefore it also applies for pay inequality due to gender.
	  Article 1

  All residents of the Netherlands shall, where circumstances are the same, be treated in the same    
  way. Discrimination by reason of religion, beliefs, political conviction, race, sex, or any other   

  grounds, is not permissible.” 



The Dutch law has a specific legislation that covers the issue of gender and pay equity namely the Equal Treatment in Employment (men and women) Act.

	Division 2  Equal pay for work of equal value
Section 7

1. For the purposes of article 646, Book 7 of the Civil Code, the basis for comparing the

terms and conditions of employment referred to in that article shall be, as far as pay is

concerned, the pay normally received by a worker of the other sex for work of equal value

or, in the absence of such work, for work of approximately equal value, in the undertaking

where the worker on whose behalf the comparison is made is employed.

2. Pay as referred to in subsection 1 means the remuneration payable by the employer to

the employee for the work performed by the latter.



3.2.3 
National legislation concerning part-time work 

Equal Treatment (working hours) Act (Wet verbod op onderscheid naar arbeidsduur, WOA)

Within the Dutch legislation the equal treatment (working hours) act, forbids the employer to make a difference betweens employees on the basis of working hours.

The prohibition also applies on part-timers. The law forbids employers to reward part-timers with less payment if they are doing similar then full time workers.

The act adjustment of working hours (De Wet aanpassing arbeidsduur, WAA)

The act adjustment of working hours is also an important law for women in particular. It allows employees to adjust their work length. So it is in principle always possible to decide on working either less or more. This allows men and women the opportunity to combine working and private life better. It also promotes the economic independence of women.

In general it allows mothers to combine both the care for their child and a job, by adjusting their working time. 

One other solution would be however to make use of a child care facility. The next paragraph will discuss this option on a legislative basis.

3.2.4
National legislation concerning child care 

There are two important laws in the Netherlands concerning child care. 

The first one was established at the 9th of July 2004 and is a regulation concerning the actual child care facilities and the costs that go along with it.

Act on child care Wet Kinderopvang

A clearance regarding compensation in the costs of child care, and a warranty concerning the quality of child care.

Within the child care act the costs of child care are already mentioned, however it was put into a ordinance on the 18th of October 2004. 

Ordinance compensation child care costs (Besluit tegemoetkoming kosten kinderopvang)

Rules concerning the compensation of costs parents have to make for child care.

3.3 
Gender Equality policies and national legislation in Germany

3.3.1
Gender Equality policies within Germany

In June 1999, the Government of Germany decided that equality between women and men should become an underlying guiding principle of its policies. This was the period where a coalition of Social Democrats and Greens under chancellor Schröder came to power in Germany. Both parties had promised to fundamentally reform the conservative German gender regime. Under the Federal Ministry for Family Affairs, Senior Citizens, Women and Youth, a high-level inter-ministerial Working Group on Gender Mainstreaming was established which developed criteria to make general policies gender-sensitive.  Every ministry in the German Government was obliged to identify activities to promote gender mainstreaming through their respective mandates. 

Ministry for Economic Cooperation and Development

One of these ministries is the federal Ministry for Economic Cooperation and Development regulates the development policy within Germany. (BMZ) It also includes Gender Equality policies. Gender Equality is a fundamental principle of Germany’s development cooperation and one of ten priority areas of action in Germany’s Program of Action 2015. 

Their strategy involves empowering women and promoting equal participation for women and men in the development process, which will eventually lead to greater Gender Equality in the long term. 

In order to achieve greater Gender Equality they aim at taking the interests and needs of both women and men into consideration in the planning and implementation of all projects undertaken in the field of development cooperation. 

Therefore the main priorities are: 

· the provision of legal and social policy advice to women; 

· to support networks of NGOs working on women’s issues; 

· to strengthen women’s rights; 

· to combat trafficking and violence against women 

· to ensure that the issue of Gender Equality is incorporated into the national poverty reduction strategies. 

Germany also has a cooperation that shows public institutions, how to implement national gender policies and integrate gender aspects into their activities.

The German Technical Cooperation (GTZ)

The German Technical Cooperation (GTZ) supports the promotion of women’s rights in connection with legal reforms and promotes strategies for combating gender-based violence and international trafficking of women. GTZ also works to address sexual exploitation of children, female genital mutilation, gender and poverty reduction strategies and gender budgeting.

The labour law in Germany is covered within the Basic law. It guarantees freedom of association, as well as free choice of occupation and prohibition of forced labour. It also establishes the principle of equal treatment and in particular obliges the state to support the effective realization of Gender Equality. This is article 3 of the basic law, which will be discussed in the next paragraph.
It is also important to keep in memory that because of German membership in the 

European Union, labour law is strongly influenced by EU legislation and case law. EU Directives must be implemented and EU jurisprudence has legal binding power. 

For now however the emphasis lies on the national legislation starting with pay equity.

3.3.2 
National legislation concerning pay equity between men and women

In Germany the Constitution or Basic Law of 1949 deals with the pay equity between man and women. Article 3 states:

	Article 3

(1) All persons shall be equal before the law.
(2) Men and women shall have equal rights. The state shall promote the actual implementation of equal rights for women and men and take steps to eliminate disadvantages that now exist.

(3) No person shall be favoured or disfavoured because of sex, parentage, race, language, homeland and origin, faith, or religious or political opinions. No person shall be disfavoured because of disability.



Germany’s Civil code has two articles that deal with issue of equal pay and treatment in the workplace, namely Article 611a (burden of proof ruling) of the civil code and 612 section 3 “Remuneration”.
The first article, § 611a Civil Code, prohibits gender discrimination by employers in relation to employment contracts, unless they are justified by specific reasons not linked to gender. 
The second article, § 612 section 3, contains a ban on gender discrimination in terms of payment.


3.3.3
National legislation concerning part-time work 

In Germany discrimination between full- and part-time workers is illegal. Part-time work is defined as; any work week of fewer hours than the weekly hours worked by full-time workers.
Part-time work is governed by the Act on part-time work and limited employment passed by the government on 16 November 2000. 
Act on Part-Time Work and Limited Employment (TzBfG, Teilzeit und Befristunggesetz)

According to section 4 §1 of the Act on Part-Time Work and Limited Employment, a part-time worker shall not be treated more unfavourably than a comparable full-time worker, unless there are objectively justified reasons for different treatment.
The Act makes use of Council Directive 97/81/EC on part-time work (see paragraph 3.1.2 directives). The prohibition of discrimination of part-time workers laid down by the Act on Part-Time Work supplements the requirement of equal reward for women and men, which has already been mentioned in paragraph 3.3.2.
The Act offers a few important provisions for part-time workers. First of all employers must enable employees to switch from full time to part-time work. Employees are entitled to reduce their working time, providing no agreement to the contrary has been made with employers. Acceptable reasons for refusal can be laid down in collective agreements. Furthermore if full-time jobs are available, part-time workers who want to return to full-time work must be given preference by the employer. Finally employers are now obliged to inform employees who want to change their working time, as well as employee representatives, about vacant full-time or part-time jobs within the company and about opportunities to participate in training measures. 

3.3.4
National legislation concerning child care 

The concept of the "kindergarten" child care facility developed in Germany in the 19th century. They expanded greatly in the 1970s and were seen as an important educational experience for young children. 

The Government's position is that the family policy should increase freedom of choice for women by improving conditions for women who stay at home for a period and improving public child care. The Government now officially recognises that child care for children under the age of three years should not be limited to children in urgent social need, but is also required for employed mothers in general. There is also an emphasis on flexibility in opening hours of public child care and on finding unconventional solutions to shortages. 
Germany is still very traditional in many aspects concerning family policy. Society still prefers two-parent families and to have the mother stay home with the kids instead of working. The focus of the family policy program is to encourage mothers to stay home instead of returning to the workplace. That is why more money is put into paid leave than child care provisions. 
However according to a recent newspaper article of Trouw the German minister of family affairs, Ursula von der Leven, wants to expand the German child care with at least half a million places the following years. This would result into a percentage of 35% of all children younger than 3 years who would be able to go to a child care facility up until the year 2013.

4
Gender Equality within the labour market

This chapter will deal with the recent numbers and statistics on Gender Equality within the labour market of both The Netherlands and Germany. There will be an elaboration of four items for bother Member States. These four items are;

· Working sectors

· Gender pay gaps

· Part-time work
· Child care
The first issues that will be discussed are the different working sectors in both countries. The role of women in the paid-employment sector changed greatly during the last decades of the last century. However gender inequality within the occupational sector still remains a global phenomenon. Man and women are still concentrated info different areas of work, the so called horizontal segregation and at different levels, vertical segregation. The first paragraph will link the different working sectors with typical women or typical men orientated jobs. After it has become clear how the two labour markets look like the three important issues that still play an important role in the Gender Equality issue for women. 

Secondly, the gender pay gaps within the labour market are still a huge obstacle for women. They are still in a disadvantaged and unequal position when it comes to equal pay for equal work. This also implies for the both Member States in this thesis.

The third important issue is that of part-time work mostly done by women. Studies showed that more women joined the workforce and worked longer before having children and the figures increased of women who return to work afterwards. However a lot of women choose or are forced to choose part-time work after they have had children. 
Child care provision would be one of the possible solutions for women to combine a full time job with starting a family. Then they would no longer have to choose for a part-time job.

The situation within Germany and the Netherlands will be discussed and compared using the most recent statistics and information concerning Gender Equality at work. This enables the thesis to make its own conclusion concerning the progress woman made, within both countries concerning the four key issues.

4.1
Woman in the Dutch labour market 

Het schip is opgetuigd, maar er moet wel voldoende wind in de zeilen komen om in de beoogde havenplaats te komen.’ 

This can be translated into: “The ship has been orated, but there has to be sufficient wind in the sails in order to reach the intended port town.”

It is a warning of minister de Geus during a general conference with the parliament concerning the emancipation policy.
 

Allot has changed in the last 40 years of the Dutch emancipation policy. Women have started working in great numbers during the last century, but usually in part-time jobs. Due to this women do not earn enough to be economically independent.  This is the conclusion of the “Emancipatie Monitor 2006” of the CBS (Centraal Bureau voor de Statistiek) and the SCP (Centraal Plan Bureau). Most of the numbers are based on this document, which provides the latest information on several issues concerning the emancipation of women. 

The increase of the labour participation of women has always been an important issue in the Dutch emancipation policy. The most recent report by Eurostat shows a percentage of proximally 69% working women within the labour market.
 The target for 2010 is that 65% of women aged 15-64 years should be employed for at least 12 hours per week. 
The activity rate of women has been rising in the Netherlands for several years and is high compared with most other EU countries.
 However the Netherlands still have a inactivity rate of 20% amongst women age 25-64.
Through paid labour women get the change to earn their own income and hereby create personal and social development. They also protect themselves against becoming dependent of social security and poverty. This gives all the more reason to take a closer look at three key issues that are important for women within the labour market.

4.1.1
Working sectors in The Netherlands

The Dutch labour market can be divided into 25 working sectors

Sectors of industry in The Netherlands:

1) Agriculture and fishing

2) Mineral extraction

3) Remainder industry

4) Food

5) Graphical

6) Oil and chemicals

7) Metal and electronics

8) Energy and water companies

9) Construction

10) Automobile and repairs

11) Wholesale trade

12) Retail trade

13) Hotels and catering

14) Public transportation and road transport

15) Remainder transport and communication

16) Financial institutions

17) Remainder business services

18) Temporary employment agencies

19) Cleaning companies

20) Public transportation

21) Education

22) Remainder healthcare and welfare

23) Hospitals

24) Nursing and retirement homes

25) Culture and other services

Female dominated sectors

According to the “CBS enquete beroepsbevolking ’05” women are mainly working in the following 13 working sectors:
1) Remainder healthcare and welfare



2) Education





 

3) Culture and other services



4) Catering industry





5) Financial institutions


6) Retail trade





7) Public administration



8) Business services





9) Agriculture and fishing





10) Energy and water companies




11) Remainder transport and communication

12) Industry






13) Construction industry




In the graphic of the “CBS Enquete beroepsbevolking ’05” it becomes clear that the first sector, healthcare and welfare, is a typical women orientated sector. Almost 80% of all working women are active in this sector, followed by the education sector with 60% womanly participation. Third place is the sector of culture and other services with approximately 55%. Women share is the lowest in the sectors of industry and construction industry. Their share is approximately 30% within the industry sectors and around 8% within the construction industry sector. 

This graph shows the female-dominated occupations by share of men.
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 Inactivity rates
The latest research data, from 2006, coming from a report issued by Eurostat, the Statistical Office of the European Communities, focused on people outside the labour force. It shows percentages of the so called inactivity rates of women. 
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1. Inactive persons are persons who are neither employed nor unemployed. Inactivity rate is the share of the inactive population as a % of the total population (living in private households) in the same age group.

2. Family responsibilities may include marriage, pregnancy, child care, serious illness of another member of the family, long vacation. Own illness is not included.

Male dominated sectors 

The typical male dominated sectors in the Netherlands do not differ a whole lot from other EU countries. When looking at the list of 13 sectors, the sectors where women scored the least, namely Remainder transport and communication, industry and construction industry men score the highest. These are also the so called the industrial sector, where all the physical heavy work is done. This underlining table shows the typical male dominated occupations. They all take place in the heavy construction and industry sector.

This graphic confirms the that men still choose the jobs within the typically men orientated sectors within the Netherlands. Men’s focus lies mainly within the heavy construction and industry sector.

The left graph shows the Male-dominated occupations by share of women.  
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4.1.2
Gender pay gaps in The Netherlands
The Dutch gender pay gaps have decreased throughout the years. However there are still significant pay differences between men and women. 

One is economically independent if he or she earns 70% of the net minimum wage. In 2004 only 42% of Dutch women were economically independent. 

Within the period of 1990 until 2004 more and more woman got their own income. The share has risen from 60% to 71% in 2004. However the number of men with an income is still higher, 79%. Besides this having an income does not necessarily mean that women are economically independent.

When looking at the gender pay gap provided by Eurostat: Difference between men's and women's average gross hourly earnings as a percentage of men's average gross hourly earnings, women earned an average of 18% of the income of men in 2005, compared with 15% within the EU27. The gender pay gap is given as the difference between average gross hourly earnings of male paid employees and of female paid employees as a percentage of average gross hourly earnings of male paid employees. The population consists of all paid employees aged 16-64 that are at work 15 hours or more per week. 

One of the reasons for the still existing gender pay gap, according to the Emancipation Monitor 2006,  is the fact that especially in the Netherlands allot of women work have a part-time job. Due to this they earn less than the wage of and full time job, and also sometimes less due to their gender.

According to the latest research done by the SCP and the emancipation monitor 2006 women earned average €3,78 gross nation product less than men, in the year 2004. 

The biggest pay gap occurs within the financial organizations with 31% less wage for women compared with men, followed by the health care sector. This last one is rather strange because it is one of the typically female dominated sectors, where 4 out of 5 employees is a woman, yet women got paid 29% less than men. 

A recent positive development within the gender pay gap is the fact that women have accomplished to earn more than men, within the advocate industry. Young womanly lawyers till age 30 earn €0,53 more than their male colleagues of the same age.
 This is however the first sector in which women get paid more than men for the same job, according to the Dutch Loonwijzer more and more women will make a wage lead, within for example the communication and marketing branch where women are performing well. 

Overall the Netherlands do their best to decrease the gender pay gap and is not performing that bad when looking at European level. However also in the Netherlands there is still an inexplicable gender pay gap of 7 % within the business sector. For the governmental sector this number increased from 3 to 4%. Gender pay gaps continues to be a persistent phenomena within the Netherlands and the policy of reducing the gaps has for know not been realized within the Netherlands.

4.1.3
Part-time work and child care in The Netherlands
The Netherlands is one of the EU Member States with the highest share of women who work part-time, with a percentage of almost 75% female part-time workers in 2007.

Many women make this choice after they have had children. It is sometimes not a voluntary choice; they are just not able to find any full time job. Employers are still unwilling to hire a female employee who has children. Part –time work could seem like the best solution, yet it does not provide women with the economic independence which they are entitled to have, equal as man. Therefore it is important to address the balance between family and working life by for example promote sharing of responsibilities.

According to the emancipation monitor 2006, working women who are looking after 

young children, in particular, almost always work part-time. They also say however that working part-time is not exclusively the result of a need to adjust working hours whilst looking after young children. 
Child care

One of the eventual solutions so that women do not need to adjust their working hours so drastically after having children is the provision of child care. At the moment the choice of women in relation to work and caring for their children is getting a lot of attention in the Netherlands. The government has been active in increase the participation of women in the labour market. One of their actions is to encourage the take up of child care services.
 

A study by the SCP showed some interesting conclusions. It shows that the decisions within a family for choosing the kind of work and child care are also to an important extent influenced by the prevailing norms and values in their setting. The main way of increasing the employment rates of mothers, both in terms of the participation rate and the total number of hours worked, is to increase their net hourly pay, for example through tax breaks. The simulations show in that case mothers who would also make more use of formal child care facilities. In addition, mothers will be more inclined to work, and to work more hours, if the availability of informal child care (by family and friends) increases. Finally, according to the analyses mothers who have lots of other working mothers in their social setting will follow their example and start working. This then leads to an increase both in working without child care and in working with the use of informal or formal child care.

Another interesting finding of a study within the Netherlands is that mothers in demanding jobs are higher rewarded for years of engagement with their company compared with childless women who have the same years and job. This contradicts with the belief that women who have had children are looked down on by employers. The study suggests that woman have children and want to combine this with their professional career may reinforce each other and are rewarded by employers.

4.2
Woman in the German labour market 

According to the most recent WSI FrauenDatenReport 
 the living and job chances between men and women are still unequal. The level of inequality decreased but it has definitely not disappeared. Data shows that young women have a higher educational level in comparison with young men. 
The following findings that are important for this thesis will be discussed in this chapter.
Starting with, the average income of women with a full time job still continues to lie significantly under the income level of men. The traditional salary gap between sexes did not improve. As a matter of fact the difference did slightly increase. This has negative consequences for the independent social protection of women.

Secondly according to most recent statistics of the Eurostat report Date in focus, “Labour Market Latest Trends” the employment rates of women within Germany are approximately 63% in the first two quarters of 2007
. The number of women that recently starting a very short part-time job under 15 hours pro week increased from 1991 till 2003 with 7%. 

The numbers of fathers that go into parenting time have doubled since 2001, although the actual rise was not that big namely from 2% to 5%.

Also important for the first paragraph of this chapter is the fact the decision of education jobs and study subjects is still significantly different between men and women. Women mainly focus on social and provision of services jobs, as well as cultural or language scientific trainings. Those are just the jobs and trainings that get a lower classification and pay level. 
This is one important issue that still plays a big part in the situation of women getting less career opportunities in their working career. Therefore paragraph 4.2.1 of this chapter will discuss the several working sectors in Germany, and discuss the typical female and also male orientated jobs women 

4.2.1
Working sectors in Germany

To give a clear overview of the differences between man and women in the labour market it is important to divide the labour market into several sectors. Each of those sectors provides useful information for the comparison between for example equal pay between man and women or the division of gender in sectors. In today’s working live there is still a division of sectors that are more “male dominated” or more “female dominated”.

Sectors of industry in Germany

Let’s start with a general overview of the sectors of industry in Germany provided by the Hans Bröckler Stiftung.
· Provision of service and trade 


· Development and research 


· Tourism and traffic




· Industry and craftsmanship




· Politics and communication


· Arts and culture




· Agriculture and nutrition 



· Technique and IT 


 

Female dominated sectors

According to an article published by the Hans Böckler Impuls 
  most girls who enter the labour market still end up in comparable bad paid administrative or retail trade jobs.

The most women typical branches are health, consultation, gastronomy and trade.
More than half of the young females start an education in the so called typical female orientated jobs. The jobs they choose after graduating were, retail saleswomen, office businesswoman, industry or hotel saleswoman, medial or dentists professional clerk, shop-assistant, barber or shop-assistant in provisions expertise.
This graphic below portrays the most important jobs young females would choose. They yet again support the traditional divided between the Male and female orientated sectors within Germany.
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Inactivity rates

The latest research data, from 2006, coming from a report issued by Eurostat, the Statistical Office of the European Communities, focused on people outside the labour force. It showed date from the so called inactivity rates of women. 

[image: image9.png]Inactivity rates of women, in %, 2006

1564 years old

15-24 years old

25-54 years old

Total

due to family
responsibilities

5564 years old




[image: image10.png]Germany

30.5

52.2

18.6

9.9

52.7





1. Inactive persons are persons who are neither employed nor unemployed. Inactivity rate is the share of the inactive population as a % of the total population (living in private households) in the same age group.

2. Family responsibilities may include marriage, pregnancy, child care, serious illness of another member of the family, long vacation. Own illness is not included.

Male dominated sectors 

The young men tend to choose the more male dominated jobs, like industry mechanic, electro technician or chef.
How this choice of education and jobs works on the chances of women in the labour market becomes clearer in the next paragraph. Here you see that the typical female dominated jobs pay significantly less than the male dominated jobs. This partly results in the gender pay gap of Germany that will be discussed in the next chapter.
4.2.2

Gender pay gaps in Germany
Like already mentioned in the first paragraph the average income of women with a full time job still continues to lie lower than that of men. 

When dividing Germany into West- and East Germany data shows that according to The Hans Bröckler Stiftung women in Western Germany earn 23% less than men. In East Germany they earn 10% less than men. 

Within the 27 EU Member States Germany ends at the third place concerning the countries with the biggest gender pay gap. Only Estonia and Slovakia have a bigger gender pay gap. Within the EU27 women earn per working hour, 15% less then men. Within Germany this percentage is even worse; women earn 22% less then men.

Women experience their first threshold on their career road earlier than men do. After graduating, which women do significantly more successful then men according to the Boeckler Stiftung, women have to choose their profession. The threshold that occurs is that women still choose professions within the service and social sector which within Germany society receive lower ranking and payment if compared with the more men orientated sectors like technique.

The first chapter already discussed the several working sectors with typically men and female orientated branches. The young men prefer branches where the payment is higher. For example in Nordhrein Westfalen a retail saleswoman gets paid €1.575 when entering the labour market after three years of education. Whereas a industrial mechanic from Hessen, Rheinland-Pfalz or the Saarland receives at least €2.023 
. This shows the still existing division between the female orientated jobs, and the male orientated jobs. This division on its own would not be a problem was it not for the fact that the sectors also correspond with the payment within the female and male orientated jobs. 
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Source: Hans Bröckler Stiftung, Fakten für eine faire Arbeitswelt, Bröckler Impuls, English Issue, May 2007, Trendtableau
Statistics show that employees within the male orientated branches receiver higher payments, than employers within the female orientated branches. A reaction on these statistics by the government was the following. “When looking at administrative work, it is normal not give credits to organising skills and cooperation or communication skills, these skills do not receive any form of reward”. 
In the nursing Branch there was a lack of demands of empathy and muscular strength. “It is vital to examine all the collective labour agreements once more, when the labour recognition discriminates women”. It is the most important step to realize the principle of equal payment for equal labour, according to Christina Klenner, official in charge for the women and gender research for the WSi (Institute of Economic and Social Research- a union-linked body) 
It could also be stated that within Germany gender pay gaps are still a visual circle for women, starting at their choice of education and later on their profession. If women continue to choose the female orientated jobs, and therefore get paid less than man, because men choose the men orientated jobs, decreasing the gender pay gap will be very hard to accomplish. 

Scientist have found points of support for the fact that parents and teachers also support this traditional choice of female and male orientated jobs. They classify children and their choice of education and profession in a gender specific way. This traditional classification also still applies within the consultation of employment agencies.
 


To end this chapter, the graphic bellows shows the existing pay gap within German in a clear way. Germany still has a long way, or perhaps a never ending way to go, before it eliminates its gender pay gap.
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Source: Bundesinstitut für Berufsbildung: BIBB-Erhebung 2006 über neu abgeschlossene Ausbildungsverträge, 2007; Tariflöhne laut WSI-Tarifarchiv
4.2.3
Part-time work and child care facilities in Germany

German statistics show that part-time work is mainly done by women and therefore differential treatment of part-time and full-time workers also often leads to indirect discrimination on the grounds of sex

This chapter will look at the reason why so many women in Germany tend to choose for a part-time job instead of a fulltime job, mainly after they have had children. It will show statistics on the child care (facilities) within Germany. This chapter combined the two subjects because good and sufficient child care facilities can contribute to the solution for women who want to combine working and family life.

Part-time work

Part-time work is for many women and some men an alternative for a full-time job. To care for the child in the first years of its life is mostly still seen as a task for the mother in Germany. The number of staying at home dads has increased a little bit but is still very small. 

Women’s share if part-time work is still significantly larger than that of men. According to the most recent data of 2007, figures show that within Germany around 46% of all part-time workers are women
. This compared to less than 10% of men who work part-time.
One of the most important reason for these figures within Germany lies within the still existing traditional role model of responsibilities within the family. The mother who normally stays at home for the first years and takes care of the children, and on the other hand the dad who provides the family income. This traditional division simply does not make it possible for women to work full-time. They therefore choose the way of part-time work, or staying at home in order to take care of the children. However nowadays a new trend becomes visible namely mothers who want to return to their (full-time) jobs quiet soon after birth. 

Child care 

One thing that would make the choice to start working soon after child birth easier would be the provision of child care facilities within the workplace or near the workplace of the mother. Yet in Germany the percentage of children under the age of three that go to a child care facility lies around 10%. In Scandinavian countries this percentage lies around 50%.
 This bad combination of child care and profession life for women makes is even harder for German women to have children and work at the same time. 

This becomes also visible when comparing Germany with the rest of the European labour market. The women’s quote for job application within Germany barely reaches 60%. 

This brings us back to the key issue of this chapter, namely part-time working.

Because of the lack of sufficient child care facilities within a company, many women decide to start a part-time job rather than a fulltime job after they have had children. This is the only way where they can combine taking care of the children and working a few days or hours per week. Due to this choice of part-time work however it is very hard for women to work on a career. Even more important is the fact that working part-time does not enable women to be economically independent.


5.
Conclusion

This final chapter will answer the main question that was asked at the beginning of this thesis. 

Are the Netherlands different from Germany in respect to Gender Equality at work?

In order to answer this question several issues have been discussed. The extensive research concerning several important items of Gender Equality has lead to the answer on the main question. The most simplified answer is simply; yes, The Netherlands does indeed differ from Germany in respect to Gender Equality.
However this thesis has examined the differences of both Member States of a few key items concerning Gender Equality at work in order to get a clear answer on the main question. The main findings that have lead to the answer on the main question will now be briefly discussed.
When comparing the history of both the Netherlands and Germany a difference is noticeable within the division of eras of feminism. The Netherlands had a clear division of 3 so called feministic waves, whereas in Germany the road towards equal treatment went more gradually. At the end however both Member States end up with the same results at the end of the 19th century. The Member States began focussing on the implementation of legislation that has been made by the European Union at the beginning of the 20th century. 
This brings us to the second important subject, namely the legislation. It can be concluded that Europe has contributed a lot to the emancipation process of women, and still plays a vital role mainly via legislation. There are several directives and laws concerning pay equality, and part-time work, however child care is still a item that needs more looking into both at EU level and national level for both Member States. 
The first threshold women have to face within working life is the division of both female and male orientated job sectors. Men and women are still being segregated info different areas of work, the so called horizontal segregation and at different levels, vertical segregation. Within both Member States females mostly still tend to choose the jobs within the female orientated sectors that receive lower payment than the jobs within the men orientated sectors. Females mainly end up in the health -and social sector, whereas men are mainly concentrated in heavy construction sectors.

Secondly the gender pay gaps within the labour market are still a huge obstacle for women. There are still gender pay gaps within both Member States despite of their laws and directives regarding the issue. The differences between men’s and women’s average gross hourly earnings as a percentage of men’s average gross hourly earnings show that; 

· The Netherlands still have a gender pay gap of 18%.

· Germany however has an even higher percentage; their gender pay gap is 22%.

Thirdly the part-time issue is also important in regard to equality at work. Women’s share of part-time work is much bigger compared with men. One of the consequences of working part-time is a lower salary compared with a full-time one, which makes it harder for women to be economically independent. 
Between both Member States, there is a big gap between women’s share of part-time work compared with men that of men.  

· The Netherlands however has the highest share, not only in comparison with Germany, but within the whole EU. With a total of almost 75% female part-time workers.

· Germanys share is a lot less with approximately 46% female part-time workers.

One item that could partly decrease the high share of women that work part-time is the provision of good child care within the Member States. Both Member States deal with child care issue as followed;

· The Netherlands are aware of the fact that child care can be a good help for couples who

want to start a family and work at the same time. It can help mainly women to continue working, not only part-time but also full-time. 

· Germany is still very traditional in many aspects concerning family policy. Society still
prefers two-parent families and the mother staying at home with the kids instead of working. The focus of the family policy programs is to encourage mothers to stay at home instead of returning to the workplace.
Field research

The conclusion will also be backed up by some field research results. A number of organisations within both the Netherlands and Germany have filled in an survey. It consisted out of several questions concerning the four key items within this thesis. The intention of the field research was to show that there are still some differences in the way Dutch workers think of Gender Equality at work in comparison with German ones. However these answers did not differ much. The most useful comment was made on the approach of both countries. Within Holland the idea of working mothers is more respected than in Germany. There you still see the traditional role model of the family, namely; the mother who takes care of the children the first years of their life and the father who provides the income.
Hopefully the answer given at the beginning of this thesis has become clear due to the several issues that have been discussed. By discussing every item separately per Member State a comparison of the differences could be made for each of the subjects of this thesis.

The answer of the central question did in fact prove that it is very important for the future to keep underlining the importance of women within the labour market. They can contribute the same as men in the economy of both member states. The laws and directives already exist, now it is time for the Netherlands as well as Germany to actively work on the improvement of the position of women at work, and concentrate on decreasing the gender pay gap, work on a good division concerning working hours for women with children to guarantee their economic independence and linked with this better provisions of child care within the Member States.

Gender Equality needs to be put on the agenda of the European Union and its Member States every year, because there is still a long road ahead towards equality for women at work.
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Appendix 2

Legislation of 

The European Union

Equal treatment in the EC Treaty

	[image: image13.png]




 HYPERLINK "http://ec.europa.eu/employment_social/gender_equality/legislation/ectreaty_en.html" \l "int#int" Introduction
[image: image14.png]




 HYPERLINK "http://ec.europa.eu/employment_social/gender_equality/legislation/ectreaty_en.html" \l "pro#pro" Provisions of the EC Treaty
[image: image15.png]




 HYPERLINK "http://ec.europa.eu/employment_social/gender_equality/legislation/ectreaty_en.html" \l "jud#jud" Draft EU Constitution


Introduction
Article 2 of the EC Treaty provides that promotion of equality between men and women is a task of the European Community. Article 3(2) provides that it should aim to eliminate inequalities, and to promote equality, between men and women in all its activities (also known as "gender mainstreaming"). There are three legal bases in the EC Treaty for EU legislation on equal treatment of men and women: Article 141(3) in matters of employment and occupation; Article 13(1) outside of the employment field; and Article 137 in the promotion of employment, improved living and working conditions.

The draft EU Constitution, signed by the Heads of State and Government on 29 October 2004 in Rome, can only replace the EC Treaty when it has been ratified by all the Member States. The draft EU Constitution contains similar provisions to the EC Treaty as regards equality between men and women, but it also contains references to equality and non-discrimination in the values of the EU, and in the Charter of Fundamental Rights.

Treaty provisions

[NB. The full text of the EC Treaty is available in all official languages on the Eur-Lex website.]

Article 2 of the EC Treaty: 

The Community shall have as its task, by establishing a common market and an economic and monetary union and by implementing common policies or activities referred to in Articles 3 and 4, to promote throughout the Community a harmonious, balanced and sustainable development of economic activities, a high level of employment and of social protection, equality between men and women, sustainable and non-inflationary growth, a high degree of competitiveness and convergence of economic performance, a high level of protection and improvement of the quality of the environment, the raising of the standard of living and quality of life, and economic and social cohesion and solidarity among Member States.

Article 3 of the EC Treaty: 

1. For the purposes set out in Article 2, the activities of the Community shall include, as provided in this Treaty and in accordance with the timetable set out therein: 

a. the prohibition, as between Member States, of customs duties and quantitative restrictions on the import and export of goods, and of all other measures having equivalent effect; 

b. common commercial policy; 

c. an internal market characterised by the abolition, as between Member States, of obstacles to the free movement of goods, persons, services and capital; 

d. measures concerning the entry and movement of persons as provided for in Title IV; 

e. a common policy in the sphere of agriculture and fisheries; 

f. a common policy in the sphere of transport; 

g. a system ensuring that competition in the internal market is not distorted; 

h. the approximation of the laws of Member States to the extent required for the functioning of the common market; 

i. the promotion of coordination between employment policies of the Member States with a view to enhancing their effectiveness by developing a coordinated strategy for employment; 

j. a policy in the social sphere comprising a European Social Fund; 

k. the strengthening of economic and social cohesion; 

l. a policy in the sphere of the environment; 

m. the strengthening of the competitiveness of Community industry; 

n. the promotion of research and technological development; 

o. encouragement for the establishment and development of trans-European networks; 

p. a contribution to the attainment of a high level of health protection; 

q. a contribution to education and training of quality and to the flowering of the cultures of the Member States; 

r. a policy in the sphere of development cooperation; 

s. the association of the overseas countries and territories in order to increase trade and promote jointly economic and social development; 

t. a contribution to the strengthening of consumer protection; 

u. measures in the spheres of energy, civil protection and tourism. 

2. In all the activities referred to in this Article, the Community shall aim to eliminate inequalities, and to promote equality, between men and women. 

Article 13 of the EC Treaty: 

1. Without prejudice to the other provisions of this Treaty and within the limits of the powers conferred by it upon the Community, the Council, acting unanimously on a proposal from the Commission and after consulting the European Parliament, may take appropriate action to combat discrimination based on sex, racial or ethnic origin, religion or belief, disability, age or sexual orientation. 

2. By way of derogation from paragraph 1, when the Council adopts Community incentive measures, excluding any harmonisation of the laws and regulations of the Member States, to support action taken by the Member States in order to contribute to the achievement of the objectives referred to in paragraph 1, it shall act in accordance with the procedure referred to in Article 251. 

Article 136 of the EC Treaty:

The Community and the Member States, having in mind fundamental social rights such as those set out in the European Social Charter signed at Turin on 18 October 1961 and in the 1989 Community Charter of the Fundamental Social Rights of Workers, shall have as their objectives the promotion of employment, improved living and working conditions, so as to make possible their harmonisation while the improvement is being maintained, proper social protection, dialogue between management and labour, the development of human resources with a view to lasting high employment and the combating of exclusion.

To this end the Community and the Member States shall implement measures which take account of the diverse forms of national practices, in particular in the field of contractual relations, and the need to maintain the competitiveness of the Community economy.

They believe that such a development will ensue not only from the functioning of the common market, which will favour the harmonisation of social systems, but also from the procedures provided for in this Treaty and from the approximation of provisions laid down by law, regulation or administrative action.

Article 137 of the EC Treaty:

1. With a view to achieving the objectives of Article 136, the Community shall support and complement the activities of the Member States in the following fields:

a. improvement in particular of the working environment to protect workers' health and safety; 

b. working conditions; 

c. social security and social protection of workers; 

d. protection of workers where their employment contract is terminated; 

e. the information and consultation of workers; 

f. representation and collective defence of the interests of workers and employers, including co-determination, subject to paragraph 5; 

g. conditions of employment for third-country nationals legally residing in Community territory; 

h. the integration of persons excluded from the labour market, without prejudice to Article 150; 

i. equality between men and women with regard to labour market opportunities and treatment at work; 

j. the combating of social exclusion; 

k. the modernisation of social protection systems without prejudice to point (c). 

2. To this end, the Council: 

a. may adopt measures designed to encourage cooperation between Member States through initiatives aimed at improving knowledge, developing exchanges of information and best practices, promoting innovative approaches and evaluating experiences, excluding any harmonisation of the laws and regulations of the Member States;

b. may adopt, in the fields referred to in paragraph 1(a) to (i), by means of directives, minimum requirements for gradual implementation, having regard to the conditions and technical rules obtaining in each of the Member States. Such directives shall avoid imposing administrative, financial and legal constraints in a way which would hold back the creation and development of small and medium-sized undertakings. 

The Council shall act in accordance with the procedure referred to in Article 251 after consulting the Economic and Social Committee and the Committee of the Regions, except in the fields referred to in paragraph 1(c), (d), (f) and (g) of this article, where the Council shall act unanimously on a proposal from the Commission, after consulting the European Parliament and the said Committees. The Council, acting unanimously on a proposal from the Commission, after consulting the European Parliament, may decide to render the procedure referred to in Article 251 applicable to paragraph 1(d), (f) and (g) of this article.

3. A Member State may entrust management and labour, at their joint request, with the implementation of directives adopted pursuant to paragraph 2. 

In this case, it shall ensure that, no later than the date on which a directive must be transposed in accordance with Article 249, management and labour have introduced the necessary measures by agreement, the Member State concerned being required to take any necessary measure enabling it at any time to be in a position to guarantee the results imposed by that directive.

4. The provisions adopted pursuant to this article: 

· shall not affect the right of Member States to define the fundamental principles of their social security systems and must not significantly affect the financial equilibrium thereof, 

· shall not prevent any Member State from maintaining or introducing more stringent protective measures compatible with this Treaty. 

· The provisions of this article shall not apply to pay, the right of association, the right to strike or the right to impose lock-outs. 

Article 141 of the EC Treaty: 

1. Each Member State shall ensure that the principle of equal pay for male and female workers for equal work or work of equal value is applied. 

2. For the purpose of this article, "pay" means the ordinary basic or minimum wage or salary and any other consideration, whether in cash or in kind, which the worker receives directly or indirectly, in respect of his employment, from his employer. 

Equal pay without discrimination based on sex means:

a. that pay for the same work at piece rates shall be calculated on the basis of the same unit of measurement; 

b. that pay for work at time rates shall be the same for the same job. 

3. The Council, acting in accordance with the procedure referred to in Article 251, and after consulting the Economic and Social Committee, shall adopt measures to ensure the application of the principle of equal opportunities and equal treatment of men and women in matters of employment and occupation, including the principle of equal pay for equal work or work of equal value. 

4. With a view to ensuring full equality in practice between men and women in working life, the principle of equal treatment shall not prevent any Member State from maintaining or adopting measures providing for specific advantages in order to make it easier for the under-represented sex to pursue a vocational activity or to prevent or compensate for disadvantages in professional careers. 

Appendix 3

Graphs of differences

between 

The Netherlands and Germany

Inactivity rates The Netherlands

The latest research data, from 2006, coming from a report issued by Eurostat, the Statistical Office of the European Communities, focused on people outside the labour force. It showed date from the so-called inactivity rates of women. 
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1. Inactive persons are persons who are neither employed nor unemployed. Inactivity rate is the share of the inactive population as a % of the total population (living in private households) in the same age group.

2. Family responsibilities may include marriage, pregnancy, childcare, serious illness of another member of the family, long vacation. Own illness is not included

Employment rates The Netherlands, 

provided by Eurostat latest labour market trends 2007
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Inactivity rates Germany
The latest research data, from 2006, coming from a report issued by Eurostat, the Statistical Office of the European Communities, focused on people outside the labour force. It showed date from the so-called inactivity rates of women. 
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1. Inactive persons are persons who are neither employed nor unemployed. Inactivity rate is the share of the inactive population as a % of the total population (living in private households) in the same age group.

2. Family responsibilities may include marriage, pregnancy, childcare, serious illness of another member of the family, long vacation. Own illness is not included.

Employment rates Germany
provided by Eurostat latest labour market trends 2007
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Gender pay gap
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Appendix 4

Dutch Summary

Dutch Summary

Binnen de instellingen van de Europese Unie en haar Lidstaten is de term gelijkheid der geslachten, in deze samenvatting Gender Equality genoemd, steeds belangrijker geworden gedurende de laatste jaren. Sinds het ontstaan van de Europese Unie zijn er verschillende wetten en beleidsrichtlijnen aangenomen om het principe van Gender Equality te waarborgen. De term mag dan echter wel bekend zijn in de instellingen van de Europese Unie, veel burgers in the EU lidstaten van de Europese Unie zijn zich vaak niet bewust van de term Gender Equality. Men heeft er wel eens van gehoord maar weet niet wat deze inhoudt.

Deze scriptie wil het belang van Gender Equality benadrukken voor de Europese burgers. Vooral gezien het feit dat Gender Equality nog steeds niet bestaat, voornamelijk in het arbeidsleven zijn er nog veel ongelijkheden. Veel vrouwen krijgen nog steeds te maken met verschillende drempels in het arbeidsleven. Vier van deze drempels zullen benadrukt worden gedurende dit onderzoek, te weten;

· De typisch vrouwelijk en typisch mannelijk geconcentreerde bedrijfstakken.

· Het verschil in inkomen tussen geslachten

· Deeltijdbaan
· Kinderopvang

De hoofdvraag van dit onderzoek luidt als volgt;

Verschilt Nederland van Duitsland op het gebied van Gender Equality in het arbeidsleven?

De benutte informatie bestaat voornamelijk uit desk research betreffende de verscheidene kwesties die onderzocht zijn voor deze scriptie. Het betreft onder andere ook resultaten gebaseerd op field research, dat samenvalt met het onderwerp van deze scriptie namelijk Gender Equality in het arbeidsleven. Het field research bestaat uit een aantal enquêtes uitgereikt aan werknemers in organisaties binnen Nederland en Duitsland.

Om tot het antwoord op de hoofdvraag in deze scriptie te komen zullen er verschillende onderwerpen behandeld worden, waaronder de zojuist besproken drempels voor vrouwen in het arbeidsleven.

Ten eerste is het interessant om te beginnen bij de oorsprong van de term Gender Equality voor elk van de twee lidstaten. Nederland heeft een duidelijke scheiding tussen de zogeheten 3 emancipatiegolven. De emancipatie geschiedenis van Duitsland verliep geleidelijk met dezelfde hoogtepunten, zoals het verkrijgen van actief kiesrecht.

Een ander belangrijk feit voor gelijke behandeling van vrouwen in het arbeidleven is de wetgeving. De Europese Unie heeft verschillende wetten en richtlijnen aangenomen op het gebied van Gender Equality in het algemeen en in het arbeidsleven. Hieronder behoort bijvoorbeeld artikel 141 van de Europese Unie, dat ingaat op verschil in beloning gebaseerd op het verschil van geslacht. Dit geldt ook voor de twee lidstaten; Nederland en Duitsland hebben beide wetten betreffende Gender Equality op het gebied van gelijke beloning tussen geslachten, en deeltijdarbeid. De kinderopvang kwestie kan een belangrijke oplossing vormen voor vrouwen die hun arbeidsleven en hun familie willen combineren. Hoewel de EU deze kwesties niet bevorderd heeft tot een paar jaar geleden, dit geld ook voor beide lidstaten. Zij hebben echter beide wetten die kinderopvang financieel ondersteunen. Tegenwoordig word de kinderopvang kwestie steeds belangrijker, en word deze steeds vaker in beleid opgenomen, dat een ondersteuning biedt voor moeders in het arbeidsleven.

Van het grootste belang voor deze scriptie zijn de actuele gebeurtenissen en statistieken betreffende Gender Equality in het arbeidsleven.

De eerste drempel die vrouwen moeten overwinnen binnen het arbeidsleven is de verdeling tussen de typisch vrouwelijk en mannelijk georiënteerde beroepssectoren. De rol van vrouwen binnen de betaalde arbeidssector is sterk veranderde gedurende de laatste decennia. Gender Inequality blijft echter een globaal fenomeen in de beroepssectors. Mannen en vrouwen worden nog steeds gescheiden in verschillende beroepsgebieden, de zogeheten horizontale scheiding en op verschillende niveaus, verticale scheiding. In beide lidstaten hebben vrouwen vaker de neiging om beroepen te kiezen binnen de vrouwelijk georiënteerde arbeidssector waar men een lagere beloning ontvangt dan beroepen binnen de mannelijke georiënteerde arbeidssector. Vrouwen belanden meestal in de gezondheids -en sociale sector, terwijl mannen meestal in de bouwsector terecht komen.

Ten tweede is het loonverschil tussen man en vrouw binnen de arbeidsmarkt nog steeds een groot obstakel voor vrouwen. Zij verkeren nog steeds in een achtergestelde en ongelijke positie betreffende gelijk loon voor gelijke arbeid. Binnen de twee lidstaten is er nog steeds sprake van verschil in loon tussen geslachten, ondanks de verschillende wetten en richtlijnen. 
Het verschil tussen het mannelijke en vrouwelijke gemiddelde bruto uurloon als een percentage van het mannelijke gemiddelde bruto uurloon laat zien dat;
· Nederland nog steeds in verschil in loon tussen geslachten heeft van 18%

· Duitsland heeft echter een nog hoger percentage, hun verschil in loon tussen geslachten bedraagt 22%.

Ten derde blijkt uit onderzoeken dat steeds meer vrouwen zijn gaan werken. Ook werken ze langer door voordat ze kinderen krijgen, en het aantal vrouwen dat na het krijgen van kinderen weer gaat werken is toegenomen. Toch kiest een groot aantal vrouwen, nadat ze kinderen gekregen hebben, nog steeds voor een deeltijdbaan. Vaak is deze keuze niet vrijwillig maar worden vrouwen gedwongen tot een deeltijdbaan omdat ze niet meer worden aangenomen voor een voltijdbaan.
Het onderwerp deeltijdarbeid binnen beide lidstaten laat interessante verschillen zien;
· Er is veel veranderd in de laatste 40 jaar van het Nederlandse emancipatiebeleid.

Vrouwen zijn in groten getale begonnen met werken gedurende de laatste eeuw, maar vaak betrof dit aantal vrouwelijke deeltijdarbeiders. Dit heeft tot gevolg dat vrouwen vaak niet genoeg verdienen om economische onafhankelijk te zijn. Nederland heeft het hoogste aandeel deeltijdarbeiders, niet alleen in vergelijking met Duitsland maar binnen de gehele EU, met een percentage van bijna 75% vrouwelijke deeltijdarbeiders in 2007. Nederlandse vrouwen maken vaker de keuze voor deeltijdarbeid omdat dit in hun ogen de beste optie is om hun baan en gezinsleven te combineren.
· De bijdrage van Duitsland op het gebied van vrouwelijke deeltijdarbeiders is een stuk 

minder, met ongeveer 46% vrouwelijke deeltijdarbeiders in 2007. De belangrijkste verklaring voor het aanzienlijk lagere aandeel vrouwelijke deeltijdarbeiders binnen Duitsland heeft te maken met de traditionele kijk op het familieleven. Als vrouwen de keuze moeten maken tussen of het nastreven van een professionele carrière of het starten van een gezin, kiezen ze bijna altijd voor één van de twee opties, in plaats van het combineren van de 
twee opties door deeltijdarbeid te verrichten en tegelijkertijd voor hun gezin te zorgen.

Deeltijdarbeid hoeft niet per definitie negatief te zijn voor alle vrouwen, echter het feit blijft dat vrouwen geen economische onafhankelijkheid kunnen verkrijgen door een deeltijdbaan. Tegenwoordig staan de meeste vrouwen nog steeds voor de keuze om enerzijds te kiezen voor hun carrière of anderzijds voor een gezin, met als consequentie dat ze hun arbeidsuren moeten verminden en zodoende deeltijd gaan werken, of helemaal stoppen met werken. 

Een oplossing voor hoog aantal vrouwelijke deeltijdarbeiders is het creëren van goede kinderopvang faciliteiten binnen de Lidstaten. Kinderopvang is een onderwerp dat niet veel aandacht heeft gekregen binnen de Europese Unie gedurende het afgelopen decennium. Dit gold ook voor Nederland en Duistland. Echter de afgelopen jaren is het onderwerp steeds belangrijker geworden voornamelijk betreffende het Gender Equality beleid dat zich bezighoud met werkende vrouwen en het combineren van het arbeidsleven en gezinsleven. Beide lidstaten hebben de volgende visie en verschillende aanpak betreffende het beleid van kinderopvang;
· Nederland is zich bewust van het feit dat kinderopvang een goede bijdrage kan leveren 
voor koppels die besluiten om een gezin te stichten maar tegelijkertijd willen blijven werken. Het kan voornamelijk aan goede oplossing zijn voor vrouwen die hierdoor kunnen blijven werken, en dan niet alleen deeltijd maar ook voltijd.

· Duitsland is nog steeds zeer traditioneel in veel facetten van het familie beleid. De  

maatschappij geeft de voorkeur aan twee ouder gezinnen, en de moeder die thuisblijft om voor het kind te zorgen gedurende de eerste levensjaren. Het aandachtspunt binnen het familiebeleidsplan is om moeders aan te sporen om thuis te blijven om de zorgtaken op zich te nemen in plaats van terug te keren naar hun arbeidsplek.

Field research
Zoals reeds vermeld in het begin,  zal de hoofdvraag  tevens onderbouwd worden door enig field research. De belangrijkste reden hiervoor was om achter komen of er verschillen, tussen werknemers (man and vrouw) binnen organisatie in Nederland and Duitsland, zijn betreffende de manier waarop zij de verschillende problemen van Gender Equality in het arbeidsleven benaderen. De enquête werd aan vrouwelijke en mannelijke werknemers uitgereikt, om te zien of beide geslachten bepaalde vragen anders zouden beantwoorden. Daarnaast was het de bedoeling van de enquête om eventueel verschil tussen de antwoordwijze van Nederlandse en Duitse werknemers aan te tonen. Dit laatste verschil is niet aangetoond na afloop van het onderzoek.

Het meest nuttige commentaar werd gegeven door een werknemer op het gebied van de aanpak van Gender Equality in het arbeidsleven tussen Nederland en Duitsland. Zij concludeerde dat, “Binnen Nederland is de rol van werkende moeder beter geaccepteerd dan in Duitsland. Hier ziet men nog steeds de traditionele rolverdeling, de moeder die zorg draagt voor de kinderen gedurende hun eerste levensjaren en de man die voor het hoofdinkomen zorgt. Een vader in Duitsland die zou aangeven dat hij thuis wil blijven om zorg te dragen voor zijn kind gedurende de eerste levenjaren, zou raar aangekeken worden door zijn mannelijke collega’s”
De enquête heeft kunnen aantonen dat er één verschil is in de manier waarop vrouwelijke werknemers omgaan met de drempels betreffende ongelijke behandeling van de geslachten ofwel gender inequality, in het arbeidsleven, in vergelijking met mannen. Dit verschil deed zich voor bij het onderwerp deeltijdarbeid. De ondervraagde vrouwelijke werknemer bevestigde dat het geen optie was om voltijd te blijven werken na het stichten van een gezin. Beide partners hebben wel overlegd gepleegd over wie er zou blijven werken maar in alle gevallen waren het de mannen die bleven werken. De belangrijkste reen hiervoor was de man altijd een hoger salaris verdiende dan de vrouw.

De laatste vraag behandelde de kinderopvang kwestie, er werd aangetoond dat er inderdaad behoefte is aan kinderopvang, maar dat veel ouders zich niet goed voelen bij het feit om hun kinderen de hele dag in de handen van vreemden toe te vertrouwen.

Aan het einde van deze scriptie kan de hoofdvraag beantwoordt worden naar aanleiding van voorafgaand uitgebreid onderzoek. Alle onderwerpen zijn besproken en tonen verschil aan in bepaalde wetgeving en statistieken. Deze samenvatting zal eindigen met het kortst mogelijke antwoord op de hoofdvraag, namelijk ja, er zijn inderdaad verschillen tussen Nederland en Duitsland op het gebied van Gender Equality in het arbeidsleven. Beide lidstaten vertonen echt ook een belangrijke overeenkomst, namelijk dat er in beide landen geen sprake is van Gender Equality.
Met dit antwoord eindigt het onderzoek voor deze scriptie, maar het lost niet het probleem op waarmee vrouwen nog dagelijks geconfronteerd worden in het arbeidsleven. Deze uitkomst heeft aangetoond dat het zeer belangrijk is voor de toekomst om het belang van vrouwen in het arbeidsleven te onderstrepen. Ze kunnen net als mannen bijdragen aan de economie van beide lidstaten. De wet en richtlijnen bestaan al, nu is het echter tijd voor Nederland en Duitsland om actief te werken aan de verbetering van de positie van de vrouw. Een probleem dat zeker aangepakt moet worden is Het verschil in inkomen tussen geslachten. Verder is het van belang dat de lidstaten zich concentreren op de werktijden van vrouwen met kinderen, en zorgen dat deze niet altijd genoodzaakt zijn om deeltijd te werken. Deze concentratie op de werkuren van de vrouw kan er voornamelijk toe bijdragen dat de vrouw economische zelfstandigheid kan verkrijgen doormiddel van voldoende werkuren. Betere ondersteuning van vrouwen met kinderen kan verwezenlijkt worden door goede kinderopvang welke het mogelijk maakt voor de vrouw om naast de zorg voor haar kinderen tevens een voltijdbaan te hebben.

Gender Equality moet ieder jaar op de agenda van de Europese Unie en haar lidstaten worden gezet, want er is nog een lange weg te gaan voordat vrouwen de gelijkheid in het arbeidsleven verkrijgen die ze verdienen en waar ze bovendien recht op hebben volgens de wet in Nederland en Duitsland . 

Appendix 5

German Summary
German Summary

Innerhalb der Dienststellen der Europäischen Union und ihrer Mitgliedsstaaten ist der Begriff Gleichheit der Geschlechter, auch (wohl) Gender Equality genannt, immer wichtiger geworden während der letzten Jahre. Seit des Entstehens der Europäischen Union sind viele Gesetze und Richtlinien angenommen worden, um das Prinzip der Gender Equality zu garantieren.
Der Begriff allerdings kann wohl bekannt sein in den Dienstellen der Europäischen Union. Viele Bürger in den Europäische Mitgliedstaaten der Europäische Unions sind sich öfter nicht des Begriffes Gender Equality bewusst von. Man hat wohl mal von dem Begriff gehört aber weiß nicht genau wofür er steht.

Diese Diplomarbeit möchte die Wichtigkeit der Gender Equality für die europäischen Bürger unterstreichen. Vor allem weil der Begriff heutzutage noch immer nicht besteht,  hauptsächlich im Arbeitsgebiet. Viele Frauen werden noch immer mit verschiedenen Schwellen im Arbeitsgebiet konfrontiert. Vier dieser Schwellen werden während diese Forschung betont:

· Die typisch weiblich- und männlich orientierten Wirtschaftsbereichen

· Der Lohnunterschied zwischen den Geschlechtern

· Teilzeitbeschäftigung 

· Kinderbetreuung

Die Hauptfrage für diese Diplomarbeit ist:

Unterscheidet die Niederlande sich von Deutschland im Bereich Gender Equality im Arbeitsfeld?

Die verwendeten Informationen bestehen hauptsächlich aus desk research bezüglich der verschiedenen Schwerpunkte die für diese Diplomarbeit untersucht worden sind. Es betrifft unter anderem auch Resultate die auf field reseach basieren,  welche mit dem Thema dieser Diplomarbeit zusammenfällt , nämlich Gender Equality im Arbeitsbereich. Das Field reseach besteht aus einer  Anzahl von Umfragen, die an Arbeitnehmer in Organisationen in den Niederlande und Deutschland verteilt wurden. Um die Hauptfrage dieser Diplomarbeit zu beantworten werden verschiedene Themen behandelt, darunter auch die Hindernisse im Arbeitsbereich der Frau, die gerade schon besprochen wurden. 

An erster Stelle ist es interessant beim Uhrsprung vom Begriff Gender Equality für beide Mitgliedsstaaten anzufangen. Die Niederlande hat einen deutlichen Unterscheid zwischen den so genannten „Drei Emanzipations- Wellen“.

Die Gleichberechtigungsgeschichte der Frauen in Deutschland ging mit der Zeit einher, und hatte die gleichen Höhepunkten wie die Niederlande ähnlich wie beim Bespiel des Wahlrechts.

Ein anderer wichtiger Fakt für die Gleichberechtigung von Frauen im Arbeitsleben ist die Gesetzgebung. Die Europäische Union hat verschiedene Gesetze und Richtlinien auf dem Gebiet von Gender Equaliy im allgemeinen und im Arbeitsbereich angenommen. Dabei handelt es sich zum Bespiel um Artikel 141 im Gesetz der Europäischen Union. Der Artikel behandelt den Unterschied der Lohnzahlung für unterschiedliche Geschlechter.

Dies gilt auch für die zwei Mitgleidsstaaten. Sowohl die Niederlande als auch und Deutschland haben beide Gesetzen für Gender Equality im allgemeinem, für Lohngleicheit zwischen Geschlechtern und für Teilzeitarbeit. Die Kinderbetreuungsfrage kann eine wichtige Lösung für Frauen sein, die ihr Arbeitsleben mit ihrem Familienleben kombinieren möchten. Die Europäische Union hat diese Frage allerdings bis vor ein paar Jahren nicht behandelt,. Dies gilt auch für beide Mitgliedsstaaten, die aber wohl Gesetze haben, die Kinderbetreuung finanziell unterstützen. Heutzutage wird die Kinderbetreuung immer wichtiger und wird häufiger in politische Themen aufgenommen besonders bezüglich Frauen im Arbeitsleben.

Am wichtigsten für diese Diplomarbeit sind die aktuelle Ereignisse und Statistiken bezüglich Gender Equality im Arbeitsleben.

Das erste Hindernis, das Frauen im Arbeitsbereich überwinden müssen ist die Verteilung zwischen männlich- und weiblichorientierte Berufsbereichen. Die Rolle der Frauen innerhalb die entlohnten Wirtschaftsektoren hat sich während die letzen Jahrzehnten stark geändert. Der unterscheid zwischen Geschlechtern bleibt aber ein globales Phänomen innerhalb der Berufssektoren. Männer und Frauen werden noch immer in verschiedene Berufsbereiche getrennt, die so genannte horizontale Unterscheidung , und in unterschiedliche Ränge, die vertikale Unterscheidung. In beiden Mitgliedsstaaten haben Frauen die Neigung dazu, Berufe innerhalb der weiblich-orientierten Wirtschaftszweige zu wählen, welche eine niedrigeren Lohn bekommen als Berufe innerhalb der männlich-orientierten Wirtschaftszweige. Frauen geraten meistens in den Gesundheits- und Sozialbereich, während Männer meistens in den Bausektor geraten.

Zweitens ist der Lohnunterschied zwischen Mann und Frau innerhalb des Arbeitsmarktes noch immer eine große Hürde für Frauen. Sie verkehren noch immer in eine hintergesetzte und ungleiche Position bezüglich gleichem Lohn für gleiche Arbeit. Innerhalb beider Mitgliedsstaaten spricht man noch immer von Lohnunterschieden aufgrund des Geschlechts, trotz verschiedene Gesetze und Richtlinien innerhalb die Niederlande und Deutschland. Der Unterschied zwischen dem männlichen und weiblichen Durchschnittsbruttostundenlohn als ein  Prozentsatz vom männlichen Durchschnittsbruttostundenlohn zeigt, das;

· Die Niederlande noch immer einen Lohnunterschied zwischen Geschlechtern von 18% hat.

· Deutschland kennt einen noch höheren Prozentsatz von 22%.

Drittens beweisen Untersuchungen, dass immer mehr Frauen mit arbeiten angefangen haben. Auch haben sie länger gearbeitet bevor sie Kinder bekommen haben, und die Anzahl der Frauen, die nachdem sie Kinder bekommen haben, wieder mir der Arbeit angefangen haben, hat zugenommen. Trotzdem wählt eine große Anzahl dieser Frauen noch immer einen Teilzeitjob statt eines Vollzeitjobs, den sie vielleicht bevor sie Kinder bekommen haben, hatten. Dazu kommt noch, dass die Wahl für einen Teilzeitjob nicht immer freiwillig ist, da viele Frauen mit Kinder keinen Vollzeitjob mehr bekommen. 

Das Thema Teilzeitarbeit innerhalb beider Mitgliedsstaaten zeigt ein paar interessante Resultate.

· Es hat sich viel geändert in die letzten 40 Jahren in der Niederländischen Emanzipations- 

Politik. Frauen haben seit dem letzten Jahrhundert wieder angefangen in großen Mengen zu arbeiten, dies vor allem als Teilzeitarbeit. Das hat wieder die Auswirkung, dass Frauen nicht genügend verdienen um ökonomisch unabhängig zu sein. Die Niederlande hat den größten Anteil Teilzeitarbeiter, nicht nur im Vergleich mit Deutschland sonder innerhalb der ganzen EU, mit einem Prozentsatz von fast 75% weiblichen Teilzeitarbeitern im Jahr 2007.

Niederländische Frauen wählen öfter die Teilzeitarbeit weil dieses ihrer Hinsicht nach die beste Alternative ist um ihren Job mit dem Familienleben zu kombinieren.
· Der Anteil Deutschlands an  weiblichen Teilzeitarbeitern ist bedeutend weniger, mit 

ungefähr 46% weiblichen Teilzeitarbeitern in 2007. Die wichtigste Erklärung für den bedeutend niedrigeren Anteil in Deutschland hat mit der traditionellen Sichtweise auf das Familienleben zu tun. Wenn Frauen sich für einerseits eine Professionelle Karriere oder anderseits ein Familienleben entscheiden müssen, dann wählen sie fast immer eine dieser zwei Optionen, anstatt beide zu kombinieren .

Teilzeitarbeit braucht nicht immer negativ zu sein für Frauen, es bleibt aber die Tatsache, dass Frauen mit einen Teilzeitjob nicht ökonomisch unabhängig werden können. Heutzutage haben die meisten Frauen die Wahl  einerseits Karriere zu machen, oder anderseits eine Familie zu gründen. Dies hat aber als Folge, dass sie entweder Ihre Arbeitsstunden reduzieren müssen und demzufolge Teilzeit arbeiten, oder dass sie ganz aufhören zu arbeiten.

Eine Lösung für die hohe Anzahl an Frauen, die Teilzeit arbeiten sind gute Kinderbetreuungseinrichtungen innerhalb der Mitgleidsstaaten. Kinderbetreuung ist ein Thema, dass nicht viel Aufmerksamkeit innerhalb der EU und der zwei Mitgliedsstaaten bekommen hat. In den  letzen Jahren ist das Thema immer wichtiger geworden und hat man Kinderbetreuung immer öfter als eine Schwerpunkt für Frauen genannt, die Ihr Berufsleben und Familienleben kombinieren möchten. Beide Mitgleidsstaaten behandeln das Thema Kinderbetreuung folgenderweise;

· Die Niederlande ist sich bewusst, dass die Kinderbetreuung einen guten Beitrag

für Pärchen liefern kann die sich beide für die Gründung einer Familie entscheiden, aber gleichzeitig auch arbeiten möchten. Es könnte hauptsachlich eine gute Losung für Frauen sein, die hierdurch nicht nur Teilzeit arbeiten könnten, sondern auch Vollzeit.

· Deutschland ist noch immer sehr traditionell in viele Aspekten  bezüglich der 
Familienpolitik. Die Gesellschaft sieht lieber Familien mit zwei Elternteilen mit einer Mutter, die ihr Kind während der ersten Lebensjahre betreut . Der Schwerpunkt innerhalb der Familienpolitik liegt darin, Müttern Anreize zu geben zu Hause bleiben und ihre Kinder zu  betreuen statt in das Arbeitsleben zurück zu kehren.
Field research
Der wichtigste Kommentar der es gegeben hat mit Bezug auf diese Diplomarbeit war von einem Mitarbeiter. Sie sagte das innerhalb Die Niederlade ist Rolle der arbeitende Mutter noch immer besser akzeptiert ist
Zoals reeds vermeld in het begin, de hoofdvraag zal tevens onderbouwd worden door enig field research. Het belangrijkste reden was het zoeken naar verschillen, tussen werknemers (man and vrouw) binnen organisatie in Nederland and Duitsland, betreffende de manier waarop zij de verschillende problemen van Gender Equality in het arbeidsleven benaderen. De enquête werd aan vrouwelijke en mannelijke werknemers uitgereikt, om te zien of beide geslachten bepaalde vragen anders zouden beantwoorden. Daarnaast was het de bedoeling van de enquête om eventueel verschil in antwoord  tussen Nederlandse en Duitse werknemers aan te tonen. Dit laatste verschil is niet aangetoond na afloop van het onderzoek.

Het meest nuttige commentaar werd gegeven door een werknemer op het gebied van de aanpak van Gender Equality in het arbeidsleven tussen Nederland en Duitsland. Binnen Nederland is de rol van werkende moeder beter geaccepteerd dan in Duitsland. Hier ziet men nog steeds de traditionele rolverdeling, de moeder die zorg draagt voor de kinderen gedurende hun eerste levensjaren en de man die voor het hoofdinkomen zorgt. Als een vader in Duitsland zou aangeven dat hij thuis wil blijven om zorg te dragen voor zijn kind gedurende de eerste levenjaren zou hij raar aangekeken worden door zijn mannelijke collega’s, aldus de werknemer.

De enquête heeft kunnen aantonen dat er één verschil is in de manier waarop vrouwelijke werknemers omgaan met de drempels betreffende gender inequality in het arbeidsleven, in vergelijking met mannen. Dit verschil deed zich voor bij het onderwerp deeltijdarbeid. De ondervraagde vrouwelijke werknemer bevestigde dat het geen optie was om voltijd te blijven werken na het stichten van een gezin. Beide partners hebben wel overlegd over wie er zou blijven werken maar in alle gevallen waren het de mannen die bleven werken. De belangrijkste reen hiervoor was de man altijd een hoger salaris verdiende dan de vrouw.

De laatste vraag behandelde de kinderopvang kwestie, er werd aangetoond dat er inderdaad behoefte is aan kinderopvang, maar dat veel ouders zich niet goed voelen bij het feit om hun kinderen de hele dag in de handen van vreemden toe te vertrouwen.

Am Ende dieser Diplomarbeit kann die Hauptfrage beantwortet werden nach Anlass von vorhergehende umfangreiche Nachforschung. Alle Themen sind besprochenen und zeigen Unterschiede in der Gesetzgebung und aufgrund von  Statistiken. Die Zusammenfassung wird mit der kürzest möglichen Antwort auf der Hauptfrage enden, nämlich ja, es gibt in der Tat Unterschiede zwischen den Niederlanden und Deutschland bezüglich Gender Equalty. 

Beide Mitgleidsstaaten zeigen aber auch eine wichtige Übereinstimmung, nämlich, dass es in beiden Ländern keine Gender Equality gibt.

Mit dieser Antwort ist diese Diplomarbeit zu Ende, aber die Probleme für Frauen im Arbeitsleben haben sich noch nicht gelöst. Es zeigt erst recht, dass es für die Zukunft sehr wichtig ist den Wert von Frauen im Arbeitsleben zu betonen. Sie können den gleichen Beitrag wie Männer liefern für die Wirtschaft beider Mitgleidsstaaten. Die Gesetze und Richtlinien gibt es schon, jetzt ist es aber Zeit für die Niederlande und Deutschland aktiv an der Verbesserung der Position der Frau im Arbeitsleben zu arbeiten. Hierbei kann man an die Themen denken, die in dieser Diplomarbeit behandelt sind. 

Gender Equality muss jedes Jahr auf der Agenda der EU und ihrer Mitgleidsstaaten stehen,, weil es noch einen langen Weg zu gehen gibt bis zur völligen Gleichberechtigung der Frauen.

Appendix 6

Transcript Survey

Survey 1
Gender Equality within the labour market: a comparison between Germany and The Netherlands

Information about the company and employee

Name Company:…………………………………………………………………………………
Working sector:……………………………………………………………………………
Function:………………………………………………………………………………………

Age:…………..years old

Sex:

· Female

· Male

Children:

· Yes

· No

Gender Equality

Have you ever heard about the term gender equality

· Yes

· No

Are there policies for gender mainstreaming within your company?

· Yes

· No

· I don’t know

Did you ever experience any from of gender related discrimination at work?

· Yes

· No 

Gender pay gaps

Do you know if your income is equal with that of your male colleague? 

· Yes

· No 

· I never asked or checked

How would you feel if you would know that your male/female colleague would get paid more for the exact same job you do?

· I don’t care

· I care but I think I can’t do anything about it

· Otherwise ………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

Part time work and child day care facilities

Was there a time in your working life where you had to decide, whether you would start a family or pursue your career? 

· Yes

· No

Have you ever considered working a part-time job after having children? Please explain why 

· Yes, because……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

· No, because…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………….

Is their a childcare facility within your company?

· Yes

· No

· I don’t know

If not would you prefer to have such a facility within your company?

· Yes

· No

· I don’t care

If there is a child day care facility do you use it?

· Yes

· No

· I don’t know

Open for comments

…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
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