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Welcome to OSHwiki

OSHwiki has been developed by EU-OSHA, to enable the sharing of
occupational safety and health (OSH) knowledge, information and best
practices, in order to support government, industry and employee
organisations in ensuring safety and health at the workplace.

OSHwiki aims to be an authoritative source of information that is easily

updated, edited or translated and reaches beyond the OSH community.
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What is OSHwiki

OSHwiki is based on the wiki concept (see Wikipedia) of developing an online

encyclopeadia where users collaborate to create and share knowledge. The
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OSHwiki community has already created a large a variety of articles.
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The aim of the current article is to provide an introduction into some of the
key 1ssues pertaining to women at work. A concise summary of some of the key
matters related to women at work will be presented, with a concentrated focus
on issues related to occupational segregation, and the gendered division of
domestic duties at home. A short introduction to gender mainstreaming will

also be provided.

AEOFEFO BHNE, BSG T I60T 2 eI BT 5 FEARRBE AR T 52 & T,
W5 TORMEIZBEST 2V < OO BEELFNZRICE &0, BEERNRREKR
OFRETOMRNT L% FHFRICRET D REICERZ Y TTHRI LET,

FTo, YERZE O <D EHRE X FHOFWAUZHDWT S HICHEIT LET,



https://osha.europa.eu/en/legal-notice

Women at Work: An Introduction

Wi < Dtk

Contents

H &

1 Introduction
2 Historical background to women at work and the changing world of work
3 Women’s participation in employment and occupational gender segregation
o 3.1 Female participation in the workforce
o 3.2 Employment contract
o 3.3 Gender occupational segregation
o 3.4 Concentration of employed women by occupational sector and
profession
= 3.4.1 Occupational sectors
= 3.4.2 Beyond occupational sectoral segregation: gender differences
within professions and jobs
= 3.4.3 Women in male-dominated professions and sectors
o 3.5 Women in management and leadership positions
o 3.6 Career progression
o 3.7 Gender and pay differences
o 3.8 Discrimination
o 3.9 Migration
o 3.10 Implications for women’s OSH
4 Gendered division of unpaid domestic duties and home responsibilities
5 Gender and Occupational Health and Safety: Policy and Practice
6 Conclusion

7 References

1 13C®IZ
2 BB B O RE I S L OB ot R o4k
3 MO ESI KL O EOMERIK 2=
0 3.1 LMD 1 ~DSM
0 3.2 JE& H1Z2H
0 3.3 MERINC X DRk DK
0 3.4 JEM ST D M DO REEEES Y K OV ik~ D 4L g

= 3.4.1 B
v 342 WEEEMOREL B L T B L Mt EOF T oM E
»  3.4.3 BMHELL OB L OB 5 &tk

o 3.5 EWHUR N OFRERISLIGIC & D otk

o 3.6F¥VUTDRERE

o BTMHEKVERKAE

o 3.8%=Ml

o 3.9%F

o 3.10 Zthd OSH ~0 %

4 R OF TR OFEEEOMINC L 50H

5 MR (V= ¥—) Lot  BURK OVER
6 Bbvic

T B IR



https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Introduction
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Historical_background_to_women_at_work_and_the_changing_world_of_work
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Women.E2.80.99s_participation_in_employment_and_occupational_gender_segregation
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Female_participation_in_the_workforce
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Employment_contract
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Gender_occupational_segregation
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Concentration_of_employed_women_by_occupational_sector_and_profession
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Concentration_of_employed_women_by_occupational_sector_and_profession
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Occupational_sectors
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Beyond_occupational_sectoral_segregation:_gender_differences_within_professions_and_jobs
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Beyond_occupational_sectoral_segregation:_gender_differences_within_professions_and_jobs
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Women_in_male-dominated_professions_and_sectors
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Women_in_management_and_leadership_positions
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Career_progression
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Gender_and_pay_differences
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Discrimination
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Migration
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Implications_for_women.E2.80.99s_OSH
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Gendered_division_of_unpaid_domestic_duties_and_home_responsibilities
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Gender_and_Occupational_Health_and_Safety:_Policy_and_Practice
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#Conclusion
https://oshwiki.eu/wiki/Women_at_Work:_An_Introduction#References

8 Links for further reading

8 ZE Lk ~DY U

Introduction

LI

The aim of the current article is to provide an introduction into some of the
key issues pertaining to women at work. A concise summary of some of the key
matters related to women at work will be presented, with a concentrated focus
on issues related to occupational segregation, and the gendered division of
domestic duties at home. A short introduction to gender mainstreaming will

also be provided.
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Historical background to women at work and the changing world of work
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Globalization, an ageing workforce, and increasing migration continue to
affect world economies, highlighting the need to retain and maintain
workforces for a sustainable future. Women as workers are vital to the world’s
economies. An estimated 52% of global working age women are actively
employed [1], and women’s contribution to the workforce continues to grow.
Benefiting their families through increased household incomes and employers
though increased productivity. However, this growth is not without challenges
for women or organisations. In KEurope, it is estimated that a constant
employment rate for women will lead to an expected shortfall of 24 million

people in the active workforce by 2040. However, if this employment rate could
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increase to equal that of men, then it is estimated that this projected shortfall
could be reduced by 3 million [2]. These figures illustrate that viewing and

supporting women, as a resource in the workforce must be reinforced.
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Women’s participation in employment and occupational gender
segregation
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Female participation in the workforce

Pronounced gender differences in employment patterns can be observed,
which is associated to a highly segregated labour market based on gender. The
Fifth European Working Conditions Survey (EWCS) found an average
employment rate of 58.2% for women in the EU-27, which is considerably
lower than the 70.1% observed for men [3]. It is important to note that from
1996 to 2011 the gap between male and female employment rates was
observed to narrow. In 2008, 20 out of 27 countries had accomplished the
required female employment rate of over 60%. In 2010, only 16 out of 27
countries accomplished this rate, and it speculated that this be the result of
the economic crisis. Areas of employment that saw a decrease in female
employment included retail salespersons, blue-collar workers in
textiles/clothing manufacture and in agriculture [4].

It is important to note that considerable variation in women’s employment
rate can be observed across EU Members States, and that female employment
rate has been observed to vary by age group (5], with the highest observable
female employment rate amongst those aged 25 to 49. For a more detailed
overview of these variations in employment trends by EU country and age

please see [employment trends and their impact on women].
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In 2010, youth employment in the EU was 21.1%. The unemployment rate
amongst younger women has been observed to be dramatically higher than
that of young men in several Member States (including, Czech Republic,
Cyprus, France, Greece, Italy, Poland and Portugal), with a difference of

almost 15 percentage points in Greece [4].
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Employment contract
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An additional employment dimension that is found to differ significantly
between men and women is in relation to employment contracts: specifically,
with more women than men opting for part-time employment [6] [7] [8].
Indeed part-time employment continues to be important for women, as it
remains one option of dealing with child and eldercare duties. In 2008,
although equal proportions of men and women had full-time jobs, 73% of those
filling part-time jobs were women. In 2011 with in the EU-27, almost one-third
which was

(32.1%) of women employed worked on a part-time basis,

significantly higher proportion than men (9% respectively). Part-time
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Gender occupational segregation refers to the pattern in which one gender is
under-represented in some jobs and over-represented in others, relative to
their percentage share of total employment [7]. A growing body of evidence

indicates that a high level of gender segregation is a persistent feature of the
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employment structure in Europe, and, moreover, globally [6] [7] [8] [9] [10]
[11].

Concentration of employed women by occupational sector and profession
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Occupational sectors

In general, women and men tend to be concentrated in different areas of the
labour market [12]. The evidence indicates that jobs occupied by women are
spread less evenly across occupational sectors, as compared to men; and that
the sectors in which women predominantly work are categorically different
from those in which men are concentrated in [13]. This social phenomenon has
been termed horizontal segregation; whereby men and women tend to work
and be concentrated in different occupational sectors and perform different
types of jobs and related tasks [12].

In 2005, 60% of all employed women were concentrated in six sectors out of
the 62 defined by the NACE two-digit-level categorisation. These six sectors
were healthcare and social services (17%), retail (12.5%), education (11.5%),
public administration (7%), business activities (7%) and hotels and
restaurants (5%). In contrast, only 31% of employed men worked in these
sectors. In general, the concentration of female activity in a limited number of
sectors is greater than that of men. Moreover, this concentration of female
activity in a limited number of sectors appears to be increasing, rather than
decreasing over time [14].

In recent years there has been an increasing employment rate of women in the
service sector , which can be, in part, explained by job growth several key

sectors were women typically work: health and social work, education and
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some business activities. Indeed, health, education and other services sector
provide many part-time jobs for women [15]. According to the latest European
Worker’s Survey, women may be proportionally exposed to more psychosocial
risks; because of their increased direct contact with clients due to the nature of
their jobs. In general, women in this sector report slightly higher levels of
unwanted sexual attention, threats, humiliating behaviour, sexual
harassment and bullying; whilst men, in contrast, reported higher levels of

violence at work [5].
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Beyond occupational sectoral segregation: gender differences within

professions and jobs
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Horizontal gender segregation has been observed to extend beyond
occupational sectors. Based on the results of the analysis of the third EWCS
(European Working Conditions Survey), horizontal segregation can continue
to be observed in ‘gender-integrated’ occupational sectors: namely, areas of
employment which have a more equal representation of male and females
(such as, ‘professionals’, 50% men and 50 % women). When the data was
aggregated at the level of fields within that occupational domain, men and
women were found to work in different areas and fields. For example, in 2002,
technicians or associate professionals were approximately equally distributed
among men and women: 52%, and 48% respectively. However, the vast
majority of men were found to be concentrated in jobs in the area related to
physical, mathematical and engineering science (78%); whilst the majority of
women were found to work in areas of teaching (69%) and life sciences and

health (80%) [7]
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Interestingly, even when men and women tend to work in the same job,
evidence indicates that women and men continue to perform categorically
different tasks [9] [16] [17]. An observational study conducted by Messing and
colleagues [16] examined the ergonomic demands for workers in a poultry
factory: with an equal proportion of male and females. Results of the study
demonstrated that although men and women held the same job title, they
often conducted very different tasks with different responsibilities. Male
workers were found more likely to have task related to ‘disassembling’ the
chicken, requiring large ‘sweeping’ movements; whilst females were more
likely to have tasks related to fine and precise cutting (such as removing skin,
excess fat, or veins). Consequently, the ergonomic demands and their
respective consequences for workers’ health were found to be categorically
different for women and men. Thus, suggesting that horizontal gender
segregation can extend into the same occupational sector and even the same

job title.
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Women in male-dominated professions and sectors
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In general, women’s move into traditional male jobs has been slowly
increasing [18]. The 4th EWCS observed that there were more women working
in male-dominated jobs than there were men working in traditional
female-dominated sectors. Women working in male-dominated workplaces or
traditionally masculine jobs can often experience tokenism. Tokens often feel
isolated and excluded from informal networks [19], and can often experience
stereotyping and discrimination from the majority of the group [20]; which can

create a more stressful work environment. Beyond the experience and

— BN, BHER e B O~ O LM EOMEHITIR 2 12 L T E 318,

% 4 [l EWCS TliE, SRR LMEE OB TE BrEL Y & BB oMt
FHC@< LMEDTTNRE N ENEESNE Lz, BB ORSE & OIS
PER AL SICRET T 2 kthid, LIZLIETRIE D OESIESTF ER 2R+ 5 2 &
Wi £4, (LHER) AR F Y hU =7 BINI L, HEREN TS LR
5 EMEL9, T =T DREKNSDIRDOITROERN BT L2 b
<[20], ZDfEFR, LV AR LV RADZVSGREICZ > TLE IR H Y £,
REHLOD & 2 B M OVE IR G W2 T2 <, KEIOHIETIX, Zivk TRMERIESF




implication of experiencing tokenism, research from the USA demonstrates
that occupations not previously occupied by women may not necessarily have
the required preventions in place to reduce the risks that women may face in
this working environment [5]. For example, a study of female long-haul
truckers showed that fewer than one-third of companies provided sexual
harassment or violence prevention training; or even had a policy for violence

prevention in place.
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Women in management and leadership positions
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In addition to this horizontal occupational and sectoral segregation, vertical
be

under-represented in higher status and higher paid jobs [7]. Women continue

segregation can also observed; with women being typically
to have difficulties in attaining senior positions within organisations, because
of the ‘glass ceiling effect’ [19]. In 2010, 13% of women in the EU-27 were in a
supervisory role, which is lower than the 22% of men in a similar position [3].
Moreover, women tended to be at lower levels of organisational hierarchy as
they had on average 8 subordinates, which is lower than the average
subordinates a man has (24). Men were also 2.5 times more likely than women
to be supervising 10 or more subordinates. There are also differences in the
gender of the subordinates, with only 12% of men having a female supervisor;
while 47% of women having a female supervisor [3]. Even at government
representation, women only make 26% representatives at parliaments across
Europe, and 32% of representatives in local and regional assemblies [21].
However, a positive trend can be observed amongst the proportion of workers

reporting having female immediate supervisors. According to the 2010 EWCS,
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the observed figures rose from 21% in 1995 to 25% in 2005, and to 31% in
2010. It is important to note that these observed rates were found to
considerably vary between Member States.

At board level, the participation of women involved in top-level business
decision-making remains very low in the EU; although there are small signs of
progress. In January 2012, women occupied on average just 13.7% of board
seats of the largest publicly listed companies in EU Member States. Since the
final quarter of 2003, the share of women on boards has risen from 8.5% to
13.7%, an increase of 5.2 percentage points in a little over 8 years [21]. For a
more detailed discussion on how these, and other, employment trends may
impact women’s occupational health please see employment trends and the

impact on women’s health

25%. 2010 FI21E 31%IZ LR LTWET, 2B, ZnboEle
SRR ENRDNY LT

TN ER TR

BFERE L~V T, by 7 LU0 E YR A BREICE D 5 Ltk 0SInER1%
EU CI3fksk & U OIERITIRY, 2012 4F 1 AReSClx, EUMMBREOREKTF L5
EEDORFIERITBN T, ZHED D 2EIEIT V) 18.7%12 &Eiofwiﬁ
2003 FDOFRE MU FEHILARE, BRE I 0 5 L MEDOEIE 1T 8.5% )5 13.7%I1C
FALTEBY, SFEHEV TH2HRA 2 FOBME o TnET[21],

INHD, & DHNIE OO JE BN A L ORE ORI &0 & O i A
5.2 20N OWT OFEMcimIL. EAEIN & ZMEORFE~DOFEE SR L T<
7EE0,

Career progression

Regardless of working part- or full-time, women reported poorer career
prospects than men [3]. Women in the workplace have typically reported
poorer career progression and prospects in a variety of industries [3], these

include medicine[22], teaching [23], ICT [24] and local government [25].

In general, women are over-represented in low-status jobs, which are often
characterised by, multiple jobs, work intensification, lack of career progression
and lack of autonomy and personal control. Such characteristics of the work

The

associated challenge for women regarding career progression has been

environment can contribute to higher strain and stress levels [5].

referred by many as the gender talent gap.

Xx V7T S
IN—=RNEA DT NVEA DT 6T, B I by ) 7O RE
HEN LA L CWET[3], %%:wéﬁTie&%:\E%mm\ﬁﬁm%

ICT (The new Information and Communication Technology : #1 LV & # i)
[24], #15 BVBIRI25] 25T, SEIERERTHR ¥ VT 7 v 7 ROFEREDK &
WAL CWET[S],

—RANIC, X, EEOME, (FEoE R, ¥ VT T vy ok, B
FOMEAND =2 b a— LD RINOFFHED & D ALK MEFITHNTND Z L2
2 HV ET,

O XD RIEGREOR T, BEPA ML AL L@ 2 EH R LD £
5le ¥ V77 BT 2 LMEOMEIE, 2 < OBA T2 REOF v v 7
LRI TUVE T,
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Gender and pay differences

MR R U6 5 DE N

Generally, women earn less than men, despite the fact that there are more
women in high-status jobs today. The ILO [26] reports that there is a
worldwide gender gap in payment, with a woman’s income per hour worked
being on average about 77.1% of men’s income. However, it is important to
note that the gender pay gap has reduced from a difference of over 60% in the
1960s to 30% in the 1990s [27]. In Europe, women earn, on average, 16% less
than men across Europe [28] [29]; however, it is important to note that this
discrepancy is stagnating. The gender pay gap has been observed to widen

=

with age and is even present in female-dominated jobs [5]. Across Member
States the gender pay gap varied by 25 percentage points, ranging from 2% in
Slovenia to 27% in Estonia [3]. A recent US study has demonstrated that
women and younger workers aged between 22 and 44 years in particular could
be at risk of hypertension when working for low wages [30]. At European and
national levels, legislation on equal pay has facilitated a decrease in the
number of cases of direct discrimination (such as, differences in pay when a
man and a woman are doing exactly the same job with the same experience
and skills and the same performance). However, despite EU legislation on

equal pay, the gender pay gap has been observed to narrow at a much slower

A H, Lo E MEFIZEE S R X TV DIZE b BT, — I K ED
IWAFEBMEL Y 720, ILO26IOWMEIC LD & RN IHA D B Lok 72
WV | MO FHERFHE S 72 D DILAITLE U THRMEDOK) T7.1% L 7> TWET,
L L, 1960 RIS 60% LA EDFENH > 7= B OE &M AN, 1990 1L
21X 80% I F THEZN L TV D Z EIZHEHE LIz [27],
3—u v XTHE, ZHEOIANIT L TERLY H 16% D7 o TWETH
(28] [29] | ZOEMEMHL TS Z LICEETHAILERDH Y 77,
BB OEEHEL, T e & BITIERT D 2 LB ST Y, ZERH.O
ERDEFICBOTUHFELTCHET [5l, MEEMTIX. BAMOEEKET
25 A V FDENH Y A X=T D 2%NHTA =T D 2T%ETLigo>TWH
F (3], BT OKEOWZE TIE, BRIl L 22705 44 5 E TOHEWIIBIE X
KEETEHNTWD ERMEDOY AZIZS L INDAEERS D 2 ENFEGES
TWET30], BINKOFE LTI, F—&&ICET2ERICRY ., BEY
77ER (B L b4 < A U & R URRBR & BRE TV, WU % BiFC
DIZHE DO BERIERDLHED L D7) OFBITRED LTnET,

LU, EU OFR—E&ICETHEFEIC LD LT, BLBOEEKET
OB ZEL Y HITH BN — 2 THi/N L TV 5 2 & Bigs éhfwi

pace than the gender employment gap [31]. [31],
Discrimination b=4ill
In the workplace, more women (6.9%) report being discriminated against than | f&35 CTli, B (5.6%) L0 L4tk (6.9%) OFNELV LI EHNINTND &
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men (5.6%) [3]. This is despite workers benefiting from the introduction of EU

legislation addressing gender discrimination [31]. Further information on
gender discrimination can be found in a separate article focusing on
discrimination at work. In addition, women are prone to be the subject of
unwanted sexual attention in the workplace [3]. The issue of sexual

harassment at work is addressed in a separate article.

WELTWET B, 2k, BLENZIRY#EE 5 EULEOEANIZ L > THEE
DREEZZTTODIZHE b bT, TF31], BLBOZEINCOWTOFEMIL
035 CO RN R A Y TR OFETITENE T £,

5T, PTG CEE R WL O & 22 DA H Y 73],

B Tov s vy T 2 A MORBEIZOWTIE, BIOFREFETRY EIF T
KR

Migration

BE

The examination of European data further reveals that women migrant
workers are at a disadvantage to their male counterparts. Research has found
that among female migrant workers language problems, poor communication
and on-the-job training, working hours and fatigue are some of the possible
factors that may contribute to a higher workplace injury rates. In comparison
to female nationals, family demands and obligations have a significantly
higher impact on activity and employment amongst female immigrants. It is
important to highlight that female migrant workers are not a homogenous
group, and, therefore, targeted OSH solutions should actively consider the
diversity within this group of workers. Indeed, second-generation migrant
women have been observed to have, in general, better educational levels and
better integration into labour market than those of the first generation, and
even in comparison to some Members States nationals [5]. For a more detailed
discussion of migration and women’s occupational health please see

employment trends and the impact on women.

-y RXOT—HEHRD L LEOBRTEBE LB ORI EE IR T
RN H D Z ENEBICHLNIR2 Y £ Lz, HEICKD &, KBRS
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HINCHBE T N&E T,

KB, BROMOLMIE, — s, oL bEELABEL, FE
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THREETT (5],
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Implications for women’s OSH

D EZ 2L (OSH) ~DRE

The pervasiveness of gender segregation within the labour market has
resulted in significant differences in both job content and working conditions
amongst women and men [12][16] [32]. As a result, men and women are
differentially exposed to a different set of exposure rates and pattern of
workplace hazards (for example, exposure to toxic chemicals, ergonomic
demands, risk of accidents, and psychosocial risks; [16]). Broadly speaking
women’s jobs involve caring, nurturing and service activities for people, whilst
men tend to be concentrated in management and the manual and technical
jobs associated with machinery or physical products [12]. Consequently,
because men and women are differently concentrated in certain occupations
and sectors, with different aspects of job content and its associated tasks, they
will be exposed to a different pattern of work-related risks [7] [6] [16]. For a
more in-depth discussion of the implications of the gendered nature of
employment patterns and trends on women’s occupational health and safety

please refer to this article: separate article

TR IT 2 B EEAEDIEN VD I1E, LR CEEOM THEFONE & 75
oW FIZKRERENE BT 6 LE Lz[12][16][32],

ZORER, BEE LtE LTIk, WA fERME (B2, AEEWE~DIE 5,
AN T2 E:, FD ) 27 FOVLEES) 2 7)) OEL BORE RO IH
— U BNRZ S TUWET[16],

RENTEZE, LZEOHFIIALZ ~OF T ROEE, P—EAEHICEDLL b
DTH Y BT BRI OV O B 722 00 2 B 3~ 2 FAEZE L OV
(7B R A3 d 0 £ 7712,

ZOFER Bk & Lol L ITRE ORGE R OSIC B2 5 CHEP L TER Y |
OANBFEROZIUCEEHT 2EB LR D720, (EFICBET LY A7 DR 2R
B—=NZEHENDHZ &/ 3 (7] 6] [16], BABERMEAOY = v 47—
b (HERIME) Btk D F B2 &AL G 2 DB OV T O K 0 3EH7eigimIc o
WTIE, 2HLD0F AL T ZEV : BIDOFLE : separate article 5 X1
720,)

Gendered division of unpaid domestic duties and home responsibilities

R OFE R ONFEELEOERNC L 551

There is an established gender gap in the division of labour outside the
workplace [12] [33]. Women, on average, report a higher total workload than
men when both their vocational and domestic responsibilities are combined
[34]. This proportionally increased total workload has been found to equate to
longer working hours amongst women when both domestic and vocational
activities are collectively combined; this trends is also observed amongst

women who part time [5]. As a result of women’s, on average, higher total

WG COLEFEO SR, MY SNZY = X —F vy o 7RHD 3 [12]
[33], i, W EOBTLEOFENOELOW T2 EbEs &, FHLTH
ML HEEENRZ VO ERE L T ET[34],

Z DA LTI iR, RENTEE L CBEEEE O ) 2 6O
AT, O FBRFHORE SITHY T 5 2 ERbhr o> TWET, Z OB,
N—= A LOLVECH RO ETI[5],
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workload can be more threatened in terms of their physical and mental
5]. A study

amongst white-collar workers in Sweden found a significant gender difference

health; and are particularly prone to role and work overload [3

in reported total workload (inclusive of both work and domestic duties), with
women, on average, reporting a higher total workload; and also a higher
frequency and severity of physical ailments and symptoms. Within this study,
employed women’s health was observed to determine by the interaction
between conditions at work and household duties [36]. A particularly at risk
group of role and work overload are midcareer women (the period
approximately 15 to 20 years into one’s professional career) in dual-career

households [37].

&< FRTERBIRAFOBARITH Y T W T T [35)

A 2—T DR T A N T =5 @E x5 L LI T, #il Szttt s
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WET,

ZOWETIE, BHIN TV DoKX, (LFROFEREOSRMEOF A
HlZloTiRESL Z EBlE S E LTz[36],

BE R OMEFEOBARDO Y A7 70— L LTIE, Ko, @ ibHro e 5
U T et (BREEATE 2 059 THI 15~20 FEOHIR) 227 5 E47(37],

Gender and Occupational Health and Safety: Policy and Practice

Yz —(ERRUHBELEE | BORROERE

Currently, the approach to occupational health and safety in the EU is ‘gender
neutral’ [12] [38] [39]; whereby, equality is actively promoted as the norm, and
explicit gender differences (with the exception of sex differences; namely,
reproductive health issues) are not acknowledged or directly addressed [38];
Gender mainstreaming, or the integration of gender into occupational health
and safety policy and practice, was included in the ‘Community Strategy on
health and safety at work 2002-2006’ [40] as a key objective. There is growing
criticism of ‘gender neutrality’ as an effective policy approach. Indeed, it has
been argued that by taking a gender-neutral approach in policy and legislation
this has contributed to less attention and fewer resources being directed

towards work-related risks to women and their prevention [5].

A recent report by the EU-OSHA [5] identified a number of gaps in policy with

BE, EU [ZB 29k efmt~o7 7a—Fi Pz — () hsz)
?#[]L]Llooib\$%#ﬁmkbf&@%:% ShTEY, kR
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direct implications to women’s occupational health. For example, European
safety and health directives do not cover (predominantly female) domestic
workers; or women working informally, for example wives or partners of men
in family farming businesses, may not always be covered by legislation. These
examples in gap in policy highlight the importance and necessity of conducting
gender impact assessments on all existing and future OSH directives,
standard setting and compensation arrangements. Informed by the current
knowledge-base of prevention and mainstreaming gender into OSH, existing
directives could be, and arguably should be/ can be, implemented in a more
gender-sensitive manner.

In addition, a growing number of experts have observed that gender issues
have typically been neglected in the planning and implementation of health
promotion initiatives and disease prevention strategies [32] [16] [41]. In
general, interventions have been described by some authors as ‘gender blind’;
whereby, interventions are assumed to be equally as effective for men as
women, and vice versa [26]. Despite the growing body of evidence indicating
that integrating gender considerations into interventions results in a strong
positive effect on health outcomes across various domains [42].

Central to addressing the issue of gender in the workplace is strengthening
the link between gender equality and occupational health [5]. This involves
taking into account a gender-sensitive approach in order to prevent
occupational health problems; and, conversely, taking into account how
working conditions and work organisation can encourage gender equality.
Central to addressing working conditions and broader issues of gender
equality is the active participation of women in all decision-making practices

concerning occupational health and safety at all levels; and their active

R EOX v o 7R OnfER SN TV ET, BlziE, INO A Ea1%
(EICtED) FENFBE 2G5 E L THERA, £, FREEORELEY
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IZDOWT, Yxr¥— (%) ZEMNiA1T O 2 & OEEM & VAR L T
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involvement in developing and implementing targeted OSH strategies and
solutions that are gender-sensitive.

Going forward research and interventions must take account of the real jobs
that men and women do, and differences in exposure and working conditions
there within. This can be accomplished through improving research and
monitoring by systematically including the gender dimension in data
collection, adjusting for hours worked (as women generally work fewer hours
than men) and basing exposure assessment on the real work carried out [5]. A
report by EU-OSHA [5] provides a number of examples of gender-sensitive

studies and polices.

D BAFE M O FEMi N L MED TR B 5-3 5 2 L NEHEE T,
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Conclusion

o w

In conclusion, gender mainstreaming is a now a central component to the EU
policy initiatives and has been recognised as of key importance to health and
safety in the Community Strategy. However, despite gender mainstreaming
being advocated at a policy level, there continues to be a limited recognition
and discourse of the issue of gender in the workplace; and its direct and
indirect association to health in the field of occupational health and safety;
and, arguably, this has resulted in a limited number of practitioners and
organisations directly addressing the issue of gender in their health and safety
practices and policies. Improving women’s occupational safety and health
cannot be viewed separately from wider discrimination issues at work and in

society. Employment equality actions should include OSH.
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