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Preface

Most of the world’s adult women work many hours a day. Their work is
sometimes paid, sometimes unpaid; sometimes meaningful, sometimes mon-
otonous; sometimes chosen, sometimes a necessity. Sometimes women work
in conditions that protect their health, safety, and bodily integrity; sometimes
they encounter health hazards, crushing hours, and sexual harassment or even
violence. To sum it all up, sometimes women’s work shows respect for their
equal human worth, and sometimes it does not.

This impressive volume continues the study of women and work begun
in Volume 1. This volume deliberately focuses on practical strategies and less
on theory, but in the process it sheds light on a number of highly practical
theoretical issues.

First, what is work? Most definitions of work in economics contrast wage
labour with unpaid household labour, and some even classify the latter as a leis-
ure activity. Obviously that is inadequate. Much of the work women do around
the world is unpaid care and domestic labour, and even when women also have
a job outside the home they typically shoulder a large proportion of child care,
elder care, and homemaking. The present volume, by contrast, begins with the
conceptually revolutionary definition of the 19th International Conference of
Labour Statisticians: “Work comprises any activity performed by persons of
any sex and age to produce goods or to provide services for use by others or
for own use” (Introduction, p. 22). Many essays in the volume then reflect pro-
ductively on how we might assign a hypothetical monetary value to women’s
household labour, and also how we may enhance the dignity and working con-
ditions of those who provide such services for a wage, given that these services
are currently devalued on account of their gendered history.

Another crucial theoretical question that pervades these excellent, di-
verse, and rigorous essays is that of the value of work and its relation to the
good life. As the Introduction notes, work has not always been understood as
a constituent part of the good life. For much of history, at least in the West-
ern tradition and in the Indian tradition (the only non-Western tradition at
all known to me), work has been thought of as instrumental to things that
are really important, rather than as having any inherent value. Thus in ancient
Greece (at least for the elites who dominate philosophical discourse) the free
citizen was imagined as someone who had a lot of free time, and did not have
to make money. Indeed women were often assigned the job of estate manage-
ment precisely because that task was thought to be banal, base, and lacking in
inherent value. The Indian tradition imagined the life of the “householder” as
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a phase to be transcended in the direction of a solitary religious life (usually
for males, who were free to make this choice).

Such ideas persisted for millennia, as elites disparaged people who did
wage labour and disparaged, at least as much, women’s unpaid domestic la-
bour. But by the nineteenth century, a different view became common: that
work is an important aspect of human self-definition, and that its configuration
thus has immense importance for the fate of human dignity in class-stratified
social worlds. Marx held that workers are alienated from their own humanity
because they are permitted neither to control the product of their labour nor
to organize and affiliate with other workers. This view, enormously influential
thenceforth, has led to a set of questions that urgently demand answers. What
are the conditions under which work is meaningful? What types of control
must workers have over their work in order to be dignified people rather than
serfs? What protections for health, safety, bodily integrity, and leisure must be
part of a decent labour arrangement?

These questions obviously pertain to women’s work, but they have rarely
been posed clearly about the “informal economy”, in which a large propor-
tion of the world’s women are employed, and still more rarely about women’s
unpaid care and domestic work, whether combined with wage labour or not.
The essays in this volume thus break new ground and help us all to press such
questions further.

We need to think, as well, about what work precludes: that is, about leis-
ure and play. Human beings need time to reflect, to imagine, to develop friend-
ships, community affiliations, and political concerns. Many of these “leisure”
pursuits are made impossible for women by the “double day” — the extra bur-
den of domestic labour at the close of a taxing day of work outside the home.

The essays assembled here suggest directions for law in shaping women’s
opportunities, but they also make it clear that social attitudes and changes in
the shape of the workplace are also part of any meaningful solution.

The world economy is changing, and these changes have implications for
women’s work. Specifically, the transition to a service economy has made edu-
cation far more central for employment than in previous generations. When
women get educational opportunities, they excel: women are overrepresented
in most of the world’s universities. But ongoing problems with primary educa-
tion need to be solved if the world’s women are to realize their potential. This
volume also sheds new light on these urgent current issues.

In my contribution to Volume 1 of Women, gender and work, 1 defended
(my version of) the Capabilities Approach as a helpful way of looking at goals
for women and work. The present volume convinces me that these arguments
are still important. The Capabilities Approach is valuable in this area, first of
all, because we need to consider work in a larger context of what women are
able to do and to be, a context that includes life, health, bodily integrity, prac-
tical reason, emotional health, affiliation, play, and the other capabilities on my
list. The list helps us remember what to look for. By focusing on substantive
opportunities, it also provides a rationale for affirmative efforts: if women are
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to reach the same level of capability as men, social institutions must in most
cases work harder to overcome existing injustice. The approach thus offers a
useful corrective to merely formal approaches to equality and non-discrim-
ination. The focus on capability — rather than actual functioning — makes room
for choice and expresses respect for women’s agency.

Although my version of the Capabilities Approach focuses on law and
political principles, it can also be used to study workplace policies and family
attitudes, so it is a flexible tool that can assist us as we diagnose problems and
recommend solutions.

This splendid and challenging volume, a feast of diverse arguments and
perspectives, makes me hungry for even more. So what do I propose for a fu-
ture Volume 3? I would like to see more about progress in law on issues of
sexual harassment and sexual violence. I would like to see more about the
contrast between work and leisure or play, and about the value of each in a
meaningful life. As we approach a future in which much work will be done
by automata, we need to think about how governments can extend to people
meaningful active lives without many of the types of work they used to do.
What will take that place? What new forms of work, and of meaningful activ-
ity outside work, should we encourage?

But a major focus of any future volume must be on the relationship be-
tween gender and ageing. All populations are ageing, and ageing raises many
new issues of justice that bear on women’s role. First and obviously, there is
now — as there will be as time goes on — more and more care labour to be done;
and caring for ageing relatives is usually more difficult, physically and emo-
tionally, than caring for children. At present most countries leave such care to
the family, and it is therefore primarily assigned to women, as if they will do it
without pay for love. We must think better about how to provide this care on
an equitable basis while respecting the dignity of ageing people and without
debarring younger women from other work and chosen activities.

Second, women make up a large proportion of the world’s ageing people.
So issues of justice and inclusion that arise in this sphere pertain especially
to women. The evil practice of compulsory retirement, still practised in most
countries, removes active women from the work that they love, marginalizing
them and diminishing their self-respect. I am sixty-nine, and I am lucky to be
able to work as long as I wish and am able; my friends in other countries are
not so lucky. A variety of arguments are marshalled to defend this practice,
but they all fail. Justice usually costs more than injustice, but we have never
thought that the extra cost of including people with disabilities in schools and
workplaces counted against their inclusion: indeed courts have ordered schools
to integrate such children as an instance of the equal protection of the laws,
and employers in the United States are required by law to make “reasonable”
accommodations to equip the workplace for any special physical issues that an
employee may have, a conclusion with obvious implications for ageing workers.

The age when one must stop working is and should be different from the
age at which one may stop working; and there should be clarity on this point,
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as well as encouragement for career transitions for people in their sixties and
seventies who may want to change paths, and public support for late-life edu-
cation, a time when most of us search for meaning.

Age discrimination, now ubiquitous in all countries, must stop. Now
people look the other way, as if it were “just nature”, and therefore not at all
the same bad thing as racial or gender discrimination. Of course, it is. As John
Stuart Mill remarked about the subordination of women, so here: “Was there
ever any domination which did not seem natural to those who possessed it?”

Isolation and lack of mobility are big capability issues for ageing people,
and women are especially likely to live alone, isolated from friends and com-
munity. So a focus on issues of mobility without relying on the car, whether
through access to public transportation or through a future of self-driving cars,
is a major aspect of getting ageing women to work or to play, as they choose.

The stigma currently attached to the ageing body is just as damaging as
racial stigma or the stigma against people with disabilities, and it falls most
heavily on ageing women, since ageing male bodies code as powerful and se-
ductive, while a long tradition sees ageing female bodies as useless. Stigma is
an issue for law indirectly: there is much that institutions can do to change
social attitudes to women’s bodies, by public rhetoric and also by inclusion in
the workplace.

Law is in its infancy in this area. We need new work on competency and
guardianship (different, often, in different areas of life), and on the conditions
under which ageing people can express consent to sex and/or marriage and di-
vorce. Once again, all these issues are disproportionately significant for women,
since women are disproportionately represented among the ageing.

In short: this volume is a huge contribution, and it is to be warmly
applauded. Now let us get to work on the next step.

Martha C. Nussbaum
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Chapter 1

Social choices and inequalities

Mark LANSKY,* Jayati GHOSH,** Dominique MEDA
and Uma RAN/###*%*

Over the past half-century, economic development and attendant social
change have brought about steady narrowing of the differences between
economic and social indicators of the lives of women and men in most parts
of the world. In some cases, particularly in the developed countries, the tradi-
tional gender gaps have even been reversed in recent years, raising “gender is-
sues” that are now variously but increasingly attracting attention to men, with
the realization that they too are part of the broader picture.! Indeed, while
women have been moving out of their old preserves as homemakers and wives
into the competitive labour markets of the globalizing economy, working men
have generally failed to make commensurate progress the other way, out of
their traditional roles as family breadwinners and husbands into (unpaid) care
work and homemaking (although this too is beginning to happen, especially
in the northern European countries and North America). And as if to exacer-
bate the asymmetry, the reconfiguration of the global labour market has been
eroding “traditional male jobs” in most of the developed economies, generat-
ing higher unemployment and lower-paid jobs among men.? Moreover, since
the collapse of male employment that followed the 2008 crisis in a number of
these countries, the widespread shift from the traditional male-breadwinner
model to dual-earner households is being overshadowed by emerging evidence
of impoverished female-breadwinner households, amidst the general decline
of the middle class and widening income inequalities (Vaughan-Whitehead,
Vazquez-Alvarez and Maitre, forthcoming).

Developing countries also face some of these issues, albeit on very dif-
ferent terms. The dynamics differ partly because these countries never experi-
enced the sharp separation of workplace from home that today’s developed

* Managing Editor, International Labour Review, 1LO, Geneva, email: lansky@ilo.org.
** Professor, Centre for Economic Studies and Planning, Jawaharlal Nehru University, New Delhi,
email: jayatijnu@gmail.com. *** Professor, University of Paris-Dauphine, and holder of the
Chair in Eco-conversion, work, employment and social policies at the College d’études mondiales,
Paris, email: dominique.meda@dauphine.fr. **** Senior Development Economist, ILO Research
Department, Geneva, email: amara@ilo.org.

Responsibility for opinions expressed in signed articles rests solely with their authors, and
publication does not constitute an endorsement by the ILO.

! For an overview of the general arguments, see Lansky (2001).
2 For an interesting essay on the societal outcomes of these dynamics,see The Economist (2015).
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Women, gender and work

countries inherited from the industrial revolution. There are other cultural and
historical factors at play here too, such as the legacy of slavery (illustrated by
Ricketts and Bernard’s case study on Jamaica in Chapter 11 of this volume),
or post-colonial ethnic divides that widen inequalities between women and be-
tween men, as documented by Kolev and Sudrez Robles’ research on Peru in
Chapter 10. In many of the developing countries, however, inequalities to the
disadvantage of women remain acute, often exacerbated by more constraining
socio-cultural norms and extreme poverty (see Harriss-White’s contribution on
social regulation in Chapter 4, and Carr and Chen’s on social exclusion in the
context of globalization, in Chapter 8).

The rationale and outcomes of this lopsided process have been abun-
dantly researched and documented, primarily in terms of persistent labour
market inequalities, heavily feminized responsibility for care work and the
added burden that women have to shoulder in combining paid employment
with family responsibilities. This book makes a further contribution to that lit-
erature. However, the case for reducing the resulting gender gaps in various
aspects of work has so far been conceptualized, quantified and argued — parti-
cularly at the policy level — in ways that may ultimately prove self-defeating
in some cases because they typically play on implicit conceptual and analytical
tensions between stylized gender constructs (including statistics) that tend to
misrepresent the real lives of men and women at the household level (Chant,
2000, pp. 9-11; Chodorow, 1994, pp. 90-91; Tavris, 1992). The prevalence of this
perspective has been interpreted as a typical outcome of bureaucratic prefer-
ence for “economistic frameworks” in understanding motivations and in de-
fining problems and their solutions (Goetz, 1994, p. 31; see also Supiot, 2015).

Not only have these and related issues long been identified by various
currents of feminist thinking and gender scholarship, but specific proposals
have been articulated for addressing them in applied research and policy think-
ing. One such proposal, introduced in the first volume of Women, gender and
work (Loutfi, 2001), is the “capabilities approach” pioneered by Amartya Sen
and developed further by Martha Nussbaum (1999a, 2000 and 2011). Drawing
on Nussbaum’s (1999b) particular conception of feminism, this framework con-
nects closely with Sen’s notions of rights that transcend legal recognition, plural
affiliation and, ultimately, development as freedom (see Sen, 2000, 1999a and
19990, respectively). This approach has lost nothing of its potential for helping
policy to address the root causes of disadvantage, particularly where the latter
fails to show up in a narrow focus on standard statistical indicators of gender
inequality, as is typically the case among impoverished households scraping a
living from the informal economy.

Against this background, this second volume of Women, gender and work
brings together further insights and analysis from a selection of articles pub-

3 More generally, however, it is probably also linked to what feminist writers have called “the
ascendance of male rationality”, on which “the destruction of maternal values” is blamed when
women venture into the world outside the home (Benjamin, 1988, p. 185). For a radical view of what
that “outside” means for women, see Dworkin (1997, pp. 196-216).
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lished in the International Labour Review over the past decade or so. In keep-
ing with the spirit of the first volume, the selection presented here largely
eschews theoretical debate in favour of empirical and applied research, whose
potential for informing policy on gender equality and societal change is, we
believe, far from exhausted. In contrast to the 2001 volume, however, this one,
compiled in 2015, marks the twentieth anniversary of the Fourth United Na-
tions World Conference on Women with a deliberately sharper focus on the
working lives of women in the developing world, taking stock of the progress
they have achieved, but also of the huge challenges ahead. Indeed, while some
indicators show significant improvements — to the point of actually reversing
the old gender gaps in some cases — others are proving much more resistant
to change (ILO, 2016a).

The remainder of this introductory chapter is organized into five sections
that contextualize the contributions that follow. The first considers some of the
conceptual, regulatory and practical concerns that have been raised in regard
to the objective of “equality” at work and how it is being pursued. The sec-
ond section reviews global patterns of female labour force participation and
the gender gaps they exhibit, particularly on account of occupational segrega-
tion, part-time work and consequent gender pay differentials. Extending this
overview, the third section addresses the particular challenges posed by care
work and domestic work, together with the prospects for empowerment of
women in these occupations through organization. The fourth section examines
(women’s) changing perceptions of work as an expression of social worth and
identity. The fifth section concludes with a consideration of some of the broader
cross-cutting policy issues highlighted by the collection of papers presented
here, and elsewhere, by writers who have tried to stress the need for greater
global sensitivity, realism and diversity in analytical and policy approaches to
statistically measurable gender inequality.

The social choice of equality:
Legal, conceptual and practical considerations*

[H]uman dignity is frequently violated on grounds of sex. Many women all over the
world find themselves treated unequally with respect to employment, bodily safety
and integrity, basic nutrition and health care, education and political voice. In many
cases these hardships are caused by their being women, and in many cases laws and
institutions construct or perpetuate these inequalities (Nussbaum, 1999a, p. 227).

The efforts that societies have undertaken to counter the effects of gen-
der on people’s lives have focused mostly on women’s lives and on the decep-
tively simple concept of equality. And the most common vehicle for delivering
equality has been the law. As a result, some form of legislated “equality”

4 In keeping with the spirit of this compendium of articles from the International Labour Re-
view, this section draws on Lansky (2001, pp. 99-105), which was published in Volume 140 (2001),
issue No. 1, of the journal.
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—e.g. non-discrimination on grounds of sex, the right to equal treatment, equal
opportunity, etc. — is now a feature of the legal systems of most countries. This
is clearly a necessary first step (ILO, 2000, pp. 2-3), but one taken on a path
that leads to fairly complex considerations. First, the variety of formulations
and conceptions of equality found in national and international law have very
different implications in terms of what they can actually deliver in practice.’
Aspects of this general point are discussed in the contributions to this volume
by Hepple (Chapter 2) and Tomei (Chapter 3). And second, particularly in the
light of feminist critiques articulated since the mid-1990s, it has become ques-
tionable whether a conventional equality framework alone can compensate for
the differential effects of gender on people’s lives without the support of much
wider changes, both in the way the framework is conceptualized, operational-
ized and implemented and in the very values and norms whereby economies,
societies and people function (Lansky, 2001). This is illustrated in this volume
by Harriss-White’s insights into the workings of social regulation in the infor-
mal economy (Chapter 4) and by Franck and Olsson’s Malaysian case study of
the problems this can pose for the statistical measurement of labour market
outcomes, by showing that women’s expressed preference for gender role con-
formity can diverge radically both from their actual behaviour and, in a formal
sense, from “the social choice of equality” (Chapter 6). It is indeed important
to bear in mind that “cultures are not monoliths; people ... are constrained by
social norms, but norms are plural and people are devious. Even in societies
that nourish problematic roles for men and women, real men and women can
find spaces in which to subvert those conventions” (Nussbaum, 1999b, p. 14).
The main legal response to these concerns has centred on a shift from
formal to substantive equality and from negative to positive duties to pro-
mote equality (see Hepple’s contribution to this volume, in Chapter 2; for
another perspective, see Schiek, 2000). But the feminist critiques of equality
are grounded in a variety of real-life concerns that make the challenge truly
daunting. These range from the intersection of different causes of disadvantage
(e.g. gender, race, economic status) to the status of caring labour, recognition
of dependency (in infancy, disability, old age), and the contextual sensitivity
of (women’s) agency (e.g. Kittay, 1999; Folbre, 1998; Lewis, 2001; Riger, 2000).

3 This can be true even when the formulations are identical but interpreted and applied in
different cultural settings. For example, Saudi Arabia’s ratification of the Discrimination (Employ-
ment and Occupation) Convention, 1958 (No. 111), has generated some enlightening correspond-
ence with the ILO Committee of Experts on the Application of Conventions and Recommendations,
on the precedence of Islamic law and compatibility between compliance with the Convention and
the Labour Code’s stipulation that “in no case may men and women commingle in the place of
employment” (for a sample of the Committee’s comments, see http://www.ilo.org/dyn/normlex/
en/f?p=1000:13100:0::NO:13100:P13100_COMMENT_ID:2096336). The same goes for the vari-
ability of interpretations of a given legal framework over time. As Politakis’ contribution shows
(Chapter 26), the ILO’s Night Work (Women) Convention, 1919 (No. 4), was adopted almost a cen-
tury ago in order to “protect” women with a ban on their night work, but it gradually came to be
seen as a constraint on their employment and freedom, so it was eventually scrapped. In France,
for example, night work by women was re-legalized in 2001, in a complete reversal of values, after
a “protective” ban that lasted well over a century.
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Social choices and inequalities

Many of these concerns too can be traced to the tensions between family af-
filiations and the demands of a competitive workplace, which typically resolve
into the interplay of gender roles that Williams (2000) calls “domesticity” (for a
modelling exercise that aptly sums up its economic implications for households,
see Chichilnisky and Hermann Frederiksen, 2008). In more generic terms, the
issue boils down to the contextually sensitive nexus of reproductive and pro-
ductive roles and identities and the compulsion for their mutual validation in
the daily lives of women and men.® At the interpersonal level, which ultimately
determines much else, being a “good woman” or a “good man” can mean many
different things depending on such contextualizing variables as culture, ethni-
city, religion, class, education, etc. And to make matters worse, these people
typically transition via the marriage market to pair up and form households
within which they cooperate, pool resources and do what they can to bring up
“good boys” and “good girls”, thereby mostly reproducing gender.

Despite the resulting diversity of socio-economic norms, statuses and
preferences, the basic non-discrimination approach to equality, which under-
pins most countries’ policies on gender equality, derives from a principle that
addresses all manner of grounds for discrimination, e.g. race, ethnicity, religion,
HIV status, etc. This approach implicitly postulates a comparator as the norm
to be matched in respect of some socially valuable measure, e.g. civil rights,
access to employment, pay, etc. In other words, if X is not treated like Y — the
implicit norm — in respect of Z (say, pay), then a legal problem arises and
X is ultimately entitled to go to court to sort it out. Such formal equality, or
“equality as sameness”, is based on the assumption that it is both possible and
sufficient to “make people equal” in some socially valued respect(s) regard-
less of who they are and where they stand in other respects (see Kittay, 1999,
p-6). But as Schiek asks: “Can the quest for equality against the reality of asym-
metrical, group-based discrimination be mirrored in individual rights that are
enforced directly between private persons?” (2000, p. 263). The answer has to
be no, for at least three reasons. The first is that this approach typically cir-
cumscribes the pursuit of equality to a particular sphere, itself not necessarily
accessible to all, such as formal-sector employment or work of equal value to
that done by a man with a wife at home. The second is that even when equal-
ity does get enforced between (some) private persons in that particular sphere,
“this may leave untouched the processes, attitudes and behaviours which ... lead
to prejudice and stereotyping or to practices which unwittingly have the ef-
fect of putting women ... at a disadvantage” (Hepple, Chapter 2 of this volume,
p- 54). And the third, particularly disturbing to feminists outside the liberal
current, is the implicit choice of a (male) norm as the comparator for equality.
The question then becomes: equal to what?

If the answer lies in some idealized male-power model that even (some)
men are giving up on — if they ever were equal to it themselves — then every-
one may be in trouble (for elaboration, see Lansky, 2001; see also Beder, 2000).

° For other interesting perspectives on societal norms, see Nelson (1998) and Williams (2000).
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“Equality under the law would be an excellent goal for women if it weren’t
that it always seems to travel a one-way street of making women equal to men”
(Tavris, 1992, p. 122). The traditional emphasis on formal equalization of the
existing terms of labour market competition — as if it were a disconnected, sep-
arate sphere, and the all-important one — is thus clearly not enough, even if
non-discrimination in employment is supplemented by paid maternity leave,
equal pay provisions, action against sexual harassment at work and perhaps
even affirmative action. Such policies have made an enormous contribution to
changing women’s lives and society as a whole, particularly in the developed
countries, and they must therefore be continued and strengthened. On their
own, however, they somehow miss a basic point. By opening up options spe-
cifically for women without addressing the wider context of gender roles and
workplace norms within which those options may or may not be exercised,
they have often forced women into “no-win, either-or choices, motherhood ver-
sus career” (Friedan, 1997, p. 7; on “mommy track” policies, see also Williams,
2000, pp. 94-95). And many of those who choose to do both have little time
left to live (e.g. Shelton, 1992) — and thus forfeit a crucial qualitative aspect of
the wider freedom of choice they are supposed to have exercised in the first
place. “If women can see no future beyond joining the masculinist elite on its
own terms, our civilization will become more destructive than ever. There has
to be a better way” (Greer, 1999, p. 309).

Equality may still have some use in circumscribed circumstances, such as in the
context of arguing about measures when women and men stand in relatively equal
positions (e.g. equal pay for equal work or equal voting rights), but there are many
situations where positions are too unequal for equality to be of use. The argument
is not that the concept is useless, but rather that equality should no longer be the
overarching goal of feminist legal theory — the meta-objective that drives all other
considerations. ... In general, it seems that an increasing number of legal feminists
are concluding that a so-called neutral equality model for law reform will serve as
an artificial limit on the feminist project in law (Fineman, 1995, pp. 41-42 and 47).

Taking an economic perspective, Nancy Folbre has argued that the chal-
lenge to feminism is to strike a balance between “a liberal feminism that em-
phasizes individual rights and a social feminism that emphasizes the obligations
of care” (1998, p. 43). This means preserving the advantages of market compe-
tition, while establishing rules that prevent it from taking a destructive form:
“If we are going to compete, let it be in a game of our own choosing” (ibid.,
p- 3). Folbre’s strong economic argument proceeds from the social and ulti-
mately economic implications of “family failure” or “community failure” (see
also Kittay, 1999; Williams, 2000; Lewis, 2001). This notion centres on the un-
dersupply and qualitative deterioration of both family-based and market-based
“caring labour” seen as a public good or, rather, as a “common property re-
source”, depletable, yet vital to the development of human capabilities and
hence to the success of policies, like education, which also contribute to their
development (Nussbaum, 2011). The danger is that this resource may be over-
exploited, to the point of non-replenishment, unless social institutions control
access to it. “In the long run, ... the norms and internalized preferences that
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generate [non-economically motivated care] are probably influenced by large
shifts in relative prices. Women who feel aggrieved that they have been penal-
ized for specializing in [such care] may encourage their daughters to behave
differently” (Folbre, 1998, p. 30). Of course, this does not mean women should
be encouraged to backtrack to their old, private-sphere gender role. Rather,
Folbre argues, the answer lies in a reappraisal of the real costs and economic
value of care and, on that basis, in the design of social and labour-market pol-
icies that will eventually bring about more sharing of family and social re-
sponsibilities for care between women and men (see also Kittay, 1999; Lewis,
2001). Some of these issues are considered below and in Part IV of this book,
which is devoted to exploring the challenges posed by care work in national
and global context. Besides, there is arguably much else in a fully human life
that can be lost if competitive market employment — albeit a crucial measure
of equality — is over-idealized as an end in itself, in isolation from its social
and human contexts: “it behooves us to think about what a good life means”
(Folbre, 1998, p. 17, see also Beder, 2000).

A useful starting point for imagining a new policy framework is the dis-
tinction some have drawn between “equality as sameness” — which few au-
thors seriously believe in today — and “equality as acceptance” or “substantive
equality”.” Such approaches address a much wider range of the socio-economic
consequences of gender and sex differences, without pretending that the dif-
ferences themselves do not exist: “acceptance arguments ... encompass both
biological and cultural sexual differences and seek to ensure symmetry in the
ultimate positions of women and men by taking account of those differences”
(Fineman, 1995, p. 42). “‘Eliminating discrimination’ should not be understood
simply as a negative duty. The notion should be refocused, so as to emphasize
the responsibility of governments, organizations and individuals to generate
change by positive actions” (Hepple, Chapter 2 in this volume, p. 56). Indeed,
a more general problem with equality as a legislated right is that it risks re-
maining just that — a legislated right and a dead letter for many — unless the
legislator and other stakeholders also see to it that the material, social, eco-
nomic and institutional conditions of human existence actually enable people
to exercise that right, which then implicitly needs to be understood more in
terms of freedom to be “equal”, or better, or just different. Drawing on Sen’s
(1992) work, Kittay argues that “what we seek to equalize then is not a set of
goods (not even ‘primary goods’) but the ability to realize those functionings
we deem valuable” (Kittay, 1999, p. 179; for the full rationale, see Nussbaum,
1999a, 2000 and 2011).

7 On the first, see Tavris (1992, pp. 123 et seq.) and, on the second, Hepple (Chapter 2 in
this volume) and Schiek (2000). See also Nussbaum (1999b, pp. 132-133), on the distinction be-
tween “equity feminism” and “gender feminism”; MacKinnon (1987), for a critique favouring the
concepts of “dominance” and “subordination”; Kittay (1999, pp. 8-19), for a review of the various
feminist critiques of equality based on “difference”, “diversity”, etc., and her own critique based on
“dependency”; and Williams’ (2000) arguments on “domesticity” and the need to refocus the en-
tire debate on workplace norms.
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This dimension of equality is now commonly emphasized, not least be-
cause it appears to strengthen the universality of the concept of equality it-
self.® Indeed, what such freedom actually means to individuals and how they
will exercise it is bound to differ, though extrapolations from interpersonal to
group-based variability are perhaps best avoided. For example, Singer ana-
lyses the contrast between the conceptions of freedom of Simone de Beauvoir
and Jean-Paul Sartre, which she respectively construes as a female conception
“with attachments” and a male one without (Singer, 1993, pp. 131-144).° This
generalization seems hazardous enough. But in a broader cross-cultural per-
spective, the argument that the notion of freedom may a priori be subject to
some hard-wired, collectively socialized relativity — gender-based and hence,
perhaps, religious, political, etc. — is highly risky for the purposes of practical
rights-based thinking, depending on how far this argument is taken. Both fem-
inists and cultural relativists have attacked the human rights framework from
different angles:

... because the commonality of gender is the basis for feminists to organize, just

like the commonality of culture is the basis for cultural relativists to organize, the

tendency to reduce everything to this common element is natural. ... Attempting
to create the “essential woman” or the “essential African” or Asian or whatever,
leads not only to ignoring the differences inside those categories, but also to an

artificial isolation from their opposite, which is perceived as the enemy (Brems,
1997, pp. 154-155).

The answer is probably to draw a line between acceptance of the vari-
ability of individual preferences exercised in a truly enabling environment and
acceptance of the socio-cultural or political relativization of the (legal) bound-
aries of freedom in the exercise of rights.!

But this too raises some difficult questions if the substantive dimension
of the right to equality is valued beyond a conventional focus on quantifiable
socio-economic proxies. For example: what is an enabling environment? How
can policy-making provide it?!! How to measure what has been achieved by
giving people what they are presumed to need in order to exercise the right
to be “equal” in that sense?!? For example, in addition to a non-discriminatory
labour market in the formal sense, this might require subsidized childcare fa-
cilities on a sufficient scale, attention to working-time regimes and their impli-

8 On this point,see Hepple’s argument for empowering the disadvantaged groups themselves
as a means of implementing substantive equality within the framework of the ILO’s (1999 and 2000)
concept of decent work (Chapter 2 in this volume).

 Another interpretation, of course, is that the difference is not so much between what women
in general and men in general feel or want as between the terms in which applicable gender norms
make individuals describe their experiences and feelings (Williams, 2000, pp. 180-181).

1 For a discussion of relevant concerns, see Perry (1997); for an interesting confrontation of
points of view, see Okin (1999).

' Two options are Hepple’s argument for empowerment (in Chapter 2), which is further ex-
plored in Part VI of this volume; and Nussbaum’s (2000 and 2011) capabilities approach.

12 For a discussion of the relationship between social choice and individual freedom, see Sen
(1999b, Ch. 11-12).
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cations for conditions of employment, and adjustments to taxation and social
security systems originally tailored to the male breadwinner model.

At the policy-making level, awareness of this agenda is being demon-
strated in a great many countries, albeit with widely varying degrees of com-
mitment, as illustrated by Méndez’s contribution on childcare arrangements in
southern European countries (Chapter 24), Sparreboom’s on part-time work
in Europe (Chapter 15), and Fultz and Steinhilber’s on social security reforms
in eastern Europe (Chapter 28). These last authors show how those reforms
largely neglected their own gender implications, resulting in less redistribution
overall, but with a more negative impact on women than on men. As a result,
by 2012, Hungary and the Czech Republic were the EU countries where
motherhood had the strongest adverse impact on female employment, while
the Czech Republic was the country with the EU’s widest gender pay gap.
Moreover, these countries’ emphasis on tax-based family support has put
women in poor households at a particular disadvantage.!?

But even in Sweden — which has few fiscal and working-time disincen-
tives and pursues an active policy of childcare — labour market outcomes are
far from equal, displaying a high level of occupational segregation by sex, both
in absolute terms and relative to other developed countries (Jarman, Black-
burn and Racko, 2012; Melkas and Anker, 1997). Recent research on Sweden
suggests that the persistence of this pattern over time is due to the reproduc-
tion of gender between parents and their same-sex children (Hederos Eriks-
son, 2015). Especially when this gets encoded in early educational decisions, it
often translates into restricted career opportunities and lower pay for female
workers — a concern central to Folbre’s (1998) economic analysis. However,
Jarman, Blackburn and Racko (2012) find no evidence that occupational seg-
regation by sex is driven by inequality. A similar finding shows up in Behr and
Theune’s (forthcoming) careful study of gender pay gaps in Germany: high-
lighting the decisive effect of field of study, these authors question the current
focus on “equal pay politics” and conclude that the policy focus should shift to
the reasons motivating women to choose fields of study which lead to lower-
paid occupations.

In the circumstances, the awkward issue of (gendered) individual prefer-
ences and their determinants clearly needs to be considered, with particular
attention in this case to the apparent paradox that occupational segregation by
sex in Sweden — arguably the world’s most egalitarian socio-economic envir-
onment — turns out to be significantly more pronounced than it is in countries
which rank much lower on the equal opportunity scale, such as Japan, Greece,
Ecuador or Romania (Jarman, Blackburn and Racko, 2012). A similar point
can be made about the distinctly cultural differences in patterns of female la-
bour force participation that Losa and Origoni identify between the German-
speaking, French-speaking and Italian-speaking parts of tiny Switzerland (see
Chapter 14 in this volume). Another example is given by Franck and Olsen’s

13 A comprehensive update on the original article is available from the authors on request.
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contribution on Malaysia’s “missing women”, who do not show up in labour
force statistics because they prefer not to report that they work outside their
home, in order to uphold the appearance of gender role conformity (Chap-
ter 6). At the other extreme, Ricketts and Bernard’s contribution on Jamaica
(Chapter 11) reports historically high female labour force participation, with
little occupational segregation but, increasingly, worse outcomes for men than
for women in terms of both educational attainment and occupational status.

The following section reviews the labour market outcomes that these un-
stable dynamics have produced around the world. Beyond their empirical ob-
servation and analysis, however, the central question is whether there comes
a point in the process of social development at which individual preferences,
based on perceptions of personal welfare, can be equated with well-being in
a sense that overrides the social choice of “equality” — except in its construc-
tion as ever-expanding freedom.

Global patterns of female labour force participation:
What the numbers say'

Somewhat surprisingly, given the long-term trends, women’s share of the global
labour force has declined by more than 2 percentage points since 2000, from
52.0 to 49.6 per cent in 2014. Current rates of female labour force participa-
tion are slightly lower than in the 1980s, averaging 50.2 per cent globally (Ka-
beer, 2012). Although men’s labour force participation also declined over the
period 2000-14, from 78.7 to 76.1 per cent, it remains higher than women’s
in all regions of the world (see figure 1). While these global figures no doubt
partly reflect the breadwinning responsibilities that are typically ascribed to
men, there are regional differences in women’s participation rates, which are
influenced by cultural norms, beliefs and values, and also by the social expec-
tation of shared breadwinning responsibilities as labour market conditions de-
teriorate (on Europe, see Vaughan-Whitehead, forthcoming).

Across the whole of western Europe, female participation rates increased
by 4 percentage points between 2000 and 2014, from 47.3 to 51.5, while the
male rates declined by 2 percentage points, from 66.6 to 64.4 per cent, largely
because of the weak recovery of labour markets since the 2008 financial cri-
sis, especially among the young (ILO, 2016b). In eastern Europe, the female
participation rates increased only marginally (by 0.5 percentage points on av-
erage). In North America, by contrast, female labour force participation rates
declined by 2.4 percentage points, from 59 per cent in 2000 to 56.6 per cent
in 2014, and the male participation rates declined by twice as much, i.e. 5 per-
centage points (figure 1).

14 The figures in this section are ILO calculations based on the ILO Research Department’s
Trends Econometric Models, November 2015. We are grateful to Stefan Kithn and Ekkehard Ernst
for sharing the data.
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Figure 1. Labour force participation rates, by sex, 2000 and 2014 (percentages)
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In the developing economies, female participation rates vary widely
across regions. The lowest occur in the Arab States (21 per cent), followed by
North Africa (22.5 per cent) and South Asia (28.2 per cent), while the high-
est are recorded in sub-Saharan Africa (64.4 per cent) and East Asia (61.9 per
cent). In East Asia and South Asia, the female labour force participation rates
decreased by about 6 percentage points over the period 2000-14, while else-
where there was an increase which ranged from 1 percentage point in North
Africa to 4.5 percentage points in Latin America and the Caribbean. Mean-
while, except in the Arab States and Central and Western Asia, the male par-
ticipation rates actually declined throughout the developing world, by as much
as 5 percentage points in East Asia, and 3 percentage points in South Asia.
Sub-Saharan Africa, for example, witnessed a two-point increase in women’s
participation as against a one-point decline in men’s (figure 1).

In South Asia, female participation rates remained largely stagnant over
the decade from 1995 to 2005 and have been in decline since 200405, particu-
larly in India. Much of the decline has occurred in the category of unpaid con-
tributing family helpers. A number of reasons have been advanced to explain this,
including increased enrolment in education, income effects and methodologies
that fail to recognize a range of work performed by women for households and
community, all of which continue to remain open for scrutiny (Kapsos, Silberman
and Bourmpoula, 2014; Kannan and Raveendran, 2012; Srivastava and Srivastava,
2010; Himanshu, 2011; Ghosh, 2016; Hirway and Jose, 2011). Mathew’s contribu-
tion to this volume (Chapter 12), on Kerala, provides another angle to this dis-
cussion by looking at particular categories of female workers. She shows that a
disproportionate share of the decline in female participation rates has occurred
among highly educated and well-off women, especially in the younger age groups.

In some of the countries where female participation rates have been
low or have declined, this could be because women are engaged in activities
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that are not accounted for. For example, Franck and Olsson’s chapter on Ma-
laysia’s “missing women” shows that women often devalue or under-report
their work outside the home (Chapter 6). While most women perform mul-
tiple tasks between, say, hawking (paid activity), helping (unpaid family labour)
or housekeeping (chores at home), they often seem to identify themselves
stereotypically as housewives only, rather than report any paid activity out-
side the household. Similarly, in India, once such activities and those relating
to procuring essential items for the household — e.g. water or firewood — are
recognized as work, aggregate female participation rates increase from around
24 per cent to more than 80 per cent (Ghosh, 2016).

Yet, the increase in female labour force participation rates in some regions
and the narrowing of gender gaps in this respect cannot always be interpreted
as progress (ILO, 2016a). For example, the narrowing of participation gaps by
almost 6 percentage points observed in northern, southern and western Europe
has been driven by the decline of male participation rates (and men’s increas-
ingly vulnerable labour market position) and women’s entry into the labour
market to meet household needs, hence the shift away from the the traditional
male-breadwinner model. In Chapter 16 of this volume, Addabbo et al. docu-
ment the unfolding of this pattern since the onset of the 2008 economic crisis in
Italy, Ireland and Portugal, where labour market conditions have deteriorated
sharply with the rise of temporary and otherwise precarious employment and
the growing prevalence of the dual-earner household model. Furthermore, aus-
terity policies have resulted in reduced public spending on schools and childcare
facilities. This, in turn, has put tremendous pressure on households to meet these
additional expenditures, contributing to the increase in women’s labour force
participation, often as part-time or temporary workers. These authors also show
that men are moving closer to women'’s vulnerable position in the labour market
in terms of low-quality, part-time and temporary jobs. While this process tech-
nically translates into greater gender equality, it probably delivers no net gains
in welfare, nor any significant change in gender relations.

The narrowing of the participation gap in developing economies is quite
similar to what one observes in the southern European countries. The decline
in men’s participation coupled with the nature of typical male employment in
these economies — often characterized by low wages and underemployment —
have already put a strain on household income. The high marginal benefit of
additional household income therefore induces additional labour supply to the
market, often on the part of women. Yet, this does not necessarily imply that
economic growth is leading to an improvement in gender equality as participa-
tion gaps narrow. Besides, in South Asia, the gender gap has actually increased
by 2 percentage points since 2000 due to a huge decline in female participation
rates. East Asia has also observed a marginal increase in participation gaps, by
0.6 percentage points, as the decline of female participation rates has outpaced
that of male rates since the early 2000s.

In Chapter 9 of this volume, Ganguli, Hausmann and Viarengo analyse
the closing (and reversal) of the gender gaps in education and labour force
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participation in 40 advanced and developing countries for the age group of
35-44 years. Accounting for education, marriage and motherhood, which play a
significant part in explaining the labour force participation gaps in these countries,
their analysis shows that a large share of the gap remains unexplained, suggest-
ing that other factors and institutions are also at play in this respect. The widest
gender gaps are still found in some of the Arab countries, where they exceed 50
percentage points, no doubt on account of socio-cultural constraints on women’s
employment. Such constraints, however, are not confined to developing econo-
mies: they are indeed also present in most advanced economies as well. In this
volume, Losa and Origoni (Chapter 14) bring out the socio-cultural dimension
of women’s labour force participation choices in Switzerland, across the country’s
German-, French- and Italian-speaking regions. The female participation rates
in the Italian-speaking region are comparatively low despite women’s high edu-
cational attainment and an established family welfare policy. After taking into
consideration all the institutional, structural and economic factors, the authors’
analysis indicates that women in the Italian-speaking region of Switzerland are
deeply rooted in the traditional family model, with clearly assigned gender roles
and traditional family values, resulting in lower female participation rates.

While female labour force participation rates have increased in many
countries, this has not been accompanied by improved quality of employment.
Globally, the proportion of female workers in wage employment increased
by almost 10 percentage points between 2000 and 2014, albeit with regional
variations. In Europe and North America, there has not been any change in
women’s employment status over time, and a large proportion of them (88 per
cent) continue to be engaged in wage employment. However, a closer look
at patterns of wage employment shows that women are over-represented in
part-time and temporary jobs, which are associated with low hourly earnings
and poor career prospects. Temporary and fixed-term work as a proportion of
female employment ranges from a high of 26.6 per cent of wage and salaried
employment in Spain to about 6.5 per cent in the United Kingdom in 2011
(ILO, 2013a). Similarly, part-time employment accounts for more than 20 per
cent of female employment in about two-thirds of these countries, with a high
of 60 per cent in the Netherlands in 2011 (ibid.; Vanek et al., 2014). The rele-
vant question here is: what barriers or blockages do women face in their mo-
bility to better jobs? In Japan and the Republic of Korea, for example, female
labour force participation rates have been on a rising trend, but the associated
growth in female employment is skewed towards non-regular employment de-
spite women’s higher educational attainment, largely because of cultural and
institutional factors, including public spending on childcare (Kinoshita and
Guo, 2015; Rani, 2006).

In developing economies, the patterns of change in employment status
vary widely across regions both generally and among women. Many parts of
Asia have witnessed a huge increase in female wage employment, especially
East Asia, where its share increased by 21.6 percentage points between 2000
and 2014, while the increase ranged between 7 and 12 percentage points in the
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other Asian subregions. The increase was around 7 percentage points in the Arab
States, 5 percentage points in Latin America and the Caribbean, and a marginal
2 percentage points in North Africa and sub-Saharan Africa during this pe-
riod. Female wage employment is the lowest in South Asia (19.5 per cent) and
sub-Saharan Africa (21.6 per cent). Doumbia and Meurs (Chapter 13 of this
volume) argue that the low incidence of wage employment among women in
Mali owes more to cultural circumstances and social obligations towards family
and family networks than to management decision-making. While this might
be true, however, it does not fully explain why these economies are not cre-
ating more wage employment, nor does it address the need for demand-side
economic and social policies. Besides, even in those regions where wage em-
ployment has grown, it is often characterized by low pay, precarious contracts,
poor working conditions, low prestige, etc. In East and South-East Asia, which
experienced the strongest growth in wage employment over the past decade,
the share of women in non-agricultural informal employment was still about
52 per cent in 2010; and in South Asia it was about 42 per cent. In Latin Amer-
ica and the Caribbean, and in sub-Saharan Africa, the proportions were about
49 and 24 per cent, respectively, in 2010 (Vanek et al., 2014).

The share of women engaged in self-employment and contributing family
labour is indeed higher than that of men in most developing countries. Glo-
bally, the proportion of female contributing family workers actually shrank
by 13 percentage points between 2000 and 2014, though most of the decline
occurred in the Asian regions and in the Arab States. The steepest drop — by
31 percentage points — was observed in East Asia, where economic restructur-
ing since the 1990s has accelerated the shift from agriculture to manufacturing
and services, and part of the decline could be due to this factor. However, size-
able propotions of women continue to work as contributing family helpers in
sub-Saharan Africa (35.1 per cent) and South Asia (33 per cent). Meanwhile,
the proportion of female own-account workers has remained roughly stable in
most regions except East Asia — where it increased by 10 percentage points —
and Central and Western Asia, where it declined by 6 percentage points. The
increase in the proportion of own-account workers in East Asia could be due to
a shift in workers’ status from contributing family work to own-account work.
However, not all own-account workers are vulnerable despite being informal.
On the strength of their entrepreneurial abilities, a few of these workers are
able to earn higher incomes though they might not have any form of social
protection, while the majority have to put up with fairly bad working condi-
tions. In Chapter 4 of this volume, Harriss-White provides a very good illus-
tration of the heterogeneity and inequality that exist in the informal economy,
showing how the latter is governed by social norms and regulation rather than
state regulation, and highlighting the role of new social movements in address-
ing some of the issues confronting informal workers. Carr and Chen, in Chap-
ter 8 of this volume, explore whether globalization and the reorganization of
production into global value chains and export processing zones have created
new and better jobs in terms of work contracts, social security, etc. They also
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analyse whether globalization and the new production systems have brought
in new forms of social exclusion, further deteriorating working conditions in
developing countries, and what policies could help to promote social inclusion
in the context of global economic integration.

It was traditionally believed that developing countries would move from
agriculture to industry and then to services in the process of economic growth,
as per capita incomes rose (Lewis, 1954; Kaldor, 1966). But this does not ne-
cessarily hold for all countries (with some exceptions, notably in East Asia).
Since the 2000s, the pace of women’s transition from agriculture to services
and manufacturing has been variable across different regions and, at any rate,
slower than men’s (Kabeer, 2012).

Agriculture accounted for 30.4 per cent of global female employment in
2014, down from 41.7 per cent in 2000, while male agricultural employment
declined from 38.7 to 29.5 per cent over the same period. However, agricul-
ture still accounts for 64 per cent of women’s employment in South Asia and
60.7 per cent in sub-Saharan Africa, as against 39.1 and 48.1 per cent of male
employment, respectively. As shown in figure 2, the other three regions where
a substantial proportion of women are engaged in agriculture are South-East
Asia and the Pacific (38 per cent), North Africa (32.9 per cent) and Central
and Western Asia (31.2 per cent).

Manufacturing accounted for just 16 per cent of global female employ-
ment in 2014 (representing a marginal increase by 0.8 points from 2000), as
compared with 25.9 per cent of male employment, following a 3 percentage
point increase from 2000. In most of the developing economies, women are
under-represented in the industrial sector. And in most regions, the share of
female employment in industry has stagnated or marginally declined, except

Figure 2. Share of female employment by sector, 2000 and 2014 (percentages)
100

80

60

40

Agriculture 2000 Industry 2010 s Services 2000
@ Agriculture 2014 H Industry 2014 A Services 2014

17

®ANO @



Women, gender and work

in South Asia where it increased by 4 percentage points, from 11.3 per cent in
2000 to 15.6 per cent in 2014.

It is widely argued that manufacturing plays a special role in economic
development and structural transformation. Yet many developing economies
have moved directly from agriculture to services, while their share of manu-
facturing employment has remained more or less stagnant. Much of the global
rise in female employment has indeed occurred in the service sector (10.8 per
cent), which accounted for 53.4 per cent of female employment — compared
to 44.6 per cent of male employment — in 2014. In East Asia, the share of fe-
male employment in the service sector increased by more than 20 percent-
age points between 2000 and 2014, while the increase ranged between 4 and
12 percentage points in the other Asian regions. By 2014, the share of female em-
ployment in services averaged 86.5 per cent in the developed economies, 72.8 per
cent in Latin America and the Caribbean, about 49.2 per cent in North Africa,
32.4 per cent in sub-Saharan Africa, and around 50 per cent in Asia, except in
South Asia where the share was 20 per cent (figure 2).

There is wide variation across regions in the nature of the service activ-
ities that women are engaged in, albeit with higher concentrations in wholesale
and retail trade, education, health care and social work, and “other services”
(figure 3). In sub-Saharan Africa, large proportions of women are engaged in
wholesale and retail trade and other services, whereas in North Africa they
tend to be concentrated in education and public administration. In the devel-
oped economies, women in service employment are predominantly engaged
in education, health care, social services and trade activities. In the Asian re-
gions, they are largely engaged in trade and other services; and, in East Asia,
the proportion of women engaged in public administration has declined by
almost 5 percentage points. In Latin America and the Caribbean, female ser-
vice employment is dominated by health and social work, education, trade,
real estate and “other services”. Within the category of “other services”, it is
domestic work, which accounts for the largest share of women’s employment:
out of an estimated global total of 53 million domestic workers, some 83 per
cent are women (ILO, 2013b and 2016a). Their working conditions are often
poor as the majority of them are employed informally, in private households,
without any legal or social protection whatsoever. Oelz’s contribution to this
volume (Chapter 29) takes a closer look at this particularly vulnerable cat-
egory of workers, while discussing the prospects for improving their protec-
tion following the entry into force in 2013 of the ILO’s Domestic Workers
Convention, 2011 (No. 189).

The rise in female labour force participation has led to only a modest
decline in horizontal occupational segregation by sex, and very little change
in vertical segregation (Kabeer, 2012). To a greater extent than men, women
continue to be concentrated in occupations with lower pay, worse prospects for
advancement and poor working conditions (Anker, Melkas and Korten, 2003).
And this pattern has generally endured despite economic development and the
high growth rates recorded across the different regions over the past 15 years
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Figure 3. Share of female employment in services, by region, 2000 and 2014
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or so. The gendered labour market outcomes that we observe, in terms of both
labour force participation and occupational segregation, are indeed determined
by the constraints and life choices that women face, albeit differently, depend-
ing on cultural, socio-economic and institutional contexts. In Europe, Sparre-
boom (Chapter 15 in this volume) shows that there are differences in the levels
of segregation between full-time and part-time workers. He finds that there are
higher levels of occupational segregation among full-time workers, and com-
paratively lower levels among part-time workers as both men and women in
such employment are crowding into a narrow range of occupations. However,
Ricketts and Bernard (Chapter 11) question the applicability of the occupa-
tional status classification in the context of developing countries where there
is an unlimited supply of unskilled labour. In their case study of Jamaica, they
show that the sex segregation of occupations could be quite low, largely on
account of the catch-all category of “low-skill occupations”, which represents
about 50 per cent of the labour force. However, this does not imply that men
and women are in the same occupations within this broad category. Indeed, if
these occupations were to be reclassified — as was done in Jamaica — occupa-
tional segregation would rise.

The entry of large numbers of women into the labour force has provided
them with rights and a new dimension of social integration, but it has not neces-
sarily translated into “equality as consistency”, as described in Hepple’s contri-
bution to this volume (Chapter 2), regarding equal pay for work of equal value
and respect for all forms of work performed by women. A number of studies
exploring the factors behind the gender wage gap have found that even after
controlling for education, age, job tenure, occupation and other labour mar-
ket characteristics, the gap persists (ILO, 2009 and 2015a; UNDP, 2013; Rubery
and Grimshaw, 2011), although it has been narrowing in recent years. In Latin
America, the gender wage gap narrowed by 7 percentage points over the dec-
ade 2000-10, while its unexplained component shrank by 3 to 4 points, largely
among workers at the bottom of the earnings distribution, i.e. self-employed,
part-time and rural workers (Nopo and Hoyos, 2010). There seem to be two
plausible reasons for this. The first is that the average wages of male workers
are declining as men also increasingly experience temporary and part-time em-
ployment; and the second is the effect of minimum wage policies — especially
since the 2008 economic crisis, in both developed and developing economies —
which have benefited low-paid workers, among whom women are over-repre-
sented (ILO, 2016a,2016b and 2015b; Oelz and Rani, 2015; Rani et al., 2013). In
the case of Mali, Doumbia and Meurs’ contribution to this volume (Chapter 13)
shows that, after controlling for structural characteristics like education and
experience, and taking account of occupational and enterprise characteristics,
the wage gap disappears and the estimated coefficient for “being female” is
not significantly different from zero. These authors argue that this is primarily
attributable to the distribution of men and women between enterprises with
different characteristics, as women tend to work in “less advantageous” enter-
prises. The importance of occupational characteristics is also emphasized by
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Sparreboom (Chapter 15 in this volume), who notes that much of the pay gap
is explained by occupational segregation, which remains a major obstacle to
equality in workplace.

Despite the policies that a number of countries have attempted to put in
place, wage discrimination continues in practice (see, for example, Alfarhan,
2015, on Jordan). The flaw can largely be traced to policy implementation, as
illustrated by Kumamoto-Healey’s contribution on Japan (Chapter 27). In this
case, the country’s Equal Employment Opportunity Law was technically passed
in 1983, and later amended in 1997, but it came into force only in 1999, where-
upon its implementation was slow and gradual. Kumamoto-Healey argues that
apart from policies there needs to be a change in public opinion about gender
roles for a more genuinely gender-neutral society to emerge.

Hepple’s argument for “equality as consistency” goes beyond gender and
is just as relevant to inequalities based on ethnicity, race or caste in both devel-
oped and developing countries, where they are widely prevalent. Historically,
there has always been a link between ethnicity and occupation, with certain
jobs only undertaken by lower-status groups, i.e. workers who are low-paid,
enjoy fewer rewards, and have very limited scope for upward mobility. As a
result, women in these groups suffer from multiple discrimination, and such
remedial affirmative policies as technically exist in many countries are not ef-
fectively implemented. Kolev and Suédrez Robles’ contribution to this volume
(Chapter 10) shows that Peru’s ethnic segmentation in terms of employment,
occupation and wages has a much stronger adverse effect on ethnically disad-
vantaged women than does the intra-ethnic gender wage gap.

The undervaluation of women’s work in certain occupations like domestic
work, childcare, nursing, etc. is also widespread and results in lower wages for
women. In this context, it is often argued that policies like minimum wages can
help to eliminate pay discrimination. However, analysis of developing coun-
tries shows that when minimum wages are not set nationally, but by industry
or occupation, the minimum wages set for domestic workers are the lowest (on
Costa Rica, India, Mali, the Philippines and South Africa, for example, see Oelz
and Rani, 2015). Grimshaw’s case study of low-status care workers in British
hospitals (Chapter 33) basically demonstrates that more inclusive wage-setting
institutions can help to improve the wages of low-paid workers. His contribu-
tion also connects with the globally complex issue of care work.

From unpaid to underpaid: The care-work continuum

The foregoing overview of female labour force participation provides some
indication of how the interpretation of “women’s work” and its valuation crit-
ically depend on the definition of work. The nature of work and how to cap-
ture it in empirical data have indeed been among the most complicated and
debated issues in social sciences. This is particularly so in societies where so
much work occurs in informal, often even very private, settings that it can be
very hard to identify, let alone measure. The fact that international definitions
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of work and of economic activity have themselves been changing over time
only adds to the complexity.

Most standard dictionaries define work as any “activity involving mental
or physical effort done in order to achieve a result”.’ Economic activities are
typically defined in a more restrictive way, as actions that involve the produc-
tion, distribution and consumption of goods and services at all levels within a
society, which of course begs the further question of what constitutes “goods
and services”. For example, the activities associated with motherhood are typ-
ically seen as “non-economic”. Yet many of the most essential of such activities
can be outsourced, such as breastfeeding, delivered through the hiring of a wet
nurse, which then makes it an economic activity, with the wet nurse engaged
in paid work. An even more extreme but recently proliferating example is that
of surrogate motherhood, in which a woman is paid to be impregnated, carry a
child in her womb and go through childbirth, making all of these explicitly paid
economic activities which, in turn, also contribute to national income to the ex-
tent of the remuneration received. Yet a woman who does this for her “own”
child rather than someone else’s, and without any monetary reward, is classified
as “not in the labour force” in most if not all national statistical systems — and
indeed, the very notion of “maternity leave” from paid work suggests that the
mother is in effect on some sort of holiday, rather than actively engaged in the
work of producing a child. In short, whether or not a given activity counts as
productive depends primarily on its being “delegated” and traded. All services
produced for own account or in caring for other household members are thus
discounted, just like leisure activities or self-care (Jany-Catrice and Méda, 2012).

Clearly, therefore, definitions of work and economic activity are not that
simple — and nowhere is this complexity more marked than in the case of care
activities. There was a conceptual breakthrough at the 19th International Con-
ference of Labour Statisticians (ICLS), which distinguished between work and
employment and expanded the concept of work: “Work comprises any activity
performed by persons of any sex and age to produce goods or to provide ser-
vices for use by others or for own use” (ICLS, 2013, p. 2). The inclusion of the
last phrase “for use by others or for own use” provides the crucial difference,
as it includes the production of goods and services performed in the home
for other household members and for personal use. So work is now defined
irrespective of its formal or informal character or the legality of the activity.
It only excludes activities that do not involve producing goods or services
(e.g. begging and stealing), self-care (e.g. personal grooming and hygiene) and
activities that cannot be performed by another person on one’s own behalf
(e.g. sleeping, learning and activities for own recreation). The significance of
this definition is that it maintains that work can be performed in any kind of
economic unit, including the family or household, and employment — defined
as “work for pay or profit” — therefore becomes a subset of work.

15 This formulation is from Judy Pearsall (ed.): The Concise Oxford Dictionary. Tenth edi-
tion. Oxford, Oxford University Press, 1999, p. 1647.
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This new and enlarged concept of work inevitably changes the way in
which work is both recognized and measured, and necessarily brings all care
activities into its ambit. This enables a greater recognition of unpaid work and
its various forms, most especially the varied nature of care work. For example,
care work is often considered to be confined to purely “relational” activities
that involve “looking after” someone else in a variety of ways (as in England,
Budig and Folbre, 2002), whereas it should really refer to all the activities in-
volved in social reproduction, which include cooking, cleaning and a range of
other domestic services (Duffy, 2005; Budlender, 2008).

This is important in enabling not only a better appreciation of the total
amount of work performed in a society, but also a more nuanced understand-
ing of potentially problematic concepts like “aggregate labour productivity”. It
also turns out that the extent of unpaid care work is crucial in shaping soci-
etal attitudes towards both care work and its remuneration, especially when
it is performed by women, who are the dominant providers of unpaid work in
most societies. The bulk of the articles in Part IV of this volume deal with paid
care work, though all of them proceed from awareness of the significance of the
unpaid—paid continuum in such work and its effects on working conditions.
Simply put, where there is a large amount of unpaid work that is performed in a
society, and where the bulk of that work is performed by women, the participa-
tion of women in paid care services tends to be much more disadvantaged. Since
the unpaid labour performed by women in domestic care is not remunerated
—and often not even recognized — it is easier for society in general to undervalue
such work in general, whether it involves care of the young, the old and the sick
or other forms of care activity. And this in turn leads to lower wages and worse
working conditions, especially when many of the paid care workers involved in
such activities are also women. The very existence of the continuum therefore
affects not only the bargaining power of paid care workers, but also social at-
titudes to them and to their work, and indeed their own reservation wages and
self-perceptions.

In the absence of adequate and effective regulation, the above dynam-
ics can contribute to a general undermining of wages, working conditions and
social protection for care workers. The implications of the unpaid—paid con-
tinuum are exacerbated by other features of care work that operate to create
occupational and wage discrimination against such workers. Thus, care work
is often performed by those with lower educational attainments (even though
the level of skill required is often quite high, albeit socially unrecognized). A
disproportionate share of such work is typically performed by those who are
in any case disadvantaged in the labour market — women, certainly, along with
other categories like immigrants. The nature of such work — for example, being
more amenable to part-time employment and informal contracts — also con-
tributes to its devaluation both in market terms and in social perception. As
a result of these various factors, care work may involve a wage penalty even
when it is performed by men.

Valeria Esquivel’s contribution to this volume (Chapter 17) develops
some of these points in the specific context of Argentina. She shows how the
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sex-typing of unpaid care work extends to domestic workers, who are almost
invariably women. The association of unpaid care work with “natural” female
characteristics — and not with skills acquired through formal education or train-
ing — further implies that most domestic workers have low formal educational
credentials, reinforcing their low earning capacity and poor bargaining power.

Shahra Razavi and Silke Staab, in their broad review of paid care work
(Chapter 18), note that it now comprises a large and growing proportion of
the workforce in both developed and developing countries. They locate care
work at the crossroads of three sets of structures and forces: broader labour
market structures that shape the working conditions and remuneration of
care work; the role of the State as employer, funder and regulator of social
services; and social policies that create, destroy, change and shape care em-
ployment. The general tendency to undervalue women’s work can be mag-
nified by widespread informality in the provision of such work and further
accentuated by cost-cutting measures in the public sector driven by the push
for fiscal austerity.

The “wage penalty” for care work that results from the interaction of the
above processes is explored by Budig and Misra (Chapter 19) through a study
of 12 countries that include advanced, transition and developing economies.
They use the more restrictive definition of care work that involves face-to-face
human interaction between the provider and the recipient, which develops or
maintains the cognitive, physical and emotional capabilities of the recipient;
yet they include not just the well-recognized care occupations like teaching,
medicine and nursing, but also those involved in community care like police
work and personal protection. They find significant variation in the care-work
effect on wages across countries, not only between women and men but also by
worker characteristics, and by national and policy context. In their sample, care
workers (as defined in the more limited sense) tend to be more educated and
more likely to be in public employment. This should lead to relatively higher
wages, other things being equal, but that is not the case: rather, care employ-
ment often entails wage penalties. This is generally true for men as well, except
in the Nordic countries; but where female workers face such wage penalties,
they tend to be larger than for their male counterparts. The authors conclude
that care work does not pay less because it is less skilled, but because it is dis-
proprotionately performed by women. However, the cross-country differences
reveal that context matters crucially. Care workers are likely to be relatively
better off in countries with lower income inequality, higher union density, larger
public sectors and higher public spending on care.

Stressing the heterogeneity of care-work occupations, Lightman (Chap-
ter 20) disaggregates “high-status” and “low-status” care work, and finds that
the various forms of care work are neither equal nor equally valued, even in
the same industry. In terms of wages, there is a major earnings bonus for high-
status care work, while low-status care work incurs a wage penalty, which tends
to be amplified in less regulated labour markets. Meanwhile, the low-status care
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workforce tends to be more feminized, older, less educated and more likely to
be engaged in non-standard employment than the high-status care workforce.

Francie Lund (Chapter 21) considers differentiation between health-care
workers in the context of the HIV/AIDS pandemic in South Africa. The range
of work extends from formal-sector, secure, strictly regulated and highly union-
ized jobs to the private-sector jobs of nurses (better paid) and social workers
(less well paid) to volunteers (lowest paid and often with the most demanding
conditions). In addition to the aggregate wage penalty on care work, therefore,
the task shifting brought about by the pandemic has put greater burdens on
the lowest paid (or even unpaid) workers, thereby increasing inequality even
among female workers in this sector.

The interplay between public and private involvement in care activities is
obviously crucial in affecting the quality and remuneration of care work. This
is brought out clearly in Peng’s study of the Republic of Korea (Chapter 22),
which indicates divergent movements as between care activities directed to the
young and those directed to the elderly. While increased regulation and the
expansion of public involvement in childcare have led to some improvements
in the conditions of childcare workers, the opposite forces of deregulation and
commercialization of elder-care (and therefore greater reliance on the market)
have operated to worsen conditions for such workers.

However, the significance of public involvement in care activities also de-
pends upon its nature and the attitudes of public employers. How this works,
even at the bottom of the care-work pyramid, is explored by Palriwala and Nee-
tha (Chapter 23) in the context of India. They compare Anganwadi Workers/
Helpers employed in the Government of India’s Integrated Child Development
Scheme, which is largely rural, on the one hand, with hired domestic workers in
private households in urban India, on the other. The former are among the most
discriminated of public-sector workers: they are not even classified as workers
but rather as “volunteers” who are paid “stipends” rather than wages (and, in-
deed, they receive much less than minimum wages). Nevertheless, they seem to
be marginally better off than domestic workers in private homes, whose conflicts
between their own unpaid domestic work responsibilities and their paid work
also tend to be greater. For both categories, however, the “gendered familial-
ism” that pervades the social undervaluation of care work is strongly evident.

It is such a reliance on traditional patriarchal attitudes towards care that
can affect intergenerational patterns of female labour force participation. Mén-
dez (Chapter 24) argues that, in southern Europe, adult children choose to live
close to their families so as to take advantage of the low labour force partici-
pation rates of their own mothers, which enables them to reconcile paid work
with bringing up children. While this is possible because of the intergener-
ational gap in female labour force participation, this reliance on the unpaid
labour of the older generation (especially mothers/grandmothers) is also driven
by the extent of rationing of public childcare services.

The globalization of care work has many aspects, and its gendered nature
has generated much analysis, including in terms of how it has corresponded to

25

®ANO @



Women, gender and work

the dynamics of capitalist accumulation in both sending and receiving countries.
Nicola Yeates’ contribution (Chapter 25) is within that tradition, as she takes
up one specific aspect of this — that of the cross-border migration of nurses. She
shows how such migration maps on to institutional formations so closely that it
is possible to speak of a global “nursing labour migration-industrial complex”,
forming a global nursing care chain similar to the value chains that operate in
manufacturing. For the sending countries, the benefits in terms of remittances
received may be outweighed by the loss of such skilled workers within their
own economies, as the (mostly developed) recipient countries effectively export
their nursing-care crises to the poorer countries of origin of migrant nurses.
Picking up on Hepple’s legal argument for empowerment (Chapter 2),
the four contributions presented in Part VI of this volume explore some of
the challenges of providing for sufficiently inclusive worker organization to
protect the interests of those doing low-status care work — and the benefits
this can yield. Here, the opening contribution, by Blackett and Sheppard, sets
the stage by considering the generic issues from the perspective of the rela-
tionship between collective bargaining and equality (Chapter 30). Clark and
Clark then specifically focus on the challenges facing nurses’ associations and
unions (Chapter 31). They find that these organizations share common con-
cerns worldwide, despite the widely differing national contexts in which they
operate. Yet, this is probably consistent with Yeates’ vision of a global nursing
labour migration-industrial complex, operating as would a global value chain.
In Chapter 32, Mundlak and Shamir discuss the prospects for organizing mi-
grant care workers in Israel. And lastly, Grimshaw’s case study of public-sec-
tor hospitals in the United Kingdom (Chapter 33) documents the effectiveness
of more inclusive wage-setting institutions, government regulation and trade
union support in reducing the wage penalty that affects low-status care workers.

Gender, identity and attitudes to work
in Europe — and beyond

Perceptions of work have changed dramatically over the centuries, particularly
in today’s so-called developed societies: from being considered a tribulation,
virtually an instrument of torture, work has now come to embody a standard of
self-fulfilment (Méda, 1996; Méda and Vendramin, 2013). According to Lalive
d’Epinay (1994), this turnaround was enabled by the industrialized countries’
spectacular economic growth in the three decades that followed the Second
World War — a process in which Ronald Inglehart (1971) stressed the import-
ance of the ascendency of post-materialist dimensions of life. In his view,
people thus became less preoccupied with survivalist needs and more focused
on aspirations concerned with self-esteem, meaning, and self-expression.

In the first major survey of attitudes to work, conducted in the United
States in the mid-1950s, Morse and Weiss (1955) put forward the idea that
work could not be reduced to being merely a means to some ulterior end. The
conclusion of their survey was clear: the overwhelming majority of respond-
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ents would wish to carry on working even if they had enough money to live
on, i.e. work was not just a means to an end. Indeed, alongside the instrumen-
tal function of work, these authors identified other functions that respondents
seemed to value just as highly, namely, work as a forum for social interaction,
as an occupation (i.e. something to do), and as a purpose in life.

Another landmark survey of attitudes was conducted about a decade
later by Goldthorpe et al. (1968), whose findings highlighted the purely in-
strumental value of work among a sample of manual workers in the United
Kingdom. This perspective, however, does not necessarily contradict the one
reported above. Although instrumental valuations of work persist to the point
of remaining predominant, Europe has witnessed a rise in the expressive di-
mensions and expectations associated with work, particularly in correlation
with educational attainment (Davoine and Méda, 2008; Méda and Vendramin,
2013). Surveys on the function of work in the construction of identity have
indeed highlighted the non-instrumental importance that people now attach
to work in Europe and elsewhere (on Europe, see Davoine and Méda, 2008;
Méda and Vendramin, 2013; on Quebec, see Mercure and Vultur, 2010; on Is-
rael, see Sharabi’s contribution in Chapter 7 of this volume).

While major surveys such as the European Values Study (EVS), the In-
ternational Social Survey Programme (ISSP) and the European Social Survey
(ESS) have confirmed the importance that Europeans attach to work, there are
wide cross-country variations. According to the 2008 EVS, for example, only
40 per cent of the Dutch and the British and 48 per cent of the Germans re-
ported that work was “very important” in their lives, as against 67 per cent of
the French and over 70 per cent of the Maltese, Macedonians, Greeks, Cypriots,
Turks and Armenians. These responses were shown to correlate with GDP per
capita and, even more so, with unemployment rates (Davoine and Méda, 2008).
Thus, France’s particularly high score on the importance of work may be partly
attributable to the high rates of unemployment it has endured for the past
three decades. Yet, other factors are also at play, including the demographic
composition of the population, levels of educational attainment, age and sex.

What about women’s attitudes to work? Do they differ distinctively from
men’s? Have they changed with the rise of female employment? Such ques-
tions remain difficult to answer over the long term because the first two major
surveys mentioned above — by Morse and Weiss (1955) and Goldthorpe et al.
(1968) — were addressed only to men(!), without any justification whatsoever
for excluding women, although many of them obviously worked at the time. It
was only from 1981 onwards, with the successive waves of the EVS, followed
by the ISSP and the ESS, that the same survey questions were put to men and
women and that their responses could be compared.

As mentioned above, the twentieth century brought radical changes in
attitudes to work. In most developed countries, women and men are now al-
most equally attached to the labour market. Previously, in the male-breadwin-
ner model, there was no question about the centrality of work and women’s
detachment from it. It was indeed the preserve of men, for whom paid work
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evidently constituted the mainstay of identity, virtually from its very construc-
tion. But how has the picture changed as a result of the unprecedented rise
in women’s educational attainment and the impressive growth of female la-
bour force participation over the past six decades? What happens when girls
do better than boys in their studies? When women are just as determined as
men to have a fulfilling working life and pursue a successful career? To what
extent are masculine and feminine identities being reconfigured? Indeed, the
new model that is emerging in Europe and North America is that of the dual
earner/dual career household (Lewis, 1992; Fraser, 1994; Jenson, 1997; Cromp-
ton, 1999; Hantrais and Letablier, 1995; Méda, 2001). The question is whether
this is shaping different attitudes to work among men and women.

Based on available European surveys and interviews in six countries, a
research programme entitled “Social Pattern of Relation to Work” (SPREW)
examined differences in perceptions of work across Europe by age, sex and
socio-economic status, particularly in terms of the “centrality” of work and its
various dimensions, between 2006 and 2008 (Méda and Vendramin, 2013; Ven-
dramin, 2010). This research found that while age and socio-economic status
were powerful explanatory factors, sex also was determinant in shaping atti-
tudes to work.

In many European countries, women perceive work as having virtually
the same importance as men do. In 2008, 56 per cent of the women in the
47 countries surveyed for the EVS reported that work was very important to
them, as against 61 per cent of the men — a difference of merely 5 percentage
points (although women’s labour force participation remains lower than men’s).
In some countries, the gender gap in this respect has closed or even reversed:
in France, 66.6 per cent of men versus 67.4 per cent of women reported work
to be very important; and in Sweden, there was a 5 percentage point differ-
ence in favour of women. This pattern can also be observed in Finland, Latvia,
Lithuania, the former Yugoslav Republic of Macedonia, Serbia and Slovenia.

However, one needs to take a closer look at working women (who may
hold a different opinion from that of women in general) and, perhaps also, at
women without children. Indeed, as mentioned above, women spend much
more time than men on domestic chores and family responsibilities, and com-
mensurately less time on paid work. Social norms persist in ascribing these du-
ties primarily to women, and it may be assumed — as many women and men
readily recognize — that having children hampers women’s careers (on atti-
tudes to reconciling work and family across Europe, see Davoine and Méda,
2009, pp. 39—41). Such norms are also clearly reflected in the “care work con-
tinuum” discussed above.

In the early 2000s in France, for example, fewer women than men men-
tioned work as one of the three main dimensions of their identity (34 versus
43 per cent). However, the gap narrowed considerably when the sample was
restricted to labour force participants (53 versus 55.5 per cent). The difference
in women’s responses was further amplified when socio-economic status was
taken into account, with the proportion rising to 74 per cent of professional
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women versus 32 per cent of unskilled female workers (Houseaux, 2003). After
controlling for women’s career profiles, it turned out that they attached the
same importance to work as men did: “all else being equal, being a woman sig-
nificantly increases the probability of citing work among the three dimensions
that define personal identity. Among women and men with equivalent career
histories, employed women claim a stronger identity attachment to work than
do men. ... Women tend to have more discontinuous careers than men, and
it is this characteristic which largely accounts for their generally weaker iden-
tification with work” (Garner et al., 2009). Ceteris paribus, however, women
display stronger identity attachment to work than do men. In other words, if
their careers did not feature more interruptions than those of men, they would
generally exhibit even stronger work-related identification than men.

Yet, the above authors also observe that this finding is less clear-cut when
survey respondents are asked to assess the importance of work relative to other
spheres of emotional commitment, particularly the family sphere. Thus, when
the question directly addresses competition between work and the other di-
mensions of identity, men’s attitude to work appears to be hardly affected (with
job characteristics remaining the main determinant), whereas mothers with
young children attach less importance to work than do other women, thereby
highlighting the competing claims that different affiliations and different time
demands place on these young women (ibid.). As an example of the labour
market outcomes this can produce in a different cultural and economic setting,
Doumbia and Meurs’ contribution to this volume (Chapter 13) concludes that
one of the main reasons for women’s extreme under-representation in formal
employment in Mali is that informal employment is easier to reconcile with
their assigned domestic and childcare responsibilities.

The survey findings also differ if the sample is limited to men and women
who are in employment. In more than half the countries of Europe, employed
women are more likely than employed men to report that work is very import-
ant to them. In those countries where this pattern prevails irrespective of la-
bour market status, limiting the sample to those in employment further widens
the gaps. Although no comparable data are available on the developing coun-
tries, Franck and Olsson’s study on Malaysia (Chapter 6 in this volume) offers
an interesting cross-cultural contrast: in this case, women’s compulsion to up-
hold conformity with their assigned gender role makes them deny any involve-
ment in work outside the home even though they engage in such employment
on a regular basis. While this could arguably be interpreted as an instrumental
valuation of work, it clearly says more about the power of gender identity in
more traditional societies.'® However, Losa and Origoni’s cross-cultural study
of female labour force participation in Switzerland basically makes a similar
point (see Chapter 14).

16 More generally, this case study should perhaps also be seen as a caveat regarding survey
respondents’ expressed personal preferences vis-a-vis prevailing social norms and values.
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Also, in Europe, the higher women’s levels of educational attainment, the
greater the importance they typically attach to work. Almost 60 per cent of the
women with the highest levels of educational attainment report that work is very
important to them, as against 53 per cent of those with low attainment. This pat-
tern can be observed in many countries, including Germany, Poland, Portugal
and Hungary, albeit not in Austria, Finland, France or Italy. In some Asian de-
veloping countries, by contrast, there is evidence of an emerging negative rela-
tionship in this respect. For example, Mathew’s study on Kerala (Chapter 12 in
this volume) finds that highly educated young women from wealthy households
have been withdrawing from the labour force, suggesting that gender identity
may overrule the instrumental value of work and education beyond a certain
threshold of material well-being in some of the world’s more traditional societies.

Parenthood is another determinant of attitudes to work. Whereas fathers
almost systematically rate the importance of work higher than do childless
men, mothers tend to attach less importance to work than do women without
children (for an empirical illustration in this volume, see Addabbo et al. on Ire-
land, Italy and Portugal in Chapter 16). According to Davoine (2008), in coun-
tries where women and men have different attitudes to work, the divergence
tends to occur after the birth of the first child. In Germany and in the United
Kingdom, where the gender gap in attitudes to work is evidenced prior to the
birth of children, the gap widens with parenthood. In France, women continue
to report that work is “very important” after motherhood, whereas men ap-
pear to become more dedicated to work with the advent of fatherhood. Den-
mark displays the widest gap between mothers and women without children
(10 percentage points). Yet, Denmark is a country where gender equality, be-
tween fathers and mothers, is taken for granted. Voicu’s (2004) analysis of EVS
data is enlightening on this point because it contrasts the values of intra-house-
hold equality with support for equal labour force participation. On this last meas-
ure, Denmark does not fare as well as countries like France or Sweden: the
Danes, it turns out, attach less importance to gender equality in the labour mar-
ket than do the French or the Swedes. For an illustration of the cross-country
variability of social norms regarding the distribution of job opportunities (and
income), see the contribution by Levison et al. in Chapter 5 of this volume.

Such differences in attitudes to work no doubt mirror the country-specific
norms that govern gender roles. These are fairly well evidenced by the 2012
wave of the ISSP — albeit most embarassingly because some of the questions
aimed at eliciting those norms were asked only about women."” For example,
respondents were asked whether they were in agreement with the following
statements: “A working mother can establish just as warm and secure a rela-
tionship with her children as a mother who does not work”, and “A pre-school
child is likely to suffer if his or her mother works”.

7 For the basic questionnaire, see International Social Survey Programme: ISSP 2012 —
Family and changing gender roles IV, at: http://www.gesis.org/issp/modules/issp-modules-by-topic/
family-and-changing-gender-roles/2012 [accessed 30 March 2016].
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On average, some 43 per cent of the female respondents to the ISSP
agreed that pre-school children are adversely affected when their mother
works, as against 46 per cent of the male respondents. Thus, not only are opin-
ions about gender roles expressed quite strongly, but women’s responses do
not systematically differ very much from men’s on this point. Inter-country dif-
ferences, however, are predictably striking. It is indeed interesting to compare,
say, Argentina — where 70 per cent of the women and 74 per cent of the men
agreed with the above proposition — with Canada, where the proportions were
only 17 and 38 per cent, respectively; or Sweden, at 12 and 20 per cent, respect-
ively; or yet the Ldnder of the former East Germany, where 13 per cent of
women and 21 per cent of men were in agreement. These differences of opinion
over the employment of mothers thus represent strongly marked dividing lines.
Losa and Origoni’s study of culture-specific patterns of female labour force
participation in Switzerland offers a useful illustration of how such dividing
lines can occur even in a single small country (see Chapter 14 in this volume).

Also of interest are the expectations of women and men in regard to
work. Both the EVS and the ISSP 2005 offer valuable insights into dimensions
of work to which women and men attach particular importance. On average,
there are more women than men who consider that what is “very important”
in a job is to help other people (particularly in the Netherlands, Denmark,
Sweden, Norway and France),'® to be useful to society (particularly in Sweden,
Norway, Denmark, Finland, the Netherlands, France, Spain, Portugal, Ireland
and Belgium)," to be able to decide one’s own times or days of work (particu-
larly in the Netherlands and in France,” whereas in Hungary and in Portugal
more men than women consider this to be very important), to have an inter-
esting job (particularly in Sweden and Finland, where the gender gap widens
with educational attainment, and, to a lesser extent, in France), and to have a
degree of job security. By contrast, having a job that is highly paid or which
offers good opportunities for career advancement are criteria that men tend
to value more highly than do women.

A key question is whether the above patterns are changing among the
younger generations. According to the findings of the SPREW programme,
sex is no longer a differentiating variable in younger respondents’ attitudes
to work. In fact, the interviews conducted in Portugal, Germany and France

8 These countries, however, display much lower absolute scores on this dimension of work
than, say, Ireland, Spain, Portugal or Bulgaria, where the percentages of both men and women who
attach importance to it are much higher (about 40 per cent of women and 35 per cent of men).

¥ Here again, one needs to distinguish between countries featuring wide gender gaps but
low absolute scores on this dimension of work (e.g. the Netherlands, Denmark, Sweden, France,
Belgium, Finland and the United Kingdom, where between 10 and 25 per cent of respondents con-
sider it important) and those where the absolute scores are high, such as Ireland, Spain and Portu-
gal, where over 40 per cent of all respondents reported it was important to them. In Bulgaria, for
example, 44 per cent of both women and men consider that being useful to society is an important
dimension of work.

2 Even though these countries are not among those featuring the highest scores on this di-
mension (namely, Bulgaria, Spain, Portugal, Sweden and Ireland).
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suggest that young women attach even greater importance to its expressive and
relational dimensions. In countries where women do as well or better than men
in higher education, their expectations even appear to be slightly more asser-
tive than those of young men. Across most of Europe’s younger generations,
there is generally less and less sex differentiation in the importance attached
to work and in work-related expectations — with young women’s expectations
perhaps being even higher than young men’s — although motherhood tends to
relativize the importance of work among women, as they are still responsible
for performing the bulk of unpaid domestic and family care work. The extent of
such relativization depends on how much of women’s unpaid workload is taken
over by public services, particularly childcare facilities, or by other family mem-
bers, primarily fathers and grandparents. This point is crucial to understand-
ing inter-country differences in the attitudes to work expressed by women and
men. [llustrations of its global relevance in this volume include the contribu-
tions by Méndez on southern European countries (Chapter 24), Doumbia and
Meurs on Mali (Chapter 13), Losa and Origoni on Switzerland (Chapter 14),
and Ganguli, Hausmann and Viarengo on 40 countries (Chapter 9).2!

Young people’s attitudes to work thus reflect a narrowing of the gap be-
tween gender role models in terms of attachment to work, particularly in Eur-
ope. The process could be described in terms of feminization of the masculine
model coupled with masculinization of the feminine model. Indeed, young
men’s attitudes to work seem to be driven more by expressive aims than they
were in the past. They now tend to choose a job according to their interests and
what they feel passionate about. They also give importance to the development
of fulfilling relationships at work. Their attitude to fatherhood is changing as
well: they spend more time with their family and are more involved in childcare.

While gender roles continue to be assigned very unequally between
women and men, the latter’s novel involvement in the family sphere is found
to increase with their level of educational attainment and in dual-earner house-
holds. Meanwhile, work is increasingly becoming an essential component in the
construction of young women’s social identity, providing them with a source
of personal satisfaction and self-fulfilment. They now average high levels of
educational attainment, often higher than men’s in their age group. They are
also highly motivated to pursue a career. Yet, despite the predominance of
these patterns, there are also signs of “re-traditionalization” of gender roles in
some cases — i.e. breadwinner father versus housewife mother — particularly
in countries where intra-generational competition is very intense within the
young generation (e.g. Hungary and Italy). Interestingly, similar signs show
up in Mathew’s investigation of female labour force participation in Kerala
(Chapter 12 in this volume), where educated young women also appear to be
reverting to a more traditional gender role.

More generally, however, the narrowing gap between gender role models
in relation to work, especially among young graduates, is already confronting

21 See also Mehdizadeh (2011), for a survey of highly educated working women in Iran.
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human resource managers with questions about the retention of graduates as
they come to terms with the new types of compromise that young male pro-
fessionals are striking between their commitments to work and family. Such is
the conclusion reached, inter alia, by Mercure and Vultur’s study on Quebec:
“our analysis shows that the search for a balance between professional life and
private life is something that workers pursue or experience with great inten-
sity ... In short, reconciling work and family already appears to be one of the
major challenges that firms are facing” (2010, pp. 248-249; see also Castafio
et al., 2010, pp. 351-352, on female executives in Spain).

In the developed countries generally, women of the younger generation
in particular now have very high expectations in relation to work: they want a
meaningful and interesting job that enables them to engage in other meaning-
ful activities. Thus, if working mothers with young children succeed in gain-
ing voice and in expressing their current difficulties, a new attitude to work
could emerge as a new norm, one that might apply to women and men alike
and thus be truly congruent with the dual-earner household model in these
countries. This presupposes that men too would need to derive satisfaction
from the performance of activities in the domestic and family spheres, but also
that their friends and colleagues should allow them to do so without looking
upon them as deviant or as transgressing prevailing norms (see, for example,
Braun Levine, 2000). Ideas and practices aimed at reducing working time and
very long hours — still a token of professional excellence in some countries —
could prove extremely useful in this respect (see Commission d’enquéte, 2014).

Reproduction, resources and identity:
Equality, but differently?

Today’s societies and economies were originally constructed on the basis of an
identity-driven and identity-shaping separation of the spheres of existence of
men and women. The resulting division of labour is most probably rooted in
primal reproductive routines, which eventually morphed into the ideologies of
socialization now embedded in what we call “cultures”. With variable degrees
of sophistication, femininities typically became encoded in dedication to the
private, domestic sphere, while masculinities evolved into variations on the gen-
eral theme of competition for resources and power in the outside world. On
most of today’s standard socio-economic measures, this has translated into a
glaring imbalance in economic opportunities and outcomes to the disadvantage
of women. And despite the remarkable narrowing of the resulting gender gaps
since the 1970s,?? that disadvantage can still be observed statistically through-
out much of the world, as reflected in most of the contributions presented in
this volume (see also ILO, 2016a).

22 Obviously, the compulsion to conform to a traditional gender role and identity is no longer
as strong as it once was, particularly in the developed countries. For example, it is now widely rec-
ognized that “masculinity is not the property of men ... Discourses of masculinity are available to,
used by and imposed upon both men and women” (Grieg, Kimmel and Lang, 2000, p. 5).
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In concluding this introductory chapter, however, the central question
that remains to be answered is perhaps whether the analytical perspectives and
empirical findings assembled in this book can be considered in a framework
that is conceptually more enriching and helpful to policy-oriented thinking,
rather than remain just another collection of case studies documenting women’s
economic disadvantage and hardships, however valuable such insights may be
for targeting specific interventions. The question is a difficult one because of
the ambivalence of the overall picture that emerges. On the one hand, many
of the contributions show that long-standing items on the equality agenda re-
main stubbornly defiant. In particular, these include the domestic and labour
market positions of women in regard to care work, and persistent gender pay
gaps driven by observable occupational segregation or, often still, outright dis-
crimination grounded in the prejudice that feeds systemic reproduction (see,
for example, Alfarhan, 2015). Meanwhile, in crisis-stricken developed coun-
tries where unemployment has disproportionately hit “male breadwinners”,
many women in low-paid jobs are struggling to support their households in
their new roles as (sole) female breadwinners, as documented in Addabbo et
al’s study on Ireland, Italy and Portugal (Chapter 16). Elsewhere, particularly
in some Asian developing countries, the opposite is happening: Mathew’s con-
tribution on Kerala (Chapter 12) shows that highly educated women from
wealthy households are dropping out of the labour market, reversing “gains”
that took them decades to achieve, apparently because rising household in-
comes have altered the terms of the trade-off between labour force participa-
tion and gender role conformity in favour of the latter. Technically, of course,
the factors at play here include income effects, higher reservation wages, and
quicker discouragement. In real life, however, the bigger question is: who is
really gaining? Those who are statistically recorded as employed but who strug-
gle daily in the face of bleak economic hardship, or those who decide to pull
out of the labour market because they can afford to do so? “Correct answers”
are hard to come by, but they could well be the opposite of what is generally
presumed or what data analysis suggests.

On the other hand, on the bright side as it were, much of the landscape
is changing. Globally, quantitative indicators of male—female equality generally
point to improvement (see the contribution to this volume by Ganguli, Haus-
mann and Viarengo in Chapter 9). In many countries, attitudes towards work
and related dimensions of identity are leaning towards greater flexibility, less
compulsion to enact or enforce traditional gender roles, as documented above
and further illustrated in this volume by Sharabi’s case study of changes in gen-
dered life-domain preferences in Israel (Chapter 7). Franck and Olsson’s con-
tribution (Chapter 6) on female employment “in breach” of gender norms in
Malaysia can also be interpreted along these lines. Moreover, the very concept
of equality is being questioned, not only in the context of the feminist debates
discussed above — and the realization that a more socio-culturally sensitive
policy approach may be required to accommodate situations where women, in
their daily lives, actually choose to tread the narrow path between upholding a
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semblance of social convention and pursuing their economic self-interest — but
also in response to the terms on which some of the traditional gender gaps are
narrowing or being reversed, through levelling down. Yet, even on the bright
side, the ambivalence persists — at the “meta” level, in terms of both the accu-
racy of statistical meaures and, more importantly, the value judgements they
embody. Here, the question centres on what it is that is being measured and
assessed, and the very point of social policy in this field.

The general narrowing of measurable gender gaps — and their reversal in
some cases — can indeed be hailed as an unprecedented success. The examples
given in this book range from Jamaica to Ireland: according to standard labour
market indicators, women are faring better, much better than, say, half a cen-
tury ago — and now sometimes better than men. But in circumstances where
such measurable outcomes have been achieved amidst a general deterioration
of labour market conditions, incomes and living standards, the question is: who
benefits from such “progress”? Of course, many individual women nowadays
have jobs that their grandmothers would have thought inconceivable. But un-
less one accepts at face value the male—female conflict of interest implicit in
much “gender analysis”, the answer is moot. As far back as the 1990s, Mishel,
Bernstein and Schmitt (1997, p. 148) already attributed 80 per cent of the ob-
served narrowing of the gender pay gap in the United States to a decline in
men’s wages, not an increase in women’s. And, as many of the chapters in this
volume show, this kind of “progress” is ongoing.

There are at least three problems with the underlying logic — not to say
complacency. The first is that neither women nor men live in a vacuum. “Con-
flicts of interest between men and women are unlike other conflicts, such as
class conflicts. A worker and a capitalist do not typically live together under
the same roof — sharing concerns and experiences and acting jointly. This
aspect of ‘togetherness’ gives the gender conflict some very special charac-
teristics” (Sen, 1990, p. 147). This means, inter alia, that change in gender re-
lations cannot take place in a vacuum: “if positive changes are to be achieved
for women, men must change too” (White, 1997, p. 15). The second problem
is simply that there are all sorts of women and all sorts of men, each exer-
cising her/his own preferences under mostly unbalanced, but widely vari-
able socio-economic constraints, hence a multitude of male—female relational
configurations — all of which virtually precludes meaningful generalization
along the lines of the analytical stereotypes that idealize women or, rather,
their selectively measured productive performance, while ignoring or blam-
ing men (ibid., p. 16; see also Chodorow, 1994, ch. 3).2 The third problem is

= This type of advocacy can be taken quite far by those who really mean business. See, for
example, The power of parity: How advancing women’s equality can add $12 trillion to global growth
(McKinsey Global Institute,2015). Supiot (2015) has done a wonderful job of exploring and expos-
ing the social and societal implications of such “governance by numbers”. Nussbaum, for her part,
stresses the gap between the sensitivity to human development embodied in most national constitu-
tions and the theories that drive policy-making: “many nations today are pursuing economic growth
in ways that shortchange other commitments they have made to their people” (2011, pp. 185-186).
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the little-questioned polarization of spheres of socialization between work-
place and family, which still tends to be somewhat fictionally conceptualized
in terms of a clear separation.* Here, the balance both for society and for
individuals seeking to live a real life surely lies in a focus on people’s free-
dom to develop without sacrificing affiliations, human identity or well-being,
either to gender role conformity or to marketability.”

In global perspective, another source of ambivalence about the measures
that economists and others use to assess inequality is their highly dubious rele-
vance to the survivalism that still characterizes the daily lives of hundreds of
millions of people today. Indeed, measures such as labour force participation,
employment and unemployment were developed in the institutional settings
of rich post-colonial economies and societies that took a lot for granted when
assuming that their democratic social policy ideals, aims and concepts could
readily be projected far beyond their national borders (recent Western adven-
tures in the Middle East suggest this may be a broader problem). To a diligent
statistician compiling her survey results, a rural Indian woman who has milked
the family cow for two hours during the week preceding the interview in order
to sell some milk is to be classified as participating in the labour force in the
home-based or family employment category. But what is the meaning or point
of a measure of “labour force participation” which so casually includes huge
numbers of unpaid family workers worldwide, even as it excludes others? Con-
versely, cultures that make it awkward for women to work outside their home
can elicit survey results that show many more women out of the labour force
than is actually the case because they deliberately report themselves as being
“housewives”, lest they should come across as “bad women” — even when they
engage in gainful employment in the public marketplace every day. Given the
scale on which such distortions are occurring in the statistical picture, is it not
time to qualify the conventional generalizations and implicit certainties about
what people should do with their lives? Has global societal change overtaken
the dominant framework for “enlightened” policy-making, its assumptions and
the statistical tools at its disposal? Is it not necessary to consider supplemen-
ting these with more qualitative measures of what it means to enjoy a decent
life — and of the lives people actually lead?

These considerations obviously imply no weakening of the case for con-
tinued action on women’s rights and equity, but rather a broadening of the
conceptual framework for addressing gender inequity, ultimately into one that
takes account both of its subordination to the effects of vertical socio-economic

2 For a theoretical take on the connectedness of the two spheres and its implications for
household economics, see Chichilnisky and Harmann Frederiksen (2008); see also White (1997);
Grieg, Kimmel and Lang (2000, pp. 7-10). On the early nineteenth-century origins of the home/work
polarization and its gender implications, see Tavris (1992, pp.264-265) and Williams (2000, pp. 1-4).

2 “Recognition of women’s involvement in the market needs to be complemented by an acknow-
ledgement of the part men play in the family. Emphasis on the opposition between women and men needs
to be balanced with investigation of the conflicts and contradictions within and between men” (White, 1997,
p. 16; see also Engle, 1997). By implication at least, the same goes for the conflicts and contradictions
within and between the “good girls” too (see Benjamin, 1988, pp. 9-10).
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inequality and of the fact that women and men typically confront much of
that inequality together, from the standpoint of a shared disadvantage. Eco-
nomic class, social status, religion, race, ethnicity, sexuality and age evidently
have a much stronger impact on a woman’s overall life chances in any given
society than her particular status vis-a-vis men of the same class, race, age,
etc. The study by Kolev and Suarez Robles, on ethnic wage gaps in Peru (in
Chapter 10), provides a vivid illustration: inter-ethnic wage gaps turn out to
be much wider than intra-ethnic gender gaps. In the United States, to take an-
other example, the average household income of white families in the 1990s
was over 30 per cent higher than that of African American or Latino families
(Marks and Leslie, 2000, p. 402). And such inequalities have been widening
ever since in a great many countries. “If one imagines gender as a force field
pulling men and women back into domesticity’s ‘traditional’ roles, the force
field differs depending on one’s placement in other fields of social power” (Wil-
liams, 2000, p. 173). Related to this, there also appears to be a negative rela-
tionship between women’s expressed acquiescence in traditional gender roles
in the family and their social position as determined by economic status and
race, though Mathew’s contribution on Kerala suggests that the opposite may
be true in some Asian developing countries where the standard of living has
been rising (see Chapter 12 in this volume). In short, “analyzing gender with-
out simultaneously considering class makes no sense” (Williams, 2000, p. 161).
Again, the importance of this perspective on the relativity and intersection of
different identities has long been obvious in actual development work, though
its policy and research implications remain daunting (on theories of intersec-
tion, see Marks and Leslie, 2000). For example, Martha Alter Chen’s work on
rural Bangladesh has long shown that while patriarchy may explain women’s
subordinate position in the household, only class could explain “the oppressed
position of certain women in the village” (1986, p. 75).

The above concerns are neither trivial nor purely academic. Together,
they surely call for more serious consideration to be given to the broader aims
of social policy as a means of improving the lives that women (and others) ac-
tually lead, with their plural affiliations and multiple interdependencies, still
overwhelmingly framed by their memberhip of a household unit. Indeed, in
today’s world of widening inequalities, millions of families still live in absolute
poverty or, equally disempowered, in the uncertainty of a value chain liveli-
hood whose minimized worth is remote-controlled from a corporate board-
room thousands of miles away (see Carr and Chen’s contribution in Chapter 8
of this volume). In this and most other contexts, indicators of gender inequality
could be made a lot more meaningful if they were considered within a broader
policy framework that addressed the overarching causes of disadvantage and
vulnerability among households and communities.? Admittedly, in gender par-
lance, this would probably also mean shifting the policy focus somewhat closer

% By analogy, see Carr et al.’s (2016) argument for living wages as a “fertile functioning” that
can drive the development of other human capabilities (Nussbaum, 2011, pp. 44-45).
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to “practical gender needs” and thereby giving some conception of individual
preferences at least the benefit of the doubt.

These concerns should also be borne in mind when considering policy
responses to the confusing global picture that emerges from the diverse and
sometimes contradictory research findings presented in this volume. Beyond
what can be done to address measurable and specifically female disadvantage
at country level or globally, as with care work and domestic work, there is in-
deed a clear case to be made for standing back from the scrutiny of gender
inequality indicators alone, as the sole measures of the hardships endured by
women, in order to factor in the broader concerns of social policy when work-
ers, parents, women and their families live in such dire conditions that the very
concept of gender equality becomes largely irrelevant to their daily worries.
Indeed, an overly narrow focus on these indicators, starkly contrasting male
and female labour market performances on aggregate numbers, implicitly em-
beds the questionable assumption that it is up to policy to fix intra-household
relationships in this respect rather than the economic and social playing field
in which those relationships are constructed and played out. Without relent-
ing on the pursuit of equality as a vector of freedom, there needs to be a little
more analytical space for the real-life, gendered accommodations that all
people have to make with cultural norms, the social-cost implications of liveli-
hood options and, often, the sheer challenge of survival (Sharif, 2000). Hence,
again, the value of an analytical and policy framework based on human cap-
abilities, as highlighted in the first volume of Women, gender and work (see,
primarily, Nussbaum, 1999a, 2000 and 2011). By focusing on creating an en-
abling socio-economic environment as a means to an end — i.e. the human dig-
nity and well-being of all those who live in it — this framework also addresses
the discrepancy between the (legislated) rights they are supposed to have and
their actual ability to enjoy them. What matters here is what people are ef-
fectively able to do with their lives, without prejudging the meaning of such
statistically measurable outcomes as they may generate in the process. This
proposition in no way precludes attention to particular inequalities, offering
plenty of scope for addressing them where their causes can be identified by em-
pirical research. Yet, in many of the case studies presented in this volume, such
a broadening of the social policy framework would engage the deeper causes of
disadvantage that transcend the reported findings of gender inequality per se.
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Chapter 2

Equality and empowerment
for decent work

Bob HEPPLE*

Equality is at the heart of the notion of “decent work’; the ILO’s exciting
new vision to promote “opportunities for women and men to obtain
decent and productive work, in conditions of freedom, equity, security and
human dignity” (ILO, 1999, p. 3). In this context — and with national and
local action increasingly moving away from negative duties to avoid dis-
crimination towards positive and inclusive duties to promote equality — this
article argues that the best model of regulation is one which involves the em-
powerment or participation of the disadvantaged groups. To that end it be-
gins by deconstructing the idea of equality and goes on to explore this idea
in the context of other fundamental rights, explaining why positive duties to
promote equality are needed. Finally, it examines some regulatory models
for implementing duties to promote equality and how these can be used as
vehicles of empowerment.

The concept of equality

The subject of equality is topical across the globe. The ILO’s Discrimination
(Employment and Occupation) Convention, 1958 (No. 111), a remarkably far-
sighted and comprehensive instrument, is one of the most widely ratified of all
ILO Conventions, and one which continues to inspire national legislation and
other measures. The ILO Declaration on Fundamental Principles and Rights
at Work of 18 June 1998 declares that “the elimination of discrimination in re-
spect of employment and occupation” is an obligation of all member States,
whether or not they have ratified the relevant Conventions.!

In the European Union, a comprehensive anti-discrimination directive
addressed to the Member States under Article 13 of the Treaty establishing the
European Community, as amended by the Treaty of Amsterdam, was adopted

Originally published in International Labour Review,Vol. 140 (2001), No. 1.

* Professor of Law and Master of Clare College, Cambridge, United Kingdom. This art-
icle is based on a public lecture given by the author on the occasion of the 40th anniversary of
the International Institute for Labour Studies (IILS) at the ILO, Geneva, on 7 November 2000.
For the verbatim text of the lecture published by the IILS, see Hepple (2001).

! The full text of the Declaration is published in the special issue of the International Labour
Review entitled “Labour rights, human rights’; Vol. 137 (1998), No. 2, pp. 253-257.
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by the Council of Ministers in November 2000.2 The European Union Charter
of Fundamental Rights, which was adopted at Nice in December, has a separ-
ate chapter devoted to equality.’* The Council of Europe, for its part, opened
for signature on 4 November 2000 a new Protocol (No. 12) to the European
Convention on Human Rights, which plugs a gap in that Convention. At pre-
sent the Convention is breached only when there is discrimination in the en-
joyment of a right it expressly protects. But because it makes no provision for
the right to employment, for example, the Convention affords no protection
in respect of discrimination in employment. The new Protocol provides a free-
standing guarantee against discrimination, which is not dependent upon the
breach of some other Convention right.

These instruments, and the provisions of national constitutions and
legislation, provide a bewildering range of concepts of equality. It is, there-
fore, necessary to clarify how “equality” might be understood in the con-
text of “decent work” This is not for any semantic or ideological reason,
but because in fashioning a decent work programme, it is essential to have
regard for the underlying principles from which legal and social concepts
of equality derive.

Equality as consistency or formal equality

The concept of equality has two basic dimensions: equality as consistency —i.e.
likes must be treated alike — and substantive or material equality.* The first of
these is found in all anti-discrimination laws, and also in Article 1(1)(a) of ILO
Convention No. 111.5 It embodies a notion of procedural justice which does not
guarantee any particular outcome. So there is no violation of this principle if
an employer treats women and men equally badly, or sexually harasses women
and men to the same extent. A claim to equal treatment in this sense can be
satisfied by depriving both persons compared of a particular benefit (levelling
down) as well as by conferring the benefit on them both (levelling up).

For example, in cases brought to the European Court of Justice under
Atrticle 141 EC (ex 119 of the EC Treaty), which follows ILO Convention
No. 100 in guaranteeing equal remuneration for women and men doing work
of equal value, employers have been allowed to raise women’s pensionable
age to the same as that applying to men, rather than lowering men’s pension-

2 Council Directive 2000/78/EC of 27 November 2000, establishing a general framework
for equal treatment in employment and occupation. See Official Journal of the European Commu-
nities (Luxembourg), L 303,2 December 2000, pp. 16-22.

3 See Official Journal of the European Communities (Luxembourg), C 364, 18 December
2000, pp. 1-22.

4 These ideas are elaborated in more detail in Hepple, Coussey and Choudhury (2000,
pp- 27-35), Barnard and Hepple (2000), and Fredman (1999).

3 This provision is worded as follows: “For the purpose of this Convention the term ‘discrim-
ination’ includes ... any distinction, exclusion or preference made on the basis of race, colour, sex,
religion, political opinion, national extraction or social origin, which has the effect of nullifying or
impairing equality of opportunity or treatment in employment or occupation”
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able age.® The choice of comparators can also be determinative of a claim to
equal treatment. For example, a railway company in the United Kingdom had
a policy of granting travel concessions to its employees’ spouses or unmar-
ried partners of the opposite sex. A female employee with a same-sex partner
claimed that this was unlawful sex discrimination, but the European Court of
Justice made a comparison with the way in which the same-sex partner of a
male employee would have been treated, and concluded that there was no sex
discrimination.” A comparison with an unmarried heterosexual would have
shown a clear breach of the principle of equal treatment.

Substantive equality

The limitations of the principle of formal or procedural equality have led to at-
tempts to develop the concept of substantive or material equality. Here, three
different, but overlapping, approaches can be identified. The first is equality
of results.

Equality of results

Apparently consistent treatment infringes the goal of substantive equality if
its results are unequal. Inequality of results itself can be understood in three
senses. The first focuses on the impact of apparently equal treatment on the
individual. The second is concerned with the impact on a group, e.g. women,
ethnic groups, people with disabilities, etc. And the third demands an outcome
which is equal, such as equal remuneration for women doing work of equal
value to that of men, or equal representation of women and men in a given
occupational grade.

The concept of indirect or adverse-impact discrimination is that an ap-
parently neutral practice or criterion has an unjustifiable adverse impact upon
the group to which an individual belongs. The best-known examples are selec-
tion criteria for recruitment, promotion or lay-offs with which it is significant-
ly more difficult for members of a disadvantaged group to comply. This con-
cept is thus results-oriented in the first sense — in that the treatment must be
detrimental to an individual — but it also involves equality of results in the
second sense. However, the concept of indirect discrimination is not redistribu-
tive in the third sense: if there is no exclusionary practice or criterion, or if no
significant disparate impact can be shown, or yet if there is an objective busi-
ness or administrative justification for the practice, then there is no violation.
This concept is usually said to have its origins in case law of the 1960s under
Title VII of the United States Civil Rights Act. In fact, its foundation was laid
in 1958 in Article 1 of ILO Convention No. 111, which covers any “distinc-
tion, exclusion or preference ... which has the effect of nullifying or impair-
ing equality of opportunity or treatment” But Article 1(2) of this Convention

¢ Case C-408/92, Smith and Others v. Avdel Systems Ltd., ECR 1994, p. 1-4435.
7 Case C-249/96, Grant v. South West Trains, ECR 1998, p. I-621.
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— like the later case law of the United States Supreme Court and the Euro-
pean Court of Justice — goes on to provide that: “Any distinction, exclusion or
preference in respect of a particular job based on the inherent requirements
thereof is not deemed to be discrimination”

An approach which is more results-oriented in a redistributive sense is to
define equality in terms of “fair” (sometimes referred to as “full”) participation
of groups in the workforce, and fair access of groups to education and train-
ing, and to other facilities and services. This aims to overcome the under-rep-
resentation of disadvantaged groups in the workplace and to ensure their fair
participation in the distribution of benefits. This may involve special measures
to overcome disadvantage. These measures are generally described as “affirma-
tive action” Professor Faundez, in his useful ILO study, defines this as “treating
a sub-class or a group of people differently in order to improve their chances
of obtaining a particular good or to ensure that they obtain a proportion of
certain goods” (Faundez, 1994, p. 3). Once again, it was the ILO’s far-seeing
Convention No. 111 which in its Article 5, was one of the first instruments to
recognize that “special measures or protection or assistance” for disadvantaged
groups should not be deemed to be “discrimination”

The term “affirmative action’, however, is unfortunately tarnished by
negative experiences with its use in some countries. For this reason, the no-
tion of “employment equity” was coined in Canada, as was “fair participation”
or “fair access” in Northern Ireland. Canada’s Employment Equity Act 1995
uses “employment equity” to denote that equality “means more than treat-
ing persons in the same way but requires special measures and the accommo-
dation of differences” South Africa’s Employment Equity Act of 1998 treats
affirmative action as the means of achieving employment equity. It provides
that “affirmative action measures are measures designed to ensure that suit-
ably qualified people from [disadvantaged] groups have equal employment
opportunities and are equitably represented in all occupational categories and
levels in the workforce”

Affirmative action in this sense is used as a tool of social policy in many
countries and is endorsed in international human rights conventions, such as
the International Convention on the Elimination of All Forms of Racial Dis-
crimination of 21 December 1965% and the International Convention on the
Elimination of All Forms of Discrimination against Women, of 18 December
1979.° Another example is the legislation in force in Northern Ireland since
1989, which aims to secure greater fairness in the distribution of jobs and op-
portunities and to reduce the relative segregation of the Catholic and Protest-

8 Art. 1.4 allows “special measures taken for the sole purpose of securing adequate advance
ment of certain racial or ethnic groups” provided that such measures do not, as a consequence, lead
to the maintenance of separate rights for different racial groups, and are not continued after the
objectives for which they were taken have been achieved.

 Art.4.1 allows “temporary special measures” aimed at achieving de facto equality between
men and women, provided that these measures are discontinued when the objectives of equality of
opportunity and treatment have been achieved.
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ant communities in that part of the United Kingdom. A recent report on the
impact of this legislation reveals that it has led to significant reductions in em-
ployment segregation, in the under-representation of the Catholic community
overall and of Protestant and Catholic communities in specific areas, as well
as reduction in the unemployment differential between the two communities
(House of Commons, 1999, paras 48 et seq.).

Equality of opportunity

A second way of characterizing substantive equality is in terms of equality
of opportunity. Convention No. 111 uses this concept. It brings to mind “the
graphic metaphor of competitors in a race” and “asserts that true equality can-
not be achieved if individuals begin the race from different starting points. An
equal opportunities approach therefore aims to equalise the starting points”
(Fredman, 1999, para. 3.12).

However, the use of this concept does not make it clear whether the
promotion of equality of opportunity is a narrow procedural obligation, or
a broader substantive one. The procedural view involves the removal of bar-
riers or obstacles, such as word-of-mouth recruitment or non-job-related se-
lection criteria. This opens up more opportunities but “does not guarantee
that more women or [members of ethnic minorities] will in fact be in a posi-
tion to take advantage of those opportunities” (Fredman, 1999, para. 3.13). A
more substantive approach would require affirmative action to compensate
for disadvantages.

Equality of human dignity
A third approach to substantive equality is based on the broad values of the
dignity, autonomy and worth of every individual. Such an approach is to be
found in many national constitutions. In some there is emphasis on equality
as the sharing of “common humanity’ or “equal worth” One example is art-
icle 23 of the Belgian Constitution which provides that “everyone has the
right to lead a life worthy of human dignity” Another is Article 2 of the
Greek Constitution which speaks of “respect and protection for the value of
the human being” as the primary obligation of the State. In the field of labour
law, this approach is reflected in the idea that “labour is not a commodity”
The work of the ILO has been based on this principle ever since the Organiza-
tion’s very inception. Labour is “human flesh and blood” It is not a commodity
to be exchanged because a person’s working power cannot be separated from
her or his existence as a human being.

A good illustration of the importance of human dignity as the start-
ing point of an approach to equality is the judgment of 28 September 2000
of the South African Constitutional Court in the case of Hoffimann v. South
African Airways. The practice of South African Airways (SAA) - like that
of many other airlines — was not to offer employment as cabin attendant to
any person whose blood test showed that he or she was HIV positive. SAA
justified this on safety, medical and operational grounds. In particular, they
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argued that persons who are HIV positive may react negatively to yellow
fever vaccinations, which cabin crew must have for world-wide duty; that
people who are HIV positive are prone to contracting opportunistic diseases,
with the consequent risk of infecting passengers; and that the life expectancy
of HIV-positive people is too short to warrant the costs of training. Mr Hoff-
mann, who was refused employment on these grounds, challenged the con-
stitutionality of SAA’s practice.'” The Constitutional Court accepted medical
evidence that asymptomatic HIV-positive persons can perform the work of
a cabin attendant competently, and that any hazards to which an immuno-
competent cabin attendant may be exposed can be managed by counselling,
monitoring and vaccination. The risks to passengers were inconsequential.
Even immunosuppressed persons are not prone to opportunistic infections
and may be vaccinated against yellow fever as long as their count of “CD4+
lymphocytes” remains above a certain level.

On the basis of this evidence, the Constitutional Court held that
Mr Hoffmann’s right to equality, guaranteed by section 9 of the South African
Constitution, had been violated and it reinstated him in the job of cabin at-
tendant. Discrimination on grounds of HIV status and the question of testing
to determine suitability for employment are now governed by South Africa’s
Employment Equity Act of 1998, but the facts arose before that Act came into
force and the issue was solely a constitutional one. Although section 9 of the
Constitution mentions a number of grounds of unfair discrimination, these do
not include HIV status. The most significant feature of the judgment in ques-
tion was therefore its reliance on the human dignity argument: “at the heart
of the prohibition of unfair discrimination is the recognition that under our
Constitution all human beings, regardless of their position in society, must be
accorded equal dignity. That dignity is impaired when a person is unfairly dis-
criminated against”!!

The judgment, concurred in by the full Bench, went on to stress that
South Africa’s new democratic era is characterized by respect for human dig-
nity for all human beings: “prejudice and stereotyping have no place” in this
era.'? The fact that some people who are HIV positive may, under certain cir-
cumstances, be unsuitable for employment as cabin attendants does not justify
the exclusion of all people who are living with HIV. As a Judge of the Indian
Supreme Court recently pointed out: “the State cannot be permitted to con-
demn the victims of HIV infection, many of whom may be truly unfortunate,
to certain economic death” by denying them employment.’

It must be obvious from the foregoing analysis that the three approaches
to substantive equality — equality of results, equality of opportunity and equal-

10 SAA is an organ of the State, not a private employer.

" Hoffmann v. South African Airways, Case CCT/17/00, Judgment of 28 September 2000,
para.27.

12 Ibid., para. 37.

B MX of Bombay Indian Inhabitant v. M/s ZY and another, AIR 1997 (Bombay) 406 at
431 (Tipnis J).
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ity of human dignity — lie at the heart of the notion of decent work. This is not
only because the ILO’s definition expressly refers to opportunities for women
and men, and to conditions of “freedom, equity, security and human dignity”
but also because of the universality of the concept. The idea of ending unten-
able distinctions between different categories of workers has a long history in
labour law. It is based on the notion that there must be comparable protec-
tion for all those who work. The first European constitution to recognize so-
cial rights, that of the Weimar Republic (1919) in its Article 158, required the
State to create a “uniform labour law” in particular by linking public and pri-
vate law. This is reflected in several modern constitutions, such as the Italian
Republic’s, whose Article 35(1) stipulates that the Republic “protects labour
in all its forms and applications”

What is truly innovative in the ILO’s concept of decent work, as Amartya
Sen (2000) pointed out in his address to the 1999 International Labour Con-
ference, is that it encompasses all kinds of productive work. Unlike classical la-
bour law, it does not presuppose the existence of a contract of employment or
an employment relationship. It is not limited to “dependent” or “subordinated”
labour, on which labour legislation has traditionally been focused. Indeed, la-
bour law has tended to legitimize inequalities between different categories of
workers, between the employed and self-employed, and between those who
work and those who are unemployed or cut off from work on grounds of age.
The objective of decent work proclaims the basic equality of all those who
work or seek work. The concept of substantive equality provides a framework
for keeping in mind the needs of the unemployed as well as the employed and
self-employed, the aged as well as the young, and those in the informal sector
as well as those in the formal sector.

Equality in the framework of fundamental rights

How does this idea of equality fit into the framework of the rights which are
fundamental to a democratic society? The ILO’s 1998 Declaration on Funda-
mental Principles and Rights at Work focuses on freedom of association and
the right to collective bargaining, the elimination of forced and compulsory
labour, and the worst forms of child labour, as well as discrimination. Action
against discrimination aims to achieve equality for disadvantaged groups, such
as women, ethnic minorities and people with disabilities. This may be charac-
terized as horizontal equality between workers — a relatively modern concern
dating to the Second World War and the ending of colonialism. The more trad-
itional focus of labour law, and of the ILO, has been on what may be called
vertical equality between the parties to the employment relationship. Hugo
Sinzheimer, one of the founders of labour law in Germany, argued in 1910
that the “special function” of labour law — “the guardian of human beings in
an age of unrestrained materialism” — was to ensure some substantive equal-
ity between employer and worker (Sinzheimer, 1910, p. 1237). This conception
became part of the common law of nations as embodied in ILO Conventions
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on subjects such as forced or compulsory labour and child labour, and through
support for collective organization and collective action in defence of the in-
terests of workers. The principle behind such measures has been described by
Paul van der Heijden as “inequality compensation’; the aim of which is to com-
pensate by social measures for the economic inequality between employers
and workers (van der Heijden, 1994, pp. 135-136). Equality is thus embedded
in all elements of the ILO Declaration, making clear the connections between
the fundamental rights it protects.

In considering horizontal equality, it is again necessary to distinguish the
duty to “eliminate discrimination’;in a negative sense, from a broader positive
duty to promote equality. Eliminating discrimination, in the sense of avoiding
unfavourable actions against individuals, is a negative concept. It usually de-
pends upon responding to a complaint or assertion of a right by an individual.
That response may be defensive and adversarial, especially when legal proceed-
ings are brought or threatened. Yet this may leave untouched the processes,
attitudes and behaviours which, within organizations, lead to prejudice and
stereotyping or to practices which unwittingly have the effect of putting
women, ethnic minorities, disabled persons and other groups at a disadvan-
tage. Where affirmative action is used, this is seen as a negative exception to
the non-discrimination principle. It therefore tends to be sporadic, contested
and limited.

By focusing on positive duties to promote equality one can encourage
an inclusive, proactive approach. Organizations which have positive duties are
compelled to devise coordinated strategies to improve diversity in the work-
force or to pursue equality policies in the delivery of services to those who
are socially excluded. Instead of passive and defensive responses to complaints
of discrimination, organizations are made responsible for reaching stated
goals and targets. This will usually involve reasonable adjustments or “special
measures” Thus, equality of opportunity increasingly depends not simply on
avoiding negative discrimination, but on monitoring, planning, training and
improving skills, developing wider social networks and encouraging adaptabil-
ity. This does not, however, mean reverse discrimination, which can often be
counterproductive.

ILO Convention No. 111 anticipated and encouraged the modern em-
phasis on positive duties. Its Article 2 requires member States “to declare
and pursue a national policy designed to promote, by methods appropriate to
national conditions and practice, equality of opportunity and treatment in re-
spect of employment and occupation, with a view to eliminating any discrimin-
ation in respect thereof” The term “equality” would have been preferable to
“equality of opportunity” which, as explained above, is both ambiguous and
only one of the senses in which substantive equality should be understood.
However, there can be no doubt that as long ago as 1958 the ILO envisaged
positive promotion and not simply negative prohibition. Article 5 of the Con-
vention provides that “special measures” or “special protection” for certain
groups is not discrimination. This leaves ratifying States who wish to do so free
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to use affirmative action measures. For the reasons already advanced, posi-
tive measures will frequently be essential if discrimination is to be eliminated.

There is another reason why positive duties to promote equality and
corresponding rights are now necessary: decent work was devised as a model
for socially sustainable development. It means productive work which gen-
erates an adequate income with adequate social protection. In this respect,
there is a growing convergence between the objectives of the ILO and those
of the World Bank. Indeed, the World Development Report 2000/2001 ac-
knowledges the need for a broad social agenda and — of particular relevance
here — concludes from the experiences of the 1990s that “inequality is back on
the agenda” (World Bank, 2000, p. 33). The Report points out the importance
of gender, ethnic and racial inequalities as a dimension — and a cause — of
poverty. Social, economic and ethnic divisions are “often sources of weak or
failed development. In the extreme, vicious cycles of social division and failed
development erupt into internal conflict, as in Bosnia and Herzegovina and Si-
erra Leone, with devastating consequences for people” (World Bank, loc. cit.).
The World Bank’s “general framework for action” for reducing poverty, like
that of the ILO for decent work, obviously requires positive duties on States
to grant rights of access to work, health, education, and social security.

An objection to such positive duties which is frequently heard is that so-
cial rights cannot be enforced. It is argued that a clear line exists between civil
and political rights, on the one hand, and economic, social and cultural rights
on the other (see Hepple, 1995). The former are limitations of governmental
power —i.e. governments must respect the right not to be discriminated against,
etc. — whilst the latter require governments to act, e.g. to provide minimum
income, social security, provision of health services and education, etc. Civil
rights can be made legally enforceable, while it is said that social and economic
rights cannot. However, the creative decisions of the Indian Supreme Court
and, more recently, the South African Constitutional Court show that the line
between the two classes of rights can become blurred and that it is even
possible to give legal effect to certain basic social rights.

An example is the recent South African case of Mrs Grootboom, one
of those many thousands of unfortunate people who live in shacks made of
cardboard and hessian. The land on which Mrs Grootboom and many other
people lived was subject to flooding, so she and others moved up the hill onto
some private land from which they were then rather brutally evicted under a
court order. They brought the case to Court relying on section 26 of the new
democratic South African Constitution which entitles everyone to the right
of access to adequate housing. This right is not absolute because it is subject
to the qualification that “the State must take reasonable legislative and other
measures, within its available resources, to achieve the progressive realisation of
this right”The Constitutional Court decided on 4 October 2000 that the rights
in section 26 oblige the State to provide relief for people who have no access
to land, no roof over their heads and who are living in intolerable conditions
or crisis situations. The South African Government and the local authorities
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concerned argued that they had a housing programme, and that houses were
being built. However, the Court reached the conclusion that Mrs Grootboom
and the others were entitled to this basic protection. They did so on the basis
of the rights in the Constitution which guaranteed human dignity, freedom and
equality. In the words of Justice Yacoob: “if measures, though statistically suc-
cessful fail to respond to the needs of those most desperate [like the homeless
Mrs Grootboom] they may not pass the test” of reasonableness." This judg-
ment has great significance for the enforcement of other social rights such as
rights to work, to education, to health services and social security. It suggests
that the State can be compelled to act “reasonably” in giving effect to funda-
mental social rights, within the constraints of available resources and the pro-
gressive realization of these rights. “Reasonableness’; or rationality, requires
account to be taken of human dignity, where people are in intolerable or cri-
sis situations.

As this discussion shows, the ILO Declaration and Convention No. 111
must be construed broadly, perhaps even be revised. “Eliminating discrimin-
ation” should not be understood simply as a negative duty. The notion should
be refocused, so as to emphasize the responsibility of governments, organiza-
tions and individuals to generate change by positive actions.

Empowerment

This leads finally to the question of the implementation of positive duties. This
involves designing an optimal system of regulation to reduce inequality by pro-
moting fair representation and eliminating exclusion and institutional barriers
to full participation.”

There are several designs. One of them concentrates on rights and liabil-
ities allowing individuals to bring legal claims for violation of the right to non-
discrimination — this is usually called the American model. Another is that of
“command and control” by government or an independent public agency that
sets the standards which organizations are required to meet, and enforces them
through investigation and legal proceedings. A third model relies exclusively on
voluntary self-regulation, with organizations meeting prescribed targets unilat-
erally without any threat of coercion. A fourth uses enforced self-regulation,
applying legal sanctions against those who fail to comply voluntarily. And, fi-
nally, there are economic incentives — such as withholding public contracts or
subsidies — which may also be used as a means of encouraging compliance.

At one extreme in the debates about the relative advantages and disad-
vantages of these models are those who want to throw in every kind of policy
and legal instrument to tackle inequality — what has been called a “smgrgas-
bord” approach: “everything is on the table” (Gunningham and Sinclair, 1998,

4 Government of the Republic of South Africa and Others v. Grootboom, Case CCT 11/00,
Judgment of 4 October 2000, para. 44.

15 This draws extensively on Hepple, Coussey and Choudhury (2000).
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pp- 432-433). In this particular context, however, it rests on the mistaken as-
sumptions that coercion is always necessary and that the resources for enforce-
ment are unlimited. Experience shows that imposing too many bureaucratic
requirements on organizations is not only costly, but also likely to engender re-
sistance and adversarialism which make this approach politically unacceptable.

At the other extreme are those who advocate an entirely voluntary ap-
proach, encouraging governments and employers to follow best practice with-
out enforceable duties. The trap into which these advocates of “doing good by
doing little” fall is to pose one form of regulation (e.g. voluntarism) against
another (enforced self-regulation). The point is that a voluntary approach may
work in influencing the behaviour of some organizations — e.g. leading-edge
companies whose markets are among communities receptive to an equal op-
portunities policy — but fail with others which, for economic or social reasons,
are resistant to change.

This has led to the theory of “responsive regulation’; now well developed
in the environmental field, but not yet so well developed in the field of labour
legislation. The idea is that regulation needs to be responsive to the different
behaviours of the various organizations subject to regulation. In a recent Inde-
pendent Review of the Enforcement of UK Anti-Discrimination Legislation
which I co-directed, we developed a model of an enforcement pyramid (Hep-
ple, Coussey and Choudhury, 2000, pp. 56-59). As shown in the diagram below,
the base of this pyramid consists of what might be called the voluntary means,
i.e. persuasion, information and so on. If this fails, the organization is encour-
aged to have a voluntary plan and when that fails, we move up to investiga-
tion by a public body. Eventually the investigation reveals non-compliance,
and the organization is ordered to comply by compliance notice, traditional
enforcement sanctions, ultimately perhaps loss of contracts. In order to work,
there must be gradual escalation and, at the top, sufficiently strong sanctions
to deter even the most persistent offender. The idea is that the most severe
sanctions will rarely be used, but if they are not there the rest of the pyramid
is inoperative.

A crucial element in the design of the enforcement pyramid is to iden-
tify the potential participants in the regulatory process. In the field of equal-
ity, enforcement has traditionally been viewed as a dialogue between the State
(or, in some countries, an independent equality commission) and those who
are being regulated (employers, service providers, etc.) But this leaves out the
disadvantaged groups themselves. Modern regulatory theory offers two critical
insights in this respect. The first is that private forms of social control are often
more important in changing behaviour than state law enforcement. In other
words, more can be achieved by harnessing the enlightened self-interest of em-
ployers and service providers than through command and control regulation.
There is, of course, a strong “business” case on efficiency grounds for equality
and diversity. The second insight — which is the one stressed in this article —
is that the quality of regulation depends crucially on empowerment. This, in
turn, means bringing into the regulatory process the experience and views of
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C. Business

those directly affected, i.e. groups such as employers’ organizations and trade
unions, community associations and public interest NGOs, etc., which act as
watchdogs, educate and inform others, and help individuals to enforce their
rights. These groups must be given and effectively enjoy rights to be informed,
consulted and engaged in the enforcement process.

The enforcement pyramid involves a tripartite relationship between
those who are regulated (business), those whose interests are affected (inter-
est groups) and an independent commission acting as the guardian of the public
interest. For example, a strategy of this kind has been introduced in Northern
Ireland in respect of a duty on all public authorities to promote equality of
opportunity. Section 75 of the Northern Ireland Act 1998 attempts to “main-
stream” equality, that is to make equality issues central to the whole range of
policy debates and implementation. The reactive and negative approach of
anti-discrimination is thereby replaced by proactive, anticipatory and integra-
tive methods. Public authorities must draw up equality schemes. These must
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set goals and targets, and progress has to be monitored. As a result, public au-
thorities cannot ignore or sideline equality issues.

Central to this new positive duty in Northern Ireland is the empowerment
of the local communities themselves. The door has been opened for the people
who are affected to get involved in the decision-making process, through rights
to information and consultation. A similar positive duty on public authorities
has now been enacted in the rest of the United Kingdom in respect of racial
equality, and the Government has announced an intention to do the same for
gender equality and for disability.

Concluding remarks

Does this model of empowerment in the enforcement of a positive duty to
promote equality have any relevance to the global Decent Work Agenda? I
suggest that it does. The World Bank has proposed as an essential feature of
sustainable development the notion that state institutions must be made more
accountable and responsive to poor people in political processes and in local
decision making. If the barriers that result from distinctions based on gender,
ethnicity, race, social status, disability and other disadvantages are to be re-
moved, legal and political processes need to be reformed in this way.

After 42 years, ILO Convention No. 111 still provides a basis for positive
policies to promote equality and for the participation of “other appropriate bod-
ies” as well as employers’ and workers’ organizations in this process (Article 3).
This Convention, and the accompanying Recommendation, could now usefully
be revised to provide a clearer focus on equality and empowerment. The decent
work programme provides an inspiring framework for fulfilling these objectives.
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Chapter 3

Discrimination and equality at work:
A review of the concepts

Manuela TOMEI*

Formal condemnation of discrimination in employment and occupation is
universal and firm. Yet discrimination is an enduring feature of labour
markets everywhere in the world. The prevalence of particular forms of dis-
crimination — based on race, sex or religion — or their manifestations may vary
across countries, and within countries, over time. But even in societies where
equal opportunity practices have been part of working life for some time, mem-
bers of discriminated groups are far from enjoying equal status with members
of dominant groups.

To eliminate discrimination and achieve equality at work, it is important
to understand what it is that needs to be eliminated and how it can be done.
This presupposes, inter alia, answering Amartya Sen’s classic questions: equality
of what? and equality for whom? (Sen, 1992). The answers to these questions
differ depending on one’s views of the causes and consequences of inequalities
between, say, men and women or between people of different races or religions.
This article reviews a variety of understandings of what constitutes discrimin-
ation at work, of what “equality at work” denotes and of how to achieve it. A
consideration of the notions of “discrimination” and “equality” is indeed rele-
vant to policy-making, as different notions have different policy implications.

Discrimination in employment and occupation:
Delimiting the problem

The ILO’s Discrimination (Employment and Occupation) Convention, 1958
(No. 111), defines discrimination as “any distinction, exclusion or preference
made on the basis of race, colour, sex, religion, political opinion, national ex-
traction or social origin, which has the effect of nullifying or impairing equal-
ity of opportunity or treatment in employment or occupation” Discrimination
at work thus refers to a difference in treatment based on the personal charac-
teristics of an individual, such as race or sex, irrespective of whether that in-
dividual’s profile matches the requirements of a particular job. This difference

Originally published in International Labour Review, Vol. 142 (2003), No. 4.
* ILO, Geneva; email: tomei@ilo.org.
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in treatment puts him or her at a disadvantage or limits his or her access to
benefits and opportunities available to other members of society. The inclusion
in Convention No. 111 of both “employment” and “occupation” is intended
to ensure that everyone not only has access to employment, but also enjoys
the free choice of an occupation. Furthermore, the Convention provides pro-
tection against discrimination with regard to the treatment and opportunities
offered not only to those who already have a job, but also to those who are
seeking a job. Equal access to vocational training is also provided for: with-
out it there cannot be any real equality in admission to employment or any
given occupation.

Direct and indirect discrimination

The emphasis that Convention No. 111 places on outcomes — i.e. deprivation
or limitation arising from a difference in treatment — means that the presence
of intent is not necessary to identify a situation as discriminatory.! Discrim-
ination can indeed be direct or indirect. It is direct when rules and practices
explicitly exclude or give preference to certain individuals solely on the basis
of their membership of a particular group. Job vacancy announcements that
overtly discourage applications from married workers or from people above
a certain age or with a certain colour/complexion are examples of direct dis-
crimination. The same goes for the restrictions that customary norms impose
on female entrepreneurs in some African countries with regard to leasing or
owning premises in their own right, even when they have the resources to do
so, which explains why female entrepreneurs often operate from inappropriate
premises.” These forms of discrimination are rooted in prejudices and biased
perceptions of the abilities or work ethics of individuals belonging to certain
groups, irrespective of their actual skills and work experience. Such stereo-
typing is discriminatory because it implicitly requires that individuals from a
disadvantaged group reproduce the characteristics commonly ascribed to in-
dividuals from society’s dominant group (Sheppard, 1989).

Direct discrimination is much easier to detect than indirect discrimin-
ation. This refers to norms, procedures and practices that appear to be neutral,
but whose application disproportionately affects members of certain groups. In
some countries, for example, height requirements for filling certain positions

! The ILO Committee of Experts on the Application of Conventions and Recommendations
has observed that, although certain definitions of discrimination refer to the intentional nature of
discrimination either directly or indirectly, Convention No. 111: “covers all discrimination without
referring to the intention of an author of a discriminatory act or even without there needing to be
an identifiable author, as in the case of indirect discrimination or occupational segregation based
on sex” (ILO, 1988, p. 22, para. 26).

2 The lack of appropriate or affordable premises is particularly “taxing” in the case of busi-
nesses devoted to food processing and food preparation, where women predominate. Since business
regulations require compliance with hygiene standards, inability to operate in suitable premises due
to gender-biased customs makes it more difficult for women than men to “formalize” their busi-

ness, thus exposing them to harassment by public authorities (see Richardson, Howarth and Finne-
gan, 2003, p. 23).
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have the effect of excluding altogether members of ethnic minorities whose
average height tends to be below the overall national average. The arbitrary
nature of this requirement is evident when height is not necessary to perform
the jobs in question. Indirect discrimination may also occur when distinct cat-
egories of workers are treated differently. For example, in many countries do-
mestic workers are excluded de jure or de facto from the protection that the
law grants to other employees. As domestic workers tend to comprise mainly
women or members of ethnic minorities or migrant workers, their exclusion
from the scope of labour law constitutes a form of indirect discrimination based
on sex, race, ethnic origin or nationality.

Proving the existence of indirect discrimination may be difficult, espe-
cially where it results in a disproportionate, but not total, exclusion of mem-
bers of certain groups from the workplace. In Canada, for instance, cases of
indirect discrimination against members of religious minorities or people with
disabilities have been much easier to prove than cases involving gender-based
or racial discrimination that generated disparities, but did not result in abso-
lute exclusion of either women or members of racial minorities from work
(Sheppard, 2002).

The notion of indirect discrimination has three significant implications for
policy-making. The first is to show that treating different people in the same
way, without due consideration for the specific circumstances or context of the
disadvantaged, may, in some instances, perpetuate or even deepen existing in-
equalities instead of reducing them. This implies that, in some cases, giving ef-
fect to equality means treating different people differently (Minow, 1988). The
question then becomes whether such unequal treatment can be justified and,
if so, which reasons are acceptable for allowing a certain degree of inequality.
These issues are examined below in the discussion of the social group justice
model of equality.

A complex issue related to the foregoing centres on the evaluation of
“difference” between people, as assignment of “difference” and “sameness”
may produce inequitable outcomes. Difficulties may arise when “difference”
is regarded as innate or intrinsic to a particular individual or group — as op-
posed to being relational — in the sense that it arises by reference to a com-
parator. Defining “difference” as inhering in an individual or group implies
that there exists a “normal” or “standard” person or group, which is the com-
parator. Members of disadvantaged groups are then treated as exceptions
from the dominant pattern, and special rights are accorded to them to ac-
commodate their specific needs because of their difference (Ben Israel, 1998).
Understanding “difference” as created through a relationship means that “dif-
ference” no longer belongs to the one individual who “deviates” from the
“norm’; but that the two individuals under comparison are simply different
from each other. According to this approach, “difference” arises through the
relationship —i.e. it is the relationship itself which constructs difference so as
to justify the exclusion or subordination of a particular group or individual.
Feminist critics of the sameness/difference paradigm argue that a relational

63

®ANO @



Women, gender and work

approach to “difference” helps explain that it is not “nature’, but social and
legal institutions which produce and maintain women’s subordination.’ From
this perspective, the exclusion that a person in a wheelchair may experi-
ence is not ascribed to her difference/disability but, say, to the failure of the
workplace to provide adequate access ramps. This means that the perceived
cause of discrimination is shifted from the person who is “different’; “devi-
ant” or “exceptional” to the workplace or society. The issue therefore is no
longer about “accommodating difference’; but rather about “transforming”
the workplace and work organization so that there is no longer any single
“normal” or “standard” model.

The second policy implication of the concept of indirect discrimination
is that it allows for a critical assessment and revision of established institu-
tional practices and workplace cultures with the aim of detecting and eliminat-
ing rules and procedures that have harmful effects on members of particular
groups. According to this view, discrimination is not the isolated act of an em-
ployer or a worker: it is deeply engrained in the way workplaces function. These
have been structured and organized in ways that exclude or penalize members
of groups who “deviate” from the “standard employee” model. This may well
be a married white male whose spouse takes care of the children and domestic
chores or a person without physical or sensorial impediments.

The third implication of the notion of indirect discrimination is the use
of statistics to determine whether an apparently neutral criterion has the effect
of excluding or disadvantaging people in one group compared to those in an-
other.* The use of statistics for this purpose is not without difficulties, though.
Statistical research is indeed based on the observation of differences between
groups that translate into labour market outcomes felt to be unjust. This al-
ready presupposes a bias. If used correctly, however, statistics can shed light on
new cases of indirect discrimination that were not previously considered sus-
pect.’ They also provide a useful tool for monitoring and measuring progress
or regression in the elimination of discrimination.

3 In this context, the “difference” approach emerged in response to the initial stance of lib-
eral feminism that minimized gender differences so that women could assimilate the mainstream
norms imposed by a male standard. According to this view, being equal meant being the same. The
“difference” approach, by contrast, seeks recognition rather than suppression of sex and gender dif-
ferences, as it advocates special treatment and accommodation of women because of their repro-
ductive function and related socially ascribed roles. The flaw of the difference approach, however, is
that it continues to regard men as the reference and women as “the other” (see MacKinnnon, 1987).
Further shortcomings of the sameness/difference paradigm stem from the fact that it presupposes
the existence of both a neutral observer, who determines what is to be considered different, and a
norm by which to measure sameness and difference (Minow, 1987).

* The underlying assumption is that in a non-discriminatory environment the workforce should
show a representative distribution of women and men and of members of different races and reli-
gions. The under-representation of one group is taken as prima facie evidence that a discriminatory
practice is probably in place. But if no exclusionary criterion can be found or the latter is justified
by the requirements of the job, the presumption of discrimination is ruled out.

3 For an excellent discussion of the challenges of establishing a prima facie case of indirect
discrimination, see Sjerps (1999).
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What does not constitute discrimination

Not all distinctions based on personal characteristics are considered discrimin-
atory. Differential treatment motivated by the inherent requirements of a job
is accepted as fair and efficient. For example, being male or being female is
often considered a legitimate qualification for jobs entailing physical intimacy
or for the performing arts. Political opinion or religious belief may also, in some
limited circumstances, constitute a bona fide criterion for certain positions. For
example, political affiliation may be a key factor in the filling of senior posts
that entail special responsibilities for the development of government policy.
Similarly, practising a particular faith is often viewed as an essential require-
ment to teach in religious educational establishments. In all cases, however,
such exceptions from the general rule must be applied within limits, on the
basis of unquestionable evidence that the special treatment is essential to the
work involved; and they must not become the basis for systematic screening.
Other distinctions that do not amount to discrimination involve measures re-
lating to state security.

Special measures to assist or protect certain categories of persons with a
view to ensuring equality of treatment and opportunity in practice are gener-
ally not considered discriminatory either. Examples of such measures include
the provision of language classes at the workplace for recently immigrated
workers and the use of workplace changing rooms by workers from minority
religious groups to facilitate the fulfilment of their religious obligations. Laws
prohibiting women from engaging in underground work or night work have
traditionally been seen as special protective measures, although the tendency
today is to pursue the protection of women workers within the broader frame-
work of improving working conditions and promoting equal opportunity for all
workers, irrespective of their sex.® Maternity protection, however, transcends
the sphere of protective legislation and is seen as the premise of the principle
of equality rather than an exception to it. Preferential treatment based on
sex, race or disability, as envisaged in affirmative action, is also accepted as a
justified distinction.

Merit: A social construct

Except for the situations outlined above, the only solid and unquestionable
basis for differential treatment is merit. The notion of merit refers to a rela-
tionship between a person’s qualifications and those required for performance
in a particular position. The definition of what constitutes merit, however, is

° The ILO’s 2001 General Survey on night work of women in industry recognizes that there
is a general trend to move away from an outright ban on night work by women in industry, includ-
ing in countries with conservative social norms and stereotyped views about women’s economic role.
Whilst welcoming this trend, the report warns against the harmful effects — for both women and
men — that a revision of special protective measures could have without due consideration of the
need to provide some institutional protection instead. Furthermore, the report stresses the need for
a periodic review of protective legislation with the aim of removing all discriminatory constraints,
whilst acknowledging the importance of reaching flexible and consensual solutions (see ILO,2001).
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highly contested, and different understandings of this notion point in differ-
ent, and sometimes incompatible, policy directions.” Merit is neither an abso-
lute nor a static concept, but rather a dynamic and relative one. The notion of
and the value attached to certain competencies or attitudes are indeed socially
constructed. The behaviours, skills and competencies that are deemed desir-
able and crucial to success correspond to those displayed by the people who
occupy positions of power (MacKinnon, 1987). Companies’ values and ideas
about preferred ways of doing things and about appropriate jobholders, career
paths and organizational rewards are commonly presented as expressing a gen-
eral and shared interest and orientation, while in fact they are constructed on
human and power relationships. They reflect arrangements in work organiza-
tion that result from a series of bargains and compromises between various
parties — processes in which women and other groups discriminated against
have not played a significant or influential part.

Back in 1944, Everett Hughes observed that decisions on recruitment
and promotions were made on the basis of two sets of characteristics. The first
includes the “official” and legitimate requirements for performing a particu-
lar job, while the second consists of characteristics perceived by the company
as conducive to the establishment of a relationship of mutual recognition and
trust. Trust is indeed deemed essential to ensuring a certain degree of predict-
ability in the behaviour of new recruits and thereby ensuring the smooth run-
ning of the enterprise. Dealing with socially homogenous peers — i.e. men in
male-dominated organizations — was perceived to be less uncertain than deal-
ing with different and “unpredictable” people, like women (see Hughes, 1944,
cited in Burton, 1991).

This shows how organizational and occupational structures shape the op-
portunities, or lack thereof, for certain individuals. These structures also inform
people’s perceptions of what particular individuals are good or not good at,
irrespective of their actual worth and aspirations. The challenge therefore lies
in devising ways of measuring and comparing the value of different life trajec-
tories and work experiences on the basis of criteria free from sexual, racial or
ability biases, in order not to deprive people of equal opportunities because
of their (involuntary) membership of a particular group.

7 For an excellent analysis of the complexity of the meaning of “merit” and its relationship
to the broader debate over the advantages and disadvantages of affirmative action, see McCrudden
(1998). McCrudden identifies five different notions or models of merit, namely (1) merit as the ab-
sence of intentional discrimination, cronyism or political favouritism; (2) merit as “general common
sense’; whereby the possession of the qualities considered as generally valuable in society is reason-
ably likely to be also relevant to the performance of a certain job; (3) merit as strict job-relatedness,
according to which a job should be awarded to the person who possesses the qualifications required
by the job; (4) merit as the capacity to produce particular job-related results, according to which it
is not possession of the necessary qualifications which is most relevant to doing the job better, but
rather the possession of features that are key in assisting in the performance of the job; (5) merit as
the capacity to produce beneficial results for the organization, according to which merit coincides
with the attributes that enable a person to serve the organization most effectively, rather than do
the job narrowly conceived.
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Intersection: The interplay of multiple grounds of discrimination

Over time, a number of personal characteristics have been recognized, inter-
nationally and nationally, as causing discrimination at work. In addition to the
seven grounds for discrimination explicitly mentioned in the ILO’s Convention
No. 111, others include disability, age, sexual orientation, state of health and
trade union membership. The personal features giving rise to discriminatory
practices vary, inter alia, in terms of their nature, the relative ease with which
they can be detected, and their mutability over time. For example, sex and race
are typically visible from a person’s appearance and are generally regarded as
fixed or unchangeable features. By contrast, people’s religious beliefs, polit-
ical opinions and sexual orientations are not always immediately detectable
and may be considered more changeable over time. Discrimination on these
grounds implies that individuals convey information or display behaviour or
an appearance that may lead others to associate them with certain religious
creeds, political orientations or sexual preferences identified with negative
stereotypes. It is thus not only the actual religion that an individual professes
but, often, presumptions about her/his religious affiliation — based on skin col-
our or other signs or perceived nationality or national extraction — that may
cause an employer to dismiss or not to hire that individual.

Nevertheless, the characteristics that produce disadvantage are more
imprecise than might first appear, as are the boundaries between different
characteristics. “Race’] for instance, may be used to refer to distinctions
based on skin colour or ethnic origin; or it may be equated with a combin-
ation of religion and culture (Modood, 1992). “Colour” is another hazy con-
cept, as it is largely a matter of perception. Brazil’s demographic composition
illustrates the tremendous difficulty of establishing clear-cut boundaries be-
tween different shades of “colour’; as “colour” identification is ambiguous.
There appears, nonetheless, to exist a correlation between the general per-
ception of an individual’s colour and her/his socio-economic status. Typically,
the higher a person’s social position, the lighter the perceived colour of
her/his skin. This has led some analysts to conclude that, in Brazil, “money
whitens, whilst poverty darkens” This suggests that colour and class to-
gether permeate the process of job access and subsequent moves in and
out of the labour market, although class seems to prevail over colour as a
source of disadvantage (Silva, 2002).

Disability is a broad and fluid category. People can move into a state of
disability at any stage of their life, prior to or after labour market entry, due
to different causes and through different processes. Disabilities can indeed be
acquired in diverse ways; they may take different forms, physical and mental,
and require different responses and accommodation measures.

In sum, there is thus little reason to assume any similarity across different
social groups either in the way they experience disadvantage or with regard to
their needs and requirements. Moreover, the circumstances and experiences
of discrimination within supposedly homogeneous groups are equally diverse.
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For example, the situation of women with disabilities raises particular concern,
especially in societies in which the primary, if not exclusive, role of women is
that of wife or mother. Being “unworthy of marriage’, they are perceived as a
burden on the family and, as such, are exposed to all sorts of abuse. Not only
are they deprived of education or vocational training, which are often unsuited
to their specific needs, but they are also denied health services and assistance
(Feika, 1999).

There is no single expression of oppression that is common to all mem-
bers of a disadvantaged group. Women, for instance, face different forms of
discrimination and suffer from different deprivations and to varying degrees,
depending, inter alia, on their class, sexual orientation and skin colour. The dis-
advantages that women experience because of their sex cannot be separated
from the disadvantages stemming from other personal attributes or identities,
and the interplay of identities often results in experiences of exclusion and
disadvantage that are unique to particular combinations of identities.® For ex-
ample, women of an ethnic minority group may suffer discrimination in situ-
ations where neither ethnic minority men nor women from the dominant group
do. Sexual harassment cases in Canada provide an interesting example of the
cumulative effects of sexism and racism.’

Recognition that the traditional understanding of discrimination based on
specific grounds (e.g. sex, race, age, disability) does not include experiences
that are particular to specific sub-groups (e.g. women of a given race and age)
has led to the emergence of “intersectional analysis” As Kimberlé Crenshaw
points out in her path-breaking article, “intersectionality” shows that the dis-
crimination a woman of colour may confront because of her sex and “colour”
is not the simple addition of sexism and racism, but rather a combination of the
two. It is this synergy that makes the discrimination faced by non-white women
a qualitatively rather than quantitatively different experience (Crenshaw, 1991).
This analytical approach is particularly useful in revealing new forms of dis-
crimination that have so far remained hidden, and in directing attention to
the most disadvantaged (Makkonen, 2002). It has also helped to expose the
limitations and challenges of a human rights protection system constructed on
group-based categories and grounds for discrimination. This approach may in-
deed fail to recognize the specificity of intersectional discrimination grounded
in individuals’ multiple identities and to provide them with adequate protec-
tion (Sheppard, 2001).

8 North American black feminists played a key role in uncovering the biased nature of the
conceptual underpinnings of the women’s liberation movement in the late 1970s. The main assump-
tion then was that all women, irrespective of age, class or other characteristics, confronted the same
barriers and prejudices as those faced by middle-class white women (Byrnes, 1994).

° The stereotypes of sexuality attributed to white women differ from those associated with
aboriginal or Asian women. It is therefore reasonable to expect differences between situations in
which a white man sexually harasses a white woman and situations in which the victim is either an
Asian or an aboriginal woman (see Duclos, 1993).

68

®ANO @



Discrimination and equality at work

Equality of treatment and opportunity:
A multi-faceted notion

It is obvious that discrimination at work — because of its pervasiveness, insti-
tutional dimensions and cultural and political underpinnings — will not vanish
by itself. Nor can the mere removal of barriers or unfavourable actions against
certain individuals or groups suffice to eliminate discrimination at work and
achieve, in practice, equality in treatment and opportunities for all. Deliber-
ate, consistent and prolonged efforts, involving the State, businesses, workers’
organizations and discriminated groups themselves, are essential to combatting
discrimination in employment and occupation and promoting equality (ILO,
2003). In order to determine how best to achieve this goal, however, it is also
essential to clarify the meaning of the expression “equality at work”

Equality at work is an elusive and evolving concept whose content and
scope vary internationally and over time, most notably under the influence
of economic, social and cultural circumstances.!” The variety of meanings of
“equality of opportunity” reveals an equally wide variety of understandings
of what amounts to discrimination, what and who produces discrimination and
ensuing labour market inequalities and disadvantages, and how to redress them.
Understanding the different meanings attached to the concept of equality is
therefore important for policy-making.

Based on McCrudden’s (2002) typology, three meanings or models of
equality can be distinguished: the procedural or individual justice model, the
group justice model, and equality as recognition of diversity.!!

Equality as procedural or individual justice

The procedural or individual justice model aims to reduce discrimination by
eliminating considerations based on personal characteristics that are irrelevant
to the job, but which have negative effects on individuals with those character-
istics. It has a distinctly individualistic orientation and reflects respect for ef-
ficiency, “merit” and achievement. The main goal is to ensure that the rules of
competition are non-discriminatory and are enforced fairly on all — blacks or

1" The notion of equality of treatment and opportunity at work has elicited considerable
debate. For a review of the different notions of equality, see Wentholt (1999), and Barnard and
Hepple (2000).

' McCrudden actually identifies four meanings or models of equality which, although iden-
tified on the basis of the European Union’s experience, bear relevance for other regions and coun-
tries as well, namely: the individual justice model, the group justice model, equality as recognition
of diversity, and equality as participation. This latter model is based on the belief that the empower-
ment of the victims of discrimination is essential to their emancipation from unfair and unjust
treatment. To this end, the reasoning goes, it is essential that they participate, on an equal footing
with other groups, in decision-making processes affecting their opportunities at work as well as in
society at large. While people who suffer from discrimination clearly do need to participate in the
design,implementation and monitoring of equality policies, there appears to be an overlap between
equality as participation and equality as recognition of diversity, hence the decision to drop the for-
mer in the presentation given here.
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whites, men or women, members of minority or majority ethnic groups. Bor-
rowing Fredman’s metaphor of competitors in a race, the goal pursued by pro-
cedural justice is to equalize the competitors’ starting points (Fredman, 1999).
The practical implication of this approach is homogeneity of treatment across
the board on the assumption of people’s “sameness” From this perspective
equality equates with consistency of treatment (Hepple, 2001). The elimination
of barriers to fair competition is intended to permit all individuals, irrespective
of race, religion or age, to be rewarded according to personal merit, talents and
abilities. This model, however, does not recognize that different groups are un-
equally endowed with human and social capital as a consequence of pre-market
discrimination. Nor is this model concerned with achieving a more balanced
participation and/or distribution of groups across sectors and occupations. As
observed by Hepple (2001), a claim to equal treatment in this sense can be
satisfied by depriving two individuals of a particular benefit as well as by con-
ferring the benefit on both. Furthermore, as mentioned earlier, consistent treat-
ment of different people may produce unequal results. The legal expression of
this model targets direct discrimination; remedial action is individual-based and
typically concentrates on the perpetrator’s intention to discriminate. Affirma-
tive action or special accommodation measures can also be envisaged in this
model, but as a derogation from the principle of equality (McCrudden, 2002).

The procedural justice model has been criticized for failing to recognize
the individual and institutional nature of discrimination, for dismissing the exist-
ence of discrimination within and outside the labour market, and for emphasiz-
ing intention rather than effect (idem, 1999). These limitations have led to
attempts to develop the concept of substantive equality, which is broader than
that of formal equality: it reflects a concern about achieving, in practice, improve-
ments in the status and participation of disadvantaged groups in society. The fol-
lowing models can be considered variations of the notion of substantive equality.

Equality as social justice

The group justice model is concerned more with the results of decisions on
hiring, recruitment or dismissal than with the decision-making process itself.
The starting point of the underlying logic is the realization that there are im-
balances in labour market outcomes as between particular social groups and
that certain people confront a situation of disadvantage at work by virtue of
their membership of a given group. This model tends to focus on the relative
positions of distinct groups, rather than individuals.

The main goal of this model of equality is to reduce and gradually elim-
inate inequalities between dominant and discriminated or subordinate groups.
Since the focus is on the effects of discrimination, the removal of the deter-
minants of disadvantage is deemed necessary, irrespective of who has caused
the problem. The purpose of equalizing labour market outcomes may be to
redress the consequences of past discrimination or to promote distributive
justice at present. Emphasis is placed on expressions such as “equality of out-
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comes” and disadvantage, rather than discrimination. The legal expression of
this model targets indirect or adverse discrimination. It relies heavily, though
not exclusively, on statistics to trace evidence of discrimination.

This model of equality seeks to ensure the fair participation of members
of disadvantaged groups in the workforce, their fair access to education and
training and their fair participation in the distribution of benefits. This may in-
volve the adoption of special measures to overcome disadvantage, including
affirmative action. Though this concept still lacks a generally accepted legal
definition (United Nations, 2002), it can be broadly defined as: “treating a
sub-class or a group of people differently in order to improve their chances of
obtaining a particular good or to ensure that they obtain a proportion of cer-
tain goods” (Faundez, 1994, p. 3). Affirmative action encompasses a range of
measures and programmes targeting members of groups that are disadvantaged
because of current discrimination or as a consequence of past discrimination.
Such measures may consist of systematic and proactive efforts to locate quali-
fied individuals from the designated groups in order to give them some advan-
tage, where there is a very narrow margin of difference between job applicants;
alternatively, they may consist in granting members of disadvantaged groups
substantial preference over members of dominant groups (Blanpain, 1990).
Preferential treatment can be associated with the achievement of numerical
targets for increasing the representation of designated groups, as established
within the framework of employment equity plans. It can also be linked to
quota systems that allocate a proportion of certain positions to group members.

Preferential treatment reflects the belief that imposing the presence of
people from disadvantaged groups is the most effective way of defying en-
trenched prejudices about the lack of abilities or attitudes of members of those
groups, by showing that they can perform as well as others do in positions pre-
viously denied to them. It also reflects the view that a critical mass of employ-
ees from designated groups is an unequivocal sign of genuine commitment to
equality at the workplace. Moreover, it mirrors the belief that discriminatory
labour market institutions and practices can be truly challenged only if the
workforce reflects the composition of society by sex, race, religion, etc.

Affirmative action, however, has come under considerable attack in re-
cent years. The most common charge against it is that it constitutes a form of
reverse discrimination, since it entails preferential treatment for certain peo-
ple on the basis of characteristics — such as sex or race — that are considered to
be irrelevant from the perspective of formal equality. Another criticism is that
affirmative action tends to favour (a few) members from target groups who
are already in a position of relative advantage (Edwards, 1987). Yet another
centres on the alleged efficiency losses associated with the lowering of stand-
ards that affirmative action measures sometimes entail. Preferential treatment,
the argument goes, acts as a disincentive for members of beneficiary groups
to improve their skills; this, in turn, erodes their perceived competence in the
eyes of society, as their recruitment and promotion are then felt to reflect privi-
lege, not actual merit (Loury, 1999). Such perceptions generate resistance and
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opposition from members of mainstream social groups, who feel unjustly pe-
nalized, thus reinforcing social fragmentation (Calvés, 1999).

In his recent analysis of affirmative action in South Africa, Dupper (forth-
coming) cogently argues that the current debate on this matter would be more
fruitful if affirmative action were justified as a means of promoting “highly de-
sirable forms of social change’ rather than as a compensation for a historical
wrong. Instead of the backward-looking strategy inherent in the compensation
arguments, Dupper advocates a forward-looking rationale for affirmative action.
A focus on the future would indeed help overcome some of the difficulties of es-
tablishing a causal link between past wrongs and the present position of particular
individuals and create a different society where all people are treated as equals.

The group-based social justice model of equality not only addresses de-
mand-side constraints through anti-discrimination law and affirmative action
measures aimed at changing the behaviour and attitudes of employers and so-
called gatekeepers,'? it also seeks to address supply-side constraints, either by
enhancing the skills of members of disadvantaged groups or by expanding job
opportunities through the creation of new jobs. This means recognizing that
an anti-discrimination law must be complemented with other policy measures
that do not necessarily have an anti-discrimination focus. For instance, some
scholars argue that a minimum wage policy may well serve the objective of
reducing pay inequalities at the bottom of the pay hierarchy, without resorting
to equal pay laws (Rubery, 2002).

Equality as diversity

The model which sees equality as recognition of diversity or identity is based
on acknowledgment of the existence and equal value of people’s different iden-
tities in terms of race, colour, sex or sexual preference. Failure to admit the
importance of such differing identities amounts to oppression and discrimina-
tion. This model has emerged as a result of the social mobilization of women’s
movements, indigenous and tribal organizations and lesbian and gay move-
ments, among others, since the late 1970s or early 1980s. Their demands in-
clude recognition of their right to be different and political acceptance of their
diversity in all spheres of society. The objective is not to equalize behaviour
between women and men or people of different races or religions, but rather
to introduce work patterns that take into account and reward the different
talents, needs and aspirations of different groups on an equal basis.”® In other

12 The term “gatekeepers” refers to a wide spectrum of actors both outside and within organ-
izations, ranging from private recruitment agencies to private or public counselling and vocational
guidance institutions, private contractors operating within the framework of government-sponsored
training programmes, and line managers.

13 The benchmark for ascertaining the degree of equality at work achieved by a society can
be highly discriminatory in nature if the length of the working day, the balance between produc-
tive and reproductive life and the forms of employment that are conventionally taken as the yard-
stick by anti-discrimination interventions conform to a male work pattern, e.g. that of a full-time,
permanent, paid worker.
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words, the aim is not to suppress difference, through the assimilation of the
“diverse” into majority cultures and behaviours, but to acknowledge diversity
as an individual and societal asset and ensure inclusion without assimilation.

Legal expressions of this model are found in the expansion of the grounds
on which discrimination is forbidden by law in several countries or in the en-
actment of laws focusing on recognition of specific social groups. In Latin
America, for example, the recognition of specific cultural, economic and pol-
itical rights for indigenous peoples — in addition to the rights granted to the
general population — is seen as a means of remedying past injustices, redu-
cing inequalities, achieving social equity and social cohesion (Plant, 1998). It
is worth noting that the diversity approach has exerted considerable appeal
on advocates of the business case for equality. “Diversity management” con-
tends that individual differences and collective diversity enhance labour pro-
ductivity, innovation and efficiency, fostering an organizational culture that
encourages workforce heterogeneity. This approach, however, focuses on the
individual and his or her unique strengths and does not address relations and
dynamics between different groups. It helps to challenge the image of a white
man as the “standard” employee, but does not by itself break structural dis-
crimination (Crow, 1999).

Critics of the diversity/identity model of equality contend that an em-
phasis on diversity may, in certain circumstances, entail a departure from distri-
butional concerns with harmful effects on economically disadvantaged groups.
In the United States, for instance, the diversity discourse appears to be gen-
erating tensions among African Americans because the extension of affirma-
tive action measures to Americans of Asian origin may reduce redistribution
in favour of the former (McCrudden, 2002). Another criticism of the diver-
sity model is that its emphasis on group identities ends up diffusing the var-
iety of identities within the same groups (e.g. members of an ethnic group
differ by age, marital status, gender, etc.), forcing people into artificially fixed
boundaries and denying changes in their aspirations and demands over time.
This would tend to reinforce the very stereotypes that the anti-discrimination
law was meant to combat. Some analysts have also argued that recognition of
minority group rights clashes with the pursuit of gender equality because mi-
nority cultures and norms are gendered and display substantial differences in
power and advantage between women and men (Okin, 1999).

A variant of the diversity model, that takes it to its logical conclusion,
is the so-called transformative agenda. The objective of this approach is to
achieve equality between women and men, different races, ethnic groups, etc.,
in respect of economic rewards and power, not in terms of homogenous labour
market outcomes (Rubery et al., 1998). To this end, work patterns and work
culture must truly reflect and equally value the aspirations, talents and profes-
sional paths of a composite and varied workforce. This is clearly a goal that
cannot be achieved overnight: the empowerment of disadvantaged individ-
uals and groups is crucial to progess in that direction. Only through stronger
bargaining power will they be able to challenge and influence the reshaping

73

®ANO @



Women, gender and work

of occupational structures and work culture and practices so as to make them
socially inclusive. Accordingly, a two-stage equality agenda is suggested. It en-
visages an initial phase in which labour institutions and practices are asked to
accommodate the specific needs of disadvantaged groups and improve their
representation across sectors, occupational hierarchies and representative or-
ganizations. A second stage follows in which the workplace and work culture
are transformed, as a result of more and better participation of all social groups
(Bercusson and Dickens, 1996).

Concluding remarks

The elimination of discrimination in employment and occupation requires the
promotion of equality of treatment and opportunities. But, even where the
principle of equality is generally endorsed, the understanding of what dis-
crimination is may be hazy, and controversy may arise about the meaning and
policy implications of equality. This article has explored the notion of discrim-
ination and examined its various dimensions. It has stressed the value of inter-
sectional analysis, which has exposed hitherto hidden forms of discrimination
and captured the full complexity of the discrimination experienced by the most
disadvantaged. To shed light on the notion of equality at work, the article has
reviewed three broad models of equality, namely, a procedural or individual
justice model; a social justice equality model; and equality as recognition of di-
versity. The ideological underpinnings and policy implications of these models
were briefly examined as well. The practical pursuit of equality does not con-
form strictly to any of these models. Rather, it often tends to display a com-
bination of policies that are consistent with the different models. This shows
the elusiveness and dynamism of the notion of equality: all three models are
needed to grasp its various dimensions.
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Chapter 4

Inequality at work in the informal
economy: Key issues and illustrations

Barbara HARRISS-WHITE*

To discriminate is to distinguish between people on the basis of aspects of
their identity, in ways considered unjust. This article offers some observa-
tions about the context of economic discrimination in the hope that they may
contribute constructively to discussion about political responses to discrim-
ination. The source of most of my observations, India, is a very large country
which is integrating into global markets slowly, selectively and not always to
the advantage of the mass of its people. And research in Nigeria leads me to
believe that these observations may be more widely relevant (see Shah, 2002;
Meagher, 2004).

The opening section of the article introduces the notion of social regula-
tion, to which the informal economy defaults in the absence of effective state
regulation. The second section examines the role of identity, which is central to
the discriminatory nature of social regulation. The third section considers what
would need to be done to address discrimination in the informal economy, with
subsections on the role of the State, trade unions, “new social movements” and
market forces. A final section offers some concluding remarks.

Social regulation and social discrimination

In many countries, the larger part of the economy operates beyond the regu-
lative reach of the State. Most of the workforce is then discriminated against in
terms of the ILO’s fundamental rights at work and rights to social security. The
targeting of some small part of it for specific developmental purposes, such as
poverty alleviation or nutrition, does not alter this situation. Not only do em-
ployees in the informal economy and the vast mass of self-employed workers
face discrimination, but so do informal-sector employers — in some respects at
least. For example, if workplace sites or property rights are not registered, the
owners of businesses are not eligible for state-regulated credit. Yet in the cur-
rent era of globalized finance, manufacturing and trade, there is no evidence
whatsoever that the informal economy is doing anything other than expand-
ing in both absolute and relative terms (Meagher, 1995; Harriss-White, 2002).

Originally published in International Labour Review, Vol. 142 (2003), No. 4.
* Oxford University; email: barbara.harriss@qeh.ox.ac.uk.
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The confined and shrinking share of the formal economy means that States
discriminate systematically against the vast bulk of the workforce.

Economic order then rests on forms of social regulation rather than state
regulation. Social regulation — not state regulation — governs entry into the la-
bour force, and into other markets such as those of the many Muslim artisanal
clusters in Uttar Pradesh in nothern India (e.g. brassware, pottery, glassware,
carpets, handprinted textiles, silk embroidery, perfume, and pewter, copper and
silver ware). Social regulation determines the acquisition of skills, contacts, in-
formation and technology, and starting capital and credit; the calibrations of
units of exchange; the definition of a range of contracts considered “proper”
and the settlement of disputes about transactions; certain kinds of collective
insurance and representation; the organization of space and territory; the selec-
tion and control of (the scope of “rights” of) labour and the parametric control
of other derived markets (e.g. transport and porterage, especially their pri-
cing); entitlements to help in times of need; hygiene in marketplaces; and phys-
ical security, from the night watch to protection mafias (Harriss-White, 2003).

In the small town of Arni in south India, there are no less than 66 trade
associations which take their idiom, and many of their origins, from caste; 35 per
cent of them were created in the 1990s. These associations combine the kind of
active regulatory role described above with functions of representation and re-
distribution which have longer histories (Basile and Harriss-White, 2003). In the
town of Aba in southern Nigeria, it is not simply (Igbo) ethnicity which deter-
mines entry into markets, it is the Igbo’s specific towns of origin through which
training, the supply of raw materials and intermediate goods, credit and the dis-
tribution of products have until very recently been organized (Meagher, 2004).

|dentity

This makes identity crucial to the social regulation of the economyj; it shapes
the ownership of businesses, the character of petty production and trade as
much as it does the composition of the labour force and the terms and con-
ditions of work (Harriss-White and Gooptu, 2000). Yet by its very nature the
practice of social regulation is exclusive and discriminatory. It may be experi-
enced by workers as “natural’; but when it is imposed by employers or by
some workers upon other workers — e.g. in defence of a particular labour mar-
ket niche — or when it is resisted by acts of defiance (as when ex-untouchables
first enter trade and then occupy public space), its deep structure is revealed
as discriminatory. An industrial district may grow through the replacement of
one identity-based elite by another, as has happened in the knitwear cluster of
Tiruppur in south India where the dominant agrarian caste out-competed the
Brahmin elite, an older generation of mercantile firms and a powerful subset
of Muslim producers. It did this by “breaking-in’; through an evolutionary pro-
cess of work, savings, subcontracting, partnerships and own firms employing
same-caste labour, and by transposing into industry the contractual practices
and consensual but exploitive idioms of agriculture (Chari, 2004).
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In social science, the concept of identity is handled theoretically in a var-
iety of ways that have significance for the argument which follows. Structuralist
scholars have focused on the economic institutions through which finance, the
supply of and demand for commodities and services and the labour process
are ordered. They stress the roles of State and market and avoid giving due
weight to social forms of regulation and to the impact on the economy of ideo-
logies and norms about work held by both employers and employees (Kotz,
Mc Donough and Reich, 1994). In economic sociology, social institutions are
commonly reduced to “groups” and explained in terms of information and
transaction costs (see Granovetter and Swedberg, 1992). Recently, the meta-
phor of “network” has become common currency, mapping a geometry of
nodes and flows onto the social interactions that structure identity (see
Meagher, 2004, for a comprehensive review).

Laws forbidding discrimination at work reach a tiny minority of the work-
force. And the underlying categories of identity tend to be both crudely essen-
tialized and immediately detectable, as in age, sex, colour and the presence or
absence of certain medically determined handicaps over a specific threshold
of severity. In some circumstances religion, ethnicity, nationality and regional
identity — or the category of “citizen” in a federated nation-State like Nigeria —
may also be visible, for instance in the signals given by clothing. Linguistic
codes are also immediately communicated (Shah, 2002).

But identity is not a legal construct. It is first and foremost a social and
political construct whose significance and scope vary. Identity involves social
and political categories generated outside work and not reducible to economic
logic or concepts such as “groups” which minimize “transactions costs” The
forms of authority through which identities are created and evolve originate
outside the economy and operate outside — as well as inside — the economy. It
follows that factors outside the economy may change identity in ways which
affect the social regulation of the economy — and vice versa.

An example of how forms of power outside the economy may result in
economic discrimination is the way in which fear of, and hatred for, Muslims
has been used by the Hindu Right in India to justify the destruction of their
property, boycotts of their firms and labour market exclusion (Engineer, 1984;
Prakash, 2003). Conversely, an example of how change in the economy itself
may affect discrimination is the association in India of new forms of produc-
tion, new goods and services with increasing labour force cosmopolitanism
(Parry, 1999, p. xix; Kapadia, 2002). Another example of how economic change
may affect forms of power outside the economy is the way in which the need
for collective economic representation and regulation has been mapped onto
caste associations, thereby deepening the economic meaning of the institution
of caste (Basile and Harriss-White, 2003). A fourth example of how economic
power and extra-economic power interact is the way in which the expansion
of property ownership in south India has been accompanied by the diffusion
of the dowry system and forms of patriarchal authority under which girls are
systematically culled. At the same time, the need for male agnates to run family
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businesses, coupled with declining fertility and ever smaller completed family
size, have led not to the inclusion of women in such businesses but to increasing
acceptance of the practices of introducing male in-laws (affines) and opening
up — on a highly selective basis — some of the roles reserved for male family
members to paid employees (Harriss-White, 2003).

Addressing discrimination in the informal economy

Thus, discrimination results from the social forms taken by economic regula-
tion; it contravenes either anti-discriminatory state regulation (where it exists
and is enforceable) or society-wide notions of justice. Yet when a society holds
notions of justice which rest generally on discrimination or the closely related
concept of exclusion,! the countering of discrimination at work will require a
profound social transformation involving:

o deliberately combating discrimination at work on the part of workforces

which have used discrimination to secure their work;

o ring-fencing the economy as a separate, secular, market-rational sphere (in
which differences in terms and conditions of employment reflect rule-based
norms and labour is subject to a minimum wage and state-enforced rights);

o attacking the source of discrimination both inside and outside the economy
(which means attacking non-economic forms of power).

These options are very much easier said than done. Of the three, it is the
second which has been most tried and tested; and it has been found wanting.

The role of the State

The State has an essential part to play in countering market-based discrimin-
ation. For a start, the principles of recruitment into the State’s own workforce
are most amenable to the replacement of ascribed aspects of identity by ac-
quired ones and to the establishment and enforcement of principles of rights
— among which the rights to nondiscrimination and equal representation are
key. For such principles to work effectively, however, the State has to have
the capacity to work as an autonomous sphere, though this is seldom the case.

The State often does not or cannot act consistently to counter discrim-
ination. Take gender in India, for example: in many parts of India, the State
is more progressive than the market in its employment of women — it em-
ploys ex-untouchable women in sanitary work, and women with education
as teachers, doctors, clerks, officials, etc. (Harriss-White, 2003). It also does
what markets cannot do and implements projects and programmes intended
to empower women (Kapadia, 2002). These progressive aspects of state policy
are threatened by deregulation. But there may also be retrogressive sides to
state policy. For example, the State’s licencing policy hinders women from en-

! This is what happens in any hierarchically organized or caste-based society, or one where
the social order rests on notions of citizenship ramified by regions of birth.
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tering markets as owners of firms; it also debars them from access to formal
credit. Deregulation would free women from such constraints. And, despite
there being female party leaders, prime ministers and chief ministers, there
are also notorious glass ceilings and entire sectors of the State where women
employees are unusual (e.g. commercial taxes, revenue).

Of course, not all employment laws are anti-discriminatory. Some may re-
flect a specific social consensus about justice through work. For example, the
State may attempt to counter discrimination in the workplace by positive dis-
crimination through quotas or reservations in the bureaucracy, in public enter-
prises and in educational establishments (Mendelsohn and Vicziany, 1998). Such
positive discrimination uses economic mobility via the public sector workplace
to counter non-economic discrimination. The Nigerian State has only recently
acted against the powerfully defended notion of “stranger” within its borders
and has stopped restricting citizenship to a region or state of origin (Shah, 2002).
The Indian State’s response to contemptuous treatment of Hindu and tribal un-
touchables is another case in point. Its employment policy — making economic
redress for cultural discrimination — has had a number of consequences which
were not exactly unforeseen. First, it has created a form of upward economic
mobility which is highly dependent on the State. Second, it has generated a small
self-perpetuating “elite” among those eligible for positive discrimination. Third,
it generates political divisiveness since it implies the arbitrary exclusion of other
people socially discriminated against — Muslims and Christians, for example —
as well as restive resentment by elite groups for whom employment based upon
“acquired characteristics’; themselves socially structured through the stratifica-
tion of educational advantage, becomes more limited.

Trade unions

Action to counter discrimination is not confined to the State. The political
agenda of trade unions also includes the fight against workplace discrimin-
ation. When anti-discrimination law exists, trade unions may ensure it is en-
forced and where it does not exist trade unions may fight for it. However, trade
unions cover a very small proportion of the total workforce (3 per cent of the
workforce of some 350 million in India). In practice, the unionized workforce
routinely discriminates against women, dalits (oppressed castes) and reli-
gious minorities. When unions do incorporate people otherwise discriminated
against, for instance women, recruitment tends to halt, and their proportion
in the workforce tends to decline. Unions have also not succeeded in reach-
ing out to workers in the unregistered or informal economy — sometimes see-
ing the latter as a threat to their privileges. Trade unions may be organized
by political parties whose agendas dominate those of the workforce, in which
case they are simply used as vote banks. And trade union law may require the
State to mediate in disputes. This then shifts the responsibility for countering
discrimination from the workplace back to the State, to its judicial process and
its enforcement capacity (Harriss-White and Gooptu, 2000).
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How to improve the capacity of trade unions to address formal-sector or
union-based discrimination? Four strategies can be envisaged. The first is to
educate unionized workers to understand the inefficiency and inequity of this
form of denial of rights, in the expectation that knowledge induces change. The
second would be to train workers with a disadvantaged status so as to equip
them to take leadership roles in unions, in the expectation that they would then
seize the opportunity and transform the culture and activity of unions. The third
would involve unions, employers and the State in creating incentives for unions
to become more socially inclusive. The fourth would require States to enforce
legal frameworks with penalties for unions which exclude workers on the basis
of their identity. If these possibilities sound far-fetched, trade union action to
address discrimination in the informal economy is even more far-fetched. Here,
there is perhaps a role for international organizations in backing organizations
other than trade unions — e.g. India’s National Centre for Labour, set up in 1995
— which work not only to organize workers in the informal economy but also to
fight all forms of discrimination (where at present such support is best organ-
ized around issues of gender discrimination) (Hale, 2000).

In countries with substantial informal economies, organized, class-based
action has not proved capable of attacking workplace discrimination. There is
no record of associations of employers in the informal economy taking collect-
ive action to remove their own discriminatory practices.? In fact, the opposite is
more common. The search for cheap, docile, un- or de-unionized (skilled) labour
often encourages discrimination in favour of certain kinds of labour, notably
women, who are thereafter discriminated against in every aspect of decent work.

Yet, there exist well-publicized institutions — such as the Self Employed
Women’s Association (SEWA) — which have succeeded in organizing workers
in some parts of the informal economy in certain regions and in campaigning
for a raft of issues which include male—female pay parity, even though SEWA’s
is not an explicitly anti-discriminatory kind of political project (Jhabvala and
Subramanya, 2000).

New social movements

If it is accepted that discrimination is the exercise of forms of authority in the
economy which also operate in other spheres, then we can also see that other
social forces countering economic discrimination originate outside both the
economy and the State. “New” social movements (NSMs) develop in response
to many sources of political injustice and exclusion and to many kinds of cul-
tural stigmatization. Rights at work can be seen as a subset of a larger set of
political rights around which oppressed groups can and do organize. However,
while in theory the democratizing agenda of civil society movements can be
developed so as to feed directly into a fight against discrimination at work, in
practice the politics of NSMs tend to marginalize concrete issues arising from

2 This does not mean that this has not happened, but that there is probably an inadequate
understanding of the conditions under which such action becomes relevant and succeeds.
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production and to direct energy and firepower instead towards the State as an
agent of redistribution. For instance, gender equity and empowerment for dis-
abled or homeless or tribal or migrant people or “the poor” can be the mis-
sions of active social movements built around the rights agenda, while rights
to and at work are all the while relatively neglected.

At the same time, the transformative potential of NSMs is also their prob-
lem. In being confined to single issues of injustice based upon identity (the re-
dressing of wrongs to women, for example, or to an ethnic or religious group,
or to the people of a particular region), they are not egalitarian. In acting the
way they do, they exaggerate culture as a source of difference. They tend to
strive for individual rights rather than collective class-based rights (Edwards
and Gaventa, 2001). Identities which are fluid and contested have to be essen-
tialized for purposes of collective mobilization, the dynamics of which inevit-
ably lead to internal differentiation. Their arena tends to be local in territory,
and based on a consensual notion of the community and not upon class. Iden-
tity is stressed and class differences are downplayed. Sited “in civil society”
— the space between the domestic sphere and the State — NSMs are often
deeply intertwined with both. They may feed into the neoliberal onslaught on
the State, albeit for different reasons — NSMs on grounds of the State’s bureau-
cratic authoritarianism and the destruction of state legitimacy, neoliberalism
on grounds of the State’s inefficiency. Yet NSMs need the State to provide the
framework of secular rights (including the right to resist the State’s priorities)
within which discrimination in the marketplace may be countered.

Market forces

Are there forces at work in the economy replacing traditional forms of socio-
economic regulation by forms of regulation based on market rationality? For
sure, there are. Education and skilling can be shown to have this effect. Access
to credit also empowers its recipients for entry (Jhabvala and Subramanya,
2000). But both of these solvent forces are structured by class and may be
structured by identity too. In the city of Ibadan in Nigeria, market-based com-
petition intensified migrant Hausa ethnicity and increased its economic content,
as Hausa traders vigorously defended their monopolies. The importance of the
proximity of work, home and place of worship meant that when marketplaces
were forced to be relocated, the Hausa economy in Ibadan was forced to di-
versify. When monopoly over a specific sector of the Ibadan economy was no
longer a means of expressing Hausa identity, it moved into new arenas. Hausa
ethnic groups then became differentiated not so much by economic activity
as according to residential space, religious sect and the rules of treatment of
women (Shah, 2002). Elsewhere in southern Nigeria, in the Igbo footwear
and garments clusters in the town of Aba, the role of place of origin within
an ethnic group in the structuring of markets is rapidly being replaced by new
structures based upon ties of kinship and neighbourhood but forged through
reputation acquired in marketplace exchange (Meagher, 2004).
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Concluding remarks

There is much evidence to show that, despite the existence of global institutions
of regulation, economic globalization does not replace “defective” state regula-
tion with a new international framework that is neutral to the many dimensions
of discrimination. In fact the regulative framework — formal and informal —
becomes more complex and produces outcomes that are not determinate. Fur-
thermore, the forced adoption of “national competitive advantage” policy ef-
fectively creates a new field of discrimination, the nation, in a global market
(Kay, 2002). It is a different point that the State can use national identity to
suppress resistance based on other identities. Competition and expansion can
also destroy the informal regulative order; but in so doing the combination of
competition and regulatory degradation may then lead to the collapse of entire
industrial clusters and the replacement of their production by imported goods.
In Aba, in Nigeria, for example, returns from shoe-making have attracted non-
shoe-making Igbo and then non-Igbo; and individual personal networks have
replaced identity-based collective action. As a result, activities requiring col-
lective coordination (such as training, contacts and credit) are collapsing. Ap-
prenticeships are less thorough, the pace of technical change is grinding to a
halt, quality has dropped, trust-based finance has disappeared and physically
destructive forms of labour exploitation are proliferating. Competition is no
longer based upon improved quality and innovation. Instead it rests on under-
cutting, copying and counterfeiting (Meagher, 2004).

At one and the same time liberalization and globalization act as social
solvents, with some new products and services cosmopolitanizing the labour
force and relegating identity to the private sphere. This, incidentally, is what
leading development economists like Gunnar Myrdal and sociologists like
M. N. Srinivas expected the combination of markets/business and state plan-
ning to achieve (Myrdal, 1968; Srinivas, 1996; see also Panini, 1996). But
because many markets and market places rely on social forms of regula-
tion, the impact of liberalization and globalization is not to abolish but, in-
stead, to re-work identity as an economic institution so that it persists.
Gender identity and relations are the most resistant to change; caste, eth-
nicity and religion prove more flexible as social institutions on which dis-
criminatory and corporatist regulatory activity can be mapped. Even state
administrations — which could enforce rights to non-discriminatory treatment —
are themselves suffused with patron—client relations based upon identity, so
much so that the private status of officials can seriously qualify state perform-
ance (Harriss-White, 2003). Where the state sector is an arena of economic
mobility for groups which have faced long-standing discrimination in the mar-
ketplace, then aid-conditional pressure to compress public sector employment
and to privatize public enterprises has far-reaching consequences. In this com-
petitive process, when States are unable to regulate markets, and when social
groups based upon identity supply the preconditions for engagement in mar-
kets and/or ration entry to markets, then old discriminating forms of regulation
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can actually be expected to intensify and indeed to be a solid basis for market
order. Indeed, they can confidently be expected to provide the idiom through
which market order evolves.
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Chapter 5

Distribution of income and job
opportunities: Normative judgements
from four continents

Deborah LEVISON,* Joseph A. RITTER,*
Rosamund STOCK** and Richard ANKER***

Formative theories of the distribution of economic resources have an
ancient history in religious and philosophical thought. Predictive (posi-
tive) theories of distribution have long been prominent in economics and soci-
ology, associated with such figures as Max Weber, Karl Marx and Adam Smith.
More recently, beginning in the late 1950s, psychology began to develop an
understanding of how individuals form distributive judgements.

Individuals form distributive judgements with respect to social groupings
of all sizes, ranging from families to workplaces to nations. On the widest scale,
what people think is fair or just in the distribution of social resources, such as
income and job opportunities, is important for how they understand society
and for the judgements they make on political actors, political outcomes and
the political process itself. Thus the views of individuals are an important com-
ponent of the political process that establishes the institutions that govern the
distribution of economic resources, though the channels and strength of this
influence vary among countries.

The three distributive principles most prominent in the literature on the
psychology of social justice are generally termed equity, equality, and needs. The
specialized meaning of “equity” in social psychology is a distribution of rewards
that is proportional to inputs or investments.! A more precise but less widely
used term is “proportionality” Inequity — the state of not receiving appropri-
ate rewards — is intrinsically distressing and motivates an individual to change
the situation. “Equality” refers to a principle of equal distribution or, in general
terms, to narrowing the distribution of economic rewards or resources irrespec-
tive of inputs. The “needs” principle refers to reallocation of resources in favour
of those in need, principally the poor or those with reduced capabilities.

Originally published in International Labour Review,Vol. 141 (2002), No. 4.

* Humphrey Institute of Public Affairs, University of Minnesota and International Labour
Organization. ** Department of Social Psychology, London School of Economics. *** Inter-
national Labour Organization.

! Equity theory was first developed by John Stacy Adams (1963).
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It should be emphasized that social psychologists view these principles as
tendencies that occur in different mixes in individuals’ normative views about
the distribution of economic resources. As such, they should not be taken too
literally; equity theory, for example, does not imply that people literally calcu-
late ratios of rewards to inputs any more than economists’ utility theory implies
that people use spreadsheet software to calculate the utility value of their food
purchases. In addition, the three principles need not be applied in the same way
in different contexts. For example, an individual might favour proportionality
in the workplace, but emphasize needs in thinking about society as a whole.

Three general questions have interested social justice researchers in
psychology: What are the principles that people use to decide whether a dis-
tribution is just, i.e. how do people define distributive justice? What are the
personal characteristics or situations that influence how people define distribu-
tive justice? How do people respond when confronted with injustice?

This article is concerned primarily with the first two questions. It uses
people’s responses to different proposals about the distribution of income
and the acceptability of different forms of discrimination to glean clues about
how people conceptualize distributive justice. The data were collected by the
People’s Security Surveys (PSSs) of the ILO from a wide cross-section of
countries. The countries covered — Argentina, Bangladesh, Brazil, Chile, South
Africa, Hungary and Ukraine — represent geographic regions that have so far
received little attention in the psychology literature on social justice.

Our analysis centres on five narrower questions of particular interest to
the psychology of social justice. These questions, which are discussed in detail
in subsequent sections, are:

Q1. Do the data analysed here display the previously observed pattern
combining consensus on need as a distributive principle with dissen-
sus on the acceptability of inequality?

Q2. Are there significant differences in the choice of rules among demo-
graphic groups?

Q3. Do those of lower socio-economic status favour distribution rules
that would mitigate their position, i.e. are they more likely to favour
the limitation of inequality and/or needs-based rules?

Q4. Do those who experience economic insecurity tend to endorse dis-
tribution rules that would reduce such insecurity?

Q5. Is there support for active discrimination in labour markets?

The data

The People’s Security Surveys (PSSs) of the ILO were designed to investigate
socio-economic security.? Parts of each questionnaire address “social justice”
issues, particularly the distribution of income. Table 1 briefly describes the PSS

2 For details about the overall design of the surveys, see Richard Anker’s article in this
issue of the International Labour Review.
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Table 1. Description of PSS samples used

Country Geographic coverage Urban/Rural Population Sample size

Africa

South Africa Cape Town Urban Ages 15-64 2099
Durban

Asia

Bangladesh Dhaka City Urban Ages 15-64 1011

Latin America

Argentina Cordoba Urban Ages 15-64 2920
Gran Buenos Aires
Rosario

Brazil Recife Urban Ages 15-64 4000
Rio de Janeiro
S&o Paulo

Chile Concepcién Urban Ages 15-64 1188
Grand Santiago
Valparaiso

Eastern Europe

Hungary National coverage Urban and Rural Ages 18-60 1000

Ukraine National coverage Urban and Rural Individuals on 8099

offcial registers*

* Individuals on official registers include employees in the industrial sector; service sector; public sector; agri-
cultural sector; unemployed workers; students; and pensioners. The self-employed were excluded from the
sampling frame.

samples used for this study. Readers should note that while the surveys are
designated by the name of the country in which they were conducted, most of
the surveys are not representative at the national level. Five of the seven sam-
ples are urban. Percentages reported in this article are weighted to represent
the sampled population (be it national or urban or from a few representative
areas), although reported sample sizes are not weighted.

Most of the article concerns a set of questions about societal rules for in-
come distribution. Similar, but not identical, questions were used in all of the
study countries.’ The most important variation is somewhat subtle in the word-
ing but critical in the interpretation of results. In Bangladesh, Hungary, South
Africa and Ukraine, respondents were asked whether they agreed or disagreed
with each option, while in Argentina, Brazil and Chile they were asked to in-
dicate the single principle which “mostly” expressed their opinions. In the for-
mer group, a typical wording was (Bangladesh version):

Which of the following general rules do you agree with for the incomes
of individuals in Bangladesh? [The enumerator then reads out the following
options individually.]

(a) There should be an upper limit for a person’s income.
(b) There should be a lower limit for a person’s income.

3 The questions asked in each country are given in the appendix to this article.
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(c) There should be no limit or restriction on a person’s income but there
should be policies to improve the situation of the least well-off.
(d) Everyone should get a similar income.
In Hungary and Ukraine, option (d) asked about equal incomes.
In Argentina, Brazil and Chile, the question about societal rules for in-
come was worded as follows:
Which of the following general principles do you mostly agree with for
the incomes of individuals?
(a)  There should be an upper limit for any person’s income.
(b) There should be a lower limit for any person’s income.
(c) There should be an upper and a lower limit for everybody.
(d) There should not be any limits on any person’s income.
(e) There should be an equal income for everybody.

Clearly, the way the question was posed in the Latin American countries
hides important information, namely respondents’ disapproval of certain types
of rules. Conversely, respondents’ answers in Bangladesh, Hungary, South Af-
rica and Ukraine do not convey which rules they like best among those they
agree with.* The following caveat therefore applies to the remainder of the
analysis in this article: Respondents in Argentina, Brazil and Chile indicated
only their most favoured income rule, while respondents in Bangladesh, Hun-
gary, South Africa, and Ukraine separately indicated agreement or disagreement
with each proposed rule.

One simple arithmetic consequence of this difference is the fact that nu-
merical approval ratings for each option are lower for Argentina, Brazil and
Chile than they would have been with the multiple response format.

In Argentina, Brazil and Chile, the following question was asked separ-
ately: Should the government provide a minimum income to the poor? Be-
cause of the mention of the poor, we view this question as reasonably similar
to option (c) of the income rules question asked in the other countries (“no
limit ... but there should be policies to improve the situation of the least well-
off”). One possibly important dissimilarity, however, is that the “no limit or
restriction on a person’s income” condition is not mentioned in the minimum
income question.

In South Africa, the following question was asked separately: Should the
government provide complete, some or no assistance to help people who are af-
fected by poverty? Again, we view this question as similar to option (c) of the
income rules question. A follow-up question changes the framing of the ques-
tion about assistance to the poor: Supporting the poor costs money. Do you
think more support should be given to the poor even if it means that taxes must
be increased for everybody earning money?

4 A Likert response scale (strongly agree, ..., strongly disagree) would probably have been
the most useful way to code responses. Coding responses as rankings would avoid the difficulties
stated in the text, but would offer no clue to the absolute strength of the respondent’s opinions.
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Needs versus equity

Q1. Do the data analysed here display the previously observed pattern com-
bining consensus on need as a distributive principle with dissensus on the ac-
ceptability of inequality?

A large-scale survey conducted in 1991 by Kelley and Evans (1993) asked
people how much they thought different occupations ought to be paid. It uncov-
ered a pattern that has since proved robust: there was a consensus that none of
the occupations should be paid less than a minimum, but much less agreement
on the acceptable amount of inequality above that level (despite considerable
consensus on the order of occupations). A similar pattern has been observed in
experiments: when people work on a task and are then asked to vote for a distri-
bution of the rewards, support for a minimum is universal (Frohlich and Oppen-
heimer, 1992). These experiments asked people to choose from a list of principles
of justice including a lower limit (e.g!‘maximizing the floor”) and a “range con-
straint” The latter, implying a degree of equality, was rejected.

In qualitative work using open-ended interviews, people have used sev-
eral rules for the distribution of income. Proportionality (equity) is the most
frequently used rule, but need is always important. However, people from dif-
ferent backgrounds or political orientations used the income rules differently.

The International Social Justice Project (ISJP), an interview survey cov-
ering 13 western capitalist and former communist countries,’ has demonstrated
that the pattern of support for different distribution rules — need, upper limits,
equality, or no limit on earnings — varied from country to country and changed
significantly between 1991 and 1996 in the former communist countries (Alwin,
Gornev and Khakhulina, 1995). For example, in the second (1996) wave of the
ISJP, support for upper limits varied from 18 per cent (excluding “don’t know”
answers) in the United States to 73 per cent in Hungary and Slovenia.

The ISJP found the greatest consensus on the principle of helping the dis-
advantaged, to provide them with equal opportunities. In this respect, there was
little difference between the western capitalist and former communist coun-
tries. There were, however, majorities against equality in nearly all countries,
and for inequality in several guises.

So far, no survey results on judgements about distributional issues in
Latin America, Africa or Asia have been reported in the social justice litera-
ture in psychology.® The results presented in this article extend knowledge of
the basic justice attitudes to countries in these regions. The countries included

3> The ISJP asks about various different perceptions of fairness, fairness-related issues, and a
range of relevant political attitudes. It was launched by an international group of justice researchers
in 1989, and its first wave was completed in 1991. Subsequent waves were undertaken in 1996 and
2000. Information from the 2000 wave is only just becoming available. The primary objective of the
ISJP was to study political change in the post-communist countries from a justice research perspective.

 On a closely related subject, Lieberman (2002) “explores the relationship between feel-
ings about political community and citizen evaluation of the state’s demands for taxation’ using
the 1997 IDASA Diversity Survey from South Africa.
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here represent a far wider cross-section of cultural and economic circumstances
than has been covered in previous research.

There is considerable variety in the menu of choices presented in the
different country surveys, hence the need to consider how much the propor-
tionality (equity), equality and needs principles are expressed in each option.
Besides, it is difficult to know how respondents from such widely different cul-
tures heard each question. The authors’ assessment is as follows.

The questions address the proportionality principle only implicitly,
through departures from it. Rules directed at equality — narrowing the distri-
bution of income — are most directly antithetical to the proportionality prin-
ciple, with “equal (or same) incomes” the strongest, “upper and lower limits”
the weakest, and “similar incomes” in between. The purest expression of the
needs principle is the minimum income question, but it is also expressed in
“lower limits” (weakest expression in the authors’ opinion) and “no limit but
help the poor” The structure of later tables reflects the authors’ judgement
about which options are closest.

Before discussing any results, some comments are in order about the stat-
istical comparisons made in this article. First, because of the number of sam-
ples and space constraints, it was impossible to include standard errors with
each mean (proportion) reported in the tables. Instead, we report only the
p-value for the test of association in a cross-tabulation. Second, where we assert
that one mean is greater than another mean, we have performed a standard
t-test against the null hypothesis of equal means and rejected the null at the
0.05 level of significance. Third, because of the lack of comparability of ques-
tions among countries, we have allowed ourselves only broad comparisons
among countries and carefully note exceptions to the patterns observed, though
we do not always note cases where the pattern is weak (i.e. where a more
rigorous statement would be that “the results from country X do not contra-
dict this pattern”).

Tables 2 and 3 present the overall response patterns for the questions
similar to those posed by the ISJP surveys. Table 2 presents results for the
countries where respondents were asked whether they agreed or disagreed with
each rule. The results from Latin America are presented separately in table 3
because the questions required a single choice from a menu of possible income
distribution rules. Also for this reason, table 3 presents lines that combine re-
sponses favouring lower (upper) limits with those favouring both upper and
lower limits in an attempt to discern total support for lower (upper) limits.

We focus first on rules that reflect the equality principle. Table 2 shows
only minimal support for “same income’; the highest figure being just 8 per
cent among employees in Ukraine. There was also minimal support for “simi-
lar incomes” in Bangladesh (4 per cent), but fairly high support in South Af-
rica (27 per cent overall or 31 per cent of yes and no answers). There was,
however, an extraordinary level of support for equality in the Argentina, Bra-
zil and Chile samples, at 23, 43 and 19 per cent, respectively (see table 3). This
degree of support is particularly striking given that it was expressed through a
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Table 2. Opinions on income limits (weighted %)

Multiple response

South Africa Bangladesh* Hungary Ukraine
employees

Upper limit on income

Yes 39.7 21.3 47.8 33.7
No 42.7 78.3 52.2 66.3
Don’t know 17.6 0.4 — —
Net score -3.0 -57.0 -4.4 -32.6
Lower limit on income

Yes 56.3 55.2 84.7 71.0
No 28.1 44.5 15.3 29.0
Don’t know 15.6 0.3 - -
Net score 28.2 10.7 69.4 42.0
No limit but help poor

Yes 64.1 80.8 71.5 59.9
No 21.4 19.2 28.5 40.1
Don’t know 14.5 0.0 - —
Net score 42.7 61.6 43.0 19.8
Similar incomes (South Africa, Bangladesh)/same income (Hungary, Ukraine)

Yes 26.7 4.0 3.5 7.7
No 60.7 95.6 96.5 92.3
Don’t know 12.6 0.4 — —
Net score -34.0 -91.6 -93.0 -84.6
Highest standard error for “Yes” 1.1 1.6 1.2 0.6
N (range for column) 2099 1011 955-993 6111

* Bangladesh results are unweighted.

Table 3. Opinions on income limits (weighted %)

Income limits Single response
Argentina Brazil Chile

(1) Both upper and lower 26.5 24.9 26.1
(2) Upper limit only 8.2 1.6 9.4
(3) Upper + Both = (1)+(2) 34.7 36.5 35.5
(4) Lower limit only 24.9 10.1 24.0
(5) Lower + Both = (1)+(4) 51.4 35.0 50.1
(6) No limits 17.5 10.9 21.8
(7) Equal incomes 22.9 42.5 18.7
N 2792 3904 1106
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single-response question.” Combined with “both upper and lower limits’; sup-
port ranged from 45 per cent in Chile to 67 per cent in Brazil.

The equality principle thus seems to be a more important determinant of
distributive judgements (with respect to this question about the society-wide
distribution) in South Africa and the three Latin American countries than in
the other countries, although it is difficult to know how much the difference
is affected by the single-response structure of the question in Latin America.
The pattern of greater support for equal or similar incomes may be connected
with the unequal distribution of income in these countries: Brazil, South Af-
rica, Chile and Argentina have the highest levels of inequality among the study
countries (roughly in order of decreasing inequality).® Indeed, Brazil and South
Africa are infamous for their histories of great inequality (Lam, 1999). In Bra-
zil, the pro-equality response can be interpreted as an anti-inequality political
position. In South Africa, the pro-equality responses are almost surely tied, at
least partly, to the great inter-racial disparities in wealth and income. The com-
munist history of Hungary and Ukraine may have had the opposite effect on
respondents from those countries, reducing support for a stated public policy
of exact or near equality of incomes.

Bangladesh has a strong capitalist tradition, which probably partly ex-
plains why support for the similar-incomes rule in that country is the weakest
of the samples considered here. In fact, support for upper limits in Bangladesh
is also the weakest among the four countries shown in table 2 (direct compari-
sons with Argentina, Brazil and Chile are impossible for upper limits).

An interesting result shown in table 2 is that, although both lower limits
and “no limit but help the poor” had strong support in all countries, the lower
limits option was considerably more popular in Hungary and Ukraine, while
“no limit but help the poor” was more popular in South Africa and Bangladesh.
Since most respondents probably realized that “lower limits” would help the
poor, it seems plausible that these differences are tied to how the “no limits”
phrase was received in different countries. In addition, the mention of the poor
—i.e. the second way of framing the question — may have boosted support for
this option in Bangladesh, since Islam explicitly encourages helping the poor.’

Table 4 presents results from Argentina, Brazil and Chile on a separate
question about whether the government should provide a minimum income to
the poor. This question is logically similar to the “no limit but help the poor”
option posed in the other countries, except that it does not contain anything

7 The degree of support for equality was so high in these three countries that it leads us to
wonder whether some aspect of the question confused respondents or induced them to favour equal-
ity. Though we are somewhat skeptical of the results, we cannot pinpoint a problem with the ques-
tion, so we leave it to subsequent research to determine whether the result is valid or an artifact of
this particular question or survey.

8 Cross-national comparisons of inequality are difficult. This one is based on comparing the
ranges of inequality estimates reported in UNU/WIDER-UNDP (2000).

® Roughly 10 per cent of the Bangladesh sample were Hindu. A separate question asked in
Bangladesh, “Do you think non-poor households should give a portion of their income or savings
each year to poor persons?’; registered almost complete unanimity in favour.
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Table 4. Opinions on minimum income and conditions (weighted %)

Argentina Brazil Chile

Should the government provide a minimum income to the poor?

Percentage responding Yes 79.2 86.1 84.6
N 2805 3976 1157
If YES, should the poor have to fulfil certain conditions to receive this income?
Percentage responding Yes 78.3 79.5 70.8
N 2178 3404 959
If YES (there should be conditions), what conditions?

First choice* First choice* First choice**
Adults work 32.5 16.3 44.3
Kids go to school 20.6 39.4 49.7
Mother stays home 5.9 10.2 26.0
Community work 14.6 10.1 26.8
Take job 23.1 20.3 48.8
Other 3.4 3.6 3.9
N 1690 2704 700
Percentage of all respondents in favour of:
No minimum income 20.8 13.9 15.4
Yes, with conditions*#* 62.0 68.4 59.9
Yes, without conditions*#* 17.2 17.7 24.7

* In Argentina and Brazil, this was a single response question. Respondents were asked to indicate only one of the
fve options, which were read aloud. Presumably respondents chose the condition they felt to be the most import-
ant. ** Multiple response question was posed as a checklist. Therefore, responses for “no” and “no response”
cannot be differentiated. The sample size is 700 for each condition. *** Calculated as follows: Percentage say-
ing yes, the government should provide a minimum income to the poor, multiplied by the fraction saying that the
poor should/should not have to fulfil certain conditions to receive this income.

similar to the “no limit” specification. As the first row of table 4 indicates, re-
spondents were overwhelmingly in favour of a minimum income, with support
ranging from 79 to 86 per cent.!’

The Latin American surveys offer deeper insight into people’s support for
minimum incomes. As shown in the second panel of table 4, the overwhelming
majority of those favouring a minimum income believe there should be some
conditions attached. The third panel suggests the levels of support for various
kinds of conditions. The most popular conditions would require the recipients
to work and their children to attend school.

Table 5 reports responses to two questions asked only in South Africa,
but similar to the minimum income question posed in Argentina, Brazil and
Chile. In this case, respondents were asked what level of governmental sup-
port should be provided to people affected by poverty. A follow-up question

10 The contrast between the overwhelming support for minimum incomes in table 4 (79 to
86 per cent) and the modest support for lower limits shown in table 3 (between 10 and 25 per cent)
can undoubtedly be traced mostly to the single-response structure of the income limits question.
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Table 5. Opinions on government assistance to the poor, South Africa (weighted %)

Should the government provide complete, some or no assistance to help people
who are affected by poverty?

Complete Some None Don’t know Total

Percentage 59.7 33.1 5.1 2.2 100.0

Supporting the poor costs money. Do you think more support should be given to
the poor even if it means that taxes must be increased for everybody earning money?

Answer to previous question

Complete Some None Don’t know Total
Yes 54.5 36.4 22.9 22.0 46.2
No 34.0 44.6 61.2 28.8 38.7
Don’t know 11.5 19.1 15.9 49.2 151
Total 100.0 100.0 100.0 100.0 100.0
N 1310 639 104 46 2099

reframed the issue by asking whether respondents were willing to help pay
for such support via increased taxes. Two simple conclusions are immediate.
First, support for government assistance to the poor was very high in South
Africa. Only 5 per cent of respondents were against it, and almost 60 per cent
favoured “complete” assistance. (By contrast, only 64 per cent favoured “no
limits but help the poor” in table 2.) Second, when the question was framed
in such a way as to make explicit the need to pay for assistance, overall sup-
port was halved, declining from 93 to 46 per cent. An interesting aspect of the
lower part of table S is that adding a financing provision induced uncertainty
rather than opposition in about 14 per cent of the respondents whose responses
to the previous question favoured assistance.

In short, tables 2 through 5 unequivocally confirm the previously ob-
served pattern emphasizing need. There are very high levels of support for “no
limits but help the poor” (South Africa, Bangladesh, Hungary, Ukraine), min-
imum income (Argentina, Brazil, Chile), and government assistance to the poor
(South Africa). In South Africa, Bangladesh, Hungary and Ukraine, there is
also strong support for lower limits. Support for upper limits, similar incomes,
and equal/same incomes is much weaker.

Demographics

Q2. Are there significant differences in the choice of distributional rules among
demographic groups?

In mainstream justice research in psychology, gender has been an import-
ant factor, not least because the perception that lower rewards for women are
fair underlies the legitimization of sex-based pay inequality (Major, 1993 and
1994). In general, women have been found to be more egalitarian and needs-
oriented than men in their preferred income allocations. There are, however,
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Table 6. Opinions favouring income limits, by sex (weighted %)

Multiple response Unique response

South Bangladesh* Hungary ~ Ukraine Argentina Brazil Chile

Africa employees
Upper limit on income Upper limit
Women 38.5 24.4 52.8 35.4 7.9 35.4 10.4
Men 411 20.1 42.9 30.1 8.6 1.7 8.4
p-value** 0.41 0.34 <0.01 <0.01 <0.01 <0.01 <0.01
Lower limit on income Lower limit
Women 55.0 58.7 85.0 70.9 21.7 9.2 20.8
Men 57.7 54.0 84.4 71.3 28.3 1.1 27.3
p-value** 0.49 0.27 0.81 0.81 <0.01 <0.01 <0.01
No limit but help poor Minimum income®**
Women 63.8 78.6 73.3 60.7 80.9 87.6 86.2
Men 64.6 81.6 69.7 58.2 77.4 84.4 83.0
p-value** 0.56 0.28 0.22 0.10 0.03 <0.01 0.27
Similar incomes (South Africa, Bangladesh)/
same income (Hungary, Ukraine) Equal incomes
Women 28.0 2.3 3.2 8.1 26.1 47.2 24.5
Men 25.2 4.6 3.9 6.9 19.6 37.1 12.8
p-valug®* 0.30 0.12 0.55 0.15 <0.01 <0.01 <0.01
No limit No limit
Women 16.4 9.4 18.4
Men 18.5 12.6 25.3
p-value** <0.01 <0.01 <0.01

N (range for column) 2099 1011 965-993 6111 2792-2805 3904-3976 1106-1157

* Bangladesh results are unweighted.  ** p-value for significance of association between sex and answers to income limit
question. *** Separate yes/no question.

cross-cultural variations in gender differences (Murphy-Berman et al., 1984).
The large first wave of the ISJP found that whether gender was a significant
predictor of distributional attitudes varied from country to country (Swift et
al., 1995).

Table 6 shows how response patterns vary between men and women.
To reduce the number of tables, table 6 and subsequent tables show only the
percentages of positive responses to the various income rules, with Argentina,
Brazil and Chile shown in the same tables, although the income limits question
required a single response in these countries. The minimum income question,
also included in the Latin American section of table 6, was a separate ques-
tion, however.!! The Latin American samples display much more variation by

" The “upper and lower limits” option — to which the responses proved generally unremarkable
—has been omitted from the Latin American results as well. For the Argentina, Brazil and Chile sam-
ples, note that the p-value for the entire contingency table for the income limits question is repeated.
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Table 7. Opinions favouring income limits, by age (weighted %)

Multiple response Unique response

South Bangladesh* Hungary  Ukraine Argentina Brazil Chile

Africa employees
Upper limit on income Upper limit
15-24 years 36.8 14.3 43.3 28.4 7.6 12.2 8.1
25-44 years 41.9 221 41.6 32.1 8.1 11.0 8.3
45-64 years 38.7 22.1 58.3 37.5 8.8 12.1 12.8
p-value** 0.24 0.22 <0.01 <0.01 <0.01 0.07 0.01
Lower limit on income Lower limit
15-24 years 53.1 57.1 82.4 73.3 2.5 9.3 29.3
25-44 years 57.7 54.5 83.4 71.7 25.6 11.4 26.4
45-64 years 57.2 56.2 87.5 69.4 26.1 8.5 15.7
p-value ** 0.51 0.77 0.19 0.17 <0.01 0.07 0.01
No limit but help poor Minimum income***
15-24 years 60.3 84.8 76.0 57.4 85.1 88.9 82.2
25-44 years 65.1 79.8 721 60.4 77.3 85.4 87.0
45-64 years 67.3 81.9 68.7 59.7 76.6 84.2 82.5
p-value ** 0.03 0.41 0.24 0.38 <0.01 <0.01 0.28
Similar incomes (South Africa, Bangladesh)/
same income (Hungary, Ukraine) Equal incomes
15-24 years 25.4 4.5 3.5 6.4 28.1 45.6 20.8
25-44 years 26.1 4.5 2.0 71 22.2 40.9 13.7
45-64 years 29.7 2.2 5.7 9.0 19.6 41.9 25.4
p-value ** 0.66 0.36 0.03 0.10 <0.01 0.07 0.01
No limit No limit
16-24 years 12.6 10.2 17.7
25-44 years 18.2 11.0 23.8
45-64 years 20.6 1.4 20.7
p-value ** <0.01 0.07 0.01
N (range for column) 2099 1011 955-993 6111 2792-2805 3904-3975 1099-1150

* Bangladesh results are unweighted.  ** p-value for significance of association between age and answers to income limit
question. *#* Sgparate yes/no question.

sex than the remaining countries. Among the other countries, only the upper
limits question in Hungary and Ukraine showed statistically significant differ-
ences, with women more likely to support upper limits by margins of 10 and
5 percentage points. By contrast, gender differences on the income question
were highly statistically significant overall, with substantial — and individually
significant — differences for lower limits in Argentina and Chile; equal incomes
in Argentina, Brazil and Chile; and no limits in Chile. Except on upper limits,
the pattern of gender differences is identical across these countries: women
were less likely to favour lower limits, much more likely to favour equal in-
comes, and less likely to support no limits.
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As mentioned above, previous research has found that women are also
more needs-oriented than men. To the extent that needs orientation is elicited
most clearly by the questions that refer to the poor (i.e. “no limits but help
the poor” and “minimum income for the poor”), table 6 confirms those ear-
lier findings weakly at best. In Argentina and Brazil, women were more likely
to support minimum incomes by modest margins of less than four percentage
points. These margins were statistically significant because of the relatively
large samples in these two countries. Elsewhere the gender gaps on the needs-
oriented questions were smaller.

Age is expected to affect distributive attitudes where there are profound
cultural and political changes over time, such that an older generation would
have a different mindset from that of the generation which has grown up in
different conditions. Table 7 reports opinions on the income rules questions by
age group. Generally speaking, the message here is that there is no dramatic
pattern related to age. Hungarians in the 45-64 age group were 15 percent-
age points more likely than those under 24 to support upper limits. The oldest
group is considerably more likely to support the needs-based rules in South
Africa (by 7 percentage points), but considerably less likely to support them
in Argentina (8 percentage points) and Brazil (5 percentage points).

Socio-economic status

Q3. Do those of lower socio-economic status favour distribution rules that
would mitigate their position, i.e. are they more likely to favour the limitation
of inequality and/or needs-based rules?

Class and education have been found to be important factors in the vari-
ation in approval of equality and inequality, and related attitudes (Swift et al.,
1995). One view is that people’s attitudes generally tend to support their own
self-interest. In other words, those who fare better (worse) in the distribution
of resources are more likely to approve (disapprove) the existing distribution
and hold supporting attitudes accordingly. However, the role of class, education
and own income in predicting attitudes has not proven to be straightforward.
Class (usually proxied by the respondents’ occupation), class identity (the class
the respondent thinks she or he belongs to), or education completed (which
is correlated with class and income) are not significant predictors of distribu-
tional preferences in all of the countries surveyed by the ISJP.

Table 8 extends this diversity of findings with respect to education to the
seven countries studied here. The principles applied in choosing educational
categories were to ensure cell sizes adequate for statistically meaningful com-
parisons and, secondarily, to reflect major steps in the educational system of
each country.”? The categories are arranged in order of increasing educational
attainment.

12 The descriptions used are those used in the countries themselves and are not uniformly con-
sistent with UNESCO'’s International Standard Classifications of Education. Accordingly, compari-
sons of cells across countries (e.g. primary education in Bangladesh and Ukraine) can be misleading.
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Table 8. Opinions favouring income limits, by educational attainment (weighted %)

Highest completed level Multiple response

Unique response

of education South  Bangladesh* Hungary ~ Ukraine Argentina Brazil Chile
Africa employees

Upper limit on income Upper limit

Less than primary 22.5

Primary 422 20.9 66.1 35.8 11.0 1.2 8.3

Incomplete/lower/

vocational secondary** 41.2  21.6 51.6

Secondary 378 226 40.3 37.6 6.3 12.6 9.6

Special secondary 38.7

University 346 19.42 28.2 27.5 4.8 1.5 10.7

p-valug*## <0.01 0.65 <0.01  <0.01 <0.01 <0.01 0.04

Lower limit on income Lower limit

Less than primary 50.4

Primary 536 54.8 86.4 56.7 20.5 7.4 18.5

Incomplete/lower/

vocational secondary** 53.1 53.2 84.9

Secondary 59.1 60.5 84.4 69.5 27.7 13.5 26.3

Special secondary 71.2

University 67.0 60.2 83.0 72.2 35.5 20.2 27.4

p-value*##* <0.01 0.28 0.86 0.02 <0.01 <0.01 0.04

No limit but help poor Minimum income?#

Less than primary 85.7

Primary 544  81.6 71.8 61.6 85.3 90.1 88.4

Incomplete/lower/

vocational secondary** 60.9  81.3 68.1

Secondary 702 758 71.8 60.5 731 80.4 83.5

Special secondary 58.3

University 75.7 76.2 79.6 61.1 71.9 73.3 80.7

p-valug*##* <0.01 0.07 0.12 0.35 <0.01 <0.01 0.15

Similar incomes (South Africa, Bangladesh)/

same income (Hungary, Ukraine) Equal incomes

Less than primary 2.7 6.4 31.4 491 26.9

Primary 38.0 3.5 8.6 10.6

Incomplete/lower/

vocational secondary** 26.8 5.8 3.2 15.6 35.2 15.5

Secondary 25.9 5.7 1.5 9.2

Special secondary 10.0 10.7 12.4 13.3

University 15.4 3.9 0.8 4.9 <0.01 <0.01 0.04

p-value*##* <0.01 0.75 <0.01 <0.01

No limit No limit

Less than primary 14.7 9.2 18.4

Primary

Incomplete/lower/

vocational secondary**

Secondary 20.0 13.2 23.9

Special secondary

University 21.7 16.2 22.4

p-valug*#* <0.01 <0.01 0.04

N (range for column) 2095 1010 953-991 6111

2745-2759 3899-3971 1105-1156

* Bangladesh results are unweighted. ** Incomplete secondary for South Africa, lower secondary for Bangladesh, voca-
tional secondary for Hungary.  *** p-value for significance of association between education and answers to income limit

question. **** Separate yes/no question.
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Three aspects of the results are consistent with the self-interest hypoth-
esis in most of the samples shown in table 8. First, in the South African, Hun-
garian and Latin American samples, less educated respondents were clearly
more likely to favour similar or equal incomes. This tendency is present but not
entirely consistent among Ukrainian employees. Second, less educated Latin
American respondents were less likely to favour “no limit” Third, less educated
respondents were generally more likely to favour upper limits, the notable ex-
ceptions occurring in Brazil and Chile. The magnitude of the difference of opin-
ion on upper limits is striking in the Hungarian data, at 38 percentage points.

With respect to “lower limit’; “no limit but help the poor’; and minimum
income, the patterns of responses by education level vary among countries.
But in every country the broad consensus on need as a principle for income
distribution, as identified above, is also found in every educational group. In
the “no limit but help the poor” and minimum income sections of table 8, the
lowest level of support is 54.1 per cent.

Experience of insecurity

Q4. Do those who experience economic insecurity tend to endorse distribu-
tion rules that would reduce such insecurity?

A more dynamic perspective on social position emphasizes the influence
of experienced economic insecurity, as opposed to the set of ideas prevailing
in a particular subgroup. Specifically, are people who experience economic in-
security more likely to favour rules, such as lower limits or minimum income,
that would directly address their (potential) need?

Tables 9 and 10 consider income rules from this perspective. Table 9,
which is restricted to employed individuals, focuses on the relationship between
perceived job security and opinions about income distribution rules. The ques-
tion about job security asks respondents to rate their own job security on a five-
point scale.”* The results show no clear pattern, though differences along this
dimension are in many cases substantial — there are many differences of more
than 5 percentage points between different job security levels (see table 9).

Another measure of economic insecurity collected by the surveys was
whether the family had enough income to buy food.!" Table 10 breaks down
opinions on income rules according to responses to this question. Support for

3 For Hungary, Argentina, Brazil and Chile, the endpoints of the scale were described as
“very unconfident” and “very confident” In South Africa the endpoints were “very pessimistic”
and “very optimistic” In Ukraine the scale was shifted somewhat toward pessimism, with endpoints
of “Confident I will keep present job” and “Expect to lose present job” The job security question
was not used in Bangladesh.

4 This question was not asked in Hungary. The frequencies on this question show anom-
alies for Bangladesh and Ukraine. In Bangladesh, one of the poorest countries in the world, only
24 respondents (2.4 per cent) said they had insufficient income to buy food. Among employees in
Ukraine only 34 respondents (0.6 per cent) said they had sufficient income to buy food. This is less
strange: monetary incomes are very low in Ukraine, but 69 per cent of the Ukraine employee sam-
ple had a “kitchen garden”

101

®ANO @



Women, gender and work

Table 9. Opinions favouring income limits, by perception of job security (weighted %)

Perception of job security Multiple response Unique response

South Hungary  Ukraine Argentina Brazil Chile

Africa employees
Upper limit on income Upper limit
Very unconfident 44.0 51.6 41.0 9.0 11.7 15
Unconfident 50.3 32.4 10.5 10.4 7.3
Neutral 451 48.3 35.9 9.2 114 10.3
Confident 38.4 43.1 33.2 7.6 12.5 9.5
Very confident 40.2 34.3 30.5 6.3 16.1 6.6
p-value* <0.01 0.06 0.08 0.38 <0.01 <0.01
Lower limit on income Lower limit
Very unconfident 67.7 78.3 68.1 25.5 2.4 5.7
Unconfident 69.4 67.8 21.4 9.5 156.3
Neutral 62.6 89.3 71.0 30.9 13.8 25.0
Confident 63.7 86.7 74.4 26.4 10.8 37.7
Very confident 65.0 83.3 69.5 28.5 13.3 17.2
p-value* <0.01 0.02 0.05 0.38 <0.01 <0.01
No limit but help poor Minimum income®**
Very unconfident 72.4 76.4 67.6 731 86.4 98.9
Unconfident 56.2 60.1 76.8 87.9 87.7
Neutral 63.6 80.1 59.4 79.1 83.6 81.6
Confident 73.5 72.2 60.0 78.1 84.0 81.0
Very confident 72.7 69.5 58.0 73.8 80.6 80.2
p-value* 0.01 0.02 0.50 0.52 0.06 0.38
Similar incomes (South Africa)/
same income (Hungary, Ukraine) Equal incomes
Very unconfident 20.9 7.4 7.9 22.4 49.8 14.9
Unconfident 6.8 1.1 25.4 40.9 8.6
Neutral 20.5 0.7 7.2 13.2 32.7 16.1
Confident 16.9 1.8 6.3 17.5 37.2 10.1
Very confident 21.5 2.3 71 17.4 30.0 15.0
p-value* 0.19 0.04 0.25 0.38 <0.01 <0.01
No limit No limit
Very unconfident 171 8.2 50.9
Unconfident 17.3 10.5 17.7
Neutral 19.5 12.3 29.9
Confident 19.9 121 23.7
Very confident 20.5 12.6 26.0
p-value* 0.38 <0.01 <0.01
N (range for column) 539 557-583 4956 1405-1410 2265-2291 580-597

* p-value for significance of association between job security and answers to income limit question. ** Separate yes/
no question.
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Table 10. Opinions favouring income limits, by food insecurity (weighted %)

Perception of job security Multiple response Unique response

South Bangladesh* Ukraine Argentina Brazil Chile

Africa employees
Upper limit on income Upper limit
Sufficient 35.0 13.0 3.1 9.9 8.4
Just enough 41.7 24.75 30.6 8.0 12.0 9.7
Insufficient 40.2 35.1 9.5 1.7 12.5
p-value** <0.01 <0.01 0.02 <0.01 <0.01 0.33
Lower limit on income Lower limit
Sufficient 51.3 52.4 39.3 114 24.9
Just enough 61.7 56.3 71.8 25.8 10.2 24.4
Insufficient 51.7 70.8 20.7 8.8 15.5
p-value** <0.01 0.58 0.74 <0.01 <0.01 0.33
No limit but help poor Minimum income™**
Sufficient 69.1 87.7 70.6 83.5 80.5
Just enough 64.5 77.8 57.9 78.6 85.5 88.5
Insufficient 59.7 60.7 81.8 90.0 85.2
p-value** 0.13 <0.01 0.22 0.01 <0.01 0.04
Similar incomes (South Africa)/
same income (Hungary, Ukraine) Equal incomes
Sufficient 21.1 3.8 15.9 37.7 18.5
Just enough 28.1 4.0 7.0 20.3 40.4 18.3
Insufficient 28.7 8.0 30.3 54.0 24.2
p-value** <0.01 0.76 0.51 <0.01 <0.01 0.33
No limit No limit
Sufficient 17.0 14.1 24.5
Just enough 17.7 10.7 18.0
Insufficient 16.6 8.8 29.4
p-value** <0.01 <0.01 0.33
N (range for column) 2099 1011 6111 2781-2795 3889-3959 1096-1144

* Bangladesh results are unweighted. ** p-value for significance of association between food security and answers to
income limit question. *** Separate yes/no question.

upper limits increases with food insecurity in every country, whereas for job
insecurity this was true only in South Africa, Hungary and Ukraine. There is
also a tendency for greater food insecurity to be associated with more support
for equality or “similar income” rules, most notably where these rules have sig-
nificant support (i.e. in South Africa, Argentina, Brazil and Chile).

Since the food security question is nearly a direct question about poverty,
it is somewhat surprising to find mixed response patterns for the need-based
rules; in South Africa and Bangladesh people who reported sufficient income
to buy food were more than 9 percentage points more likely to favour these
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rules than those with lower food security.”” The pattern for the minimum in-
come question in Latin America was more consistent with distributive judge-
ments formed in a self-interested way — people with higher food insecurity
were more likely to favour a minimum income to help the poor.

Discrimination

Q5. Is there support for active discrimination in labour markets?

Four of the surveys used for this article posed questions about support
for discrimination in hiring and pay. Since earned income is the product of the
quantity of employment and rate of pay, discrimination has direct consequences
for the distribution of income in society. However, questions framed in general
or abstract terms — such as the income rules questions used in earlier sections —
often elicit different responses from those given to questions framed in terms
of situations, such as job opportunities, about which the respondent has direct
experience (Huber and Form, 1973; Kangas, 1997).

From the standpoint of how discrimination in pay and hiring translates
into the distribution of income, the patterns of support observed for the two
types of discrimination should be similar. Despite this, respondents can apply
quite different distribution rules to these two different aspects of society (Bur-
goyne, Swift and Marshall, 1993). In psychologists’ terminology, pay and job
opportunities are indeed seen as separate resources. In the United Kingdom,
Stock (2000) found that different patterns of rules were used for the two, and,
in particular, that there was considerably greater endorsement of equality as
applied to job opportunities.

In four of the surveys analysed here, respondents were asked about their
opinions regarding whom employers should pay more than others and whom
they should favour in hiring. To that end, several paired comparisons were
made. In Ukraine, for example, respondents were asked:

In your opinion, should the following types of workers receive higher,
lower, or about the same wages/earned income as other workers, when both are
doing similar work?:

Women (compared to men);

Workers in their 50s (compared to workers in their 30s and 40s);

Workers in their 30s and 40s (compared to workers in their 20s);

Women with children (compared to single women);

Migrants from within Ukraine (compared to persons from this area);

Immigrants into Ukraine (compared to people born in Ukraine).

15 For South Africa, this pattern also emerges, albeit more weakly, from the question on gov-
ernment assistance to the poor. People who said they had sufficient income to buy food were about
6 percentage points more likely to favour such assistance than those who reported insufficient income
for food. However, those who reported insufficient income for food were 17 percentage points more
likely to favour complete assistance (and 8 percentage points more likely to answer “don’t know™).
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The questions in other countries were similarly structured, although the
social categories mentioned differed somewhat. Responses for South Africa,
Bangladesh, Hungary, and Ukraine are summarized in table 11.

With reference to the same paired groups, respondents were also asked:

In your opinion, should the following workers get preference when work-
ers are hired, followed by the same comparisons as for pay.

Allowable responses for the “women compared to men” pair included
(a) prefer women; (b) about the same; (c) prefer men. The Hungarian response
categories are not comparable to the others, since respondents replied either
yes or no. Therefore we know, say, whether the respondents want to give pref-
erence to women, but not if they want to give preference to men. Table 12 sum-
marizes respondents’ answers about discrimination in hiring for South Africa,
Bangladesh, Hungary and the Ukraine employee sample.

These questions about discrimination frame specific aspects of distribu-
tional issues differently from the more general questions about income rules.
The equality principle is framed as equal treatment — i.e. absence of discrim-
ination — rather than equal outcomes (i.e. incomes). In the questions used in
earlier sections of this article, the principle of need was expressed in various
ways. The lower limits option expresses neither whom to help, nor the means
for helping. The options described as “no limit but help the poor” specify whom
to help but no means, while the minimum income question in Latin America
and the government assistance question in South Africa specify both whom
to help (the poor) and how (government assistance). The questions about dis-
crimination do not use words, such as “poor’; that can be immediately identi-
fied with need. Instead, they specify social categories that can, in some cases,
be objectively tied to need. For example, “women with children” have more
dependants than single women. In addition, the discrimination questions spe-
cify a different means of addressing need, namely discrimination in favour of
a (needy) group.

The strongest message of tables 11 and 12 is perhaps that the principle
of equality has vastly more support in these four countries when framed in
terms of opportunities than it does when applied to the overall distribution of
income (table 2). Altogether, respondents in the four countries were asked to
make judgements about 29 pairings where a non-discriminatory option can be
identified (i.e. excluding the Hungary column of table 12). Only in four cases
was support for the non-discriminatory option less than 60 per cent; and only
in three was it less than 50 per cent. Moreover, two of these cases concern im-
migrants to South Africa. Thus, in all but those three cases, the following dis-
cussions of support for discrimination refer to significant minority views rather
than majority views. This contrast can be broadly interpreted as meaning that
unequal income distributions are viewed as acceptable so long as they are
achieved through an egalitarian (non-discriminatory) process.

Within this broad consensus of opposition to discrimination, there is con-
sistently less support for non-discriminatory hiring than for similar pay (except
Hungary, where the comparison cannot be made). The differences between
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Table 11. Opinions on discrimination in pay (weighted %)

Comparisons South Africa Bangladesh* Hungary Ukraine employees
Pay for 1st group ... Pay for 1st group ... Pay for 1st group ... Pay for 1st group ...
Less Similar More Less Similar More Less Similar More Less Similar More

Sex

Women vs men 125 773 85 86 91.1 0.3 4.1 911 48 29 875 97

Age

Younger vs older workers 9.6 785 9.7 26 912 6.2 265 65.0 8.5

Workers in 50s vs 30s-40s 3.8 856.0 11.2

Workers in 30s-40s vs 20s 1.6 84.3 141

Marital status and dependency
Women with children vs

single women 1.7 69.3 29.0 1.5 705 28.0
Married vs single 03 918 79

Minority

Romas vs non-Romas 8.8 90.3 0.9

Migrants and immigrants

Migrants vs locals 10.7 86.6 2.7
Guest workers vs

Hungary-born 24.8 733 19

Immigrants vs

born-in-country 56.4 41.8 0.2 13.3 846 21
Sample size (column range) 2099 1011 946-983 6111

* Bangladesh results are unweighted.

corresponding cells in tables 11 and 12 are small for South Africa, but range
from 10 to 20 percentage points for Ukraine and from 26 to 49 percentage
points for Bangladesh. In fact, the pattern in Bangladesh is quite striking: there
is less support for discrimination in pay than in any other country, but far more
support for discrimination in hiring than in any other country. This pattern of
greater support for discrimination in hiring than in pay is the reverse of that
observed by Stock (2000) for the United Kingdom. Thus it does appear that
access to jobs and equal pay are often treated differently in people’s mental
calculus about distributive justice, though priority between them appears to
differ among cultures.

Turning now to specific patterns of discrimination, we focus on cases
where there is asymmetry of support for the two discriminatory options, which
would tend to produce a society-wide tilt toward one group. (As noted ear-
lier, though, this is generally a matter of the balance between minority views.)
There are three notable themes here. First, if a version of the equality prin-
ciple generates the pervasive consensus in favour of non-discrimination, the
needs principle appears to be at work with respect to discrimination in hiring.
It is likely that the comparison of women with children versus single women
in Hungary and Ukraine taps into a needs orientation: both samples show
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Table 12. Opinions on discrimination in hiring (weighted %)

Comparisons South Africa Bangladesh* Hungary Ukraine employees
Prefer No Prefer Prefer No Prefer Yes No** Prefer No Prefer
1st differ- 2nd st diffe- 2nd  (Prefer 1st differ- 2nd
group ence group group ence group 1st group ence  group

group)

Sex

Women vs men 10.1 751 132 83 64.7 269 7.6 92.4 121 731 147

Age

Younger vs older workers 172 733 7.9 523 426 4.9 13.0 87.0

Workers in 50s vs 30s-40s 8.7 65.3 26.1

Workers in 30s-40s vs 20s 9.1 739 171

Marital status and dependency
Women with children vs

single women 28.2 71.8 29.0 57.6 134
Married vs single 279 634 85

Minority

Romas vs non-Romas 3.4 96.6

Migrants and immigrants

Migrants vs locals 46 709 24.5
Guest workers vs

Hungary-born 5.9 94.1

Immigrants vs

born-in-country 0.3 38.8 58.9 49 67.7 275
Sample size (column range) 2099 1011 965-978 6111

* Bangladesh results are unweighted. ** The “no” group in Hungary includes both those who think there should be no
difference in hiring between the two groups and those who think that preference should be given to the second group.

28 to 29 per cent support for favouring women with children. This is consistent
with these countries’ tradition of supporting families via significant maternity
leave and monetary benefits. It also seems probable that the married versus
single comparison in Bangladesh implicitly makes the same kind of compari-
son — people likely to have dependants against people without dependants.
Sentiment in favour of hiring preference for young workers is extremely
strong in Bangladesh, with a majority favouring this preference. A more mod-
erate tilt toward preference for the young in hiring is evident in South Africa
and Ukraine, though in the latter case it appears strongest as a preference for
middle-aged workers relative to older workers. Total fertility rates in South Af-
rica and Bangladesh are around three times the rates for Hungary and Ukraine
(Haub, 2002), an indication that families form at earlier ages in the first two
countries. It can be argued that favouring younger workers, in effect, favours
newly formed (and therefore needy) families. Thus the tilt of opinion toward
favouring younger workers in hiring seems to fit with a needs orientation.
When table 12 is compared to table 11, however, it becomes evident that
people’s judgements are more complex than simply favouring those in need in
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all settings. The tendency to favour married women and women with children
is still evident in Bangladesh, Hungary and Ukraine. But the preference for the
young is no longer evident when it comes to pay. Sentiment favouring the young
and old is roughly balanced at relatively low levels in South Africa and Bangla-
desh, but tips toward favouring older workers in Hungary and Ukraine. The latter
two countries have histories of state-controlled employment that rewarded seni-
ority, which may partly explain the different direction of preference in pay. The
contrast between preferences in hiring and pay for the young suggests a “foot
in the door” principle operating in judgements about young workers and jobs.

The second evident pattern of discrimination is apparent with respect to
those considered “outsiders” by the majority — immigrants, internal migrants
and ethnic minorities. The lower parts of tables 11 and 12 suggest that many
people feel they should have property rights over jobs in their areas or coun-
tries — that it is not fair for outsiders to have equal access to these jobs — and
that outsiders should be paid less when they do have jobs.!* In Hungary, al-
most 9 per cent of the sample was in favour of paying Romas (an ethnic mi-
nority) less than others; one quarter of those surveyed felt that guest workers
should be paid less than Hungarian-born workers. More than 10 per cent of
the Ukrainian workers felt it is acceptable to discriminate against internal mi-
grants and immigrants. A majority of South Africans supported discrimination
against immigrants.

The enormous support for discrimination against immigrants in South
Africa — with 56 per cent for pay and 59 per cent for hiring — undoubtedly re-
flects recent historical circumstances in which South Africans have attributed
high unemployment rates to immigration (Martin and Widgren, 2002). This
connection illustrates that opinions about distributional issues are not always
tied to broad, slowly changing cultural characteristics; they can change rapidly.

The third notable observation relates to sex. Patterns of support for sex
discrimination are surprising in light of the reality of male—female wage dif-
ferentials and occupational segregation. Table 11 shows that there is relatively
little expressed discrimination on the basis of sex — although a substantial wage
gap between men and women has been documented for many countries. The
South African sample had the largest share of respondents expressing support
for discrimination in pay (21 per cent), but this was split fairly evenly between
favouring men and women. There is overwhelming support for equal pay in
Bangladesh, but among the 9 per cent of respondents who favoured discrim-
ination, only a negligible number favoured women, compared with a very close
balance between favouring men and women in Hungary. There was a tilt to-
ward favouring women in Ukraine.

Consider next respondents’ opinions on gender discrimination in hiring,
as shown in table 12. Given the occupational segregation by sex that exists

16 Tt is interesting to note that, from a supply and demand viewpoint, favouring both kinds
of discrimination is inconsistent — allowing/encouraging employers to pay “outsiders” lower wages
encourages employers to hire more of them.
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world-wide (Anker, 1998), it is remarkable that substantial proportions of re-
spondents report believing that there should be no preference for men in hir-
ing. Perhaps this reflects the presence of women’s movements worldwide, and
the increasing emphasis on women’s education and employment by economic
development and population programmes in the developing countries. In any
case, among the populations sampled here it appears to a great extent to be
socially unacceptable to support discrimination against women, even when the
status quo is discrimination.

Concluding remarks

Two general findings emerge from the data examined in this article. First, as
regards general rules about income distribution, the data confirm, for a wider
range of countries, the previously observed pattern of broad consensus about
need as a principle for distributive judgements, paired with lack of consensus
about equality as a principle. Second, these data make it clear that there are
considerable cultural differences in patterns of attitudes about distributional
questions. It must be acknowledged, however, that the case for cultural differ-
ences and the pattern of differences would be clearer had questions been more
nearly equivalent in the various study countries.

A more specific finding is that the support for need-based policies can vary
dramatically with the framing of the question. In some countries, a generic “lower
limit” rule received less support than one which directly mentioned the poor or
the less well off, but more support in other countries. Another example is that
in the South African survey, support for government assistance to the poor was
halved when the question suggested that assistance be financed by income taxes.

Questions about discrimination bring distributional issues closer to home,
and among the respondents whose views are reported here, there was much
more widespread application of the equality principle when it came to job op-
portunities and pay, rather than abstract distribution rules. Clearly this is a very
different frame for thinking about distributional issues. There is a clear implica-
tion about people’s policy preferences: equality is best achieved through equal
opportunity. Nevertheless, the data appear to show that substantial minorities
of people in the countries surveyed do apply a needs principle on this scale too;
there is significant support for discrimination in favour of certain groups who
are, arguably, more needy. In addition, significant minorities favour discrimina-
tion against “outsiders” — ethnic minorities, internal migrants and immigrants.

Most of all, the PSS data analysed here are valuable for the insight they
provide into how people make distributive judgements in a wider range of eco-
nomic and social circumstances than previously surveyed.
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Distribution of income and job opportunities
Appendix

Wording of income distribution questions by country'”

Argentina, Brazil and Chile

English translation: Which of the following general principles do you mostly agree with
for the incomes of individuals? (a) There should be an upper limit for any person’s in-
come. (b) There should be a lower limit for any person’s income. (c) There should be
an upper and a lower limit for everybody. (d) There should not be any limits on any
person’s income. (¢) There should be an equal income for everybody.

Hungary

English translation: Please tell me, which of the following opinions do you agree with?
(a) There should be an upper limit for a person’s income. (b) There should be a lower
limit for a person’s income, which everybody must reach. (c) There should be no limit
or restriction on a person’s income, but there should be policies to improve the situ-
ation of the least well-off. (d) Everyone should get the same income.

Ukraine

English translation: Which of the following general rules do you agree with for the in-
comes of individuals in Ukraine? (a) There should be an upper limit for a person’s
income. (b) There should be a lower limit for a person’s income. (c) There should be
no limit or restriction on a person’s income, but there should be policies to improve the
situation of the least well off. (d) Everyone should get the same income.

Bangladesh

English original: Which of the following general rules do you agree with for the incomes
of individuals in Bangladesh? (a) There should be an upper limit for a person’s income.
(b) There should be a lower limit for a person’s income. (¢) There should be no limit or
restriction on a person’s income but there should be policies to improve the situation
of the least well-off. (d) Everyone should get a similar income.

South Africa

English original: Which of the following general principles do you personally think
should apply for incomes of individuals in South Africa? Do you think ... ? (a) There
should be an upper limit on the earned income. (b) There should be a minimal in-
come, sufficient to cover basic needs, below which nobody’s income should fall.
(c) There should be no limit or restriction on a person’s income, but there should be
policies to improve the situation of the people who are the poorest. (d) Everyone
should get a similar income. NOTE: In South Africa, the order of (a) through (d) was
rotated by interviewers.

7 The different language versions used in the national PSS questionnaires are available on
request from Deborah Levison (dlevison@hhh.umn.edu).
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Chapter 6

Missing women? The under-recording
and under-reporting of women’s work
in Malaysia

Anja Karlsson FRANCK* and Jerry OLSSON#*#*

Abstract. Common methods to collect data on women’s labour force participation
frequently result in under-reporting and under-recording of their work. Based on
fieldwork in Malaysia’s Penang state, this article presents some of the difficulties
associated with recording women’s informal work. It contributes to theorization on
the under-reporting of women’s remunerative activities in official surveys by argu-
ing that while women’s work is often devalued, under-reporting may also be the
result of women making strategic and pragmatic choices. By reporting themselves
as “housewives’, for example, they may avoid questioning their society’s gendered
norms while securing their own interests in work outside the home.

O fficial labour force data are widely acknowledged to provide inadequate

coverage of women’s informal remunerative work.! This shortcom-
ing stems from the definitions and conceptual categorizations of “work’; and
the way in which these are operationalized for data collection (Langsten and
Salem, 2008; McDowell, 1999; Standing, 1999). Normative constructions around
gender and work have important implications not only for how “work” is de-
fined (Beneria, 1999), but also for the way data are assembled, how survey
questions are phrased and the answers interpreted (Anker, 1983; Mata Green-
wood, 1999; Tomoda, 1985).

In this article, we share our experiences of the difficulties associated with
recording women’s informal work and contribute to theorizing why women
do not report their remunerative activities in official labour force surveys.
Throughout the article, we distinguish between the way women’s work is un-
der-recorded in surveys (by those administering the surveys) and the way it is
under-reported by the women themselves. Previous studies have indeed abun-
dantly emphasized how cultural norms shape the perception that women’s

Originally published in International Labour Review,Vol. 153 (2014), No. 2.

* School of Global Studies, University of Gothenburg, email: anja.franck@globalstudies.
guse. ** Department of Economy and Society, University of Gothenburg, email: jerry.olsson@
geography.gu.se.

! See, for example, Anker (1983), Bardasi et al. (2010), Beneria (1999), Chen (2001), Chen,
Sebstad and O’Connell (1999), Ghosh (1999), Psacharopoulos and Tzannatos (1989) and Tomoda
(1985).
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Women, gender and work

work is less important or less appropriate to report (Anker, 1983; Bardasi et
al., 2010; Beneria, 1999; Mata Greenwood, 1999). The objective here is not to
argue with such findings, but rather to propose that although such “devalu-
ation” of work is important, under-reporting may also result from women’s
deliberate choice not to report their remunerative activities for what we have
called “pragmatic reasons’ i.e. reasons motivated by practical or realistic objec-
tives, such as avoiding the loss of benefits (Franck, 2012). In order to examine
the (overt and covert) reasons why women refrain from reporting their labour,
we propose an approach that focuses on women’s agency.

The field work for this study was conducted in Malaysia, where female
labour force participation increased dramatically during the 1970s and 1990s
but stagnated or even declined thereafter. By 2008, women’s participation rate
was 45.7 per cent — the lowest in the Association of South East Asian Nations
(Malaysia, 2009, p. 14; ILO, 2008). Out of a female working-age population of
8.6 million, the 2008 Labour Force Survey found 4.7 million “outside the la-
bour force’ i.e. “not classified as employed or unemployed’, a category that in-
cludes “housewives, students, retired, disabled persons and those not interested
in looking for a job” (Malaysia, 2009, pp. 13 and 45). Over 3 million women
in this category stated “housework” as their main reason for not engaging in
employment (ibid., p. 200).

It is highly unlikely, however, that such a large proportion of women in Ma-
laysia would be “housewives” with no income-earning activities. Rather, as sug-
gested by Loh-Ludher (2007 and undated), the large number of women “missing”
from the labour force more likely indicates women’s large-scale participation in
the informal economy. This is also acknowledged in the Labour Force Survey
Report 2008 itself and in the Ninth Malaysia Plan 2006-10 (Malaysia, 2009 and
2006).2 Yet, despite recognition of the importance of the informal economy for
women’s employment in Malaysia, academic studies on this topic remain scarce
(Xavier, 2008) and reliable data are hard to come by. The Labour Force Survey
Report 2008 does, however, provide some indication of patterns of informal work
through data on the employment categories of “own-account worker” and “un-
paid family worker’? which suggest that women move from formal to informal
employment over their life course (Malaysia, 2009, p. 164; for further discussion,
see Franck, 2012).* The field work for this study was conducted with a focus on
this continuum of formal and informal work (Chen, 2007).

2 The former states that women who are currently housewives “have the potential to enter
the labour market especially through informal jobs such as tailoring, selling delicacies, providing
child care and others” (Malaysia, 2009, p. 22).

3 Employed persons are differentiated into four categories according to their employment
status, namely: employer, employee, own account worker and unpaid family worker (Malaysia,
2009, pp. 47-48).

* The categories of self-employed/own-account and unpaid family workers are often used
as proxies for informal work, but this results in significant underestimation because it excludes the
large number of workers who are informal employees (ILO, 2007).
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The under-recording of women’s work

The way labour market statistics are measured and recorded in surveys in de-
veloping and transition countries is subject to great variations. Previous studies
have demonstrated that the reporting of women’s work is particularly sensitive
to the survey methods used and the wording of questions (Bardasi et al., 2010;
Chen, Sebstad and O’Connell, 1999; Mata Greenwood, 1999). Standard ques-
tions, such as “Did you work in the last seven days?’, typically produce results
which undercount women’s work — particularly in settings where women are
engaged in multiple income-earning activities, informal and seasonal work and
in activities that are not directly remunerated. A more reliable way of capturing
women’s various remunerative activities would therefore be to extend the pe-
riod covered or to use a time allocation approach or a list of activities (Don-
ahoe, 1999; Tomoda, 1985). Time use surveys, which have been conducted since
the 1920s, may indeed provide better data on women’s work (see Juster and
Stafford, 1991, for a review). As pointed out by Beneria (1999), however, such
surveys seldom include a specifically feminist perspective regarding their impli-
cations for women. Time use surveys have also, to a large extent, been used in
the mobility research literature, focusing on women’s travel activities, mobility
patterns, and space time constraints (Hanson, 2010; Olsson, 2012; Schwanen,
Kwan and Ren, 2008).

The emphasis on work, job, and main activity to define employment sta-
tus in labour force surveys poses a problem. In particular, it has been found to
produce greater variations in female relative to male statistics — due to women’s
widespread engagement in unpaid agricultural and family work (Bardasi et al.,
2010). While broader definitions of work are becoming more widely accepted,’
along with revised wording of labour force survey questions, this may still be
ineffective for capturing many activities because: “[a]sking about ‘main ac-
tivity’ may lead many women to report themselves as ‘housewives’, although
they produce food or other goods that are sold in the market” (Langsten and
Salem, 2008, p. 285, citing Anker, Kahn and Gupta, 1987). Economically active
women may thus be considered inactive because they do not think of them-
selves as working. However, women are rarely — if ever — “unemployed” in
their lives (Ghosh, 2002); and so-called “housewives” are often employed in
both full-time and part-time informal economic activities (Chen, Sebstad and
O’Connell, 1999; Martin and Polivka, 1995).

Ultimately, each household member above a certain age should be ques-
tioned directly for the purposes of the labour force survey although it is com-
mon to ask only the household head (a proxy) about the employment of other
household members (Anker, 1983; Bardasi et al., 2010). Labour force survey
guidelines warn that proxy respondents do not always provide accurate infor-
mation, and this can cause gender biases (Hussmanns, Mehran and Verma,

° See, in particular, the Resolution concerning statistics of employment in the informal sector,
adopted by the 15th International Conference of Labour Statisticians (ICLS) in 1993, and the Guide-
lines concerning a statistical definition of informal employment, adopted by the 17th ICLS in 2003.
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1990, cited in Bardasi et al., 2010, p. 8). It is generally believed that male re-
spondents are more likely to understate the labour force activity of female
household members than vice versa (Anker, 1983). Furthermore, when inter-
views are conducted in the presence of others, the respondents may keep silent
(indicating the sensitiveness of certain questions) or be influenced by other
persons present (ibid.). Additionally, interviewers usually have a different
socio-economic background from that of respondents and may act in a con-
descending manner, biasing results by steering respondents towards what they
consider to be the correct answer. Anker stresses that this often implies an
underestimation of female labour force activity. Male interviewers are also
believed to be more likely to hold a preconceived idea of women as “house-
wives’, biasing female labour force activity rates negatively, although the
statistical evidence on this point is scarce (ibid.).

The under-reporting of women’s work

The agency perspective, we suggest, has several advantages when analysing
the under-reporting of women’s work. There is no doubt that women face dis-
advantage and discrimination in the labour market and that women’s work is
surrounded by norms that effectively “minimize” and “domesticate” their la-
bour (Domosh and Seager, 2001). However, women are also “a social force
capable of acting in their own interest” (Gills, 2002, p. 109). Therefore, by rec-
ognizing women as “active agents of change” — as opposed to seeing them as
mere “patients” or “recipients” in the development process (Sen, 1999) — we
can gain further understanding into why women are not reporting their la-
bour. In relation to women in developing countries, the agency perspective
further offers the potential to move beyond the “myth” of the “average Third
World woman” (Mohanty, 2006, p. 22) — a woman whose actions are largely
analysed in terms of her being victimized, ignorant, poor, tradition-bound, do-
mestic and family-oriented.

Inspired by Kabeer’s (1999) notion of how we can understand women’s
ability to exercise choice, agency is here not simply approached in terms of a
person’s observable actions, but also in terms of the meaning, motivation and
purpose which people bring to their activities, thus also including their sense of
agency. A person’s sense of agency can be conceptualized by reference to Sen’s
notion of perceived entitlements (Sen, 1999, p. 193). Perceived entitlements in-
volve a person’s perception of her/his own entitlements vis-a-vis those of other
household members — such as the right to earn an independent income and
work outside the household. People’s perceived entitlements are also inher-
ently linked to their perceived contribution to the household commons: if a
person is perceived to make important contributions that person will be better
positioned to bargain. But it is not uncommon for perceived contributions to
diverge from actual contributions where women’s unpaid care, domestic work
and contributing family work are typically undervalued, thereby undermining
the legitimacy of their claims (Agarwal, 1997). Sen (1990) further argues that
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a woman may, unconsciously, adjust her behaviour if she perceives that her
own well-being is not valued as highly as that of others. Importantly, therefore,
the absence of protest does not necessarily imply an absence of inequality. As
Agarwal points out, we need to be cautious when interpreting women’s re-
sponses to oppression as they may include both overt and covert expressions of
disaffection with the gendered order (Agarwal, 1997, p. 23). This, we suggest, is
also relevant to the reasons why women are not reporting their labour or why
they report it as “housework’ Previous studies have emphasized that such un-
der-reporting tends to reflect norms which render women’s work less important
or less appropriate to report (Anker, 1983; Bardasi et al., 2010; Mata Green-
wood, 1999). However, by paying closer attention to women as active agents
—i.e. people who act in their own interest and who employ various overt and
covert strategies in the face of oppression and contemporary gender relations —
we can gain a deeper understanding of what motivates their choices. Clearly,
as Agarwal (1997) also points out, it is very difficult to evaluate from observa-
tion — or even from interviews — why women make particular choices in the
face of oppression. Nonetheless, the above approach offers some relief from
the commonly held view that women are inherently altruistic and victimized.

Methodology and background of the study

The field work for this study consisted largely of individual interviews con-
ducted in the state of Penang on the north-western coast of Peninsular Ma-
laysia between 2009 and 2011. Individual interviews were conducted with
80 women in four locations in Penang Island and in Bukit Mertajam on
the mainland. The respondents included women working as street hawkers/
vendors, informal employees and home-based workers. All of the women in-
terviewed were informal workers, engaged in various remunerative activities
whose common characteristic was their lack of legal recognition, regulation
and protection (Lloyd-Evans, 2008). While this was a common denominator,
many of the interviewed women worked in establishments/businesses that were
in fact licensed.®

The interview guide used both semi-closed/closed and open-ended ques-
tions. Apart from recording basic data (age, ethnicity, marital status, educa-
tional attainment, etc.), the questions were aimed at eliciting information on
the respondents’ labour force history, the factors which influenced their la-
bour market decisions, how they handled the work—family relationship, and
their current working conditions. The interview guide was slightly altered be-
tween the first visit and the follow-up visits. Based on the experience gained
from the first visit, the wording of some questions was changed, and follow-
up questions and some new questions were added (e.g. entrepreneurship, gen-
dered relations in the household). Some women were interviewed on several

% Hawkers, petty traders and small-scale businesses are required to obtain a licence from
the Municipal Council.
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occasions, depending on their availability and the need to supplement the in-
formation already gathered on specific topics. The difficulties encountered
in collecting and analysing the data on women’s informal work are discussed in
the following sections.

The challenges of recording accurate data
on women’s work

Employment status

We encountered numerous difficulties when trying to code the primary data for
employment status using the definitions provided in Malaysia’s Labour Force
Survey Report 2008." Since the latter assigns each person a single employment
status, we did so as well, though many of our respondents performed several
types of work, making it difficult to establish their main activity. The resulting
categorization is reported in table 1.

According to the Labour Force Survey, a person who operates a business
and employs someone else is an employer. In many cases, however, the women
who operate a business and actually employ people are not the registered (of-
ficial) owners. Instead, the registered owner of the business is typically a male
relative — the husband, father or son. For example, Shariza® was a 48-year-old
Malay woman who operated a restaurant with six employees. When asked
about her work, she stated that “this is my husband’s restaurant so I work for
him” This could place her in the category of “unpaid family worker” — but
Shariza reported that she received a monthly pay, which would instead make
her an “employee” That said, it is not clear from the interview whether the
monthly pay was being paid directly to her. When asked about her taxes she
replied that she did not pay the taxes but that her husband did that. This sug-
gests that the money they took out of the husband’s company on a monthly
basis went to the household’s common budget rather than being paid out in
the form of personal wages. Also, classifying Shariza as an “employee” does
not accurately reflect her function in the restaurant. Indeed, although her hus-
band was the registered owner, she ran the business and made the decisions
on hiring. In table 1, she is therefore classified in the category “employer” —
as this best reflects her actual status. But Shariza was also engaged in other
remunerative activities. Together, she and her husband rented out apartments
in which she did the cleaning. Her overall weekly working time in these two

"The Labour Force Survey Report uses the following classification: “ Employer: A person who
operates a business, a plantation or other trades and employs one or more workers to help him; Em-
ployee: A person who works for a public or private employer and receives regular remuneration in
wages, salary, commission, tips or payment in kind; Own account worker: A person who operates his
own farm, business or trade without employing any paid workers in the conduct of his farm, trade
or business; Unpaid family worker: A person who works without pay or wages on a farm, business
or trade operated by another member of the family (Malaysia, 2009, pp. 47-48).

8 All respondents are kept anonymous and the names given here are fictive.
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Table 1. Respondents’ employment status by age group and ethnicity (numbers)

Employment status Age Ethnicity
Malaysian ~ Chinese Indian Migrant Total
Employer <20
20-39 3 3
40-59 2 2
>60
Employee <20 1 1
20-39 3 2 1 6
40-59 4 1 1 2 8
>60 1 1
Own-account <20
20-39 8 1 1 3 13
40-59 22 7 3 32
>60 5 4 1 10
Unpaid family worker <20 1 1
20-39 2 2
40-59 1 1
>60
Total 52 15 7 6 n=280

businesses totalled 57 hours — but when asked to specify which job title she
would use when filling out an official form, her response was “housewife”
This would place her in the category “outside the labour force”

Distinguishing between own-account and unpaid family workers often
proved difficult. Many of the women worked in family businesses managed
by the husband and wife together. Since the husband was often the registered
owner, the wife was commonly perceived as a “helper’; although she performed
the same duties as the husband and their income was joint. One woman who
operated a butcher’s stall with her husband stated that she was only helping
him. When asked how long she had “helped” her husband, she stated: “Twenty-
four years already”

Previous and current labour market experiences

Apart from data on current labour force activities, the Labour Force Sur-
vey also provides data on the previous labour force experiences of those
currently “outside the labour force” (Malaysia, 2009). These data must be ap-
proached with caution, however. The interview guide for our study contained
explicit questions regarding previous labour market experiences, e.g. “Have
you ever had a formal sector job? In that case, which job?” It turned out
that these questions were inadequately phrased for capturing previous experi-
ences because the women seemed to distinguish between their labour market
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experiences prior to and after marriage. This discovery was made during an
early interview, in the course of which the respondent first answered that she
did not have any labour market experience, but later mentioned that she had
retirement savings from her former job. When asked the above question once
more she stated that she did not think that her experiences prior to marriage
mattered. During later interviews, the question was therefore clarified: “Have
you ever had a formal sector job — also before marriage? In that case, which
job?” In the revised interview guide this question was addressed by triangulat-
ing with two additional questions: “When you got married, did you continue
to work? When you had children, did you continue to work?” According to
Malaysia’s 2008 Labour Force Survey, 40 per cent of the women who were
outside the labour force had had previous labour market experiences (ibid.,
p. 204). Although our sample is small, we find a much higher proportion:
75 per cent of the women outside the labour force reported that they had pre-
viously held formal employment, while the majority of the remaining 25 per
cent had worked in informal jobs.

There were similar difficulties in recording current labour force participa-
tion. It turned out that women who first responded that they only had orne job
were in fact engaged in several additional remunerative activities (e.g. baby-sit-
ting, cooking for delivery, drying fish, tailoring, renting out rooms). These “ad-
ditional” activities were revealed mostly amongst those who were interviewed
on several occasions. One example is that of 56-year-old Noraida. During our
first encounter she sold kuih muih (finger food) in a morning market. When
asked whether she had additional jobs, she responded: “No, only this. After this
I have to cook and prepare so there is no time.” During our next meeting, this
time around Ramadan, she also operated a portable stall in the street selling
packages of nasi lemak (breakfast rice). Once more she was asked whether
she had more than one job and responded: “No, only this.” During a third
visit, she was asked to specify all her income earning activities during the past
12 months. She then reported her kuih muih and nasi lemak businesses, but
also that she earned money from drying fish for sale in her back yard and from
renting out a room in their house. It further transpired that she contributed
around 80 per cent of total household income. Eliciting and recording infor-
mation on previous and current income earning activities was thus a bit like
doing a jigsaw puzzle — with new pieces falling into place when we extended
the question to include all remunerative activities performed over the last
12 months (since not all of these activities were regular).

The problems of under-reporting

Hawker, helper or housewife?

All respondents were asked to state the title they would use to describe them-
selves. The main reason for asking this question was to understand how the
women would categorize their own work. While the Labour Force Survey does
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not ask “Which is the job title you would use?’; the answers to such a ques-
tion can inform us about how the women view their informal activities. Around
70 per cent of the women stated titles such as hawker, self-employed, business
woman, or market worker. However, 26 per cent of them stated that they were
not working — but were instead “housewives” (for the most part) or “helpers”
It should indeed be recalled that all of the women were interviewed in their
place of work (the Labour Force Survey is, by contrast, performed in their
home). The 21 women who stated that they were not working included women
from all ethnic groups, ages and employment statuses. Regarding the latter, the
most distinct pattern was the prevalence of the answer “housewife” among
those whom we eventually classified as unpaid family workers in table 1 (but
also among employers, own-account workers and employees). Younger women
more commonly reported themselves as “housewife” than older women; and
this was also more common among the ethnic Malaysians — relative to the Chi-
nese, Indian and migrant categories. The way respondents sometimes perceived
the economic activities of other women as “non-work” or even “housework” is
captured in the answers given by a 34-year-old ethnic Chinese woman work-
ing at her parents’ food stall in a market:

Question: So, does your mother work?

Answer: No, my mother is a housewife. Actually this is my parents’ business.
Q: But does your mother work here too?

A:Yes, yes.

Q: What is the title you would use about your father?

A:Hawker. Actually here [in the stall] my father cooks and my mother sells.
Q: But your mother is a housewife?

A: Housewife and sometimes she helps here [in the stall] ... Actually she is a
housewife and then if my father alone can’t cook and sell [the food] then my
mother helps him.

Q: And how many hours do your father and mother work here?
A: Around four to five hours [per day].

Q: Both of them?

A:Yes.

Q: So, they work the same hours?

A:Yes.

Why housewife?

There was a wide variety of reasons expressed for why the women used the
title “housewife” Sometimes it reflected the view that they were “not really
working” One ethnic Indian woman working in a vegetable stall stated: “I am
not working! In the past I was a housewife, now I am just helping my son!”
Another woman, who worked as a food vendor, stated that she used the title
“housewife” because: “It’s only a little business. It’s not serious.” For other
women it had to do with the irregularity of income. One respondent selling
clothes in a market stated it was “because the business is not doing so good
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— s0 it’s better to put housewife.” When asked if she would call what she did
“work” she responded: “Yes ... If I get a stable and steady income then maybe
I will put that in the form.” Some respondents made the explicit link between
calling themselves a housewife and their “lack of skills” or formal training. One
woman, who had been a hawker for 15 years and worked 12 hours per day in
two different markets, stated that she would use the title “housewife” when fill-
ing out a form because: “I don’t feel qualified to call myself a businesswoman”
These responses could be interpreted along the traditional lines of women
not reporting the true nature of their activities because of norms that tend to
undervalue their labour. However, in the light of the argument made above
— that women may also use various covert strategies to secure their self-
interest — the answers can be interpreted differently. In Malaysia, women are
largely expected to conform to traditional gender roles (Abdullah, Noor and
Wok, 2008), whereby the husband is the “head of the household” and, in this
capacity, makes the decisions regarding his wife’s employment (Lie and Lund,
1994). A number of women reported that their husbands would not let them take
up paid employment, not only for want of childcare facilities but also on account
of normative perceptions surrounding the inappropriateness of wives working in
public locations and travelling to/from work on their own (Franck, 2011). How-
ever, the husbands did not object to their wives working in public locations like
the residential area market or the streets. In other words, these places were per-
ceived as spaces somehow in-between the private and the public, where the wife
could work whilst still complying with gendered norms (Yasmeen, 2006). By con-
structing their informal remunerative activities as an extension of their house-
work (Loh-Ludher, undated) through calling themselves “housewives” rather
than “hawker” or “general worker’; the women were thus able to avoid conflict
with traditional gender roles and secure access to work in public places.
During our field work it also became clear that many women distinguished
between the answers they were willing to give to us and those they would give
in a survey performed by the authorities. One woman, running a mobile food
stall, stated she would use the title “businesswoman” in our survey, but: “If
they do a survey from the government I would not say I am doing business,
I would say housewife.” The revised interview guide used during subsequent
visits therefore contained an additional question: “Which is the job title you
would use when filling out an official survey or form?” In response to the first
question, three women stated “housewife’] while nine women stated “house-
wife” in reply to the follow-up question. Although our sample is very small,
this nonetheless supports the idea that women may be less inclined to report
their work to the authorities. In several cases, the decision not to report their
labour to the authorities — and to report themselves as housewives instead —
reflected a wish to avoid losing access to benefits or to increase their costs of
living. One 60-year-old street hawker, for example, reported that she would
state “housewife” in an official survey “because I don’t do this all the time and
if T get sick and I can’t work anymore then they are still going to think I am
doing business.” A 44-year-old tailor responded: “Because when you say you
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are working, that you have two incomes in the house, then it’s hard for you to
apply for any help ... with taxes ... or scholarships ... for school. They think
you have more money.” Although such reasoning might not be accurate (in
the sense that these losses may not occur as a result of reporting their work),
the fact that women may perceive it as a realistic threat needs to be factored
into theorizing around the under-reporting of their work.

Concluding remarks

It is difficult and arduous to capture women’s labour force participation in
developing or transition economies, as common employment data collection
methods suffer from many shortcomings in this respect. Based on field work
in Malaysia’s Penang state, this article has presented the practical difficulties
involved in trying to record women’s informal work and, in doing so, has at-
tempted to improve the theoretical understanding of why women do not re-
port their remunerative activities in official labour force surveys. On the one
hand, our findings have illustrated the complexities involved when trying to
record women’s work — from the difficulty of establishing respondents’ cor-
rect employment status to the distinction between previous and present labour
market participation, and the identification of additional remunerative and un-
paid activities. On the other hand, and of central importance to the theoriza-
tion of women’s reluctance to report their remunerative activities, our findings
have also shown that awarding women a role as “active agents” allows them
to be seen to have a number of pragmatic reasons not to report their labour.
This may involve a perception that reporting their work may lead to economic
losses and/or reflect strategies to secure self-interest within the household bar-
gaining process. Regarding the latter, our study has shown that women may
strategically label their activities as “housework” as a means of gaining access
to work in public places while appearing to comply with the norm that their
actual place is in the home or that the man is the family breadwinner. Future
research viewing women as pragmatic agents (not only as victims) could fur-
ther enhance our theoretical understanding of the under-recording and under-
reporting of women’s work in labour force data.
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Chapter 7

Life domain preferences among women
and men in Israel: The effects
of socio-economic variables

Moshe SHARABI*

Abstract. Based on the findings of the 2006 “Meaning of Work” survey, this art-
icle examines the relative “life domain centrality” of work, family, leisure, com-
munity and religion across a representative sample of the Israeli labour force
comprising 463 men and 446 women. While confirming that family centrality re-
mained stronger among women than men, male and female respondents ranked
work equally high, marking a departure from women’s traditionally weaker pref-
erence for this life domain. Regression analysis identifies socio-economic factors
that partially explain the attitudinal differences between men and women. Overall,
the results suggest a growing risk of work—family conflict among Israeli women.

One of the most meaningful global economic and social changes in recent
decades has been the increase in women’s labour force participation
(Lips and Lawson, 2009). The historically gendered division of labour, whereby
men were breadwinners and women were homemakers, changed dramatically
over the course of the twentieth century (Laville, 1999; Lachance-Grzela and
Bouchard, 2010). In recent decades, women have been entering the global work-
force at a rapid rate (Carli, 2010; Lachance-Grzela and Bouchard, 2010). In the
United States, women’s labour force participation rose to about 59 per cent
in 2010 (US Bureau of Labor Statistics, 2011). In China, women account for
46 per cent of the workforce (Carli, 2010). And, more generally, in over 60 per
cent of the countries surveyed by the United Nations Statistics Division in the
late 2000s, the majority of women were economically active (Lips and Lawson,
2009). This trend has been accompanied by an increase in women’s educational
attainment, occupational status, income and expectations (Laville, 1999; Carli,
2010; Lips and Lawson, 2009). This, in turn, raises the chances of work-fam-
ily conflict for both women and men (Cousins and Tang, 2004; Hoobler, Wayne
and Lemmon, 2009; Westman and Etzion, 2005). Indeed, these changes affect
women’s expectations regarding the centrality of work, family, leisure and other
life domains.

Originally published in International Labour Review, Vol. 154 (2015), No. 4.
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Weber’s (1930) seminal work, The Protestant ethic and the spirit of capit-
alism, focused on the relationship between the Protestant work ethic, which
conceives work to be of supreme value both in an individual’s life and to soci-
ety, and the degree of prosperity of societies that upheld that ethic. Over the
course of time, the values of both individuals and societies change, entailing
changes in people’s work, family and leisure values that can affect the eco-
nomic success of organizations and societies (Sharabi and Harpaz, 2007 and
2010). Among both men and women, changes in gender role socialization and
expectations regarding work and family life are related to social, economic and
political factors which can thus help explain the changes in work values among
societal subgroups as well as whole societies (Abramson and Inglehart, 1995;
Hesse-Biber and Carter, 2004; Sharabi and Harpaz, 2007 and 2009a).

Within this broad analytical framework, this article explores the central-
ity of major life domains among men and women in Israel and explains gender
differences by using regression analysis to evaluate the influence of socio-eco-
nomic variables on those life domains. The remainder of the article is organized
into five main sections. The first briefly reviews the developments and factors
that have shaped societal change in Israel in recent decades. The second sec-
tion considers the findings of previous research on life domain centrality, the
nexus of work, family and gender, and other determinants of work and family
centrality in developed countries. This literature review leads to the formula-
tion of several research hypotheses. The third section presents the data and
methodology, while the fourth reports the findings of this research. The fifth
section discusses the findings and concludes.

The Israeli context

Since the establishment of the State of Israel in 1948, the economy has grown
at a rapid rate. Until the worldwide recession of the mid-1970s, the economy
grew about 10 per cent per year and since then, average economic growth has
been higher than in most developed countries (Sharabi and Harpaz, 2010;
Tzafrir, Meshoulam and Baruch, 2007). Since the 1970s, Israel has shifted from
a centralized socialistic economy, with virtually guaranteed employment for all,
to a capitalist market economy (Harpaz, 2008; Sharabi, 2008). Since the begin-
ning of the 1990s, globalization has benefited Israel’s economy and society by
promoting the country’s trade, its high-technology industry, increased foreign
investment, and the rapid development of an information society. However, it
has also had negative effects, especially in terms of rising unemployment, de-
clining trade unions, and worsening working conditions (Harpaz, 2008).
Ben-David (2003) notes that the last four decades of the twentieth century
witnessed a decrease in male labour force participation rates while the propor-
tion of women in the labour market increased steadily. In the 1960s, the norm
was that a woman’s role was to be a housewife while a man’s role was to work
outside the home to provide income and economic benefits for the family. In the
1970s, however, there was an increasing awareness of the need for women’s em-
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ployment outside the home. By the 1980s, their labour force participation was
increasing rapidly. From 26 per cent in the early 1960s, female participation thus
grew to 36 per cent in the early 1980s, about 40 per cent in the early 1990s, and
about 50 per cent by the end of that decade. During this period, women’s roles
in the workforce became more and more meaningful, and their representation
in managerial positions also increased significantly (ibid.).

Similar to the trends observed in other countries (Carli, 2010; Lips and
Lawson, 2009), these social changes in Israel have been driven by several fac-
tors. The first was the steady increase in the standard of living and consump-
tion, which required reliance on two family incomes in order to maintain the
normative standard. The second factor was women’s growing expectation of
self-fulfilment beyond the family, mainly driven by the rise in their educa-
tional attainment. The third factor was the development of support systems
that allowed women to work full time (kindergarten until the late afternoon
and throughout the year, after-school activities, cooperative spouses, etc.). The
fourth factor was the increasing rate of divorce, which created pressure for sin-
gle parents to spend more hours at work in order to pay the economic costs.
Finally, social changes have of course also been driven by recognition of the
fact that women are an important human resource for organizational success
and that economic achievement depends on their participation at all levels
of the labour market and in the armed forces (Sharabi and Harpaz, 2009b).

Centrality of work, family and other life domains

In the industrialized and post-industrialized world, work plays a central role
in the life of individuals and in society in general. According to the European
Values Survey, less than 20 per cent of the respondents in almost all European
countries indicated that work was not very important or not important at all in
their life (Davoine and Méda, 2010). In central and eastern European countries
and in southern Europe, the majority of the survey respondents do not wish to
reduce the importance of work in their life (see idem, 2009).

For most people, the meaning of work has generally been explained in
terms of three points of view: the most prominent is the economic or instru-
mental view; the second sees commitment to work as part of human nature
and human needs; while the third sees it as socio-psychological (Sharabi and
Harpaz,2007). Work itself fills many hours of an individual’s life. Beyond work
per se, employees invest many additional hours in furthering their education,
training, upgrading their qualifications and searching for jobs, so that about a
third of a person’s actual waking hours over their life cycle are related to work-
ing life. The time and effort that an individual spends in work-related activ-
ities is often at the expense of other life domains, such as family and leisure.

Studies by Dubin, Hedley and Taveggia (1976) regarding work as a
“central life interest” contributed to the development of the concept of work
centrality, which refers to the degree of general importance attributed to work
in one’s life at a given time. Work centrality has thus been defined in terms of
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the general importance of work in an individual’s life compared to other activ-
ities such as leisure or spending time with friends or family (Kanungo, 1982).
In practice, work centrality has usually been conceptualized through two main
approaches. The first is relative work centrality, which compares the importance
of work to the relative importance of other major life domains or roles, such as
family, leisure, community, and religion. The evaluative framework this implies
is complex but structured, involving self and work versus self and other major
life domains (MOW, 1987; Kanungo, 1982; Mercure, Vultur and Fleury, 2012).
The second approach is absolute work centrality, which focuses on the mean-
ing and importance of work to the individual, without reference to compara-
tive standards, hence an absolute or scaled measure of work centrality (MOW,
1987; Mercure, Vultur and Fleury, 2012).

Several studies have attempted to assess the importance of work, fam-
ily and other important aspects of people’s lives. In the “Meaning of Work”
project conducted in the early 1980s (MOW, 1987), respondents from Bel-
gium, Germany, Israel, the Netherlands, the United Kingdom and the United
States ranked family as the most important aspect of life, before work, leis-
ure, community, and religion. Only in Japan and Yugoslavia did work rank
first, before family.! In all eight countries surveyed, leisure was ranked third.
A second examination of the meaning of work in Belgium, Germany, Israel,
Japan and the United States carried out in the late 1980s and early 1990s
showed a similar pattern: work was ranked second in importance, following
family, in all countries except Germany, where leisure was second to fam-
ily and work came third (Harpaz and Fu, 2002; Sharabi and Harpaz, 2007).
Based on the European Values Survey of the early 1990s, Harding and Hik-
spoors (1995) found that work was ranked second in importance to fam-
ily in all 13 countries covered by the survey. More recent findings among
professional employees in Germany, Poland and Russia indicate that fam-
ily ranks first in all three countries, followed by work and leisure, with com-
munity and religion at the bottom of the ranking (Kuchinke et al., 2009). A
similar ranking of family, work and leisure was found among mid-level pro-
fessional employees in the United States, Germany, the Republic of Korea,
Poland, Hungary, Kyrgyzstan, the Russian Federation and Brazil (Kuchinke
et al., 2011). Davoine and Méda (2009) found that family came first in the
hierarchy of “spheres of life” across Europe. Work was ranked second, higher
than friends, religion or politics, except in a few countries where leisure was
deemed more important than work.

Changes in the centrality of work, family and leisure

The 1980s witnessed a significant decline in the importance of work in the
United States and Germany, and a marginal decline in Japan (Sharabi and Har-
paz,2007). This trend decline in work centrality and the work ethic in developed

! A similarly uncommon ranking was found in China at the end of the 1990s (see Westwood
and Lok, 2003).
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countries has been widely documented over the past three decades, in conjunc-
tion with the reduction of working time and the development of a culture of
leisure (Haworth, 1997; Peterson and Ruiz-Quintanilla, 2003; Smola and Sut-
ton, 2002; Twenge et al., 2010; Davoine and Méda, 2010). Twenge et al. (2010)
compared the values of high school seniors in the United States based on cross-
sectional studies conducted in 1976 (baby boomers), 1991 (Generation X) and
2006 (Generation Y/Me). They discovered that between 1976 and 2006, every
new generation attached higher importance to leisure values and lower import-
ance to work. Chao (2005) concluded that the baby boomer generation in the
United States lived to work while “Generation X” worked to live and “Gener-
ation Y/Me” — today’s young individualistic workers — is more interested in having
their work meet their family and leisure needs. Based on data from 1981, 1990
and 1999, Davoine and Méda (2010) identified an increase in the percentage of
people wishing to reduce the importance of work in their lives in most Euro-
pean countries. This trend was more pronounced between 1990 and 1999 and
particularly notable in France, the United Kingdom, Sweden, Belgium, Ireland
and Austria, while Spain and Portugal displayed the opposite trend.

Family centrality has generally remained high and stable over the past
three decades. Throughout the 1980s, its ranking did not change in the United
States, Japan, Israel and Germany (Sharabi and Harpaz, 2007). According to
the more recent findings of the European Values Survey, over 90 per cent of
respondents in all European countries indicated that family was very import-
ant or quite important in their life (Davoine and Méda, 2010). Although “Gen-
eration X” and especially “Generation Y/Me” are looking to achieve a better
work-family balance, they attach similar importance to family life (Chao, 2005;
Twenge et al., 2010). The young generation has a longer adolescence than pre-
vious generations, and it is delaying marriage and childbearing to a later age
for the sake of leisure time and friends; these young people have fewer chil-
dren, although their family orientation is just as strong as that of previous gen-
erations (Smola and Sutton, 2002; Leask, Fyall and Barron, 2013; Chao, 2005).

Work, family and gender

It has long been debated whether gender roles are a product of socializa-
tion or biological differences. Evolutionary and socio-biological approaches
claim that “women’s nature” makes them more capable of domestic chores
and raising children than men, and less suited to work that requires competi-
tiveness, aggressiveness and organizational politics. However, many other stud-
ies argue that gender roles are the result of socialization processes which take
place throughout each individual’s life, especially during early childhood
(e.g. Lachance-Grzela and Bouchard, 2010; Lips and Lawson, 2009). These stud-
ies see gender differences as being dependent on culture and therefore change-
able over time with shifting social trends: gender-role socialization thus guides
individuals to occupations perceived as “feminine” or “masculine” at a given
time (Hesse-Biber and Carter, 2004).
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Several studies have found that work centrality is significantly weaker
among women than among men (Harpaz, 1990; Kuchinke et al., 2009; Mann-
heim, Baruch and Tal, 1997). In Israeli samples from 1981 and 1993, this dif-
ference was significant, especially among men and women with children (Snir,
Harpaz and Ben-Baruch, 2009). Harpaz and Fu (1997) found that men in the
United States, Germany, Japan and Israel exhibited stronger work centrality
than women, while MOW (1987) found similar gender differences in eight
countries. It may therefore be concluded that this is a universal phenomenon
related to the life events that women, especially married women, go through
(such as pregnancy, childbirth and childcare) and the different socialization and
social expectations they face relative to men, making family much more im-
portant to them than work (Cousins and Tang, 2004; Hesse-Biber and Carter,
2004). The increasing pressure on women to join the labour market, develop
careers and support the family economically leads to conflict between work de-
mands and traditional family roles and expectations (Cousins and Tang, 2004;
Hoobler, Wayne and Lemmon, 2009; Westman and Etzion, 2005). In the devel-
oped countries, this work—family conflict is more salient among women than
among men (Cousins and Tang, 2004; Hesse-Biber and Carter, 2004; Westman
and Etzion, 2005). Indeed, recent findings show that European women wish to
devote less time to work compared to men (Davoine and Méda, 2009).

Responsibility for the family’s economic well-being is normatively per-
ceived as men’s duty, leading them to “prefer” work over family as a central
life domain (Cousins and Tang, 2004; Hesse-Biber and Carter, 2004; Matthews
and Barnes-Farrell, 2010; Devetter, 2009). This is reflected in the fact that fa-
thers typically invest more hours at work than childless men (Snir, Harpaz and
Ben-Baruch, 2009). By contrast, responsibility for the family’s social needs and
emotional support is normatively perceived as women’s duty. Yet, involvement
in the family sphere is extremely time-consuming and thus competes directly
with work (Davoine and Méda, 2009). This is reflected in the fact that a higher
percentage of women, compared to men, work part time in order to cope with
domestic responsibilities (Laville, 1999). Furthermore, single childless women
rank work centrality higher and work more hours in gainful employment than
married women, especially mothers, reflecting the latter’s tendency to “prefer”
family over work as a central life domain (Cousins and Tang, 2004; Snir, Har-
paz and Ben-Baruch, 2009).

Indeed, Snir, Harpaz and Ben-Baruch (2009) found that family centrality
in Israel scored higher among women than among men, with mothers invest-
ing more hours per week in childcare and in core housework tasks (cleaning,
cooking, etc.) than fathers. These researchers did not find significant gender dif-
ferences regarding the other unpaid work activities (house maintenance, shop-
ping, and other house/family-related chores). Overall, however, Israeli mothers
invested more hours per week in work (both paid and unpaid) than fathers. De-
vetter (2009) found that French women have lower time availability for work
than men. This can be explained in part by two factors linked to the domes-
tic sphere, namely, maternity and cohabitation. These two factors were found
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to influence both women’s relationship to work and the amount of time they
were prepared to devote to the labour market.

Even (or especially?) when they work full time and have professional
or managerial careers, many women are in a role conflict between family and
job expectations. Many women in Israel are unwilling to give up their trad-
itional role of motherhood, whether due to emotional needs or because of
traditional and social expectations, while they develop demanding careers
(Lavee and Katz, 2003; Snir, Harpaz and Ben-Baruch, 2009).

Based on the above findings, I have formulated the following hypothesis:

Hypothesis 1a: Work centrality is higher among men, while family cen-
trality is higher among women.

Hardly any studies on Israel have compared rankings of life domains be-
tween men and women. One study of the employees of high-tech firms in Is-
rael found that women ranked family first and work second, while men ranked
work first and family second (Snir, Harpaz and Ben-Baruch, 2009). Based on
this study and other previous findings regarding life domains centrality, my
second hypothesis is as follows:

Hypothesis 1b: Women rank family centrality first and work second, while
men rank work centrality first and family second. Additionally, both men
and women rank leisure third (ahead of community and religion).

Determinants of life domain centrality

The literature suggests that, aside from gender, the variables that determine
an individual’s relationship to work and family are age, education and occu-
pational status. These are the variables examined here.

Age
Throughout a working life, an individual goes through several important stages
and events, which have an impact on his or her attitude to work in general and
work centrality in particular. According to Abramson and Inglehart (1995), the
“life course” approach assumes that ageing and various events occurring over
the course of life tend to affect one’s values. The common view is that one
becomes more materialistic with age, as a result of entry into frameworks of
greater commitment and financial pressures (marriage, children, and the con-
sequent cost of maintaining a home and a family). Such growing economic re-
sponsibility over the course of life may increase identification with work as a
means of dealing with economic pressures (and pursuing self-esteem and ful-
filment), thereby increasing work centrality over time (Sharabi and Harpaz,
2010). At the same time, responsibility for marriage, children, household tasks
and family affairs will increase family centrality to the detriment of leisure
(Abramson and Inglehart, 1995).

This life course effect on work, family and leisure was also identified in a
study of a representative sample of the Israeli labour force from 1992 (Sharabi,
2000). This found a positive correlation between age and the importance
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attached to the life domains of family and work, and a negative correlation be-
tween age and leisure. Various studies have indeed shown that the older people
get, the higher their work centrality (Bal and Kooij, 2011; Mercure, Vultur and
Fleury, 2012; Kuchinke et al., 2009; Mannheim, Baruch and Tal, 1997; MOW,
1987; Sharabi and Harpaz, 2007; Warr, 2008). As noted above, Davoine and
Méda (2010) found that in most European countries the young and middle
generations see work as less important than do the older generations. Based
on two Israeli labour force samples surveyed in 1981 and 1993, Snir and Har-
paz (2002) found that with ageing, work centrality increased while leisure cen-
trality decreased. Kuchinke et al. (2011) reached the same conclusions based
on data from eight countries. They did not, however, find an ageing effect on
family centrality.

A comparison of the attitudes of men and women over their life cycles
shows patterns that differ from those described above. Men’s work central-
ity increases after marriage and the birth of children in the family (including
investment of more hours per week in paid work than childless men), while
women’s work centrality decreases in response to those events — including
investment of fewer hours per week in paid work than childless women —
in favour of increasing family centrality, especially between their mid-20s
and mid-40s (Cousins and Tang, 2004; Snir, Harpaz and Ben-Baruch, 2009;
Misumi and Yamori, 1991; Sharabi, 2000; Warr, 2008). Based on the life course
approach and these findings, I formulate the following hypothesis:

Hypothesis 2: Women’s ageing contributes to an increase of family cen-
trality and a decrease of work centrality, while men’s ageing contributes to
an increase of work and family centrality. Moreover, ageing contributes
to a decrease of leisure centrality among both men and women.

Education

Many studies conducted over the years have found a significant relationship
between education and individuals’ values and beliefs in most countries, even
when other factors such as sex, age, socio-economic status and work experi-
ence were statistically controlled (e.g. Kohn and Schooler, 1983). Indeed, ac-
cording to most studies of work values, the higher the level of education, the
higher the individual’s work centrality (e.g. Harpaz, 1990; Mannheim, 1993;
Mannheim, Baruch and Tal, 1997; MOW, 1987). Tausky (1969) even found that
education was the most important predictor of work centrality. Significantly,
non-financial commitment to work has also turned out to be positively related
to educational attainment (Harpaz, 2002; Sharabi, 2000).

In contrast to these research findings, a limited number of studies have
found that educational attainment is either not related or negatively related
to work centrality (Bal and Kooij, 2011; Harpaz and Fu, 1997; Warr, 2008). For
example, Mercure, Vultur and Fleury (2012) find that, among workers in Que-
bec, absolute and relative work centrality are the lowest among those with low
educational attainment, the highest among those with post-secondary attain-
ment and intermediate among those with academic degrees. Family centrality
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has been found to be negatively correlated with education (Kuchinke et al.,
2011; Sharabi, 2000).
Based on the above findings, the following hypothesis is proposed:

Hypothesis 3: The higher women’s and men’s educational attainment, the
higher their work centrality and the lower their family centrality.

Occupational status

The higher one’s position and occupational status, the more willing one is to
engage in paid work (while investing less in other life domains), and the more
central work becomes in life (Basini and Hurley, 1994; Sharabi and Harpaz,
2010; Mercure, Vultur and Fleury, 2012). Among Israeli workers, Mannheim
and Rein (1981) found that the centrality of work declined with occupational
status: work centrality was high among professionals, scientists and technicians,
but very low among production workers. In Japan and the United States, occu-
pational status was also found to be positively correlated with work centrality,
with work centrality higher among managers and professionals than among the
other four occupational groups studied. In addition, senior managers displayed
higher work centrality than junior managers within organizations (Basini and
Hurley, 1994). This was found to be true for both men and women in man-
agerial positions (Mannheim and Schiffrin, 1984). Based on the above, the fol-
lowing hypothesis is formulated:

Hypothesis 4: The higher women’s and men’s occupational status, the
higher their work centrality and the lower their family centrality.

Methodology

Sample and data collection

In 2006, the MOW questionnaire was administered to 1,201 respondents. Given
the length and complexity of the questionnaire, respondents were interviewed
in their homes by trained interviewers in order to increase the valid response
rate. Each interview lasted about 25 minutes on average. Although this sam-
ple was closely representative of the labour force, it was condensed to 909 in-
dividuals to match as much as possible the 2006 composition of the labour
force according to the Statistical Abstracts of Israel (2007). The final sample
included 463 men and 446 women. Table 1 presents their distribution accord-
ing to the selected variables, by sex.

The data indicate that men work more hours than women, but that
women are more educated than men and earn less. There is a higher percent-
age of men than women in blue collar, managerial and professional jobs.

Measurement

As noted above, there are two main means of measuring the centrality of work:
the importance attached by individuals to work in general (absolute centrality)
and its importance relative to other aspects of life (relative centrality). While

135

®ANO @



Women, gender and work

Table 1. Socio-economic distribution of men and women, 2006
(percentages, except for age and hours)

Men Women
Age (means) 41.4 37.4
Working hours (means) 48.5 40
Education
Primary 8.9 5.3
Secondary 36.5 34.5
Post-secondary 29.8 31.6
Academic degree 24.8 28.7
Net monthly income (NIS)
<3000 5.5 17.2
3007-4000 7.4 19.5
4001-5000 12.2 23.3
50071-6000 21.7 17.7
>6000 53.2 22.4
Occupational status
Blue-collar worker 25.3 4.5
White-collar worker 10.5 12.7
Blue-collar supervisor 12.4 9.8
White-collar supervisor 8.1 10.5
Manager 18.3 9.8
Self-employed 11.3 4.5
Professional 14.2 12.7

Notes: N = 463 men and 446 women. Net monthly income in NIS (New Israeli Shekels). US$1=4.2 NIS in 2006.
Source: Statistical Abstracts of Israel (2007).

absolute work centrality circumscribes the importance of the work itself for
an individual, relative work centrality demonstrates its importance in a hierar-
chy of values: this makes it possible to evaluate work in relation other spheres
of life such as family, friends, social life and community (Mercure, Vultur and
Fleury, 2012; Kanungo, 1982). Since the aim of this study is to rank and evalu-
ate the importance of work and other life domains by sex, the appropriate
measure is “relative work centrality”

In this study, the measurement of relative work centrality is based on
the “Meaning of Work” questionnaire constructed by the MOW International
Research Team (MOW, 1987). Specifically, respondents were asked to reply to
the following question: “Distribute a total of 100 points to signify the relative
importance of the following areas in your life: leisure time, community, work,
religion, and family.” The more points awarded to any particular domain, the
greater its centrality relative to the other life domains.? Snir and Harpaz (2005)

2 While this ranking measure may not be optimal, it was constructed and used by the MOW
research team in eight countries (MOW, 1987) and subsequently adopted in studies conducted in
the United States, Germany and Japan (Sharabi and Harpaz, 2007), China (Westwood and Lok,
2003) and several other countries.
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found this measure to have high test-retest reliability, with correlation coeffi-
cients for relative work and family centrality scores of 0.7 and 0.8, respectively.

The statistical analysis is based on a multiple linear regression aimed at
assessing the impact of each independent variable on life domain centrality.
This analysis allows us to estimate the relationships between a given independ-
ent variable and each life domain, holding all other variables constant.

Findings

Table 2 presents the means and t-test results for the differences in life domain
centrality between men and women. In 2006, community and religion were
more central among men than among women, while family centrality remained
higher among women than among men. No gender difference is found in work
centrality, however.

These findings partially support hypothesis 1a, since family centrality was,
as expected, higher among women, but women’s work centrality was similar
to men’s. Hypothesis 1b regarding life domain rankings is also partially sup-
ported. Men and women ranked the centrality of family first, work second and
leisure third, while it had been hypothesized that men would rank work first
and family second.

Since there are differences between men and women regarding occupa-
tional status, education, working time and income,* a linear regression analysis
was conducted to evaluate the influence of these socio-economic variables on
the five central life domains by sex.

As shown in table 3, these factors can partially explain gender differences.
Contrary to my second hypothesis, however, ageing does not reduce women’s
work centrality, nor does it increase women’s family centrality or men’s work
centrality, though it does increase men’s family centrality (5 = .18, p < .001).
Moreover, t-tests on the means of work and family centrality between women
with and without children show that family centrality is significantly higher
among those with children (48.78 vs 37.64, t = 6.13 p < .001, respectively),
while there is virtually no difference as regards work centrality (27.56 vs 28.90,
t = 6.13 p < .81, respectively).

Ageing has a negative effect on both men’s and women’s leisure central-
ity ( = -27,p < .001 and 8 = -.19, p < .001, respectively); thus, the second
hypothesis is partially supported. The third hypothesis is refuted since educa-
tion does not influence work or family centrality among women and, contrary
to my assumption, education among men is positively correlated with fam-
ily centrality (5 = .11, p < .05) and negatively correlated with work centrality
(B =-13,p <.01).

Occupational status has a negative effect on family centrality only among
men (f = -.16, p < .01) and a positive effect on work centrality (§ = .21,
p < .001), which partially supports hypothesis 4. Working hours are positively

3 See the literature review above and the sample characteristics.
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Table 2. Differences in life domain preferences among men and women:
Means, standard deviations and t-test values, 2006

Men Women
Life domains Mean S.D. Mean S.D. t value
Leisure 20.03 13.82 18.98 13.22 1.17
Community 6.31 8.53 3.83 6.44 4.93*
Work 28.38 17.03 27.93 15.72 42
Religion 5.54 9.87 3.35 6.54 3.94%
Family 40.11 18.02 45.73 17.86 —4.72%

Note: * p < .001.
Source: Author’s calculations based on Statistical Abstracts of Israel (2007).

Table 3. Regression analysis (Standardized Beta) of determinants of life domain centrality

among men and women, 2006

Variables Men Women

Leisure  Community Work Religion  Family Leisure  Community Work  Religion Family

Age —o7ERR qEEEr _04  —06 A8k _{Q®ex 14 00 14%% 04
(.09) (.03) (07)  (04) (07 (06)  (.03) (07)  (03)  (08)
Working hours —.16%* .00 A5%%  -01 -02 -06 -.06 A7#E% 07 —.06
(weekly) (04) (02 (05)  (03)  (05) (05 (02 (06) (02) (07)
Occupational .02 -0.1 21%%% _05  —16%* 07 .02 03  -09 .06
status (31) (20 (40)  (23) (42)  (37) (18) (44) (18)  (51)
Education 10% .08 —A3%E _2fwx 1% 05 1% 03  -02 -.09
(69)  (44) (87)  (51) (93  (77) (.38) (93) (38  (1.07)
Income 02 —21#x _03 .01 A1*  -04 -05 02 -10 .08
(55 (35) (69  (41)  (74)  (54) (26 (65) (27) (75)
R? (adjusted) .11 05 06 04 04 05 .02 02 04 .01
F 11.00%#% 5 51#k% G 71%k% 4 80%k% 5 11#k% 57Qwex D37%  3.07#* 453+ 169

Notes: Standard errors are reported in parentheses. * P <.05; **P <.01; ***P < .001.
Source: Author’s calculations based on Statistical Abstracts of Israel (2007).

correlated to work centrality among both men and women (8 = .15, p < .01
and = .17 p < .001, respectively).

Aside from this correlation and the positive effect of ageing on commu-
nity centrality among men and women ($ = .16, p < .001 and § = .14 p < .01
respectively), the other variables that affect men’s life domains do not have a
significant impact on women’s life domains and vice versa. Only among men
do working hours have a negative effect on leisure (5 = —.16, p < .01) and oc-
cupational status a negative effect on family (f = —.16, p < .01), while edu-
cation has a positive effect on leisure (5 = .10, p < .05) but a negative effect
on religion (8 = —.21, p < .001); income has a negative effect on community
(B =-21,p <.001) but a positive effect on family (5 = .11, p <.05). Only among
women does age have a positive effect on religion (8 = .14, p < .01) and educa-
tion a positive effect on community (8 = .11, p < .05). It is interesting to note
that none of the socio-economic variables explain women’s family centrality.
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Discussion and conclusions

By comparison with previous research, this study has found interesting changes
in the centrality of life domains among men and women in Israel. As in the
past, the centrality of family is found to be higher among women than among
men. However, while men’s work centrality used to be higher than women’s, it
turns out — for the first time in Israel — that there was no such traditional gen-
der difference in work centrality in 2006 (cf. Harpaz and Fu, 1997; Kuchinke
et al., 2009; MOW, 1987). It seems that the increasing percentage of educated
women in the labour force and in professional and managerial positions has
led to an increase in work centrality among women, to the same level as that
observed among men. In contrast to the findings of Snir, Harpaz and Ben-
Baruch (2009), the results based on 2006 data show that not only women, but
also men, rank family first and work second.*

Cross-cultural studies have consistently found that family centrality is
ranked the highest in Israel, among Jewish men and women (see Harpaz, 1990;
MOW, 1987; Sharabi and Harpaz, 2007; Westwood and Lok, 2003). According
to Lavee and Katz (2003), there are several reasons why Israeli society is so
family-oriented. The first is the central place of Jewish religious symbols and
rituals in daily life and in the foundations of the Israeli State, compounded by
the influence of the traditional cultural patterns of Jewish immigrants from Asia
and Africa. The second reason is that certain government social and taxation
policies (based on coalition agreements with religious parties) have contrib-
uted to the establishment of a family-centred life style. A third factor is that
internal and external geopolitical conflicts have led to the development of a
culture of survival under constant threat which, in turn, has led to increasing
marriage and birth rates. A fourth reason is the relatively high degree of so-
cial regulation in Israeli society: this is reflected in the country’s low rates of
divorce, single-parenting and birth to single mothers, and in its high rates of
fertility and marriage, as compared to other developed countries (ibid.). The
fifth reason is the widespread availability of high-quality and affordable child-
care facilities for children from the age of three months throughout the coun-
try, which also contribute to Israel’s high fertility rate.

Although Israeli men and women alike attach great importance to fam-
ily life, women still handle most family responsibilities, as in the past. While
age, occupational status, education and income have an impact on family
centrality among men, it was interesting to find that none of these variables
influenced women’s strong family centrality, not even ageing, which was ex-
pected to increase it further still. Thus, although Israeli women are increas-
ingly joining the labour force — like most European and North American
women — and work has become more central in their life, they still fulfil
their traditional roles as wives and mothers, as reflected in their fertility rate,

4 Admittedly, the reason could be that these authors studied Israeli men in the high-tech
industry, where the workload is very heavy and long working hours are the norm.
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which is about three times higher than that of any other developed country
(ibid.). This unique pattern is partly attributable to cultural and traditional
values that encourage high fertility, but also to social regulation norms that
do not appreciate women who favour work over family (ibid.; Toren, 2003).
Overall, these findings indicate that the cultural ideal of combining mother-
hood and paid labour is increasing the potential for work—family conflict
among Israeli women.

As expected, leisure was ranked third — after family and work — and
was negatively affected by ageing, thus confirming the findings of earlier re-
search (Abramson and Inglehart, 1995; Snir and Harpaz, 2002). In contrast to
past research findings, however, ageing did not increase men’s work central-
ity while at the same time increasing their family centrality (cf. Bal and Kooij,
2011; Kuchinke et al., 2009; Snir, Harpaz and Ben-Baruch, 2009; Warr, 2008).
This suggests that the attitudes of Israeli men are changing as they concentrate
more on the family while keeping the same level of work centrality with ageing.

Although most studies have found a positive influence of education on
work centrality,’ I find a negative influence of education on work centrality
among men — in line with the findings of Harpaz and Fu (1997) and Bal and
Kooij (2011) — and no influence on women (as found by Warr, 2008). Indeed,
while older studies generally found a positive relationship between education
and work centrality, more recent studies have not found any such relationship
— some have even found negative relationships between the two variables.
Education was also positively correlated to family among men, so the above
findings may reflect a new trend among educated men, who are more family-
oriented and less work-centred than men with lower educational attainment.

Occupational status had a negative effect on family centrality and a posi-
tive effect on work centrality, but only among men. These findings strengthen
the argument that women in contemporary Israel, regardless of their rising
labour force participation and occupational status, do not let their careers
interfere with their family commitments since they rank family above work
and other life domains. Snir, Harpaz and Ben-Baruch (2009) find that Israeli
women in high-tech occupations strive to juggle caring for their families with
a career, rather than give up either of them. As Toren concludes, “giving up
motherhood for an occupational career is not an endorsed lifestyle choice
for most Israeli women” (2003, p. 67). But balancing career and family has
its costs for mothers, especially those in higher-stress jobs, in terms of their
having less free time than men. Indeed, this study finds that men display higher
centrality of community and religion compared to women. Moreover, work-
ing hours are positively correlated with work centrality among both men and
women, and hours are the only variable influencing work centrality among
women. This positive relationship between work centrality and working hours
is also found in other studies (e.g. Sharabi and Harpaz, 2010; Snir and Harpaz,

3 See, for example, Harpaz (1990), Kohn and Schooler (1983), Mannheim, Baruch and Tal
(1997), MOW (1987), Mercure, Vultur and Fleury (2012).
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2002; Warr, 2008). My results show that men invested more hours per week
in paid work than women (48.5 vs 41.4, respectively), thereby confirming the
findings of other recent studies (Lips and Lawson, 2009; Snir, Harpaz and Ben-
Baruch, 2009).

In recent decades, Israeli society has undergone dynamic social, polit-
ical and economic changes, in addition to being more and more exposed to
the values and norms of Western culture. Israel’s rapid economic growth has
increasingly enabled women to join the labour market. Furthermore, women’s
educational attainment has risen rapidly over the years, enabling them to enter
high-status jobs, including managerial positions (Hesse-Biber and Carter, 2004;
Hoobler, Wayne and Lemmon, 2009; Matysiak and Steinmetz, 2008; Westman
and Etzion, 2005). These trends also reflect the change that women have un-
dergone in their perception of themselves, from being housewives or second-
ary breadwinners towards becoming the main breadwinners on a par with men.
Yet, although women have been closing the gender gap in work centrality over
the years, they still regard family as more important than men do. Women
still see themselves as responsible for traditional domestic family activities
(e.g. raising children, cooking, cleaning), suggesting that gender socialization,
stereotypes, and cultural and social expectations in the family domain have not
changed much. Jewish women in Israel are still highly family-oriented because
of Jewish religion, tradition and culture (Lavee and Katz, 2003; Snir and Har-
paz, 2005; Toren, 2003). However, social expectations of women’s labour force
participation, career development and economic independence are also hav-
ing an effect on gendered socialization.

Changes in work values, especially in work centrality, both across soci-
ety at large and within particular groups, can affect a country’s economic suc-
cess (Sharabi and Harpaz, 2007; Weber, 1930). Accordingly, women’s increasing
work centrality may ultimately have a positive impact on Israel’s economic
growth, especially in the light of their increasing labour force participation
(Ben-David, 2003). However, the competition between work and family, which
women experience with particular acuteness on account of their typical fam-
ily responsibilities, can translate not only into career breaks, but also into dif-
ficulty in reconciling the two, resulting in tensions between the two spheres
over hours of work and schedules (Davoine and Méda, 2009). Organizations
in Israel should therefore implement work-life balance programmes to reduce
work—family conflict in consideration of women’s high work centrality if they
are to maintain a satisfied and committed workforce and to minimize turnover
and absenteeism (Cohen, 2003; Feather and Rauter, 2004; Mannheim, Baruch
and Tal, 1997; Sharabi and Harpaz, 2009b).

Further research could usefully investigate the effects of other meaningful
variables such as number of children, children’s age, and marital status. Also,
longitudinal and cross-sectional studies could shed more light on the changes
in the importance of life domains and provide further insights into emerging
trends. In particular, alongside the work and family domains, a deeper investi-
gation of leisure, community and religion centrality over the life cycles of men
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and women would yield a better understanding of the overall picture. By com-
bining qualitative and quantitative data, future studies in this field will help
to understand better the relationships between gender and life domains over
time and the drivers of change.
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Chapter 8

Globalization, social exclusion and gender

Marilyn CARR* and Martha CHEN*#*

This article looks at patterns of social exclusion and inclusion from the per-
spective of the working poor, especially women, in developing countries.
It aims to identify different processes of social exclusion and inclusion — rather
than assess their causes or measure their impact — in the context of specific
processes of global economic integration that are driven by trade liberalization.
More specifically, the focus will be on the reorganization of production into
global production systems, notably global value chains and export processing
zones (EPZs); and the reorganization of domestic production in response to
trade liberalization. These related processes will be compared and contrasted,
with examples from a few key sectors — garments, non-timber forest products,
food processing, horticulture and construction — in a few select countries in
Asia (India, the Philippines, Sri Lanka and Thailand), Latin America (Chile,
Mex