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Foreword 

 
Promoting equality between men and women in employment 
continues to pose a major challenge for trade unions. During the 
decades, significant reforms promoting equality have been brought 
about both by means of legislation and agreements. However, both 
intended and unintended gender-related discrimination still occurs at 
workplaces. 

 
Making gender equality plans was made compulsory at workplaces 
of more than 30 employees already in 1995. In practice, plans have 
only been made at very few workplaces. The new Equality Act, 
however, includes distinctly stricter obligations to workplaces to draw 
up gender equality plans. SAK has made a proposal to name the 
year 2005 a theme year of equality planning. 

 
SAK, the Central Union of Finnish Trade Unions, has played a major 
role in Finnish equality projects. In SAK, the first plan for gender 
equality was drawn up as early as 1991. The plan was revised in the 
summer of 2004, and adopted by the SAK Executive Board in 
September 2004.  

 
The plan consists of two parts, of which one deals with promoting 
gender equality in the activities of the entire SAK affiliated 
movement, and the other focuses on the SAK personnel. Within the 
organisation, there are hopes that these plans might be an 
encouragement to organisations, which, at the moment, are only 
about to launch the work to draw up their plans for gender equality.  
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111         PPPLLLAAANNN   FFFOOORRR   PPPRRROOOMMMOOOTTTIIINNNGGG   GGGEEENNNDDDEEERRR   EEEQQQUUUAAALLLIIITTTYYY   
IIINNN   SSSAAAKKK   AAACCCTTTIIIVVVIIITTTIIIEEESSS      
---   OOOpppeeerrraaatttiiiooonnnaaalll   eeeqqquuuaaallliiitttyyy   ppplllaaannn   fffooorrr   SSSAAAKKK  

 
 The operational equality plan is focused on the elected officials, 

members and defending of interests within the SAK affiliated trade 
union movement. The goals are based on the requirements set out in 
the ETUC gender equality plan and on the paragraph of the revised 
Equality Act concerning discrimination within interest groups. 

 
 

Equality in this plan means equality between women and men as 
defined in the Equality Act. Also equality in the sense as it is defined 
in the Non-discrimination Act, prohibiting discrimination on the basis 
of age, ethnic origin, language, religion, belief, opinion, health, 
disability, sexual orientation or other personal characteristics, must 
be applied in the SAK affiliated trade union movement.  

  
 

Goal 1:  
To remove the under-representation of women in 
decision-making bodies  

 
 The aim of the SAK affiliated trade unions is to ensure that the 

composition of the decision-making bodies corresponds to the 
gender distribution among the membership at all organisation levels, 
from the SAK Congress to the boards of the local union branches.    

 
The basis for gender-related representation in the central 
organisation is the fact that women constitute 46 per sent of the 
affiliated unions� membership. To achieve the goal, the SAK affiliated 
unions should, whenever applicable, put forward candidates for both 
full and substitute member positions following the ratio of women and 
men in their membership.  

 
 The primary goal is, based on the ETUC gender equality plan, to 

halve the under-representation of women in the decision-making 
bodies. Accordingly, the goals for the 2006 SAK Congress are the 
following: 

 
• at least 42 per cent of the Congress delegates should be women 

(in 2001, the share of women was 38 %); 
 

• at least 38 per cent of the full members of the General Council 
should be women (in 2004, the share of women is 30 %); 

 
• at least 31 per cent of the full members of the SAK Executive 

Board should be women (in 2004, the share of women is 16%). 
 
 To achieve these quantitative goals, the affiliated unions need to 

adopt an active attitude to observe the gender equality aspect when 
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making their nominations. Increasing the share of women in the SAK 
Congress and the General Council is realistic. On the other hand, 
closing the gap in the representation of women in the SAK Executive 
Board will be more difficult.  The Executive Board Members are 
Chairmen of the Unions, who were directly elected by the members. 
Notwithstanding, the goal set by the ETUC to halve the deficit should 
be pursued.  

 
 The objective is to balance gender representation in a way that 

corresponds to the membership structures also in the cooperation 
bodies of SAK and the Unions (committees, working groups, the 
executive boards of SAK local organisations etc.) Here it should also 
be noted, that in some of the bodies women are over-represented.   

 
 According to the decisions taken by the SAK Congress in 2001, the 

developments in the share of women in the decision-making bodies 
will be statistically monitored during the Congress period. 

 
 Both women and men should have equal opportunities to have their 

voices heard and to participate in the actual decision-making.   
 
 

Goal 2: 
To introduce mainstreaming as a work method of the 
movement  

 
The SAK affiliated trade unions aim at addressing to gender equality 
aspects in all their policies and activities.  

 
Women and men do not hold a similar labour market position, as the 
labour market is powerfully divided into female and male jobs. Of the 
SAK female members, 74 per cent work in either private or public 
sector services. Of the SAK male membership, on the other hand, 65 
per cent work in industry. Only 12 per cent of the SAK members work 
in an occupation where women and men are equally represented.   

 
Members are entitled to expect that their interests are defended 
equally and creditably. This, however, makes it necessary for the 
unions to assess, in all their activities, in setting objectives or 
organising activities, making studies, giving statements or taking 
decisions, whether gender has a relevance to the issues dealt with or 
tasks implemented. Gender is relevant, if there are differences 
between women and men in the issue concerned. Information 
concerning the current state of equality should be produced by 
quantitative statistics and qualitative analysis. If inequalities are 
discovered in the position of women and men, ways have to be found 
to eliminate them. In the SAK affiliated trade unions, the aim should 
be that consideration of the equality aspect is part of the work and 
the competence requirements of every single official and elected 
representative.   
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Consideration of the gender aspect should occupy a prominent 
position in defending of interest and in all sectors of the 
organisation�s activities: economic, employment and industrial policy, 
bargaining and pay policy, education policy, social policy, working 
time and health and safety policy, organisational activity, trade union 
education, internal and external communication and international 
activities. A Guide for promoting gender equality has been drawn up 
for the SAK affiliated trade union movement to promote 
mainstreaming in the activities of the unions.  

 
 

Examples of the methods to promote gender equality 
mainstreaming:  

 
• All membership statistics, studies and registers will be produced 

specified by gender. In case differences appear, a gender impact 
assessment will be made.  

 
• Plans, decisions, statements and measures are evaluated from 

the gender perspective. Gender impact assessment is also 
applied to collective agreements.   

 
• The opinions, experiences and needs of both women and men 

will be taken into account in all processes and activities.  
 

• Gender will be considered in all speeches and texts whenever 
there are differences in the position of women and men, as well 
as when targeting measures.   

 
• It will be ensured that women and men are equally represented in 

seminars, events and education both as speakers and invited 
participants.  

 
• It will be ensured that unions be equally represented by women 

and men in working groups, consultative committees and in other 
such bodies outside the trade union movement.  

 
 
Goal 3: 
To reject any gender-based discrimination and 
harassment in SAK affiliated trade union movement 

 
That nobody is, as a union member or as an elected representative, 
discriminated against on the basis of gender, is a fundamental 
principle in the SAK affiliated trade union movement.  

 
Any gender-based, direct or indirect, discrimination is not to be 
allowed in joining the unions or in the membership benefits offered by 
them. Membership benefits are to be designed in a way that will 
make them equally interesting and suited to both female and male 
members. The internal working methods of the movement must 
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guarantee equal opportunities for development and impact for both 
sexes. Structural barriers or gender-related standards and 
expectations may not hamper equality. Both sexes must be 
considered equal.  The differences between women and men and 
their divergent experience complement each other. The added value 
brought about by this difference must be made good use of in 
reinforcing the movement.   

 
Also harassment and sexual harassment are regarded as gender 
discrimination in compliance of the Directive on equal treatment.  

 
Harassment refers to a situation, in which unwanted conduct related 
to the sex of the person takes place with the purpose or effect of 
violating the dignity of a person and of creating an intimidating, 
hostile, degrading, humiliating or offensive environment.  
Elected union representatives are expected to show particular 
responsibility in their own behaviour. Harassment, in any form, may 
not be allowed in trade union activities. Elected union representatives 
are required to behave in a responsible manner when attending to 
and travelling in union matters as well as when associating with 
cooperation partners. They also need to show responsibility in 
relation to sex services.  

 
Competent representatives (Chairman, members of the board) are, 
at all levels of the union movement, duty bound to take measures to 
eliminate discrimination or harassment after being informed of it.   

 
 

Responsibility      
 
The responsibility for the implementation of the operational equality 
plan lies with the SAK leadership.   

 
 

Monitoring  
 
The implementation of the plan will be monitored twice during the 
Congress period. Monitoring will be implemented by drawing up 
gender disaggregated statistics on the composition of the decision-
making bodies.    

 
 

A Recommendation to affiliated Unions 
 

The SAK Executive Board recommends drawing up of corresponding 
gender equality plans to affiliated Unions.   

 
 
 
 
Adopted by the SAK Executive Board on Sept. 6, 2004 
Discussed at the Co-operation Committee on Aug. 31, 2004  
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222         PPPLLLAAANNN   FFFOOORRR   PPPRRROOOMMMOOOTTTIIINNNGGG   GGGEEENNNDDDEEERRR   EEEQQQUUUAAALLLIIITTTYYY   
IIINNN   SSSAAAKKK   CCCEEENNNTTTRRRAAALLL   OOOFFFFFFIIICCCEEE            
���   SSSAAAKKK   gggeeennndddeeerrr   eeeqqquuuaaallliiitttyyy   ppplllaaannn   fffooorrr   pppeeerrrsssooonnnnnneeelll   
pppooollliiicccyyy   

 
 

2.1 Introduction 
 

The SAK´s Management Group adopted a personnel strategy in 
October 2003.   It aims at making sure that SAK will continue to be 
an organisation capable of looking after the promotion of the welfare 
of its members and providing services to affiliated unions with 
expertise, foresight and by reacting promptly. This calls not only for 
high level of expertise but also investment in organisational culture 
and human capital, in productivity of the activities and welfare of the 
personnel.  

 
As part of the personnel strategy, nine essential principles for 
personnel development were specified, one of which was the 
promotion of equality.  Promotion of equality and justice is one of the 
fundamental SAK values.  Equal rights and opportunities must be 
fulfilled regardless of gender, age and ethnic background. Fair pay 
and equal opportunities to exercise influence and to develop oneself 
must also be promoted in personnel policy.  This is an issue linked 
with human dignity and exploiting diversity in the work community as 
a resource. SAK needs to secure the balance in its age and gender 
structure.  

 
This plan includes proposals for measures to promote equality. The 
previous SAK gender equality plan was drawn up in 1991. Many of 
the measures proposed in the plan have been carried out. The 
number of women among officials and in the position of leadership 
has increased. To promote equality in remuneration, a system for job 
evaluation was created.  

 
The word equality in this plan means equality between women and 
men, as defined in the Equality Act. Also equality, as defined in the 
Non-Discrimination Act, must be applied in the SAK affiliated unions, 
and accordingly, nobody is to be discriminated against because of 
age, ethnic origin, language, religion, belief, opinion, health, 
disability, sexual orientation or other personal characteristics. In SAK 
personnel policy and personnel development, attention will also be 
paid to these other forms of discrimination and to eliminating barriers 
to equality.  

  
The workplace atmosphere survey carried through in 2003 showed 
that SAK employees were of the opinion that equality between 
employees of different ages was put into effect rather well (41 % 
agreed that it was done well or rather well) within the organisation. 
The satisfaction with the realization of  equality between sexes was 
not at the same level (31 % considered that it had been implemented 
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well or rather well, while 24 % were of the opinion that the results 
were poor or rather poor). 

 
For the gender equality plan, basic studies related to the structure, 
education, pay, turnover, working conditions and family leaves of the 
personnel were made. The main targets for the equality plan were 
selected based on these studies. The approach, then, is solution-
focused, and the plan centres on removing obstacles to equality.   

 
 

2.2 Recruitment and equitable distribution of tasks  
 
 

Current situation 
 

Of the SAK personnel, 66 per cent are women and 34 per cent men. 
Of the office employees, 96 per cent, and of the officials, 46 per cent 
are women. Division of officials by gender in various departments is 
balanced, with the exception of the departments responsible for 
working environment and overall management. In leading positions, 
the majority of the officials are men. Of the Management Group 
members, 37 per cent are women, and of the employees holding a 
position of leadership, 29 per cent. During the last ten years there 
has been a significant increase in the number of women in leadership 
positions, particularly among officials. 

 
 Most of the employees work in permanent employment relationships, 

6 per cent in fixed-term employment relationships. Among the fixed-
term employees, women and men are equally represented. During 
the past few years, SAK has only employed very few new people. 
New employees have been recruited by various methods: by 
advertising open vacancies in newspapers outside the movement, 
advertising vacancies inside the movement and by using searching 
recruitment. No gender disaggregated statistics have been compiled 
about the applicants. Selection processes have varied from 
department to department. In some cases, aptitude tests have been 
applied.   

 
 

Goals 
  
The goal is that all vacancies are attractive to both women and men. 
Application and selection procedures must be fair to both women and 
men in open as well as in searching recruitment. Women and men 
should be equally represented in all jobs at every level of the 
hierarchy. The goal is that in ten years� time, women occupy at least 
40 per cent of the positions of leadership.   
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Measures 
 

• Recruitment practices will be developed and standardized to 
increase impartiality and transparency. 

 
• From the autumn 2004 on, gender disaggregated statistics on 

recruitment will be compiled and added into the personnel 
balance sheet.  

 
• It will be made sure that job interviews and job aptitude tests treat 

women and men equally. Both sexes should be represented 
among the interviewers and the questions and tests should be 
formulated in a way that they do not favour either of the sexes.  

 
• Vacancies should be advertised, when necessary, in such a way 

that it is particularly underlined that both women and men are 
welcome to apply for the job, or that the advertisements will 
particularly encourage applications from people belonging to the 
minority sex in the job concerned.   

 
• Of two equally competent applicants, preference will be given to 

the one representing the under-represented sex. Under-
representation (below 40 %) will be considered in relation to a 
particular job task or field of tasks.  

 
 

2.3 Training, diversification of tasks and career  
advancement 

 
 

Current situation 
 

Among the SAK personnel, there is no significant difference in the 
level of basic vocational training between women and men.  

 
In 2003, 69 per cent of the women and 87 per cent of the men took 
part in personnel training. The great share of men in training is partly 
explained by management training. Between 1999 and 2003, the 
percentage of men in training was higher than that of women. In 
2003, office employees participated in training significantly less than 
officials. Of the office employees, 44% did not take part in personnel 
training (of the officials 13%) in 2003.   
 
The participation in personnel training among officials was evenly 
distributed between women and men.   

 
Changes in job descriptions have taken place fairly evenly both 
among female and male officials and office employees from 1999 to 
2003. Temporary changes in the content of work were, however, 
more common among office employees than among officials. 
Whether the changes took employees higher on the hierarchic ladder 
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or just moved them to another task at the same level was not looked 
into in the survey.  

 
In the last few years, the structure of the staff has diversified as the 
number of women has increased in leadership positions, particularly 
among officials. Also the line dividing officials and office employees 
has, to some extent, blurred, as the assistant-type duties have 
increased in secretarial work. 

 
As to the content of work, also the distribution of representation 
duties between women and men should be looked into. Some 
representation tasks bring economic or other benefits contributing to 
performance of job tasks. The distribution of representation duties 
between sexes has not, as yet, been surveyed, so it should be 
looked into in the future.  

 
 

Goals 
 

Women and men in all personnel groups will be guaranteed equal 
opportunities for personnel training, career advancement and 
diversification of duties.   

 
To promote gender equality, and generation transfer considered, 
particular attention will be paid to diversifying office employee duties 
and supporting their further training and advancement to official jobs.    

 
Women and men will be treated equally in nominating people to 
represent SAK in various organs.  

 
 

Measures 
 

• Special needs of the various personnel groups will be taken into 
account in the training programme.  

 
• An opportunity for mentoring for both office employees and 

officials will be arranged when employees� duties change within 
the organisation.  

 
• In developmental discussions, particular attention will be paid to 

providing office employees more opportunities to diversify their 
job tasks and to seek their way to training.  

 
• When nominating people to represent the organisation, both 

female and male candidates will be put forward whenever 
possible. Representation responsibilities will be registered and 
monitored from gender perspective.  

 
 
 
 



  13 

2.4  Equal pay for work of equal value 
 
 

Current situation 
 
 In salary scales, office employees, almost all women, are mostly in 

salary groups from 1 to 7. Officials, typically, are placed in salary 
groups from 11 to 15. Of the officials, women, on the average, are 
placed in lower salary groups than men. Of the male officials, 90 per 
cent are in salary groups from 11 to 15. As to female officials, the 
corresponding figure is 70 per cent. As salaries are grouped on the 
basis of job evaluation, it seems that women either work in less 
demanding jobs than men or their work has been evaluated to be 
less demanding.  

  
 A similar but smaller difference occurs in the percentage related to 

competence of male and female officials. Of the male officials, 23 % 
are ranked in the highest competence percentage group (12-14 %), 
while the corresponding figure among the female officials is 9 %. The 
difference may partly be explained by work experience: the average 
period of employment is a year and four months shorter among 
female officials. As to the office employees, their average period of 
employment is long, 19 years. None the less, they are mostly placed 
in the lower competence groups.   

 
 
Goals 

 
The general SAK pay goal is equal pay for work of equal value. This 
goal must apply to both parts of the wage and salary system, the 
personal as well as the task-specific component.    

 
 
Measures 
 
• Problems related to gender equality in the pay system will be 

examined and solved.  
 
• In reforming the job evaluation system, particular attention will be 

paid on that the system will be gender neutral. Also competence 
evaluation will be developed in a way that will ensure the best 
possible objectivity and gender neutrality in evaluation.  

 
• Barriers blocking the way of women�s career advancement will be 

looked into in order to help more women to be selected to the 
more demanding jobs.  
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2.5 Management and working conditions 
 
 

Current situation 
 

In developing SAK management, gender equality issues have not 
been under any pronounced focus. Issues related to gender equality, 
on the other hand, have played a prominent role in the activities of 
the organisation and in the work to defend the interests of the 
members. This has also had an effect on the organisation internally. 
As regards to operations, the concept of mainstreaming has been 
underlined.  Accordingly, gender equality dimension is to be taken 
into account in all decision-making and in defending the members� 
interests. To ensure the consideration of gender equality perspective, 
we need to make a conscious effort in order to locate potential 
problems and to pick the right emphasis. This is a matter of strategy, 
for which a particular responsibility lies with the persons in leading 
positions.  

 
To create a management culture based on equality, it is of utmost 
importance to pay attention to equal treatment of women and men, 
as well as officials and office employees e.g. in distribution of job 
tasks, training, distribution of representation duties and incentives. It 
should be ensured that all SAK functions, as far as possible, involve 
both women and men. 

 
In considering working conditions from the gender perspective, the 
fact that morbidity is higher among women attracts attention. Both 
female officials and female office employees have more sickness 
absences than men. In 2002, the average number of sickness 
absences was 11,9 days among office employees, 6,6 days among 
female officials and 2,7 days among male officials.  

 
Well-being at work is a complex issue that cannot be adequately 
described by examining sickness absences only. A distinct gender-
based difference, however, emerges, demanding attention in the 
future.  

 
 

Goals 
 
SAK promotes management culture based on gender equality. The 
top leadership of the Central Organisation is committed to the 
promotion of equality.   

 
The personnel will be treated equally in developing and distributing 
job tasks, in promoting well-being at work and in procurement of 
premises and work equipment.  
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Gender equality will be promoted according to the concept of 
mainstreaming in such a way that gender issues will be considered in 
all activities and in defending interests.  

 
 

Measures 
 

• Training in gender equality issues will be provided for both people 
in leading positions and experts. As to the contents of the training, 
both equal management skills and the substance of gender 
equality will be focused.  

 
• Particular attention will be paid to the different needs of women 

and men as well as office employees and officials in the 
promotion of well-being at work.  

 
 

2.6 Other issues 
 

2.6.1 Reconciliation of work and family life  
 

 
Current situation 

 
Opportunities for flexible working hours have been arranged in order 
to allow for reconciliation of work and family life. Due to the staff 
structure, female office employees are the most frequent users of 
family leaves.    

  
 

Goals 
 
Reconciliation of work and family life will be facilitated by flexible 
working time arrangements for changing life situations.      

 
Women and men will have equal opportunities for parental leave or 
to leave for taking care of children or ageing parents.  

 
 

Measures 
 

• Superiors are requested to encourage particularly fathers to use 
family leaves.  These include parental leave, partial childcare 
leave and a temporary leave for taking care of one�s child in case 
of a sudden illness.  

 
• Along with the generation transfer among the staff, the number of 

employees with a family will increase and thereby also the use of 
different working times and leaves. It is also important to follow up 
the increase in temporary employment relationships as they 
weaken the position of especially the young women at the labour 
market.  
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• SAK will promote introduction of telework in all operations in 

which it is reasonable considering the nature of the job and the 
cost of the arrangement.  Rules complementary to employment 
contract will be created for telework.  

 
 

2.6.2 Prevention of sexual harassment   
  
 
 Current situation 
  
 No data has been collected on sexual harassment possibly suffered 

by staff members. In the last few years, however, health and safety 
personnel have not been informed of any cases of sexual 
harassment. In 2001, all staff members received instructions on 
prevention of mental violence and harassment at work in SAK. The 
instructions also cover the situations of sexual harassment. In 2002, 
staff members also received a guide jointly drawn up by all labour 
market organizations Hyvä käytös sallittu – häirintä kielletty  (Good 
behaviour allowed � harassment forbidden). This guide includes 
instructions on how to behave, to both the harassed and the 
harassers as well as to the employers.   

 
 Sexuality is a resource and constitutes a natural part of human 

interaction. Sexual attention will, however, turn into harassment when 
it is uncalled for and one-sided, and continues in spite of the fact that 
the person to whom it is directed, states that she/he regards it as 
offensive or repulsive. Harassment may manifest itself e.g. in the 
following ways: 
• sexually intrusive gestures or glances, 
• obscene talk, suggestive jokes and indiscreet remarks or 

questions concerning a person�s body, clothing or private life, 
• exposed pornographic materials, letters, telephone messages 

and e-mails with a sexual tone, 
• groping and other unwanted physical touching, 
• proposals and demands concerning sexual intercourse, 
• use of sex services e.g. during trips linked to work.  

 
 

Goal  
  
 The goal is to strengthen the awareness of gender equality and 

encourage attitudes of respect in relations to colleagues and 
partners. SAK tolerates no sexual harassment. According to the 
amended Equality Act, the employer is required to take steps to 
prevent gender discrimination before it occurs. Sexual harassment 
and harassment based on gender is discrimination defined in the law.   
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Measures  
 

• We will improve our knowledge on occurrence of harassment by 
adding a question on sexual harassment in the enquiry on 
workplace atmosphere. 

 
• In case harassment occurs, the staff will be encouraged to 

intervene without delay. The harasser must be confronted, and in 
case harassment continues, superiors, health and safety 
representatives or shop stewards must be contacted.   

 
• Special attention will be paid to make all staff realize that they are 

expected to behave in a responsible manner also outside work.  
 
 

2.7 Follow-up 
 

The SAK leadership (= Management Group) is responsible for the 
implementation of the Equality Plan. The implementation of the 
Equality Plan will be evaluated annually in the SAK´s Personnel 
Balance Sheet. 

 
 
 

Adopted by the SAK Executive Board on Sept. 6, 2004  
Discussed at the Cooperation Committee on Aug. 31, 2004.   
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333      MMMAAAIIINNNSSSTTTRRREEEAAAMMMIIINNNGGG   GGGEEENNNDDDEEERRR   EEEQQQUUUAAALLLIIITTTYYY   IIINNN   

TTTHHHEEE   SSSAAAKKK   AAAFFFFFFIIILLLIIIAAATTTEEEDDD   TTTRRRAAADDDEEE   UUUNNNIIIOOONNNSSS   AAANNNDDD   
IIINNN   DDDEEEFFFEEENNNDDDIIINNNGGG   IIINNNTTTEEERRREEESSSTTTSSS   
AAA   GGGuuuiiidddeee   fffooorrr   ppprrrooommmoootttiiinnnggg   gggeeennndddeeerrr   eeeqqquuuaaallliiitttyyy   iiinnn   
tttrrraaadddeee   uuunnniiiooonnn   aaaccctttiiivvviiitttiiieeesss      

 
 

3.1 The purpose of the Guide 
 

The society and the world of work are in a constant change. It is 
necessary for the trade unions to face up the challenge of the times. 
The current gender system, dating back to human history and 
determining the particular status and role of women and men, is one 
of the fundamental phenomena defining the society and employment. 
Although the traditional roles of women and men have lost a lot of 
their rigidity, the status of women and men still differs at work as well 
as at home. All employees share most of the problems, but to some 
extent, problems in male and female dominated fields of work 
diverge. This Guide aims at helping to make gender visible, when the 
status of women and men is not the same, and thus promote the 
elimination of any unequal treatment, regardless of whether it 
concerns women or men. The Guide is a tool to take gender 
perspective into account in trade union activities. At the same time, it 
faces up to the challenge of the times, calling for mainstreaming 
gender equality and gender impact assessment.   

 
International agreements require governments and also labour 
market organisations to mainstream gender equality in all their 
activities. The Finnish Government programme negotiated on 14 
April 2003 calls for mainstreaming gender equality in all public 
administration. In the same context, it was also agreed that methods 
for gender impact assessment will be developed and that 
assessment will be made part of the drafting of laws and state 
budget. The Ministry of Social Affairs and Health has, as a pilot 
project, drawn up a Guide for government officials on mainstreaming 
and on gender impact assessment in legislative work. Also the 
European trade union movement calls for introducing mainstreaming 
in trade unions as required by the ETUC Equality Plan.  

 
Mainstreaming equality as a work method requires that every 
government official and union official will take gender perspective into 
account in his/her work. A major breakthrough in gender impact 
assessment was made in the labour market in the context of the 
incomes policy agreement for 2003 and 2004, when labour market 
confederations gave a recommendation to all affiliated unions to 
assess the provisions of the collective agreements and contracts 
from the gender perspective. The Swedish LO, the sister 
organisation of SAK, has already for years put into practice a 
procedure requiring that the official submitting a resolution to be 
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adopted for the steering committee, must include a gender impact 
assessment in the proposal. Taking gender equality into account 
must be set as a goal also in the SAK affiliated unions and made a 
part the work and competence of each and every union official.  

 
 

MAINSTREAMING IN A NUTSHELL 
 
• Statistics, studies, registers will be produced disaggregated by 

sex → if disparities appear, a gender impact assessment will be 
made. 

 
• Plans, decisions, statements and measures will be assessed from 

the gender perspective.  
 
• Opinions, experiences and needs of both women and men will be 

taken into account in all processes and actions. 
 
• Gender will be taken into account in speeches and texts if there is 

a distinct difference in the status of women and men, in targeting 
measures  → get rid of gender neutral texts and speeches. 

 
• It will be ensured that women and men are equally represented in 

seminars, events and training both as speakers and invited 
participants.  

 
• It will be ensured that unions be equally represented by women 

and men in working groups, consultative committees and in other 
such bodies outside and within the trade union movement. This 
can be achieved, if we either propose or ask that nominating 
bodies will propose both female and male candidates to various 
bodies.  

 
• It will be set as a goal that women and men are represented in 

the SAK and union decision-making bodies in proportion to their 
membership. 

 
• The progress of gender equality as a result of the above-

mentioned measures will be followed up.  
 
 
ADVANTAGES    
      
 For SAK and the unions 
 
• Productivity and efficiency will increase, when the capability and 

experience of both women and men is utilized.  
• Diversity gives surplus value → the quality of services and 

defending of interests as well as capability for innovation will be 
improved.   



  20 

• Equality improves the image: members and potential members 
find unions more attractive and competitive, unions will impress 
public opinion as a modern movement oriented to gender 
equality. 

 
     For union employees and decision-makers 
 
• Fair, equal treatment, opportunity to develop and have influence 

at work -> increased motivation, commitment, job enjoyment 
 
     For members 
 
• better quality in defending interests → members more satisfied 
• members treated more fairly and equally, when the difference 

between the female and male sectors is taken into account. 
 

 
3.2 SAK aims at equality 
 
Promotion of equality and justice in the society has always been one 
of the fundamental values of SAK, both in the world of employment 
and in organisational activities.  According to its basic programme, 
SAK�s activities are founded on the ideals of freedom, solidarity, 
equality, democracy and peace, against all forms of exploitation and 
oppression.  
 
The definition of equality is written into the SAK basic programme: 
�Equality gives effect to the equal opportunity of all people to develop 
as individuals and as members of the community, irrespective of sex, 
age, mother tongue, race, nationality, political or other opinions, 
outlook on world, physical or mental capabilities or social status. Also 
the Finnish Constitution and several other laws and international 
agreements require that people be treated equally irrespective of the 
above-mentioned points. Equality is a human right.  
 
Of the various dimensions of equality, gender is the cause for 
significant differences in the Finnish labour market. Gender-based 
segregation of the labour market is much more apparent in Finland 
than in most other countries. Of all the wage-earners, only 18 per 
cent, and of the members of SAK affiliated unions 12 per cent work in 
occupations, where the share of women and men is about equal. 
Most of the phenomena feeding inequalities in employment � wage 
differentials, differences in the forms of employment relationships, 
working conditions, access to education and career advancement � 
are results of this segregation. Inequalities also occur within trade 
union activities and decision-making: men are over-represented as 
elected officials and in decision-making bodies.  
 
Of the members of the SAK affiliated unions, 54 per cent are men 
and 46 per cent women. The majority of men work in industry. Men 
typically have an uninterrupted career, work with machines, work in 
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physically straining and accident-prone occupations, retire earlier 
than women due to disability for work and wish to retire earlier than 
women. Men also die younger than women.  The majority of women 
work in services either in the private or the public sector. Women�s 
careers often involve interaction with other people, mental strain and 
fixed-time and part-time employment relationships. Women�s careers 
are, as a rule, shortly interrupted due to childcare. According to the 
studies, the female SAK members are, however, more interested 
than men to stay on in employment even during later years.  
 
Equality and justice are the foundation pillars of the welfare society. 
Everyone must have a right to meaningful work and adequate 
livelihood. Promotion of equality and justice has been discovered to 
increase the welfare, commitment to work of the employees at the 
workplace and thus productivity and competitiveness. Fair treatment 
and opportunity to influence at the workplace also cut down sick 
leaves. So promotion of equality is beneficial to employees as well as 
to employers.   
 
In the future, equality will also improve the image of the undertaking 
in the eyes of the customers and be an asset in recruitment in the 
keen competition of new employees.  
Equal and fair treatment of personnel should be regarded as 
important criteria in granting quality certificates to organisations. An 
even gender distribution among active union members, elected and 
paid officials alike, might lead to better defending of interests in 
various employee groups, add to the public image of the movement 
and thereby promote the influence and appeal of the movement.  
 
 
3.3 What is meant by gender equality? 
 
Gender equality means that people can develop their capabilities and 
make choices without strict limitations generated by sex, and that 
different modes of behaviour, aspirations and needs of women and 
men are equally appreciated and have a similar standing.  
 
Equality can be understood by at least three different ways. We can 
speak of formal equality, of equal opportunities and of de facto, 
materialized equality. According to Leena Lahti-Kotilainen (1996, 14), 
the above-mentioned concepts of equality differ in the following way: 
 
 
Formal equality 

 
Formal gender equality is carried out when regulations and directions 
apply in the same way to both women and men. The underlying 
concept is that women and men are similar human beings.  For 
example, civil rights, right to vote, right to study are formal rights. 
Regulations alone have, however, not secured equal opportunities 
and equal outcome for all.  
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Equal opportunities 

 
The hypothesis in the equal opportunities model is that although 
women and men enjoy the same formal rights, equal opportunities do 
not materialize for everybody due to e.g. social support, education, 
family situation or other circumstances. For example, young women 
and men have, in principle, equal opportunity to show interest in a 
union representative position. In real life, responsibility for taking care 
of the children and the home often mainly falls on women, so in 
practice women have a poorer opportunity to take up time-consuming 
union representative posts, which must be taken care of outside 
working hours. 
 
 
Equality as an outcome 

 
To define a state of materialized equality, we need an agreement on 
what the pursued state is and in what way we can measure, whether 
it has been achieved. For example, we can think that equality is 
materialized in union decision-making bodies when women and men 
are equally represented in these bodies. We can also say that 
equality is materialized, when women really receive equal pay for 
work of equal value.  
 
To eliminate inequality, equal treatment is not always an adequate 
measure, but so-called affirmative action is necessary. For example, 
when we have two equally competent candidates, we select the one 
representing the sex that is in minority.   
 
 
3.4   Perspectives to promotion of gender equality  
 
When discussing equality, the following three perspectives should be 
kept separate: whether women are considered on a par with men, 
whether both genders have the same tasks or whether their tasks are 
different but complementary to each other, and whether women and 
men are perceived to be similar or dissimilar as to their qualities and 
dispositions.   
 
In the course of time, gender equality debate has gone through 
various phases. We talk about gender contract, which is an unwritten 
agreement on the relation between women and men in the society.    
 
 
Equal treatment perspective 

 
In the early years of the last century, the first-wave women�s 
movement based itself on the demand for equal treatment. The work 
of this movement brought women the vote and several other rights, 
as well as benefits related to maternity. The emphasis in the equal 
treatment perspective is in human rights and equal rights. This 
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secures formal equality. The ideal, however, is the male model. 
According to this model, women achieve equality when they act like 
men and prove to be �good guys�.   
 
 
Woman�s perspective   

 
The second-wave women�s movement (1960-1980) set the demand 
of taking the woman�s perspective into account at all levels of 
society. This perspective aims at preserving the characteristic roles 
of women and men. Growing involvement of women in employment 
resulted in the development of two separate labour markets, 
education models and pay systems, one for men and one for women. 
The goal is to support those who have the worst of it. According to 
this approach, the qualities and capabilities of women and men are of 
equally high value irrespective of the fact than women and men are 
different. Recently, the term �man�s perspective� has also appeared 
in the debate along with an effort of men to extend their role. 
 
 
Gender perspective � appreciation of individuality and diversity 

 
This pattern of thought aims at breaking up the traditional 
stereotyped roles of women and men. Each person is entitled to be 
an individual without any shackles due to her/his sex.   Both women 
and men may suffer from either imagined or real expectations falling 
on them due to stereotyped concepts of femininity or masculinity 
(gender). The strategy is mainstreaming of equality.  
 
Promotion of gender equality does not aim at making women and 
men similar. The difference between women and men should be 
seen as an extra value, which is worth exploiting also within the 
union movement.   
 
 
3.5 What does mainstreaming of equality mean and 
why is it necessary? 
 
Because gender equality has progressed fairly slowly, methods have 
been developed to promote it more effectively. Mainstreaming 
gender equality is one of these methods, and it aims at giving a 
concrete form to what gender equality perspective might mean in any 
particular situation.  
 
Mainstreaming gender equality means that gender and equality 
aspects will be taken into account in all policies and actions, covering 
as well planning, implementation, monitoring and evaluation. 
 
Finland has committed itself to comply with the Beijing platform of 
action, aimed at improving the status of women and adopted by the 
1995 Fourth World Conference on Women. The platform calls for 
including gender perspective in all policies and programmes in such 
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a way that, before decisions are made, the effect they have on both 
women and men will be assessed. The platform obliges the 
Governments but also e.g. employer and employee organizations. 
Later on, also the European Union has committed itself to 
mainstreaming of equality. It is particularly written in the articles 2 
and 3 of the Amsterdam Treaty that removing obstacles to equality 
and promotion of equality between men and women are among the 
main tasks and goals of the Community. Also at the national level, 
e.g. the Government programme calls for mainstreaming and for a 
gender impact assessment in drafting new legislation. In the incomes 
policy agreement for the years 2003 and 2004, the central labour 
market organizations recommended that their affiliates assess in the 
union level negotiations the gender impact of the collective 
agreement regulations in their particular sector in relation to the 
status of men and women.   
 
It is therefore necessary for the unions to assess, in all their 
activities, in planning or organising activities, making studies, giving 
statements or taking decisions, whether gender has a relevance to 
the issues dealt with or tasks implemented. Gender is relevant, if 
there are differences between women and men in the issue 
concerned. Information concerning the current state of equality 
should be produced by quantitative statistics and qualitative analysis.  
If inequalities are discovered in the position of women and men, 
ways have to be found to eliminate them.  
 
Equality cannot be promoted by quantitative representation only. We 
must also see to it that the opinions of both women and men are 
heard, and that both women and men are able to exert real influence 
in decision-making. Along with equal representation, the substance 
of the goals and activities is an essential issue. Also men can 
improve the status of women in employment and represent them and 
their interests, just as well as women can promote issues that are 
relevant particularly to men. Implementation of equality calls for 
mutual cooperation of women and men.  
 
 
3.6 How to mainstream in practice?  
 
 
When is gender relevant in taking measures? 
 
As a first step in gender mainstreaming, we need to evaluate whether 
gender bears relevance to the matter in hand. To determine whether 
this is the case, we need gender disaggregated data, and we need to 
ask the right questions.  
 
• Does the proposal have one or more target groups? How does 

the measure relate to an average female and male member? 
Does the proposal satisfy the needs of both women and men?  
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• Are women and men represented equally, i.e. in the same 
proportion as they are in the membership, at all levels of decision-
making? Are the efforts, funds, services etc equally distributed 
between women and men?  

 
• Do women and men have equal opportunity to make their voices 

heard and to participate in the actual decision-making?  
 

 
 

Gender impact assessment and promotion of gender 
equality  
 
Assessment criteria: 
    
a) Quantitative involvement  
• share of women among actors (decision-making, drafting, 

composition of various organs) or as targeted objects of action 
  

b) Quantitative division of resources 
• how are the funds, time, premises, services divided between 

women and men (e.g. gender pay differential, the time used in 
addressing meetings etc.) 

 
c) Qualitative assessment   
• which standards and values affect gender roles, the division of 

labour between genders and the attitudes and behaviour of 
women and men 

• do women and men formally enjoy same rights and 
responsibilities � and in practice?  

 
Basic questions: 
 
1. What is the present situation in the domain of activity under 

examination? (a+b) 
2. Why is the situation what it is? (c ) 
3.  What are the obstacles in the way of promoting gender equality? 
4.  How can the obstacles be removed and equality promoted? 
 
 
 
 
a) Participation – quantitative criteria  
 
In the document Liikkeessä tulevaisuuteen (Movement towards the 
Future), the SAK Congress laid out the policy that the SAK affiliated 
trade union movement not only looks like its members and acts 
based on the needs of its members, but is also structured like its 
membership.  The voice of the membership is best transmitted to the 
level of decision-making and management, when decision-making 



  26 

and management bodies are composed corresponding to the 
structure of the membership.  
 
According to Congress resolutions, the share of young people and 
women need to be considerably increased in the decision-making 
bodies and as elected representatives. This development must be 
closely monitored during the Congress period, and if necessary, 
introduction of quotas need to be considered.  
 
The fact that union actors � elected representatives and staff � 
represent both sexes in the same proportion as they are represented 
in the membership, will also, before long, be reflected in how the 
interests of female and male members are protected. Representation 
and consultation of both sexes in drafting and in decision-making is 
important, to ensure that the problems of both the female and male 
dominated occupational groups as well as the life experience of both 
sexes are brought out. 
 
The quantitative distribution of women and men must be looked 
into  
• among union membership, 
• in union decision-making bodies and among elected 

representatives , 
• among union staff, 
• in the internal drafting organs in unions and when unions are 

represented outside the movement. 
 
The Equality Plan adopted by the European Trade Union 
Confederation ETUC obliges all affiliates to eliminate the deficit in the 
representation of women in all decision-making bodies. Therefore, it 
is necessary for the SAK and the affiliated unions to set quantitative 
goals and schedules to increase the proportional share of women 
(affirmative action). The Congresses of both ETUC and SAK set the 
task of arranging a statistical follow-up of the developments in the 
share of women and men among the membership and in the various 
representation duties at all levels of the trade union movement.  
 
 
b) Distribution of resources – quantitative criteria 
 
Sex disaggregated statistics and studies 
 
Sex disaggregated statistics give a full picture of the existing gender 
system and differences prevailing between the two sexes, e.g. the 
differences in the occupational division among members, wages and 
salaries, working time, forms of employment and use of family 
leaves. Statistics and studies are a necessary precondition for taking 
gender perspective into account and realising gender equality. They 
make it possible to make invisible inequalities visible. And it is only 
then that gender-specific problems can be discussed and dealt with.  
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• It is necessary to compile all union membership registers, 
statistics, enquiries and membership studies also disaggregated 
by gender.   

 
• Union actors should, when representing their organisations in 

various organs outside the movement, demand that statistics and 
studies are also disaggregated by gender.  

 
 
c) Qualitative assessment 
 
The so-called gender system, determining the position of woman and 
man, is a powerful factor in the world of work. The gender system 
maintains structural inequality and is hard to break. As a rule, men 
hold the higher positions in organisational hierarchy, working in 
management and leading positions (segregation, vertical). The 
system also divides the labour market into different branches and 
occupations by gender (segregation, horizontal). Occupations and 
duties linked to care and services are considered suitable for women, 
whereas machines are part of the male world. Traditionally, female 
branches and occupations are less appreciated and underpaid. 
Gradually, some of the formerly male occupations have attracted 
more women, but not the other way round. Because of the traditional 
attitudes, men often have less choice than women in choosing of an 
occupation. A man wanting to be a children�s nurse, may easily be 
labelled as feminine and as a failure as a man, incapable of getting 
along in men�s jobs. A female welder, however, may be praised as a 
�good guy� in a very positive spirit. Due to segregation, women and 
men hold a very different position irrespective of whether we talk 
about bargaining policy, working time policy or health and safety 
issues. The low wages in the female dominated sectors do not attract 
men to these occupations, although there might be men who would 
actually be interested of such work.  
 
In qualitative assessment, we should be able to identify the interests, 
attitudes and practices that have an effect on the deviating position of 
women and men in the issue considered. 
 
 
3.7  Promotion of gender equality in the various 
sectors of union activity 
 
What measures do the unions, then, need to take to remove 
obstacles to equality and promote the equality between women and 
men? We need to carry through the assessment concerning 
involvement and division of resources, as well as a qualitative 
assessment in all sectors of activity. The basic questions listed above 
help to form a picture of the situation. Things should be looked into, 
as far as possible, from the point of view of the union staff, elected 
officials, members and interest groups. 
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Next, we will give some examples of the proposals for measures 
produced by mainstreaming and gender impact assessment in some 
of the crucial sectors of union activity.  
 
Economic, employment and industrial policy: 
 
• Securing maintenance of public services and thereby, on one 

hand, women�s jobs in the public sector and the opportunity for 
women to work outside the home, on the other.  

 
• Increasing union initiative in developing innovation in the services 

sector.  
 
• Attending to interests in industrial policy in a more versatile way to 

make sure that the important issues in the various branches will 
be considered.  

 
• Using the means available in economic and fiscal policy to secure 

the solidity of undertakings and households, and channelling tax 
and rate relief to the lowly paid.   

 
• Developing research and compiling statistics on the effect of the 

changes in pay and income systems (performance bonuses, 
profit-related payments, personnel funds) on the wage formation 
of women and men.  

 
• Contributing to the efforts of labour and education administration 

to alleviate labour market segregation by union labour market 
policy. 

 
• Demanding more efficient supervision of Contracts of 

Employment Act and Equality Act to tackle speculation with fix-
term employment contracts and dismissal of e.g. women working 
under fixed-term contracts during pregnancy. 

 
 
Agreement and pay policy: 
 
• Ensuring the maintenance and effectiveness of the tripartite 

bargaining and agreement system.  
 
• Retaining the objective of a pay profile based mainly on sums in 

euros and pay tables.  
 
• Standardising collective agreements and having sectoral general 

agreements as a goal.  
 
• Taking gender impact of the agreement into account in union 

level and local bargaining and promoting fairness in agreements.  
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• Paying attention to gender impact assessment when developing 
pay systems.  All pay components (task-specific, personal and 
performance-specific) must be non-discriminatory.  

 
• Increasing the number of women as negotiators at all levels. 

Following developments up by compiling statistics on a regular 
basis.  

 
• Training negotiators in equality issues and in gender impact 

assessment.  
 
• Developing job evaluation systems in such a way that they 

become easier to apply to evaluation of the jobs of the various 
personnel groups employed by the same employer.  

 
• Producing tools for promoting equality at workplace and 

developing the skills of active unionists at the workplace in 
equality planning, pay surveys and job evaluation.  

 
• Taking stronger measures when discrimination occurs, both at the 

workplace and union level.  
 

 
Education policy: 
 
• Pressuring education authorities to ensure that gender equality is 

adequately present in the contents and methods of instruction as 
well as in guidance councelling. Alleviation of job segregation 
based on gender must be set as a goal in making educational 
choices.   

 
• Influencing the attitudes at workplace level � using methods 

available to unions �to ensure that every individual is able to 
choose a suitable occupation according to her/his personal 
aptitudes, independent of gender.  

 
• Demanding that employers offer equal opportunities for both 

female and male employees to participate in further training 
financed by the employer and develop the contents of work in 
such a way that the employee�s training and skills can be taken 
into use.  

 
• Stressing the importance of the upper secondary vocational 

education and training, to ensure that education and training 
leading to practical occupations will attract both female and male 
applicants. Dropping out of vocational training shall be reduced 
e.g. by tailored training.  

 
• Stressing the importance of service sectors in choosing 

educational sector.  
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Social policy: 
 
• Taking gender perspective into account in a more pronounced 

way in defending social policy interests and drafting laws.  
 
• Increasing the number of female actors in the administration of 

insurance companies.  To do this, the number of women must be 
increased in the leadership of unions.  

 
 
Working time policy: 
 
• Securing the right to working time that will guarantee livelihood.   
 
• Encouraging fathers to use family leaves and take up more 

responsibility at home.  
 
• Doing research on possibilities to balance the employer expenses 

caused by family leaves and particularly of taking care of sick 
children between female and male dominated sectors.  

 
• Securing working hours, which will flex to the changing life 

situations of employees.   
 
• Increasing the knowledge of workplace union representatives of 

working time regulations and encouraging them to intervene when 
problems occur.  

 
• Increasing the efficiency of law enforcement � no more illegal  
 fixed-time arrangements or chaining of fixed-time employment 

contracts, supervision of the observance of the obligation to keep 
schedules of working time.  

 
 
 Health and safety at work: 
 

• Demanding more resources and increased knowledge of gender 
equality issues for the Regional Institutes of Occupational Health 
in order to extend health and safety inspections to the small, 
female dominated workplaces and identify the problems of 
women�s sectors, too.   

 
• Developing gender disaggregated statistics at all levels.  
 
• Improving the facilities of health and safety representatives to act, 

by e.g. providing them with new ways of getting information (e.g. 
Web-based distant learning and the Internet), and by ensuring 
that the health and safety representatives in the female 
dominated sectors are provided with the same opportunities to 
use time for this work as their counterparts in the male dominated 
sectors.  
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• Influencing the employer attitudes in joint health and safety 

activities with a special emphasis on showing how fair 
management, influencing opportunities and well-being are linked 
to the decrease in sickness absences.   

 
• Taking efforts to have the slowly developing work-related 

diseases diagnosed as occupational diseases and accordingly 
compensated for.  

 
• Influencing the amendment of the Occupational Diseases Act in a 

way that also diseases caused by social or mental factors will be 
included among occupational diseases.  

 
 
Organisational activity: 
 
• Member recruitment will be targeted particularly on young men 

and temporary workers, of whom the majority is women.  
 

• Improving the opportunities of women to become active unionists 
by developing new forms of action, e.g. increasing projects, 
networking and Internet activities.  

 
• Increasing the number of women in union decision-making bodies 

in a way, that it will correspond to their share in the membership, 
by making gender equality one of the crucial election criteria.  

 
• Developing gender disaggregated statistics on the development 

of the number of active organisation members at all levels.  
 

• Seeing to it, that women and men are equally represented as 
both speakers and invited participants in seminars and functions.  

 
• Allowing for women�s separate activity according to local needs, 

and lending particular support to the creation of networks 
increasing the self-assurance and empowerment of women.  

 
 

Trade union education: 
 
• Removing obstacles to participation in training, by e.g. improving 

agreements concerning training in the services sector, and 
offering more e.g. distance courses in the Web.  

 
• Integrating gender perspective in the syllabus of all courses.  
 
• Arranging special gender equality training and pursuing also men 

to participate.  
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• Arranging also in the future female-specific and male-specific 
(participants either women or men) training. 

 
• Requiring gender equality knowledge of teachers, and increasing 

the number of women in training for interest defending. 
 
• Using instruction methods, which encourage women and other 

employees in a weak position in the labour market, to have their 
voices heard. 

 
 
Communication: 
 
• Integrating gender perspective in all communication when it is 

relevant to the issue concerned.  
 
• Bringing gender equality issues up also in the speeches and texts 

of male actors.  This may add to the significance of the issue.  
 
• Appearing in public equally, represented by women and men 

alike.  
 
• Making active contact to female journalists who are new in the 

branch.  
 

• Making a conscious effort to give the organisation the image of 
being diversified, looking like its members: half of them women, 
half of them working in services � not forgetting, though, the 
traditional member group in industry.  

  
 

Papers 
 
• Making a paper that looks like members. 
 
• Using the female experts in SAK and the affiliated unions, as they 

are not, as often as their male colleagues, asked to make 
statements in the national media, and looking for experts on the 
everyday life at work from the workplaces 

 
• Testing every idea for a story, all articles and themes by gender 

impact assessment.                                                
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WOMEN IN SAK (46 %) 

34% 

40%

26%

Public sector 
- family child minders 
- kitchen assistants 
- ward assistants 
- nursing auxiliaries 
- home-help assistants 
- trained home aids 
- office clerks 
- clerks 
- cleaners 
- cooks 

Private services 
- office employees 
- salespersons 
- barbers/hairdressers 
- waiters 
- hotel clerks 
- kitchen employees 
- cleaners 
- technical staff at the chemistries 
- air hostesses 

Industry 
- cleaners 
- sewers 
- knitters 
- operation controllers 
- assemblers 
- packers 
- food processing 
  workers 
- dispatchers 
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MEN IN SAK (54 %) 

Industry 
- offset printers 
- lathe operators 
- mechanics 
- welders 
- machine operators 
- control room  
  operators 
- forest workers 
- forklift operators 
- meatcutters 
- butchers 
- maintenance 
worker 
- drivers 
- store workers 
- joiners 

Public sector 
- fire fighters 
- drivers 
- caretakers 
- carpenters 
- garage mechanics 
- store workers 
- bus drivers 
- maintenance workers 

Private services 
- car/machine 
salesmen 
- caretakers/doormen 
- drivers 
- store supervisors 

23%
65%12% 
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