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Opening Remarks

Welcome Remarks

Fusako Utsumi
President, National Women's Education Center

I am delighted to welcome so many of you to the 2018 NWEC Global Seminar today. I would
like to thank our keynote speaker, Ms. Brynhildur Heidar-og Omarsdéttir, Managing Director of
the Icelandic Women’s Rights Association, who came all the way from overseas, our panelists,
and all other participants engaged in promoting women’s social participation in various ways in
Japan and overseas for making time in your busy schedules to join us. This year’s Global Seminar
has benefited from the support of both the Ministry of Education, Culture, Sports, Science and
Technology and the Embassy of Iceland. I would like to express my heartfelt appreciation for
their cooperation with this international program.

This year’s seminar focuses on the theme ‘“Promotion of the Advancement of Women — What
Japan can learn from Iceland about Gender Equality?” Iceland has ranked first on the World
Economic Forum’s Global Gender Gap Index since 2009, and is a global leader in terms of gender
equality. In January this year, the Icelandic government enacted legislation to eradicate gender-
based discrepancies in wages, a progressive initiative that has attracted around the world.

This booklet comprises materials for the keynote speech and panel discussion at this year’s
NWEC Global Seminar. We hope discussions held during this seminar will prove useful to you all

as you engage in promoting gender equality.

December 2018
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Message from the Ambassador

Message from the Ambassador

Elin Flygenring
Ambassador Extraordinary and Plenipotentiary of the Republic of Iceland

Gender Equality is an issue that has no beginning and no end. It is an ever ongoing story and
has many labels. It is very much a political matter but also a social matter, economical matter or
a human rights matter. The labels are very many and therefore will Gender Equality always be a

story with no end in sight.

Like long stories or tales, Gender Equality also includes a lot of drama, feelings and emotions,
reasoning and even hysteria. We who are used to sagas and tales know that the end can be both

good or bad or a mix of it.

I myself have had my own Gender Equality story through my life and my saga is still ongoing.
I come from Iceland, a country where women have been talking and fighting for Gender Equality
for the last 30 years or more. Women have been demanding results, to righten the wrongness and
that the authority figures, public or private, should make Gender Equality happen and manifest
changes needed so all people, men and women, could be equal. Much has been accomplished in

Iceland. Despite that the Gender Equality saga is not over yet.

I have had one mantra that I have been telling myself throughout my life: “ Follow your
dreams”. Not only have I told this to myself but I have told it to my two daughters. “Don’t let
anyone stop you from following your dreams”. This mantra applies to young girls and women
in all countries. It will cost struggle and conflict but that is how evolution happens. Believe in
yourself and your dream and you will have a better chance that your own Gender Equality saga

will end in a positive way.
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Brynhildur Heidar-og Omarsdéttir
TART Y P RN FHERE

Managing Director, Icelandic Women’s Rights Association
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Brynhildur Heidar-og Omarsdottir is the managing director of the Icelandic Women’s Rights
Association (IWRA), an advocate for gender equality and monitor of legislation and
government policies dealing with gender equality. IWRA works with various actors on projects
and reports related to gender equality, governmental, non-governmental, private and individual,
domestic and international. A specific focus of IWRA is gender equality in politics and
education, and the association works closely with women active in political parties represented
in Alpingi, the Icelandic parliament, and with teachers in Iceland and the other Nordic countries,
creating school materials to be taught at the high school level on gender equality.

Brynhildur Heidar-og Omarsdottir holds degrees in comparative literature and English
literature. She has written a book of feminist fairy teles, and in her spare time, she serves as
the president of Fjoruverdlaunin, the Association for Women’s Literary Prize in Iceland, as
well as regularly directing radio programs on literature for RUV — the Icelandic National

Broadcasting Service.
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Tomohiro Takami '.
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Researcher, Department of Labour and Economy

The Japan Institute for Labour Policy and Training
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61 ([EASBITIEHEEE] 4 677 5. 2016 4F) 72 &, AWAHIEAFL » A4 [
i 29 FEER AL RI S - DAV BIENFIEIEE) O SRR 2 SR HE GRSCH LR

JhE ) ZHE,

Researcher at the Japan Institute for Labour Policy and Training.

Has held current position since April 2013 after doing post graduate doctoral courses in

humanities and sociology at the University of Tokyo.
Majoring in sociology of industry and labor, is researching ways to diversify work and working
hours, as well as career development for women. Has served as a member of the review
committees “The Research on Decision-Making of Marriage” at the Economic and Social
Research Institute, Cabinet Office, as well as the “Research on Initial Career Paths to Promote
Active Participation” at the National Women’s Education Center.

His essays include “Challenges for Workplace regarding the Autonomy of Working Hours :
Perspective for the Prevention of Overwork™ (The Japanese Journal of Labour Studies, Issue
677, 2016). Won the “Honorable Mention Award of the Essay Category at the 2017 Awards
Commendation that Supports Research Activities on Gender Equality and Declining Birth

Rates” from the public interest incorporated foundation, Hodogaya Foundation.
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Kimiko Kubo
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Managing Director

ICHIKAWA Fusae Center for Women and Governance
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Managing Director, Secretary-General of the ICHIKAWA Fusae Center for Women and
Governance; Editor-in-Chief of Josei Tenbo [Women'’s Perspectives]; Executive Director of
the ICHIKAWA Fusae Forum to Promote Women’s Involvement in Politics.

Secretary to former House of Councilors member, Fusae Ichikawa. While working in this
position she took a leave of absence from 1976-1977 to study English at Colombia
University in the United States. During this time, she volunteered for the women candidates
running for public office, reported on the National Women’s Conference held in Houston,
etc. She became involved in the national survey of women local assembly members from the
1980s.

Publications: The Ichikawa Fusae Collection (An Annotated Bibliography), NTHONTOSHO
Center, 1994; Co-author of Women and Politics Worldwide, Yale University Press, 1994;
Josei gi’in wa chihou gikai kaikaku no ninaite ni nareru ka [Can women councilors become
the leaders of local assembly reform], in OMORI, Wataru (Ed.), Bunken jidai no shucho to
gikai [Chairpersons and local assemblies in an era of decentralization], Gyosei, 2000; Josei
wo motto chiho gikai e [More women should get onto local assemblies], in WIN WIN (Ed.);
AKAMATSU, Ryoko (Supervising Ed.) Kuotasei no jitsugen wo mezasu [Realization of a
quota system], Pat Women’s Office, 2013; Ichikawa Fusae no Gensetsu to Katsudo [The
Discourse and Activities of Fusae Ichikawa], ICHIKAWA Fusae Center for Women and
Governance, 2013, 2016, etc.
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Kimio Ito

AR A EHAR Professor Emeritus, Kyoto University
S EESER Y % Professor, Kyoto Sangyo University
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T
[MHEoLay & oEs] (NHK HAR, 2003 4F)
Gender , Transgender and Sexualities in Japan (3£, Routledge, 2005)
International Encyclopedia of Men & Masculinities, (f@f£ZH . Routledge, 2007)
[V = —otha?] (BurRFHAERE, 2008 4)
Transforming Japan (#:3% . New York City University Press, 2011)
Gender and Welfare States in Eastern Asia Confucianism or Gender Equality (3t .
Macmillan, 2013)

Prof. Ito finished his Ph.D. course at Graduate School of Letters, Kyoto
University. After being granted a scholarship from the Italian Government and
studying at the Faculty of Political Science, University of Milan, he was appointed
as Professor at Faculty of Human Sciences, Osaka University and Professor at
Graduate School of Letters, Kyoto University. In 2017 he took up the present
position at Kyoto Sangyo University. He is specialized in Culture Sociology and
Gender Studies. Among the several social activities he participates in, he is
currently a member of Science Council of Japan, Chairperson of Gender Equality
Council of Shiga Prefecture (since 2012), Chairperson of Gender Equality Council
of Kyoto-fu (since 2012), Auditor of National Women’s Education Center (since
2016), and Vice-Chairperson of Gender Equality Association for Humanities and
Social Sciences (since 2018).

Principal Academic contributions

Kimio ITO, “The Myth of ‘Masculinity”, NHK Publishing House, 2003

Kimio ITO, “Gender, Transgender and Sexualities in Japan”, Co-authored,
Routledge, 2005

Kimio ITO, “International Encyclopedia of Men & Masculinities”, Routledge, 2007
(Editorials Board Member)

Kimio ITO, “The Sociology of Gender”, published by the Society for the Promotion
of the University of the Air, 2008

Kimio ITO, “Transforming Japan”, co-authored, New York City University Press,
2011

Kimio ITO, “Gender and Welfare States in Eastern Asia Confucianism or Gender
Equality”, co-authored, Macmillan, 2013
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Masami Ochi
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Specialist, Office of Research and International Affairs

National Women’s Education Center
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Completed the doctoral degree at the Graduate School of Humanities and Sciences,
Ochanomizu Unitervisy, in Tokyo. Ph.D in Social Sciences. Graduating Sophia University in
Tokyo, Dr. Ochi served as marketing and personnel officer in private sector. She holds an M. A.
in Gender Analysis in Development from University of East Anglia in Norwich, U.K. After
having worked at “Tokyo Women’s Plaza”, gender equality center under the jurisdiction of the
Tokyo Metropolitan Government, she joined NWEC in 2008. Her assignments at NWEC
include networking with gender machineries and civil society organizations as well as
organizing international seminars and forum. She also supervises a research project on

comparative study of gender equality policies in Japan and the South East Asian countries.
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CREATING A
GENDER
EQUAL
FUTURE,
TOGETHER!
LESSONS
FROM
ICELAND

BRYNHILDUR
HEIDAR-OG

OMARSDOTTIR

I
B0

Icelandic Women's
Rights Association
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HISTORY OF THE ICELANDIC gﬂ

WOMEN'S RIGHTS
ASSOCIATION

Founded in 1907 by Briet
Bjarnhédinsdaéttir to fight
for women's suffrage

The current mission of
Kvenréttindafélag Islands
is to work on women'’s

rights and the equal
status of all genders in L
all areas of society. The

association takes an
inclusive view of human
rights and works against : 7

all kinds of gt
discrimination. 2
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FIRST WOMEN'S POLITICAL o3

PARTIES
IN ICELAND

- 1907. Women receive the
right to vote in local
elections in Reykjavik.

- 1908. Briet
Bjarnhédinsdéttir forms a
women’s political party and
runs for election. Four
women voted into Reykjavik
City Council.

- 1915. Women receive the
right to vote in
parliamentary elections.

- 1922. First woman elected
to Alpingi, the Icelandic

parliament representative of a women’s List
3
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KVENNAFRAMBODID / o

KVENNALISTINN
THE WOMEN S ALLIANCE 1983-1998

1982. The Women’s Alliance runs
for local elections in Reykjavik
and Akureyri

« 1983. The women’s Alliance voted
into Alpingi, the Icelandic
parliament

* 1998. The Women’s Alliance
disbanded and joins a new
Social Democratic Alliance

« 2016. Last woman elected to
Alpingi originally as a member
of the Women’s Alliance leaves
parliament

4
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EQUALITY COMES WITH
EQUAL REPRESENTATION

o P 5 B 0 o & = o o A
A PP P D P S P s

@ women @ nden

Women in Alpingi since 1916
5
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BREAKING THE GLASS oo
CEILING

2016 2017

Women in Alpingi 2007-2018
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EQUALITY COMES WITH
EQUAL REPRESENTATION

2009 Pimping and the purchase of prostitution
banned. It is, however, still legal to sell sex (i.e.
people who sell sex are not penalized)

2010 Gender quotas for boards of companies with
more than 50 employees

2010 Ban on strip clubs, i.e. employers can no longer
profit from the nudity of their employees

2011  Police given authority to remove domestic
violence offenders from the home

2012  The Equal Pay Standard introduced on a
voluntary basis

2015 Laws passed requiring the government budget
to be gender sensitive

2018 The Equal Pay Standard made mandatory for all
employers with 25 or more employees

GENDER ACTION PLANS

Employers and trade unions shall work deliberately to bring
women and men on an equal footing on the labour market:
Employers shall work specifically to put women and men on
an equal footing within their enterprise or institution and to
take steps to avojd jobs being classified as specifically
women’s or men’s jobs. Particular emphasis shall be placed
on achieving equal representation of women and men in
managerial and influential positions.

Enterprises and institutions with 25 or more employees, on
average over the year, shall set themselves a gender
equality programme or mainstream Pender_equallty
perspectives into their personnel policy. This shall
specifically include, i.e., a statement of aims, with a plan of
how they are to be achieved in order to guarantee the
employees the rights set forth jn Articles 19-22. Gender
equality programmes and gender equality perspectives in
personnel policies shall be reviewed at three-year intervals.

Act on Equal Status and Equal Rights of Women and Men No.
10/2008, Article 18.
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LABOR MARKET IN ICELAND, oh
3Q 2018

Labor Participation Average number of
100 working hours
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LABOR FORCE PARTICIPATION
IN [CELAND, 1920-2017
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CHILDREN IN DAYCARE IN
ICELAND, 2017

Children age 2-5 Children age 1
100% 4.5 ] 100%
80% 80%
60% 60%
40% 40%
20% 20%
95.6 46.7
0% 0%
2017 2017
@ Children not in daycare @ Children not in daycare
Children in daycare Children in daycare
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PATERNITY AND MATERNITY BB
LEAVE

Parents shall each have an independent entitlement to
maternity/paternity leave for up to three months due to a
birth, primary adoption or reception of a child in
permanent foster. This entitlement shall not be
assignable. In addition, the parents shall have a joint
entitlement to an additional three months, which either

parent may draw in its entirety or the parents may divide
between them.

Act on Maternity/Paternity Leave and Parental Leave, No.
95/2000, Article 8.
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PATERNITY LEAVE IN ICELAND
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EQUAL PAY STANDARD

» Developed by Icelandic Standards, written in
cooperation with various actors, such the
Icelandic Confederation of Labor, the
Confederation of Icelandic Employers and the
Gender Equality Centre

 Introduced on a voluntary basis in 2012

+ Made mandatory for all companies with 25 or
more employes, by legislation in 2018

+ Legislation passed overwhelmingly in parliament,
over 80% voted yes

» First companies expected by be in compliance by
the end of 2018, all companies by the end of
2020

15
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EQUAL PAY STANDARD... IN b
ENGLISH!

IIST 85:20] 2 (e)' Equal pay ,r,.\pLanApIsmn:tsn{'r‘r:";ls o
management system -
Requirements and guidance.

The Equal Pay Standard has
been translated into English
and is available for purchase
via the website of Icelandic

Standards.
http://www.stadlar.is/verslu K
n/p-54558-st-852012- N9

€.aspXx
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GENDER INCOME INEQUALITY BB
IN [CELAND

17
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NO PROGRESS o

WITHOUT GRASSROOT
ORGANIZATION

'8 Women in Iceland have gone on strike
six times to demand equal pay,

4 in 1975, 1985, 2005, 2010, 2016 and
2018.

& 90% of women in Iceland
@ |left work on October 24th, 1975

+ In 2005, women left work the
mlné,lte they stopped getting paid, at
p.m

« In 2010, women in Iceland again left
work, this time at 2:25 p.m.

* In 2016 women left work at 2:38
p.m.

* In 2018, women left work at 2:55
p.m. #MeToo
The Icelandic Women’s Rights
Association has been one of the main
orgenizers in all six strikes

18
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WOMEN'S STRIKE IN oo
ICELAND. 2016

https://www.youtube.com/watch?v=IV3_3ISfX60

19
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CREATING AN EQUAL FUTURE &8
WITH A FEMINIST EDUCATION

CHIMAMANDA
NGOZI ADICHIE

VID
CETTUM
OLL AD VERA
FEMINISTAR

First course in gender studies
taught at the high school level in
2007

In 2018, 17 high schools offered
gender studies courses

9 of them have made gender
studies compulsory for some or
all students

3 high schools in Iceland have
made gender studies compulsory
for all students.

There are 33 high schools in
Iceland... "

36



D B B B e B B e B B e B e B e B e B B R B B B B B

37



Part I Keynote Address

Creating a Gender Equal Future, Together! — Lessons from Iceland
Brynhildur Heidar- og Omarsdattir

Managing Director, Icelandic Women's Rights Association

Hello everyone!

It is wonderful to be here with you today! | have long wanted to visit Japan, because | have
Japanese family, my aunt Sari Ohyama and my cousins Mariko Margrét and Mamiko Dis.

My name is Brynhildur Heidar- og Omarsdéttir and | run the Icelandic Women’s Rights Association.
The IWRA is the oldest civil society in Iceland working towards gender equality. We were founded in
1907 by Briet Bjarnhédinsdottir, here pictured, to fight for women’s suffrage, or women'’s right to
vote.

The original charter of the association mandated that we fight for political equality between men
and women, as well as equal access to education, political appointments and the workplace.

This mandate remains the same today, even though it is articulated differently. Our mission,
according to our current charter, is “to work on women’s rights and the equal status of all genders in
all areas of society. The association takes an inclusive view of human rights and works against all
kinds of discrimination.”

This wider definition of equality which undergirds our work today is essential, because our
understanding of equality and humanity has changed as we have grown as a society. In recent years,
Iceland has welcomed many immigrants, who bring with them new opportunities and new
challenges. As we become more diverse, we have needed to broaden our understanding and
practice of equality. We can no longer afford to only think about equality in terms of women and
men, our understanding needs to be more inclusive of other areas of discrimination, such as
discrimination based on sexual orientation and gender identity, race, religion and disability.

Iceland is still a fundamentally unequal society, but we have still come a long way since 1907 in
bridging the gap between women and men, between the genders.

Today, | want to talk about some of the legislative and policy tools that we have used to create a
more equal society, and about the political movements that made these changes possible. Because
social change doesn’t come from legislative changes, but from political action. Without the political
movement of women, without women organizing and demonstrating and running for office, nothing
would change. People, or shall | say... men, in power don’t easily share power. It is up to us, the
voters, to demand changes, to demand equality.

The fundamental right of everyone is the right to vote, the right of the people to have a say in the
way that we are governed. Women in Iceland received the right to vote in local elections in Reykjavik
in 1907 and a year later they organized and formed their own political party, the Women'’s List and
ran for city council. This first women'’s list in Iceland won a major legislative victory, in fact in 1908
the women'’s list became the single largest party in the city council of Reykjavik. Why? Well, because
they were the only ones that bothered to talk to all the new voters, the women!

The success of the women’s list of 1908 created a template for political action in Iceland, and
women’s political parties have been created at various point in our history. We gained the right to
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vote and to run for national office in 1915 and the first woman elected to parliament, Ingibjorg
Bjarnason in 1922, was elected from a women’s list.

The most successful women’s party was created in 1983. This new Women'’s List political party
was represented in parliament until 1998, and in fact the last woman originally elected to parliament
as part of the Women'’s List only left parliament seven years ago, in 2011.

Why did women in Iceland feel compelled to create their own parties? Well, the reason is simple.
Men in established political parties did not offer women opportunities to run for office. They did not
share their power.

Here is a chart of the gender ratio of members of Alpingi, the Icelandic parliament, since 1916, the
first elections where women were allowed to vote. As you can see, women did not have a lot of say
in what happened in Iceland for the most part of the last century.

In fact, when the new Women'’s list ran for parliament in 1983, there were only three women
members of parliament. As you can see on the graph, the number of women tripled in that election,
women went from being 5% of parliament to 15%.

Itis only in the past ten years, since 2009, that women have had a fairly equal representation in
the parliament of Iceland. Women only broke the glass ceiling in the snap elections of 2009, called
after the collapse of the government following the global financial crisis of 2008. That year, women
went from being 32 percent of parliament to 43%.

And since then, the number of women in parliament haven’t dropped below one third, as you see
on the graph. And if you’re wondering why we have had so many elections since 2009, well, this is
one of the results of the global financial crisis, which hit Iceland particularly hard, causing the
collapse of all the major banks. The Icelandic people still haven’t fully regained their trust in
institutions, and only one government has managed to serve out its full term since then. This is of
course a matter of great concern for us, but beyond the scope of this talk.

Now what does this mean, that women finally have equal representation at the highest level of
government?

Well, the legislation that is proposed by a gender equal parliament is more inclusive, since it is
written by a more inclusive body of legislature! Let’s look at some of the measures that have been
passed by a gender equal parliament in Iceland in the past decade.

In 2009, we banned the purchase of prostitution. We are one of the few countries in the world to
pass the so-called Swedish model, whereby it is not illegal to sell one’s own body for sexual services,
however, it is illegal to purchase sex and to sell other people’s sexual services, i.e. pimping or
running a brothel. Several other countries have passed similar legislation, Norway, Canada, Ireland
and Northern Ireland and France.

In 2010, we passed legislation mandating gender quotas in boards of companies with more than
fifty employees. Corporate boards in Iceland must have at least 60/40 percent representation of
either gender.

The same year, we passed a law banning employers from requiring nudity from their employees,
that is, we made commercial stripping and strip-clubs illegal.

In 2011, police were given authority to remove domestic violence offenders from their homes.
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In 2012, we introduced the Equal Pay Standard, a pay management system that helps employers
to prevent salary discrimination. This standard was released on a voluntary basis, but in 2017 we
passed a law mandating all companies with 25 or more employees to use this standard in their
payroll scheme. | will be revisiting this standard later on in this talk.

And in 2015, we passed a legislation requiring the government budget to be gender sensitive, that
is, that the budget of the Icelandic state must be analyzed for its effect on women and men and
inequalities corrected.

These are some of the new tools in our toolbox fighting gender inequality. They join other tools
which were introduced earlier, such as guaranteed maternity and paternity leave and universal
daycare for children.

I will now look more closely at some of the more useful measures that we have passed in Iceland,
policies that have been fundamental in creating a more equal society.

One of the more useful legislations that we have passed is one that mandates that all companies
with 25 or more employees need to have a gender equality plan. This requirement means that
employers need to have thought about how to achieve gender equality within their workplace.

These plans address issues such as equal pay, stating how the company will go about eradicating
the gender pay gap in the workplace. The plans address how the company will make sure that
women achieve equal access to jobs in the company, fair promotions and equal access to job
training. The plans also address how the company will guarantee work-life balance, structuring work
schedule to fit in with daycare, encouraging men and women to share equally in taking time off work
to take care of children, and reducing overtime. And, of course, these plans should also address
sexual and gender-based harassment and violence in the workplace.

In Iceland, women and men work... a lot. The most recent figures are for the third quarter of this
year, when 86.1% of men were in the labor market and 78.5% of women. Men worked on average
44.5 hours per week and women worked on average 36.9 hours per week.

And this month, a new European study was released showing that men and women in Iceland
work for far longer than other Europeans. Icelandic men work on average 48.8 years during their
lifetime, 10.5 years longer than European men on average. And women in Iceland work equally hard,
they spend on average 45.2 years in the labor market. In fact, the working-life of women in Iceland is
so long that that Icelandic women work longer than the European men who come in second place,
Swiss men who work on average for 44.9 years.

Iceland cannot afford to lose anyone from the labor market. We are so small that we need
everyone participating in our society. We can’t afford to waste the talents of anyone, especially not
women'’s talents!

Here is a graph showing the labor force participation between 1920 and 2017. As you can see, in
1991 women had already reached almost 80% labor participation and this rate has not gone down.
The reason women have been able to participate fully in the labor market since the 1990s is that we
now provide universal daycare.

In Iceland, children are guaranteed daycare after the age of two. In 2017, 95.6% of children
between the ages of 2 and 5 were enrolled in kindergarten. Children are not guaranteed daycare
before the age of two, but lucky parents are still able to enroll their children. In 2017, 46.7% of
children aged 1 were enrolled in daycare.
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We can thank the women who entered parliament and the city and town councils in the 1980s
and 1990s for our daycare system. Daycare was not a political issue until the 1980s, when the
Women'’s List made it an political issue. Remember, a more inclusive legislative body makes inclusive
legislation!

Another issue which wasn’t really within the purview of the all-male parliament of the 20t
century, was the issue of maternity and paternity leave. The current parental leave legislation in
Iceland was passed in the year 2000 and guarantees parents to a nine months in maternity and
paternity leave following the birth or adoption of a child. Three months are tied to one parent,
usually the mother, three months are tied to the other parent, usually the father, and three months
are available for parents to divide between them as they choose.

A government funded Maternity/Paternity Leave Fund issues payment to parents who are on
leave, equal to 80% of the wages that they had before taking leave, though with a cap on payments.

| cannot emphasize how popular and how beneficial this legislation has proven to be in Iceland. In
the year after the law was passed, 82.4% of fathers applied for paternity leave, a number which
quickly reached 90%, remaining steady until the financial collapse of 2008, when it began to drop.
After the financial collapse, caps on payments from the Maternity/Paternity Leave Fund were
lowered, making it hard for people to take maternity or paternity leave. In 2017, only 77% of new
fathers applied for paternity leave, the lowest number since the legislation was passed.

Recent legislation has raised the cap again on maternity and paternity leave payments, and a
legislation is now before parliament increasing the amount of leave for new parents to twelve
months, 5 months tied to the mother, 5 months to the father and 2 months to divide between
parents. We are working diligently to pressure the government into taking the necessary steps to
restore the maternity and paternity leave system.

The newest tool in our toolbox to ensure equality in the labor market is the equal pay standard.
The standard is a set of rules and guidelines to analyze the pay structure within a company, to show
whether or not men and women are paid equal wages for the same or equal value of work. When
companies and institutions have fulfilled the requirements of the standard, they receive certification
that they have complied with the standard.

The Equal Pay Standard was introduced on a voluntary basis in 2012. In 2018, the standard was
made mandatory for all companies with 25 or more employees.

Why did we make the Equal Pay Standard mandatory? We have had legislation that was supposed
to guarantee equal pay for men and women for a very long time. In fact, we passed the first
legislation mandating equal pay for men and women in Iceland over half a century ago, in 1961. We
passed a more comprehensive legislation in 1976 and an even more comprehensive one in 2008. So,
why are men are still being paid more than women in Iceland, despite legislation which is supposed
to guarantee equal wages?

One of the reasons equal pay legislation has not worked is that the burden of proof has always
been on the employee.

How does equal pay legislation work in the rest of the world? Well, first, a person needs to find
out that they are being paid less for their work than their colleagues. Then, this person needs to
have the resources to do something about it. They need to the financial resources to seek the help
of a lawyer, the social resources of a supportive network of family and friends, the psychological and
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emotional resources to sue their employers! And, if their case is successful, if the company is found
to have discriminated against that person in pay, the compensation is on an individual basis, not on a
universal basis. That is, the person who successfully sues for pay discrimination receives
compensation, but the wages of their colleagues are not corrected.

What the equal pay certification law does is shift the burden of proof away from the employee to
where it belongs, to the employers. In Iceland, we have had legislation guaranteeing equal pay since
1961, but men and women still aren’t paid equally. This, in effect, means that employers have been
breaking the law for 57 years! Today, employers are required to use this standard to correct the
wages of all their employees, to prove that they are in compliance with our long-standing equal pay
legislation!

| want to use this opportunity to note that the Icelandic Equal Pay Standard was written as an
international I1SO standard and has already been translated into English. There is nothing stopping
other countries, such as Japan, from taking this standard and adapting it for voluntary use in their
own labor markets.

So, what is the income gap between women and men in Iceland today?

The gender pay gap in Iceland is now around 16.1%, but the total earnings gap between women
and men is much higher, 26.5%. The difference between these two figures is that one is calculated
on an hourly basis and the other one on a monthly basis.

We in the Icelandic Women'’s Rights Association prefer to look at the earnings gap rather than the
pay gap. The reason we do not use gender pay gap calculations is that we feel that it does not
represent inequality in society. In fact, the so-called unexplained gender pay gap in Iceland is very
low, only 3.6% according to the Icelandic Bureau of Statistics.

However, there are many variables which explain parts of the pay gap, for example women'’s labor
participation, women who work part-time because of family and household responsibilities, gender
segregation in the labor market — that so-called “women’s jobs” get lower pay, power and influence
— for example women in boards and managerial positions, longer absences from work because of
childbirth, gender-stereotyping, etc. Although these factors explain the pay gap, they do not justify
women’s lower pay!

Icelandic women have gone on strike six times to protest the gender income gap. The first time
we walked out was in 1975, when 90% of women left work to protest income inequality. We walked
out again in 1985, 2005, 2010 and in 2016. And we walked out again last October, this time not only
to protest income inequality but also sexual harassment and violence in the workplace, stories of
which have been shared in recent months on social media under the hashtag #MeToo. These stories
have made it clear that our fight for gender equality in the workplace cannot only be about equal
pay. It must also be about safety in the workplace.

| want to show you a short video we made about the Icelandic women’s strike of 2016.
Unfortunately, we still haven’t had time to make a video about the strike this October.

Video. https://www.youtube.com/watch?v=IV3_3ISfX60

If there is one thing that has made Iceland a more gender equal country, it is our strong women’s
movement! All of the major advances that we have made as a country, the legislative changes that |
have described today, were made because women rose up, came together and organized for
change.
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We organized to fight for our right to vote. We organized to create our own political parties when
men would not allow us to advance in theirs. And we organized to protest the enduring structural
inequality in our society. It is through this grassroot organizing that we have been able to change
Iceland to make it a better society. Not perfect, but better.

In the past ten years, more than half of all Icelandic high schools have begun teaching gender
courses to their students. These classes were not created by the government or by school
authorities, but by individual teachers who decided that they wanted to change the world, to teach
our children how to be a better citizen, how to be feminist, how to change the world.

Interviews with the students who have taken these courses show how it has affected them.
“Nobody wants to be the first, but it’s necessary to call oneself a feminist and fight for equality. |
would want it to be done for me so why shouldn’t | do it for others,” says one male student. “The
course changed my life for the better. It gave me a cause to fight for and strength to help
others,” says a female student.

“Why isn’t this mandatory?” asks a third student. This is a question that we at the Icelandic
Women's Rights Association are also asking, and we are now lobbying to make gender studies a
mandatory subject at all school levels.

Because it is only through education that we can change the world permanently. Our young adults
are the most feminist, most equally minded, most aware generation in the history of Iceland. We
look to this generation to finish the job, to make Iceland, finally, an equal country for us all.

Thank you so much for your attention. | look forward to speaking with all of you later today.
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Kl_,\/\h%/—_l—\_g_:/7\\j_)l/f\: éﬂé) (cf. Kato et a/. 2016) /

S AWEE (2015) [BHEE -—XMOFRELEZBECEREEZIIH] HEERE.
FEBERHE - FHEHE (2010) [HHOBEALLE - BREOBMERG] FHBERMERHRS ENo. 122.
Kato, Takao, Ogawa Hiromasa, and Owan Hideo (2016) “Working Hours, Promotion and the Gender Gap in the Workplace, ”
IZA Discussion Papers 10454.
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December 7, 2018
miirEEA HEBERAE. HEHE FY2018 NWEC Global Seminar

The Japan Institute for Labour Policy and Training Panel DiSCUSSiOh

For the Promotion of Women’s
Participation and Advancement in

Employed Labor
— Issues Japan Should Address —

The Japan Institute for Labour Policy and Training (JILPT)
Tomohiro Takami
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Gender equality in employed labor
- At issue: the low ratio of women in managerial position -

» Laws and regulations are being prepared for gender equality (e.g. The Act on Promotion of
Women’s Participation and Advancement in the Workplace 2015), but Japan still has a long way to go.

» For example, the occupation rate of women in managerial position is still low by
international standards.

» There may be gender gap in opportunities of participation and advancement in companies.

Chart 1: Percentage of workforce, and of managerial positions, occupied by women
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Why are there few female administrative executives

in Japanese companies?
- Reasons listed by companies -

> Reasons listed by companies: Lack of wom

en who have required knowledge and

experience; women themselves do not wish to be in a managerial position;

women do not meet the tenure required for

a managerial position; etc.

...What should we do to change the situation? (skill, motivation, job continuation)

Chart 2: Percentage of companies by reason for no or few female administrative

executives (multiple answers, %)
0 10

No female worker at present who has required knowledge, judgment, etc.

Women do no wish to be in a managerial position.

No female worker at present who meets the tenure required for a
managerial position.
Female workers' duration of service is generally short, and they do not
stay long enough to become an executive.
Cannot place female workers in a responsible position since they bear a
lot of family resposibilities.

A lot of overtime work or late-evening work.
It's a hard job and difficult for women to handle.

Job involves relocation to all parts of the country.

Customers and male workers who are bosses, colleagues and
subordinates of female workers do not wish to have female managerial

Others

20 30 40 50 60
I —— 58.3
I 21.0
I 19.0
I 16.2
114
Bl 6.0
I 56
M 20

. 18

I 20.1

Source: “FY 2013 Basic Survey of Gender Equality in Employment Management,” Ministry of Health, Labour and Welfare
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One factor: Low motivation for career advancement
- Gender difference even in the same career track -

/> In the course of corporate management practice to assign employees with \
placement, training, and treatment according to their career courses, men tend to
choose “career-track” (= executive candidate) and women “clerical-track” (routine
work), which naturally creates gender difference in advancement.

» In addition, survey results show that women’s motivation for career advancement
is much lower than men even in the same career track.

k' ."Gender difference in motivation” may be created through their company careersy

Chart 3: Desire for Promotion to Managerial Position by Gender
(Career-track employees)

0% 20% 40% 60% 80% 100% Data: “Survey. on corporate human resource
management and - work styles-of male and
Male (N=841) 44.0% 16.5% | 39.5% ‘ female regular employees” (JILPT. 2016):

Survey of 10,000 companies with-more than
100 employees (corporate survey). From
each company, 6 male and female college-
graduated full-time white-collar employees
from 30 to 54 years old are surveyed
(employee survey). Same afterwards.

Female (N=458) 10.7%

..... .

17.2%
m No motivation to seek promotion

O Seek promotion to department manager or equivalent
Oseek promotion to division manager or equivalent, or higher

Source: “Families and Female Careers Becoming Increasingly Atypical,” JILPT Third-Stage Project
Research Series No. 9, Chapter 3, Japan Institute for Labour Policy and Training (2018)
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What forms the gender difference in motivation for advancement?
- Career development in Japanese companies -

KThe Japanese employment system (big companies): Long-term employment\
as well as in-house career development through OJT and job rotation.

» Experiencing core duties within a company is extremely important for career
development of workers.

» Gender difference in job assignments: Men tend to be given more difficult and
important job assignments, and they acquire skills and self-confidence by
successfully performing them.

Reference: Hideo Owan, “The Science of Japanese Personnel Practices” Chapter 3, Nikkei Publishing Inc. (2017)

» Women are seldom given important job assignments within a company, which
not only hinders their upskilling efforts but also discourages them from

k pursuing upper positions.
Less women in a

Gender difference
managerial position

Gender disparities in
desire for promotion

in job experience

D e e e e B B R B e B e B e e e e e

Gender difference in job experience in companies
- “Occupational gender segregation” -

» Experience in core jobs: Less women experience corporate core duties and
positions that lead to managerial jobs.

» Even among people experiencing each category of duties, there are gender
disparities with regard to when they were first offered these opportunities.

(% Note that the result is confined to those who stay in employment.)

Table 1: Percentage of employees with experience handling core duties, by gender

(Career-track employees)

External
negotiations

Duties involving
visiting customers

Building the
company's
business plans

Managing staff

Launching projects
with own planning or
proposal

Project leader

Male

76.2%

56.4%

28.9%

46.3%

38.4%

19.6%

Female

67.1%

43.6%

22.2%

40.5%

39.8%

17.0%

Source: “Families and Female Careers Becoming Increasingly Atypical,” JILPT Third-Stage Project Research
Series No. 9, Chapter 3, Japan Institute for Labour Policy and Training (2018)
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Importance of expanding women'’s job categories
- For skill development as well as for uplifting of motivation -

» Women who have a lot of experience in core jobs have higher motivation for
advancement than those who have less experience.

(Confidence building lies behind.)

> Efforts made by companies aiming to uplift career motivation: Aim to expand job
categories while considering various career needs.

(3% From the hearing record published in the “Women’s Way of Working and Job Continuation at the Stage of
Childbirth/childcare,” JILPT Research Report No.122, JILPT (2010) )

Chart 4: Desire for promotion to management position, by degree of core
work experience (Career-track female employees)

0% 10% 20% 30% 40%
experience: Created-a synthetic

N=202)
variable from principal component

Little work experience (N=222 6.3% analysis for the degree of experience
) in‘jobs listed in-Table 1. Extracted

one principal component on the basis
of the eigenvalue of more-than-1, and
used it as-a category of “much/little”:

Variable for the degree of work

m Seek promotion to division manager or equivalent, or higher
o Seek promotion to department manager or equivalent

Source: “Families and Female Careers Becoming Increasingly Atypical,” JILPT Third-Stage Project
Research Series No. 9, Chapter 3, Japan Institute for Labour Policy and Training (2018)
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What are the backgrounds of occupational gender
segregation in companies?
- Overtime work culture may potentially be relevant -

ﬁReasons for not placing women in core job positions — explained by “statist%
discrimination”: Since there is gender difference in the average turnover rate,
companies preferentially offer opportunities to men (who are expected to stay
in a company for longer period of time).

» As another factor, corporate culture of working long hours may be a source of

occupational gender segregation.

v In a company where employees work overtime on a routine basis, there is a tendency
to place men in departments with long working hours and women in departments with
short working hours. (cf. Otsuki 2015, JILPT 2010)

v At the same time, within a department, gender difference tends to occur in individual job
assignments, like an urgent work with tight deadline that cannot be completed without
working overtime tends to be given to men.

» Only women who can adapt to overtime work culture get promoted? ... There is
a research result that the length of working hours is related to advancement.
(= Overtime work is said to be a signal that shows motivation.) (cf. Kato et al. 2016)
Reference:
Nami Otsuki, “Gender Gap in the Workplace: Factors that Hinder Women’s Promotion,” Keiso Shobo (2015)
JILPT, “Women’s Way of Working and Job Continuation at the Stage of Childbirth/childcare,” JILPT Research Report No.122 (2010)

Kato, Takao, Ogawa Hiromasa, and Owan Hideo, "Working Hours, Promotion and the Gender Gap in the Workplace," IZA
Discussion Papers 10454 (2016)
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Women'’s participation and advancement may
progress in companies with no overtime work
- Work style reform with men involved -
» In companies where men work less overtime, women can take on
important jobs.
» Conversely, in companies where men work overtime on a routine basis,
women tend to be excluded from experiencing core jobs.

— Work style reform (norm reform) with men involved is necessary for
women’s participation and advancement in employed labor. /

~

Chart 5: Percentage of women experiencing many core duties,

by frequency of overtime for their male colleagues Career-track female employees

experiencing many core duties

0% 10% 20% 30% 40% 50% 60%

(Male colleagues work overtime)

0to 1 day per week (N=63) "55.6%

2 to 3 day per week (N=106)

4 days a week or more (N=118)

Source: “Families and female careers becoming increasingly atypical,” JILPT Third-Stage Project Research
Series No. 9, Chapter 3, Japan Institute for Labour Policy and Training (2018)
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2018 NWEC Global Seminar

Issues Surrounding
Women’s Participation in
Decision-Making and Politics

Kimiko Kubo

Managing Director

ICHIKAWA Fusae Center for Women and Governance
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Issues surrounding women’s participation in
politics
@ Current situation of participation in politics
2 Factors that impede participation in politics
3 Strategies to diminish impediment factors

@ Summary
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@ Current situation of participation in politics:

National Diet

B 2R BRE LS 2 REORME - L8E (1946~ 20174)

SRESICEND
oEomS
EREPCENE
RO

O uites

_— e

CHIT T UNET EEs FEIORE T o010 o T bR

WHEN &0 ERAEERYURR (BRE)

* World average 23.6%. Japan’s 10.1% ranks 157" among 193
countries in the world.

O SHRENBERICSS 2 LEORRE - ZBE (1947 ~ 2016 F)

mmp el AREECEDE aNMEER
sROTS
FHBACLEDE Lt L
EROFS

3 [N YN
B e

B ER T T4

AnnCMEEPETG (1H6ST). ATAVAOMY ETMTC EgTo,

BEOnE B
WOLE XE PERANATEYMRE RAE

* World average 23.2%. Japan’s 20.7% ranks 41t among 73

countries in the world.

Reference: “Commemoration of the 70t Anniversary of Women’s Suffrage — Women and Politics
Documents” (ICHIKAWA Fusae Center for Women and Governance)

3
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@ Current situation of participation in politics:

Local Assembly-1

Nationwide local election: Female candidates and winners
B} in prefectural assembly elections (1947 — 2015)

o ThEaE

- chEAEen

Nationwide local election: Female candidates and
@) winners in city/ward assembly elections (1947 —2015)

| _admm

Nationwide local election: Female candidates and winners in town/

village assembly elections (1947 — 2015)
2,000
LA

12 * In 2015 nationwide local election, the
- percentage of female
/4' 9 candidates/winners was record-high at
lg every level.

8 Reference: “Commemoration of the 70"
Anniversary of Women'’s Suffrage — Women and
Politics Documents” (ICHIKAWA Fusae Center for
Women and Governance)

2 Cities/wards include government-designated
cities and special wards.
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@ Current situation of participation in politics:
Local Assembly-2

Transition of the percentage of assemblies with no female members (1991-2011)

Year Prefecture City/Ward Town/Village Total
1991 27.7 26.8 76.7 55.7
1995 21.3 19.2 67.6 56.9
1999 6.4 10.5 56.1 45.8
2003 4.3 6.4 46.8 37.5
2007 2.1 6.7 38.7 24.1
2011 0.0 7.3 37.1 22.7
2015 0.0 6.2 34.3 20.6

Investigated by ICHIKAWA Fusae Center for Women and Governance. Cities/wards include government-
designated cities and special wards.
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@ Factors that impede women’s participation in

olitics :
P Eloct . Lack of social
ection system .
: y experience = lack
Attitude toward Single-seat constituency f self fid
d I system, deposit for o1 selr-con ence
gen er roles candidacy, etc. . .
Election campaign, etc.
Men outside, women inside
Political party Politician’s job
Election campaign strategy Tied up for long hours, etc.

Organization,
name recognition,
funds

ousehold chores,
childcare, nursing care

Local supporting group, name

recognition, electoral funds Sexual harassment, power

harassment
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3 Strategies to diminish factors that impede women’s
participation in politics - 1

[Change custom/attitude] : [Change system]
|
1
|
Attitude toward Act Election system
to promote
gender roles gender equality

in the field of .
politics Politician’s job

]
1
: Political party
Lack of social Organization, Harassment
experience, lack of ||name recognition,
self-confidence funds

7
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(3 Strategies to diminish factors that impede
women’s participation in politics - 2

Breakdown: Election laws/systems .y e of single-
seat constituency

@ WHAT IS NEEDED TO INCREASE THE T

NUMBER OF FEMALE DIET MEMBERS? ] :- .
reprosentation Legal system
centered 14
n |

(Multiple answers)

prcperll31a(represe1mlun 14 o ulﬁiﬂuyd-epmlt
7
Increase the number of
local assembly members Breakdown: Efforts by political parties
a4 Engage women in
Inwirnable candidate selection
order
Others .
L8 Election Octemition o
Awareness s
reform/camp 17
8 Place women in top Support
leader positions platform
8 g

Breakdown: Improvement of surrounding environment

Improvement of understanding of o
surrounding environment family =
18
22

Reference: “Commemoration of the 70t Anniversary of Women’s Suffrage — Women and Politics
Documents” (ICHIKAWA Fusae Center for Women and Governance)
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3 Strategies to diminish factors that impede women'’s
participation in politics - 3
Iﬂ 1!

Women'’s network
Activities of
ICHIKAWA Fusae Center

Published by ICIHKAWA Fusae Center for Women
and Governance

2018 UK study tour 9
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@ Summary
Purpose of participation in politics:
... Develop democracy as sovereign
... Reflect (women’s) opinions in politics
What is needed for that end:

... Raise political awareness (political education,
sovereign education)

... Experience (training)
... Role models
... Use local women’s centers as a hub

... Use the “promotion law” as a tool

10
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Gender Equality for Men and Boys
in Japan

Kimio ITO

Professor Emeritus, Kyoto University
Professor, Kyoto Sangyo University

[toida@aol.com
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Why can’t Japan take off toward
gender equality?

* Japanese society missed out on the gender equality wave of
the international society that started in the 1970s.

* Cultural reasons? Women'’s participation in the traditional
culture.
Tanka (31 syllabled poem) written by common women printed
in Manyoushu of the 8t century.
During the Heian Period (794-1185): A lot of female writers
flourished.
What did the European people see who came to Japan 400
years ago?
Child rearing by men that surprised western people 150 years
ago.
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Child rearing by men in Japan
150 years ago

Brrcwr  BRIE 8o a o

T [ NCACEEYCUE—Y
DR ED NS - re i 7 B S

Baby-sitting fathers. Alcock, then diplomat of UK wrote that
such scenes were commonly seen during the late Edo Period.
(Source: The Capital of the Tycoon)
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Women’s participation in labor force and
the declining birthrate (1970-2000)
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Cabinet Office: International Comparison of the Social Environment
regarding the Declining Birthrates and Gender-Equality, 2006
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Gender structure after the 1970s

* In 1970, Japan boasted the second highest female
labor participation rate among the OECD countries.

* But, in 2000, Japan was overtaken by many countries
and grew stagnant.

e Gender structure established at that time:
Men work long working (resulted in rapid annual
income growth from overtime pay and others), and
women undertake domestic duties/child rearing +
non-regular labor under poor working conditions.
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Men still work long hours

B Proportion of Full-time Workers Working 60 Hours or More per Week

For men in their 30s and 40s, ages at which child-rearing is conducted mostly, the proportion of employed men wha
work B0 hours or more per week is approximately 15%, which is a high level

()
20
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Fixing of male-dominated labor
practices

* From the 1970s onward, male-dominated labor practices
were firmly fixed. (Especially, men’s long working hours
became even longer.)

* On the other hand, women’s non-regular labor became
further intensified.

* Gender and labor: While men were inflated, women’s
potential abilities were not fully utilized.

* Deterioration of men’s working conditions from the
1990s onward. < Expansion of corporate internal
reserves/decline in labor share.
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Declining men’s annual income

Employment (2005-2013)
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Unhappy Japanese Men

a. Ratios of Happiest People by Sex by Equivalent
Household Income
60%

Female 55.9%

—+—Male
40% |
7.8% -
27.8% = __32 -
// - H."-\ &
L h o
20%
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0%
o - w & @
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Million yen

Equivalent Househod Incomet

Gender Equality Bureau, Cabinet Office
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Age of the masculinization of

deprivation

* Feminization of poverty: Phenomenon where
women are left to bear the burden of poverty

in the midst of economic growth.
* Masculinization of deprivation

* A sense of deprivation (something is being
robbed) is rising among men in the midst of

social changes.

Unstable men: Expansion of “irrational

violence”

78



E2E NAVTA ANy ay

In the midst of the intensification
of gender equality

e Turnaround of Japanese companies
Movements of women’s participation

& Can women save Japan?

In employment and advancement, men have been
inflated on the ground of “being men”.

They will be thrown into the masculinization of
deprivation especially when they are unaware of the
fact that they are given “preferential treatment”.

1"
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Gender policies for men

While it is needed to further enhance the
policies for women’s empowerment, there is a
need for gender equality policies for men.

Issues involved in gender policies for men:

Raise men’s awareness about gender equality.
Male counseling (analyze men’s problems).
Non-violence training for perpetrators, such as
sexual violence by men.
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Men getting into motion

* Men are becoming aware of the
contradictions underlying in the men-driven
society.

* Single father problems

e Fathering Japan campaign
* Formation of White Ribbon Campaign Japan
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Fathering Japan

-

-~

X A Ep—/T N1 When daddies take a day off, child
Jov ok rearing in Japan will change.
And then, the society will change.

Thank You Daddy Project
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Fathering Japan for home and
local community

Local community
Promotion of Iki-men (men participating in local activities)

15
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WRCJ

Founding meeting of WRCJ

December 5, 2015 in Osaka
S 4 |

Let’s stand up to stop violence against women!
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May 1, 2016 in Tokyo

At Tokyo Women'’s Plaza
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M.Kaufman’s speech

82



83

E2E NSANVTA ARy ay

Meeting of WRCJ in Tokyo
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In order to encourage men to
change

* For the advancement of gender equality in Japan:
Men change. / Change men.

Give men a chance to become aware.

Give men an opportunity to look at gender issues.
Let men experience family life such as
homemaking and child rearing.

Further, create awareness in men starting from
there.



ZZ R

Reference Materials




TAAT RIZBIT DY = v X —FEDEH

1850 /¢ B

1882 4 R1C K K UV B Ao MEAS 5 2 BOHE % 145

1886 4 KRB FEFK~AAFETEDLLOITRD

1900 4 BEMSZMER B B DU FS X OME N & PE % & B9~ 2 MR 2 1645

1907 % T A AT v RckERIHS (IWRA) B &L

1908 4F LAXXY BT ENTFNT ¢ Gy UTBW TR T S B LU
BEBRAEME 2 JEAT
LA Xy B TOHMBERZEIZ, LPEVU A N (Women’s List) 23#)& CEEAH % HESL

114 MR AHIHB A, BOE. AR 2 P& DR & 815

1914 4 PO TORMEFMIE DRI IND

19154 40 kLl Lotk ERSEE (FREW) B L OB LS

19204 T RCOLMENERSENE (FEHE) I L OWGREEL ES

1921 4 HTISAREEDSBC B OO 2% A R

19224 O TLEERT A ATy RERITY®

192648 FIOTT A AT v FALKMENELHCEEICS

19574 TA AT NHF BIGIKR THIO TR H A

1961 4 PEEEENES CTRRIND

1970 % FO PR A

19754 10 A 24 B, &ZMEOKIR

1976 8= IOV = X —FEERB IOV = VX —FEESNEESI NS

1980 42 HEFCTHIO TEIBGERS TRMENLIHHEICR B SN D

1982 4F ZPERIY (Women’s Alliance) 723 41] 8D C Mt 5 Be 28 | ea i & HESL

1983 4 ZolERIBE 300 TR B A T & T

1995 4 B PEOHERDNFEICHTLIND

1997 % RBLA 2 WA OFAEE VLRI Z BUG © & DM HE & 815

2000 4 BN 3 » A OHKE RN A BT T X D IMSIHE & 115

2009 4 T A AT RPIOLMEE AL
B LR DB D3] THEAE
BREREZEETHIEEDER CTEBIND

20104 A RNYU T I TTOERBILENHESTEKFEIND
EERFHERBT BV = X — 7 F—FHIZBE T DIEEOHIE
FPESEN AR SN D

20114 DV (FENRET) IMEELIREHNOHERRT 2 2 & 200 HIEROHIE
EEFEEHAERIB T BV = v ¥ — 7 A —ZHIET DIEEOHIE

2012 T A AT RYIOLHRIBHHEE
B [fl— A EHEDE A

2018 4 MBS 25 A L. EofRkIC, BLR— &I T 55O RSN RE ST
biLd

188 : The Center for Gender Equality



Stepping Stones of Gender Equality in Iceland

1850
1882
1886
1900
1907
1908

1908
1911
1914
1915
1920
1921
1922
1926
1957
1961
1970
1975
1976
1980
1982
1983
1995
1997
2000
2009

2010

2011

2012

2018

Equal inheritance rights for men and women

Widows and single women gain local suffrage

Girls can enter secondary school

Married women gain the right to control their income and personal property
Icelandic Women’s Rights Association founded

Women in Reykjavik and Hafnarfjérour gain local suffrage and the right to hold
local office

The first Women’s List participates in local elections in Reykjavik

Women get equal rights to grants, study and civil service

First women workers’ association founded

Women over the age of 40 gain national suffrage and the right to hold office
All women gain national suffrage and the right to hold office

New marital law guarantees equality for spouses

The first woman elected to the Icelandic parliament

The first Icelandic woman defends a doctoral thesis

The first female mayor in an Icelandic municipality

Equal Pay Act approved by parliament

First female cabinet minister

Women nationwide take a day off on October 24th

The first Gender Equality Act and the Gender Equality Council is appointed
The first nationally elected female president in the world

The Women’s Alliance runs for the first time in local elections

The Women'’s Alliance runs in parliamentary elections for the first time
Equal rights of women and men stated in the constitution

Fathers get an independent right to two weeks paid parental leave

Fathers get an independent right to three months of paid parental leave

The first female prime minister in Iceland

The first government with equal number of men and women

Legislation banning the purchasing of prostitution is approved by parliament
A full ban on strip clubs approved by parliament

Alaw on gender quota on company boards

A single marriage act (gender-neutral) is approved

Legislation permits removal of perpetrator of domestic violence from domicile
A law on gender quota on boards of Pension Funds

First female bishop in Iceland

The Equal Pay Standard is introduced

Certification based on the Equal Pay Standard becomes mandatory for all firms
and institutions with 25 or more employees

Source : The Center for Gender Equality
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WOMEN S DAY OFF
OCTOBER 24%th 1975.

WHY A DAY OFF FOR WOMEN?

The Women s Congress, held in Reykjavik, June 20th and 21st
197?, urges. women to take a day off on October 24th, the United
Nations® Day, in order to demonstrate the importance of their work.

Why was a motion like that put forward and carried at a congress
where women of all ages and political parties were assembled?

The reasons are many and here are but a few:

--Because when someone is needed for a badly paid low-status
job the advertisement specifies a woman.

--Because average wages of women in trade and commerce are only
75% of the average wages of men doing the same jobs.

--Because the principal negotiation body. of the Icelandic
Trades Union Congress has no woman representative.

--Because the difference between the average monthly earnings
of women and men laborers is icel. kr, 30.000.- (approx. £100.-
or $200.-)

--Because farmers wives are not accepted as full members of
-~ -
the Farmer s Union.

--Because it is commonly said about a housewife "she isn’t
working - just keeping house'.

--Because there are men in authority unable or unwilling to
understand that day nurseries are a necessary part of
modern society.

--Because the work contribution of farmers wives on the farms
is not valued at more than icel.kr. 175.000.- (approx. £500.-
cr $1100.~) a year.

--Because whether an applicant for a job is male or female is
often considered more important than education or competence.

--Because the work experience of a housewife is not considered
of any value on the labor market.

The general conclusion is that women’s contribution to the
community is underestimated. , .

Let us demonstrate to ourselves and to others the importance
of our role in society by stopping work on October 2uth.

Let us unite in making the day a memorable one under the theme
of the International Women's Year:

v

EQUALITY - DEVELOPMENT - PEACE

Executive commitee for women’s day off.
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Women in Iceland strike for gender
equality, October 24th 2018

Icelandic women'’s organizations and labor unions are calling for a women’s strike this coming
Wednesday, October 24" 2018, to protest gender income inequality and violence and harassment in
the workplace.

Our demand is Don’t Change Women, Change the World!

In recent months, stories of harassment, violence and injustice women suffer in the workplace have
been shared on social media under the hashtag #MeToo. These stories have made it clear that our
fight for gender equality in the workplace cannot only be about equal pay, but must also be about
safety in the workplace.

We will no longer tolerate this harassment, violence and injustice! Women should be safe at work
and safe at home. The focus now is to put pressure on companies and the government to change
how they deal with misogyny, harassment and violence in the workplace and to make sure all
employers have regulations and protocol for when incidents occur.

Women's solidarity and women'’s protests in Iceland have driven social change. This is the sixth time
that women in Iceland have gone on a strike for gender equality under the banner of Kvennafri
(Women's Day Off). We walked out in 1975, 1985, 2005, 2010 and 2016. However, even though we
have made great gains in the past four decades towards gender equality, we still have not reached
full equality.

Women in Iceland are encouraged to leave work at 2:55 p.m. on October 24 2018, the minute they
stop being paid for their work.

According to the newest figures from Iceland Statistics, the average income of women in Iceland is
only 74% of the average income of men. Women are therefore paid 26% less on average than men.
Therefore, women have earned their pay after only 5 hours and 55 minutes, in an average workday
of 8 hours. This means that, if the workday begins at 9 a.m. and finishes at 5 p.m, women in Iceland
stop being paid for their work at 2:55 p.m.

Calculating the Time of the Strike

The time of departure for women is calculated as the percentage of “income from work” that
women get compared to men, the “gender overall earnings gap”. Important: This is not the
unexplained “gender pay gap”.

The reason we do not use the unexplained pay gap is that we feel that it does not represent
inequality in society. There are many variables which explain parts of the pay gap, for example
women’s labor participation, women who work part-time work due to family and household
responsibilities, gender segregation in the labor market (“women’s jobs” that get lower pay), power
and influence (board members and managerial positions), longer absences from work due to
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childbirth, gender stereotyping, etc. Although these factors explain the pay gap, they do not justify
women’s lower pay!

The numbers we use in Iceland are the “gender overall earnings gap”, tax statistics from Statistcs
Iceland. They show that working women get 26% lower income from work than men. According to
Icelandic law the working week is 40 hours. To keep it simple we assume that the working day is 8
hours (8*60=480 minutes). Transferring that into the time women can leave is: (1-0,26)*480=355
which gives 5 hours and 55 minutes. In a working day from 9-5 that means that women leave at
14:55.

The time of the Icelandic strike is calculated from this table, with the variables “Income from work”
and “Mean conditional” chosen.

http://px.hagstofa.is/pxen/pxweb/en/Samfelag/Samfelag launogtekjur 3 tekjur 1 tekjur skattf
ramtol/TEK01001.px

Women’s Strike in Your Country

We encourage you to calculate the time women stop being paid for work compared to men in your
home country, and use these numbers to highlight gender inequality in your country!

We don’t know if other countries publish similar numbers. The closest we can find come from
Eurostat, but these numbers are a bit old:
https://ec.europa.eu/eurostat/tgm/table.do?tab=table&init=1&language=en&pcode=teqges01&plug
in=1.

We have created an emblem for the Icelandic strike this year with the official slogan “Don’t Change
Women, Change the World”, which we offer to you for any campaigns you want to create this year!
We only request that you credit Kvennafri 2018 and send us a link to your campaign, so we can
publicize it on our website.

You can find more information about the Icelandic women'’s strikes on our website:
http://kvennafri.is/en, and on our social media. Our Facebook page is
http://facebook.com/kvennafri, our Instagram page https://www.instagram.com/kvennafri our
Twitter page: https://twitter.com/kvennafri.
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