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Introduction

The gender pay gap in Estonia is a major problew there are numerous interrelated factors
that generally influence the wage differences betwseomen and men. Such impact factors
are, for example, women’s career breaks, gendeegatpon in the labour market, personnel
practices in organizations, the legal environmenthe state, as well as the attitudes and
stereotypes prevailing in society. Since the gepdgrgap is a complex phenomenon, it is not
possible to have a concentrated application ofguast particular policy measure resulting in a
marked reduction of the wage differences betweemmevo and men. It is therefore
recommended that measures directed at a numbepalct factors be utilized in the future to
reduce the gender pay gap.

This article covers recommendations regarding nreado reduce the gender pay gap for the
following topics: a general change in attitudesnare precise determination of rights and
obligations, reconciliation of work and family lifeeducing gender segregation in the labour
market and education, organizational practices randitoring the changes in the pay gap.
The recommendations have been highlighted in theWimg subsections.

In recommending the measures, and the analysisutiers used the empirical results of the
three stages in th&ooline palgaldhe Eesti§Gender Pay Gap in Estonia) study, the
experiences of other countries, statistics deswyibEstonia’s situation and also earlier
domestic studies, if available. The suggested measare indirect, and directed primarily at
the factors that have an impact on the pay gap.

1. Reducing the gender pay gap on the societal leve |

Eliminating the gender pay gap presumes the approvsociety of the principles of equal
opportunities and equal pay, and their provisiodaw. One of the human rights expected
nowadays is to be treated equally. In the contéxte labour market, equal treatment means
paying employees equal pay for equal work, regasdl& their sex (race, etc), as well as
equal treatment in recruitment, promotion and trgjr(Section 6, GEA. Also according to
the Employment Contracts Act every employer mustuen the protection of employees
against discrimination, follow the principle of edutreatment and promote equality in

! The Gender Equality Act is abbreviated hereafteBBE#.
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accordance with the Equal Treatment Act (RT 20086] 315) and the Gender Equality Act
(RT 2004, I, 27, 181).

Estonia, therefore, has laws that forbid discritioraand oblige abidance by the principle of
equal pay for equal work, but there are nevertiseleg differences between women’s and
men’s wages. Only a small part of the Estonian womand men’s pay gap can be explained
by differences in human capital (education, job sewiority).

The experience of other European countries alsocodstrates that comprehensive laws for
the provision and introduction of the principleasfual treatment have not fully realized their
goal amongst the population. It is also the reasbg more specific measures have been
utilized to put into practice the principles of atjtreatment (Plantengd al. 2007).

1.1. Rights and obligations accompanying gender equality

A number of studies have been carried out in Eatoni the legal awareness of the Estonian
population, which have shown that legal awarenessgeneral amongst the Estonian
population is satisfactory (Saar Poll 2006) butt,tliear example, managers in the private
sector have rather scant knowledge about gendatigdgAlas and Kaarelson 2007).

A number of comprehensive handbooks have been ¢eanipi Estonia to increase people’s
legal awareness in the field of gender equality. &@mple, the gender equality publication
with commentary for enterprises (Albet al. 2010), Kasu ja tasakaal — soolise
vordoiguslikkuse retseptiraamat Eesti ettevoteteigiele (Donlevyet al. 2008) andNaised ja
mehed. Vordsed Gigused, vordne vastutus. Ulevaadéiss vorddiguslikkuse seadusest
(Sepper 2010)These publications should be distributed and preseaed more actively so
that the Estonian population could have a better uderstanding of their rights and
obligations in relation to gender equality.

1.2. Reducing unequal treatment

It is primarily employees and employers who areedblcheck, or who may have suspicions,
regarding the obligation to pay equally for equakkvbeing satisfied. According to Section 4
of the Gender Equality Act, the employee may tarthe court, the labour dispute committee
or the Gender Equality and Equal Treatment Comuongsj to present the facts whereby he
or she suspects discrimination. The employer mrstepthat he or she has not violated the
principle of equal treatment. Sex discriminatiospdites are resolved by the court or the
labour dispute committee, as well as the Legal Céldor by way of conciliation proceedings.
Opinions can also be sought from the Gender Equalitt Equal Treatment Commissioner
and officials in the Gender Equality Departmentlod Ministry of Social Affairs. The fact
that the unexplained pay gap between women’s amdsnweages in Estonia is markedly
large’ demonstrates to some degree that the principleqofl pay for equal work is not
prevalent in the Estonian labour mark@eople should be encouraged to seek more
assistance in gender equality issues, and they shwualso be informed of what
opportunities and bodies have been created for prading assistance. Young people’s

2 49% of managers in enterprises are not familigr the Gender Equality Act.
3 The unexplained pay gap constituted 24.3% of trevame gender pay gap in 2000-2008, according ta flam the
Estonian Labour Force Survey.
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awareness of equality should be increased througlné study programmes for civics in
general education schools, as well as by trainingueer counsellors.

However, very few gender equality complaints regaydpay reach the court system in
Estonia, or in other European countries. The reasatd be both that it is difficult to identify
cases due to the lack of sufficient informatiorgttthe compensations and sanctions that can
be implemented are limited, and that the compldif@mployee) fears the loss of his or her
job, i.e. victimization. Victimization is a situati where, as a result of the complaint, rather
than the pay of the employee being adjusted, tehers discharged or falls into disfavour at
work in some other wdy This means that suspicions regarding unequatesg often may
not be examined or resolved.

Although Section 5 of the Gender Equality Act potseemployees against victimization, the
employee would be in a stronger position if he leg sould use the employee representative
institutions for submitting complaints. Major systie problems are generally not addressed
based on a discrimination complaint brought byraylsi employee, which means that there
could be a greater and more systemic effect if ¢geal pay claim is made through
employees’ representatives or trade unions (Fred20@8), and in the long term this could
also reduce the unexplained pay gap.

In Estonia, employees’ representatives and tradenarhave been stipulated by law as forms
of representation for employees, and the rights @bigjations to represent the employee in
matters of equal treatment have also been stiglletelaw. However, since employees’
representatives and trade unions are not widelg fsens for representing employees in
Estonia, they are used relatively rarely for theppse of submitting complaints to the
employer. For this reasothe wider prevalence of representative institutionsfor
employees should be fostered in order to strengtheihe situation of employees, on the
one hand, and on the other hand to increase the avemess of the employees’
representatives, and representatives of trade unianthemselves about gender equality
and the pay gap

1.3. Reducing the gender pay gap through gender mainstreaming

An effective way of achieving gender equality isrtgplement the principle of mainstreaming
gender equality, which means systematically anatyziarious policy measures and laws
from the aspect of ensuring the gender equalitwainen and men (European Commission
2008). The Estonian Gender Equality Act (Section$19 stipulates that the different needs
and social status of men and women must be takeraacount at all levels in society, and for
this reasont is recommended that preliminary work should alsobe carried out during

the formation of policy to analyze the impact basedn the gender aspect of the measure
The Gender Impact Analysis is an internationaljugd and approved means of measuring
the impact of policies and actions on the gendsiesy (Norberget al. 2006).

The following sections provide an overview of hdve tprinciples of gender mainstreaming
should also be taken into account by civil societganizations and how public sector

% The only more widely and publicly discussed casEstonia was that of a woman working as an aduistite Ministry of
Defence, where the Gender Equality Commissionevrigea the opinion (Opinion 12/2009 by the Gendemudity
Commissioner) that it was a case of discrimination.

5 The gender system is an institutional systemrofcaires that reproduces stereotypical gender eidsis often dominated
by men, possibly also resulting in women being deddand consequently being paid less.



* Kk
* *
* *
* *
* o *
) j —
European Union

pean U
European Social Fund  Investing in your future

institutions could provide an example for genderinstieaming on the level of an
organization, in addition to their everyday work.

1.3.1. Civil society as a link between the state and the citizen

Although the law stipulates the promotion of gendesinstreaming in state and local
government institutions, civil society could alsave an important role in implementing this
principle — ranging from involving civil society ganizations in the activities of state
institutions to public debate on gender equalityids. Civil society organizations can also
take the role of being ’critical friends’ for statgstitutions, meaning that they could provide
constructive criticism and feedback when needed.

Since it is the more active part of the populatibat belongs to civil society organizations,
and creates various initiatives (Uudelegtpal. 2009), it would also be possible for Estonian
civil society organizations to help in reducing qual treatment (including wage differences),
and increasing the legal awareness of the populatigarding gender equality. It is difficult,
however, to predict the extent to which civil stgierganizations becoming gender sensitive
could contribute to reducing the gender pay gapceithe civil society organizations are
often a link between local governments and citizenthe provision of public servickge.g.
see Uudeleppt al. 2009), they therefore should consider the gend@nstraam principle in
their activities to the same extent as do localegoments in their activities. Consequently,
the training and information-provision for civil society organizations in Estonia should
be made more effective regarding how to act, in aocdance with the principles of
gender mainstreaming, in the provision of public sevices and more generally in their
work, and how to promote gender equality through tle services being offered

1.3.2. Positive example of the public sector

The positive example of the public sector has @ vdle in gender mainstreaming. The results
of the second stage of the pay gap study demoedttiat although the gender pay gap in the
public sector is on average somewhat smaller thathe private sector it is nevertheless
notably large — the unexplained pay gap is 18% pahst al. 2010). In addition, a large
proportion of female employees is employed in thiblip sector. In addition to the
obligation on all employers to ensure equal treatnré for all in their organizations,
public sector employers have also the moral obligatn to be an example to employers in
other sectors in abiding by the law. In the contexbof reducing the gender pay gap,
setting an example would mean attempting to implenmg personnel practices that ensure
gender equality, reduce unequal treatment and thel®y also the wage differences
between women and men in the organizationFor example, public sector organizations
could regularly evaluate their jobs, analyze thg@aegsadata on the level of the organization,
and make these public, also survey the equal tezatexperiences of their employees in the
workplace. On the one hand, the initiative andvégtof the public sector employers should
be an example for the private sector in fightingiagt the gender pay gap, but on the other

°A public service, or a service provided by the public sector, where the direct beneficiaries are the residents or visitors of
the local government, not the local government institution itself (e.g. providing transport for the disabled versus renting
offices necessary for the activities of the local government).

7 According to Statistics Estonia, 36.1% of employed women worked in the public sector in 2009, but only 16.5% of the men.
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hand, it would also be a direct impact factor iduging the average pay gap since it would
impact a large number of participants in the Estortabour market.

- In society, the public sector has a powerful rahe forming and
The public changing policies. As previously mentioned it hasyet been analyzed
sector must how well the principle of mainstreaming has spriathe formation of
ensure that Estonian policy, which is why the organization of study is
state policy recommended regarding the implementation and awaserf the
does notwork | pinciples of gender mainstreaming in the formatioh Estonian
against the policies. Anotherecommendation is to regularly disseminate, with
goal of the help of training, the principles of gender maistreaming for
attaining gender impact assessments in state and local goverent
gender institutions. The ability of policymakers to analyze whethertaier
equality measures and policies impact the situation of woarehmen in

society differently, as well as personnel practiceshe public sector that also consider the
gender equality aspect would help, if used systealt, to reduce the gender pay gap.

To summarize, it is recommended that, having the gb increasing the awareness of the
population regarding rights and obligations in gender equality field, the gender equality
publications prepared by the Ministry of Social &f6 should be distributed and presented,;
that employees be encouraged to seek more assistagender equality issues, and people
should be informed about the available possibdited institutions for receiving help in
gender equality issues. It is also important, lfer teduction of the pay gap, to systematically
carry out the principles of gender mainstreamingr this reason there should be more
effective provision of training and information fdine civil society organizations on the
principles of gender mainstreaming, personnel presthat ensure gender equality should be
implemented in public sector institutions, andestand local government institutions should
be regularly trained in carrying out gender impawalyses.

Career breaks for women that are associated witingpahildren and home duties have been
considered one of the main factors in explainirggdgander pay gap. According to the theory
of human capital women invest less human capiakes compared to men, they concentrate
more on the work done at home than on paid emplayme

The article titted Gender Pay Gap in Estonia: AnpiEraal Analysis noted that the existence
of children explains a part of the gender pay Jgd@ employment rate for women with small
children in the period 2000-2009, according toiStias Estonia, was 45-55%. This could be
due to the 3-year duration of parental leave, tmg Iperiod covered by the parental benefit,
the fact that it is difficult to find child-care ces for children under 3 years old, or that
there are very few women who share parental |leatretihae child’s father.

Obligations due to raising children and home duti@y impact access by Estonian women to
jobs through recruitment and promotion that is gendlated. Employers fear that women of
child-bearing age are more likely to drop out ofrkiag life for some period, which means

that their recruitment, promotion and also trainmgy create extra work and costs for the
employer. So, if women and men shared more equb#ycareer breaks associated with
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children, and the obligations due to raising clefd(e.g. staying home with an ill child), this
would markedly reduce the impact of parental leeamewomen’s incomes and the risk of
discrimination for women.

The reconciliation of work and family life is an rortant topic that deserves to be handled in
relation to reducing the gender pay gap. Estong éndong period for parental leave and
parental benefits. It is therefore recommended filaire policy measures addressing work
and family life are directed more towards easirggithpact of mothers’ career breaks.

: With the aim of treating women and men equally, rhaxe been
Increasing men's | given the right in Estonia and in most other cdestrto take
participation in parental leave. According to the Social InsurancarB, 6.7% of
family life, and in the recipients of parental benefits in EstoniagfaBecember 2009,
raising children, were men. Based on this information, and also erettperience of
reduces the other countries it could be said that it is notuegioto provide the
gender pay gap right for parental leave. One of the important dastis the

monetary benefit that comes with the parental ledwés is proven

for example by the 10-day compensated paternaéldeat was in

force in Estonia only in 2008 (cancelled later iaidget cuts), which increased dramatically
the number of men using paternal leave: in 2008etlwere 6953 men on paternal leave,
whereas in the following year (2009) there werey@@5 (Social Insurance Board, request for
information 11.11.2010). This means that it is @a®r men, as well as for the mother of the
child, to be temporarily away from work if there gafficient compensation. Increasing the
use of this leave could also be helped by the ttaat it is a leave specifically meant for
fathers, which provides men with a ’legitimate’ sen for taking the leavés a result, it is
recommended that the ten-day compensated paternadve be reinstated.

On the one hand, monetary compensation is an iaapofactor for motivating men, but on
the other hand, not many men in Estonia take paréeave, despite the parental benefit
which generally covers fully the income not receifeom the job. Monetary compensation,
however, is not a sufficient condition to markeutfigrease the number of men taking parental
leave. Experience in other countries confirms tmsclusion, which is why individual rights
have been stipulated for the more effective orgdion of parental leave — a separate leave
for the mother, and for the father (‘father’s guptahis is a division whereby each parent
cannot transfer part of his or her parental leavéhé other parent. If one parent does not use
the leave allocated for him or her, the family kbdfleose parental leave days (and thereby the
benefit). The Nordic countries enacted the indigidught to parental leave already in the
1990s, and thanks to this fathers use the parkmatad option more actively than in countries
where the parents may voluntarily divide up theeptal leave. According to European
Council Directive 2010/18/EUthat regulates parental leave, the recommendegthenf
parental leave is a minimum of four months, fromickhat least one month should be
allocated as individual parental leave for the déatrand one month for the mother. This
recommendation has been given with the aim of enagpog the use of a more gender
balanced parental leav&stonia too could consider the implementation of dather’s

8 The full text of the Directive is available at:
http://eur-lex.europa.eu/LexUriServ/LexUriServ.dn20J:L:2010:068:0013:0020:ET:PDF.
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individual right to parental leave. An individual parental leave period for fathersulgb
mitigate somewhat the long career breaks of Estomi@amen on the one hand, and on the
other hand, this would mean valuing, on the sitel| the role of the father as the raiser and
carer of the child. On the level of state law, thdefinition of the father’s role would also
help to influence the attitude prevalent in society

It should be noted that in Sweden extensnatlia campaignswere also organized after the
laws were amended to kick-start the changes (H882)1This is necessary both fmaking

the changes known and for breaking down attitudinabarriers. The fathers’ study carried
out in Estonia in 2006 showed that fathers do eotssarily know or be aware of the fact that
they have the option of staying home with the cfidruet al.2007).

Besides the monetary and formal possibilities ke f@arental leave it is importantitccrease
the readiness of men to raise young childrerOne such possibility is parental education,
which could be used to improve men’s readinesatbgipate more actively in raising a child
and taking parental leavelere the services of organizations that offer pareal education
could be used.

2.2. Aflexible parental leave system as a link in reconciling work and family life

A more flexible organization of parental leave wibpkovide parents with the opportunity to
keep in touch with their job, thereby reducing timpact of parental leave on the career, and
consequently on the wage earned. A number of Earom®untries are flexible in their
parental leave regulations and enable the pareritské part-time parental leave, resulting in
the parents also receiving part of the parentakfierand the period for payment is longer.
For example, in Slovenia, it is possible, regardanghild under three, to take leave of 260
days or the parental leave can be extended to &6, dvith half the parental benefit, and
simultaneously working part-time. It is also possibo divide the leave during the same
period between the child’s mother and father, ake the parental leave and benefit over a
longer period, for example, until the child turnghe (Stropnik 2008).

Flexible forms of parental leave, whereby it is bk to dedicate oneself to a young child

but to also preserve contact with the employer igeparents with the possibility to combine

their work and family lives. This could also encage men to take parental leave since this
does not mean completely dropping out of workiifgy (Karuet al. 2007).

Before initiating flexible parental leave the emy@ds perspective must also be analyzed. It
may be useful for the employer if employees areavedy from their jobs for long periods,
but if the employee has the option of using pateletave as she or she wishes at various
times and in various durations, a situation mayuoedere the recruitment of young women
becomes a nuisance in the eyes of the employeusedae organization of work becomes
complicated and difficult to forecast. This mayaed worsen the unequal situation between
women and men on the labour market, and therelwythks pay gap. However, if men are
given the individual right to parental leave, thiaion for women and men on the labour
market should become more similar, and flexiblen®iof work would be of use to all parties.
Therefore, in order to enact flexible parental leae, the possible impact on employers
must be analyzed (there should also be a study ohat the timing for prior notification
could be, and how often the parents could changedir organization of leave and work),
and care should also be taken that the measure supps the greater participation of
men in parental leave.
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2.3. Part-time work as a link in reconciling work and family life

In Estonia, the period for paid parental leaveoisgl and the scheme for paying parental
benefits is quite rigid, meaning that there is agdm that the employee on parental leave
misses out on career development, and is unalieep up with changes in the organization.
This makes the employee’s return to work diffidoit both the employer and the employee,
and may also impact the parent's wage and cargaoriymities. In order for employees to
have a smoother return from parental leave, imigartant for employees to be able to work
part-time. According to the results of the fathestsidy carried out in Estonia in 2006,
employers also thought it would be simpler if womretained at least some kind of contact
with their jobs during parental leave (Kagtial.2007).

In order to encourage part-time work, employersukhalso take steps to include the
employee on parental leave in the organizatiomimiing, and ensure that the employee who
returns to work is able to quickly adapt with thedhof applicable training and information.

Part-time work is not particularly common in Est&nin the period 2000-2008 only 6—8% of
all employees worked part-timeOf employed women during the same period, anaapeeof
8-12% worked part-time, but only 3-5% of men (Stats Estonia). Since it is not known
why part-time work is not sufficiently common intgsia, or how to encourage the use of
part-time work, the topic is in need of in-deptlalysis.

It is apparently the lower monthly wage for panti work, compared to the pay for full-time
work that is one of the main reasons why part-timoek is used so rarely in Estonia. The
reason could also be that the labour costs fortpaet work are greater for the employer than
the labour costs for a person working full-time.efdis a minimum social tax that must be
paid in Estonia for each employee, and even ifviage of the employee is less than the
minimum wage the tax is still 33% of the minimumgea(Section 2, Social Tax Act (RT |
2000, 102, 675)). It is therefore more advantagefmusthe employer to hire full-time
employees. There is now, however, a recent pravisidaw setting categories of employees
for whom social tax is paid on the actual wage thay are paid. One such category is an
employee or official who is raising a child undaree years old, or three or more children
under the age of 19.

Having parents of young children working is alsgaié/ely impacted by the rigid parental
benefit scheme, which does not encourage workingtipae since the amount of the parental
benefit is reduced if the income from work excead®rtain amount. For example, a situation
could occur where for a certain wage the total inedqparental benefit + wage) would be
lower than just the parental benefit on its ownr/ét al. 2006).

In order for the parents of young children to be ato able to work part-time during the
period of receiving parental benefits, the amount foparental benefit could indeed be
reduced by half but the period of paying the benefishould be extended accordingly.
This would facilitate the lives of those parentsovdtay at home with children for longer than
the period that the parental benefit is paid, oengta number of children are born over a short
period. The latter situation, however, is alsodostl by the parental benefit scheme that pays
the parental benefit, under favourable conditiémsconsecutive births. This measure has the

® By 2009 the share of persons working part-time hamleased to 9.4% but this was mainly due to thereiase in
underemployed persons. During the financial criisployers also reduced the working hours of engaey
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potential to increase births, on the one hand (\&r&l. 2009), but on the other hand it may
considerably endanger, due to long career brebhkshigh employment rate of women (and
men) and also the ensuring of equal opportunitiethe labour market.

A number of measures have been implemented in édUencourage continued contact
between the employee on paternal leave and theogepland also to simplify the return of
the employee from parental leave. For examplepakknts of under-age children (as well as
other persons with care obligations) have the rightrequest part-time work, and the
employer can refuse to provide this only if he loe €an justify it {\Vho...10.09.2010). The
organization of work in Estonia is currently anus®f negotiation between the employer and
employee, and the employee does not the legal tightork part-time, be he or she a parent
with a young child or nofThis is why the possibility should also be consided in Estonia

to give the parents of young children the right taask the employer for part-time work,
and to obligate the employer (except for justifiedeasons) to enable this arrangement.

2.4. Flexible and need-based childcare services

The return of parents to the labour market andrddction of career breaks presumes
available childcare services. Compared to the ErangJnion average, childcare services in
Estonia are generally accessible. In 2009 over 80%hildren aged 4-5 were registered in
pre-school child institutions (Statistics Eston@@). However, the younger the children, the
lower the proportion attending kindergartens andseries. In 2008, 39% of local
governments had a kindergarten waiting list bug giioportion has been decreasing (Ainsaar
and Soo 2009). With the birth rate remaining stadver recent years, being almost 80% of
replacement level (Statistics Estonia), the avditalof child care services has improved, and
preconditions have been created for a reducti@aieer breaks due to child-raising.

Estonian children generally spend the whole dakindergartens (Leetmaa 2008). Full-time
childcare services with traditional work hours suarents who work standard hours, but this
may not suit employees who work part-time and/ar-standard hours. 67% of kindergartens
are opened at 7 am or earlier, and half the kiradéggs are closed at 6 pm (Ainsaar and Soo
2009). It has not been analyzed whetherdpening hours of Estonian childcare facilities
meet parent’s needsalthough thiss an important aspect from the standpoint of using
part-time work and flexible forms of work to benefit the employment of parents
Alternative childcare services, rather than muratipare facilities, are generally not used
much. For example, in 2008 there were private kigaieens in only 9 towns and 32 rural
local governments (Ainsaar and Soo 2009%)erefore alternative childcare services could
be developed in local governments, and the provisicof childcare services in enterprises
could be supported and simplified.Offering childcare services is often complicated f
employers, as well as costly due to various requargs (Karuet al. 2007). To what degree
childcare services match parents’ needs, and hegetservices could be diversified, need
more detailed analysis.

To summarize, in order to reduce women'’s careaksrand also to change outdated gender
roles, increasingly more men must be included irtena relating to the reconciliation of
work and family life. Opportunities associated wghrental leave must also be updated to
include the working life (in addition to raisingyaung child), and the availability, flexibility
and quality of childcare services must be improved.
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3. Gender segregation impacting pay gap
3.1. Women’s and men’s educational choices

The reduction in gender segregation in the laboarket is considered to be one of the
measures to reduce the gender pay gap. It is ajsoerally held belief that the reason for the
different job choices made by women and men ig th#éferent educational background: it is
presumed that men’s wages are considerably higfaer women’s because more men have
studied those fields that later provide a higheoime.

On the basis of the empirical analysis in this gtti¢an be said that although there are more
women amongst those with higher education, the meesive on average a higher wage than
women with the same level of education and the daamkground characteristics (occupation,
sector of activity, age etc). The qualificationsdnigy women and men only impact the gender
pay gap to a small degree, which in turn increabesunexplained pay gap. This result
indicates that encouraging women into higher-peldi$, a popular measure for balancing the
labour market, would not provide the desired regutie aim were to reduce the gender pay
gap.

The gender gap in educational choices plays ardaaie in the formation of occupational
segregation in the case of subject fields withvatéd spread or fields that lead to a specific
occupation. Therefore, the different subject figlloices of women and men need not
necessarily definitely correspond overall to thedge-differentiated choices in the labour
market, which also means that in the formation loé gender pay gap the acquired
gualification plays a relatively minor role compaite other factors.

It would therefore be meaningful in Estonia, in orcer to reduce the gender pay gap, to
use measures to disperse the gender segregatiornedfication only in the case of subject
fields that lead to certain occupations, where gerst segregation has been ascertained to
be linked to wage differencesThe case studies carried out in the context af shudy also
indicated that there are subject fields in Estonineere the gender segregation in education
could be linked to the gender segregation in theda market and therefore contribute to the
formation of the pay gafi For example, one employer indicated that theoreabat their
organization has only men in high-paying IT posifiavas that women do not apply for these
jobs.

In order to consider thenplementation of the measures described below tamfluence
subject field choices, those fields first need toebindentified that lead only to specific
occupations in the labour market, where the correlaon between gender segregation and
male-female wage differences has been ascertainékthis means that analysis should be
carried out on the spread of employed persons velve kompleted studies in various fields
on various educational levels, according to ocdapaand field of study, as well as a
analyzing the correlation between the gender sagjoeg of subject fields with a narrow
spread and the pay gap, on the basis of a maxirmwort of detailed data

Gender segregation of the labour market may in tmpact the gender segregation of
education, since young people’s subject field obwiceflect society’s traditional gender

19 The case study stage looked at the gender pagitghp level of the organization.

11 Finnish data demonstrated that in the case oftailelé division of subject fields, the impact otkubject field on the
gender pay gap was twice as great as in the caaggoégated subject field divisions (Napari 200 pari also referred
(2006) to another two studies (in UK and Germamyiere the use of detailed data on educational ebaisulted in a closer
correlation.
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roles?. Encouraging young people to make untypical edoak choices is one of the more
common policy measures in many countries to redjyeseler segregation. The aim is that
young people’s choices be not restricted by gestireotypes and that they could choose a
subject field that would best suit their expectasioand which would provide the best
opportunity to best use their potential. Encourggyoung people to make untraditional
educational choices in other countries has beer @dorvarious ways: introducing subject
fields through projects or campaigns, paying stiseto those selecting untraditional subject
fields, or creating study programmes especiallydioe sex, implementing gender quotas or
preferring the under-represented sex in admissiomgender segregated subject fields in
schools or higher education institutions. Icelandl@d be brought as an example, where the
local nurses’ association introduced men to varaspects of nursing that could be of interest
to men as well (working in war zones) (Mésesd@008). Similarly, the Finnish MIRROR
project motivated girls to study mathematics, soeeand technical subjects on all educational
levels (Sutela 2008).

In the case of subject fields where a correlatiaa been ascertained between the choice of
subject field and the pay gap, it is recommendatighojects be encouraged and implemented
that introduce and advertise the so-called othgissmibject fields. It is alsamportant to
utilize measures that can help to increase the effeveness of the role of career
counselling, and of quality career information, inthe educational and job choices of
young people The availability of detailed and current caregormation, and the work of
career counsellors who are aware of gender equafigs would contribute to the reduction
amongst young people of attitudes based on geteleosypes, and thereby also contribute to
a reduction in the gender pay gap in the futuree pimary precondition for a gender-aware
career counselling service is the existence ofrin&tion on the reason for differences in the
educational and career choices of girls and bofyghéise reasons are differéit Also
including correlations according to sex in the eduational choice studies that are
presentedwould be a simple opportunity for Estonia to takstep towards gender-aware
career counselling.

A stronger form of intervention than informationdaencouragement projects to reduce
gender segregation eferring candidates from the under-represented sein admission

to certain subject fields or positive special treatment (also positive dieamation,
affirmative action).The impact of applying affirmag action has been a controversial topic
over the years: supporters consider it a good dppity to remedy the earlier discrimination
of society’s minorities, whereas opponents clairt tih results in the achievements of the
persons in the minority group being valued less tiiee fact that they belong to a minority,
and that discriminating against someone with tha af reducing discrimination against
others is not justified. In Estonia, vocational dmgher educational institutions have the right
by law to positively discriminate against eithex $fethe aim is gender balan@eln the light

12 According to EURIDYCE, the subject field choicdsEmropean learners generally reflect traditioremider roles, which is
why it is considered necessary in career coungetiinparticularly look at gender career choicesn@ge Differences...
2010). According to the Estonian Gender Equalitynittr surveys (2005, 2009) there is still the ustinding in Estonian
society that there are women’s and men’s jobstha women/men manage better in their own jobd,lass in the other
sex’s jobs (Pilk t66... 2008, Vairet al 2010).

13 For example, the educational choices of Estoniamng people are reflected to a degree in the 26(@y sof the

educational and work values of Tallinn learners (T al. 2008). It showed that girls and boys value diffédearning goals
and activities, and there is also a comparisoh®thanges of young people’s values over time.

14 According to the Gender Equality Act (RT 20042, 181), the 'application of temporary special meas which
promote gender equality and grant advantages otetss-represented gender or reduce gender ingg(Btragraph 5 of
Subsection 5 (2)) is not considered to be sexwsaritnination in Estonia.
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of the results of this study there is reason teelelthat in Estonia the negative side effects
(restricting someone’s basic rights) of using aitpas discrimination measure in education
would markedly exceed the possible value as regardgcing the gender pay gap in the
future (the limited value is indicated by the knowreak correlation between gender
segregation in education and the gender pay gaprder to use positive special treatment
for the purpose of reducing educational genderegggion and the gender pay gap, there must
first be a comprehensive legal analy3isegardless of the provision in the law permittihg

use of positive special treatment, as well as aesssnent of all the effects of applying the
measure, with the presumption that the milder messused for the same purpose have been
unsuccessful.

Making the educational Gender stereotyped thinking in society can be red uxy
system more gender- making the educational system more gender-sensitive
sensitive would help to since young people develop mainly in educational
reduce stereotypical institutions and the influence of teachers on tatitudes
thinking in society and preferences is great.

This means thaeachers from all educational levels should be traed in gender equality
topics that relevant handbooks should be compile&nd the gender equality topic should
be integrated into study programmes and materials

As can be seen in the first chapter of the colbectihorizontal segregation describes the
phenomenon where the types of activities dominatedvomen are on average lower paid
than the activities that are traditionally domimbtey men. The gender pay gap study also
showed that if women’s wages were equal to mengeaan every occupation the gender pay
gap would be halved (Anspat al. 2010). It also was clear in the case studies Wzage
differences within an organization can be mainlplaxed by both vertical and horizontal
gender segregation. The jobs dominated by womeheise cases were generally lower paid.
Such a situation may be caused by women and meantisgj different work, or also by the
fact that the work done by women could be undeedlKallastest al.2010)

Biological differences or the advantage of physiiaéngth is one of the more traditional
justifications for the occurrence of segregatiorowdver, thanks to the development of
technology, there are no longer as many occupatidrese it would be necessary to utilize
strength without aids and appliances (Bettio anda$techagina 2009). Also, as regards
biological differences, there are no definite rukexause physical form and strength varies
for women and for men. The case studies also prtvedin many organizations, it was the
need to use physical strength that was used toaexpbb segregation: certain jobs are
considered to be unsuitable for women due to tlesl rte lift heavy weights (Kallastet al.
2010).

Another justification from the human capital theangicates that home duties and child
raising result in differences in human capital.Wlwat extent such an effect restricts women’s
options is not known, but since being a parent stoiia generally has a major impact on

15 The published commentary on the Gender Equality(RF 2004, |, 27, 181) provides a comprehensiverdgew of the
legal possibilities and limitations of applying fo& discrimination measures in Estonia.
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employment, measures targeting the reconciliatiomark and family life, and the increased
participation of men, may reduce horizontal segiiegan particular.

Women’s and men’s job preferences are also coridir be causes of horizontal gender
segregation. However, sociologists are of the opirthat preferences are formed in the
course of socialization, and they are influencedketly by the stereotypical thinking that is
common in society (Bettio and Verashchagina 2008g case studies also proved that the
stereotypical belief in men’s greater physical rggth, and women’s family obligations, is
reflected in employees’ job choices, and that ther@ tendency to be afraid of jobs that are
untypical for one’s sex (Kallastt al. 2010). Stereotypical thinking, therefore, impaatshb
employers and employees themselves.

Organizational practices, or those related to fgoent, promotion and training can also
cause horizontal gender segregation. The gendegggagase study showed that as a result of
sufficient motivation, employers may make decisighgt are not in accordance with
stereotypes (Kallastet al. 2010), but this presumes someone of the untypealvgth the
relevant qualification applying for a job, which mrn indicates the need to make the
educational system more gender-sensitive.

Enterprise practices are relatively difficult to mior or influence on the state level.
Although the law forbids favouring employees on théasis of their sex, but in order to
increase people’s awareness of these principlesgtprovision of such information should
be made more effective, and stereotypical ways dfibking should be reduced.

3.3.  Equal distribution of women and men in various jobs in the labour market

Vertical gender segregation means that women amdomverge at different levels in the job

hierarchy, and this also impacts the formation hed gender pay gap — women form the
majority in lower positions in the job hierarchy.deoffice workers) and therefore are paid

less on average than men (e.g. top managers). dlmes of vertical segregation partially

overlap with those of horizontal segregation (eggnder stereotypes, socialization, the
unequal distribution of care obligations). Persdnmectices, such as in promotion and

recruitment, also determine vertical segregatiértheése are not for some reason gender
balanced.

One of the forms of vertical gender segregatiatmésso-called glass ceiling effect. The glass
ceiling signifies artificial, invisible barriers & prevent women from reaching senior levels in
their careers. The term refers to artificial bagior women as a group, not situations where
progression at work is hindered by the person’s tawer abilities (Morrisonet al. 1987).
The existence of a glass ceiling results in a sdgoavhere the proportion of women in senior
or higher-paid jobs is lower and because of thesrtaverage wage becomes lower than men
on the average. The other manifestation of thesgtasling is a greater gender pay gap
amongst highly-paid persons, because if it is naifécult for women to rise to senior
positions, a more modest expectation regardingysaidigates their career progression. Both
vertical gender segregation and the glass-ceilifecteregarding wages are also present in
Estonia — this is also demonstrated by the data fftee Estonian Labour Force Survey that
has been analyzed in the empirical part of thislystwhich showed that the differences in
wages between highly-paid women and highly-paid msegreater than between the female
and male employees earning the average wage.
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The glass ceiling need not derive only from intehdakscrimination, but also from the
assumptions made by employers and makers of pexsdecisions about women’s career
preferences, outdated personnel policies and nonalobehavioural models, which have
been in force for a long time, and where the justrer appropriateness has not been doubted
(Townsend 1997). For example, women may be platedmore unfavourable position if it is
presumed that management positions require suctacatbastics and behaviour that are
considered to be intrinsic to men.

Figure 1 illustrates vertical gender segregatioistonia. Looking at the gender distribution
of wage-earners based on the ISCO classificatiothhierarchy of occupations, we can see
that for the highest occupational group — the gradplegislators, senior officials and
managers — men comprise two-thirds of the wageeesrrGender segregation occurs in a
further four occupational groups.

Figure 1. Proportion of men amongst wage-earners according t 0 occupational group,
2007

Clerks

Service workers and shop and market sales
workers

Professionals

Technicians and associated professionals

Elementary occupations

Skilled agricultural and fishery workers

Legislators, senior officials and managers

Plant and machinery operators

Craft and related trade workers 81%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

Source: Statistics Estonia, authors’ calculations

A more detailed examination of the occupationshea dccupational group of legislators,
senior officials and managers shows that the ptmpoof men as top managers (directors and
managers, managers of small enterprises) is hitpaer the average for the occupation. The
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picture is more varied for managers of other subjfetds, where there are jobs strongly
dominated by both women and m&ras well as jobs that are relatively gender-badiic

It is generally agreed that reducing vertical genskgregation in the labour market is an
important step in ensuring equal opportunity in kuag life, and not only from the standpoint
of reducing the wage gap. It is also meaningfuEstonia to consider measures targeting the
reduction of vertical gender segregatibmaddition to direct measures promoting female
entrepreneurship and increasing the proportion of vomen amongst managers, all
measures that help in better reconciling work and dmily life and reducing the double
burden carried by women are definitely appropriate for reducing vertical segregation
and the effect of the glass ceilingAlso measures that reduce horizontal segregatiap m
simultaneously reduce vertical segregation in dtv@lr market.

3.3.1. Advantages and dangers of gender quotas

Quotas, a relatively radical measure, have beed tasacrease the proportion of women in

high positions, by setting a mandatory minimum ipgeation for women on the boards of

enterprises or institutions. As a result of impgsguotas, the share of women on boards
increases rapidly. Quotas have been imposed in reangpean countries, primarily in the

management of large or listed companies (e.g. invislp, Spain, The Netherlands, France
and Iceland). Gender quotas in management, as a&uneedo reduce vertical gender

segregation, have their advantages and dangers.

Keeping in mind the aim to reduce the gender payigaould not be meaningful to impose
gender quotas on management in Estonia since th&cinof the measure would be low. The
large proportion of men amongst managers is prignalie to the gender differentiation
amongst top managers, which would not be affectgdniposing a gender quota on a
management board. Amongst managers on the lowel, leowever, the share of women is
already approximately 40%. Imposing quotas is alsiy conceivable for larger enterprises,
but in Estonia it is the managers of small entegwiin particular who comprise a large share
of the managers, where in order to increase thpgption of women, a different type of
measure is required, for example, measures endagrégmale entrepreneurship. Based on
the experiences of other countries, the suppofemfle entrepreneurship would anyway be
one of the fundamental preconditions for the effectess of imposing gender quotas, since
the labour supply of qualified female candidates tfqp managers, matching the demand
created by the quotas, should be ensured. Congiygubrre should also be concentration in
Estonia on increasing the supply of female labouh wanagement qualifications, which
would create preconditions for both a greater isidi of women in management positions, as
well as for the development of female entreprerfeprsThere also may be a benefit from
actionfJr 8that break stereotypes since men are clyrr@ansidered to be better managers than
women®.

18 E.g. IT managers, research and development managepredominantly men, and personnel, financeadnunistration

managers primarily women.

17 E.g. government officials and administrators ivilcsociety organizations, and marketing, salesjestising and public
relations managers.

18 According to the Gender Equality Monitor survelyistis the opinion of 43% of the Estonian populati®n the other
hand, half the Estonian population agreed withstagement that it would be useful for enterpriélsére were more women
in management positions (Vaiet al. 2010).
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3.3.2. Developing and encouraging female entrepreneurship

Since the managers of small enterprises compriaega share of employees in management
positions, it would be appropriate to emphasizeaug of measures that encourage female
entrepreneurship. Women'’s entrepreneurial actigtyower than that of men due to both
gender-specific barriers and also factors that nihlee general obstacles associated with
initiating entrepreneurship more difficult for woméo overcome. According to the OECD
(2004), such obstacles are difficulties in acqgirstart-up capital, the lack of role models and
relevant networks, as well as less time to dedi,vat begin, entrepreneurship. The latter two
obstacles are associated with the unequal disiibudf the obligation of home duties
between women and men, and the difficulties in ifigdstart-up capital could be a
consequence of the gender pay gap.

In developing measures within entrepreneurshipcpdlie special situation and problems of
potential female entrepreneurs therefore shoulkiepe in mind, and measures targeting them
should be developed if needed. The various measpregcts, cooperation networks, and
organizations in European countries that encoufagele entrepreneurship are more than
can be listed her€. Those particularly deserving mention are mentoramgl coaching
programmes and funding measures.

Mentoring and coaching programmes, which bring together experienced female
entrepreneurs, business consultants and women vigto tev start up a business, help to
overcome the obstacles specific to women in sgadma company: role models are provided
in the form of mentors, assisting in the creatioh smcial networks that support
entrepreneurship, and making female entreprengursbre visible. The advantage of such
programmes is personal counselling and trainingecgeding from the specific situation and
problems of the person starting an enterprifkere are two networks for female
entrepreneurship in Estonig® so these could be evaluated and supported in the
implementation of mentoring and coaching programmes

Variousfunding measurestarget the problems specific to women in obtairtimg necessary
start-up capital to begin a busines3ffering micro-credit products targeting women

entrepreneurs could be considered, particularly inregions where the low value of
property security inhibits the ability to take a loan, as was discovered by PRAXIS (2007).

The measure supporting female entrepreneurshipeveny need not only directly target
women. An example is Enterprise Estonia (EAS) aoffgin Estonia start-up loans, start-up
and expansion support, as well as support foriaitigashare, which help in the creation of
micro enterprises and small enterprises genetally.important to consider the opinions and
standpoints of women entrepreneurs and potentiaiemoentrepreneurs themselves. Even a
measure that is suitable in itself may not sucaéedresults in divisions amongst female
entrepreneurs as a group, and their receiving utedaattention in society. Therefore,
analysis should be carried out on the needs of femeaentrepreneurs and the specifics of
their activities, as well as on the possible gendeffect of the existing measures, in order

to find both direct and indirect measures to encouage their activities

19 A longer list with descriptions of the best Eurapepractices can be found in the report by the f@ap Commission
(2002) at:
http://ec.europa.eu/enterprise/entrepreneurshiplmait-women/documents/study-female-entreprert@pren. pdf.

20 |n Estonia, cooperation between women entreprenisufostered by Eesti Naisettevétjate Liit (EstmniAssociation of
Business and Professional Women) and Ettevétlikabéd (Entrepreneurial Women), which is concendraterural areas
and is also a member of the European Network of ¥oResource Centres, WINNET.
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In conclusion it can be said that, in order to mdhorizontal segregation, better access to the
study of untypical occupations should be enableduh further training and retraining
opportunities, stereotypes reduced, employees eaged to make untraditional job choices,
and relevant media campaigns should also be org@dn&upporting female entrepreneurship
should be used to increase the proportion of womemanagement positions, and thereby
reduce vertical gender segregation.

4. Changing organizational practices to reduce the gender pay gap

One source of the gender pay gap is gender dis@iimon in the labour market and unequal
treatment. It could already be seen in the chajgaling with empirical results that the major
share of the general gender pay gap in Estoniadvood disappear even if, in assessing the
pay gap, the fact is taken into consideration thamen and men concentrate in different
occupations and economic sectors, they have diffe@ucational backgrounds, and that they
also differ as regards other background factorserd@his therefore reason to believe that
discrimination plays a sufficiently major role ihet formation of wage differences to attract
specific attention. In order to reduce the sexuatr@mination that can manifest itself in
various forms in the labour market, it must be sssé to what degree the wage formation on
the level of the organization is gender balancad,@w it could be better balanced.

On the organizational level, discrimination in detaing the wages can be manifested in two
forms:

1. the wages of the women and men doing the same averdifferent:
a. the wages of women and men with the same jobattdifferent,
b. the wages of women and men with different job gditheit with the same job
content are different;
2. the wages of women and men doing different work,vibark to which equal value is
attributed, are different.

Although both forms of discrimination are banneddy in Estonia (Subsection 6 (3), GEA),

it is not easy to recognize them, and the discr@tnam is also often not a conscious activity.
Whereas the first type of discrimination is relatiw easy to discover, the second type of
discrimination is very difficult to determine.

One main cause for the existence and persistendheofpay gap is the asymmetry of
informatiorf!, which means that without knowing the productivity each individual
belonging to a group, previous knowledge and erper of the average productivity of all
the employees in the group are generalized, asdtlgrage is used to determine the wages of
individual employees (although the productivity thie individual employee may actually
differ considerably from the group average). Suigtrémination is generally not recorded in
the wage policies for the enterprise, but takexqdarather on an intuitive level and
unconsciously. The main reason for its use is theed of making decisions and cost
effectiveness. Determining the exact productivify each person is notably more time
consuming and costly than using known approximpfgaaches. This means, however, that
an individual may suffer (or also win) due to hisher group characteristics.

2L For more detail, see Anspetl al.2010: overview of the theories for the first stag¢he study.
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The more the wages system is based on the sulgeidtigisions of managers, the more the
asymmetry of information and the presumptions afiglen-makers impact on the decisions
being made in wage formation. The cases examinettiencourse of this study reflected
situations where although employers consideredportant to have fair proportions in wages
between the various jobs, and a wage that correspiorhow the work is carried out, but they
had not directly thought of the gender fairnessasim the formation of the wage systéms

If employers are not aware of the fact that in pgyfior the work, different treatment on the
basis of sex could take place in their organizatighen they also cannot take any steps
themselves to change their discriminatory behavioliherefore, there should be
consideration of how to motivate Estonian employersto assess wages in their
organizations according to sex, and if needed, chga personnel policies and wages
systems such that the wages would be gender baladce

Based on the experience of other countries, messunereby employers identify in their
organization gender-unequal wages could range faosimple collection of statistics to
annual mandatory audits, where the wage receivedssssed according to the principles of
equal work and equal treatméht

4.1. Data collection and analysis in an organization

The awareness of employers can be raised, regapbsgible gender differences in the
personnel policies and wage systems in an orgamizahrough arobligation to collect data
according to sex This ensures that employers deal with the topih® gender difference in
wages, thereby becoming aware of possible unegeethtent, which then provides the basis
for correcting the activity if needed. At the satime, the mere obligation to collect data does
not mean that the employers also analyze thestégesul make the relevant adjustments. It is
therefore more meaningful, with the aim of redudimg gender pay gap, to use such measures
thatobligate the employers to analyze the situation teee whether there is equal pay for
equal work.

According to the Gender Equality Act (RT 2004, T, 281), the employer must collect
gender-based workplace statistics, which if neasteable the relevant institutions to monitor
and assess compliance with the principle of eqealtinent in employment relationships. A
ban has also been enacted for the employer regadiserimination against those who carry
out equal work but are paid, or provide or recdieaefits in connection with participation in
their work, based on sex. This provision presurhesability and skill of the employers to
assess the values of the jobs in their organizatitm identify equal work and ensure the
compliance of their activities with the law. Thenomentary on the law published in 2010
indeed provides substance for the relevant pravssiith the obligation of the employer to
carry out an audit on gender wage differences endifyanization. In practice, however, the
Government of the Republic has not adopted a régaléhat would provide the employer
with direct instructions on what data must be aid, and how to determine equal work
(Albi et al. 2010). It therefore cannot be hoped that employersparticularly active in
abiding by this obligation. Of the six organizasotiat participated in the cases of the third
stage in this study only one had previously analygender-based wage data.

22 For more detail, see Kallagteal.2010: report on the third stage of the study.
2 For more detail on the methodology for equal pagita/reviews, see Kallasé al. 2010.

18



* Kk
* *
* *
* *
* o *
) j —
European Union

pean U
European Social Fund  Investing in your future

In order to follow the principle of equal pay for equal work the

Fqlloyvlng e value of work carried out in all the jobs in the oganization should
principle of be evaluated, i.e. the jobs should be reviewed dwptcally. The
equa: payqur gender pay gap will then be reduced due to thesadgnts following
fe;clfliiita\;ve%rbls the job reviews, ensuring more gender-balanced svage the basis of
. y the experiences of other countries, as well asattaysis in the third
job . stage of this study, it is clear that this obligatshould be accompanied
evaluation by very detailed and comprehensive guidelines oatwghequal work,

how to assess it precisely and in a gender-balaweggdand how to achieve equal pay. If this
is not done, the collection of data on its own wadk be sufficient to improve the situation.

A depreciation analysis, whereby feminine skillsl gobs are generally less valued in society
than masculine skills and jobs, also refers torned for detailed guidelines. For example, if
employers usually value the work done by womenyark or skills associated with women
(e.g. communication, work with clients), lower tharasculine skills and characteristics (e.g.
physical strength), the consequence could be atsituwhere women’s jobs are seen as
being of lesser value, and this is also reflectedvdmen’s wages. Since job evaluation is
value-based and as a method contains a great defyséjectivity, then without separate
attention being paid to gender balance there vallthe danger that the evaluation method
reproduces a gender pay gap and the undervalugitiwomen’s jobs. In the methodology for
the analytical evaluation of jobs there is alwayseatain play in the determination and
valuing of the factors that describe jobs, whicim ¢e used if desired. It is not possible,
however, to develop very clear and completely ungodus guidelines for evaluation since
organizations and values are different.

Taking into account the various arguments, it waguidbably not be practical in Estonia to
make such measures compulsory. As demonstrated thgr acountries’ experiences,
employers do not make fundamental changes in tlge wgstems on the basis of obligatory
evaluation. Therefore, making mandatory such a uoreasvith its heavy administrative
burden, and with results that can be manipulatech agsult of the subjectivity of the
reviewers, cannot be considered reasonable. lalsasbecome apparent that even in those
countries where job evaluation is voluntary empteydo not make widespread use of it,
although there is extensive availability of guidek, training, etc. This has been mostly due
to the opinion of employers that their wages amdge-equal. Their attitude is also supported
by the fact that there have not been extensivesdastre the courts of employee complaints
regarding gender inequality at work.

Nevertheless, those employers in Estonia who wisb tarry out job evaluations should
have sufficient information about equal pay auditsand the methods for assessing jobs,
as a general means for forming the wage system apersonnel policies, which can also
be used to assess and ensure the gender fairnessvages. In addition, it is important to
help enterprises form means of assessment that wdube gender-balanced and would
not (re)produce gender equality.

24 One example is when in the assessment of the wdlagob involving physical work, it is the weigbf the item being
lifted that is generally considered, not, for ex¢enihe frequency and duration of the movement. Wethe case of carers
and nurses, whose job responsibilities includentifipatients, but also cashiers in supermarkets kehve to physically lift
goods all day, the amount of total physical workildobe greater than that done by warehouse worf@oslevy et al.
2007).
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Increased awareness for employees regarding wages

Another asymmetry of information may also play kero the persistence of the gender pay
gap: employees do not know the wages of other grapkand cannot therefore during wage
negotiations bring to the attention of the emplog#wations where, for example, statistical

discrimination results in unequal pay. When the egagf employees are confidential they do
not have the information to decide whether or matytare receiving a fair wage for their

work.

Making wages public could result in a situation whee employees are more informed,
and can also use this information in wage negotians. This is particularly important in a
labour market where the role of collective negatia is minor (as in Estonia generally), and
in organizations where pay is not particularly dated or is not based on the assessment of
jobs, but is dependent on individual negotiationd subjective decisions.

Measures for better awareness of wage informatiothé organization would therefore be
such that would not forbid the employees to freedghange information between themselves
on wages, and which would obligate employers to entiese data public. Information
confidentiality clauses in employment contractsvprgé employees from exchanging pay
information amongst themselves. In Estonia’s curEemployment Contracts Act, it is up to
the employer to determine the information for whilcere is an obligation for the employee to
keep production or business confidentiality. Siageh a clause is open to interpretation, and
it is not known how widespread such a confiderttiatequirement is in the contract for
Estonian employees, it is difficult to assess thmber of employees whose awareness would
be improved due to such an amendment.

The results of the case studies also show thatvieignohe ban on sharing wages information
does not necessarily result in the employees als@mBy discussing pdy. This is why this
measure to reduce the gender pay gap can only work Estonia if, after banning in law
the confidentiality of wages information, employeesare encouraged to also share
between themselves and analyze this information.

Measures thabbligate employers to informemployees directly (or their representatives) of
wages information, have been implemented for examplDenmark and Austrissuch an
obligatory measure could work somewhat better in Bsnia than just a provision in the
law that forbids the confidentiality of wages.When the wages of employees holding the
same job are publicly available, it is markedly gien for an employee to use this information
in negotiations with the employer and as a redult would also be more probable. The
employer would have less opportunity to treat thepleyees unequally, which makes it
necessary to make the wages system more transp@arerplain to the employees the reasons
for the differences between the wages for particjalas, and the position of the jobs in the
job hierarchy.

The awareness of both employees and employers dirgawages information is also
restricted by a more general lack of informationamerage wages for detailed occupations in
the labour market. Estonia does not have reliabtesafficiently detailed information on job

% One of the case studies was a public sector argéimn where all the wages were public but thergevedill people who
did not know how much their colleagues were paide Survey of the organizations’ employees showatl tthey do not
publicly discuss their wages. For more detail, isakkasteet al. 2010.

20



* Kk
* *
* *
* *
* o *
o  —
European Union

pean U
European Social Fund  Investing in your future

wages. Statistics Estonia publishes the collecttd avith such a long deldythat these
cannot be used as input to wages negotiation iraaging labour market.

The availability on the national level of wagesommhation for
The gender pay gap occupations would have a wider impact than the irftion of
could be reduced discriminating practices only on the enterpriseelehere is a
with the help of more general need for such information than onlthexgender
more _ equality context, for example in forecasting laboiarce
comprehensive and requirements and in career counsellifigerefore, possibilities
timely wage should be ensured in Estonia to collect gender-défentiated
statistics that are wages statistics, which would contain more detailecnd
public and available current information (i.e. wages data detailed for occupation
to all and sectors of activity, also taking into accourite t

particularities of working time and workload. Onespibility

could be to extend the wages data, collected inntt@me tax and social tax declarations by
the Tax and Customs Board, with the ISCO codelferjob, and information on the working
hours of the employees, for which a relevant teminsolution would also need to be
developed’. Although this measure would result in a major ausirative burden for both the
employers and the Tax and Customs Board, it woeldnlostly a one-off burden. The data
entry of working hours would mean a continuous rhiynadministrative burden, however,
which could result in being too great for the enyplo

In conclusion, it could be presumed that betteorimation on wages, and on how work is
carried out, for all parties would enable the reiunc of gender differences, and is also
necessary for the development of other areas ircob@atry. This is why the administrative
burden of this measure should be compared notwitiythe benefit gained from the possible
reduction of the gender pay gap, but also fronbteefit gained from other areas.

The difference between women’'s and men’s wages bwydue to how the jobs are
constructed (Kallastet al. 2010). The way in which various tasks and worle rmatched
with a particular job is generally constructed gswarious reasoning. Work tasks are divided
up amongst the jobs, and the value of a job irotiganization depends on what tasks the job
contains, and the degree to which these tasksatued:

The case studies indicated the possibility that mom gender roles have been taken into
account in constructing certain jobs (e.g. asstetdasks were considered to be more suitable
for women and going on business trips or the reguent for using physical strength were
attributed to men’s jobs). Such job constructiorymeproduce gender roles and segregation,
and the result may be a gender gap.

The systematic analysis of jobs is one possibilitp reduce the lesser valuing of women’s
jobs using job design.The assessment of jobs is suitable for this stheeaim, besides

% Wages statistics is currently collected by StatisEstonia, but at the start of 2011 the neweailable data were only for
2007.

27 possible added value to the employer: Once thdogephad submitted the data, or according to taireschedule, a
programme would automatically compile a brief ovevwof the submitted data that would then be preditb the employer.
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comparing the value of tasks, is to also deterrtlieereasoning behind the formation of jobs
in the hierarchy.

There are occupations where the requirements seth® employees and the working
conditions depend to a large degree on the tedhagapment of the jobTherefore, one
possibility is to offer enterprises monetary suppdrto update their work organization
systems, equipment or fittings, if this means a radttion in the use of physical strength
and makes it also possible to hire women for the Ips. There is also the possibility that jobs
are restructured during periods of economic groarl labour force shortages where, for
example, female employees are retrained for jobgtwhad been held mostly by men
(Kallasteet al.2010).

Having understood the usefulness of encouragingsapgorting the restructuring of jolss,
comprehensive analysis is recommended to examineetlextent to which the gender
segregation of the labour market is due to the for@tion of job design

This is why possibilities must be found on the oigational level to reduce discrimination
and reduce the gender pay gap, how to motivate g to assess wages in their
organizations according to sex, and to make theewagstems more gender-balanced. Such
possibilities include collecting wages statistiosl gob assessment. The collection of statistics
is also important from the standpoint of increadimg awareness of (possible) employees, so
the level of detail in the state wages statistmsl@ be increased, with an added requirement
of timeliness. In addition to the analysis of wagasd the assessment of jobs, it is also
recommended for employers to analyze job desigm fiee gender aspect, i.e. analyze the
work duty content of jobs.

5. Monitoring the changes in the pay gap

For the reduction of the gender pay gap using uarjgolicy measures, one must observe its
change over time. In order to understand the dycsrof the size of the pay gap, it is
necessary to simultaneously monitor how societythadabour market is developing in those
aspects that are behind the emergence and pecgisiethe gender pay gap. For this purpose,
the following Tables 1 and 2 have indicators whieln be used to follow in a timely manner
the changes in the differences in paying for warkg the role of (structural) factors in this.
The indicators suggested as a result of the gegmalegap study have been presented below,
taking into account the existence of the data Becturrent situation regarding availability.
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Table 1. Indicators reflecting changes in the average gender pay gap
Indicators reflecting changes in the average gender pay gap
Source
Indicator data Active/Passive Recommendation for the future
For a rapid evaluation of the pay gap, use
the difference between the net wages of
Average Hourly Acti . women and men working full-time (from the
ctive, but with a ;
gender pay |wage | Estonian Labour Force Survey) as a
Ay ong delay .
gap statistics percentage of the net wage of men, which
has a time delay of approximately six
months
Explained Estonian
and Labour Not calculated ona | gyamine using a regular study, and also a
unexplained | Force ;ecgclélijrir?;?cl)s,existing time series of indicators
pay gap survey information

Table 2. Indicators reflecting changes in the structural fac

tors impacting the

pay gap
Indicators reflecting changes in the structural fac tors impacting the pay gap
Source
Indicator data Active/Passive | Explanation
Segregation et Ve Shows the percent of women who should
: on a regular . ; .
index (Duncan : . change jobs in order for the proportion of
basis, according ;
and Duncan " women and men to be equal in all sectors of
to existing -
Index) ! . activity
information
Share of Estonian Not calculated Can be calculated using ELFS data by
on a regular . A
women Labour ; . treating the ISCO classification category of
basis, according |, ~ . ; o .
amongst Force {0 existin Legislators, senior officials, managers’ as
managers Survey . 9 managers
information
Can be calculated from annual ELFS data,
Share of : Not calculated .
Estonian treating as entrepreneurs those employed
female on a regular .
entrepreneurs Labour basis. according | PErSOns who have defined themselves as
P Force i 9 | sole entrepreneurs, entrepreneurs with
amongst to existing ) .
Survey ! . employee(s) and farmers with a paid labour
entrepreneurs information
force
Share c_;f Not made
enterprises . .
Commercial | public,
founded by . .
Register according to
women O
data existing
amongst start- . .
information
ups
Share of part-
time workers Estonian Not calculated | An additional indicator is the share of
amongst on a regular women amongst persons working part-time,
Labour : . . o X
female and Force basis, according | which shows the feminization of part-time
male Surve to existing work. The time series is available from
employed y information Statistics Estonia’s online database
persons
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- Estonian
Passivity due Labour
to lack of child Active
. Force
care services
Survey
Since the period that men receive the
Not calculated parental benefit is on average markedly
Share of men . X
amonast Social or made public | shorter than for women, the number of men
el ignts of Insurance on a regular who have received the parental benefit
ar(fntal Board basis, according | during the year should be calculated, a
P . statistics to existing number which is considerably larger than
benefits ! . i
information the number of men receiving the parental
benefit at any one time
: Not calculated 1) What percentage of all parental benefit
Number of Social
on a regular days taken have been taken by men? 2)
parental Insurance ; . . :
. basis, according | How long, on the average, is the period of
benefit days Board " .
- to existing parental benefit that has been taken by
taken by men | statistics . .
information men?

In order to find out how long the parental

leave periods are for women and men, and
Does not exist | the accompanying career breaks, statistics
on the use of parental leave, broken down

Use of
parental leave,
according to

72 51 by sex, would be needed
Statistics are not
Social publicly The number of men who have taken
Use of Insurance available, and paternal leave during the year, per the
paternal leave |Board they are not number of children born during that year,
statistics calculated on a | could be used as an indicator
regular basis
Paid and Statistics

unpaid work, | Estonia’s

. X Active
according to | time use
sex survey
Estonian
Impact on Labour
employment of Active
being a parent Force
Survey

This article has provided an overview of recomméonda on how Estonia could form
policies targeting the reduction of the pay gap.gé&are for most people the primary and
sole source of income, which have an impact oronbt the daily income but also on the size
of other benefits and the pension. Women’s lowepmnes also indirectly impact children.
The gender pay gap, therefore, has a wider impatt@whole of society.

The emergence of the pay gap is associated withinaber of inter-related factors. The
following is a brief summary of the above-descrisedommendations regarding measures
that can be used to reduce the gender pay gap.

The Gender Equality Act has enacted the principlequal pay for equal work. In addition,
keeping in mind the aim of reducing the pay gamdge equality must be promoted more
widely in society,n order to have a better implementation of equal py for equal work.
For this reason, it is recommended to increaseawereness of the population of the rights
and obligations deriving from the Gender Equalitgt A&and the Equal Treatment Act, to
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implement more actively the principles of gendernmsieaming by using the potential of the
civil society, as well as to more effectively tak#o account the principle of gender
mainstreaming in the public sector.

A more equitable division between women and mernhmreconciliation of work and
family life would increase equal treatment in the labour naakd as a result would also be
an important impact factor in the reduction of th&y gap. With this aim in mind, the
participation of men in parental leave should m¥eased by setting an individual part for the
leave, the parental leave system should be made ftexible by increasing the ways that
work and parental leave can be combined, part-tiraek for the parents of young children
should be encouraged, the flexibility of child mimgl services should be increased if needed,
and the development of alternative private childdimg services (e.g. child minding services
provided by enterprises for their own employeesusdh be encouraged.

In Estonia, encouraging young people to chooseatturcin fields that are untraditional for
their sex would not provide the desired result egards reducing the gender pay gap. But
there are fields of study in Estonia where, for ghaduates, the gender segregation may be
linked to the gender segregation of the labour etaknd contribute to the formation of the
gender pay gapthe reduction of gender segregation in education ahthe labour market
presumes the analysis of the dispersion of ocompstand sectors of activity, by sex, of
employed persons who have graduated from vari@ldsfiof study and educational levels in
order to ascertain, on the basis of more detaiksd, dhe correlation between the gender
segregation of fields of study and the pay gapy@u these fields of study would projects to
introduce young people to so-called opposite-seiidi of study be meaningful as measures.
More gender-aware career counsellingvould contribute to a reduction of attitudes based
gender stereotypes amongst young people. Stereatyhinking in society can be reduced by
making theeducation system more gender-awarevhich is why the gender equality topic
should be integrated into study programmes and/shaterials.

For thereduction of horizontal segregationthe population should be provided with better
access to studying untypical occupations, withtalp of opportunities for further training
and retraining. In addition, it is recommended thadsibilities be analyzed and implemented
on how to encourage employees to make untraditjobathoices.

In order toreduce vertical segregatiorfocus should be placed on measuresmtoease the
supply of a female labour force with management qudications as well as
entrepreneurship-themed measures; the extensiaref@mwomen entrepreneurs of mentoring
and coaching programmes should also be considesedht development of female
entrepreneurship and also the analysis of whether women who amirgjaup enterprises
face specific financial problems.

In order toreduce the gender pay gap in the organizatioamployers should be obligated to
analyze whether there is actually equal pay foaegurk. For the gender-balanced analytical
evaluation of jobs it should be ensured that theuation guidelines and training are easily
accessible. It is also important, in order to targereduction in the gender pay gap, to
increase employee awareness of the average wagesjébbs and to improve the level of
detail and timeliness of the national wages stesisthat would make this possible.
Confidentiality clauses in employment contracts shdd be made illegal or employers
should be obligated to make wages data public. Org&ations should be encouraged to
analyze their job design from the gender aspect, ahif necessary to redesign the jobs,
i.e. the work tasks that comprise the various jobs.
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