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Foreword

This publication describes how gender equality manifests itself in today’s 
working life in Finland and analyses the changes it has undergone. The publi
cation exploits the extensive interview material collected with Statistics Fin
land’s Quality of Work Life Surveys -  especially the latest one conducted in 
autumn 1997 -  containing data on approximately 3,000 wage and salary earn
ers. Previous rounds of this survey, also covering the entire wage and salary 
earning population, were carried out by Statistics Finland in 1977, 1984 and 
1990. All the surveys have been implemented as personal, face-to-face inter
views.

The gender perspective has a long tradition in the reporting of the Quality 
of Work Life Surveys (e.g. Lehto: Women’s and Men’s Working Conditions, 
1988 and Lehto: Quality and equality of work life, 1992). This present report 
covers equality in working life more extensively than has been done before. It 
also contains previously unpublished data concerning 1990 on reconciliation 
between work and family and manifestations of equality and discrimination at 
workplaces. Coupled with the latest related research findings, this report helps 
in forming an exhaustively descriptive picture of the changes that have taken 
place in the nineties. The findings presented in this report are significant be
cause they are the only ones in this field which are nationally representative 
and are based on consistent methodology applied over an extended time pe
riod.

Findings of the latest, 1997 Quality of Work Life Survey have already been 
published in Statistics Finland’s report entitled ’’Efficient, More Efficient, Ex
hausted”. The report is an overview of the changes that have taken place in 
Finnish employees’ working conditions over the two decades covered by the 
survey series. Articles on time pressure, fixed-term employment relationships, 
workplace intimidation, young people’s working conditions and attitudes to 
new, experimental working hour arrangements have also been published in 
Statistics Finland’s periodical ’’Hyvinvointikatsaus” (Welfare review).

Planner Anna-Maija Lehto, PhD, and Researcher Hanna Sutela were re
sponsible for the 1997 Quality of Work Life Survey. They also compiled this 
present report and the publications referred to above. Assistant Statistician 
Kirsi Toivonen produced the lay-out of the publication.

Risto Lehtonen 
Director, Social Statistics 
Statistics Finland
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A n n a -M  a ¡ja Lehto

7 Towards equality in working life ?

On the  c o n c e p t o f  e q u a lity

Gender equality has been given a host of meanings over the three decades in 
which women’s movement and women’s studies have gone hand in hand in 
Finland. In broad terms it could be said that the thinking has shifted from the 
idea of similarity to that of equal worth and, through woman-centredness, to 
an emphasis on the significance of gender. (Hirdman 1990, Silius 1992, 
Saarinen 1992, Kinnunen & Korvajärvi 1996, Anttonen 1997.)

In seeking similarity, there was a wish to demonstrate how the position of 
women was poorer than that of men in, for example, pay, career advancement, 
distribution of management positions, etc. The aim was to support women so 
that they might achieve as good a position as men. In other words, the position 
of men was regarded as the yardstick and worth striving for. Women’s and 
men’s strong occupational segregation was seen as the core problem in pay 
differentials. So a dismantling of this segregation was embarked upon in order 
to remove pay differentials. However, this met with considerable difficulties. 
The segregation grew more intense and was accelerated by a period of growth 
in welfare services when occupational fields typical of women attracted peo
ple into the labour force.

The woman-centred orientation in women’s movement and women’s stud
ies stressing the speciality of women also produced a clear change of thought 
in the policy regarding pay: the demand now became for equal pay for work of 
equal worth. In other words, equality was no longer sought for by adapting 
women to a pay system that followed the male norm. The problem was, rather, 
seen to lie in the fact that the work which women generally do -  and also like 
to do -  was undervalued in terms of pay. Various work evaluation systems 
have been set up. With these, too, the difficulty has been the apportioning of 
the power to define the criteria by which work is evaluated, and the distribu
tion of value to the aspects of work typically done by women.

Thinking emphasising the speciality of women accepted women’s own ori
entation, like their readiness to work in caring occupations, per se. From this 
viewpoint, occupational segregation is not a problem. On the contrary: as late
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as in the early 1990s, it still seemed that women’s position in the labour mar
kets would be quite secure for some time precisely thanks to this selection of 
typically female work. The ageing and deteriorating health of the population 
made it look as if the need for care work would naturally increase, thereby 
guaranteeing growth in the demand for female labour. In reality, things 
worked out differently, as the caring occupations failed to receive the neces
sary resources.

Today’s women studies have largely abandoned the approach that stresses 
the speciality of women. The concepts of woman-centredness and women’s 
speciality received a lot of criticism, particularly from feminists who had been 
influenced by post-modernist trends. In their opinion, no ’’total discourse” 
should be constructed about women and, particularly, not of women’s experi
ences. Women are different from one another and in different positions. 
Women, too, use power, including in their relationships with other women. 
The latest feminist trends have also detached themselves from causal explana
tions and the search for structures and these have been replaced by talk about 
discourses and discursive practices. The objective is not to explain how things 
really are but how they are explained (Anttonen 1997, 50). Instead of defining 
the speciality of women, the studies now focus on the dismantling -  or break
ing into component parts -  of the concepts of a woman and the female subject 
and gender. The interest now is centred on how gender is presented or how it is 
produced in different places and discourses at different times.

This has brought us quite a distance from the concepts of equality and the 
speciality of women. Previously, it was relatively obvious how the women’s 
and feminist studies produced the concepts and theoretical thinking which 
could be applied, for example, to improve women’s position in working life in, 
say, pay policy matters. Today, it is much more difficult to find a connection 
between feminist studies and equality in working life.

However, pursuing such a connection is important. Throughout the history 
of feminist studies each stage has always taught us something new, despite the 
fact that the trends in the studies have been fairly critical of each other. Al
though in research terms the concept of equality could today be viewed as 
somewhat old-fashioned, in gender policy parlance it is still highly effective 
and serviceable. In broad terms, the crux of the matter continues to be that the 
issue of female subordination in working life remains an unsolved issue. 
Women continue to be in a worse position than men and there is still a hierar
chical difference between the genders.

In speaking of equality in working life, one should also consider how the 
new emphases of the feminist trends could be exploited. For example, the idea 
that gender is continually produced in the practices of working life has brought 
the study of working life closer to everyday processes in which the places of 
women and men, their freedom of movement and, for example, the value of 
their work is defined.
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Equality in work could be defined as equal opportunities for women and 
men to realise their ambitions in working life. If, on the other hand, one con
siders the promotion of equality, which presupposes the studying and estab
lishing the status quo as to how far we are today from the ideal, it is imperative 
that all the knowledge produced by feminism is put to full use. This being the 
case it is not enough to just produce conventional statistical indicators on em
ployment, unemployment, pay differential, women’s proportions in manage
rial positions or occupational segregation by gender. It is equally important to 
emphasise the kind of research data that depict different processes of change 
in working life and look for the manifestation and significance of gender in 
them. A number of methodologies and research approaches are, therefore, 
needed. Gendering processes can best be found locally by using qualitative re
search methods. From the point of equality policy, again, it is important that 
such knowledge can be combined with the data produced at the general level 
on the position of the genders.

P ressu re s  fo r  change  in w o rk in g  life

In the past couple of decades, studies of working life have, to a great extent, 
been studies of change. Change has been described with innumerable concepts 
depending on branch of science and research orientation. The factors lying be
hind these changes and the studies into them have been, above all, economic 
ones. In the 1980s and 1990s, the economies of the countries in Western Eu
rope have faced at least three types of different challenges: internationalisation 
of economic relations and intensification of global competition, effects of the 
new information technology in all areas of the economy and political attacks 
against the financing of the services of a welfare state. (Rantalaiho & Julkunen 
1992, 2).

These challenges manifest themselves in the growing prevalence of philos
ophies based on efficiency and productivity and the application of methods 
aimed toward greater flexibility in work. The pressures for change that arise 
for economic reasons are usually transformed into new points of emphasis in 
management and labour use strategies. As far as the status of women is con
cerned, it is interesting to consider how these pressures for change in working 
life have infiltrated workplaces and individual employment relationships and 
how gender is bound up in this process.

The talk of productivity and flexibility has taken on problematic features 
for women's work, too, for many of these management and labour market 
strategies of the 1990s overlook the individual employee and his or her experi
ence entirely and often mean that no importance is attached to the gender of 
the employee, either. The models of productivity and flexibility function as
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apparently neutral instruments as far as gender is concerned while, at the same 
time, observing largely male ideals of competition and efficiency.

This can easily have undesirable consequences, especially where women 
are concerned, for it is mainly they who are expected to show flexibility, as re
flected in the figures on fixed-term employment relationships, part-time work 
and unemployment. On the other hand, where individual productivity targets 
at the organisational level place emphasis on quantitative performance, typi
cally female care, human relations and expert occupations tend to be under
rated because the accent in these is on qualitative features, which are difficult 
to measure. Strategies of this kind also often involve pressures towards indi
vidual agreements on conditions of employment, in which women are in a 
weaker position on account of their subordinate status and poorer negotiating 
power.

Thus, Finnish women’s position in working life can be viewed from many 
perspectives. To achieve as wide a picture as possible, it is advisable to move 
at different observation levels and use several information sources, like di
verse statistics and studies. However, the results may be difficult to outline un
less the more general factors that have a bearing on changes in working life are 
also taken into account. The most influential of these factors in this decade 
must have been the aspirations for more productivity, efficiency and flexibil
ity. In what follows I am endeavouring to combine these different perspec
tives, starting from labour market level phenomena which are described by 
statistics

S ta tis tic a l in d ic a to rs  o f e q u a lity  
in  w o rk in g  life

International labour statistics show that for some considerable time Finnish 
women have been in an exceptional position, in that women’s participation in 
work outside the home has been more common in Finland than in any other 
OECD country since as long ago as the 1960s (from whence comparable statis
tics between countries have been available, Employment Outlook 1988). 
Among the Nordic Countries, Finland was, admittedly, overtaken later by Swe
den and Denmark, but only by virtue of these countries’ high proportions of 
part-time female employees. If the number of hours worked per person of popu
lation of working age is used as the measure of participation in gainful employ
ment, Finland is still the leader even in the 1990s (Jonung & Persson, 1993).

The particularly high participation of Finnish women in paid work has 
been explained by, among other things, characteristics of the Finnish culture 
and economy, such as its late and rapid industrialisation and the transfer of the 
agricultural partnership model of working to industrial and post-industrial so-
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Figure 1.1. W om en‘s participation in the labour force 1973 and 1996 
Proportion of women aged 15 to 64, OECD

%

ciety, or the fact that the male breadwinner model has never really taken root 
in Finland, (e.g. Rantalaiho 1994, Julkunen 1994.) Another important factor 
has been the symmetry of the educational levels of Finnish women and men. 
Today, the Finnish women participating in working life are more highly edu
cated than their male counterparts.

In international terms, women’s participation in paid work outside the 
home has increased very rapidly over the past couple of decades. The propor
tion of women in the total labour force, for example, has been going up in all 
the OECD countries. A growth of over 15 percentage points has been recorded 
in Norway, the Netherlands, Ireland, Portugal, the United States, Canada and 
Australia. (OECD 1997).

The increased proportion of women in the working population has meant, 
above all, a great change in the relationship between the genders in the labour 
market. As the proportion of women in the labour force has gone up, that of 
men has simultaneously gone down in many countries. The age profiles of 
women’s and men’s labour force participation are thus growing similar. 
Women no longer withdraw from the labour market to the same extent as be
fore in order to look after the family and children. In the background of this 
trend attracting women increasingly to paid work are a number of factors, such 
as demographic changes, risen level of education, changed demands of young 
women, economic necessity, as well as changes in the structure of employ
ment and demand for labour. These factors began to be influential as early as 
the 1960s and 1970s, but in the 1980s and 1990s their importance has in
creased even more. (ECE 1994).

This has, of course, also been the aim of the struggle for equality: women’s 
participation in the labour force has been considered desirable, particularly be-
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cause of the economic independence it brings. Various programmes concern
ing equality in working life, e.g. Equal opportunities 1990. have quoted the re
moval of obstacles to participation in working life as their primary objective. 
In the European Union, the raising of employment among women is at present 
very strongly under debate (Guidelines for Member States’ Employment Pol
icies, 1997).

At the same time, however, many contradictory tendencies and negative in
fluences are also visible, focussing precisely on the female labour force. The 
change has been toward flexible, insecure and often part-time employment re
lationships. Women have not, after all, integrated into working life by taking 
up places in the permanent labour market, but have joined an employment sys
tem in which secure, full-time employment relationships and opportunities for 
lifelong employment are becoming rarer.

In very recent years, the change has unexpectedly demonstrated that the 
proportion of women in the Finnish labour force has fallen. This downward 
trend can also been seen in the other Nordic Countries. On the other hand, 
countries such as the United States, Canada and Britain have caught up with 
Finland in women’s labour force participation rates. The decrease in the par
ticipation rates of both women and men in the Finnish labour force during the 
1990s can largely be explained by a growth in the proportion of students, and 
not by the fact that women would have stayed at home, for the number of 
women caring for their own home has remained constant at around 100,000 
people.

In terms of long-term development, a peculiar feature of the Finnish labour 
markets has been that unemployment has been lower among women than men. 
In most countries, the situation has been quite the opposite. Finland has now 
lost this peculiarity, too. As, after the worst of the recession, unemployment

Figure 1.2. Rates o f unemployment, 1976-1998 
Labour Force Survey, Statistics Finland

%

There is a break in the series between 1988 and 1989.
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has started to fall, it has done so distinctly more slowly among women. For the 
last three years, the female unemployment rate has been higher than the male 
one. According to labour force statistics, the respective rates of unemployment 
for women and men were 12.0 and 10.9 per cent in 1998.

One feature that illustrates the relative weakening of women's labour mar
ket position is the increase in fixed-term employment relationships. Fixed- 
term employment relationships are distinctly more common among women 
than men. During the 1990s, their proportion has gone up in respect of both 
genders but, according to the 1997 Quality of Work Life Survey, as many as 21 
per cent of the female and 14 per cent of the male wage and salary earners 
were in employment relationships agreed for a fixed term only. In Finland, 
employment relationships of this kind are used particularly for the work of 
white-collar employees in the public sector. In Europe-wide comparisons, 
only Spain has a higher proportion of fixed-term employees than Finland.

One basic indicator that is almost always quoted in discussions about 
equality in working life is the pay differential between men and women. In the 
Nordic Countries, the differential has generally been smaller than, for exam
ple, the average among the OECD countries. The gap narrowed very rapidly in 
the 1970s, while in the 1980s it widened slightly and in the 1990s it has re
mained at around the same level of about 20 per cent. Better education gener
ally means better pay. It does, however, seem to be a permanent trait for 
women to earn only about 80 per cent of men's pay, no matter how high their 
educational level is.

C hanges in  la b o u r fo rce  s tru c tu re

A central factor in the increase in women’s paid work and their proportion of 
the labour force has been the global trend of change in the structure of econo
mies and thus in the demand for labour. The change concerns, essentially, a 
shift from primary production and manufacturing to the production of ser
vices. The demand for labour in manufacturing did not increase in Finland 
during the 1970s and 1980s, i.e. not even in the pre-recession period. Signifi
cantly more jobs were created in the female-dominated service industry than 
were lost in the male-dominated primary production and manufacturing indus
tries.

In Finland and the Nordic Countries in general, the growth of the services 
sector has, at the same time, meant growth of the public sector. It has also 
meant growth in paid employment, since growth in entrepreneurship has been 
negligible in the female-dominated services sector. While women make up 
around half of all Finnish wage and salary earners, they make less than one 
third of all entrepreneurs, the figures for agricultural and non-agricultural en
trepreneurs being about the same.

'¡¡¡¡I Statistics Finland
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The structural changes, i.e. the growth of the services and public sectors, 
have coincided with a significant rise in the educational level which, in turn, 
has also increased the proportion of women on the labour market. These fac
tors have had their effect on the gendered occupational segregation, often 
quoted as an equality issue, which is in Finland sharper than elsewhere.

The growth trend in both women's and men's employment changed com
pletely. however, during the recession of the 1990s. The mass unemployment 
that was then experienced had its own effects on relations between the genders 
on the Finnish labour market. These are considered in more detail in the fol
lowing.

O ccupational s truc tu re

The change in the occupational structure among women and men over the past 
two decades clearly reflects the decrease in manufacturing work. Women’s 
paid work in Finland can hardly be said to be characterised by industrial work 
any more. Over the period concerned, its share has declined from 18 to 8 per 
cent. The amount of office work, too, has decreased. In the services sector, 
work has also decreased considerably in the cleaning field. Over the last two 
decades or so, the growth areas in women's employment have included health 
and social care work and teaching.

Manufacturing work has also contracted as an occupational field for men 
(from 40 to 26 per cent). Correspondingly, the proportion of other occupations 
has been growing steadily. Commercial, office and technical work have all in-

Figure 1.3. Female w age and salary earners by occupation 
Quality of Work Life Surveys 1977, 1984, 1990 and 1997
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Figure 1.4. M ale  wage and salary earners by occupation
Quality of Work Life Surveys 1977, 1984, 1990 and 1997
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creased somewhat from the 1970s. Construction work has fluctuated strongly, 
having reached its peak at the last turn of the decade.

In other words, occupational structure has undergone a fairly large change 
in Finland. When contemporary working life and its employees are discussed, 
the group referred to is quite different from the one it would have been a few 
decades ago. This has a bearing on the evaluation of equality, too.

Em ployer secto rs

The public sector has been an extremely important employer of women, par
ticularly in the Nordic Countries. The proportion represented by the public 
sector has developed furthest in Sweden, but Finland is a good second. The 
area of public sector services has been very wide: education, healthcare, chil
dren’s day-care and social services are all almost exclusively in the control of 
the central and municipal governments. In the Nordic Countries the public 
sector is, indeed, the ally of women, since it has on the one hand offered work 
opportunities and, on the other, the services needed by those who go out to 
work.

In Finland, almost half (46 per cent) of all female wage and salary earners 
work in the public sector. Before the recession, it still looked as if employment 
for women would be well protected precisely because it was concentrated in 
the public sector. However, with the recession employment decreased rapidly 
in these fields, too, although later than in the private sector. Many of the nega
tive features of the labour market, such as unemployment and temporary em-
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Figure 1.6. M a le  w age and salary earners by em ployer sector 
Quality of Work Life Surveys 1984, 1990 and 1997
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Figure 1.5. Female w age and salary earners by employer sector
Quality of Work Life Surveys 1984, 1990 and 1997

ployment relationships, have indeed affected employees in the public services. 
Women working for the municipalities, in particular, have found themselves 
in a situation in which the former ’’good employer” has become very untrust
worthy. The central government sector’s proportion as an employer of women 
has contracted particularly as a result of incorporation of state-owned compa
nies like the postal services.

O ccupational segregation

The gendered segregation of occupations has often been regarded as a major 
obstacle to implementing equality. For this reason it is in a way paradoxical
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that in countries -  like the Nordic Countries -  where women's equality, ac
cording to many indicators, is at its most highly developed, occupational seg
regation is simultaneously at its peak. This segregation also perseveres stub
bornly, although a little mixing has occurred during the past 20 years.

While in the Nordic Countries about half of all working women are in 
purely ’’female” occupations (in which 80 per cent of employees are women), 
only one quarter of the female labour force of other industrialised countries is 
concentrated in the same way, according to a study carried out by Helinä 
Melkas and Richard Anker for the ILO (1998). It is clear that the welfare ser
vices of the Nordic Countries have produced both work opportunities for 
women and a record division of work to men’s and women’s jobs.

A study (Sirpa Kolehmainen-Linden, 1998) of occupational segregation 
over an extended time period (1970-1990) found that the developments have 
been totally opposite in men's and women's occupations: the concentration 
of the labour force on men's occupations decreased, while that on women's 
occupations grew. The majority of the new equally divided occupations are 
men's occupations in which the gender make-up became feminised. Some 
examples of theses are the occupations of veterinary surgeon and doctor, 
lawyer, newspaper reporter, advertising executive and advertising artist, 
computer operator, personnel manager and bank section manager. The 
feminising occupations are generally those demanding good education, or 
expanding occupational groups or service occupations. Masculising occupa
tions, on the other hand, are most often in the shrinking manufacturing and 
agricultural sectors, where the number of female employees, in particular, 
has decreased rapidly.

On the whole, it is culturally more acceptable in Finnish working life for a 
woman to step into a male area than vice versa. In traditional ’’skilled men’s” 
work, women’s opportunities have hardly grown. On the other hand, in the 
strongly growing service fields the instability of positions has also brought op
portunities for women.

Sosio-econom ic groups

The change in the occupational structure has also brought a change in the 
sosio-economic groups toward an increasing proportion of white-collar wage 
and salary earners. In 20 years, the proportion of those classifiable as 
blue-collar groups has fallen in Finland from around one third to around one 
quarter among female wage and salary earners. The majority of men still belong 
to this group. The proportion of those classifiable as upper white-collar employ
ees has risen briskly among both women and men, a little more so among 
women. Now women make up about 43 per cent of all upper white-collar em
ployees, albeit only 24 per cent of those in management positions.
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Figure 1.7. Female w age and salary earners by socio-econom ic group
Quality of Work Life Surveys 1984, 1990 and 1997
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Figure 1.8. M a le  w age and salary earners by socio-econom ic group  
Quality of Work Life Surveys 1984, 1990 and 1997
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Educational s truc tu re

The change that has taken place in the education structure of the Finnish wage 
and salary earning population has been phenomenal. A couple of decades ago, 
43 per cent of all female wage and salary earners had attained some qualifica
tion beyond basic education. In twenty years, that figure has risen to 77 per 
cent. Today, 21 per cent of Finnish female wage and salary earners have a ter
tiary qualification, while in 1977 the proportion was only 9 per cent.

The educational level of Finnish male wage and salary earners has also 
risen strongly, but the growth in women's educational level has been a little 
faster. The proportion of men who have attained qualifications beyond basic
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Figure 1.9. Female wage and salary earners by educational level
Quality of Work Life Surveys 1977, 1984, 1990 and 1997
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Figure 1.10. M a le  w age and salary earners by educational level 
Quality of Work Life Surveys 1977, 1984, 1990 and 1997
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education has risen from 47 to 75 per cent. The faster rise of women's educa
tional level is also visible in the figure on tertiary qualifications, which among 
men has risen from 11 to 19 per cent.

A contributor to the risen educational level of the wage and salary earning 
population is also unemployment, which hits hardest those without educa
tional qualifications. Occupational groups in which the educational level is 
lower than the average have disappeared among female wage and salary earn
ers: manufacturing, cleaning and sales work have all contracted. With men, 
too, the contraction of fields like transport and construction has contributed to 
the rise in the educational level.

In international comparisons, Finland is distinguished by its greater pro
portion of educated women compared to men. Within the European Union,
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Finland is one of the few countries in which the proportion of those who have 
completed at least upper secondary education is greater among the female than 
male population (aged 25-64). Other countries in this group include Ireland, 
Sweden and Portugal. Of these countries, Sweden and Finland are, for the time 
being, in a class of their own in the proportion of those with qualifications. In 
Finland 64 per cent, in Sweden 74 per cent, in Ireland 49 per cent and in Portu
gal 19 per cent of women have qualifications of at least upper secondary level. 
(Women and Men in Finland, 1998/Education at a Glance, 1996).

Labour m arke t changes during the recession

The economic recession in the early 1990s and the period of growth that fol
lowed have changed the structure of the female and male wage and salary 
earning population in Finland. Unemployment statistics have shown that the 
female unemployment rate has not gone down as fast as the male one after 
the recession. This is also clearly visible in the employment statistics: the 
number of female jobs decreased by around 200,000 during the recession, 
but only 50,000 had returned by 1999. Contrastingly, of the 250,000 male 
jobs lost at around the same time, 120,000 have returned. (Labour Force Sta
tistics, annual means for 1990, 1994 and 1998).

Appendix Tables 1. and 2. describe the changes in employment in the 
1990s in the female and male wage and salary earner groups by detailed oc
cupational classification. A clear drop has taken place in the 1990s in 
women’s office work, which has hardly risen from the decline it went 
through during the recession. As recently as ten years ago, secretarial and 
office work still employed 132,000 women, but the number has now fallen 
to 105,000. Additionally, the occupational fields of banking, insurance, 
travel, etc. have contracted by approximately 20,000 employees and today 
this group only comprises 41,000 female wage and salary earners. In the fe
male occupational fields, permanent reductions are also apparent in agricul
tural work (inch entrepreneurs), in which the number of employed persons 
has decreased by 30,000. Commercial work has oscillated visibly with the 
recession. In 1990, the number of female employees in this field was
138,000, by 1995 the figure had fallen to 102,000, but in the 1998 statistics it 
had gone back up to 120,000.

Women’s employment in transport and communications work has also 
declined distinctly. In 1998, the field only employed 23,000 women after a 
reduction of 10,000 from the time before the recession. The reduction has 
been biggest in postal and data communications work. A radical change has 
taken place during and after the recession in women’s manufacturing work. 
A decade ago, 115,000 women were still employed in manufacturing, during 
the deepest recession the figure was down to 74,000 but has subsequently
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only come back to 81,000. The contraction has been greatest in textile, 
clothing and leather work in which women’s jobs have fallen from 35,000 to
15.000. Electrical and electronics industry is the only field showing frac
tional growth from the worst recession year of 1992 and the field now em
ploys 11,000 women. Food industry work and packing and warehousing 
work have both contracted as fields of female employment in manufactur
ing.

The main class of service work also decreased almost permanently dur
ing the recession with regard to female employment. Ten years ago the class 
employed 196,000 women but in 1998 only 149,000. The most dramatic 
drop occurred in cleaning work: from 69,000 to 47,000, with no forecast 
growth in view from the bottom figure of the 1990s.

In this comparison, too, the health and social care fields demonstrate 
their vital importance to women’s employment, for they have been the clear
est areas of long-term growth. The healthcare field hit the bottom in 1993, 
when the number of women it employed was down to 130,000 from
141.000. After this, the number of female employees in this field rose rap
idly to 143,000 but has remained unchanged since then. Considering the 
needs, there must still be clear labour shortage in this field. Employment in 
the social care field, under which children’s day-care also partly comes, has 
not experienced a similar drop in the 1990s, but has been increasing steadily 
so that the field now employs 56,000 women. Another area of similar steady 
growth has also been teaching work which has grown to employ 83,000 
women today compared to 65,000 a decade ago.

Men’s employment has recovered faster than women’s after the reces
sion. Men’s employment has risen to the pre-recession levels in, for exam
ple, technical fields, and administrative and office work. Work in the ADP 
field has increased very clearly and the field now employs 33,000 men. In 
this field, the recession only caused a minor dip in the figure.

Men’s manufacturing work still retains its important position. At the turn 
of the last decade, this class employed 479,000 male wage and salary earn
ers. In the 1990s this figure was at its lowest at 339,000, but has since risen 
to 391,000. The main class also comprises construction work, which has 
failed to recover to anywhere near its pre-recession level. In the manufactur
ing fields proper the visible swings were the largest in the metal and engi
neering workshop industry: in 1989 the figure was 150,000, by 1993 it had 
gone down to 110,000 but was back to 130,000 again by 1998. Chemical, 
pulp and paper process work is a minor employer sector, in which the figure 
has stayed almost unchanged from the present 18,000 male employees. In 
contrast, the electrical and electronics industry is among the major employ
ers of men with its 43,000 male employees.

Agricultural and forestry work, which, as already pointed out, also in
cludes entrepreneurs, has been declining steadily. Ten years ago the field

i'¡¡¡¡I Statistics Finland
21



still had 155,000 male entrepreneurs and employees but today the figure is 
only 94,000. Similarly, jobs in the transport and communications field have 
also decreased from 112,000 to 100,000, with no detectable sign of recov
ery. However, men’s employment in commercial work has risen to the 
pre-recession level of 105,000 from its bottom figure of 85,000 in 1993.

The development of the Finnish labour market in the 1990s has been 
most problematic for women aged over 50 with low level of education. Effi
ciency demands have dictated that women's manufacturing work has been 
abandoned or shifted to countries with lower labour costs. In other fields, fe
male labour force has been permanently cut down due to technical rational
isation measures or generally tightened profitability targets.

Since the recession women’s job opportunities have only improved in 
teaching, healthcare, children’s day-care, administrative management and 
commercial occupations. The corresponding areas of growth in male em
ployment have been technical, administrative management and ADP occu
pations. Commercial work has also grown as a field of employment for men. 
In manufacturing work, the increase in jobs has centred almost entirely on 
men. Men’s job opportunities have also increased clearly in construction 
work.

Due to the segregation of occupations to women’s and men’s work it 
seems obvious that the demand for labour which at the moment is mainly di
rected to men actually upholds women’s unemployment. What happens with 
demand for labour in the public sector is quite relevant from the point of fe
male employment. A pause in its growth will bring growth in female em
ployment to a standstill. In the private sector, too, the demand for labour has 
halted in fields like banking, insurance and general office work, as well as in 
many service fields, such as cleaning, for example. All this is especially 
clearly reflected in female employment.

All above-mentioned factors describe in very broad terms the relative posi
tions of women and men in Finnish working life. However, this kind of gen
eral level is insufficient for an in-depth analysis of how gender equality 
manifests itself in today’s working life. This would require far more com
plex and detailed information. On the other hand, information relating to the 
entire labour force is also needed on issues like diverse attributes of welfare, 
for example, which cannot readily be described with clear indicators. Infor
mation of this kind is produced nationally with extensive surveys or barome
ters of working life. The EU has even collected internationally comparable 
data on working conditions. An alternative way of exploring the gender is
sues in working life would be to progress to even more detailed studies 
which would allow the locality and real situations and happening processes 
to emerge.
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F ind ings o f  the European S urvey  
on W ork ing  C ond itions

The position of Finnish women in working life can be internationally com
pared against the findings of the European Survey on Working Conditions. 
The survey was implemented in 1996 in all the Member States of the Euro
pean Union, from each of which 1,000 employed persons, wage and salary 
earners and entrepreneurs took part in it (Paoli 1997). The topics covered by 
the survey ranged from problems in the physical working environment to the 
organisation of work, social working environment and health effects. Thus, 
the survey makes it possible to at least partially examine the same phenomena 
that were studied in the Finnish Quality of Work Life Surveys.

A quick glance at the results of the European Survey on Working Condi
tions reveals that, in many respects, Finland is quite exceptional. For example, 
many factors relating to the development of work give the picture that Finland 
is very advanced in the development of working life.

Especially in its green paper ’’Partnership for a new organisation of work”, 
the European Union has stressed the importance of new workplace ethics in 
conjunction with flexibility targets. This kind of development of work puts 
much emphasis on ’’training, confidential relationships and employee partici
pation”. From the point of gender equality, one could ask how the new models 
of work organisation, and the improvement and diversification of skills ac
quired through training help toward the attainment of equality.

Life-long learning is probably a principle in all management models, from 
human resources management to result, quality and process management. Yet,

Figure 1.11. Undergone training paid for by em ployer (last year) 
Employees, European Survey on Working Conditions 1996
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Figure 1.12. Job involves learning new things
Employees, European Surveyor Working Conditions 1996
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the European Survey on Working Conditions showed that, on the whole, 
learning and development are at quite a low level. For example, only one in 
three wage and salary earners had received training paid for by the employer 
in the past year. Thankfully, according to the EU survey the proportion in Fin
land stands out in a class of its own at nearly 60 per cent. Finland's leading po
sition applies to both women and men. In general, in-service training is more 
plentiful in the Nordic Countries, the Netherlands and Britain than elsewhere 
in Europe. (Figure 1.11.)

A close analysis of in-house training by age reveals the reason why these 
countries are the leaders: in the other countries, next to no vocational in-house 
training is offered to the older age groups of those over 45.

Finland also leads in respect of the question of whether work includes 
learning new things. In this, the attitude of Finnish women to their work ap
pears to be particularly optimistic: 91 per cent of female wage and salary earn
ers regarded their work developmental in this sense, while only 54 per cent of 
the female wage and salary earners in, for example, Greece, were of this opin
ion. (Figure 1.12.)

Training and skills development are necessary in today’s working life par
ticularly due to the advancing information technology. To a large extent, the 
distinction of Finnish employers in offering training can be explained by the 
fact that the new information technology is a working tool for so many Finnish 
employees. In this comparative survey, only the Netherlands shows a more 
widespread use of the computer. In terms of women’s computer use, the joint 
leaders are Finland and the Netherlands in both of which 51 per cent of female 
wage and salary earners use the computer at work for at least one quarter of 
their working time. (Figure 1.13.)
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Figure 1.13. Working with computers
A t least 'A of the time. Employees, European Survey on Working Conditions 1996
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The European Survey on Working Conditions also reveals that factors re
lating to reorganisation of work, like task rotation in teams, participation in 
the quality control of one's own work and participation in the planning of 
one's own work through discussions with superiors and co-workers are more 
highly developed than average in Finnish working life. No major differences 
can be observed in these aspects between the genders either in Finland or else
where.

The European Union's green paper on the organisation of work (1997) par
ticularly emphasises the importance of finding a balance between flexibility 
and job security. Eess attention is paid to the negative consequences that can 
result from a strong drive for productivity and efficiency. In Finnish working 
life, such emphases have clearly also brought along negative aspects like ex
cessive time and work-related pressure.

The growth of stress at work is not an exclusively Finnish phenomenon. A 
study of the Member States of the European Union revealed that in all the 
countries where development had been studied over an extended timespan, ex
periences of time pressure had increased in the 1980s and 1990s. (Dhondt 
1998.) For Finns, however, the problem is of particular relevance: Finland 
leads in all measurements of time pressure in the European Survey on 
Working Conditions. Time pressure on Finnish women is particularly evident 
in international comparisons, which is no doubt linked to Finnish women’s 
strong orientation towards work and the concentration of women's employ
ment in public sector service occupations which, after all, were the target of 
particularly severe cuts during the 1990s.

The adjacent Figures describe the examined time pressure in three ways. 
All of them show that Finnish female wage and salary earners were working
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under greater pressure than their European sisters. The various background 
variables such as education, age or family relationships do not explain -  at 
least not alone -  such a clear-cut concentration of work-related stress to the 
northerly Member States. Quite obviously those countries in which the ration
alisation of working life has been taken furthest with new management meth
ods have gained a very stressful working life as a by-product.

The position of women in Europe is further characterised by the degree of 
women’s integration in working life in management positions. Many studies 
have been made of women managers, and Finnish women do not stand out 
particularly as senior managers in the private sector. Middle management and 
the supervision of work itself, however, show a slightly different picture.

Figure 1.14. N o t enough time to g e t the job done 
Employees, European Survey on Working Conditions 1996
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Figure 1.15. W orking a t very high speed
At least'A of the time. Employees, European Survey on Working Conditions 1996
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Here, there is a distinct trust in women in Finland. According to the most re
cent Finnish Quality of Work Life Survey, the immediate ’’superior” of one in 
three wage and salary earners is a woman. Exactly the same conclusion has 
been reached by the European Survey on Working Conditions. (Figure 1.17.)

The European Survey on Working Conditions depicts in its own way the 
differences between countries in the attitudes to the concept of equality and 
the position of women. The results -  although only generally indicative -  sug
gest that Finnish working life is on the brink of transformation. Finnish 
women participate more than usual in the development of working life, but at 
the same time find themselves in working conditions that are more tiring than 
average.

Figure 1.16. Tight time schedules
A t least 14 of the time. Employees, European Survey on Working Conditions 1996
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Figure 1.17. Im m ediate superior is a woman  
Employees, European Survey on Working Conditions 1996
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M o re  le a rn in g  and  d e e p e r 
co m m itm e n t to w o rk

The Quality of Work Life Surveys which Statistics Finland has implemented 
in 1977, 1984, 1990 and 1997 give a more detailed account than statistics of 
how working conditions are experienced, and thus sharpen the picture of the 
relative position of the genders in working life. Repeated over an extended pe
riod of time, the surveys also reveal changes that have taken place in working 
life. The results show the same simultaneity of positive and negative changes 
that emerges as the special Finnish characteristics from the findings of the Eu
ropean survey.

The long-term changes that are positive from women's viewpoint include 
the opportunity to develop oneself and receive further training, be given more 
varied tasks, participate in technical changes and, generally, the opportunity to 
influence the component parts of one's own work.

From the very beginning, the Quality of Work Life Surveys have included a 
question of how the respondents rate their opportunities for development at 
work. The topic has been studied in three Quality of Work Life Surveys and 
these show an upward trend in the development in this respect. This is more 
evident among women than men. However, most of the positive growth took 
place in the 1980s and the latest survey would seem to indicate that men have 
again passed women in this. (Figure 1.18.)

Examined by occupation, men’s administrative management work seems 
to offer the best development opportunities. (Figure 1.19.) More than one half 
of the female respondents see their opportunities for development equally 
good in both administrative management and teaching work. There is a clear

Figure 1.18. Opportunities for developm ent a t work 

Good opportunities, Quality of Work Life Surveys 1977, 1990, 1997
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Figure 1.19. Good opportunities for development at work
By occupation and gender, Quality of Work Life Survey 1997
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pattern of growth in this with female employees doing health care work (29% 
_ 37% _ 44%), office work (26% -  33% -  38%), and teaching (42% -  38% -  
53%). Of these, at least the development in office work is probably connected 
with the rapid development of information technology.

Examined by employer sector, central government stands out in the devel
opmental nature of its work, followed by municipalities. The responses indi
cate that the private sector offers least opportunities for development. The per
ception of development opportunities correlates clearly with high educational 
level but is not in any way dependent on age.

Development at work is clearly a different matter from work and career ad
vancement. Distinctly fewer opportunities are reported for advancement than

Figure 1.20. Opportunities for advancem ent a t work
Good opportunities, Quality of Work Life Surveys 1977, 1984, 1990, 1997
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for development. Furthermore, the change in a positive direction has been 
very slow. On the other hand, women have always felt that their opportunities 
for advancement are worse than men’s. The latest survey even points toward 
slight regression in the case of women in this respect. Admittedly, the differ
ences in the percentages are minor and it is also not always quite clear what 
exactly is meant by advancement opportunities. Precisely women have ques
tioned the meaning of the concept. For many it is more important to develop in 
one’s own work than advance up the hierarchical ladder. (Figure 1.20.)

The only group that sees their advancement opportunities as good are men 
doing commercial work: 24 per cent of them regard their opportunities as 
good. Of women’s fields, only commercial work and transport and communi
cations (inch data communications) work are those where advancement op
portunities have gone up slightly. Figure 1.21. shows that, especially with 
women, both professional (scientific, healthcare, teaching work) and manu
facturing occupations are fields in which there is no belief in advancement, or 
it may not even be considered important. The distribution in the perception of 
advancement opportunities is, in fact, very similar among men. Compared to 
the 1977 results, men’s perceptions about this have declined in healthcare and 
administrative management work in which optimism in respect of advance
ment has waned. Cautiously ascending fields in this respect are commercial, 
office and construction work.

The numbers of those wage and salary earners who consider their advance
ment opportunities to be good are usually the lowest in the municipal sector. 
Again, the differences by age and education are only minimal. Education does 
not appear to clearly increase optimism about advancement. In fact, the con
trary is true in respect of women: highly educated women believe only aver-

Figure 1.21. Regards own opportunities for advancem ent as good  
By occupation and gender, Quality of Work Life Survey 1997
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Figure 1.22. M onotony o f work
Work very, or quite, monotonous, Quality of Work Life Surveys 1977, 1984, 1990, 
and 1997
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agely in their advancement opportunities. With men, advancing level of edu
cation clearly increases faith in opportunities for ascending up the hierarchical 
ladder.

Contrastingly, previously acquired training correlates strongly with oppor
tunities for receiving training paid for by the employer. Participation in train
ing is also strongly connected with socio-economic group. While 70 per cent 
of upper white-collar employees had participated in this type of training over 
the last 12 months, the corresponding proportion among blue-collar workers 
was only 28 per cent. Participation in in-house training has spread strongly -  
from 27 to 47 per cent -  in Finland over the part two decades. It has become 
slightly more widespread among women than men. This despite the fact that 
receiving it is rarer in insecure employment relationships -  e.g. those agreed 
for a fixed term -  than in permanent ones.

The development activities and structural changes that are taking place at 
workplaces have brought with them an important change concerning women's 
work: the monotony o f work has decreased, and variety increased. A couple of 
decades ago, it was still typical in Finland for women's work to be very monot
onous. Almost one third of women felt their work was monotonous, while less 
than a fifth of men were of this opinion. The change has been rapid. Today 
there is no longer any difference between the genders. One explanation to the 
change is the spread of service type of work and, for example, the almost total 
disappearance of women’s -  highly Tayloristically organised -  manufacturing 
work.

The differences by occupation are illustrated in Figure 1.23. Women’s 
manufacturing work continues to be regarded as the most monotonous. Thus,
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Figure 1.23. Flegards own work as monotonous
By occupation and gender, Quality of Work Life Survey 1997
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the increased variety of women’s work is primarily a consequence of the re
duction in manufacturing work. On the other hand, the growth areas of 
women’s work (over the past two decades) of health and social care work have 
also become more varied along with the growth. Women’s office work has 
also grown more varied despite its contraction as a field.

Im p o rta n ce  o f  g a in fu l e m p loym e n t

The decrease in the importance o f gainful employment relative to other areas 
of life was much talked about particularly in the 1980s. This has, indeed, been 
clearly visible among both women and men in the results of the Quality of 
Work Life Surveys. Surprisingly, however, the most recent survey shows that 
the importance of gainful employment is on the increase again, especially 
among women. It may be that the economic recession and the strong growth in 
unemployment in the 1990s have again raised the value of paid work.

A similar trend of development can also be seen in responses to the ques
tion of how important or significant the respondents regard their own, current 
work. The proportions of those who regard their work extremely important 
and significant have grown considerably. (Figure 1.24.) These proportions, 
too, had fallen sharply at the turn of the decade. It would seem that apprecia
tion of one’s own work has seen a distinct renaissance in the 1990s, most evi
dently because employment has become more difficult to find. The change in 
the increase of the value of work is even more distinct in the case of women.

Examining the responses by occupational groups shows clearly that the ex
periencing of work as important varies a good deal from one field to another. 
Both among women and men, the leaders in the appreciation of one’s own
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Figure 1.24. Regards own work as extremely important
Quality of Work Life Surveys 1984, 1990 and 1997
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work are occupations linked with welfare services in the teaching and health 
and social care fields. (Figure 1.25.) Admittedly the sample of men in the so
cial care field is too small (10 persons) for the presentation of a breakdown.

The dip that can be observed in the 1990 results in comparing the surveys 
of different years applies to the whole wage and salary earning population in
somuch that the same development can be seen if the results are observed in 
respect of all the main background variables. All the occupational, educational 
level, employer sector, age and socio-economic groups have experienced the 
same change.

The relative differences among women and men in what importance is put 
on own work are at their greatest when examined by socio-economic group

Figure 1.25. Regards own work as extrem ely im portant 
By occupation and gender, Quality of Work Life Survey 1997
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Figure 1.26. Years o f work experience by gender
Quality of Work Life Surveys 1984, 1990 and 1997
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Wage and salary earners, total1* 16.8 17.7 19.2

Women ■H 15.9 16.8 18.9
M en**1 17.7 18.6 19.6

and educational level. With women, the clearly distinguishable groups are 
those with high level of education, on the one hand, and upper level 
white-collar employees, on the other. Women in these groups value their work 
most. Whether others value their work is an entirely different matter, for the 
gender pay differentials, for example, are at their biggest in precisely these 
groups.

Fairly clear differences by age can also been seen in the women’s group in 
that young women attach least importance to their work (23% regard as ex
tremely important) while the oldest age group of the over-55s attach most im
portance to their work (54% regard as extremely important).

Figure 1.27. M em bership o f trade union 
Quality of Work Life Surveys 1984, 1990 and 1997
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According to the Quality of Work Life Surveys, work experience measured 
in years has grown steadily since the beginning of the 1980s. This phenome
non is linked with the ageing of the working population. It is, however, note
worthy that women's work experience has increased more than men's, which 
again is linked with women's growing work-centred disposition. An unusual 
feature in Finland compared to other countries is that there is no longer much 
difference between women and men in the average work experience: women’s 
is 18.9 years and men’s 19.6 years. Women’s participation in working life has 
a very long tradition in Finland.

The strong commitment to working life is also depicted by the fact that 
membership o f trade unions has increased. According to the most recent Qual
ity of Work Life Survey, 83 per cent of women belong to trade unions, while 
the corresponding proportion for men is ’’only” 75 per cent. By international 
comparison, both proportions are very high.

W o rk -re la te d  p re ssu re  
the w o rs t th re a t to cop ing

The European Survey on Working Conditions demonstrates in an astonishing 
way the extent to which time pressure and stress are particularly Finnish prob
lems. Asked about in various different ways, like as ”Do you have enough 
time to do your work?” or ”How much of your time do you work under time 
pressure?” or ”to tight time schedules”, Finnish employees, particularly 
women, complain the most about work-related pressure.

Figure 1.28. Adverse effects o f time pressure
Extreme or moderate adverse effects, Quality of Work Life Surveys 1977, 1984, 1990
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Increasing time pressure is the feature that has also emerged as the clearest 
change from the Finnish Quality of Work Life Surveys. The change concerns 
all occupational fields and industries, but there have also been clear shifts of 
focus between fields. Earlier, in the 1970s, the adverse effects of time pressure 
were the most typical in manufacturing, where especially women worked un
der excessive time pressure. Since then, healthcare work has become the most 
pressured in this respect. In the most recent Quality of Work Life Survey, as 
many as 44 per cent of employees working in this field regarded time pressure 
as a major contributor to stress while the corresponding proportion relative to 
the whole wage and salary earning population was 33 per cent. Work in the 
teaching field has also traditionally been among those most hampered by time 
pressure.

By employer sector, the change has meant that municipalities have become 
the leaders in statistics on time pressure at work in the 1990s. Examined by 
gender, women seem to suffer most from it, and by age group those in the mid
dle age groups (25 to 45 years).

When work-related stress and time pressure have been studied by a sum 
variable combining a number of factors, it becomes obvious that the increase 
in time pressure is clearly linked with the increased application of productivity 
and efficiency policies. Diverse experiences of time pressure had increased 
most at workplaces where performance evaluation and monitoring had been 
increased. New ways of work organisation, such as teamwork, also produce, 
particularly among women, more pressure if they are applied blindly without 
taking into account the orientation and commitment typical of women. Exces
sive pressure causes conflicts, bullying, psychological and psychosomatic 
symptoms, mistakes and, of course, absences.

Figure 1.29 Adverse effects o f time pressure by occupation
Extreme or moderate adverse effects, Quality of Work Life Surveys 1977, 1984, 1990
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Figure 1.30. Unpaid overtime working
Works overtime for which no compensation is made, Quality of Work Life Surveys 
1984, 1990 and 1997

%

Overtime work is one of the indicators of work pressure used in the analy
ses of the Quality of Work Life Surveys. It has been studied in terms of over
time compensated in either money or time off, or unpaid overtime. More of 
both types of overtime is done now than in the early 1980s, and almost as 
much by women as by men. The amount of unpaid overtime, in particular, has 
increased. Approximately one third of all wage and salary earners say they do 
overtime of this kind, while the ratio in 1984 was only one in five. The in
crease of this kind of voluntary overtime is a clear indication of an increase in 
commitment to work and, at the same time, of the increasing intensity of work. 
At the same time, it is certainly also a factor which increases problems in rec
onciling work and other areas of life, especially for women, considering the 
greater burden of home and family responsibilities they shoulder.

Besides time pressure, the insecurity of employment relationships also 
adds to the problems of Finnish working women. The decrease in the number 
of permanent employment relationships can be viewed as one indicator of this. 
The proportions of those in temporary or fixed-term employment relationships 
have been going up continuously since the early 1980s. These kinds of em
ployment relationships have always been more typical among women than 
men, but now as many as one female wage and salary earner in five are in em
ployment relationships agreed for a fixed term. It is increasingly common to
day for a fixed-term employee to be a highly educated woman aged over 30.

The gender difference in fixed-term employment is reflected in the fact that 
the number of employment contracts in the current workplace is greater with 
women than men. In other words, rows of successive contracts, i.e. renewal of 
a fixed-term contract for short, successive periods, is more typical in women's 
employment relationships.
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Uncertainty has also been increased by the fact that employment relation
ships are converted to, or originally planned as, only part-time. In Finland, 
too, part-time work as a form of employment for women has gone up again in 
the 1990s, while prior to this the proportion had declined slightly. All in all, 
the importance of part-time employment is, however, relatively minor in Fin
land (16 per cent of all female wage and salary earners) compared, for exam
ple, to the other Member States of the European Union. The leading countries 
in women’s part-time employment are the Netherlands, Great Britain, Swe
den, Denmark, Germany and Belgium, where over 30 per cent of the female 
wage and salary earners work part-time. Overall, women’s part-time employ
ment has increased in all other EU countries apart from Sweden and Denmark, 
where the proportion has decreased in the 1990s. If full-time employment rela
tionships are taken as an indicator of a good labour-market position, the posi
tion of women in Finland has remained fairly steady in this respect, despite the 
recession.

However, part-time employment is characterised by involuntariness to a 
greater extent in Finland than in other countries. According to comparative 
European labour force statistics for 1996, forty-four per cent of the Finnish fe
male part-time employees would have preferred full-time work while the cor
responding average percentage for the EU was 17. In other countries where 
part-time employment has more or less become the route of access for women 
to the labour markets and the male breadwinner model is stronger, the women 
themselves favour part-time employment. It is regarded as a positive model of 
flexibility in the reconciling of the demands of work and family. Nevertheless, 
from the perspective of equality in working life, it is negative for women to be 
mainly employed under such terms of employment.

The negative change in the position of women in Finland is thus essentially 
characterised by the fact that productivity and flexibility strategies have led to 
increasing time pressure and insecure employment relationships. These, in 
turn, have brought with them a worsening of the atmosphere at the workplace, 
an increase of conflicts and even mental violence. At the individual level, time 
pressure, work-related stress and insecurity have led to tiredness, various 
stress symptoms, problems in the reconciliation of work and family and the 
much-discussed burnout.

W ork ing  in s u p e rv is o ry  p o s itio n s

The European Survey on Working Conditions revealed that in Finland women 
are entrusted to a greater than average extent with supervisory tasks. Today, as 
many as one in three Finnish wage and salary earners have a woman as their 
immediate superior, while at the beginning of the 1980s the ratio was as low as 
one in four. Female superiors are distinctly more typical among women, for 56
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Figure 1.31. Superior is female
Quality of Work Life Surveys 1984, 1990 and 1997

□  1984 C Z 1990 Ü 1 9 9 7

Figure 1.32. Work includes supervisory tasks 
Quality of Work Life Surveys 1984, 1990 and 1997

%
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Total Women Men

□  1984 H 1 9 9 0  E 1 9 9 7

per cent said they worked under a woman, while the same was true of only 9 
per cent of men.

Generally, the number of supervisory positions has kept increasing in 
Finland in the long term despite the talk of lowering organisational profiles. 
The findings by educational level and occupational group would seem to in
dicate that organisation of work in the group format in manufacturing and 
services continues to demand a work supervisor, even where hierarchical 
levels may otherwise have been reduced. In contrast, the number of supervi
sory positions has declined among the more highly educated groups. In
creasingly, good education is beginning to signify working as an independ
ent expert. Appendix Table 1.3. shows the development of employment in
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supervisory positions since the beginning of the 1980s by various back
ground variables.

Who w ork under female supervision?

Examined by educational level, those with lower level of upper secondary ed
ucation have always been more likely than others to have a female superior 
(Table 1.1.). However, this only mainly applies to women. With men, high ed
ucational level increases the likelihood of ending up working under a female 
superior. This likelihood has also been growing so that today as many as 15 
per cent of the men with tertiary education have a female as their superior.

Examined by socio-economic group, the largest concentration of female 
superiors can also be found among lower white-collar employees but, again, 
only in women’s case. In the case of men, the group of upper white-collar em
ployees is again growing increasingly likely to enjoy female supervision. The

Table 1.1. W ho work under fem ale supervision? 
Quality of Work Life Surveys 1984-1997

S up e rv iso r is w o m a n W o m e n

1984 1990

%
1997

: .%

M e n

1984

%

1990

,, ' %

1997

%

T o ta l 48 52 56 5 6 9

A ge  g roup

15 to  2 4 -ye a rs  o ld 55 57 63 9 8 10
25 to  34 -ye a rs  o ld 50 51 52 5 8 10
35 to  4 4 -ye a rs  o ld 46 53 56 4 5 8
44  to  54 -ye a rs  o ld 45 47 58 3 5 8
55 to  6 4 -ye a rs  o ld 45 58 50 2 7 6

Leve l o f  e d u ca tio n

B as ic  and lo w e r  se c o n d a ry  e d u ca tio n 45 51 55 4 4 5
L o w e r le v e l o f  u p p e r se c o nd a ry  e d u ca tio n 61 62 68 4 4 7
U p p e r leve l o f  u p p e r se c o n d a ry  e d u ca tio n 43 45 50 6 11 11
T e rtia ry  leve l 38 47 48 8 11 15

S o c io -e c o n o m ic  g roup

U p p e r w h ite -c o l la r  e m p lo ye e 31 35 39 6 9 14
L o w e r w h ite -c o l la r  e m p lo ye e 52 56 62 7 10 13
B lu e -c o lla r  w o rk e r 49 54 56 4 4 5

E m p loye r s e c to r

C e n tra l g o ve rn m e n t 45 42 43 5 10 6
M u n ic ip a l ity 71 74 73 13 15 28
P riva te 36 41 45 3 5 6
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proportion of those working under a female superior is the largest -  14 per cent 
-  in this socio-economic group.

Previously, young people have usually constituted the main group working 
under female supervision. Today, the distribution is far more even, although 
men in the very oldest age group (aged over 55) have, so far, been quite suc
cessful in evading female managers, for only 6 per cent of them have a female 
superior.

Characteristics of female and male managers

Women are slightly different from men as immediate superiors or work super
visors. When the respondents of the Quality of Work Life Surveys were asked 
about the characteristics of their immediate superior, women turned out to be 
distinctly better than men in matters like giving support and encouragement, 
being inspiring, caring about the employees’ feelings and, above all, in en
couraging them to study and to develop in their work. On the other hand, the 
gender of the superior does not seem to make any difference where, for exam-

Table 1.2. Subordinates' opinions of their superior 
Proportion in total agreement. Quality of Work Life Survey 1997

* Superior is Superior is. Significance
- L T > w o m a n , man of difference

% %

M y superior:

Supports and encourages me 37 27 0 .0 0 1 ** *
Rewards good work and performances 13 12 0.388
Is inspiring 22 15 0 .0 0 1 ** *
Discusses a lot w ith us 32 28 0 .0 1 0 **
Speaks openly about everything concerning 
the workplace 27 22 0.034*
Trusts his/her employees 46 43 0 .0 0 6 **
M y superior and I have a lot of conflicts between us 0 65 63 0.631
Does not care about the employees' feelings 11 
Encourages his/her subordinates to study and develop

48 38 0 .0 0 1 ** *

in their work 3Q 20 o . o o r * *
Knows my tasks very well 47 41 0.020*
Gives sufficient feedback about how well 1 have suc
ceeded in my work 21 16 0 .0 0 6 **
Delegates responsibility sensibly to the subordinates 26 22 0.56
Is capable of settling conflicts between employees 19 15 0 .0 05 **

Differences tested with the chi-square test
11 Proportion of those in total disagreement.
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pie, rewarding good work performances or settling conflicts between employ
ees and superiors are concerned. Rewarding seems to be difficult in Finnish 
working life in general. Nevertheless, female superiors score points in the area 
of development, evidenced by the strong commitment of women to their work.

C ha llenges o f  the n e w  m ille n n iu m

I return to the question I posed at the beginning: how can equality in working 
life be evaluated. Finnish women’s position in and contribution to working life 
can perhaps best be understood when it is seen through the concept of equality. 
From the perspective of women's studies, the concept has lived through a 
number of phases, from the idea of similarity, through the speciality of women 
to the highlighting on differences. The latest trends in women's studies would 
like to abandon the whole idea of equality, because many perceive it as be
longing too much to the similarity campaign. Nevertheless, I wanted to use the 
idea of equality as the basis of this presentation on working life, but in such a 
way that it would mainly be defined as equal opportunities for men and 
women to realise their aims in working life.

I wanted to emphasise the usefulness in evaluating gender equality in 
working life of the new perceptions which have emerged as women’s studies 
have developed of how gender is in a way produced in various happening pro
cesses at different levels of the working life. To identify this, a diversity of 
knowledge is necessary. Labour force statistics alone give a very limited pic
ture of equality. If one sets out from the definition that equality manifests itself 
essentially as opportunities to realise one’s own aims, then subjectivity, i.e. 
women’s and men’s own experiences, constitutes a major component on 
which information cannot be obtained from statistics. Nevertheless, statistics 
constitute an important basis for my presentation.

Internationally, it seems that women's entry into the labour markets has not 
been without problems. Women have been subjected to many kinds of 
marginalisation. Atypical and insecure jobs with unsatisfactory terms of em
ployment have predominantly fallen on women. Even theoreticians with their 
outlines for flexible labour markets have set out from the idea that women, 
above all, constitute the so-called peripheral labour force to which quantitative 
flexibility measures should first and foremost be applied. This kind of thinking 
has many blind spots, for it fails to see, among other things, the rapid rise in 
the educational level of women.

Statistics on labour market phenomena describe, in Finland’s case, an inter
nally paradoxical situation. On the one hand, unemployment among women is 
high, a lot of women work in fixed-term employment relationships, occupa
tions are strongly segregated by gender and pay differentials remain at around 
20 per cent. Yet, on the other hand, women's educational level has risen above
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men's, women have as much work experience as men and statistics on work
ing hours show that women, too, work long hours.

At the programme level, the European Union puts emphasis today on 
women’s integration into working life. One of the central pillars of the EU's 
employment strategy is, after all, the ’’creation of equal opportunities” in 
employment and working life in general. Yet, the 1997 green paper on the 
organisation of work especially stresses the seeking of balance between 
flexibility and secure employment relationships. These objectives are very 
difficult to implement in practice if other general factors such as efficiency, 
competition, productivity and privatisation trends are not also taken into ac
count. The problems that arise as by-products of increased efficiency are 
disregarded, and the programmes fail make a separate point about making 
allowances for them. A more detailed analysis than statistics demonstrates 
that, especially in Finland, the problems in women's employment lie pre
cisely in the pressures and job insecurity created by accelerating economic 
competition.

I have selected the issue of whether women and men can realise their aims 
equally in working life as the core constituent in the attainment of equality. 
This point of view stresses the fact that orientation and commitment to work
ing life are of great importance in the evaluation of equality. Summing up the 
findings of the Quality of Work Life Surveys, one can say that, in Finland, the 
emphasis on efficiency on the one hand, and Finnish women's strong commit
ment and own orientation to work, on the other, together induce strong 
work-related pressure. The masculine idea of competitiveness sits badly on 
women's responsibly rational way to work.

Preventing backlashes

At the onset of the new millennium, Finland is living through a highly para
doxical period in terms of equality in working life. On the one hand, cultural 
roots in this area have created a solid foundation for withstanding pressures for 
change. For a long time, the prevailing trend has been towards the develop
ment and training of the female labour force, in international terms, exception
ally equal participation in working life with men. Yet, even in Finland back
lashes have not been avoided. Their recognition and prevention are topical 
right now.

The problem of how to define and evaluate occupational skills is one of 
these issues of eternal conflict. Now that women are educated, the value of 
formal education is often disparaged. Work and performance evaluation sys
tems alone do not guarantee that correct value is apportioned to women’s oc
cupational skills. A fierce battle has to be waged about what weights should be 
given to, for example, quality and quantity. It is in the interests of women to
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value formal training and the qualitative aspects of work, such as human rela
tionship skills and assuming of responsibility.

Another major area of backlashes is the questioning of the welfare state. 
The healthcare sector, in particular, has suffered from staff cutbacks leading to 
employees becoming exhausted and jaded. In the long run, this reduces effi
ciency, although the original intention was to increase it. The segregation of 
occupations means that this is a problem that, first and foremost, concerns the 
female labour force. Guaranteeing sufficient resources would bring improve
ments precisely to the position of women.

In all other fields, too, it is important now to include in the debate the pur
suit for continually better efficiency. There are many signs that such pursuits 
will turn against themselves. Efficiency declines when absences, errors and fa
tigue increase. This is a question of the welfare of the entire wage and salary 
earning population, but particularly of women, as the Quality of Work Life 
Surveys have demonstrated.

In Finland, women and men work almost equally long hours, to the extent 
that even overtime is as typical of women as it is of men. Yet, the division of 
labour at home is still almost as unequal as before. From the point of families, 
the best solution would surely be for overtime not to be used as a way of in
creasing efficiency at work.

Research plays an important part in preventing backlashes. Only through 
research can we determine what the unequalising processes are like in prac
tice. Questions relating to local agreements are particularly topical. What will 
happen to women's interests, as agreements grow increasingly decentralised? 
Where will the new management strategies lead in practice? How will gender 
differences be visible in these? Will new modes of gendering develop?

In order to promote equality in working life, we need to monitor and antici
pate changes at many different levels, both nationally and internationally, with 
statistics and through exhaustive interview surveys and local studies. The key 
question is how women's resources can be transformed into positive energy 
that increases well being in working life, families and society as a whole.
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H anna Sutela

2 Work and family

The fa m ily  s tru c tu re  o f  w age  and  s a la ry  e a rn e rs

Almost four fifths of the wage and salary earners taking part in the Quality of 
Work Life Surveys carried out in 1990 and 1997 had families. The most com
mon type of family was a married or cohabiting couple with a child or children 
under the age of 18. Such families accounted for some 40 per cent of all wage 
and salary earners. Approximately one in three was married or cohabiting 
without children1. Some six percent of the interviewees were divorced or wid
owed and living alone and four per cent were single parents. The majority of 
the single parents were women. There were only a few dozen male single par
ents in the material and no generalisations can therefore be made about them. 
The majority of the male single parents in the 1997 Survey were widowers, 
blue-collar workers, and in most cases their youngest child had reached the 
age of ten.

It should be borne in mind on using family situation as a background vari
able that the groups differ greatly in their age structure, as is clearly evident 
from Tables 2.1. and 2.2. Those living in one- or two-parent families with chil
dren tend to be in the 30-49 age group, whereas the single people are generally 
in the younger age groups. Only few of the divorced and widowed people are 
under the age of thirty. The gender difference is most pronounced in the single, 
divorced and widowed group: more than half (54%) the single men in the 1997 
Survey were under the age of 30 and only five per cent over fifty, whereas the 
corresponding figures for single women were 43 and 11 per cent. Over half 
(57%) of the widowed or divorced women were over the age of 50 as against 
only a third (33%) of the men.

Half the male wage and salary earners under the age of 30 were unmarried, 
while the women of the same age tended mostly (41%) to be without children 
and living with a spouse or partner. Whereas the majority of the employees

1 ’’Children” here refers to children under the age of ¡8 living at home; some of the "couples 
with no children” are couples whose children have reached the age of 18.
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Table 2.1. Age structure of wage and salary earners by family situation 
duality of Work Life Survey 1997

Total.

%

1 5 -29  years 

% .

3 0 -4 8  years 

% ,

5 0 -6 4  years

' %

Total 100 20 60 20

Unmarried 100 49 43 8
Partnership w ith  no child(ren) 100 22 39 40
Single parent 100 13 79 8
Divorced, widowed 100 3 50 47
Two carers with child(ren) 100 10 83 7

aged 30—49 had both a partner and children, most of the over-fifties were 
classed as having no children, their children having reached the age of 18.

Nearly half (46%) of the employees taking part in the Survey had children 
under the age of 18 living at home. The youngest child of half of these was un
der school age (7), one in six had a child aged 7-9 and just under 40 per cent a 
child over ten. Most of the ’’childless” wage and salary earners, especially in 
the older age groups, most probably had children over the age of 18: of all the 
childless women, 43 per cent had been off work on maternity or parental leave 
for at least some time at some point in their lives, and this applied to as many 
as 80 per cent of the childless women aged 50 or more.

Table 2.2. Family situation of wage and salary earners by age group 
Quality of Work Life Survey 1997

Total

' %

Single

%

Partnership 
w ith  no 
children

%

Two carers
w ith
children

%

Single
parent

• %

Divorced,
widowed

%

W omen
Total 100 13 33 41 6 7
1 5 -2 9  years 100 31 41 22 4 1
3 0 -4 9  years 100 10 21 57 8 4
5 0 -6 4  years 100 7 62 10 3 18

Men
Total 100 21 31 42 1 5
1 5 -2 9  years 100 50 29 19 1 1
3 0 -4 9  years 100 14 2D 58 2 6
5 0 -6 4  years 100 5 66 20 - 9
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U nem p loyed  spouse  m ore  com m on than  b e fo re

The information on the educational background of the interviewees taking part 
in the 1997 Survey was obtained from the Register of Completed Education 
and Degrees. Persons living with a spouse were asked to state the spouse's ed
ucational background. Three fifths (59%) of these people had the same educa
tional background as their spouse. A good fifth (23%) represented couples 
where the educational level of the wife or female regular partner was higher 
than that of the husband or regular male partner, and just under a fifth (18%) 
couples where the educational level of the husband or male partner was higher 
than that of the wife or female partner.

The Survey data also include wage and salary earners on maternity, pater
nity or parental leave who have a job to return to. The interviewees were also 
asked about the employment situation of their spouse or partner. It is thus pos
sible to distinguish the following groups in the data:

1) Couples in which both are in full-time employment;
2) Couples in which the man is employed full-time and the woman part-time 

or at least temporarily away from the working life due to family leave, 
unemployment, study, pension, invalidity or running the home;

3) Couples in which the woman is employed full-time and the man part-time 
or away from the working life for a reason specified above;

4) Couples in which both are in part-time employment or temporarily away 
from the working life.

Because the Quality of Work Life Survey was targeted at wage and salary 
earners only (including persons on maternity, paternal and parental leave who 
have a job to return to), the percentage of couples belonging to the first cate-

Table 2.3. Co-habiting and married couples by labour market position
Wage and salary earners, proportion of co-habiting and married couples. Quality of 
Work Life Surveys 1990 and 1997

Labour market position

Total. Both employed 
full tim e or one 
partner studying

M an employed 
full time, woman  
employed 
part-time or out
side working life

W om an employed 
full time, men 
employed 
part-tim e pr out-, 
side working life

Both employed 
part-time or out
side working life

% >' % % % %

1990 100 75 18 6 1
1997 100 64 23 9 4
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gory was naturally very high: almost.two thirds of married or co-habiting cou
ples were ones in which both the man and the woman were in full-time em
ployment. In 1990 the corresponding proportion was, however, even greater: 
three quarters. In other words, there has been an increase in each of the other 
categories (Table 2.3.), and the lower the age group, the higher the growth. 
The primary reason for the structural change is unemployment, which nowa
days affects more families than in former years.

The most common reason why the male partners of the female wage and 
salary earners in the 1997 Survey were away from the working life was unem
ployment (42%). Next came invalidity (35%) and retirement (25%). In 1990, 
only 14 per cent of this group were unemployed. At that time, the main reasons 
for men to be outside the labour force were invalidity (40%) and retirement 
(41%).

There was, likewise, a higher percentage in 1997 than before of unem
ployed persons (43%) among the non-employed female partners of the male 
wage and salary earners -  the proportion of unemployed persons (43%) was 
approximately equal to the proportion of persons on family leave or running 
the home (44%). In 1990, only 15 per cent of these women had been unem
ployed; the majority (62%) were away from the working life because they 
were on family leave or looking after the household.

A d ve rse  la b o u r m a rk e t s ta tu se s  a ccu m u la te

The family situation of wage and salary earners on fixed-term employment 
contracts differs to some degree from that of persons in permanent employ
ment relationships. They are, after all, also younger than average. The wage 
and salary earners on fixed-term contracts are twice as likely to be single as 
permanent employees and, correspondingly, fewer of them belong to two- 
carer families or are divorced or widowed. The proportions of persons living 
in married or co-habiting partnerships with no children and of single parents 
are, however, roughly the same among both fixed-term and permanent em
ployees. Although the fixed-term employees appear to have no children more 
often than the permanent ones, both groups are just as likely to have children 
under school age. By contrast, fixed-term employees clearly have fewer chil
dren aged seven or over than permanent employees do.

Raija Julkunen & Jouko Nätti (1995) also mention that fixed-term employ
ees tend more than permanent employees to be unmarried and to have no chil
dren, even when standardised for age, and that fixed-term employment gener
ally correlates with a more unstable life situation. As fixed-term employment 
became more common in the 1990s it is, however, noticeable that the phenom
enon is to an increasing degree also affecting other groups than the youngest 
and most unstable groups. Unmarried and childless people clearly account for
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a smaller percentage of fixed-term employees than they did at the beginning of 
the decade: there were clearly more fixed-term employees with a family in the 
1997 than in the 1990 Survey (68% vs. 57%).

Ilkka Virmasalo (1998) claims that unfavourable labour market statuses ac
cumulate in households. According to him, all the international surveys on the 
subject indicate a statistically significant correlation in the labour market situ
ation of the partners. Possible explanations for this are the choice-of-partner 
hypothesis (low level of education, socio-economic status and youth strongly 
correlate and further raise the risk of instability) and, to some extent, the mu
tual influence hypothesis. In practice this means that, for example, a high level 
of education benefits not only the person possessing it but also that his or her 
partner also derives some benefit from the knowledge by way of labour market 
skills or contacts.

Fixed-term employees are, on average, younger than permanent ones, as a 
result of which their partners are also youngish and have not, possibly for this 
reason, yet found an established place on the labour market. The accumulation 
of unfavourable labour market statuses in the same family does not, however, 
affect young wage and salary earners only. Table 2.4. shows the labour market 
position of the partners of fixed-term and permanent employees who have 
reached the age of 30. The partners of fixed-term wage and salary earners tend 
more often to be employed part-time than those of permanent employees and 
the partners of fixed-term male employees are more likely to be unemployed 
as those of permanent employees.

There also appears to be an obvious tendency for fixed-term employment 
relationships to accumulate in the same family. The employment relationship

Table 2.4. Partner's labour market position, wage and salary earners aged 
over 30

Quality of Work Life Surveys 1990 and 1997

Employed
fu lltim e

Empbyed
part-time

Unemployed On fam ily  
leave, car
ing far own 
tiousehold

Incapaci
tated.
retired, s tu -: 
dent, other ■

1390 1997 1990 1997 1990 1997 1990 1997 1990 1997

% % % % % % %  % % %

Women
Total 88 81 1 2 1 7 - 10 11

Permanent employees 88 82 1 1 1 6 - 10 11
Fixed-term employees 84 74 4 5 4 8 - 9 13

M en
Total 75 65 7 9 2 11 9 9 7 7
Permanent employees 75 67 8 8 2 10 8 9 7 7
Fixed-term employees 68 47 4 11 - 20 14 13 14 9
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of 28 per cent of the female partners of men aged 30 or more in fixed-term em
ployment was fixed-term, as against 12 per cent of those of men in permanent 
employment. By comparison, the employment relationship of 13 per cent of 
the male partners of women aged 30 or more in fixed-term employment was 
fixed-term, as against 7 per cent of those of women in permanent employment. 
The employment relationship of partners in fixed-term employment is more 
often atypical (part-time and/or fixed-term) than that of partners in permanent 
employment in all age groups.

Fathers m ore  o fte n  ta k in g  fa m ily  leave

The Quality of Work Life Surveys in 1990 and 1997 asked whether the inter
viewees had ever spent any unbroken periods on maternity, paternity or paren
tal leave or looking after their children. This applied specifically to periods 
lasting some time. If the interviewee had spent several such periods, the peri
ods were added together. Staying at home temporarily to look after a sick child 
was not included; there were separate questions about this.

Finnish men have been entitled to take 12 days’ paternity leave on the birth 
of a child since 1978. As of the beginning of 1982 they have also been entitled 
to parental leave and, since 1985, to childcare leave. In the early 1980s only 
about one man in four entitled to paternity leave actually took it but, according 
to the Social Insurance Institution statistics, two thirds of the fathers of chil
dren bom in 1997 made use of their right.

The growing use of paternity leave is reflected in the Quality of Work Life 
Surveys. All the male wage and salary earners taking part in the 1990 Survey 
who had children aged 12 or less had in principle at least had the statutory 
right to take paternity leave, and the majority of them parental leave as well. 
One in three of them (33%) said they had used this right. By 1997 the statutory 
right to paternity leave had applied to all the fathers of children under the age 
of 18, and most of them had also been entitled to parental leave. Of these, 43 
per cent said they had been away from work on paternity or parental leave or 
to look after their children. Periods away from work due to family leave were 
more common among young than among older fathers; more than half (58%) 
of those under 35 had stayed at home, as against one third (32%) of those aged 
45 or more. In most cases (83%) the periods away from the working life had 
lasted less than two months. One in ten had been away from work from two 
months to a year, some six per cent for more than a year, because of his chil
dren.

Men with upper secondary education had taken most time off work to look 
after their children, while those with only basic or lower secondary education 
had take the least time off of all. The men with both basic, lower or upper sec
ondary education had most often taken time off work to look after their chil-
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Figure 2.1. Absence from working life because o f family leave or childcare
Totalled up length of different periods, female wage and salary earners who have 
been absent (excl. those currently on maternity or parental leave)

Aged over 50

Aged under 40

0% 20% 40% 60% 80% 100%

n  Max. six months ■  7-11 months H  1 2 -24  months 

S  2 4 -3 6  months ED 36 months -  5 years □  5 years or more

dren if their female partner had a higher level of education. By contrast, fa
thers with tertiary education had taken childcare leave just as often, regardless 
of the educational level of their female partner. The fathers with tertiary level 
education and a female partner who also had tertiary education had, however, 
more often stayed at home for more than two months, presumably on parental 
or childcare leave, than all the other fathers. In these families the mother possi
bly earns enough to allow the father to stay at home for a longer period of time.

The majority (close on 70%) of the female wage and salary earners said 
they had at some point in their lives been away from work on parental leave or 
to look after their children in general. In practice this probably applies to all 
women who have given birth. Examination by age group of the women who 
have taken family leave clearly reveals the way the length of these periods has 
been influenced by the receding of the full-time mother model, the 
lengthening of the maternity leave and the home care allowance system intro
duced in 1985.

The length of time which women aged 50 or more have at some point in 
their working lives spent away from work looking after their children is 
clearly polarised: whereas one in five (21%) had been at home for at most six 
months, 28 per cent had been at home for over five years (Figure 2.1.). The 
blue-collar women and women with a primary education in this age group had 
looked after their children for longest of all: nearly 40 per cent of them had 
been at home for at least five years.

By contrast, very few of the younger women under the age of 40 who had 
taken family leave (excluding those currently on family leave) had been at 
home for only six months or less. On the other hand, only just over a tenth had 
spent more than five years at home. The majority had looked after their chil-
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dren at home for from one to three years, the mothers of two or more children 
under the age of 18 longer than those with only one. The mothers with tertiary 
level education and upper white-collar mothers had had the fewest long peri
ods of childcare leave.

Time o f f  w o rk  to ca re  fo r  a s ic k  c h ild

It is most often the mother who stays at home to look after a sick child. The ex
amination of the 1997 Survey material will here be confined to the replies of 
the wage and salary earners living in two-carer families with children in which 
both carers are in full-time employment. A third (33%) of the fathers of chil
dren under ten had been off work at least once during the previous six months 
to look after a sick child, as against a good half (56%) of the mothers. The 
woman’s socio-economic group made virtually no difference in this respect, 
but for the men it clearly correlated with staying at home: the upper 
white-collar fathers had stayed at home almost as often as the mothers (50%), 
the lower white-collar fathers (30%) and blue-collar fathers (21%) clearly less 
often. The men with female partners of the same educational level had stayed 
at home slightly more than the other men to look after a sick child.

The parents of children under school age (7) had clearly been off work 
more often to look after a sick child than the parents whose youngest child was 
aged 7-9. Half the parents of children under 7 had been at home to look after a 
sick child at least once in the previous six months, as against well under a third 
of the parents of children aged 7-9. The reason is possibly that older children 
are sick less often than children in day nurseries are. On the other hand, a 
school-age child may be left at home alone, even when ill, if the illness is not 
very serious.

The im p o rta n ce  o f  w o rk  and  fa m ily  as life  c o n te n t

There have since 1984 been questions in the Quality of Work Life Survey 
about the importance of various areas of life: work, home and family life, and 
leisure time hobbies. There was a downward trend in the importance of work 
throughout the 1980s, but the trend seems to have taken an upward turn again 
in all employee groups in the course of the 1990s. One of the reasons for this is 
probably the economic recession of the early 1990s and the rise in 
unemployment.
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Figure 2.2. Gainful employment extrem ely im portant life content
By family situation, Quality of Work Life Survey 1997

%

□  Total d  Single B  Partnership with no chlld(ren)
U  Two adults and chlld(ren) ®  Divorced, widowed ■  Single parent

Examining wage and salary earners according to family situation, it seems 
that paid employment is rated highest by divorcees, widows and single par
ents2 (Figure 2.2.). The women living in families with two adults and children 
and unmarried men rate gainful employment lower than the others. The lower 
significance of paid employment among unmarried men is not due solely to 
their low age on average, since the result does not change when age-adjusted.

The women in two-carer families with children do not, as mentioned, rate 
gainful employment as highly in giving meaning to life as the other groups. 
The age of the youngest child is nevertheless significant here: 49 per cent of 
the mothers of children under three, and 57 per cent of the mothers of older 
children (10-17), regarded paid employment as extremely important life con
tent. The age of the youngest child correlated with the mother’s rating in the 
same way as it did with single mothers: more than 80 per cent of the single 
mothers whose youngest child was at least ten years old regarded gainful em
ployment as extremely important life content.

Women rate home and family life as extremely important more often than men 
do. The importance of home and family was more marked in two-adult families 
with children, especially when the youngest child was under three (women 99%, 
men 96%). Home and family only appear to acquire significance for men when 
they have a partner and children, whereas the female singles, divorcees and wid
ows regard this area of life as quite important. (Figure 2.3.)

The interviewees were also asked to place the said areas of life (gainful em
ployment, home and family life, leisure time hobbies) in order of importance.

2 Single fathers are not dealt with here as they are so few in number (1997=19).
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Figure 2.3. Home and family life extrem ely im portant life content
By family situation, Quality of Work Life Survey 1997

Home and family rated highest of all for two wage and salary earners out of 
three, yet a higher proportion than before placed gainful employment at the 
top of the list. The change was particularly marked among women.

The importance of paid employment was particularly marked among divor
cees and widows. The difference between men and women is astonishingly 
small on this score: 63 per cent of divorced and widowed women mentioned 
work as being most important in their lives in 1997, as against 65 per cent of 
the men in the same situation. About half the unmarried women and men like
wise said work meant most to them in life. This sentiment was shared by a 
quarter of the men in two-adult families with children and the single mothers, 
and by a fifth of the woman in two-carer families with children.

Table 2.5. The most im portant area o f life
Wage and salary earners, Quality of Work Life Surveys 1990 and 1997

Total

%

Gainful
employment

%

Home and 
family life

%

Leisure time 
hobbies

%

Total
1990 100 29 65 6
1997 100 34 63 2

W omen
1990 100 24 72 4
1997 100 31 67 2

M en
1990 100 34 59 8
1997 100 38 59 3
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The men under 45 mentioned work as the leading issue in their lives more 
often than the women of the same age, but from age 45 onwards there is virtu
ally no difference between the sexes. There are most people who rate work 
highest of all in their lives in the 50+ age group and fewest in the 35--44 age 
group, among whom family life takes preference, probably because of their 
children. Only one woman in four and one man in three in this age group 
looked upon gainful employment as the most important element in their lives.

Work takes preference over family more often among the wage and salary 
earners with no children than among the parents of children. With mothers, it 
greatly depends on the age of the youngest child: 18 per cent of the mothers of 
children under the age of ten, but one in four of the mothers of children aged 
10-17, consider work the most important area of life. With men, the age of the 
children makes little difference: about a quarter of all the fathers of children 
under the age of 18 feel that work rates higher than the other areas of life.

The percentages of those rating work highest in life have risen since 1990 
among unmarried employees, persons living in a partnership with no children 
and two-carer families with children. The change in attitude is particularly no
ticeable in women from two-carer families with children, and especially moth
ers of children under ten: the figures in this group have doubled, from 9 to 18 
per cent, and the family ranks only second more often than it did before.

Few mention leisure time hobbies as the most important area in their lives. 
These few are virtually all young and single, and even then this applies more 
and more seldom. In 1990, nineteen per cent of the single men and 17 per cent 
of the single women still gave leisure pursuits as the most important area of 
their lives but, by 1997, only 11 per cent of the single men and 5 per cent of the 
single women still thought along these lines.

It should, however, be remembered in interpreting the replies that the ques
tion about the importance of the different areas of life is very difficult to an
swer, especially as it is the first question on the form. In an interview survey 
the replies are, furthermore, influenced by the interview situation and whether, 
for example, other members of the family can hear what the interviewee is 
saying. Those with tertiary level education stressed the importance of work 
less often than the others in the survey, but it can hardly be concluded direct 
that they are less work-oriented than the other groups. This is probably a case 
of what is socially acceptable. In an interview situation people have a ten
dency to agree to things that are socially acceptable and deny things that are 
not. The norms for socially acceptable behaviour vary from one population 
group to another, which in turn affects the replies to questions about values. 
(Phillips 1971)

In addition to the quite obvious rise in the appreciation of work in the 
1990s, the values in society as a whole would appear to have changed so that it 
is now more "acceptable” than it used to be to admit that work takes prefer
ence over family, even if the interviewee is a woman and mother. It must, how-
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ever, be remembered that the overwhelming majority of the mothers in fami
lies with children still name the family as the most important area of their 
lives.

Fathers have  lo ng  w o rk in g  days

According to Hannele Sauli (1998), going out to work is most common in 
households that have children. The number of hours worked is also highest in 
families with two parents and children under the age of 18. The age of the 
youngest child seems to correlate surprisingly little with the hours worked by 
parents: even the fathers of the very youngest children often work very long 
hours. A study entitled Work and Family conducted by the National Research 
and Development Centre for Welfare and Health (Stakes) revealed that having 
young children does not prevent women from working overtime, and that men 
even work longer in fact: in the Survey, the fathers of young children did more 
overtime than the other men (Lammi-Taskula 1997).

Young people on average work a shorter week than others and the youngest 
age groups are as a rule also single. The following examination of the correla
tion between regular working hours (including regular overtime) and family 
situation on the basis of the 1997 Quality of Work Life Survey applies to em
ployees aged 25 or more.

The average number of hours worked each week was highest in families 
with children and, in particular, among fathers whose youngest child was un
der the age of three (39.6 hours). Among women the highest average was 
reached by the mothers of two-carer families with children in which the youn
gest child had reached the age of ten (37.5 hours). The working week of moth
ers of children under ten (36.4 hours) was slightly shorter than that of unmar
ried women (36.9 hours). The shortest week was, on average, worked by sin
gle parents (36.2 hours).

The divorced and widowed men and fathers of two-carer families with 
children did more often (12-13%) than others a regular working week of at 
least 41 hours, regular overtime included. On the other hand, the widows and 
divorcees also included the largest number (11%) of men doing a short week 
of less than 35 hours. The number of men doing an extra-long week was the 
largest (15%) among the fathers of children under three.

Of all the women, those who were not married clearly did the most often ex
tra-long working weeks (9%), and the divorced and widowed the least (3%). The 
short week is most commonly worked by women in a partnership with no chil
dren and single mothers (18%). The mothers of children aged ten or more did only 
slightly more often extra-long hours (7%) than the mothers of younger children 
(6%T though there were admittedly most (19%) women doing a short working 
week of less than 35 hours among the mothers of children under seven.
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Men reported doing weekly overtime -  either with our without pay -  
slightly more often than women. Overtime was worked most by the men living 
in two-carer families with children (37%), especially the fathers of children 
under three (44%). The unmarried women reported doing weekly overtime 
slightly more often (31%) than the women in two-carer families with children 
and single parents (29%). The age of the children clearly influences the 
amount of overtime worked by mothers: one in three (32%) of the mothers of 
children aged ten or more and a good one in four (27%) of the mothers of chil
dren younger than this did overtime each week.

The work input in the data in the Quality of Work Life Survey is thus high
est among the fathers of families with children, especially very young children 
aged under three. This is possibly partly explained by the fact that the wives of 
half these men were at home on family leave or looking after the family; in 
other words, the men were able to work extra-long hours because their wives 
were at home looking after the home, and they possibly had to compensate for 
the loss of income caused by the wife being at home by doing twice as much 
work themselves.

Women’s work input seems to grow when the youngest child reaches the 
age of ten. The value of work as an area of life also grows with mothers of 
children of this age. It should, however, be noted that the mothers of children 
younger than this also work a very long week.

P a rtn e rs ' v ie w s  on o ve rw o rk in g

The growing work input and prestige of work of mothers of children aged ten 
or more and the long hours and overtime worked by the fathers of young chil
dren were also reflected in the partners’ views on the other’s working hours. 
The fathers of children aged ten or more and the mothers of children under ten 
more often expressed the view that their partner worked too hard. The ten
dency was also the same on the statement ”my partner thinks I work too hard”: 
it was precisely the fathers of children under ten and the mothers of children 
over ten who tended on average to agree with the statement. (Table 2.6.).

The women aged 30-49 and the men aged 50 or more tended more than the 
others to think that their partner worked too long hours. The young men reck
oned slightly more than the older men that their partners thought they worked 
too hard. Among the women this view was clearly held more often by the 
over-thirties than by the under-thirties.

More than half the female upper white-collar employees felt their partners 
were working too long hours and half, likewise, agreed with the statement ”my 
partner thinks I work too hard”. Among the men, too, the upper white-collar 
employees were more inclined than the others to believe that their partners 
thought they worked too hard. Socio-economic group did not, however, affect
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Table 2.6. Partners'(spouses') opinions of each other's workload 
Totally true or true to some extent, Quality of Work Life Survey 1997

M y partner (spousé) 
works too hard

%

* In m y partner's 
{spouse’s! opinion 
f work too hard

%

Total Women 45 35
Men 42 47

Socio -econom ic group

Upper white-coliar employees Women 53 52
Men 40 58

Lower white-collar employees Women 46 33
Men 41 45

Blue-collar workers Women 38 28
Men 43 43

Age group

1 5 -2 9  years Women 3B 29
Men 25 49

30—49 years Women 50 37
Men 44 47

50—64 years Women 35 35
M en 47 46

Family situation

No children Women 37 35
Men 42 45

Children aged 0 to 9 Women 55 34
Men 39 53

Children aged 10 to 17 Women 47 39
Men 47 42

Partners' relative levels of education

W oman has higher level of education Women 45 41
Men 49 50

Both have same level of education Women 45 34
Men 41 45

M an has higher level of education Women 49 33 ■
Men 39 50

the men’s assessments of whether their partners worked too hard. This is, on 
the other hand, influenced by the couple’s relative educational level: if the fe
male partner had a higher educational level than the male one, the male partner 
was more often worried about whether his partner was working too hard, and 
she had noticed this.
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It is interesting to note that the men were far more often worried about 
their partners working too hard (45%) than the women actually realised -  
only 36 per cent of the women thought their partners felt they were working 
too hard. The message seems to have got across to the men better: 47 per 
cent of the men thought they were, in their partners’ opinion, doing too much 
work, while 42 per cent of the women really did think their partners were 
working too hard. It may also be deduced from the figures that the women 
themselves underestimated their partners’ impression of their work input 
whereas the men tended to overestimate it. The question of social accept
ability may once again come into play here: it is not, perhaps, entirely ac
ceptable for a woman to say that in her partner’s opinion she is doing too 
much work, since this may prompt the listener to wonder whether she is ne
glecting her home and partner -  but the image of someone toiling away at 
work may do a man great credit.

H ou se ho ld  w o rk  s t i l l  le f t  to the w om en

The 1990 and 1997 Quality of Work Life Surveys looked into the division of 
domestic responsibilities in two ways: with a general question about which of 
the partners does more of the household chores or whether they both do equal 
amounts, and with a set of questions listing some of the most common types of 
chores and asking which of the partners is usually responsible for each or 
whether both share equal responsibility.

It may be interpreted from the general question that men do slightly more 
of the household chores than they used to. The percentage of families where 
the female partner does most of the household work has fallen slightly, while 
the percentage of families where the male partner does the lion’s share of the 
household chores has very slightly risen. There has been a tendency to share 
the chores more evenly ever since the mid-1960s, as was noted by Elina 
Haavio-Mannila (1984) in the early 1980s already. The change has thus been 
going on for a long time, but it appears to be very slow: in two thirds of fami
lies the bulk of the household work is still left to the woman.

As regards individual types of household work, doing the laundry seems to 
be a woman’s job, doing the home repairs a man’s. In the case of other types of 
work the sharing seems to be most successful (in families with children) when 
it comes to looking after the children or taking them to the day nursery, school 
or hobbies: in three families out of four the fathers do these at least as much as 
the mothers. (Table 2.7.).

The various forms of household chores differ in the amount of effort and 
time they require and how often they need to be done: daily, or only every 
now and then. According to Nicky Le Feuvre (1998), men have a tendency 
to avoid all the most constraining chores and to privilege those which take
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Table 2.7. Sharing household chores, 1990 and 1997

The woman alone - M ainly  
the woman

Both equally M ainly  
the m an/
The man atone

.1990 1997 ' 1930 1997 1990 1997 1990 1997

% % % % % % % %

Cooking 42 36 29 33 24 23 5 7
Washing up - 24 - 28 - 40 - 8
Food shopping 28 22 21 24 42 41 10 13
Laundry 60 53 24 28 15 16 2 3
Cleaning 29 24 27 35 41 36 4 5
Fiome repairs 1 2 15 12 80 84
Childcare 6 5 17 22 73 69 3 4
Taking and fetching 
the children - 9 - 18 - 49 - 24

place outside the domestic sphere. An example of the latter is doing the 
shopping. According to the Eurobarometer (1991), the men in the 12 EU 
Member States examined helped most with the shopping and least with the 
cleaning or cooking. The Finnish male employees interviewed for the Qual
ity of Work Life Survey also excelled at jobs outside the home such as tak
ing and fetching the children and doing the shopping: in one family with 
children in four the father does most of the ferrying of the children and in 
half the families the men go shopping for food at least as much as the women 
-  in fact the men do most of the food shopping in more than one family in 
ten. But as was stated before, Finnish fathers also help with looking after 
their children in exemplary fashion: three out of four care for their children 
at least as much as the wife does. The bulk of the other household work -  
apart from home repairs -  inside the four walls of the home is left to the 
women. The results of the gender barometer for 1998 are in this respect very 
similar (Melkas 1998).

Slight progress has, therefore, been made in the 1990s in the sharing of 
household chores. This is particularly true on examining the percentage of 
families in which the wife alone bears the responsibility for certain things like 
cooking, laundry, food shopping and cleaning. On the whole, however, the 
only change is that whereas people used to reply ’’the wife does it alone”, they 
are now more likely to reply ’’the wife mainly does it”. The positive changes 
amount to only a couple of percentage points in the case of these jobs if the 
percentages of families in which the wife does the jobs all alone or mainly are 
added together. There even appears to have been a regression in the case of 
cleaning when calculated in this way. In 1990 the husbands did at least as 
much of the cleaning as their wives in 45 per cent of families, but by 1997 the 
figure had fallen to 41 per cent.
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Washing up was not one of the items on the questionnaire in 1990, so there 
are no data for comparison. The question about ’’minor repairs” of 1990 was 
rephrased in 1997 as ’’home repairs”. Possibly as a result of this, the percent
age of families in which the husband does the repairs alone, or mainly, in
creased: minor repairs were presumably taken to mean changing fuses or light 
bulbs, which women do more often than ’’major” repairs.

The same problem, i.e. reformulation of the question, is probably en
countered in the case of looking after the children. Although the ’’the wife 
does it alone" replies decreased by roughly one percentage point, the pro
portion of ’’the wife mainly does it” replies rose by five percentage points 
and the proportion o f ’’both do it equally” fell. The 1990 questionnaire only 
asked about looking after and playing with the children, and there was no 
separate question about who takes the children to the day nursery, school or 
hobbies. Fathers are, however, relatively active when it comes to ferrying 
their children. It is therefore possible that the proportion of "both do it 
equally” replies was higher in 1990 because the respondents thought of fa
thers as the people who did the ferrying. By contrast, the 1997 interviewees 
were referring solely to who looked after the children; the question of ferry
ing was raised only later (despite the fact that the section on care of the chil
dren came before the question about ferrying. The respondent may have 
gone back to and modified his/her previous answer on realising there was a 
separate question about ferrying.)

U nem p loyed  m en share  in  h o u se h o ld  ch o re s

The amount of household work each partner can reasonably be expected to 
do depends on the spouses’ employment situation. If one is working 
part-time or at home while the other is working full time, it seems natural for 
the former to do most of the household chores. This is also true in practice to 
some extent.

The men clearly do more chores in families where the wife is working full 
time and the husband is working only part-time or is unemployed than in other 
families. Correspondingly, in families where the wife is at home or working 
part-time and the husband is working full-time, the wife tends to do more 
household work than in other families. The families in which both partners are 
employed full-time, or both are employed part-time, or away from the work
ing life hardly differ as regards the sharing of the household work: in two out 
of three the wife does more of the household chores and in just under one in 
three both partners share them equally.

Cooking, washing up, food shopping, cleaning, playing with the children 
and taking and fetching the children are clearly more often the wife’s responsi
bility if the wife is employed part-time or not at all (e.g. unemployed or on
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fa m ily  le a v e )  and the husband  is w ork in g  fu ll t im e. T h e s p o u s e s ’ lab our m ar

ket p o sitio n  hardly s e e m s  to a ffec t the re sp o n sib ility  for h o m e repairs. T h e  

w om en  d o  the lea st co o k in g , fo o d  sh op p in g , w a sh in g  up and c lea n in g  in fa m i

lie s  w h ere  th e  w ife  is  w ork in g  fu ll tim e and the husband  a w a y  from  the w o rk 

in g  life  or w ork in g  part-tim e. In c lo s e  on on e fifth  (18% ) o f  su ch  fa m ilie s  the  

m an lo o k s  a lso  after the ch ildren  m ain ly  or a lo n e , and in o n e  third (31% ) the  

m an d o e s  the ferry in g . A d m itted ly , the partners b ear equal re sp o n s ib ility  for  

lo o k in g  after and tak in g  and fe tch in g  the ch ild ren  in m ost o f  th e se  fa m ilie s , 

too.

E x am in ation  o f  on ly  th o se  fa m ilie s  in w h ich  both  partners are em p lo y ed  

fu ll tim e re v ea ls  on ly  a very  s lig h t ch a n g e  in the sharing o f  the h o u seh o ld  

ch o res b e tw een  19 9 0  and  1 9 9 7 , and there is  in fact no  d ifferen ce  at a ll in the  

a n sw ers g iv e n  by  the w o m en . T h e sm all ch an ge is due to  the fact that the m en  

in th is ca teg o ry  n o w  tend  m ore o ften  to fee l that they  are d o in g  m ore than, or 

as m uch  a s , their partners.

T h e m o st o b v io u s  ch a n g e  has taken p la ce  in the ca teg o ry  in  w h ich  th e  m an  

is at h o m e and the fem a le  partner in  fu ll-t im e  em p lo y m en t. In w e ll  o v er  h a lf  

(58% ) o f  th e se  fa m ilie s  th e  m an is  n o w  d o in g  at lea st as m u ch  o f  th e  ch o res  as 

h is partner, and in a fifth  (21% ) ev en  m ore. T h e corresp on d in g  fig u res  in  1990  

w ere 4 8  and 13 per cen t. In fa m ilie s  w h ere  both  partners are e m p lo y e d  

part-tim e or aw a y  from  the w ork in g  life  it is a lso  m ore co m m o n  n o w  for  the  

m an to  do at lea st as m uch  o f  the h o u seh o ld  w ork  as h is partner. A  s im ilar  

trend can a lso  b e o b serv ed  in  fa m ilie s  w here the w om an  is  at h o m e and  the 

m an w ork in g  fu ll-t im e  (T able 2 .8 .) .

Table 2.8. Which partner does more household chores 
By partners' labour market position

Labour m aikei position V t e a n  does 
more

Both do equally M an does more

1990 . 1397 ‘ _ 1990 1997 1990 1997

% % - % % % %

Total 70 65 26 27 5 8

Both employed full time or one partner 
studying 68 64 27 29 5 6

M an employed full time, woman 
employed part-time or outside working 
life 83 76 15 17 2 7

W oman employed full time, man 
employed part-time or outside working 
life 53 43 35 37 13 21

Both employed part-time or outside 
working life 73 63 23 30 4 7
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T h e ch a n g e  has thu s b een  m ost p o s it iv e  in the ca teg o ry  in w h ich  the 

w o m en  are em p lo y ed  fu ll tim e and their partners are em p lo y e d  eith er  

part-tim e or n ot at a ll. In th is ca teg o ry  the labour m arket p o sit io n  o f  the m an at 

h o m e has m ea n w h ile  a ltered  rad ica lly : u n em p lo y m en t is  n o w  the b ig g e s t  s in 

g le  reason  (42% ) w h y  th ese  m en are at h om e, w h erea s in 1 9 9 0  o n ly  14 per cen t  

had b een  at h o m e b eca u se  o f  u n em p lo y m en t. To ex a g g era te  so m ew h a t, u n em 

p lo y m e n t se e m s  to  h ave taught the m en  to  do  h o u se h o ld  ch o res.

S in c e  on e  or other, or both , partners are n o w  w ork in g  p art-tim e or u n em 

p lo y e d  in a larger proportion  o f  the fa m ilie s  than in the ear lier  S u rv ey  (p. 4 9 ) ,  

there w o u ld  appear to  b e a favou rab le  in crease  in th e  sharing o f  the h o u seh o ld  

ch o res  at the le v e l o f  a ll em p lo y e e  fa m ilie s . In particu lar th e  u n e m p lo y ed  m en  

h a v e  b eg u n  to  share the h o u seh o ld  w ork . In the fa m ilie s  w h ere  both  partners 

are e m p lo y e d  fu ll tim e there has not b een  any great ch a n g e  on 1 9 9 0  in the 

sharing  o f  the h o u seh o ld  ch ores.

The young  and  h ig h ly  e d u c a te d  share  
the  h o u se h o ld  ch o res  m o s t even ly

T h e fo llo w in g  com p ares the e ffe c t  o f  so c io -e c o n o m ic  grou p , ed u ca tio n a l 

le v e l,  the re la tiv e  ed u ca tion a l le v e ls  o f  partners, a g e , o v er tim e  w o rk in g  and  

the a g e  o f  the ch ild ren  on  the sharing o f  h o u se h o ld  ch o res  in 1997  o n ly  w ith  

re feren ce  to fa m ilie s  in w h ich  both  partners are in  fu ll-t im e  e m p lo y m e n t (or  

o n e  is  stu d y in g  fu ll t im e). T h e  related  tab les are g iv e n  in  A p p en d ix  T ab les  

2 .1 .- 2 .5 .

Just h o w  ev e n ly  h o u se h o ld  ch ores are shared  d ep en d s on  a ll th e se  factors. 

G en era lly  sp ea k in g , the h ig h ly  ed u cated  and upper w h ite -c o lla r  in te r v ie w e e s  

reported  that the m en  shared  the variou s d o m e stic  r e sp o n s ib il it ie s  m ore often  

than w a s the ca se  a m o n g  the in te rv iew ee s  from  other ty p e s  o f  fa m ilie s . T h e  

sa m e a p p lie s  to  the y o u n g e st  resp ond en ts. In th e  fa m il ie s  o f  th o se  w ith  lo w er  

seco n d a ry  ed u ca tion  o n ly  and  the o ld est resp on d en ts th e  h o u se h o ld  ch ores  

tend  m ore often  to  b e le ft  en tire ly , or m ain ly , to  the w o m a n . T h e  w o rk lo a d  o f  

the w o m e n  in the fa m ilie s  o f  the resp on d en ts under the a g e  o f  4 5  in crea se s  

w ith  ch ildren: the m oth ers o f  ch ild ren  under 18 in  th is  ca teg o ry  d o  m ore  

h o u se h o ld  w ork  than their h usb and s m ore o ften  than the w o m e n  in fa m ilie s  

w ith  no  ch ild ren  do. In the 4 5 +  age group , h o w ev er , the e x is te n c e  o f  ch ildren  

under the a g e  o f  18 d o es  not a ffect th e  sharing o f  h o u se h o ld  ch o res . T h e  d o 

m estic  w ork  ev en  in the fa m ilie s  o f  th o se  aged  4 5  or m ore w ith  no ch ild ren  is  

c lea r ly  le ft to  the w om an  m ore often  than in  the fa m ilie s  o f  th e  resp o n d en ts u n 

der the a g e  o f  4 5  w ith  ch ildren .

T h e im p act o f  s o c io -e c o n o m ic  group  is  fa irly  s lig h t as regards c o o k in g , but 

the a g e  o f  the resp ond en t has a strong in flu e n c e  here. In the fa m il ie s  o f  the in 
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te r v ie w e e s  under the age  o f  25 , co o k in g  is the re sp o n sib ility  o f  the m an a lo n e  

or a lm o st a lo n e  in on e  fa m ily  in ten (13% ). T he figu re  fa lls  s tea d ily  w ith  age , 

until b y  the 5 5 +  a g e  grou p  it is on ly  4  per cent. T h e co o k in g  is  d o n e  n early  7 0  

per cen t by the w o m en  regard less o f  the re la tive  ed u ca tion a l le v e l o f  the part

ners. In fa m ilie s  w h ere  the partners' ed u cation a l le v e l is  the sam e, or the  

w o m a n ’s is  s lig h tly  h igh er  than the m an 's , the m an n ev er th e less  m ore o ften  

d o es  a ll the co o k in g , w h ereas m en  w h o  are m ore h ig h ly  ed u ca ted  than their  

partners tend  to  share the co o k in g  eq u a lly .

W ash in g  up (or load in g  up th e  d ish w a sh er!) is  le s s  o ften  th e  w o m a n 's  re

sp o n sib ility  in upper w h ite -c o lla r  and h ig h ly  ed u cated  fa m ilie s  than in other  

fa m ilie s  (4 1 —41 %)• In o n e  su ch  fa m ily  in ten (11% ) the m an d o es  the w a sh in g  

up. M ore than h a lf  the b lu e -co lla r  w ork ers and p erson s w ith  b a sic  or lo w er  

secon d ary  ed u ca tio n  said  that the w a sh in g  up g o t  le ft to the w o m a n . T h e  

w om an  m ost o ften  bears fu ll resp o n sib ility  for the w a sh in g  up in fa m ilie s  

w here the m a n ’s ed u ca tion a l le v e l is h igher than hers. T h e re sp o n sib ility  is 

shared m o st  eq u a lly  in fa m ilie s  w here both  partners h ave the sa m e ed u ca tion a l 

le v e l. T h e ex ten t to  w h ich  m en  share the w a sh in g  up c lea r ly  corre la tes  w ith  

age: the o ld er  the resp on d en t is , the m ore often  the w om an  d o e s  a ll or m ost o f  

the w a sh in g  up. In 15 p e r c e n t  o f  the h o m es o f  the resp on d en ts u nder the a g e  o f  

25 the m an d o e s  all or m ost o f  the w a sh in g  up.

T h e y o u n g e r  the resp on d en ts  are, the m ore they  tend  to share the sh o p p in g . 

T he w o m en  m o st o ften  sh op  for fo o d  in fa m ilie s  w ith  b asic  or lo w e r  seco n d a ry  

le v e l ed u ca tion  (53% ) and in b lu e -co lla r  fa m ilie s . T h e m en  h elp  w ith  the fo o d  

sh o p p in g  m ost in fa m ilie s  w h ere  the m an is m ore h ig h ly  ed u ca ted  than h is  

partner. T he m en  w h o  d o  all the sh op p in g  are m ost often  th o se  w h o  h a v e  ter

tiary ed u ca tion  or are upper w h ite -c o lla r  em p lo y ee s .

A lth o u g h  m en  d o  n o t ap pear to  b e in c lin e d  to  b ear s o le  r e sp o n s ib il ity  for  

th e  lau nd ry  in  an y  o f  th e  c a te g o r ie s , the sh arin g  o f  the r e sp o n s ib il ity  aga in  

c le a r ly  co r re la te s  w ith  age: the o ld er  the re sp o n d en ts , th e  m o re  l ik e ly  the  

w o m a n  is  to  d o  th e  lau nd ry  a lo n e  and , a ga in , th e  y o u n g e r  th e  r e sp o n d en ts  

are, th e  m o re  l ik e ly  th ey  are to  share the r e sp o n s ib ility . In m o re  than  o n e  

fa m ily  in  fou r (2 8 % ) u n d er the a g e  o f  2 5  the sp o u se s  tak e jo in t  r e sp o n s ib il ity  

for  the lau nd ry  or th e  m an d o e s  it a lo n e , w h erea s  the co r re sp o n d in g  fig u re  

a m o n g  the o v e r -4 5 s  is  o n ly  13 per cen t. S o c io -e c o n o m ic  g ro u p  a ls o  c o r r e 

la tes  to so m e  ex ten t: th ere  are m ore fa m il ie s  (25% ) w h ere  th e  m an  d o e s  the  

laundry at lea st as m u ch  as h is w om an  a m o n g  the fa m il ie s  o f  u pp er  

w h ite -c o lla r  re sp o n d en ts  than a m o n g  the fa m ilie s  o f  o th er  ty p e s , and  l ik e 

w is e  a m o n g  the fa m il ie s  w h ere  the w o m a n  is  m ore h ig h ly  ed u c a te d  than her  

partner (22% ).

D o in g  the c lea n in g  a lso  corre la tes w ith  age . In nearly  h a lf  (47% ) th e  fa m i

lie s  o f  resp on d en ts under the a g e  o f  35 the m en do the c lea n in g  at lea st as 

m uch  as their partners, but in the fa m ilie s  o f  o ld er  resp on d en ts the p ercen ta g e  

o f  m en  d o in g  at lea st as m uch  as their partners varies from  35  to  4 1 . T h e  c le a n 
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in g  is a ll or a lm o st a ll d o n e  b y  the m an in o n e  in ten o f  the fa m ilie s  under 25 . 

H a lf  the upper w h ite -c o lla r  e m p lo y e e s  sa id  the m an d id  as m u ch  c lea n in g  as 

the w o m a n , and am o n g  the h ig h ly  ed u cated  resp on d en ts the p ercen ta g e  o f  m en  

w h o  h elp ed  w ith  the c lea n in g  w a s c lear ly  h igh er  than a m o n g  the resp on d en ts  

w ith  lo w er  secon d ary  ed u cation . T h e w om an  c lea r ly  d o es  m o st o f  the c lea n in g  

in the fa m ilie s  w here the m an is  m ore h ig h ly  ed u ca ted  than th e  w o m a n . 

C lea n in g  c lea r ly  d ep en d s on  the age  o f  the y o u n g e s t  ch ild  in  the fa m ily : in 4 3  

per cen t o f  the fa m ilie s  w h ere  the y o u n g e st  ch ild  is  u nder the a g e  o f  12, as 

a g a in st 3 4  per cen t o f  the fa m ilie s  w ith  ch ildren  o ld er  than th is , the m en  d o  at 

lea st as m uch  o f  the c lea n in g  as their fem a le  partners.

D o in g  the h o m e repairs togeth er  is  m ost co m m o n  in the y o u n g e s t  age  

grou p , i.e . under 2 5 , w h ere  15 per cen t sa id  th ey  d id  th e  repairs together. 

D o in g  the repairs to g eth er  is  corresp on d in g ly  m o st co m m o n  in  fa m ilie s  w ith  

n o  ch ild ren  (15% ). T h e  in flu e n c e  o f  so c io -e c o n o m ic  grou p  an d  ed u ca tio n a l le 

v e l is re la tiv e ly  slig h t on  th is score .

T he responsib ility  for look ing  after the children is  shared m ost ev en ly  in fam i

lies w here the man is m ore h ighly educated  than the w om an . In the case o f  

fu ll-tim e em p lo y ees  (w here neither partner is on fam ily  leave), not even  the age  o f  

the children has m uch effect on the extent to w h ich  the resp onsib ility  is shared. It 

should  be pointed  out at this point that children need  appreciably le ss  ’’look in g  af

ter” after the age o f  ten: in the fam ilies w here the you n gest ch ild  w as under seven  

n on e o f  the respondents ticked  the answ er ’’d on ’t k now /n ot ap plicab le” to the 

question  about look in g  after the children. B ut in the fam ilies  w here the you ngest 

ch ild  had reached the age  o f  12, h a lf (and three quarters o f  the parents o f  

17-year-olds) felt the question  w as no longer relevant.

T aking and fe tch in g  the ch ildren  has su rp risin g ly  little  to  d o  w ith  the 

so c io -e c o n o m ic  grou p  o f  the fam ily . T he re sp o n sib ility  is  shared  m o st e v e n ly  

in fa m ilie s  w h ere  the m an is m ore h ig h ly  ed u ca ted  than the w o m a n . T h e a g e  o f  

the ch ild ren  c lear ly  a ffec ts  th is issue: i f  the ch ildren  are u nd er sc h o o l a g e , the 

m oth er c lea r ly  d o e s  m ore o f  the ferry in g  (30% ) than i f  the ch ild ren  are at 
sc h o o l, e sp e c ia lly  i f  the ch ild ren  are ag ed  12 or m ore (13% ). C orresp on d in g ly , 

the o ld er  the ch ildren  are, the m ore lik e ly  the fathers are to  ferry th em  to  the  

sc h o o l or h o b b ies. O n ly  15 per cen t o f  the fathers w ere  re sp o n s ib le  for  a ll, or 

m ost, o f  the ferry in g  o f  ch ildren  under sc h o o l ag e , as a g a in st 31 per cen t o f  the 

fathers o f  ch ildren  a g ed  7 -1 1  and 38  per cen t o f  the fathers o f  ch ild ren  aged  12 

or m ore. T he m ain  resp o n sib ility  for ferry in g  sc h o o l-a g e  ch ild ren  thu s se em s  

to b e sh ou ld ered  by the fathers.

O vertim e and  h o u se h o ld  ch o res

T h e m en  w h o  w ork  a lot o f  over tim e d o  le ss  h o u se h o ld  ch o res  than other m en . 

N ea r ly  h a lf  (46% ) the m en  w h o  w ork  ov er tim e le s s  o ften  than o n c e  a m onth  or
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not at all sa id  th ey  d id  at lea st as m uch  as their partners. T h e sa m e can b e sa id  

o f  a g o o d  third (35% ) o f  the m en  w h o  w ork  o v er tim e each  w e e k 3. O vertim e  

has v irtu ally  no e ffe c t  on  d o in g  the co o k in g  and laundry, but there is a c lear  

correlation  in the ca se  o f  sh o p p in g , c lea n in g , and  lo o k in g  after the ch ildren: 

the m en w h o  do little  or n o  ov er tim e c lear ly  do a larger share o f  th e se  than the  

m en w h o  d o  o v er tim e each  w eek .

F or w o m e n , h o w ev er , over tim e d o es  little to le ssen  the h o u se h o ld  w o rk lo 

ad. In the ca se  o f  the g en era l q u estion  the d ifferen ce  is m o stly  r e v ea led  by the  

fact that 35  per cen t o f  the w o m en  w h o  do ov er tim e at least o n c e  a m onth  fee l  

they  d o  much m ore ch o res  than their partners, w h ereas 4 0  per ce n t o f  the w o 

m en w h o  se ld o m  or n ev er  d o  o v er tim e fe e l th is. A d d in g  to g eth er  the p ercen ta 

g e s  for  the w o m en  w h o  do  m uch  or so m e m ore h o u se h o ld  w ork , there is  no  

d ifferen ce  in the w o m e n ’s rep lies . It appears from  in d iv id u a l rep lie s  that the 

partners o f  w o m e n  w h o  d o  over tim e at least o n ce  a m onth  are s lig h tly  m ore l i 

k ely  to h elp  w ith  the sh o p p in g  and laundry and far m ore lik e ly  to  h e lp  w ith  the  

clea n in g ; the partners o f  w o m en  w h o  do o vertim e ev ery  w e e k  a lso  lo o k  after  

and ferry the ch ild ren  so m ew h a t m ore than other m en  do.

V iew s on the sh a rin g  o f  ch o res  d iffe r

T h e rep lies  g iv e n  b y  the m en  and w o m en  to the g en era l q u estio n  ab out the 

sharing o f  h o u se h o ld  ch o res c lea r ly  d iffer. T h e d ifferen ce  is  ev e n  m ore pro

n o u n ced  on e x a m in in g  on ly  resp on d en ts w h o  are th e m se lv e s , and w h o se  part

ners are, w ork in g  fu ll tim e. O f  th ese  w o m en , 6 9  per cen t fe e l they  d o  m ore  

ch o res, but o n ly  5 9  per cen t o f  the m en say their partners d o  m o st o f  the  

ch ores. C orresp on d in g ly , on e m an in ten (10% ) sa y s  he d o e s  m ore h o u seh o ld  

ch o res than h is partner, w h ereas o n ly  2 per cen t o f  the w o m en  say  their  part

ners do  m ore than they  do. T he d ifferen ce  p ersists in all the a g e  grou p s regard 

le ss  o f  w h eth er  there are any ch ild ren  in the fa m ily  or the a g es  o f  the ch ild ren .

T h e resp on d en ts in fu ll-t im e  em p lo y m en t w h o se  partners w ere  a lso  e m p lo 

y ed  fu ll tim e w ere m ore or le s s  agreed  about the sharing o f  the h o u se h o ld  c h o 

res on  the m atter o f  laundry on ly: 8 0  per cen t o f  the m en  sa id  their  partners d id  

th is m a in ly /a lo n e , and 8 2  per cen t o f  the w o m en  agreed  w ith  th is. In the ca se  

o f  the other h o u se h o ld  ch ores it w a s  ev id en t that the p ercen ta g e  o f  w o m en  

w h o  sa id  th ey  d id  m a in ly /a ll o f  the h o u seh o ld  w ork  w a s c lea r ly  greater than  

the p ercen tage  o f  m en  w h o  sa id  their partners d id  that particu lar ch o re  m a in 

ly /a lo n e . T h is  ev en  ap p lied  to  h o m e repairs: on e  per cen t o f  the m en  sa id  their

The percentages are here calculated from the men’s replies only. 39 per cent of all the men 
said they did as much or more household work than their wives. See next page for further in
formation about the difference between the men’s and women’s replies.
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partners saw  to m o st/a ll o f  th ese , as aga in st 4  per cen t o f  the w o m e n . T h e d if 

feren ces  w ere  particu larly m arked in  the ca se  o f  c lea n in g : 5 0  per cen t o f  the  

m en  rep lied  that their partners d id  m ost, or a ll, o f  th e  c lea n in g , as a g a in st 6 6  

per cen t o f  the w o m en . T h e d ifferen ce  in the p ercen ta g es  for  th e  other ch ores  

w a s 6 - 1 2  p o in ts.

B oth  m en  and w o m en  thus h ave a ten d en cy  to  rate their  share o f  the w ork  

h igh er  than it appears in the e y e s  o f  their partner. S im ila r  resu lts h a v e  b een  o b 

ta in ed  by H a a v io -M a n n ila  (1 9 8 4 ), T uula  M e lk a s  (1 9 9 8 )  and o th ers, and it ap 

p ears to  b e a p an-E uropean  p h en om en on  (E u rob arom eter 3 4 , 1 9 9 1 ). M elk as  

reck o n s the d ifferen ce  springs from  sh eer u n a w a ren ess o f  w hat the partner 

d o es , at least in c a se s  w here the d iv is io n  o f  labour is h ig h ly  d ifferen tia ted . Iiris 

N ie m i (1 9 8 4 )  com p ared  data co lle c te d  by  m ean s o f  in terv iew  q u e stio n s  (such  

as th o se  u sed  in the Q u ality  o f  W ork L ife  S u rv ey ) and  a cc o u n ts  kept o f  the t i

m e spent d o in g  variou s k inds o f  h o u seh o ld  ch o res. T h e  d iffe r e n c e s  b etw een  

the variou s a g e  and ed u ca tion a l grou p s are, a cco rd in g  to N ie m i, greater w hen  

h o u se h o ld  w ork  is m easu red  by  gen era l in terv iew  q u e stio n s  than th o se  re

v ea led  by the a ccou n ts o f  tim e spent. A cco rd in g  to  the a cc o u n ts , the t im e  sp en t  

by m en  on h o u se h o ld  ch ores varied  very  little  a cco rd in g  to  a g e  and  le v e l o f  

ed u ca tio n . B y  contrast, the o ld er  and le s s  ed u ca ted  w o m e n  o v erestim a ted  in 

the in terv iew s the am ount o f  h o u seh o ld  w ork  th ey  d id  far m ore o ften  than the 

y o u n g  and  ed u cated  w o m en  did. O n e o f  the rea so n s for  th is  is , N ie m i reck on s, 

that the o ld er  and le s s  ed u cated  w o m en  m ore w id e ly  a ccep t th e  g en d er  ro les  

trad itiona lly  a ss ig n ed  to them  than their sisters.

Do w om en  s h o u ld e r the m o ra l re sp o n s ib ility , too?

T h e d iv is io n  o f  labour w ith in  the h o m e is, d esp ite  th e  s lo w  trend tow ards  

greater equality , still clear: the w o m en  do m ost o f  th e  h o u se h o ld  ch o res  and  

the m en  the m ain ten an ce and repairs. In urban fa m ilie s , there is  far m ore o f  the  

form er than o f  the latter, s in ce  m any o f  the trad itional m en ’s jo b s  h ave , in ur

ban h o u se h o ld s , b een  taken o v er  by h o u sin g  co m p a n ie s  or the lo ca l au th orities  

or b e c o m e  fu lly  m ech a n ised , as H a a v io -M a n n ila  p o in ts  out (1 9 8 4 ).

T h e h o u seh o ld  w ork  d o e s  not, h o w ev er , co n s is t  so le ly  o f  recurring, rou tine  

ch o res. It is  a lso  n ecessa ry  to  m an age for and co -o rd in a te  the sp ec ia l n eed s  and  

sc h e d u le s  o f  each  m em b er o f  the fam ily , as L e F eu vre p o in ts  out. T h e  tim e  

sp en t d o in g  con crete  h o u seh o ld  ch ores can , it is  true, b e  m easu red  m ore or le ss  

accurately , but the ’’m enta l burden” o f  co -ord in a tin g  th em  is  so m eth in g  that 

can n ot b e m easu red . N o t on ly  are the co n crete  h o u se h o ld  ch o res  still n ot sh a 

red out eq u a lly ; the m enta l burden still rests a lm o st e x c lu s iv e ly  w ith  the fem a 

le  partner.

L e F eu vre states that m en's ro le  in d o m estic  labour is  lim ited  to  o c c a s io n 

a lly  giving a hand to w om en . T h is help  can be o ffered , or d en ied , on  a vo lyn tary
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b asis. T h e  k ey  w ord  here is  "volun tary” : the w h o le  m a le  id en tity  and le g it i

m acy  d o es , a fter a ll, rest o u tsid e  the d o m estic  c irc le . U lt im a te ly  the r e sp o n s i

b ility  for  en su rin g  that the h o u seh o ld  ch ores get d on e rests w ith  the w o m e n . In 

addition  to d o in g  the h o u se h o ld  w ork , w om en  a lso  have to  fin d  the tim e and  

en ergy  to co -o rd in a te  the h elp in g  hands w h ich  d ifferen t m em b ers o f  fa m ily  

m ay o ffe r  from  tim e to  tim e . T h is  a sp ec t o f  " d om estic  m a n a g em en t” a p p lie s  to  

w o m en  in a ll so c ia l c la sse s , ev en  the p r iv ileg ed  o n es  earn ing  en o u g h  to  buy  

such d o m e stic  se r v ic e s  as c lea n in g  and ch ild  m in d in g  from  ou tsid ers. W o m en  

are co n s id er ed  -  and  lo o k  upon  th e m se lv e s  as -  so le ly  re sp o n s ib le  for  the  

h o u sek eep in g  and ch ild care . B e in g  in paid  em p lo y m en t p reven ts them  from  

m eetin g  th is o b lig a tio n  prop erly , i.e . in a w ay  that sa t is f ie s  the d em a n d s im 

p o sed  by so c ie ty  in g en era l and their partners, in particular. W o m en  try to  

lim it the c o n se q u e n c e s  to their fa m ilie s  o f  g o in g  out to w ork  b y  sp en d in g  their  

free tim e ca tch in g  up on the h o u sew o rk  th e m se lv e s  or m ak in g  sure that so m e  

ou tsid er  can  take their  p la ce  w h ile  th ey  are ou t at w ork.

R e co n c ilin g  the dem ands o f  w o rk  and  fa m ily

L et us n o w  take a lo o k  at the reco n c ilin g  o f  the d em an d s o f  w ork  and  fam ily , 

and at the w a y s  in w h ich  fem a le  w a g e  and salary earners have so lv e d  them  in 

situ ation s w h ere  r e co n c ilin g  the tw o  has seem ed  particu larly  d iff ic u lt . A s  re

gards the c o n ce p t o f  the fa m ily  itse lf, it sh o u ld  b e rem em b ered  that it m ay  

m ean s lig h tly  d ifferen t th in gs to  d ifferen t p eo p le .

A cc o rd in g  to  the 1997  F a m ily  B arom eter, the F in n ish  v ie w  o f  the fa m ily  is  

w eig h ted  tow ard s the n u clear  fa m ily  and m arital status and ch ild ren  are 

am on g  the b a sic  param eters. T h e s ig n if ica n ce  o f  ch ild ren  is  further en h a n ced  

by the fact that n early  three out o f  four w h o  rep lied  to the b arom eter  regarded  

ch ild ren  w h o  had m o v e d  a w ay  from  h om e and their parents as the sam e fa m i

ly. D e sp ite  the n u clear  fa m ily  orien tation , a lm o st on e in four a lso  co n sid ered  

sa m e -se x  c o u p le s  a s  fa m ilie s , nearly  on e  in f iv e  n o n -re la tiv es  liv in g  in the sa 

m e h o u se h o ld , on e  in ten  p e o p le  liv in g  a lon e and a fraction  (3% ) ev e n  frien d s  

not liv in g  together. Y ou n g  p eo p le  seem  to  b e m ore f le x ib le  than th e ir  e ld ers in 

a cc ep tin g  d ifferen t fa m ily  typ es. (R eu n a  1997 .)

T h e v ie w  o f  w hat co m p rise s  a p erson 's  ow n  fa m ily  a lso  ten d ed  tow ard s the  

n u clear  fa m ily  in the F a m ily  B arom eter. M an y o f  the resp o n d en ts n ev er th e le ss  

a lso  lo o k ed  u pon  the ch ild ren  w h o  had le ft h om e -  and p ets  -  as part o f  their  

fam ily , and o n e  in ten co n sid ered  m ore d istant re la tiv es , su ch  as u n c le s  and  

aunts, as fa m ily  m em bers.

F or m any o f  th o se  in terv iew ed  for the Q u ality  o f  W ork L ife  S u rvey , " fam 

ily ” m ay therefore m ean  so m eth in g  other than a m arried  sp o u se  or regular  

partner and ch ild ren  under 18 liv in g  at h om e. T h e rep lies  to  q u e stio n s  about 

r e co n c ilin g  w ork  and fa m ily  m ay be in flu en ced  by  w h eth er  the in te rv iew ee
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h as, for  ex a m p le , d ec lin e d  the o ffer  o f  a jo b  or a ch a n ce  to  stud y  in order to  

lo o k  after an a g e in g  re la tive  or grand ch ild ren . O n th e  o th er hand the co m p ro 

m ise s  m ay g o  back  years to  a situ ation  w h en  a p erson  w ith o u t a fa m ily  at the 

tim e o f  the in terv iew  (unm arried, d ivorced , w id o w e d )  had a sp o u se  and/or  

ch ild ren  under the a g e  o f  18.

T he g row in g  pressure o f  w ork and com p etition  in the 1 9 9 0 s  has been  re

flec ted  in the recon cilin g  o f  the dem ands im p osed  by w ork  and fam ily . T h is is  

a lso  ev ident in the ch o ices  w h ich  w age and salary earners h ave had to m ake b e

tw een  fam ily  and w ork. It appears on com paring the resu lts o f  the 1 9 9 0  and 1970  

Q uality  o f  W ork L ife  S u rveys that m ore p eop le  than b efore  h ave w ork  p rob lem s  

on their m ind  w h ile  they are at hom e, that m ore fee l they  are n eg lectin g  their  

h om e d uties b ecau se  o f  their w ork, and that m ore w o m en  are fee lin g  their fam ily  

so m etim es has to take secon d  p lace to w ork. T he p ercen tages o f  p eo p le  w h o  fee l 

like this have risen  in a lm ost all the em p lo y ee  grou p s, though  such  fee lin g s  are 

particularly fam iliar to  upper w h ite -co llar  em p lo y ee s , th o se  w ith  tertiary ed u ca

tion, p eop le  w ork ing  under great tim e pressure and the parents o f  sm all children. 

It appears on exam in in g  the w a y s  in w hich  w om en  have so lv e d  the prob lem  o f  

recon cilin g  w ork and fam ily  that w ork has, in the 1990s, taken p referen ce over  

fam ily  m ore often  than in earlier tim es. T he ch an ge is particularly m arked in the  

ca se  o f  fixed -term  em p lo y ees  and w om en  w ithout ch ildren , for exam p le .

T h e d ifferen ce  b etw een  m en and w o m en  in the p ercen ta g e  o f  e m p lo y e e s  

w h o  stop totally thinking about work when they come home is  very  sm a ll (Tab

le  2 .9 .) . M ore than a third o f  e m p lo y e e s  th ink  ab out w ork  a ffa irs  at h o m e -  the

Table 2.9. Reconciling demands of work and home life 
Totally true or true to some extent

Having come 
home stops 
totally thinking 
about work

%

Has difficulty in 
concentrating on 
work because of 
home matters

Feels that is 
neglecting borne 
matters because 
of job

. %

W hen at work, 
feels free from  
fam ily and its 
noise ■

% 1i

, Sometimes 
family has to 
wert because of 
total dedication 
to work

% "  . -

Total
1930 65 5 23 61 28
1997 62 6 27 58 29

Women
1990 66 6 24 66 25
1997 62 5 26 60 29

Men
1990 65 4 23 57 31
1997

'1 Excl.

61 6 

Don't know and Not applicable responses

29 55 29
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Table 2.10. Reconciling demands of work and home life 
Totally true or true to some extent

■ • • -

Having come 
home stops
totaliv think- 
ing about 
work

%

Has difficulty feelsthat is 
' o  concentrat- n&g lectsng 
irtg on work home matters 
bbcauseof ' becaasdof 
horrffi rrtatters jcfo

%  %

When at 
woric feels 
free from - 
family and its 
noise

% 1i

Sometimes 
family has to 
wait because 
of total dedi
cation to work

% n

Total 62 6 27 58 29
Women 62 5 26 60 29
Men 61 6 29 55 29

S ocio -econom ic group
Upper white-collar employees 37 6 40 62 45

W omen 36 6 40 67 47
M en 38 6 40 58 43

Lower white-collar employees 63 5 25 59 26
Women 65 5 25 60 26
Men 58 4 26 57 27

Blue-collar workers 74 6 22 54 23
Women 77 4 18 55 21
Men 73 7 24 54 24

Age group
1 5 -2 9  years 69 6 26 56 22

Women 68 6 26 59 20
M en 70 6 26 54 24

3 0 -4 9  years 61 6 31 58 29
W omen 62 6 30 63 29
M en 59 6 32 53 29

5 0 -6 4  years 58 5 24 58 32
W omen 60 4 21 58 32
Men 56 5 26 59 33

Family situation
Single 66 5 17 55 28

Women 62 5 17 51 32
Men 68 6 17 57 24

Co-habiting/married partnership
with no children 59 5 25 53 29

W omen 61 4 22 53 27
Men 57 5 29 53 31

Co-habiting/married partnership
with children2! 62 6 34 62 29

Women 63 6 33 66 29
M en 61 6 34 56 29

Divorced, widowed 56 6 17 61 36
Women 62 6 13 56 34
Men 49 6 24 68 38

'I  Excl. Don't know and Not applicable responses 
21 Incl. single parents
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o ld er  the age  group , the m ore p eo p le  there are w h o  th ink  ab out w ork . W ork  

o c c u p ie s  the m in d s o f  upper w h ite -c o lla r  e m p lo y e e s  and p erso n s  w ith  tertiary  

ed u ca tio n , in particular. It se em s to  b e  m ost d iff ic u lt  for p e o p le  e m p lo y e d  in 

ed u ca tio n , ad m in istration  and m an agem en t to le a v e  their  w ork  in the o ffic e ;  

o n ly  ju st  under a third o f  th ese  p eo p le  sa id  they  stop p ed  th in k in g  about w ork  

the m om en t they  g o t  h o m e, as aga in st three quarters o f  the p e o p le  e m p lo y e d  in  

m anu factu ring , transport, con stru ction  and se rv ic es . T h e  t im e  p ressure at w ork  

is  fe lt  at h o m e as w e ll. N ea r ly  three out o f  four o f  th o se  w h o  w o rk ed  under litt

le or no tim e pressure at w ork  forgo t ab out w ork  w h en  th ey  g o t  h om e, as 

a g a in st le s s  than h a lf  o f  th o se  w ork in g  under great t im e  p ressure. T h o se  w ith  

ch ild ren  under the a g e  o f  three thought lea st ab out w ork  w h en  th ey  g o t  h om e. 

T h e reason  w h y  unm arried  m en  th ink  about w ork  le s s  than o th er m en  w hen  

th ey  g e t h o m e is not s im p ly  that the unm arried  m en  are, on  a verage , y ou n ger , 

s in c e  the ten d en cy  is  the sam e in  all the a g e  grou p s.

V ery fe w  e m p lo y e e s , on  the other hand, f in d  it difficult to concentrate on 
work because o f home matters. It is , h o w ev er , in terestin g  that the f ig u res  for  

m en and w o m e n  h ave draw n c lo se r  to g eth er  in the 1 9 9 0 s  (T ab le 2 .1 0 ) .  E d u ca 

tion a l le v e l and s o c io -e c o n o m ic  group  h ave v irtu a lly  n o  e f fe c t  on the ex ten t to  

w h ich  h o m e m atters o ccu p y  p e o p le ’s m ind s at w ork . O n ex a m in in g  the s itu a ti

on  a cco rd in g  to  fa m ily  situ ation , it appears that s in g le  parents and. to  so m e  e x 

tent, the parents o f  ch ildren  under sev en  stand  out in th is  resp ect; th ey  think  

ab ou t h o m e w h ile  at w ork  s lig h tly  m ore than the others d o . H o m e  m atters a lso  

o cc u p y  th e  m in d s o f  th o se  under ex trem e tim e pressure at w ork  m ore than the 

m in d s o f  others.

T h e fe e lin g  o f  neglecting home matters because o f work has b e c o m e  m ore  

co m m o n  in  the 1 9 9 0 s. T h is  is e sp e c ia lly  true o f  m en , to  w h o m  the fe e lin g  w as  

already m ore fam iliar  than w o m en . T h e fe e lin g  o f  n e g le c t in g  the h o m e and fa 

m ily  is m o st co m m o n  am on g  p erso n s  w ith  tertiary ed u ca tio n  and u pper w h i

te -co lla r  e m p lo y e e s . T h e link  corre la tes very  c lea r ly  w ith  a se n se  o f  w ork in g  

under tim e pressure: there are tw ic e  as m any  p eo p le  (38% ) w h o  fe e l g u ilty  at 

n eg le c tin g  their  h om e and fa m ily  am o n g  th o se  w ith  a se n se  o f  w o rk in g  under  

t im e pressure as th o se  w h o  h ave n o  or little  tim e p ressure (17% ). P o s s ib ly  it is  

th e se  ’’n e g le c te d ” h o m e affa irs that o ccu p y  the m in d s o f  the p e o p le  under m ost  

t im e p ressure. T he se n se  o f  n e g le c t  b eca u se  o f  w ork  appears to  tie  in prim arily  

w ith  ch ild ren , s in ce  it is  m ore fam iliar  to the parents o f  sm a ll ch ild ren , and e s 

p e c ia lly  o f  ch ildren  under sev en , than it is  to  p e o p le  w ith  n o  ch ild ren .

N o t a ll find  it ea sy  to reply  to the sta tem ent ” When at work /  feel free from 
the family and its noise”. E ith er they  h ave no  fam ily , or ’’the fa m ily  is  not 

n o isy " , as so m e  o f  the in te rv iew ee s  co m m en ted . M ore than on e  in  ten o f  the  

in te r v ie w e e s  tick ed  ’’d o n ’t k n o w /n o t a p p lica b le” in  the 1 9 9 0  and  19 9 7  Sur

v ey s . T h e  m ajority  o f  th o se  w h o  rep lied  in th is w a y  w ere  unm arried , d iv o rced  

or w id o w e d , thou gh  here again  m ore than h a lf  c h o se  so m e  rep ly  other than  

’’n ot a p p lica b le” .
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N ex t let us e x a m in e  on ly  th o se  resp on d en ts w h o  g a v e  an an sw er  oth er  than  

’’d o n ’t k n o w /n o t a p p lica b le” . A ll in a ll the p ercen tage o f  th o se  a n sw erin g  in 

the a ffirm a tiv e  has fa llen  so m ew h a t, e sp e c ia lly  am on g  w o m e n . T h e sen tim en t  

is, h o w ev er , s t ill m ore fam iliar  to  w o m en  than to m en . F or w o m e n , the fr e e 

d om  afford ed  b y  w ork  from  the h assle  o f  the fa m ily  se em s to  relate to  c h il

dren, e sp e c ia lly  ch ild ren  under sc h o o l age . W h ereas 53  per cen t o f  w o m en  

w ith no ch ild ren  a n sw ered  in the a ffirm ative , the figu re  for m oth ers w as 66  per  

cen t, and  for m oth ers o f  ch ildren  under sev en  as m uch  as 7 5  per cen t. W ith  

m en, by con trast, there d o es  not appear to be any link  b etw een  the a g e  o f  the 

ch ildren  or, in d eed , w h eth er  or not they  ev e n  have ch ild ren . W hat is  in tere s

ting  is  that the largest proportion  o f  an sw ers in the a ffirm ative  to  th is sta tem ent  

ca m e from  the d iv o rced  and w id o w e d  m en w ith ou t fa m ilie s  w h o  in other re s

p ects , to o , p roved  to  b e h ig h ly  w ork -or ien ted .
T h e h ig h ly  ed u ca ted  and upper w h ite -co lla r  e m p lo y e e s  h ave a greater te n 

d en cy  than the o th ers to fe e l free at w ork from  the fa m ily  n o ise . T h e ten d en cy  

is far m ore p ron ou n ced  a m o n g  w o m en  than m en . T h e p ercen ta g es  for both  are 

high  am o n g  teach ers (68% ) and health  care e m p lo y e e s  (68% ), and for w o m en  

em p lo y ed  in ad m in istration  and m an agem en t (71% ). T h e pressure o f  tim e at 

w ork  has little  e f fe c t  on  this.

N o r  co u ld  a g o o d  tenth  o f  the in te rv iew ee s  an sw er the sta tem en t ”Someti
mes the family has to wait because o f my total dedication to my work” , or e ls e  

they d id  n ot c o n s id er  that the statem ent ap p lied  to them . T h ey  w ere  a lm o st all 

unm arried , d iv o rc ed  or w id o w e d . N ear ly  a third (29% ) o f  the in te rv iew ee s  

w h o  rep lied  so m eth in g  other than "don't k n ow /n o t a p p lica b le” agreed  w ith  the 

statem ent. In the ca se  o f  m en the p ercen tage has not ch a n g ed  s in ce  1 9 9 0 , but 

there w a s  by con trast an in crea se  o f  four p ercen tage p o in ts  in the proportion  o f  

w o m en  a n sw er in g  in  the a ffirm ative  (T able 2 .9 ).

T h e fe e lin g  that w ork  can take p referen ce ov er  fa m ily  b e c o m e s  stead ily  

m ore co m m o n  w ith  a g e  so  that by the age o f  55  it ap p lies  to  3 6  per cen t o f  

m en. A m o n g  w o m e n  it p eak s in the 4 5 - 5 4  age  grou p  (34% ) and from  then  o n 

w ards fa lls  to 2 2  per cen t, w h ich  is rou gh ly  the figure for the very  y o u n g e st  

a g e  grou p . It is  m o st fam iliar  to upper w h ite -co lla r  e m p lo y e e s  and  p erson s  

w ith  tertiary ed u ca tio n , and to  p eo p le  w h o  su ffer  from  tim e  pressure at w ork  

(36% ). In terestin g ly , it is fe lt  m ost o ften  by d iv o rc ee s  (39% ), both  m en  and  

w o m en .

T he d iffer en ce s  b e tw een  m en  and  w o m en  on the sta tem en ts about r e c o n c i

lin g  w ork  and fa m ily  are a sto n ish in g ly  sm a ll. T h e resu lts support the v ie w  e x 

p ressed  by other research ers (such  as H a a v io -M a n n ila  1 9 8 4 ) that s o c io 

ec o n o m ic  grou p  ex p la in s  the o ver lap p in g  o f  w ork  and fa m ily  m ore than g e n 

der and ag e . H a a v io -M a n n ila  (1 9 8 4 )  found  that w o m en  w ere  ev en  m ore  

w ork -or ien ted  than m en  in the upper w h ite -co lla r  grou p . A m o n g  the upper 

w h ite -c o lla r  e m p lo y e e s  in terv iew ed  for the 1997  Q u ality  o f  W ork L ife  S u rvey  

w o m en  a lso  a n sw ered  s lig h tly  le s s  frequ en tly  than m en that they  sto p p ed  th in 
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k in g  about w ork  o n ce  they  g o t h o m e , and th ey  th ou gh t fa m ily  co u ld  so m e ti

m es take seco n d  p la ce  b eca u se  th ey  w ere  d ed ica ted  to  their  w ork  m ore often  

than m en  d id . T h e fem a le  upper w h ite -c o lla r  e m p lo y e e s  in fa c t m en tio n ed  

w ork  as the m ost im portant area o f  their l iv e s  s lig h tly  m ore o ften  than the m en  

(63%  vs. 59% ). Part o f  the reason  for th is p h e n o m en o n , w h ich  g o e s  aga in st the 

trad itional ro le  ex p ec ta tio n s , cou ld . H a a v io -M a n n ila  su g g e s ts , b e that the w o 

m en  in th is so c ia l group  have a h igh er  ed u ca tion a l le v e l than the m en . In the 

Q u ality  o f  W ork  L ife  S u rvey , 6 7  per cen t o f  the fem a le  u pp er w h ite -c o lla r  e m 

p lo y e e s  had tertiary ed u ca tion  as aga in st 6 2  per cen t o f  the m en . H ig h ly  ed u ca 

ted  w h ite -c o lla r  w o m en  h ave, in particular, acco rd in g  to  H a a v io -M a n n ila , e m 

b raced  the gen d er  eq u a lity  id e o lo g y  by w h ich  w o m e n  sh o u ld  b e im m ersed  in 

their w ork  at lea st as d eep ly  as m en . On the o th er hand, the h ig h ly  ed u ca ted  

and u pper w h ite -co lla r  w o m en  say  that th ey  a lso  lay  great store by their fa m i

lie s .

W o m en ’s w ork  orien tation  has in any ca se  co m e  c lo se r  to  the m a le  m od e l 

in the 1 9 9 0 s  in that in g iv in g  th e m se lv e s  up to w ork , w o m e n  are n o w  ju st  as l i 

k e ly  to p la ce  fam ily  se co n d  as their m ale  c o lle a g u e s . W om en  an d  m en  still 

th ink  about w ork  ju st as m uch  w h en  th ey  are at h o m e. G u ilt at n e g le c t in g  their  

h o m e s  and fa m ilie s  has b eco m e  m ore co m m o n  a m o n g  m en , w h o  n o w  e x p e 

r ien ce  it m ore than w o m en .

C onsc ious  com prom ises  in  fa v o u r o f  w o rk  o r  fa m ily

T h e Q u ality  o f  W ork L ife  S u rv ey  a lso  ask ed  about the c o n s c io u s  d e c is io n s  the  

in te r v ie w e e s  had m ade in the cou rse  o f  life  in s itu a tion s w h ere  it w a s  d ifficu lt  

to  reco n c ile  w ork  and fam ily . T h e p ercen ta g es o f ’’d o n 't k n o w /n o t a p p lica b le” 

rep lie s  w ere  rather high: 3 - 9  per cen t for w o m en  and as m u ch  as 5 - 1 2  per cen t  

for  m en , d ep en d in g  on the q u estion . T h e unm arried  p e o p le  and th o se  under 3 0  

fo u n d  it m ost d ifficu lt  to  an sw er  the q u estio n s  in th is  grou p  and the ’’d o n ’t 

k n o w ” an sw ers w ere  at tim es  as h igh  as 55 per cent.

G en era lly  sp eak in g , ’’d o n ’t k n o w ” a n sw ers w ere  tw ic e  as co m m o n  am ong  

m en as a m o n g  w o m e n . T h e q u estio n s  w ere  in fact d irected  prim arily  at w o 

m en . A llo w in g  for  the h igh  ’’d o n 't k n o w ” p ercen ta g es  a m o n g  y o u n g  p eo p le ,  

too , it is  p rob ab ly  b est to fo c u s  in the c lo se r  a n a ly s is  o f  th e  resu lts  on  the w o 

m en  a g ed  3 0  or m ore.

C on sid erab le  cau tion  m ust then be ob serv ed  in in terpreting  the resu lts . T he  

rep lies  in the a ffirm ative  to  q u estio n s  about h a v in g  to  co m p ro m ise  b etw een  

w ork  and fa m ily  in d ica te  that the in te rv iew ee  has at so m e  p o in t in  l ife  b een  fa 

ced  w ith  h a v in g  to  m ake su ch  a d ec is io n  and m ade a c o n s c io u s  c h o ic e . A  reply  

in the n eg a tiv e  m ay, on the other hand, m ean  e ith er  that th e  in te r v ie w e e  has 

b een  fa ced  w ith  such  a situ ation  and m ade a c o n sc io u s  c h o ic e , or that the in ter

v ie w e e  has n ev er  b een  fa ced  w ith  such  a situ ation , in  w h ich  c a se  there is no

¡¡¡¡¡I Statistics Finland
75



Table 2.1 7. Compromises in favour of work or family
Wage and salary earners aged over 30, Quality of Work Life Survey 1997

Limited 
number of 
children 
because o f 
work

%

Put off 
having’ 
children 
because of 
work

. .%

Declined 
fan o f
fered! jaö 
for fafnify 
reasons

%

Given up 
own job 

' because of 
move dic
tated by 
partner's 
work

%

Given up 
opportuni
ties for 
additional, 
further Or 
continuing 
education 
for fam ily  
reasons

%

Worked
only
part-time 
for family 
reasons

%

Total 10 9 23 13 20 18

Socio-economic group 
Upper white-collar 
employees 12 16 27 21 29 1B
Lower white-collar 
employees 11 8 24 12 21 19
Blue-collar workers 5 6 18 9 12 14

Level of education
Tertiary level 13 16 31 20 31 19
Upper secondary 9 9 22 11 20 19
Basic or lower secondary 9 5 21 10 11 14

Children
No children 4 9 11 9 8 5
W ith  children (Incl. those 
aged over 18) 11 10 26 13 23 21

Age group
3 0 -3 9  years 10 14 16 10 21 14
4 0 -4 9  years 9 8 25 12 21 21
5 0 -6 4  years 11 7 30 17 19 16

Occupational group 

Technical, scientific, etc. 
work 17 17 28 8 18 15
Educational work 9 10 31 27 35 23
Health care work 12 9 29 15 29 26
Social care work 7 5 23 10 21 12
Administrative manage
ment work 13 28 17 3 10 8
Office work 10 9 20 14 21 18
Commercial work 15 12 27 11 17 20
Transport, agricultural and 
construction work 4 7 27 7 8 11
Manufacturing work 3 6 15 11 9 13
Service work 6 8 17 8 14 15
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k n o w in g  h o w  he or sh e  would have acted. T h e h ig h ly  ed u ca ted  and upper w h i

te -co lla r  w o m en  rep lied  m ore o ften  than the other w o m e n  that th ey  had restr ic

ted  the n um ber o f  ch ildren  th ey  w o u ld  h ave liked  or  had  put o f f  h a v in g  c h il

dren , p o ss ib ly  as a resu lt o f  the lo n g  tim e spent in ed u ca tio n  and the d em and s  

o f  their jo b s . On the other hand, th ese  sam e h ig h ly  ed u ca ted , upper w h ite -c o l

lar w o m en  h ave a lso  m ore often  m ade c h o ic e s  b e tw e en  w o rk  and fa m ily  in fa 

vou r o f  the fa m ily . T h is  m ay to a great ex ten t s im p ly  m ean  that th e se  w o m en  

h a v e  m ore o ften  b een  faced  w ith  a n eed  to  co m p ro m ise  an d /or that th ey  w ere  

m ore aw are than their sisters o f  m ak in g  a co m p ro m ise . T h e  y o u n g e r  the re s

p o n d en ts  are, the m ore lik e ly  they  are, o f  co u rse , n ev er  to  h a v e  b een  faced  

w ith  the n eed  to co m p ro m ise . L im itin g  the n um ber o f  ch ild ren  for  reason s o f  

w ork  or em p lo y m e n t sou n d s so  fina l that the on ly  p e o p le  w h o  can rea lly  a n s

w er  the q u estion  are probably  th o se  w h o  are p ast the ch ild b ea r in g  age.

T h e fo llo w in g  resu lts o f  the 1997  Q u ality  o f  W ork L ife  S u rv ey  w ill b e e x a 

m in ed  on ly  in so fa r  a s they  ap p ly  to in te rv iew ee s  w h o  a n sw ered  so m eth in g  o t

her than ’’d o n ’t k n o w /n o t a p p lica b le” to each  o f  the q u estio n s . T h ey  apply , as 

w a s p o in ted  out, on ly  to  w o m en  o v er  the a g e  o f  3 0 . (T ab le 2 .1 1 .)

O n e w om an  in ten a g ed  3 0  or m ore reported  in the 19 9 7  S u rv ey  that she  

had limited the number o f children due to reasons connected with work or em
ployment. T h is  w a s  true o f  the h ig h ly  ed u ca ted  and u pper w h ite -c o lla r  w o m en  

m ore than o f  the others. O n ly  f iv e  per cen t o f  the b lu e -c o lla r  w o m e n  sa id  they  

had lim ited  the n um ber o f  ch ildren  b eca u se  o f  w ork .

S im ilarly , a lm o st on e  w om an  in ten  a g ed  3 0  or m ore sa id  sh e  had put off 
having children because o f reasons connected with employment. T h is  w a s  m o 
re co m m o n  am o n g  the h ig h ly  ed u cated  and the upper w h ite -c o lla r  w o m e n  than  

a m o n g  the others, and m ore co m m o n  in the 3 0 - 3 9  a g e  grou p  than am o n g  the  

o ld er  o n es . It is  in terestin g  to  n ote h o w  co m m o n  p utting  o f f  h a v in g  ch ild ren  

w a s a m o n g  w o m en  in  ad m in istra tive  m an agem en t o cc u p a tio n s  (28% ) and  

a m o n g  w o m en  em p lo y ed  in  tech n ica l, s c ien tific , e tc ., jo b s  (17% ).

N ear ly  a quarter o f  the w o m en  ag ed  3 0  or m ore sa id  th ey  had given up work 
or declined a job offer for family reasons, the upper w h ite -c o lla r  and  h ig h ly  

ed u ca ted  w o m en  m ore often  than the others. T h e  d iv o r c e e s  and  w id o w s  had  

m ade th is d ec is io n  m ore often  than others (36% ), but a lm o st  o n e  s in g le  parent 

in  three had a lso  d o n e  so  (30% ).

E xam in ation  o f  the issu e  by g en d er  rev ea ls  the in terestin g  fact that the o l

der the w o m en  w ere , the h igh er  the p ercen tage o f  th o se  w h o  had  at so m e  p oin t  

g iv e n  up w ork  or d ec lin ed  a jo b  o ffer  for  fa m ily  rea so n s w a s. O n e in  three  

(31% ) o f  the 5 5 +  group  had d o n e  so  at so m e p o in t in th e ir  liv e s , w h ereas  

a m o n g  the m en  it w a s  m ost co m m o n  in the u n d er-40s. It ap pears on further 

ex a m in a tio n  acco rd in g  to  w h eth er  or n ot the in te rv iew ee  has ch ild ren  that as 

m any as 14 per cen t o f  the fathers ag ed  3 0 - 3 9  sa id  th ey  had g iv e n  up w ork  or  

d e c lin e d  a jo b  o ffer  for fam ily  reason s. T h is  p ercen tage  is  very  c lo s e  to  that for
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the m oth ers in the sam e a g e  group  (16% ). It m ay perhaps b e in terpreted  from  

the resu lts that w h ile  the trad itional, sa cr ific in g  b eh a v io u r  m o d e l is  b eg in n in g  

to lo se  grou n d  am o n g  the y o u n g e st  w o m en , there is m ore room  for  a softer, 

m ore fa m ily -o r ien ted  m o d e l a m o n g  the m en .

Giving up a job because of a move dictated by the spouse's work is m ost  

co m m o n  o f  all a m o n g  the h ig h ly  ed u ca ted  and upper w h ite -c o lla r  w o m en . 

T h is is perh ap s partly ex p la in ed  b y  the strong correlation  b e tw e en  partners’ 

ed u ca tio n a l b a ck grou n d  and b y  th e  fact that h ig h ly  ed u ca ted  p e o p le  are m o st  

often  fa ced  w ith  the n e c e ss ity  to  m o v e  b eca u se  o f  their jo b s . T h e d iv o rc ee s  

and w id o w s  had m o st freq u en tly  m ade su ch  a d ec is io n  (18% ). T h e  p ercen tage  

for th o se  in a partnersh ip  w ith  n o  ch ildren  w as 14, that for  s in g le  parents 13 

and that for  th o se  in tw o-carer  fa m ilie s  12. T he figu res b eh a v e  as on  the pre

v io u s  is su e  w ith  relation  to  age  group  and gender. A m o n g  the w o m en  the d e 
c is io n  is m ost co m m o n  a m o n g  the o ld est  age  grou p s, but a m o n g  the m en  in the  

3 0 - 3 9  a g e  grou p , 8 per cen t o f  w h ich  (1 0  per cen t o f  the w o m en  o f  the sam e  

age) h ave g iv e n  up their  jo b s  b eca u se  o f  the w if e ’s n eed  to m o v e  to anoth er lo 

cality . O n ly  three per cen t o f  the m en  o ld er  than th is had d o n e  so .

T h e upper w h ite -co lla r , h ig h ly  ed u cated  fem a le  e m p lo y e e s  reported  m ore  

often  than the others that th ey  had a lso  given up opportunities for additional, 
further and continuing education for family reasons. T h e ex ten t o f  th is d o es , 

h o w ev er , d ep en d  on h o w  far th ey  h ave b een  o ffered  su ch  op p ortu n ities; due to 

the a ccu m u la tio n  o f  ed u ca tion a l cap ita l, the h ig h ly  ed u cated  h ave had m ore  

op p ortu n ities fo r  further ed u ca tion  than the others -  in other w o rd s, th ey  have  

had the op portunity , or b een  forced , to  g iv e  up su ch  o ffers m ore than the other  

w o m en . E x a m in a tio n  by fa m ily  situation  m akes the s in g le  parents stand  out: 

m ore than o n e  in three (35% ) h ave g iv en  up op portu n ities. T h e  p ercen ta g e  for  

w o m en  in tw o -ca rer  fa m ilie s  is  2 5 , but it is a lso  2 4  for d iv o rc ee s  and w id o w s.

Working only part-time for family reasons is  m ore co m m o n  a m o n g  w h ite -  

co lla r  e m p lo y e e s  than am on g  b lu e -co lla r  w orkers. It has b een  p ractised  m ost  

by s in g le  parents (26% ), fo llo w e d  by  parents in tw o-carer  fa m ilie s  (21% ). In 

other w o rd s, m o st p eo p le  w ork  part-tim e b eca u se  o f  their ch ild ren .

T h e q u e stio n s  on the co m p ro m ise s  m ade b etw een  w ork  and  fa m ily  sh ou ld  

a lso  b e  e x a m in ed  a cco rd in g  to  w h eth er  or n ot th e  in te rv iew ee s  h a v e  ch ild ren . 

T h ese  q u e stio n s  d o  n o t con cern  o n ly  the presen t m om en t, s in ce  the in ter

v ie w e e  w a s a lso  a sk ed  to  co n s id er  d e c is io n s  m ade at so m e  ear lier  p o in t in life . 

It is  therefore  p rob ab ly  not su ff ic ien t  to ex a m in e  the is su e  o n ly  acco rd in g  to  

w h eth er the in te r v ie w e e  h app en s to  h ave ch ildren  under the a g e  o f  18 liv in g  at 

h o m e at the t im e  o f  the in terv iew . S in ce  a lm ost all the o ld er  w a g e  and salary  

earner m oth ers h a v e  taken  at lea st a short m aternity le a v e  after th e  birth o f  

their ch ild ren , the b ack grou n d  variab le  u sed  to d eterm in e m oth erh ood  can  

w e ll b e w h eth er  the in te rv iew ee  has ch ildren  under the a g e  o f  18 at the t im e  o f  

the in terv iew  or w h eth er  sh e has at so m e p o in t in her life  b een  o f f  w ork  b eca u 

se  o f  m atern ity  or parental le a v e  or to lo o k  after her ch ild ren .
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It is  q u ite  o b v io u s  on ex a m in in g  the an sw ers in th is  w a y  that the w o m en  

w h o  h a v e  or h ave had ch ild ren  h ave, i f  fa ced  w ith  the d e c is io n , far m ore often  

ch o se n  in favou r o f  the fa m ily  than the w o m en  w ith  n o  ch ild ren . T h e gen era ti

on  d ifferen ce  is ev id en t here again . A s  m any  as 35  per cen t o f  the m oth ers  

ag ed  5 0  or m ore say th ey  h ave at so m e p oint in th e ir  l iv e s  g iv e n  up w ork  or d e 

c lin e d  a jo b  o ffer  b eca u se  o f  their fam ily ; 19 per cen t h a v e  g iv e n  up a jo b  b e 

ca u se  their h u sb an d ’s jo b  m ean t m o v in g  to anoth er loca lity . T h e  co rresp o n 

d in g  fig u res  for yo u n g er  m oth ers are 19 and 10 per cen t. A s  regards p utting  o f f  

h a v in g  ch ild ren  for reason s o f  w ork , 17 per cen t o f  the w o m e n  ag ed  3 0 - 3 9  

w ith  n o  ch ild ren  said  th is ap p lied  to them , as aga in st o n ly  3 per cen t o f  the w o 

m en  a g ed  5 0  or m ore w ith  no  ch ildren .

Table 2.12. Compromises in favour of work or family 
Women aged 30-39, Quality of Work Life Surveys 1990 and 1997

Limited 
number of 
children 
because of 
work

% _

Put off 
having 
Children 
because 
of work

%

Declined 
fan offered) 
job for 
family 
reasons

%

Given up 
own job 
because of 
move 
dictated 
by
partners
work

%

Given up 
opportuni
ties for 
additional, 
further ar 
continuing 
education 
for family 
reasons

%

Worked
only
part-time 
fo r family 
reasons

%

Total 1990 12 _ 23 12 25 21

Level of education

1997 10 14 1B 10 21 14

Lower/Upper 1990 13 - 20 11 26 22
secondary 1997 9 12 13 9 19 14

Tertiary level 1990 11 - 32 15 22 18

1997

Type of em ploym ent 
relationship

13 19 24 12 25 15

Permanent 1990 12 - 19 11 23 20

1997 10 13 13 9 20 14

Fixed-term 1990 IB - 47 17 40 32

1997 11 17 25 14 23 13

Children

No children 1990 7 - 12 10 12 B

1997 B 17 5 7 5 0

W ith  children 1990 14 - 2B 12 29 2B

1997 11 13 19 10 25 18
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C om prom ises in  fa v o u r o f  w o rk  on the in c re a se

Most of the questions on the compromises made between family and work 
were presented as such in the 1990 Survey already. In order to obtain a picture 
of the trend in the 1990s it is reasonable to limit the examination to, say, 
women in the 30-39 age group (Table 2.12.). The majority of the women un
der 30 have no children and one in three is unmarried; and even those who 
have already set up a family have only a short family history. The replies of the 
women older than this also reflect decisions made perhaps twenty or thirty 
years earlier.

Comparing the replies of the women aged 30-39 in the 1990 and 1997 Sur
veys, it appears that when faced with having to decide between work and fami
ly, work is increasingly taking preference (Table 2.12.). It is interesting to ob
serve the magnitude of this change especially among wage and salary earners 
in fixed-term employment relationships, who have clearly less often used the 
family as a reason for giving up work, declining the offer of a job or training or 
worked part-time only. In view of the high unemployment of the 1990s, many 
have undoubtedly felt unable to take the risk. True, fixed-term employees have 
continued to give up work, decline offers of jobs and training for family rea
sons more often than permanent employees.

Partner alone appears less and less often to be a sufficient reason for decli
ning a chance of a new job or further training, and it is no longer any reason for 
working part-time. Comparison of women with and without children shows 
that the mothers have been far more likely than the women with no children to 
favour the family when faced with the choice of work or family. Nor are the 
changes on 1990 as great for the mothers as they are for the women with no 
children.

One interesting finding is the correspondence between tertiary level of edu
cation and upper white-collar work and the frequency of compromises in fa
vour of the family. The Work and Family survey conducted by the National 
Research and Development Centre for Welfare and Health (Stakes) also found 
that highly educated women had more often made compromises in favour of 
the family than other women. Minna Salmi and Päivi Yli-Pietilä (1998) note 
that a high level of education may offer a chance of progress to a responsible 
position and may, therefore, pose additional challenges for the reconciling of 
work and family. They also suggest by way of explanation that before the re
cession education at least still guaranteed a place on the labour market; hence, 
declining an offer of a particular job did not mean total exclusion from the la
bour market. On the other hand, they also assume that many highly educated 
women are maybe not interested in work opportunities as a means of creating 
a ’’career” if the family suffers as a result: once these women Finally have their 
children (often after some delay), they want to be with them. Many do, no
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doubt, really have to choose between a career and family. For it seems from 
the Survey that it is precisely the women who have chosen a traditional ’’ca
reer” in administrative management who have clearly favoured the family rat
her than work in fewer cases than their sisters.

Maybe the challenging, demanding work often accompanying a high level 
of education and upper white-collar work with its large amount of overtime 
forces women into making a more conscious assessment of the significance of 
the family: unless they are aware of what their family means to them, work 
will easily take over. According to the replies to both the Stakes survey (1998) 
and the Quality of Work Life Survey, highly educated women value family life 
more and gainful employment less than other women. Family rates higher mo
re often (73%) among highly educated women than among others (66%). The 
women in administrative management occupations do not value home and fa
mily life less than other women, but they regard gainful employment as an ext
remely important area of life considerably more often than other women (77% 
vs. 58%).

S um m ary

The majority of Finnish wage and salary earners have a family: a partner 
and/or children. All are forced, daily, some more, some less successfully, to 
reconcile their work and their families. Women have traditionally borne the 
main responsibility for the everyday routines, so this reconciliation is still 
more of a problem for them than for men.

In Finland, unlike in many other European countries, women have not ma
de very widespread use of part-time employment as a means of reconciling 
work and family. They have in this respect been helped by the public day-care 
system, long periods of parental leave and statutory right to time off work to 
care for a small child. These have made the task of juggling between work and 
family easier for the female wage and salary earners (particularly when the 
children are small), but they may even have weakened the labour market posi
tion of women and made their careers more fragmented. They are sometimes 
mentioned as one of the reasons for the high incidence of fixed-term emplo
yment relationships among Finnish women of child-bearing age: the employer 
takes a risk on hiring a woman of child-bearing age since she may be off work 
for years at a time while looking after her children.

The interruptions caused by birth and childcare in the working careers of 
Finnish women have varied. In their day the oldest female wage and salary 
earners often took only a short maternity leave of a few months, or else they 
may have stayed at home for many years to look after their children. The 
younger mothers entitled to parental leave and the home care allowance have 
usually been off work to look after their children for from one to three years.
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Among men, time off to look after the family is gradually becoming more 
common, though the periods off are still rather short. A good half of the fat
hers under the age of 35 in the 1997 Survey had taken at least a short paternity 
or parental leave or otherwise stayed at home to look after their children.

Although men have, over the years, been participating more and more in 
the household work, the bulk of the household chores is still the women’s res
ponsibility. The sharing of the domestic work seems to have worked best on is
sues to do with childcare. The trend towards more even sharing of the chores 
in the 1990s has been most marked in families where the female partner is 
working full time and the man is working part-time or is outside the working 
life. The proportion of such families has increased in the 1990s. At the same ti
me, the reason for the man remaining outside the working life is in these fami
lies increasingly unemployment. Indeed, it could, to exaggerate somewhat, 
thus be said that unemployment has taught men to do the household chores.

Going out to work is most common in the Finnish families with children 
under the age of 18. These families also work most hours. The fathers of small 
children seem to do a longer working week than others, and very much overti
me. Mothers work longer as their children grow older. This is further indicated 
by the fact that the mothers of small children stated more than the other wo
men that their partners worked too hard -  among the men this was felt above 
all by the fathers of children over ten.

The growing pressure of work and competition on the labour markets in the 
1990s are also in evidence when people have to choose between family and 
work. More wage and salary earners than earlier take work home with them, at 
least in their minds, and more feel that they are neglecting their families be
cause of work. More and more women are choosing work when it is difficult 
or even impossible to reconcile work and family. This change is particularly 
marked in the case of wage and salary earners in fixed-term employment rela
tionships. Meanwhile, being in gainful employment has become an increasin
gly important area of life. The change in attitude has been especially clear 
among women from two-carer families with children.

According to Arlie Russell Hochschild (1997), a cultural revolution is right 
now taking place in the status of the home and job. There is a touch of the sa
cred in the traditional concept of the family, and something almost profane 
about work: in the family love, affection, respect, social relations are values in 
themselves; the home is a haven providing refuge from the cruel world of 
work demanding efficiency where the human being is not an individual but a 
mere number.

For an increasing number of middle-class Americans work has, according 
to Hochschild, nevertheless gradually become a place embodying values tradi
tionally associated with the home and family, such as respect, social relations, 
experiences of proving oneself and success. For growing numbers of people
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work is no longer just an economic necessity, it is a diversiform cultural value 
in itself.

Correspondingly, the home is, for a growing number of people, no longer a 
place in which to relax and regain their strength. As work demands more and 
more of their time and commitment, the home has become a sort of second job 
waiting in the wings and carrying demands, obligations, family members beg
ging attention, conflicts and a backlog of household work. The time concept 
and efficiency cult of the working life are being transferred to the home: peop
le are trying to respond to the demands on their time made by the partner and 
children with ’’quality time”: intensive time spent together in almost Tayloris- 
tic fashion. Home life nowadays takes in more and more of what were once 
considered the most alienating aspects of work. The reason why more people 
feel more ”at home” while at work than with their families is, according to 
Hochschild, simply that they feel more respected and competent at work than 
at home; what is more, all kinds of support and assistance are closer at hand at 
work than at home. The employer provides remuneration for work done; the 
children do not give medals for good parenthood. Work, which can comple
ment and at best even improve family life, has in the past few decades begun, 
according to Hochschild, to compete with the family, and won.

The vision put forward by Hochschild does, while rather exaggerated, 
describe the work-oriented American middle class. As such it is, however, an 
interesting precept and provides food for thought in a Finnish context, too.

ijjjll Statistics Finland
83



S ources

Haavio-Mannila Elina (1984): Perhe hoiva- ja  tunneyhteisöna. (Family as a ca
ring and feeling environment, in Finnish only.) In: Haavio-Mannila Elina, 
Jallinoja Riitta. Strandell Harriet (1984): Perhe, työ ja tunteet. Ristiriitoja ja 
ratkaisuja. (Family, work and feelings. Conflicts and solutions, in Finnish 
only.) WSOY.

Hochschild Arlie Russell (1997): The Time Bind When Work Becomes Home 
and Home Becomes Work. Metropolitan Books. New York.

Julkunen Raija, Nätti Jouko (1995): Muuttavat työajat ja työsuhteet. Työpo
liittinen tutkimus 104. Työministeriö. (Changing working hours and em
ployment relationships. Labour Policy Study 104. Ministry of Labour, in 
Finnihs only)

Kempeneers, M. and Lelièvre, E., (1991) "Famille et emploi dans l'Europe 
des Douze”. Eurobaromètre 34: Modes de vie dans la Communauté eu
ropéenne, Report to the European Commission, December.

Lammi-Taskula Johanna: Aikaa työlle, aikaa perheelle. Työ ja perhe 2/97. Sta
kes. (Time for work, time for family 2/97. STAKES, National Research 
and Development Centre for Welfare and Health, in Finnish only)

Le Feuvre Nicky (1998): Women, Work and Employment in Europe. 
Http://www.helsinki.fi/science/xantippa/wee/wee22.html.

Luoma-Aho Kirsti (1983): Perhe teollistuvassa yhteiskunnassa. Sosiaalipoli
tiikan pro gradu-tutkielma. HY 1983. (Family in the industrialising society. 
Undergraduate thesis. University of Helsinki. 1983, in Finnish only)

Melkas Tuula (1998): The Gender Barometer 1998. Statistics Finland, Coun
cil for Equality. Official Statistics of Finland. Social Statistics 1998:1 Gen
der Statistics.

Niemi Iiris (1984): Kotityön harhat. Sosiologia 21 (Illusions of household 
work) 1984:3 pp.211-218.

Phillips Derek L. (1971): Knowledge from what? Theories and Methods in 
Social Research. Rand McNally, Chicago.

Reuna Veera (1997): Perhebarometri 1997. Väestötutkimuslaitos. Katsauksia E 
3/1997. Väestöliitto. (Family barometer 1997. The Population Research 
Institute. Reviews E 3/1997. The Family Federation of Finland, in Finnish 
only)

Salmi Minna & Yli-Pietilä. Päivi: Kompromissit työn ja  perheen yhteensovit
tamisessa. Työ ja perhe 2/98. Stakes. (Compromises in reconciling family 
and work. Work and Family 2/98. STAKES, National Research and Deve
lopment Centre for Welfare and Health, in Finnish only)

Sauli Hannele (1998): Perheet ja  työ. (Families and work) In: Työ. aika ja elä
mänvaiheet. (Work, time and stages of life) The Finnish EU Labour Force

84
¡¡¡[It Statistics Finland

Http://www.helsinki.fi/science/xantippa/wee/wee22.html


Survey 1995-1997. Official Statistics of Finalnd. Labour Market: 1998:9. 
Statistics Finalnd. In Finnish only.

Virmasalo Ilkka: Puolisoiden työmarkkina-asemien välisestä yhteydestä. 
Janus teema 98. (On the connection between spouses’ labour market posi
tions. 1998 theme in the Social policy and research periodical Janus, in Fin
nish only.)

ijjjj! Statistics Finland
85





Hanna Sutela

.c<

Equality, fair treatment, and social 
relationships of a workplace

Occupationally, the structure of the Finnish wage and salary earning popula
tion is highly segregated. More than two out of three (69%) of the female wage 
and salary earners do job tasks which in their workplace are only, or mostly, 
done by women. An equally large proportion of the male wage and salary 
earners do tasks which in their workplace are only, or mostly, done by men. 
These proportions have contracted slightly from 1984. One man in six and one 
woman in five do work which in their workplace is done by both men and 
women. However, the numbers of men doing female-dominated jobs and 
women doing male-dominated jobs are still quite small. (Table 3.1.)

In the following, I shall use the term female-dominated for those 
workplaces where the employees doing similar job tasks are all, or mostly,

Table 3.1. Gender o f co-workers doing similar tasks
Proportion of wage and salary earners, Quality of Work Life Surveys 1984, 1990 and 
1997
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Total
1984 23 14 14 14 28 7
1990 22 18 14 18 22 6
1997 20 20 18 14 20 7

Women
1984 48 25 15 3 2 7
1990 42 30 15 5 1 6
1997 37 33 20 4 1 6

M en
1984 1 3 12 24 53 8
1990 1 5 13 31 44 7
1997 1 6 17 25 43 7
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women (with the exception of a possible male interviewee), and the term 
male-dominated for those where the employees are ’’all”, or mostly, men. 
Mixed fields are those where both women and men perform similar job tasks.

Female-dominated workplaces are commonest among those working in the 
fields of social care (88%), health care (77%) and hotel and restaurant services 
(72%), but the workplaces of 60 per cent of those working in education are 
also female-dominated. Mostly male-dominated workplaces are found among 
those working in occupations in construction (87%), manufacturing (65%) 
and transport (64%). Those belonging to the occupational groups of adminis
trative management, agriculture and education mostly work in mixed fields 
(28-29%). In the workplaces of one in four in the technical, scientific, etc. 
fields, and in office work, women and men perform similar job tasks.

Comparisons of the Survey results for the different years show a strong in
crease in female-domination in the educational field. In 1984, forty-five per 
cent of the women in educational occupations worked at female-dominated 
workplaces, in 1990 the proportion had gone up 60 per cent and by 1997 it was 
as high as 71 per cent. Women’s proportion has also clearly increased in ad
ministrative management occupations. In 1984, all or most of the co-workers 
doing similar job tasks of one in ten of the wage and salary earners in these oc
cupations were women, while under a quarter (23%) had both male and female 
co-workers. In 1997, one in four (26%) of those in administrative management 
occupations said that the persons doing similar job tasks to theirs were only, or 
mostly, women, while 29 per cent stated that they had both male and female 
co-workers.

Contrastingly, levelling off can be observed in the occupational group of 
office work, for example, as the ADP field within the group employs an in
creasing number of wage and salary earners. Men do not do much more secre
tarial work than before. In 1984, both men and women performed similar job 
tasks at the workplaces of only one in ten (11%) of office professionals. By 
1997, the proportion had gone up to one in four (24%).

Female-dominated workplaces are mostly found in the municipal sector. 
The workplaces of over 80 per cent of women and good 20 per cent of men in 
this sector are female-dominated. The situation is reversed in the private sector 
where the workplace of three man in four is male-dominated. The segregation 
is the least pronounced in the central government sector, where 26 per cent of 
the wage and salary earners say they do job tasks done by both men and 
women at their workplace.

S a tis fa c tio n  w ith  e q u a lity  va ries  b y  s e c to r

A general question about the accomplishment of equality at the workplace was 
included for the first time in the 1997 Quality of Work Life Survey, so compar
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ative data with the past are, therefore, not available. One in five respondents 
could not answer the question or did not consider it applicable in their case. 
This applied mainly to the interviewees whose co-workers were all of the 
same gender as them. Only two per cent of those working in mixed fields 
chose the ’’don’t know” alternative. The number of ’’don’t know” replies de
creased pro rata to the increase in the number of employees at a workplace and 
the ascending socio-economic group of the interviewee. These replies are not 
included in the following examination.

Men’s and women’s perceptions of the accomplishment of equality at 
workplaces are very much in line with each other, but women seem on the 
whole slightly more dissatisfied with the situation than men. (Figure 3.1.) 
Most of the wage and salary earners regarded the situation at their workplace 
quite, or very, good. However, one in three women and a good quarter of men 
stated that gender equality had been accomplished no more than averagely. To 
a great extent, this would agree with the results of the 1998 Gender Barometer 
(Melkas, 1998) if the proportions of the replies exclusive of the ’’don’t knows” 
are taken into accounts.

The perceptions of the two genders of the accomplishment of gender equal
ity differed from each other mainly in the central government sector. The 
women in the central government sector expressed the greatest dissatisfaction 
with the accomplishment of gender equality: nearly half of them said that gen
der equality had been achieved no more than averagely at their workplace. 
Contrastingly, the men in the central government sector were the most satis
fied with the gender equality at their workplace: over 80 per cent of them re
garded the situation as extremely, or quite, good. The women most satisfied 
with the situation worked in the municipal sector, while the most critical men

Figure 3.1. H ow  w ell gender equality has been accom plished a t the w ork
place

By gender and employer sector, Quality of Work Life Survey 1997*
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worked in the private sector. (Figure 3.1.) In the municipal and private sectors, 
upper white-collar and highly educated employees were the most satisfied 
with the realisation of equality, while blue-collar workers and those with basic 
or lower secondary education were the most dissatisfied. In the central govern
ment sector, those with upper secondary education, blue-collar workers and 
lower salaried employees regarded the situation as the most satisfactory.

Regardless of family situation, nature of employment relationship or em
ployer sector, young women appeared to be distinctly more satisfied with the 
equality at their workplace than their sisters of more mature years were. Of the 
women, one in three under 30 (34%), one in four between 30 and 44 (25%) and 
one in five aged 45 or over (20%) thought that equality had been extremely 
well accomplished at their workplace. Criticism and negative experiences 
seem to increase along with age. According to Päivi Korvajärvi (1998), 
women have a tendency to view sexual discrimination as a distant social issue, 
not as something occurring at their own workplace. The more negative experi
ences and age the women accrue, the more difficult it must become for them to 
turn a blind eye to these experiences.

Equality seemed to have been best achieved at those workplaces where 
men and women did similar job tasks. (Figure 3.2.) Nearly three out of four of 
women and almost 90 per cent of men working in mixed fields regarded the 
equality at their workplaces as extremely, or quite, good. The men working in 
female-dominated workplaces saw equality at their workplaces as notably 
better than the women working in female-dominated fields viewed theirs. The 
perceptions of both men and women in male-dominated fields of the accom
plishment of gender equality agreed to a large extent.

Figure 3.2. H ow  w e ll gender equality has been accom plished a t the w ork
place

By female/male dominance of workplace, Quality of Work Lifer Survey 1997*
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Both women and men expressed the greatest satisfaction in the accom
plishment of equality where their immediate superior was a woman and not a 
man. The size of the workplace would also seem to correlate clearly with the 
extent to which equality had been achieved. The smaller the number of em
ployees at the interviewee’s establishment was, the more likely the respondent 
was to express high satisfaction with the achievement of equality. This view 
was held by 37 per cent of those working at establishments with fewer than 10 
employees and 23 per cent of those at establishments with over 100 employ
ees.

Examined by occupational group, the wage and salary earners in the fields 
of education and health care were the most satisfied: 41 per cent of women and 
as many as 60 per cent of men replied that gender equality had been extremely 
well accomplished at their workplace. The next occupational group were hotel 
and restaurant employees of whom 43 per cent regarded equality as very well 
realised. Only just under one fifth of those in manufacturing and agricultural 
occupations and only 23 per cent of construction employees regarded the situ
ation as extremely good. The number of those with an entirely opposite view, 
i.e. who thought equality had been extremely poorly achieved at their work
place, was the largest among those in social care occupations, of whom one in 
ten held this view. Seven per cent of those in manufacturing, transport and ag
ricultural occupations also expressed a similar view.

D is c rim in a tio n  m o s t w id e sp re a d  
in  the c e n tra l g o ve rn m e n t s e c to r

Since 1990, two sets of questions have been used in the Quality of Work Life 
Surveys to find out how widespread discrimination or unequal treatment is at 
workplaces. Apart from establishing the spread of discrimination, the ques
tions are also designed to give information about the bases on which discrimi
nation takes place, as well as the situations in which it occurs.

If the reasons for discrimination are examined, it does not look as if un
equal treatment has either increased or decreased much in the 1990s. This is 
true even in respect of age, despite today’s frequent talk about age discrimina
tion. The question used in 1990 inquired about the occurrence of age-related 
discrimination in general, but in 1997, the respondents were asked separately 
about discrimination on the basis of young age and old age. In 1997, the pro
portion of those at whose workplace age discrimination occurred either on the 
basis of young age or old age, or both, was the same as the proportion of those 
who in 1990 had observed age discrimination in general, which was 16 per 
cent. Similarly, the question in 1990 inquired about sexual discrimination in 
general, whereas in 1997, discrimination against women and men was asked
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about separately. The proportion of those respondents at whose workplace dis
crimination against women or men, or both, took place was 11 per cent in 
1997. This differed very little from the findings in 1990, when 12 per cent of 
the wage and salary earners said gender-related discrimination occurred at 
their workplace.

There was a slight reduction in discrimination on the basis of political 
views in 1997 compared to 1990 (4% vs. 6%), and also in discrimination on 
the basis of activity in the trade union movement (4% vs. 5%). There was no 
change between 1997 and 1990 in the observed discrimination based on hav
ing a family. From 1990 to 1997, the overall proportion of those who had ob
served discrimination based on favouritism at their workplace decreased by 
one percentage point. The proportion of women who had detected this type of 
discrimination did increase by one percentage point (22% vs. 23%), but men’s 
corresponding proportion decreased from 21 to 18 per cent. The number of 
those who had noticed discrimination based on ethnic background, nationality 
or colour increased by around one percentage point from 1990. This may, ad
mittedly, be explained by the fact that there was also a sharp increase in the 
number of foreigners in Finland in the early years of the 1990s, in other words, 
there are generally more employees than before who have co-workers of 
non-Finnish ethnic origin. In the 1990 Survey, the respondents were not asked 
about discrimination based on fixed-term or part-time employment relation
ship, so no comparison data are available on this aspect.

In the 1997 Survey, men had noticed at their workplaces more discrimina
tion on the basis of young age, political views and activity in the trade union 
movement than the women had at theirs. More women than men thought that 
there was discrimination at their workplace on the basis of the female gender, 
having a family, favouritism and nature of employment relationship. Discrimi
nation based on old age, the male gender, ethnic background, nationality or 
colour had been observed by men and women roughly equally frequently. Es
tablishment size seems to correlate direct with the occurrence of almost any 
type of discrimination: least discrimination was detected at the smallest estab
lishments and most in establishments with over 100 employees. It should be 
borne in mind, however, that there are also more observers of an isolated case 
of discrimination in large workplaces than in small ones.

Favouritism was the most often quoted reason for unequal treatment. (Table 
3.2.) It had been observed by one in five wage and salary earners at their work
place, most frequently by far by those working in the central government sec
tor. The wage and salary earners of male-dominated workplaces had not ob
served favouritism-based discrimination quite as often as those employed at 
female-dominated or mixed field workplaces had. What is interesting is that in 
women’s opinion this kind of discrimination occurs more often where the su
perior is male, while in men’s opinion it is more prevalent where the superior 
is female. Those employed in the educational field had made the largest num-
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Table 3.2. Occurrence of discrimination or unequal treatm ent in work 
organisation

Proportion of wage and salary earners by basis of discrimination and employer 
sector, Quality of Work Life Survey 1997

Basis of Employer
d is c r im in a t io n Tota l

W o m e n

%

M e n

%

C e n tra l
g o ve rn m e n t

W o m e n  M e n

%  %

M u n ic ip a l ity

W o m e n  M e n  

% %

P riva te

W o m e n

%

M e n

%

Age, young 8 11 6 14 8 8 8 11

Age, old 11 10 13 12 8 9 12 10
Sex, female 12 6 21 10 7 4 15 6
Sex, male 3 3 2 - 3 4 3 3

Political views 3 5 3 1 4 8 3 5
Activity in the trade 
union movement 4 6 4 2 3 7 5 6
Having a family, 
being pregnant 10 3 7 3 9 1 11 4

Favouritism 23 18 34 28 20 17 23 18
Race, nationality or 
colour of skin 4 4 2 _ 2 3 4 5
Temporary or 
part-time employ
ment relationship 16 13 22 18 20 17 12 13

ber of observations of favouritism-based discrimination at their workplaces. 
The phenomenon was most familiar to upper white-collar employees of whom 
one in four said that it was taking place.

Quite a number (15%) had also noticed at their workplace discrimination 
on the basis of temporary or part-time employment relationship. This kind of 
discrimination seems to be clearly more frequent in the public than in the pri
vate sector and, moreover, at female-dominated workplaces. Fixed-term em
ployment relationships are relatively common in precisely female-dominated 
workplaces in the public sector. Of the men, those in upper white-collar posi
tions had made the largest number of these observations, but women in all 
socio-economic groups had observed it equally frequently. Those working in 
health care occupations rose above all others: 28 per cent of them said there 
was discrimination or unequal treatment based on the nature of employment 
relationship at their workplaces. The phenomenon was also quite commonly 
noted by those working in educational occupations, of whom one in five had 
noticed it.

Every tenth wage and salary earner had detected unequal treatment on the 
basis of old age at their workplace. Those working in the municipal sector had 
observed if slightly less frequently than the wage and salary earners in the cen
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tral government or private sector had. Male lower white-collar workers and fe
male blue-collar workers had observed more discrimination directed towards 
the aged than the other respondents had. Examined by occupational group, 
those in technical, scientific, etc. and service occupations had slightly more 
frequent observations of it than the others. Those aged over 45 reported of dis
crimination more often than their younger counterparts did.

Almost one tenth of the interviewees had also noticed discrimination or un
equal treatment on the basis of young age at their workplace. This was most 
commonly reported by those concerned, i.e. wage and salary earners aged un
der 30. It seemed to be most widespread in manufacturing and construction 
occupations, as 15 per cent of those working in them expressed this opinion. 
Consequently, blue-collar workers and those employed at male-dominated 
workplaces had made more observations of this type of discrimination than 
the others had.

Discrimination based on the female gender had also been observed by just 
under one tenth of wage and salary earners, and twice as frequently by women 
as by men. Particularly women in the 3CM4 age group (15%), upper 
white-collar employees and women working in male-dominated fields had no
ticed discrimination more often than the others. The phenomenon is even more 
pronounced in the central government sector: as many as one fifth of the fe
male wage and salary earners in this sector reported of unequal treatment to
wards their gender. Men had observed it mostly in commercial occupations 
and women in manufacturing occupations (22%) as well as in administrative 
management and office work positions (19%).

Discrimination based on having a family or being pregnant would seem to 
be most common in the private sector. The most frequent observations of this 
had been made by wage and salary earners aged under 45 and by women -  es
pecially those in male-dominated workplaces. Women had observed it mainly 
in commercial occupations and men in administrative management occupa
tions. With women, socio-economic group had very little bearing on the mat
ter, but with men those in upper white-collar positions had observed the most 
discrimination.

Five per cent of wage and salary earners, and particularly men in the municipal 
sector, reported of discrimination on the basis of activity in the trade union move
ment. This was most commonly reported by men in the municipal sector. It was 
the least pronounced in the central government sector. Four percent of employees 
reported of discrimination on the basis of political views. It was, again, most com
mon in the municipal sector, especially according to male employees.

Discrimination on the basis of ethnic background, nationality or colour was 
most commonly reported in the private sector, the least in the central 
government sector.

All in all, four per cent of wage and salary earners had noticed discrimina
tion of this kind. Even fewer, or three per cent, reported of discrimination di-
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Figure 3.3. Occurrence of discrimination based on fa vouritism  
By extent of competitive spirit at the workplace, Quality of Work Life Survey 1997

%

Women Men

I  Total EH None ■  Some *  Quite a lot f f l A lot

rected towards the male gender at their workplace. Women and men had ob
served this kind of discrimination equally frequently, but the men in fe
male-dominated workplaces reported the largest number (5%) of incidents in
volving this kind of discrimination.

The presence of competitiveness at a workplace is clearly linked with the 
occurrence of all types of discrimination. At workplaces where competitive
ness was high the proportion of those who had observed discrimination to
wards women, or on the basis of having a family, was five-fold compared to 
workplaces with next to no competitiveness. The connection seems to be par
ticularly striking between the discrimination based on favouritism observed 
by women and the prevalence of competitiveness at a workplace. (Figure 3.3.)

Discrimination based on favouritism appears to be particularly common at 
workplaces where the pace of work has increased in the past few years, where 
major changes were due to take place, and which the interviewees regarded as 
financially unstable. At these workplaces, discrimination on the basis of, 
among other things, old age, having a family or the nature of employment rela
tionship was more widespread than at other workplaces.

E very fifth  w om an has e xp e rie n ce d  d is c r im in a tio n

Approximately one woman in five (19%) and a good tenth (13%) of men re
ported that they had personally experienced discrimination at their workplace 
for a reason listed on the Survey questionnaire. Most of them had experienced 
unequal treatment on the basis of just one reason. Every third woman and ev
ery fourth man who had personally experienced discrimination said there had 
been more than one reason.
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Personal experiences of discrimination were the most common in respect 
of discrimination based on favouritism. Eight per cent of women and 7 per 
cent of men felt that they had been subjected to this type of unequal treatment. 
The experiences were the most frequent in the central government sector, in 
which they were familiar to 16 per cent of the female employees and to one in 
ten of the male ones. Those aged 30 to 44, or employed in mixed fields, as well 
as upper white-collar employees, reported the largest numbers of experiences 
of this kind of discrimination.

Five per cent of women had experienced discrimination at their workplace 
on the basis of the female gender; upper white-collar employees and women in 
the central government sector more often than the others. Eight per cent of the 
women working under male supervision and less than 3 per cent of those 
working under female supervision had experienced discrimination on the 
grounds of their female gender. As many as 18 per cent of the female employ
ees at male-dominated workplaces had encountered discrimination because of 
their female gender. The women aged between 30 and 44 reported the largest 
number of these experiences.

Five per cent of women and 3 per cent of men had experienced discrimina
tion on the basis of their temporary or part-time employment relationship. 
These experiences were more common than average with the women in the 
municipal sector and with the men in the central government sector. More than 
one in ten (13%) of female fixed-term employees and as many as just under 
one tenth (9%) of female part-time employees felt that they had received un
equal treatment on the grounds of the nature of their employment relationship. 
This experience was equally common among fixed-term and part-time male 
employees alike of whom 8% felt they had been subjected to discrimination of 
this kind.

Seven per cent of the wage and salary earners aged under 30, and women 
more often than men, said they had experienced discrimination on the basis of 
young age at their workplace. The proportion in respect of all wage and salary 
earners was 3 per cent. The belittling of young age seems especially to come 
from the same gender as one’s own, for women’s experiences were the most 
common at female-dominated and men’s at male-dominated workplaces. 
Young blue-collar workers reported the largest number of such bitter experi
ences.

Experiences of discrimination on the grounds of old age were the most fa
miliar to wage and salary earners aged over 55. Eight per cent of the women 
and 7 per cent of the men in this age group saw themselves as having been sub
jected to age discrimination. Even in the 45-54 age group this was familiar to 
5 per cent of women and 3 per cent of men. The overall proportion in respect 
of all wage and salary earners was around two per cent. Socio-economic group 
had little or no significance in this respect, but employees in the municipal sec
tor had gathered slightly more experiences of this kind than the others had.
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Anne Kouvonen (1999) has analysed the occurrence of age discrimination in 
more detail using data from, among other things, the Quality of Work Life 
Surveys.

Only 0.5 per cent of men but 4 per cent of women had personally encoun
tered unequal treatment on the basis of having a family or pregnancy. Six per 
cent of the women in the 30-39 age group felt they had been discriminated on 
the basis of having a family. These experiences were the commonest among 
those in lower white-collar positions, employees in female-dominated 
workplaces and women in the municipal and private sectors, but not to any 
great extent among the wage and salary earners in the central government sec
tor.

A good one per cent of wage and salary earners said they had personally ex
perienced discrimination on the basis of their activity in the trade union move
ment while just under one per cent had experienced it because of their political 
views. Around one per cent of men had experienced discrimination or unequal 
treatment directed towards the male gender at their workplace and even fewer 
than this had personal experiences of discrimination on the basis of ethnic 
background, nationality or colour.

D is c r im in a tio n  s itu a tio n s

In the 1997 Quality of Work Life Survey, situations where unequal treatment 
or discrimination had taken place were asked about separately in respect of 
current workplace on the one hand, and previous workplaces on the other. The 
potential situations listed on the questionnaire were: time of hiring, remunera
tion, advancement opportunities, access to training, receiving of information 
and the attitudes of co-workers or superiors.

It transpired that one woman in three (32%) and one man in four (25%) felt 
they had been unequally treated at their current workplace in at least one of the 
listed situations. In other words, their number exceed the number of those 
wage and salary earners who said they had been discriminated against at their 
workplace for a reason listed on the questionnaire. Unequal treatment can, of 
course, also take place in many situations other than the ones listed on the 
questionnaire. One in four of those who had experienced discrimination at 
their workplace did not pinpoint any one of the listed situations as the one in 
which the discrimination occurred. In other words, they had experienced un
equal treatment in other contexts.

Experiences of discrimination or unequal treatment at the current work
place were more common among women than men in respect of all other situ
ations except remuneration and time of hiring. In these two situations discrim
ination was equally familiar to both genders. The wage and salary earners in
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Table 3.3. Experiences o f discrimination or unequal treatm ent a t current 
workplace

By gender and employer sector, Quality of Work Life Survey 1997

A t th e  t im e  
o f h ir in g

%

In  re m u n e r
a tio n

%

In a d vance 
m e n t o p 
p o r tu n it ie s

%

—  

In access  to  In re ce iv in g  
tra in in g  in fo rm a tio n

% %

In  th e  a t t i 
tu d e s  o f  
o th e rs

%

Total 3 12 6 8 14 13
Central government 5 18 14 11 17 22
Municipality 4 10 6 12 15 13
Private 2 12 6 7 14 12

Total, women 3 12 7 10 16 16
Central government 3 21 16 15 21 26
Municipality 4 9 6 13 15 15
Private 2 13 7 8 16 15

Total, men 3 12 5 6 12 10
Central government 6 14 11 6 11 17
Municipality 4 13 6 10 13 10
Private 2 12 5 6 12 9

the central government sector had amassed the largest numbers of negative ex
periences in almost all of the listed situations. Those at small workplaces had 
again experienced less unequal treatment than the wage and salary earners at 
large workplaces had.

The commonest discrimination situation was unequal treatment experi
enced in receiving information, which was familiar to 14 per cent of wage and 
salary earners, and up to one fifth of the women in the central government sec
tor. Those in the 30-44 age group had the most frequent experiences of this. 
With women, the situation was the commonest among white-collar employ
ees, while no great differences by socio-economic group were evident among 
men. All in all, one in five wage and salary earners said they had experienced 
discrimination in receiving information at some stage during their working ca
reer, either at the current, or previous, workplace.

One woman in six (16%) and one man in ten had experienced at their cur
rent workplace unequal treatment connected with the attitudes o f co-workers 
and superiors. The proportion was by far the largest among the wage and sal
ary earners in the central government sector. Yet again, those in the age group 
of 30 to 44 had amassed the largest numbers of these experiences and female 
white-collar employees more often than blue-collar workers. Every fifth wage 
and salary earner had encountered discrimination manifested in the attitudes 
of others at some point in their working career.
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The central government sector again distinguishes itself as regards experi
ences of discrimination or unequal treatment on the basis of remuneration. 
More than one in ten of the wage and salary earners of both genders, and as 
many as one in five in the central government sector, had experienced discrim
ination in this respect at their current workplace. The experiences were the 
most common in the 30 to 44 age group, and at male-dominated workplaces, 
where every fifth female employee said she had been subject to discrimination 
in respect of remuneration. Male blue-collar workers said slightly less often 
than other men that they had experienced unequal treatment in respect of re
muneration, whereas with women the situation was the most familiar to lower 
white-collar employees. All in all, one fifth of all wage and salary earners had 
experienced discrimination relating to remuneration at some point in their 
working career.

The women in the central government sector had also the largest number of 
experiences of discrimination in access to training, while with men this expe
rience was commonest in the municipal sector. All in all, just under one tenth 
of all wage and salary earners felt that they had been subjected to this kind of 
unequal treatment at their current workplace. These experiences were more fa
miliar to those aged under, rather than over, 45, and the most common among 
lower white-collar employees. The proportion of those discriminated against 
was almost double among the wage and salary earners working at fe
male-dominated workplaces compared to the wage and salary earners working 
at male-dominated workplaces. Altogether 13 per cent stated that they had 
been subjected to unequal treatment in respect of access to training at some 
point during their working career.

Unequal treatment in respect of advancement opportunities is also particu
larly widespread in the central government sector. All in all, 6 per cent of wage 
and salary earners felt that they had been discriminated against in this respect 
at their current workplace. Those aged over 30 had more experiences of it than 
did their younger counterparts at the start of their working careers. To women 
the situation was the most familiar at male-dominated workplaces and among 
upper white-collar employees. A good one tenth (13%) of wage and salary 
earners had experienced discrimination in respect of advancement opportuni
ties at their current, and/or at a previous workplace.

Three per cent of wage and salary earners had encountered discrimination 
at the time o f hiring at their current workplace, and there was hardly any dif
ference in this between the genders. Again, this kind of discrimination was ex
perienced most in the central government sector, which may be connected 
with the prevailing practices in filling open posts. The situation was more fa
miliar to white-collar employees and those employed at female-dominated 
workplaces. Every tenth wage and salary earner felt that he or she had been 
subjected to discrimination in a hiring situation.
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Fixed-term wage and salary earners had twice as many experiences of un
equal treatment at the time of hiring than permanent wage and salary earners 
did, when all the encountered situations during working career were included. 
The fixed-term employees also had more experiences than permanent employ
ees of discrimination in respect of receiving information and the attitudes of 
others, and female fixed-term employees had experienced distinctly more fre
quently than female permanent employees discrimination in access to training. 
Contrastingly, fixed-term employees did not feel that they had received un
equal treatment more frequently than permanent employees in remuneration 
or advancement opportunities.

Causes fo r  d is c r im in a tio n  and  its  fre q u e n c y

As already explained, female wage and salary earners were asked in the Qual
ity of Work Life Survey whether they had experienced discrimination or un
equal treatment based on the female gender. They were also asked in what 
kinds of situations they had encountered the unequal treatment -  whether on 
the grounds of gender or something else. In the Gender Barometer (Melkas 
1998) the subject area was approached somewhat differently. The interview
ees were asked whether they had experienced their gender as an encumbrance 
in different situations in working life.

Discrimination is a far stronger expression than the experiencing of an en
cumbrance is. Consequently, the proportions of those women who had experi
enced unequal treatment or discrimination on the grounds of their gender were 
considerable smaller in the Quality of Work Life Surveys than the proportions 
of women who had experienced their gender as an encumbrance were in the 
Gender Barometer. According to the Gender Barometer, over half (57%) the 
women had felt that their gender had posed a problem in at least one of the sit
uations mentioned in the Barometer. The most commonly quoted situations 
were remuneration, advancement opportunities and distribution of pressure at 
work.

In the Quality of Work Life Survey, those subjected to discrimination were 
not asked what they themselves thought the reason was. Cross-tabulation of 
the reasons and situations in respect of those respondents who had experi
enced discrimination does, however, yield some data on the kinds of reasons 
that were in the background to the different situations. Or, conversely, the 
kinds of situations in which those who had been discriminated against had ex
perienced the unequal treatment.

The proportions of those who had experienced discrimination at the time of 
hiring were the highest in respect of those wage and salary earners who felt 
they had been discriminated against on the grounds of the male gender, politi
cal views or activity in the trade union movement. Relatively the largest pro-
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portions of those discriminated against in remuneration were found among 
those discriminated against because of the female gender, and ethnic back
ground. Discrimination in advancement opportunities was experienced most 
by those discriminated against on the grounds of their gender (male or female) 
or ethnic background. Relatively the largest numbers of those discriminated 
against in access to training were found among those discriminated against on 
the grounds of old age and nature of employment contract, and of those dis
criminated against in receiving information among those discriminated 
against because of old age, the female gender and political views. Discrimina
tion relating to the attitudes of superiors and co-workers has manifested itself 
most frequently among those wage and salary earners who have felt they have 
been discriminated against because of the female gender, political views, ac
tivity in the trade union movement and favouritism.

Thus, the women who had been discriminated against because of their gen
der had amassed more frequent experiences of discrimination, on average, 
than those who had been discriminated against for other reasons had in situa
tions relating to remuneration, advancement opportunities, receiving informa
tion and the attitudes of others.

In tim id a tio n  a t w o rk

Besides inquiring about discrimination, the Quality of Work Life Survey in
cluded questions on the frequency and occurrence of intimidation at work. In
timidation at work, or workplace bullying, was defined to mean the isolation 
of a member of the work community, voiding/nullifying of the results of 
his/her work, using threatening behaviour, telling stories behind his/her back 
or exerting on him/her some other form of mental pressure. The interviewees 
were asked whether there was this kind of behaviour at their workplaces, and 
whether they themselves had been -  or were presently -  subjected to it at their 
current, or previously at another, workplace.

Workplace discrimination and intimidation would seem relate to each other 
quite closely. Those wage and salary earners who said there was discrimina
tion on various grounds at their workplaces also said more often than average 
that intimidation was prevalent at their workplaces. The better gender equality, 
for example, has been accomplished at a workplace, the less there is also likely 
to be workplace intimidation.

Those who have experienced discrimination have also amassed far more 
personal experiences of intimidation than those who have escaped discrimina
tion altogether. Intimidation is a process in which the target often becomes 
marked in the eyes of the whole work community: others begin to regard him 
or her as a difficult person, incapable of co-operation; he or she withdraws 
from the work community or, at worst, from the working life altogether (Vartia
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1993, 1998). Compared to those not subjected to intimidation, those who were 
experiencing it at their current, or had experienced it previously at another, 
workplace were receiving twice as much unequal treatment in, for example, 
hiring situation, remuneration, advancement opportunities or access to train
ing, and even three or four times as much in situations relating to receiving in
formation or the attitudes of co-workers or superiors.

Women seemed to encounter workplace intimidation more often than men. 
Forty-four per cent of female wage and salary earners and 33 of the male ones 
thought there was intimidation at their workplace. Five per cent of women and 
four per cent of men said the intimidation was continuous, and one female 
wage and salary earner in five (19%), but only 13 per cent of the male ones, 
had personal experiences of intimidation. Four per cent of women and two per 
cent of men were currently being intimidated at their workplace (Figure 3.4.). 
With regard to men, there was no link between educational level and being 
subjected to intimidation, but relatively the largest number of those presently 
subjected to intimidation (5%) were found among highly educated women. 
However, women with basic or lower secondary education had amassed the 
largest number (22%) of personal experiences, either present or previous, of 
being subjected to intimidation. Examined by socio-economic group, this ap
plied to female lower white-collar employees (20%).

Of course, the differences in the way women and men define and identify 
this phenomenon may have a partial bearing on the gendered differences here. 
Men may more easily view as harmless ’’needling” something that women 
might interpret as mental intimidation. Equally, it may be easier for women to 
admit that they have been subjected to intimation, while men are expected to 
tolerate stronger ’’humour”.

Figure 3.4. Personally subjected to intimidation
Proportion of wage and salary earners, Quality of Work Life Survey 1997

102
¡¡¡¡¡I Statistics Finland



Be it as may, there is also certain to be an abundance of such intimidation 
which has gone unnoticed by the respondents. The intimidating may be quite 
discreet and invisible to the outsiders. At least this is the feeling one gets when 
considering the following results: 42 per cent of the respondents who had been 
at their current workplace for more than 12 months said that intimidation took 
place at their workplace, while only 24 per cent those who had been at their 
current workplace for less than twelve months had observed intimidation at 
their workplace. The same also applies to fixed-term employees, seen as "only 
visiting” a workplace, of whom only 32 per cent were of the opinion that in
timidation took place at their workplace, while 41 per cent of permanent em
ployees thought it did take place

W ork p re s s u re s  d isch a rg e d  as in tim id a tio n

A closer examination of the results of the Quality of Work Life Surveys shows 
that workplace intimidation is not an isolated, random phenomenon. It seems 
to give a wider picture of the state of the whole work community -  its atmo
sphere, work pressures, achievement of gender equality and the entire organi
sational culture.

Growing work pressures, tighter efficiency demands and uncertainty of the 
future are easily discharged as intimidation. Intimidation is clearly more fre
quent at workplaces where the pace of work has increased in the last few 
years. It is prevalent at every other workplace where little social interaction 
takes place because of time pressure, and in over half of workplaces where 
time pressure spoils the atmosphere. More of it than usual is observed at 
workplaces where the employees are increasingly appraised by results, work 
is outsourced and performance-based pay awarding has been introduced. As 
with discrimination, the occurrence of intimidation is clearly linked with the 
extent of competitiveness at a workplace.

As a whole, intimidation was observed more frequently than average at 
workplaces where clear changes had been implemented in the organisation or 
the work in the past few years. It was more common, for example, at 
workplaces where personnel had been cut back in recent years. At the same 
time, the financial insecurity of a workplace, and the fear of unforeseen future 
changes -  or changes in general -  increase distinctly the frequency of intimi
dation. Those interviewees for whom transfer to other duties, temporary or 
permanent dismissal, disability or unforeseen changes posed a clear threat re
ported more frequently than the others that workplace bullying also took place 
at their workplaces. This connection was clearer with women than with men.

The ground seemed the most fertile for work atmosphere problems in hier
archical organisations, such as workplaces within the health care field. The 
wage and salary earners in teaching, health care and manufacturing occupa-
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Figure 3.5. Intimidation takes place at the workplace 
Proportion of wage and salary earners at whose workplace ...

%

work has too few spoils well cations
increased employees atmosphere organised are open

tions had observed workplace intimidation more frequently than others. Intim
idation was by far the commonest in the central government sector, where 
more than one half of all wage and salary earners reported that mental intimi
dation took place at their workplaces. Just a good third of the employees in the 
private sector had observed intimidation.

Those workplaces where matters also seemed to be in order otherwise had 
managed to avoid workplace bullying better than the average: work was well 
organised, employees’ own interests coincided with those of the employer, 
co-workers could be trusted, communications functioned well and prevailing 
atmosphere was open and encouraging. The workplaces best spared from both 
intimidation and discrimination were the small ones with under 10 employees. 
Only a good one fifth of their employees said intimidation took place at their 
workplace.

Sym ptom s p e rs is t even a fte r  
in tim id a tio n  has s to p p e d

The psychic and somatic symptoms that follow from having been subjected to 
intimidation are diverse: headaches, sleeping difficulties, tenseness, depres
sion, apathy, etc., (Table 3.4.). Nearly half of those being subjected to intimi
dation at the time of the survey felt threatened by loss of mental stability, while 
two thirds also felt threatened by serious work exhaustion.

It is worth noting that the problem did not seem to go away even once ac
tual intimidation had stopped. Those who were already in the clear from intim-
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Table 3.4. Suffers from symptoms at least once a week
% of wage and salary earners

Personally subjected 
to intimidation

Head
ache*

Fatigue, 
apathy'

Sleeping
difficul
ties

Depres
sion

Tense
ness,
irritabil
ity

Over-
exhaus
tion

"Ail just
too
much''

Reluc
tance on 
leaving 
fpr work

% % % % % % % %

Never 16 27 21 3 14 10 5 13

At the moment 28 46 43 23 37 34 16 31

Previously at current 
workplace 23 42 33 9 23 21 B 22

Previously at another 
workplace 21 39 30 7 22 11 8 23

Total wage and salary 
earners 17 30 24 4 16 12 6 15

idation either at their current, or pervious, workplace suffered from all psychic 
and somatic symptoms distinctly more than those who had never been sub
jected to it (Table 4.)- Especially striking was the high proportion of sufferers 
from diverse symptoms among those who had been intimidated at the current 
workplace at some earlier point of time. Those subjected to intimidation, as 
well as those previously subjected to it, at their current workplace rated their 
overall work capacity lower than the others and felt less often that they were 
appreciated in their work community. In other words, it looks as if the wounds 
left by intimidation are slow to heal even after the intimidation has long ceased 
-  especially if the employee continues to work in the same work environment 
together with the former intimidators and the by-standing observers of it.

Another matter, too, demonstrates the link between bullying and general 
feeling of poor health at a workplace: workplace intimidation does not appear 
to be a problem that only affects those directly subjected to it. Those inter
viewees who had never experienced intimidation, but at whose workplace it 
occurred, also suffered from diverse psychic and somatic symptoms more of
ten than those respondents who had avoided intimidation and at whose work
place the problem did not exist. Whether this was due to witnessing intimida
tion take place or a poor work atmosphere in general is probably not very es
sential here. The results seem to substantiate the assumption that those 
workplaces where intimidation takes places also suffer from an otherwise in
flamed work atmosphere.

According to Vartia (1993), intimidation and a person's gradual withdrawal 
from work environment is a chain of events to which problems connected with 
work, phenomena of group dynamics and an individual’s personal characteris
tics all contribute. Of course it is possible that a person subjected to intimida
tion possesses such personal characteristics which make him or her a more
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likely target of intimidation. However, from the findings of the Quality of 
Work Life Survey it seems apparent that the deep-seated reasons for bullying 
are to be found at the workplaces themselves: prevailing work pressures, inse
curities, implemented changes, personnel cutbacks, poor information flow, 
etc.

S o c ia l re la tio n s h ip s  a re  a lso a re so u rce

Nearly two out of three wage and salary earners reported that the pace of their 
work had quickened in recent years. Over 40 per cent of all wage and salary 
earners stated that time pressure spoils the atmosphere at their workplace and 
over 40 per cent of women further said that it also lessened social interaction. 
On top of all this, increasing work pressures also appear to be connected with 
the prevalence of intimidation and an increase in conflicts and competitive
ness at a workplace.

In spite of all this, to the vast majority of wage and salary earners social re
lationships at work also constitute a resource, and are mainly associated with 
positive experiences. The atmosphere at work is quoted increasingly as a factor 
that makes work more enjoyable. More wage and salary earners than before feel 
they are appreciated in their work communities and say they receive support 
from their superiors or co-workers whenever their work seems difficult.

The Quality of Work Life Surveys of 1984 and 1997 included questions 
about the factors that make work more, or less, enjoyable. The questionnaire 
listed twenty or so factors and the respondents were asked separately about 
each one of them.

In both Surveys, the spirit of the workplace was among the most frequently 
quoted factor to increase work enjoyment. In 1997, over half of all wage and 
salary earners (55% of women and 51% of men) mentioned it, which is more 
than in 1984. when the respective proportions were 48 per cent for women and 
47 per for men. The only factors quoted more frequently than this were inde
pendence of work, interesting work, variety of work and feeling of achieve
ment and usefulness. In 1984, certainty of the employment relationship was 
also among these.

Over half (54%) of women also said that pleasant customers made their 
work more enjoyable, and this was also stated by one man in three (34%). In 
1984, the respective proportions were 35 per cent for women and 22 for men. 
The growth in the proportion cannot be explained simply by the expansion in 
customer service work, because it is also apparent when only those wage and 
salary earners who do customer service work for at least half of their working 
time are examined.

A good third of the wage and salary earners of both genders, and those 
working under female supervision more often than others, said that relations
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with superiors made their work more enjoyable. This applied especially to the 
wage and salary earners working in the hotel and restaurant and services 
fields. Further prominent fields in this respect were technical, scientific, etc. 
occupations with the female wage and salary earners, and health and social 
care occupations with the male ones. Especially the young and those subjected 
to little or no time pressure in their work emphasised relations with superiors 
as a factor making their work more enjoyable. It is especially pointed out by 
men working at female-dominated workplaces, whereas the women in 
male-dominated fields are the ones to mention it least frequently. A female su
perior makes work more enjoyable especially for men: 41 per cent of the men 
and 36 per cent of the women working under female supervision said that rela
tions with superiors made their work more enjoyable. One third of both 
women and men under male supervision were of this opinion.

Open a nd  e n co u ra g in g  a tm osphere

Every fourth woman and 29 per cent of men totally agreed with the statement that 
open atmosphere and team spirit prevailed at their workplace. Two out of three 
women (67%) and nearly three out of four men (72%) agreed with it either totally 
or to some extent. In this respect the situation has not changed at all compared to 
1990 when the question was first included in the Survey. Those subjected to little 
or no time pressure agreed with it more often than those working under constant 
time pressure. There was no difference in the women's answers relative to 
whether they worked in female or male-dominated fields, but the men in mixed 
fields rated the atmosphere at their workplaces the best in this respect. There were 
no major differences between socio-economic groups. However, younger wage 
and salary earners and fixed-term employees regarded the atmosphere at their 
workplaces open more often than older wage and salary earners and permanent 
employees. This statement was most frequently either totally, or to some extent, 
agreed with by the female wage and salary earners in administrative management, 
hotel and restaurant, technical, scientific, etc., occupations and in the fields of 
health and social care (71-77%), and the male wage and salary earners, likewise, 
in administrative management and also in commercial and office occupations 
(76-79%). With women, those who least frequently agreed with the statement 
were wage and salary earners in manufacturing, construction and transport and of
fice occupations (56-58%) and with men those in the fields of health care and ed
ucation (65%).

Almost every fifth (19%) wage and salary earner, women and men equally 
often, regarded their work environment as encouraging. The differences be
tween socio-economic groups are not big, either, but examined by age group 
this statement was most frequently totally agreed with by those in the youngest 
and oldest age groups. The women in administrative management, services
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and social care occupations, and the men in health and social care fields, and 
agricultural and commercial occupations agreed with the statement most fre
quently. The smaller the workplace, the more often its employees regarded its 
atmosphere as encouraging.

A good quarter of women, that is the same proportion as in 1990, totally 
agreed with the statement that people could be fully trusted at their 
workplaces. In the same time period, the proportion of the men totally agree
ing with this statement had gone up from 28 to 32 per cent. Wage and salary 
earners subjected to little or no time pressure and those employed at small 
workplaces had the greatest trust in their co-workers. The women at 
male-dominated workplaces had distinctly less (177o) and the men at fe
male-dominated workplaces even slightly more trust in their co-workers than 
others. Those employed in the hotel and restaurant field, services, and admin
istrative management, and also the men in the health and social care fields and 
agricultural occupations trusted their co-workers more frequently than others. 
Blue-collar workers had the most trust in their co-workers.

A tm o sp h e re  in flu e n c e s  e n jo ym e n t

The positive influence of work atmosphere on work enjoyment has, thus, 
grown since 1984. Especially the women employed in the services, hotel and 
restaurant and health care fields (64—68%) stressed the atmosphere at work as 
a factor that made their work more enjoyable. This was also quite frequently 
agreed with by the men in the services and health and social care fields (60%). 
The smaller the workplace and the less time pressure there was, the more fre
quently the positive atmosphere of a workplace was brought up. Upper 
white-collar employees mentioned it less frequently than others and the youn
gest employees most frequently.

Roughly one man in ten (12%) and one woman in six (17%) quoted the at
mosphere at work as a factor which reduced their work enjoyment. With men, 
the proportion had grown by about three percentage points since 1984. The at
mosphere at work reduced work enjoyment particularly in the opinion of those 
subjected to a lot of time pressure and belonging to the middle age groups. It 
was especially quoted by the women in health care, office and educational oc
cupations and the men in teaching, services, and technical, scientific, etc., oc
cupations. Permanent wage and salary earners cited it considerably more often 
than fixed-term employees.

Forty per cent of women and 31 per cent of men did not quote the atmo
sphere at work as a factor which either increased or reduced their work enjoy
ment. This was commonest among upper white-collar employees, older wage 
and salary earners and those working in administrative management, agricul
tural, and technical, scientific, etc., occupations. The atmosphere seemed to be
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a particularly important factor to the wage and salary earners in the health 
care, hotel and restaurant and services fields: only one in four in these occupa
tional groups failed to mention it when the factors increasing or reducing work 
enjoyment were inquired about.

C ustom ers, too , can in c re a se  w o rk  e n jo y m e n t-  
o r re d u ce  i t

Work involving customer contact has increased noticeably since the 
mid-1980s, when less than one half of women and only one in four of men 
were doing work involving customer contact for at least fifty per cent of their 
working time. By 1997, the proportion of the women doing work involving 
customer contact for at least fifty per cent of their working hours had gone up 
two thirds and that of men to 40 per cent.

Half (52%) of the male and 69 per cent of the female wage and salary earn
ers doing work involving customer contact said that pleasant customers in
creased their work enjoyment. With the men the proportion had gone up by a 
couple of percentage points and with the women by even more: in 1984 the 
corresponding proportion was 58 per cent. In 1997, pleasant customers in
creased the work enjoyment of employees of both genders especially in hotel 
and restaurant, commercial, educational and health and social care occupa
tions.

On the other hand, about every fourth wage and salary earner doing work 
involving customer contact for at least fifty per cent of the working time -  
women slightly more often than men -  said that difficult customers, or pupils, 
reduced their work enjoyment. This opinion was especially held by the wage 
and salary earners in the educational field (women 38%, men 49%), the men in 
service occupations (37%) and the women in health and social care occupa
tions (30-31%).

Just under one sixth of the men and one fifth of the women doing work in
volving customer contact felt that, on the one hand, pleasant customers in
creased their work enjoyment but, on the other hand, difficult customer re
duced it. The joys and troubles of work involving customer contact seem to 
pile up into very much the same occupational groups. The situation was the 
most conflicting in respect of the wage and salary earners in the field of educa
tion: 37 per cent of the men and just under one third (30%) of the women in 
this occupational group felt that the pupils both increased and reduced their 
work enjoyment. One in five of those employed in health care occupations and 
almost as many men in service occupations also held this view. Conflicting 
emotions increased in frequency pro rata to the amount of time pressure the 
employees were subjected to in their work. Conflicting emotions were most
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frequent among upper white-collar employees and young wage and salary 
earners.

By far the commonest perception among those whose work involves cus
tomer contact, however, was that the customers increased, rather than reduced, 
work enjoyment. This opinion was held by one half of the women and 38 per 
cent of the men, too. With women, the clearly positive sides of work involving 
customer contact were the most prominent among those employed in techni
cal, scientific, etc., hotel and restaurant, commercial, services, and social care 
occupations (54-58%). With men this was also the case among those in com
mercial and health and social care occupations, and also in administrative 
management. The less time pressure there was, the more frequently customers 
were seen as a factor increasing work enjoyment. The older age groups held 
this view more often than the young ones. The feeling was the most wide
spread in female-dominated fields and among white-collar employees.

Every tenth man (11%) and under one in ten of the women (8%) doing 
work which involves customer contact felt that the customers did not increase 
but, instead, just reduced work enjoyment. The proportions had gone down a 
touch compared to 1984. The feeling was by far the commonest among the 
men in service occupations (21%), over one third of whom do guarding and 
protecting work. With women, this opinion was held slightly more frequently 
than in other occupations by those in social care and hotel and restaurant occu
pations (10-11%). The negative sides of customer contact work were 
emphasised by those wage and salary earners working under time pressure.

Under 40 per cent of the men and less than a quarter of the women doing 
customer contact work did not quote the customers as a factor which either in
creased or reduced their work enjoyment. The matter seemed to be of the least 
significance to the wage and salary earners in technical, scientific, etc., agri
cultural, manufacturing, construction and transport occupations. In all these 
occupational groups nearly one half (45%) of the respondents failed to men
tion customers when factors increasing or reducing work enjoyment were in
quired about. In contrast, in educational, social care and hotel and restaurant 
occupations the behaviour of customers/pupils seemed to have a strong im
pact: only 15-19 per cent of the respondents in these occupational groups 
failed to mention customers in this context.

M o re  s u p p o rt and  a p p re c ia tio n  than be fo re

The possibilities for receiving advice and help in work have remained more or 
less unchanged throughout the 1990s. Forty-eight per cent of women and 46 
per cent of men report that they receive advice and help in their work when
ever needed. The situation is commonest by far among blue-collar workers, of 
whom more than one half (53%) receive advice and help whenever needed.

110
lfjj}l Statistics Finland



while only a good third (35%) of upper white-collar employees said this to be 
the case. In this matter, too, those subjected to little or no time pressure are 
more fortunate than those working under it are. With men, the possibilities for 
receiving advice and help were commonest among those in hotel and restau
rant, agricultural, health care and service occupations, and with women among 
those in transport, manufacturing, construction, hotel and restaurant and social 
care occupations. A further examination of those wage and salary earners who 
said they receive advice and help in their work reveals that men in fe
male-dominated fields and women in male-dominated fields are the best off in 
this respect.

Slightly more support from the superior is received than previously. With 
women, the proportion of those who always received support from their supe
rior had gone up from 25 to 28 per cent, and with men from 21 to 23 per cent. 
Those subjected to little time pressure in their work, as well as blue-collar 
workers, reported more frequently than white-collar employees or those work
ing under time pressure that they received support from their superior. In re
spect of both genders, the largest amount of support was evident in the social 
care and hotel and restaurant fields and, with men, additionally also in com
mercial, service and agricultural occupations.

As regards women, the amount of support and encouragement received 
from co-workers has gone up notably compared to 1990: previously, 30 per 
cent but in 1997 as many as 39 per of women felt that they received support 
and encouragement from their co-workers whenever work seemed difficult. 
With men, the proportion had gone up just a touch: from 26 to 28 per cent. Up
per white-collar employees, and those in the middle age groups (25 to 44-year- 
olds) as opposed to their younger and older colleagues, did not feel as often as 
others that they received support and encouragement from their co-workers. 
Co-workers’ support was most widely spread in female-dominated fields, in 
which the most prominent occupational groups in this respect were health and 
social care and hotel and restaurant work. Again, those subjected to only little 
time pressure in their work were more fortunate in this respect than those 
working under much time pressure.

More respondents than before felt they were always valued members o f the 
work community. With women the proportion of those feeling this way went 
up from 30 to 36 per cent and with men from 29 to 34 per cent. The men work
ing in female-dominated fields felt more often than other men that they were 
always valued members of the work community (39%). In a way, the situation 
was reversed as regards women, for particularly those women who worked at 
male-dominated workplaces felt less often (31%) than other women that they 
were always valued members of the work community. With men, those in up
per white-collar positions felt more often than others that they were always 
valued as members of the work community, while with women the feeling in 
this respect varied hardly at all by socio-economic group. If, however, the
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group of those who always, or often, felt that they were valued as members of 
the work community are examined more closely, upper white-collar employ
ees emerge as a significant socio-economic group in this respect also among 
women. Age discrimination cannot be referred to in this context, because the 
feeling of being valued grew more common in step with both the male and fe
male respondents’ age: 44 per cent of the women aged 55 and over and 38 per 
cent of their male counterparts felt they were valued as members of the work 
community. The men in agricultural, teaching and administrative management 
occupations felt most that they were valued as members of the work commu
nity. With women the feeling was the most widespread among those in social 
and health care and hotel and restaurant occupations. Male fixed-term em
ployees felt distinctly more often than their female counterparts that they were 
valued as members of the work community. In fact, male fixed-term employ
ees felt this even more often than men in permanent employment relation
ships.

M e e tin g  c o -w o rk e rs  in free  tim e

Wage and salary earners in permanent employment relationships reported that 
they met their co-workers in their free time about as often as they had said in 
the 1990 Survey. In respect of fixed-term employees, this applied to a smaller 
number than before. On the whole, fixed-term employees meet their co-workers 
in their free time less often than those in permanent employment relationships 
do.

Socialising with co-workers in free time is slightly more common among 
men than women: of all the wage and salary earners who had co-workers, less 
than one fifth (19%) met their co-workers in their free time at least once a 
week and one in six (16%) never. With regard to the men, however, one in 
three (32%) said that they met their co-workers in their free time at least once a 
week and only one in ten (11%) never met them in their free time. More than 
one half (55%) of the men and 42 per cent of the women met their co-workers 
at least once a month.

The women and men working in male-dominated fields, and blue-collar 
workers, met their co-workers at least once a week more often than others. In 
comparison, the largest number of those who met their co-workers at least oc
casionally was found among upper white-collar employees. The young and 
single had decidedly the most time for, and interest in, meeting their 
co-workers: one in four of the women under 25 met her co-workers once a 
week. Forty-four per cent of their male counterparts, and as many as just under 
40 per cent of the men aged between 25 and 34, too, met their co-workers 
weekly. In contrast, every third female aged under 25 never met her 
co-workers socially. With both genders, those employed in services and hotel
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and restaurant occupations were the most frequent socialisers with their 
co-workers.

S um m ary

Employees not only work at their workplaces. Workplaces consist of individu
als who try to get on with each other. Customer service work also entails daily 
contact with people other than co-workers: customers, pupils/students and pa
tients. Where there are people there are inevitably also emotions: friendliness, 
envy, attraction, jealousy, appreciation, conflicts, sharing of the ups and downs 
connected with private life and work matters. There is infatuation, intimida
tion and even discrimination.

Strong occupational segregation is typical of the Finnish working life: 
women do women’s and men do men’s work. Just under one fifth of wage and 
salary earners do job tasks which are done by both men and women at their 
workplaces. Although there has been evening out in this respect in the past few 
decades, the development has been very slow.

Finnish wage and salary earners appear quite satisfied with the accomplish
ment of gender equality at their workplaces, with no major differences in per
ception between the genders. A good third say that gender equality has been 
extremely well accomplished. Every third woman and a good quarter of men 
think that gender equality has been accomplished no more than averagely. In 
the central government sector, however, men’s and women’s opinions about 
this differ considerably. The women in the central government sector express 
the most dissatisfaction and the men the most satisfaction in the achievement 
of gender equality. According to the Survey, gender equality is thought to have 
been achieved best at small workplaces and in those workplaces where women 
and men perform similar job tasks.

Two fifths (41%) of women and a good third (36%) of men had observed at 
their workplaces discrimination based on some reason -  in the central govern
ment sector, more than one half of wage and salary earners had noted discrimi
nation of some kind. Judging from the results of the Quality of Work Life Sur
veys, discrimination does not seem to have increased in the 1990s. The type of 
discrimination most frequently observed by both women and men was that 
based on favouritism, while discrimination on the basis of the nature of em
ployment contract was the second most frequently noticed kind. The third 
most frequently observed types of discrimination were that based on the fe
male gender observed by women and discrimination on the basis of young age 
observed by men. As the fourth most frequently observed type both genders 
quoted discrimination based on old age. Under one fifth of women and more 
than one in ten men had personal experiences of being discriminated against 
for a particular reason at their workplace.
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Discrimination is closely associated with intimidation that occurs at 
workplaces. Women report of intimidation at their workplaces distinctly more of
ten (44%) than men (33%). Nearly one woman in five has personal experiences of 
intimidation. Workplace bullying seems to tell of inflamed workplace atmo
sphere, work-related pressure, personnel cutbacks and uncertainty in general.

To a vast majority of Finnish wage and salary earners, however, social rela
tionships at work seem to carry a lot of positive aspects. The postitiveness is 
associated with, for example, team spirit, open and encouraging atmosphere, 
pleasant customers and co-workers, support from superiors, appreciation and 
reliability. The negative aspects of social relationships, in turn, manifest in 
conflicts, favouritism, unpleasant attitudes of co-workers and superiors, gos
siping and envy, difficult customers, even intimidation -  in other words in
flamed work atmosphere.

Women emphasise the positive aspects of social relationships and work at
mosphere mainly in the occupational groups within the educational, social 
care, commercial and hotel and catering fields. Women report mainly nega
tively in this respect in the occupational groups within the scientific, technical, 
etc., field, and in the traditionally male fields of construction and manufactur
ing. Health care professionals offer plenty of both positive and negative com
ments on this.

In the case of men, the importance of social relationships and work atmo
sphere is emphasised by those in the occupational groups within the health and 
social care, administrative management, commercial, services, and hotel and 
restaurant fields. The men in all these groups have more than the average 
amount, both negative and positive, to comment on this.

According to Arlie Russell Hochschild, the western society is undergoing a 
cultural change which means that for an increasing number of employees 
work involves aspects like social relationships, appreciation and support tradi
tionally associated with the home and family life. A workplace can offer more 
variety than the home: on its larger-than-home stage there are more actors and 
maybe also greater dramas than within the family circle. According to the 
Quality of Work Life Surveys, the significance of work atmosphere and social 
relationships -  especially their positive aspects -  seems only to have increased 
in the 1990s. When wage and salary earners were asked in 1984 about the fac
tors that made their work more or less enjoyable, 38 per cent of women and al
most half (46%) of men omitted to mention the atmosphere at work com
pletely. In 1997, the corresponding proportions were down to 31 percent with 
women and 40 per cent with men. Women doing work that involves customer 
contact quote increasingly customers/students as a factor that influences work 
enjoyment. More than before, all wage and salary earners also mention rela
tionships with superiors when asked about work enjoyment. An increasing 
number also say that they receive support and appreciation in their work.

114
ljjjjl Statistics Finland



It would seem that the atmosphere at work and the workplace's social rela
tionships are a more important constituent of the working life to women than 
to men. Women bring up both the negative and positive aspects connected 
with them with more emphasis than men do.
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Arm a-Maija Lehto

4 Gender pay differential

In any debate about sexual equality, pay differential has always been a central 
issue. In fact, many have tended to regard pay as the main issue in gender 
equality.

In the research on work life, however, questions of pay have not been a 
central topic. In the research into work organisation development or in work 
psychology applications, for example, pay has generally been excluded from 
discussions. In socio-technical work planning and "good work models" pay 
has been a kind of "taboo” topic. Looking after the pay has been left to the lob
byists of trade unions. Bringing the subject up in individual workplace surveys 
has presumably been perceived as something that causes conflicts between the 
parties involved. Yet, it is obvious that pay, and especially perceptions of its 
fairness, is an important contributor to work enjoyment and motivation. At 
least it is as important as the many other aspects incorporated in the "good 
work” ideal, like self-development, control, reasonable demands or social sup
port.

From the point of gender equality, however, the issue of fair pay cannot be 
ignored. In the same way, viewing the issue from this point puts emphasis on 
the perception of pay as a gauge by which the appreciation of work is mea
sured. Therefore, in this chapter I am seeking to answer the question on what 
the gender pay differential looks like from the point of fairness. Are education 
and work experience, for example, equally appreciated with regard to women 
and men? How do wage and salary earners themselves perceive the apprecia
tion they receive in the form of income from work?

Although in individual workplace surveys the issue of pay has been a 
shunned topic, gender pay differentials have otherwise been studied fairly ex
tensively, mostly using statistics. Economists, in particular, have developed 
different models for explaining them. These have been studied in Finland by, 
among others, Mari Kangasniemi (1997) and Rita Asplund (1993). On the 
other hand, a fair number of statistics-based reviews and studies of pay differ
entials has been produced in Finland (e.g. Hemmilä 1988, Isotalus 1989, 
Brunila 1990, Allen et ai. 1990, Vartia & Kurjenoja 1992, Lilja 1996, Nurmi 
1998, Kandolin 1998).
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The solution models presented for the elimination pay differentials can 
roughly be divided into two types: dissolution of the occupational segregation, 
or evaluation of the equal value of work. In equality policy terms these two 
have followed each other, so that the early objective was ’’equal pay for equal 
work”. Later -  and especially after the dissolution of occupational segregation 
proved too difficult -  the objective changed to ’’equal pay for work of equal 
value”. Especially the work evaluation group, which was set up by the Finnish 
labour market organisations and operated throughout the early 1990s, were 
aiming for the latter, (see Fleiskanen 1996).

The strategy of equal value of work, which made its breakthrough in USA 
and Canada in the 1980s and has, since then, also spread to other countries, is a 
movement seeking solutions for closing up the gender pay gap. Joan Acker, 
among others, has documented the implementation of the strategy of work 
evaluation and the ’’comparable worth” ideal in the USA in her publication 
"Doing Comparable Worth” (1988), also translated into Finnish in 1990.

Unlike in USA and Canada, where legislation has been used as the tool for 
implementing the strategy of work of equal value, labour market organisations 
have had the key role in this respect in F'inland. The organisations have also 
exploited the incomes policy system to improve the position of women in 
lowly paid positions. By introducing so-called equality supplements, eco
nomic and incomes policy agreements have aimed to diminish the inferior pay 
development in lowly paid female-dominated fields (Yli-Pietila 1992). As a 
whole, studies have shown that agreements have a decisive role in the 
gendered division of work appreciation, pay and employment conditions in 
Finland (Martikainen 1989, 1992).

In this chapter, gender pay differentials are examined against the latest data 
from the 1997 Quality of Work Life Survey. Similar analyses have been pre
sented from the earlier Quality of Work Life Survey findings in reports on 
gender equality (Lehto 1988, Lehto 1992). The methods used are very similar: 
the latest results make it possible to establish how women’s and men’s pay is 
determined according to education, work experience, occupational status and 
nature of work organisation. The Quality of Work Life Survey also makes it 
possible to examine the perceptions of the fairness of pay.

In the Quality of Work Life Surveys, examinations on pay have generally 
been based on the information given by the respondents in the interview situa
tion about their monthly income. This time it is also possible to compare this 
information with the register data provided by the tax authorities. These data 
relating to the year prior to the Survey (1996) have been combined with the 
data obtained with the Survey.
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W om en's and  m en's p a y  d iffe re n tia ls

The debates on equal pay traditionally watch a figure showing the proportion 
of women's pay of men’s pay. The observations can focus on the average 
hourly, monthly or annual earnings. The results have further been influenced 
by whether averages or medians have been used in the comparisons. There
fore, there are diverse angles from which pay differentials can be examined.

Using the data sources of Statistics Finland only can also produce variable 
results, depending on what data are used as the basis for comparison. Statistics 
Finland’s Prices and Wages Statistics unit produces annual reports on pay de
velopment, inclusive of comparisons between women's and men’s earnings. 
Similarly. Income Distribution Statistics also produce their own separate an
nual series. I will go into these in more detail later on in this chapter.

Compared to the above, the pay data of the Quality of Work Life Surveys 
are slightly different in that they are based on replies given in interviews to 
question about monthly pay. The adjacent table collates together the data on 
pay obtained with the Quality of Work Life Surveys in the different years. The 
results would seem to indicate towards a slight narrowing of the gender pay 
differential since 1990. The gap has narrowed by about four percentage points. 
In the 1997 Survey, women’s monthly pay was 79.5 per cent of men’s. Only 
those employed in full-time work (over 30 hours per week) were included in 
the comparison.

The data of the Quality of Work Life Surveys on pay have been principally 
produced in an identical way in the three rounds of the Survey.1 The Survey in 
1984 was the only one where the number of used pay categories was slightly 
smaller than in the other Surveys. In this sense, temporal comparisons can also 
be regarded as quite reliable. In other words, the picture given by the Quality 
of Work Life Surveys about the development of the pay differential would ap
pear to encourage optimism as far as equality is concerned, because the incli
nation towards growth in the pay differential observed at the turn of the decade 
remained a temporary one and women are again approaching men's pay lev
els. However, it continues to be surprising that there is still a difference of 
about 20 per cent between women’s and men’s pay despite the fact that

To make answering easier, the question about pay was ready classified. (See question 33 on 
the appended questionnaire) To calculate average earnings, each respondent was allocated 
the average of the income category given by him or her in the interview. The amount allo
cated as an average for the highest, open category in the 1997 survey was FIM 32,000. The 
number of cases in this category was only 18, in other words 0.6 per cent of all the data. The 
reliability of the data on pay is bom out by the very small numbers o f ’’Don’t know” and "Un
willing to answer” replies in all the Surveys: in 1984, 1.8% of the women and 1.8% of the 
men. In 1990, these proportions were 1.5% for women and 2.8 per cent for men. In 1997, the 
proportions had gone down to 0.8% for women and 1% for men.
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Table 4. 1. Women's and men's average monthly earnings 1984, 1990 and  
1997

Full-time employees, gross pay, incl. shift, etc. supplements but excl. overtime pay

1984
FIM

1990

FIM

1997

FIM

Total 5,027 8,495 10,263

Women 4,328 7,311 9,120

Men 5,642 9,686 11,458

W omen's pay as proportion of men's pay. % 76.7 75.4 79.5

women’s educational level now clearly exceeds that of men in the wage earn
ing population.

In the 1997 Quality of Work Life Survey it was also possible to compare 
the information provided by the respondents themselves with the data in the 
taxation register. This is because the respondents were asked separately about 
the number of months they were employed during 1996 doing full-time and 
part-time work. It was, thus, possible to produce pay comparisons relating to 
annual income by including in the examination only those who had been em
ployed full time for the whole year, i.e. as comparable groups as possible.

This calculation method produced as the annual pay differential between 
w'omen and men 21.3 per cent. This relates to the average annual earnings in 
1996 of those employed full time for the whole year. In terms of money, the 
amounts of average annual pay were FIM 122,000 for women and FIM 154,000 
for men. Thus, women’s pay amounted to 78.7 per cent of men’s pay.

A very similar result is obtained using Income Distribution Statistics. The 
obtained amounts of average annual pay relating to 1996 were FIM 129,100 
for women and FIM 164,500 for men. Calculations using Income Distribution 
Statistics give women's pay as 78.4 per cent of men’s pay. The used definition 
is exactly the same as in the Quality of Work Life Survey, in other words the 
calculations only refer to those employed full time for the whole year.

For comparable data on pay, employment for the whole year is a precondi
tion for using taxation registers, as they only contain data relating to earnings 
for the whole year. This tends to preclude particularly women from examina
tions, because employment on part-time or fixed-term basis is more typical 
with women. This has a bearing on the figures, for the number of wage and 
salary earners on which the 1996 Income Distribution Statistics were based 
was only 1.2 million whereas the 1996 Labour Force Statistics put the total 
number of wage and salary earners at 1.9 million, on average. Equally, Income 
Distribution Statistics put the number of female wage and salary earners at 
only 570,000, and that of male wage and salary earners at 640,000. In reality, 
the numbers were roughly the same.
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Obviously this same problem of a larger number of precluded women also 
affects the comparisons of annual pay in the Quality of Work Life Surveys. An 
examination by educational level shows that a slightly larger number of highly 
educated women than of those in the rest of the educational groups get pre
cluded from the annual pay comparisons. This could presumably be because 
fixed-term employment relationships tend to concentrate among highly edu
cated women. At the same time, the proportion of women’s pay of men’s pay 
goes slightly down. Considering this, it can be said that the data on pay ob
tained with the interviews of the Quality of Work Life Surveys are quite reli
able. They provided a fairly good basis on which conclusions can be drawn 
about the connections between pay, employee characteristics and factors af
fecting working conditions.

The temporal changes recorded with the Quality of Work Life Surveys in 
the ratio between women's and men’s pay cannot be readily compared to any 
other statistical data. In Income Distribution Statistics, comparable data on the 
ratio between women’s and men’s pay have only been produced since the be
ginning of the 1990s. They display clear alignment with the results of the 
Quality of Work Life Surveys, i.e. that the pay gap seems to have narrowed by 
about three percentage points.

According to Statistics Finland's 1996 Pay Structure Statistics, women in 
full-time employment earned, on average, 79.5 per cent of the comparable 
earnings of men. Earnings for all overtime and extra work are included in this 
comparison. For so-called regular working hours, women’s earnings amounted 
to 80.9 per cent of the men’s. These results are very close to the findings of the 
Quality of Work Life Survey which, admittedly, relate to a period one year 
later. For regular working hours, Pay Structure Statistics arrived at the average 
monthly earnings of FIM 9,705 for women and FIM 11,994 for men. The re
spective averages obtained with the Quality of Work Life Survey data were 
FIM 9,120 for women and FIM 11,458 for men.

These results are surprisingly close to each other despite the fact that the 
calculating basis in Pay Structure Statistics differs considerably from that used 
in the Quality of Work Life Survey. A proportion of the private sector -  espe
cially small enterprises with fewer than five employees -  are only included as 
estimates. Thus, the pay comparison is, in fact, based on data on a distinctly 
smaller wage and salary earning population of approximately 1.3 million.

Diverse summary reports have also been produced about the gender pay 
differentials from the perspective of international comparison. Obviously, ob
taining harmonious data on pay for comparison purposes is very difficult, be
cause exhaustive pay statistics do not exist even at the national level. Attempts 
in this direction have been made at the European level, for example, (Eurostat, 
New Chronos 1998, ref. Kouvonen 1999) and also internationally (Education 
at a Glance 1995, ref. Nurmi 1997) as well as in the Nordic Countries (Naisten 
Palkat/Wowcn’s Pay 1993). A specific problem in European pay structure
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comparisons is that, in respect of many Member States of the EU, no data on 
the public sector are available, which would be essential especially for gender 
comparisons. OECD comparisons on pay and education, again, include 
part-time employees, which also has a major impact on comparisons concern
ing women.

Nordic pay comparisons and studies of related trends show that in the 
1960s,1970s and in the early 1980s the pay gap between women and men nar
rowed, but that something happened after the mid-1980s to change this trend 
in all the other Nordic Countries except Norway. The increasing shift in the 
late 1980s from centralised to decentralised pay bargaining has been offered as 
one explanation to this. (Naisten palkat 1993).

On the whole, research has shown that centralised pay solutions have 
tended to be better for women (e.g. Ilmakunnas & Julkunen 1997; Nurmi 
1997). On the other hand, variations in pay are also directly correlated with the 
gender pay differentials. This is borne out by the fact that in the Unite States, 
for example, the difference between women’s and men’s average pay is quite 
large but, set against men's pay distribution, women's median pay is quite 
good compared with other countries. (Kangasniemi 1997, 9) Here, too, the 
reason may be that decentralised pay agreements generally increase pay dif
ferentials at the level of the whole society.

E duca tion  and  p a y  d iffe re n tia ls

Education has generally been regarded as a central factor influencing pay. 
There have also been attempts to justify gender pay differentials with differ
ences in the educational levels of women and men. Quite clearly this explana
tion does not work in Finland. The point of departure for considering pay dif
ferentials is quite unusual. On the one hand, it is known that the female Finn
ish wage and salary earners are today better educated than their male counter
parts (see Chapter 1). On the other hand, there is still a 20 per cent difference 
in favour of men in the average pay. Quite obviously the matter needs to be 
studied more closely. In this Chapter on gender pay differentials educational 
level has been chosen as the pivotal background variable, because at the same 
time it also facilitates examining the fairness of pay, at least as far as educa
tional level is concerned.

The inferiority of women's average pay compared to that of men is evident 
at all educational levels (figure 4.1.). Generally, statistics and studies have 
found that the difference in men’s and women’s pay (in terms of percentages) 
increases as the educational level rises. In respect of tertiary level education, 
this still seems to apply as far as the 1997 Survey results are concerned. 
Compared to the earlier Surveys, however, the situation has improved, espe
cially in respect of those with tertiary or upper secondary education.
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Figure 4.1. W om en's pay as proportion o f m en's pay
Monthly income by level of education, excluding part-time employees, 
Quality of Work Life Surveys 1984, 1990 and 1997

%

level and basic level
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Comparing the educational levels and the wages and salaries paid accord
ing to them against a more detailed classification of education shows that for 
both women and men pay does go up almost systematically according to ed
ucational level (table 4.2.)- The only exception to this is the group of men 
with lowest tertiary education, where the average pay is slightly higher than 
at the next level. In the same group the gender pay differential is at its larg
est.

Within tertiary education, the gender pay differential narrows distinctly in 
all other sub-categories except that of lowest tertiary education. Compared to 
the previous (1990) Survey, the gap has narrowed especially at the undergrad
uate level and quite considerably also at the graduate level of education, corre
sponding with today’s master’s degree level. Postgraduate level, i.e. degrees 
of licentiate or doctorate, is such a small group in the data that it is not possible

Table 4.2. Women's and men's average earnings by level o f education 1997

Women

FiM n

M en

FIM n

W / M

%

Total 9,100 1,351 11,500 1,292 80

Basic and lower secondary level 7,800 292 9,900 317 79
Lower level of upper secondary education 7,900 392 10,100 452 78
Upper level of upper secondary ecucatlon 9,000 368 11,600 270 78
Lowest tertiary level 9,800 116 14,800 94 66
Undergraduate level 12,300 50 14,500 54 85

Graduate level 13,900 124 17,400 84 80
Postgraduate level 9 17,400 21
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to calculate a figure for the pay differential. Only 9 of the female respondents 
fell into this category.

Statistics Finland’s Pay Structure Statistics produce a very similar pattern 
for 1996 for the distribution of pay by level of education. The pay differential 
between the genders varies in very much the same way as it does according to 
the findings of the Quality of Work Life Survey. (Pay Structure Statistics 
1996, 14.) In Income Distribution Statistics, too, the distribution of income 
calculated from the 1996 annual income follows the same system. (Income 
Distribution Statistics 1996,77.) The 1990s time series of Income Distribution 
Statistics show consistently with the Quality of Work Life Survey that the gen
der pay gap has narrowed more in respect of the tertiary education groups ex
cluding, however, the lowest tertiary education, where the differential remains 
the largest.

W ork e x p e rie n ce  a nd  p a y  d eve lo pm en t

Besides education, differences in work experience have also been quoted in at
tempts to explain the gender pay differentials. However, a feature that is typi
cal of Finland is that there is very little difference in the work experiences of 
women and men. When the respondents were asked in the latest, 1997, Quality 
of Work Life Survey about the number of years they had been gainfully em
ployed in their lives, the average for women was 18.9 and for men 19.6 years. 
Thus, the difference in work experience today amounts to less than twelve 
months. The findings of the earlier Quality of Work Life Surveys show that the 
difference has been continuously decreasing. In the 1990 Survey, it was still 
nearly two years.

So this explanation does not seem to be of much help, either. What would 
be interesting to find out is how gender pay differentials develop as work ex
perience increases. The adjacent table contains calculations -  based on two

Table 4.3. W ork experience and wom en's pay as proportion o f m en's pay  
By level of education, Quality of Work Life Surveys 1990 and 1997

Work experience

1 -9  years 1 0 -1 9  years 2 0 -2 9  years over 30 years

1990 1997 1990 199? 1990 1997 1990 1997

% % % % % % % %

Total 85 87 71 80 72 75 75 78

Tertiary level 80 80 66 79 70 75 62 80
Upper secondary level 85 85 74 79 74 74 72 79
Lower secondary, basic level 86 84 77 84 73 75 83 79
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Table 4.4. Work experience, level o f education and average pay, 1997

Work experience

1 -9  years 1 0 -1 9  years 2 0 -2 9  years over 30 years

FIM 0 FIM n FIM n FIM n

W omen, total 8,100 253 9,400 404 9,400 423 9,400 327

Tertiary level 9,800 84 12,400 101 13,400 82 14,200 45
Upper secondary level 7,400 145 8,700 258 8,700 241 9,000 144
Lower secondary, basic level 6,400 24 7,300 45 7,800 100 8,400 138

M en, total 9,300 256 11,700 344 12,600 363 12,000 597

Tertiary level 12,200 56 15,600 51 17,800 72 17,800 77
Upper secondary level 8,700 170 10,900 208 11,800 196 11,400 259
Lower secondary, basic level 7,600 30 8,700 85 10,400 95 10,700 261

Surveys -  of women’s proportional earnings when both the amount of work 
experience and educational level are standardised. The results show that in all 
the four groups formed according to work experience the gender pay gap is at 
least 14 per cent or more.

At all educational levels, the gendered difference in pay already becomes 
quite clear in the group of those with less than ten years of work experience. 
As work experience increases, the difference just grows systematically bigger. 
However, in the group of the oldest respondents with the longest work experi
ence, the difference contracts again slightly. In the 1990 Survey, the pay gap 
was the deepest among those with 10 to 19 years of work experience behind 
them. Now the deepest gap seems to have shifted to among those with 20 to 29

Figure 4.2. Work experience, level o f education and average pay  
Excluding part-time employees, Quality of Work Life Survey 1997

FIM 1,000
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years of work experience. Compared to the previous Survey, the biggest 
change seems to have taken place among those with tertiary level education 
and the longest work experience. In this group the gap seems to have grown 
distinctly shallower. Nevertheless, the reliability of this finding is marred by 
the fact that during the previous Survey the size of this particular group of 
women was still fairly small (18 respondents). The adjacent Table 4.4. shows 
not only the average pay by work experience and education but also the num
ber of cases in this category in the latest Survey.

The Figure on the same subject shows that, with women, upper secondary 
and tertiary education produce only very scant upward development in pay as 
work experience increases. Having upper secondary education, especially, 
means for women that their pay development comes to a total halt after ten 
years of work experience. The observation that can be made in respect of men 
is that their pay rises rapidly initially but then levels off in the oldest employee 
group with over 30 years of work experience and even falls slightly for those 
with upper secondary education.

W ork o rg a n isa tio n  and  p a y

It has frequently come to light in the earlier studies that gender pay differen
tials are usually at their smallest in the public sector (e.g. Brunila 1990, 24). 
According to the findings of the 1990 Quality of Work Life Survey, pay differ
entials were the smallest of all in the central government sector. This same in
formation is contained in the adjacent table which also shows the changes 
standardised for education in the pay differentials by sector.

The gender pay differential continues to be the smallest in the central gov
ernment sector but the differences between the sectors would seem to have 
narrowed in this respect. The change is particularly striking in the private sec
tor: women are clearly catching up with men. Examined by educational level 
the catching up seems to centre among those with tertiary education, although

Table 4.5. Employer sector and women's pay  as proportion o f men's pay by 
level o f education, 1990 and 1997

Employer sector

Central government Municipality Private

1990 1997 1990 1997 1990  1997

% % % % % %

Total 81 83 78 81 74 80

Tertiary level 82 83 76 80 68 76
Upper secondary level 77 85 82 87 77 81
Lower secondary, basic level 89 81 87 79 80
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Table 4.6. Employer sector and average pay by level o f education 1997 
Gross pay, excluding part-time employees

Employer sector

Total Central
government

Municipality Private

FIM n FIM n FIM n FIM n

W omen, total 9,100 1,351 10,400 115 8,900 534 9,100 712

Tertiary level 12,100 299 12,900 44 11,600 151 12,500 104
Upper secondary level 8,400 760 8,900 56 8,000 296 8,700 413
Lower secondary, basic level 7,800 292 15 7,100 87 8,000 195

M en, total 11,400 1,292 12,600 85 10,900 183 11,500 1,036

Tertiary level 15,800 253 15,600 37 14,500 67 16,500 153
Upper secondary level 10,600 722 10,400 39 9,100 85 10,900 602
Lower secondary, basic level 9,900 317 9 8,100 31 10,100 281

it is still quite obvious that private sector employees are the very group in 
which gender pay differentials are the largest.

Comparisons by sector are somewhat hampered by the fact that the central 
government sector has contracted considerably, as privatised state institutions 
have, in terms of statistics, moved to the private sector. Especially the groups 
with lower secondary education have today grown too small for reliable com
parisons to be made. The table below shows what the numbers of pertinent 
cases were in the latest 1997 Survey. The table also facilitates comparisons of 
monthly pay by sector in monetary terms.

With both women and men, the highest monthly earnings are found in the 
central government sector. However, differences in the educational levels do 
have a bearing on this, for standardising education does influence the result, 
especially in respect of men. In respect of all educational levels, the private 
sector seems the most lucrative as far as men’s pay is concerned. With women, 
the central government and private sectors are the joint leaders. According to 
the Survey findings, in respect of all educational levels the average earnings 
for both women and men are the worst in the municipal sector.

Female and male dom inance

The correlation between work organisation and pay can also be assessed 
against how female or male dominated the pertinent work community is. This 
was inquired in the Quality of Work Life Survey by asking the respondents to 
say whether their co-workers doing roughly similar tasks were all, or mostly, 
women, both men and women or all, or mostly, men. The adjacent table shows
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women’s and men’s average earnings by education by putting together the ’’all 
or mostly” replies from this question about work segregation.

The results show that women’s earnings are distinctly boosted if they work 
in a male-dominated work environment. Even working in a mixed work com
munity raises women’s earnings level. To put it in another way, a female- 
dominate work environment means lower pay for women at all educational 
levels.

Female-domination appears to be harmful to men, too: their earnings are 
the lowest in female-dominated work environments. Male-domination, again, 
brings no significant benefits to men, except in the group of those with lower 
secondary and basic education. It is, generally, not very common anyway for 
those with lower secondary and basic education to work in an environment 
dominated by the opposite gender. With respect of both women and men these 
groups are again too small in this Survey for reliable comparisons.

The gender composition seems to correlate particularly strongly with 
women’s pay in that it is the highest for women with tertiary education work
ing in a male-dominated environment and the lowest for those with no higher 
than lower secondary education working in a female-dominated environment.

A similar result was obtained by Irja Kandolin from the Quality of Work 
Life Survey carried out as far back as 1984. The gender composition of a 
workplace is of great ’’explanatory” value with regard to gender pay differen
tials. (Kandolin 1997, 267.) Especially the pay of female upper white-collar 
employees was lowered, in exactly the same way as that of women with ter
tiary education in this latest Survey, by working in a female-dominated work 
community.

It is precisely observations like these of the existence of female wages and 
salaries in female-dominated fields that have been behind the past attempts to

Table 4.7. M a le  or fem ale dominance of workplace and pay  by level o f 
education 1997

T o ta l M o s t ly  w o m e n  B o th  m en  a n d  M o s t ly  m en
w o m e n

FIM n FIM n FIM n FIM n

Women, total 9,100 1,351 8,600 959 10,300 268 12,100 57

Tertiary level 12,100 299 11,100 186 13,300 78 16,300 21
Upper secondary level 8,400 760 8,200 546 9,300 151 9,800 22
Lower secondary, basic level 7,800 292 7,700 227 8,100 39 14

M en, total 11,400 1,292 11,300 80 12,600 214 11,100 912

Tertiary level 15,800 253 14,000 34 16,300 75 15,700 121
Upper secondary level 10,600 722 9,500 33 11,000 107 10,700 537
Lower secondary, basic level 9,900 317 13 8,900 32 10,000 254
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minimise gender pay differentials through the dissolution of occupational seg
regation. It is, however, unlikely that female-domination of occupations, 
fields and workplaces could ever fully ’’explain” the pay differentials. The 
question is more of a bias that has evolved with time and which, as such, de
serves to be explained. Re-assessing the demands of the tasks in the male and 
female-dominated fields would, in fact, be a more appropriate way than tempt
ing women to give up female-dominated fields in the hope of better pay.

In principle, it would be wrong to eliminate the effect of an occupational 
field while attempting to find the ’’inexplicable” proportion created by dis
crimination in the pay differentials. Nevertheless, in economic analyses this 
has often been the case (see Kangasniemi 1997). In Statistics Finland’s Prices 
and Wages Statistics, too, gender pay differentials are calculated by eliminat
ing the ’’effects” of occupations or industries (Pay Structure Statistics 1996, 
1998, 14). The fact that gender pay differentials exist in fields where the edu
cational requirements are identical, e.g. in engineering or nursing occupations, 
is a clear indication of discrimination. Neither the fields as such, nor their male 
or female domination, explain pay differentials in any way whatsoever.

Perform ance-based pay

The introduction of performance-based pay systems has been a subject of 
lively debate in recent years. The systems have been implemented even in ser
vice and public sector fields, although assessing and measuring the results in 
these fields is much more difficult than in manufacturing or production work. 
The adjacent figure would indicate, however, that pay systems based on per-

Figure 4.3. Productivity-based pay  aw ards
Productivity bonuses have been introduced, Quality of Work Life Surveys, 
1990 and 1997

%
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formance were less in use in autumn 1997 than in 1990. The reason may either 
be that the number of these extra encouragement systems had to be pruned 
down due to the recession or that the actual assessment of productivity proved 
more difficult than anticipated. The fact that the use of performance-based pay 
systems is less widespread in the public sector, i.e. central government (16%) 
and municipalities (8%), than in the private sector would certainly indicate to
wards the latter reason.

It is difficult to judge the reliability of the Quality of Work Life Survey data 
on performance-based pay systems, because the topic has generally not been 
extensively studied anyway. The Central Organisation of Finnish Trade Un
ions has researched the introduction of performance-based pay in the context 
of studies into different forms of local agreements (Helin 1999). The research 
cannot be regarded as nationally representative but it does give an overall pic
ture of the different forms performance-based pay awards can take. The com
monest form is the payment of a one-off annual bonus if targets have been ex
ceeded. Such bonuses are almost invariably directed to a certain group, e.g. all 
employees, whole departments or employee groups of an enterprise. Another 
main form is using personnel funds as the rewarding channel.

With regard to gender pay differentials, performance-based bonuses have 
obviously not played a significant role in the 1990s. As recently as in the 1990 
Quality of Work Life Survey it looked as though the pay differentials were in
creasing at workplaces where performance-based award systems had been in
troduced. Highly educated men, particularly, seemed to benefit from the new 
forms of awarding. (Lehto 1992, 82-83.) Now that according to the 1997 
Quality of Work Life Survey performance-based pay systems are rarer than at 
the turn of the decade, they seem to have lost their impact on the gender pay 
differential. The only remaining difference is that at men's workplaces perfor
mance-based awarding has remained as common as previously, at the work
place of every fourth employee. With women, this type of rewarding has 
grown less frequent.

Table 4.8. Form o f p ay  by gender 1997

W o m e n  

%  n

M e n

% n

To ta l

% n

Fixed monthly pay 65 1,021 45 618 55 1,639
Fixed hourly pay 13 205 24 332 18 537
Basic pay plus shift supplements 12 196 8 116 11 312
Basic pay plus productivity bonus 5 71 10 142 7 213
Basic pay plus piece-work bonus 2 27 5 72 3 99
Other form of pay 3 54 8 109 6 163

Total 100 1,575 100 1,390 100 2,965
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The form of pay is also otherwise descriptive of the difference in women’s 
and men’s pay. In the Quality of Work Life Survey, the proportions of pay 
made up of different bonuses and supplements can also be examined with the 
question about the respondents’ personal forms of pay. The replies to this 
question are presented in the adjacent table.

Fixed monthly pay is clearly more typical with women (65%) than men 
(45%), while hourly pay is more common with men (24%) than women 
(13%). Hourly pay is a particularly prominent pay form with young men (un
der 30), of whom one in three said he is paid hourly, whereas only one in four 
of the women of this age group received hourly pay. Shift supplements are 
more common in women’s (12%) than in men’s (8%) pay. Different piece
work, commission or productivity bonuses, again, are more often paid to men 
(15%) than women (7%).

P e rce p tio n  o f the fa irn e ss  o f p a y

The values and expectations connected with the perception of fairness are es
sential to the Finns. This has come to light in Finnish studies into the values of 
working life (e.g. Juuti 1989). With the help of the Quality of Work Life Sur
veys, the perceptions concerning the fairness of pay can also be examined and 
compared in the light of the foregoing findings about gender pay differentials.

Table 4.9. presents the perceptions of the fairness of pay by educational 
level and employer sector. The table shows the results from the 1990 and 1997

Table 4.9. Proportion of those perceiving their pay as fair, 1990 and 1997
By employer sector and level of education. Quality of Work Life Surveys. Question
naire appendix, question no. 34.

E m p loye r se c to r 

T o ta l C e n tra l
g o ve rn m e n t

M u n ic ip a l ity P riva te

1990 1997 1990  1997 1990  1997 1990 1997

%  % %  % %  % % %

W omen, total 40 40 45 37 24 30 50 48

Tertiary level 38 35 37 33 29 27 55 48
Upper secondary level 37 40 40 42 18 29 49 49

Lower secondary, basic level 47 44 56 31 33 40 50 47

M en, total 53 46 46 37 40 32 56 50

Tertiary level 58 51 51 45 43 44 66 57

Upper secondary level 52 44 44 32 29 27 56 48

Lower secondary, basic level 52 48 46 33 53 20 52 52
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Quality of Work Life Surveys next to each other. The complete question can 
be found on the appended Survey questionnaire (Question 34).

The difference in women’s and men’s replies is logical in the sense that 
those men whose pay is proportionally high relative to, for example, their level 
of education also regard their pay fair more often than women. Nearly every 
second man (46%), but only 40 per cent of the women are satisfied with their 
pay in this sense. Nevertheless, compared to the turn of the decade, the satis
faction among men has diminished quite distinctly.

The table also shows how systematically these differences in the percep
tion of fairness correspond with the average earnings by employer sector and 
level of education presented earlier in this Chapter: highly educated men in the 
private sector are the most satisfied (57%) and also have the highest average 
earnings (FIM 16,500). On the other hand, men’s satisfaction has declined 
most in precisely this group -  as well as among those in the private sector with 
upper secondary education -  since the previous Survey.

The most dissatisfied with their pay are the employees, both male and fe
male, in the municipal sector. This applies at nearly all the educational levels 
and, thus, also corresponds with the findings concerning average earnings.

O f the re a son s  fo r  a nd  fu tu re  o f  p a y  d iffe re n tia ls

The findings of the Quality of Work Life Surveys show that there is still a clear 
difference in women’s and men’s pay in favour of men. Calculated from the 
latest Survey results, the average monthly earnings of women (FIM 9,100) 
amount to 80 per cent of men’s average earnings (FIM 11,500). To re-iterate: 
part-time employees are not included in these calculations. Comparing the 
proportion to earlier results -  calculated using an exactly identical method -  
the development in the 1990s does, however, seem positive from women’s 
point: the pay differential has narrowed by about four percentage points.

This Chapter has shown that the underdevelopment in women’s pay is nei
ther due to lower educational level nor difference in work experience. The 
women in working life are better educated than their male counterparts and the 
difference in the length of work experience in favour of men amounts to less 
than twelve months.

In the search for an explanation to the narrowing of the gender pay differ
ential in the 1990s, education and work experience may, nevertheless, be of 
major importance. Women’s educational level has been going up slightly 
faster than men’s, and level of education continues to be an important aspect in 
determining the size of a persons’ pay.

On the other hand, all wages and salaries -  including those of men -  have 
only gone up very slightly in the 1990s. At the end of the previous decade vari
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ous sliding scales were usual, and more performance-based awards were paid. 
These all tended to benefit men more than women.

The 1990s has also been a decade of multilateral incomes policy agree
ments. Is has been estimated that multilateral incomes policy agreements are 
more favourable to women than industry-specific agreements, not to even 
mention local agreements (e.g. Ilmakunnas & Julkunen 1997, Rubery & Fagan 
1994). Multilateral agreements embrace the principle of inter-sectoral pay sol
idarity which in itself is favourable to female-dominated fields. Equally, it has 
been possible to include in multilateral agreements equality supplements, 
which are important in principle, as well as many social reforms, such as 
childcare leave entitlement.

From the point of the future, problems will arise if the patterns of pay tied 
to performance and local agreements become more widespread with the move 
to the Economic and Monetary Union in Europe. Measuring performance is, 
on average, more difficult in the typically female work, i.e. work involving hu
man relationships and information handling, than in the typically male pro
duction work. There is a fear that gender pay differentials will grow again if 
such a trend gains momentum in the future.
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H a n n a  S u te la

5 Fixed-term employment
relationships and gender equality

In the early 1990s Finland was gripped by a deep economic recession which 
brought major changes to the labour markets. The rate of unemployment, 
which had remained fairly low throughout the 1980s, reached the record figure 
of 18.5 per cent by 1994. Changes also took place in the pattern of employ
ment in that atypical employment relationships grew increasingly common.

The use of fixed-term employment relationships allows enterprises to shift 
the responsibility from the employer to the employee in insecure circum
stances by rendering a proportion of the personnel easily manoeuvrable and 
flexible. Thanks to this flexibility the threshold for hiring new employees is 
brought down and it becomes easier for enterprises to adapt to changing oper
ating environments. In international research, atypical employment relationships 
are viewed as forming a part of companies’ uncertainty strategies. (Parjanne 
1998. Bielenski 1994.)

The managements of Finnish service enterprises also view low hiring 
threshold, better profitability, reduced business risk and possibilities for flexi
bility as major benefits from the use of fixed-term labour force. The costs in
curred by an enterprise when, for example, a female employee becomes preg
nant, can be minimised by exploiting fixed-term employment relationships. 
”An employer has to constantly consider whether a certain employee is, or 
will get, pregnant (...) This is something every employer has to bear in mind”. 
(Laaksonen 1998)

Women’s fixed-term employment relationships started to get increasingly 
widespread in Finland in the mid-1980s. The new home care allowance sys
tem took effect at the same time. This may have influenced the spreading pop
ularity of fixed-term employment relationships with regard to female employ
ees in two ways: on the one hand employers were becoming reluctant to hire 
women of child-bearing age to permanent employment relationships because 
there was a risk of her staying at home to care for her children for years. On the 
other hand, it became necessary to hire (fixed-term) replacements for the (per
manent) employees who stayed at home by virtue of the home care allowance.
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Figure 5.1. Proportion o f employees in fixed-term  employment relation
ships 1982-1997

% of wage and salary earners. Annual Labour Force Surveys 1982-1993, Labour 
Force Survey of the EU 1995, annual mean of 1997 Labour Force Survey

%

— Total "» M e n  -»-W omen

With regard to men, the growing popularity of fixed-term employment rela
tionships seems to relate more to the general economic development: men’s 
fixed-term employment relationships started to become widespread at the turn 
of the decade, as the recession was setting on.

While in the 1984 Quality of Work Life Survey just a good tenth (11%) of 
wage and salary earners worked in fixed-term employment relationships, by 
the 1997 Survey the proportion had gone up to nearly one fifth (18%). Alto
gether 192,000 women and 136,000 men, that is 21 per cent of all female and 
15 per cent of all male wage and salary earners, worked in fixed-term employ
ment relationships in 1997. The proportions are the highest in the Member 
States of the EU, topped only by Spain. With respect of women, the trend 
seems to have halted for the moment. It remains to be seen whether this is just 
a case of temporary stabilisation of the situation or whether the trend in the 
proportion of female fixed-term employment relationships will turn to a real 
decline. According to the Quality of work Life Surveys, the proportion of male 
fixed-term employment relationships would already seem to show a slight de
cline from 1997 onwards.

The voluntariness of fixed-term employment seems to be connected with 
labour market situations. During and after the recession fixed-term employ
ment relationships were entered into mainly out of necessity. It does not seem 
to be so much a question of the ’’variety in employment relationships also cor
responding better with the different needs of employees” as employers some
times claim. In the 1997 Quality of Work Life Survey, at the onset of economic 
recovery, one in three of those in fixed-term employment relationships said 
they were in them voluntarily because they did not want permanent employ-
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ment anyway. This was stated by 34 per cent of the women and 29 per cent of 
the men included in the Survey. Only just under 40 per cent of the interviewed 
women and men said they were doing fixed-term work because permanent 
jobs were not available. In the 1997 Quality of Work Life Survey, the percent
age of the female ’’voluntary” fixed-term employees had gone down to four 
and that of their male counterparts to 10 per cent. In that Survey, over 90 per 
cent of the female and nearly 80 per cent of the male respondents gave the un
availability of other kind of work as the reason why they were in fixed-term 
employment.

Correspondingly, in the 1990 Quality of Work Life Survey, up to one half 
of those in fixed-term employment considered the likelihood of finding a new 
job good. There was next to no difference in the proportions between the gen
ders in this respect. In 1997, the proportions of those considering the likeli
hood of finding a new job had dwindled to one out of three men and just a 
good fifth of women. During the 1990s, working in fixed-term employment 
relationships involuntarily has, thus, increased for both genders while the op
portunities for finding a new job have decreased. Women’s situation seems to 
be particularly weak in this respect.

B e g in n in g  o f  a w o rk in g  c a re e r an e la s tic  c o n c e p t

Fixed-term employment relationships have been viewed as a phenomenon es
pecially associated with young age and the beginning of a working career. It is 
true that fixed-term employment relationships continue to be most common 
among young wage and salary earners and new entrants to working life. How
ever, as fixed-term employment relationships become increasingly wide
spread, they are also beginning to touch other wage and salary earner groups, 
particularly women. The proportion of fixed-term employees has increased 
most among women aged over 30, for whom it has more than doubled in good 
ten years. (Figure 5.2.) As late as 1990, well over one half of all fixed-term 
employees -  both female and male -  were aged under 30. By 1997, only 36 per 
cent of all female fixed-term employees were aged under 30. Similar develop
ment can be seen at the other end of the age spectrum, where the proportion of 
female fixed-term employees aged over 40 has risen to over one third while 
the males’ corresponding proportion is ’’only” one quarter.

New employment relationships of under 12 months’ duration are atypical 
more often than usual. In 1997, two thirds of them had been entered into on 
fixed-term basis. In the past, a fixed-term employment relationship at a new 
workplace was made into a permanent one fairly soon. By 1997, however, the 
situation had changed and this was particularly visible in the public sector: 
over one half of the female public sector employees who had been in their jobs 
for over 12 months but under four years were still employed on fixed-term ba-
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Figure 5.2. Fixed-term  w age and salary earners by age group
% of wage and salary earners in the age group, Quality of Work Lifer Surveys 1984, 
1990 and 1997

%

EH 1984 ^ 1 9 9 0  * 1 9 9 7

sis in 1997. Every fourth female public sector employee who had been in her 
job for over four but under seven years was also still employed on fixed-term 
basis.

The connection between fixed-term employment and length of working ca
reer can also be examined in the Quality of Work Life Surveys using as the cri
terion the overall length of the fixed-term employee’s working career. In 1984, 
every fifth fixed-term wage and salary earner was only just starting his or her

Table 5.1. Proportions of fixed-term  employees by length o f time a t current 
place o f work

Tim e a t  c u rra n t P ro p o r tio n s  o f  f ix e d - te rm  e m o io ve e s
p la ce  o f  w o rk W o m e n

1984

%

1990

%

1 9 9 7 *

%

M e n

1984

%

1990

%

19 9 7*

%

Public sector
Under 12 months 66 72 82 76 63 75
1 -3  years 29 35 54 25 28 38
4 -7  years 12 22 26 13 5 12
Over 7 years 3 3 4 2 3 1

Private sector
Under 12 months 33 46 51 34 37 52
1 -3  years 7 11 19 5 10 9
4 -7  years 2 7 3 2 7 3
Over 7 years 1 1 1 1 2 1

*  Excl. those employed w ith  policy measures
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working career and had less than two years’ experience of gainful employ
ment. In the 1997 Survey, these ’’rookies” made up less than one tenth of the 
female fixed-term employees. As many as fifty per cent of the female 
fixed-term employees had behind them working careers of over ten years.

An examination of the same phenomenon from another perspective shows 
how increasing work experience has helped in finding a permanent job at dif
ferent times. In 1984, a good third of the wage and salary earners with less 
than five years’ experience of gainful employment were employed on 
fixed-term basis. The majority had already succeeded in becoming perma
nently employed. Those who in 1997 had behind them less than five years’ 
work experience had entered the working life during, or in the aftermath, of 
the worst recession. Over one half of them still had an employment contract of 
fixed term duration. This group of over 100,000 fixed-term employees at the 
beginning of their working career are unlikely to take it for granted even in the 
future that accumulating work experience will automatically lead to a perma
nent employment relationship. In 1997, thirteen per cent of the women and 9 
per cent of the men with over ten years’ work experience were still working on 
fixed-term basis. In 1984, the corresponding proportion for both genders was 
6 per cent.

Fixed-term employees experience unemployment considerably more often 
than other wage and salary earners. In 1997, over half of the female and almost 
half of the male fixed-term employees said they had previously at some stage 
been in a permanent employment relationship. A vast majority of the 
fixed-term employees had been unemployed in the last five years. With the 
male fixed-term employees aged over 30 the proportion was as high as 90 and 
with the female ones nearly 80 per cent. Of all the wage and salary earners in

Figure 5.3. Proportion o f fixed-term  w age and salary earners  
By years of work experience, Quality of Work Life Surveys 1984, 1990 and 1997
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Figure 5.4. Been unemployed in the last five years 
Quality of Work Life Survey 1997

Permanent Total 
employees

Women

Men

Fixed-term Total 
employees

Women

Men

0% 20% 40% 60% 80% 100%
■  Once ■  More than once □  Not at all

fixed-term employment relationships one in four had been unemployed or 
temporarily dismissed in the last five years.

With those fixed-term employees who had been unemployed the periods of 
unemployment were also clearly longer than with the others who had been un
employed but were permanently employed at the time of the Survey. With 
both female and male fixed-term employees, the average length of the unem
ployment period was 16 months. With permanently employed men the aver
age length of unemployment or temporary dismissal was 11 months and with 
permanently employed women 7 months. The oldest fixed-term employee 
group of those aged over 40 had experienced unemployment distinctly more 
frequently than their younger counterparts. This was also the case with those 
who only had lower or upper secondary level educational qualification.

E duca tion  does n o t im p rove  w om en 's  p o s itio n

The female fixed-term wage and salary earners of today are not only older and 
have longer work experience, but are also better educated and more often than 
before in salaried positions.

The educational level of Finnish wage and salary earners has been rising 
steadily, and this also applies to fixed-term employees -  at least women. In 
1984, the educational structures of the female and male fixed-term employee 
groups were still roughly similar and both were better educated than the per
manent employee group. By 1997 the situation had changed so that the educa
tional level of the men employed on fixed-term basis had fallen considerably 
below that of the men employed on permanent basis, whereas the educational 
level of the women employed on fixed-term basis had risen well above that of
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the women employed on permanent basis. In fact, the educational level of the 
female fixed-term employees surpassed not only the educational level of the 
female permanent employees but also that of the male permanent employees -  
not to even mention that of the male fixed-term employees -  as far back as in 
the 1990 Quality of Work Life Survey. In 1997. one in four of the fixed-term 
employees had a tertiary level qualification, while the corresponding propor
tion among their male counterparts was 13 per cent. One in five of all men and 
women in permanent employment relationships had a tertiary qualification. 
(Figure 5.5.)

While tertiary education would seem the gate to a permanent employment 
relationship for men, it does not seem to improve women’s position in this re
spect. In the 1997 Survey, the proportion of fixed-term employees was the 
smallest (10%) among highly educated men while fixed-term employment 
was the commonest among highly educated women of whom one in four was 
in this type of employment relationship.

Fixed-term employment relationships were the commonest among female 
upper white-collar employees, of whom one in four was in a fixed-term em
ployment relationship. Every fifth female blue-collar worker was employed 
on fixed-term basis. Fixed-term employment relationships were the least com
mon among male upper white-collar employees of whom only one in ten had 
entered into his employment relationship for a fixed term. The proportion of 
fixed-term employees of male lower white-collar employees and blue-collar 
workers was 16 per cent. Compared to permanent employees, there was a rela
tively large number of white-collar employees and small number of 
blue-collar workers among the female fixed-term employees. With men, the 
situation was totally reversed.

Figure 5.5. Proportion of fixed-term employees by level of education 
Quality of Work Life Surveys 1984, 1990 and 1997

Women Basic and lower sec. ed.

Men

Upper secondary education 

Tertiary education

Upper secondary education 

Tertiary education

Basic and lower sec. ed.

25

30
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F ixed -te rm  e m p lo ym e n t com m o ne s t 
in  the p u b lic  s e c to r

Although fixed-term employment relationships have been increasing in all oc
cupational groups since the 1984 Quality of Work Life Survey, the groups in 
which they are most and least common have remained unchanged. Fixed-term 
employment has always been commonest in the female-dominated municipal 
sector in the occupational groups of education, and health and social care. In 
the 1997 Survey, the hotel and catering, building and electrical as well as ser
vices industry and agriculture also emerged as fields using as much fixed-term 
labour force as the fields of health and social care. In all the Quality of Work 
Life Surveys the numbers of fixed-term employment relationships have been 
the lowest in commercial and manufacturing occupations.

Fixed-term employment is the commonest in the public sector. Even dis
counting those employed with policy measures, one third of the female and 15 
per cent of the male wage and salary earners in the central government sector 
were employed on fixed-term basis in 1997. In the municipal sector, the pro
portion of fixed-term employees of all women employed without policy mea
sures was 22 per cent while with men the corresponding proportion was 16 per 
cent. The distribution between the genders is the most even in the private sec
tor where 13 per cent of the women and 12 per cent of the men were fixed-term 
employees.

In the private sector fixed-term employment touches women and men quite 
equally also age-wise: half of both the male and female fixed-term employees 
are aged under 30, one in four between 30 and 39 and one quarter over 40. The 
age structure is also very similar for the males employed in the public sector 
without policy measures, whereas only under one third (29%) of the females 
employed without policy measures on fixed-term basis in the public sector are 
under 30 years of age. Over 40 per cent of the female fixed-term employees in 
the municipal sector and 30 per cent of their sisters in the central government 
sector are aged over 40.

R ow s o f  s u cce ss ive  c o n tra c ts  com m on w ith  w om en

The ways in which the respondents were asked about the type of fixed-term 
employment relationship they were working in differed slightly in 1990 and 
1997, so comparisons are here not fully reliable. It would, nevertheless, seem 
that there has been an increase in the proportion of those who said their work 
was seasonal or that they come to work as and when summoned. However, 
these groups only make up the minor proportion of altogether good 10 per cent 
of all fixed-term employees. The most frequent reply from the fixed-term em
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ployees in the 1997 Quality of Work Life Survey was that they were ”in an 
employment relationship otherwise agreed for a fixed term.” This applied to 
nearly one half (46%) of the men and a good third (36%) of the women. Nearly 
one in three (31%) of the women and one in ten of the men said they were 
working as replacements without a permanent position. With both genders, the 
proportion of those employed with labour policy measures made up approxi
mately one sixth (16-17%) of the respondents.

The 1997 Survey goes slightly deeper into the nature of the fixed-term em
ployees’ employment relationships. For example, it shows that female 
fixed-term wage and salary earners had more often behind them several suc
cessive fixed-term employment contracts with their current employer than 
their male counterparts. This kind of ’’rows of successive contracts” was the 
most common in health care occupations in which good half (53%) of the in
terviewed female fixed-term employees were working under their fifth succes
sive fixed-term contract in the job they did at the time of the interview. All in 
all, this kind of ’’rows of successive contracts” was commonest in the public 
sector. (Figure 5.6.)

Fixed-term employees’ assessments of what might happen to them at the 
end of the employment relationship they were in at the time of the interview 
also tell about the same thing, i.e. ’’rows of successive contracts”. Con
tinuing to examine only those fixed-term wage and salary earners employed 
without labour policy measures, more than one half (59%) of the women 
reckoned that their employment relationship would be continued with a new 
fixed-term contract in their present workplace, while 42 per cent of the men 
thought so. As many as three out of four of the women on their fifth succes
sive contract believed that their fixed-term employment would continue. Es-

Figure 5.6. Number of employment relationships at current place o f work 
Fixed-term wage and salary earners*, Quality of Work Life Survey 1997

Public sector Private sector

SH First one I I  2  to 5 □  More than 5 

'  Exd. those employed with employment funds
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pecially men in the older age groups feared becoming unemployed more of
ten than their female counterparts. In all age groups, however, men thought 
more often than women that they would be made permanent, or already had 
another job lined up elsewhere. Especially men aged under 30 believed that 
they would be made permanent (13%). In all age groups, only about three 
per cent of all the interviewed women -  but none in the group on their fifth 
successive contract -  were this confident. One in six respondents could not 
say what might happen.

F ixed-te rm  e m p lo ym e n t causes m e n ta l s tre ss

Fixed-term employees form a highly heterogeneous group, which makes gener
alisation difficult. The way fixed-term employment is perceived can vary consid
erably depending, for example, on gender, age, occupational field, length of the 
employment relationship and own life or family situation. From the employee’s 
point the weighing up of the advantages and disadvantages depends on whether 
the alternative to fixed-term employment is unemployment or a permanent posi
tion, for a fixed-term employment relationship is surely always better than noth
ing (Julkunen & Nätti 1995). Fixed employment relationships are useful from the 
employee’s point when they act as a bridge to a permanent position or as a natural 
way to give a rhythm to one’s own working career. The case is totally different 
when fixed-term employment turns to a trap of insecurity from which the only 
way out is unemployment. (Nätti 1993.)

Tiina Kalliomäki-Levanto (1998) claims that fixed-term or temporary em
ployment is connected with new opportunities if the fixed-term employee is 
confident about finding (longer term or permanent) employment to please 
him/her in the future. Then fixed-term or temporary work is perceived as an 
interim stage in life, especially if the employee is ”in a fixed-term or tempo
rary stage of life”, i.e. either studying or about to start studies or is freshly 
qualified and looking for a job. Confidence in finding a pleasant job later on in 
life is also in the background when a fixed-term or temporary employment re
lationship is seen as an interim opportunity to escape an earlier, unsatisfactory 
job or life situation.

The designing of the Quality of Work Fife Survey questionnaire was pre
ceded by a host of informal interviews. As fixed-term employment relation
ships were discussed in these interviews, the most frequently made comments 
were, among others, the stressfulness of the constant insecurity, difficulty in 
planning the future, conflicts and competition arising from the insecurity -  es
pecially at workplaces with a lot of fixed-term employees -  and in general the 
fact that it made many ordinary everyday matters difficult, e.g. a bank could 
refuse a loan because of the applicant’s fixed-term employment relationship. 
Conversely, the situation could also have positive aspects, at least for those
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who valued the feeling of independence, wanted frequent change or had no 
family. ”1 think it depends on a person’s character” was how some interview
ees put it. It was a also seen as an advantage that fixed-term employees, who 
are ’’only visiting” a workplace do not need to take a stand in any of the work
place’s internal conflicts or grudges -  which might stem from years back. A 
fixed-term employee simply does the work and them leaves.

A separate set of questions was compiled for fixed-term employees on the 
Quality of Work Life Survey questionnaire by making use of the most fre
quently experienced aspects. The questions were used to chart out, on the one 
hand, fixed-term employees’ own attitudes and, on the other, the way they ex
perienced their position in the work community. Sum variables were then 
formed to describe both.

N e g a tive  e xp e rie n c e d  to the m a jo rity

Measuring the attitude by the sum variable the majority, or two thirds, of the 
fixed-term employees seemed to look upon the nature of their employment re
lationship as a negative thing, rather than a choice that suited them personally. 
Women seemed to find fixed-term employment particularly difficult, because 
three quarters of them regarded it as a negative thing, while a good half of men 
held this view. The difference between men and women was statistically sig
nificant, regardless of age group.

Rows of successive employment contracts increased both genders’ nega
tive attitude towards fixed-term employment. The longer the work career a 
fixed-term employee had behind him or her, the more negatively he or she 
viewed the situation. Although in respect of both genders this negative attitude 
abated clearly once an employment relationship had lasted for more than 12 
months, the proportion of those with negative views even after this long 
fixed-term employment relationship was surprisingly high.

Men’s negative attitude abated as the educational level rose. With women 
there were no major differences in the attitude by level of education, although 
highly educated women appeared to take a slightly more negative view of the sit
uation. The number of those who found the situation stressful was the largest in 
the health care field, but the number was also fairly high in the social care field. 
The number of those viewing their fixed-term employment negatively was also 
higher than average among women in the occupational groups of technical, scien
tific, etc., manufacturing, construction and transport work and among men work
ing in service and agricultural occupations. The most positive attitudes were held 
on the one hand by men in technical, scientific, etc. or artistic occupations and on 
the other hand by those in all age groups working in commercial and hotel and ca
tering occupations. Even standardised by age and gender, the situation was expe
rienced as the most stressful in the public sector.
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H a rd e s t fo r  s in g le  p a re n ts  and  
w ives  o f  u n e m p lo ye d  m en

More fixed-term employees than permanent employees have no family. How
ever, the proportion of those with a family has been going up among 
fixed-term employees in the 1990s which, for its part, speaks of the growing 
prevalence of fixed-term employment also in other wage and salary earner 
groups besides the very youngest and most unsettled ones.

The average age at which Finnish women have their first child has been 
continuously going up. In 1997 it was around 28 years. Fixed-term employ
ment relationships and insecure future outlook make it difficult to decide on 
the best time for having a child. In the Quality of Work Life Survey, potential 
fist-time mothers in the 25 to 34 age group living in a cohabiting or marital re
lationship with no children found fixed-term employment the most stressful. 
Their attitude to their fixed-term employment was even more negative than 
the one held by those women in the same age group who already had children. 
Depending on their family situation, the women in this age group put the em
phasis in the stressfulness of fixed-term employment on slightly different as
pects: women in a partnership with no children stated considerably more often 
than mothers or single women that fixed-term employment made planning the 
future difficult. By contrast, mothers of families with children put a distinctly 
stronger emphasis than their age-cohorts without children on the stressfulness 
of the financial insecurity that fixed-term employment causes. Quite under
standably, nine out of ten single carers viewed their fixed-term employment as 
a mainly negative thing, whereas the respondents without family who, admit
tedly, were also, on average, younger than the others, expressed the least con
cern about this aspect.

Atypical labour market positions have a tendency to accumulate into the 
same households. The partner of a fixed-term employee is also a fixed-term 
employee more often than usually, even in the age groups that are not the very 
youngest ones. Fixed-term employee wives of unemployed men had the most 
negative view of their fixed-term employment. However, even where the male 
partner was in permanent employment, it did not make the woman assume a 
very carefree attitude towards her own fixed-term employment: three out of 
four of these women, too, regarded the situation as stressful.

F ixed -te rm  e m p lo ye e s ' p o s itio n  
in  w o rk  co m m u n ity

A fixed-term wage or salary earner is a kind of a visitor to a workplace. To a 
certain extent, the length and quality of the visit determines how the fixed-
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term employee is received by the work community and how he or she experi
ences his or her own position within it. It is obvious that the position of a 
fixed-term employee hired for expert tasks in a project lasting several years, 
for example, is entirely different from that of a temporary extra helper sum
moned up to do a couple of hours' or days’ ”gig”.

It became clear from the informal interviews that a fixed-term employee 
should often keep a low profile: ’’Obviously, if as a replacement you go and 
poke your nose into everything, you're brought down immediately. You just 
don't do it if you want to go on working. Replacements like that are simply not 
taken on. ” At worst, a superior may demand from a fixed-term employee more 
than from a permanent employee by way of work input or flexibility in shifts, 
making it -  directly or indirectly -  quite clear that the renewal of the employ
ment contract depends on it: "You’re sort o f continually redeeming this new 
employment contract. ”

Measured by the sum variable, approximately two out of three fixed-term 
employees nevertheless felt that their position in the work community was at 
least reasonably good, while one third were of the opinion that they were in a 
distinctly weaker position than permanent employees. Again, women’s situa
tion seemed more unfavourable than men’s: a good quarter (27%) of men and 
almost two out of five women (38%) saw their position as weak. In this re
spect, the situation was the worst among those aged over 40.

An interesting difference between the genders emerges in how the rows of 
successive employment contracts affects the experiencing of own position in 
the work community. With men, those who were in their first fixed-term em
ployment relationship at their current workplace regarded their position as the 
weakest, but with women this was the case for those who already had behind 
them more than five employment contracts at their current workplace. More 
than one half of these women regarded their position as weak. The men who 
had been promised permanency in their current job and the women who had 
another job lined up elsewhere thought their position was the strongest. Those 
who were threatened by unemployment or felt their chances of finding work 
were poor were the worst off.

The effect of the employment relationship’s duration on the experiencing 
of own position in the work community was as expected. Those working in 
employment relationships lasting less than three months felt themselves to be 
in the weakest position, while those in employment relationships of over 
twelve months’ duration thought they were in the strongest position. In con
trast, the number of years of work experience or service at the current work
place seemed to have little or no bearing on how a fixed-term employee felt he 
or she was treated.

Examined by level of education, men felt that the lower their educational 
level, the weaker their position was. With women, too, those who had only
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completed basic or lower secondary education felt they were the worst off, al
though the situation did not fluctuate by level of education as much as it did 
with men. As stated earlier, wage and salary earners in health care occupations 
seemed to find fixed-term employment the most stressful. The number of 
fixed-term employees who felt they were in a weak position in their work 
community was also by far the largest in the health care field.

Having a family appears to be an advantage to male fixed-term employees 
but a disadvantage to female ones. The largest number of those who felt they 
were in a strong position was found among men in a cohabiting or marital part
nership with children under 18 living at home. Only 23 per cent of them felt 
their position was weak. Of the women in the same stage of life 43 per cent re
garded their position as weak. Those who felt they were in the strongest posi
tion were single women of whom only 31 per cent considered their position 
weak. With respect of women, the work community may also perceive a fam
ily as an encumbrance that prevents full commitment to work, whereas a male 
employee having a family is more likely to be seen as portraying a person with 
a sense of responsibility and someone who should be taken seriously.

S um m ary

In the last few decades, the whole wage and salary earning population has 
been getting older, increasingly white-collared and better educated. Neverthe
less, this is not enough to explain the fact that a growing number of fixed-term 
employees are white-collar women aged over 30 with at least upper secondary 
education. As many as one third (31%) of the female fixed-term employees 
employed without policy measures met these criteria in 1997, while in 1990 
the corresponding proportion was 15%. The strong financial cutbacks made in 
the public sector in the 1990s manifest in the ever-growing number of 
women’s fixed-term employment relationships, as the public sector is a major 
employer of the female labour force.

Fixed-term employment relationships continue to be more common among 
young wage and salary earners than those of more mature years. However, at 
least where women are concerned, the situation seems to have changed so that 
the connection between fixed-term employment and young age, on the one 
hand, and insufficient work experience, on the other, is no longer as obvious as 
it was a decade or so ago. Young people entering the labour market have tradi
tionally formed the main group of fixed-term employees. As we approach the 
turn of the millennium, those employed on fixed-term basis after unemploy
ment and such wage and salary earners -  particularly women -  who must wait 
for ever lengthening time periods for employment relationships to be made 
permanent emerge as the new groups of fixed-term employees. It has grown
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increasingly difficult in the 1990s, especially for women, to find permanent 
work after unemployment. More than one half (52%) of the women who had 
been unemployed in the last five years preceding the Survey were in 
fixed-term employment relationships at the time of the Survey. The proportion 
of those female fixed-term employees who had not experienced unemploy
ment at all was less than 8 per cent. The corresponding percentages for men 
were 34 per cent and 4 per cent. The proportions of fixed-term employees of 
those who had been unemployed more than once in the last five years were 
even higher at 65 per cent for women and 44 per cent for men.

Marja-Liisa Parjanne (1998) sees as the danger in Finland a division of the 
labour market and force into two circles: inner and outer. Those who retained 
their jobs during the recession form the core group, or inner circle, whose po
sition on the labour market is stronger than that of the unemployed or those in 
atypical employment relationships. The position of the wage and salary earn
ers in permanent employment relationships grows more secure pro rata to the 
increase in the number of fixed-term employees, who will usually be the first 
to adapt and become the labour force buffer, or outer circle.

The vast majority of fixed-term employees see their situation as a negative 
and mentally stressful thing, but only one in three of them feels that he or she 
is in a distinctly weaker position than others in his or her work community. It 
may be that we see here the effects of the same phenomenon that has been ob
served in women’s attitudes towards gender discrimination at workplaces: 
even when friction occurs, women tend to distance themselves from it and be
little it in order to avoid open conflict. Gender discrimination is considered as 
a distant social issue and not something that would occur at one’s own place of 
work (Korvajärvi, 1998). The same may apply to the whole question of 
fixed-term employees, too.

Nevertheless, it can be interpreted from the Survey results that fixed-term 
employment does not necessarily mean that a fixed-term employee and his or 
her work input and opinions are not appreciated in the work community; 
fixed-term employment may simply be dictated by the demands for flexibility 
and savings. From the point of the fixed-term employee, the matter has little or 
no significance: the insecurity of the employment relationship is stressful 
whatever the reasons for it are. Although those who feel themselves to be in 
the weakest position hold the most negative views of fixed-term employment, 
two out of five of those who see their position as fairly strong also regard their 
fixed-term employment relationship as a negative thing.

All in all, the differences in men’s and women’s experiences, whether rela
tive to own attitudes or treatment in the work community, reveal the different 
ways in which the phenomenon of fixed-term employment manifests itself in 
relation to gender and how it centres on different age, educational and occupa
tional groups and types of jobs, or even individual tasks.
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Anna-Maija Lehto

6 Does information technology bring 
eguality to working life ?

The arrival of information technology has been discussed from the gender per
spective for some considerable time now. With its Quality of Work Life Sur
vey in 1984 Statistics Finland was the first to study nationally the process of 
the introduction of information technology into the Finnish working life. It has 
been deemed as essential in the reports and articles subsequently produced 
from the Survey to contemplate the overall effects of computerisation and, 
separately, those from the point of men’s and women’s work in Finland 
(Kortteinen & Lehto & Ylostalo 1986, Lehto 1988, Lehto 1989, Lehto 1992).

The notion to contemplate the position of the genders in the change ema
nated, above all, from forecasts in which especially women’s work was seen in 
the early 1980s as seriously threatened by the introduction of computers. The 
early forecasts were especially concerned with the development of employ
ment and at that time it was generally believed that office automation would 
radically reduce women’s office work. Slightly later on the evaluations al
ready covered more extensively the issue of how the situation of those em
ployed would change in general. More defined questions were then asked of 
how employees in different fields and employee groups with different educa
tional levels might cope with the change (e.g. Wemeke 1983, Volst & Wagner 
1988, Hartman 1986, 1987). Answers to these problems were sought with the 
help of the Quality of Work Life Surveys especially in the 1980s (e.g. Lehto 
1989). Towards the end of the 1980s, the answer to the employment question 
was very clear in Finland: at that stage, at least, office automation had not re
duced the number of jobs for female office employees.

In her recently published article on women’s information technology work 
Kea Tijdens has also analysed the realisation of the previously presented fore
casts about women’s office work. She refers to such claims made in the early 
1980s as men’s domination in ADP work, women’s computer ’’illiteracy”, 
women’s exclusion from decision-making processes and polarisation among 
women. On the basis of a study concerning salaried employees in industry she 
states that a) computerisation is no longer men’s domain like before, b)
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women are no longer computer illiterate, c) progress has taken place in 
women’s participation in decision-making and d) polarisation does still exist, 
but in a sense opposite to the previous one. The last mentioned finding means 
that the groups involved are not users and non-users of ADP, but major 
(full-time) users with low educational level and minor users doing tasks de
manding a high educational and professional competency level. (Tijdens 
1999.)

Highly concerned views are still being expressed about women’s position 
in the information society (e.g. The Tasa-arvo/Equality Magazine 3/97, The 
Euroopan naiset/Womc/i in Europe Magazine, vol. 44/1996). Today’s particu
lar topic of concern in Finland is that the number of women doing computer 
studies has dropped drastically. Wendy Harcourt, for her part, sees very few 
positive aspects in the international IT development as far as women are con
cerned: ”.. .the division of work by gender still goes on and the traditional pat
terns of work persist.” According to her, in the technological change this in
equality is strengthened by the male view according to which men are more 
skilled than women in technology. (Harcourt 1995.) Thus, the fear still exists 
both in Finland and the EU that women will become marginalised in the devel
opment of technology, or at least only be capable of performing simple, per
forming level tasks.

In this chapter I shall discuss with the help of the Finnish Quality of Work 
Life Surveys questions about the relationship between the genders in the tech
nological change. The time for looking back at the development trends and 
forecasts is good right now when almost all such occupations and tasks in 
which ADP, on the whole, could be exploited have already been computerised. 
I shall discuss the topic with perhaps slightly more emphasis on women’s 
work than men’s.

It is still relevant to ask -  like in the 1980s Surveys -  whether computers 
could alter the gendered division of work towards a direction more beneficial 
to women, or what opportunities for change computers, in general, could offer. 
Or will the deepening of the division of work between women and men along 
with the developing information technology, as predicted in the gloomiest 
forecasts, become reality, leading to the marginalisation of women from infor
mation society tasks.

E ntrance  o f  in fo rm a tio n  te ch n o lo g y  
in to  w o rk in g  life

Statistics Finland’s Quality of Work Life Survey in 1984 was the first exten
sive survey of all employees in which the introduction of information technol
ogy at workplaces was examined. The survey defined information technology
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Figure 6.1. Proportion o f those using information technology in their work
Quality of Work Life Surveys 1984, 1990 and 1997

%
CD Total H  Women ■  Men

equipment as comprising PCs or their terminals, teller terminals, mainframe 
terminals, separate word processors, programmable machines, computer de
vices used to control production processes or parts of such processes, or any 
other computerised control, measurement or supervision devices. All employ
ees spending at least some of their working time with these were defined as in
formation technology users in the surveys.

The data set formed by the three surveys has succeeded in describing quite 
well most of the process involved in the adoption of modem information tech
nology, for only 332,000 persons, or 17 per cent of all wage and salary earners, 
were using such equipment in their work in 1984. More than half of them had 
become its users during the previous three years. In the latest Survey carried 
out in 1997 their number had risen to some 1.2 million, or 66 per cent of all 
wage and salary earners. The period of 15 years that elapsed between these 
two surveys thus accommodates almost the entire process of computerisation, 
for all occupations and work tasks that might be computerisable are now in
cluded in the figures recorded for the various occupational groups.

From the very beginning, women have been using information technology 
in their work more extensively than men in Finland. The adjacent figure shows 
this quite clearly. The major difference compared with the spread of informa
tion technology in Sweden, where corresponding surveys have been con
ducted since the early 1980s, has been precisely the fact that the use of infor
mation technology in Finland has been most common among women whereas 
the situation has been the opposite in Sweden (see On the Road to the Finnish 
Information Society 1997, 122) The Figure in Chapter 1 of this publication 
from the European Survey on Working Conditions (Figurel.13) shows that the 
use of information technology is most common in Finland among women and 
at the same level as in the Netherlands, i.e. 51 per cent of all female wage and
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salary earners. The Figure shows the proportions of all wage and salary earn
ers of those using a computer for at least a quarter of their working time. Ac
cording to the European Survey, the use of computers is more common among 
women than men only in countries like Germany, France, Portugal, Spain and 
Greece, where computer use at work is in general at, or below, the average 
level.

C om pu te risa tion  o f  o c c u p a tio n a l fie lds

It is well known that men's and women's occupations are strongly segregated 
even when examined as large groups, as in Figures 6.2 and 6.3. The large dif
ference between women and men in the use of information technology in traf
fic and transport occupations, for example, is explained by the differences in 
work tasks: the former are typically engaged in telecommunications and the 
latter in various transport tasks. In the health care and social work sector men's 
work typically involves the use of information technology while women con
centrate on practical care work. There are also large, typically fe
male-dominated occupational groups, such as cleaning, in the services sector, 
which hardly make use of information technology at all. The men in this group 
are typically engaged in security and guarding duties in which technology 
does play a role.

Computers were first introduced into office work, a field dominated by fe
male employees. Almost one half of the women in this occupational group 
were already computer users in the early 1980s. Every third wage and salary 
earner in administrative management occupations was also already using 
modem information technology at that time. Today, all the wage and salary

Figure 6.2. Use o f information technology among women by occupation 
Quality of Work Life Surveys 1984, 1990 and 1997
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Figure 6.3. Use o f information technology among men by occupation
Quality of Work Life Surveys 1984, 1990 and 1997
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earners in this group are computer users, and the rate among women doing of
fice work, too, is almost 100 per cent. The increase seems to have been most 
prominent in teaching.

Men adopted computers in technical and scientific work at an early stage 
and, again, computer use seems to be spreading most rapidly among men in 
teaching, but also in health care, administrative management and commercial 
work.

S p re a d  o f  in fo rm a tio n  te ch n o lo g y  
by  w age  and  s a la ry  e a rn e r g roup

Changes in the structure of the body of information technology users are indi
cated in the adjacent Figures and Table 6.1., which shows their proportions by 
such variables as age, education, socio-economic group, employer sector and 
major region.

Examined by age, the results indicate that information technology first in
vaded the work of the younger age groups, although the very youngest group, 
i.e. those aged under 25, was not leading this development in the early 1980s. 
According to the most recent survey, conducted in 1997, the groups have more 
or less maintained their relations in this respect. It should be noted, however, 
that even the oldest age groups have not been left outside the computer world 
at work, for the figures for persons aged from 45 to 54 quite matched the aver
age and even the oldest group of those aged from 55 to 64 were at the same 
level as the youngest one aged between 15 and 24.

Examining today’s situation by gender, no differences can be observed be
tween women and men in terms of computer use at work by age group. Never-
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Table 6 .7. Use o f information technology in work
Quality of Work Life Surveys 1984, 1990 and 1997

W omen  

1984 1990

% %

1997

%

M en

1984
%

1990

%

1997

%

Total

1984
%

1990

%

1997

%

Total 18 46 67 15 43 64 17 44 66

Age
1 5 -2 4 16 44 55 10 34 45 13 39 50
2 5 -3 4 24 54 74 19 46 67 21 50 71
3 5 -4 4 20 45 71 17 47 70 19 46 70
4 5 -5 4 12 42 64 11 42 65 11 42 64
5 5 -6 4 13 29 52 8 30 51 11 30 51

Education
Basic and lower secondary
education 17 34 49 8 27 44 12 31 47
Lower level of upper
secondary education 13 34 50 12 32 53 12 33 51
Upper level of upper secondary
education 35 69 84 31 60 79 33 65 82
Tertiary level 18 60 88 31 82 92 24 71 90

Socio-economic group
Upper white-collar employees 17 60 90 29 78 92 24 70 91
Lower white-collar employees 28 57 76 27 61 82 27 58 77
Blue-collar workers 5 14 30 7 23 43 6 20 38

Employer
Central government 21 61 94 21 50 85 21 55 90
Municipality 7 29 57 8 35 67 7 30 60
Private 25 54 70 15 43 62 19 48 65

Region
Southern Finland 21 47 69 17 47 65 19 47 67
Mid-Finland 14 40 63 13 36 61 13 38 62
Northern Finland 17 46 64 8 35 65 12 41 65

theless, it seems to be slightly more common among the women than men in 
the youngest age group of the under-35s. This is quite surprising in view of the 
general belief that young men, in particular, are the largest group to make use 
of information technology. This does not, however, apply in practice in the 
working life, for they are more often employed in jobs and occupations in 
which less use is made of information technology, such as services and agri
culture, transport and manufacturing and construction work. Young women 
are often employed in commerce, where information technology is used exten
sively. Even for them, cleaning and serving occupations reduce the overall fig
ure for the use of information technology.

Information technology has spread in the different employer sectors quite 
evenly, in that the relations between the user proportions have remained un-
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Figure 6.4. Use o f information technology by em ployer sector
Quality of Work Life Surveys 1984, 1990 and 1997
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changed. The central government sector has the largest number of users, then 
comes the private sector followed by the municipal sector. This, too, can be 
examined with differences in the occupational structures of the sectors. 
Women employed in the municipal sector can be assumed to make less use of 
information technology simply by virtue of the nature of their occupations, al
though computer users already make up 57 per cent even in this category 
(Table 6.1.). The Finnish central government has been extremely innovative in 
this respect, as especially women’s work in this sector is currently highly 
mechanised, the user rate being 94 per cent.

It was expected -  particularly in the early days -  that there would be major 
regional differences in technical development. There were fears of the infor
mation society only becoming centralised in the capital region and Southern 
Finland. Structural changes in companies towards decentralisation of activi
ties lead to all ’’good” jobs being found in the capital region. This trend was 
also reflected in the results of the Quality of Work Life Survey in 1984, when 
computerisation was also at its peak in Southern Finland.

Systematic measures were taken to prevent this type of development. 
(Suomi ja tietotekniikka/Fm/anr/ and Information Technology, Committee Re
port 1985.) The subsequent deliberate action towards regional equality, such 
as that by Technopolis Oulu, for example, has balanced out differences. The 
Figure 6.5 shows how the scope of the use of information technology at work 
in Northern Finland exceeded that in Mid-Finland at the turn of the decade. 
This was not attributable to differences in occupational structure, for these two 
regions also differed greatly within their occupational fields, (see Lehto 1989, 
30)

In the early 1980s, information technology was used for more demanding 
tasks in male occupations than in female ones. With women it was first only
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Figure 6.5. Use of information technology by major region
Quality of Work Life Surveys 1984, 1990 and 1997

%

□  1984 1 3 1 9 9 0  S 1997

')  Former provinces oi Uusimaa, Häme, Turku and Pori, Kymi, and Aland
2) Provinces of Mikkeli, North Karelia, Kuopio, Central Finland and Vaasa
3) Provinces of Oulu and Lapland

used for simple tasks, such as data entry and copy typing. Work of this type 
has decreased in quantity with time as upper white-collar employees have 
come to make more extensive use of the computer themselves. The adjacent 
Figure shows how there is hardly any difference between the genders in the 
educational structure of those who use information technology. This would 
seem to suggest that the demand levels imposed by job tasks might also be 
more or less the same.

A change in the educational structure of those using information technol
ogy is very clear among women: while 41 per cent of the women using the

Figure 6.6. Level o f education among those using information technology  
Quality of Work Life Surveys 1984, 1990 and 1997

□  Tertiary level 
M  Upper secondary level 
SB Basic level
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computer at work had only basic level education at the initial stage, their cur
rent proportion of the users is only 16 per cent. The corresponding figures for 
those with tertiary education are 14 per cent and 28 per cent, respectively. No 
such change can be observed among men: the educational structure of male 
computer users has remained very similar throughout.

This does not imply that the use of the computer is not connected with edu
cation, for the higher the level of education, the more likely a person is to use a 
computer at work, as indicated by Table 6.1. above. There are thus no differ
ences between the genders in this respect, either, so that the likelihood that 
completing tertiary education will later mean that the person will use a com
puter at work is today around 90 per cent, whereas considerably lower per
centages apply to those who have only completed basic education, i.e. 49 per 
cent for women and 44 per cent for men.

A similar change to the one in the educational structure of IT users has also 
taken place in the structure of socio-economic groups in the case of women. 
The adjacent Figure 6.7. shows how the proportion of upper white-collar em
ployees among female computer users has grown from 11 to 27 per cent, while 
the proportion of lower white-collar employees has correspondingly declined. 
Proportionally, upper white-collar employees have, on the whole, increased in 
the overall structure of the wage and salary earning population, but the change 
has not been of the same magnitude.

The various socio-economic groups differ greatly in terms of the use of in
formation technology, particularly in the case of women. Changes in the pro
portions of information technology users and estimated numbers in different 
occupational groups since 1984 are indicated by the adjacent Table 6.2. The 
greatest difference currently exists between the female upper white-collar em
ployees (90%) and those defined as blue-collar workers (30%). The difference

Figure 6.7. Information technology and socio-econom ic group 
Quality of Work Life Surveys 1984,1990 and 1997

□  Upper white-collar employees 
EH Lower white-collar employees 
EH Blue-collar workers
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Table 6.2. Information technology users by socio-economic group
Quality of Work Life Surveys 1984, 1990 and 1997

1984

%

1990

%

1997

%

Women, total 18 178,000 46 488,000 67 618 000

Upper white-collar employees 17 20,000 60 93,000 90 157 000
Lower white-collar employees 28 143,000 57 334,000 76 391 000
Blue-collar workers 5 15,000 14 44,000 30 68 000

Men, total 15 154,000 43 454,000 64 592 000

Upper white-collar employees 29 51,000 78 171,000 92 216 000
Lower white-collar employees 27 58,000 61 143,000 82 164 000
Blue-collar workers 7 45,000 23 137,000 43 207 000

also indicates how heterogeneous the various socio-economic groups are in 
terms of types of occupation, particularly when examined with regard to the 
opportunity for using information technology.

The estimated figures were calculated using the proportions of computer 
users and the numbers of employees in the Labour Force Statistics. In autumn 
1997 wage and salary earners using information technology at work totalled 
some 1.2 million, of whom just over 600,000 were men and slightly fewer 
women. These figures and proportions also indicate that women are far from 
being left aside from developments in information technology at work. On the 
contrary, the use of computers has constantly been more common among 
women in both absolute and relative terms.

E xten t o f  the use o f  in fo rm a tio n  te ch n o lo g y

Information technology constitutes an integral part of women’s work not only 
in its frequency but also in the extent to which it is used. Throughout the ex
amination period from the 1984 survey onwards women have consistently 
been spending a larger proportion of their working time using the computer 
than men have. Changes in this by socio-economic group are indicated in the 
adjacent Table, which shows that both female and male upper white-collar em
ployees have intensified their computer use most. The most active group in 
this respect, nevertheless, continues to be female lower white-collar employ
ees, of whom 63 per cent spend at least half of their working time using the 
computer.

In 1997, there were also more women among those spending almost their 
entire working time using information technology. The respective proportions 
were 20 for women and 15 per cent for men. The group most dependent on in-
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Table 6.3. Proportion of computer use of total working time
Quality of Work Life Surveys 1984, 1990 and 1997

A t  le a s t h a lf  o f  w o rk in a  t im e  i%  o f a l l  IT u s e rs l 

1984 1990 

% %

199?

%

W omen, total 49 48 58

Upper white-collar employees 30 31 52

Lower white-collar employees 51 54 63

Blue-collar workers 58 37 42

M en, total 31 34 46

Upper white-collar employees 23 27 56

Lower white-collar employees 34 37 50

Blue-collar workers 38 37 32

formation technology in their work were women doing office work, every 
third (35%) of whom spent almost all their working time using the computer.

A v a ila b ility  o f  tra in in g  and  in s tru c tio n

The basic requirement for making effective use of information technology is 
that the equipment should not just be installed at a workstation but proper in
struction should also be given in its use. Studies indicate that one of the typical 
mistakes, especially during the introduction phase of the 1980s, was that insuf
ficient time and resources were reserved for learning how to use the equip
ment. White-collar employees, particularly, often complained that training 
was insufficient or that they had to use their free time for it. (E.g. Rantalaiho & 
Korvajärvi 1985, Kallioniemi 1985, Torkko 1989)

By international comparison, however, employees in Finland receive more 
than average in-house training in general, as the results of the European Sur
vey on Working Conditions presented in Chapter 1 indicate. In respect of par
ticipation in in-house training paid for by the employer, Finland stands out es
pecially as regards the older age groups. Finnish employers tend to provide 
more in-house training for the older age groups than is the average in the 
Member States. This difference is most probably partly attributable to learning 
to use information technology, as computer work is relatively common in Fin
land among the older age groups, who also receive training in ADP skills, as 
shown by the adjacent Table 6.4.

The table indicates the number of persons who said they had received com
puter training in the last two years as a proportion of all users of information 
technology. The training seems to have been most common among persons 
aged over 45. Educational background, occupational group and position had a
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Table 6.4. Received ADR training paid for by employer in the last two years 
Proportion of all IT users, Quality of Work Life Survey 1997.

Women

%

M en

%

Total

%

Total 49 45 47

Age
1 5 -2 4 22 20 21
2 5 -3 4 46 39 43
3 5 -4 4 52 47 50
4 5 -5 4 54 52 53
5 5 -6 4 57 58 57

Education
Basic and lower secondary education 41 40 41
Lower level of upper secondary education 42 37 39
Upper level of upper secondary education 56 46 52
Tertiary level 51 56 53

Socio-economic group
Upper white-collar employees 58 56 57
Lower white-collar employees 48 53 50
Blue-collar workers 34 28 30

Employer
Central government 57 58 58
Municipality 48 38 45
Private 48 45 47

Occupation
Technical, scientific work 59 56 57
Teaching 50 38 47
Health and social care 38 33 37
Administrative management 67 61 63
Office work 60 66 61
Commercial work 36 51 42
Services, agriculture 42 39 40
Transport (incl. telecommunications) 58 32 41
Manufacturing and construction work 35 31 32

certain impact, in that less computer training was given to blue-collar workers, 
persons in manufacturing jobs and those with basic qualifications, both men 
and women. The sectors of the economy also differed slightly, in that training 
was provided most frequently for central government employees. On average, 
there were no differences between men’s and women’s proportions in this re
spect, although women had received such training slightly more frequently 
(45%) than men (49%) had.

The results on information technology training could, of course, also be in
terpreted to prove that only less than half (47%) had, in fact, received any
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training at all. The numbers of those who felt that they received insufficient 
guidance in information technology in new or difficult situations also point 
towards shortage of training and guidance. Those who felt they received too 
little guidance constituted one third of all information technology users, with 
no appreciable difference between the men’s and women’s responses. (See 
Appendix Table 6.1.) Even examined by background variable, there are no 
great differences in this among the wage and salary earners. However, the very 
youngest age group of the under-25s are more satisfied than others with the 
amount of guidance they receive. Admittedly, by virtue of their education 
alone they are, of course, also best equipped to cope with these problems.

The fact that fewest complaints about lack of guidance came from the oc
cupational groups of technical, scientific, etc., administrative management, of
fice, and telecommunications work would also seem to point to the signifi
cance of this educational factor. Women’s and men’s responses were very 
much in line in this respect.

Use o f  data  tra n sm iss io n  e q u ip m e n t

Developments in information technology at work have not been confined to 
computers alone but have also involved various electronic data transfer sys
tems. These have been inquired about in the Quality of Work Life Surveys as a 
factor accounting for changes in working conditions. These systems include 
the telephone, mobile telephone, telefax, e-mail and Internet, even though the 
use of some of these overlaps with that of the computer.

The frequency of the use of this equipment has been inquired about only 
from the 1990 survey onwards, with the exception of the telephone, which was

Figure 6.8. Use o f data transmission equipment 
Quality of Work Life Surveys 1990 and 1997
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already included in the 1984 survey. The Internet was introduced in the 1997 
survey.

Use of the telephone at work has increased steadily throughout the exami
nation period, but especially sharp increases have taken place in the use of the 
mobile telephone, telefax and e-mail during the 1990s, as indicated in Figure 
6.8. Over the 1990 to 1997 period the use of e-mail has tripled and that of the 
car, mobile or radio telephone doubled. By 1997, every second Finnish wage 
and salary earner was using telefax, two out of five mobile telephone and well 
over one third e-mail at work. The number of Internet users has also increased 
rapidly, so that in 1997 one wage and salary earner in five reported using it at 
work, men slightly more (22%) than women (19%).

Women were more likely (87%) to use the conventional wired telephone at 
work than men (79%). Of the new communication media, the mobile tele
phone was used predominantly by men, at least in 1997, when more than a half 
of all male wage and salary earners, but only one in five of the female ones, 
were using a car, mobile or radio telephone at work. The gap was even bigger 
than this in 1990, so women have been catching up fast.

The use of telefax was slightly more common among women (51%) than 
men (48%) in 1997. In 1990, the difference between the genders was exactly 
the opposite. The genders make equal use of e-mail, however, the figure being 
36 per cent for both. A closer examination does show differences in the pur
poses of its use, for while women and men used it equally often for communi
cation within their place of work (88% and 85% of all e-mail users, respec
tively), the men used it more for communication elsewhere in Finland (71% 
vs. 63%) and, especially, for international communication (40% vs. 25%).

Taking into account all the data transmission equipment used at work, 
women and men participate in communication with the tools of the modem in
formation society to very much the same extent. The only substantial differ
ence was that, at least in autumn 1997, the company mobile telephone was still 
a very typically male tool. The talk and fears of women being left behind in the 
rapid development of information technology have not materialised in Finland 
in this respect, either.

T e lew ork ing

The spread of information technology and telecommunications facilities has 
generated increasing discussion about teleworking, which is a problematical 
phenomenon in that it is difficult to find any unambiguous definition for it. 
The results of the 1997 Quality of Work Life Survey allow teleworking to be 
measured, and its extent assessed, in two ways. On the one hand, it allows for 
proportions to be calculated for those wage and salary earners who have 
agreed with their employers to do at least some of their work by computer at
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Figure 6.9. Teleworking
Agreed with employer to work at least some working hours from home and utilise 
information technology in the work, Quality of Work Life Surveys 1990 and 1997

%

home. Any extra ’’work brought home” is, therefore, not regarded as 
teleworking.

Defined like this, teleworking has increased in Finland almost five-fold 
during the 1990s, with almost one employee in every ten saying that they did 
this at least occasionally in autumn 1997. Converted into figures, the number 
of teleworking wage and salary earners would have gone up to as many as
165.000 from 37,000 at the turn of the decade. Figure 6.9. depicts this devel
opment as proportions of all wage and salary earners and as separate propor
tions in respect of women and men. Defined this way, teleworking is slightly 
more common among the men than women.

One question in the 1997 survey was whether the respondents regarded 
themselves as doing telework. The survey question defined teleworking as be
ing "Paid work done away from the workplace. In principle, this work can also 
be done on the employer's premises. The essential characteristics of 
teleworking are working arrangements which are independent of time and 
place”. Given this definition, four per cent of employees themselves (some
85.000 in all) reckoned they did teleworking, men twice as often as women. 
One per cent of employees said they had tried teleworking previously.

Table 6.5. shows that the largest group of people doing teleworking accord
ing to their own reporting were male upper white-collar employees with a high 
level of education and working in management, research and planning jobs. 
Of the employer sectors, the central government has so far been the fastest to 
act in this respect, for the proportions of teleworkers are the highest both for 
women and men in this sector. There are no appreciable regional differences, 
though this type of work seems to be slightly more common among male wage 
and salary earners in Northern Finland.
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Table 6.5. In terest in telew orking and own reporting o f telew orking  
Quality of Work Life Survey 1997

Teleworking, own report Interested in teleworking
Total

%

Women
%

Men
%

Total
%

Women
%

Men
%

Total 4 3 6 35 35 35

Age
1 5 -2 4 4 2 7 47 54 42
2 5 -3 4 5 3 7 43 45 40
3 5 -4 4 5 3 7 36 35 38
4 5 -5 4 4 2 6 29 28 30
5 5 -6 4 3 3 4 14 15 12

Education
Basic and lower secondary education 2 2 3 26 28 25
Lower level of upper secondary education 3 2 3 29 27 31
Upper level of upper secondary education 4 2 8 44 44 45
Tertiary level 10 7 14 43 43 43

Socio-economic group
M anagem ent, upper white-collar employees 14 4 19 39 49 35
Research and planning 13 4 17 50 55 47
Teaching 8 8 8 42 42 43
Other upper white-collar employees 10 6 15 38 35 40
M anagem ent, lower white-collar employees 3 3 3 37 32 39
Office work 3 2 11 45 45 43
Other lower white-collar employees 5 4 11 30 27 41
Manufacturing workers 2 1 2 31 32 31
Other production workers 1 1 1 25 23 27
Distribution and service workers 1 0 1 26 23 29

Employer
Central government 8 7 10 43 46 39
Municipality 3 2 6 32 30 40
Private 5 3 6 35 37 34

Region
Southern Finland 4 3 6 35 35 34
Mid-Finland 4 3 5 36 35 37
Northern Finland 5 2 8 34 35 33

Although the volume of teleworking is for the time being quite small, it is 
interesting that the popularity of the idea of teleworking is quite high. More 
than one in three (35%) of the respondents reported being interested in it. 
There were no differences between the genders in this respect when the whole 
wage and salary earning population was taken into account.

The greatest interest in teleworking was expressed by persons aged under 
25, of whom 47 per cent, and as many as 54 pr cent of women, said they were
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interested in teleworking. However, the proportion then falls steadily with 
age, being only 14 pr cent among persons aged 55 to 64.

The degree of interest is currently largely dependent on level of education 
and the nature of the tasks involved. Half of the respondents doing research 
and planning work, including as many as 55 per cent of the women, regarded 
this form of working as desirable. An educational background of at least upper 
secondary level also raises the interest. An interesting aspect is the gendered 
difference in the interest of upper white-collar employees in management po
sitions: the women in these positions considered teleworking an interesting 
prospect more often than the men did (49% vs. 35%).

In fo rm a tio n  te ch n o lo g y  and  its  e m p lo ym e n t e ffe c ts

The nature of forecasts regarding the impact of modem technology on em
ployment changed radically already in the course of the 1980s. Extremely 
bleak views were painted at first, especially regarding trends in women’s of
fice work. However, these views changed later on. It was no longer feared in 
the late 1980s that the introduction of office automation would undermine the 
demand for labour. Even so, women’s work was still seen as highly vulnerable 
to the effects of technological changes. (Greve 1987, Tijdens et al. 1988)

More specific questions arose in the 1980s as to what would happen to the 
actual work and division of labour if existing employment trends were to con
tinue. There was a desire to abandon the technological determinism, which 
claimed that the effects on employment and work content were inevitable and 
dictated by technology per se. It was realised that the effects of technical 
changes cannot be isolated from other factors, like the general reorganisation 
of work, e.g. different management strategies. (Tremblay 1988, Webster 
1995.) As far as employment was concerned, the technological changes were 
perceived as merely one part of the general change, alongside with economic 
development and fluctuations.

Bearing in mind the above provisos, it has been possible to use the Quality 
of Work Life Surveys and Labour Force Statistics as a rough means of assess
ing the connection between the spread of information technology and employ
ment trends. Measured in terms of statistics and research data at the turn of the 
decade, modem technology had not reduced the number of jobs among 
white-collar employees, but had clearly done so among blue-collar workers in 
manufacturing. At workplaces where new information technology had been 
adopted, the numbers of white-collar employees had increased and those of 
blue-collar workers decreased more than at other workplaces. (Lehto 1989, 
36-41.)

However, at the onset of the 1990s the favourable wind for white-collar 
employees changed. The increased degree of automation in the banking sector
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in particular has shown that technological progress can also endanger employ
ment among women. The number of female bank employees has fallen by 
more than 20,000 in the current decade.

It should be noted, however, that the economic recession of the early 
1990s reduced the numbers employed in all sectors of the economy to such an 
extent that it is again difficult to see what part technical rationalisation played 
in this. It is also impossible to make use of information gained from the Qual
ity of Work Life Surveys about the use of ADP equipment and whether the 
numbers of employees have increased or decreased at the same time. The uti
lisation of computers is at its maximum in many sectors, so that the questions 
now involve a more delicate issue relating to the type and nature of the tech
nology concerned, as in the transition to a self-service concept in the Finnish 
banks.

However, it is still possible to assess the connection between technology 
and employment trends with the help of statistics. The figures in the adjacent 
Table show separately for women and men the quantitative changes in the 
1990s in the numbers of persons employed by occupational group. (The same 
change by individual year can be seen in Appendix Tables 1. and 2. )

The figures presented in the Table for the 1990-1998 period describe a 
more permanent change which is no longer predominantly a result of the eco
nomic recession. This facilitates assessment of the connections between tech
nical development and employment. However, it is obvious that the demand 
for labour also reacts to other sets of circumstances. This is reflected in em
ployment in agriculture, for example, and its strong decline in the 1990s, in 
which information technology can hardly be said to have played any role 
whatsoever.

In the 1990s, employment among women has fallen most in agriculture, 
administrative and office work, manufacturing, and services. Of these, the de
cline in secretarial and office work and banking and insurance work is quite 
obviously connected with the development of information technology. Admit
tedly, much office work also takes place in the manufacturing sector which, on 
the long term, has been a declining industry.

Of women’s manufacturing work, the numbers of jobs in the manufacture 
of textiles and clothing and in commercial sales and cleaning work have de
creased mainly for non-technological reasons. The most prominent contribut
ing factor in the case of sales work was the economic recession, so that this is 
now almost the only sector in which the number of jobs has increased. 
Women’s employment has also increased slightly in assembly work in the 
electronics industry, but not to the extent that it would show in these statistics

As for men, the most significant fall has taken place in agriculture, manu
facturing and construction. The role of information technology as an element 
increasing the number of jobs among men is evident in the computer sector in 
particular, and employment has also been promoted by the electronics indus-
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Table 6.6. Employed men and women by occupation (2-3 digit level) in 1990 
and 1998

Occupation W pm çn

1990 1998 Change

1 1

1998 Change

Total 1,196 1,048 -1 4 8 1,308 1,174 -1 3 4

Technical, scientific, teaching, etc. work 133 152 19 203 201 -2

Health and social care 240 249 9 28 33 5

Adm inistrative and office work 267 223 -4 4 150 161 11

Public administration, corporate and 
organisational management 27 32 5 87 90 3
Planning and accounting in financial 
administration 35 33 - 2 7 8 1
Secretarial an d o f f ic e  w o rk 131 1D5 -2 6 12 10 -2
Computer work 13 12 -1 21 33 12
Banking, insurance, travol, etc. office work 60 41 -1 9 24 21 -3

Com m ercial work 138 120 -1 8 107 105 -2

Agriculture and forestry, fishing 81 48 -3 3 145 94 -51

Transport and communications 33 23 -1 0 113 100 -1 3

M anufacturing , construction, quarrying 110 81 -2 9 475 391 -8 4
Construction 2 2 0 105 66 -3 9
Machine and stationery plant operating work 1 1 0 35 27 -8
Textile, sewing and leather work 31 15 -1 6 6 5 -1
M etal and engineering workshop work 8 7 -1 14B 130 -1 8
Electrical, radio, tv, video, etc. work 9 11 2 48 43 - 5
Wood work 7 3 - 4 30 26 - 4
Graphics industry work 8 6 - 2 10 10 0
Food industry work 11 10 -1 11 9 -2
Chemical, puip and paper work 5 4 -1 21 18 -3
Packing, warehousing and freight handling 
work 17 14 - 3 31 29 -2
Other manufacturing work 9 8 -1 31 29 -2

Services, etc. 193 149 -4 4 87 B4 -3

try. In these occupational statistics, however, its impact is distributed between 
different types of administrative, technical and manufacturing occupations. 
The computer sector is not shown here in its entirety either, as some of it is 
split between manufacturing and commercial occupations.

By way of conclusion it can be stated that the forecasts of the early 1980s 
expressing fears of a decline in the number of jobs in female-dominated fields, 
such as office work, have started to materialise because of automation. At the 
same time, the jobs generated by information technology itself, for example in 
the computer and electrical industries, are typically more male-oriented, in
creasing male employment.
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S um m ary

Information technology has found its way into Finnish working life in a vari
ety of forms. This chapter discusses mainly its spread, changes in the structure 
of its body of users and to some extent also the connection between informa
tion technology and trends in employment. The main standpoint of this review 
is to find out how the division of labour functions between the genders in the 
rapidly computerising working life and what role technological development 
has played in this change.

Computers and modem technological data transmission equipment have 
rapidly invaded places of work in Finland. In autumn 1997, as many as two out 
of three Finnish employees reported that they worked with the computer. In 
1984. when this aspect was first examined, the proportion was only 17 per 
cent. By international comparison, too, Finland ranks among the leaders in the 
development of computer tools: within the EU, only the Netherlands is ahead 
of Finland in the spread of information technology use among employees.

When information technology first appeared on the scene, people were 
worried about it replacing human labour, particularly the work of women as 
office automation increased. However, the data from Finnish Quality of Work 
Life Surveys and statistics indicate that, at least in the 1980s, the forecast 
losses in women’s jobs were exaggerated. It is only in the present decade that 
evident signs have emerged of manual work being reduced through technolog
ical rationalisation. This is particularly evident in the banking sector. Comput
erisation has increased the number of jobs for men far more than for women. 
Practically the whole growth of the computer business has gone to increase the 
number of male experts.

In the 1990s, professional studies in the ADP field has largely been a male 
domain. In this respect worries about women’s marginalisation are justified. 
Yet, female employees in Finland still use information technology at work 
more often than their male counterparts. In this respect Finland differs from 
other hi-tech countries in Europe. Women are also diligent users of modem 
data transmission equipment: there is no appreciable difference between the 
genders in the use of telefax, e-mail and the Internet, despite frequent claims to 
that effect. In the 1997 Survey, only the mobile telephone was clearly used 
more by men than women.

However, there have been clear changes in women’s and men’s computer 
usage during the time period in which computerisation has taken place at Finn
ish workplaces. In women’s work, computers were at first only used for rou
tine tasks, such as copy typing or data entry, while men used them for more de
manding tasks. Today, there is hardly any difference in the educational struc
ture between the women and men using the computer, which suggests equality 
in its use.
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The data on teleworking and its new possibilities also indicate towards 
equality. At the moment men still form the majority of teleworkers if the con
cept is measured by personally reported agreements with employer to do at 
least some work away from the actual place of work. However, there was no 
difference between the genders in the amount of interest in teleworking and 
more than one in three employees were keen to try it in their work.
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Appendix table 1.3. Work includes supervisory tasks 
Quality of Work Life Surveys 1984-1997

W om en  

1984 - 

%

1990*

%

1997

%

M en

1984

%

1990

%

1997

%

Total 21 24 27 32 36 38

Aga
15-24 10 15 10 8 17 19
2 5 -3 4 24 28 31 32 33 35
3 5 -44 24 27 30 41 44 43
4 4 -5 4 21 21 25 36 41 40
5 5 -6 4 15 22 22 37 41 40

Education
Basic and lower secondary education 11 14 16 23 24 26
Lower level of upper secondary education 18 18 21 24 27 30
Upper level of upper secondary education 34 28 27 51 48 44
Tertiary level 42 54 46 63 69 59

Socio-economic group
Upper white-collar employee 43 45 44 66 67 63
Lower white-collar employee 23 26 25 55 52 51
Blue-collar employee 9 9 15 15 18 20

Occupation
Technical, scientific, etc. work 30 38 36 58 60 59
Teaching 30 29 27 39 44 37
Healthcare 43 39 36 50 62 60
Social care 14 24 19
Administrative management 68 62 65 92 94 93
Office work 21 19 24 60 43 39
Commercial work 20 24 29 35 47 52
Service, agricultural work 16 20 25 30 43 32
Transport work 5 19 10 20 21 IB
Manufacturing work 9 5 13 14 16 21
Construction work 25 21 26

Employer sector
Central government 24 30 28 41 42 48
Municipality 22 28 25 34 42 38
Pr.vate 19 21 28 30 34 37
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Appendix table 2.1. Sharing the chores in families with both partners employed full time/ 
one partner studying 

By socio-economic group

M ain ly  the 
w om an/
The woman alorte

%  ■'

Both equally 

%

M ain ly  the man/ 
The man alone

V  ' %

Cooking
Upper white-collar employees 67 26 8
Lower white-collar employees 69 24 7

Blue-collar workers 69 24 7

Washing up
Upper white-collar employees 41 47 11
Lower white-collar employees 49 41 9
Blue-collar workers 52 44 4

Food shopping
Upper white-collar employees 41 44 15
Lower white-collar employees 47 42 12
Blue-collar workers 47 42 11

Laundry
Upper white-collar employees 75 21 4
Lower white-collar employees 83 15 2
Blue-collar workers 82 17 2

Cleaning
Upper white-collar employees 51 43 6
Lower white-collar employees 62 35 3
Blue-collar workers 58 37 5

Home repairs
Upper white-collar employees 4 13 81
Lower white-collar employees 3 13 84
Blue-collar workers 2 12 85

Childcare and playing with children
Upper white-collar employees 23 74 3
Lower white-collar employees 19 78 3
Blue-collar workers 26 71 3

Taking and fetching the children
Upper white-collar employees 24 51 24
Lower white-collar employees 25 53 23
Blue-collar workers 23 52 26
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By age group

Appendix table 2.2. Sharing the chores in families with both partners employed full time/
one partner studying

M ainly the wom an/ 
The wom an alone

%

Both equally 

%

M ainly the m an/ 
The man alone

%

Cooking
15-29 years 62 30 8
3 0 -4 4  years 67 26 7
45 64 years 74 21 5

W'jsh.ng up
15-29 years 35 54 11
30 44 years 47 44 9
45 64 years 54 40 6

Food shopping
15- 29 years 38 52 10
3 0 -4 4  years 44 44 13
4 5 -6 4  years 52 37 12

Laundry
15-29 years 72 24 3
3 0 -4 4  years 79 18 3
4 5 -6 4  years 86 13 1

Cleaning
15 29 years 55 37 8
30 44 years 57 39 4
45- 64 years 62 35 3

H o ™  repairs
15 29 years 1 14 82
30 44 years 3 13 82
4 5 -6 4  years 2 11 85

Childcare and playing with children
15 -29 years 22 72 6
3 0 -4 4  years 20 78 2
45 54 years 31 64 6

Taking and fetching the children
'5 -2 9  years 3B 48 15
30- 44 years 25 52 23
45 64 years 18 51 32
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By level of education

Appendix table 2.3. Sharing the chores in families with both partners working full time/
one partner studying

M ainly th e  wom an/ 
The wom an atone

%

Both equally

%

M ain i y the m en/ 
The man alone

% ;

Cooking
Basic or lower secondary level 70 23 7

Upper secondary level 71 23 6

Tertiary level 65 29 7

Washing up
Basic or lower secondary level 56 38 6

Upper secondary level 48 45 7

Tertiary level 42 47 11

Food shopping
Basic or lower secondary level 53 36 11

Upper secondary level 46 44 11

Tertiary level 41 44 16

Laundry
Basic or lower secondary level 84 14 2

Upper secondary level 81 17 2
Tertiary level 78 18 4

Cleaning
Basic or lower secondary level 63 34 3

Upper secondary level 60 36 4

Tertiary level 53 42 5

Home repairs
Basic or lower secondary level 4 13 83
Upper secondary level 2 12 85
Tertiary level 3 14 80

Childcare and playing with children
Basic or lower secondary level 24 75 1

Upper secondary level 21 75 4

Tertiary level 21 76 3

Taking and fetching the children
Basic or lower secondary level 24 48 29

Upper secondary level 23 53 24
Tertiary level 29 51 21
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By family situation

Appendix table 2.4. Sharing the chores in families with both partners employed full time/
one partner studying

M ainly the wom an/ 
The woman atone

%

Both equally  

%

M ain jy th e  man/ 
The man alone

%

Cooking
No children 68 25 8
W ith children, total 7Q 24 6

Youngest child aged Oto 11 70 23 7
Youngest child aged 12 to 17 72 25 4

Washing up
No children 50 41 9
W ith children, total 47 46 7

Youngest child aged □ to 11 46 46 7
Youngest child aged 12 to 17 50 43 7

Food shopping
No children 45 45 10
W ith children, total 47 39 13

Youngest child aged 0 to 11 47 40 14
Youngest child aged 12 to 17 49 38 13

Laundry
No children 79 18 3
W ith children, total 82 16 2

Youngest child aged 0 to 11 82 17 2
Youngest child aged 12 to 17 84 14 2

Cleaning
No children 58 37 5
W ith children, total 59 37 4

Youngest child aged 0 to 11 57 39 4
Youngest child aged 12 to 17 65 31 3

Home repairs
No children 2 15 81
W ith children, total 3 11 85

Youngest child aged 0 to 11 3 11 85
Youngest child aged 12 to 17 3 11 85

Childcare and playing with children
Youngest child aged 0 to 6 21 76 3
Youngest child aged 7 to 11 21 78 2
Youngest child aged 12 to 17 26 70 4

Taking and fetching the children
Youngest child aged 0 to 6 v. 30 55 15
Youngest child aged 7 to 11 23 47 31
Youngest child aged 12 to 17 13 50 38
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Appendix table 2.5. Sharing the chores in families with both partners employed full tim e/ 
one partner studying by family situation 

By relative level of education of partners

Mainly the wom an/ 
The woman alone

%

Both equally 

%

M ainly the m an/ 
The msn a ta ne

%

Cooking
W oman has higher level of education 58 24 8
Both have same level of education 59 23 8
M an has higher level of education 57 30 4

Washing up
W om an has higher level of education 50 41 9
Both have same level of education 47 46 7
M an has higher level of education 55 36 9

Food shopping
W oman has higher level of education 48 38 14
Both have same level of education 46 43 12
M an has higher level of education 41 48 11

Laundry
W oman has higher level of education 78 18 4
Both have same level of education 81 17 2
M an has higher level of education 81 17 2

Cleaning
W oman has higher level of education 58 38 5
Both have same level of education 57 38 4
M an has higher level of education 61 36 3

Home repairs
Woman has higher level of education 3 14 81
Both have same level of education 2 12 85
M an has higher level of education 3 14 83

Childcare and playing w ith children
W oman has higher level of education 26 72 3
Both have same level of education 24 73 3
M an has higher level of education 19 78 3

Taking and fetching the children
W oman has higher level of education 28 45 27
Both have same level of education 25 53 22
Man has higher level of education 19 61 21
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Appendix table 6.1. Availability o f guidance in the use o f information technology in n ew  
or difficult work situations

Insufficient guidance, proportion of IT users, Duality of Work Life Survey 1997

Women

%

M en

%

Total

%

Toial 32 34 33

Age
15-24 23 20 22
2 5 -34 33 32 33
3 5 -44 33 40 37
4 5 -54 31 31 31

' ''5 -6 4 32 38 35

Education
Basic and lower secondary education 31 34 33
Lower level of upper secondary education 32 39 35
Upper level of upper secondary education 31 31 31
Tertiary level 34 32 33

Socio-economic group
Upper white-collar employee 30 30 30
_ower white-collar employee 32 31 32
Blue-collar employee 35 40 39

Employer sector
Central government 35 26 32
Municipality 31 43 34
Private 32 33 33

Occupation
Technical, scientific, etc. work 25 29 28
Teaching 34 43 37
Health and social care 35 46 37
Administrative management 29 21 24
Office work 27 2B 27
Commercial work 41 26 35
Service, agricultural work 42 37 39
Transport (inch data communications) work 23 30 28
Manufacturing, construction work 32 43 40
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A p p e n d ix 7

Quality of Work Life Surveys

The Finnish Quality of Work Life Surveys are extensive studies, which in
volve between 3,000 to 6,000 persons and cover the entire wage and salary 
earning population in Finland. Up to now. Statistics Finland has carried out 
four of them, in 1977, 1984, 1990 and 1997. The surveys have been imple
mented as personal, face-to-face interviews. The interview which, on average, 
lasts a little over an hour, includes questions on the physical, mental and social 
work environment and the employees' experiences relating to it, as well as 
questions on work experience, position in the labour market, conditions of em
ployment, incidence of physical and psychological symptoms, work motiva
tion, job contentment, work orientation, and experiences relating to gender 
equality and fair treatment. Identical questions have been used in inquiring 
about these issues so that findings spanning two decades are now available on 
the main subject areas.

The complete survey series comprises the following:

•  Working Conditions Survey 1977. Personal face-to-face interview, sample 
size 7,500 employed persons, 5,778 wage and salary earners in data.

•  Working Conditions Survey 1984. Personal face-to-face interview, sample 
size 5,000 wage and salary earners, 4,502 persons in data.

•  Quality of Work Life Survey 1990. Personal face-to-face interview, sample 
size 5,000 employed persons, 3.502 wage and salary earners in data.

•  Quality of Work Life Survey 1997. Personal face-to-face interview, sample 
size 3,800 wage and salary earners, 2,979 persons in data.

In the 1997 survey, qualitative and quantitative research approaches were 
combined in the questionnaire design for the first time. In other words, the 
compilation of the questionnaire was preceded by a host of informal inter
views with representatives from various occupations, and these were exploited 
in the designing and formulating of the questions. Anna-Maija Lehto consid
ers more thoroughly the foundations of the adopted method in her 1996 doc
toral dissertation "Working Conditions as a Research Subject" (Statistics Fin
land, Studies 222, 1996).
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Q ua lity  o f  W ork L ife S u rve y  1997,
R esponse and  N o n -re sp o n se

The 1997 quality of work life survey was implemented as personal 
face-to-face interviews in connection with the September and October rounds 
of the monthly Labour Force Survey. At the end of the telephone interviews of 
the Labour Force Survey, those respondents who proved to be wage and salary 
earners were invited to participate in the Quality of Work Life Survey and ap
pointments were made with them for separate face-to-face interviews. The av
erage duration of an interview was 74 minutes. The interviews were carried 
out from September to December in 1997.

The target population was selected from respondents in the second and fifth 
rotation groups of the September Labour Force Survey and in the second and 
fourth rotation groups of the October Labour Force Survey. The sample con
sisted of 15 to 64-years-old wage and salary earners whose normal weekly 
working hours comprised at least five hours of paid work. This way it was pos
sible to interview 2,978 persons out of the 3,795 selected into the quality of 
work life survey sample. The survey response rate, therefore, was 79 per cent, 
while non-response remained at 21 per cent. The growing reluctance in gen
eral to participate in surveys may have been the reason for the risen 
non-response rate in this survey, as well as in many other surveys.

Women responded more actively than men to this survey, as they generally 
also do to other surveys. The very youngest age group of 15 to 24-years-old re
spondents is the least active. This age group is also the most difficult to reach 
due to its high mobility.

Response and non-response by gender and age

Responded

%

Refùsèd

%

Indisposed Not
reached 

% %

Other
reason

%

Total

%

Number

Total 78.5 11.7 0.5 9.0 0.3 100 3,795

Gender
Female 82.3 10.5 0 6 6.4 0.2 100 1,923
M ale 74.8 13.0 0.3 11.6 0.5 100 1,872

Age group
15 to 24-years-old 71.3 13.5 0.6 14.4 0.3 100 355
25 to 34-years-old 78.8 12.2 0.3 8 4 0.5 100 946
35 to 44-years-old 79.9 10.6 0 2 8.9 0.4 100 1,132
45 to 54-years-old 80.G 11.6 0.6 7.6 0.3 100 1,063
55 to 54-years-old 75 6 1 2 7 1.7 1 0 0 0.0 100 299
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A p p e n d ix  2

Interview questionnaire
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¡¡jjjl Sta t is t ics  Finland
F IN -0 0 0 2 2  S ta tis tic s  F in la n d  
T e l. + 3 5 8  9  1 7 3  41

TY63

Respondent num ber I I I l —  l I l I

Interview er num ber l l I I I

Duration of interview ______________ ________„  — _____________
Start tim e Finish tim e

I______ I_____ I_____ I min

Q uality of W ork Life Survey 1997

Sex: m a le .....................

fem ale .

Age at tim e of interview

1

2

I__ | C hanges in w orkplace, industry and /or occupation com pared to the Labour Force Survey w eek.

N EW : N am e of workplace: _________________________________________________________________

Industry: _________________________________________________________________

O ccupation: _________________________________________________________________

R E M A R K S :

192
¡¡Ijjl Statistics Finland



1. T o  b e g in  w ith , I sh a ll lis t s o m e  co re  as p e c ts  o f life  w h ich  a re  o f v a ry in g  
Im p o rta n c e  to  d iffe re n t p eo p le .

A. H ow  important are these aspects of life to you personally-

Very
impor
tant

Quite
im por
tant

N ot very  
im por
tant

Don't
know

T h e
most
im por
tant

The
second
most
Impor
tant

Is gainful em ploym ent very important, quite 
important or not very important to you? . . . . 3 2 9 1

W hat about hom e and family l i f e ? .................. 3 2 9 2 2

And leisure tim e h o b b ie s ? .................................. 3 2 1 9 3 3

Can you say which one of these is the most 
important to you at the moment- gainful 
em ploym ent, family, leisure tim e hobbies? 
(N O T E  T H E  R E P LY  IN T H E  R IG H T  H A N D

9 9

C O L U M N )............................................

C . And the second m ost important?

2 . H o w  m an y  ye ars  a lto g e th e r h a v e  yo u  b ee n  g a in fu lly  e m p lo y e d  
d u r in g  y o u r life?
(W o rk  e x p e rie n c e  to  b e  In c lu d ed  s in c e  th e  ag e  o f 15)

Num ber of y e a rs ....................................................

Under one y e a r .......................................................

Don't k n o w ..............................................................

00

99

3. D u r in g  y o u r life , h av e  yo u  b ee n  te m p o ra rily  a b s e n t fro m  w o rk in g  life  
fo r  c o n tin u o u s  p erio d s  on  m ate rn ity , p a te rn ity  o r p a ren ta l leav e , o r  
o th e rw is e  b e c a u s e  o f c h ild care?

IF  M O R E  T H A N  Y e s ...............................................................................................  1
O N C E . P E R IO D S  T O
BE TO T A L L E D  U P N o .................................................................................................. 2

For how lo n g ? .........................................................................  I__

00

4 . D u rin g  y o u r life , h av e  you :

always worked in roughly the sam e occupation.. . . 1

had 2  to 3 clearly different occupations........................ 2

worked in several distinctly different occupations?. 3

Don't k n o w ..............................................................................  9

5. H av e  yo u  ch a n g e d  y o u r Job In th e  las t fiv e  y e ars ?

J years

J months

less than  
one month

Y e s .............................................................................................. 1

N o ................................................................................................  2

IF YES: How m any tim e s ? .................................................................  I__
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6. H o w  m an y  m o n th s  (In c i. paid  h o lid ays ) d id  you  w o rk  In 1996, 
In o th e r w o rd s , las t y e a r

P A ID  S U M M E R  in full-time em ploym ent? .
H O L ID A Y S
T O  BE IN C L U D E D  in part-tim e employment?

I 1 I months

I ! ! months

7 . H av e  you  been  u n e m p lo y e d  or te m p o ra rily  d is m is s e d  o ve r  
th e  la s t 5 years?

(U nem ployed = out of 
work, looking for work 
and availab le to start 
work)

O n ce ..............................

more than once, . . .  

or not at ail? . . . .

1

2

3 Q 12

IF  B E E N  U N E M P L O Y E D  O R  T E M P O R A R IL Y  D IS M IS S E D :

8. H o w  m an y  m o n th s  a lto g e th e r h a v e  yo u  been  u n e m p lo ye d  
In th e  la s t 5 y e ars ?

Num ber of m o n th s ..............................................................  I J J

9. W h a t w a s  y o u r u n e m p lo y m e n t s e c u rity  like  d u rin g  y o u r la te s t 
u n e m p lo y m e n t p e rio d ?

Received no unemploym ent support............................. 1

Received basic daily unem ploym ent allow ance.. . .  2

Received labour m arket support.....................................  3

Received earnings-related daily unemploym ent 
allow ance................................................................................... 4

10 . H o w  did  yo u  b e c o m e  re -e m p lo y e d  a t th e  en d  of y o u r la te s t 
u n e m p lo y m e n t p e rio d ?

R eceived a job offer from the labour exchange  
office............................................................................................  1

Found a job advertisem ent m yself at the labour 
exchange office....................................................................

Applied for a job advertised in a paper......................

Approached m y em ployer without an "official" job 
advertisem ent.......................................................................

2

3

4

Heard about a job through a friend or acquaintance. 5

Returned to m y old job........................................................  6

Through som e other m e a n s ? .......................................... 7

11. If you  c o m p a re  y o u r c u rre n t jo b  w ith  th e  p re v io u s  o n e  yo u  had  b e fo re  
yo u  b e c a m e  u n e m p lo y e d  o r w e re  te m p o ra rily  d is m is s e d , ho w  w o u ld  
yo u  rate y o u r c u rre n t Job In re s p e c t o f th e  fo llo w in g :

C A R D  1

Pay le v e l,............................................................

Correspondence with your train ing ,. . . 

Continuity of em ploym ent relationship?

C learly
worse

Slightly
worse

About
the
sam e

Slightly
better

C learly
better

Don't
know

2 3 4 5 9

2 3 4 5 9

2 3 4 5 9

194
¡¡jjll Statistics Finland



12.
A L L  R E S P O N D E N T S :
H a w  s a tis fie d  a re  yo u  w ith  y o u r c u rre n t Job?

Very satisfied.....................

Quite satisfied, . . 

Rather dissatisfied, 

Very dissatisfied? 

Don't know...............

13. H ow  m an y y e a rs  h av e  yo u  b een  In y o u r c u rre n t w o rk p la c e ?  
(re fe rs  to  c o n tin u o u s  e m p lo y m e n t re la tio n s h ip s  Inc l. m a te rn ity  
leav es , te m p o ra ry  d is m is s a ls  an d  th e  like)

Num ber of y e a rs .......................................................

Less than a  y e a r . 

Don't k n o w ..........

00

99

14. Is y o u r c u rre n t e m p lo ye r:

IF  O B V IO U S , E N TE R  | the s ta te ,. 
W IT H O U T  A S K IN G

a municipality, or a municipal association?

Private sector e m p lo y e r? ..................................

Don't know ............................................................

1 —► Q  18

2 —» Q 18

3

9 -»  Q 18

15.
IF  P R IV A T E  S E C T O R  E M P L O Y E R :
Is  th e  e n te rp ris e , o r s im ila r , In w h ich  yo u  w o rk  m a in ly  fo re ig n  
o r  F in n ish  o w n e d ?

Foreign owned  

Finnish ow ned. 

Don’t know .

16. D oes  y o u r e m p lo y e r have o th e r e s ta b lis h m e n ts  In a d d it io n  to  th e  o n e  
In w h ic h  yo u  w o rk?

N o ................................................................................................

Yes:
H ow  m any establishm ents does your 
em ployer have altogether?

Less than 5  . .

5 to 10 ...........

M ore than 10. 

Don’t know. .

1 -»  Q 10
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CARD 2
17. A p p ro x im a te ly  h o w  m an y  p e rs o n s  a lto g e th e r w o rk  fo r  th is  e m p lo y e r  

In a ll Its  e s ta b lis h m e n ts ?

D E T E R M IN E  E X A C T 1 - 4  p e rs o n s ............................................
C A T E G O R Y  AS
N E C E S S A R Y  5 -  9 p e rs o n s ......................................................................

1 0 - 1 9  p e rs o n s .................................................................

20  -  29 persons.................................................................

30  -  49 persons...................................................................

50  -  99 persons...................................................................

1 0 0 - 1 9 9  persons..............................................................

200  -  499  p e rs o n s .........................................................

500  -  999  persons...........................................................

1 .000 persons or m o r e ............................  . . . .

Don't know ..............................................................................

02

03

04

05

06

07

08

09

10 

99

01

C A R D  2

A L L  R E S P O N D E N T S :
18. H o w  m an y p e rs o n s  w o rk  a t  th e  s a m e  e s ta b lis h m e n t as  you ?

D E T E R M IN E  E X A C T 1 -  4  p e rs o n s .................................................
C A T E G O R Y  AS
N E C E S S A R Y  5 -  9 p e rs o n s ....................................................

1 0 - 1 9  persons.................................................

20  -  29  persons.................................................

30 -  49  persons ....................................

50  -  99 persons.................................................

1 0 0 -  199 persons............................................

200  -  499  persons............................................

500  -  999  persons............................................

1 .000 persons or m ore....................................

Don't know...........................................................

19 . In th e  las t th re e  ye ars , has  th e  n u m b e r o f em p lo y e e s  a t y o u r  
es ta b lis h m e n t:

01

02

03

04

05

06

07

08

09

10 

99

Increased clearly. . . 

Increased som ew hat. 

R em ained unchanged  

D ecreased som ewhat 

Decreased clearly . . . 

Don't k n o w ..................

1 -> O 21

2 —* Q  21

3 —> Q 21

4

5

9 ->  Q 21
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20 .
IF  D E C R E A S E D :
H as  perso n n e l been:

1

or cut back by not hiring replacem ents for those 
who have left? ......................................................................... 2

Both. ................................................................................. 3

Don't know ................................................................................. 9

A L L  R E S P O N D E N T S :

21. O v e r th e  p a s t fe w  ye ars , have a n y  o f th e  fo llo w in g  c h a n g e s  
ta k e n  p lace  a t y o u r w o rkp lace?

Y es No Don't
know

Increased assessm ent or monitoring based on 
the productivity and results of w ork?.............................

Are new supplement or bonuses based on the 
productivity of work being paid at your w orkplace?.

is work previously done in-house increasingly beinc 
outsourced?..............................................................................

Is so-called team working applied at least to som e  
extent at your w orkp lace? ..................................................

1 2 9 

1 2 9 

1 2 9 

1 2 9

22 . Is y o u r c u rre n t e m p lo y m e n t re la tio n s h ip  p e rm a n e n t o r fix e d -te rm ?

P e rm a n e n t.............................................................................. 1 -»  Q 31

Fixed-term ................................................................................. 2

IF  E M P L O Y M E N T  R E L A T IO N S H IP /P O S IT IO N  F IX E D -T E R M :
23 . A re  you:

A  substitute without a perm anent p o s t ........................ 01

Working for a staff hire c o m p a n y .................................. 02

A free lancer................................................... ............. 03

On a trial p e r io d .................................................................... 04

Hired with employm ent subsidies................................... 05

Doing seasonal w ork............................................................ 06

Com e to work only when s u m m o n e d .......................... 07

In an apprenticeship re la tio n sh ip ............................. 08

In an em ploym ent relationship otherwise agreed
as fixed -term ? ......................................................................... 09

Don't know......................................................  ............. 99

R E S P O N D E N T S  IN F IX E D -T E R M  E M P L O Y M E N T  R E L A T IO N S H IP S :
24. W h e n  d id  y o u r c u rre n t e m p lo y m e n t re la tlo n s h lp /c o n tra c t s ta rt? !____ 1_ _ _ _ 1 1 ____1_ _ _ _ 1 1 _ _ _ _ 1_ _ _ _

d m y

25 . W h en  w ill y o u r c u rre n t e m p lo y m e n t re la tlo n s h lp /c o n tra c t f in is h ? i  1 M  1 I I  1
d m y
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26 . C o u n tin g  In y o u r c u rre n t e m p lo y m e n t re la tio n sh ip , h o w  m an y  
fix e d -te rm  e m p lo y m e n t re la tio n s h ip s  h av e  yo u  had  a t  th is  
w o rk p la c e ?

This is the first o n e ....................................... 1

2 to 5 ............................................................................................ 2

M ore than 5 .............................................................................. 3

27. O n c e  y o u r c u rre n t fix e d -te rm  e m p lo y m e n t re la tio n s h ip  fin ish e s ,  
d o  yo u  th in k  th a t:

Your fixed-term  em ploym ent relationship will 
probably be continued at your current workplace, . 1

You will probably enter into a perm anent em ploy
m ent relationship at your current w orkplace.............. 2

You will probably start a new job som ew here else. 3

You will probably becom e un em p lo yed ,..................... 4

You would not even want a  new job because of 
e.g. family reasons or s tud ies,.......................................... 5

6

2B. H av e  yo u  a t s o m e  tim e  p re v io u s ly  been  In a p e rm a n e n t e m p lo y m e n t  
re la tio n s h ip ?

Y e s ............................................................................................. 1

N o ................................................................................................ 3

9

29. C an  yo u  e s tim a te  h o w  m an y fix e d -te rm  e m p lo y e e s  th e re  are  a t y o u r  
w o rk p la c e ?

Only me, as far as I know ................................................... 1

C learly less than half of the em ployees....................... 2

About half of the em ployees .......................................... 3

M ore than half of the em ployees............. ....................... 4
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O N L Y  F IX E D -T E R M  E M P L O Y E E S :
30. T o  w h a t e x te n t d o  th e  fo llo w in g  s ta te m e n ts  d e s c rib e  y o u r  s itu a tio n ?

C A R D  3

Totally
true

T  rue to
som e
extent

Untrue  
to som e  
extent

Totally
untrue

Don't 
know/ 
Not ap 
plicable

A. T h e  insecurity of my em ploym ent relationship
puts m e under m ental strain...............................................  1 2 3 4 9

B. T h e  insecurity of my em ploym ent relationship
m akes it difficult to m ake future p lans............................  1 2 3 4 9

C. I find fixed-term  em ploym ent strenuous especially
because of the associated financial insecurity...........  1 2 3 4 9

D. I am  sure my opinions would be heeded better
if l w ere a  perm anent em ployee.......................................  1 2 3 4 9

E. If it w ere possible, I would like to change jobs
or tasks every few years......................................................  1 2 3 4 9

F. I would take a  longer-term approach to m y work
if l w ere a perm anent em ployee.......................................  1 2 3 4 9

G . 1 feel that 1 have to do my work especially well 
in order to secure the continuity of my em ploym ent 
relationship................................................................................. 1 2 3 4 9

H. I miss the sense of security that com es with
a perm anent em ploym ent relationship........................... 1 2 3 4 9

I. I would not even w ant to have a  perm anent
em ploym ent relationship for my current job................. 2 3 4 9

J. Despite being a fixed-term  em ployee, l feel l belong  
to the work community as much as its perm anent 
em ployees..................................................................................  1 2 3 4 9

K I would have more courage to intervene in draw
backs In my work environm ent if I was a  perm anent 
em ployee..................................................................................... 1 2 3 4 9

L. M y opportunities for taking part in the training 
offered by my em ployer are as  good as those of 
perm anent em ployees........................................................... 1 2 3 4 9

M i am  informed in good tim e about w hether
m y em ploym ent relationship will be continued........... 1 2 3 4 9

N. I m ust be m ore flexible in my work (in respect of 
shifts, for exam ple) than perm anent em ployees  
to ensure that my em ploym ent relationship will 
continue.......................................................................................  1 2 3 4 9

O . Uncertainty about the continuity of em ploym ent 
relationships causes competitiveness/conflicts 
at my workplace.......................................................................  1 2 3 4 9

P. I personally associate a fixed-term  em ploym ent
relationship with a  positive feeling of non-committal. 1 2 3 4 9
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C A R D  4
A L L  R E S P O N D E N T S :

31. N ex t, I w ill a s k  a fe w  q u e s tio n s  a b o u t y o u r pay .

W h ic h  o f th e  fo llo w in g  fo rm s  o f p ay  c o rre s p o n d s  w ith  y o u r ow n?

Fixed monthly p a y ................................................................. 01

Fixed hourly p a y ................................................................... 02 —> Q 33

R E A D  O U T Fixed basic pay plus shift supplement . .......... 03
IF R E Q U IR E D

Fixed basic pay plus (productivity) bonus 04

Fixed basic pay plus piece-work b o n u s ..................... 05

Fixed basic pay plus com m ission .................................. 06

Piece-w ork pay o n ly ............................................................ 07

or commission o n ly ? ............................................................ 08

O ther form of p a y ? .............................................................. 09 ->  Q 33

Don't know................................................................................ 99 ->  Q  33

32. Is y o u r (p ro d u c tiv ity ) b o n u s /c o m m ls s lo n  o r p ie c e -w o rk  bonu s
d e te rm in e d  by y o u r ow n  p erso n a l w o rk  p e rfo rm a n c e  o n ly  o r does
y o u r c o -w o rk e rs ' p e rfo rm a n c e  a lso  In flu e n c e  th e  s ize  o f th e  b o n u s
yo u  re c e iv e ?

Influenced by own perform ance o n l y .......................... 1

Also influenced by co-workers' p e rfo rm a n c e .......... 2
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A L L  R E S P O N D E N T S :
C A R D  5
W h a t Is y o u r m o n th ly  g ro s s  p ay  In y o u r m ain  Job b e fo re  ta x?

Inclusive of shift, seniority and other corresponding bonuses, 
but exclusive of overtim e pay.

FIM 3 ,00 0  or less

FIM 3.001 to 4 ,000 . .

F IM 4,001 to 5 ,000 . .

F IM 5,001 to 6 ,000 . .

F IM 6,001 to 7 .000 . .

F IM 7,001 to 8 ,000 . .

FIM 8,001 to 9 ,000 . .

F IM 9,001 to 10 ,000 .

FIM 10,001 to 11 ,000

FIM 11,001 to 12 ,000

FIM 12,001 to 13 ,000

FIM 13,001 to 14 ,000

FIM 14,001 to 15 ,000

FIM 15,001 to 16,000

FIM 16,001 to 18 ,000

FIM 18,001 to 20 ,000

FIM 20,001 to 25 ,000

FIM 25,001 to 30 ,000

O ver F IM  3 0 ,0 0 0 ....................................................................

Unwilling to a n s w e r...............................................................

Don't know .................................................................................

In y o u r  o p in io n , Is y o u r pay  fa ir  In co m p a ris o n  w ith  th e  re m u n e ra tio n  
p a id  In o th e r o cc u p a tio n s?

Is yo u  pay:

C learly higher than it should b e .......................................

Som ew hat higher than it should be ................................

About right.................................................................................

Som ew hat lower than It should b e ..................................

or clearly lower than it should be? ..................................
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35. H ow  m u ch  tim e , on  av e ra g e , d o e s  y o u r Journey to /fro m  w o rk  take  
In o n e  d ire c tio n  e x c lu d in g  ru n n in g  e rra n d s  and  ta k in g  and  te tc h ln g  
ch ild re n ?

R E F E R S  TO  
M A IN  JO B

Minutes

No journey to/from work 000

36. I w ill lis t d iffe re n t fo rm s  o f w o rk in g  h o u rs . W h a t k ind  o f hours  
do  yo u  w ork :

regular daywork (between 6 am  and 6 pm),.

regular evening w ork,...........................................

regular nightwork, ...............................................

two-shift w ork...........................................................

interrupted three-shift work.................................

uninterrupted three-shift w o r k , .......................

periodical w ork........................................................

or w eek-end w o rk ? ...............................................

O ther form of working hours..............................

Don't k n o w ..............................................................

37 .
C A R D  6
A re  you  c u rre n tly  p a rtic ip a tin g  In a w o rk in g  hours  
e x p e r im e n t o r w o u ld  yo u  be In te re s te d  In p a rtic ip a tin g  
In th e  fo llo w in g  "n ew " w o rk in g  h o u r fo rm a ts ?

A.

B. 

C

D.

E.

F.

P artid - W ould N ot in- H ave Don't
patina be inter- terested tried know
currently ested in 

partici
pating

in partic
ipating

previ
ously

6+ 6  hours* morning and evening shifts at full-time
pay .................................................................................................  1 2 3 4 9

6+6 hours' morning and evening shifts with 
corresponding reduction in p a y ....................................... 1 2 3 4 9

C om pacted working w eek (10  or 12-hour working 
days followed by extended free p e r io d s )..................... 1 2 3 4 9

Subsidised part-tim e work, sharing the job with 
an unem ployed p e r s o n ....................................................... 1 2 3 4 9

Job sharing leave or sabbatical leav e ............................ 1 2 3 4 9

W orking tim e bank (extra hours can be worked in 
advance and saved to be used later as tim e off) 1 2 3 4 9

38 . Do y o u r h a v e  s tr ic t ly  se t s ta rtin g  an d  fin is h in g  tim es  fo r  y o u r w ork , 
o r can  yo u  p e rs o n a lly  In flu e n c e  th e m  by a t leas t 30  m in u tes  e ith e r  
w ay?

Set starting and finishing times 1

Able to influence starting and finishing times
(e.g. fle x it im e )......................................................................... 2

Don't know 9
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39. D o  yo u  s o m e tim e s  do  o v e rtim e  fo r  w h ich  yo u  re c e iv e  co m p e n s a tio n :

I In m o n e y ....................................................................................

I or tim e o f f? ............................................................................

In both ......................................................................................

In ne ither....................................................................................

1

2

3

4  —> Q  41

IF  Y E S :
40. H ow  o ften  do yo u  d o  s u c h  o ve rtim e :

Almost daily............................................................................ 1

every w eek ................................................................................ 2

every second w ee k ................................................................ 3

at least once a  m onth,......................................................... 4

or less frequently?................................................................. 5

Don't know ................................................................................. 9

41 . Do yo u  s o m e tim e s  do  o v e rtim e  fo r  w h ich  yo u  re ce ive
no  co m p e n s a tio n ?

Y e s .............................................................................................. 1

N o ................................................................................................ 2  —> Q 43

IF  Y ES:
42. H ow  o ften  do  yo u  do  such  o ve rtim e :

Almost daily............................................................................... 1

every w ee k ................................................................................ 2

every second w eek, .......................................................... 3

at least once a month........................................................... 4

or less frequently?................................................................. 5

Don't know ................................................................................. 9

43. T o  w h a t e x te n t can  yo u  p e rs o n a lly  d ec id e  w hBn yo u  ta ke
y o u r s u m m e r h o lid ay

com pletely................................................................................. 1

som ew hat................................................................................... 2

not at a ll...................................................................................... 3

Holiday is com pensated in m o n e y ................................ 4

_________________________
Don't know/not applicable................................................... 9
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44. In y o u r w o rk , can  yo u  g e n e ra lly  ta ke  b re a k s  o r res t p erio d s:

sufficiently o fte n ,................................................................... 1

not quite often enough......................................................... 2

or far too se ldom ?................................................................. 3

Don't know ................................................................................ g

45. □o yo u  p r in c ip a lly  do  In d o o r o r o u td o o r w ork?

Indoor w o rk .............................................................................. 1

Outdoor w o r k ......................................................................... 2

Equal am ounts of b o t h .................................................... 3

Don't know................................................................................ g

46. Do yo u  p r in c ip a lly  do-

sedentary sitting w ork.......................................................... i

or sedentary standing w ork? ............................................ 2

Equal am ounts of both......................................................... 3

Don’t know ................................................................................ 9
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47. T h is  ca rd  co n ta in s  a  lis t o t a d v e rs e  fa c to rs  In a w o rk  e n v iro n m e n t.  
W h ic h  o n e s  are  p re s e n t In y o u r w o rk  e n v iro n m e n t?

CARD 7

A L T E R N A T IV E S  A R E  N O T R E A D  O U T  LO U D .

□O N O T ASK T H E  S U P P L E M E N T A R Y  
Q U E S T IO N  U N T IL  Y O U  H A V E  M A D E  
A N O TE  O F  ALL T H E  A D V E R S E  FA C TO R S  
M E N T IO N E D  B Y T H E  R E S P O N D E N T

Yes

1. H e a t .................................................................  O

2. C o ld ......................................................................... □

3. Vibration .................................................................  [_ ]

4  Draught ...................................    Q

5. Noise O

6 Sm oke, gases and fu m e s ................................. Q

7. H u m id ity ...................................................................  Q

8. Dry indoor a i r .........................................................  [ I ]

9. D u s t s ......................................................................... O

10. Dirtiness of work e n v iro n m e n t..................... Q

11. Poor or glaring ligh ting .......................................  Q

12. Irritant or corrosive s u b s ta n c e s ..................... Q ]

13 Restlessness work environm ent....................

14. Repetitive, monotonous m o v e m e n ts .........  Q

15 Difficult or uncomfortable working positions Q

16 Tim e pressure and tight time schedules. . Q

17. H eavy lifting ....................................................... Q

18. Lack of space ....................................................  Q

19 Mildew in build ings.............................................  Q

S U P P L E M E N T A R Y  Q U E S T IO N :
Is (T H E  A D V E R S E  F A C T O R ) a b urden  
w h ic h  a ffe c ts  y o u r w ork : C A R D  B

Not
pres
ent

Very
much

Q uite  
a lot

To
som e
extent

Quite
little

Not at
all

Don’t
know

0 5 4 3 2 1 9

0 5 4 3 2 1 9

0 5 4 3 2 1 9

0 5 4 3 2 1 9

0 5 4 3 2 1 9

0 5 4 3 2 1 9

0 5 4 3 2 1 9

0 5 4 3 2 1 g

0 5 4 3 2 1 9

0 5 4 3 2 1 9

0 5 4 3 2 1 9

0 5 4 3 2 1 9

0 5 4 3 2  1 9

0 5 4 3 2 1 9

0 5 4 3 2 1 9

0 5 4 3 2 1 9

0 5 4 3 2 1 9

0 5 4 3 2 1 9

0 5 4 3 2 1 9

C H E C K  T O  E N S U R E  T H E R E  IS  A M A R K  O N  E V E R Y  LINE
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CARD g
48. In y o u r w o rk in g  e n v iro n m e n t, h o w  p re v a le n t Is:

A.

B.

C.

D.

E.

Almost About H alf of A bout Less N ever
all the three the tim e one often
time quarters quarter

of the of the
time time

So loud noise that normal speech cannot 
be h e a rd ? .................................................................... 1 2 3 4 5 6

H ea t which m akes you perspire even
without moving (approx. + 2 8 a C ) ? ..................  1 2 3 4 5 6

Cold (outdoor work in winter tim e, work in
cold spaces or other similar circum stances)? 1 2 3 4 5 6

Cleansing or disinfecting agents (in constant 
contact with s k in )? .................................................  1 2 3 4 5 6

C igarette sm oke due to the smoking of
others ("passive smoking“) ? ............................  1 2 3 4 5 6

C A R D  10
49. In y o u r w o rk , do  y o u r e x p e rie n c e  as  a d is tin c t h azard , th in k  ab o u t 

o c c a s io n a lly  o r e x p e rie n c e  as no  h azard  a t  a ll th e  fo llo w in g :

Expert- Thinks Experi- Don't know
enees as about oc- enees as
a distinct 
hazard

casionally no hazard  
at ail

A. Accident risk?........................................................................... 3 2 6

B. Becom ing subjected to physical vio lence?.................. 3 2 9

C H azards caused by chemical substances'11................ 3 2 9

D. Radiation hazard? .............................................................. 3 2 9

E. M ajor catastrophe h a z a r d ? ............................................... 3 2 1 9

F. H azard  of Infectious d is e a s e s ? ....................................... 3 2 9

G . H azard  of skin d iseases? .................................................... 3 2 9

H. C ancer risk? .............................................................................. 3 2 9

1. Risk of strain in ju rie s ? ......................................................... 3 2 9

J. Risk of succumbing to m ental disturbance?................ 3 2 9

K Risk of grave work exhaustion? ....................................... 3 2 1 9

L W hat about the risk of causing serious injury to 
som eone e ls e ? ......................................................................... 3 2 9

M. O r causing serious dam age to a  valuable piece of 
equipm ent or end p ro d u c t? ............................................... 3 2 9
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50. D o es  y o u r w o rk  c a rry  an y  o f th e  fo llo w in g  In s e c u rity  fa c to rs :

A. Transfer to other d u t ie s ? ..........................

B. Threat of a tem porary d ism issal?..........

C. Threat of d ism issal? ....................................

D. Threat of unem ploym ent?..........................

E. Threat of becoming incapable of work?

F. Unforeseen c h a n g e s ? ...............................

Y es No Don't
know

2 9

2 9

2 9

2 9

2 9

2 9

51. W h ic h  o f th e  fo llo w in g  In fo rm a tio n  tra n s fe r  e q u ip m e n t  
d o  yo u  use  In y o u r  w o rk?

A. Telephone? ....................................................

B. Car, mobile or radio te lephone? .............

C . Telex , te le fa x ? ...............................................

D. The In te rn e t? .................................................

E. E-m ail, electronic mail (via com puter)?

IF  A N S W E R  IS "YES" FO R  "E":

Do you use com puter e-m ail for:

A. Internal contacts within your place of work?

B. Dom estic c o n ta c ts ? ...............................................

C . Foreign contacts?.................................................

52 . In  y o u r w o rk , do  yo u  use  fo llo w in g  c o m p u te r-b a s e d  
e q u ip m e n t?

A. Com puter-linked teller or teller te rm in a l? ..................

B. PC or com puter te rm in a l? ...............................................

C. Program m able m achine to o l? .......................................

D. A D P  monitoring equipm ent to control a production
process or part of one? ....................................................

E. S om e other monitoring, m easuring or controlling
equipm ent based of A D P technology?........................

No A D P  equipm ent

I Y es I No |

1 2

1 2

1 2

1 2

1 2

1 2

1 2

1 2

I Y es | No |

1 2

1 2

1 2

1 2

1 2

□  —> Q 57
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53. F o r w h a t p ro p o rtio n  o f y o u r w o rk in g  tim e  do  you  use
c o m p u te r-b a s e d  eq u ip m e n t?

approxim ately all of the working tim e ,.......................... 5

three quarters of thB working tim e.................................. 4

half of the working tim e....................................................... 3

one quarter of the working tim e....................................... 2

or le s s ? ...................................................................................... 1

Don't know ................................................................................ g

54. F o r h o w  m an y  y e a rs  h av e  yo u  b ee n  w o rk in g  w ith  th is  ty p e  of
e q u ip m e n t?

l____ I____ I years

Under one y e a r ...................................................................... 00

Don't k n o w ................................................................. 99

55 . H ow  m an y  d a y s  o f A D P  tra in in g  paid  fo r  by yo u r e m p lo y e r h av e  you
re c e iv e d  In th e  la s t tw o  years :

(C O N V E R T  T O  FU LL W O R K IN G  D A YS) I____ I____ i

56. Do yo u  re c e iv e  g u id a n c e  In th e  use o f In fo rm atio n  te c h n o lo g y
In n e w  an d  d iff ic u lt w o rk  s itu a tio n s

quite enough,........................................................................... 1

alm ost e n o u g h ,...................................................................... 2

slightly too little........................................................................ 3

or far too l i t t le ? ...................................................................... 4

Don't know ................................................................................ 9

A L L  R E S P O N D E N T S :
57. Do yo u  s o m e tim e s  do  w o rk  co n n e c te d  w ith  y o u r p r in c ip a l

Job a t h o m e?

W orks occasionally or partially at hom e....................... 1

W orks at hom e only.............................................................. 2  ->  Q 60

Does not work at home at a l l .......................................... 3 —> Q 60

58. Is th is  w o rk  m ain ly :

overtim e w o r k , ...................................................................... 1

or has it been agreed that you work som e of
your normal working hours at hom e.............................. 2

or both? ................................................................................... 3

59. D o  yo u  u se  a c o m p u te r to  p e rfo rm  y o u r w o rk  a t hom e?

Y e s .............................................................................................. 1

N o ................................................................................................ 2
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C A R D  11
T e le w o rk in g  re fe rs  to  p a id  w o rk  d o n e  a w a y  fro m  th e  a c tu a l w o rk -
p la c e . In p r in c ip le  th is  w o rk  can  a ls o  be d o n e  on th e  e m p lo y e r 's
p re m is e s . T h e  e s s e n tia l c h a ra c te r is tic s  o f te le w o rk in g  a re  w o rk in g
a rra n g e m e n ts  w h ic h  a re  In d e p e n d e n t o f tim e  an d  p lace .

60. Do yo u  d o  te le w o rk  o r w o u ld  yo u  be  In te re s te d  In te le w o rk ?

Am doing at the m om ent.......... 1

Would be in te re s te d .................. 2

Am not in te re s te d ....................... 3

H ave tried p re v io u s ly ................ 4

Don't know....................................... 9

C A R D  12
61. A re  you  ab le  to  In flu e n c e  a  lo t, q u ite  a lo t, a little , o r n o t a t  a ll:

A  lot Q uite a A little N ot a t all Don't
lot know

A. T h e  contents of your tasks?............................................... 2 3 4 9

B. T h e  order in which you do ta s k s ? .................................. 2 3 4 9

C. T h e  pace of your w o rk ? .................................................... 2 3 4 9

D. Your working m ethods? ...................................................... 2 3 4 9

E. T h e  division of tasks betw een em ployees?................. 2 3 4 9

F. Choice of your working p a r tn e rs ? .................................. 2 3 4 9

G . Equipm ent p u rc h a s e s ? ...................................................... 2 3 4 9

62. A re  yo u  u s u a lly  In fo rm e d  a b o u t c h a n g e s  re la tin g  to  y o u r w ork :

at the planning stage.................. 1

shortly before the change . . 2

or a t the implementation stage? 3

Don't k n o w ....................................... g

63. If yo u  leav e  y o u r w o rk  fo r  a s h o rt p e rio d  (e .g . 5 m in .),
do  yo u  h av e  to  fin d  s o m e o n e  to  re p la c e  you ?

Y e s ...................................................... 1

N o ......................................................... 2

Don't k n o w .................................... 9
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64. D o  h av e  th e  p o s s ib ility  fo r  b r ie f a b s e n c e s  fro m  w o rk  In th e m id d le  o f  
th e  w o rk in g  d ay  to  ru n  p e rs o n a l e rra n d s , s u c h  a s  b a n k in g , d ea lin g  
w ith  a u th o r it ie s , e tc .:

always when necessary...................................................... 1

occasionally.............................................................................. 2

3

4

Don't k n o w .............................................................................. 9

C A R D  13
65. W ith  th e  h e lp  o f C a rd  13 , c o u ld  yo u  e s tim a te  w h a t p ro p o rtio n  o f y o u r w o rk in g  h o u rs :

Almost About About About Less N ever Don't
all of three one one know
the quar- half of quar-
time ters of the ter of

the tim e the
time tim e

You work under such pressure that you
have no tim e to talk or think about anything
else except your w o rk? .........................................  1 2 3 4 5 6 9

Your work contains idle tim e w hen you just 
w ait and keep yourself ready in case som e
thing h ap p en s? .........................................................  1 2 3 4 5 6 9

You have to deal with people other than 
your co-workers (e.g. custom ers, patients, 
passengers, pupils, e tc .) .......................................  1 2 3 4 5 6 9

You have to repeat the sam e workphase  
over and over a g a in ? ............................................  1 2 3 4 5 6 9
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C A R D  14

66. W o rk  an d  tim e -re la te d  p re s s u re  can  be co n n e c te d  w ith  
m an y  as p e c ts  o f w o rk  and  th e  p re s s u re  o f tim e  can  ca u se  
m an y  p ro b le m s .

H o w  w ell do  th e fo llo w in g  s ta te m e n ts  d e s c rib e  y o u r ow n  w o rk?

Totally
true

About
true

N ot very  
true

Totally
untrue

Don't 
know/ 
Not ap 
plicable

A. I must rush to get my work d o n e ............................ 2 3 4 9

B. M y workload is unevenly distributed so that 
logjams fo r m ...................................................................... 2 3 4 9

C. I often have a pile of tasks waiting to be done . . 2 3 4 9

D. M y work contains tight time s c h e d u le s .................. 2 3 4 9

E. I m ust stretch when others fail to m eet deadlines 2 3 4 9

F. I have to divide myself betw een too many
different kinds of ta sks .................................................... 2 3 4 9

G Tim e pressure spoils the atm osphere at work. . . 2 3 4 9

H. T im e pressure increases sickness absences  
(at w ork )................................................................................ 2 3 4 9

I. It is difficult for m e to detach m yself from my 
work even during time o f f ......................................... 2 3 4 9

J. It is difficult for m e to focus on customers'
problems because of time p r e s s u re ....................... 2 3 4 9

K. I often have to interrupt my work because of 
queries, te lephone calls, etc ......................................... 2 3 4 9

L. Ill-functioning division of work increases time 
pressure................................................................................ 2 3 4 9

M. I do not have tim e to do my work as well and 
conscientiously as I would like to ............................... 2 3 4 9

N. B ecause of time pressure there is very little
2 3 4 9

O . There  is burnout at our w orkp lace ............................ 2 3 4 9

P. T im e pressure causes m is ta k e s ............................... 2 3 4 9

Q . Tim e pressure increases accident risk.................... 2 3 4 9
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Always Often S o m e
tim es

N ever D on’t
know /N A

A. In your work, do your have the possibility to get 
advice or help always, often, som etimes or never? .

B W hen your work seem s difficult, do you receive 
support and encouragem ent from your superiors 
always, often, som etim es or never? ...............................

W hen work seem s difficult, do you receive support 
and encouragem ent from your co-w orkers? .............

D. Do you feel that you are a valued m em ber of 
the work com m unity? .......................................... 1 2 3 4 9

E. Do you yourself take part in the planning of your 
work (e.g . w hat should be done, how, and with 
w hom )?......................................................................................... 1 2 3 4 9

F. Are you able to apply your own ideas in your work? 1 2 3 4 9

G. Do you see your own work as productive and 
u s e fu l? ............................................................................ 1 2 3 4 9

68. C A R D  15

Daily or
alm ost
daily

A cou
ple of 
tim es a 
w eek

About 
once a 
w eek

A cou
ple of 
tim es a 
month

Seldom N ever

A. In your work, have you faced a conflict or 
argum ent either with other m em bers of

2 3 4 5 6

B. W hen a t work, have you been subjected to, 
or threatened by, physical violence (incl. 
from cu s to m e rs )? .................................................... 1 2 3 4 5 6

C. Do your superiors or co-workers use
unfriendly words or gestures towards you? . 1 2 3 4 5 6

D Do you receive praise for your work from  
other m em bers of the work community or

1 2 3 4 5 6

6

E. Does your work give you opportunities for 
learning new  things and developing in your 
o c c u p a tio n ? .............................................................. 1 2 3 4 5

69. In y o u r c u rre n t w o rk p la c e , do  yo u  have g o o d , fa ir  o r p o o r o p p o rtu n i
ties  fo r  re c e iv in g  tra in in g  to  Im p ro v e  y o u r  p ro fe s s io n a l sk ills?

G o o d ...........................................................................................  1

F a i r .............................................................................................. 2

P o o r ...........................................................................................  3

Don't k n o w ..............................................................................  9
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70. T h e  n e x t q u e s tio n  co n c e rn s  tra in in g  paid  fo r  by th e  e m p lo y e r.

O v e r th e  las t 12 m o n th s , hav e  yo u  a tte n d ed  co u rs e s  w h ile  b e in g  paid  
by  y o u r e m p lo y e r?

Y e s ..........  ......................................................................

N o ................................................................................................

Don't know .........................................................................

1

2 - » a  72  

9 -»  Q 72

71.

IF  A T T E N D E D  C O U R S E S :
W h a t Is th e  to ta l n u m b e r o f d a y s  (In fu ll d ays) yo u  have a tte n d e d
s u c h  co u rs e s  In th e  las t 12 m onths?

(C onvert to N um ber of days 
full days)

Don't k n o w ..............................................................................

I_ _ _ I_ _ _ I
99

72 . In y o u r c u rre n t w o rk p la c e , a re  y o u r ad v a n c e m e n t o p p o rtu n it ie s  g o o d ,
fa ir  o r po o r?

G o o d ........................................................................................... 1
F a i r ........................................................................................... 2

P o o r ........................................................................................ 3

Don't k n o w ............................................................................ g

73. In y o u r c u rre n t w o rk p la c e , are  y o u r o p p o rtu n it ie s  fo r  se lf-
d e v e lo p m e n t g o o d , fa ir  o r po o r?

G o o d ........................................................................................... i
F a i r .............................................................................................. 2

P o o r ................................................................................... 3

Don't k n o w .............................................................................. 9

74. S o m e jo b s  can  be lea rn ed  In s tan tly  w h ile  o th ers  need  lo n g er
fa m ilia r is a tio n  p erio d s . In y o u r ow n  es tim a tio n , ho w  long  w o u ld  It 
ta k e  fo r  a new  e m p lo y e e  w ith  th e n ec e s s a ry  b as ic  tra in in g  to  learn  
y o u r  w o rk?

A few hours .............................................................................. 1

A few d a y s .............................................................................. 2

A few  w e e k s ...................................................... 3

A few  m o n th s ...................................................................... 4

1 to 2  y e a rs .............................................................................. 5

or more than 2  years? ......................................................... 6

Don't k n o w ........................................................................... 9
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75. W h ic h  o f th e  fo llo w in g  a lte rn a tiv e s  w o u ld  b e s t d e s c rib e  y o u r  
c o m p e te n c e  In y o u r ow n  w ork :

1 need further training to cope well with my d u tie s .. 1

M y duties correspond very well with m y present
skills............................................................................................. 2

1 have the com petence to cope with even more 
dem anding duties................................................................... 3

Don't k n o w .............................................................................. 9

76 . H av e  an y  c h a n g e s  ta ken  p la c e  In th e  o rg a n is a tio n  o r w o rk in g  
m e th o d s  a t  y o u r w o rk p la c e  o v e r th e  las t tw o  years?

No changes have taken p lace .......................................... 1

Minor changes have taken p la c e .................................. 2

C lear changes have taken p lace .................................... 3

Very clear changes have taken p la c e ? . . . 4

Don’t know ................................................................................ 9

77 . D o  yo u  e x p e c t th a t c h a n g e s  w ill ta k e  p la c e  In th e  o rg a n is a tio n  or 
w o rk in g  m e th o d s  a t  y o u r w o rk p la c e  In th e  n e x t tw o  years?

No changes will take p la c e ............................................... 1

Minor changes will take p la c e .......................................... 2

C lear changes will take p la c e .......................................... 3

Verv clear chanoes will take D la c e ? ............................. 4

Don't know ................................................................................. 9

78. In  y o u r o p in io n , Is th e  fin a n c ia l p o s itio n  o f y o u r w o rk p la c e  
a t  th e  m o m e n t

1

Fairly stable and s e c u re .................................................... 2

Slightly in s e c u re .................................................................... 3

V ery in s e c u re ? ...................................................................... 4

Don't know ................................................................................ 9

79 . H av e  yo u  n o tic e d  d iffe re n c e s  In th e  w o rk  p e rfo rm a n c e s  o f d iffe re n t  
a g e  g ro u p s  a t y o u r  w o rk p la c e ?

Younger (under 45) em ployees cope better with 
their ta s k s ................................................................................. 1

Old and young em ployees cope equally w e l l ........... 2

O lder (over 45 ) em ployees cope better? .................. 3

Don’t know/Not applicable.................................................. 9
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BO. M o v in g  ag e in g  la b o u r fo rc e  In to  th e  so -c a lle d  "u n e m p lo y m e n t c h u te " , 
In o th e r w o rd s  p u ttin g  th e m  f irs t on  d a lly  u n e m p lo y m e n t a llo w a n c e  
a n d , th ro u g h  th a t, on  to  re tire m e n t, Is o n e  m e a n s  o f p ro p e llin g  p e o p le  
to  re tire m e n t. H as  th is  h ap p en ed  a t y o u r w o rk p la c e ?

Y e s ..............................................................................................

N o ................................................................................................

Don't k n o w ..............................................................................

1

2

g

81 . In y o u r o p in io n , Is  th is  p ro c e d u re

very g o o d ................................................................................. 1

fairly g o o d ................................................................................. 2

difficult to say either w a y .................................................... 3

rather b a d ................................................................................. 4

very b a d ................................................................................... 5

82. Is  ke ep in g  a g e in g  w o rk  fo rc e  em p lo ye d  lo n g e r th an  to d a y  p ro m o te d
a t y o u r w o rk p la c e ?

Yes, very strong ly ................................................................. 1

Yes, to som e e x te n t ............................................................ 2

Not p a rticu larly ....................................................................... 3

Not at a l l ................................................................................... 4

Don't know/Not applicable.................................................. g

C A R D  16

83 . D o e s  y o u r w o rk  u n it (e .g . d e p a rtm e n t, w o rk  g ro u p , e tc .) e n c o u ra g e
In it ia tiv e  an d  d e v e lo p m e n t o f n ew  w o rk in g  m e th o d s ?

Continuously /  very frequently.......................................... 1

Quite o f t e n .............................................................................. 2

O ccas io n a lly ............................................................................ 3

Rather se ldom ......................................................................... 4

N e v e r ......................................................................................... 5

Don't know................................................................................. g

C A R D  16
84 . D o  yo u  y o u rs e lf e x p e rim e n t w ith  n ew  th in g s  In y o u r w o rk?

Continuously /  very frequently.......................................... 1

Quite often ........................................................................... 2

O ccas io n a lly ........................................................................... 3

Rather seldom ......................................................................... 4

N ever ........................................................................................ 5

Don't know ................................................................................ 9
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85.
C A R D  16
D o yo u  fe e l th a t you  hav e  to  learn  an  u n re a s o n a b le  a m o u n t o f new  
th in g s  In o rd e r to  m a n a g e  y o u r ta s k s  or Im p ro ve  y o u r s k ills  in th em ?

Continuously /  very frequently.......................................... 1

Q uite o f t e n .............................................................................. 2

O ccas io n a lly ........................................................................... 3

Rather se ldom ......................................................................... 4

5

Don't know................................................................................ 9

B6.
C A R D  16
D u rin g  a  n o rm a l w o rk in g  w ee k , do  yo u  re ce ive  en o u g h  In fo rm atio n  
to  m a n a g e  y o u r w o rk?

Continuously /  very frequently.......................................... 1

2

O ccas io n a lly ........................................................................... 3

Rather se ldom ......................................................................... 4

N e v e r ........................................................................................ 5

9

87.
C A R D  16

D u rin g  a n o rm a l w o rk in g  w ee k , do  yo u  re ce ive  so  m uch  In fo rm atio n  
th a t yo u  hav e  to  w o rk  hard  to  s e le c t th e  es sen tia l In fo rm atio n  fro m  
It?

Continuously /  very frequently.......................................... 1

Quite o f t e n ........................................................................... 2

O ccas io n a lly ........................................................................... 3

Rather se ldom ......................................................................... 4

N ever ........................................................................................ 5

Don't know................................................................................ 9

88. Do you  d o  so -c a lle d  te a m w o rk  o r  w o rk  In g ro u p s?

Y e s ............................................................................................. 1

2

9
->  Q  92

89 . W h a t p ro p o rtio n  o f y o u r w o rk in g  h o u rs  do  yo u  w o rk  In te a m s ?

Almost all the tim e ................................................................. 1

About three quarters of the t im e ..................................... 2

H alf of the t im e ...................................................................... 3

4

L e s s ........................................................................................... 5

N o n e ........................................................................................... 6
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90. D o  yo u  a lw a y s  w o rk  In th e  s a m e  g ro u p  o r a re  yo u  a  m e m b e r of
s e v e ra l g ro u p s?

Always in the sam e group.................................................. 1

In several g r o u p s ................................................................. 2

C A R D  17

91. H o w  w ell d o  th e  fo llo w in g  s ta te m e n ts  d e s c rib e  y o u r g ro u p  w o rk ?

Totally T rue to O nly Totally Don't
true som e slightly untrue know

extent true

The group selects it own le a d e r....................................... 1 2 3 4 9

T h e  group decides about its internal division of 
responsib ilities........................................................................  1 2 3 4 g

The productiveness of work improves in group work 1 2 3 4 9

Group work causes c o n flic ts ............................................ 1 2 3 4 9

W ork pressure becom es evenly distributed in 
a group ................................................................................  1 2 3 4 9

92. T h e  n e x t q u e s tio n  co n c e rn s  tra d e  un ion  m em b ersh ip .

A re  yo u  a  m e m b e r o f  a  tra d e  un ion , e m p lo y e e  o rg a n is a tio n  o r  s im ila r  
p ro fe s s io n a l as so c ia tio n ?

Y e s .............................................................................................. 1

No 2 —> Q  95

W h ic h  o f th e s e  ce n tra l o rg a n is a tio n s  do  yo u  b e long  to:

Central Organisation of Finnish Trade Unions . . . .  1

Finnish Central Association of Salaried
Em ployees in Industry.......................................................  2

Central Organisation of Professional Associations 
in F in la n d .................................................................................  3

O th e r...........................................................................................  4

Don't k n o w ..............................................................................  9

IF  T H E  R E S P O N D E N T  D O E S  N O T  K N O W  T H E  C E N TR A L  
O R G A N IS A T IO N , N O TE  H E R E  T H E  N A M E  O F  T H E  TR A D E  U N IO N :
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93.

94.

C A R D  18
F o r w h a t m ain  re aso n  do  you  b e lo n g  to  a tra d e  u n io n ?

S E L E C T  O N E  A L T E R N A T IV E  O N LY  F R O M  T H E  FO LLO W IN G .

The trade union m ovem ent otters opportunities 
tor leisure activities and hobbies..................................

The environm ent pressurises me to belong to 
a union.....................................................................................

Also the tellow workers belong to the union............

It is custom ary to belong to a union............................

Em ployees must appear united against
the em p lo ye r.........................................................................

Union m em berships gives better unemploym ent 
security.....................................................................................

T rade union m ovem ent is part ot the labour 
m ovem ent...............................................................................

A well-organised union is better equipped to fight 
for better pay and employm ent c o n d itio n s .............

Som e other reason .........................................................

H a v e  yo u  p a rtic ip a te d  In e v e n ts  o rg a n is e d  b y  a tra d e  un io n  o r 
p ro fe s s io n a l a s s o c ia tio n  In th e  las t 12 m onths?

Not a t all . . .

O n c e .............

2  to 5  tim es . 

M ore often. . 

Don't know .

95. A t y o u r w o rk p la c e , d o  you  c u rre n tly  a c t In

A. Occupational safety d u tie s .

B. O ther positions of trust? . . .

| Yes No

2

2

96. C o n s id e rin g  o cc u p a tio n a l s a fe ty  In g en era l, to  w h a t  
e x te n t do  yo u  th in k  It s h o u ld  e m b ra c e C A R D  19

A Prevention of work-related illnesses

B Prevention of a c c id e n ts ...........

C . Activities to maintain the capacity to work 

D D evelopm ent of the working atm osphere.

E. D evelopm ent of m anagem ent m ethods . .

F. D evelopm ent of the contents of work. . .

G. Developm ent of working m e th o d s .............

H. D evelopm ent of working to o ls .....................

I. Promotion of equality betw een the sexes

To a
major
extent

To quite 
a large 
extent

To  som e  
extent

N ot at all Don't
know

4 3 2 9

4 3 2 9

4 3 2 9

4 3 2 1 9

4 3 2 1 9

4 3 2 1 9

4 3 2 1 9

4 3 2 1 9

4 3 2 1 9
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97. C o n s id e rin g  th e  ta s k s  In y o u r w o rk , are  y o u r c o -w o rk e rs  do in g
ro u g h ly  s im ila r ta s k s  to  yo u rs :

All w o m e n ................................................................................. 1

Mostly w o m e n ......................................................................... 2

Both m en and w o m e n ......................................................... 3

Mostly m e n .............................................................................. 4

All m e n ...................................................................................... 5

Nobody else does work similar to y o u rs ? .................. 6

Don't k n o w .................................. ..................... 9

98. M as e q u a lity  b e tw e e n  th e  se x e s  been  a c c o m p lis h e d  at y o u r w o rk -
p lace ?

Very w e l l .................................................................................... 1

Fairly w e l l ................................................................................. 2

A v e ra g e ly ................................................................................. 3

Rather p o o r ly ......................................................................... 4

Very p o o r ly ? ........................................................................... 5

Don't know/Not applicable.................................................. 9

99. D o  y o u r  ta s k s  In vo lve  s u p e rv is io n  o f th e  w o rk  o f o th e rs  o r d e le g a tio n
o f ta s k s  to  o th e r em p lo y e e s ?

Y e s ..............................................................................................

N o ................................................................................................

IF YES:

H o w  m an y  p e rs o n s  w o rk  u n d e r y o u r
s u p erv is io n  at th e  m o m e n t? ....................................... I I I I persons

10 0 . Is  y o u r Im m e d ia te  s u p e rio r

M a l e ........................................................................................... 1

F e m a le ...................................................................................... 2

No Im m ediate superior .................................................... 3

C A R D  20
101. In y o u r w o rk  un it, do yo u  hav e  a lo t, q u ite  a  lo t, so m e , o r n o n e  o f th e  fo llo w in g :

A  lot Q uite a S om e None Don't
lot know

A. Com petitive sp ir it? ................................................................. 4 3 2 I 9

B. Conflicts between superiors and subordinates? . .  . 4 3 2 ! 9

C  Conflicts between e m p lo y e e s ? ....................................... 4 3 2 1 9

D. Conflicts between em ployee groups at your work
p lace? ........................................................................................... 4 3 2 1 9
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IF  N O  IM M E D IA T E  S U P E R IO R  ( Q 100  = 3) -  Q 104  

C A R D  21
102. B e lo w  a re  lis ted  s o m e  s ta te m e n ts  co n c e rn in g  yo u r

Im m e d ia te  s u p e r io r . P le a s e  re p ly  by In d ica tin g
th e  e x te n t to  w h ic h  you  a g re e  o r d is a g re e  w ith  ea ch  one .

Totally A gree Neither Dis- Totally Don't
agree to som e agree agree  to dis- know

extent nor dis- som e agree
agree extent

A. M y superior supports and encourages me . 1 2 3 4 5 9

B M y superior rewards good work
p e rfo rm a n c e s ............................................................ 1 2 3 4 5 9

c. M y superior is inspiring.........................................  1 2 3 4 5 9

D. M y superior discusses a  lot with u s ...............  1 2 3 4 5 9

E. M y superior speaks openly about everything 
concerning the w orkp lace ....................................  1 2 3 4 5 9

F. M y superior trusts his/her em p loyees . . . .  1 2 3 4 5 9

G. There  are a lot of conflicts between me and 
my superior............................................................ 1 2 3 4 5 9

H. M y superior does not care about
the em ployees' fe e l in g s ....................................... 1 2 3 4 5 9

I. My superior encourages his/her
subordinates to study and develop in
their w o r k .................................................................... 1 2 3 4 5 9

J. M y superior knows my tasks very w e l l ..........  1 2 3 4 5 9

K My superior gives sufficient feedback about 
how well I have succeeded in my w ork..........  1 2 3 4 5 9

L M y superior delegates responsibility
sensibly to the sub ord inates...............................  1 2 3 4 5 9

M. M y superior is capable to settling conflicts 
betw een e m p lo y e e s ............................................... 1 2 3 4 5 9

103. In g e n e ra l, ho w  s a tis fie d  a re  yo u  w ith  yo u r s u p e rio r's  le a d e rs h ip ?

Very s a t is f ie d ......................................................................... 1

Quite sa tis fied ......................................................................... 2

Difficult to s a y ......................................................................... 3

Rather d is s a tis fie d ............................................................... 4

Very d issa tis fied .................................................................... 5
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CARD 21
104. N ex t are  so m e  s ta te m e n ts  c o n cern in g  y o u r ow n w o rk p la c e .

Totally
agree

A gree  
to som e 
extent

N either 
agree  
nor dis
agree

Dis
agree  to 
som e  
extent

Totally
dis
agree

Don't
know

A. W ork is well organised at my workplace. . . . 2 3 4 5 9

B. There  are too tew  em ployees com pared to 
the workload at my w o rk p la c e ....................... 2 3 4 5 9

C . My own interest coincide with those of
em ployer’s ....................................  .................. 2 3 4 5 g

D. People can really be trusted at my work
place ......................................................... 2 3 4 5 9

E. O pen atm osphere and team  spirit prevail 
at my w o rk p la c e ...................................................... 2 3 4 5 9

F. There Is an inspiring atm osphere at
my w o rk p la c e ............................................................ 2 3 4 5 9

G. There is gossiping and envy at m y work
place ........................................................................... 2 3 4 5 9

H. Com m unications are open at my workplace 2 3 4 5 9

I. Amounts of wages and salaries and  
personal bonuses are public knowledge 
at my workplace .................................................... 2 3 4 5 9

105. In w o rk in g  life , u n e q u a l tre a tm e n t an d  d isc rim in a tio n  
ca n  o c c u r In pay , h irin g , o p p o rtu n it ie s  fo r  ca ree r  
a d v a n c e m e n t o r a c cess  to  fu rth e r tra in in g .

D o  you  reckon  th a t u n e q u a l tre a tm e n t o r d is c rim in a tio n  
o c c u rs  a t y o u r ow n w o rk p la c e  on  th e  bas is  o f:

Occurs at own w orkplace H as experienced self
No Yes Don't

know
No Yes Don't

know

1. Age, especially the y o u n g ? ............................... 2 9 2 9

2 Age, especially the o ld? ....................................... 2 9 2 9

3 Sex, especially wom en? .................................. 2 9 2 9

4  Sex, especially m en? ............................................ 2 9 2 9

5. Political v ie w s ? ...................................................... 2 9 2 9

6. Activity in the trade union m ovem ent?.......... 2 9 2 9

7. Having a  family or being pregnan t?................ 2 9 2 9

8. F av o u ritism ? ........................................................... 2 9 2 9

9. Race, nationality or colour?............................... 2 9 2 9

10. Tem porary or part-time em ploym ent
re la tionsh ip '? ........................................................... 2 9 2 9

A SK  T H IS  S U P P L E M E N T A R Y  Q U E S T IO N  IN R E S P E C T  O F  ALL P O S IT IV E  R E P LIE S :

H av e  you  p e rs o n a lly  b een  d is c rim in a te d  a g a in s t a t y o u r c u rre n t w o rk p la c e  
on th e  b as is  o f (R E A S O N )?
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106. H av e  yo u  fa lle n  s u b je c t to  u n e q u a l tre a tm e n t or d is c rim in a tio n  
In w o rk in g  life  In th e  fo llo w in g  s itu a tio n s ?

IN R E S P E C T  O F  E A C H  L IS T E D  ITE M , ASK  
S E P A R A T E  Q U E S T IO N S  A B O U T “A T T H IS  
W O R K P L A C E “ A N D  "AT A N O T H E R  W O R K P L A C E 1

At this workplace At another workplace
Y es No Yes [ No

A At the time of h iring*?............................................................. 1

B. In re m u n era tio n ? .................................................................... 1

C. In career advancem ent opportunities?..........................  1

D. In access to training arranged by the em p loyer? . . .  1

E In receiving in fo rm ation? .....................................................  1

F. In the attitudes of co-workers or superiors?................. 1

2 1 

2 1 

2 1 

2 1 

2 1 

2 1

107. In tim id a tio n  a t w o rk , o r w o rk p la c e  b u lly in g , m ean s  th e  Iso la tio n  
o f a m e m b e r o f th e  w o rk  c o m m u n ity  by v o ld ln g /n u lllfy ln g  th e  re su lts  
o f h is /h e r w o rk , us ing  th re a te n in g  b e h a v io u r, te llin g  s to rie s  b eh ind  
h is /h e r b a c k  o r e x e rtin g  on  h im /h e r so m e  o th e r fo rm  o f m enta l 
p re s s u re . D o  yo u  re cko n  th a t th e re  Is th is  ty p e  o f b e h a v io u r at y o u r  
w o rk p la c e ?

Not at all 1

Occasionally 

Continuously 

Don't know .

10 8 . H a v e  yo u  p e rs o n a lly  been  s u b je c te d  to  th is  kind  o f In tim id a tio n ?

N o ......................................................................................

2

3

9

1

Yes, at the m om ent..........................................

Yes, previously at my current workplace, 
not a n y m o re ....................................................

Yes, previously, at another workplace . .

Don't k n o w .........................................................

109. T h e  nex t q u e s tio n  Is a b o u t yo u  a t  th e  age  o f 15.

2

3

4  

9

In w h a t k in d  o f  lo c a lity  d id  yo u  live  a t th e  a g e  o f 15:

The Capital R e g io n .......................

In Turku or T a m p e re ..................

In another city or tow n................

In a rural urban settlem ent . . . 

in a  scattered settlem ent area  

Don't know .......................................

1

2

3

4

5 

9

2

2

2

2

2

2
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110.

111 .

112.

113.

N ext, I w ill a s k  a co u p le  o f q u e s tio n s  a b o u t y o u r fa m ily  s itu a tio n

A re you: U n m arried ................................................................................. 1 ->  Q  117

M arried or c o h a b itin g .......................................................... 2

S e p a ra te d ................................................................................. 3 - > Q  117

D iv o rc e d .................................................................................... 4 —> Q  117

W id o w e d .................................................................................... 5  ->  Q  117

IF  M A R R IE D  O R  C O -C O H A B IT IN G :
Is  y o u r s p o u s e  (c o h a b itin g  p a rtn e r) cu rre n tly :

R E A D  A LTE R N A - Working (tor an em ployer, on family farm or
T IV E S  O N E  BY O N E business, as self-em ployed).............................................. 1
U N T IL  A S U ITA B LE
O N E  IS  F O U N D Unem ployed, tem porarily dismissed or on

unem ploym ent pension ....................................................... 2  -»  Q  113

On paternity or maternity leave or on leave to
nurse an in fa n t ....................................................................... 3 - . Q  113

A student /  at sc h o o l............................................................ 4  —* Q  113

Disabled /  on disability pension/ chronically ill . . . . 5 - »  Q  113

O n som e other pension....................................................... 6  -»  Q  113

Looking after own household ....................................... 7  —► Q 113

Doing something e ls e ......................................................... 8  —► Q  113

IF  S P O U S E  (P A R T N E R ) W O R K IN G
D o es  y o u r s p o u s e  (p a rtn e r):

W ork fu ll-t im e ......................................................................... 1

W ork p a r t- t im e ....................................................................... 2

Don't k n o w .............................................................................. 9

A n d  Is h e /s h e  In a:

P erm anent em ploym ent re la tionsh ip .......................... 1

Fixed-term em ploym ent re la tionsh ip ............................. 2

Don't k n o w .............................................................................. g

W h a t Is y o u r s p o u s e 's  (p a rtn e r 's ) ed u c a tio n .
H as  h e /s h e  c o m p le ted :

Prim ary education or le s s .................................................. 1

Lower secondary or com prehensive school
e d u c a tio n ................................................................................. 2

C IR C L E  T H E Vocational school ed u ca tio n ............................................ 3
H IG H E S T  LEVEL
C O M P L E T E D U pper secondary school education............................... 4

Vocational college e d u c a tio n .......................................... 5

Tertiary level education ....................................................... 6

Don't k n o w .............................................................................. 9
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114. H o w  w ell do  th e  fo llo w in g  s ta te m e n ts  a p p ly  to  yo u  p ers o n a lly ?  
C A R D  22

Totally True to U ntrue to Totally D on’t
true som e som e untrue know/

extent extent Not appli
cable

In my opinion my spouse (partner) works too h ard .. 1 2  3  4  9

In my spouse's (partner's) opinion I work too hard. . 1 2 3 4  9

W h ic h  o n e  o f yo u  d o e s  m o re  h o u s e w o rk  o r do  you  both
do  th e  s a m e  a m o u n t

You do much more .................................................... 1

You do slightly m o re ............................................................ 2

You both do about the sam e am ount ....................... 3

Your spouse does slightly more . . ..................... 4

Your spouse does much more ..................................... 5

Don’t know ................................................................................ 9

11 6 . W h ic h  o n e  In y o u r fa m ily  u s u a lly  d o e s  th e  fo llo w in g  ch o res ?  
C A R D  23

The Mainly Hus- M ainly The Don't
wife the wife band the hus- hus- know/
alone and wife band band

both
equally

alone

A. C o o k in g ...................................................................... 1 2 3 4 5 9

B W ashing u p ................................................................. 1 2 3 4 5 9

C Food shopping ............................. 1 2 3 4 5 9

D Laundry ...................................................................... 1 2 3 4 5 9

E C le a n in g ....................................................  . . 1 2 3 4 5 9

F H om e repairs ...................................................... 1 2 3 4 5 9

G. Childcare and playing with the children . . . . 1 2 3 4 5 9

H. Taking and fetching the children to and 
from day care, school or h o b b ie s ..................... 1 2 3 4 5 9

A L L  R E S P O N D E N T S :
117. Do yo u  hav e  c h ild re n  u n d e r 18  liv ing  at h om e?

Yes: how many"?

No 00 —* Q  120

R E S P O N D E N T S  W IT H  C H IL D R E N  A G E D  0 T O  17:

118. W h a t a g e  a re  y o u r ch ild re n ?  (s ta rtin g  fro m  th e  y o u n g e s t)

N O T E  A G E S , N O T  Y E A R S  O F  B IR TH
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RESPONDENTS WITH CHILDREN UNDER 10 YEARS OF AGE:

119. In th e  la s t 6 m o n th s , ho w  m an y d iffe re n t t im e s  hav e  yo u  been  
a b s e n t fro m  w o rk  b e c a u s e  o f a  ch ild 's  s ic k n e s s ?

Num ber of absences

No ab s en ce s . 00

C A R D  24

A L L  R E S P O N D E N T S :
120. A t h o m e  an d  w o rk  p eo p le  o ften  fa c e  c o n flic tin g  d e m a n d s . 

H ere  a re  s o m e  s ta te m e n ts  re g ard in g  s u c h  p ro b le m s .
H o w  do  th e y  a p p ly  In y o u r ca se?

tim es

A.

B.

C.

D.

E.

Totally T ru e  to Untrue Totally Don't
true som e to som e untrue know/

extent extent Not ap
plicable

W hen l com e home, I stop totally thinking 
about m y w ork.......................................................................... 1 2 3 4 9

I find it difficult to concentrate on my work 
because of hom e m atters.................................................... 1 2 3 4 9

I feel that I am  neglecting hom e matters because  
of my job ...................................................................................... 1 2 3 4 g

W hen at work, I feel free from the family and 
its noise........................................................................................ 1 2 3 4 9

S om etim es the family has to wait because of 
my total dedication to m y work.......................................... 1 2 3 4 g

121. If you  th in k  bac k  on  y o u r life , h av e  yo u  m ad e  co n s c io u s  
c o m p ro m is e s  In fa v o u r o f e ith e r y o u r w o rk  o r  y o u r fa m ily  
In s itu a tio n s  w h e re  th e  tw o  hav e  been  d iff ic u lt to  fit to g e th e r?

H ave you:

Y es No Don't 
know/ 
Not ap
plicable

A. Limited the num ber of children you would have liked to have
due to reasons connected with work or em ploym ent? .......................................

B. Put off having children because of reasons connected with your

2

2

g

g

C . G iven up work or declined a  job offer for family reason s? ............................... 2 g

□. Given up your job because of a  move dictated by your spouse's work? . . 2 9

E. Given up opportunities for additional, further or continuing education  
for family reasons?............................................................................................................. 2 g

F. W orked only part-tim e for family reasons?............................................................... 2 g

122 . In th e  la s t S m o n th s , ho w  m an y  tim e s  hav e  yo u  been  a b s e n t fro m  
w o rk  d u e  to  y o u r ow n  Illn es s?

Num ber of absences I l l tim es

No absences 00
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123. If yo u  hav e  to  s u d d e n ly  leav e  w o rk  b e c a u s e  o f, e .g ., y o u r ow n  or 
y o u r  c h ild 's  Illn e s s , ho w  Is y o u r w o rk  g e n e ra lly  lo o ked  a fte r  In y o u r  
a b s e n c e ?

A replacem ent Is hired.........................................................  1

The work is distributed am ong my co-workers.........  2

My work piles up and I continue from where  
I left off when I return............................................................ 3

The work is left totally undone.........................................  4

I have never suddenly left w ork.......................................  5

Don't know................................................................................  9

124. N ex t, I w ill as k  a fe w  q u e s tio n s  co n c e rn in g  y o u r w o rk in g  c a p ac ity  
an d  s ta te  of h ea lth . C A R D  25

A s s u m in g  th a t y o u r to p  w o rk in g  c a p a c ity  w o u ld  s c o re  10 p o in ts  
w h ile  y o u r to ta l In a b ility  to  w o rk  w o u ld  s c o re  ze ro , h o w  m an y  p o in ts  
w o u ld  yo u  g ive  to  y o u r w o rk in g  c a p a c ity  a t th e  m om en t?

00 01 02  03  0 4  05  06  07  08  09  10 points

125. Do yo u  s u ffe r fro m  an y  m e d ic a lly  d ia g n o s e d  ch ro n ic  Illn es s , s u c h  as  
c a rd lo -v a s c u la r, p u lm o n a ry  o r m u s c u lo r-s c e le ta l d isea se , d is e a s e  o f  
th e  d ig e s tiv e  s y s te m , o r so m e  o th e r lo n g -te rm  Illn es s?

Yes 1

No 2

Don’t know 9

126. Do you  s u ffe r fro m  re c u rre n t a c h e  o r pain  In:

A. Neck, cervical spine or shoulders?

B. H ands or a m t s ? ..................................

C . Pelvic/lumbar region?.......................

D. Legs, Including h ip s ? .......................

H. Eyes? ......................................................

Y es No Don't
know

1 2 S

1 2 9

1 2 g

1 2 g

1 2 g
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127.

C A R D  26
W ith  th e help  o f th is  ca rd , p leas e  s ta te  ho w  fre q u e n tly  yo u  h a v e  re c e n tly  s u ffe re d  from :

R E S P O N D E N T S  W H O  S U F F E R  LE S S  
TH A N  AT LE A S T  O N C E  A W E E K □ . Q  129

ASK O N E  AT A T IM E Daily or
alm ost
daily

A
couple 
of tim es 
a w eek

About 
once a 
w eek

O nce or 
tw ice a 
month

Less
fre
quently

N ever Don't
know

A H eadache? ............................................... 2 3 4 5 6 9

B. Fatigue, apathy or lack of energy? . . 2 3 4 5 6 9

C. Difficulties in falling asleep or
recurrent aw akenings at n ig h t? .......... 2 3 4 5 6 9

D Palpitations or Irregular heartbeat? . 2 3 4 5 6 9

E. Feeling of d izziness?............................... 2 3 4 5 6 9

F. D e p re s s io n ? ............................................... 2 3 4 5 6 9

G. Heartburn, acidity, stomach pains 
or d iarrhoea? ............................................... 2 3 4 5 6 9

H. O ve r-e xh au s tio n ? .................................... 2 3 4 5 6 9

I Tenseness, nervousness or
irritability? ................................................. 2 3 4 5 6 9

J. Feeling that it is “all just too much" . . 2 3 4 5 6 9

128.
R E S P O N D E N T S  W H O  S U F F E R  A T  L E A S T  O N C E  A W E E K :
In y o u r o p in io n , do  w o rk  an d  w o rk in g  co n d itio n s  c o n tr ib u te  to  th e s e  
s y m p to m s:

C onsiderab ly. 

S o m ew h a t. .  . 

Not at all . . .  . 

Don't know . .

129.
C A R D  26
H o w  o ften  do  you  fe e l re lu c ta n t o r m e n ta lly  tire d  on leav in g  fo r  w ork :

Daily or alm ost d a l ly ............................................................

A  couple of tim es a w e e k .................................................

About once a w e e k ...............................................................

O nce or twice a m o n th .......................................................

Less freq u e n tly ............................ .........................................

N e v e r .........................................................................................

Don't k n o w ..............................................................................
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130. In th e  las t 12  m o n th s , have you  had  an  a c c id e n t a t w o rk  w h ich  has  
re su lte d  In y o u r a b s e n c e  fro m  w o rk?

Yes ...........................................................................................

N o ................................................................................................

Don't k n o w ..............................................................................

1

2

9

131. F in a lly , a c o u p le  o f q u e s tio n s  a b o u t y o u r w o rk . Is y o u r w ork :

Highly m onotonous.............................................................. 1

Rather monotonous ......................................................... 2

Quite varied .............................................................................. 3

Highly v a rie d ........................................................................... 4

Don't k n o w .................................. ........................ 9

132. Do yo u  re g ard  y o u r c u rre n t ta s k s  p h y s ic a lly :

Very u n d e m a n d in g .............................................................. 1

Quite u n d e m a n d in g ............................................................ 2

Rather d e m a n d in g .............................................................. 3

Very dem anding ................................................................. 4

Don't k n o w .............................................................................. 9

133. □o re g ard  y o u r c u rre n t ta s k s  m en ta lly :

Very u n d e m a n d in g .............................................................. 1

Quite undem anding.............................................................. 2

Rather d e m a n d in g .............................................................. 3

Very d e m a n d in g .................................................................... 4

Don't k n o w .............................................................................. g

134. O v e r th e  p a s t fe w  ye ars , has  y o u r p a c e  o f w ork:

Increased considerable............................................... 1

Increased slightly ............................. ................... 2

R em ained unchanged......................................................... 3

D ecreased slightly ............................................................ 4 Q 136
Decreased considerab ly ................................................. 5

Don't k n o w .............................................................................. 9
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135.

FO R  R E S P O N D E N T S  W H O S E  P A C E  O F  W O R K  H A S  IN C R E A S E D : 

W h y do yo u  th in k  th e  pac e  o f w o rk  has  In crease d ?

A gree Dis- Don't
agree know/

Not ap-
plicable

A. Tasks (e g customers) have increased...................  1 2  9

B. Tasks have expanded ...............................................  1 2  9

C. Tasks have grown more difficult................................  1 2  9

D. Targets have tightened.................................................. 1 2  9

E. Monitoring has intensified.............................................  1 2 9

F. Dem ands for learning new things have
increased.............................................................................. 1 2 9

G. There is less personnel com pared to
the workload.......................................................................  1 2  9

H. Com puters have increased the pace of work. . . 1  2  9

I. The recession has caused the pace of work
to in c re a s e .........................................................................  1 2  9

J Unforeseen changes have increased
the pace of work ............................................................  1 2  9

K. Replacem ents are not hired to cover
tem porary absences .................................................. 1 2  9

L. Competition for customers and jobs
increases work pressure...............................................  1 2  9

136. □ o yo u  y o u rs e lf regard  y o u r c u rre n t w o rk  as:

Very important and significant.......................................... 1

Quite s ig n ific a n t.................................................................... 2

Rather insignificant............................................................... 3

Totally insignificant............................................................... 4

Don't k n o w .............................................................................. 9
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137. W h ic h  o f th e  fa c to rs  m en tio n ed  on  th is  card  
m ake  y o u r c u rre n t ]ob  less  e n jo y a b le ?

CARD 27

A L T E R N A T IV E S  
A R E  N O T  
R E A D  O U T  LO U D

Yes No Don't
know

1. Monotony of work .................................................... 2 9

2 Lack of a p p re c ia tio n .................................................... 2 9

3. Lack of opportunities to influence w o r k ............. 2 9

4  Working h o u rs ................................................................. 2 9

5 Enforced pace of w ork.................................................. 2 9

6. Journey to and from work ....................................... 2 9

7 Uncertainty about continuity of the w o rk ............. 1 2 9

8 Relations with s u p e rio rs ............................................ 1 2 9

9. Difficult customers / s tu d e n ts .................................. 2 9

10. Lone liness......................................................................... 2 9

11. T im e pressure and tight time schedules .......... 1 2 9

12. P a y ...................................................................................... 1 2 9

13. Working co n d itio n s ....................................................... 1 2 9

14. Poor work organisation, leadersh ip ....................... 2 9

15. W orkplace a tm o sp h ere ............................................... 1 2 9

16 Lack of advancem ent opportunities....................... 2 9

17. Lack of developm ent opportun ities ........................ 2 9

18. Continuos need to learn new th in g s ..................... 2 9
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138. W h ic h  o f th e  fa c to rs  m e n tio n e d  on  th is  card  
m ake  y o u r c u rre n t jo b  m o re  en jo ya b le?

CARD 28

A L T E R N A T IV E S  
A R E  N O T  
R E A D  O U T  LO U D

Ves No Don't
know

1. Interesting work ............................................................ 2 9

2. Unhurried pace of w o rk ............................................... 2 9

3. Independence of w o rk .................................................. 2 9

4. Appreciation of w o r k .................................................... 2 9

5. Working h o u rs ................................................................. 2 9

6. Journey to and from w o r k .......................................... 2 9

7. Relations with s u p e rio rs ............................................. 2 9

8. Variety of w ork................................................................. 2 9

9. Pleasant custom ers / s tu d e n ts ................................ 2 9

10. Learning of new th in g s ............................................... 2 9

11. C areer advancem ent /  promotion opportunities 2 9

12. P a y .................................................................................... 2 9

13. W orking co n d itio n s ....................................................... 2 9

14. Opportunities for influencing the w o rk ................... 2 9

15. Spirit of the w orkp lace.................................................. 2 9

16. Certainty of the em ploym ent re la tio n s h ip ........... 2 9

17. Feeling of achievem ent and u s e fu ln e s s ............. 2 9

13 9 . In y o u r fre e  tim e , do  you  m ee t y o u r co -w o rk e rs :

Almost dally .................................................................

At least once a w e e k ...............................................

At least once a  m o n th ............................................

Less fre q u e n tly .........................................................

N ever ...........................................................................

No co-w orkers............................................................

Don't k n o w .................................................................

140. If yo u  co u ld  ch a n g e  Jobs a t th e  sa m e  pay , w o u ld  yo u  c h a n g e  to :

The sam e occupational f ie ld ...............................

A  different occupational field ..........................

W ould not change at a l l .......................................

Don't k n o w .................................................................

1

2

3

4

5

6 

9
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141. W h a t do  yo u  th in k  w o u ld  be th e  lik e lih o o d  o f you  f in d in g  a  new  Job?

G o o d ........................................................................................... 1

R easonab le ..........  .................................................... 2

P o o r ........................................................................................... 3

Don't k n o w .............................................................................. g

142. H ave  you  b ee n  lo o k in g  fo r  a n o th e r Job In th e  las t 6 m o n th s?

(W hile in current Y e s .............................................................................................. 1
em ploym ent)

N o ................................................................................................ 2

143. H av e  yo u  th o u g h t a b o u t s ta rtin g  y o u r ow n b u s in e s s  o r b ec o m in g
s e lf -e m p lo y e d ?

Not thought a b o u t............................  ....................... 1

Thought about o cc as io n a lly ............................................ 2

Thought about o f te n ............................................... 3

Don't k n o w .............................................................................. 9

144. H a v e  you  c o n s id e re d  re tir in g  b e fo re  re tire m e n t age?

Not c o n s id e re d ...................................................................... 1

Considered occasionally ............................................... 2

Considered often................................................................. 3

O r have you started saving for a private pension . . 4

Has already submitted pension application . . . . 5

Don't know ................................................................................ g

C A R D  29
145. W h ic h  o f th e  a lte rn a tiv e s  on  th is  ca rd  co rre s p o n d  b es t

w ith  y o u r o p in io n s  ab o u t w ork:

R E A D  O U T Pay is definitely the most im p o rta n t............................. 1
T H E  A L T E R N A T IV E S
IF R E Q U IR E D Pay is slightly more important than c o n te n ts .......... 2

C ontents are slightly more important than pay . . . . 3

Contents are definitely the most im p o rtan t................ 4

Don't know ................................................................................ g

146. If yo u  re c e iv e d  so  m uch  m o n ey  fro m , e .g ., a lo tte ry  w in  o r In h e r ita n c e
th a t yo u  c o u ld  live  c o m fo rta b ly  w ith o u t h av in g  to  w o rk , w o u ld  you :

Stop working com pletely................................................. 1

Only do som e work every now and th en ..................... 2

W ork considerably shorter h o u r s .................................. 3

C ontinue working as n o w ................................................. 4

Don't know ........................................................................... 9
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147. It has been  sa id  th a t w o rk in g  Is so  Im p o rta n t fo r  h u m an s  th a t It Is
w o rth  co n tin u in g  to  w o rk  fo r  as  long  as  p o s s ib le . W h a t Is y o u r
o p in io n  a b o u t th is  s ta te m e n t?

Totally a g re e ............................................................................ 1

Agree to som e e x te n t .......................................................... 2

Hard to s a y .............................................................................. 3

Disagree to som e ex te n t.................................................... 4

Totally d isagree....................................................................... 5

C A R D  30
148. F in a lly , I w ill lis t a I b w  th in g s  w h ich  m a in ta in  w o rk  ab ility .

W h ic h  of th e m  w o u ld  d o  yo u  c o n s id e r as  b en e fic ia l to  yo u  p e rs o n a lly ?

A. Training arranged by a com pany In order to
improve em ployees' professional s k il ls ..................

B. Rehabilitation promoting work a b ility .......................

C . Improving workspace and positions..........................

D. C hanges In work organisation, e.g. teamworking,
job rotation, etc ....................................................................

E. Flexible working hours In accordance with
em ployees' w ish es ............................................................

F. Part-tim e w o r k ...................................................................

G  Part-tim e pen sio n ..............................................................

H . Sabbatical leav e .................................................................

I. D evelopm ent of occupational health c a r e .............

J. D evelopm ent of m a n a g e m e n t....................................

K. Slackening of the pace of w o r k ..................................

Very
benefi
cial

Quite
benefi
cial

H ard to 
say

Rather
futile

Totally
futile

2 3 4 9

2 3 4 g

2 3 4 9

1 2 3 4 9

2 3 4 9

2 3 4 9

2 3 4 9

2 3 4 9

2 3 4 9

2 3 4 9

2 3 4 9

In te rv ie w  o f re s p o n d e n ts  a g e d  u n d e r 45  e n d s  h e re . S ee  p ag e  42.

R E S P O N D E N T S  A G E D  45 A N D  O V E R :
If yo u  c o u ld  ch o o s e  at th e  m o m e n t b e tw e e n  c o n tin u in g  to  w o rk  o r  
re tir in g , w o u ld  you :

Continue to w o rk .................................................................... 1

R e t i r e ...................................................................................... 2

Don't k n o w .............................................................................. 3
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Finally, would you wish to make any general comments about th is Interview or survey?

□ a you  c o n s e n t to  S ta tis t ic s  F in la n d  ke ep in g  y o u r  c o n ta c t d e ta ils  on  record  
fo r  4  ye ars  fo r  a p o s s ib le  fu tu re  re s e a rc h  co n c e rn in g  th e  q u a lity  o f w o rk llfe?

Y e s ..................................... 1

No ........................ 2

Thank you for your assistance!
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What exactly is equality in working life? This report, based on the findings of 
Statistics Finland’s Quality of Work Life Surveys, pursues new kinds of questions 
and answers concerning the progress of equality in working life. It looks beyond 
the traditional ways of thinking and conventional indicators of equality by studying 
the manifestations of gender that are particularly typical of Finnish working life. 
The core issue is women’s participation in the development of working life, which 
has not only meant new challenges but has also created new problems, insecurity, 
time pressure and conflicts, both at places of work and in reconciling the demands 
of work and family.

As the only nationally representative data collection of its kind, the Quality of 
Work Life Surveys from 1977 to 1997 outline the long-term changes in Finnish 
women’s and men’s working conditions and experiences of equality.

9 789517 276962
Tilastokeskus, myyntipalvelu 
00022 TILASTOKESKUS 
puh. (09) 17342011 
faksi (09) 17342500

Statistikcentralen, fdrsâljningstjansten Statistics Finland, Sales Services IS S N  0785-0107 
=LabourMarket

myynti.tilastokeskus@tilastokeskus.fi myynti.tilastokeskus@statfi
wvm.tilastokeskus.fi

00022STATISTIKCENTRALEN 
tfn (09) 1734 2011 
fax  (09) 17342500

www.stat.fi

FIN-00022STATISTICS FINLAND  
Tel. + 3 5 8 9  17342011  
Fax +358 9  1734 2500  
myynti. tilastokeskus@stat. fi 
www.stat.fi

Tuotenro9127
AH)

IS B N  9 5 1 -7 2 7 -6 9 6 -6

9789517276962

mailto:myynti.tilastokeskus@tilastokeskus.fi
http://www.stat.fi
http://www.stat.fi

