Women in workplace

Women make up 45 percent of the world's workforce. Yet women account for 70 percent of the world's population living in poverty. Women in developing countries work an average of 60 to 90 hours per week. Worldwide, women earn an average of 75 percent of men's pay in nonagricultural work. Ninety percent of the 27 million workers in export processing zones are women, most of them between the ages of 16 and 25. Export Processing Zones are tax-free industrial areas for foreign companies in which labor laws often are suspended and workers unprotected. Companies are turning to women and girls to cut their labor costs and increase their profits. Most women throughout the world are relegated to low-skilled, low-wage jobs. Their work often is dangerous. And women are likely to face such "invisible" threats on the job as discrimination, sexual harassment, physical abuse, unequal pay and pregnancy exams as a condition of work. The global economy isn't working for millions of working women around the world. 

The global economy makes it possible for companies to chase the lowest wages and highest profits, regardless of the consequences for people and communities. Without rules to protect basic rights such as the freedom of association and an end to discrimination and workingwomen are denied the opportunity to feed their families and contribute to their communities.

In 10 years, 80 percent of all women in industrialized countries and 70 percent of all women globally will work outside of the home. We need rules for the global economy that work for workingwomen. 

When women engaged in business outside the home in United State during the seventeenth and eighteenth centuries, their goods or services were usually an outgrowth of domestic chores such as dressmaking, spinning, and weaving. But women also helped their husbands run commercial enterprises or did so in their own names if they were unmarried, became widows, or had spouses who were unwilling or unable to work due to illness, absence from home, or just laziness. Licensing records in the colonies indicate many women tavern- or innkeepers,  

Women without husbands also were more likely to go into male-oriented businesses, or perhaps a trade. Although it was uncommon, early records show women in America running mills, distilleries, and even slaughterhouses. Some did the physical work themselves, while others hired help or managed family members. Many women ran general stores; other women took over family-owned businesses. In New York, Margaret Hardenbrook Philipse assumed responsibility for her husband's business in 1661 and became a successful merchant, one of the few colonial women to conduct overseas trade. 
(www.womenwork.org)


Current barrier that a woman faces today can be divided into internal and external barriers. Internal barriers are Self-limiting beliefs about women’s abilities and roles which traditions from the past affect today’s career women in two basic ways:

1. How she pictures herself and, therefore the roles & behaviors she’s comfortable with.

2. What others except of her – their preconceived notions of her abilities, traits, strengths and weaknesses and their resulting beliefs about proper roles and behaviors.

These traditional beliefs and expectations often lead to problems with self-limiting and conflicting beliefs. Leaders who understand how such beliefs create internal barriers are in a better to help women overcome them.

External barriers are glass ceiling, inflexible work arrangements and pay disparity. Glass ceiling are were women are excluded from key informal gatherings where information and opinions are exchange, deals made, women’s contribution and abilities are not taken as seriously as men’s, women have more difficulty finding mentors.

A new study by one Multinational Corporation shows that the rate of turnover in management positions is 2.5 times higher among top performing women than it is among men. This is because those take maternity leave return to their jobs late or not at all. Female employees increasingly believe they are unfairly denied promotions, proper medical leave, and their jobs because they become pregnant, or because they might become pregnant.

A new poll finds that nearly seven in ten Americans (69 percent) – and more than eight in ten women – say clothing, hair and makeup are very or extremely important for a woman on the job, and for her confidence. Large majorities say that a woman's appearance affects whether she is taken seriously, asked to represent her company at outside meetings, and considered for raises and promotions. 
The poll was conducted by Yankelovich Partners, Inc., for Work Your Image!, a joint program of Women Workmuch of the country is suffering from a shortage of skilled IT workers. To meet this challenge, Women Work! has been awarded a grant, Recruiting for the Information Technology Age 2002: Self-Sufficiency for Displaced Homemakers and New Entrants to the Workforce through Training and Placement in the Information Technology and Telecommunications Fields (RITA 2002) to help displaced homemakers and new entrants to the workforce secure and retain jobs in these fields.

Women in workplace are considering as a stakeholder of the organization because they has various kinds of stakes in the business as employees. Stake is an interest or a share in an undertaking. There are three types of stakes:

1. An Interest: when women community in a workplace has some interest in a group’s decision or organization’s policies.

2. A right: This right might be legal right to certain treatment such as legal right and moral right such as fairness, justice and equity in workplace.
3. Ownership: When a person or group of women has legal title to an asset or stock ownership in the workplace.
Employee rights are main tools that women today can use to protect themselves. Employee rights refer to legitimate and enforceable claims or privileges obtained by workers through group membership that entitle or protect them in specific ways from the prevailing system of governance. 

The major issues for the 21st century women today are getting into professional and managerial positions (glass ceiling), equal pay with men, eliminating sexual harassment and organization pregnancy & maternity discrimination matters. 

To better understand the wage gap for women and men in the United States and to better measure the price that wage inequality exacts from families and individual workers, the Institute for Women's Policy Research (IWPR) jointly undertook a national study, including state-by-state breakouts, to analyze recent data from the Census Bureau and the Bureau of Labor Statistics.

The study confirms many recent analyses, finding that women who work full-time are paid only 70 cents for every dollar men earn. Women of color who work full-time are paid only 64 cents for every dollar men overall earn—or $210 less each week. Going further, the study uses more refined techniques to explore the dimensions, and the full cost, of unequal pay.

Equal pay is a bread-and-butter issue for working families. More than two-thirds of all mothers in the world work for pay. Two-earner families are today's norm among married couples, and a growing number of single women provide most or all of their families' support. Altogether, almost two-thirds of all working women and slightly more than half of married women responding to the Ask A Working Woman survey said they provide half or more of their families' incomes.

Little wonder, then, that 87 percent of working women in the 2000 Ask A Working Woman survey—almost every one—say stronger equal pay laws are "important," with 51 percent saying stronger laws are "very important"; 61 percent of Hispanic women and 58 percent of African American women say stronger laws are "very important." 

Working Families Pay a Steep Price for Unequal Pay
· America's working families lose a staggering $200 billion of income annually to the wage gap—an average loss of more than $4,000 each for working women's families every year because of unequal pay, even after accounting for differences in education, age, location and the number of hours worked. 

· If married women were paid the same as comparable men, their family incomes would rise by nearly 6 percent, and their families' poverty rates would fall from 2.1 percent to 0.8 percent. 

· If single working mothers earned as much as comparable men, their family incomes would increase by nearly 17 percent, and their poverty rates would be cut in half, from 25.3 percent to 12.6 percent. 

· If single women earned as much as comparable men, their incomes would rise by 13.4 percent, and their poverty rates would be reduced from 6.3 percent to 1 percent. 

Equal pay act 1963, which prohibits sex discrimination in payment of wages to women and men who, perform substantially equal work in the same establishment.

Sexual harassment means any unwelcome verbal, non-verbal, visual, psychological or physical conduct of a sexual nature that might, on reasonable grounds, be perceived by the victim as placing a condition of a sexual nature on his or her employment because of his or her sex.

Sexual harassment may also consist of an unwelcome verbal, non-verbal, psychological or physical conduct of sexual nature that might, on reasonable grounds, be perceived by the victim as an insult or humiliation, or a threat to his or her well being, and has no connection with his or her employment.

Sexual harassment in the office includes work related harassment, which happens outside the office. Such work related harassment might include situations taking place at work-related social gathering or functions, conferences, workshop or training sessions and during work assignments outside the office.

Sexual harassment in the course of work-related travel is also considered sexual harassment in the office. Where sexual harassment occurs as a result of employment responsibilities or relationship over the phone and through electronic media, it is also considered sexual harassment in the office.

Employers are liable for two types of sexual harassment. If a supervisor demands an employee submit to sexual advances in order to keep her job or get a raise or promotion, this is called "quid pro quo" harassment. Or harassment, by co-workers or supervisors, can be so severe or pervasive that it creates a "hostile environment" that interferes with work. 

The brave women who come forward to report sexual harassment are only the tip of the iceberg. Studies show most women don't report harassment and that usually only the most outrageous behavior leads to lawsuits. Plaintiffs are more likely to lose their jobs than to win monetary awards or settlements.  

Their employers may further victimize women who face sexual harassment. Often, a woman who complains is labeled a troublemaker and her character or work record is attacked while the alleged harasser is not investigated or reprimanded.  

Our schools, in many respects, are training grounds for sexual harassment. Boys are rarely punished or reprimanded, sending the message that "boys will be boys," while girls are taught that it is their role to tolerate this humiliating conduct. Women are not seen as valued, equal employees, the writer said, and in such an environment women have a difficult time filing charges and having their accusations taken seriously.

A verbal harassment is in oral form and includes uncomfortable and offensive teasing, joking, questioning, jesting or making suggestive remarks or sounds, or verbal repartee.

Whereas a leer with indecent overtone, sexual activity or desire denoted by hand signal, lips licking or food eating and persistent flirting are categorized as non-verbal harassment.

Covering the wall with pin-up, calendars, drawings, photographs of naked and scantily clad women or other sex-based materials and writing sex-based letter are considered visual harassment. Sexual exposure also falls under this form of sexual harassment.

Psychological harassment harms a person's psychological well being and includes oppressively constant proposals for dates, repeated undesirable physical intimacy or social invitations.

Physical harassment includes distasteful action such as touching of an intimate body part, patting, pinching, stroking, brushing up against the body, hugging, kissing, fondling and sexual assault. All forms of sexual harassment are behavior that elicits sexual attention.

There is only one law in existence that comes close to dealing with the issue of sexual harassment in Malaysia - Penal Code, section 509.

The Penal Code, section 509 provides that:

"Whoever, intending to insult the modesty of any women, utters any words, makes any sound or gesture or exhibit any object, intending that such word or sound shall be heard, or such gesture or object shall be seen by such woman, shall be punished with imprisonment for a term which may extend to 5 years or with fine, or with both".

This existing law deals more with physical aspects. The police currently handle sexual harassment cases and claims are made under the Penal Code, section 509.

Nevertheless, the Industrial Relations Act 1967 may be amended to provide for action against sexual harassment perpetrators. This amendment is to curb sexual harassment.

In the meantime, the Ministry of Human Resources in Malaysia is using its influence to encourage employers to adopt the Code of Practice against sexual harassment and an internal mechanism to prevent sexual harassment at the workplace. This code was introduced in 1999.

The Code of Practice outlines the statement of purpose, legal definition of harassment, descriptions of behavior that constitutes harassment, how employees should handle harassment, how the company handles complaints, what kind of disciplinary action and name and phone numbers to lodge a complaint. Majority of businesses in Malaysia do not have any form of policy against sexual harassment.

(Refer from: http://www.now.org/issues/harass/index.html) (Refer from:http://www.lawyermen.com.my)

It is 30 years since the Equal Pay Act was passed, and 25 years since the Sex Discrimination Act (SDA) became law. Yet it seems women are still fighting an uphill battle for level pegging, in areas from equal pay for equal work, to the right to wear trousers. Even pop stars are not immune from pay discrimination. Women blame corporate culture as the reason for women’s lack of advancement to senior positions. Some legal act such as family and medical leave act 1993 and civil rights act of 1964 helps women to protect their rights in workplace.

The Trades Union Congress in Britain is currently running a campaign urging women to find out whether they are being paid the same as their male counterparts. Having children is costing women thousands of pounds - and we're not just talking bills for baby clothes. 


Women are beginning to challenge perceived sexism on an individual basis, by becoming more litigious and taking bosses to industrial tribunals. Helena Dennison, chair of the City Women's Network, says it manifests itself in a kind of institutional sexism, which assumes women are less able than men. 
"It's much more subtle," she says. "It's more a general discounting of their ability, and general undermining remarks". 
Women are also guilty of undermining themselves, she said. They are less confident in their abilities, less likely to demand pay rises, and less certain that they deserve the highest positions. Ms Dennison says the symptoms are rooted in childhood and the different ways boys and girls are brought up. And at the heart of the matter, she says, is the "Cinderella complex" - where no matter how successful a woman is, "subconsciously she still expects that a prince is going to come along and rescue her". 

Ms Dennison says women also had to cope with the "old-boy network" that was alive and well in London's gentlemen's clubs and on gold courses up and down the country. 
Focuses for this network include men-only clubs such as London's Garrick and the Cardiff and County Club, plus various golf and rowing clubs up and down the country. 
Sexual harassment costs businesses money due to lower productivity, low morale, absenteeism and potential litigation. It is in the best interest of a company to have a clear policy on harassment – including training and education for all managers and workers – to encourage workers to speak out, to take prompt action and to protect the complainant from retaliation. 

Businesses can use Model of Management Morality such as Moral and Amoral Management to protect women workers. In Moral Management employees are treated with dignity and respect. Employees’ right to due process, privacy, freedom of speech, and safety are maximally considered in all decisions. Management seeks fair dealings with employees. In Amoral Management employees are treated, as law requires. Attempts to motivate focus on increasing productivity rather than satisfying employees’ growing maturity needs.

Business organization must eliminate the stereotypes, attitude, and practices that create glass ceiling. Business can make policies to be designed to prevent most sexual harassment and effectively handle causes that do occur. Management must be sure that cases are handled professionally is that every one’s rights are protected. Preventive actions include:

· Management establishes and publicizes a strong policy that specifically describes the kinds of actions that constitute sexual harassment, firm’s position on all temporary physical conditions involving employees, not just pregnancies and sets out the consequences for offenders.

· In designing benefit programs, treat women affected by pregnancy, childbirth, and related medical conditions the same as other employees.

· One party should change jobs out of fairness to others subordinates

· Provide training to manager/subordinates seminars designed to sensitize employees to the issue.

· Complaint procedures that encourage private complaints of harassment such as whistle blowing system.

· Breaking through gender barriers to create win-win successes such as:

· End pay inequity

· Break the glass ceiling

· Give training

· Value equal relationship

· End gender stereotypes

(Refer from book: Diversity Success Strategies: Male-Female Bonding)

Beside this organization can help women to have a better workplace by having proper code of conduct, moral management system were female worker are treated with dignity and respect, open door policy which makes employees feel the management are more friendly and easy to communicate problems, having ombudsperson who will handle matter regarding illegal or unethical behavior observed within the company. Principle of caring which focus on people, not quality or profits is another way of helping women in workplace.

What an individual can do to fight for workers' rights/women's rights: 

· Be a consumer activist. Write letters to stores where you buy many of your goods to ask them if they support workers' rights in the factories where their products are made. 

· Post it. Core workers' rights are the right of everyone. Ask your employer, the stores where you shop and the companies you invest in to post the ILO core workers' rights in every workplace, here and abroad. 

· Wear it with pride. Find out where your work uniforms are produced. Urge your employer to purchase uniforms made by companies that respect human and workers' rights. Ask your city government where its uniforms and other goods are produced. 

· Wield dollar power. Find out how your employer-provided pension funds are invested. Urge your pension fund manager to invest in companies that respect human and workers' rights. 

· Use your vote. Press legislators to ratify and enforce workers' rights laws. 

· Write or phone your legislators to learn about their position on workers' rights and trade issues. 

· Get the word out. Educate your union, congregation, neighbors and co-workers about the need to improve women workers' rights. Encourage others to get involved. 

· Whistle Blowing. May be defined as the attempt of an employee or former employee of an organization to disclose what she believes to be wrongdoing in or by the organization.

In Malaysia there are some bodies that help develop women’s rights and encourage them in today’s career development in workplace. They are:

National Association of Women Entrepreneurs of Malaysia (NAWEM)
NAWEM was established with the purpose of harnessing the capabilities and resources of women entrepreneurs for the encouragement and enhancement of women's role in business.

Foundation for the Development of Malaysian Women established to organize, carry out and support schemes and projects for the promotion of the well being and welfare of Malaysian women as a whole. It is dedicated to the development of Malaysian women and its objectives vary from the improvement of the economic status of single mothers in both rural and urban environments to the identification and promotion of young women entrepreneurs in Malaysia and the advancement of the economic well-being, image and welfare of women in general. 

As a Foundation Yayasan Wanita can receive and administer funds and to grant donations for charitable, religious, educational, cultural, artistic, public welfare, sports and scientific purposes including subscribing and granting donations to local or natural charitable institutions or organizations.
(http://www.yayasanwanita.org/)
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