
ABSTRACT 
 

This study has a purpose to find out whether women in Finland and Sweden have different kind 

of views and beliefs of pay equality issues and the gap between women’s and men’s wages. The 

study is based on women’s own views and believes on pay differences from the perspective of 

their own situation and also in general and is not based on statistical facts. 

 

The study was conducted by using quantitative method as a study method. Totally 140 women, 

70 in Sweden and 70 in Finland received the questionnaire delivered either by hand or by e-mail. 

The target group of respondents was chosen by random with the purpose to get a wide 

perspective from various age groups, business branches and with versatile educational 

background.  

 

Key findings to the research study are that yes, women in Finland and Sweden have different 

kind of views regarding pay equality and pay differentials. In Sweden the average gap for pay 

difference is 82,94 cents/crowns compared to Finland 78,33 cents/crowns. Reasons for pay 

differentials in general according to Finnish respondents were for example female branches, 

which are known to have a low basic salary. According to Swedish women the main reasons for 

pay differentials in general was for example women’s own uncertainty to ask for a bigger pay 

check. According to both Finnish and Swedish women, women’s own uncertainty to ask for a 

pay rise is seen one of the main reasons for pay differentials. In general, Swedish women had a 

more positive view on pay differences compared to Finnish women. 

 

In conclusion, the women in Finland and Sweden seem to have very strong opinions about what 

could be done to improve pay differential situation between women and men. The women seem 

not to be well enough informed about the actions taken in their countries. They need to get 

informed properly what has been done on the governmental level and which actions they self can 

take to improve the pay differential situation on their own work place. 
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1. INTRODUCTION 
 
 
”Man’s euro is woman’s 80 cents”. The enclosed statement has become a well-known statistical 

fact during the last decade. How do women in Finland and Sweden respond to the above-

mentioned statement? Do they really feel that man’s euro is woman’s 80 cents? According to The 

Finnish Confederation of Salaried Employees, STTK, women’s wages have settled into 82 

percent of men’s wages in Finland but vary highly in different industrial sectors. STTK also 

states that the difference in Sweden is on the same level as in Finland. In 2003 in Europe the 

average rate was 80,8 percent and variation in different countries high. The widest gap was in 

Austria (33 percent) and most narrow in Luxembourg (11 percent). 

 

Positive attitude has been seen recently and in both Finland and Sweden. The Governments in 

both countries have woken up to pay differentials. Actions have been taken to diminish the pay 

gap whether it is a result of segregation or unexplained discrimination. 

 

Various articles and comments have been published regarding pay differentials in the media in 

both of our research countries in recent years. There are however various ways to study pay 

differentials. The results of the studies depend on whether the study has orientated into pay 

differentials in general or concentrated on to equal pay for equal work. Whatever the orientation 

is, women do not even today stand economically on the same level with men. 

 

Since many of the studies that have crossed our sights in recent years have been quantitative 

orientated, we wanted to get a softer view how women perceive pay differentials in Finland and 

Sweden. Therefore our study relies on women’s views and beliefs, not on statistical figures. Our 

aim was to find out women’s perspective of their own situation compared to their male 

colleagues but also their view of the pay differential situation in general. Our study problem is 

whether women in Finland and Sweden have different kind of views and beliefs of pay equality 

and the gap between women’s and men’s wages. 
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2. METHODOLOGY 
 

2.1 Theory verification 
 
The aim is to study differences in how women perceive the possible gap between women’s and 

men’s wages both in Finland and Sweden. The study problem is whether women in Finland and 

Sweden have different kind of views and beliefs of pay equality and the gap between women’s 

and men’s wages. We focus on finding out how wide women in both countries believe the gap in 

wages is, has the situation according to their views got better or worse, do they feel that media 

and people on governmental level handle this issue enough and what do they think is the main 

reason why there are gaps in women’s and men’s wages. In addition, we ask women’s views in 

both countries what could be done to make the situation better. 
 

When choosing our theories and style of empirical research, we chose positivistic, quantitative 

trend since on our opinion it suited our aims best. It is typical for a positivistic trend to rely on 

rational acts and epistemological assumption (that theory can be either falsified or verified). Our 

aim was to test whether pay differentials statistics in our theory go hand in hand with women’s 

views and beliefs and whether or not there are differences in our two study countries Finland and 

Sweden compared to theory statistics. The primary collection of data (in this case a survey), 

which is characteristic to positivistic study, also suited our orientation perfectly. We wanted to be 

outside onlookers, who do not have influence on how women answer our survey questions. (Gilje 

N., Grimen H., 2002, Samhällsvetenskapernas förutsättningar, p. 57-75) 

 

Hermeneutical approach was also an option, but on our opinion, it could have been more 

complicated to produce a study that is reliable and not influenced by researchers’ own strong 

opinions. According to Wilhelm Dilthey, who is said to be the founder of modern hermeneutic, 

one of the main methods in the science of the mind is to be able to empathize with the subject of 

research (in our case, with the respondents) and rely on researchers’ own inner experience. This 

could have, on our opinion, jeopardized the reliability of our study. Qualitative approach could 

have been an option, but when we examined more the possibility to produce a qualitative 

interview that had equal and invariable conditions in both countries, we found a questionnaire 

survey to be more exact and appropriate for our study. Quantitative surveys are often claimed to 

produce facile information and be repetitious. However, in our study this was taken into account 
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when designing the questionnaires and formulating the questions. Our aim was not to make too 

simplified questions, so that the answers could give deeper meanings. (Gilje N., Grimen H., 

2002, Samhällsvetenskapernas förutsättningar, p. 206-213) 

 

Our theory part starts with historical data from Finland and Sweden, which defines the 

development there has been during times in both countries. This theory gives base especially to 

our research question number six, which gives women’s views of the pay differentials 

development during the last ten years (1996-2005). What should be noted in this part is that since 

we study two different countries, there might always be differences how national income 

statistics are presented. Since our aim is not to base our study on statistical income figures but on 

women’s beliefs and views, it is most important the theory gives some kind of guideline, how the 

development has gone through years.  

 

In our second theory part we view the general reasons that are used to explain pay differentials 

between men and women. Our second theory can be directly reflected to our questions number 

three and four, which try to define the straightest reasons women think create pay differentials. 

The third part of our theory enters into the legal part of discrimination and how parental leave 

issues differ in our two study countries. What is important with this theory part is that we used it 

as a base, when we created our questionnaire and especially the answer choices that are presented 

in appendixes I, II and III.  

 

Our theory continues with discrimination definition and how discrimination is presented in both 

study countries. The reason why we chose to include discrimination as an independent theory 

part was due to the fact that discriminating a gender on a basis of income it is not as widely 

informed as discrimination but seems to be handled as an inevitable consequence of business life. 

Legislation of equal rights covers the parental guidelines both of our study countries have and 

possible differences that might cause variation in questions number three and four. Trends in 

education theory part is linked also to one of the answer choices in questions number three and 

four that studied the reasons for pay differentials. By studying women’s educational background 

and its differences compared to men delivers valuable information on whether educational 

background could give answer to pay differentials. 
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Our last theory part society’s role in pay differentials covers governments actions that have been 

done and are being taken in both Finland and Sweden. It also gives examples of projects that are 

going on in both countries. Questions number ten and eleven can be directly mirrored against 

society’s role in pay differentials, since these two questions deal with the view women have of 

the actions that have been/have not been taken by their country’s government. Question number 

eleven gives women a possibility to propose actions that could be taken to improve the situation. 

2.2 Case study 
 

In our study, we have two case study countries, Finland and Sweden. The reason why we chose 

these two study countries is because according to our theory, these two countries have solid 

historical development in equality issues, similar cultural and religious base These two study 

countries are also seen as welfare states and they both belong to the European Union. We have 

divided these two countries in our theory part so that in each theory chapter we explain the 

characteristics of both countries separately. Our study does not aspire to produce statistically 

sweeping data. It is more likely an analytical generalization. 

  

We could have chosen two countries that have totally different kind of history in women’s 

equality development and study if women in these countries have different beliefs and views. 

However, we wanted to know could there be differences how women perceive wage equality 

issues when the starting point is, according to statistics that the countries we study stand on the 

same line. Finland and Sweden have quite similar history in equality development, development 

of women’s wages and in employment rate of women. According to a research made by the 

European Union, these two countries go almost hand in hand when we compare the differences in 

women’s and men’s wages. (European Commission, Report on equality between men and women 

2004, 2005 and 2006)  

 

There might be also many other countries that could be comparable the same way we use Finland 

and Sweden here, but both researches’ cultural and lingual experience of both countries made 

comparing more simply and possible cultural difficulties in forming questionnaires and choosing 

delivery routes were minimized.  
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Lingual difficulties occur always when two case countries with different mother languages are 

taken into a study, but with Finland and Sweden as study cases, the problem is slightly easier, 

since theory in Finland is usually also represented in Swedish. Therefore comparing theories is 

straightforward and lingual misunderstandings are minimal. There might be however, statistical 

differences in data that has not been taken from international surveys that have a systematic way 

of conducting a survey in each country. What was also important with these study countries was 

the way their governments have reacted to equality issues and the actions they have taken to 

improve equality in companies. Since these actions according to our theory were quite equal and 

easily comparable, it made analyzing the results of our empirical research less complicated. 

2.3 Method 
 
In this study quantitative method is used as a study method. Questionnaires were sent to 140 

women, 70 to Finland and 70 to Sweden. Questionnaires were delivered to women in both 

countries by random.  

The target groups were chosen with the purpose to get a wide perspective with respondents from 

various age groups, business branches and with versatile educational background. In Finland all 

questionnaires were delivered by hand to respondents. In Sweden a few questionnaires were also 

sent by e-mail. In Finland the questionnaires were delivered to companies such as: Court of 

Appeal, Helia Business Polytechnic (were the target group was a class that included only 

women), Teliasonera and Outokumpu Copper Products Oy. In Sweden questionnaires were 

delivered among other things to companies called: Volvo Trucks Sweden, Fritidsresor, Bio-Rad 

Laboratories, and Nordregio (Nordic Centre for Spatial Development). 

 

The questionnaire includes basic questions such as age group, line of business and position at 

work place. In the questionnaire we wanted to emphasize the fact that we do not expect women to 

give us statistical facts about the wage differences in their line of business but to deliver us their 

feelings and beliefs about this issue in general. 

 

The reason why we chose to make a survey was due to the fact that interviewing women in two 

countries and in various towns/cities would have been very costly. If however, we had chosen to 

divide these two countries between the two researchers, the quality and reliability of the study 

would have been poorer since the interview could not have been as coherent and systematic and 



 10

also the reconciliation of the results would have been much more difficult. With a questionnaire 

and readymade answer choices the reconciliation of the results is more reliable. Also on our 

opinion, with such a sensitive study case, provoking and leading the respondents would be easier 

by interviewing respondents compared to sending a questionnaire (and giving respondents 

enough time to think about their own opinions without anyone having too much influence on 

their answers).  

 

We chose eleven questions that were based on our theory (e.g. our fourth question that wanted to 

define the reasons for pay differentials vs. theory part two, reasons for pay differentials). By 

giving readymade answer choices there is always the possibility to lead respondents to easy 

answers, but to our opinion it was more efficient and coherent to make readymade answers that 

were based on theory and already known reasons/explanations. It would be also more difficult for 

a respondent, who has not previously followed the discussion of pay differentials, to outline and 

define specifically her answer (which could make analyzing the results harder and lead more 

easily to wrong assumptions). It is also important to note that nearly all the questions in our 

questionnaire had a possibility to create own answers or not to take an opinion at all. 
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3. THEORETICAL BACKGROUND 
 

3.1. Historical Development of Women’s Wages  
 

The debate of women’s wages is not a new issue. And with this we don’t mean just the fact that 

equality in general and also in wages has been a hot topic for over 20 years, but the fact that 

already in the beginning of 1900s Mrs. Sidney Webb published a book “The wages of men & 

women: Should they be equal?”. The wages of men and women and the gap between them is not 

therefore a new revolution. The knowledge has always been there but the way this issue has been 

treated has changed. When in the beginning of 1900s the question raised was whether or not the 

wages of men and women should be equal, the question later on moulded into how we could 

make the wages equal and nowadays we are wondering why aren’t they still equal although this 

lack has been recognized ages ago. (Webb, 1919, The wages of men & women: Should they be 

equal?) 

 

In the beginning of 1900s there wasn’t common wage legislation neither for women or men and 

therefore wages were paid according to markets case by case. Workforce was a normal 

commodity that could be bought. (Webb, 1919, The wages of men & women: Should they be 

equal? p. 3-12) 

 

According to Vinnicombe during the last 30 years, the responsibility of increase in workforce 

goes to women. The amount of women in workforce has increased during the years 1965-1991 

from 40 million employees to 65 million when on the other hand the amount of men employees 

has shrunken slightly from 83 million to 82 million employees. Especially the women workforce 

has increased in the age group 25-49 years old (which also happens to be the most common 

child-rearing age). (Vinnicombe and Colwill, 1995, The Essence of Women in Management, p. 

20-52) 

 

Even though the amount of women working has increased overall, there are still huge differences 

between different countries. In general, it can be said that in the catholic countries it is still more 

common for women to stay at home when in the other hand in Scandinavia, Finland and France 

women also continue working after given birth to children. The situation is more complicated in 
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UK and Germany where the amount of women working is quite high before child rearing. 

However after given birth going back to work is not anymore taken for granted. Even though the 

amount of women employees has increased, the level of work hasn’t changed much from the 

early 1900s: Women are still working in the grass root level and often part-time. Therefore the 

male population is tightly keeping the higher positions. (Vinnicombe and Colwill, 1995, The 

Essence of Women in Management, p. 20-52) 

 

3.1.1 History in Finland 
 

Finland has been known to be the home of equality. The amount of women working is extremely 

high and in 2000 the first female president Tarja Halonen was selected to lead the country. 

However, even though the amount of women in labour markets has grown during decades, the 

equality in wages experienced a stop after the 1970s.  

 

In the beginning of 1900s married women didn’t have a right to sign a work agreement without 

their husbands’ permission. In 1922 labour agreement law (työsopimuslaki) allowed married 

women to sign a work agreement independently (which is later than women in Finland got the 

right to vote). What is interesting about the labour agreement law is the fact that the need for 

women’s right to tie an independent work agreement was not explained by the fact that both men 

and women should have equal rights in signing an agreement or getting a work outside home in 

general. This agreement was supported by a fact that in some social classes it was necessary for 

wife to work in order to get an essential livelihood. (Turunen, 1992, Naisnäkökulmia oikeuteen, 

p. 85-91) 

 

In 1930 women were released from husbands’ custody and during the same decade the wages of 

women reached approximately 58 percent of men’s wages. The principle of “equal work-equal 

pay” was accepted in 1960 and different wage tables were cancelled. In Finland the current wage 

level of women (where wages are approximately 70-80 percent of men’s wages) was reached in 

the 1970s. What made this development stop before the 1980s? 

 

The acclaim that the highest development in women’s wages happened in 60’s and 70’s is 

supported by Anja Nummijärvi who shares her vision in a book “Naisnäkökulmia oikeuteen” 
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(free translation; Female view to law). She also states that in recent years women have been the 

majority of salary earners. Anja Nummijärvi also pays attention to a common phrase in Women’s 

studies, “A silent gender agreement in Nordic welfare society”. According to this phrase, women 

in welfare countries have right to work fulltime outside home and are allowed to have full 

independency, but they have to agree with the silent fact that they become secondary in labour 

markets whether we are talking about wages or power positions at work. (Turunen, 1992, 

Naisnäkökulmia oikeuteen, p. 85-91) 

 

Anja Nummijärvi explains the stop in development with change from Markka-definite increase in 

wages to percent increase. She also states that wage drifts in 1980s were wide. Women had 

narrower wage drifts than men. There was no mention that if the situation had significantly 

changed in the early 90’s. (Turunen, 1992, Naisnäkökulmia oikeuteen, p. 85-91) 

 

In the table number one can be seen the gender earnings development in Finland according to full 

time gross earnings. The statistics, made by Statistics Finland (Tilastokeskus) show the earnings 

divided into three central organisations, SAK (The Central Organisation of Finnish Trade 

Unions), STTK (The Finnish Confederation of Salaried Employees) and AKAVA (Confederation 

of Unions for Academic Professionals).  

 

AKAVA seems to have the largest wage gap between genders during the time period. In 2001-

2002 there has been a big step with male employees of AKAVA but among women the 

development has gone almost similar bath as during the previous years. It is interesting to see that 

AKAVA males have had not only the highest gross salary, but also fastest earnings development 

compared to other males who belong to STTK or SAK.  
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Table 1. Fulltime working employees’ gross earnings by gender arranged in compliance with 

central organisations during 1994-2003, x=Income subject to tax per year, y=Year.  

(Source: www.sak.fi) 

 
 

 

 
 

 

In a table number two can be seen the historical development in gross earnings of women in 

percent when compared to men’s gross earnings. The best situation according to this statistic has 

been in 1996, when SAK females earned 79,2 percent of men’s wages and the total average was 

78 percent. Interesting to see is that the strongest variation is among AKAVA females, who are 

well educated. In 2001 as it was mentioned before, AKAVA males earnings jumped highly but as 

seen in the below chart, AKAVA females’ earnings dragged way behind in only 68,5 percent of 

males’ wages. 1998 and 2001 seemed to have been historically recession for women’s earnings in 

total.  
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Table 2. Women’s gross earnings compared to men’s earnings in percent during 1994-2003, 

(x=Percentage, y=Year) (Source: www.sak.fi) 
 

 
 

 

The European Union has just published a new equality report according to which European 

women earn approximately 15 percent less than men. In Finland however, the situation is worse 

and women earn almost 20 percent less than men. Therefore woman’s euro stays persistently in 

80 cent’s. In the following table number three we can see that the situation in Finland has got 

worse during the last five-year period, when the situation in EU has on the average improved one 

percent. According to the report this is the result of ignoring laws of equal pay, structural 

inequalities and gender-based distorted wage and appraisal systems. (European Commission, 

Report on equality between men and women 2006, p.8-13)  
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Table 3. Pay gap between women and men in unadjusted form in EU Member States – 1999 and 

2004 
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3.1.2 History in Sweden 

“Generally as many women are gainfully employed as men in Sweden today. Swedish women 

have greater freedom to act, are more economically independent and participate in society to a 

greater degree than before. Officially, women and men have equal rights, as expressed in laws, 

regulations and agreements. Women and men share housework and childcare to a greater extent 

today than before.” (SAN et al, 1997, Reflections on Women in Working life, SAN Joint Work 

Environment Council for the Government Sector p. 22, 1997) 

Up to the end of 1900s century, women carried out their work mainly in the home or nearby. 

During the first decades of the industrial era many women took outside work, such as laundry 

and sewing, into the home. All the while, others moved to cities to take a factory work. At first it 

was mostly unmarried women who ventured into the labour market. The proportion of women on 

the labour market increased throughout the 1900s until in the last decades it was primarily 

married women and women with young children who continued the increase.  

Nowadays, virtually all Swedish women also work outside home. Between 1970 and 1990 the 

relative proportion of women aged 16 to 64 at work increased from 59 to 83 percent. This shows 

the proportion of the entire population on the labour market, counting those with jobs and those 

looking for work. However, in 1992 this proportion fell to 80 percent for women aged 16 to 64. 

The equivalent figure for men was 84 percent. For women aged 35 to 54, participation on the 

labour market was approximately 90 percent.  

“Laws and regulations governing family and labour law have strengthened women’s position in 

society and on the labour market, making it easier for them to take gainful employment. Equality 

between sexes was intensively debated in the 1960s and this debate laid the foundation for the 

equal opportunity policies that took form. One of the reforms introduced in 1971 was a separate 

tax treatment, where wife’s salary was no longer added to her husband’s for tax purposes. This 

represented an entirely new view of the woman’s role in society. A woman was no longer just a 

wife, but rather an independent individual (Maud Eduards 1991).” (SAN et al, 1997, Reflections 

on Women in Working life p. 11-12, 1997) 

During the years 1968 and 1981 pay differentials decreased noticeable between women and men 

in Sweden. One part of the pay differentials could be explained by women’s lower educational 
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level and shorter work experience. But during the 80’s the equalizing of wages stopped and 

between 1981 and 1991 the pay differentials increased for some reason. (See table number four.) 

 

Table 4. Women’s average wages in percent compared with men’s average wages in total labour 

market in Sweden. In calculation of “Standardiserad skillnad”, standardized difference means i.e. 

where the length of education and work experience has been taken into consideration. 

(observerad skillnad=noticed difference, standardiserad skillnad=standardized difference) 

 

 

During the whole period from 1981 to 2000 pay differentials have increased by 3 percent unit 

after adjustment of length of education and number of years at gainful employment. Earlier, parts 

of pay differentials could be explained by the fact that women had a lower level of employment 

and shorter work experience. But in 2000 the educational level and work experience of female 

employees has raised and no longer constitutes an explanation to pay differentials between 

women and men.  In 2000 Swedish women’s length of education was approximately one year 

longer and number of years at gainful employment one year shorter than Swedish men.  
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Pay differentials between genders in Sweden are highly related to differences between the public 

and the private sector. This is because women are substantially presented on the public sector and 

men on the private sector. There has happened a noticeable change between public and private 

sectors during the years 1968 and 2000 (see table number five.) In 1968 the employees working 

on the public sector had 10 percent higher wage than employees working on the private sector. In 

2000 the employees on the public sector had instead 8 percent lower wage. If we take into 

consideration the length of education and number of years at work, the differences in 1968 were 

marginal whereas in 2000 wages of employees on the private sector were total 16 percent higher 

than the wages of the employees on the public sector.  

 

Table 5.  Pay differentials between employees on the public and the private sectors in percent 

during 1968 and 2000 in Sweden. In calculation of “Standardiserad skillnad”, standardized 

difference means i.e. where the length of education and work experience has been taken into 

consideration. (observerad skillnad=noticed difference, standardiserad skillnad=standardized 

difference) 
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Displacement of wages has happened during the period when more women started to be gainfully 

employed in relation to when the public sector expanded among other things with child-care and 

geriatric care. Even statistics about payments from shorter periods of time shows the same kind 

of standard in increasing of wages on the private sector than on the public sector.  These facts 

come up on home page published by Swedish Municipal Workers’ Union (Svenska 

Kommunalarbetareförbundet). 

As presented earlier in the chapter number 3.1.1, in the Report on Equality between men and 

women made by the European Union, it could be seen that the pay differentials situation had got 

worse in Finland when years 1999 and 2004 were compared. In Sweden however, the situation 

has improved slightly and it comes closer to European standard, which according to the table 

number three was 15 percent in 2004.  

The results of this report are quite interesting since it shows that the best situation is in Southern 

Europe (Italy, Portugal etc.) and the pay gaps that were quite high in 1999 have drastically 

diminished in that area. Nordic countries, Sweden, Finland and Denmark, that are known to have 

an equality policy that goes way back to history have all higher wage gap than the European 

standard is. (European Commission, Report on equality between men and women 2006, p.8-13) 
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3.2. Reasons for Pay Differentials between Women and Men in Sweden and Finland 
 

3.2.1 Reasons for Pay Differentials between Women and Men in Sweden 

The Swedish labour market is strong segregated, which means that women dominate some 

occupations while men dominate others. The occupation is classified as women- or men 

dominated if more than 60 percent of employees belong to same gender. 

The official payment statistics are well built in Sweden and presents women’s and men’s 

payments in different areas on the labour market. Differences in payments depends partly on facts 

related to employee’s like for example age, education, occupation and gender, partly on factors 

connected with the company like for example sector, branch of business or the region.  

According to Swedish Statistiska Centralbyrån (SCB) Statistics Sweden, Swedish women’s 

payments are approximately 18 percent lower than Swedish men’s when part time payments are 

counted into full time payments. The most important explanation why women’s payments in 

general are lower than men’s is explained by employment division. “Women are working more 

often as part time employees and in general on the public sector. If the division into 

“occupational groups” were the same for women and men, would the pay differentials be 

approximately only 10 percent.” According to SCB total 60 percent of pay differentials can be 

explained by these above-mentioned factors while approximately 40 percent of pay differentials 

cannot be explained by any other factor than gender.  

 

According to Swedish National Mediation Office, which is a government agency responsible for 

interceding in labour disputes and promoting efficient wage formation in Sweden, the statistical 

differences between women’s and men’s payments have remained more or less unchanged over 

the past twelve years. Average payment for women and men varies by sector. The highest 

average pay level is to be found among private sector employees, followed by central government 

employees and county councils. The lowest level is that of municipal employees. (See table 

number six.).  
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Table 6. Swedish women’s earnings as a percentage of men’s earnings by sector 1995-2002. 

(Source: http://www.scb.se) 
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About half of all women employed in Sweden are working in the public sector. As the public 

sector employs a third of the country’s workforce, means this that the proportion of women is 

significantly larger than the proportion of men. Almost 80 per cent of municipal and county 

council employees are women. Men are mainly to be found in the private sector, where they 

present 63 percent of wage earners.  

 

According to National Mediation Office in Sweden (Medlingsinstitutet), “the question of equal 

pay has a number of different dimensions. In the political debate in Sweden, it is often women in 

low-paid municipal jobs who are cited as an example of a group whose work is underrated in 

comparison with men’s work in male dominated industries in the private sector. Another 

dimension is the pay gap between women and men in the same sector or industry. A third is the 

difference in wages and salaries paid by the same employer and it is here that an Equal 

Opportunities Act comes into the picture.” The Equal Opportunities Act is an act practiced by 

JämO, Jämställdhetsombudsmannen, in English The Equal Opportunities Ombudsman, which 

aims primarily to improve conditions for women in working life and prohibits sex discrimination 

on the labour market. More about this Act will be discussed later in the chapter Legislation of 

Sexual Discrimination in Sweden.  

 

3.2.2 Reasons for Pay Differentials between Women and Men in Finland 

In Finland just like in Sweden, the labour market is segregated into women and men dominated 

industries. Women and men also work in different sectors. Women work more in the public 

sector whereas men are more private sector-oriented. Less than one-fifth of all professions (18%) 

employ roughly equal numbers of women and men. Professions evenly divided by gender have 

changed in the course of last two decades. The trend has been clear: traditionally male 

professions have been feminized, but men have largely refrained from entering women’s 

professions.  

When women entered working sites, their tasks included mainly the same tasks that they had 

been taking care of at home: cleaning and childcare. Nowadays women have broken the rules and 

entered also into male dominated industries. However, the lowest paid branches like childcare, 
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nursery and cleaning are still done mostly by female employees. (Turunen.,1992, 

Naisnäkökulmia oikeuteen, p. 85-91) 

Women account for a larger proportion of the labour market in Finland than in any other OECD 

country. Only ten per cent of women work part-time and the majority of them reluctantly. 

Welfare state benefits created during the economic boom permitted, in the early '90s, mothers of 

small children to stay at home temporarily without losing their jobs.  

Pay differentials are a fact, which is clearly to be seen also in Finland according to statistics. 

According to a home page called “Facts about Equality in Finland by Virtual Finland” women in 

both professional and non-professional groups are more poorly paid than their male counterparts. 

According to statistics, top-level female professionals earn 71 percent and clerical female 

workers 75 percent of what their respective male colleagues earn. The earnings of female non 

professionals amount to 78 percent of the earnings of male non-professionals. The salary divide 

between women and men narrowed somewhat at the end of the 1980s which in any case grown 

again over the following years.  (See table number seven.) 

 
Table 7. Women’s earnings as a percentage of men’s earnings in Finland. Average basic earnings 

of employees by sector (Source:http://www.sak.fi) 

 
 

 

 

 

 

 

 

 

 

Year     Total    Private  Central  Local
sector   governm. governm. 

 
1985     79       76       80       83 
1990     80       77       83       83 
1991     81       78       83       85 
1992     81       78       83       86 
1993     81       79       84       85 
1994     81       79       82       85 
1995     82       81       81       85 
1996     82       82       80       85 
1997     82       82       81       85 
1998     82       82       81       85 
1999     82       82       81       85 
2000     82       83       81       85 
2001     82       83       81       84 
2002     82       83       81       84 
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Payment differences between women and men in Finland have been explained for example by 

segregation of the labour markets, differences in training and work experience. Among all 

employees in Finland, the difference in payments between women and men today is still about 18 

percent in favour of male employees. Act on Equality between Women and Men is a national act, 

which creates general norms for legislation aiming to prohibit gender-based discrimination, 

promote equality between women and men, and to improve the position of women in working 

life in Finland. More about this Act will be discussed later in the chapter Legislation of Sexual 

Discrimination in Finland. 
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3.3. Discrimination 

Statistics Sweden (SCB) describes term “discriminate” as following. “A word discriminate 

comes from Latin and is a synonym with word separate.  Thus the word discriminate itself has no 

negative or positive characteristics, has it in this connection got a meaning to “give a special 

treatment” to someone. One definition describes the word like this: Discrimination is a crime 

against a principle of equal treatment. The principle means that everyone must be treated equal 

irrespective of the background. Discrimination means that an individual is treated directly or 

indirectly bad or unfairly because of his or her gender, race, ethnical background, disability or 

sexual disposition.”  

Statistics use various definitions of discrimination in a context of discrimination based on gender:  

Direct discrimination means that women and men are treated differently on the basis of gender, 

i.e. simply because they are women or men. Treating men and women differently for reasons of 

pregnancy or childbirth is also discrimination. The gender comparison may also be made with 

reference to a previous situation, provided that the circumstances of the people concerned are 

comparable.  

 

According to Ministry of Social Affairs and Health in Finland, indirect discrimination is deemed 

to occur if people are treated differently on the basis of a provision, justification or practise that 

appears to be gender-neutral but as a result of which those involved may actually find themselves 

in a less favourable position because of their gender. Discrimination is also deemed to occur 

when a person is treated differently on the basis of parenthood or family responsibilities. In such 

cases, the treatment of people of the same sex can also be compared with each other.   
 
 
According to home page “Gateway to the European Union”, Employment discrimination exists 

when one class of people is denied access to higher-paying jobs solely or partly on the basis of 

social characteristics. If, for example, women or minority men are denied access to managerial 

positions solely or partly because of their sex or minority status, that is discrimination. This 

pattern of disparate treatment is not easy to detect and is often difficult to measure or prove. As a 

result of denial of access to better-paying jobs, women and minorities earn lower wages on the 

average than do men and non-minorities. 
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Wage discrimination exists when individuals of one social category are paid less than individuals 

of another social category for reasons that have little or nothing to do with the work they do. 

There are two major types of wage discrimination: 

 

1. One type of wage discrimination occurs when one class of people is paid less than another 

class for doing exactly or substantially the same job: for example, male and female 

machine assemblers (or truck drivers, secretaries, elementary school teachers, professors, 

etc.) working side by side, doing jobs that are essentially indistinguishable from one 

another, producing similar results. This kind of wage discrimination is relatively easy to 

detect and is illegal under the EU law enacted in 1975 (Directive 75/117/EEC on equal 

pay for women and men).  

2. A second type of wage discrimination arises when the job structure within a firm is 

substantially segregated by sex, race, or ethnicity, and workers of one category are paid 

less than workers of another category when the two groups are performing work that is 

not the same but that is, in some sense, of comparable worth to their employer. This type 

of discrimination is difficult to detect, and its legal status is unclear.  

(Donald J. Treiman & Heidi I. Hartmann, 1981. “Women, Work, and Wages: Equal Pay for 

Jobs of Equal Value”, pp. 8-9) 

 

The next chapters will focus more closely on studying what is included in national legislation of 

sexual discrimination both in Finland and Sweden.   
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3.3.1 Legislation of Sexual Discrimination in Finland 

Since 1987 Finland has had a separate Act on Equality between Women and Men, which 

encompasses all societal areas. The Equality Act creates general norms as well as a framework 

for achieving equal rights. It sets restrictions on discrimination and gives authority for the 

supervision of the law to specialised civil servants, an Equality Ombudsman and an Equality 

Board. The aims of the Equality Act are threefold. First, the aim of the legislation is to prohibit 

gender-based discrimination; second, to promote equality between women and men; and third, 

through prohibition of discrimination and the implementation of equality, to improve the position 

of women, particularly in working life. The first two aims can be characterised as gender neutral, 

while the third demonstrates that the law is intended to work for the good of women. According 

to the legislation, sexual discrimination at the workplace (for example in recruitment, pay and 

other conditions of employment, organization of jobs, dismissals, sexual interference and 

harassment) is sanctioned. The Act requires that workplaces with a staff of over 30 provide a plan 

for the promotion of gender equality. (Apo S. et al, 1999, Women in Finland) 

“Despite of the existence of the Act on Equality between Women and Men and range of EU 

legislation and international treaties, the aim of equal pay for equal work or for work of equal 

value has not been met. According to Ministry of Social Affairs and Health in Finland, among all 

employees in Finland, the difference in pay between women and men is still about 18 percent in 

favour of male employees. The gender pay gap can not solely explained by segregation of the 

labour markets, differences in training and work experience – it is also a question of women 

being paid less because they are women.” (Apo S. et al, 1999, Women in Finland) 

In Finland, in contrast to many other countries, collective labour agreements are the main factors 

when salaries are negotiated. This is the result of the high degree of unionization as well as the 

fact that collective labour agreements are binding on all employers and that the agreements have 

to be applied also to non-unionized workers. Although the majority of unionized salaried workers 

are women, union negotiators are generally men, even when the union is chaired by a woman. On 

the employer side the female negotiators are even more poorly presented. The primary recipients 

of salary increases have been those employed by the male dominated export industry whereas 

those employed by female dominated service industries and the public sector have not benefited 

from salary increases. Finnish labour agreements have occasionally included equality items as 



 29

well as “woman’s pay” items in female-dominated fields. However, their effect has been said to 

be more symbolic than practical. (Apo S. et al, 1999, Women in Finland) 
 

In the middle of May 2005 an equal pay programme was published in Finland, seeking to reduce 

the wage disparity between women and men by at least five percentage points by the year 2015. 

This comes up in SAK’s publications on their home page. The programme was accepted by 

Finland’s Government in February 2006. The programme includes measures focusing on 

remuneration systems and on wage and collective bargaining policies in general, redressing the 

gender imbalance in industries dominated by men or women, career development of women, 

temporary work, gender equality planning, harmonising work and family life, improving the 

compilation of statistics and enhancing the social responsibility of businesses and organisations. 

The new programme was prepared by a committee including representatives of both sides of 

industry and the government.   

 

According to an institute called “Confederation of Finnish Industries” (Elinkeinoelämän 

keskusliitto, EK), with the program the meaning is also try to decrease segregation and promote 

equal pay by developing payment systems and statistical methods. Approximately 30 different 

kinds of research and development projects, training programs and information campaigns are 

included in to the program. Some of the projects are Governments responsibility. The program 

will include action in the following fields: 

• Segregation of labour markets and education 

• Women’s career development 

• Equality plans  

• Balance and reconciliation of work and family 

• Payment systems (payment and contract policies) 

• Statistics 

• Companies’ and communities’ social responsibility 
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3.3.2 Legislation of Sexual Discrimination in Sweden 
 
In Sweden there are several public authorities, which are watching over the different society areas 

aiming to prevent sexual discrimination. Authority specialized legislation concerning sexual 

discrimination is called Jämställdhetsombudsmannen, JämO (The Equal Opportunities 

Ombudsman). Jämställdhetsombudsmannen is appointed by the Government and it is head of the 

government authority having the same name. As with other government authorities, the 

Ombudsman has an independent status, which means that the office reaches its own decisions in 

all individual matters.  JämO is practicing this legislation based on the following acts: “Equal 

Opportunities Act”, which applies conditions at work and “Equal Treatment of Students in 

Higher Education”, which applies conditions at universities and colleges of higher education.  

Prohibition of Discrimination Act was amended on July 1 2005. The act prohibits discrimination 

on grounds of sex, ethnic background, disability or sexual orientation on various fields of society 

such as employment policy, including employment agencies, social insurance, unemployment 

insurance, membership in trade unions and employers’ organisations, starting and running a 

business as well as professional trade with goods, services and housing. 

The original version of the Equal Opportunities Act entered into force on July 1 1980. The Act 

prohibits sex discrimination on the labour market and requires that all employers, whether in the 

public or private sector, shall actively promote equal opportunities for men and women in the 

working environment. All employers with a minimum of 10 employees are required to prepare 

annual equal opportunities plan as well as a plan of action for equal pay. The aim is to discover 

unjustified differences that may occur between men and women’s wages. Wage evaluations 

should be done over collective labour agreement boundaries in cooperation with trade 

organisations. According to Swedish law, trade organisations have the ability and right to receive 

payment information also of members that belong to other trade organisation. It is also stated in 

the law that labour market organisations should promote equal opportunities for wage 

development. 

The Act concerning the Equal Treatment of Students entered into force on March 1 2002. It 

prohibits discrimination on grounds of sex, ethnic background, disability or sexual orientation in 

universities. According to legislation the employers and universities are responsible to actively 

promote equal conditions and prevent discrimination. 
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The perspective of this legislation (Jämställdhetslagen) according to JämO is the workplace and 

the law only regulates the relations between the employer and this employees. Thus the law is not 

a tool to accomplish displacement in the payment situation between women and men dominated 

sectors or occupational groups on the labour market.  However, this law can been used as a 

support of local parties on the labour market, which aims to equalize gender related wage gaps by 

the same employer.  
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3.4 Legislation of Equal Rights 
 

3.4.1 Legislation of Equal Pay in Finland and Sweden 

Equal pay for work of equal value is not a new idea. It has been discussed internationally for 

many decades. The principle of equal pay means that women and men are to be paid equal wages 

for equal work or of equal value. The statute regarding the principle of equal pay can be found in 

the legislation of all OECD countries. In the background lies the accepted Equal Remuneration 

for Men and Women Workers for Work of Equal Value Agreement of the International Labour 

Organization, ILO, in 1951 (Agreement nr. 100), which Finland ratified in 1963 and Sweden 

enacted in 1979. To realize the principle of equal pay, equal wages are to be paid for competence 

and performance of equal value. In addition to the structure of basic salary, also other 

components of the salary and all shares are to be paid on the basis of employment must be non-

discriminating according to gender. 

Equal pay between women and men is now regarded as one of the fundamental rights of the 

European Union. When Finland and Sweden joined the European Union in 1995, both countries 

at the same time became committed to follow its agreements and legislation. As in the Treaty of 

Rome, the Equality Directives of the European Communities prohibit direct and indirect 

discrimination in working life. The directives do not demand the employment of job evaluation 

systems, nor do they define what job evaluation means, or what factors the entire demands of 

work consist of. They, however, prohibit discrimination based on gender when systems like these 

are used to determine wages. These facts come up in a publication presented by “Business, 

Innovation and Technology (BIT) Research Centre”. 

 

3.4.2 Legislation of Parental Leave and Child Care System in Sweden 

The provision of fully paid parental leave is a fact of life in most European countries. Sweden 

was the first country, which introduced paid parental leave also to fathers in 1974.   

Parental Leave and Child Care System in Sweden according to the European Foundation for the 

Improvement of Living and Working Conditions publishes following data on their home page:  



 33

Compensation during parental leave is set at 16 months, of which 13 months are compensated at 

80 % of the previous income and three months at a fixed rate. In total, individual arrangements 

over four months are given to each parent, for example two months for mothers and two months 

for fathers. Parents can then choose how they want to divide the remaining 12 months between 

them. Single parents are allowed to take the full parental leave themselves. The legal right to take 

full-time parental leave is restricted until the child is 18 months old. In addition to these benefits, 

all fathers are entitled to a ten-day leave with parental benefit when a child is born. Either parent 

or another insured person may also take temporary parental leave for the care of a sick child (60 

days/year/child) with compensation for loss of earnings. To make it easier for parents to combine 

work and family life, parents of children under age eight are also entitled to reduce their working 

day by two hours with a corresponding reduction in pay.  

In 2004 in Sweden, mothers took 81 percent of the total parental leave, while fathers took only 19 

percent. This is equivalent to 14.3 months for mothers and 1.7 months for fathers. For fathers, 

this figure represents an increase of 7 percent since 1994. Anyhow, approximately 20 percent of 

fathers did not take any parental leave at all.   

Surveys show that more than 50 percent of fathers utilize their right to paid parental leave during 

the child's first year. The sharing of temporary parental benefit for the care of a sick child is much 

more evenly divided between parents. In 2002, 43 percent of days were used by fathers. About 80 

percent of fathers take advantage of the paid leave to which they are entitled immediately after 

the birth of a child. On average they used nine of the ten days.  

According to a homepage called “Facts about Sweden”, nearly all women in Sweden continue to 

work until the first child is born. More and more women return to work within a year of 

childbirth. A basic requirement in a society where both parents are gainfully employed is access 

to good childcare amenities. Public childcare in Sweden is the responsibility of the municipalities 

and has expanded rapidly since the early 1970s, when women began to enter the labour market on 

bigger scale. All employed parents who need child care are legally entitled to open pre-school 

day care centers for a child aged one to six and leisure time centers for a child aged seven to 

twelve. Day care centers may be owned either by municipals, run on a co-operative basis by 

parents or employees, or private.  
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4.3.3 Legislation of Parental Leave and Child Care System in Finland 

In Finland the childcare leave means a chance to stay at home to look after a child until the child 

turns three years. During this leave, the parent's employment is secured, and the childcare leave is 

financially subsidized by a home care allowance. In Finland parental leave lasts 158 working 

days (corresponding approximately 8 months.) In the case of multiple births it is extended by 60 

weekdays per child. If a baby is born prematurely parental leave is 208 working days. Parents can 

take their parental leave entitlement in up to two turns of a minimum of 12 days each. They have 

to let their employers know about their parental leave plans at least two months beforehand.  

According to Ministry of Social Affairs and Health in Finland, “Maternity leave lasts 105 

working days. Of these days mothers need to use between 30-50 days before giving birth and 

between 55-75 days afterwards. To be entitled to maternal leave a mother must have lived in 

Finland at least 180 days before giving birth and for at least 154 days of her pregnancy. Paternity 

leave amounts to 18 days. It can be taken during maternity or parental leave in up to four stages. 

The paternity leave can be extended by one to twelve weekdays if the father takes the last twelve 

weekdays of the parental leave. The extension must be taken in a single period immediately 

following the parental leave.” 

Parental leave allowance in Finland is worked out by the following way: parents who have earned 

up to EUR 28.403 will receive 70 percent of their salary. To this 70 percent basic level 40 percent 

is added when the salary is between EUR 28.403 and EUR 43.699 and 25 percent of a salary 

exceeding this latter level.  

Parents of young children have also a chance to reduce their working hours until the end of the 

child’s first school term. If they choose this partial child care leave, they are entitled to a partial 

home care allowance until the child turns three. Either of the parents has the right to stay at home 

for four days to look after a sick child under ten years old. The law does not secure parents pay 

for these days but a number of collective agreements between employees' and employers' 

organizations have done so. As an alternative to municipal day care, since 1997 parents in 

Finland have also been able to choose private day care and are entitled to an allowance to cover 

part of the private day care expenses. 
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In 2002 approximately only two percent of fathers used their opportunity to take an extended 

parental leave beyond the one to three weeks following the birth of the child. In December 2002 

Finland’s Parliament agreed on a change to paternity and parental leave arrangements. On top of 

the previous 18 workdays of paternity leave, the fathers entitled to another twelve workdays of 

leave provided that he also uses the last twelve days of the parental leave. In other words, the 

father can take altogether 42 days of leave, of which 24 workdays have to be taken as a 'Daddy 

month' at the end of the parental leave. This new arrangement is designed to encourage men to 

take a bigger part of the parental leave. These facts come up on home page published by “Facts 

about Equality in Finland by Virtual Finland”.  
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3.5 Educational Levels and Educational Development of Women 
 

Sitra, The Finnish National Fund for Research and Development, has made interesting results in 

their report about the economical effects on education. In their report they compared educational 

level by gender but also pay differentials in different educational levels. According to Sitra’s 

results, women are on the average better educated than men. 70 percent of male employees have 

at the most secondary education when in comparison among women the amount is almost 10 

percent lower. In the turn of the century, the amount of women with tertiary education rose 

evenly, but among men the amount with tertiary education stayed almost invariable. (Sitra, 2006 

Koulutuksen taloudelliset vaikutukset, p.76-77) 

 

As we have pointed out earlier in this study, one of the reasons why women earn less than men is 

usually explained by the fact that women and men have chosen different career orientation. Why 

is it so, that women are orientated into nursing and serving, whereas men are more interested in 

technical skills. Is this just a coincidence, perhaps a natural law or are women being guided 

already in their childhood?  

 

WomenIT, Women in Industry and Technology is a developing, educational and exploratory 

project that’s main aim is to disentangle the partition of gender occupations (women’s job and 

men’s job). They have published a study that shares some visions into educational segregation, 

Koulutus, sukupuolisosialisaatio ja teknologia, in English Education, Gender Socialization and 

Technology. In their study, they focus into metakongnitive skills (metakongnitions) that mean 

skills and beliefs about yourself as a handler of knowledge, its demands and strategies how you 

are able to perform a certain task. An individual has a norm-me, which means the insights an 

individual has of others’ expectations that are directed to her/him. The ideal-me however includes 

the expectations and hopes an individual has of herself/himself. These two self images can also 

combine to each other so that it will be difficult for an individual to knowledge what expectations 

are her/his own and what are brought from outside. (Koulutus, sukupuolisosialisaatio ja 

teknologia – näkökulmia segregaatioon, WomenIT tutkimusprojekti, 2005, p.51) 

 

It has been shown in various studies that girls have much more negative insight of themselves as 

a mathematics learner than boys do (e.g. Crain, 1996, 409-416; Hannula et al., 1997; Lepola 



 37

2000). However, the results in mathematics between girls and boys have been equally good 

according to an international study made by Soron (2000). (Koulutus, sukupuolisosialisaatio ja 

teknologia – näkökulmia segregaatioon, WomenIT tutkimusprojekti, 2005, p.51) 

 

When metakongnitive skills and self-knowledge develops an individual starts to more and more 

become aware how her/his “norm-me” and “ideal-me” have become. In the study, an interesting 

point is made in an example where a girl who is extremely good in mathematical subject says, 

“I’m not a mathematical person”. Perhaps this girl doesn’t want to be a mathematical person 

because mathematical skills haven’t belonged to the norms that are directed to females. By 

empowering the knowledge of “ideal-me” and developing women’s self-evaluation, business 

segregation that so strongly still exists in economy could be scattered. (Koulutus, 

sukupuolisosialisaatio ja teknologia – näkökulmia segregaatioon, WomenIT tutkimusprojekti, 

2005, p.51) 

 

3.5.1 Trends in Education 
 
OECD, Organisation for Economical Co-operation and Development has made a research 

concerning the educational situation in its member countries. In the below chart, we have 

included all the Nordic-countries to get a wider view how the educational situation varies. 

According to OECD’s research, in 2002 in Sweden 49 percent of population (25-64 year old) had 

completed upper secondary or post secondary non-tertiary education, when the percentage in 

Finland was lower, 42 percent. Population with tertiary education was on the same level in both 

countries. (See table number eight.) 
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Table 8. Trends in educational attainment of the 25- to 64-year-old population 1991-2002. 
 

 

According to Eurostatistics women’s level of education is in almost all EU countries higher if we 

compare men and women who have completed at least secondary education. Women also 

represent majority of university students. In Finland 87,9 percent of women aged 20 to 24 years 

have completed upper secondary education when in comparison only 81,2 percent of men in 

same age group have done so. Also in Sweden the percentage of women is higher, 89 percent 

compared to men’s 86,6 percent.  

 

Among tertiary education 53,5 percent of students in Finland are women when in Sweden the 

percentage is 59,6. In the table number nine we can also see the segregation by subjects; only 

41,7 percent of Finnish students and 42,8 of Swedish students in science, mathematics and 

computing are women.  
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Table 9. Share of women aged 20 to 24 having at least completed upper secondary education in 

2005. Share of women among tertiary students in 2003. 

 

 
 

In OECD’s research also women’s annual earnings were compared to men’s annual earnings by 

educational level of attainment. What is interesting in the results is that Swedish women seem to 

have better situation compared to Finnish women in the age-group of 30-44 years old, but when 

we view the situation in the age-group of 55-64 years old, the situation turns other way round. 

Finnish women seem to earn better salary compared to men than Swedish women in that age 

group when we take into account non-tertiary education. However, these two countries go almost 

hand in hand when we view the situation in age group 55-64 old in tertiary education. (See table 

number ten.) 
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Table 10. Differences in earnings between females and males. Average annual earnings of 

females as a percentage of males by level of educational attainment of 30-to 44-year-olds and 55- 

to 64-year-olds. 

 

 
OECD’s research also showed the income difference that occurs between men and women by 

educational level of attainment. Female population with below upper secondary education in 

Finland seems to have better income than male population within similar educational background 

in both age groups. In Sweden the difference is not so obvious. In fact in age group 30-44 years 

old female population earns slightly less than men.  

What is interesting in this research is that the situation between these two countries turns upside 

down when we examine tertiary education. In Finland the situation changes already on tertiary-

type B education and the difference increases when we study tertiary-type A and advanced 

research programme. However in Sweden the differences between genders are not so obvious on 

tertiary-type B education, but also increase when we move on to tertiary-type A education. 

According to the table number eleven (next page) Finnish women have higher relative earnings in 

every educational level and in both age groups.  
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Table 11. Relative earnings of the population with income from employment by level of 

educational attainment and gender for 25- to 64-year-olds and 30- to 44-year-olds. 
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3.6 Society’s Role in Pay Differentials 

 

3.6.1 What Has Been Done to Diminish Pay Differentials and Promote Equality at Work in 
Sweden? 
 
According to Swedish Government Offices (Regeringskansliet) gender equality matters and 

policy affects all sectors of society. Gender equality issues in Sweden are dealt with at the 

Ministry for Industry, Employment and Communications, where the Division for Gender 

Equality has among its tasks the processing of gender equality matters. The Office of the Equal 

Opportunities Ombudsman also comes under the Minister for Equality Affairs and also questions 

concerning legislation and equality between men and women in the workplace. 

 

“The main objective of the Sweden’s Government’s policy is that “women and men shall have 

equal power to shape society and their own lives”. A prerequisite to accomplish this is that 

women and men enjoy the same opportunities, rights and obligations in all spheres of life.” 

 

The latest action plan prepared by the the Government is from 7th of June 2006, when Sweden’s 

Government handed over an action plan for Gender Equal Payments and Salaries (Handlingsplan 

för jämställda löner) (skr.2005/06:213) to Parliament (Riksdag). The action plan presents a begun 

work against irrelevant pay differences between women and men as also important commisions 

to authorities and planned inquiries. The action plan announces number of measures, which are 

planned to carry out during the following three year’s period. These includes for example: 

Changes in protection of employment law (anställningsskyddslagen)  and law of parental leave 

(föräldraledighetslagen), strengthtening right for fultime employment, appoint a commission for 

pay differences (tillsätta en löneskillnadsutredning) and review of Equal Opportunities Act’s 

(jämställdhetslagen) regulations for survey of pay differentials. 

 

According to Government Offices of Sweden (Regeringskansliet), purpose of the action plan for 

Gender Equal Payments and Salaries is to get an overall picture of questions which are direct or 

unridect related to irrelevant pay differences. In purpose is through cooperation with the parties 

on the labour market to work systematic to get rid off the irrelevant pay differences.  
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3.6.2 EQUAL Project in Sweden 
 
Equal Community Initiative is an example of a project that aims to gender equality. EQUAL is 

run by the European Social Fund (ESF). ESF has sponsored various projects from educational 

development programmes to gender equality projects in Sweden. Genderforce is a development 

partnership programme, which includes both civil and military authorities. Its main aim is to 

increase knowledge and insights of equality between the sexes. It also promotes the demand for 

increased amount of women in key positions and international posts.  

 

According to Gerderforce men are over presented in some of the authorities that have joined 

Genderforce and it is therefore difficult for them to increase the amount of women not to mention 

keep the women working for them. One of the biggest problems are the old, invisible norms and 

habits that make it difficult to break the organisational and structural obstacles. Genderforce is 

therefore going to e.g. 

 

• Make the recruiting process more visible for women to apply for international posts and 

also with new recruiting methods increase the amount of women in leading positions 

• Act to make sure that all mandates in missions have the necessary directives concerning 

equality and women’s active participation in reconstruction 

• Develop tools which makes it easier for Swedish personnel with international posts to 

respect women’s special needs and rights 

• Train Swedish personnel about equality in whole and women’s human rights 

 

Genderskolan is a project that focuses to build a view that makes all regulations that relate to 

equality part of normal life. It aims to make regulations as natural to follow as traffic rules. 

Genderskolan spreads knowledge of segregations complexity and focuses on developing new 

structural orders regarding women’s and men’s roles and functions in business life.  

 

Värmlands Arbetlivsforum is a forum in the Internet that’s main goal is to create new aspects to 

relations between working life and family life, how to make these two individual lives work in 

balance together. This has been a problem especially among working women. Värmlands 

Arbetslivsforum tries to identify and make the structures visible in the working life, which hinder 
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the balance to prevail. Genderforce, Gerderskolan and Värmlands Arbetslivforum are all 

subprojects of EQUAL.  

 

3.6.3 What Has Been Done to Diminish Pay Differentials and Promote Equality at Work in 
Finland? 
 
The Ministry of Social Affairs and Health is the organ dealing with gender equal issues in 

Finland. Those responsible for the practical implementation of equality are the Ombudsman for 

Equality, the Gender Equality Unit, and the Council for Equality.  

The current government program contains a comprehensive section on gender equality. This 

establishes an equality action plan, which among other things aims to achieve an income equality 

program.  A report drawn up by Tuulikki Petäjäniemi for the Ministry of Social Affairs and 

Health, which was submitted in the end of August 2005, finds that a government equal pay 

program is needed to end unjustified pay differentials and that this should be prepared in 

cooperation with employee’s and employers’ organizations. This study looks at the prerequisites 

for the creation of such a program. (Petäjäniemi T., 2004, A study of the prerequisites for 

preparing an equal pay programme of the Government together with social partners) 

According to the report, the new Act on Equality between Women and Men (discussed earlier in 

the chapter 3.3.1), which was introduced in Parliament in autumn 2004, will help promote equal 

pay but it will not greatly influence gender wage differentials between companies, organizations 

or branches of business. The report finds that measures to promote equal pay must be started at 

workplaces. “All components of pay: the job and task specific components, the component based 

on the assessment of individual performance and competence and the result-based components 

must treat women and men equally. The wage differentials between women and men according to 

the report can be influenced, in part, by dismantling gender segregation of the labour market, for 

example by affecting young people’s choice of education and profession and also by measures 

undertaken by companies and organizations. Dismantling the segregation does not, however, 

eliminate the different appreciation of women’s and men’s jobs and the differences in the 

capacity to pay wages and the financial base of the different sectors and branches, which are thus 

reflected in lower wages in female dominated branches.” (Petäjäniemi T., 2004) 
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“In the equal pay program a special challenge to the Government is the amendment of the Equal 

Act, informing more about it and monitoring and assessment of its implementation and impact.” 

According to Tuulikki Petäjäniemi’s report, introduction of the specific gender equality plan and 

pay surveys requires providing instructions and training, preferably organized together. On the 

labour market, program components relating to pay formation could comprise increasing job 

evaluation, management of change by means of information, training and leadership training in 

the context of introduction of new pay systems as for example individual performance rating. 

This would ensure the equality of payment by results and its extension to all sectors, and as 

regards individual contract wages, information about them and training of women for wage 

negotiations. Also the development of statistics and related cooperation should continue 

according to the report. (Petäjäniemi T., 2004) 

 

In the report drawn up by Tuulikki Petäjäniemi she mentions that Sweden’s law of equality has 

included a duty to provide a plan for action of equal pay already since 2001, thus with different 

by contents compared to Finland’s plan for action of equal pay. Finland has benefit from 

experiences done in Sweden for example by that there is a great need for instructions offered to 

authorities and to prompt counselling when the action for equal pay is inaugurated. Also the 

Government in Finland has to get ready for a large information operation especially by its plan 

for action of equal pay. It is also important that the Government follow up the fulfilment of the 

action and evaluates its influences.  (Petäjäniemi T., 2004) 

 

3.6.4 EQUAL in Finland 
 

The European Social Fund (ESF) is running the same EQUAL project also in Finland. From 2000 

to 2006 the programme will be executed nationwide in Finland (with the exception of Åland). 

The aim of this programme is to develop new methods for preventing discrimination, social 

exclusion and inequality in labour market. The Equal Community Initiative is being executed 

through Development Partnerships, where various actors gather and unite their resources. These 

partnerships can either regional or sector-specific.  

Regional partnership means cooperation against certain issue in a specific area. In sector-specific 

partnership both parties act against inequality in a certain field of business or they focus on a 

target group. Also transnational cooperation between member states is vital for Equal 
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programme. Development Partnerships should focus on empowerment; involving the target 

groups into development, exchange information and experiences among other member states, 

create new procedures and translate gathered results into common practise. The target groups for 

Equal are among others long-term unemployed with little training, young people with various 

social or educational problems and men and women involved in measures intended to dismantle 

horizontal and vertical gender-based segregation in training and on the labour market.  

 

Within the Equal programme, various projects are ongoing to diminish the segregation and 

provide equal labour development. MONIKKO is a project that develops and discovers new 

solutions that promote gender equality in work places.  MONIKKO has five sub-projects: 

 

• Improving equality in technology industry 

• Equality and cultural diversity in the work community 

• Diversity and equality as success factors in companies 

• Work, family and changing gender roles 

• Age, age stereotypes and equality 
 

Women at Work, is a project that encourages career development and employment 

opportunities among women. One of the main aims of this programme is to work against 

gender-based differences in salaries and diminish the segregation in the labour market fields. 

The programme tries to develop regional models for action and find partner organisations that 

are willing to continue implementation. Women at Work uses tools such as mentoring system, 

networks for female managers, support groups for women who have had long absence from 

labour force and also counseling for immigrants with academic degrees.  

 

NaisWay project is a project that directs its aim towards segregation and encourages women to 

step into male-dominated professions such as transport and logistics. NaisWay has created a 

virtual meeting place called eStation. eStation provides student tutoring support and interaction 

with other students.  
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SUMMARY OF THE THEORY 

 

Below can be seen the empirical part linked to the theory part.  

 
 

In the first part of our theory, we handled the historical development in Finland and Sweden. 

Historical development gives perspective especially to question number six, which in our 

empirical part defines the way women in Finland and Sweden see the development in the last 

ten years. Historical development also gives base to question number five, which calculates the 

difference in cents and crowns between women’s and men’s payments and gives a possible 

answer whether the situation has improved according to women compared to historical data. 
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In our second theory part the reasons for pay differentials are under surveillance. In our 

empirical research questions number three and four try to find out what women think is the 

main reason women receive less pay compared to men from the same job and in general. Also 

our third theory part, which handles the parental leave regulations in Finland and Sweden and 

possible differences in them gives base to these two questions, since one of the answer choices 

is women’s absence of work because of maternity leave. Our theory regarding the educational 

trends and variations in Finland and Sweden give base also to these two earlier mentioned 

questions that handle reasons for pay differentials when one of the given answer choice is 

men’s better educational level. 

 

Society’s role in pay differentials wanted to give a view what has already been done on the 

governmental level to improve the pay differentials situation and example of the projects that 

are still going on. This theory frame can be directly mirrored with question number ten and 

eleven, which reflect women’s views whether according to them the government has done 

enough and what more could be done to improve the situation. With questions number seven 

and eight we wanted to highlight the activity of following the media in general regarding pay 

differentials. If the women do not follow the discussion in the media, they cannot be aware of 

the possible changes made in the legislation/guidelines to improve the situation.  

 

It should be noted that since theoretical statistics are usually based on income data and our 

empirical research on views and beliefs, the results are not directly comparable. 
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4. EMPIRICAL RESEARCH AND ANALYSIS 
 
The questionnaire was sent in total to 140 women, for 70 in Finland and for 70 in Sweden. 

Respondents were chosen by random covering women from various age groups, business 

branches and with versatile educational background.  The response rate in total was 53,6 percent. 

In Finland the total response rate was 58,6 percent and in Sweden 48,6 percent. According to our 

own views, the reason why the response rate in Sweden was 10 percent lower than in Finland was 

due to the fact that some of the questionnaires in Sweden were delivered by e-mail. In Finland all 

questionnaires were delivered by hand directly to the respondents or via contact person in a firm. 

 

 
 
 

In the following chapters we will go through all the questions in the questionnaire, we will 

explain the aims of each question and will analyse the answers compared to our study results. 

Just to mention in general, we could not find any previous studies that had exactly the same view 

as we had in our study. All the studies that concerned pay differentials were mostly quantitative 

based on facts not on views or beliefs. Therefore for example in a question number five, the 

comparison rate that is a result of our study, is not directly comparable with the results in our 

theory. However, it still gives a different kind of perspective to pay differentials. 

 

4.1. Question 1: Do you think that women earn as much as their male colleagues for the 
same job? 
 

Our first aim was to find out whether or not women in Finland and Sweden think that there are 

differences in the salaries men and women receive from same kind of positions. We could not 

just expect that all women think that there are pay differences between men and women. 
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Therefore our first goal was to study how large amount of women consider, that there are 

inequalities in salaries and how many percent think that the salaries are equal between men and 

women. With the first question, we were able to direct the respondents who thought that the 

wages were equal to a question number five since all the three following questions (questions 

number 2, 3 and 4) had an inequality perspective. 

 

As mentioned in the chapter 3.1.1, where the historical development and pay differentials 

situation according to the report by the European Commission (Report on equality between men 

and women 2006) was handled, there are pay differentials in both countries, Finland and Sweden. 

In Finland the situation had got worse in the period between 1999 and 2004, when in Sweden the 

situation had slightly improved. The results of our study also show similar results. Finnish 

women have more negative view on pay differentials compared to Swedish respondents. 

 

It was interesting to see that there were women who thought that there are no pay differences 

between men and women and that answers also varied if we compared both countries in question. 

Over 80 percent of Finnish respondents thought that women do not receive equal pay compared 

to men. 76,5 percent of Swedish respondents had similar views. Although the majority in both 

countries thought that women do not receive equal pay, 11,8 percent of Swedish respondents 

considered that women do receive equal pay. Only 4,9 percent of Finnish respondents thought so.  

 

13,3 percent of all answers could not specify whether they thought that there are inequalities or 

not. However, most of the respondents who could not give a specific answer to question number 

one, still gave answers to three following questions that were tied to the proposition that there are 

inequalities. We could make a harsh conclusion that even greater amount of women in both 

countries think that there are inequalities if they can find reasons to inequalities (if they answered 

for example to question number three which deals with the reasons for unequal pay.) 
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4.2 Question 2: Do you think you earn less, more or receive equal pay compared to their 
male colleagues for the same job? 
 

The goal of question number two was to find out how women perceive the difference in their own 

work place. Do they feel that the gap in wages between men and women is large or do men in the 

same position earn just slightly more/less than women.  

 
It was obviously difficult for women to define the size of the gap in same positions since over 32 

percent of all respondents could not define whether the gap was large, small or did not exist at all. 

41,2 percent of Swedish respondents and 25,6 percent of Finnish could not give exact answer to 

this question. However, when we view the results of question number two, we can see that 

Swedish respondents who were able to give more exact opinion to this question have more 

positive views than their Finnish counterparts. 26,5 percent of Swedish women thought that 

women and men in same positions earn equal pay when 23,1 percent of Finnish respondents 

thought so. Majority of Finnish respondents, 35,9 percent, thought that men, who work in same 

position as they do, earn slightly more. With Swedish women the percentage for the above-

mentioned possibility was less, only 17,6 percent.  
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The results of question number two, follow the same track that question number one gave us 

earlier. Swedish women feel according to the two first questions that the situation in Sweden is 

more positive compared to results from Finland.   

 

 
 

When we examined the question number two more deeply, we found out that in Sweden the 

respondents who had a secondary education had either very positive view (earn as much as their 

male colleagues) or very negative view (earn much less than their male colleague) as when the 

Finns were much more in consensus with their responds. Over 66 percent of the Finnish 

respondents with secondary education thought that they earn slightly less than their male 

colleague.  
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4.3 Question 3: What do you think is the main reason for why women earn less as their 
male colleagues for the same job? 
 

Question number three tries to define, what do women in Finland and Sweden think is the main 

reason for pay differences between men and women in same kind of position. We had included 

five possible answer choices and one open choice where the respondent could define what she 

thought the main reason is if the reason was not one of the five above. Our purpose was that 

women would choose only one alternative but obviously it was incredibly difficult to find only 

one reason for pay differentials, therefore many of the respondents had chosen various 

alternatives. We took all the answers into account if there were multiple reasons chosen. 

 

In chapter 3.5 women’s educational development was studied more deeply. It showed that in both 

countries women are better educated than men if we view the amount in tertiary education in 

2003 and therefore education rarely is the reason for pay differentials. The respondents in neither 

of the countries thought that education would be the reason for pay differentials. Only in age 

group 36-54 Swedish women found it to be a reason for pay differentials.  

 

Majority of Swedish respondents, 45 percent, thought that the main reason for pay differentials 

between men and women in same kind of positions is women’s own uncertainty to ask for a 
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bigger paycheck. Majority of Finnish respondents, 36,1 percent, thought so too. Social 

development was also rated high with over 31 percent of all respondents thinking that women’s 

later access to working life etc. was being the main reason for pay differentials. However, it is 

interesting to see that 19,7 percent of Finnish respondents thought that unequal treatment from 

manager’s side could cause pay differentials. Only 7,5 percent of Swedish respondents had 

similar views. The biggest surprise for us was that maternity leave was not considered to be a 

common reason for pay differentials in neither of the countries although maternity leave 

interrupts the development of women’s career usually for at least some months depending on 

how the parents decide to divide their parental leave. (See chapter 3.4 Legislation of Parental 

Leave and Child Care System in Sweden/Finland.)  

 

 
 
 
It was interesting to notice that women in age group 36-45 years had very different kind of views 

of what is causing pay differentials in question number three. When over 35 percent of Finnish 

women in the above-mentioned age group thought that the main reason why women earn less in 

the same position than men is women’s absence from working life because of maternity leave, 

the majority of Swedish women in the same age group thought that the main reason was women’s 

own uncertainty to demand better wage.  
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What makes Finnish women’s view even more interesting is that Finnish respondents in younger 

age group 26-35 years do not think at all that maternity leave could be the main reason for pay 

differentials. None of the respondents in age group 26-35 years chose alternative: women absence 

from working life (alternative c). Instead, their views were in line with the Swedish respondents 

in the same age group.  
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4.4 Question 4: What do you think is a general reason for why women earn less compared 
to men?  
 

Our purpose for question number four was to find out whether women in both countries see 

differently the reasons for pay differentials if we talk about reasons generally. In question number 

three we wanted to find the reason for pay differentials within same kind of positions but in 

question number four our purpose was to make women view the situation more commonly. We 

added one extra choice to the question number four, business branch. 

 

In Finland business branch was chosen to be the most obvious reason for pay differentials 

generally when in question number three, the most popular reason was women’s own uncertainty 

to ask for a higher salary. In Sweden the most common reason was the same as in question 

number three, women’s uncertainty to demand higher salary although business branch also 

played a distinctive role with 16,7 percent of all responses. In chapter number 3.2 (reasons for 

pay differentials) segregation was seen to be one of the biggest reasons in both countries for pay 

differentials. Finnish respondents followed the theory more persistently. Part-time working or 

public sector were not mentioned in any of the respondents’ answers who had chosen the 

alternative g) Something else, please specify. 

 

Both in question number three and question number four the interesting point is to see that in 

Sweden maternity leave is considered to be a bigger problem regarding pay differentials than in 

Finland. Although as we pointed out earlier, it was a surprise that maternity leave raised only 7,9 

percent of all respondents in question number three and eight percent in question number four, 

11,9 percent of Swedish respondents thinks this is the main reason for pay differentials, only four 

percent of Finnish respondents thought so.  

This is an interesting point since there is a good chance for taking maternity leave in both 

countries. In Sweden economical situation is better secured than in Finland as mentioned in 

chapter 3.4. In Sweden, compensation during parental leave is set at 16 months, of which 13 

months are compensated at 80 percent of the previous income and three months at a fixed rate 

when in Finland the percentage is 70 up to EUR 28.403 (percentage diminished of the amount 

that exceeds EUR 28.403). Therefore according to the law, it is difficult to explain why Swedish 

respondents see this issue more troubling. 
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4.5 Question 5: In most of the researches about pay differentials euros and cents/crowns are 
used to compare women’s and men’s payments. If a man earns one euro/100 crowns, how 
much do you think a woman earns for the same job?   
 

Question number five was the most interesting question for us. With this question, we were able 

to define the possible difference Swedish and Finnish respondents may have quantitatively. The 

average rate for all answers was 80,48 cents/crowns. In Sweden the average was 82,94 

cents/crowns when in Finland the average was lower, 78,33 cents/crowns. 

 

Our first study purpose was to find out what is the amount women in Sweden and Finland think 

women earn compared to men. The results follow the same line as in previous questions. In 

questions number one and two, Swedish respondents had a more “positive” view for the pay 

differential situation. Also in question number five, Swedish women think that the situation 

quantitatively is better than what the women in their neighbouring country think.  
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The Report on Equality of Men and Women, made by the European Union found out that in 

Finland situation had got worse during the period 1999-2004. When the pay gap in 1999 in 

Finland was approximately 19 percent, in 2004 it was 20 percent. The respondents however, see 

the situation even worse than the report stated, in Sweden even more than in Finland. In Sweden 

according to the report, the pay gap in 2004 was approximately 17 percent when our study shows 

a gap of 19,52 percent. In Finland the gap according to our study is 21,67 percent. 

 

4.6 Question 6: Do you think equality between women’s and men’s payments has improved 
during the last 10 years (during period 1996-2005)?   
 

With this question we wanted to see how the women’s views differ from results presented in 

statistics concerning historical development of women’s wages (see chapter 3.1 Historical 

Development of Women’s Wages in Sweden/Finland.) Answers to this question divide relatively 
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evenly between Finnish and Swedish women. Most of the women in both countries (71,1 percent 

Finland, 78,8 percent Sweden) think that the situation has improved slightly during the last 10 

years. Though in Finland 23,7 percent of the women think that the situation has stayed on the 

same level and 2,6 percent think that the situation has got slightly worse during the last 10 years. 

Respectively in Sweden 12,1 percent of the women think the situation has stayed on the same 

level and 0 percent of the women think that the situation has got worse.  

 

Compared to the statistics in our theory these results are quite interesting. According to the report 

made by European Commission Report on equality between men and women 2006 (see table 

number three) the situation both in Finland and in Sweden has not changed dramatically at all 

during period 1999-2004. It shows that that the situation in Finland has even got slightly worse 

during that period of time and in Sweden the situation has mainly stayed on the same level. 

According our respondents, majority of women in both countries think that there has been 

slightly improvement in equal payment development during the last 10 years. The Swedish 

women are in this case slightly more positive towards the situation compared to their Finnish 

counterparts.  

 

The results from respondents follow the statistics somewhat. Finnish women seem to have more 

negative view about the improvement of equality between women’s and men’s payments 

compared to Swedish women. According to tables presented in our theory there can be seen 

slight improvements in pay gaps between women and men now and then in both countries. 

However the situation in a long run has not improved. It seems that the women in general in 

Finland and Sweden believe that the situation has got better during the last ten years without 

knowing the real figures showed in statistics. 
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4.7 Question 7: Do you think there is enough discussion about women’s and men’s pay 
differentials in the media?   
 

With questions number seven and eight we wanted to find out what do women think about 

media’s role in discussion about pay differentials. At first we wanted to know whether women 

think that there is enough or little discussion about women’s and men’s pay differentials in the 

media. 

Also in this question the answers divided rather evenly between women in Finland and Sweden. 

Majority of the women think that there is too little discussion about women’s and men’s pay 

differentials in the media. Corresponding percent rates are 48,8 percent in Finland and 41,2 

percent in Sweden. Approximately 26 percent of the women in both countries think in contrary 

that there is enough discussion. Interesting difference between Finnish and Swedish women 

comes up in an alternative d: 20,6 percent of Swedish women think that there is all to little 

discussion about pay differentials in the media compared to Finnish women with 9,8 percent rate. 

Here we can draw a conclusion that most of the women both in Finland and Sweden think that 

there is too little discussion in the media about pay differentials between women and men. Bigger 

part of the Swedish women think although that there is all too little discussion in the media 

compared to Finnish women.  
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The questions number seven and eight are the first questions on which we could not find a 

suitable theory to be compared with our results. Anyhow we wanted to take these questions along 

to the questionnaire to support our study as a whole.  

 

 
 

4.8 Question 8: Do you follow debate about women’s and men’s pay comparison in the 
media? 
 
Secondly with the question number eight we wanted to know how actively women follow debate 

about women’s and men’s pay comparison in the media. In opinion of majority of the 

respondents they follow debate about women’s and men’s pay comparison in the media 

“sometimes” (alternative c.). Even 73,5  percent of the Swedish women have chosen this 

alternative corresponding with 68,3 percent in Finland. Second biggest amount of all the answers 

gets the alternative b. “Yes, often”. As a difference between Finnish and Swedish women 24,4 

percent of Finnish women think they follow often debate about women’s and men’s pay 

comparison in the media compared to only 14,7 percent of the women in Sweden. As a 

conclusion here could be said, that Finnish women follow debate about women’s and men’s pay 

differentials in the media more often than their counterparts in Sweden. An explanation for this 

could be seen by the fact which came up in the question number seven. Bigger amount of 

Swedish women think there is too little discussion about women’s and men’s pay differentials in 

the Swedish media compared to Finnish women. This could be an explanation why Swedish 
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women do not follow debate about women’s and men’s pay comparison so often as Finnish 

women. When comparing answers in different age groups among both Finnish and Swedish 

women the alternative c. seems to be superior in all age group. 

 

 

 

4.9 Question 9: With whom do you discuss about pay differentials between women and 
men? (You may choose several alternatives) 
 
The purpose of this question was to find out with whom the women discuss about pay 

differentials. In Sweden majority of the women discuss about pay differentials between women 

and men first with their friends, second with their spouses and third with their colleagues. 

Correspondingly in Finland women discuss about pay differentials first with their colleagues, 

second with their friends and third with their spouses. Common for both Swedish and Finnish 

women is that the three most usual alternatives are the same in both countries. In Sweden 6,9 

percent of the women do not discuss at all about pay differentials corresponding with 9,1 percent 

in Finland. Women who do not discuss at all about pay differentials seem to divide quite evenly 

in spite of which age group they belong or which position or educational background they have.  
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This question number nine was the second question, on which we could not find a suitable theory 

to be compared with our results. Also by this question we wanted to take it along to the 

questionnaire to support our study as a whole. 

 

 
 
 

4.10 Question 10: Do you think that people on the governmental level is working much 
enough to diminish the gulf between women’s and men’s payments?   
 
What we wanted to find out with the question number ten whether women think the Government 

is working enough to diminish the pay gaps between women and men. Majority of both Finnish 

and Swedish women think that people on the governmental level is not working enough to 

diminish the gulf between women’s and men’s payments. Corresponding percent rates are 73,2 

percent in Finland and 61,8 percent in Sweden. Only three percent of Swedish women think that 

government is working much enough to diminish the gulf between women’s and men’s payments 

corresponding zero percent of Finnish women. In both countries a relative big amount of all the 

answers gets alternative c: “I do not know” (26,8 percent Finland, 35,3 percent Sweden.) As a 

conclusion here can be mentioned that most of the women in both countries seem to react really 

negatively towards how effectively people on the governmental level is working to prevent the 

gulf between women’s and men’s payments. In any case rather big amount of the women seem 
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do not know the situation so well. This question is a good example how most of the women use 

their beliefs and emotions when answering to these kind of questions.  

 

 

 
According to our theory part, there are various actions that the Government in both countries has 

made in order to better the pay differential situation from company directed equality plans to 

various equality projects. Obliviously these projects and actions are not informed well enough in 

neither of the countries. It would have been interesting to include one more question to our 

questionnaire that could have given an answer to question, “Is there an equality plan in your 

company?”. This could have shown, are the directives made by the governments working or are 

they just rules to be ignored. However, according to our study either our respondents are not well 

informed of the actions being taken or the actions are not according to them intensive enough. 

 

4.11 Question 11: How do you think it would be possible to promote women’s and men’s 
equality concerning pay differentials? 
 

This question was the only open question in the questionnaire. Purpose of this question was to 

find out what the women think about the possibilities promoting pay differentials between 

women and men and encourage respondents to formulate their answers in their own words. The 

reason why this question was left open was to see what the reactions of respondents are to this 

kind of extensive and “extra” question in the end.  
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For this purpose the result was excellent. Over half of the respondents in both countries used the 

chance to answer to this question with remarkable answers. Comparing answers in Finland and 

Sweden results are quite similar. Answers which were totally comparable in both countries are 

following:  

 
Both Finnish and Swedish women think that women’s and men’s equality concerning pay 

differentials could be promoted by tightening legislation. They demand more women in leading 

positions to promote equalization in a long run.  Principle of same payment for the same job in 

spite of sex is a thing which came up very clearly in both countries. Promoting valuation and 

wage increases in women dominated branches in society, encouraging women to demand better 

start wage and wage increase, working against prevailing attitudes and masculine norms inside 

society, dividing costs in result of parental leave between both parents’ employers not only 

woman’s are all very interesting and remarkable answers which get a strong opinion among 

women both in Finland and Sweden.  

 

Other good answers worth noticing are:  
 
According to Swedish women adults need to educate their children equal already at home, in 

kinder garden, at school, etc. to promote equality and thus also women’s and men’s equality 

concerning pay differentials. A reasonable planned childcare system and encouraging fathers to 

take paternity leave are matters which got attention. Increasing awareness of pay differentials 

among people in leading positions and guiding them to handle questions concerning payments. 

Arranging courses for women how to negotiate more effectively of their own wage benefits. 

These are one of the most remarkable facts, which come up among Swedish respondents. 

According to Finnish women changing wage classes public is a fact, which comes up strongly. 

Making political plans concerning education, which pay attention to reasons for wage differences 

and encourage girls to educate themselves into male dominated branches where wages are known 

to be better. Increasing public discussion about how male- and female dominated branches like 

IT- and nursing branches are valuated in today’s society. Encouraging women to strive for into 

leading positions and this way promote equality concerning pay differentials between women and 

men. These are the most noticeable answers, which come up among Finnish respondents.  
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In conclusion both Finnish and Swedish women seem to have very strong and similar opinions 

about how it would be possible to promote women’s and men’s equality concerning pay 

differentials. Results being showed up in the question number eleven shows surprisingly how the 

women’s opinions about what could be done to promote women’s and men’s equality concerning 

pay differentials are nearly the same what have been presented in equal plans presented by 

Governments both in Finland and Sweden. In our opinion this is a good sign, which deserves to 

get more attention in a wider perspective.  
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5. CONCLUSIONS 
 

The study problem in our study was whether women in Finland and Sweden have different kind 

of views and beliefs of pay equality and the gap between women’s and men’s wages. We also 

wanted to find out how wide women in both countries believe the gap in wages is, has the 

situation according to their views got better or worse, do they feel that media and people on 

governmental level handle this issue enough and what do they think is the main reason why there 

are gaps in women’s and men’s wages.  

 

The question to our study problem is yes: Women in Finland and Sweden have different kind of 

views regarding pay equality and pay differentials. The difference in how wide the gap is was 

given in the question number five: “If a man earns one euro/100 crowns, how much do you think 

a woman earns for the same job?”. In Sweden the average was 82,94 cents/crowns when in 

Finland the average was lower, 78,33 cents/crowns. Also the reasons why pay differentials exist 

varied according to country in question. Finnish respondents thought that in general the main 

problem is female branches, which are known to have a low basic salary, whereas Swedish 

women thought that the main reason for pay differentials generally is women’s own uncertainty 

to ask for a bigger pay check. 

 

In general, Swedish respondents had a more positive view on the pay differentials situation 

compared to their Finnish counterparts. For example in the question number five (see above), 

which had a quantitative view, or for example question number two: “Do you think you earn less, 

more or receive equal pay compared to their male colleagues for the same job?” or question 

number six: “Do you think equality between women’s and men’s payments has improved during 

the last 10 years (during period 1996-2005?)” Swedish women seemed to be more positive 

towards the situation than Finnish women.  

 

It was not a surprise for us that women in both countries thought that pay differentials still exist. 

What was a surprise for us were the reasons why women thought pay differentials still prevail. 

Women’s own uncertainty to ask for a pay rise was seen one of the main reasons for pay 

differentials. Another surprise was that especially younger women in age group 26-35 years did 
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not find maternity leave a problem. This can be seen as a positive sign. Younger women between 

26 and 35 are not afraid to combine career and children.  

 

During our study we were extremely surprised how many projects and researches that concerned 

pay differentials have already been published in both countries. Surprising was to found out how 

the results presented in the question number eleven show how women’s opinions about what 

could be done to promote women’s and men’s equality concerning pay differentials are nearly the 

same what the Governments in both countries have already taken into their national equality 

plans. In our opinion the problem seems to be lack of information. The women are not well 

enough informed about these actions taken in their countries. Other interesting fact was to know 

about the Equal Opportunities Act presented both in Finland and Sweden to prohibit sex 

discrimination on the labour market. Surprising was that if all firms that have more than 10 

employees in Sweden and 30 employees in Finland should follow this kind of equality plan, why 

neither of us had heard nor seen any kind of equality plan in the companies we work. In our 

opinion it would have been interesting to include one more question to our questionnaire that 

would have given an answer to a question “Is there an equality plan in your company?” 

 

As a conclusion, we found out in our study that the women seem to have very strong opinions 

about what could be done to improve pay differential situation between women and men. Right 

now women just need to get informed properly what has been done on the governmental level 

and which actions they self can take to improve the pay differential situation on their own work 

place. This issue seems to have been discussed already for so long, so now or never it is time for 

real action and no more lip service.  
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SUMMARY OF THE RESEARCH 
 

The study problem in our study was whether women in Finland and Sweden have different kind 

of views and beliefs of pay equality and the gap between women’s and men’s wages. Question 

number one defined the possible gap there is according to women.  And according to our results 

over 80 percent of Finnish women and over 76 percent of Swedish women thought that there 

certainly is a gap in wages between men and women. 

 

Question number two handled the previous question with a more personal perspective and 

wanted to figure out whether women think that they earn less than their male colleague or 

possibly more. Approximately 45 percent of Finnish women thought that they earned less than 

their male colleague whereas the percentage was lower when only approximately 27 percent of 

Swedish women thought so. There were also significant variations among Swedish respondents if 

we viewed the situation by respondents’ education whereas Finnish respondents were more in 

consensus with their answers. 

 

Question number three got results to the reasons why there were are pay differentials between 

men and women who do same kind of job. Question number four also aimed for reasons but in 

wider perspective (reasons for pay differentials in general). The most obvious reason for pay 

differentials in both countries was women’s own uncertainty to ask for a bigger pay check. Also 

social development was seen as a key reason for differentials. Question number four went in line 

with question number three with social development and women’s own uncertainty to ask for a 

bigger paycheck got endorsement. However, female dominated branches versus male dominated 

branches were also seen as an obvious reason for pay differentials in general. 

 

Question number five calculated the difference women thought prevail in wages between women 

and men. According to Swedish women the average in how many cents or crown women receive 

compared to men’s 100 cents/100 crowns is 82,9. In Finland the amount is 78,33.   

 

Question number six gave us women’s view of the historical development during the last ten 

years. In both countries majority thought that the situation has improved during the last ten years. 
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In Finland however, 23,7 percent thought that the situation has not improved nor got worse. In 

Sweden the percentage was 12,1.  

 

Question number seven and eight gave answers to whether women think there is enough widely 

discussion regarding pay differentials in the media and whether they follow it actively 

themselves. The majority of women in both countries thought that there is too little discussion in 

the media about pay differentials although approximately 25 percent of women in both countries 

thought that this issue is handled enough. Women also seem to follow discussion in the media at 

least sometimes although only minority does it actively or often. Question number nine studied 

whom women talk about pay differentials with. Friends and colleagues were seen as most 

appropriate channels to share women’s feelings regarding pay differentials. 

 

Question number ten and eleven handled the views towards the governments in both countries 

and the result was clear: according to women, the government has not done and is not doing 

enough to improve the situation. What was interesting though, were the answers women gave in 

question number eleven, in which they were able to give their own opinion on what should be 

done to diminish the gap between men’s and women’s wages. Many of the proposals for 

improvement were already in governments’ acts or in some the equality projects. 
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APPENDIX I 
 

 
QUESTIONNAIRE RESEARCHING PAY DIFFERENTIALS BETWEEN WOMEN 

AND MEN 
 
 

* Age group I belong 
 

a) 17-25  
b) 26-35 
c) 36-45 
d) 46-55  
e) 56-65  
f) 66-75  
g) Something else, specify ________________________ 
 
 

* I live in  
 

a) Finland 
b) Sweden 

 
 
* I work at  
 

a) Public sector  
b) Private sector 

 
 
* Work branch I work in  
 

a) Industry and construction 
b) IT 
c) Service 
d) Finance 
e) Education, consulting 
f) Transportation 
g) Healthcare 
h) Agriculture 
i) Something else, specify________________________________________________ 
j) I am not working 
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* My position at workplace 
 

a)  Leading position 
b)  Superior position 
c)  Subordinate position 
d)  Worker 
e)  Self-employed 
f)   Farmer 
g)  Unemployed 
h)  Student 
i)   Pensioner 
j)  Something else 

 
 
 

* My educational background 
 

a)  Compulsory school 
b)  Upper secondary school 
c)  Vocational school 
d)  University education (högskoleutbildning) 
e)  Candidate degree from University 
f)  Master degree from University 
g)  Research education 
h)  Something else, specify________________________________________________ 

 

************************************************************************** 

 
1. Do you think that women earn as much as their male colleagues for the same job? 
 

a)  Yes  
b)  No 
c)  I do not know 

 
 

2. Do you think you earn, 
 

a)   As much as your male colleague  
b)   A bit more than your male colleague  
c)   Much more than your male colleague  
d)   A bit less than your male colleague  
e)   Much less than your male colleague 
f)   I do not know 
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3. If you in the question 1. chose alternative A. you can continue directly to question  number 5. 
   What do you think is a main reason for why women earn less as their male colleagues for the 

same job?  
 

a)   Social development (Women’s in general later entrance in working life compared to men 
has caused that pay development has ended on the lower level) 

b)   Better educational level of men 
c)   Women’s absence from working life because of maternity leave 
d)   Women’s own uncertainty to demand better start wage and wage increase 
e)   Unequal treatment from manager’s side 
f)   Something else, specify________________________________________________ 

 
 
4. What do you think is a general reason for why women earn less compared to men?  
 

a)   Social development (Women’s in general later entrance in working life compared to men 
has caused that pay development has ended on the lower level) 

b)   Better educational level of men 
c)   Women’s absence from working life because of maternity leave 
d)   Women’s own insecurity to demand better start wage and wage increase 
e)   Unequal treatment from foreman’s side 
f)   Branch (women dominated branches versus male dominated branches) 
g)  Something else, specify________________________________________________ 

 
 

5. In most of the researches about pay differentials there is used euros and cents/crowns to be 
able to compare women’s and men’s payments. If a man earns one euro/100 crowns, how much 
do you think a woman earns for the same job?   
  

a) 50 cent /50 crowns 
b) 70 cent /70 crowns 
c) 75 cent /75 crowns 
d) 80 cent /80 crowns 
e) 85 cent /85 crowns 
f) 1 euro /100 crowns 
g) 1,20 euros /120 crowns 
h)   Something else, specify_______________________________________________ 
 

 
6. Do you think equality between women’s and men’s payments has improved during the last 10   

years (during period 1996-2005)?   
 

a)   Yes, it has improved considerably 
b)   Yes, it has improved slightly 
c)   It has stayed on the same level   
d)   No, it has got slightly worse during the last 10 years 
e)   No, it has got considerably worse during the last 10 years 
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7. Do you think there is enough discussion about women’s and men’s pay differentials in the 
media?   

 
a)   Yes, there is enough discussion 
b)   There is too much discussion  
c)   No, there is too little discussion  
d)   No, there is all to little discussion 
e)   I do not know   

 
 

8. Do you follow debate about women’s and men’s pay comparison in the media? 
 

a)   Yes I follow actively  
b)   Yes I follow often 
c)   Yes I follow sometimes 
d)   No never 
e)   I do not know 
 
 

9. Do you discuss about pay differentials between women and men (you may choose several 
alternatives)  

 
a)   With your friends? 
b)   With your colleagues? 
c)   With your spouse? 
d)   With your employer? 
e)   In the Internet? 
f)   No, I do not discuss 

 
 
10. Do you think that people on the governmental level is working much enough to diminish the 

gulf between women’s and men’s payments?   
 

a)  Yes 
      b)  No 

c)  I do not know 
 
 
11. How do you think it would be possible to promote women’s and men’s equality concerning 

pay differentials? 
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________ 
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APPENDIX II 
 
 
KYSELYLOMAKE NAISTEN JA MIESTEN PALKKAEROISTA 
 
 
* Ikäryhmä, johon kuulun 
 

a) 17-25 vuotta 
b) 26-35 vuotta 
c) 36-45 vuotta 
d) 46-55 vuotta 
e) 56-65 vuotta 
f) 66-75 vuotta 
g) Muu, mikä?_______________________ 
 
 

* Asun 
 

a) Suomessa 
b) Ruotsissa 

 
 
 
* Työskentelen 
 

a) Julkisella sektorilla  
b) Yksityisellä sektorilla  

 
 
 
* Toimiala jolla työskentelen 
 

a) Teollisuus ja rakentaminen 
b) Tietotekniikka 
c) Kauppa ja palvelut 
d) Rahoitus 
e) Koulutus, konsultointi 
f) Kuljetus, liikenne 
g) Terveydenhoito 
h) Maa- ja metsätalous  
i) Muu, mikä?_____________________________________________ 
j) En ole mukana työelämässä  
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* Asemani työpaikalla 
 

a) Johtavassa asemassa 
b) Ylempi toimihenkilö  
c) Alempi toimihenkilö  
d) Työntekijä  
e) Yrittäjä tai yksityinen ammatinharjoittaja  
f) Maatalousyrittäjä  
g) Työtön  
h) Opiskelija 
i)  Eläkeläinen 
j)  Muu  

 
 
 

* Koulutustaustani 
 

a) Peruskoulu 
b) Ylioppilastutkinto 
c) Ammatillinen perustutkinto 
d) Ammattikorkeakoulututkinto 
e) Yliopistollinen korkeakoulututkinto 
f) Ylempi ammattikorkeakoulututkinto 
g) Yliopistolliset jatkotutkinnot 
h) muu, mikä?__________________________________________________ 

 

************************************************************************** 

  
1. Saavatko naiset mielestäsi miehiin nähden samansuuruista palkkaa samasta työstä?  
 

a) Kyllä  
b) Ei  
c) En osaa sanoa  

 
 
 

2. Koetko saavasi, 
 

a) Samansuuruista palkkaa, kuin miespuolinen kollegasi 
b) Hieman parempaa palkkaa, kuin miespuolinen kollegasi 
c) Paljon parempaa palkkaa, kuin miespuolinen kollegasi 
d) Hieman pienempää palkkaa, kuin miespuolinen kollegasi 
e) Paljon pienempää palkkaa, kuin miespuolinen kollegasi  
f) En osaa sanoa 
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3. Jos vastasit kysymykseen 1. vaihtoehdon A., voit siirtyä suoraan kysymykseen numero 5. 

Minkä uskot olevan päällimmäisin syy samaa työtä tekevien naisten miehiä pienempiin 
palkkoihin? 

 
a) Yhteiskunnallinen kehitys (naisten työelämään mukaantulon yleistyminen miehiä 

myöhemmin ja sitä kautta naisten palkkakehityksen jääminen alemmalle tasolle) 
b) Miesten parempi koulutustausta 
c) Lasten hankinta (naisten hoitovapaalle jääminen) 
d) Naisten oma epävarmuus pyytää parempaa lähtöpalkkaa ja palkankorotusta 
e) Epätasa-arvoinen kohtelu esimiehen puolelta 
f) Muu syy, mikä?________________________________________________________ 

 
 
4. Minkä uskot olevan yleisesti päällimmäisin syy naisten miehiä huonompiin palkkoihin? 
 

a) Yhteiskunnallinen kehitys (naisten työelämään mukaantulon yleistyminen miehiä 
myöhemmin ja sitä kautta naisten palkkakehityksen jääminen alemmalle tasolle) 

b) Miesten parempi koulutustausta 
c) Lasten hankinta (naisten hoitovapaalle jääminen) 
d) Naisten oma epävarmuus pyytää parempaa lähtöpalkkaa ja palkankorotusta 
e) Epätasa-arvoinen kohtelu esimiehen puolelta 
f) Toimiala (naisvaltaiset alat vs. miesvaltaiset alat) 
g) Muu syy, mikä?________________________________________________________ 

 
 

5. Useissa palkkaerotutkimuksissa naisten ja miesten saama palkka kiteytetään euroon ja 
sentteihin. Jos mies ansaitsee yhden euron, kuinka paljon arvioit naisen ansaitsevan samasta 
työstä? 
 

h) 50 senttiä 
i) 70 senttiä  
j) 75 senttiä  
k) 80 senttiä  
l) 85 senttiä 
m) 1 euro 
n) 1,20 euroa  
o) muu, mikä?_____________________________________________________________ 

 
 
6. Onko mielestäsi tasa-arvo naisten ja miesten palkkojen välillä parantunut viimeisen 10 vuoden 
aikana (ajanjaksolla 1996-2005)?  
 

a) Kyllä, parantunut huomattavasti  
b) Kyllä, parantunut hieman  
c) Pysynyt samalla tasolla  
d) Ei, huonontunut hieman viimeisen 10 vuoden aikana  
e) Ei, huonontunut huomattavasti viimeisen 10 vuoden aikana 
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7. Keskustellaanko julkisuudessa ja tiedotusvälineissä mielestäsi tarpeeksi naisten ja miesten 
palkkaeroista? 
 

a) Kyllä, keskustellaan tarpeeksi 
b) Keskustellaan liikaa 
c) Ei, keskustellaan liian vähän 
d) Ei, keskustellaan aivan liian vähän 
e) En osaa sanoa  

 
 

8. Seuraatko keskustelua naisten ja miesten palkkavertailuista tiedotusvälineissä? 
 

a. Kyllä, seuraan erittäin aktiivisesti 
b. Kyllä, seuraan usein 
c. Kyllä, seuraan satunnaisesti 
d. Ei, en seuraa ollenkaan 
e. En osaa sanoa 
 
 

9. Keskusteletko naisten ja miesten palkkaeroista (voit valita useamman vaihtoehdon) 
 

b) Ystävien kanssa? 
c) Työtovereiden kanssa? 
d) Puolison kanssa?  
e) Työnantajan kanssa? 
f) Internetin keskustelupalstoilla? 
g) Ei, en keskustele 

 
 
10. Tehdäänkö mielestäsi hallitustasolla tarpeeksi kuilun kitkemiseksi naisten ja miesten 
palkoissa?  
 

a. Kyllä  
b. Ei  
c. En osaa sanoa  

 
 
11.  Miten mielestäsi naisten ja miesten palkkatasa-arvoa voisi edistää?  
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________ 
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APPENDIX III 
 
 

FRÅGEFORMULÄR FÖR ATT UNDERSÖKA LÖNESKILLNADER MELLAN 
KVINNOR OCH MÄN 

 
 

 
* Åldersgrupp jag tillhör 
 

a) 17-25 år 
b) 26-35 år 
c) 36-45 år 
d) 46-55 år 
e) 56-65 år 
f) 66-75 år 
g) Annat, vad?_______________________ 
 
 

* Jag bor i 
 

c) Finland 
d) Sverige 

 
 
* Jag jobbar på 
 

c) Offentliga sektorn  
d) Privata sektorn 

 
 
* Branschen jag jobbar på 
 

k) Industri och byggbransch 
l) Data/IT 
m) Handel och service 
n) Finans 
o) Utbildning, konsultering 
p) Transport 
q) Hälsovård 
r) Jord- och skogsbruk  
s) Annat, vad?________________________________________________ 
t) Jag är inte med i yrkeslivet 
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* Min position på arbetsplatsen 
 

a)  Ledande position 
b)  I överordnad ställning  
c)  I underordnad ställning 
d)  Arbetare  
e)  Egen företagare 
f)   Jordbrukare  
g)  Arbetslös  
h)  Student 
i)   Pensionär 
j)  Annat 

 
 
 

* Min utbildningsbakgrund 
 

a)  Grundskola 
b)  Gymnasium 
c)  Arbetsinriktad gymnasial utbildning 
d)  Högskoleutbildning 
e)  Kandidatexamen från universitet 
f)  Magisterexamen från universitet 
g)  Forskarutbildning 
h)  Annat, vad?__________________________________________________ 

 

************************************************************************** 

 

1. Tycker du att kvinnor jämfört med män får lika stor lön för samma arbete? 
 

a)  Ja  
b)  Nej 
c)  Vet ej  

 
 

2. Känner du att du får, 
 

a)   Lika stor lön som din manliga kollega 
b)   Lite högre lön än din manliga kollega 
c)   Mycket högre lön än din manliga kollega 
d)   Lite lägre lön än din manliga kollega 
e)   Mycket lägre lön än din manliga kollega  
f)   Vet ej 
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3. Om du i fråga nummer 1. valde alternativ A. kan du direkt gå vidare till fråga nummer 5. 
Vad tycker du att huvudorsaken är till att kvinnor som utför samma arbete som män får lägre 
lön? 

 
a)   Samhällelig utveckling (Kvinnornas i allmänhet och jämförbart med männen senare 

inträde i  arbetslivet har orsakat att kvinnornas löneutveckling hamnat på en lägre nivå) 
b)   Männens bättre utbildningsbakgrund 
c)   Kvinnornas frånvaro från arbetslivet på grund av mammaledighet  
d)   Kvinnornas egen osäkerhet kring att begära bättre ingångslön och löneförhöjning 
e)   Icke jämställd behandling av förmannen  
f)   Annan orsak, vad?________________________________________________________ 

 
 
4. Vad tror du vara en generell orsak till varför kvinnor får lägre lön jämfört med männen?  
 

a)   Samhällelig utveckling (Kvinnornas i allmänhet och jämförbart med männen senare 
inträde i   arbetslivet har orsakat att kvinnornas löneutveckling hamnat på en lägre nivå) 

b)   Männens bättre utbildningsbakgrund 
c)   Kvinnornas frånvaro från arbetslivet på grund av mammaledighet  
d)   Kvinnornas egen osäkerhet kring att begära bättre ingångslön och löneförhöjning 
e)   Icke jämställd behandling av förmannen  
f)   Branschen (kvinno- mot mansdominerade branscher) 
g)  Annan orsak, vad?________________________________________________________ 

 
 

5. I de flesta undersökningar gällande löneskillnader använder man kronor för att jämföra 
kvinnornas och männens lön. Om en man tjänar 100 kronor hur mycket tror du att en kvinna 
tjänar motsvarande från samma arbete?   
  

a)   50 kronor 
b)   70 kronor 
c)   75 kronor  
d)   80 kronor 
e)   85 kronor 
f)   100 kronor 
g)   120 kronor  
h)   Annat, vad?__________________________ 

 
 
6. Tycker du att jämställdheten mellan kvinnornas och männens löner har blivit bättre under de  
senaste 10 åren (under perioden 1996-2005)?   
 

a)   Ja, har blivit avsevärt bättre  
b)   Ja, har blivit lite bättre  
c)   Har hållit sig på samma nivå   
d)   Nej, har försämrats lite under de senaste 10 åren   
e)   Nej, har försämrats avsevärt under de senaste 10 åren  
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7. Tycker du att man diskuterar tillräckligt mycket om kvinnornas och männens löneskillnader i 

media?   
 

a)   Ja, man diskuterar tillräckligt mycket 
b)   Man diskuterar för mycket  
c)   Nej, man diskuterar för lite  
d)   Nej, man diskuterar alldeles för lite  
e)   Vet ej    

 
 

8. Följer du debatter angående kvinnornas och männens lönejämförelser i media? 
 

a)   Ja, aktivt  
b)   Ja, ofta 
c)   Ja, ibland 
d)   Nej, aldrig 
e)   Vet ej 
 
 

9. Diskuterar du om kvinnornas och männens löneskillnader (du kan välja flera alternativ)  
 

a)   Med vänner? 
b)   Med kollegor? 
c)   Med din partner? 
d)   Med din arbetsgivare? 
e)   På Internet? 
f)   Nej, jag diskuterar inte 

 
 
10. Tycker du att man på regeringsnivå arbetar tillräckligt mycket med att minska klyftan mellan 

kvinnornas och männens löner?   
 

a)   Ja  
      b)  Nej 

c)  Vet ej  
 
 
11. Hur tycker du att man skulle kunna främja kvinnornas och männens jämställdhet gällande 

löner?  
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________ 
 


