3. The gender-segregated labour market
3.1 Introduction
The workplace has served to hinder progress towards equality between women and men. This is one of the main findings of the Gender Equality Survey. According to this investigation there has been greater progress towards equality in the home than in the workplace. This is a conclusion reached by comparing the survey with a similar survey in 1988. In spite of many years’ work towards gender equality in the workplace, Norway is still largely split along gender lines in this arena. The segregation extends even into individual workplaces. The majority of employees work predominantly with colleagues of their own gender.  The investigation further shows that segregation by gender in the workplace has not become less over the last 20 years.
Along with the rest of Scandinavia, Norway has one of the most gender-divided labour markets among the industrialised countries in the world. At the same time, Norway and Sweden are considered to be pioneers when it comes to equality between women and men.  They are also two of the countries that have the highest percentage of women in paid employment. This is often presented as a gender equality paradox. But is it a paradox? We can look at it another way. The gender-segregated workplace is to a high degree an actual result of high female participation in the labour market in the Nordic countries. It has to date been an important precondition for the high employment rates among women. High employment among women correlates with the fact that the unpaid work that has traditionally been performed by women in the private sphere, is now being carried out as paid work by the labour force. There are therefore important historical reasons for the paradoxical relationship between high professional participation among women and a gender divided employment picture. To the extent that we can talk about a gender equality paradox, it is that this historical correlation between women’s occupational participation and gender-segregated structures in the labour market still exists today. Equality between women and men in the labour market is an important cultural norm, and women are almost on a par with men in terms of employment statistics.
For the government, it is important to raise the problem of a gender-segregated labour market as a social challenge. A gender-divided workplace is a problem for both men and women. Segregation is a significant structural obstacle in the way of women and men achieving equal economic rights and fair choices when it comes to professional participation.

The segregated labour market is a problem for equality in several ways.  Female dominated workplaces still land lowest on the list in regards to salary, involuntary part-time work, possibilities for career development and the right to decide, “how the work should be done”.

When working life is segregated according to gender, traditional gender roles are reinforced.  Gender equality should mean that both men and women operate with the same opportunities to choose an educational or career path, without being influenced by negative cultural prejudices or stereotypes.  A labour market that is segregated by gender validates and strengthens stereotypes and prejudice.  Gender stereotypes can in this way be just as effective as formal prohibitions in inhibiting girls and boys from making free and individual choices of education and occupation. 

The segregated labour market tends to “genderise” the choices that both men and women make with regards to education, career and working hours.  If this is to change, then structures that limit men’s choices must also be made visible and then broken down.  Most boys and girls follow traditional gender patterns already when choosing an educational path.  There are clear signs that working hours reflect the segregation of the workplace.  Men work more than women and more men than women work long hours.  Of those employees who work part-time, most are women.

This government will work for an equitable gender distribution in the workplace.  This view has strong support among the population. The Gender Equality Survey has found that the majority of employees would like both genders to be well represented in their workplaces.  Many have expressed the desire for a better gender balance, and most are satisfied with their job when the gender balance is good.  So men must enter the female-dominated sectors like early childhood education, schools and health services.  It is equally important for men to take more responsibility for family life beyond breadwinning; they must try to adapt their work life to make more room for the family when they have children.  Although the home has become more influenced by the equality principle, there is still a fundamental imbalance.  Mothers both do more and decide more when it comes to housework and child care. Increased equality demands that fathers do more work at home and that mothers do more work outside the home (See Chapter 5).
The Equal Pay Commission asserts in NOU 2008:6 “Gender and Pay” that the pay gap between women and men is largely correlated with the gender split in the labour market.  Pay levels are systematically lower in jobs with a high percentage of female employees.  The commission writes that the low salary levels of these female dominated occupations contribute to the reinforcement of a segregated labour market.  It is believable that men would find an untraditional career choice less attractive when there is no economic incentive attached to it.  Better salary and better work conditions in female-dominated occupations would attract more male employees, asserts the commission. The commission’s majority put forth six concrete proposals for measures designed to lessen the pay gap between women and men.  None of these proposals is directly aimed at the segregated labour market itself, but towards arenas like enforcement agencies (Equality and Anti-discrimination Ombud), salary scales and family policy.  The commission’s report has been given a broad hearing.  Many groups have given their opinions and comments.  The government will continue to follow up this case.

The Men’s Panel has proposed various measures to entice more men to choose female-dominated professions, particularly the teaching professions, early childhood education and health and care services.  The panel pointed towards factors like the need for male role models, marketing strategies aimed at making these jobs attractive to boys and the importance of convincing men who have educated themselves in these fields to stay in these fields.  The panel also focused on the importance of improving career counselling in the schools with the goal of giving each individual a better foundation for making informed career choices.  This may motivate more people to make untraditional choices.  One way to proceed is to establish more full-time permanent positions and better career prospects in female-dominated fields.  Apprenticeships in various professions should be developed and employ active recruitment of girls to traditionally male jobs and boys to traditionally female jobs. 

3.2 Facts about the gender-segregated labour market
The Norwegian labour market is gender divided along several dimensions. Men and women perform different types of work, work in separate branches or work in separate professions altogether. Even when men and women work in the same company or the same profession, they often have different types of assignments or tasks in their various departments and positions. Many have jobs where most of their colleagues are of the same gender as themselves. According to a report from the Equality and Anti-discrimination Ombud, SALDO 2007, only about 30 percent of the employees work in industries with a relatively equitable gender distribution, that is at least 40 percent of each gender.
Since the 1970’s, both men’s and women’s dominance in workplaces where one gender is in the majority has been relatively stable. The women are in the majority in the health and care services sector and in the teaching sector. The men are in the majority in other sectors except the retail sector, where representation is about equal. 

If we look at how women and men are distributed in the different industries (Table 3.1), we see that nearly 60 percent of men are employed in industry and mining, domestic trade, the hotel and restaurant sector, business services and the building and construction sector. Employment among women is particularly focused on health and social services, domestic trade, the hotel and restaurant sector and education. The concentration of women in health and social services is particularly pronounced.
Table 3.1. Employment of women and men by major industry division in 2007. Percent

	
	Men
	Women

	Industry and mining
	17
	6

	Domestic trade, hotels, restaurants
	16
	19

	Business services, real estate
	13
	9

	Building and construction
	13
	1

	Transport/telecommunications
	9
	3

	Health and social services
	7
	34

	Public administration 
	6
	6

	Education
	6
	12

	Agriculture, forestry and fishing
	4
	1

	Other social and personal services
	4
	5

	Oil and natural gas extraction
	2
	1

	Bank/finance
	2
	2

	Power and water supply
	1
	0

	All industries (including those not listed)
	100
	100


Source: SSB og AID

Figure 3.1 Employment of men and women by occupation, 2007
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Menn: men

Kvinner: women

Leiaryrke: Legislators, senior officials and managers

Akademiske yrke: Professionals

Høgskuleyrke: Technicians and associate professionals
Kontoryrke: Clerks

Sals- og serviceyrke: Service workers and market sales workers

Bønder, fiskarer o.l.: Agricultural, forestry and fishery workers

Handverkarar: Craft and related trades workers
Operatørar, sjåførar o.l.: Plant and machine operators and assemblers

Andre yrke: Other occupations and unspecified
There are large differences in what types of occupations men and women choose.  Figure 3.1 shows that many men work as craft and related trades workers (20 percent).  Equal numbers of men and women work as technicians and associate professionals.  Many men have work in sales and service, academics or as operators and drivers.  Women work primarily in sales and service and as technicians and associate professionals.  In these two occupations men and women seem to have different types of jobs within the profession.

Within occupations requiring a college education (Technicians and associate professionals) we find female-dominated professions like nursing, ECEC teaching, and school teaching, but also male-dominated professions like engineering.  In the last 20 years there has been a slight increase in the number of male ECEC teachers and nurses and female engineers.  Typical male-dominant jobs are custodian, industrial worker, building and construction and engineering. 
One study shows that about half of all men in the private sector work in occupations where 10% or fewer are women. Less than 1% of the men work in occupations where 90% or more, are women. The study shows that men in the private sector have congregated in workplaces where men are the predominant gender. Women distribute themselves more evenly than men. Only around 15% of women work in occupations in which over 90% of the employees are women.
3.2.1 Gender-divided educational choices 

The gender gap is relatively large already in the subject choices made in upper secondary education where the pupils can choose between vocational education programmes or programmes for general studies. Boys choose programmes for general studies to a lesser extent than girls. This may be a result of the fact that boys on average have lower grades from primary education than girls, see Table 2.2, which affects their option of study programs. When one compares boys and girls with similar grades from primary education, however, boys are more likely than girls to choose programmes for general studies
The distribution of boys and girls in occupational education programmes in secondary education follows a traditional gender pattern. Building and industrial technology, electrical studies, engineering and industrial production are typical “boy subjects” with over 90% boys. In programmes for nursing, social service and for design and craft there are only about 10% boys. Student applications for secondary education programmes reflect the gender-divided employment situation in Norway. Boys and girls also choose along traditional gender lines when they apply to higher education. Men dominate in the fields of science and technology, women in educational sciences, healthcare and social studies.
Figure 3.2 Students by gender and subject area
 SHAPE  \* MERGEFORMAT 



Studenter etter kjønn og fagfelt: Students by gender and subject area

Uoppgitt fagfelt: Field not specified

Samferdsels og sikkerhetsfag og andre servicefag: Transport, security and other service areas

Primærnæringsfag: Primary industry areas
Helse-, social- og idrettsfag: Health, social services and athletics

Naturvitenskapelige fag, håndverksfag og tekniske fag: Science, trade and technical subject areas

Økonomiske og administrative fag: Economics and administration

Samfunnsfag og juridiske fag: Civics and Law

Lærerutdanninger og utdanninger i pedagogikk: Teacher training, Pedagogy

Humanistiske og estestiske fag: Arts and Humanities

Allmennefag: General education

Andel kvinner: Proportion women (blue)
Andel men: Proportion men (red)
In higher education, it is men who are most prone to choose traditional paths, while women in increasing degree gravitate towards traditionally male-dominated programmes such as medicine, finance and administration, and also natural science and engineering. There has been an even gender distribution in medicine since the mid-1990’s. Within the economic and administrative fields women’s participation has increased from one quarter to about half in the last 20 years. There has been a doubling of the number of women in scientific and technical fields in the same period. Law schools have now become dominated by women.
No parallel trend exists towards an increased stream of male students into the traditionally female-dominated programmes. Here the percentage is higher for women also. At the same time that more women have gone into higher education, the educational choices among men have changed little. Thus, there are perceptibly more women in male-dominated, gender-integrated and female-dominated programs.
3.2.2 The gender-segregated labour market – the effect on salaries for men and women 

If we look at the monthly salary for full-time employees we see that men earned about 116% of the salary for women in 2007. The annual wages in 2007 (monthly salary x 12) were 420 300 kroner for men and 363 600 kroner for women. Salary gender ratios are greater in private sectors than in the public sector. During recent years women and men have approached each other in salary. From 2006 to 2007 however, a slight increase in the average salary differences between men and women has been noted.
Table 3.2 shows that men make more money than women in all sectors apart from the building and construction sector and in school teaching, where men and women make about the same. The difference is greatest within financial services and healthcare. Looking at the distribution among major occupational fields, the table shows that full-time male employees in financial services had the highest salaries, with men in oil, gas and mining operations work in second place.
Table 3.2 Average salaries for men and the percent comparison to the average salary for women by occupational field in 2007.  Full-time employees.

	
	Monthly wage  x 12 per 1.9./1.10.
	Male salary as a percent

of female salary 

	
	2007
	2007

	All financial services
	617 500
	146

	Health care (public hospitals)
	487 900
	129

	Real estate and business services 
	484 000
	124

	All trade of goods
	409 200
	120

	Private health and social services
	384 200
	120

	Social and personal services
	437 600
	116

	Private education
	415 200
	115

	Industry
	392 500
	112

	Hotel- and restaurant branch
	316 100
	112

	Transport
	403 100
	112

	Oil and gas extraction and mining
	611 000
	110

	Power suppliers
	466 700
	110

	Central government
	410 000
	110

	Municipalities and county municipalities
	363 300
	108

	Teaching staff in schools
	405 700
	103

	Building and construction
	371 800
	102

	Average wage (full time employees)
	420 300
	116


1 Tilsette i kraftforsyning og undervisningspersonell i skuleverket er ikkje med i statistikkgrunnlaget.

Source: SSB, berekningsutvalet (Employees in Energy Suppliance and taff in Schools are excepted from this statistics)
Salaries increase with the length of education in all industries. 

The pay spread is greater among men than among women. Over 80% of people in the group with the highest wages are men. If we correct for the fact that there are more men than women employed, this percentage will go down somewhat. In 2007 the ten percent of the population with the highest salary (tenth deciles) earned 20% of the total wages for men, while the ten percent of men with the lowest wages (the first deciles) earned only 5% of total wages for men. Women are distributed more evenly on the pay scale, but are over-represented in the group with the lowest wages.
The Equal Pay Commission delivered its recommendation in February 2008. The main conclusion is that the gender-divided labour market explains the gender pay gap, and that the pay gap corresponds to the gender split in the workplace. This means, among other things, that the equal pay issue is a question about the wage level in female-dominated professions, both for women and men. The problem of equal wages is not just a question of individual wage differences based on an individual’s gender, but is rather tied to a strong gender split in the work force and the price of labour in female-dominated occupations and sectors.
The fact that men earn more helps to preserve their status as the primary breadwinner.  It also keeps men in the position of being the parent that has the longest working day. See more about this in Chapter 5.
3.2.3 The gender-segregated labour market – its effect on the quality of working conditions and well-being of employees
Gender division in the workplace also has consequences for the working environment and the well-being of employees. An analysis of the answers to a number of questions in the Gender Equality Survey shows that there are systematic differences between male and female dominated occupations.
Replies show that a greater proportion of both men and women report conflict and slandering in workplaces when one gender dominates, and most of that behaviour we find in female-dominated jobs. Both male and female employees in the female-dominated workplaces report a lower sense of well-being on the job.  As women increase their participation in the labour market, fewer men say that they have good opportunities for advancement and career development. Fewer women report that they “decide how the work should be done”.

Companies where women are in the majority are characterized by poorer conditions for both female and male employees. This applies to economic benefits, involuntary part-time work and the opportunities for career development, advancement and decision-making. 

Gender balance has a positive influence on the workplace – the majority want to have a better gender balance in the workplace. 

The Gender Equality Survey has revealed that workplaces with a good gender balance have the best working environments. For example, the lowest levels of conflict were found in the workplaces with a good balance between the sexes. A few instances of conflict and slandering in workplaces with good gender balance are found, but the level is lower. The same is true of the experience of being negatively differentially treated because of gender. Both sexes reported less negative discrimination when the gender balance was good. And most say they are satisfied with the job when the gender balance is good.

Many of those questioned expressed the desire for a better gender balance at work.

Figure 3.3 
Attitudes towards more even gender distribution
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Ønskjer fleire menn/kvinner: Want more men/women

Menn: Ønskjer fleire kvinner: Men: want more women

Kvinner: Ønskjer fleire menn: Women: want more men

Nesten bare kvinner: Almost all women

Flest kvinner: Mostly women

Like mange: Equal numbers

Flest menn: Mostly men

Nesten bare menn: Almost all men

Utval: personar med innteksgivande arbeid: Persons in paid employment

The more one-sided the workplace is when it comes to gender, the stronger the desire of the members of the dominant gender for more of the opposite sex. This desire is strongest in female-dominated workplaces.
3.3 How to achieve a less gender-segregated labour market?

3.3.1 Men into female dominated occupations – why and how?

Efforts to create equality between the sexes have borne fruit when it comes to gender equality in the home and professional participation among women. Now it is important to set the focus on the gender-divided workplace as a social problem. The Soria Moria-declaration states that it is a goal to contribute to an even gender distribution in different sectors of employment.
Today, gender segregation in working life is as much upheld by the educational and career choices of men as by the choices women make. Men choose less often professions where the opposite gender dominates. Recent systematic studies of changes in the gender-segregated patterns of the labour market seen as a whole are lacking. What exists of research suggests that gender integration is happening, mainly as a result of women to an increasing degree entering male-dominated arenas of employment and education. If the workplace is to become more gender balanced, there must be an emphasis on getting men and boys to expand their horizons with regards to which educational and career paths are valid to choose. 

A gender split labour market reproduces traditional gender roles that society is working to break in other areas. Researchers Solheim and Teigen emphasise that the gender-segregated structures of the workplace not only express, but also contribute to the reproduction and maintenance of dogmatic cultural attitudes about what is “feminine” and what is “masculine”.  Beside the family, the workplace is the most important social arena in which gender is created as a social category, where the expectations of what women and men should be, and what tasks they will perform on a daily basis, are reflected in both small and large contexts. The gender-divided workplace, in other words, is one of the most important symbolic fields of social life, and it has a major role in the construction of women’s and men’s cultural identity, social worth and status.

The gender-related imbalance in the workplace, with everything that implies, contributes to the maintenance of traditional gender role patterns in which the father spends more time at work and contributes more to the household economy, while the mother has the main responsibility at home. One factor is the imbalance in the economic situation of women and men in paid employment, namely differences in hourly wages. Another factor the Gender Equality Survey has revealed, is that the lower quality of working conditions for women serves to make it less attractive for women to work more than they do. Women, who do not have a sense of well-being at work, are less interested in prioritising work after they have children. The tendency is the same for men, but stronger for women.
If more men start to choose untraditional occupations, it will serve to move the cultural boundaries for what is “masculine” and “feminine”, and what is natural for men to do. Men in such professions also help to expand the boundaries and spheres of male action, as the first men who pushed baby strollers in public were involved in setting new parameters for the role of the father. 
It is stated in the Ministry of Education and Research’s Action Plan for Gender Equality in Early Childhood Education and Care, and in Basic Education (2008-2010): “The goal is not to get equal numbers of men and women in all professions, but to break the visible and invisible barriers that prevent girls and boys from making untraditional choices.”
Equality, including equality between the sexes, is based on the premise that individuals have the same right to choose education and occupation according to their own capabilities. In education and employment, equality implies that the whole population has potential regardless of occupational field, level and the like. When women are primarily recruited to female-dominated professions, this means that these sectors cannot take advantage of the potential that lies in the whole population.

A more even gender distribution may have a positive effect on the quality of the work performed. The breadth and diversity of work may be greater. This can be seen in connection to standards that have been set for institutions in society where at least 40% of employees are required to be from the under-represented gender. It is a major challenge for society today and tomorrow to deploy all the resources it commands.
Getting men to choose female-dominated professions also has a general recruitment purpose in society. This applies particularly to the huge demand for labour in sectors such as healthcare, education and ECEC. 

In spite of the fact that the ideals of gender equality are strong in society, and despite the efforts that have been made, it has proven difficult to get men to choose non-traditional occupations. 

Nordberg points out that the debate about male employees found in female-dominated professions has painted these men as a pioneers, though also marginalized by the “female norms” such occupations seem to be built upon. Discussions are characterized by a cultural view that these male employees introduce a “masculine culture” into the workplace where they meet female employees who stand for a “feminine culture” that is in opposition. Such a polarized view is founded on the premise that gender categories are stable, one-dimensional and clearly divided from each other through diametrically opposed values, norms and practices.
These attitudes also influence the roles men receive in female-dominated workplaces. The opinion that men are technical, practical and rationally oriented, is expressed by female colleagues and the men themselves, which leads to the fact that men often are the ones who get the “traditionally masculine” tasks to perform. Even men, who have applied to a female-dominated profession precisely because they experience themselves as less technical and practical than other men, often end up with having to perform traditionally male tasks. In female-dominated workplaces, men are given the job of custodian, of fixing technical problems. Such a division of labour reproduces stereotypes about the technical abilities of men and women’s helpless role as bystander. When men take on such tasks, the female staff need not take care of these jobs tagged as masculine. They do not practice the skills that might allow them to do the tasks. In this way, gender stereotypes about division of labour become cemented.  This is diametrically opposed to the goals of the gender equality project. 

A less gender divided labour market requires a conscious effort to influence boys to choose occupations where women have traditionally been in the majority. Furthermore, female-dominated sectors must be aware of recruiting men and use the right of affirmative action in recruitment where legislation justifies it. Finally, efforts must be made to keep men who have chosen female-dominated workplaces in the professions. A precedent has been set for implementing measures to keep women in workplaces where they are in the minority, including the military and police. Corresponding measures now need to be taken for men in female-dominated jobs.
3.3.2 The Legal Authority of the Gender Equality Act with regards to affirmative action for men

The foundation for the Gender Equality Act is that it is not allowed to treat people differently because of gender. The Gender Equality Act Section 3a however, gives the possibility for affirmative action on the basis of gender when such preferential treatment promotes gender equality in the long term. It allows for various types of measures, including a moderate quota system. Moderate quota systems involve using gender as the deciding factor when allocating education and employment places in cases where candidates of both genders are equally or approximately equally qualified, as long as this action promotes equality between the sexes in the workplace.
In practice there has been a lot of uncertainty concerning how far one can use affirmative action on behalf of men. This uncertainty is connected with the original purpose of the provisions of the Act, namely that gender equality measures take aim to improve women’s position in society.  EU legislation also sets narrower limits for the right to affirmative action on behalf of men.
On the basis of this, legislation was passed in 1995 that gives further provisions about regulations for affirmative action for men. This legislation was a result of a desire to allow affirmative action in order to give men a stronger position in relation to the care of children. In White Paper No. 70 (1991-1992) it was proposed that the Gender Equality Act be changed to open the possibility for affirmative action on behalf of men. This would be an incentive for men to break the pattern of gender division in the workplace. The majority in Parliament was against the proposal of a general right to affirmative action for men. Instead it was decided that the opportunity for affirmative action would be introduced in the form of special measures to get more men into ECEC, schools and child protection services. The goal was to increase gender equality over the long term.
Regulations on affirmative action for men in connection with education and care for children were presented by Royal Decree on July 17, 1998. In accordance with the regulation, men may receive preferential treatment when one is filling positions where the main duty is to teach or provide care for children. The precondition is that the male applicant must be considered as equally good as or equally well qualified as the female applicant. Furthermore, it is a requirement that men be under-represented in the group performing these tasks. The opportunity is also available to use a moderate quota system in the recruitment of men for education in these professions. 

Affirmative action for men was reviewed again in connection with changes in the Gender Equality Act in 2001. No changes were proposed in the existing jurisdiction, either in the form of allowing the use of stronger measures (such as a radical quota system) than had been allowed, or to expand the jurisdiction to other professions than those linked to working with children. 
The right to preferential treatment of men has particularly been used to get more men into the early childhood education and care sector.

The government will draft a proposal to expand the use of the legal authority of the act, and shall apply it to other sectors where men are under-represented, for example in the nursing and care sector. 

A broader assessment of the right to preferential treatment of men according to the Gender Equality Law must be seen in connection with the work of the Commission to propose a comprehensive anti-discrimination legislation which was established June 1, 2007. The purpose of the Commission is to ensure a compiled and thus increased protection in Norwegian legislation against discrimination. The Commission is to deliver the proposal within July 1, 2009. A potential new anti-discrimination law cannot be put forth before 2010.
3.3.3
Experience gathered from the work to get women into male-dominated professions and education
Much has been done to get women to choose innovative and untraditional career paths. One example has been the Great Nordic BRYT project, which was a comprehensive commitment to accumulate knowledge and develop measures to break gender segregation. The BRYT project was a collaborative project between Norway, Finland, Iceland, Sweden and Denmark based on experiments in local labour markets. The project had a female focus; it was aimed at influencing women to choose male-dominated educational programs and professions.
Very male-dominated public agencies like the police have also been working purposefully to recruit women. Women’s networks and diversity committees as well as a special network for female leaders, have been established in most police districts.  Activities vary between police districts. Police conduct a dialogue with groups of leaders in various districts with diversity and equality as a central theme. The Police Academy uses women in their recruitment campaigns. A plan has been drafted for work on diversity in the police and sheriff agency (2008-2013) where gender equality is included.
Today the agency has (including full and part-time employees) about 39% women, and 20% of them are police officers. 6 women and 21 men are police chiefs and district leaders. 

Another example to look at is the military. Among the officers and enlisted (military personnel) in the military, there are currently about 93% men and 7% women, and there has been no noteworthy increase in the number of women over the last 15 years. A formal occupational equality between men and women in the military, including combat positions, was passed by the Parliament in 1984 and set in motion in 1985. In comparison, women were permitted to become ministers in 1956, and the police have had formal equality since 1958. The military has been in other words, the last male bastion when it comes to formal equality between the sexes.
The overarching and long-term goal is that both sexes should be equally represented at all levels of the Army. In December 2006, the Defence Minister established a committee to promote increased female participation in the military. The report from the committee was submitted in March 2007 and contains a number of proposed measures to increase the recruitment of women into the military, keep more women in the profession, and get more women into leading positions in the military. The goal is to increase the female proportion among military personnel to 15% over the period 2005-2008, cf settings. No. 234 (2003-2004). To achieve the goal of increased recruitment of women to the military, voluntary sessions for women were introduced in 2006. White Paper No. 36 (2006-2007) proposes several measures to get more women into the Armed Forces. In the long term plan for the Armed Forces (Proposition No. 48 (2007-2008)) it is suggested that the government should introduce compulsory sessions for women. This will ensure that all women in a graduating class have had access to information about the military.  It may also help to strengthen the recruitment of women and make access to education and a career in the military more equally accessible for women and men.
3.3.4
Measure to promote better gender balance in educational choices 

As shown previously, boys and girls tend to think traditionally when they choose secondary education and higher education. Being able to break this pattern of educational options is important for succeeding in reforming the gender-divided labour market. Gender segregation begins already at the choice of an educational path.
One of the reasons for this may be seen in connection with the fact that women and men give different reasons for their choices.  Women often express a desire to work with people and to help others as a basis for their choice.  Men more seldom give such reasons, and are more likely to express the desire for a good salary as an important factor.  What constitutes a meaningful job, and how family and work life will be balanced, are perceived differently by women and men.

The Gender Equality Survey supports this. Respondents were asked what they wanted to achieve with education and/or the job they had chosen, what values their choices served to realise. 
Figure 3.4 Choice of Job and Education
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Mål med jobb- og utdanningsval: Goals connected to job and educational choices

God inntekt: good income

Fast og sikker jobb: secure job

Hjelpe andre: to help others

Løyse praktiske oppgåver: to solve practical problems

Risiko og spenning: risk and excitement

Kombinere med barn og familie: combine with children and family life

Utval:alle: Selection: all

The Gender Equality Survey shows that men answered more often than women that they wanted a good income, that they wanted to solve practical problems, and that they desired risk and excitement. Women stressed more often than men that they wanted a job where they could help others, or a job that could be combined with children and family life. It is important to note however, that a large number of men also responded that being able to combine work with children and family life is important. Similarly, there were many women who responded that high income was an important factor in choosing education and career. 

There are also differences between language-minority populations and the language-majority population in the choice of higher education. Language minorities choose to greater extent scientific/technical programmes and the humanities, and to a lesser extent programmes geared towards teaching professions. This tendency has been stable throughout the 1990’s. In 2003, 22% of the first-time registered students with minority language background - both first and second-generation immigrants – selected science and technical programmes, compared with 14% in the majority population.

3.3.4.1 Increase the active use of a gender perspective in education and career counselling
The goal of gender equality will be reached when young people have truly equal opportunities in choosing a career independently of gender. Unfortunately, educational choices are made at an age when young people do not have a full comprehension of the breadth of the labour market.  As it is stated in the Action-Plan for Gender Equality in Early Childhood Education and Care, and in Basic Education (2008-2010), the school has a major challenge to provide both information and counselling that will motivate students to make more untraditional and innovative choices of educational and career paths. 
We know little about how teachers, counsellors and the general content in schools affect the education options that students take.  We don’t know how far gender-typical educational choices reflect the attitudes of the counsellors, or to what degree counselling services actively work to promote untraditional choices. But the chances are great that educational and career advice in lower and upper secondary education is communicated differently to girls and boys.  The counsellors may not be aware of how they may subtly reinforce traditional gender choices. Surveys from countries such as Denmark show that when counsellors do not have a conscious awareness about gender, both the guidance they give, and the choices the students make, become more traditional. Similar research is lacking in Norway, but there is no reason to believe that the relationship is different here.

The project “Awareness in educational choices (1997-2000)”  was part of the strategy of the Ministry of Church, Education and Research to strengthen guidance towards vocational and educational programmes and to help youth towards more conscious educational choices in accordance with their own wishes and prerequisites, as independently as possible of traditional gender roles. Several models were developed and tested in the project. Some important lessons that were learned were that good role models, and the possibility to get practical experience with the job and subject, are the best methods to help young people to identify education and training possibilities that they might not otherwise have considered. That these measures should be different for boys and girls was another important lesson. Here are some of the most important conclusions that resulted from this project:

· Effort to make youth aware that gender influences them in their career choices, and that it is possible to choose more innovative paths, is time-consuming and a long-term process. 

· The gender perspective should be incorporated as an explicit part of the educational and career counselling in schools. 

· Awareness can best be achieved through direct contact with other young people who themselves have chosen untraditionally (role models), and through gaining direct experience from jobs and training centres. 

· It is important to build networks and extra training for students who choose untraditionally. Measures to increase the well-being of these students need to be incorporated in the plans made by the sectors of the labour market. The effort to motivate towards untraditional educational and professional choices must be holistic. It must be structured as chains of initiatives; a campaign on one level is not enough.

Following up White Paper No. 16(2006-2007)—introduction of a divided counselling service

White Paper No.16 (2006-2007) “Early Intervention for Lifelong Learning” focused on the need to even out social differences in participation and learning outcomes in the education system. 

Good educational choices require qualified counsellors. A good counselling service can reduce the risk of students changing their minds or dropping out. Educational and professional advice is especially important for students with parents who for various reasons have little knowledge of the educational and future prospects that lie in various programmes. Social-pedagogical counselling is particularly important for those students who, because of problems at home or in the community, have a difficult time getting the full benefit of instruction.
Counselling services in primary schools and secondary education should therefore be divided in to  social-pedagogical counselling and educational and career guidance. Educational and career guidance would concentrate on advising students according to their various needs, desires and abilities.  In this way, poor choices may be avoided. A divided counselling service will contribute to increased focus on untraditional education choices with the aim of recruiting more men to female-dominated professions.
Action Plan for Gender Equality in Early Childhood Education and Care, and in Basic Education (2008-2010)
The Ministry of Education’s action plan has as one of their foremost goals to achieve a better gender balance in the educational and vocational choices young people make. Measures to actively incorporate a gender perspective into education and career counselling are part of that plan. Education and career counselling in school will contribute to the students being able to choose education and future career paths independently of traditional gender roles. The Education Directorate will investigate attitudes of educational and career counsellors with regard to gender roles and non-traditional educational and career choices. Furthermore, it will prepare guidance material on gender-conscious educational choices geared towards primary education institutions. It will also prepare information designed for students and parents. The plan has put a particular emphasis on measures to recruit more girls into the sciences.
3.3.5 Initiatives for the recruitment of men to early childhood education and schools

In the middle of the 1990’s, Norway was among the first countries to put the need for more men in ECEC on the political agenda. In recent years, Norway has had the greatest progress of any of the Nordic countries when it comes to recruiting men. In the rest of the Nordic countries there has been a standstill or decline. However, the goal of at least 20% men in ECEC, which was decided in 1996, has still not been reached.
The Action Plan for Gender Equality in Early Childhood Education and Care 2004-2007

The overall goal for this gender equality strategy 2004-2007 was to have a local and regional government committed to equality and equality-consciousness, a consolidated and active network for “Men in ECEC” in the five regions, boys / girls and men / women aware of and committed to gender equality in the sector and equality embedded in the framework of training for ECEC and school teachers. The final report shows that a number of measures have been implemented at ECEC level, municipal, county, regional and national level during the given period. The Ministry of Education has developed a pamphlet on gender equality in ECEC and one on men and the recruitment of men to early childhood education and care. “Men in ECEC” networks have been established, conferences have been conducted, and more research has been initiated. The goal of 20% men in day-care continues to be relevant. It is an ambitious goal, not least because the sector is growing.
Table 3.3 Men in early childhood education and care

	
	2003
	2004
	2005
	2006
	2007

	Men as a percentage of total employees
	7,9
	8,0
	8,8
	8,9
	9,6

	in public ECEC
	7,2
	6,5
	7,5
	7,3
	7,7

	in private ECEC
	9,0
	9,6
	10,5
	10,9
	11,1

	Total number of men
	4606
	4845
	5715
	6202
	7013

	Administrators and pedagogical leaders
	1053
	1112
	1263
	1350
	1545

	Assistants, bilingual assistants 
	1688
	1896
	2387
	2780
	3230

	Other positions
	1865
	1837
	2065
	2072
	2238


Source: SSB
There has been a strong increase in the number of men in ECEC in this period.  From the end of 2003 to the end of 2007, 2400 new men have been recruited to the sector.  This is an increase of 52%.  At the end of 2007 there were 7000 men in Norwegian ECEC.  That makes up 9,6% of the employees.

Numbers from Statistics Norway indicate that close to 13% (829 of 6,436) of ECEC have at least 20% men in fundamental positions. These positions include administrators, pedagogical leaders and assistants.
The goal of 20% men in ECEC has still not been reached on a national level. In 2007 the percentage was 9.6% men, and the number has increased by 1.7% in the period since then. The slight increase is related to the strong growth in the establishment of ECEC during the period. The private ECEC have had a somewhat stronger increase than public ECEC.
In 2007, close to 22% of the men in ECEC were administrators and pedagogical leaders, 46% were assistants and bilingual assistants, and 32% belonged to the category “other positions”.
The private ECEC have a higher percentage of men and better growth than the public. By the end of 2003, private ECEC had 9.0% men, public ECEC 7.2%. The private ECEC had a little over 11% men at the end of 2007, while public ECEC had 7.7%. The public sector has therefore had half the growth rate of the private sector private in that period.
Numbers from the SSB show that 30% of teachers in primary education are men. In secondary education the number is over 54%. 

According to the Action Plan for Gender Equality in Early Childhood Education and Care, and in Basic Education (2008-2010), men have comprised a relatively stable part of the number who have graduated from general teacher training in recent years (26% in 2006). This also indicates that teacher training for work in primary education faces challenges when it comes to recruiting and holding onto men in teacher training.
Table 3.4 Teachers divided by full and part-time, gender and type of school


1.10.2003.1 (All numbers have been corrected 13.10.2004.)
	Year and type of school
	All teaching positions
	Full-time
	Part-time

	
	Sum
	Men
	Women
	Sum
	Men
	Women
	Sum
	Men
	Women



	2003
	107 860
	43 744
	64 116
	74 293
	35 238
	39 055
	33 567
	8506
	25 061

	Primary Schools
	65 376
	19 334
	46 042
	43 428
	16 084
	27 344
	21 948
	3250
	18 698

	Secondary Schools
	26 618
	14 491
	12 127
	19 234
	11 816
	7418
	7384
	2675
	4709

	

	Includes only teachers from schools that reported to SST and STS


Source:  SSB (2004)

The percent of women is clearly highest among the youngest teachers, which indicates that the female dominance of the staff room will continue. We have little knowledge about why men do not gravitate to the education profession and work as teachers, particularly in primary schools.
Action plan for Gender Equality in Early Childhood Education and Care, and in Basic Education, (2008-2009)
The main aims of this action plan schools are: The environment in ECECs and primary schools shall promote equality between boys and girls; the gender balance in choice of education and career shall be improved, especially with a focus on academic and vocational training and recruitment of girls to science; and that the gender distribution among the employees of the ECEC and primary school is to become more even. Several of the measures from the Action Plan for 2004-2007 will be continued in 2008-2010, including national and regional conferences, research on gender equality in the ECEC and among those in teacher training, and guidance given ECEC and schools about recruitment of men. In addition, “demonstration ECEC”, where the goal of 20% men has been reached, will be established and recruitment teams will be established at the regional level. Funds will be allocated to local work on gender equality in ECEC.

Measures to ensure that schools include a more even gender balance as a goal in their plans will be drafted in primary education, as in the ECEC sector.  The preparation of governing documents and strategies will also have this as a goal. Primary education will also make use of affirmative action on behalf of men when filling positions. In addition, efforts will be made to recruit and keep more men in education.
3.3.6 Recruitment initiatives for men and persons of minority background to training for work in child protection services

In February 2008, the Ministry of Children and Equality has initiated a review by a group of experts of the educational programmes that lead to work in child protection services, among other things. In practice this means sociology and educational programmes that aim directly towards this field. The group of experts will look at education in light of the current knowledge about, and future demand of, child protection. Issues connected to specialized competence and measures to recruit both men and people with minority backgrounds to their studies are key areas of assessment. 

The recommendations from this group will become the guidelines for colleges, universities and central government. The report is to be submitted at the end of 2008.
3.3.7
Measures to bring more men into health and care services 

During the last ten years official health and care services have only been comprised of about 10% male employees. As the chart below shows, there are major differences in positions with regards to education. Among nurses the number is around 7% and among care workers and auxiliary nurses around 5%. However, approximately 18% of social educators and 16.5% of all personnel without health and social academic education are men. Experience shows that we find these men quite often in environmental work in institutions and in follow-up work with people with mental diseases, the disabled and drug addicts, and not within nursing homes and ordinary home services.
Table 3.5 
Percent of yearly work done by men in care services
	
	2005
	2006
	2007

	Pers. without particular education within the field
	16,2
	16,5
	17,3

	Auxiliary nurse
	4,8
	4,9
	5,1

	Nurse
	7,0
	7,1
	7,1

	Social educators
	18,4
	17,9
	18,2

	SUM
	8,9
	8,7
	9,0


Kjelde: Registerbasert sysselsettingsstatistikk per juni 2008, SSB.

As table 3.5 shows, recruitment strategies in recent years have had no visible effect on the statistics. One reason for this may be a lack of knowledge about what conditions must be met for men to find care work attractive, meaningful and important. Another reason may be that one has been aware of some of the conditions that work against the recruitment of men, such as wages and working conditions, but that no priority has been given to do something with them, perhaps because of high costs.
When one puts data from education next to professional performance in nursing and care services, one sees that a significant portion of the men who educate themselves in this field, later opt out of nursing and care services after they finish their education.  In leadership and positions as labour representatives, however, men are well represented. Research shows that most of the 5% men who choose to go into these care professions, find the road to “masculine islands” within the field, such as intensive units, emergency and psychiatry.
Recruitment to nursing and care services at the secondary-education level, meaning auxiliary nursing and care work however, has a more traditional profile than the recruitment to care professions that require a college education.  These fields are dominated by adult women, as in the 1960’s - and 1970s. The average age has increased from 28 to 33 years, and there are more than twice as many who now work part-time as did 25 years ago. Outlying regions have the largest number of recently educated employees, while large cities have corresponding larger numbers of experienced employees.
These factors together illustrate the challenges to be faced in recruiting (young) men into the nursing and care sector, and there are no indications that the newly established health worker programme will have any effect on the current recruitment pattern. 
The biggest challenge for the care sector during the next decades will be to provide enough qualified labour.  The demand for personnel in the nursing and care sectors is estimated to rise to 250 000 man-hours per year in 2050; that is more than a doubling of today’s capacity.
Statistics Norway estimates that, as one moves towards the year 2025, there will be a decided lack of auxiliary nurses, care workers and health technicians, probably also nurses, doctors and physiotherapists. Norway should be largely self-sufficient with regards to health care personnel and not need to run an active recruitment campaign towards other countries. At the same time, one cannot expect to satisfy the need by utilising the existing potential that lies in the unused work force. To increase the number of full-time positions, reduce desertion from the sector, qualify people without formal skills and better organise health services is not sufficient.
It is not justifiable to wait for some breakdown in another part of the labour force to drive workers towards the nursing and care sector.  Some years ago, men in industry and construction who were out of work were re-educated as health and care services workers.  This initiative did not have any noticeable effect.

All of the Nordic countries have problems with recruiting young people to health and care services, and no one has managed to get a greater percentage of men to take these programmes. In all countries, it is the recruitment of mature adults that is important, and the average age of those that have been educated has increased - paradoxically enough, in a period when education has otherwise put effort into recruiting young people. Another factor may be that auxiliary nurses and care workers as professional groups have low societal status in all Nordic countries.

In a tight labour market, it appears to be women who are recruited to typical male professions, rather than vice versa. At the same time, nursing and care service programmes compete with other educational programmes aimed at ECEC, primary education and day-care work. These studies are far more popular among young people and seem to be somewhat more successful at recruiting men.

White Paper No. 25 (2005-2006) expresses the ambition to break the lopsided gender distribution in the current recruitment pattern, and several of the measures in the competence and recruitment plan “Lift of Competence 2015” may contribute to increase recruitment of men to the care professions.
One of these is the project “Men in the Care Professions” at Telemark University College, which has the objective to develop recruitment strategies that both can maintain and strengthen the recruitment of men to the care professions. The premise is that other male-dominated professions are just as difficult and monotonous and have just as low salary levels. In order to understand the missing interest for nursing and care work among men, it is necessary to look at other factors as well, such as the fact that the nursing and care professions often present themselves as bastions of female culture and female values.
3.4
A summary of the initiatives
To increase the male contribution in female-dominated professions demands complementary initiatives that work towards the same goal.  The government has implemented different types of recruitment campaigns designed specifically to recruit men into the care professions and education.  The government will continue this set of measures and facilitate a greater degree of affirmative action on behalf of men in the professions where men are under-represented.

The measures within The Action Plan for Gender Equality in Early Childhood Education and Care, and in Basic Education 2008-2010 have as a goal to achieve broader educational choices for boys and to get more men employed in ECEC and schools. 

The development of strategies for recruiting men to work in female-dominated jobs must be of interest to all parties in the workplace.  The government is interested in opening a broad dialogue with KS and these parties.

3.4.1 Expanded legal authority for affirmative action

The government will draft a proposal to expand the jurisdiction of Section 3 of the Gender Equality Act, with a statement about other sectors and programs in which men are under represented. Gender Equality Act Section 3a of the regulation applies today to positions with responsibility for the caring for and teaching of children, and gives the possibility of affirmative action, giving preferential treatment to men as long as they are as well or nearly as well qualified as the best female applicant (moderate quota). The prerequisite would be that men are under represented in the question. These regulations would also apply to admissions to education in these fields. A broader interpretation of the right to affirmative action, seen together with the original provisions of the Gender Equality Act, must also be related to the work of The Commission to propose a comprehensive anti-discrimination legislation. The Commission shall submit its recommendations within July 1, 2009.

3.4.2 Putting effort into recruitment – cooperation with different parties in the labour market

It is important that an opportunity for preferential treatment is used actively and is accepted as a strategy by different parties in the workplace. A change in the Gender Equality Act with regard to these regulations should therefore be followed up by a clear change in employment practice.  Employers must actively use the new strategy.  At the same time, a moderate quota must be combined with information campaigns and other strategic measures to increase recruitment. The ECEC sector already has had good experience with recruitment strategies that combine moderate quota with other measures, including encouraging men to seek and to design job ads with a view to attract men to the job.  The Ministry of Education and the Ministry of Children and Equality will consider how the experiences from these efforts to increase the percentage of men in ECEC can be spread to other fields. The development of strategies for recruiting men to work in female-dominated jobs must at the same time be fully understood and established with the different parties in the workplace. The government will discuss such follow-up with the relevant parties.
3.4.3 Putting effort into measures to recruit and keep men in female-dominated workplaces 
The Action Plan for Gender Equality in Early Childhood Education and Care, and in Basic Education (2008-2010)
In seeking to recruit male employees to ECECs and primary schools, the Ministry of Education, in cooperation with relevant parties, will emphasize measures that can reduce the desertion of male students from teaching training and measures to keep men working in the ECECs and schools. The Action Plan contains such measures. The plan includes measures to increase men’s participation in ECECs to 20% in 2010 and to have perceptibly more men among teachers in primary schools and teacher training colleges.  The plan also contains measures to keep men on who have been recruited. Research shows that gender minorities have a higher degree of desertion from both training and career:

· Gender balance should be included as a goal in plans, governing documents and employer strategy.
· Advice to ECEC and schools about the recruitment of men, such as the creation of sites like mibnett.no. 
· Use state allocated funds to form “demonstration ECEC”, which will serve as a model, inform and advise other ECECs on recruiting men, etc.
· Establish recruitment teams for men in early childhood education. The goal would be to have one team in every region. The teams would further the work of the “Men in ECEC”-network. 
· The recruitment of men to teacher training. A subsidy award would be give to those ECEC teacher training establishments that have the biggest increase in the number of graduated male candidates. 
· A Gender Equality Prize can be given to a ECEC and a county for their work to increase the proportion of men in the ECEC.
Recruitment to educational programmes for work in child protection services

In February 2008, the Ministry of Children and Equality has initiated a review by a group of experts of the educational programmes that lead to work in child protection services, among other things. In practice this means sociology and educational programmes that aim directly towards this field. Initiatives to recruit both more men and people of minority backgrounds into this field of study will be drafted. The recommendations from this group will advise colleges, universities and central government. The report is to be submitted at the end of 2008.
Recruitment of men to the care professions

To develop good recruitment strategies, we require better and more systematic knowledge than we have today. The project “Men in Care Professions” at Telemark University plans to develop recruitment strategies that both can maintain and strengthen the recruitment of men to the care professions. The Ministry of Health and Care Services will give the Health Directorate the task of drafting how the programme “Lift of Competence 2015” can contribute to get more men into the care professions.
3.4.4 Contribution to broader occupational choices for boys – putting emphasis on counselling services

The Ministry of Education will work to strengthen consultancy services in secondary schools and contribute to its ability to motivate people to make untraditional educational and professional choices. 

Follow-up of White Paper No. 16 (2006-2007) - the introduction of a divided counselling service 

Counselling services in primary schools and secondary education as a rule should be divided into a social pedagogical counselling and educational and career guidance. The educational and career guidance should advise students in such a way that this advice is based on the students’ individual needs, desires and ability. In this way mistakes in choosing educational or career path may be avoided.  A divided counselling service will contribute to increased focus on untraditional education choices with the aim of recruiting more men to female-dominated professions.
Action Plan for Gender Equality in Early Childhood Education and Care, and in Basic Education (2008-2010) 

Measures to increase the active use of a gender perspective in education and career counselling are included in the plan. Education and career counselling in schools will do its best to ensure that students choose education and occupation independently of traditional gender roles.

· The Education Directorate will assess the attitudes of educational and career counsellors when it comes to gender roles and untraditional educational and professional choices.

· There will be preparation of guidance materials on gender awareness in education choices adapted for primary education.

Information material designed for pupils and parents on gender-conscious educational choices will be prepared. The Ministry of Education and Research and the Ministry of Children and Equality will prepare a guide for use by education and career counsellors on how to motivate boys to choose educational paths which are at the moment female-dominated (secondary and higher education).  Training will be organised on the basis of this guide in every region. 
3.4.5 Research

It is necessary to do new research and gain macro-level knowledge about the gender-separated structure of labour. There is a need for more systematic and detailed monitoring of changes in the gender patterns of the labour market seen as a whole. The existing research indicates that gender integration predominantly happens when women enter male-dominated territories, both educational and professional.  All relevant parties in the workplace must put effort into developing a project to gain more knowledge on this subject.
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		I venneflokken var det ikkje så nøye med skulearbeid og lekser, ja + delvis		75.7		75.5		69.4		63.9		64.7

		Eg arbeidde mykje med skulefaga fordi eg var interessert i dei, ja + delvis		68.6		59.1		59		73.7		80.7
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				Jeg ønsket en jobb med god inntekt														Menn		Kvinner

																God inntekt		63.7		50.3

						Menn		Kvinner								Fast og sikker jobb		87.7		87.7

				Mindre viktig		36.3		49.7								Hjelpe andre		28.6		49.4

				Viktig		63.7		50.3								Løyse praktiske oppgåver		63.9		34.4

																Risiko og spenning		23.2		8.5

																Kombinere med barn og familie		59.7		75.1

				Jeg ønsket en fast og sikker jobb

						Alle

				Mindre viktig		12.3

				Viktig		87.7

				Jeg ville ha en jobb der jeg kunne hjelpe andre

				mennesker

						Menn		Kvinner

				Mindre viktig		71.4		50.6

				Viktig		28.6		49.4

						17-24 år		25-34 år		35-49 år		50-64 år		65-79 år

				Menn		42.1		29.8		28.5		25.3		25.6

				Kvinner		68.4		56.4		46.3		43.2		45.3

				Jeg ville ha en jobb der jeg kunne løse

				tekniske eller praktiske oppgaver

						Menn		Kvinner

				Mindre viktig		36.1		65.6

				Viktig		63.9		34.4

				Jeg ønsket en jobb med risiko og spenning

						Menn		Kvinner

				Mindre viktig		76.8		91.5

				Viktig		23.2		8.5

						17-24 år		25-34 år		35-49 år		50-64 år		65-79 år

				Menn		34.7		22.8		23.3		20.4		21.7

				Kvinner		19.8		9.7		7.9		4.9		8.4

				Jeg ville ha en jobb som lar seg kombinere

				med barn og familie

						Menn		Kvinner

				Mindre viktig		40.3		24.9

				Viktig		59.7		75.1
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