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Introduction

The basic rights of all human beings are to bedeaqually and equitably
and to earn their living in their chosen work, geation or business. Non-
discrimination and equality are key factors of hegrality working life. Dis-
crimination also has diverse effects. They may appethe form of unem-
ployment, poverty or social exclusion and, on tidividual level, experi-
ences of discrimination may have a weakening efiadabour market posi-
tion, career development and occupational welldpeamd increase econom-
ic inequality. Experiences of discrimination magatleteriorate one's men-
tal, social and material well-being and qualityifsf.

Although labour discrimination is prohibited by laivstill exists. Labour
discrimination and unequal treatment have beatiesquite extensively,
but the research has been based on different a@eldsremises. Some of
the studies depict the prevalence of discriminadind some have focused
more on describing the mechanism of discriminatioraddition, data on
labour discrimination are fragmentary and it hasrbdifficult to form an
overall picture of the extent of discrimination.

The purpose of this paper is to present the projediuilding the Finnish
monitoring model on labour discrimination, whictiess a new way to ex-
amine the prevalence of discrimination.

The aim is to construct a monitoring model on lalstiscrimination and on
that basis, prepare a report on labour discrinonafl he target is to form an
overall image of the prevalence of labour discration, provide infor-
mation for both decision-makers and all people,iantease people's
knowledge of this phenomenon. The project is aWwlup study of thd®is-
crimination in the Finnish Labor Markstirvey (Larja et al. 2012), which
examined data concerning labour discrimination sughested systematic
monitoring of labour discrimination. It differs fmothe previous project in
that in this project, gender is included as a gdooindiscrimination.

Examination and monitoring of labour discriminatisimportant from the
viewpoint of gender equality. Studies show that warboth observe and
experience discrimination at their workplace mdw@nt men (e.g. Quality of
Work Life Survey 2013).
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Definition of labour discrimination and how to measure it?

Suveys

Official data

In terms of the monitoring model on labour discriation it was crucial to
define first what labour discrimination is, howstmdy it, and to familiarise
oneself with earlier research on the topic.

Discrimination means unequal treatment or beinggaan an unequal posi-
tion without acceptable grounds. Finnish legistatiecrees on the prohibit-
ed grounds of discrimination in several acts. Tiohibited grounds of dis-
crimination are gender, age, ethnic or nationainrinationality, language,
religion, conviction, opinion, political activitgrade union activity, family
relations, health, disability, sexual orientatiorother personal characteris-
tics. In this report, labour discrimination is egpsly defined based on these
grounds of discrimination prohibited in legislation

Surveys offer information on observed and expegedrdiscrimination or
unequal treatment in the workplace but they cam ladsused to learn about
the respondents' views on labour discriminatiomy&ys describe the re-
spondents' own experiences and observations ofifabscrimination. They
can be divided into victim surveys and attitudeveys. Victim surveys ex-
amine subjective discrimination experiences aritudt surveys explore the
attitudes towards difference and grounds of disicition.

The topic can be sensitive for many respondentstpretations of what un-
equal treatment is in different situations or oraimine experienced inequity
has been based on can also vary between resporaenss different times.
The respondent is not always able to specify taeae for the discrimina-
tion he or she has experienced, as the percerttagessunder "Other reason
or hard to specify" indicates.

Surveys also involve other challenges like theaadent's memory, inter-
pretations of discrimination, and the ways in whigtestions are asked. Ac-
cessibility is also a challenge for surveys, esgdiscin terms of minorities.
Some of the grounds of discrimination are such ttadiscrimination expe-
riences based on them require that a person betoregparticular minority
(e.g. disability). Surveys do not offer information all grounds of discrimi-
nation prohibited in legislation either. Detailathgey questions and they
remaining unchanged in the surveys throughout ilmeessential for moni-
toring labour discrimination.

Generality can also be assessed by viewing the euoflcommunications
and complaints to authorities, as well as courtgiees. Official data are not
designed for measuring the generality of discritidmaby grounds of dis-
crimination, and many of the cases of discrimimatiever become known
to authorities (Larja et al. 2012; Jasinkaja-La&tal. 2002; Aaltonen et al.
2008, European Commission, 2007; FRA 2009). A niigjof experiences
of discrimination are left outside these data hpeisons that have experi-
enced discrimination or unequal treatment do rat the case forward for
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various reasons. Victims of discrimination can,daample, feel that mak-
ing a complaint would not lead anywhere or theyndoknow where they
can complain. Persons that have experienced unggasinent do not nec-
essarily recognise discrimination either. The cquseces of making a
complaint and, for example, the fear of losing sja) can also prevent per-
sons from making a complaint. Thus, many thingsafthe exposure of
cases, the least of which is by no means trustaratithorities. The results
from analysing official data describe the availiyibf legal protection
measures for victims of discrimination and on diea@nation cases convict-
ed as illegal in Finland.

Discrimination can also be investigated with expemtal studies of which
only one has thus far been carried out in Finlduadjé et al. 2012). This
field study measuring discrimination in the Finniahour market indicated
that a job seeker with Russian background hadrid seice as many appli-
cations in order to get as many interviews as ags#ker with Finnish back-
ground. Labour discrimination can also be inveséidavith qualitative
methods through various interviews and observation.

Official statistics can provide generaliced dats@feral discrimination
grounds and allow for cost-efficient comparisorcsithe data are available
every year. Information on differences in unempleytirates and salaries
can be used as indirect indicators of discrimimaticcording to an analysis
of the Structure of Earnings statistics (Pehkor@&B2, foreign citizens, on
average, earn less than Finns in the same jobspdahdifferential between
Finnish and foreign citizens cannot be fully expéad based on the Structure
of Earnings statistics. Some of the differenceseapained by personal and
enterprise-specific factors, which were not incllidethe analysis but can
also indicate discrimination.

There are, however, limitations in each examinatm@thod, and no exami-
nation method alone is sufficient to provide a coshgnsive picture of la-
bour discrimination as they described the occuedrmm different perspec-
tives. Therefore, data that describe labour disoation as diversely as pos-
sible are needed in the monitoring of labour diearation.

The development project for the monitoring modattsd in late 2013 and
the report will be published towards the end of£00he project is funded
by the Ministry of Employment and the Economy, khiaistry of Social Af-
fairs and Health, and the Ministry of the Interiand it is conducted at Sta-
tistics Finland. The project’s steering group cetesd of representatives
from the above-mentioned ministries, Statisticddfid, labour market or-
ganisations, the Office of the Ombudsman for Equalnd the Regional
Administrative State Agency.
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The monitoring model is the basis and tool for tagand systematic moni-
toring of unequal treatment and labour discrimmatiFor monitoring, it is
important to follow the quantity of discriminati@md the groups of people
subjected to it over time. The model takes intaaat the grounds of dis-
crimination prohibited in legislation.

The legislation concerning labour discriminatiom gmevious surveys were
examined and data materials suitable for the medet surveyed to form
the monitoring model on labour discrimination. Dagdected to the model
described the prevalence of discrimination or uaétpeatment, and they
were suitable for the monitoring model as theyrapeatable and their
quality is sufficient. Some surveys had to be d¢eiftt from the model due to a
low response rate or the lack of repeatability af¢ime data would offer in-
formation on labour discrimination. If, in futurthe data are more easily re-
peatable and the response rate is better, thdusina in the model can be
reconsidered. New data can also be added to thelrzter if they are con-
sidered necessary. Optionally, one-off studiesatsm be included in future
reports.

Different data offer different perspectives for exaing the phenomenon.

The data comprisefficial data, such as notifications to authorities and cases
in the legal system, aradrvey data describing people's own experiences

and observations. Based on these data, the pmittaened about discrimi-
nation and unequal treatment in working life isgemented with the image
derived fronmregister data on unequal treatment in society (such as differ-
ences in earnings and employment of different paiprt groups).

The data of the monitoring model also allow exartiares of discrimination
with multiple grounds. This produces informationdiscrimination experi-
enced by minority groups based on gender or onegeamitl age, for exam-
ple.

The monitoring model was the basis for a reporatmour discrimination,
where discrimination is viewed according to theugrds of discrimination
prohibited in legislation. In the report, the prievece of labour discrimina-
tion in Finland is described by means of officalrvey and register data se-
lected to the model by each ground of discrimimatithe report also con-
siders the limitations of the data and developrsaggestions.

Because actual results and conclusions cannoieyptdsented in this report,
the picture the data selected for this model gofdabour discrimination is
presented more generally and not as extensivelythge actual report, and
to some extent based on the data of previous ssirvey

Detected and experienced discrimination

Quality of Work Life Survey

The Quality of Work Life Survey can be considere@latively reliable tool
for measuring the experiences of employees in tefrdsscrimination as
well: the sample is large, the response rate is, liige questions have re-
mained virtually unchanged for as long as 15 yeard,the survey is con-
ducted with a reliable face-to-face interview metho
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With the help of data from the Quality of Work Li8urvey, both the dis-
crimination experienced and observed in the wodelzan be viewed. In
the Quality of Work Life Survey the respondent is first asked by grounds
of discrimination whether they have detected dmstration in their work-
place. Persons that have detected discriminat®malap asked for most
grounds whether they have experienced discrimindtiemselves. In addi-
tion, a separate set of questions on discriminasarsed to study discrimi-
nation situations the respondents may have fadad.pfovides a more de-
tailed picture of discrimination than merely a @rysquestion on whether
there has been discrimination in the respondemtgplace, which does not
necessarily highlight the existence of differemey of problems.

According to preliminary data of the 2013 Qualify\dork Life Survey, the
observations made by wage and salary earners concerning géaded dis-
crimination directed at women in Finland have dasesl over the past 15
years. Discrimination based on a person havingralyaor being pregnant
also seems to have diminished. Women's experieriaiscrimination have
decreased during this millennium, especially inuaaration. Discrimina-
tion directed at old age has decreased but, oattiex hand, discrimination
directed at young age seems to have increased.

Even though favouritism is the most commonly obsdrground for dis-
crimination even according to the preliminary datéhe 2013 Quality of
Work Life Survey, it is not included in the grounafsdiscrimination in the
monitoring model on labour discrimination becauss not a ground of dis-
crimination prohibited in legislation. This is alte case for the second
most common ground for discrimination of the Quadift Work Life Sur-
vey, i.e. the impermanence of the employment @iatiip or part-time em-
ployment. The third most commonly observed growrdiiscrimination is
health or disability (12%), which was asked for tingt time in this form in
the 2013 survey.

Figure 1. Share of employees that have observed uneqaafteat or discrimination at their work-
place (%), by grounds for discrimination (QualifjMdork Life Survey 2013, Statistics Finland)

! The Quality of Work Life Survey has been condudteBinland since 1977 and labour discrimina-
tion questions have been included in the surveyesir®97.
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Impermanence of employment relationship or part-time..
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%

Source: Quality of Work Life Survey 2013 (prelimimgaesults), Statistics Finland

The share of women who haggperienced gender discrimination them-
selves (4%) has decreased by one percentage pmimtlie late 1990s (5%).
During the entire survey period, a couple of pert @ male employees
have personally experienced discrimination direetieshen. Around one per
cent of the respondents had experienced discrimmagased on having a
family or being pregnant and as many based onigatlibpinion or partici-
pation in trade union activities. Age discriminatioased on both young and
old age had been experienced by two per cent oéwad salary earners.
Age discrimination based on old age seems to hageedsed while discrim-
ination based on young age appears to have inctease

The Quality of Work Life Survey also asks aboutiaitons in which the re-
spondent has experienced unequal treatment oirdisation in the past
five years at his or her current workplace.

These situations are usually connected with recgiwnformation (17 %)
and the attitudes of co-workers and supervisor®4L&eople also quite of-
ten experience discrimination in being appreciéle€d%). The change has
been very low in this regard in the 2000s. By castirthe discrimination
experienced in remuneration has diminished by aleocof percentage
points since 2008. This is especially visible fmmen, among whom the
share has decreased from 15 to 12 per cent ing@rs yWWomen report hav-
ing experienced discrimination more often in atjuired situations than
men.

Figure 2. Has personally experienced unequal treatmenisorighination in the past five years at the
workplace. Share (%) of employees by discriminasitaation (Quality of Work Life Survey 2013,

Statistics Finland)
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In receiving employee benefits
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In remuneration
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Source: Quality of Work Life Survey 2013, Statistkinland

Working Life Barometer

In 2013, a new question was added to the Quality/ofk Life Survey on
whether the respondent belongs to a minority, weitéibles us to analyse
the discrimination experienced by minorities aslwiis question offers
the opportunity to examine discrimination experexhty wage and salary
earners belonging to a minority compared to allevagd salary earners. For
example, persons belonging to an ethnic minorityehexperienced more
unequal treatment and discrimination than otherensgd salary earners,
especially when it comes to being appreciated (24%44%), accessing
training (15% vs. 8%), and possibilities of advaneat (18% vs. 8%). They
had also experienced somewhat more discriminatiagerms of the attitudes
of co-workers and supervisors (20% vs. 16%). Irepo#ituations (remunera-
tion, distribution of work or shifts, receiving mimation, employee bene-
fits), persons belonging to an ethnic minority ad feel they have experi-
enced discrimination any more often than other eyg#s. The results
should, however, only be viewed as indicative, rdg 61 persons consid-
ered themselves belonging to a minority accordintpé survey.

The previous study based on the 2008 Quality ofkNdfe Survey (Viitasa-
lo 2011) provides indications of multiple discriration, as around 13 per
cent of women aged over 45 that had experiencediagamination had al-
so experienced gender discrimination in the wortgla

The Working Life Barometérasks whether discrimination or unequal
treatment occurs in the respondent’'s work orgaarsaéased on old/young
age, gender (man/woman), temporary employmenttipaetemployment or
that the employee is of foreign origin. The gooidghwith the Working Life
Barometer is that it is repeated annually, whiclansethat it offers a longer

2 The Working Life Barometer has been conductediitafid since 1992.
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time frame than, for example, the Quality of WoiteLSurvey, which is re-
peated roughly every five years.

The Working Life Barometer provides indicationsdagcrimination but does
not alone show the extent of discrimination or,deample, how many per-
sons have experienced discrimination and how dftarja et al. 2012, 23).
Discrimination questions are also hard to answéichvis indicated by the
number of DNK responses in particular related xediterm and part-time
employment and other than Finnish origin.

According to the Working Life Barometer, discrimiime towards young
people in the workplace is not as commonplace sgidiination towards

old people. Seven per cent of the respondentstexptitat they had ob-
served discrimination in the workplace based omgoage and nine per cent
based on old age in 2012. Six per cent of the redgruts had observed dis-
crimination towards origin and women and only tves pent towards men.

Figure 3. Respondents who had observed discrimination oqualdreatment in the work
organisation in 2012, %

|

Young age

mYes

Don't know
Women

5 10 15 20
%

Source: Working Life Barometer, Ministry of Emplogmt and the Economy.

Gender Equality Barometer

In the Gender Equality Barometemployed respondents are asked whether
they have experienced gender disadvantage indbeient work in various
contexts of work. The barometer offers informatimnexperiences of disad-
vantage based on gender, but it does not ask abtudl discrimination.

Figure 4 shows the proportion of persons that lexyperienced gender dis-
advantage in their current work in various contexXte/ork. Male wage and
salary earners reported clearly fewer incidenexgieriencing gender disad-
vantage in all contexts of work than women. Mendshtommon disad-

3 Gender Equality Barometers have been made in T988,, 2004, 2008 and 2012. The barometer
examines attitudes, opinions and experiences tetatgender equality.
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vantage was related to the distribution of the Waa#t (9% of male wage
and salary earners). (Kiianmaa 2012.)

Women had experienced most disadvantage in remioreravhere nearly
one-third had experienced disadvantage. Aroundooiaeter had experi-
enced disadvantage in advancing in one's careandaisiribution of the
workload.

There was only few women who worked in male-dongdatorkplaces in
the data but they experienced most disadvanta@é)(ifOrelative terms and
they had experienced disadvantage in more confexisothers. In female-
dominated or equally divided workplaces, disadvgataad been experi-
enced by around one-half of women. Men workingeim&le-dominated
workplaces had experienced disadvantage more thféanother men (30%
vs. 15%).

Figure 4. Employees who had encountered significant or naidegender-based disad-
vantage in their workplace in 2012 in various catge

Career advancement
Professional recognition
Distribution of workload
Performance assessment
Access to information
Work-related perks
Access to training
Continuity of employment

Independence at work

Pay

mWomen

Men

0 5 10 15 20 25 30 35
%

Source: Gender Equality Barometer 2012, Ministrgotial Affairs and Health

Eurobarometer

There is scant data available on discriminatioategl to recruitment. The
Eurobarometer asks about the respondents' vieviactors that hinder re-
cruitment and, on the other hand, on the increasifegt the recession has
on labour discrimination by grounds of discrimioati Therefore, the data
are well suited for monitoring labour discriminatiorhe international as-
pect and comparability are interesting, but comipiéita in particular is
problematic when it comes to discrimination quastidResponding in vari-
ous countries is affected by both cultural factord the formulation of
guestions, as well as translation differences. &lsbsuld be considered in
the comparison if one is made. In the report, tibernational comparison is



Ml Tilastokeskus
" statistikcentralen

Marjut Pietildinen

Paper 10(16)

27/10/2014

likely to be left out, but in this paper, Finlandsults are reflected against
other EU countries. The results will, however, bsed for Finland.

According to the Finnish respondents of the Eurotveater 2012, the most
common ground for being in a weaker position intageeking situation is
the colour of the skin or the ethnic backgrounthefjob seeker if two job
seekers had equal skills and qualifications. Tlagesks clearly higher than
in the EU countries, on average. Over one-halhefRinnish respondents
felt that old age or disability had a weakeningeffon job seeking. Disabil-
ity, sexual orientation, gender identity, the apgtits looks and physical ap-
pearance were considered a weakening factor ingeking more often in
Finland than in the EU countries, on average. Caledi the respondents
considered the appearance of the applicant topossible reason to be dis-
criminated against when seeking a job. Nearly direlbf the Finnish re-
spondents felt that sexual orientation could pdgsikeaken one’s position
when applying for work. By contrast, 27 per centledf respondents felt
gender was a weakening factor.

Figureb5. Views of the criteria that can place a candidate weaker position in a job
seeking situation if two applicants have equalskihd qualifications, % (In Finland/the
EU when a company wants to hire someone and hashthee between two candidates
with equal skills and qualifications, which of tfalowing criteria may, in your opinion,
put one candidates at a disadvantage? %)

The candidate's skin colour or ethnic origin | WY — 60
The candidate's age, if she/he is over 55 L4537

The candidate's physical appearance % 43

The candidate's gender identity I ) 32
The candidate's sexual orientation I ™ 32
The candidate's way of speaking 29

The candidate's gender (female or male)
The expression of a religious belief
The candidate's age, if she/he is under 30

A disability | : | | 51
The candidate's look 7™ S0

. ® Finland
EU

The dandidate's name
The candidate's address
None (spontaneous)
Other (spontaneous)

30 40 50 60 70
%

Source: Eurobarometer 2012, European Commission

Figure5. Finnish respondents’ view of the economic criisipart increasing discrimina-
tion on the labour market based on ..., % (Do Yyunktthat the economic crisis is con-
tributing to an increase in discrimination on tlasis of ... in the labour market? %)
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Ethnic origin 3
Disability 4
Gender identity 6 m Total 'Yes'
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Sexual orientation 4
Don't know
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Gender 3
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0% 20% 40% 60% 80% 100%

Source: Eurobarometer, European Commission

Official data*

Over 60 per cent of the Finnish respondents falt tile economic crisis in-
creased discrimination on the labour market basealdage and ethnic
origin. Over one-half of the respondents believet tliscrimination based
on disability and nearly one-half that discrimiatbased on gender identity
would increase. An increase in gender-based digtamon was not seen as
very likely; a little over 36 per cent of the regpents thought that it was
likely to increase. Close on one-third of the rexjent believed that dis-
crimination based on being aged under 30 woulckase.

Official data give a different picture of labousdrimination than those
based on experiences, observations or views/ogn{official data describe
communications, complaints and legal cases that hawed in the legal
system. They show how many complaints have beere mmeithe official
system by victims of discrimination, how many officdiscrimination sus-
picions exist, how many of them have been takewdad, and how many
court decisions have been made. Official data aiésmited for the moni-
toring model on labour discrimination because thayer several grounds of
discrimination and are comparable over time anrely.

Examinations of official data concern customeritéd communications

with occupational safety and health authorities;ribimber of audit reports
and preliminary investigation notifications; thenmoer of communications
received by the Equality Ombudsman; the numbeuspscted labour dis-
crimination offences recorded by the police; thenbar of labour discrimi-

“In Finland, the supervision of the discriminatjmohibitions of the Employment Contracts Act and
the Non-Discrimination Act is the responsibilitythie occupational safety and health authori-
ties.
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nation offences being processed by the courtspmegadministrative
courts, the Supreme Administrative Court and tlgigtrial tribunal.

A majority of communications received by the Eqyya®mbudsman con-
cern suspected discrimination based on pregnartyaanily leave. Dis-
crimination situations related to pregnancy oftenaern recruitment, con-
tinuation of fixed-term employment or returningrfirdamily leaves. Remu-
neration discrimination suspicions have also beaarg the most common
topics in statement requests presented to the Bg@ahbudsman. Howev-
er, only a few of the persons who suspect that tizex fallen victim to dis-
crimination turn to the authorities.

In 2013, forty-five per cent of discrimination cassgndled in writing by the
Equality Ombudsman and 75 per cent of the phorie ealdiscrimination
received by the legal counsel concerned discringnan the workplace.
During 2013, the Office of the Ombudsman for Eqyadiettled 465 written
cases of which 211 concerned discrimination c43esa-arvovaltuutetun
vuosikertomus 2013. Tasa-arvojulkaisuja 2014:1 nfemo Y liopistopaino
Oy.) (Annual Report of the Ombudsman for Equa®l 3. Equality publi-
cations 2014:1. Suomen Yliopistopaino Oy.)

During 2008 to 2011, a total of 47 labour discriation cases were pro-
cessed in courts of appeal. Two of these case®owedt age discrimination,
two discrimination on the basis of religion or cation, one discrimination
based on professional activity, and one discrinomabased on opinion.
Fourteen cases were based on health, 13 on gamdei?2 on ethnic origin.
In two of the cases the basis of discrimination natsincluded in the docu-
ments. (Aaltonen et al. 2013.)

The Occupational Safety and Health Divisions (OSlDhe Regional State
Administrative Agencies collect a large amount afedconcerning labour
discrimination. According to the Southern FinlandcOpational Safety and
Health Division (SFOSHD), 96 (49 %) customer-gi¢éid communications
were based on health. By contrast, there werelglsawer communications
received based on gender and ethnic origin anégi¥ample, only one case
based on disability.

Figure 6. Experienced discrimination grounds in customérated communications re-
ported on the to the SFOSHDS in 2013



Ml Tilastokeskus

I statistikcentralen

Marjut Pietildinen

Paper 13(16)

27/10/2014

Health status
Etnicity, language
Gender

Trade union activity

Religion

Opinion

Sexual orientation
Disability

Family ties

Age

0 20 40 60 80 100
Number of experienced discrimination grounds

Source: Southern Finland Occupational Safety aralthl®ivision (SFOSHD)

Register data

Register data do not actually describe discrimamabiut they can, however,
be used to describe unequal treatment in societyrars complement the
picture received on labour discrimination from attlata. The advantage of
register data is their objectivity, reliability andmparability. The results
can also be generalised to the entire populatioause the data are based
on comprehensive data. An extensive selection cfdraund variables can
be combined with the data as well. The monitoriragel utilises data on
structure of earnings and the employment statistics

Data from the Population Register have been comdbiméhe structures of
earnings data. Pay differentials are viewed by geratigin, disability and
having a family (whether one has children or nbhle background variables
are age, level of education, type of contractugdlegment relationship, oc-
cupation, industry and region.

According to the Structure of Earnings statistibs, earnings of foreign em-
ployees were around 88 per cent of the earningsnois in 2011. (Pehkonen
2013.) The average hourly pay for foreign employeas EUR 16.20, while
the corresponding pay of Finnish employees was E8R0. When the ob-
servablesare standardised, the pay differential decreasesiderably,
however.

Data of the employment statistics are used to exammployment and un-
employment shares based on gender, age, levelo&#@dn and origin. For
example, there are clear differences between gendgnployment shares
but also between persons of foreign and Finniskdracind. Persons of for-

® occupational structure, age, occupation-speciticvexperience, form of employment, level and
field of education, location, industry and sectbworkplace
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eign background are less often employed or studbatspersons of Finnish
background. Women of foreign background are, in,tarore seldom em-
ployed than men of foreign background, but studyeraiten than men.
(Pyykkoénen & Ruotsalainen 2013.)

Figure 7. Employment rates of persons of foreign and Fimbizckground
in 1987 to 2012, %

100
80
60 ——— 5
% \ /\——"— 49
20
19087 1989 1991 1993 1995 1997 1999 2001 2003 2005 2007 2009 2011
—Men, Finnish background  =\Women, Finnish background
Men, foreign background —=\\omen, foreign background

Source: Employment statistics, Statistics Finland

Monitoring of labour discrimination in future

The monitoring model on labour discrimination cansea suggestion on the
future of the monitoring of labour discriminatiofhe suggestion comments
on the monitoring frequency, the use of data apdnteng. It is not sensible
to carry out extensive monitoring annually for seveeasons but, for ex-
ample, every four to six years as already suggestdee earlier study (Larja
et al. 2013). The frequency of monitoring cruciaffects the repeatability
of the data used in the model. Some of the surselested for the model are
carried our every three to five years.

The monitoring model is implemented so that repggais possible in future
and the data for different periods are compardbl&iture, discrimination
can also be viewed more extensively with the hélpdividual studies
(such as experimental studies) even if they arenctided in the basic
structure of the model. Topicality and social neghusuld, however, be con-
sidered and the basic structure of the model shalstalbe reviewed from
time to time.

Statistics Finland is currently carrying out a Sayon work and well-being
among persons of foreign origin, which collect®mnfiation on the labour
market situation, ability to work and function, keapossible experiences
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Appendix 1. Has personally experienced unequalrreat or discrimination in the past five years at
the workplace. Share (%) of employees by discritionasituation

Discrimination situation 2003 2008 2013

In receiving information Women 20 20 19
Men 14 14 14

In the attitudes of co-workers and supervisofs  Wome | 20 21 19
Men 10 12 12

In being appreciated Women 17 19 17
Men 11 10 10

In remuneration Women 15 14 12
Men 11 11 9

In distribution of work shifts Women 13 13 12
Men 7 7 I

In accessing training Women 10 11 10
Men 6 6 5

In possibilities of advancement Women 9 9 8
Men 6 7 7

In recruitment, appointment situations Women 8 7 6
Men 6 5 3

In receiving employee benefits Women 6 7 6
Men 4 4 5

Source: Quality of Work Life Surveys 2003, 2008 &0d.3, Statistics Finland



