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Inequalities between men
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Abstract

Inequalities between men and women, often referred
to as gender inequality, are still evident in Greece. The
aim of this article is to chart the situation, starting from
the legislative acts and continuing with the presenta-
tion of relevant research findings regarding the fac-
tors that determine the extent and nature of gender
inequality, while at the same time, serve to perpetu-
ate them. The analysis is conducted using two reli-
able contemporary indices of gender inequality that
capture the phenomenon in its entirety. The findings
suggest that, despite the progress achieved, gender
inequality is still strong in Greece compared to other
European countries, and the backwardness of Greece
has expanded over the past decade. Gender inequali-
ty indices attribute the biggest contributions to gender
inequalities to differences between sexes in the do-
mains of power, time and labour. Family and the edu-
cation system also play a crucial role by, either de-
liberately or inadvertently, shaping students’ views
and beliefs about women, while the under-representa-
tion of women in decision-making centres seems to
trap them in a vicious cycle.

Keywords: gender inequality, SIGI, GEI, household,
family, education.
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1. Introduction

The unequal treatment of women in Greece has often
been at the centre of public discourse. Gender ine-
qualities are evident in various aspects of daily life and
are not new. Over the past few decades, awareness
has risen, and there have been state efforts to ensure
gender-equal opportunities under the guidance of the
European Union.!

The unequal treatment of women has social and ethi-
cal consequences, but also economic ones. Discrim-
inating against half of the population means less than
optimal benefits for the society and the economy,
and it leads to underutilisation or even complete de-
preciation of human capital and waste of resources.?
For instance, the World Bank estimated in 2018 that
the annual cost of compensating women with lower
wages than men, which results partially from treating
women unequally once entering into the labour mar-
ket, as well as before, e.g., while in education or while
looking for a job, amounted to 160.2 trillion dollars
worldwide (Wodon and de la Briere, 2018). Moreover,
there is cost associated with gender violence. The Eu-
ropean Institute for Gender Equality (EIGE) estimated
this monetary cost at 336 billion euros annually in the
EU; 79% of the cost is attributed to violence against
women (EIGE, 2014).
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1. There is an interesting description of the steps taken in Greece and the EU towards gender equality in Vougiouka and Papagiannopoulou
(2019).

2. One should consider the amount of resources allocated to an individual’s education to cover the direct and indirect cost, private and
social, and how those resources are lost to a great extent (but not entirely) because the individual never integrates into the labour market.
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The main goal of this article is to shed light on the inten-
sity and nature of gender inequality in contemporary
Greece?® using two composite indices. These indices
rely on a great number of parameters and, therefore,
they paint a more complete picture than would result
from relying solely on one criterion, e.g., the gender
earnings differential. According to Eurostat,* the gen-
der wage gap in 2018 was smaller in Greece than the
EU27 average (10.4% of gross mean male earnings
in Greece vs. 14.4% in the EU27), while, compared to
previous years, it has been declining (12.5% in 2014
and 15% in 2010). Relying only on the wage gap, one
would have to argue that women in Greece are doing
better than their European peers and their relative po-
sition is steadily improving over time. However, that
would not be a safe conclusion, since it ignores the
fact that a respectable share of women, much bigger
than in other EU countries, do not participate in the
labour market in the first place. Those women would
probably be low paid; hence, their absence leads to
an underestimated gender wage gap. On top of that,
economically active women face fewer employment
opportunities compared to men (Cholezas and Kanel-
lopoulos, 2016). Moreover, focusing on the wage gap
utterly ignores gender inequality manifested in other
aspects of women’s lives even before they enter into
the labour market.

However, before discussing gender inequality indices,
it would be useful to present briefly the changes in the
Greek legislative framework associated with gender
equality that have taken place roughly over the past
fifty years and to discuss the findings of selected re-
search studies that refer to the description and inter-
pretation of the relevant position of Greek women.

2. Legislative initiatives to fight gender
inequality

The Greek state did not remain idle in the face of gen-
der inequality. The most important initiatives can be
summarised as follows. Article 22 of the Greek Con-
stitution states: ‘All workers, irrespective of gender or
other divisions have a right to equal compensation
for equal work provided’. However, the goal cannot

be accomplished without targeted legislative meas-
ures. Hence, law 1414/1984 abolished discrimination
against women in the labour market by applying EU
law in areas like professional orientation and voca-
tional training, access to employment, workers’ com-
pensation schemes (underpaid employment and
self-employment), working conditions and profession-
al development, etc. Despite expectations, the results
were not satisfactory (Karamessini and loakimoglou,
2003; Papagiannopoulou and Paparouni, 2005). Law
2839/2000 followed; it required that at least 1/3 of the
members of administrative boards or other administra-
tive collective bodies in public services, legal entities
of public or private law and local government organi-
sations be female. However, even recent studies (e.g.,
Vougiouka and Papagiannopoulou, 2019) show that
gender equality in the domain of power has not yet
been achieved.

Law 1414/1984 was updated two decades later with
law 3488/2006, adapting the Greek law to the chang-
es introduced in the EU law® associated with the equal
treatment of men and women in the domains of em-
ployment, vocational education, professional pros-
pects and working conditions. Nevertheless, it seems
that not much has changed since then (Papagiannop-
oulou, Amitsis et al., 2008). So long as vocational ed-
ucation and training does not provide men and wom-
en with equal opportunities, it perpetuates obstacles
blocking women’s access to the labour market. Law
3896/2010 (article 25) was implemented a few years
later; it aimed at ensuring equal opportunities to and
equal treatment of men and women in the context of
a relevant European directive® regarding: a) access
to employment and professional development, includ-
ing vocational education; b) terms and conditions of
work, including pay; and c) occupational social secu-
rity systems.

Law 4343/2016, passed in the mid-2010s, incorpo-
rated two more EU directives” into Greek law that
involved, among other things, the equal treatment of
individuals in employment and work irrespective of
their personal characteristics. The terms employment
and work include the following: a) terms of access to
work and employment (selection criteria, hiring terms,

3. The analysis purposely stops in 2019 to avoid possible bias caused by the unique circumstances prevailing in the subsequent two years

in the labour market due to Covid-19.

4. <https://ec.europa.eu/eurostat/databrowser/view/sdg_05_20/default/table?lang=en>

5. Application of the Directive 2002/73/EC of the European Parliament and the Council.

6. Directive 2006/54/EC of the European Parliament and the Council.

7. Directive 2000/43/EC and Directive 2000/78/EC of the European Parliament and the Council.
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etc.), b) access to vocational education and training,
apprenticeships, etc., ¢) terms and conditions of work
like wages, health, safety at work and, in case of un-
employment, reintegration and reemployment, and d)
participation in trade unions. Probably the most impor-
tant change introduced by this law was the reversal
of the burden of proof from the employee to the em-
ployer. This means that if the employee accuses the
employer of discrimination based on personal charac-
teristics, the employer has to prove that the accusation
is false.

More recently, law 4604/2019 regulated matters aim-
ing at promoting gender equality, preventing and fight-
ing gender violence.® Several definitions clarify rele-
vant concepts like gender mainstreaming and sexual
harassment, the gender plan (a sum of complete and
self-complementing interventions of public or private
bodies and businesses aiming at gender equality in
practice), the gender equality badge (in businesses
that pursue policies of equal treatment and equal op-
portunities) and the Network of Structures (counselling
centres for women, etc.). Moreover, the law provides
for the establishment of a national mechanism for
gender equality at central, regional and local levels as
well as the establishment of the National Council for
Gender Equality under the General Secretariat for De-
mography and Family Policy and Gender Equality. The
first part of the law defines the concepts of integrating
gender equality and the gender dimension in public
policies, integrating the gender dimension in private
life and employment, as well as the content and the
composition of the Network of Structures for prevent-
ing and fighting violence and multiple discriminations
against women.

Lastly, the National Action Plan for Gender Equality
in period 2021-2025° constitutes a complete strategy
that includes four axes of priority and 67 actions. The
first axis is about preventing and fighting gender and
domestic violence and sets four distinct goals, among
which is fighting violence at work. The second axis re-
fers to women’s equal opportunities to participate in
decision-making positions and take on leading roles
and includes three distinct goals, among which is the
increase in the number of women involved in politics
and the reinforcement of women’s and girls’ education
and training for taking on leading roles. The third axis
is concerned with the equal participation of women
in the labour market with five separate goals, among

which is the promotion of women’s entrepreneurship
and the strengthening of women’s and girls’ educa-
tion and training in research and technology. The
fourth axis is about integrating the gender dimension
into sectoral politics. It provides for eight spate goals,
among which is the promotion of gender equality in
education, science and research, as well as the collec-
tion of statistical data, research and access to knowl-
edge from a gender perspective. Providing for a spe-
cific monitoring process of the action plan at central,
regional and local levels could prove crucial. It is worth
noting that there were action plans for gender equality
in the past in the EU’s Support Framework and later in
the Partnership Agreements. They contributed to the
improvement of the position of women, both before
they decide to participate in the labour market (e.g.,
through improving their skills) and once they partici-
pate, by succeeding in neutralising discrimination to
some extent and promoting equal opportunities for all.

3. Empirical studies on gender inequality

A careful reading of studies addressing gender ine-
quality in Greece, combined with the legislative initia-
tives already presented, suggests that there has been
progress towards gender equality both in the public
and private sector, utilizing national and European
resources to implement actions and policies to that
end. However, the state of play for women in Greece is
still problematic since gender mainstreaming and the
appropriate management of factors contributing to in-
equality between men and women remain desirable,
not accomplished.

The studies presented in this section mainly focus on
three issues associated with gender inequality. In the
beginning of the 2000s studies dealt with the descrip-
tion and assessment of the results of interventions to
promote gender equality, while, at the end of the dec-
ade, studies focused on exploring factors responsible
for preserving gender inequality with special attention
paid to education and family. The most recent stud-
ies deal with the importance of striking a work-life bal-
ance, especially for women.

In particular, many Greek private-sector firms intro-
duced positive actions in the past to promote gender
equality; for example, measures to reconcile work with
family/private life, extend parental leave, increase the
flexibility of working hours, special leaves of absence,

8. Law 4531/2018 had passed earlier. It validated the Convention of the Council of Europe for preventing and fighting violence against wom-

en and domestic violence in its first five articles.

9. The entire action plan is available at: <http://www.opengov.gr/minlab/wp-content/uploads/downloads/2021/07/EZAl®-2021-2025.pdf>.
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child-care services within the firm’s premises, modern
personnel management systems, etc. (Alitzoglou et al.,
2002). Those were steps towards the right direction,
but they were often ignored in practice. Various poli-
cies promoting gender equality were also introduced
from time to time by the state. For instance, all-day
school, including kindergarten, and daycare schools
aimed at facilitating women with young children; care
centres for the elderly aimed at relieving women who
care for them, and the programme ‘Help at Home’
supported the low income elderly living alone. Moreo-
ver, seminars for gender equality organised at second-
ary schools and vocational schools aimed at raising
teachers’, students’, parents’ and society’s awareness
of gender inequality; gender quotas in apprentice-
ships and scholarships aimed to direct women to-
wards male-dominated studies and professions and to
facilitate their integration to the labour market (Papa-
giannopoulou and Paparouni, 2005). The last point is
very important, since the share of women in the labour
force in Greece is typically low."® However, active la-
bour market policies have not yet been able to escape
the trap of gender inequality, since eligibility criteria
often favour men even where training programmes are
concerned (Papagiannopoulou, Amitsis et al., 2008).

Therefore, it is not hard to show that the concentration
of women in specific fields of study, occupations and
sectors is associated with lower female wages, i.e.,
there is a gender wage gap (Karamessini and loaki-
moglou, 2003). This conclusion is not new; however,
it verifies previous findings. Kanelloupoulos (1986) at-
tributes a big share of the wage differential between
men and women to the occupational segregation.
Moreover, according to Karamessini and loakimoglou
(2003), discrimination against women in hiring practic-
es and collective agreements leads, at least to some
extent, to lower female wages. Indeed, the International
Labour Office supports the view that collective agree-
ments that shape the working environment could con-
tribute to the reduction of obstacles facing women at
work (ILO, 2015). In practice, collective agreements in
Greece do not seem to promote gender inequality so
long as firms comply. This is not a given though, since
the risk of a firm being punished is relatively small. In
addition, most vulnerable workers, often women, have
no substantial role in forming the agenda of collective
bargaining; hence, it is difficult to promote their inter-
ests and goals (Giannakourou and Soumeli, 2002).

Education is one of the most important areas in which
gender inequality is observed because it is also a fac-
tor promoting it; children’s socialisation takes place in
schools while their views and stereotypes are shaped.
Although there seems to be some gender balance in
the composition of teachers and students at first sight,
in practice there are big qualitative differences (De-
ligianni-Kouimtzi et al., 2003; Moschovakou, Korella et
al., 2008). Therefore, most women choose to study in
specific scientific areas which lead to occupations and
sectors with lower wages and worse career prospects.
Even in sectors where women have a strong presence,
like education, they seem to prefer pre-school and pri-
mary education, while female teachers in secondary
education prefer classes with fewer and younger stu-
dents as well as specific subjects, e.g., ancient Greek,
Greek language and foreign languages. There are
also fewer women professors in tertiary education, al-
though their number is increasing over time.

The underrepresentation of women in administrative
posts and positions of authority in all levels of educa-
tion is also worth mentioning. At the same time, wom-
en are almost completely absent from vocational edu-
cation. The fact that most male teachers do not realise
their own contribution to preserving gender inequality,
through everyday practices and methods of teaching,
is alarming but not surprising. Recognising the role of
education in fighting gender inequality, the Ministry of
Education and Religious Affairs and the General Sec-
retariat for Demography and Family Policy and Gen-
der Equality have taken several actions. Such actions
include special educational material that promotes
gender equality; books, studies and guides for teach-
ers and students; the establishment of post-graduate
studies providing scholarships for women, etc.'" De-
spite those initiatives, a survey on teachers suggests
that professional development in education continues
to rely disproportionately on gender (Papagiannopou-
lou, Kavoulakos et al., 2008).

Other surveys confirm that stereotypes, behaviours
and views women have with respect to their own
gender role, which are shaped within the educational
system and familial environment, are also responsi-
ble for both the horizontal and vertical occupational
segregation of women (Moschovakou, Kantaraki et
al., 2008; Vryonis, Dinapogias et al., 2008). In addi-
tion to the distribution of household tasks that burden

10. According to official Eurostat data, the labour force participation rate of females aged 20-64 in 2019 stood at 65.3% in Greece compared

to 82.9% for men and 72.5% for women in the EU27.

11. An assessment of the effects of EU funded programmes promoting gender equality and addressing the labour market can be found in

Papagiannopoulou, Kaliveza et al. (2008).
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women more than men as well as biased views with re-
spect to a woman'’s role by parents and the family that
are passed on to children (Moschovakou, Korella et
al., 2008), stereotypes at the workplace and the con-
stant pressure women feel to prove their worth when
they occupy a position of authority create additional
obstacles to their professional development (Moscho-
vakou, Kantaraki et al., 2008).

The distribution of housework between men and wom-
en makes it difficult for women to reconcile personal
and family life with work. The reason is that women
usually undertake more tasks and devote more time
to housework despite progress made over time at the
family and the state level via relevant policies and ac-
tions, probably because this progress is fragmentary
(Simeonaki, Karamessini et al., 2016). The burden
is bigger for married women with children or other
household members who need care. As a result,
women more often work part-time, earn lower wag-
es, have fewer career prospects and fewer chances to
develop professionally while they suffer from labour
law violations.

Interestingly, there is less unequal distribution of
housework among better educated women, younger
women and women who earn higher wages according
to Germotsi, Moschovakou and Papagiannopoulou
(2016). The same study argues that it is long working
hours, limited flexibility in working time, short hours
of public childcare services and lack of support from
other household members (however, when it exists it
emanates from the spouse) that cause difficulties in
reconciling work with family life. Moreover, any bene-
fits enjoyed by women, e.g., maternity leave, are often
perceived as competitive disadvantages by employers
and sometimes women themselves.

To summarise, existing gender inequality can be at-
tributed to institutions that more or less involuntarily
facilitate the perpetuation of stereotypes and views
about the role of women in contemporary society and
economy; family and education are two important
institutions. They shape women’s perceptions about
themselves and direct them to specific areas of study
often associated with low wages and poor career pros-
pects. Moreover, the institutional framework, even af-
ter decades of interventions, has not yet managed to
eliminate gender inequality, partly because its imple-
mentation is often incomplete. Therefore, the under-
representation of women in decision-making positions
(Vougiouka and Papagiannopoulou, 2019) comes nat-
urally and binds women’s unequal opportunities. At

the same time the underrepresentation of women per-
petuates these unequal opportunities, depriving them
of the power to challenge the status quo and cause
changes to their benefit.

4. Gender (In)equality indices

After reviewing empirical research on gender ine-
quality in Greece over the past years, this section is
dedicated to the current situation. The intensity and
nature of discrimination against women compared to
other European countries is approximated using two
composite indices: the Social Institutions and Gender
Index (SIGl), developed by the Development Centre of
the OECD, and the Gender Equality Index (GEI), cal-
culated by the European Institute for Gender Equal-
ity (EIGE). Both indices were chosen because they
consider multiple parameters to capture all aspects
of gender (in)equality. Moreover, due to the common
methodology they use, they allow for comparisons be-
tween countries and years.

The SIGI measures the unequal treatment of women
by social institutions, reflected in formal and informal
laws, social norms and practices.'? The index com-
bines qualitative and quantitative data considering dis-
crimination against women in social institutions either
by the law and moral correctness or practices. The in-
formation collected involves the entire life of women,
since discrimination by social institutions intertwine,
leading women to poverty and depriving them of the
chance to actually have control of their lives. In other
words, women’s access to justice is often restricted
along with their rights and opportunities to empower-
ment, while their ability to self-determine and make de-
cisions on their own is downplayed. Even though some
of the above sound unfamiliar to Greece, it should be
noted that the index is estimated for 180 countries. The
estimation of the index includes four dimensions of so-
cial institutions that affect women'’s lives:

a) Discrimination in the family (distribution of house-
work, ease of divorce, etc.),

b) Restricted physical integrity (violence against
women, reproductive autonomy, etc.),

c) Restricted access to productive and financing
resources (workplace rights, access to financial
services, etc.),

d) Restricted civil liberties (representation in political
life, treatment of women in public office, etc.).

12. Detailed information can be found at <https://www.genderindex.org/sigi/>.
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GRAPH 1

Social Institutions and Gender Index (SIGl) and selected sub-indices, 2019
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Source: OECD <https://www.genderindex.org/ranking/?region=europe>.

Note: Austria (AT), Estonia (EE), Cyprus (CY), Portugal (PT), Belgium (BE), Latvia (LV), Romania (RO), Bulgaria (BG), Spain (ES),
Lithuania (LT), Slovakia (SK), France (FR), Ireland (IE), Luxembourg (LU), Slovenia (Sl), Germany (DE), Italy (IT), Malta (MT), Sweden
(SE), Denmark (DK), Netherlands (NL), Hungary (HU), Czech Republic (CZ), Greece (EL), Croatia (HR), Polland (PL), Finland (Fl).

The general SIGI for 25 EU countries in 2019 is pre-
sented in Graph 1. A higher index value represents
higher gender inequality. European countries typically
belong to the two last groups of countries character-
ised by either low values of the index (it ranges from
20% to 30%) or very low values of the index (lower
than 20%). The index in Greece stands at 27.1%,
which means that the country ranks second to last
amongst the 26 EU countries and the expanded group
of 37 European countries;™ only Cyprus fares worse.
Note that in Italy, which is often considered culturally
similar to Greece, the index stands at 13.5% and in
Denmark at 10.4%. Moreover, Greece has the worst
performance in the sub-index that measures discrim-
ination within the family and the sub-index that meas-
ures equal access of men and women to productive

and financial resources. In practice, this means that
in Greece women are burdened with housework dis-
proportionately compared to men and women in other
European countries. At the same time, it is more diffi-
cult for women to access funds, e.g., necessary to set
up a business, and to claim equal opportunities in the
labour market as men.

The evolution of the index over time cannot be ob-
served since —due to lack of data— it was not calcu-
lated for 2014. Regarding the individual indices that
constitute the general index, discrimination within the
family seems to have increased over time. On the con-
trary, there is an improvement in the sub-index which
measures political freedom'™ in period 2014-2019.
Hence, Greece ranks somewhere in the middle of the
list of 25 countries of the EU™ in 2019.

13. Switzerland has the lowest index value (8.1%) amongst 37 European countries. Surprisingly, Cyprus is categorised in West Asia. If it is
included in Europe, since it is a member of the EU after all, it is the country with the greatest gender inequality (28.3%) amongst the European

countries included in the analysis.

14. Note that there were many countries with zeros in this specific sub-index in 2014 but positive values in 2019. Since it is not clear what
these zeros actually mean, these findings should be interpreted with caution.

15. Cyprus and Luxembourg are missing from the list.
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The second index employed is the Gender Equality
Index (GEI)."® The index was constructed to allow for
the monitoring of the intertemporal evolution of gen-
der inequality in EU countries and for comparisons be-
tween them. '” The index is a composition of individual
indices that estimate gender inequality based on six
parameters:

a) Work (gender differences in the labour force par-

ticipation rate, women’s segregation in specific
occupations, etc.),

b) Money (gender differences in wages and income,

the risk of poverty, etc.),

Knowledge (gender differences in education attain-
ment and training, women’s segregation in specific
fields of study, etc.),

d) Time (gender differences in time devoted to un-

paid work, like housework and child-rearing, etc.),

GRAPH 2
Gender Equality Index (GEI) 2010/2019
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e) Power (gender differences in participation in polit-

ical and economic processes, etc.), and

f)  Health (gender differences in health status and ac-
cess to health services, like differences in life ex-
pectancy, access to dental services, etc.).

Contrary to the SIGlI, lower values of the GEI represent
greater gender inequality. Greece ranks last amongst
EU27 countries based on the most recent estimates in
2019 (Graph 2). Gender equality in Greece falls short
by approximately 30 percentage points of Sweden’s,
which ranks first, and more than 15 percentage points
of the EU27 average. Hungary and Romania complete
the trinity of countries with the poorest performances,
along with Greece.

Between 2010 and 2019, the EGl increased in Greece
by 4 points (from 48.6 to 52.5), which represents an
improvement in gender equality. However, the EU27
average GEI improved by 15 points (from 53.4 to 68).
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Source: EIGE <https://eige.europa.eu/gender-equality-index/2019/EL>.

Note: Estimates were published in 2021 but they rely on 2019 data.

16. A detailed discussion of the index is available in EIGE (2013).

17. The index was recognized by the Joint Research Centre of the European Commission as a reliable measure of gender inequality in the
EU (Papadimitriou, Norlen and Del Sorbo, 2020). Detailed information can be found at <https://eige.europa.eu/sites/default/files/documents/

MHO0113513ENC.PDF>.
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This has two consequences. The first one is that
advancements in Greece have been relatively small
since 2010; this means that the position of women
improved slowly and, therefore, the country should
pick up its pace. The second consequence is that the
gender equality gap with the EU27 has expanded over
the period because the position of women improved
faster there.

The decomposition of the GEI to its constituent param-
eters is interesting and informative. Table 1 presents
all the necessary information in a clear and compre-
hensive manner.' Next to each of the six parameters
that were used to construct the index, there is a col-
umn that shows the ranking of the country based on
the specific parameter. This piece of information can
be used to reach useful conclusions; for example, it
makes it easy to trace the parameters in which Greece
falls farther behind and suggest suitable interventions
to promote gender equality.

In particular, Greece ranks second to last, in the 26"
place on the list, in three parameters: work, time and
power. Of these three parameters, it falls alarmingly
short in power (28 points lower than the EU27 aver-
age), then time (20.2 points lower) and, finally, work
(6.3 points deviation from the average). In the first pa-
rameter, the worst performance is reported in ltaly, in
the second parameter in Bulgaria and in the third in
Hungary. However, what makes Greece stand out in
a negative way is the fact that it performs systemati-
cally poorly in almost all parameters and the variables
that constitute them. Health is the only exception since
Greece ranks 15%.

With respect to the parameter of work, Greece’s disad-
vantage is the biggest (10.7 points) compared to the
EU27 average in the variable ‘Full time equivalent em-
ployment rate, where women seriously underperform
compared to men (Table 2). The maximum value of the
index is reported in Sweden (94%), 30 points bigger
than Greece. The variable ‘Ability to take one hour or
two off during working hours to take care of personal
or family matters’ comes next; the value of the index
in Greece is 10.5 points smaller than the EU27 aver-
age and 41.2 points smaller than the best performing
country, i.e., the Netherlands (92.6%). Unsurprisingly,
Greece’s performance is better (40.6%) than the EU27
average (35.2%) regarding the variable ‘Employed
people in education, human health and social work
activities’; these three sectors tend to attract a lot of
women in Greece.

Regarding the parameter of time, Greek women do
worse than men in the variable ‘Workers doing sport-
ing, cultural or leisure activities outside of their home,
at least daily or several times a week’ (Table 2). This
means that men engage in such activities more often
than women, probably because they have more free
time. The difference from the EU27 average is great-
er than 26 points and more than 58 points from the
Netherlands. Relatively more women in Greece are in-
volved in daily cooking and cleaning at home, so this
sub-index is approximately 26 points smaller than the
EU27 average. Sweden ranks first once more, proba-
bly because women share those responsibilities with
men there, and the sub-index stands at 86.7%, 26
points bigger than Greece. Note that Greece scores
lower than the EU27 average in all variables with re-
spect to the parameter of time.

As far as power is concerned, there are eleven varia-
bles used to construct the parameter (Table 2). Greece
performs lower than the EU27 average in all of them.
The greatest disadvantage is reported in the share of
female board members of research funding organisa-
tions, which is 72.2 points smaller than the top per-
forming country, i.e., Luxembourg, and 49.3 points
smaller than the EU27 average. Note that Greece per-
forms worst in this variable compared to all variables,
not just the variables used to construct the sub-index
for this parameter. The second worst performance of
the country is reported in the share of female board
members of publically owned broadcasting organi-
sations; the value of the variable in Greece is 36.3
points smaller than the EU27 average and 64.4 points
smaller than the best performing country, i.e., Ireland
with 98%.

Even though Greece ranks 15™ in the list of countries
regarding health (Table 2), this should not cause
complacency since the value of the sub-index is
lower than the EU27 average by 3.5 points. This is
despite the fact that Greece fares better than aver-
age in seven out of ten variables used. Among them,
Greece has the biggest advantage in the variable re-
garding the share of people considering their health
is either good or very good. In other words, women
consider themselves of good health more often than
men. Obviously, one’s own perception need not re-
flect the truth. In any case, it seems clear that efforts
to promote gender equality do not have to start from
this parameter.

18. Table 2 presents the sub-indices and individual variables used to construct the indices for both the EU27 and Greece.
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TABLE 2 Detailed Gender Equality Index (GEI) sub-indices, 2019

Work
Participation
FTE employment rate (%)
Duration of working life (years)
Segregation and quality of work
Employed people in education, human health and social work activities (%)

Ability to take one hour or two off during working hours to take care of personal or
family matters (%)

Career Prospects Index (points, 0-100)
Money
Financial resources
Mean monthly earnings (PPS)
Mean equivalised net income (PPS)
Economic situation
Not at risk of poverty (%)
Income distribution $20/80
Knowledge
Attainment and participation
Graduates of tertiary education (%)
People participating in formal or non-formal education (%)
Segregation
Tertiary students in education, health and welfare, humanities and arts (%)
Time
Care activities

People caring for and educating their children or grandchildren, elderly or people
with disabilities, every day (%)

People doing cooking and/or household work, every day (%)
Social activities

Workers doing sporting, cultural or leisure activities outside of their home, at least
daily or several times a week (%)

Workers involved in voluntary or charitable activities, at least once a month (%)
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EU
71.6
81.3
75.5
87.1
63.1

35.2

61.9
92.1
82.4
76.9
78.2
75.7
88.3
94.6
82.0
62.7
725
81.2
63.8
54.1
54.1
64.9

69.1

80.1
58.1

61.0

65.8
56.3

EL

65.3

72.7

64.9

80.5

58.7

40.6

515

84.0

73.7

62.2

66.7

57.7

87.3

94.6

80.1

54.9

67.3

80.2

54.4

44.8

44.8

447

50.9

69.6
32.2

39.3

39.6
39.0



TABLE 2 (continued)

Power
Political
Share of ministers (%)
Share of members of parliament (%)
Share of members of regional assemblies (%)
Economic

Share of members of boards in largest quoted companies, supervisory board or
board of directors (%)

Share of board members of central bank (%)

Social

Share of board members of research funding organisations (%)

Share of board members of publically owned broadcasting organisations (%)

Share of members of highest decision making body of the national Olympic sport
organisations (%)

Health
Status
Self-perceived health, good or very good (%)
Life expectancy at birth (years)
Healthy life years at birth (years)
Behaviour
People who don’t smoke and are not involved in harmful drinking (%)
People doing physical activities and/or consuming fruits and vegetables (%)
Access
Population without unmet needs for medical examination (%)"
Population without unmet needs for dental examination (%)”
Source: EIGE.

Note: Greece has an advantage in sub-indices reported in bold letters.

* These sub-indices have a negative content, so a smaller value is preferable.
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EU
55.0
58.5
58.9
60.5
56.2

48.8

53.2
44.4
58.2
73.3

70.0

31.3
87.8
92.1
87.8
95.7
92.9
74.8
77.0
72.7
98.2
98.3

98.1

EL

27.0

36.1

29.7

38.0

40.5

20.8

21.5

25.7

24.0

33.7

19.3

84.3

95.2

95.3

96.2

94.0

66.6

80.2

53.0

94.5

94.0

95.0
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5. Discussion and suggestions

Based on the preceding discussion, there have been
important steps promoting gender equality in Greece
in the public and the private sector. This view seems
to be justified by the relevant literature, the legislative
initiatives and the Gender Equality Index (the SIGlI is
unable to provide a clear view), which shows an im-
provement of the position of women over time. How-
ever, this improvement is slow and falls behind the
improvement reported in the EU27 average; therefore,
the gap between Greece and the European average
has expanded.

Both indices reviewed seem to agree that discrimina-
tion in the family, associated mainly with the dispro-
portionate burden placed on women with respect to
housework, is an important scope of action to promote
gender equality; relevant studies seem to verify this
conclusion. The time women have at their disposal,
due to increased housework responsibilities, is not
enough to allow them to participate in social activities
that are necessary for their professional, social and
economic progress. As a consequence, women have
a disadvantage compared to men, when it comes to
the labour market especially regarding employment
rates, and they are unable to reconcile work with pri-
vate life given the limited flexibility in working hours.
The fact that women are heavily underrepresented in
positions of authority and influence according to the
GEl, e.g., fewer women are board members of organi-
sations funding research or publicly owned broadcast-
ing organisations, is both a result of and a cause for
gender inequality.

Interventions that could turn the tables and decrease
gender inequality to a measurable extent are not easy
to specify. According to the reviewed literature, there
are factors that affect gender inequality in complex
ways like education and family or the lack of women’s
power. It seems then that there is a vicious cycle at
play that perpetuates the current status. Family and
education shape views and perceptions that facilitate
the persistence of the social and economic status quo
and block changes in the institutions of family and
education. Either directly, because it is always hard
for parties involved to accept changes, or indirectly,
because people who are actively involved in those
changes do not realise the reasons why they are nec-
essary. At the same time, women are unable to make
decisions and force changes to their benefit because
they lack the necessary power.

This means that any changes decided upon should be
implemented in a concerted and resolute way. Instead
of specific suggestions, since there are many of those
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in the literature reviewed, general directions of actions
considered crucial are put forward. A very important
one is gender mainstreaming, i.e., the integration of
the gender aspect in every policy and action; from
now on, the ways an initiative improves the position of
women in practice should be proved. Additionally, the
importance of gender mainstreaming is already recog-
nised in the National Action Plan for Gender Equality.
Revising the past practices and methods in the edu-
cation system is absolutely necessary if essential pro-
gress is to be made, including raising the awareness
of teachers, students and parents across all levels of
education. It goes without saying that the cooperation
of involved parties is a necessary prerequisite for suc-
cess. Through reforming education, the familial envi-
ronment will also change. Additional actions to mobi-
lise parents could speed up the process.

It is necessary to assess all interventions in order to
trace any problems and points that require improve-
ment. This is particularly important where the labour
market is concerned. Enforcing the principle of gender
equal treatment in the labour market is essential, but
it is of utmost importance to monitor and ensure com-
pliance with the rules; this is a task complicated by the
number of small-size businesses in Greece. Moreover,
some of women’s labour rights put them at a disadvan-
tage versus men; e.g., the maternity leave. Expanding
those rights to men could help balance the pressure
on women. However, at the same time, there should
be measures to support businesses bearing the extra
cost. In this context, some European countries have
managed to promote gender equality efficiently and
could be used as role models and provide solutions
adapted to the Greek reality. Furthermore, reforming
vocational education and training as well as lifelong
learning practices to consider the needs (and skills) of
women could only have positive effects on their career
development prospects. Also, legislating to increase
women’s participation in positions of authority and in-
fluence, even if limited to the public and broader public
sector and political parties, would increase women’s
power and facilitate all necessary interventions. Last
but not least, the new National Action Plan for Gender
Equality seems adequately equipped to succeed so
long as the pathogenies that blocked the effectiveness
of actions promoting gender equality in the past are
traced and overcome.
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