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Introduction

In the past, family roles were gendered and every individual had to stick to his/her
role without question. In particular, the Japanese scenario had a fixed concept of both men’s
and women’s roles in society. The woman used to be the housewife, who had the task to raise
the children and take care of the house chores (Steel 2019, 29). On the other hand, the man
was designated as the breadwinner, whose duty was to earn a salary in order to maintain his
family (Macnaughtan 2015, 11). Having only one salary per family generated the single-
income household system, which was the most popular family model in the 1960s

(Macnaughtan 2015, 11).

As Hartmann notes (1976, 137-38), when capitalism spread all over the world, labor
was divided by gender: men were at the top and women at the bottom of the social pyramid.
Before capitalism, society was organized on the basis of patriarchism, which clearly divides
tasks within families (Steel 2019, 27). The patriarchal system authorized men to have control
over women. As a result, wives were considered inferior to their husbands, having no

decision-making power (Hartmann 1976, 137-38).

Because of the strong influence of the patriarchal society of the past, Japan is still far
from having a gendered-equal environment, especially in the labor market (Hartmann 1976).
According to lida (2018, 43-44), in 2016 Japan was ranked 111t within a ranking of 144
different countries for the Global Gender Gap Report. Moreover, within two years Japan rose
from the 111w to the 110w position on the same report of 2018 (World Economic Forum
2018). However, the last report of the global ranking of Gender Gap has placed Japan in the
121st position among 153 surveyed countries in total (World Economic Forum 2020). This

record witnessed the lowest Japanese ranked position which has ever been registered. Japan’s



drop in the global ranking was due to the low representation of women in politics and

corporate management (The Asahi Shimbun 2019; Steel 2019, 104).

Despite the gender gap is still predominant in Japanese society, women’s willingness
of joining the labor market can be considered as their valuable contribution to gender
inequalities’ eradication. In fact, many women seem to seek for independence, which appears
to be of economic nature. On the other hand, women’s desire to work is confronted by their
duty as mothers and wives. In this regard, due to the creation of a new life task for women
(i.e. women as workers), they seem to face some difficulties in conciliating it with the old one
(i.e. women as housewives). A possible reason for it appears to derive from the contemporary
society’s structure which does not seem to keep up with women’s new aspirations. As a
result, this women’s mindset of independence in Japanese society has also suddenly changed
their perspective on working life and family life. In order to be financially independent,
women are expected to choose between having a family or aiming to have a bright

professional career (Steel 2019, 31).

Since fewer and fewer women are covering only the housewife role in society, the
government is expected to provide childcare support and maternity leave for those mothers
who decide to seek a work-life balance. However, Japan still does not seem ready to provide
such support for working women. Moreover, gender bias in the workplace appears to still
negatively affect Japanese women, who, in most cases, are considered inferior to men. In this
regard, in 2013 Abe Shinzd’s government seemed interested in increasing women’s
percentage in the workforce by enacting a new set of regulations called Womenomics, which

will be further addressed in the first chapter.

According to Hidashi (2017), since women represent one of the “three W of the 215t
century (i.e. Weather, Web and Women), many people believe they are fundamental in order

to enhance world’s future. In this regard, Abe Shinzo considered gender equality as one of



the most important urgencies for Japanese society. Consequently, with Womenomics’
implementation, Japanese society should have been expected to give women more job
opportunities and more rights in terms of gender equality in the workplace. Besides, even if
the total number of female employees rose, the proportion of women in high positions is still

very low (lida 2018, 44-45).

The portion of female managers recorded by the World Economic forum (2019) for
Japan corresponds to 5.3%, which is still an insufficient figure to reach gender equality in the
workplace. Moreover, women’s percentage of Japanese diplomats is 3% for ambassadors and
around 10% for the House of Representatives (lida 2018, 44). Notwithstanding, Abe’s
cabinet itself has only two women among other eighteen men (The Cabinet 2019). In this
respect, despite the increase of female personnel in Japanese firms, the purpose of equal

opportunities for women in the workplace does not seem to be yet fulfilled (OECD 2017a).

In order to create a gender-equal society, it is necessary to consider people’s
consciousness on the matter. In 2006, the Gender Equality Bureau of Japan was investigating
gender awareness through governmental polls; at that time, the 73.9% of people believed that
the gender gap persisted in society and that there was a preferential treatment for men
(Gender Equality Bureau 2006, 2). Ten years later, the Japanese government appeared still
committed to awareness-raising among men and women, with the purpose of creating a
society where individuals cooperate, regardless of their gender (Government of Japan 2016a,

2).
1. Research Problem

The achievements and flaws of Womenomics are widely considered in this paper’s
selected literature. On the contrary, people’s awareness on the matter seems still

understudied. It is believed that taking into account people’s opinion could contribute to gain



a better understanding of their perception concerning gender inequalities and WWomenomics.
In particular, the investigation of stakeholders’ awareness on the two latter-mentioned issues
is reckon as possibly beneficial for the creation of a gender-equal society. Consequently, this
study seeks to investigate women’s consciousness concerning Womenomics and gender
inequalities in the workplace. In this respect, this paper aims to find an answer to the

following question:

To what extent Japanese working women are aware of Womenomics and gender

disparities in the workplace?

Furthermore, few more sub-questions are necessary in order to lead the research. First
sub-question: According to the opinion of Japanese working women, to what extent can
Japanese women’s professional ascent be facilitated or supported by the new policies for
women’s empowerment? Second sub-question: In the opinion of Japanese working women,
what can be done to overcome gender inequalities in the workplace? These sub-questions
will be useful to comprehend how to positively act on gender discrimination in Japan and

how to improve Womenomics to empower women in the labor market.

These problems’ endurance in contemporary Japan can be addressed through a direct
and positive intervention for gender equality’s fulfillment. Women’s viewpoint on
Womenomics might help to increase women’s empowerment in the workplace. Indeed, it is
important to comprehend their perception of the problem and how they think they could
actively intervene. According to this premise, Japanese women seem not to be completely
aware of the benefits that Womenomics could bring to their lives. By contrast, it appears that

women are well acquainted with Japan’s gender gap.



2. Paper’s structure

This paper’s structure is the following. The first chapter concerns the literature review
about Womenomics and gender inequalities in the workplace. Moreover, a link between them
will be highlighted to provide the reader with a better understanding of the social and cultural
background of the subject and to highlight the identified literature’s gap. The issues
considered in the chapter will be instrumental in understanding why women are not aware of

Womenomics’ and, by contrast, are keenly aware of gender inequalities in the workplace.

The second chapter deals with the methodology adopted for this research. The
primary data collection method will be attentively outlined. Furthermore, information about
the selected sample and questionnaire’s dissemination process will be given to make the
adopted methodology understandable to the audience. On the other hand, despite the
guantitative method for data collection, the gathered information will be described and

illustrated through an accurate narrative and descriptive data analysis.

Thus, the third chapter includes the latter-mentioned analysis, which examines the
data collected through the questionnaire. The most relevant outcomes drawn by respondents’
opinions will be shown in order to possibly answer to the above-mentioned research question
and sub-questions. The fourth and final section comprises the concluding remarks of this

thesis according to data’s results.



Chapter 1: Literature review

As shown in the introduction of this paper, Japanese society has historical precedents
in terms of gender disparities. In this regard, the existing literature about gender inequalities
in the Japanese world of work is broad and deals with different topics. Although the
preexisting literature about policies for women’s empowerment in contemporary Japan is less
extensive than the gender one, Womenomics’ literature is always closely intertwined with
gender discrimination in the Japanese workplace. This unbreakable bond between gender
inequalities and Womenomics stimulates a debate on those who suffer for gender
discrimination in the workplace. As a matter of fact, women are the most likely gender-

discriminated individuals worldwide (Whiting 2019).

The following brief overview of published sources will be structured on the basis of
which aspects should be questioned to Japanese women. Thus, women’s perception of
Womenomics and gender inequalities in the workplace would be helpful to better tackle these
issues. In this way, women themselves, and not only the national economy, may take full

advantage of it.

1. Theoretical background

Since gender is the pivot point of this investigation, the chosen theoretical framework
would be the gender-sensitive approach (Kalpazidou Schmidt and Graversen 2020, 3). It can
be defined as “a key tool for exploring the structural causes of gender inequalities and for
determining the differential implications for women and men of development activities.”
(Espinosa 2013, 173). In fact, the gender-sensitive approach is the one which engages with
those who actually are sensitive to gender; from this thesis’ perspective, the stakeholders are

women.
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The gender-sensitive approach has been already used in several fields, for instance in
social auditing, research and teaching, poverty (Auret and Barrientos 2004; Mihajlovi¢ and
Ana 2015; Bastos et al. 2009), but not particularly in the analysis of women’s consciousness
of gender inequalities in the workplace nor in relation with Womenomics. In this connection,
it is believed that the gender-sensitive approach will contribute to this investigation in order
to analyze women’s awareness Of the two presented issues and to foster the future research on

the topic.

As stated above, the stakeholders play a key role in sensitize society to gender
equality. In fact, stakeholders’ participation is included in the gender-sensitive
methodological techniques (Kalpazidou Schmidt and Graversen 2020, 3). In this regard,
analyzing stakeholders’ opinions and eventual suggestions on the matter might help them to
be positively included in society and no more discriminated (Kalpazidou Schmidt and
Graversen 2020, 3). This can create a targeted intervention with a better performance than

before.

In order to solve the gender inequalities issue, it is necessary not only to address the
stakeholders but also to study those policies implemented for women’s empowerment. As
Bustelo pointed out (2017, 85), to “re-gender” the process of policies’ enaction, it is
necessary to further theoretically investigate the link between gender and evaluation. As a
matter of fact, gender evaluation on policymaking is the so-called feminist evaluation.
Feminist evaluation of policies devoted to women’s empowerment in society might be
beneficial to their full effectiveness and their eventual positive outcomes for gender

equality’s accomplishment.

Before analyzing the chosen literature for this investigation, it is necessary to bear in

mind the importance of women’s perception of gender inequalities. In fact, investigating their
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awareness and opinions might ease leaders’ action on this issue (Steel 2019, 85). Moreover,
awareness-raising campaigns might faster the elimination of gender stereotyping and
discrimination (Miyajima 2008, 331). In this regard, some OECD countries have already

taken action for this purpose, but Japan did not (OECD 2017b, 40).

Women’s consciousness of the gender gap, their awareness of Womenomics’ contents
and possible benefits they can receive from them are the starting points of this investigation.
In this regard, it is noticed that “the lack of awareness that the missing transparency and
consistency of procedures and decision-making prevent women from having a fair chance to
participate, as well as preventing institutions from fully profiting from the competence and
creativity of their diverse workforce.” (Sanchez de Madariaga and Raudma 2012, 20). In fact,
it is believed that if women were aware of how Womenomics could actually empower them
as working women, they would act to assert their rights and to fight for a more gender-equal

labor market.

Gender awareness and consciousness are important concepts which would help
society to recognize the persistent gender gap (European Institute For Gender Equality 2019,
2). In this way, if leaders would listen to women’s suggestions to solve the problem, they can
make a positive intervention in sensitizing people to gender discrimination in the workplace.
Authorities’ positive action might be a starting point for making individuals cooperate for

gender inequalities’ elimination (Kyodo News+ 2020).
2. Womenomics: still a work in progress

Before starting to deal with Womenomics, specifications on this matter are worthy of
mention. First of all, one limitation of this research is the impossibility of finding an original
and official document of Womenomics. Thus, a detailed structure and organization of

Womenomics’ regulations are not displayed or illustrated in any of the following literature.
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Consequently, it is not clear if these regulations have been subject to changes over time or if
they are still the same as in 2013. In this respect, a body of documents was found in the
Japan’s Cabinet Secretariat website, which concerns Womenomics from 2013 to 2019.
(Subeteno josei ga kagayaku shakai n.d.) However, from these papers it emerges that no
significant improvements have been made over time. Furthermore, according to the papers of
the Japan’s Cabinet Secretariat website, it would seem that the Japanese government still
declares to be committed to the same social issues (i.e. lack of childcare support, lack of
maternity leave, long working-hours), which affect women’s ordinary life. Thus, this might
be considered as a Womenomics inefficiency’s alert and it suggests that further

improvements of the latter-mentioned issues are needed.

Womenomics are included in Abenomics, that were stipulated by Abe Shinzo in 2013
(Japangov A n.d.). Abenomics are structured in three pillars, each of which focuses on a
particular issue that needs to be revitalized. The third arrow includes a set of policies
addressed to women, which are the so-called Womenomics (Chanlett-Avery and Nelson
2014, 3). This term was created by Kathy Matsui in order to refer to the regulations devoted

to women (Hidashi 2017).

Womenomics can be defined as “prioritised and focused policies to increase the
number of women in the workforce, facilitate their ability to stay in the workforce and boost
the number of women in leadership positions in a wide range of sectors.” (Dalton 2017, 96).
According to one of Matsui’s reports, after Womenomics’ implementation, Japan has actually
improved its working environment in terms of gender diversity (Matsui 2019). However, she
highlights the fact that Womenomics were not only a mere attempt to give more rights to
working women and to overcome gender discrimination in the workplace. In fact, as

explained below, also economic reasons affected Womenomics’ creation in the first place.
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Prime Minister Abe Shinzd announced a policy to get more women in the labor
market in order to create a new Japanese society where all women can shine, i.e.
Womenomics (Subete no josei ga kagayaku shakai zukuri honbu n.d.). The media hailed it as
Japan’s great leap forward towards enlightened, modern society based on the principle of
gender equality (Abe 2013). Implementing the employment reform, some old or traditional
ideas about gender roles may change. However, the politicians’ increased awareness of
gender inequality cannot be considered as the cause of the policy of Womenomics. Indeed,
Japan decided to employ women in the workforce to tackle the imminent economic crisis and

to attempt to solve the ongoing gender gap.

In this respect, Womenomics can be characterized as a rescue attempt of an economic
crisis yet to unfold within the span of two or three decades (Chanlett-Avery and Nelson 2014,
2). In this connection, it seems that Womenomics were firstly meant as an economic reform
strategy, in order to foster domestic economic development and to revitalize the total fertility
rate issue (Hasunuma 2017, 11; Matsui 2019, 8; Chanlett-Avery and Nelson 2014, 2-3).
Christine Lagarde (2014) pointed out that “Japan is growing older at a faster rate than
anywhere else in the world. Its working age population will fall from a peak of 87 million in
the mid-1990s to 55 million by mid-century.” (Lagarde 2014). Nevertheless, it is hard to
understand that Abe’s reform program is generally considered to be successful, because in
seven years the number of women in the work force increased by some two or three million.
In fact, despite the rise of women’s percentage in the labor market, some worth of mention

social issues are still tackling modern society.
3. Japanese women: not only a resource for domestic economic growth

Japan is currently facing several issues in terms of its demographic outcomes. These
problems (e.g. total fertility rate in decline and aging society) are negatively affecting the

working environment. In fact, having less children and more elderlies leads to a society with
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less workers (Walia 2019). With Womenomics’ implementation, Japan demonstrates to be
willing to exploit female workforce. However, the will of integrating women in the labor
market does not guarantee them the same rights and responsibilities as their male colleagues.
Whereas the inclusion of women in the Japanese working environment is willed, women’s

empowerment seems to be forgotten.

For many years, politicians and economists have been aware of what it might mean
for the Japanese economy to support such a huge population of old-age pensioners. In fact,
during the last decades, Japanese population is becoming older and older, creating a
demographic scenario made up by mostly elderly (OECD 2017b). In this regard, Japan is the
first country worldwide for aging society (Boling 2008, 307). According to the Cabinet office
of Japan, the total number of people of 65 years old in Japan in 2017 was over 35 million
(Dai ichi-setsu koreika no jokyo 2017). It would seem that in the near future the percentage

of old people in Japan will consistently increase.

Moreover, an additional problem which is tackling Japan’s demography is the total
fertility rate in decline. As stated by The World Bank (2017), the most recently recorded
number of children per woman in Japan in 2017 was 1.4, which is still lower than the average
OECD one of 1.7 (OECD 2020). In this respect, a balance between births and deaths is
needed in order to let the economy flourish and develop. In particular, the total fertility rate in
decline and the aging society issue take part in the so-called dependency ratio (Suzuki 2013,
47). It appears that from the 1990s, Japan’s dependency ratio increased due to the fast aging
society. If the exact percentages are considered, in 2010 the elderly dependency ratio of
Japan was 36.1%, which is forecasted to become 54.4% in 2030 and 78.4% in 2060. These
latter data will lead to 93.6 people who will be economically maintained by a workforce of
100 people (Suzuki 2013, 48). That is nearly impossible to endure, because it does not

represent a suitable balance between society’s consumers and producers.
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Japan tried to tackle the latter-mentioned problems through the integration of foreign
workforce. Some years ago, young Indonesian nurses came to work in Japan, and several of
them were able to adapt to their new working environment (Kaneko 2009). The first
Indonesian nurses came to Japan in 2008 (Tjandraningsih 2008). However, in 2010 the
difficulties were already clear, and hospitals were offering to Indonesian trainee nurses only
141 positions, a 60% drop from 362 in 2009 (The Japan Times 2010). Later on, it turned out
that only one-tenth of the candidates were able to pass the qualifying exams (The Japan
Times 2015). However, the magnitude of the labor force required in the not too distant future
may be in the range of millions. Prime Minister Abe and his team realized that there can only

be one solution to this problem: Japanese women.
4. Women’s integration in the Japanese workforce

The real explanation to the delayed entry of Japanese women in the labor market is
not straightforward. The late answer to the problem has usually been described by the
peculiarities of the Japanese working culture: Japanese women cannot work as full-time
employees, because their traditional role is to take care of the children and the home
(Hartmann 1976). However, this had also been true of Scandinavian countries where before

the early 1960s the employment conditions were very much like in Japan today.

In less than two decades, Swedes and Norwegians managed to involve women in the
work force, resulting in a change which contributed 10-20% to their respective GDPs (OECD
2018). The shift involved radical modifications in the infrastructure (building daycare centers
etc.), careful planning in adopting new labor laws, as well as changes in popular attitudes
towards working women (Kolberg 1991, 24). The following three considered issues are
displayed to let the reader understand which are the persistent problems in Japanese society
that tackle women’s professional ascent and which somehow foster gender disparities’

occurrence in the Japanese labor market.
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The first issue is the women’s willingness to enter the workforce. Apparently, most
Japanese women opt for taking up employment, if they have a chance to do so. The reasons
may be widely different for this choice, but one of them is that women realize the benefits of
being employed (i.e. increased independence, empowerment, prestige). Between 1992 and
2014, a behavioral change concerning working lifestyle for women has been recorded
(Government of Japan 2016b, 7). In fact, Japanese women seem more likely to continue
working right after childbirth rather than quit and work again when the child has grown up.
Consequently, nowadays the “one-earner” system in Japan is crumbling away, giving way to
the “double-income” household system. However, as already mentioned above, women are,
in most cases, hired as part-time employees. Thus, it is difficult for them to juggle family and

work.

According to Broadbent (2002, 61), people prefer a part-time job because of its
flexibility, which is allowed by less working hours. Hence, not all women are really
compelled to work part-time; they often take that decision, which enable them to enlarge their
family income (Gaston and Kishi 2007, 436). Therefore, a reason why Japanese firms now
are more willing to recruit part-time workers rather than full-time ones, is because part-time
workers provide firms the working flexibility they require. As a consequence, companies are
not compelled to provide the same rights as the ones guaranteed for full-time employees, for
instance health insurance (Gaston and Kishi 2007, 436). In this regard, a gender-sensitive
approach is needed. In fact, in order to solve the low working status of Japanese women in
the labor market, it is necessary to raise awareness with the object of sensitizing not only

ordinary employees but especially managers (Nemoto 2016, 14).

Whereas part-time jobs offer fewer working rights than full-time ones, female
workers still opt for non-regular employment. This tendency occurs because non-regular

jobs’ flexibility allows them to have a better work-life balance. In this respect, Broadbent
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(2012, 10) shows how inconsistently women’s percentage in the workforce has increased
from 1991 to 2001. Macnaughtan (2015, 7) also seems to confirm women’s overflow in non-
regular employment. She suggests that Womenomics could be useful to surmount gender

inequalities only if the government considers the non-regular workers’ issue as well.

Part-time occupations could represent an advantage for both women and companies;
women can work as part-time employees and companies can increase their manpower. The
government itself can benefit from an increasing number of part-time jobs, which represent
an easy way to boost the number of women in the workforce (Steinberg and Nakane 2012, 6;
Steel 2019, 43). This could explain why Womenomics reached a significant number of
female employees in a short period of time. In fact, non-regular female workers’ percentage
in 2018 corresponded to 56.1% compared to males’ percentage of 22.2% (Statistical
handbook of Japan 2019). Buchholz (2019) shows how female non-regular workers’
percentage has risen during the years compared to men’s. This is good evidence of the
gradual growth of working women’s percentage over the years. On the contrary, the majority

of working men belong to the regular employment sector.

As long as the government is unable to convince employers that women should
receive better choices, and as long as they are unable to change the rules of the employment
game, Womenomics remains nothing more than a catchword. Some companies already have
public targets set for how many women they employ, but the content of their work is far more
relevant than the numbers. The Economic Survey 2019 of Japan points out that there is an
average wage-gap of 25% between men and women, but in most cases women do different

jobs from their male counterparts (i.e. men of the same age group) (OECD 2019).

The previously analyzed readings appear to demonstrate that Abe’s economic
interests in Womenomics’ realization were the only targets accomplished hitherto. In fact, the

examined literature seems to neglect the real purpose of Womenomics, which should be the
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empowerment of women in the labor market. In this respect, it can be said that due to
Womenomics’ implementation, women are empowered in terms of more job opportunities. In
this way, Japan can compensate its lack of manpower. By contrast, it cannot be said that
women are empowered in terms of their working rights. As described above, the majority of

non-regular employees are women. Thus, they do not seem to be empowered in this context.

A second issue of the reform is to give more childcare support to families and more
family support to working mothers. First of all, Japan still lacks of daycare centers for
children. In the Tokyo area, for example, ten thousands of young couples with children are on
the waiting list of daycare centers. The government promised 400,000 additional daycare
places when the Womenomics program was inaugurated, and they were unable to fulfill what
they promised (Matsui, Suzuki and Tatebe 2019, 14). In fact, despite new programs which
attempt to facilitate the childcare support situation (i.e. free preschool education and
childcare from October 2019), it seems that waiting lists for childcare facilities are still long,
because couples prefer to sign up for a licensed care facility with a lower monthly fee than
for those ones certified by the government (Suzuki 2019). Thus, being governmental
childcare facilities more expensive than private ones, it seems that the government is still

failing in providing accessible childcare support to everyone.

Japan has about 53 million households, the majority of them with two or three
members, but one-person households are on the increase (Statistics Bureau 2019). Some
couples are able and willing to share the responsibilities of parentage and housekeeping, but
in most cases husbands simply cannot support their wives due to overtime work, mandatory
transfers of the husbands, which isolate them from their family. As far as fathers are
concerned, there are still conflicting opinions regarding the current parental leave policy. In
this respect, the Environment Minister Koizumi in January 2020 said he would go on

paternity leave for two weeks (Siripala 2020). With this statement, Koizumi hoped to
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encourage Japanese men to be “responsible fathers” and take paternity leave when they need
it.

However, this tendency does not fit in the Japanese working system, where men
spend their entire time at work, disregarding their families (Siripala 2020). In fact, it appears
that in 2020 only the 13% of fathers are taking paternity leave and the average period taken is
less than a month (The Japan Times 2020). It seems that even if companies are trying to
encourage fathers to stay home and support their wives in child-raising, fathers themselves
are still more focused on their job and they appear to disregard their role within the family. In
this respect, although women’s opinion seems to be overlooked, it is believed that mothers
and wives’ feedback on this matter would definitely bring benefits to their family-life. This
social aspect, which seems to be understudied, will be addressed in detail in the third chapter

of this dissertation.

One of the most popular reasons given by working fathers for neglecting paternity
leave is that it negatively affects both their income and their work after the time off.
Moreover, while Koizumi’s statement about paternity leave was partly discarded by Japanese
people, when the working mother Takahashi announced her wish to go back to work after her
pregnancy, critics were even harder (Murakami 2020). She was criticized because, according
to people, women are those who have to take maternity leave to raise their child, not men.
Thus, this let emerge a gendered mindset in Japanese society, where family roles appear to be
still stereotyped (Murakami 2020). This can be considered as one of the main obstacles for

gender equality’s fulfillment (Steel 2019, 85).

The third issue calls for women’s opinion concerning female managers’ shortage.
Womenomics have been useful to include more women in the workforce but not in the
managerial role (Matsui 2019, 8). Even if the initial aim was to reach the 30% of women in

leadership position by 2020, in 2015 this percentage was modified, thus marking the
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distinction between private and public companies. Moreover, a recent article stated that the
Japanese government postponed its goal of 30% of women in leadership position from 2020
to 2030 (Hiro 2020). In fact, the author says that the target of the 30% seems to be impossible
to accomplish this year. This apparent inefficiency of Abe’s “women’s empowerment plan”
can be addressed with an awareness-raising program to change people’s mindset on gender

(Tsusaka, Kimura and Agawa 2017, 8).

Women'’s shortage in prominent position occurs due to the great responsibilities
leaders have, one of which is giving orders to men. Moreover, women do not commonly hold
higher working positions than their male colleagues in Japan (Steel 2019, 37). In this regard,
with the postponement of the target of 30% of women in leadership position stated above, it
seems that the government failed in accomplishing such a goal in time. Thus, women’s
empowerment it is not only women’s responsibility, but also the government’s one. In fact, if
the government does not provide the right conditions for women to scale the corporate ladder
and to empower themselves, then women’s empowerment cannot be accomplished at all.
Again, this leads to the conclusion of economic growth as the only Womenomics’ aim

achieved hitherto (Steel 2019, 147-48).

In the previously displayed issues, which directly affect working women’s lives,
women’s point of view seems to be understudied. Being women’s perception not considered
in the literature, it is believed that their awareness on these matters concerning gender and
Womenomics should be further looked upon. Thus, this dissertation attempts to investigate
women’s awareness of Womenomics and gender inequalities through the study of their

opinions.
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Chapter 2: Methodology

This paper resorts to use a quantitative methodology in the data collection process. In
fact, through statistics and numbers, it was possible to rapidly organize queries in a
questionnaire form with no cost (Saunders et al. 2009, 482). Besides, a qualitative approach
served as a mediator during the interpretation of two open-ended questions included in the
survey; it accompanies quantitative analysis during the reasoning and explanation of gathered
primary data. In this regard, this paper also employs a descriptive data analysis method to
exemplify the outcomes about the collected data sample (Thompson 2009). In fact, through
graphs provided by Qualtrics.com and two tables created with Microsoft Excel, data are
orderly categorized and displayed both in the third chapter and in Appendix A-Respondents’

replies.

This research’s primary investigated matter is Japanese women’s awareness of
Womenomics and gender inequalities in the workplace. Awareness can be an empirical
information recordable through the direct interaction with the stakeholders. Consequently,
according to the chosen theoretical framework (i.e. gender-sensitive approach), the chosen
techniques for this analysis will be a combination of a qualitative and quantitative approach.
For this purpose, the qualitative approach is necessary to assist the grounded research.
Therefore, a qualitative approach is used during the entire analysis of data collected from

open questions and through the narrative and descriptive analysis of the close-ended ones.

After the results’ drawing up, their circulation in the research field might be beneficial
in order to raise awareness on the problem and further encourage other scholars to investigate
the questioned issue (Kalpazidou Schmidt and Graversen 2020, 3). Thus, a combination
between a mixed methodology and stakeholders’ participation may be the turning point in

making proposals for gender equality’s fulfillment.
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1. Survey participants

The adoption of a quantitative method to collect data enabled this research to reach a
larger number of samples without having to meet people face-to-face, preventing privacy-
related concerns. Through this procedure, it was possible to avoid the arising of uneasiness
that interviewees might feel while they discuss their personal and working life. With this new
strategy, it has been possible to receive 136 filled questionnaires within the established time
frame of the survey’s dissemination (from December 2019 until April 2020). The sample
comprised 136 Japanese women employed in Japanese companies. Among the received
forms, 114 of them were considered as usable material because of their completeness. As a
matter of fact, as stated in the data analysis chapter, whenever the questionnaire was

incomplete, it was not taken into account for the analysis.

Originally, the survey was devoted to Japanese female managers in Japanese
companies. However, due to women’s shortage in high positions, the sample was extended to
all Japanese working women. Consequently, the final settled addressees of the questionnaire
were Japanese women employed in Japanese companies. Furthermore, foreigners and foreign
companies were excluded from the sample because the main task of this research is to study
Japanese working women’s awareness of gender inequalities and Womenomics. Therefore,

the research focuses on their feedback alone.
2. Respondents’ recruitment

The dissemination process for this study has been conducted by posting an
anonymous link of the survey on social media. In this connection, along with surveys’ design
progress over time, there has been a shift in terms of surveys’ dissemination platforms. In
fact, rather than adopting mail or face-to-face methods, nowadays researchers opt for social

networks, which have been crucial in order to enlarge the number of viewers. However, the
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features of social platforms’ usage have not been defined yet (Lee et al. 2017, 4). This new
tendency can be regarded as a way of keeping up with technology’s advancement and as a

way of conforming to modern conditions.

Due to the spreading of an anonymous link online, no respondent was directly
addressed. This entails the impossibility of recording the post’s number of viewers and, thus,
of calculating the study’s response rate (Hewson et al. 2016, 91). Thus, this investigation will

focus on the data collected and it will try to value the gathered information.

This tendency generates a whole sample of “true volunteer” surveyees (Hewson et al.
2016, 88). The latter definition regards the respondent’s free will of accepting to contribute to
the research by filling out the questionnaire’s form. In this way, it appears that true volunteers
might increase data’s validity and reliability (Hewson et al. 2016, 91). In fact, if a volunteer
freely completes the survey, she is likely to consider the research topic as a relevant issue
(Hewson et al. 2016, 91). After reading the project’s presentation letter, the volunteers

decided to complete the form if they judged themselves as eligible.

The recruitment process was handled through two important social networks:
Facebook and LinkedIn. Indeed, Facebook and other social networks such as LinkedIn can
help the researcher to collect data rapidly and with no cost (Brickman Bhutta 2012, 60).
Facebook was the main sample frame of the investigation, where the anonymous survey link
was disseminated through friends and groups concerning Japanese culture and society.
LinkedIn was used as well to spread the questionnaire; the anonymous link was frequently
posted on the surveyor’s account. In order to broaden the sample size, the researcher asked
personally to some suitable contacts if they had other eligible acquaintances willing to take

part in the research.
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3. Procedure

The survey was organized as a self-administered one in order to allow respondents to
complete the survey unaided (Saunders et al. 2009, 362; Bryman and Bell 2011, 231). In this
respect, the self-completion questionnaire is more advantageous for the participants as it can
be filled in at their own pace (Bryman and Bell 2011, 233). On the other hand, it is opportune
to mention some disadvantages resulting from the survey’s usage. Firstly, it is not possible to
request further details or information from respondents, because of the anonymity of the
questionnaire. Therefore, the survey’s design was articulated as simply as possible (Bryman
and Bell 2011, 233). Secondly, since the participant cannot be monitored during the
questionnaire’s filling, it is very likely to receive a significant amount of incomplete forms
(Bryman and Bell 2011, 233). As a result, this phenomenon can emerge in the form of

missing data.

From the cyber spread of the questionnaire, it was possible to record important
features: for instance, the starting and ending date of the questionnaire’s filling for every
surveyee, dropouts for each question. The important features for this analysis are the age
group, work-life balance situation, possible experiencing of gender discrimination in the
workplace and opinions about Womenomics in general. In fact, some of these characteristics
are needed to categorize different responses (e.g. age group, work-life balance), while others
are necessary in order to find possible answers to the research question and sub-questions
(e.g. gender discrimination experience and opinions about Womenomics). Whereas 136
respondents constitute an exiguous sample, it is believed that this study contributes to the

enrichment and delving into the general knowledge on the research field.

After the grid’s adjustments, the questionnaire was translated from English to
Japanese and distributed in a double-language format by means of some Japanese

acquaintances. All participants were provided with a brief introduction of the research topic,
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written both in English and Japanese. Before filling the form in, respondents were informed
of the full questionnaire’s anonymity, hence any given reply was handled as confidential. In
the final part of the introduction, contributors were thanked for their participation and for

their cooperation’s significance.

Surveyees took around 7-8 minutes to fill in the form and, at the end of the
questionnaire, they were invited to leave additional comments or opinions to the research.
Results were structured and collected through Qualtrics (https://www.qualtrics.com), which
is a data management web platform also employed to disseminate questionnaires to the
participants. In fact, after completing the form through an anonymous link, the survey’s
results were immediately stored as a list in the researcher’s account. The whole questionnaire

form can be seen in Appendix A-Respondents’ replies.
4. Questionnaire design

The questionnaire mainly contains multiple-choice questions but there are also one
matrix table, two open questions and few yes/no questions. In particular, since two questions
concern the participant’s knowledge and beliefs, they were formulated as open-ended ones in
order to allow the respondent to reply with her own words (Bryman and Bell 2011, 249; 253).
In fact, the concepts conveyed by these two-mentioned queries would be underestimated if

structured in a multiple-choice format.

This 31-item questionnaire includes an introductory section about the project, a final
comment. The majority of multiple-choice questions has five choices and a sixth one, which
is the would rather not answer option (Bryman and Bell 2011, 260). In this respect, the
present research added the would rather not answer option because it was necessary to give
respondents the freedom to choose whether to answer or not to a specific demand.

Respondents’ discomfort can result as an increase in non-cooperation, which can easily
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undermine the research’s validity (Rindfuss et al. 2015, 815). In this regard, it seems that in
Japan people sometimes still prefer not to express their opinion or not to answer (Niikura
1999, 690-91). In fact, their uneasiness in expressing beliefs in surveys or interviews is given
as a cultural feature (Horler and Yamazaki 1986, 87). Consequently, no name or other

excessively specific information were asked.

Questions were ordered in six different blocks, according to every different topic and
purpose. In fact, grouping questions that deal with a similar theme represents a clearer layout
for the reader to understand (Dillman et al. 2014, 230). Besides, the most relevant question of
every section was placed as the first in order to encourage the contributor to respond and to

go ahead with the questions’ list (Dillman et al. 2014, 230).
5. Limitations

Before starting the data analysis, it is necessary to highlight the limitations of this
project. At the very beginning of the field work, this research’s scope was hampered by
certain hurdles. While these limitations should be always borne in mind, the analysis of
relevant information taken from respondents’ replies will be in the spotlight in the following

chapter.

1. Due to the survey’s dissemination via SNS, it is not possible to record the
questionnaire’s response rate. Consequently, the only recordable information is those of
respondents who filled in the form. As a result, this research’s results cannot be

representative of the entire Japanese nation because of the small sample size.

2. The questionnaire’s grid was created in English and translated to Japanese
afterwards. In this connection, interpretation was not only essential during the translation

process, but also in open-ended replies. Even if only few participants actually contributed
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to them, replies were carefully examined before drawing conclusions. That is a reason

why the translation process might be biased.

3. A form entirely constituted by open-ended questions was purposely avoided; it
is less likely to have a satisfying reply rate in each question by each contributor as well as
it is time-consuming (Bryman and Bell 2011, 249). As a matter of fact, it is common for a
respondent to omit open-ended questions or to barely reply, because of these questions’
fussy format (Dillman et al. 2014, 110). Consequently, more close-ended questions were
employed because they are more intuitive to respond, they are time-saving and easier to

analyze afterwards (Johnson, Reynolds and Mycoff 2019, 198).
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Chapter 3: Data analysis

The following information comprises an accurate analysis about data collected
through questionnaires spread by means of social networks. Through the data analysis, this
section seeks to find reliable answers to the research question and sub-questions. First of all,
it is necessary to mention that results are drawn from usable questionnaires alone. In fact, 114
replies were complete and 22 were incomplete, out of 136 received questionnaires. All the
following information concerning the survey’s questions can be visualized in detail in the
Appendix A-Respondents’ replies. Instead, Figures 11 and 12 display more specifically Q3

and Q31’s data.

The surveyor commented the results referring to each question with “Q” plus its
correspondent number (e.g. Q2). Questions will not be examined according to their order in
the questionnaire, but they will be displayed according to the main topic of each section. This
procedure enhances the reader to link the findings with this dissertation’s research question
and sub-questions. Valuable information taken from the free comment section were included
in this chapter whenever it was deemed necessary for the investigation. Moreover, additional
comments included by respondents in the questionnaire’s other section were considered, due

to their feasible contribution to the examination.
1. Long working-hours: still an obstacle to have a balanced life?

According to the survey’s data, the majority of women belongs to the first age group
(18-30). Thus, it is important to consider the fact that a great portion of opinions comes from
a young public. In particular, the 35.09% of women are between 18 and 30 years old. On the
other hand, in the second age group, the 32.46% of women are between 31 and 40 years old.
Moreover, the majority of surveyed women started to work for their current company before

Womenomics’ implementation (2013).
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In the question which concerns respondent’s occupation (Q12), the 59.85% of women
said they are full-time workers, who seem to be satisfied of their work-life balance (64.91%;
Q13). As stated in Q15, the main reason of their satisfaction appears to be doable working-
hours (48.78%) and consequently, time available to spend with their kin (23.58%). As a
matter of fact, long working-hours seem to be the problem in common among everyone (see
Figure 1). In fact, Q14 illustrates that long working-hours (33.33%) is the most clicked
choice for those who do not have a good work-life balance in Q13 (34.21%), together with
the incapability of spending time with family and friends (33.33%). Thus, although the
majority of respondents are satisfied with their work-life balance, there is still a portion of

people who is not; the main cause of their frustration appears to be long working-hours.

2.78%
8.33%

3333%

33.33%

\ ! 9.72%

2.78%
9.72%

B 0 2 AT B\ / Long working-hours WRXEOFREL TS / Lack of childcare support T R R T L 12 < W/ Lack of maternity leave
RP=NFAAY b, CZLaPINFAAY FRIERRIZT 1 —INFAA Y DD | Power, sexual or matemnity harassment
BB A AR &) & & B AT 2 S AL AE LY | No spare time available to spend with the family and friends FOM(S A < K E L)Other (please specify)

| A 1o < f2\WWould rather not answer

Figure 1: Q14-Respondent’s reasons for their bad work-life balance
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In connection with this, the 49.12% of respondents strongly agree with Q7, which
asks if long working-hours are an obstacle to women’s integration in the workforce.
Moreover, another 38.60% of women somewhat agree with the latter statement. Thus, if we
consider the two aforementioned percentages as a whole, the 87.72% of participants agree in
some measure to Q7. In fact, as already mentioned in chapter one, scholars have clearly
stated that women are often overwhelmed by the number of working-hours which toughen
the task of managing both working and family life. In this regard, respondents’ family life
was investigated through Q16 which asks about marriage. The majority of contributors
(57.89%) declared not to be married, while the 36.84% of respondents replied positively to
the same question. According to the majority of participants’ replies, they seem to be keenly
aware of the challenges they face in their ordinary life concerning gender inequalities in the
workplace.

One respondent clearly claims that sometimes, like in her case, if a woman happens to
be pregnant, she has to resign (Appendix A-Respondents’ replies, Q26-other, line 4).
Therefore, if women choose career it is less likely for them to have a husband and children.
This statement is discerned not only from respondents’ marital status (Q16), but also from
respondents’ feedback on their progeny (Q19). In fact, the 25.23% of surveyees have children
and the 73.83% do not. To summarize, the discontent of some respondents concerning their
work-life balance seems to derive from excessively long working-hours. Moreover, the latter-
mentioned issue seems to negatively affect their work-life balance, especially if they are
married and they have children. Since the majority of respondents believe that long working-
hours negatively affect their working routine, the low percentage of married women and
mothers can be considered as a symptom of society’s discontent. Thus, a better work-life
balance should be guaranteed by the Japanese social norms in order to let both men and

women enjoy not only their work but also their family life.
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2. Low level of Womenomics’ awareness among Japanese women

After having analyzed the literature concerning Womenomics, it is fundamental to
examine women’s opinion on this matter. First of all, it is opportune to understand if
Japanese women are acquainted with Womenomics or not. In this connection, the very first
question on the survey needs to be assessed. In fact, it asks if the respondent knows
Womenomics (Q2). It is important to mention that this query provides the definition of the
term Womenomics, which allows the reader to contextualize the question. As illustrated in
Figure 2, the 59.65% of respondents never heard of Womenomics and the 22.81% roughly
know what they are. Consequently, the striking majority of contributors either have no clue
or poorly heard about these regulations. On the other hand, the 17.54% of women are aware
of what Womenomics are. This parting among respondents is helpful to get a grasp of how

many participants are aware of what will be following discussed.

17.54%

22.81% =
59.65%

B2 T &EHYRLN / Never heard of it TRk &R H> TWS / More or less iU, "> TW3 / Yes | know them

& Z 1= < 72\ MWould rather not answer

Figure 2: Q2-Respondents’ potential knowledge of Womenomics
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In this respect, Q3 was organized as an open-ended question because it refers only to
those women who actually know Womenomics. In fact, Q3 asks if Womenomics were
helpful to women’s professional ascent. The respondents of this question were divided in two
categories illustrated in Table A. The yes—category indicates those respondents who said
Womenomics were useful (10 people in total); the no—category includes those who stated that
they were not useful (19 people in total). Consequently, according to participants’ viewpoint,
this evidence suggests that Womenomics’ inefficiency in not helping women to rise in
society. Although 19 people stated Womenomics’ uselessness, the majority of them prefer

not to give reasons for their answer.

Yes reasons |¥N | ¥ IN% | ¥ 'No reasons | ¥ |N2 | ¥ IN2% |¥|Total | 7|
1. Talented personnel 1 3,4% |a. not useful 13 45,1%
2. Women's active role 3 10,2% |b. Few female managers 3 10,4%
3. More female managers 3 10,2% | c. Childcare/maternity leave 2 7,0%
4. Raise awareness 3 10,2% |d. Female talent not recognized 1 3,5%
10 34,0% 19 66,0% 29,

Table A: Respondents’ opinions about Womenomics’ usefulness for women’s professional ascent

By contrast, other respondents among them, stated that this inefficiency derives from
having still few female managers, from the poor maternity leave and childcare support, and
from the fact that even if women rise in career, their talents are still not recognized. Thus, a
greater commitment on the part of the authorities is needed in order to ease women’s lives on
the aforementioned problems. In fact, although women seem to be aware of what is
negatively influencing their lives and the majority of them account for Womenomics’

uselessness, their opinion appears to not be contemplated.
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3. Womenomics’ benefits for working women achieved hitherto

Acknowledging that full-time employees represent a striking majority than part-time
ones (6.57%) suggests an actual improvement in the Japanese working system. As for
companies’ diversity in recruiting, Q32 shows which is the female employees’ percentage in
the company where respondents are working. The majority of surveyees (28.07%) selected
the more than 50% choice (see Figure 3). That is another information in favor to
Womenomics’ positive outcomes. In fact, since one of Abe’s goals was to increase female
employees’ percentage in the labor market, the last-mentioned information somehow appears
to confirm this target’s accomplishment. Moreover, these data appear to be all favorable to
women’s integration in the workforce. As a matter of fact, they show a shift towards hiring
female personnel, which appears to be the most important accomplishment of Womenomics’

in terms of working women’s benefits achieved hitherto.

4.39% 8.77%
/ 439%
28.07% 9.65%
/
15.79%
13.16%
15.79%
109%LLF / less than 10% 10% 20% 30% 40% 50% 50%LL_E / more than 50% # Z 1 < 72\ \/Would rather not answer

Figure 3: Q32-Female workers’ percentage in respondents’ workplace
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4. More working women but still few female managers

As stated earlier, female managers’ shortage appears to be a persistent problem in
Japanese labor market. Q24 asked whether respondents would like to become a manager
someday. In this regard, the 28.32% said yes, the 24.78% said no and the 16.81% claimed to
be managers already. The 5.31% of contributors preferred to specify their answer through the
other choice.

A woman said she was already a manager in the past and another woman affirmed to
be the leader of her own company (Appendix A-Respondents’ replies, Q24-other, line 5).
However, when a more general question about the same issue was asked (see Figure 4-Q8),
the outcome was slightly different. The 60.53% of women answered positively and the
35.09% affirmed that, generally speaking, Japanese women do not wish to be managers.
These latter data enhance a discrepancy in terms of what the respondent wishes and what a
single participant thinks other women wish. It appears that, even if a discrete majority of
contributors said they would like to be managers, when the same question is generalized, a
larger number of women is likely to believe that female workers in Japan aspire to leadership

positions.

4.39%

35.09%

60.53%

W/ Yes WA /No & AT < Z\WWMWould rather not answer

Figure 4: Q8-Respondents’ opinion about Japanese women'’s willingness to be manager
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Besides, Q4’s results are important to highlight (see Figure 5). To the question
concerning women’s equal treatment to men according to three specific parameters (Q4), the
majority of respondents opted for the somewhat disagree option. The 45.61% of women
somewhat disagree to promotion, the 28.07% to pay and the 42.48% to finding a job. Since
women disagree to promotion, it emerges that women believe that men have somehow an
advantage. In particular, it seems that promotion is the most quoted questionnaire’s choice
(45.61%). These data seem to display female managers’ scarcity and they appear to affirm
women’s wish for a higher working status. Nonetheless, according to the literature in chapter
one, the last-mentioned information to a certain extent reconfirm a modest but visible

increase in women hired as managers.

M FEMLET )

itk / Promotion
#2465/ Pay (and/or earnings)
omewhat KM / Finding a job

Figure 5: Q4-Women's treatments in promotion, pay and finding a job compared to men’s
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As far as women managers are concerned, Q6’s results are worthy of remark. To the
statement “WWomen in Japan are less ambitious than men and they do not want a managerial
position in a company”, the majority of respondents agreed. Even if percentages are
somehow similar, the 34.21% somewhat agreed and the 5.26% strongly agreed with the
previous claim. According to the surveyors’ opinion, it is surprising how participants replied
to this question. In fact, as illustrated in chapter one, there are still few women at the top of
Japanese enterprises because of Womenomics’ apparent flaw: hiring a large number of

women for non-regular jobs.

On the contrary, information in Q6 reveal women’s significant feeling of
unwillingness for becoming managers. The acknowledgement of women's unease towards
managerial roles still stands out in this investigation (See Figure 6). If we compare the
outcomes of the aforementioned Q6, Q8 and Q24, data incoherence is striking. In fact, if
respondents have to express a personal opinion concerning managerial positions, they
answer positively in terms of covering those positions themselves. When the query is
generalized, they are even more in favor. By contrast, when female ambitiousness is
compared to the male one, they seem to admit that women’s willingness to become managers
is significant but not as much as men’s.

1.75%
5.26%

21.05%

B 34.21%

23.68%

14.04%

#H<EMU XY / Strongly agree PPEEY S / Somewhat agree E55TH / Neither agree nor disagree P45 / Somewhat disagree

#< R T S / Strongly disagree & A Iz < 73\ MWould rather not answer

Figure 6: Q6-Respondents’ agreement on a statement concerning ambitiousness and managerial roles
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Women'’s apparent unwillingness of holding a managerial role in Japanese firms can
be seen as an obstacle to gender equality’s accomplishment. In fact, their uneasiness in
becoming managers arises from the fact that they seem to feel uncomfortable when they hold
a higher position than men. In this regard, since an apparent shared feeling of gender roles’
fixing persists in contemporary society, this makes women afraid of standing out and
professionally arise. Secondly, due to the strict rules of the Japanese working system, holding
a high position in a company can be a great hurdle for a woman also in terms of work-life
balance. That is why it seems that, albeit dissatisfied, they prefer a lower job status than a
high one. Although this project focused only on respondents’ feedback, it can be said that this
unseen uneasiness is tangible among them. Nonetheless, sensitizing people to gender might

be an option for making women more comfortable in holding high working positions.

5. Women’s empowerment in Japanese firms: promotion, maternity leave and

childcare support

A portion of the survey’s questions deals with Japanese work world and respondents’
workplace. As also stated in chapter one, nowadays women are willing to work for several
reasons, one of which might be their economic independence. According to Q5, the
conception of financial independence appears to be important to women (84.21%). However,
how can they provide for their living while they work full-time and take care of their
children? In this connection, Q25 seems to point out some measures taken into account by
companies to promote women’s empowerment in the workplace. In fact, it appears that
maternity leave and childcare support are fundamental in order to assist working mothers

in their lives (see Figure 7).

As a consequence, in Q25, the 25.11% of participants said the company they work
for granted maternity leave to their employees, whereas the 20.26% said that, in their case,

their company is providing more childcare support. These data give an insight on real and
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practical proceeding of Japanese firms in relation to women’s empowerment in the
workplace. In this regard, a contributor who is in maternity leave stated that she does not
have good communication with her boss because he does not understand her anxieties
concerning the leave itself and her return to work (Appendix A-Respondents’ replies, Q33,

line 23).

11.01% 11.89%

0.88% \
2.64% : /

10.13%

1B.06%

20.26%

25.11%

% & - &fi S 1 Hiring more women a2 DM | Trying to eliminate pay-gap H 23 D426t / Providing childcare support
PEGRTIBE DR / Giving matemity leave & DE L OLM%EIRBAITHICHE < / Having more women in leadership position
FOM(Z R A < IEE W)/ 0ther (please specify) % Z 1o < %W\ Would rather not answer

Fhoatidc 0&SEMDEA%ET > TWEE A/ My company is not prometing women's empowerment in the labour market
Figure 7: Q25-Respondents’ opinion concerning women’s empowerment in their workplace

On the other hand, according to some respondents, the improvements in the childcare
support system seem still insufficient. As claimed by one surveyee, the lack of childcare
support yet represents a great hurdle, which women have to face systematically after their
maternity leave expires (Appendix A-Respondents’ replies, Q33, line 27). Consequently,
although companies are promoting the introduction of both childcare and maternity leave,
this does not mean that everyone is comfortable with it. Dulcis in fundo, it is important to
emphasize here that the 18.06% of women stated that their company is seeking women’s

empowerment by having more women in leadership position (Q25).



39

The data illustrated above create a connection with the issue of women managers’
shortage. In fact, from Q4 it seems that women are less likely to be promoted at a
professional level. On the other hand, according to respondents, companies appear to be
slowly but efficiently acting on the matter. As previously mentioned, despite firms’ measures
in the setting of female promotions, it is essential to further investigate women’s real will. In
this connection, one of the participants decided to give her personal viewpoint on Q25. The
respondent affirms that not only the system has to change, but also women’s mindset.
Furthermore, she states that there is a high probability of finding women who do not actually

want to be promoted in the workplace (Appendix A-Respondents’ replies, Q25-Other, line 3).

According to another surveyee, being awarded a promotion corresponds to longer
working-hours and greater responsibilities for a woman. Consequently, a working mother
would appear to be less prone to wish for advancement in career. Thus, this partly motivates
some women'’s choice of not willing for a promotion (Appendix A-Respondents’ replies, Q33,
line 4). The unwillingness of rising in career can also suggest a lack of engagement, which
might be caused by their families’ education (Appendix A-Respondents’ replies, Q33, line
22). According to the same respondent, commitment is the key to success, regardless to one’s
gender (Appendix A-Respondents’ replies, Q33, line 22). However, since this analysis is not
able to further investigate what women really want, it is opportune to bear in mind that the
understanding of women’s will concerning their empowerment in the workplace could

represent a turning point for the research on this matter.
6. Gender equality in the Japanese workplace: still a long way to go
a. A gendered workplace

Another set of questions is related to gender inequality. These questions’ aim is to

understand how respondents perceive gender inequalities in their workplace and to what



40

extent companies are acting against gender disparities. First of all, the 54.39% of surveyees
declared that gender inequality still represents a important issue in the company where they
are currently working (Q26). Apropos, a contributor witnesses this issue with her own words,
by saying that women “are good” only to cover the role they already have (Q33). Thus, they
do not need to be promoted or to hold managerial positions. Additionally, she speaks about
reverse gender discrimination and provides an example for it. In fact, it is said that if a man
makes some tea for the customer, that is why it does not seem tasty. Besides, the gender
discrimination of the past seems to have been restored in contemporary society in the form of

a vicious circle. (Appendix A-Respondents’ replies, Q33, line 5)

As a matter of fact, the past appears as a common pattern in some surveyees’ replies.
Particularly, one woman explains that in a company where she was previously working, she
sensed a significant gender gap among employees. For example, the university graduates’
initial salary differed between boys and girls because it was not appropriate for females to
“stand out”. (Appendix A-Respondents’ replies, Q33, line 7) On the other hand, it is
encouraging that the 25.44% of women claimed that sex discrimination is not so important
anymore (Q26). This last datum suggests an improvement in overcoming gender inequalities
in the workplace by some companies already. Even more reassuring is the 12.28% who
affirms that sex disparities never existed in the first place (Q26). In this connection, a
respondent clearly states that she was able to be hired in a company where genders are

equalized (Appendix A-Respondents’ replies, Q26-other, line 8).

Q27 directly addresses participants concerning their possible experience or
knowledge of gender discrimination happened in their workplace. The 47.37% of no is
comforting but the 26.32% of women said they experienced gender bias and the 23.68%
heard something about such kind of situations (see Figure 8). Thus, these data demonstrate

that, even if the majority of respondents did not experience gender bias in their workplace,



41

having positive answers for the 26.32% and the 23.68% of respondents means that gender
discrimination is still present in the workplace. Moreover, participants seem well conscious
of the current gender gap affecting their workplace. Nonetheless, the persistent problem
concerning gender discrimination in the workplace is that although women are aware of its
existence, they are not questioned on the matter. Thus, the problem cannot be solved if the

stakeholders are not considered.

26.32% 23.68%

2.63%

47.37%

EW, BEFRAFRIEICBSET 50 % M\ /o /Yes, | heard something related to gender bias WWZ /No % Z 1 < 72\ MWould rather not answer

IV, BAFRAFLBICIET M EEER U - / Yes, | experienced something related to gender bias

Figure 8: Q27-Respondents’ answers on their experience of gender bias in their company

b. Gender as a hurdle to professionally succeed

With regard to what described before, the promotion field is one of those where
women are discriminated. According to a final comment left by a respondent, sometimes
gender discrimination is so overwhelming that it is hard to endure (Q33). The latter
participant witnesses the resignation of several female employees in her workplace, due to
the threat of sexual harassment. Furthermore, she declares she will soon resign and that she is
trying to persuade other people to do the same (Appendix A-Respondents’ replies, Q33, line

3).
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Compared to the aforementioned Q4, Q28 addresses more specifically the promotion
issue. In this case, the 46.49% claimed that when it is time to promote an employee, gender
does not matter at all. On the other hand, the 37.72% stated that gender is somewhat
important and the 14.04% said that it is very important. Despite the total majority of denials,
these are data which cannot be neglected. In fact, if we consider the positive answers as a
whole (51.76%), they exceed the 46.49% of the negative ones. Consequently, promotion still
remains a great hurdle for women’s rise in career. This reconfirms promotion as a hint for

female managers’ shortage in Japanese companies.

Connected to Q28, Q29 asks about women’s opportunities in the sphere of career
advancement (see Figure 9). The striking majority of 50% confirms that female workers have
still fewer opportunities than men. By contrast, the 35.09% states that there are equal
opportunities for both sexes inside their company. However, there are some cases where
women’s advancement in a company is not even contemplated. For instance, a respondent in
affirms that in her company women cannot be promoted. In fact, she explains that her boss
does not even consider the possibility of make female employees rising in rank (Appendix A-

Respondents’ replies, Q29-other, line 2).

4.39% 2.63%
7.89%

50.00%
35.09%

THEBELD HRMT SMEHE L) / Women have more opportunities than men
THRBELD HRMT SMEHD 120 / Women have fewer opportunities than men
ZHLBHELAMYT SMEIHFFTH S / Women and men have the same opportunities F DOt (RC# < 722 L\)/Other (please specify)

B 2 1 <J&\\Would rather not answer

Figure 9: Q29-Respondents’ opinion on women’s opportunities to advance
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A more introspective version of Q29 is offered in Q30 (see Figure 10 below). Here,
the participant is invited to reflect upon herself and her opinion about the issue in question.
When contributors ponder the relationship between their gender (female) and their
professional ascent, the 56.25% of them claim that in case of rising in career, gender is not
relevant. In contrast to this datum, the 42.86% of women account gender as an obstacle to

professional advancement.

0.89%

42.86%

56.25%

B/ Yes WA/ No % Z 1= < #Z\\Would rather not answer

Figure 10: Q30-Respondents’ opinions on possible gender’s influence in their chance to rise in career

Finally, Q31 directly invites respondents to provide their opinions and possible
solutions to gender inequalities in the workplace. Surprisingly, this open-ended question was
answered by the 43.38% of complete questionnaires’ total respondents. As a result, surveyees
provided many different insights along with several possible solutions to this issue, which are
fully displayed in Table B. In a similar way to Q3, this question’s answers (59) were divided
in two categories: yes—category and no—category. In this case, the former includes those
replies (55) which suggest potential resolutions to the problem. On the contrary, the latter
category encompasses those respondents (4) who speak about no solution or affirm that

inequalities in the workplace should be solved regardless of gender.
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Among the yes-category replies, the highest-rated solution was to create a better
working environment (22). This latter expression combines several work world-related
features, which should, in respondents’ opinion, be revitalized and modified. First of all, all
employees should be guaranteed equal treatments and opportunities, regardless of their

gender. In addition, more female managers should be hired and work flexibility should be

provided.
[ solution hd N hd N% A No solution h N2 hd N2% A Total v
. Better working environment 22 37,2% a. Not related to gender 4 7%
. More childcare support 13 22,0%
. Raise awareness 5 8,5%

~Noon kW N e

. Gender equality education 2
. Reform people's mindset 8
. Elimination of gendered roles 3 5,0%
. Cooperation between men and women 2
5

3,4%
13,5%

3,4%

5 93,0% 4 7% 59

Table B: Respondents’ suggested solutions on gender inequalities’ possible eradication

Another popular suggestion among contributors consists in shortening the total
amount of working hours, so that men and women can cooperate in terms of childcare
support and house chores (13). In fact, women would like to cooperate with their partners in
the setting of children’s upbringing. Besides, if companies would provide more childcare

support for both genders and more paternity leave, the gender gap would significantly shrink.

The third most popular solution is to reform people’s mindset (8). Nowadays, many
women still blame the old generation’s mindset which seems to affect the present young
generations. In this regard, some contributors believe that the disappearance of the old myths
would help to shorten the gender discrepancy in the workplace. The fourth possible solution
is to raise awareness (5). In fact, sensitize workers at every level will be fruitful to avoid
gender discrimination. If men and women will cooperate as individuals (2), Japanese society
will be able to leave aside the old mindset and to create a new one, where people have the

same rights and same responsibilities in society, no matter what their gender is.
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Conclusion

The originally stated aim of this investigation was to understand Japanese women’s
awareness of Womenomics and gender inequalities in the workplace. Through the analysis of
those matters where women’s opinion is left aside and through the respondents’ useful
feedback in the questionnaire, it was possible to understand women’s consciousness of the
two mentioned issues. Whereas it is not possible to generalize at a national level, the results
analyzed in the data analysis chapter mostly confirm the issues illustrated in the literature

review.

Japanese women seem not to be acquainted with Womenomics regulations. The
majority of respondents who stated to have some knowledge of it declared Womenomics’
uselessness or inefficiency in terms of women’s empowerment. Thus, it appears that
Womenomics regulations need to be reviewed in order to make them truly beneficial for
working women. Perhaps a more developed information channel suitable for providing
accurate details to society about Womenomics can be a solution to raise awareness. If women
will be conscious of the existence of a set of laws devoted to their success in career, then they

will be most likely to have an active role in favor of their own empowerment.

According to the questionnaire’s participants, the lack of childcare support and
maternity leave seems to be one of the main causes of Womenomics’ inefficiency. Moreover,
a special attention is devoted to men. In fact, women do not appear to be satisfied with men’s
behavior in terms of being “responsible fathers” (Siripala 2020). Thus, women demand for
more cooperation from fathers and husbands who should help them raising their children and
doing the house chores. They further suggest men should consider more the opportunity of

taking paternity leave to give aid to their wives.
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Female managers’ increase in Japan seems to be another unfulfilled promise of
Womenomics’ implementation. In this regard, an interesting outcome was the one related to
the discrepancy of what respondents want and what they think women want. As a matter of
fact, from the results it appears that, generally speaking, women desire to be managers.
However, if the same question is asked more specifically, less women state they personally

want to become managers. Thus, do women really aim to be managers?

In addition, women are well aware of the persisting gender bias at work: most of the
offered solutions are valid options which the government should take into account to solve
the problem. On the other hand, although they have valuable suggestions to erase it, it seems
that a little effort was made by the authorities to make its eradication happen. To have a
better working environment results to be the first urgency among surveyees. Although this
issue can include several other problems in itself, women claim that to have less working-
hours, equal treatment for all the employees and more women on boards could positively
change the Japanese workplace. According to many respondents, people’s mentality should
change in a way that leads to gendered labels’ disappearance. In this way, both men and

women can cooperate as individuals and not as males and females.

Women’s awareness of the latter mentioned issues was tested through a quantitative
data collection method: online questionnaires. Although this quantitative approach was
adopted because of the impossibility of running interviews, it was fundamental in order to
enlarge the sample size. Moreover, through the narrative and descriptive analysis of the
survey’s results, this research might positively contribute to the larger research field on
Womenomics and gender inequalities in the workplace. In fact, this thesis can be considered

as a possible resource for the research community investigating this matter.

In particular, it is believed that drawing attention to the lack of consideration of

working women’s perspective might encourage future scholars to deep their knowledge on
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the topic through this aspect. In this regard, if women’s perception concerning some social
issues will be considered, then it is believed that it can bring benefits to both gender
disparities in the workplace and Womenomics. In fact, the latter can be modified or enacted
in a way that would favor women. For instance, they would possibly gain benefits in terms of
more maternity leave and childcare support; they would have equal opportunities of rising in
career and the same rights as male workers. Furthermore, the gender gap can be eradicated
from the Japanese society in an easier way than before, because of women’s suggestions
about it. In fact, there are many ways women believe gender equality can be reached. One of
the possible solutions listed by participants is the urge of a greater commitment of husbands
to the role of being fathers. To summarize, equal opportunities and responsibilities would

lead to a fair cooperation between men and women in the guise of social individuals.

Even though this thesis is focused on women’s perception of the two issues described
above, it does not exclude other possible queries which should be investigated. In relation to
the thesis topic, there are several unanswered questions which need to be addressed. First of
all, from the questionnaire’s results it is not clear whether women truly wish to ascend
professionally or not (see chapter 3, section 3). Therefore, this discrepancy in the collected
data shows that the current investigation cannot provide an ultimate explanation for women’s

true work-related aspirations.

Secondly, in connection with the previous statement, women’s lack of self-confidence
seems to affect their decisions in a working environment. Thus, do women still cover a lower
position than men because of their apparent reticence of rising in career? Although this paper
provided a possible answer to the research question and sub-questions illustrated in the
introduction, it is believed that the previously mentioned matters are only two examples

among others which need to be researched. Moreover, this short dissertation and its results do
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not null other possible suggestions to overcome gender inequalities and to better enact

Womenomics in Japan.

Despite Womenomics’ apparent flaws and the ongoing gender gap in Japanese
society, with Womenomics’ implementation, Abe achieved some positive goals. For instance,
as mentioned earlier in the paper, there has been an increase of female employees in Japanese
companies. At the same time, this achievement partly seems to have helped domestic
economy to flourish again. Due to the labor shortage in Japan, women are undoubtedly an
essential resource for the nation. Hence, they should also be further involved in policy-
making and social decisions such as gender inequality solving and feasible Womenomics’

adjustments for the next future.
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Appendix A-Respondents’ replies

Q2-v—=) 17 R% TFEMTT D ? Do you know Womenomics?

[V—=/I7X| i}, Tv—=v] KB +[za/si7x] (& 2HLIEGDELER, T-AF2v - Hv 22
HHEOF—7HEARA I TR THEF v v — - RHFEI1999FE» HRE L T 32T, KEOERIC L 2 FOFEE
. BEFLLTHHBEL L TORHEDON T —BIASITIREOD VA EEKRL T3, RIGBHEISERBO—RE LT
ZUEEZHET 52T bH LA 2 b, DOoADTHEHZEDTVET,

Q2-Do you know Womenomics?

17.54%
N
22.81% | = 59.65%
ML iz & & AL [ Never heard of it A &1 E - Tu % 7 More or less
- T\ % [ Yes | know them & A 1= { % /Would rather not answer
Answer % Count
a7z 2 & 2872 » / Never heard of it 59.65% 68
A &7 {Hlo T3 / More or less 22.81% 26
v, Flo T3 /Yes I know them 17.54% 20
& % 7z { 72 \»/Would rather not answer 0.00% 0
Total 100% 114

Q3v =~/ I 7 RECFEMTHINIE. KESRSHCHRENILRICET 2DV —<) I AREDI S CRIL -2 L BE

Z T3 %, If you know what Womenomics is, how has it been useful in helping women to reach leadership positions?

1.

I'don’t think it has.
I still don’t feel the atmosphere in our company, because there’s only few female leaders in management position.

I think that it is effective for women to gain leadership positions because people deepened their awareness of the need to

leave for a certain period of time when women stepped up in society, such as maternity leave.

I think that many female workers begin to take for granted that they continue to work through their lives, whether they

get married and have children or not.

In my opinion, the word has been just used a lot for promotion, but not for practical ways/politics.
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29.
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Q4 - XRoEH LW THROHEOHETH cIit, THIZIBEEL AFORELZIFT T\ ¥ 2 ? For each of the following

aspects, would you say that, in contemporary Japanese labor market, women are getting equal treatments as men?

Q4-For each of the following aspects, would you say that, in contemporary Japanese
labor market, women are getting equal treatments as men?

HommL TS
Strongly agree

CRRARTE ]

Somewhat agree

T b
Neither agree
W =& / Promotion
W #5#43(1355/ Pay (andior earnings)

=% i@t Somewhat W 3 / Finding a job
disagree

Homptal
Strongly
disagree

# B7 L /Mo opinion r

O S Y |
0 5 10 15 20 25 30 35 40 45 50 55

2R
e . EbnT .
i < R e RE it/ i < ROR .
b/ BRAL
. LEd/ 33/ . Somew 35/
#  Question Neither /No
Strongly Somewha hat Strongly .
agree nor . . opinion
agree t agree ) disagre disagree
disagree
e
i/
. 2 1 4561 5 2
1 Promotio 1.75% 2 18.42% 9.65% 24.56% 0.00% 0
1 1 % 2 8
n
FRIE
#a5./ Pa 3 2 28.07 3 2
2 Y 7.02% 8 26.32% 19.30% 17.54% 1.75% 2
(and/or 0 2 % 2 0
earnings)
KIg /
o 1 2 4248 4 1
3 Findinga @ 3.54% 4 13.27% 24.78% 15.04% 0.88% 1
b 5 8 % 8 7
jo

Q5 - HEOZEAREFWICHIL T 3 2 & IFEEZ & B\ 32 ? Do you think it is important for a Japanese woman to be

economically independent?

Tot

al

114

114

113



LS IR 5 ')
Important

$o¥CmES
Somewhat
important

H

FueTaiund
Neither agree
nor disagree

B3 URETREL
Somewhat I

important

BT Mot

important &t

all

B4tz ¢ fruWould

s
0 L » % 4 s e MW 8 s 100

# Answer %
1 EIL/Z L B F 3 / Important 84.21%
3 % Z % ZEH / Somewhat important 14.04%
4 B 5 ThH 7\ / Neither agree nor disagree 0.00%
5 HF Y EHCTII 7/ Somewhat important 1.75%
7 4 { EHETIE 7\ /Not important at all 0.00%
9 % % 7= { 72 \»/Would rather not answer 0.00%

Total 100%

59

Count

96

16

114

Q6 - ROXEICEDEREEFL I TH, [HROXEIBHEEERH IR, S CoBEBEEATHIERA, | To

what extent would you agree/ disagree with the following statement: "Women in Japan are less ambitious than men and they do

not want a managerial position in a company".

Q6-To what extent would you agree/ disagree with the following statement: "Women in
Japan are less ambitious than men and they do not want a managerial position in a
company".

1.75%
5.26%
21.05%
34.21%
23.68%
14.04%

BE(meL 27 /Stonglyagree [l *¥=E 87 % / Somewhat agree
@ © &5 T 6% [ Neither agree nor disagree @ =i | Somewhat disagree
B % < =¥+ 5 / Strongly disagree £ 4 7= € %1~ /Would rather not answer

# Answer %

1 i [FZE L £ 3 / Strongly agree 5.26%

Count



3 2 PFE T % / Somewhat agree

4 EH 5 ThH 7l / Neither agree nor disagree
5 22 5t / Somewhat disagree

7 i A3 % / Strongly disagree

9 % 2 7= { 72 \»/Would rather not answer

Total

Q7 - REEEHE I L0 HEHhSMo Fick 3 & BvwE 34, Would you define "long working hours" as an obstacle to

women's integration in the workforce?

HmRTH!
Strongly agree

PoRAET Sl
Somewhat agree

EeThHuL
Neither agree
nor disagree

== x| Somewhat I

disagree

HompTal
Strongly
disagree

EAf: ¢ v Would
rather not
answer
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=
=
=
w
=
=
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w
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=
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o
w
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w
o

60
# Answer

1 i < A 3 % / Strongly agree

3 L FE 3 % / Somewhat agree

4 EH 5 ThH 7l / Neither agree nor disagree
5 5t / Somewhat disagree

7 i < K33 % / Strongly disagree

9 % 2 7= { 72 \»/Would rather not answer

Total

Q8- BT D HEALZHEZ~ AV A Y FAERIC2E 2w e BoTw3 B34, Nowadays, doyou believe that

Japanese women wish to reach a managerial role in their company?

34.21%

14.04%

23.68%

21.05%

1.75%

100%

%

49.12%

38.60%

8.77%

1.75%

1.75%

0.00%

100%

39

16

27

24

114

Count

56

44

10

114

60



Q8-Nowadays, do you believe that Japanese women wish to reach a managerial role in
their company?

4.39%

35.09%

60.53%

Wizvives @uvuviiNo [ A% ¢ ou/Would rather not answer

# Answer

1 1Zv> / Yes

2 Wiz /No

4 & % 7=  72\»/Would rather not answer
Total

Q9 - BT DIFEZIA T T &\, Which is your age group?

1%
——— 35.09%
20.18%
32.46%
@183 @340 @450 @560 (6165 Over 65

# Answer %
1 18-30 35.09%
2 31-40 32.46%
3 41-50 20.18%
4 51-60 11.40%

5 61-65 0.88%

%

60.53%

35.09%

4.39%

100%

Count

40

37

23

13

Count

69

40

114

61



6 Over 65 0.00% 0

Total 100% 114

Q10 - So&tlkic Atk L 2 @ i3 \v»> T3> 2 When did you start working for the company?

013% 4 ) miBefore
2013

# Answer % Count
1 20134F X Y Hii/Before 2013 38.60% 44

2 2013 1.75% 2

3 2014 0.88% 1

4 2015 7.89% 9

5 2016 6.14% 7

6 2017 10.53% 12

7 2018 17.54% 20

8 2019 16.67% 19

Total 100% 114

Ql1-HE, FoWECEHVTWETH ? (JEEKEIE)Which department do you currently work in? (multiple answers are

possible)



2.26%
24.81%
24.81%
2.26%
3.76% 4.51%
4.51%
19.55% igég

0 mEzigEE ¢ — & 2 /Customericlient services [l =% /Engineering [ A #i/Human Resources
B sra/Finance ITiinformation technology g /nvesting #eilegal
v 7 ¢ - Marketing [ Ew/Sales
0 W £ 1o 12 sm R /Research & Development and/ or Product Development

# i3 A ¢ 2 & 1 )/Other (please specify) ([l # 4 7= < #01«/Would rather not answer

# Answer

1 % /FE& Y — © & /Customer/client services

2 T.%#/Engineering

3 A% /Human Resources

4 4:ft/Finance

5 IT/Information technology

6 & /Investing

7 %19/ Legal

8 ~—7%7 7 4 v 7' /Marketing

9 3¢ /Sales

10 SRR & 72 (38 S FA%E/Research & Development and/ or Product Development
14 Zof(ZFEAL 72 &) /Other (please specify)
15 | &z 72 { 72\»/Would rather not answer

Total

Q11_14_TEXT - %2 ofli( 5 A £ 72 & v»)/Other (please specify)

1L %
2. design

3. #H

%

24.81%

2.26%

4.51%

4.51%

6.02%

1.50%

0.75%

5.26%

19.55%

3.76%

24.81%

2.26%

100%

63

Count

33

26

33

133



4.  Freelance interpreter
5. MEEFHE

6. JLEEE

7. Management

8. WIEMEIEA

9. =7

10. SEfEHGE

11. Jh#

12. ¥)imBALR

13. #%¥E/Accounting

4. REavyIrsav s
15. H=H

16. Medical care

17. &tA
18. Design
19. R

20. International News Devision, Reporter

21. FIR
22. WHHE
23. fRiE
24. FER

25. Logistics

26. WS AH— b

27. #lig

28. Procurement

29. FHAF—
30. #H
31. W%

Q12- kD5 b, FAEDMEEIRDYTIIE 3D DIk Eh T ? FEEIEIE)Which of the following best describes your

current occupation? (multiple answers are possible)



4.38% 6.57%
2.92% | —
6.57% \ . /

~

‘ 9.49%

59.85%

W7 PSR (5l Fvoir— F5 FSqa—  ARAFT v E2BYE- LT LT

2 ¢ —#%%a: )| Field employee (e.g. Cashier, Teller, Driver, Customer Service Rep - Includes Shift Manager)

FEE(MN: A7 A7F Py~ " IFEIF T FLAF L 8T Y —H ) [ Administrator (e.g.

Office Manager, Executive Assistant, Paralegal)

B EAOERE (Bl THYURE PULTAE  TLUST LSTFFUAL LS TILu=T )]

Individual contributor (e.g. Analyst, Associate, Engineer, Senior Analyst, Senior Engineer)
it & [ Full-time employee si—t & L% 5 [ Part-time employee

PIFIRR T (M BETR Sy T FTIHAI T AL #PITR—Y v — |/ Senior

manager (e.g. Reglonal Manager, Chief Scientist, Division Manager)

BlitE (. »=FF sL-25— " £ 3707+ ¢ )/ Vice president (e.g. Senior Director, General

Manager)
BB & / Senior Vice President
@ cL ~<iFtE ( CEO " CFO#% ¢ | f C-Level/ President (e.g. CEQ, CFO)

Ff(EEA C 2 =0 )/Other (please specify) [ O % A 7= < %\ /Would rather not answer

# Answer

TA=AFRER Wl Frvvr—, 77—, FI4 = hRA~v—F— b R{HLH-
1 7 b~t—Y v —%%&%) /Field employee (e.g. Cashier, Teller, Driver, Customer Service Rep -
Includes Shift Manager)

HHE Bl A7 4 RA~p2 =V v —, TITXITATTYRAR Y b, NTY—=FNL) /

Administrator (e.g. Office Manager, Executive Assistant, Paralegal)

TADEEE Bl : 7TFI AL, TYVYIA L+, TVvP=TF, =TT FIVRAb, Y=T7zvd=

7) /Individual contributor (e.g. Analyst, Associate, Engineer, Senior Analyst, Senior Engineer)
4 IF#:H / Full-time employee

5 | o%— b & A LHEEE / Part-time employee

vETwA—Yy— A Y= FoT7 YA T 4R, HM A -V ) /

7
Senior manager (e.g. Regional Manager, Chief Scientist, Division Manager)
FltftE (il : =77 4L 22—, ¥R T r~Ft—Y v —) /Vice president (e.g. Senior Director,
General Manager)

9  EMEI#EE / Senior Vice President

CL~/t#K (CEO, CFO7: &) / C-Level/ President (e.g. CEO, CFO)

%

6.57%

7.30%

9.49%

59.85
%

6.57%

2.92%

0.73%

0.73%

0.73%

65
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10

13

82



Z Dt (ZFEA L 72 &) /Other (please specify)

()% %z 7= £ 72\»/Would rather not answer

Total

Q12_11_TEXT - Z o fthi(ZFEA £ 72 & \»)/Other (please specify)

1. Freelance interpreter

3. W& /Editor
4. FEiHAE
5. JtthE 43— MEEANRIZEER

6. #HH

4.38%

0.73%

100%

6

1

137

66

Q13- HAEDOHETIE. LHLAETFONT VAN T3 L& L % 320 ? Do you feel like you have appropriate work-life

balance with your current occupation?

Wauld
rather not answer

# Answer

1 X / Yes

2 Wiz /No

4 Z Dt (ZFEA L 72 &) /Other (please specify)
5 % 2 7= { 72\»/Would rather not answer

Total

Q13_4_TEXT - Z ot (ZFLA £ 72 & \»)/Other (please specify)

Q14- 13FZBOERMIC Nowx] ERIELAHSEAZEX T LIV,

reason why. (multiple answers are possible)

%

64.91%

34.21%

0.00%

0.88%

100%

Count

74

39

114

(#EEEI%) If you chose “no” in Q13, please state a



Q14-If you chose “no” in Q13, please state a reason why. (multiple answers are possible)

8430
33.33%
33.33% -
9.72%
9.72% 2.78%

B Esra % Es L [ Long working-hours B =RuEnF 2L T % f Lack of childcare support
B = Ree#$IE £ BSL (2 v f Lack of maternity leave

W AT NFRALE RZLATANFTAAL 1@ TP T «—NF R A A &S | Power, sexual or

maternity harassment
WIE(PEA L) &l o TERRA L S (CH2 L 4L | No spare time available to spend with the family and friends

£ 5E A < 2 &0 )Other (please specify) & A1z < v /Would rather not answer

#  Answer

1 W98 A3 K > / Long working-hours
2 BRZIEDOAEL T3 / Lack of childcare support

3 B RRERE % EUS L i< < \» / Lack of maternity leave

NRT—NFGARXAY b IV aTAINTRAAY P ERERR =T 4 =" TFAXY 035 5 / Power,

4
sexual or maternity harassment
s FlE(P RN &) &l 24 W25+ 1 Btiu 7o\ / No spare time available to spend with the family

and friends
6 ZDM(ZFAL 72 &) /Other (please specify)
7 & %72 L 7x\»/Would rather not answer

Total

Q14 _6_TEXT - Z Ofli(ZFEA < 72 & \»)/Other (please specify)
1. EEIC»2 2 RHIARTE S
2. TAANAFER EHELRRCETWE2D
3. B ORISR TE R
4. BEE&PMEW
5. FERRAR VT TIde < FHAL KA THIEFEISAD

6. ITEROBINRLDT, HBFRHIOMIRD %\ D TR 5 2\ T,

%

33.33%

9.72%

2.78%

9.72%

33.33%

8.33%

2.78%

100%

67

Count

24

24

72
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Q15- 13%0EMIc T3] EEL 2GEEHEEEZHL TLZ &\, (EEMEZ) If you chose “yes” in Q13, please state a

reason why. (multiple answers are possible)

W FERL TLal
Maternity
leave

TEMA+RIIh S

.-'.énuugﬂ ibare
time available
to spend with

the family |

R ERL
Good chll.dcare
support
0 R R 2 ]
Droable working
hours
2A (2 ELN0
ther (please
spedify)

E Az 4 fwueWould
rather not
answer

#  Answer

1 BHRIKRERIEEATE L T 5/ Maternity leave

2 RikE ARSI 5 3 / Enough spare time available to spend with the family
3 BARIEPFKEL T3 / Good childcare support

4 Y7 7B 438 % / Doable working hours

5  Zofth(ZTFEA L 72 & ) /Other (please specify)

6 & %7z < 72\»/Would rather not answer

Total

Q15_5_TEXT - % Ofth(ZE A L 72 & »)/Other (please specify)

. BOHHTARDOANI VA% LB ILPHFINIRECH B
2. XEEHBH I EEN TR

3. AR ICEUL 2

4. AERTELTVS

5. 7Ly 7 RZALHIBBAINATNS

6.  Able to take care of old parents.

1L BREREIFEECOZAEEL LTI Ly vy — R0 ICd 22 0b b TIGKERS KR FERIGB ¢

AR G D AARE L DINE A B LR R W 2 & B ER,

%

6.50%

23.58%

7.32%

48.78%

9.76%

4.07%

100%

Count

29

60

12

123

5, —



2. BHREHEZECL, ELaiHiizEoN D
3. KRBV, ETEF. 7Ly 2 AEEA L, B LTRSS, FRIGERTE 2HIES S B

4. fhoftFLWITE 2, HHOMLFEL T 20 CHFEOREZEL T b2 2,

o

BEEELASL O IRefE I F R EE A8

o

TEEHHED kK D

Q16 - 7= THEIB X Ty ¥4 4?Are you married?

ItLefYes

i I No

A 12 &\ )i0the
r (please

specify)

A fz ¢ A Would
rather not answer

0 10 P 30 40 50 50 70
# Answer % Count
1 13> / Yes 36.84% 42
2 W2/ No 57.89% 66
3 Z DMt (ZFEA L 72 &) /Other (please specify) 1.75% 2
4 % 2 7= { 72 \»/Would rather not answer 3.51% 4
Total 100% 114

Q16_3_TEXT - % Ofth(ZEZ A L 72 & »)/Other (please specify)

1. Divorced

2. BEMBEE 1 [l

Ql7- THEOHAILX. 16 FZBOEMIC Tvwi] Z:@RNL2HEEEZHE L TL 2 &\, Ifyoulike, state a reason why you

chose "no" in Q16.

1. Zxrz<{kw

2. BODORVZWIlEBLTETHDORELRD S,

3. Lo lRFAMCKEL THALRBELZVDL BT 2 L APORET 2MBCEBI LAV b Lk ve s (H
RO W7z O BUE KRR S hTn )

TS L C Tt R Fro 2 2N EE L 72,

~

5. HHFEICBVLTHEBLAEZSFBICHRICR 5729

6. FHICFX VT ERBALDIFICIRECDOTTR, MENICF Y Y TE2ELTOE,



10.

11.

12.

13.

14.

15.

16.

17.

HfEAS

unfortunately just have no chance to marry.
HECR0HH
HFD A

BHHENEENTS o 7272 GREEHE)

WMEY CTHIEZ S  TRIBIR B TV E 2 NR v, L WIDEHERDE I, FHLTE 2L TRIFEICRD AR
PEIRZDBLET, S

I chose “no” because in fact 'm not married. If you're asking me why I'm not married, then I have no idea. You tell
me! Lol But joking aside, marriage is absolutely not appealing to me at all. I hate settling and compromising, almost
as much as being fixated to eternal hell of house chores. I don’t want to dissolve into a mother. My career is just for
securing a decent income for the next 30 years so I don’t become homeless. It’s certainly not of ambition. But, even
so, marriage would have been a burden on my career/life decision making and I wouldn’t want to get married unless

my lifetime income is guaranteed.

EEHIET 2 8B E VD,

EREDLS hF ) TRELPRDTOALES

HACLaho7zbdTiEH Y ELADTRHANRERIGEE A, 20 R~30 fUFT: %2 B L FZf ok
T2 eicky, BB A &M TELFRILEB TR0 T, RIBILTHELA,

ZHZHWERA R rL, TEEHEODLL,

I'm still young haha

Q18- 16 ZFOHEM N3] L HELLBA. BHEZE L TLZE v, fyou chose “yes” in Q16, please state a reason

why.

#

Answer % Count
¥ v ) 7Tl KIE%xEA T /1 chose family instead of career 5.26% 2
FEWE L 20 1 L7 5 22 5/ because I had to get married 2.63% 1

fE ANFIT A5 8§ L 72 5> - 72 / 1 wanted to get married 50.00% 19
FHE23BR L A - 72 / 1 wanted to have children 15.79% 6

Z DA (ZFEA L 72 &) /Other (please specify) 13.16% 5

& % 7= { 72\»/Would rather not answer 13.16% 5
Total 100% 38

Q18_5_TEXT - Z Ofti(ZFEA £ 72 & \»)/Other (please specify)

1.

HEHMTL Y v v —D0 0

e, LS s Neiao7z

B DR

16 DERIA END DD 75

70



5. N— b F—DEIEEREAEDLD

Q19- HFHRIT V5 o L # ¥ 3% ? Do you have children?

o Fipe D
Yes

YA T
ho

MBI RA Cf &)
fother

(please

spedify)

rather not

E A #= ¢ e Would
answer

| !
0 10 20 30 40 50 60 70 a0

# Answer %

1 v, FHE VS / Yes 25.23%

4 Wz FER R/ No 73.83%

5 Z DAt (ZFEA L 72 &) /Other (please specify) 0.00%

6 % 2 7= { 72 \»/Would rather not answer 0.93%
Total 100%

Q20- 19%0EH T [FHBEWw5] LRIEL AR, AAOFHIE 3% 7 If you chose one of the “yes I have children”

options in Q19, how many children do you have?

4.1 £ ] more than
4

EA 1= ¢ e Would
rather not answer

o 1z 3 o1 L2 13
# Answer %

1 1 39.29%
2 2 42.86%
3 3 14.29%
4 4 ANLA L / more than 4 0.00%
6 % %272 { 72 \»/Would rather not answer 3.57%

Total 100%

Count

27

79

107

Count

11

12

28

71



Q21 - HI7=-AMET L 7= BAKERE 3 G4 2> ? What is the highest level of education you have completed?

54 | Middle
school

#4 | High school

&5 [ Master
Degree

{#+5 /Phd

ELA ¢ 12 & L MOther
(please specify)

A gz ¢ fewWould
rather not answer

# Answer

1 F22g / Middle school

2 =158 / High school

3 *¢4% / Undergraduate Degree

4 f&1% / Master Degree

5 f#i+%5 / Phd

6 Z DAt (ZFEA L 72 &) /Other (please specify)
7 % % 7= { 72\»/Would rather not answer

Total

Q21 6_TEXT - Z offi(ZFE A £ 72 & \»)/Other (please specify)
Lo AERER

2. HPPEEARSE

3. HMERE

4. EEEELTORO

5. Currently MBA student

6. EEFHL school for being a nurse

FBI
e e _
Degree

%

0.00%

6.14%

66.67%

14.91%

3.51%

5.26%

3.51%

100%

Count

76

17

114

72

Q22 - Bz DRFXFNIFIREOHBEOEHFITH > T3 & B 3% ? Do you think that your skill match the requirement of

your current job?



FLEBRSERDE |

& Tud ¥ Yes,
my skill

matches the
requirement of

my job |
T NIRRT T

db@ms T No,
my skill is

more than the
requirement of

my job _|
A F N WD T

FE- T3 41 No,
my skill is
less than the
requirement of

my job _|

(ZeA a0t
her (please
specify)

Atz ¢ wueWould
rather not
answer

) !
o 10 20 30 40 50 60 70

# Answer %

T, FAD 2 F RO HFH OB ITE 5 T EF / Yes, my skill matches the requirement of my

1 63.16%
job

5 Wz, FAD R FAREFEOEMLL ED B D TF / No, my skill is more than the requirement of my 26,329
iob .32%

3 Wz, Ao A F L EEOEMA% T E > TwwE 9/ No, my skill is less than the requirement of my 5 260
ob .26%

4 Zofh(ZTEAL 72 X »)/Other (please specify) 2.63%

5 & x 72 < 72\>/Would rather not answer 2.63%
Total 100%

Q22_4 TEXT - Z Ofli(ZFEA < 72 X \»)/Other (please specify)
1. #tEEDH 225, KA TH S,

73

Count

72

30

114

2. HIEECLED, SOMFICITEEERRES Y A, FHIT, TXROEECY VY IASF—CFHEZZE TS
CEDBRUEEE o2 b T, AFEEESCLIFAOEEY [HiHk Fozc it tdEah T, 5Tht

FRALICRITFE L ANE LA,
3. BoXFAEHHEOBMNETT., ZofthoftuciERd LTuEd,

Q23-i@E 12 2AM. BEZ L MEOBHFCTRAFIALT v F7EDLHBD ML —=v 7 %%iF F L 725 ? Over the past 12

months, have you had any training to improve your job skills, either at the workplace or somewhere else?

i [ ST ) [ Yes
(&t my
workplace)

o WAt ) Yes
{outside my
workplace)

EZ 1z ¢ wuWould
rather nat
answer

# Answer % Count

1 v (<) / Yes (at my workplace) 32.74% 37



2 v (B&546) / Yes (outside my workplace)

3 Wi 2/ No

5 % z 7= { 72 \»/Would rather not answer
Total

28.32%

38.05%

0.88%

100%

74

43

113

Q24 - wEFRII~ R =Y v —FOEHERIC D & 721 & B\ ¥ T2 ? Generally speaking, would you like to be a manager/hold a

leadership position in a company some day?

8378
28.32%
7
23.01%
\“'h.
16.81% 24.78%
131 Yes LA [ No FlFTTIC72— % v —TF [ already am a manager
& 45 T & 4L/ Neither agree or disagree EOfn( =LA ¢ 12 & u)Other (please specify)
A1z < fovWould rather not answer
# Answer
1 1>/ Yes

2 w2 /No

3 fAlE 3 Cicw 4 —¥ v —C79 /lalready am a manager
4 EH 6 ThH 7\ / Neither agree or disagree

5 Z Dl(ZFEA L 72 & ) /Other (please specify)

6 & % 7z { 72 \»/Would rather not answer

Total

Q24 5 TEXT - Z Offi(ZFE A £ 72 & v»)/Other (please specify)

1. ifitearns, yes
2. HEOHWEPHEGMETE LT
3. Once [ was a manager when I had a full time job.

4. FZbrbrv

5. ZOMHFETCRTIAF—TF, B TREL LA TREEB T, NIV REEZGERLTHET,

o

HWEBEZIC T b 720

%

28.32%

24.78%

16.81%

23.01%

5.31%

1.77%

100%

Count

32

28

19

26

113



75

Q25- b0z, BB CLEOEBRUET 340180 L ) R A %ITo T E 2 ? (EHEZ) How does your

company try to promote women's empowerment in the workplace? (multiple answers are possible)

Q25-How does your company try to promote women'’s empowerment in the workplace?
(multiple answers are possible)

11.01% 11.89%
985 o /
\ 10.13%
>
18.06% —
4 20.26%
!
2511%
ittt 4 & - & J& 5 [ Hiring more women #4572 O AFE [ Trying to eliminate pay-gap
=Rz &mo 424 ( Providing childcare support EtkHI 2 i [ Giving maternity leave

L& { mEtEE IR (CHE ¢ /Having more women in leadership position
(238 A ¢ 72 &1 )Other (please specify) E 4t < #ruJWould rather not answer

FOERIZZOL IR UE AT TOEHEAL My company is not promaoting women's empowerment in the

labour market

# Answer % Count
1 %M%dH o LJES /Hiring more women 11.89% 27

2 BE&MAEDMH / Trying to eliminate pay-gap 10.13% 23

3 BREZIEDRM / Providing childcare support 20.26% = 46

4 FEAFIEE DAL / Giving maternity leave 25.11% 57

5 9% okMEiEERNILEICE  / Having more women in leadership position 18.06% 41

8 Zofli(ZFEAL 72 & ) /Other (please specify) 2.64% 6

6 & x 7 < 72\>/Would rather not answer 0.88% 2

; FAo&IZ 2D X 9 2ELY M4 % 1T > T ¥ A/ My company is not promoting women's 11.01% | 25
empowerment in the labour market R

Total 100% 227

Q25_6_TEXT - Z Ofti(ZFE A £ 72 & v»)/Other (please specify)

1. Doesn’t apply as I work freelance
2. W
3. RUOEBMEHESHBE, FHELEVEARNICEZ 2 AP RILEEL LT,

4. =A—Vr —OFHRHPLE, IhpTENE, RTHERRICOZRAD



5.

6.

Q26 - HHNOBRIEE - FEFEEZ LD X ) it v¥ 32 ? How would you define gender inequality in the company?

BROGEKET RV

BEHAXFAL L —= v 7OREED Y £, PHERIELRELTVES, K777 —h v ¥=—TT,

§.88%
y |
12.28%
&
] 54.39%
—
25.44%
4 IB7E & B E A RIRE / Still an important matter f 3 T e EE T340 [ Not so important anymore
BUMEITE b F HTFEL LA - 12 1 Itnever existed In the first place
£ (58 A < 72 &0 )Other (please specify) E A #- { foudWould rather not answer

Answer

SIRTE D EE 7 [H# / Still an important matter

b9 ZNIFEEETIE A\ / Not so important anymore

BLIAEITZ D % DHTEL 72> 5 72 / It never existed in the first place
Z Dt (ZFEA L 72 &) /Other (please specify)

% 2 7= { 72 \»/Would rather not answer

Total

Q26_5_TEXT - Z Ot (5 A £ 72 & v»)/Other (please specify)

1.

i think lots of men here wouldn't even think of the inequality

OL V2T BEEEZE L T, o BEIM—of#EIT v e B oTn2

%

54.39%

25.44%

12.28%

7.02%

0.88%

100%

Count

62

29

14

114

TUERLFICREDON TRV EECALRS W, b Y ICREEI N TR —ERELL L BB LN TITWIT
oL, FERECEHEREZ T2 EEE2H Y. EIHID BRSO REELROT, BRICEMADOH O FFE

ICT3DERELVWEES,

TR R LR ERY, THOZL2EZ 3 LERMELE OIS,

BHRINAVIEEYZVATORBL hd &

M. AP L IR U v, 25T 2020 4F 30% % Bk L CHERE R B 51 & R S 2ttt M e &L 5, K
k. ZEDHEMED L 7T~ lAZ RS Z L ABE AT, BRI MIEHEEL L ¥R E L,

FOEEHRIEEN o TRAELIZEI DT, PoldV B0 ALTENLLEEDND I AL VTT,

B NDICAZ LB TEE L,

76



77

Q27H k7= R CHLA AT RLBOFEEZE Y, ik, BEXAATFRLBE CHE CORBRINAEZ LISV T2

» Have you ever heard or have you ever experienced situations related to gender bias in your company?

Q27-Have you ever heard or have you ever experienced situations related to gender bias
in your company?

26.32% 23.68%

2.63%

47.37%

Wi masaThadlscBE T 2ae & M0 i Yes, | heard something related to gender bias
@eaiNo = A i < 4 Would rather not answer

Wi maFaFE i cBE T 2 & BE L -/ Yes, | experienced something related to gender bias

# Answer % Count
1 iFv, BLAAAFARNGuE I BEE 3 2 2% 72 /Yes, I heard something related to gender bias 23.68% 27

2 wwx /No 47.37% 54

4 &z 7= < 7\»/Would rather not answer 2.63% 3

T, BRI QUBIC B S 2 o] 5 % #8255k L 72 / Yes, [ experienced something related to
5 26.32% 30

gender bias
Total 100% 114

Q28- 7D TIIAERRET 588, HillZ LD b WEHE/ & #F X ¥ 3% ? When determining promotions at your

company, how important is gender in your opinion?

1.75%
14.04%

46.49%

37.72%

B & T & F =/ Very important 0 % &2 / Somewhat Important

Wi EE T340 fNotimportant atall [ & 4 = < %L Would rather not answer
# Answer % Count

2 & CTH EY / Very important 14.04% 16



78

3 LS HEE / Somewhat important 37.72% 43

5 ¥ o7 {EETII7% > / Not important at all 46.49% 53

7 & % 7= { 72\»/Would rather not answer 1.75% 2
Total 100% 114

Q29- Hu7- DR TRAERBRE L HKRTRET BEBS V., D, TA2IZALE & B3 % ? In your company, do

you think that women have more, fewer or the same opportunities to advance as men?

Q29-In your company, do you think that women have more, fewer or the same
opportunities to advance as men?

2,39% 2.63%
7.80% B
g |
35.00% L y so.c0%

AR BEMEL Y b FET 2#EA L Women have more opportunities than men
TiEl3 B L Y L RET H#REAY 400 [ Women have fewer opportunities than men

i 6 B 6 FIET 2884 FET 5 2 ( Women and men have the same opportunities

% @)4b(32% ¢ # %1 )Other (please speclly) [ %4 4= < 41 Would rather not answer

#  Answer % Count
1 ZHRBEM%ELY b FET 2HE5% > / Women have more opportunities than men 2.63% 3

2 ZHEEFBELY D FET 20307 / Women have fewer opportunities than men 50.00% | 57

3 KD BHED FAET 20 TFECTH % / Women and men have the same opportunities 35.09% 40

4 ZDMGEEL 77 & ) /Other (please specify) 7.89% 9

5 | %& %72 < 7\»/Would rather not answer 4.39% 5

Total 100% 114

Q29 4 TEXT - %z Ofth(Fl#§ < 72 & \»)/Other (please specify)

1L HEE P KGR 0ZIG0 8720, BRI VERTEY v a viiRo b3 HAICH 2 LKL 5
2. HHEEFECTE R, BREFRAEEZAES 500 0k,

3. WNENIFHHERZ 2, T2 EELA -V ¥ =Tk,

4. SOt/ OB AO CREIES Y A2, KT, A 800 4 D& thic Wi X LMD FiE DB 13D 72
STl TVwE L,

5. TWEHEROIEERZHCT oI, K2 EAEAERRICL TS, EEATE 22 TERVATIHIiE LT Wi
WX HITKEL 3,
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FAET B HNCHENS, IR CRE®D T
ZHEOEBBFICKPIZNH 20T, KHEDIZI BFRIEL LT VWTT,

BRI TPEREDR, BY 2R ERD A+ ERFIC X > TEIEIRICO T 2 FlEL 25 (RHRE LTI Rk
BICFoF 2R A3) LwIRIEHY £F

Q3oktEch sz LA (0% Y, HAlE) CHHORE, RBENE ERL vV =2 b eff3hi)) & JHHOF Y)Y
TTy 7T EBEE X B o7z Liddh Y 35 ? Have you ever thought that your gender influenced your chance to rise in

your career, to be promoted, to get a key assignment, or chance to get ahead?

Q30-Have you ever thought that your gender influenced your chance to rise in your
career, to be promoted, to get a key assignment, or chance to get ahead?

0.89%

B s
5625%
Yes INo £ 7= < fMould rather not answer
Answer % Count
I\ / Yes 42.86% 48
Wiz / No 56.25% 63
% % 7= { 72 \»/Would rather not answer 0.89% 1
Total 100% 112

Q31 - BB O BLIKEEE & & 3720 OFFPKIIA7Z & By ¥ 32 ? What do you think can be a solution to overcome gender

inequalities in the workplace?

1.

10.

AL VI —FI/nAfificdolei2Ex, LT VEREEO(Z2L

BRI, BHETEEEL TE AL R, RHOKICHOH AR ETRAT 2L R EBERICED
DilloTwd, RKIEDEHBTLZ I T2 LHDRZI L b LA, MERXT T4 —OBFHEELLHE

MO IT L

5B A LT 2 b fek i e o R

HIRKRIROMREE &€ 0 V4

Raise salary for women

BN DB 2L, BAKEIMETHI L W) L%, BoLBARHT L,

RELEPOEZ T LEEZE LT, 2tfliichs, AHICRBES2REEELFL, v+ -V AV K
B, aVTIATVRAEEIRERBELZ L EZLE T, 727, WS LEHAE 2 2D mwIR Y HkirEDd S
DT, FHOMIBIRERPZ VLW EEvwET,

FfkiciEflEE 32 8

B EHSE Kol R vy Ty 7 ZOFTHE



11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

80

BT, TNEFNOEBRLESLETH B,

LHEERB L LT REM L L e o @2 2T WBRE 2 E2
management team must learn more about gender inequalities and hear our voices.
ENENDE X B LLEMNICR G LT GELA D T, St ekofi#Ee LTExfT 3L,
FEEES, B EO% T LEF A 72 < Tk b v
TLRTTINLRMES (VE—FPT—2RE)

Bk o x, sHvodls, HERICN T 2R, EELBD L
FIEICHE T, BRPREVPLFEFIITHONG Z L HPEE,

B D 22 2 Ot e i TR R A S 5 B R R IS BT

BRZF TR HEEHARNICO VT EAETHSL T L
BHEOBRSMEZ Y- VFIOZ LT3

KALC KD ERHEERIE X T CIcB o T b, HLlid, REFRLOBEHBO -V ETARSLELES, £k, %
CHEHIBLZWEREI LEBEZ 2085 »E e -5,

HATIE, BEDEEHICENTL Yy v r =BT oNTWEBERLWTT, F07D., KONEHEE iR
L7z RIACTHEFREI 22 2L V0T, ZoBERTECr2>TwET, ZofbR, ZEots
HHAHEL S > TR LR LTS, 20, Ao TGom EZ T2 L CHMEOHERICILLT, h¥EZDL DD
HEERANICRET 4 BEEECECE T,

T HORMZ YT, REZ 7 RO cREEZRMT 5.

gt U, HAR SIS 230 © 7 R #IFA 234 W70 . KYEDEECHIEOH L BT T R0 1T b ns
b XD OWHEAMOERZIAMEIC L, BEJNICIT U723l & S o2 2 PEICRIE T 2, oIS ZEARAEHE X
FAEHBICL, ZORENEM S, 7272 LY 7713 360 FECREl % 1T 5 235 12> & @ F¥ili & 02> & o 5 77 D 1
HTHEIRI, BAHPROE AL LW TES 22D HBEE S Z R EZIEL CHRL TR Mk L <
Wi,

BRICHT 2740 =03 KEL T3 2 L (BHNZT TR, REICBNTD)

BrMotEl %% F

Ability/system to evaluate appropriate skill for the position

BN TOFEFZ CHRLCER LA B2 EMNICRT 2 &,

A CERECEEEZHRIRL AV L, HL, KELATFHREEDZ LA TE RO T, ZDRITEEILE,
All Japanese people should change this traditional common sense--- “Housework and childcare are woman’s job” “

BB RARECERICEHET 2KIR (ZoBERMEY) ZIY 3L T2, ZEE2 Y IRATHEFICREZR T 5 kEE
BEXYVT Ty 7DAL—FEETIET0E LKL EH25,

I am sorry i have no idea to this question.but this is really important to discuss between female and male.
(=R QRS (FRPNIEAE

BHHEROEMRUEFEEZH 20D, 22> FHEOEMRIIZ D> Tukwvy, ST, "I AAV LRI
BN LESoTWB LKL DI LERNIL DS,



36.

37.

38.

39.

40.

41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

51

52.

53.

54.

55.

56.

57.

58.

59.

Q32-

81

bbb, ER, BIRTRAKREGE 77 v 7 b EBIEC 2 L L WREEL & B S
HARANBHEORMA 2 RKE., BROSM

RIS % LBL L D RELH R 2 ek b 2 Fn 21k
SUPREEFRICHBIICSET 2 (BEIYFEEII D R BER% )
THOED b DR L FEORE

BHEOBREKFOSN

~ A4V EhbEzB L, AEoME,

5 B RS D 113
FEBREIEBF XYV T Ty 70RO F IR bR NI &

HAM22EORIHF B OME, BRVFERTORIE, KUEOFHITHIEL T RE2ETI L 2L v o223l
il D IARBE Z IR T

BEhLL,  KELDL, | bEbARVILELEVES, BETHSENMECHEEHBEOAb WL LBwET L, I
HEHBclhoC3 —EBL LTRIREZLEVET, dHAAMENLTEL CEZ LHiRTTH

Shorten total worktime.

To educate women to free them from playing victims and dragging other women down.
BUESLFERLDOANEIC RS ICT T L

SUOERRERGHEE, MAZLAMLRIcPo 2202002
HilErLzTwz e

PERE 7 & ORIERREHEE 5 £ 0b &<, MM BESKER LI,

ZE% CJEV. KIEOH 2 MY 2

Structural system for maternity leave support, flex work hours, working remotely etc. Women also need to have mindset

of break our glass ceiling.
72 AL bDLLEDRLRL
HOEZOREOZNE T, HOFZORIFE AL LT A L,
PERI% &5 2E R

BRI 8 0RIE, RSB ~0 kDB

HAC Lo TERomERME L, BRERDOT 2 L9 4 MEHEONA TR 27T L,

bl 02 oI EE OHIA % BE X { 72 &> ? What is the percentage of female workers in your company?
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Q32-What is the percentage of female workers in your company?

430% 8.77%
Vol 4.39%
Ve
28.07% { A 9,650
Y 15.79%
13.16%
15.79%
10% L4F / less than 10% 109 20% 0% 40% 5006
50% L4 _t / more than 50% E Z fo 4 fouWould rather not answer
Answer % Count
10% LA / less than 10% 8.77% 10
10% 4.39% 5
20% 9.65% 11
30% 15.79% 18
40% 15.79% 18
50% 13.16% 15
50% L4 I / more than 50% 28.07% 32
& 7 7= < 72\»/Would rather not answer 4.39% 5
Total 100% 114

Q33 - znflifd 2 2 v P BBENIEHBHICRAL TLE TV, BARTOBRRPHFAIC OV TOEMERZEZDBL £§. Ifyou

like, please freely comment below. Any additional information about your experience and point of view is welcome.

1.

AL OB T % ORl 2 LFICELI BT NEEL T, FACLRE, FOF VY ABPRTT XX I 7T
RO GREMLE L2, < ohFETiR, REEHBEZECZ S L LTwETE, FTHTLBBERETCIEL VWEA
B COTIERh L BT, HRIESER R 7z 010, SHEU oMKk e, REFHSE L 20 3., Hlx
VEWRFRE 57 18 | X BV IRE 03 8 2 721 L AR RN 2 DT Tl R v, 20 X5 RIWT ik, LMEEHROEM, v
TIEHAROINE RAD 2w EE LT E T,

FERBIEE I L& % 23, IR R 0 Btk % iz b 2 &G, IR ASthIcE s Curvnizo, I AL ThE%
WK KELTWBDEHDYZDIC LTz, IRICZFE DB THEMELN TV AWEELZ L, 20X 5 T
FUNMEFEITIZZ VWD TIERWTL & 5 5

HHHE 77 OHEECTCAPBRLICHED TG TT, DI TETT, RECLFO LI L2HO T
s

It seems that there are some women who don’t want to get promoted because they have to take care of their kids. They
cannot join conferences after 6 pm as they need to pickup kids. Working long hours and taking care of kids alone makes

it very difficult for women to keep working here in Japan.

ZHIET 22y PRBREI LR - TER - 2L ETAHER LW ETRL TV I REECEHER LA,
%, BG TR, RBEICHERBREZAND L [Vl AhEZ) ] RELEDLNEITENGDE, BRAEANED
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BEWZERDOTTNT, TPV 2 Vv A=k B ENE ELLFEHL TRy, 20X ) ZEinHoktE~o
EEZRC, ZHORECHREL L 5 ictilic X 2 28I % s 2 WERERSELTw 3,

HA RS O I BLfiEER2H 0. ShsdH 2RY . LERFEENCEHCFEZERL . ZoFELrHAOTTOL
HEOER 25T T 2 RARE T, fid 2 OPffR & kDo, Thpnd Zhid, BHROSE2H Y £
ERSE G FNESS

BEOWE cld, BAKEZZNERC v, BEHDZAE T, BEERCICEK U, REEHRS B cE
BHolMTH B, KEDHTICL L VB ZLRRLEINGVEMED o7, HOEENKRY . RrkrZdb
NI WBUEE, B¥ENELELDH 2 LKL B,

BRDOECDH 2 RHFTERCVFHFEICT20RBLVWEE S, ZnX Vi3, LB TH o7 ) HIFE, IEE~OHEEL FD T
boRBITVH Y DTz, Dhicd X225 3HAEBRL CA T, ZMETH B DO R TH LTI P AR, Bk
1% W Ict~ D EBOZEHA B L VIR EHIICH 3 L5 ICE L 20T, FPEL WO TH LT DR wES
DKL %,

BEecbLMETH, BIHW, TN ANFEEDO = F =L LTRETZ L BV EST, B EFREN AN
WKAMDANMEBCERNEL LB VES,

BT Z ff o 25T, HODZ L2 T, L EZLZVWHEAETLE, HOABLESTIwE LA,

KEEFRZE TS, HEADRWE ZA 372 IAMoTnAEVnTWwE L BnETH, HACl: TEIRIR]
BEACTENR WL, i EICHHFBEREPELIANLEZLREZLEAVET, RORREEL 2 & ka2s vk
2 TEHRH] CTRWIE] LA 2A=UBER R EoTwEd, REERICOVWTIR, Wik 27 Hmc
bHOET, LIl hhdroe Zic, B TEIEEZNS | T ~0RMiv AL, BHDR IPHFRHL &
BwFd, HEoF#zbI NEobnz | e3Pl ZoREASCAEORVRAILAY, WObHSD
[CERVWI L] [HETAVIE] 27+—ARALT, KARKOZOALLEIPL, BEALEZHBERR >~ TT v —
VT BHESD, BCRICHNZ L MRIcA RIS ARR LT, BEORERED I LAALETTE, kb
[#EH| »OREI VIR, HRTZEAAEE A E LEHFCHEETE2 L3030 Tie, FEXxT0E
7,

HADO MBI T LDt E L AEN 2720, EREENBPKRE TS,

RO LHLBPINIGFET 2 DD TEZOREIFFICHEREGZA TV 20055, KEL ) D BEE2EAICT
2MAAHRMBIEICIEID 5, HNEREIKEOKAD S VOB NHPMELIEL 5, KIEORAISL S FET LI,
Fr YT AREHETE—AET LS TE L 720 T 2 Lo T 2,

PR E N BEO MARUZ B CPE L L 2 28I BISHER 2 TR T 2 A8 40O T, aia=y—vavnrR
EIRRT 5 C RO ER ERETE S LS ?

I suppose that many female workers (not only Japanese women) may wonder about their carrier, private lives and

happiness. All of women should co-operate to make our future!

2ALEHRIC DY H 2 BECE T, BHOHE, BlEES L VY L EEA, Z07n, RSHELSDHILDL
¥9, 2L C, BITERRHEIFEH LD T, HuREL %2 3L ICHE BT, ZNICK Y, ORI & 13&E 5 Hf
WERITLZLEHZLEELDIIEMNBYET, TUHBRVTHICHD? S Z b, BLHFHAICHP) ZLdbHd LK
CTwEd, MAT, LEORMELHEV AR eddH Y, BRDOX ¥ VTR L bl o0 wERASH Y
ESEaS

I E 2o 2 N\oPH2ETCCwET, AVDHASOF Y I TERYVICLTWETA, KEORFELHROHHEHT
VOB MATHEY, ZOHBIR, FAICH_TENETHIKPIBERLEHOLDICREIIRE I BRkoAtTIZET
bALF 2T AR LDEOEREREDERUKEICOAL ZEBLWv T, HROMETHHHEbLLT Y £
—F7 = RRIFORL o LtED BTV E T,

SOWYCIE, TR LERFY VT Ty 7DF v v R2kT 2L, T T, FEHT LWL
A TR
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AAECB L i cil g5 E LT XS LCw 30Tk Tch b LA, ThRiL A TEZS
EHECLHETH I LW B oNEN T Licohn ), fHFHIcET2HEE. HOHERKICO AR BLD
BorEDLES, BRPLIZL YA BROFVLTIREROL LTI LEMT 20T, FlERTZ LHAERIC
fibnd L XBLVPEERET 2LEZ D

HECIHE ) AIZITEETT, BEICXRL S 22835 nTT, TEHoOBAS I NTE BunE 32, EfxHio
THECH 2 BREFOHAALE IV A v EBvE T, BIE LHEOFBRESGE M2 L O EHITENIEFE LT
s

T work for traditional and out-of-age company but having new characteristics too. It is Family-own company and most
staff join this company after retirement. This is a severe rare case but the average age is over 60 and I am52 but one of
the youngest. So their mind is very old and they often sleep at his desk in the office. But only good 2 points Can stand

working there 1-remote work 2-flex time But no paid leave. Because [ work as part time now.

il T¢I, HROZKFREFE»LOHPHrINTEADL AN L ET, ERBRSEEICHENICE > %
b, KTOMFEPMEDZFEROER BRI ANRKRERZ LIZH TP L& oS BUCl < BB Z H Z K
CADBLWZ LD —0H B LEVET, RATHRNEILFICOF ¥ Y 7RI H 5 L BWET(HIRS D% 5 A
b % TT )

TR ciREOfFH % L w4, BiE, ERARIBF 2, EalizBEEc, oo Reefiiko * v
VTZIDWTHEREL, a3azr—vavBEFl vuoTuE i, EIR - BIRATHRO 7 0 —7 L, Sl
TOFMITHEL T NB L) eAaiT > THWET,

Sadly, “Western” criticism is the fastest and only way to change this rotten society.
FES LT v -2 Bugd, fRAKICEY £, HiRo T ET v,

HHEETOMAB L LToORELRDT, P UEKRET —ZIChoT LE>72d LT AMED 5 H 90%23 k&
WO OME & LT, Zilia L ThBEeTuoT s, AR#ELIRE T Lo THESERICS VT

HARDLEZ7Z L IC EOVIBIC B 72 R0 EEX TV EARET LT ZL W E RS 2, Znidtha ofhE-effifas
CED, ZEREVIEVECCTERLIERT 22 epx I Bbhan erd, REASEPBESO LIEEZIHL,
BHrhPAGER TRtV H2 L5, b RFERICANG VR EOFRIBEORNE CiRHFICEL TV A
b4, BHESRKEHTEHCRFFRICIZLALEbAEVWZ L3 v0b, KEoiEREHUOERTH 5,

24D B b T, N— b F—OHEARYIZLECCwE T, MERLEL2EREEAO T, ZOM, L i
N3 iFftashve, BRBZ LR LEBVETE, RooBE7iE, KA, =+ —, 2t kAl 54
A=bL RE ZNRETNOBMBEICELAIND LIELTRET,

FAEICBEL T, BLLDICHEEFIMET LTS LI ICELE T,

BRETILEM Mz TS, KMEREFBCAVEEE2 T 213 THEETAC AL LB oTw3 AR VT I
ZNEEENTT, 2D AL DFFE~0F X, BEHFCHEREbNIILMEED > L BRICHERERXBECS T
L&9s

BaMbLIHER B E 2D <, RFMFE 20 5<%, FHKE LCRKL, BiRE54 . 4 10 HU L
DERPIHATE L L
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