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Summary

A review was conducted to assess the current status of women in some timber companies of PNG
and Australia. This included analysis of available reports and statistics and also an informal survey of
companies participating in the project. Where companies were willing, data such as employment
gender ratios, positions, age classes, income, training, skills and qualifications were obtained.
Qualitative information was also collected, such as perceived desirable qualities and undesirable traits
associated with both sexes and relevant cultural issues.

Companies based in Papua New Guinea described the advantages of a diverse workforce and
preference for women in certain roles, but also highlighted current constraints that affect gender
decisions when employing staff. Pressure for women to stay at home for domestic and carer duties,
among other reasons, prevents many women from establishing a career path and limits opportunities
to reach management roles. For the Australian companies, women were regarded as having superior
colour coordination abilities and excellent processing skills, though physical strength can limit some
activities to male employees.

The current gender ratio in PNG as determined from the survey of seven companies was 66:34 in
favour of male employees. This contrasts with Australian information which indicated a ratio of 84:16
in favour of males, based on data for five companies. Not all project partners from Australia
participated in the survey; however data was obtained for four representative Australian companies
not involved in the ACIAR project but in the targeted industry sector.

More women than men were employed in clerical and administration roles in both countries, and
women also held more sales positions than men in PNG.

The project team will endeavour to encourage all partners to develop gender policies and improve
awareness of the benefits of a diverse workforce. Australian companies will be encouraged to
investigate the opportunity to join the Women in Forestry and Timber Network and participate in White
Ribbon Day. These options may provide models for similar educational and support activities and
networking.
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Introduction and background

Gender equity refers to the philosophy of a fair distribution of workload, benefits and rewards between
men and women. There are many studies that have shown that women are disadvantaged across a
range of metrics such as pay scales and representation in management roles in all industry sectors.
There are also examples in the literature highlighting the intrinsic value of gender equality as an
essential aspect of human dignity, social justice, as well as providing more opportunities, increased
household income which can lead to improved nutritional and educational outcomes, especially for

families in developing countries.

The Australian Government is committed to empower women and promote gender equity in the Indo-
Pacific region. As a reflection of international priorities (for example United Nations, Organisation for
Economic Co-operation and Development) the government is aiming to ensure that at least 80% of its
investments will effectively address gender issues in their implementation. This includes grants

dispensed through Australian Centre for International Agricultural Research (ACIAR).

To this end, DAF as project leader for ACIAR FST/2014/065: Development of durable engineered
wood products in PNG and Australia has incorporated gender issue research into project activities.
These activities are designed to provide an understanding the roles played by men and women and

identifying any constraints to achieving equitable access to salaries, training, and fair work conditions.

Methods

The information collated and discussed in this report was gathered by two processes:
o direct partner feedback: face-to-face discussions and a survey questionnaire
e desktop study: review of the literature and contact with relevant organisations.

The data fields of interest were gender ratios, positions within the company hierarchy, age class
structure, annual income, training, skills, education and qualifications, perceived advantages of
female employees, perceived constraints to equity in the timber workforce and potential opportunities
to improve equity in the workforce.

Results
Papua New Guinea

Representatives from seven project partners were visited during the early stages of the project and
gender issues were discussed. In addition to timber companies, gender data for tertiary institutions
with relevant schools servicing the forestry and timber sectors were requested.

Gender ratios

The survey questionnaire provided an overall male to female ratio result of 66:34 of an employee
population total of 4,799 (Figure 1). The range varied from a high female proportion of 48% to a low of
10%. The individual company data appears in Table 1.
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m % Males

B % Females

Figure 1. Gender ratio for seven PNG timber industry representative companies

Table 1 Gender numbers and ratios for the partner companies in PNG

Company Male employees Female employees Gender ratio male to female
A ~840 ~360 70:30
B 162 38 81:19
Cc 27 13 67:33
D ~135 15 90:10
E 880 820 52:48
F 946 283 77:23
G ~187 ~93 67:33
Totals ~3,177 ~1,622 66:34

~ : approximate numbers; fluctuates above and below the given number.
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Figure 2. Relative proportions of male and female workers in PNG companies surveyed

Positio

The survey presented to companies asked for a breakdown of gender across the different hierarchal
positions within their business. The results from completed surveys are presented in Figure 3.
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Age classes

One company has identified an optimum age class for female employees related to motivation and
reliability. They nominate single mothers within the age class 25 to 40 as desirable from the
employee’s perspective due to the general factors associated with this stage of life: they need the
income to support their family and are therefore reliable. Only one survey respondent completed the
age class section of the questionnaire and their information is summarised in Table 3.

Table 3. Age classes of workers in a PNG timber company (number of male:female)

Position 15-25yo 26-45yo 45-65yo 65+ yo
Managers 0:0 14 1.0 1.0
Technical/trades 0:2 76:8 41:3 1:0
Administration/clerical 0:1 2:8 0:0 0:0
Sales 0:1 0:4 0:1 0:0
Plant operators/drivers 0:.0 5:1 2:0 2.0
Labourers 0:0 0:1 0:2 0:0
Apprentices 0:0 1:0 0:0 0:0
Totals M:F 0:4 85:26 44:6 4:0

Income

Not all companies were willing to share salary data however the information provided showed that
technicians, tradespeople, plant operators, clerical and administration roles are generally paid
equitably across genders.

Training, skills, education and qualifications

No gender dis-aggregation was provided, however the training and education information returned in
the survey is summarised here. Staff in management roles had Grade 12 high school certificates,
diploma or degree qualifications. The range of management roles included human resources,
financial controller, shipping clerk and office administration. Technicians and tradespeople often had
high school certificates to Grade 12 level plus vocational school certificates. Staff in clerical and
administrative roles held grade 12 high school certificates and some had completed bachelor
degrees.

Machinery operators, drivers and apprentices had attained grade 10 level in high school and in many
cases further vocational certificates. Labourers generally had no certificates or other qualifications
and were trained on-the-job.

Advantages of women in the workforce

The companies were in agreement that women are generally reliable, diligent and careful in their work
and suited to a wide range of positions across typical organisation hierarchal structures. In three large
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enterprises, females were preferred for grading tasks due to their ability to remain focused for
extended periods of repetitive work and therefore achieve higher rates of accuracy. Another large
company suggested that women take more care with machinery and equipment and take less risks
than male employees. Women were also considered more stable and could be relied upon to turn up
for work and return on a weekly basis.

Constraints, cultural and social issues

Some employers consider that employing and training women is a risky venture due to the high
likelihood of them becoming pregnant and staying home to care for children. It was also suggested
that there is pressure from male partners in relationships for the female to stay at home to take
responsibility for all domestic duties.

A senior executive of one of the larger companies surveyed described the labour force as
‘problematic’ with an emphasis on the difficulties associated with men such as careless attitudes to
tasks and equipment/machinery, lack of focus over sustained periods, relationship issues, violence
and unreliability. A general lack of care and pride in work leads to inconsistent product quality and
poor rates of productivity.

One manager suggested that women are more likely to share their wages with families and purchase
essential items, whereas men are more commonly predisposed to spending wages on themselves, for
example on alcohol.

There are labour laws and security issues which prevent women from being employed in certain roles.
For example women in East New Britain are more likely to be engaged in factory and nursery
positions, rather than field forestry operations. It is considered unsafe for women to work at night or
be placed in field operations that require camping away from home. Violence is acknowledged as a
serious problem in PNG and causes regular disruptions to work in the country. One company
manager described PNG as having the highest rate of violence outside of designated conflict zones
and suggested that 66 to 100% of female workers have been or will be the victim of a violent crime,
ranging from physical abuse to rape. A recent Medecins Sans Frontieres report (MSF, 2016) confirms
that intimate partner violence, family violence, and sexual violence are widespread in PNG. MSF
clinics have treated an average of 3,000 victims per year since 2007 and note a lack of functioning
protection mechanisms, a culture of impunity and weak justice systems in the country.

Gender violence negatively impacts workers’ attendance, productivity, training and development
opportunities and therefore limits progression to more senior roles (Van Leeuwen, 2015). Violence
can impact a person’s ability to work safely, for example victims may be unable to safely perform the
physical tasks due to injuries. The psychological toll of violence can be considerable with victims
suffering stress, anxiety, fear, and depression which can reduce concentration, problem solving and
good decision making which impacts a person’s ability to work safely (Ibid). Family, friends and
perpetrators can also be negatively affected resulting in poor performance, safety implications and
absenteeism.

One company representative has observed that problems often arise when couples are employed and
work together- subsequently jealousy issues can emerge which result in workplace disruptions
including acts of violence.

The preference for employing women aged in their late 20s to 40 years of age imposes a constraint to
younger and older women who would be interested in working in the timber industry in PNG.
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Opportunities

The data and information provided by participating companies has helped to identify important gender
issues in the timber industry in PNG. There are positive things happening such as the formation of
Provincial Family Sexual Violence Action Committees and the development of company gender
policies which describe strategies such as training and workshops about these issues. The industry
representatives unanimously agreed that a diverse workforce is beneficial and that women are
generally more reliable than men. Gender equity in PNG isn’'t so much affected by preference of male
or females in what is traditionally a male-dominated sector, but more constrained by social and
cultural issues including pressure on women to be primary carers, assume responsibility for domestic
duties, and the disruptive impact of violence.

The project team will assist companies with the development of gender policies during the project and
maintain dialogue on how women’s engagement can be increased. The research team will discuss
gender issues with male and female employees at different levels within company hierarchies during
ongoing facility visits and assist with gender initiatives where possible. The Australian examples of
White Ribbon Day, a male-led campaign against gender violence, and the Women in Forestry and
Timber Network (WFTN) provide models for the PNG timber industry. The WFTN is dedicated to
raising the profile of women in the industry, supporting cultural change and improving the industry
perception as an employer of women.

It may be useful to make organisations aware of the workplace safety issues and cost impacts of
gender violence. A study by Darko et al. (2015) found that gender violence adds 9% to payroll costs
due to lost productivity and absenteeism. Partner companies will be made aware of the PNG
Business Coalition for Women which promotes positive change for women and business in Papua
New Guinea. The coalition is focused on addressing gender violence, developing gender smart
workplaces and practices, promoting women in leadership, and expanding opportunities for women in
supplier and distribution networks. In terms of addressing gender violence, the coalition has
developed a suite of strategies for businesses, including: a model Human Resources policy with
guidelines on safety planning, special leave, support services, addressing perpetrators on staff,
confidentiality for victims; detailed policy implementation guidelines; a legal guide on Family and
Sexual Violence for PNG employers; step-by-step training programmes and bespoke consulting
services on how to implement the policy. The coalition will be invited to address the PNG Forest
Industries Association (PNGFIA) via a written request to distribute the coalition’s online application
form to PNGFIA members. In addition, the DAF project team will discuss options for utilising the
resources from the White Ribbon organisation who provide information and support for individuals
and businesses to engage in strategies to prevent domestic violence (see Appendix 1 and
https://www.whiteribbon.org.au/).
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Australia

Information on gender in the Australian timber sector was requested from three project partners from
which one company responded. DAF was able to access additional timber industry gender data from
the Australian Government’s Workplace Gender Equality Agency to provide a larger sample, resulting
in data from four additional companies representing relevant industries being included.

Gender ratios

The male to female ratios for five Australian-based companies with a total of 2,709 employees was
84:16 (Figure 4). A breakdown by company is presented in Table 4 and displayed in percentages in
Figure 5. The WGEA reported that the agriculture, forestry and fishing industries had a male to female
worker gender ratio of 66:34 whereas the national composition across all sectors was 51:48. For the
manufacturing industry which likely includes timber processers and manufacturers of wooden
products, only 26.6% of employees were females (WGEA, 2015). Based on the three companies’
data in this report, the Australian timber industry is relatively under-represented by women compared
to closely aligned sectors.

B % Males

B % Females

Figure 4. Gender ratio for four Australian timber industry companies
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Table 4. Gender numbers and ratios for the companies in Australia

Company Male employees Female employees Gender ratio male to female
A 45 7 87:13
B
No data supplied
C
D 351 79 82:18
E 259 85 75:25
F 120 17 88:12
G 1,572 174 90:10
Totals 2,347 362 84:16
100
90
80 -
70 -
60 -
50 - B Males
40 | B Females
30 -
20 -
10 1 no data provided
0 - T T T T T

Figure 5. Relative proportions of male and female workers in Australian companies analysed
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Positions

A breakdown of gender across the different hierarchal positions within businesses was obtained. The
overall results are presented in Figure 6.
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Figure 6. Gender and company positions (%), Australian companies.

Age classes

No data on age class distribution across gender and positions for Australian companies were made
available to the research team.

Constraints, cultural and social issues

One company surveyed reiterated the PNG philosophy that women are preferred in some
rolesDomestic violence and sex-based harassment are becoming increasingly recognised as
workplace issues in Australia. Companies are encouraged to develop policies and education
modalities (posters, induction, code of conduct training, counselling) to raise awareness of the
negative impacts of gender violence and harassment. It is estimated that in 2015, 35% of employers
had a domestic violence policy or strategy implemented, an increase of 3% over the previous year
(WGEA, 2015).

Opportunities

As with the PNG companies, the project team will assist the Australian companies with the
development of gender policies during the project and maintain dialogue on how women’s
engagement can be increased. Gender issues will be discussed with both male and female
employees at different levels. The project team will make the Australian companies aware of the
White Ribbon Day initiative and the existence of the Women in Forestry and Timber Network (WFTN).
This network has over 250 members and is the only dedicated national women’s network for the
forest and wood products industry. Its focus is on raising the profile of women in the industry,
supporting cultural change and improving the industry perception as an employer of women. The
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White Ribbon organisation (https://www.whiteribbon.org.au/) has been successful in raising
awareness of domestic violence issues and samples of their resources are attached in Appendix 1.

Discussion

The preference by PNG timber companies for women in certain roles is constrained by societal
pressure on many women to stay at home and further limited to an age class perceived to be more
beneficial for long-term employment. Despite this, there was a consensus amongst companies that
female employees are generally better focused on tasks at hand, reliable, patient and take better care
of equipment. By law and for personal safety reasons women are not able to work under certain
conditions (e.g. night shift and remote camps). The overall gender ratio based on seven partner
organisations was 66 males to 34 females, which implies relatively high female representation in a
traditionally male-oriented industry.

Data for five Australian-based timber companies were obtained to provide some comparative
information and insights into the gender situation in Australia. Although a high proportion of women
were employed in clerical and administrative roles, the overall gender ratio for the Australian
companies was 84 males to 16 females, therefore a much lower female representation than seen in
PNG. One Australian company concurred with the PNG industries consensus that women are
preferred for some tasks that require extended periods of focus, such as grading and other repetitive
activities.

The next project activity specific to the gender topic involves workshops with stakeholders in both
countries during 2017 to establish strategies for enhancing the role of women in the timber industry
and increase the project benefits to women.
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Appendix 1. White Ribbon Day samples and resources

Challenging

your friends’ behaviour

Sometimes you may see your friends behaving abusively, for example sexually harassing a woman in the sireet or
telling sexist jokes. If this happens, you can:

# Digtract your friends by saying something like ‘relax, that's enough’.

» Dion't laugh — silence cuts.

+ Tell your friends fo stop.

* Walk away to show that you do not approve of their behaviour.

We have all found ourselves in situations like this. Thesa pecple expect others to go along with them and to
laugh or agree - they do not expect to be questioned. Here are some ways to show you do not support their
actions and behaviour®.

If you are with some friends, and someone says something that makes you uncomfortable, or that you
feal is wrong, you can say something like:

“Come on, | know you are bettar than that”, or “What did you say?I'm not sure what you mean ™

BRING IT HOME

Someiimes, people forget they are talking about a real person. To challenge them, you could say something like:
“What if someone said that about your sister or your daughter ?"

This will remind tham that they are talking about a real person and will help change the comversation.
Asking a question halps pecple think about what they said. tis important to say this in assarfive and calm manner.

| BELIEVE

This is a great way to give your opinion. You can say something like:
¥ beliove abusing a8 woman is wrong.”

Saying this instead of something like “you are wrong”™ can be aasiar for people to hear. They may feal less
defensive and accept the opinion.

T 2 ¥ 3 7 ¥v|®
g 8 ¥ ¥ ¥ Y|V
PR R 7 1 F|7T
r v v 7 o3 T|T
r s v 1 3 T|T
r r v n o3 T|T
» v v x o3 7|7
*r » u o n ou 7|7
*r » u o n ou 7|7
*» = = ux o= w|T
r YT Y ¥y FT
=T oF o7 FTOTF|T
T 8 % 3 3 ¥v|w
g 8 ¥ ¥ ¥ Y|V
PR o7 7 o1 F|T
» v v 3 o3 T|T
r s v 1 3 T|T
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AM | THE ONLY ONE...?

Have you ever found yoursalf in a situation with a group of people and you feal uncomfortable about what is
You're probably not the only one who thought it was wrong. You could ask:

“Am I the only one uncomfortable with this?”

This can let others know that they are not alone and will encourage them to speak up.

TALK PRIVATELY

Talk to the person privately about what they said or did and its effact on others.

This increases the chance that they will listen to what you say. They won't feel the need to defend
themselves in front of other people.

*Baced on: Flood, M. (2011) Man Speak Up: = sooliit for action in men's
daily bves. Sydney: White Ribbon Policy Research Seres No 4.
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How men can prevent

sexual violence

Hera ara somea steps you can take to prevent sexual violence and ensure you have respectful

sanual relationships:

| =mO=l | TAKE ‘NO’ || TALK ABOUT i atres
YOU HAVE SEX FOR AN ANSWER S re— ﬁﬁ.ﬂﬁm
- re— agreas. You can try asking
Always have sax with The idea that women say 'Is this comfortable?" or
conzent. Don't pressure a ‘ng’ when they mean ‘yes’ — "Are you OK with this?".
WIDITIEAN OF your partner into is wrong. Da nat ignore a
ERRT i | e
Dt ks v e saems - four DON'T ENGAGE
tot gy o armcionay || [ NISUSES | RPANY FORM
blackmai them with threats or ving togsther. Silence USE FORCE OF SEXUAL
B | ot mean she s - HARASSMENT
under the influence of alcahol “:‘“mm
BE AWARE OF | | ordres. she cant consent e Whiting ot o,
LANGUAGE e iokes and ofher types of
Words like "bitch’, ‘whaore' TALK TO ﬁm gmfm,,;mﬂmf Emmhmmfe; '
"or ' ma ﬂumén mmmpel‘l'npamm
oy s e | | WOMEN | RSl | mtotmine v
Using words iike this makes :f'“'mmm and never angage in non-
'rt.amiarlureﬂtwvm. ek N — consensual sewual behaviour.
disrsepect and fo gnors thelr | | @ ilne gl hou £
fights. This i not QK- has affected her life. i she
feals comfortable 1o talk,
st listen and leamn from her
REMEMBER expeinces. Women who
THE FACTS ||ty

When you eee sax without
consent on the television,
remind yourself that it is.
rape. When you hear about a
woman staying in an abusive
relationship, remind yoursef
that ghe i& not to be blamed.

Learn the facts so you can

nnnnnnnn

nnnnnnnn
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TALKTOMEN

Speak to other men to challenge their aftitudes and
befiefs about sex/consent and violence against women

- a change n social atttudes will make it easier for victims
to gat help and make viclence and abuse against women
less acceptable. You can start by mentioning something
you've read about sexual assault or something you saw on
television. Ask if they know someone who has been
sexually assaulted.

TAKEACTION IF YOU SEE
VIOLENCE HAPPENING

Call the police — never assume someone alse has.

Ensure you do something 1o stop the vickence, but do not
use violence yoursalf and ensure your own personal safey.
Do not remain sllent- stand up, speak out and act to stop

EXAMINE

YOUR OWN
BEHAVIOUR

If you have been physically
violent against a woman,
committed sexual assault,
threatened or tried fo control
their lives, get help foday.
Do not wait for it to happen
again. Call MensLine on
1300 78 080 78 for support
and advice.

Make a difference to your

community. Join, support and/
or donate to an organisation

SUPPORT
SURVIVORS

OF SEXUAL
VIOLENCE

if someone tells you that they
have been abused, raped or
harassed - kisten, believe and
support them. Ask if they need
support {e.g. counselling)

and help them find #. Don't
ask questions like ‘what were
you wearing?" By supporting
survivors to share their
experiences, more pecple will
speak up and highlight the
seriousness of sexual violence.

From Thirteen staps men can take to
prevent sexual viokence (nd) Retreved
7 March 2016 from: http i white ibbon.
argnz/acti get-help/thirtsen- ste ps-men-
can-take-to-preve nt-sexu al-walence/;
What men can do fo 2op walence
against women (nd) Retrewed 7 March
2016 from: https//wwwstsmorg/
get-informat on/about- sexual-assault!
what-men-can-do-stop-wole noe-
against-women and Kaufman, M.
(2000). The Whit= Rbbon Campaign:
breaking men's silence to end men's
wolknoe — statement of pancples.
Michaal Kaufman Retewed from http
www michaslkaufman comf 2000/
the-while-o bbon-campagn-breaking-
mens-slance-lo-end-mens-wolence-
stateme nt-of -poncples/

» » » » » » oD DO * ® o> o I

Bl s » ¢+ - o o b o o » » » » 1

ssssssssssssss

..............

..............

..............

R I S I I R |

L I O R R R |

-----------------
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Taking action against violence,

abuse and harassment

We all nead to speak out against men’s violance
against woman.

Silence and inaction will lat this violence continue.

Sometimes it is hard to know what to say and how to act,
and you may feel uncomfortable about speaking out. In
this factsheet, you will find some tools to help you.

Above all, remember to keep yourself and others safa.
Call 000 in an emergancy.

Intervening in violent situations
This is what you can do when you see violence:

* Stay safe: Safaty is vital in deciding whan and
how to respond to violence when it is occurring.

If the situation is already violent and looks like it is
escalating quickly, don't directly intervena.
Call the police.

* Croate a distraction: an indirect and
non-confrontational distraction can halp disrupt the
situation. You can do this by starfing a conversation
with the victim or perpatrator about anything, for
example the weathar. This can help keap a potentially
dangerous sifuation from getiing worsa.

= Walch: stand a safe distance away so the violant
person knows theay are being watched.

= Ask for halp from peopks near you: spaak out together
1o tell the viclent parson that his acfions are unacceptabla.

= Support the victime talk to the woman to show your
support. Ask if she needs halp.

z

Signs that a woman may be

experiencing violence and abuse

Maost viclence against women happens in tha home

and other private places', o you probably won't

soe it happening. Hare are signs that 2 woman is

expariencing violonce and abuss®:

+ She often mentions that her partner is ‘jealous’ or
has a 'bad temper'.

* Sho is afraid of her pariner and tries hard fo pleass him.

* Her pariner criticises and humiliates her in public.

+ Sha has become increasingly amdous or depressad,
has lost confidance or is unusually quisat.

* Sha has physical injuries (for example bruisas, cuts and
sprains) and gives unlikely explanafions for thess injures.

+ She tells you that her pariner pressures or forces her
to perform sexual acts.

& Har partner makes all the decisicns, for example ha
controls the finances and tells her who she can and
can't sea.

* Har children seem frightaned of her partner, have
behavioural issuas or are withdrawn and andous.

+ Sho doasn't want to leave her children alona with her
partnar.

+ |f sha has left the relationship, her ex-pariner calls
or emails her constantly, follows her, comes to her
housa uninvited or waits for her at work.

Supporting women

If you feel comfortable approaching the woman, you can

speaak to haer and simply say, “I'm concamead about wheat

just happened. Ara you OK?". Lat har know that viclenca
and abusa are wrong and that she doas not daserva it.

Tell her that you are willing to help. Let her know about
local support services that offer free and confidential
advice and offer to help her access these services if
she neads axtra support.

Read the White Ribbon factsheet "What to do when
someone tells you about their experience of violence or
abuse’ for mora information about what to do.
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Remember!

A woman may be worried that she is putting herself
in greater danger from the man using violence by
sharing her experience with you. You must respect
her concerns and reassure her that she did the
right thing by telling you about the violence. Do not
force her into making any decisions and keep all
information confidential unless children are involved
and you have an obligation to inform Police in your
State or Territory.

If you are a student, you can ask a

teacher, social worker or doctor for some

advice about what to do.

If you talk to someone you think is violent to their
partner or another person, they may tell you to mind
your own businass, make excuses or deny it.

If you see abuse, and you feel safe or able to, talk
about the behaviour you have seen. For example:
*You are my friend, but | think the way you criticise
and scare her is wrong.”

“It is not okay to hit a woman. This is a problem and
I think you need to get some help.”

Let him know about support sarvices that offer free
and confidential advice such as MensLine

1800 600 636.

No More (2016) While it's cocuming. Retrieved from: httpe//nomaore.org/how-
to-helpfwiile-ts-occurnng/

‘Cax, P. (2015) Vickence agrinet women in Australa: AddiSonal analysis of
e A fian Bureau of Statistics’ Personal Salety Survey, 2012. ANROWS:
Alesandria pps. 37, 63, 86.

*From: Domestic Viclenoe Recource Cenfre, Victona: weww.dvrov.org.au
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Violence against women

and the workplace

Violence against women - whether it occurs in or beyond the workplace
- impacts on the health and safety of women at work, their wellbeing and
their productivity.

Violence is also a workplace health and safety issue. If the perpetrator of violence usas the workplace as a place to
harass or stalk the victim, it can put victims and their colleagues in danger.

i
il

.94% :‘.:Lﬁmnﬁ'@mm”:m

1 in 3 women experience physical and/or sexual
violence perpetrated by someone known to them’

1 in 5 women experience harassment in the workplace”

respectful relationships between men and women®
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What can workplaces do?

An Australian survey revealed that 48% of
respondents who had experienced domestic violenca
disclosed it to a manager or supenvisor, and only 10%
found their response helpful ¥

Workplaces have an important role to play in ending
men’s violence against women and supporting women
experiencing or escaping violence.

For many women experiencing domestic violence,
abuse or control, the workplace provides a space

and network away from the abuser. It is critical that
workplaces understand violence against women, so that
thaese women can stay in work and so workplaces can
help them accass the support they need.

Workplaces also have a pivotal role in addressing the
underlying causes of men’s violence against women
by promoting gender equality.

Workplaces can:

» offer pathways to support, by creating a culture that
supports women to disclose their experiences of
violence, including referring women to appropriate
support services and offering domestic violence leave

* provide a source of income and financial
independence, especially if a woman decides to
leave the abusive relationship

* create a zero-tolerance environment that responds
to sexual harassment in the workplace and holds
perpetrators to account

* provide information to employees on what to
do when they see or hear about violence, abuse
or harassment

* promote gender equality: conduct a gender audit,
offer flexible work arrangements and critically
examine the different roles men and women play in
the workplace.

More information

Visit the White Ribbon website at
www.whiteribbon.org.au for more information on how
your organisation can stop violence against women

in the workplace.

‘A lnn Buresu of Sy (2013). Rersonal Safaty, Australia, 2012
{no. 4806.0). Retrieved from: http//werw.abe. govau/suscists/abe® nal/
Lookup/4545E 1 ADAF026ADSCA257C3D000D820D ?opendocument

! Auctrulian Human Rights Commission. {2006). Savudl Harassmant Guide.
Retrieved frome httpc/Aevww humannghts. gowaw/our-work/sex-disoriminaton/
guides/sensal-harasement

*Parnay, D & Powel, A (2012). Therale of by stander knowledge, attitudes
and bahasowr sin prevering wolenoe against womer: A full technicad repart
The Social Research Centre. Mebourns.

YMcFerran, L. (2011). Safe o Home, Saf o Wadk? Nationd Domastic
walence and the workplace srvey. Auctralien Domestic and Family \ickence
Clearinghouse. Retneved fromc hitpe:/fererw arts. unew. adu.aw'meda/
FASSFie/National Domestic_Viclence_and_the Workpleos_Survey 2011_
Full_Report.pdf p. 13
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What men can do

To end men’s violence against women, we need to change attitudes and
behaviour - this will take time.

Here are some practical steps men can take every day to help end men’s violence against women:

LISTEN

Ask a woman who trusts you about viclence and abuse and how it has affected her life. If she fesls

comfortable to talk, just ksten and leam from her experiences. Women who have survived or ane surviving
wviokence and abuse will provide valuable and experiential insights.

LEARN ABOUT THE PROBLEM

Many peopls think violence is committed in public places by strangers, but women who are at riek of
vickence are more likely to experience it in their own homes and from men thay know. Visit the White Ribbon
wabsite o get more information. Watching the news, reading articles on the topic and seeking information
will help you understand the impact of vickence and abuse on women and the community.

LEARN WHY SOME MEN ARE VIOLENT
Men are not naturally violent. Violert and abusive behaviours are leamnt. For them, violence is a way of
expressing their masculinity. It is intentional behaviour to gain power and control.

DEVELOP RESPECTFUL RELATIONSHIPS WITH WOMEN

Be an example o other men: treat women with respect and as equals. Be mindful of how language as well
as actions can be disrespectful and abusive. Heakhy relafionships help create gender equality. Express.
your feelings directly and in non-violent ways e.g. express your appreciation of your pariner or have
disagreements in well managed and thought through wonds.

WEAR A WHITE RIBBON OR WRISTBAND

‘Wi can create the change. Show your commitment to ending men's violence against women by wearing a
white ribbon or wristband. Use it as a starting point fo talk with your friends, family and colleagues about men's
vickence against women. Be proud to stand up, speak out and act to prevent men's violence against women.
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CHALLENGE SEXIST LAMGUAGE AMD JOKES

Sexist lBnguage and jokes help create the impression that w.omen are inferior fo men, are “objects”, and
wiork fo legitimize violence against women. They are part of abuse that objectifies women, meaning that
wiomen are viewed as a possession. Point this out when you hear saxist language or sexist jokes and
encourage others fo be respactiul towards women.

IDENTIFY AND OPPOSE SEXUAL HARASSMENT
AND SEXUAL VIOLENCE

Urmwanted saxual comments and behaviour reflect power inequalities. betwean men and women.
Oppose sexual harassment by supporting inifiatives to create respactul and healthy environments.

TAKE ACTION IF YOU SEE VIOLENCE HAPPENING

Call the police — never assume someona elsa has. Ensure you do something o stop the vickenca, but do
not use violence yourself or put yoursalf in danger. Do not remain sllent: stend up, speak out and &ct io stop

SUPPORT LOCAL WOMEN'S PROGRAMS AND SERVICES
‘\Women's refuges, rape crisis centres, counselling and legal services, support women expenencing violence

and are vital for women escaping viokence. Thess services need support and financial backing.

EXAMINE YOUR OWN BEHAVIOUR

If you hawve baen physically violent against 2 woman, commitied sexwal as=ault, threatened or tried to control
their ives, get help foday. Do not weait for it fo happen again. Gall MensLine on 1300 T8 99 T8 for support
and advice.

BE A ROLE MODEL

Be a role model to other men, women and chiidren. Teach them that viclence i unacceptable and talk about
ways to manage negative fealings that could result in conflict or vickence.

YOU CAN GET INVOLVED IN WHITE RIBEON

‘White Ribbon is a global social movement to end men's violence against women. There are many ways for
you to get meohed: host a White Ribbon event, become an Ambassador or wolurbeer. Visit our websiie fior
more ideas.

From Kufman, M. (2008). The Wiie Ribbon Campagn: heraking men's sfznos fo end men's wolznos — stalement of panoplks.
Michoe! Kmrfman Retreved from hitp 2 www.michoekaufman comy/ 20008 fe- witie-ribbor- campaig-braaking- me ns-siznoe-io-z no- mens-wiolanos-
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