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 FOREWORD 

 
We have developed the Women’s Forum Barometer to offer to our community, 
partners, talents, and governments an effective gender equality measurement tool. 
When the first edition was launched in 2020 during a global pandemic, we were 
concerned that this event would significantly affect progress in gender equality.

Two years afterwards, the results of the Women’s Forum Barometer are mixed. 
Some progress has been observed in certain areas, such as the prevalence of 
stereotypes, which seems to be decreasing. However, the G7 population is no 
longer as mobilised as in 2020 around gender equality. Two years ago, 91% of 
respondents thought that reducing the gender gap should be considered a priority 
or important; in 2022, 77% believe that reducing it and implementing an inclusive 
economic recovery strategy should be a priority.

Conflicts, the energy crisis, inflation, and the heavy consequences on the economy 
and household finances may explain these results.

A share of 74% of women surveyed in the G7 countries feel unequal treatment in 
their work and believe that gender inequality at work is a problem. In addition, 70% 
think they are less likely to succeed than men with equal skills. So the perception 
is one of continuing inequality even within the G7 and even in the world of work.

The actual data underscore gender inequality even more than perception. Over 
twice as many women as men have to work part-time. Knowing that afterwards, it is 
challenging for them to return to a full-time job. These shortfalls affect their budget, 
their savings rate, and then their pension. Globally, 45% of women benefit from a 
pension scheme. The average gender pay gap in the G7 stood at 14.6% in 2022 - 
i.e., a woman working full time earns an average of 85.4 cents for every euro made 
by a man working full time. Noting that if part-time positions data were included, 
the gender wage gap would be much larger. This indicator reached 15.7% in 2020. 
It is moving in the right direction but very slowly.
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Finally, the heavy burden women must bear of unpaid care remains at 4 hours a 
day compared to half for men and that in the G7 countries. In the European Union, 
women do 75% of global unpaid work.

Gender inequalities have defi nitely not disappeared. Of course, a few emblematic 
women have taken on important responsibilities in high positions, but much 
remains to be done to overcome stereotypes and create an equal world for future 
generations.
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 EXECUTIVE 
SUMMARY
 The measurement  

of inequalities 
must be continually 
updated

Why a Barometer  
on perception is needed 
For the past three decades, actors across the public, private and NGO sectors have 
launched numerous measures to advance gender equality. Though each differs in 
methodology, scope and intent, they share a common purpose: to build awareness 
of the stark inequalities women face. The research that has been carried out brings 
evidence to the global conversation on gender inequality. It is valuable as a catalyst 
for greater awareness, a spur to action, and a guide to design effective government 
policy and company strategies to reduce inequalities. 

Much of the existing research on gender equality issues measures inequalities, but 
this is inadequate. Inequalities are a function of how people perceive the societies, 
institutions, and organisations in which they live and work. The right to vote was 
an essential measure of gender equality a century ago, but it is insufficient today.  
The measurement of inequalities must be continually updated. The best way to do 
so is by measuring how our perception of inequalities evolves.

Indeed, measuring inequalities without evaluating perceived inequalities does not 
always give us a good understanding of progress over a given period. Younger 
generations can often perceive relatively invisible inequalities to the previous 
generation. At the heart of a commitment to progress is the hope that when it 
comes to reducing gender inequalities, each generation has higher standards than 
the previous one. That explains why measures of gender inequalities are insufficient if 
not compared with estimates of our perceptions of those inequalities. Evidence that 
any given group perceives growing gender inequalities is a sign that there is more 
progress to be made. 

Assessing perceptions of gender inequalities can help societies and 
organisations identify where to focus their efforts to become more inclusive. 
It underlines where these barriers are most entrenched and where it is 
urgent to intervene. 



Furthermore, evaluating perceptions can also have persuasive value. The norms of 
institutions and societies often shape views and priorities. Evidence that institutions 
and societies are moving towards greater gender equality can persuade decision-
makers that they too need to act to reduce inequalities in their domains. 

The Women’s Forum Barometer provides a necessary perspective among existing 
gender equality measurement tools. Where other studies fall short in using public 
perception as part of their broader studies, it has started new and thought-provoking 
conversations around gender equity in critical ways:

• The Women’s Forum Barometer highlights overlooked indices and the disparities 
between public perception and the reality of several issues that disproportionately 
affect women across the world; 

• Published annually, it helps to monitor the evolving landscape of gender equity;

• It measures the views of the general public. Whereas other studies focus on a 
defined segment (e.g., female scientists or university students) whose views may be 
influenced by each other and their environment, the Barometer reflects an aggregate 
public view, with all the variety and richness of experience that implies; 

• By focusing on the G7 countries, the Women’s Forum Barometer offers a 
unique perspective on the reality of gender equality in some of the most advanced 
economies in the world and the opinions of their populations. 

Thus, the Barometer questionnaire is designed to fulfil three functions - evaluation, 
information on awareness level, and diagnosis - as guidance to implement 
efficient strategies to narrow the gender gap within the economy. 

Key findings of the Women’s Forum 
Barometer – Third Edition
In 2020, the Women’s Forum launched the first Gender Equity Barometer focused on 
perception versus reality to provide accurate and relevant data on public perception 
and compare them with recent international gender-disaggregated data. This 
analysis provides the basis on which an effective and sustainable gender equality 
policy can be built.

Two years after its launch, the Barometer fulfils its role. This instrument provides  
a comprehensive picture of the reality of the current gender equality landscape in 
the G7 countries. It broadened the discussion beyond traditional equality measures, 
considering perceptions of gender inequality in key drivers of human progress, such 
as technology and business, and common challenges, such as climate and health. 
It makes it possible to measure the state of play, to analyse the trends and policies 
implemented within the different countries. It is, therefore, a key decision support tool. 
However, the results are mixed and underline that while progress can be observed 
since 2020, gender inequalities remain entrenched and highly widespread in the 
world in its wealthiest countries, such as the G7.

The 
Women’s 
Forum 
Barometer 
is a key 
decision 
support tool
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In 2022,  
the G7 
average 
gender  
wage gap 
reached 
14.6%

Globally,  
on average, 
women do 
three times 
as much 
unpaid 
care and 
domestic 
work as men

Perceived gender inequality  
in politics is a reality
The results of the Women’s Forum Barometer show a large majority of the G7 
respondents (74%) are convinced there is an inequality between women and 
men in terms of social, political, and/or economic rights in their country. On the 
political side alone, data are fully confirming this feeling. At a global level, the 
share of women’s participation in national-level parliaments is 24.5%. Even 
though women in the G7 countries are increasingly involved and proactive in the 
“political sphere”, female ministers still represent only 36.8% of the total, whereas,  
the trend of female representation in parliament (29.6%) is almost stable compared 
to 2019.  Empirical evidence highlights that women must face too many obstacles  
to achieve representation in governance including the most challenging one - 
financing a campaign. These barriers must be removed through coherent public 
policy interventions for reaching gender equality in politics.

The perception of gender inequalities  
at work is validated by empirical  
evidence
Despite substantial progress in recent decades, women’s employment conditions 
are not as satisfactory as those of men. Around 32% of working women in G7 
countries reported they have already noticed being less paid than male colleagues 
having equal competencies. As regards the G7 average gender wage gap, it stood 
at 14.6% in 2022 – i.e., a woman working full-time earns 85.4 cents, on average, for 
every euro a full-time working man makes at median earnings. There is even more 
inequality in the promotions given to women. Thus, 23% of working women declared 
they have already realized a male colleague had been promoted or chosen for a 
promotion even though they were more competent.  

In the reality, corporate leadership in the G7 countries remains largely male-
dominated. Still, women make up about one-third of managers within the G7 
countries. To complete the picture, 41% of working women declared they have 
already worked part-time for one or more years to take care of someone. At just 
over four hours per day, they spend around two hours per day more on unpaid work 
than men in the G7 countries. Globally, on average, women do three times as much 
unpaid care and domestic work as men. In the European Union, 75% of unpaid 
care and domestic work is carried out by women. This amount is estimated at least 
USD 11 trillion globally every day. In the long run, this is highly detrimental to their 
economic security. Thus, perception meets reality and this comparison even 
underlines that it goes beyond it.



A reality also experienced by women  
in the world of entrepreneurship 
As the results of the Women’s Forum Barometer questionnaire point out, the women 
G7 respondents are convinced to have fewer opportunities to get contracts and new 
business (61%), to become entrepreneurs, and to have capacities to found and lead 
companies (49%). This last finding highlight that women create their own barriers.  
In 2020, they were about 58% less likely than men to be self-employed in the OECD 
countries. At the G7 level, female entrepreneurs were less likely to have employees 
than self-employed men. Only one in four of them hires employees. Furthermore, 
the gender gap in self-employment earnings within the G7 countries is significant. 
France is an exception, with a fairly small gender gap (8.2%), while the G7 average 
reaches 31.1%. Even more detrimental, only a low percentage of women succeed 
in obtaining external financing when starting their businesses. 

The G7 respondents are convinced to have fewer opportunities to get funding for 
their business (56%). The reality confirms this belief. In 2018, credit rejection rates 
for women entrepreneurs reached 4.3% compared to 2.3% for men in France. 
Noting that around 2% could be added to the global GDP if gender equality in 
entrepreneurship was attained. Thus, respondents’ perceptions of entrepreneurial 
opportunities are close to the reality of what women entrepreneurs face on a daily 
basis. Deeply rooted inequality makes it challenging for women to enter this field. 
When - and only if - they succeed to overcome the various obstacles, there is still 
a long way to go as yet others appear. The role of the public sector is still essential 
in that domain for ensuring that inclusive entrepreneurship policies are coherent, 
effectively implemented and regularly evaluated.

In the field of technology the gap 
between perception and reality is large
There is still a share of 27% of women respondents that have heard scientific careers 
are only for men, and the same percentage that their minds are not scientific. In 2019, 
the average of female share graduates from STEM in the G7 countries was 30.5%. 
However, only 6.7% of women were tertiary graduates in engineering, manufacturing 
and construction in 2020. Whereas an OECD report shows that wages are highly 
correlated with the ability to analyse and use mathematical information and 
ideas from real life (numeracy skills) which are an integral part of the fundamental 
characteristics of STEM. Furthermore, job creation in STEM occupations is projected 
to grow twice the rate of other fields over the next 10 years. Women represent 
33.3% of researchers globally. At the G7 level, the share of women inventors is lower, 
averaging 9.75% in 2019. 

49%  
of women 
respondents 
think they 
have less 
capacities  
to found  
and lead 
companies 
than men
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Regarding perception, a high share of the G7 women respondents (70%) are 
convinced a better access for them to information technology and artificial 
intelligence would favour the development of digital applications and IA tools that 
can be used by everyone. Furthermore, they think this would reduce the risk of a 
digital divide (66%) while increasing the level of GDP (59%). The reality is far from 
these widespread beliefs. Indeed, within Apple, a leading company, women made 
up 23% of employees in technical roles and 29% in executive positions. Only 27% of 
Amazon managers were women in 2018. Within Samsung, the electronic and smart 
home appliance technology giant, 17% of women worked on product development. 
They comprised 6% of executive directors in 2019. Thus, the gap between the 
perception of gender inequalities in STEM and reality is large. It cannot be reduced 
without the implementation of coordinated and effective strategies carried out jointly 
by the public authorities and the private sector.

A large gap between the perception  
of the importance of taking women  
into account in medical research  
and the reality still persists
Although slightly lower than the figure for 2020, still a high share of the women 
surveyed at the G7 level are convinced that better access to healthcare services for 
them would have positive consequences on the prevention of diseases and health 
issues (72%), the development of new treatments of several diseases (68%) and the 
life expectancy of the entire population (65%). 

The reality is that women have been excluded from biomedical research. The science 
that informs medicine - including disease prevention, diagnosis, and treatment - 
consistently fails to consider the crucial impact of sex and gender. Whereas variations 
in body size, composition, and hormones result in varied drug responses. For 
instance, despite cardiovascular diseases being the leading cause of death among 
women worldwide, in the United States, only one-third of clinical trial subjects for 
novel cardiovascular disease drugs are women, and only 31% of the trials that 
include women report results by gender. 

In addition to these various challenges women have to face in their care journey, an 
even more damaging one is the bias regarding their feeling about their health. Thus, 
41% of the women respondents felt that their doctor did not take them seriously.  
A study conducted in Australia corroborates this feeling, as it shows that even when 
men and women scored similarly high on a psychiatric screening test, physicians 
classified significantly more women than men as «disturbed». 

41%  
of the 
women 
respondents 
felt that 
their doctor 
did not 
take them 
seriously



The results of the Barometer underline that women are conscious of the major 
benefits that taking into account their specificities would have in the progress of 
medicine and care. Yet the reality is far from internalising gender and sex as a pillar 
in its research. Leaving these essential factors at the margins of decision-making 
in this field. The identification, exploitation and dissemination of data according  
to gender, age, socioeconomic level and targeted diseases are insufficient to meet 
the information needs of physicians, researchers and the general public and must 
be enhanced.

And finally, Climate Change  
with the highest gap among the areas 
analysed
Only 25% of respondents believe that women are more affected by climate change. 
Whereas a study focusing on Spain found that women in 2019 - across all age 
groups - were more likely to die from cardiovascular diseases related to climate 
change-related temperature increases. Biological differences between men 
and women can explain why climate-related hazards may affect women more. 
Furthermore, other factors can also combine with being a woman, such as age 
which causes higher women mortality. At the same time, the analysis shows women 
in government positions are more likely than men to sign international treaties  
to reduce global warming. Moreover, it seems irrational not to take into account the 
differences between women and men while an INSEE found that, based on daily 
activity, men produce 7 kilograms more CO2 emissions per day than women.

Treating women as unique actors in climate action is key. This should be reflected in 
every area of climate change action. It is important to integrate gender into climate 
change mitigation and adaptation strategies, as well as financing and developing 
new green technologies. The picture shows how large the gap between perception 
and reality is and that a smart and clear communication on the subject needs to be 
enhanced at all levels, particularly at the national one. 

 

Only 25%  
of respondents 
believe that women 
are more affected 
by climate change 

Men produce  
7 kilograms more 
CO2 emissions 
per day than 
women
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In recent years, the progress toward equality between women and men has been 
significant. Society is increasingly conscious that gender equality is fundamental to fair, 
balanced, and sustainable growth. Equal power distribution between women and men 
naturally leads to developing public policies that internalise the gender dimension. Every 
sector of daily life is positively impacted thanks to a trickle-down effect allowing thus the 
whole society to benefit from growth. Therefore, it is not only a question of justice, ethics, 
or a fundamental right of every human being, it is an indicator of rationality, sustainable 
development and well-being. 

For this change to be extended to the whole community, one should act on the various levers of the 
economy and society. To this end, the Women’s Forum Barometer tracks changes and proposes 
strategies for enhancing gender parity in key sectors of the economy and society. Initiatives in 
favour of gender equality within the European Union are regularly implemented, whereas the pace 
of progress varies considerably according to the different sectors concerned. 

Some areas (e.g., the social and solidarity economy) fully integrated the gender dimension, other 
essential driving forces in the fight against climate change such as energy and transport have 
lagged far behind (OECD, 2015). The consumption patterns of women and men are different and 
consequently have a differential, direct impact on the level of greenhouse gas emissions (Women’s 
Forum, 2021).

Having an equal number of male and female decision-makers is the most effective strategy to 
ensure that the richness of diversity, different perceptions, sensitivities, and attitudes towards the 
same problem will be fully considered in developing solutions. In the G7 countries, the participation 
of women at middle and senior management levels has increased markedly. At the same time, 
gender disparities widen as one moves up to higher levels of management. It is much more difficult 
for women than men to reach executive positions. 

This paradox is observed in the private sector of small, medium and large companies but also 
within public and political life. This partly explains why governments find it difficult to design inclusive 
and gender-sensitive public policies (OECD, 2015). The fight against gender inequality cannot be 
won without implementing effective strategies to break this glass ceiling permanently. A necessary 
precondition is to continuously assess the situation of gender stereotypes and prejudices, which is 
the purpose of the Women’s Forum Barometer on Gender Equity.

01  INTRODUCTION
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The questionnaire was 
adressed to a sample of 
3,500 respondents in the 
seven countries of the G7

Methods

The questionnaire was adressed to a sample of 3,500 respondents in the seven countries of 
the G7 (France, the United Kingdom, the United States, Germany, Italy, and Japan), the results 
included 500 interviews per country. Representative samples of the population over 18 years old 
and both men and women were interviewed. The online interviews were led via Ipsos Access 
Panel. In addition, a quota method was applied to gender, age, socioeconomic category and 
region.

Data source and Geographical scope 

Around 100 research studies and data worldwide were analysed and compiled. The data were 
sourced from the databases of international organisations (i.e., the World Bank, the Organisation 
for Economic Cooperation and Development (OECD), the United Nations (UN), the International 
Monetary Fund (IMF), European Institute for Gender Equality (EIGE), etc.), which offered a broad 
overview of several gender-related data points. Where relevant data could not be identified in the 
international sources, verified institutions and organisations that are subject-matter experts on 
a particular issue were analysed. Many of the sources covered in this report analysed gender-
disaggregated data from over 150 countries. Where there is a smaller geographical scope (e.g., 
European nations), the data have been included when it provides essential information. 
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02  MAIN OUTCOMES  
OF THE WOMEN’S FORUM 
BAROMETER ON GENDER EQUITY  
- THIRD EDITION

Regarding geographical differences, French and Italian citizens deplore widespread inequalities 
more than average: respectively 58% and 65%. 

Gender inequalities in the world are still widespread  
and some misogynistic comments persist

Nonetheless, 65% of respondents think gender inequalities are widespread in the world 
today, the main difference not being between genders (67% of women compared to 63% of 
men share this idea) but between people with a low level of education (45%) and people with a 
high level of education (68%). 

Even in their own country, a large share of the population feels exposed to gender 
inequalities:   

Almost all citizens of the G7 countries  
(90%, with little difference between women and men) 
believe women should be treated equally to men in all 

areas, based on their competency, not their gender  
among which two-thirds agree very much 
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One out of two think they are widespread, 
women more than men

43%55%



22%
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The idea that women and men are naturally different regarding their professional life  
is also shared by almost one citizen of three:

In Japan, where stereotypes are particularly strong, the awareness of gender inequalities is 
relatively low:

On the contrary, men and women do not share the same view on women’s keys for happiness:

The first proof of these persistent inequalities is that multiples stereotypes remain, especially 
about maternity:

29% think that “career-wise, men are naturally  
more ambitious than women”

50% believe that “Career-wise, men are 
naturally more ambitious than women” 

compared to 29% overall

22% of women believe “a woman will always be happier 
 in her role as a mother rather than in her professional life”

Almost one citizen out of two (46%, -4 points compared to last year) think  
“you can’t have it all if you want to be a good mother, you have to accept to partly 

sacrifice your professional career”

48%

34%22%

34%24%

44%

50%
36%

Only 36% of Japanese think they are 
widespread in their country. 



Gender equality at work is still not reached

62%   
 In this context, a majority (62%) believe that “women have in general fewer    
 opportunities to succeed than men with equal competency”. The difference 
 between women and men is high; 70% of women share this idea compared  
 to 53% of men (i.e., a gender gap of 17 points). 

30%   
 On this last indicator, almost one-third of French and Canadian people believe  
 that men and women with equal competency have equal opportunities  
 (respectively 31% and 29%, compared to 22% on average). 

Differences between women’s and men’s careers can be measured concretely as far as career 
breaks are concerned:

41%   
 41% of working women in the G7 countries say “they have already worked  
 part-time for one or more years to take care of someone”  
 (compared to 24% of working men – a gender gap of 17 points).

38%  
 38% of them declare “they have already stopped working for one or more   
 months for the same reason” (compared to 24% of working men –  
 a gender gap of 14 points). 

38%  
 Thus, these career breaks have negative impacts; 38% of working women  
 affirm that “they have already not sought new responsibilities because  
 they needed to take care of someone” (compared to 29% among working men),  
 and 18% even refused promotions in a similar context.

women agreeing more than men (74% compared to 59%) 

67% of the citizen  
in the G7 countries agree that “gender inequality  

at work is an issue” 
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of them think gender inequalities are pervasive in the world (compared to 34%  
of women overall);

disagree that “a woman will always be happier in her role as a mother rather 
than in her professional life” (compared to 41% of women overall). 

40% 

The inequalities women perceive and face are different 
depending on their professional background

No matter their professional status, women living in the G7 countries are victims of 
inequalities at work (career breaks, part-time jobs, salary inequalities or pressure on 
reproductive choices), but the prevalence of these inequalities differs whether they are workers/
service staff or managers/senior executives.

Women working as managers/senior executives/intellectual or scientific professionals have  
a strong perception of inequalities between genders:

50% 

Nonetheless, the gender gap in different aspects of careers management is less 
significant among managers than among workers:

If 34% of women managers have already worked part-time for one or more years to 
take care of someone (compared to 29% of men managers, i.e., a gender gap of 5 points), 
it happened for 51% of women workers (compared to 27% of men workers, i.e., a gender gap 
of 24 points);

The gender gap is also larger for workers as far as career breaks for one or more months 
to take care of someone is concerned: 10 points for managers (40% of women managers 
did it compared to 30% of men managers) compared to 17 points for workers (39% of women 
workers did it compared to 22% of men workers). 

40% 39% 30% 22% 

It seems that the inequalities women managers face are different; they feel more pressure 
when it comes to their reproductive and personal choices (37% of them already felt that pressure, 
compared to 25% of women workers), which could explain why they took career breaks less 
than other women, and suffer from inequalities in a promotion more than women workers:  
28% of them have already realised a male colleague had been promoted and not them, even 
though they were more competent (compared to 17% of women workers). 

Managers Workers

0

Managers Workers

0

60

30

60

30

17. Women’s Forum 2022 Barometer

34% 29% 51% 27% 



employee well-being and working conditions to retain talent

company reputation and public image 

the professional development of employees

attracting talents

business growth

Citizens of the G7 countries have high expectations 
towards companies and public authorities

In this context of important inequalities: 

The citizens identified several positive consequences of the access of women to senior 
management positions in large companies:

They think that it would help:

More than three-quarters of the 
G7 countries’ citizens believe 
that closing the gender gap 
and designing an inclusive 

economic recovery should be  
a priority for their country

77%
Of which almost one-third  
think it is a critical priority,  

a belief shared by both genders 
with little difference (74% of men  

and 79% of women)

30%

72% 

71% 

68% 

67% 

66% 
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Finally, more than two-thirds of the G7 citizens are in favour of different measures that 
could help women be more present in the fields of STEM, such as: 

To help women and reduce gender inequalities, citizens of the G7 countries favour several 
measures that could be put in place by public authorities. Thus, more than two-thirds 
agree to impose a legal obligation on statistical offices and other public administrations to collect 
sex-disaggregated data, with a focus on areas such as: 

Environment, trade, 
transport, and 

finance:  
(69%)

To clarify and formalise 
gender budgeting 

methodology  
at national, regional  

and local levels 
(67%)

To establish a 40% 
target for local 

authorities applying 
Gender-Responsive 

Budgeting (GRB) over 
the next five years 

(66%)

To ensure harmonisation 
of gender-responsive 

budgeting at the 
European level 

(68%)

Measures to help women start businesses are also very well received: 

72% 

are in favour of strengthening the links between the provision of start-up finance and 
entrepreneurship training, including financial management,

would agree to create an Institute for Women’s Entrepreneurship, 

to include within the bonuses of bankers a requirement for an equal approval rate for 
credit applications submitted by women and men. 

78% 

70% 

 including an equal number of 
female and male role models in 

STEM textbooks

75%

including coding teaching from 
the first year of secondary school

75%

funding national publicity 
campaign plans to raise 

awareness of the importance  
of STEM education for girls  

and women 

74%
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Stereotypes about women in society, women’s careers and maternity are signifi cantly 
lower than average in France and Canada: 

33% of French and 41% of Canadians think “You can’t have it all, if you want to be a good 
mother, you have to accept to partly sacrifi ce your professional career” (compared to 
46% on average). 

On the contrary, these stereotypes are higher than average in Germany and Japan:

59% of Germans and 50% of Japanese agree that “You can’t have it all, if you want to 
be a good mother, you have to accept to partly sacrifi ce your professional career” 
(compared to 46% on average).

France and Canada differ from other countries in that women and men with equal 
competency have equal opportunities to succeed, stronger than elsewhere: 

31% in France and 29% in Canada, compared to 22% overall. Nonetheless, the situation must 
be balanced: in the second position, more than one in two French and Canadians think women 
have fewer opportunities to succeed with equal competency (55% and 54% compared to 62% 
overall). 

On this question, many Japanese admit that women have fewer opportunities with equal 
competency (73%). 

A special focus on countries’ specifi cities
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Concretely, French and Canadian women declare a great number of sexist events in 
their life: 

37% and 46% of them say they have ever been sexually harassed or even assaulted 
(be it in the street, at work, or in their private life – compared to 34% overall). 

and 28% and 24% say they have ever realised a male colleague had been promoted 
or chosen for a promotion and not them, even though they were more competent 
(compared to 20% overall). 

Regarding inequalities in their own country, French people are closer to Italians: 

58% and 65% of them think they are widespread (with a gender gap of 16 points  
in France and 9 points in Italy). 

In comparison, only 44% of Canadians think so (with a gender gap of 9 points).  
This is the main difference between France and Canada. 

In Germany and Japan, despite the substantial prevalence of stereotypes and for different 
reasons, most citizens believe inequalities are limited (51% in Germany and 47% in Japan 
compared to 42% and 36% who think they are widespread). Nonetheless, Germany is one of 
the countries where the gender gap is the most important on this indicator: 

Only 35% of men think gender inequalities are widespread… compared to 49%  
of women (i.e., a gender gap of 14 points). 

On the contrary, in Japan, men and women agree on their vision of limited inequalities: 
the gender gap is only 5 points. 

Congruently, only 72% of Germans consider closing the gender gap a priority for their 
country (compared to 77% overall), of which 23% think it should be a critical priority (compared 
to 30% overall). The Japanese follow the same trend: 72% believe this should be a priority, 
and 17% a very important one. 

On the contrary, 34% of British, 43% of Italians, and 39% of Americans think it should be 
a top priority (compared to 30% overall). 
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Key findings

The results of the third edition of the Barometer highlight some progress in the general 
public’s perception of gender inequality issues. In August 2020, only 62% (65% of women 
and 59% of men) disagreed with the statement, «Men are more made to do science than 
women». By August 2022, this figure had risen to 81% (84% of women and 76% of men).  
On the other hand, in 2020, only 47% of respondents disagreed with the statement,  
«You can’t have it all, if you want to be a good mother, you have to accept to partly sacrifice your 
professional career» (48% women versus 46% men), while in 2022 this figure reached 54% (56% 
women and 52% men). 

Another key outcome of the Barometer is that, more than ever, the respondents want 
to see significant changes in gender equality in business, climate change, STEM, and 
health, as underlined by their overwhelming support for the calls to action. There is a 
strong willingness among women to become entrepreneurs and to be well supported 
in this shift in their lives. Therefore, 78% of respondents (80% of women versus 75% of 
men) want to see actions that “strengthen the links between the provision of start-up 
finance and entrepreneurship training, including financial management”.
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Suppose the objective of the public and private sectors is to accomplish a fundamental shift 
from a situation that is neither equitable nor economically sustainable related to the gender gap. 
In that case, the first condition is to be able to measure its baseline through reliable and sex-
disaggregated data. Then, it becomes possible to follow its evolution over time according to the 
strategies and actions implemented to change it. This is the objective behind the launch of the 
Women’s Forum Barometer on Gender Equity, whose first edition was presented in November 
2020. Since then, it has filled an essential gap as a critical tool that did not exist in the past. 
Comparing the perception of the public audience of gender inequality with the reality of the latest 
data provides key information and guidance on what the public would like to see in terms of 
public and private policies. 

That decision support tool can be a driving force for fundamental changes to achieve gender 
equality within the business, climate change, health and technology and meet the United 
Nations Sustainable Development Goals (SDGs). Thus, based on the analysis of the results of 
the Women’s Forum Barometer on Gender Equity, the G7 governments will be able to implement 
more targeted hard and soft policy measures in different countries. The adoption of monitoring is 
a political signal from the community of shared values that it wants to promote gender equality. 
Through them, the G7 community demonstrates its commitment to defend gender equality as 
a fundamental value of equitable societies and to promote it as an important factor of progress.

This chapter presents the state of play and the progress toward gender equality in 
seven economies around the world through a deep analysis of global indicators and 
key areas (politics, working world, entrepreneurship, health, technology, and climate 
change).

03  STATE OF PLAY
- MONITORING PROGRESS

Based on the analysis of the results  
of the Women’s Forum Barometer  
on Gender Equity, the G7 governments 
will be able to implement more targeted 
hard and soft policy measures  
in different countries
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 Global indicators of gender gap  
Women in politics

For 74% of G7 countries’ citizens, there is currently 
an inequality between women and men in terms of social, 
political and/or economic rights in their country

Figure 1. Perception of gender inequity 
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To that extend, gender inequalities are perceived as widespread in the world by two thirds of G7 countries...

Do you think that gender inequalities are widespread today?

65% 25%

Figure 2. To that extent, gender inequalities are perceived as widespread in the world
by two thirds of G7 countries…
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As the two previous editions highlighted, the results of the Women’s Forum Barometer show most 
respondents in the G7 countries believe gender inequality is widespread in the world but are more 
divided regarding their own country.

Figure 1. Perception of gender inequity

Gender inequality is a reality in the country of three quarters of people who were interviewed



Women are increasingly involved and proactive in the “political sphere” at the G7 level. Empirical 
evidence shows that electing more women leads to the implementation of best practices and 
efficient actions that enhance the position of females throughout the economy and society. 

A best practice and example of this phenomenon could be observed in Spain. That country 
had a pioneering role in the fight against femicide and other forms of violence against women. 
Since 2004, an in-depth study has been carried out by the Spanish government and political 
leaders, and a wide-ranging package of measures has been implemented to protect potential 
victims. Beyond tackling this critical problem, a deep analysis was a prerequisite that entailed 
re-examining the entire functioning of society to allow women to occupy key positions in the 
economy.

Interestingly, when the executive levels of government are analysed, it can be noted that women 
become prime ministers more often than presidents. Considering that the public elects 
presidents while political party members select ministers, may we conclude that 
stereotypes are still strong among the general public? 

Furthermore, although women are increasingly elected to state and government leadership, they 
are still underrepresented in government and various institutions. At a global level, the share of 
women’s participation in national-level parliaments is 24.5%. In 2013, women represented 8% 
of all national leaders and 2% of presidential positions. 

...but more in the world / Globally than in their own country

Do you think that gender inequalities are widespread today?
Figure 3. … but more in the world / globally than in their own country
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Source: Women’s Forum (2022), The Women’s Forum Barometer on Gender Equity focused on Perception versus Reality in the G7 countries, July 2022.

25. Women’s Forum 2022 Barometer



26. Women’s Forum 2022 Barometer

As the two previous versions of the Women’s Forum Barometer have shown, Canada and France 
ranked first for the percentage of female ministers. Canada has experienced a slight growth 
compared to last year (51.3% versus 50%). Moreover, these female ministers mainly occupy 
key ministerial positions, such as defence, ecological transition, and labour force. Of note, the 
United States and Japan are experiencing spectacular growth in doubling their female population 
as ministers with, respectively, 46.1% in 2021 compared to 21.7% in 2019 and 10% in 2021 
compared to 5.3% in 2019. This increase must be acknowledged since these two countries do 
not have binding measures, such as quotas to explain this exceptionally positive trend. 

Figure 2. Female Ministers, 2019 – 2021

Source: OECD Gender Data Portal.

In terms of female representation in parliament, the trend is almost stable compared to 2019. 
France holds the first position within the G7 countries with 39.7% (compared to 39.5% in 2019), 
followed by Italy (35.7%). Gender imbalance prevails in Japan’s Political Representation by 
Women since it has the lowest rate among G7 countries. The proportion of female representatives 
in Japan’s House of Representatives is one of the weakest in the industrialised world, slightly 
decreasing from an already low position (9.9% in 2021 compared to 10.3% in 2019).

Figure 3. Gender equality in Parliament, 2019 - 2021 

Source: OECD Gender Data Portal.
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Figure 5. Gender equality in Parliament, 2019 - 2021
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If women’s representation in parliaments and other elected political positions are relevant 
indicators of women’s political participation, there are different ways through which women are 
politically active (EIGE, 2019). Indeed, to have a complete picture of their power, female voter 
behaviour should be examined, as well as other non-electoral forms of political participation, 
such as protest participation, political persuasion, and campaigning. Such analysis shows that 
gender differences and inequalities persist. 

Regarding voting preferences, women have been moving toward the left of men in advanced 
industrial societies, though not in post-communist societies, where they favour the right. Recent 
research also notes the increasing popularity of right-wing populist and right-wing extremist 
parties among women in Europe. That could be partly explained by their ability to satisfy social 
policies focused on family welfare and increased family benefits. 

Women must face many obstacles to achieve representation in governance. The most 
challenging is financing a campaign. Some studies also show that even if women that are running 
for political office raise a similar amount of money compared to their male counterparts feel they 
need to work harder to do so.

There is no doubt that to achieve gender equality, the share of women in leadership positions 
should be increased as a first step. However, these measures are far from sufficient. For 
governments, public, legislative and judicial administrations to be more aware and attentive to 
women’s and men’s perspectives, interests, and needs, a structural change should take place 
to understand how policies, practices, and formal and informal procedures of public institutions 
can reinforce gender inequalities and the stereotypes associated with them.

Figure 4. Share of women in the central government,  
senior management, 2015 - 2021

Source: OECD Gender Data Portal.

Figure 5. Share of women in the central government, senior management, 2015 - 2021
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Where do companies stand?

Regarding the workplace, two-thirds of the G7 respondents agree that there is gender inequality 
at work. Furthermore, even before considering the workplace, women are convinced to have 
fewer opportunities to succeed than men with equal competency.

Figure 5. Perception of gender inequity in companies

Do you feel in general, women have more or less opportunities to succeed than men with equal competency? 

Source: Women’s Forum (2022), The Women’s Forum Barometer on Gender Equity focused on Perception versus Reality in the G7 countries, July 2022.
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Figure 6. Perception on gender inequity in companies
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Despite substantial progress in recent decades, women’s participation in the labour market is 
lower than that of men, nor are their employment conditions as good as those of men. In many 
G7 countries, women make up a significant share of the groups identified as facing barriers in 
the labour market (e.g., concerning ability, motivation, incentives, and opportunities to work). The 
figure below shows that the labour force participation related to women has been almost stable 
since 2012, experiencing only a modest increase of around 3%.

Figure 6. Labour force participation rate average in the G7 countries,  
2012, 2016, 2020

Source: OECD Gender Data Portal.

The figure below shows the percentage of women among all part-time employees. A significant 
share of these women has been forced to work part-time. Indeed, most of these women have to 
take on a heavy load of family obligations, such as caring for children or elderly relatives. When 
- and only if - these periods end, the challenge for them is to switch to a full-time position. Thus, 
involuntary part-time affects the whole life cycle of women who are more susceptible to being 
exposed to earning insecurity and, consequently, poor social protection. Indeed, this has many 
implications regarding the issue of their pension when access to pension is available. This, again, 
underlines the importance of working to ensure that unpaid work and caregiving are equally 
distributed between men and women.

Figure 7. Share of women among all part-time employees, 2012 - 2020

Source: OECD Gender Data Portal.

Figure 7. Labour force participation rate average in the G7 countries, 2012, 2016, 2020
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The graph below highlights the large difference between the share of women forced into part-
time work and those related to men. The difference is more than double. The most important gap 
can be observed in Italy, with 17.9% of women in this situation against 6.5% of men, followed 
by France, with 7.1% of women against 2.2% of men.

Figure 8. Share of women and men in involuntary part-time employment, 2021

Source: OECD Gender Data Portal. 

Furthermore, when analysing the trend for the last two years, the improvement is only very 
slight and is present in only three countries (France, Germany, and Italy). Japan has seen a 
deterioration in its situation since, in 2019, the percentage of women in involuntary part-time 
employment was 6.2% of the total number of women in part-time employment, whereas, in 
2021, this figure reached 7.1%.

Figure 9. Share of women in involuntary part-time employment, 2021 - 2019

Source: OECD Gender Data Portal. 
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Figure 10.  Share of women in involuntary part-time employment, 2021 - 2019
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These data are perfectly reflected in the perceptions that the women respondents of the G7 
countries have regarding their professional life. Indeed, a high share of women respondents of 
the Women’s Forum Barometer on Gender Equity is convinced to perceive inequalities between 
them and their male colleagues in their workplace, as 32% of working women in G7 countries 
said that they have already noticed they were paid less than male colleagues having equal 
competences.

Figure 10. Perception of the gender wage gap

Source: Women’s Forum (2022), The Women’s Forum Barometer on Gender Equity focused on Perception versus Reality in the G7 countries, July 2022.

32% of working women in G7 countries said 
that they’ve already noticed they were paid less than male 
colleagues having equal competencies

Figure 11. Share of women in involuntary part-time employment, 2021 - 2019

Regarding the G7 average gender wage gap, it stood at 14.6% in 2022 – i.e., a woman 
working full-time earns 85.4 cents, on average, for every euro a full-time working man 
makes at median earnings. The gap tends to be even larger when looking at the average 
yearly pay of working women and men (OECD, 2019). There have only been minor improvements 
in the gender wage gap since 2010, when it stood at 16.7%, and a smaller one since 2020, when 
it reached 15.7%. However, more significant progress has been made over the last 15 years, as 
in 1996, the gap stood at nearly 19% (OECD Employment database). It should be underlined that 
inequal wages during the working years have cumulative effects on gender inequality throughout 
their life. Lower earnings increase the economic precarity of women throughout life, making the 
situation even worse over 65 years (OECD, 2021). 

Figure 11. Gender wage gap average in the G7 countries, 2010 - 2020

Source: OECD Gender Data Portal.

Figure 12. Gender wage gap average in the G7 countries, 2010 - 2020 
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To put in place efficient strategies and actions that can help to tackle the gender wage gap, the 
first step should be to make more accessible highly qualified positions to women in all sectors. 
At the same time, the public and private sectors should ensure that women be paid at the same 
level as men for work of equal value. To reach this goal, anti-discrimination laws, social dialogue, 
and pay transparency measures should be used (OECD, 2021g). Furthermore, the concept of 
equal pay for equal work should be defined clearly in every national legislation. 

Figure 12. Gender wage gap trend in the G7 countries, 2019 - 2021

Source: OECD Gender Data Portal.

The replies of the G7 respondents reflect the analysis of the recent sex-disaggregated data 
since they show that 56% of women are expected to pause their career to take care of a relative 
compared to 47% of men. 

Figure 13. Perception of unpaid care inequity

Do you expect to pause your career to take care of your children, a parent, elderly relative or other relative 
who needs care? 

Source: Women’s Forum (2022), The Women’s Forum Barometer on Gender Equity focused on Perception versus Reality in the G7 countries, July 2022.
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Figure 14. Gender wage gap trend in the G7 countries, 2019 - 2021 
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Furthermore, as the figure below shows, interruptions in a career are more frequent for women 
than for men, with 41% of working women declaring they have already worked part-time for one 
or more years to take care of someone (compared to 24% of working men) and 38% of working 
women confirming they have already stopped working for one or more months to take care of 
someone (compared to 24% of working men).

Figure 14. Perception of unpaid care inequity

Source: Women’s Forum (2022), The Women’s Forum Barometer on Gender Equity focused on Perception versus Reality in the G7 countries, July 2022.

.

As the results of the Women’s Forum Barometer on Gender Equity show, the unpaid workload 
that women must assume can be an obstacle to any development in their careers since many 
working women in G7 countries face challenges at work because of their private life. Indeed, 
38% of women respondents declared they are not seeking new responsibilities because they 
need to care for someone (compared to 29% of working men). Equally detrimental is that 18% 
of them already refused promotions because they needed to care for someone (20% among 
managers).

Figure 15. Perception of unpaid care inequity

Source: Women’s Forum (2022), The Women’s Forum Barometer on Gender Equity focused on Perception versus Reality in the G7 countries, July 2022.

.
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Figure 17. Perception of unpaid care inequity
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A result that goes up to 37% among women who are managers
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The analysis of recent data confirms these results. Women are almost completely responsible 
for unpaid care work at home - an indispensable economic activity for the well-being of society 
worldwide and in the G7 countries. This burden includes managing the household, cooking, 
cleaning, and caring for children, parents, partner’s parents, and older or non-autonomous 
relatives. At just over four hours per day, women spend around two hours per day more on 
unpaid work than men (OECD Gender Data Portal). Supporting these different duties leads 
women to miss personal and professional opportunities. Indeed, women have less time for paid 
work and increased mental load and stress levels in their careers (Psychology Today, 2021). 

Therefore, they are more likely than men to stop working to care for family members, which 
excludes them from the labour market altogether, reducing their income and their ability to save 
for retirement. Indeed, on average, women do three times as much unpaid care and domestic 
work as men. In the European Union, for example, 75% of unpaid care and domestic work is 
done by women (ILO, 2022). In the long run, this is highly detrimental to their economic security 
(UN Women, 2020). 

A report released in 2018 by the ILO determined that if the value of unpaid care work from 
women was based on an hourly minimum wage, it would correspond to at least USD 11 trillion 
globally every day (ILO, 2018). Furthermore, it estimates that before the COVID-19 pandemic, 6 
million women declared being unable to join the formal workforce because of their unpaid care 
work. Many of these women experience a “downgrading of their position” as they were often 
forced to choose an occupation below their skill level or to accept a part-time instead of a full-
time job due to care responsibilities. Unpaid care work also reduces their chance of promotion. 
Therefore, unpaid work is doubly damaging to women’s careers, which are slowed or even 
stopped, and detrimental to their present and future personal and economic welfare.

The figure shows that Italy has the highest share of time spent on unpaid work (306.3 minutes 
per day), followed by the US, with 271.3 minutes per day in 2021. Even though Japan does 
not reach this level, the gap between men and women in terms of time spent on unpaid work is 
larger than in any other country. Indeed, in Japan, a woman spends around five-fold more time 
on unpaid work than a man.

Figure 16. Time spent in unpaid work, minutes per day in 2021

Source: OECD Gender Data Portal.

Figure 18. Time spent in unpaid work, minutes per day in 2021
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Consequently, that situation has obvious long-term implications on pensions – when access to 
pensions is available - as old-age pensions are not a universal practice. Currently, across the 
globe, less than 45% of women of working age are covered by a pension scheme, whether 
voluntary or mandatory (ILO, 2021). On average within the OECD countries, women aged 65 
or more have a gender gap in pension income of 24.7%. The share is even higher in the G7 
(34.3%) and the European Union (37.2%). Taking into account the fact that women’s longer life 
expectancy implies they often live alone at older ages, nearly every OECD country has higher 
poverty rates for women than for men. The average old-age poverty rate for women in OECD 
countries is 15.7%, while for men is 10.3% (OECD, 2021f).

Figure 17. Gender Gap in Pension Income, 2020

Source: OECD Gender Data Portal.

Easing the burden of unpaid care work from women is both a moral imperative and an efficient 
way to increase the GDP and reduce old age income poverty. A growing body of research 
highlights how women’s participation in the workforce raises aggregate productivity and profit 
by bringing different and often complementary skillsets and experiences to the workplace. 

Figure 18. Perception of inequity in companies

Source: Women’s Forum (2022), The Women’s Forum Barometer on Gender Equity focused on Perception versus Reality in the G7 countries, July 2022.
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Figure 19. Perception of inequity in companies 
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Despite the progress made since the first edition of the Women’s Forum Barometer on Gender 
Equity, corporate leadership in the G7 countries remains largely male-dominated. Thus, the 
analysis of recent data highlights a continued gender imbalance in corporate leadership. Still, 
women make up about one-third of managers within the G7 countries. The US takes the first 
position with 41.4% of female managers in 2021, followed by France with 37.8%. Since 2019, 
France has experienced the strongest strong growth in the share of female managers in the G7 
countries (+3.7%).

Figure 19. Share of female managers in the G7 countries, 2019 - 2021

Source: OECD Gender Data Portal.

In 2021, as regards the G7 countries, France had the highest share of female seats on boards 
of the largest publicly listed companies with 45.3%, followed by Italy (38.8%), then by the United 
Kingdom in the third position with 37.8%. The EWOB report released in 2021 highlighted the 
good performance of France with a share of 45% of women on the board of directors, 21% of 
them at an executive level, 8% as CEO, and 3% as the chair of the board of directors (EWOB, 
2021). On average, women represented around a quarter of the board (33.1%) in the G7 
countries in 2021.

Figure 20. Female share of seats on boards of the largest companies, 2019 - 2021

Source: OECD Gender Data Portal.
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Figure 21. Female share of seats on boards of the largest companies, 2019 - 2021 
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Countries that have implemented mandatory quotas or voluntary targets in the board 
composition of their larger companies have reached a higher level of gender diversity on boards 
than other countries (see Figure above). For instance, France, Germany, and Italy have made 
some significant gains, with the support of both board quotas and disclosure requirements.

At the same time, evidence suggests that quotas and targets may not be sufficient in and of 
themselves. Indeed, in some cases, such initiatives - at least initially - have led to a mixed effect 
with a small group of women serving on multiple boards (University of Copenhagen, 2021).

However, progress with women in leadership positions varies across countries. Some countries, 
such as the United States, have achieved substantial progress without the use of quotas or 
targets, generally relying upon disclosure and pressure from the market. Other initiatives have 
involved public-private awareness-raising and advocacy, government-led incentive programs, 
as well as private sector-led network, training and skill development. 

There is also some evidence that countries at different stages of progress should adopt differing 
measures (OECD, 2021h). For example, in some countries, there is a need to achieve a cultural 
shift and receptiveness to women in leadership positions before other measures may be fully 
successful. 

Key findings

Empirical evidence shows that binding quotas, fines and sanctions foster the fast 
growth of female participation on boards in the countries analysed (OECD, 2021). 
However, other favourable environments - that raise gender equality as a top priority 
- can also achieve very good results. 

They may include: i) code recommendations and listing rules; ii) shareholder 
engagement and voting recommendations issued by institutional investors; iii) 
government and non-government initiatives to support companies to advance 
gender diversity in the boardroom and other levels of management; and iv) practices 
implemented at the company level, such as established diversity and inclusion 
committees, tailored hiring practices, promotion and retention policies, and processes, 
as well as training, mentorship and networking programs.

In some countries, there is a 
need to achieve a cultural shift 
and receptiveness to women 
in leadership positions before 
other measures may be fully 
successful
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The Women’s Forum Barometer shows that the female G7 respondents are convinced to have 
fewer opportunities for contracts and new business (61%), to get funding for their business 
(56%), to become entrepreneurs, and to have capacities to found and lead companies (49%). 
These four beliefs are alarming; however, the fourth one is the most worrying since it highlights 
that women have prejudices about their abilities. 

They create their own obstacles to their expansion and success and may have the 
same view towards their peers.

Figure 21. Perception of the gender gap in business opportunities

Do you think that women have more, less, or neither more nor less than men?

 Business indicators of the gender gap

Figure 22. Perception of gender gap in business opportunities 
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Figure 22. Perception of gender gap in business opportunities 
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The implementation of inclusive entrepreneurship policies must offer women an equal 
opportunity to create a solid business regardless of the social group to which they belong. This 
is an essential condition for achieving Sustainable Development Goals. Beyond this objective, 
working towards the inclusion of women in entrepreneurship also means providing ourselves 
with strong instruments to respond to the economic, financial and environmental challenges of 
a world undergoing a profound change that threatens the equilibrium of the most fragile groups.

Thus, the deployment of an inclusive entrepreneurship strategy requires the use of 
a range of measures based on fundamental pillars, such as good social coverage 
and protection, facilitated access to financing, but also «personalised» instruments, 
such as the implementation of training plans, coaching, mentoring, etc. To achieve 
performance and raise the share of female entrepreneurs, it is essential to launch concerted and 
coordinated policies so that they can be truly adapted to the situation. However, the analysis 
of recent data clearly shows that there is still a long way to go before the G7 countries reach 
a satisfactory level of inclusive entrepreneurship. 

However, the pandemic highlighted the remarkable adaptability of entrepreneurs in the face of 
the complex challenges of an unprecedented health crisis and its many financial, economic, 
and societal pitfalls. While the obstacles were numerous for all, they were even more so for 
entrepreneurs from more fragile groups, such as women, immigrants, young people, seniors, 
people with disabilities, and unemployed entrepreneurs. These groups were more likely to 
operate a business in particularly hard-hit sectors and had little or no access to accompanying 
measures (OECD, 2021a). Many of them had to close their businesses because of the crisis, 
which multiplied the obstacles already existing. 

Policy responses to the pandemic, such as telecommuting and social distancing have had 
a significant impact on female-dominated sectors, such as hotel and retail (OECD, 2021a).  
The crisis has also reduced access to paid childcare, which has affected the availability of time 
and activities of many women entrepreneurs. The main reason is that small businesses owned by 
women are, on average, smaller in terms of revenue and employment (Women’s Forum, 2021). 



In 2020, women were about 58% less likely than men to be self-employed throughout OECD 
countries. Yet, this gap closed slightly in more than half of the G7 countries between 2016 and 
2020. 

Figure 22. Share of self-employed who are own-account workers  
in the G7 countries, 2020

In the G7 countries, female entrepreneurs are less likely to have employees than self-employed 
men. Indeed, only one in four women entrepreneurs hires employees. It is important to note that 
the gender gap in the share of self-employed workers who employed others has not changed 
but remained constant since 2016.

Figure 23. Share of self-employed who are employers, 2020

Source: OECD Gender Data Portal.

The major gap between women and men in entrepreneurial roles also represents a missed 
opportunity for innovation and economic value creation. Many studies have looked at the estimation 
of this shortfall, and several have estimated a similar figure. Around 2% could be added to global 
GDP if gender equality in entrepreneurship was achieved (Blomquist, 2014). The recent data 
analysis shows that despite some progress over the past five years, a large gender gap remains 
throughout the entire entrepreneurship pipeline. Women continue to be less likely to create a 
business or to work on a new start-up than men. However, the gap in the share of women and men 
involved in business creation and the management of new businesses narrowed slightly in 2020.

Figure 23. Share of self employed who are own-account workers in the G7 countries, 2020
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Figure 24. Share of self-employed who are employers, 2020
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Source: OECD Gender Data Portal.
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Women are overrepresented in many industries that have been most affected by the crisis, 
such as tourism, retail, arts, and entertainment. On average, they are less financially secure and 
less trained to adapt their business operations in response to the crisis. They are historically 
underrepresented in the industrial sectors and overrepresented in the service ones. They made 
up about 53% of employment in food and beverage services, 60% in accommodation services, 
and 62% in the retail sector in the OECD in 2020 (ILOSTAT database).

Figure 24. Share of self-employed in manufacturing, 2021

Source: OECD Gender Data Portal.

Figure 25. Share of self-employed in manufacturing, 2021
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For instance, in 2017 in France, four out of ten sole proprietorships were created by women. 
After thirty years of steady growth, this amount has remained stable since 2015 (OECD, 
2018d). Male entrepreneurs are mainly present in construction (98%), transportation (94%), and 
information and communication (77%). Women dominate health care, social work (73%), and 
other household services (69%).

Figure 25. Share of self-employed in services, 2021

Figure 26. Share of self-employed in services, 2021
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Within the G7 countries, more women entrepreneurs than men operate in the service sector, 
particularly in wholesale and retail trade, accommodation, and other low-skilled service activities 
(OECD and European Commission, 2019). As shown in the fi gure below, female entrepreneurs 
earn signifi cantly less than male entrepreneurs, which applies to all G7 countries. Several factors 
may explain this, including the characteristics of their business and the amount of time spent on 
their business. 

Thus, as a rule, women entrepreneurs have a dual mission. They manage their business while 
often also being called upon to manage their home. This not only limits the amount of time they 
can devote to their business but also limits their choice of business sector. The fi gure below 
shows that Italy has a very large gender wage gap of 44.9% for female entrepreneurs compared 
to male entrepreneurs. This means that for every euro earned by a male entrepreneur, a female 
entrepreneur earns 65.1 cents.

Figure 26. The gender gap in self-employment earnings, 2019
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Figure 26. The gender gap in self-employment earnings
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Regarding companies’ positive outlook, the gap between females and males is minor, confirming 
that women have positive expectations for the future of their business. Furthermore, in the United 
Kingdom and the United States, women’s growth expectations for their companies are higher 
than those of men, with 79.8% of women compared to 69.6% of men in the United Kingdom 
and 83.1% of women versus 79.2% of men in the United States.

Figure 27. Positive business outlook, 2021

Source: OECD Gender Data Portal.

The gap between the percentage of women and men entrepreneurs has several origins. One 
of the main ones is that a high proportion of women entrepreneurs do not have the same 
motivations as men when starting a business career (Women’s Forum, 2021). They also 
face different barriers. For example, women have - in general - a poorer perception of their 
entrepreneurial skills compared to men. In addition, they do not have the same level of access 
to information that would allow them to follow training adapted to their situation. Furthermore, 
a report from the European Commission highlighted that female entrepreneurs generally have 
less access to external advice and are less likely to have digitally transformed their business 
(European Commission, 2016).

Even more detrimental, only a low percentage of women succeed in obtaining external financing 
when starting their businesses. For instance, in France, all sectors considered, entrepreneurial 
projects led by women are less financed during the seed and creation phases than those led 
by men (OECD, 2018d). In 2018, credit rejection rates for women entrepreneurs reached 4.3% 
compared to 2.3% for men despite their generally more modest financing needs. As these 
barriers are highly correlated, they weigh heavily on women’s entrepreneurial outlook.

These obstacles are those G7 governments have tried to overcome by offering various programs 
that facilitate the start of women’s businesses. Thus, by proposing the possibility of following 
the training and mentoring schemes and benefiting from the advice of specialists, policymakers 
enable women to acquire the skills necessary for all entrepreneurs. Financial resources should 
be provided to women with access to microcredit, grants, and loan guarantees (OECD, 2021a). 
Therefore, looking at the broad picture, support programs for women entrepreneurs appear to 
be quite comprehensive.

Figure 27. Positive business outlook
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However, the various inclusive entrepreneurship programs currently available still need many 
improvements to be effective. While plans and delivery mechanisms are generally designed 
and developed at the national level, coherence at the local one is necessary, considering 
their economic specificities. Furthermore, significant efforts should be made to enable 
ex-post evaluation of the plan implementation. That is a key to the success of an inclusive 
entrepreneurship program.

Indeed, little data accurately captures the impacts of women’s entrepreneurship plans beyond 
those at a macro level. As a result, managers do not have sufficient information about the 
effectiveness of the programs they offer to potential women entrepreneurs. This makes it 
challenging for them to decide whether to prioritise and support training plans or funding, for 
example. Major efforts must be undertaken to have access to the most accurate information on 
the short, medium, and long-term effects of the programs proposed to female entrepreneurs.

It is, therefore, essential to plan a diagnostic that will define the conditions for the successful 
implementation of inclusive entrepreneurship programs. It is important to determine whether 
a combination of several of these interventions can be more effective than a single approach 
and, if so, what are the best possible combinations according to the economic and social 
characteristics of the country in question. The study of the various incentive programs for women 
entrepreneurs in the European Union highlighted the weakness of empirical data in assessing 
their impacts. This has multiple adverse consequences, including the inability of policymakers 
to adapt programs according to critical success factors.

Key findings

To ensure that inclusive entrepreneurship policies are coherent and effectively 
implemented, developing a strategic vision and improving coordination among actors 
is important. This would also reduce duplication in program delivery. For instance, 
France has a wide range of entrepreneurship support programs delivered by various 
networks, agencies, and non-governmental organisations. In 2018, the national 
database «www.aides-entreprises.fr» listed no less than 1,700 public financial aids 
available to aspiring entrepreneurs (OECD, 2018d). Other obvious weaknesses are the 
continuing education offered, which seems to be of variable quality, with certified and 
non-certified programs coexisting without real coordination. 

The multiplicity of public and non-governmental operators at the national and local levels 
generates a complex landscape that makes it difficult for entrepreneurs to access finance. The 
main challenge for aspiring entrepreneurs is to know where to go to get the necessary support 
among the many offers available. Another obstacle is the little monitoring and valuation, which 
makes it difficult to assess the impact and effectiveness of these many schemes and measures. 

To strengthen support for entrepreneurs from underrepresented and disadvantaged groups, 
some efficient strategies may be implemented, such as: i) the creation of an Institute for Women’s 
Entrepreneurship to facilitate the orientation of women entrepreneurs; ii) the development 
of gender-disaggregated data to enable monitoring the impacts of support programs for 
women-led businesses; iii) a systematic evaluation of women’s entrepreneurship support 
policies and programs; iv) strengthening the links between the provision of start-up financing 
and entrepreneurship training, including financial management; v) promote access of women 
entrepreneurs to public contracts through set-asides and quotas (e.g., as a percentage of 
contract funding awarded); and vi) including in bankers’ bonuses an obligation of equal approval 
rate of credit files presented by women and men.
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While there has been a decrease in respondents’ perception of women’s access to 
STEM-related training and jobs, there are still 27% of women who have heard that 
scientific careers are only for men, and the same percentage that their minds are not 
scientific as we can see in the graph below.

Figure 28. Perception of STEM stereotypes 

During your education, which of the following situations did you encounter? People telling you...

This section highlights new challenges in the fight against gender inequality. Indeed, new technologies, 
digitalisation, and artificial intelligence, essential elements of change, and drivers of the development 
of the jobs of the future, can be at the origin of the exacerbation of pre-existing inequalities and/or the 
appearance of new ones. Thus, new forms of cleavage, such as algorithmic discrimination, promote 
a gender pay gap, stereotypes, and structural inequalities between women and men (EIGE, 2020a). 
One reason is that the data used by power algorithms are selected by humans. They are, therefore, 
fully reflecting societal inequalities and gender stereotypes. They project a snapshot, a state of affairs 
of deeply rooted prejudices in the population that, by natural transfer, extends to their development 
and mode of operation.

 Technology indicators of the gender gap

Figure 28. Perception of STEM stereotypes
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Source: OECD Gender Data Portal.

The figure below highlights that the UK has the highest percentage of women who 
graduated from STEM, with 40%. It has experienced an increase of 2.5% over the past 
two years. Italy has followed a reverse trend and lost its top position going from 40% 
of women graduating in STEM in 2017 to a share of 38.9% in 2019.

Figure 29. Female share of graduates from STEM in the G7 countries (%, tertiary), 
2017 - 2019

There are STEM skills shortages within the European Union and the G7 countries (European 
Commission, 2021). These graduates are in high demand in the labour market, and the jobs 
offered are among the highest paid. Thus, an OECD survey of adult skills shows that wages are 
highly correlated with workers’ numeracy skills in most countries. Numeracy is the ability to analyse 
and use mathematical information and ideas from real life. It is also the ability of a person to think 
mathematically in different situations, be they professional, personal, social or cultural (OECD, 2021c).

The supply of jobs related to STEM graduates exceeds the demand due to an insufficient number of 
students who have completed their courses. There are several reasons for this, firstly, the admission 
requirements include strict and demanding criteria; secondly, dropout rates are high during the 
program. Finally, female participation is low.

In tertiary education, on average, about 31% of new enrolees in key STEM fields are female students. 
As in secondary education, there is considerable variation in topic choices. While women represent 
49% of students in natural sciences, mathematics, and statistics, this percentage drops to 26% 
in engineering, manufacturing, and construction and only 18% of students in ICT. In addition, it is 
important to highlight that women are slightly overrepresented in higher education in general. For 
example, in the European Union, on average, 54% of students enrolled in higher education are 
women across all fields of study (Eurostat, 2022). 

Figure 29. Female share of graduates from STEM in the G7 countries (%, tertiary)
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Figure 30. Female share of graduates from STEM in the G7 countries (%, tertiary)
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Source: OECD Gender Data Portal.

Figure 30. Average of female share graduates from STEM in the G7 countries  
(%, tertiary), 2013 - 2019

In 2018, in the European Union, in secondary education, girls represented an average of 16% 
of total new entrants in STEM subjects, such as natural sciences, mathematics, statistics, 
engineering, construction and technology (European Commission, 2021). The situation is even 
worse in the G7 countries, where only 6% of women are tertiary graduates in engineering, 
manufacturing and construction in 2020.

Figure 31. Share of tertiary graduates in engineering,  
manufacturing, construction, 2020



During adolescence, most students make important decisions with their families about their 
future and the educational pathways they will follow. It is also at this age that they will decide 
whether to continue with a university course or whether they will take a vocational route before 
entering the labour market. Differences in the interests and preferences of girls and boys in terms 
of the courses, activities, and training they take before the age of 15, therefore, significantly 
impact gender gaps once they enter the labour market. 

Then, as they grow up, girls lose interest in STEM subjects and get tired before boys (UNESCO, 
2017). In the UK, a study found that between the ages of 10 and 11, boys and girls were almost 
equally involved in STEM. For example, 75% of boys and 72% of girls reported being interested 
in science. However, from the age of 18 onwards, the percentage was only 33% for boys and 
19% for girls. In general, STEM studies are abandoned by boys as they approach university, 
whereas this disinterest comes earlier in the case of girls (A.T.Kerney and YourLife, 2016). A 
survey in Sweden showed that by the age of 13, girls and boys had a clear idea of the career 
they wanted to pursue (Lindahl, 2007). An important conclusion of this study is that beyond this 
age, adolescents who turn away from science are unlikely to return to it during their working life.

While empirical evidence shows that students who have studied STEM subjects in 10th or 
11th grade are more likely to choose a science-related university course, later on, this does not 
guarantee that they will continue their studies in this field. Indeed, many young women in their 
teens had chosen a scientific pathway and were later discouraged from pursuing it. One of the 
main reasons for this is that they fear that they will be unable to reconcile their family life with 
their professional life.

Apart from the family, other role models play a vital role in a young teenager’s life, in his or her 
awareness of his or her STEM capacity and his or her choice of pathway. Simply put, this means 
that negative role models can “counteract” the incentive effect of STEM learning. In contrast, 
positive role models, such as having a supportive STEM teacher or a parent in a valued STEM 
role, can instil confidence in young girls to master the subject

Even when interest in science and mathematics is present, other factors can play an important 
role in hindering or helping to shape career aspirations. This is the case, for example, with the low 
representation of women in STEM in some regions and in the social media regularly accessed 
by the student. These factors may discourage adolescent girls from pursuing STEM careers. In 
addition, a tendency for teenagers to imitate their peers may deter them from a budding vocation

Between the ages  
of 10 and 11, boys  
and girls were almost 
equally involved  
in STEM
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As the figure below highlights through the OECD PISA score, girls perform better than boys in 
reading and science at school. Furthermore, their disadvantage in mathematics is narrowing. 

Figure 32. OECD PISA Mathematics scores average in the G7 countries, 2012 - 2018

According to the latest data from the UNESCO Institute for Statistics at the global level, women 
represent 33.3% of researchers (by several employees) in the 107 countries surveyed. This 
figure is higher than five years ago (28.4%), but significant data gaps remain, and many countries 
were excluded from the analysis for this reason. On the other hand, women remain a minority 
among inventors although 2019 was an exceptional year as it saw a record number of patent 
applications that included at least one woman. While women still represented a modest 19% 
of total inventors, progress has been slow but steady. Indeed, women represented only 14% of 
inventors in 2013. In the G7 countries, the share of women inventors is even lower, averaging 
9.75% in 2019 and experiencing a significant decline in just two years since 2017 (11.21%). 

Figure 33. Trend of female inventors, 2017 – 2019
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Figure 33. Trend of female inventors, 2017 - 2019
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Women are also under-represented in many STEM careers in the labour market. While on 
average, around 52% of those employed in science and technology sectors were female in 
2019, they are underrepresented in key professional careers and high value-added sectors. 
Indeed, in 2019, 41% of scientists and engineers working in the EU were women. In the same 
year, they represented only 21% of scientists and engineers in high-tech sectors. They were also 
under-represented in the labour market in many STEM careers.

Despite women’s significant contributions to technology, a literature review shows that the female 
and male populations have different levels of confidence in their ability to acquire and use digital 
skills. Indeed, while access to digital technologies is becoming less of an issue for the young 
population in the European Union, boys feel more confident in their knowledge of these areas. 
Many studies point out that boys tend to overestimate their performance and abilities, while 
girls underestimate these two fundamental factors of success. This bias reflects the influence of 
gender in a broader sense on perceptions of technological self-efficacy.

In 2018, a survey presenting the views of European citizens on the impact of digitalisation 
and automation on everyday life highlighted that women were more concerned about digital 
technologies and perceived them more negatively than men (European Commission, 2018). 
For example, men are more likely to think that new digital technologies have positively impacted 
the economy (78% of men compared to 72% of women) or their quality of life (70% of men 
compared to 63% of women). Only one in two women express positive opinions about robots 
and artificial intelligence, compared to 67% of men. Women also tend to be less well-informed 
than men about new technologies, which may contribute to a greater distrust of them. In the 
case of artificial intelligence, only 41% of women had heard, read, or seen anything about it in 
the last year, compared to 53% of men.

In recent years, a great deal of research has focused on the explicit and implicit gender biases 
embedded in digital services and products, particularly in software development (Wang and 
Redmiles, 2019). Research has shown that the needs of users whose characteristics match 
those of designers in terms of gender, age, etc., are better served by software (Burnett et al., 
2018). Three main types of bias have been identified: i) biases in the understanding of the use 
of the software; ii) bias in the data used to activate the software, which may suggest incorrect 
or biased information to the user; and iii) bias in the design of the product, making it unattractive 
or impractical for some categories of users (Vorvoreanu et al., 2019). Several research findings 
suggest that the lack of testing on women contributes to their loss of trust in technologies.

In 2019, women 
represented only 
21% of scientists and 
engineers in high-tech 
sectors in the EU 
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Key findings

A pillar of sustainable growth is innovation, which depends to a large extent on the 
STEM skills of the workforce. Job creation in STEM occupations is projected to grow 
twice the rate of other fields over the next 10 years. Increasing labour supply in STEM 
sectors is essential to foster innovation and provide a competitive advantage to 
knowledge-intensive economies.

Thus, attracting more women into STEM education and subsequently into jobs can 
help address the shortage of labour supply and skills in these professions. Indeed, 
expanding the pool of candidates and recruits is critical to enabling knowledge-
intensive economies with a competitive advantage.

Historically, women contributed substantially to technological innovation as programmers and 
computer scientists. Yet the role of these women in shaping the history of computing is often 
invisible and unrecognised. By presenting the field as overwhelmingly male-dominated, a false 
and unfounded presentation of ICT history is disseminated (Hicks, 2017).

As early as primary school, when science and mathematics are taught equally to girls and 
boys, the first biases appear, and prejudices spread. For example, studies show that when 
given equivalent answers, most teachers would give a lower mark to girls than to boys 
(Lohbeck et al., 2017).

Multiple factors influence STEM learning capacity and outcome expectations. The role of public 
authorities is key throughout the process of shaping the career aspirations of young people. They 
have the means to intervene to compensate for the deficiencies in opportunities for introduction 
to these fields that some students experience because of the environment in which they live. 
This can be achieved through innovative teaching methods promoted at the school level, such 
as taking practical courses, work placements, etc.

In conclusion, an effective gender equality education system should not only help to encourage 
girls to enter science, technology, engineering, and mathematics (STEM) but should also address 
common biases and critically address the dominant norms in STEM that privilege male potential 
at the expense of female potential. 

To reach this goal, efficient strategies should be implemented, such as: i) allocate subsidies to 
schools and universities that have more than 40% girls in their STEM courses; ii) provide for a 
share of public contracts to be reserved for companies that ensure equal numbers of women 
and men are employed in STEM professions; iii) add coding education from the first year of 
secondary school as a compulsory subject continuing to the final year, which will also include 
learning about digital culture; iv) include mandatory training on unconscious gender bias in the 
university curriculum for teachers and guidance counsellors; v) include an equal number of 
female and male role models in STEM textbooks; vi) conduct a systematic evaluation of pilot 
initiatives to increase girls’ participation in STEM; and vii) fund national publicity campaign plans 
to raise awareness of the importance of STEM education for girls and women.



State of the art of gender equality  
in new technology companies

Although leading multinational tech companies are making progress toward 
gender equality, executive and technical roles are still predominantly held by 
men.

• As of December 2018, at US tech giant Apple, the leading computer and 
smartphone manufacturer, women made up 23% of employees in technical 
roles and 29% in executive positions (Apple, 2018). This modest result was 
achieved following the implementation since 2014 of measures to hire more 
underrepresented women and minorities each year. 

• Amazon, the world’s largest e-commerce player, and cloud computing 
platform is also attempting to correct the imbalance in hiring between women 
and men. However, as of December 2018, only 27% of its managers were 
women. That same year, the company committed 50 million USD to support 
STEM programs for underrepresented communities (Dastin, 2018).

• Huawei, a multinational telecommunications and electronics equipment 
company, launched several initiatives to increase workforce diversity (diversity 
of nationality, gender, age, race, and religion) by promoting gender equality 
in employment and prohibiting gender bias. Despite these measures, the 
proportion of women employed remains low. Indeed, in 2018, women made 
up only 7% of the management team (Huawei, 2019). 

• In 2019, Samsung, the electronic and smart home appliance technology 
giant, had only 17% of women working on product development and they 
comprised 6% of executive directors (Samsung Electronics, 2019).

• US giant Microsoft is working to recruit women and support their career 
development. Although the number of women in technical and executive 
positions has increased in recent years, it is still stagnant at 20% (Microsoft, 
2019).

• Facebook outperforms its fellow tech giants in the number of women in 
leadership positions (33%). However, the percentage of women employed in 
technical positions remains low at 23% (Facebook, 2019).
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 Health indicators of the gender gap

The graph below shows that G7 respondents’ perception of the positive benefits of improved 
access to health services has decreased since 2020. The question is whether this is a 
consequence of a more general improvement in access to health or whether these concerns 
are taking a back seat to the social and economic context. 

 Figure 34. Perception of the positive impacts of access to health for women

If women had better access to healthcare services, do you think this would have positive consequences?
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As the figure shows below, 39% of the G7 respondents have encountered a situation where they 
have been told “it is normal that you experience some pain without being offered relief». This is a 
significant share; however, it decreased significantly since 2020 when it reached 50% (53% for 
women and 47% for men).

Figure 35. Perception of the access to health for women

How often do you encounter the following situation?

While the available global data emphasise that women’s life expectancy is higher than men’s, a 
key question is to determine how this is related to biology or/and gender norms in society. As 
the World Health Organization report points out, in the case of life expectancy, the reasons for 
the gender gap are related to biology and gender (WHO, 2021). It is difficult to find out which 
biological or gender factor has the most influence on a person’s health status, as the two do 
not act independently. Women and men have different health problems and, therefore, different 
care needs. 

Gender is a social construct that includes the norms, behaviours, and roles associated with being 
a woman, man, girl, or boy and the relationships between them. The concept is often associated 
with the social representation of women or men. Gender refers to society’s social expectations of 
the female or male population. It determines the functioning and the relationship with the other. 
These projections evolve and change according to the different people, environments, etc. Thus, 
the notion of gender varies within and between cultures and changes over time.

Therefore, data and statistics on gender should provide the basis for identifying gaps and 
indicating what policy interventions are needed.

Figure 35. Perception of the access to health for women
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As seen below in the figure, there is a difference of about six years between the life expectancy 
of women and men in the G7 countries. In France, women can expect to live 85.5 years, while 
men reach an average of 79.3 years.

Figure 36. The life expectancy of females and males at birth, 2021

In France, women and men combined will live the longest after retirement. It is, therefore, 
essential to living this part of life in good health.

Figure 37. Expected number of years in retirement, 2021
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Figure 37. Expected number of years in retirement, 2021
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Over 65 years, women are more likely to suffer from poor self-perceived health and actual 
health problems. That negative factor can impact their mental health and signifi cantly increase 
otherwise latent mental disorders. After 65, only 25.1% of the Japanese female population 
feels healthy. This percentage is low considering that 82.2% of women in the same age group 
feel fi t in Canada. Thus, in 2021, women over 65 had a worse perception of their health status 
than men. The gap between women and men is particularly notable in the United Kingdom, 
where only 31% of men had a good perception of their health compared to 57.1% of women.

Figure 38. Perceived health status of women over 65 (Good/very good), 2021

When it comes to the analysis of the long-term recipients in institutions other than hospitals (e.g. 
nursing and residential care facilities that provide accommodation and long-term care as a package), 
the proportion of women over 65 treated for long-term care is signifi cantly higher than that of men. 
For instance, in 2021, 72% of those treated were women versus only 28% of the male population in 
Germany. This same proportion of women suffering from pathologies requiring long-term care also 
fi nds themselves subsequently dependent on family caregivers who are themselves mostly women. 

Figure 39. Long-Term Care recipients in institutions other than hospitals, 2021
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Figure 39. Long-Term recipients in institutions other than hospitals, 2021
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According to scientific research, every cell in our body is either male or female. That means that 
men and women are different at a cellular level. As such, diseases, treatments, and chemicals 
affect women and men differently. However, health research has a long history of overlooking 
this fact.

Historically, the female angle has been excluded from biomedical research. There is still a long 
way to go to reach an acceptable level in this area. The science that informs medicine - including 
disease prevention, diagnosis, and treatment - consistently fails to consider the crucial impact of 
sex and gender. That happens in the early stages of the study when women are already excluded 
from animal and human studies or the sex of animals is not reported in published results. At a 
later step, once clinical trials begin, researchers often do not recruit enough women or, when 
they do, fail to analyse or report data separately by gender.

In general, variations in body size, composition, and hormones result in varied drug responses 
(Merkatz et al., 1993). For instance, a study showed that aspirin had gender-differentiated effects 
for primary protection against strokes and heart attacks (Ridker et al., 2005). Aspirin generally 
reduces the risk of stroke in women. However, it does not affect those of myocardial infarction 
or death, unlike its impact on men.

Other research studies highlighted that one of the liver enzymes in women promoted a slower 
drug clearance rate than in men. This biological mechanism has a strong effect that leads to a 
decrease in the effectiveness of antidepressants, anxiolytics, analgesics, and anticonvulsants 
(Jacobson, 2014). Due to hormonal variations, fluctuating levels of oestradiol and progesterone 
during the female menstrual cycle, drastic increases in hormones during pregnancy, and 
changes in metabolism (due to contraceptives), the pharmacokinetics and pharmacodynamics 
of prescribed medications are affected (Ridker et al., 2005).

Lung cancer - which kills more women yearly than breast, ovarian and uterine cancers combined 
- is surprisingly common in young, non-smoking women. Researchers have found that sex 
hormones, particularly oestrogen, influence the development and mortality of lung cancer 
(Guardian, 2015). Including more women in clinical trials has provided evidence that some lung 
cancer treatments work better on the female population than the male population.

Cardiovascular diseases are the leading cause of death among women worldwide. They affect 
men and women differently in symptoms, risk factors, and outcomes. However, in the United 
States, only one-third of clinical trial subjects for novel cardiovascular disease drugs are women, 
and only 31% of the trials that include women report results by gender. 

One conclusion emerges from this analysis: to empower women to make informed 
decisions about their health, the effects of drugs must be carefully evaluated in 
the female and male populations so that complete information on their safety and 
effectiveness is available and can be made public.

Historically,  
the female angle 
has been excluded  
from biomedical 
research



Figure 40. Causes of mortality, diseases of the circulatory system 
(deaths per 100 000 females), 2020
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Approximately two-thirds of the population in the G7 currently suffering from Alzheimer’s disease 
are women (Women’s Forum, 2021). The overall lifetime risk of a French woman developing 
Alzheimer’s disease is 35% higher than that of a man (OECD, 2022). The prevailing thinking 
in this area is that this disease is an inevitable consequence of women living longer. However, 
researchers have just begun to look beyond this assumption. Initial results indicate that the 
impact of hormonal changes during menopause and sex differences in gene expression may 
be the leading cause.

Figure 41. Alzheimer’s disease, deaths per 100 000, 2019 - 2021
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From an epidemiological point of view, some pathologies are more frequent within the female 
population, while others affect men as much as women (Doyal, 2003). For example, women are 
twice as likely to experience depression at some point in their lives than men. Indeed, in 2021, the 
Mental Health Foundation in the UK estimated that around one in five women faced a common 
mental health problem, such as depression and anxiety. Although there may be many reasons 
these develop, certain risk factors affect women more than men (Mental Health Foundation, 
2021). In addition, many older adults are at risk of developing mental and neurological disorders. 
The common mental and neurological disorders for this age group are dementia and depression, 
affecting approximately 5% and 7% of the world’s elderly population.

Mental health and mental disorder determinants include individual characteristics, such as 
different abilities to manage thoughts, emotions, behaviours, and interactions with others, and 
social, cultural, economic, political, and environmental factors (WHO, 2013). However, others 
have a strong influence, such as national policies, social protections, living standards, working 
conditions, and community social support. In addition, exposure to adversity at a young age is 
a proven risk factor for mental disorders. Thus, depending on life experience, environment, and 
other biological variables, some individuals and groups of society may be at significantly greater 
risk of experiencing mental health problems.

Differences in mental disorder incidence can be explained by the relationship women have with 
their experience and also that significant endocrine changes punctuate their life (e.g., puberty, 
pregnancy, menopause). Furthermore, that women are more likely than men to be informal 
caregivers can be a source of stress, potentially leading to anxiety and social isolation. Despite 
these very high numbers, less than 45% of animal studies on anxiety and depression use female 
laboratory animals.

There is an additional essential element to consider in managing mental health problems. Women 
are more likely than men to suffer from co-morbid mental disorders. In other words, women 
often deal with several mental disorders. These co-morbidity characteristics are associated 
with increased severity of mental illness and significant disability rates (Astbury, 2001). People 
with mental disorders experience disproportionately higher rates of disability and mortality. For 
instance, people with major depression are 40-60% more likely to die prematurely than the 
general population (Zenebe et al., 2021). That is the consequence of physical health problems 
often overlooked (e.g., cancers, cardiovascular disease, diabetes, etc.) and higher levels of 
suicide (WHO, 2020; WHO, 2005; WHO, 2013).

Thus, mental disorders have effects and are often affected by other diseases, such as cancer, 
cardiovascular disease, and other pathologies. Many scientific data underline that depression 
predisposes people to other pathologies, such as myocardial infarction or/and diabetes, and 
neurodegenerative diseases, such as Alzheimer’s. These pathologies, in turn, increase the risk 
of depression. Thus, shared services and resource mobilisation efforts are needed (WHO, 2013).

Women are twice  
as likely to experience 
depression at some 
point in their lives  
than men



Once again, concerning biases appear in the management of mental health. Indeed, studies 
on this subject have highlighted that for identical symptoms, the treatment advised to women 
sometimes differs from that proposed to men (Mastroianni et al., 1994). For instance, an 
Australian study found that even when men and women scored similarly high on a psychiatric 
screening test, physicians classified significantly more women than men as «disturbed» (WHO, 
2000).

The COVID-19 pandemic has further underlined the necessity and urgency of empowering 
health systems to respond with data disaggregated by sex, age and other characteristics to 
combat various conditions (ICRW, 2021). Gender statistics help us understand how similar 
events will have different impacts on women and men over their life course. More so than ever, 
we need policies and services tailored to meet these diverse needs. Integrating gender into 
health information systems must begin with a clear definition of sex-disaggregated statistics. 
That relies on understanding what gender is and how it differs from the biology of one’s sex.

Only a minority of countries can provide sex-disaggregated data throughout the clinical pathway. 
For instance, as of October 2020, out of 183 countries, eight presented disaggregated data 
for COVID-19 testing, a mere 4%. Furthermore, only 126 had produced such data related to 
confirmed cases (69%), 21 countries on hospitalisations (11%), and only 92 on deaths (48%). 
This apparent lack of gender integration in health and information systems hinders governments 
from responding effectively, which can be very costly in terms of human lives and financial 
resources.

Improving the analysis and informed use of gender data would allow health information 
systems to achieve substantial and rapid progress (WHO, 2017). In theory, evaluating health 
inequalities should be a central element of national health information systems. However, it is 
often overlooked. Therefore, it is essential to identify and optimise opportunities to study and 
disseminate analyses of disaggregated data to target audiences.

Figure 42. Mental and behavioural disorders (deaths per 100 000 females), 2021
Figure 42. Mental and behavioural disorders, deaths per 100 000 females
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Key findings

Tests for many diseases still do not include women. In 2019, tests that included as 
many women as men amounted to 88% in France (EU Clinical Trials Register, 2019). 
However, no detailed statistics on the criteria used are available. 

The identification, exploitation and dissemination of data according to gender, age, 
socioeconomic level and targeted diseases are insufficient to meet the information needs of 
physicians, researchers and the general public (Grezy, 2020). 

Therefore, considering not only biological but also gender differences is essential. If researchers 
follow that strategy, they can adapt drug development to the full range of gender-differentiated 
impacts. The other major factor that needs to be considered is the higher life expectancy of 
women, which makes them prone to chronic diseases resulting in the prolonged use of several 
drugs whose adverse effects may accumulate. As such, drugs for all diseases and conditions 
encountered by women need to be evaluated in clinical trials and generalised appropriately to 
protect and maintain women’s health.

Thus, the factors that govern women’s responses to medicines are not easily defined. They are 
driven by complex interactions involving economic, socio-cultural and biological variables. It is 
difficult to determine which elements will have the most influence in this multi-unknown equation. 
The present analysis highlights the importance of cross-disciplinary research to deliver medicines 
that treat women’s conditions and minimise side effects.

Given these elements, one of the necessary conditions for treating women-specific diseases is 
the introduction of the different aspects and interactions between sex and gender into clinical and 
biomedical research. This approach requires cross-referencing medical, biological, economic 
and social data. French research institutions are not yet at this stage, unlike North American 
countries, which have set up research structures dedicated explicitly to the «Gender and Health» 
theme. 

Furthermore, the following strategies should be implemented to narrow the gender gap in health: 
i) integration of compulsory subjects on gender at all levels of medical, pharmacology, and 
biology studies and for all paramedical professions; ii) funding of a public research institution 
dedicated to gender and health, including a statistics department that compiles health data 
disaggregated by sex and gender; iii) obligation to include in the package inserts of medicines 
precise information on the differentiated impacts on women and men, in conjunction with the 
implementation of a strategy to eliminate harmful side effects of medicines that specifically 
affect women (e.g., antidepressants, contraceptives, etc.); and iv) establishment of a system of 
compensation for years of unemployment and pensions for women caregivers, considering the 
years when they were unable to work, accompanied by a tax credit for companies that facilitate 
their return to work.

Tests for many diseases 
still do not include 
women



For many years, empirical evidence has shown how deleterious and deadly the effects of climate 
change are for the world’s population. Indeed, data show that the number of natural disasters has 
almost doubled in the last 20 years compared to the previous 20, resulting in approximately 1.23 
million deaths, or about 60,000 deaths per year, and an almost doubling of the cost of damage 
(UN, 2020). More specifically, developing countries have experienced mortality rates higher than 
four times those of developed countries. Storms, floods, droughts, earthquakes, heat waves, and 
forest fires have quadrupled since the 1970s with exponential growth in intensity and frequency 
(Easterling et al., 2012). However, these disasters are not limited to developing countries.

An April 2019 report pegged the economic cost of climate-related impacts at 224 USD billion per 
year by 2090 in the United States. This amount considers impacts on health, infrastructure, power, 
resources water, agriculture and ecosystems» (Nuccitelli, 2019). The total cost of delayed action 
on the growing challenges of climate change, given a 2°C stabilisation target, would reach 17% of 
the global GDP in 2070, assuming the onset of climate mitigation in 1990, and 35% in 2035 for a 
start in 2020 (Sanderson and O’Neill, 2020). This represents an unprecedented impact on health, 
with estimates predicting around 250,000 other climate change-related deaths per year between 
2030 and 2050 (WHO, 2018).

Climate justice, in the context of the Paris Agreement, is understood as integrating inclusive 
adaptation into socio-economic and environmental action (OECD, 2021j). Most importantly, both 
the Paris Agreement and UN bodies, such as the UNFCCC, consider gender equality and the 
empowerment of women to fight climate change and acknowledge the differential impacts of 
climate change on women and girls. However, studies and data on climate change’s impacts on 
men and women are still rare. Furthermore, they need to consider the key role that women can and 
do play in climate action. If the studies on that topic are generally available for developing countries, 
this is not the case for developed countries.

Biological differences between men and women can explain why climate-related hazards may 
affect women more (OECD, 2021j). Thus, a study focusing on Spain found that women in 2019 
- across all age groups - were more likely to die from cardiovascular diseases related to climate 
change-related temperature increases (Achebak, Devolder, and Ballester, 2019).

Indeed, other factors can also combine with being a woman, such as age. For example, the 2003 
heat wave in France claimed more than 15,000 victims, with a 75% higher mortality rate for women 
than men (Fouillet et al., 2006). This can be explained by the differences in life expectancy between 
the two genders. Furthermore, single women with children are even more vulnerable to climate 
change, according to a study conducted on the consequences of Hurricane Katrina. Following the 
hurricane, 83% of displaced low-income single mothers could not return to their homes due to the 
displacement of one million people in the Gulf Coast region (Sastry, 2009).

 Climate change indicators  
of the gender gap
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Thus, as all these elements demonstrate, the impacts of climate change are not gender-neutral. 
Women often bear a greater burden because they are more vulnerable to social and economic 
status and their role in society. At the same time, they can be a powerful lever for climate action 
implementation. This can be achieved as women are at the centre of households, making 
consumption decisions and at the decision-making level of energy, transport, and environmental 
sectors. Therefore, developing efficient climate strategies and policies must incorporate a gender 
perspective. To reach these objectives, accurate gender disaggregated data on climate impact 
and action are required.

From the figure below, respondents believe women are less affected by climate change than 
men. Indeed, only 25% of them think that women are more affected than men. This percentage 
has dropped further since 2020, when it was 28%. Consequently, awareness of the impact of 
climate change on women appears to be low among the general public, which may suggest that 
the right decisions at the executive level cannot be made.

Figure 43. Perception of the impact of climate change on women

Do you think women are more, less, or equal to men impacted by climate change?

Figure 43. Awareness on the impact of climate change on women
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Men and women do not act equally toward the environment and the consumption of natural 
resources. Their preferences explain this and the actions they are willing to take to contribute to the 
fi ght against climate change. A substantial decrease in meat consumption, particularly red meat, 
can lead to a massive reduction in GHG emissions. While more and more people are adopting a 
vegan or vegetarian lifestyle, a large majority of them are women (IPSOS, 2018). 

A study on the energy consumption of men and women in Germany found that men eat more 
meat, use their cars more frequently and travel longer distances than women (Räty and Kanyama, 
2010). The results concluded that «men consumed 70-80% more energy in transport than women” 
in Germany, and single male households consumed 6-38% more total energy than single female 
households (Räty and Kanyama, 2010). 

Even more revealing, a study by France’s National Institute of Statistics and Economics (INSEE) 
found that, based on daily activity, men produce 7 kilograms more CO2 emissions per day (INSEE, 
2020). As highlighted in the fi rst edition of the Women’s Forum Gender Barometer, women are 
more likely to recycle, reduce waste and buy organic and eco-labelled products (Women’s Forum, 
2021).

Only a few countries have harmonised sex-disaggregated data that allow them to effectively 
integrate a gender perspective in their monitoring process and mitigation strategies. However, 
the contribution of gender equality to tackling climate change is key. Furthermore, an OECD 
report underlines the need to include a gender dimension, including the use of Gender Impact 
Assessment training as a tool to support adaptation and mitigation actions in national climate 
strategies, with a focus on areas such as transport planning, urban safety, consumption patterns, 
health, and energy use (OECD (2021j).

Increasing the presence of women in leadership positions in both public and private sectors may 
accelerate climate action, as women in such positions often put a strong focus on tackling climate 
change and ensuring environmental sustainability. The fi gure below shows that regarding the 
Delegations to the COP in 2021, gender equality was nearly attained in the United Kingdom, which 
has the smallest gap between women (49.8%) and men (50.2%).

Figure 44. Delegations to the COP, 2021
Figure 44. Delegations to the COP, 2021
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While gender parity is close to being achieved in several UN environment-related processes, 
such as the UN Framework Convention on Climate Change (UNFCCC), as can be seen in the 
fi gure above, women remain under-represented in formal decision-making on issues that have 
a high impact on climate change, such as fi nance, health, energy, and transport. This applies to 
both the public and private sectors.

A report from the International Energy Agency points out that the energy sector remains a male-
dominated fi eld and its workforce continues to be unrepresentative of the population at large. 
On average, there are 76% fewer women than men working in the energy sector, a signifi cant 
difference from the average 8% gap seen in the total workforce, according to 2018 data from 
29 countries (IEA, 2022).

Barriers women face in the energy sector are similar to those they face elsewhere in the economy. 
However, given the strategic importance of these sectors in the fi ght against climate change, 
countries should attract and retain a diverse workforce in the energy sector. That would enable 
them to ensure innovation and the inclusive perspectives needed to navigate the low-carbon 
energy transition successfully. On the other hand, transforming the sector towards sustainable 
clean energy sources provides a unique opportunity for greater gender diversity.

Figure 45. Senior administrators in National ministries dealing
 with environment and climate change, 2021
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As a recent report shows, women in leadership tend to emphasise climate change and 
environmental sustainability (OECD, 2021). 

Furthermore, a study on gender and the environment at the state level found that in 130 countries, 
women in government positions were more likely than men to sign international treaties to reduce 
global warming (Norgaard and York, 2005). 

The fi gure below shows that within the European Union, only 26.8% of government ministers 
responsible for policies on environment and climate change are women, while 73.2% are men 
in 2021 (EIGE Data Portal, 2022). Although this represents a signifi cant gender imbalance, the 
proportion of women is the highest since data was fi rst collected in 2012 (19.2%).

Figure 46. Members of the government or political executive in ministers 
responsible for environment, transport, and energy

Figure 46. Members of the government or political executive in ministers responsible for environment, transport
and energy
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In the national ministries that implement government policy related to environment and climate 
change, women accounted for 42.5% of the top two tiers of administrators in 2020, an 
improvement from 33.1% in 2012. However, women are considerably less well-represented in 
the top management level (31.7% at level 1 compared to 45.3% at level 2).

To complete the picture of gender inequality in the fight against climate change at the European 
level, it is important to highlight that the four European Commission Directorate Generals (DGs) 
working on environment and climate change-related issues are led by two women and two 
men Commissioners. If heads of the cabinet are men, women outnumber men among cabinet 
members (58.3% versus 41.7%). Senior administrators include two women and two men DGs 
(two of each), and 42.9% women and 57.1% men at the director level.

Furthermore, women account for 41.1% of members of the three environment-related 
committees in the European Parliament, which is a slight improvement compared to 2012 
(38.2%). Eight European agencies are working in areas related to environment and climate 
change, of which four have a woman leading their highest decision-making body. The bodies 
within these agencies are not well balanced, comprising 24.8% women and 75.2% men. 
Moreover, only one agency has a woman as the executive head (secretary general/managing 
director). 

Treating women as unique actors in climate action is a necessity. This should be reflected in 
every area of climate change action. Therefore, gender should be integrated into climate change 
mitigation and adaptation strategies, as well as financing and developing new green technologies. 
For this, three key instruments must be used, such as gender impact assessment, women’s 
vulnerability assessment, and gender budgeting on climate action projects and policies. All three 
can potentially contribute to gender inequality in climate change (UNDP, 2015).

Key findings

There is a need to intensify the collection of evidence and indicators on the impact 
of climate change on women, especially those in more vulnerable situations, and to 
consider remedial policy measures. Coordination with the private sector and civil 
society that produce quantitative and qualitative work on the ground can contribute 
to this objective. 

Furthermore, policymakers should assess the sectors in which women already 
positively impact climate action, to support their efforts further. To have a better 
understanding of the current state of the future impacts of climate change as well as the 
best adaptation strategies to put in place, the collection of reliable sex-disaggregated 
data is recommended as well as reviewing decision-making processes and supporting 
full gender equality in important positions that involve political decision-making related 
to the climate.

 



The results of the Women’s Forum Barometer focused on perception 
versus reality point out the fact that a large majority of the G7 respondents 
are convinced that effective actions must be taken and voted in favour 
of them. The following calls to action have been acclaimed by a large 
majority of G7 respondents:

04  CALL TO ACTION 

BUSINESS 

1. 78% of the respondents are in favour of strengthening the links between the provision of start-
up financing and entrepreneurship training, including financial management; 

2. 72% of the respondents are in favour of the creation of an Institute for Women’s 
Entrepreneurship to facilitate the orientation of women entrepreneurs;

3. 72% of the respondents are in favour of a systematic evaluation of women’s entrepreneurship 
support policies and programs; 

4. 70% of the respondents are in favour of the development of gender-disaggregated data to 
enable monitoring the impacts of support programs for women-led businesses; 

5. 70% of the respondents are in favour of including in bankers’ bonuses an obligation of equal 
approval rate of credit files presented by women and men;

6.  68% of the respondents are in favour of promoting access of women entrepreneurs to public 
contracts through set-asides and quotas (e.g., as a percentage of contract funding awarded). 
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TECHNOLOGY 

1. 75% of the respondents are in favour of including an equal number of female and male role 
models in STEM textbooks;

2. 75% of the respondents are in favour to add coding education from the first year of secondary 
school as a compulsory subject continuing to the final year and which will also include learning 
about digital culture;

3. 74% of the respondents are in favour of funding national publicity campaign plans to raise 
awareness of the importance of STEM education for girls and women;

4. 73% of the respondents are in favour of including mandatory training on unconscious gender 
bias in the university curriculum for teachers and guidance counsellors;

5. 73% of the respondents are in favour of carrying out monitoring programs of pilot initiatives to 
increase girls’ participation in STEM;

6. 68% of the respondents are in favour of setting a share of public procurement for companies 
that ensure equal numbers of women and men are employed in STEM professions; 

7. 67% of the respondents are in favour of allocating subsidies to schools and universities that 
have more than 40% girls in their STEM courses.

 HEALTH 

1. 80% of the respondents are in favour of the obligation to include in the package inserts of 
medicines precise information on the differentiated impacts on women and men, in conjunction 
with the implementation of a strategy to eliminate harmful side effects of medicines that 
specifically affect women (e.g., antidepressants, contraceptives, etc.); 

2. 76% of the respondents are in favour of setting up a system of compensation for years of 
unemployment and pensions for women caregivers, considering the years when they were 
unable to work, accompanied by a tax credit for companies that facilitate their return to work; 

3. 76% of the respondents are in favour of developing integration of compulsory subjects on 
gender at all levels of medical, pharmacy, and biology studies and for all paramedical professions; 

4. 71% of the respondents are in favour of funding of a public research institution dedicated to 
gender and health, including a statistics department that compiles health data disaggregated 
by sex and gender. 
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The 2022 edition of the Women’s Forum Barometer focused on perception versus reality in the 

G7 countries indicates that some progress has been made in a few areas. However, gender 

gaps remain in several fields. As related to politics, women face many obstacles to achieving 

representation in governance. The most challenging one is financing a campaign. Furthermore, 

the availability of sex-disaggregated and gender-sensitive data remains extremely low. That 

concerns almost all sectors and represents one of the major obstacles to increasing gender 

equality. How would a situation be improved when it is difficult to estimate it?

The female labour rate has risen over the last twenty years. However, there are still major 

challenges to be met, such as that of part-time jobs, which should become a free choice made 

by women and potentially retrainable in full-time employment when needed. In addition, the 

unpaid care borne by women should be managed through an efficient approach, carried out 

jointly by the public authorities and the private sector. Still, on that topic, significant progress is 

needed to combat vertical and horizontal segregation in the labour market and to promote the 

quality of jobs and access to flexible work opportunities, career progression, and leadership 

positions. This may also contribute to reducing the global gender wage gap.

Since the pandemic, the G7 countries have become even more committed to adopting 

statutory or strategic frameworks for integrating the gender dimension through various 

tools, such as regulations, budgets, and procurement. However, effective practices, such as 

gender impact assessments, are still minor. A systematic intersectional approach should be 

adopted in each area concerned. Governments should also strengthen policy frameworks to 

motivate women to start a business through increased use of various forms of assistance and 

systematic monitoring of entrepreneurship policies. 

Despite the persistence of certain stereotypes and gender gaps, a large majority of citizens of 

the G7 countries want effective action and decisive measures to be taken to eliminate gender 

inequality. Indeed, 77% of respondents believe that closing the gender gap and designing an 

inclusive economic recovery should be a priority for their country. This expectation is found 

in all countries.

The picture has cleared up and gives hope for the future. The respondents overwhelmingly 

voted for strong actions, such as, «Include in bankers’ bonuses a requirement for an equal 

approval rate for credit applications submitted by women and men» or «Setting up a system 

of compensation and pensions for years of unemployment for women careers, considering 

the years when they were unable to work, accompanied by a tax credit for companies that 

facilitate their return to work and integration». A total of 17 innovative and feasible measures 

were tested. They received strong support from all ages and social categories. Thus, the role 

of the public and private sectors is essential to implement these measures which lead to 

beneficial societal changes welcomed by the general public.

 SUMMARY  
AND CONCLUSION

71. Women’s Forum 2022 Barometer



Achebak, H., D. Devolder and J. Ballester (2019), Trends in temperature-related age-specific and sex-specific mortality from cardiovascular 
diseases in Spain: a national time-series analysis, The Lancet Planetary Health, Vol. 3/7, pp. e297-e306, http://dx.doi.org/10.1016/S2542-
5196(19)30090-7.

Apple (2018) Employer Information Report EEO-1. Apple: Cupertino, USA.

Astbury J (2001), Gender disparities in mental health. In: Mental health. A call for action by world health ministers. Geneva, World Health 
Organization, 2001:73-92.

A.T.Kerney and YourLife (2016), Tough Choices: The Real Reasons A-level Students are Steering Clear of Science and Maths. A.T.Kerney. 
https://www.atkearney.com/ documents/10192/7390617/Tough+Choices.pdf/a7408b93-248c-4b97-ac1e-b66db4645471.

Atkinson, R. and M. Mayo (2010) Refuelling the U.S. Innovation Economy: Fresh Approaches to Science, Technology, Engineering and 
Mathematics (STEM) Education, Information Technology & Innovation Foundation, Washington, DC, available at www.itif.org/files/2010-refueling-
innovation-economy.pdf.

Beland, L. P., O. Fakorede and D. Mikola (2020), “Short-Term Effect of COVID-19 on Self-Employed Workers in Canada”, Canadian Public 
Policy, 46(S1), pp. S66-S81.

Blomquist, M. (2014), Bridging the Entrepreneurship Gender Gap: The Power of Networks, Boston Consulting Group, Boston.

Burnett, M., Sarma, A., Mendez, C., Oleson, A., Hilderbrand, C., Steine-Hanson, Z., and Ko, A. J. (2018), Gender biases in software for 
prob¬lem-solving. Paper presented at the Designing Technologies to Support Human Problem Solv¬ing Workshop. At VL/HCC 2018, Lisbon.  
https:// ftp.cs.orst.edu/pub/burnett/vlhcc18-workshop Paper-problemSolving.pdf.

Dastin, Jeffrey (2018) Amazon scraps secret AI recruiting tool that showed bias against women. Thomson Reuters, 10 October.

Dell Technologies et Institute for the Future (2017), Realizing 2030: A Divided Vision of the Future, https://www.delltechnologies.com/content/
dam/delltechnologies/assets/perspectives/2030/pdf/Realizing-2030-A-Divided-Vision-of-the-Future-Summary.pdf.

Deloitte (2020), Mental health and employers, Refreshing the case for investment.

Doyal L. (2003), Sex and gender: the challenges for epidemiologists. Int J Health Serv. 2003;33:569–79.  
https://doi.org/10.2190/CWK2-U7R6-VCE0-E47P.

Duerto Valero S. (2021), Why are gender statistics important? UN Women. Presentation given in Nadi, Fiji on 12 February 2019,  
https://www.unescap.org/sites/default/files/Why%20are%20gender%20statistics%20important.pdf.

EIGE (2020a), Gender Equality Index 2020, Digitalisation and the future of work,  
https://eige.europa.eu/publications/gender-equality-index-2020-digitalisation-and-future-work, EIGE, 2020.

EIGE (2020c), EIGE’s 2018-2019 review of Institutional Mechanisms for Gender Equality and Gender Mainstreaming,  
https://eige.europa.eu/gender-mainstreaming/countries/spain, EIGE, 2020.

EIGE (2020), Gender Equality Index 2020 Digitalisation and the future of work.

EIGE (2019), Gender equality and youth: oppor¬tunities and risks of digitalisation. Beijing Platform for Action. Retrieved from  
https://eige.europa. eu/publications/gender-equality-and-youth-opportunities-and-risks-digitalisation.

Easterling, D. et al. (2012), Changes in Climate Extremes and their Impacts on the Natural Physical Environment, Cambridge University Press.

EU Clinical Trials Register (2019), https://www.clinicaltrialsregister.eu/.

European Commission (2021), Pension Adequacy Report 2018: Current and Future Income Adequacy in Old Age in the EU. Volume I. 2018, p. 69.

European Commission (2021), Girls’ career aspirations in STEM.

European Commission (2018), Women in the Digital Age. Retrieved from  
https://op.europa.eu/ en/publication-detail/-/publication/84bd6dea-23 51-11e8-ac73-01aa75ed71a1.

 REFERENCES 
AND RESOURCES IN LINE

72. Women’s Forum 2022 Barometer



European Commission (2016), Women in the Digital Age.

European Parliament (2016), Committee on Women’s Rights and Gender Equality, Report on Promoting gender equality in mental health and 
clinical research (2016/2096(INI)).

Facebook (2019) Diversity Report 2019. Facebook: Melo Park, USA.

Fouillet, A. et al. (2006), Excess mortality related to the August 2003 heat wave in France, International Archives of Occupational and 
Environmental Health, Vol. 80/1,  
http://dx.doi.org/10.1007/s00420-006-0089-4.

Graeber, D., A. Kritikos and J. Seebauer (2020), “COVID-19: A crisis of the female self-employed”, SOEP papers on Multidisciplinary Panel 
Data Research, No. 1108, Deutsches Institut für Wirtschaftsforschung (DIW), Berlin.

Grezy, B (2020), Haut Conseil à l’égalité entre les femmes et les hommes, Prendre en compte le sexe et le genre pour mieux soigner : un enjeu 
de santé publique.  
https://www.haut-conseil-egalite.gouv.fr/IMG/pdf/rapport_sexe_genre_soigner-v9.pdf.

Guardian (2015), Lung cancer fatalities to overtake breast cancer deaths among European women,  
https://www.theguardian.com/society/2015/jan/27/lung-cancer-deaths-overtake-breast-cancer-deaths-europe.

González-Gago, E. (2015), The effects of the economic crisis and austerity on gender equality in Spain and the Spanish regions. In Women and 
Austerity (2014) by R. Karamessini, E. González et al., Routledge.

Hicks, M. (2017), Programmed inequality: How Britain discarded women technologists and lost its edge in competition. London: The MIT Press.

Huawei (2019), Sustainability Report: Bring Digital to Every Person, Home and Organization for a Fully Connected, Intelligent World. Huawei 
Investment & Holding Co., Ltd: Shenzhen, China.

ILO (2022), https://www.ilo.org/global/about-the-ilo/multimedia/maps-and-charts/enhanced/WCMS_721348/lang--en/index.htm.

ILO (2021), World Social Protection Report 2020-2022: Social Protection at the Crossroads ‒ in Pursuit of a Better Future. 2021, p. 157

ILO (2018), Care work and care jobs for the future of decent work,  
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_633135.pdf.

ILO (2016): Women at Work,  
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_457317.pdf.

IPSOS (2018), What does it mean to consumers? Natural, an exploration into diets around the world.

Infogreffe (2018), Les femmes et l’entrepreneuriat,  
www.infogreffe.fr/informations-et-dossiers-entreprises/actualites/les-femmes-et-l-entrepreneuriat.html.

INSEE (2020), “Statistics France”.

International Center for Research on Women (ICRW) (2021), Sex, gender and COVID-19. The COVID-19 Sex-Disaggregated Data Tracker 
(https://globalhealth5050.org/the-sexgender-and-covid-19-project/the-data-tracker/, accessed 30 October 2020). 

Jacobson, R. (2014), Psychotropic Drugs affect men and women differently. Sci Am 2014.  
https://www.scientificamerican.com/article/psychotropic-drugs-affect-men-and-women-differently/. Accessed 03 January 2018.

Lindahl, B. (2007), A longitudinal study of students’ attitudes towards science and choice of career. Paper presented at the 80th session of 
the International Conference of the National Association for Research in Science Teaching, New Orleans, LA. Cited in: Tytler, R. 2014. Attitudes, 
Identities and Aspirations towards Science. N. G. Lederman and S. K. Abell (eds), Handbook of Research on Science Education, Vol. 2. New 
York, Routledge, p.91.

Lohbeck, A., Grube D. and Moschner B. (2017), Academic self-concept and causal attributions for success and failure amongst elementary 
school children. International Journal of Early Years Education, Vol. 25, No. 2, pp. 190-203. DOI: 10.1080/09669760.2017.1301806.

Love, H. and D. Sulikowski (2018), “Of meat and men: Sex differences in implicit and explicit attitudes toward meat”, Frontiers in Psychology, 
Vol. 9/APR, http://dx.doi.org/10.3389/fpsyg.2018.00559.

Mastroianni, A. C., Faden, R., & Federman, S. (1994). Women and health research: Ethical and legal issues of including women in clinical 
studies. Washington DC: Institute of Medicine, National Academy Press.

MEDICI (2021), Understanding the Microlending Landscape: Slow but steady growth, https://gomedici.com/understanding-microlending-
landscape-slow-steady-growth (accessed on 23 March 2021).

Mental Health Foundation (2021), Women and Mental Health.

Merkatz RB, et al (1993), Working group on women in clinical trials. Women in clinical trials of new drugs--a change in Food and Drug 
Administration policy. N Engl J Med. 1993;329:2926. https://doi.org/10.1056/NEJM199307223290429.

Microsoft (2019) Corporate Social Responsibility Report 2018. Microsoft: Redmond, USA.

73. Women’s Forum 2022 Barometer



Nuccitelli, D. (2019), Climate change could cost the U.S. economy hundreds of billions a year by 2090, Yale Climate Connection.

OECD (2021c), Education at a Glance 2021 OECD Indicators, https://www.oecd-ilibrary.org/docserver/b35a14e5-en.
pdf?expires=1649258363&id=id&accname=guest&checksum=3E17DB309CDC0FE92511CCAF42FD423D.

OECD (2021d), Health at a Glance 2021, https://www.oecd-ilibrary.org/docserver/ae3016b9-en.
pdf?expires=1653491127&id=id&accname=guest&checksum=1BED70C40C3412F050CA2192F4E06AD6.

OECD (2021e), OECD Corporate Governance Factbook 2021, OECD 2021.  
https://www.oecd.org/corporate/OECD-Corporate-Governance-Factbook.pdf.

OECD (2021f), Towards Improved Retirement Savings Outcomes for Women, OECD Publishing, Paris, https://dx.doi.org/10.1787/f7b48808-en. 

OECD (2021g), Pay Transparency Tools to Close the Gender Wage Gap, OECD Publishing, Paris, https://dx.doi.org/10.1787/eba5b91d-en. 

OECD (2021h), Report on the Implementation of the OECD Gender Recommendations, OECD 2021. 

OECD (2021j), Gender and the Environment: Building Evidence and Policies to Achieve the SDGs, OECD 2021.

OECD (2020), Gender, Institutions and Development Database (GID-DB) 2019, https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

OECD (2019a), Women at Work in G20 countries: Progress and policy action,  
https://www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf.

OECD (2019b), Levelling the Playing Field: Dissecting the Gender Gaps in the Funding of Startups,https://www.oecd-ilibrary.org/
docserver/7ddddd07-en.pdf?expires=1586033504&id=id&accname=guest&checksum=D1FA934F7A81F49215D56A406D853530.

OECD (2018a), Where are all the women in tech. OECD Observer.  
https://oecdobserver.org/news/fullstory.php/aid/6108/Where_are_all_the_women_in_tech_.html

OECD (2018b), Empowering Women in the Digital Age: Where do we stand?  
https://www.oecd.org/social/empowering-women-in-the-digital-age-brochure.pdf.

OECD (2018c), Bridging the Digital Gender Divide, http://www.oecd.org/internet/bridging-the-digital-gender-divide.pdf.

OECD (2018d), Inclusive Entrepreneurship Policies: Country Assessment Notes, France, 2018.

OECD (2017a), Gender Budgeting in OECD countries, https://www.oecd.org/gender/Gender-Budgeting-in-OECD-countries.pdf.

OECD (2017b), The Pursuit of Gender Equality an Uphill Battle, OECD, Paris.

OECD (2016a), Skills for a Digital World. 2016 Ministerial Meeting on the Digital Economy. Paris, Organization for Economic Co-operation and 
Development. 

OECD (2016b), Policy Brief on Women’s Entrepreneurship, https://www.oecd.org/cfe/smes/Policy-Brief-on-Women-s-Entrepreneurship.pdf.

OECD (2016c), Working Paper: Does Gender Discrimination in Social Institutions Matter for Long-Term Growth? https://www.oecd-ilibrary.org/
development/does-gender-discrimination-in-socialinstitutions-matter-for-long-term-growth_5jm2hz8dgls6-en.

OECD (2016d), OECD Employment Database, OECD, Paris, http://www.oecd.org/employment/emp/onlineoecdemploymentdatabase.htm.

OECD (2016g), OECD Report to G7 Leaders on Women and Entrepreneurship, a summary of recent data and policy developments in G7 
countries, OECD, Paris.

OECD (2015a), OECD Recommendation of the Council on Gender Equality in Public Life, OECD, Paris.

OECD (2015b), OECD Toolkit for Mainstreaming and Implementing Gender Equality on Gender Equality in Public Life, Implementing the 2015 
OECD Recommendation on Gender Equality in Public Life, OECD, Paris.

OECD (2012a), Closing the Gender Gap: Act Now, OECD Publishing, Paris, http://dx.doi.org/10.1787/9789264179370-en.

OECD, ILO, IMF and World Bank (2014), “Achieving stronger growth by promoting a moregender balanced economy”, August 15, http://www.
oecd.org/g20/topics/employment-and-socialpolicy/61. 

OECD/European Commission (2017), “Policy Brief on Women’s Entrepreneurship” OECD Employment Policy Papers, OECD Publishing, Paris.
OECD, https://www.oecd.org/gender/governance/toolkit/toolkit-for-mainstreaming-and-implementing-gender-equality.pdf

Patel V, Kleinman A (2003), Poverty and common mental disorders in developing countries. Bulletin of the World Health Organization, 81:609-615.

Patel V et al. (1999), Women, poverty and common mental disorders in four restructuring societies. Social Science and Medicine, 49, 1461-
1471.

Plasman, J., Gottfried, M., Williams, D. (2020), Parents’ Occupations and Students’ Success in STEM Fields: A Systematic Review and 
Narrative Synthesis. Adolescent Research Review (2020).

Psychology Today (2021), Women Carry Most of the Mental Load of Running a Household, 2021.

Räty, R. and A. Kanyama (2010), Energy consumption by gender in some European countries, Energy Policy, Vol. 38(1):646-649,  
https://doi.org/10.1016/j.enpol.2009.08.010.

74. Women’s Forum 2022 Barometer



ReportLinker Consulting (2021), Global Microfinance Industry,  
https://www.reportlinker.com/p05799111/Global-Microfinance-Industry.html?utm_source=GNW (accessed on 22 September 2021).

Ridker PM et al (2005). A randomized trial of low-dose aspirin in the primary prevention of cardiovascular disease in women. N Engl J Med. 
2005; 352:1293–304. https://doi.org/10.1056/NEJMoa050613.

Samsung Electronics (2019) Sustainability Report 2019: A Fifty Year Journey towards a Sustainable Future. Samsung Electronics: Seoul.

Sastry, N. (2009), Tracing the Effects of Hurricane Katrina on the Population of New Orleans, Sociological Methods & Research, Vol. 38/1, http://
dx.doi.org/10.1177/0049124109339370.

Starther and KPMG (2018), Baromètre Starther KPMG #2 – les levées de fonds des start-up tech dirigées par des femmes, Starther and 
KPMG, https://assets.kpmg/content/dam/kpmg/fr/pdf/2018/03/fr-etude-barometre-start-her.pdf.

The Guardian (2015), The medical research gender gap: how excluding women from clinical trials is hurting our health, https://www.theguardian.
com/lifeandstyle/2015/apr/30/fda-clinical-trials-gender-gap-epa-nih-institute-of-medicine-cardiovascular-disease.

UNESCO, 2017, Cracking the code, STEM Education for Girls, UNESCO, Paris.

UN (2020), Staggering rise in climate emergencies in last 20 years, new disaster research shows, UN News,  
https://news.un.org/en/story/2020/10/1075142.

UNISDR (2015), The Human Cost of Weather-Related Disasters 1995-2015.

United Nation (2016), Integrating a gender perspective into statistics. New York: United Nations; 2016,  
https://unstats.un.org/unsd/demographic-social/Standards-and Methods/files/Handbooks/gender/Integrating-a-Gender-Perspective-into-
Statistics-E.pdf, accessed 11 March 2021).

University of Copenhagen (2021), Companies recruit more female board members through family ties,  
https://news.ku.dk/all_news/2021/10/companies-recruit-more-female-board-members-through-family-ties/. 

UN Stats (2020), SDG Indicators, https://unstats.un.org/sdgs/indicators/database.

UN Women (2020), Gender Equality: Women’s Rights in Review 25 Years After Beijing,  
https://www.unwomen.org/-/media/headquarters/attachments/sections/library/publications/2020/gender-equality-womens-rights-in-review-en.
pdf?la=en&vs=934.

Vorvoreanu, M., Zhang, L., Huang, Y.-H., Hilder¬brand, C., Steine-Hanson, Z., and Burnett, M. (2019). From gender biases to gender-
inclusive design: An empirical investigation. Paper presented at the Proceedings of the 2019 CHI Conference on Human Factors in Computing 
Systems.

WHO (2021), integrating gender data in health information systems: challenges, opportunities and good practices,  
https://apps.who.int/iris/bitstream/handle/10665/342570/WHO-EURO-2021-2318-42073-57916-eng.pdf?sequence=1&isAllowed=y.

WHO (2020), Gender and women’s mental health,  
https://www.who.int/teams/mental-health-and-substance-use/gender-and-women-s-mental-health

WHO (2019), Monitoring health for the SDGs, https://apps.who.int/gho/data/node.sdg.tp-1?lang=en.

WHO (2018), Climate Change and Health, WHO, https://www.who.int/news-room/fact-sheets/detail/climate-change-and-
health#:~:text=Nevertheless%2C%20a%20WHO%20assessment%2C%20taking,to%20heat%20exposure%20in%20elderly.

WHO (2017), National health inequality monitoring: a step-by-step manual. Geneva: WHO; 2017  
(https://www.who.int/gender-equity-rights/knowledge/national-health-inequality-monitoring/en/, accessed 18 October 2020).

WHO (2015), Women’s health and well-being in Europe: beyond the mortality advantage,  
https://apps.who.int/iris/bitstream/handle/10665/332324/9789289051910-eng.pdf

WHO (2013), Mental health action plan 2013 – 2020, WHO, 2013.

WHO (2005), Gender and Mental Health Research, WHO, 2005.

WHO (2000), Mental Health Determinants and Populations Department of Mental Health and Substance Dependence, WHO, 2000.

Women’s Forum (2021), Women’s Forum 2021 Barometer Focused on Business, Climate change, Health and Tech,  
https://www.womens-forum.com/wp-content/uploads/2021/06/Barometer-WF_220621_DEF.pdf.

Yakerson, A (2019), International Journal for Equity in Health, Women in clinical trials: a review of policy development and health equity in the 
Canadian context, https://equityhealthj.biomedcentral.com/articles/10.1186/s12939-019-0954-x.

Zenebe, Y., Akele, B., W/Selassie, M. et al. (2021), Prevalence and determinants of depression among old age: a 
systematic review and meta-analysis. Ann Gen Psychiatry 2, 55 (2021). https://doi.org/10.1186/s12991-021-00375-x.
pdf?expires=1647971667&id=id&accname=guest&checksum=0D42141A12A349BABD92D17984E222B7.

75. Women’s Forum 2022 Barometer



WWW.WOMENS-FORUM.COM


