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Date and Venue

2023.9.21.(Thur.), 9:30~18:00
Grand ballom, 2F, 63 Convention Center, Yeouido, Seoul
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Ministry of Gender Equality and Family

Hosted by

Ml=d
o8ISR
Ministry of Gender Equality and Family

|

0

QuafRl, O{H7IER KRE Al SE HH

On-site Event, Live streaming
of the mogef’s Youtube channel
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Official Languages

Korean, English (Simultaneous interpretation service offered,
concurrent interpretation of sign language and text)

https://kgef.kr

https://kgef.kr/eng

Tel. +82-2-6959-1411
E-mail. 2023kgef@gmail.com

Tel. +82-2-6959-1411
E-mail. 2023kgef@gmail.com
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Gender Equality in the Workplace:
Building a Society that Works Together
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ASML - An Attractive Workplace for All
Richard Lammers Vice President of ASML Korea

Enhancing Women’s Career Equality: Integrating Inclusion,
10:30~14:50 20"  Presentation 2 Bias & Work Life Strategies toward More Flexible Organizations
Ellen Ernst Kossek Basil S. Turner Distinguished Professor of Management,

09:30~10:30 Opening Session
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Eradicating Concerns Through Social Support
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Gareth Weir Deputy Head of Mission, British Embassy Seoul
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fay | Government Offices of Sweden Embassy of Sweden in Seoul

M : World Bank

[ww| Government Offices of Sweden Embassy of Sweden in Seoul
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Daniel Wolvén Gender equality, work and childcare in Sweden PRESENTATION 1

Korea Gender Equality Forum

Gender equality, work and childcare in
Sweden

| Government Offices of Sweden Embassy of Sweden in Seoul

Female labour force participation, %

Source: World Bank

| Government Offices of Sweden Embassy of Sweden in Seoul
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Daniel Wolvén Gender equality, work and childcare in Sweden PRESENTATION 1

Fertility rates, births per woman

Source: OECD

(1] Government Offices of Sweden Embassy of Sweden in Seoul

Korea Gender Equality Forum

Gender equality, work and childcare in
Sweden

(1] Government Offices of Sweden Embassy of Sweden in Seoul 4
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Anne Kari Hansen OVIND The Norwegian experience: Making gender equality work PRESENTATION 2

The Norwegian experience:
Making gender equality work

Anne Kari Hansen Ovind
Norway’s Ambassador to the Republic of Korea

The financial aspect

* Gender equality is not only a fundamental
human right

* Women'’s financial and political
participation is fundamental to economic
growth and peaceful societies

* Facing the challenges ahead with the full
and equal participation of women and

men - all hands on deck! — -'
bsilmamske/l:;;;;lcy Y-

2023 KGEF : 2023 Korea Gender equality Forum 25
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I Statistics we are proud of 5,(‘ /

* Ranked number 2 in terms of gender equality [
in the world

+19708 0|2 O] D EE 25% 57}

* Increased employment rate among women by
25 % since 1970

e 1Cw~ o M Xl O
15~64M] = 2| 0] 013 2] 75%7F X & 0f * 75 % of Norwegian women aged 15-64 are
employed

o LHd Ol ZAK| ZFA = A ;
= &8 AX da A * The wage gap between men and women is
narrowing

f#=Norway

© @yvind Heen - fjords.com 5 ' \ ; © @yvind Heen - fjords.com
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I The Norwegian
framework
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* Free and equal education

w290]o] M= I The Norwegian

framework

¢ Free and less gender-divided education

R

oin

* Free and equal education

- ASWFE U2 0 ge HE

* Increase in women with higher education,
-1980'H 10% 0| THOf| A 2022 42% = S 7t

from less than 10 % in 1980 to 42 % in

2022

« ASuF O|FXs HEELH O H0| S

* More women than men with higher
education

=5
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I The Norwegian
framework

* Free and equal education

* Free health and welfare

« Al ol H3} benefits

» Changing the norms of
society

r2gole] HE « 54979 72 F0152%. 0| 3291 The Norwegian * Paid parental leave for 49 weeks, with one
= - (T 15F)2 Ottt AHE 7t framework third (in total 15 weeks) earmarked to

fathers only

1A
=
O

« 20203 0j| 93%2| Otttk 7} S0tZ

 BALHE P2 * Free and equal education * 93 % of fathers in 2020 took parental leave
- 2R Q000 YUBE 2t K2 H
« 28 HA.BX| 54 el gx=t « Free health and welfare + Statutory right to paid leave to breastfeed
benefits and take care of sick children
- REX 2RAIZ

o
i,
: * Flexible working hours
& + Changing the norms of
- gel ;Eu'___H|'g'9| HEAld =y £/, society
0| F| &t O}=2| 90% O] A+0| O 2I0| & X} & /) * Increased access to affordable childcare:
/ * Over 90 % of Norwegian pre-school

children are in kindergartens

30 2023 CHEHRI= AMTE ZE 2023 KGEF : 2023 Korea Gender equality Forum 31
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Anne Kari Hansen OVIND The Norwegian experience: Making gender equality work PRESENTATION 2

I The Norwegian
framework

* Free and equal education

* Free health and welfare
benefits

* Changing the norms of
society

I The Norwegian
framework

* Free and equal education

* Free health and welfare
benefits

* Changing the norms of
society

Active work in order to shift social values
and cultural norms towards gender
equality

Bolstered efforts to prevent sexual
harassment in employment
and occupation

Efforts for a less gender-segregated
working life

At least 40 % of all board members in
Norwegian companies must be female

Role models

2023 KGEF : 2023 Korea Gender equality Forum 33
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Anne Kari Hansen OVIND The Norwegian experience: Making gender equality work PRESENTATION 2

The challenges
ahead

» Still systematic differences

* Women in Norway still take a
disproportionate share of
unpaid care work

* The proportion of women in
leading positions in private
businesses is still low

* We have come a long way,
but we are not finished

f

© Jordan'Rowland

Tusen takk!
Z O™ TN

Credit: Bjgrn Jg
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Empowering Women, Sustaining Families:
Canada’s Holistic Approach
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Tamara Mawhinney
Ambassador of Canada to the Republic of Korea
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Making Australia

‘The Most Gender Equal Country in the World’

YA M

ot SFOARE SAHE SERM

Alexandra Siddall
Minister & Deputy Head of Mission, Australian Embassy
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Australian Embassy
Republic of Korea
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Alexandra Siddall Making Australia ‘The Most Gender Equal Country in the World” PRESENTATION 4

CAMP DAVID PRINCIPLES, AUGUST 18 2023

“Our countries are only as strong as our societies.

We reaffirm our commitment to promoting the full and meaningful
participation of women in our societies and to human rights and dignity for all.”

SENATOR THE
HONOURABLE
KATY
GALLAGHER

Minister for Financer,
Minister for Women,
Minister for the Public Service

2023 KGEF : 2023 Korea Gender equality Forum 43
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Alexandra Siddall Making Australia ‘The Most Gender Equal Country in the World” PRESENTATION 4

Overview

The Government is committed to the equality of all Australians, and ensuring no
Australian is left behind simply because of their gender. The case for gender equality is
clear - it is good for individuals, for society and the economy. The 2022-23 October Budget
includes significant commitments and investments to support structural changes to
systematically advance gender equality and further strengthen the Australian economy.

It deli more affordable child care, expands Paid Parental Leave, amends workplace
relations laws to help narrow the gender pay gap and increases funding to end violence
against women.

The 2022-23 October Women's Budget S it (the ) reflects the Go it's
commitments to delivering proactive, long-term change to advance gender equality.
It outlines a range of initiatives aimed at ‘moving the dial’ through an overarching

WO M E N ’ S commitment to advance gender equality, under which there is a focus on 3 key themes:

BUDGET - s cmomic ity

+ ending violence against women
STATE M E N T + gender equality, health and wellbeing.

2 0 2 3 These themes are interconnected and should not be considered in isolation. Financial
insecurity, for example, can impact a woman’s decision or options to leave a violent
relationship. Violence can have devastating health impacts and diminish a woman's
capacity to participate in the workforce and progress in her career. Certain women's health
issues - such as endometriosis and menopause - can affect workforce participation. Time
out of the warkforce and the gender pay gap can have a cumulative impact on women's
lifetime earnings, with considerable implications for older women, including for retirement
incomes. Gender inequality is also compounded by intersecting forms of discrimination
and disadvantage, including racism, homophobia, ableism and ageism.

AUSTRALIA’S NATIONAL STRATEGY FOR ACHIEVING
GENDER EQUALITY

“The Australian Government is committed to delivering a National Strategy
0 Achieve Gender Equality (the Strategy) in late 2023 to guide whole-of-
ommunity action to make Australia to make Australia one of the most
ender equal societies in the world.

—~

o

ANENNRNNRRRRNRRNRY]
®]

* Vision: create a society where all people can live their lives with respect,
dignity, safety, opportunity, and choice.

* Areas of focus: women'’s economic equality and independence,

' leadership, representation, rights, balancing family and care
responsibilities, health and wellbeing, workforce participation, pay and
superannuation, the care economy and decreasing gender-based violence.

» Scope: consultation with stakeholders to ensure all voices across Australia
are reflected.
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British Embassy
Seoul
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7H {2 9|0{(Gareth Weir)
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British Embassy
Seoul

Closing the gender gap:
UK experience and ambitions

Presented by: Deputy Head of Mission, British Embassy Seoul, Gareth Weir

Britih Embassy
Seoul

48 2023 CHstEl= YHWsS ZH

Britih Embassy
Seoul

The 2010 Equality Act

“!’ T‘:‘I :. \
Equality ni/

Act 2010

Gender
Reassignment

Yytragqgo

Religion Sex Sexual Pregnancy & Marriage & Civil

Disability

or Belief (Gender) Orientation Maternity Partnership
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sigemsy  IMpact of the Act (Equal Access)

Brimbassy rcl_":)l % I=|I=|-I 9| -_é--J_'I'l-(.ITC'I.'E)| % -g- 7 | §| ) Seoul

Seoul
g

4+ ¥ T
H:-ALTHCARF
s B 0

(-}
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H:-ALTHCARF
o ' n 0

L)

=
=
=
=
=

el T
st 24N e Embosy Impact of the Act (Equal Pay)

has fallen by approximately a quarter among full time employees and all
employees

| 24 - Xl 108 2F MW 22X U
= HA 2 26% AL

Gender pay gap for median gross hourly earnings (excluding overtime), UK, April 1997 to 2022

247H1097~2022, H2)

Al Full-time Part-time

AZEH| 22

&3: "g20] A 212 24&HGender pay gap in the UK): 2022, ™ office for National Statistics Publication: Gender pay gap in the UK: 2022 M office for National Statistics
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o ey WEH A2 ZALE sishemoassy  EQUAlity Act and UK Birth-rates

Seoul Seoul
CH 4:20204 0|5 52 BF MYUMZE YsH= 20|
T UEEKOl 22 HEY2 Xj2|ES

2012~20214, 0§ 4~68

2O 05 MY

Figure 4: Since 2020 the most common working arrangement has
shifted to both parents working full-time

April to June, 2012 to 2021, UK

PR BT AN — HUM|, EL AZEH

- ) Both full-time Both part-time e Male full-time, partner part-time
— 0]A KUK, THEL AJ7HE|
Female full-time, partner part-time
60 " 60
R ———
40.0 0.0
300 300

20134 4~68 201601 468 201791 4-68  2019¢14-68 20214 4-6% Apiaume 2003 Aprikjune 2015 Aprihme 2017 Aprijune 2013 April-june 2021
_— —_
R MEE®EIG o|22|E)) XS QI3 Y=o Mt ‘
2 O OO\ - o = Tl O —l = >y
Brifish Embassy srush embassy U K Strategies for Promoting Gender Equity
Seoul Seoul
= H H ?
01*1 £y _Tl_ki Xt 7 I He ol st 2EHg £9 A|7|-Ci4- 7|2t Who will get how much free childcare and when?
o T o o H= Tl 202344 2 GAIOHY| MHE KE A|Z] MIEASH | Taskforce [eJa R\ [oT0al= 10 X=1s) Details of government plans announced in Spring Budget 2023
AJIA o ;
EII_EE_ A7l oy 712k H Ig h GrOWth Enterprlse When introduced? How old? How much?
.‘ r' M‘T’—_‘! % 311\, 44| E 30“&. 38 : r' Already in place 3 and 4 year olds 30 hours, 38 weeks
20244 48 2M F 15A17H 38F April 2024 2 year olds 15 hours, 38 weeks
20244 99l 9~2471% F 16A1ZE 38F September 2024 91024 months 15 hours, 38 weeks
202564 9% OIhE~4M| = 30A|7H, 38F September 2025 9 months to 4 years 30 hours, 38 weeks
NHQY: BR7 FH 16417} 04 oK BHAASO0[ 102 IF2E(SF 19 65008 #) 0|3}, YSUETHA|Y Parents are eligible if they work +16 hours 3 week and neither earns more than £100k, England only
gﬁ‘dﬂ

Anne Boden @ Starling Bank Anne Boden @ Starling Bank

Founder Starling Bank : Founder Starling Bank v

London E"\g\a‘\?‘ United Kingdom e iicemsan Buterity London, En“;gln\?i United Kingdom G

81K followers - 500+ connections F Company Website & BiEsclovars. 5007 connactians & Company Website &
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British Embassy 7E %

Seoul

Equality Act 2010

2010 BSH
The Equality Act 2010

vl

Seoul

“We are investing in
retumers so we can
plug the STEM gap,
increase workplace
equality, and boost our
economy. That's good
business sense.”

Bmmbassy UK Strategies for Promoting Gender Equity

WOMEN'’S
HEALTH

Let’s take action
/ﬁ -

AMBASSADOR o'
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British Embassy
Seoul

Conclusion

Equality Act 2010

The Equality Act
2010

The Equality Act 2010

vl
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The Former Minister of Gender Equality and Family
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ASML

Diversity & Inclusion @ASML
2023 Korea Gender Equality Forum

Richard Lammers
VP, Head of Customer Support Korea & Japan

September 12, 2023

UHE A4 210] £87|0f ZOJE o|u, BB ASMLY| F8
AFro 2 M, HH £ 20| A XX SHs HIF0] 30%0]
ST

1z 5 8

ArF Dry 4%

KrF 1%

20223 YWAIAH

U4 1549355t -
9= | e
ASML

ASMLIZ|0} — 3+ HFEX| A|&to| 84| T2 |
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SK

X HIS(ESE])
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ASML Korea, a Key Supplier to Korean Semiconductor Market

With flourishing semiconductor industry, S. Korea is an
important market to ASML with approx. 30% of the sn M s u N G
worldwide revenue contribution.
There are over 1350 installed base systems including EUV '»’
systems and have 3x warehouses to ensure fast parts SK h n i X
delivery. y
21,173
Technology End-Use Region gross (ship to location)

5743
ArF Dry 4%

KrF 11% Japan 4%

2022 Hine 1% Rest of Asia
Net system sales 2%
illi Metrology &
€15,430 million - i Y S—
USA 7%
ASML ‘September 12, 2023 ez pu!z
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16702 607 | 27 AR,
SR EWCE N T

69%

ol
g
=
ofgiME
LTS
O|E2|of
HEHE
B

e . e o
mn r
~7.750 R ~23.300 1
*ASMLE Zlgle| e ®2|0f Ao} HU2 T2 & gl CrYsh 4 WA E 8 o2 Lt DA} 25t g LCh
ASML

CHet

52
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ASML is growing fast, and so is the diversity of our workforce

Offices in 69% 19% 60% ~9.300 141 Education
1 6 countries g’fegera:u:-n Worldwide < 5 years New hires Different

- 35% Bachelor  44% Master
in >60 locations | Y/ Z population of service last 12 months | nationalities

women* 11% PhD 5% Practical degree

ASML3 2|0} - MZMICH =} E2°] 7|

ASMLIEZ|Ot= &2 =X YL HH 28 21008 &
80%7t 404 O|2t0|0f NA4X| 2 YF&E oL UFLICH

THEL 47|90, “UKI2| OF 7
T3 SFON MHSHE TS 7|2
Jlgo = NEE LI,

235

Ministry of
Employment and Labor

)
4

ASML

20CH - 434 2 0J2t: 38x
30CH - 36% 2-5': 17%
40Ch = 16% 5-1044 : 26%
5% 10-15 : 9%

10%

p B ‘n'.

2023 ASML RUN SEOUL

4‘ ™
Belgium
France Hong Kong
Germany Japan LY >
Ireland Malaysia
Israel Singapore
Italy Scuth Korea
The Netherlands Taiwan
United Kingdom China
United States Europe o Asia o
n rn n
~7.750 i} ~23.300 i} ~8.900 7}
*ASML's workforce aligns to gender identities beyond ‘male’ & ‘female’. We are on a joumey to more accurately and completely capture gender identity information across the organization.
ASML December 2022 Page 3
Confidential
ASML Korea - Our people

Age Group Service Year Diversity
ASML Korea is a young organization with 2,100 employees, 1

of which 80% are under 40 and in Customer Support organiz
ation.

ASML Korea is a certified ‘Family-Friendly Company’ and ‘Be 20 : 43% <2yrs : 8% Male : 84%
st Company for Jobs’ by the Korean government, the Ministry 2k kv i G i
of Gender Equality and Family and the Ministry of Employme 75 5% 10-15yrs : 9%

nt and Labor. In addition, we were selected as an excellent ¢
ompany in various corporate evaluations conducted in Korea.

©

neLFe
Ministry of
Employment and Labor

" 2023 ASML RUN SEOUL

b

ASML Pus

Confidential
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ASML
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Li of 42| Xt H|E 50%

ﬁ el g

a

Rebecca (:lmn;*

Richard Lammers

Do-Heon (David) Kim

@ﬁ

Seung-Mo Kim ﬁ Jae-Sung Choi

ﬁﬂn—ﬂan Hong

Richard Lammers ASML - An Attractive Workplace for All PRESENTATION 1

Zoom in the Gender Diversity in ASML Korea

% of Female

14

ASML Korea
15, 11.
ASML Korea CS ASML Korea
(81% of ASML Korea) People Manager

50% Female in Korea Management Team

ﬁ Woo-Kyung (Tony) Lee ﬁ
\ Sang-Hee Han *

a

Rebecca Cmng*

Richard Lammers

b

Do-Heon {David) Kim

9

Julee cha*

Seung:Mo Kim ﬁ Jae-Sung Choi

9 FRLIH0| 42 S|
: , H9E0 H3HoE oy
St Ct, + UEE S2fguch

64 2023 CHerEl= 2dd

omn
HEl
o

Overall, the number of female employees
continuously increasing from 2017(13%) ‘ﬁuu-nmkons
ASML
Confidential
Relying on the strength of our uniqueness is deeply rooted in ASML’s culture
& =1
Challenge Collaborate Care
Seeking out and Encouraging open Treating everyone with respect
considering alternative communication and inviting and constructively speaking up
perspectives to create stronger people to contribute. when we see behaviour that
solutions. conflicts with our values.
Inviting and considering all
perspectives and viewpoints
while keeping the bigger picture
in mind.
ASML Saptember 12, 2023 Page §
Confidential
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ASMLe| C}Hd/Z8d U ASML’s diversity and inclusion statement

ASML2 A8l =2
ojoj met 2E FGHO| 7HX|

At ASML, we recognize that success is driven by our unique and diverse teams.
We are building a safe and inclusive environment for our colleagues and wider community where
everyone feels valued, respected and can fully contribute.

OHF 3}

—

ASML ASML .
Confidential
ASMLS| THA|E CtA /= 8/ FEF ASML’s D&l strategy is multi-phased
| ~2020 2021 2022 - 2025 ‘;“ ~2020 2021 2022 - 2025
S
¥ ¥ : Jang
A% P = capacity oul!
HE S8 Emerging Foundational Programmatic Strategically integrated
ASMLS| AtSkAl A EHEAS ASMLS| AtgkAl A EHEAI O AAHEEO EHES 5120 DS A|AH A TR0 ASML's rich history of bottom-up ASML’s bottom-up movement D&l is managed as a strategic All systems, policies and
HiElo 2 =& Mt 4 I8E X232 58| A Zxlo Mol Ztsl8l7| CIAyI A ®2f2 didy initiatives result in various and inclusive culture is endorsed objective with clear goal setting to practices reflect and reinforce the
Z2ME BHEA|7| = ChSt slSHAl AQSlE S B3} Qg Yzsl 2HE M Oy EAD 0] &2 EChoj| employee networks that drive by top-down activities and address systematic barriers and D&l strategy. Underrepresented
xlgl |_-|E e ﬁ@,‘_ = - ;z':, Efx" o ao?glig_g M x|2l ',‘5“1 = inclusion across ASML. Inclusion diversity & inclusion is made a strengthen leadership groups are actively supported.
g - Crerd/Z 84| LYXjsts i L kR R has always been a key driver for global priority with a clear commitment and accountability Leaders are role models for
ZEM2 ASMLO| HAFE 2MIbK 2 Aot el 0|2 gt S8t Az = ZF RE|2|G 7 ZEAQ ASML and is deeply rooted in strategy and action plan. within the organization, and these inclusion and ASML is a well-
S HO| R} 7|9 2Blo| Hats| EE Mat gl Teto| 28 FEE 0lA= 200 ofg 2830 ASMLU’s culture. goals impact society. regarded community partner.
Effz =g = A 2| 0ff (2} FIE A7l ASMLE QI Bt X|HALS| Employee networks are formally
22 HEYAL st OtE {2 Xt2|0j 2 part of D&l to scale initiatives
O|L|ME|E 2tF & 9[ot throughout ASML.
SYE CYY/EEY
242 8
| OIS, CHOFA g B RAJE| 1 oy ll— ZE 2|g U MA - - HR / D&I team - > —Bus. leaders & whole org.—
g_:‘xi Maturity
ASML ASML Saptember 12, 2023 Page 8
Confidential
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ASML

This coordinated and dedicated approach is paying off, with results on female
inflow & representation and inclusion. On track to reach 2025 targets
Baseline 2021 2022 2023 2024 Target
9 o Q o] o o
Inflnw\
% women of total new hires 21 % 24% e -0/0 26%
% hired oted into
senior management positons 12% 29% % >20%
I"\I"\ r\
*dpl‘dsult;tlon
% women in senior management 8% 1 0% . .0/0 1 2%
positions
G
,gl__' *}
clusion
Relative benchmark target. 83% 85% % %
Aim is to be in a 3% range versus Top
25% performing companies. Top 25%
averaged at 79% in 2022.
ASML February 1,2022 le
Societal shifts underscore the importance of standing for diversity
and inclusion...
Impact of COVID -19 Risk of amplifying non-inclusive dynamics or reinforcing exclusive
behavior. Women leaving the workforce. Great resignation.
Destigmatizing Mental health More focus is required and expected on mental, physical and social
well-being.
Remote working, work — life balance Hybrid and remote work does not guarantee all employees will experience
the benefits of this equally.
Differentiation & polarization Growing stakeholder pressure to disclose diversity numbers to ensure
(Ethnicity and LGBTQI+) that we seelrepresent all employees and have systems that are fair.
Competition for talent Employees have choices of where to work and they are selecting
employers who share their values. For millennials and Gen Z social issues
and flexibility are top of mind.
ASML February 1, 2022 Page 10
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ASML responds impactfully to these societal shifts
D&l as part of ASML's ESG sustainability strategy, supporting our people strategy

ASML  sectemser 12,2023

AFS|tHS0f| 'Lk Ml AHH M
LYY/ 8E SH2IESG g Hge =

6. X|GALS| wHoj| 7|ofdt= HEL 3. 257} Ydh7| E2 3N
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+ 55, 238t 7HK|
ASML
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ASML responds impactfully to these societal shifts
D&l as part of ASML's ESG sustainability strategy, supporting our people strategy
6. Valued partner in our communities 3. Attractive workplace for all
+ Education & development + Safety & well-being
+ Regional communities + Diversity and Inclusion
+ Personal & leadership development
+ Aftraction & retention
+ Purpose, culture & values
ASMI. Saptember 12, 2023 Page 12
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- Donation for local orphanage

- 20223 2 AHEO| OO 4 BHR 7| £

- 20214 OtQI E S il Sk QI8 mof 28

STEM 1§

-20234S E Ot C{M & 7|
- 2016 A 5 Ef ASML Tech Talk =l

- 201642 F ASML 1t3} 4T 2

72 2023 CHSHl= WS FE

fe) =]
En_l"i: 7|-r

o
:l.‘

A Great Place to Work

Employee-based organization to make our workplace even better. Representing each
organization within ASML Korea, GPtW members create fun events, engaging programs and
activities throughout the year. ASML Korea Music Festival is an outdoor music festival where
friends and families gather enjoy good food and entertainment.

ASML

5 winners to participate in ASML marathon in Eindhoven in ~ ASML Korea Music Festival
Oct.

ASML

ASML Korea e-sports league

Confidential

Inclusion in ASML means much bigger

Social
» Valued partner in our communities

Inclusive Communities

- Donation for local orphanage
- 40M KRW donation to Fruit of Cherish Hwa-Sung city 2022
- 20M KRW dotation for Korean School in Eindhoven 2021

STEM Education

- Lithography Class for Universities since 2023
- ASML Tech talk since 2016

- ASML Science Camp since 2016
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Oj=F PICjOfLIF A ECHIGE I L5 & 251,
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Enhancing Women’s
Career Equality: Integrating
Inclusion, Bias &
Work-Life Strategles toward
More Flexible Organizations

I

N k—

Dr. Ellen Ernst Kossek, Basil S. Turner Distinguished Professor of

Management, Purdue University, Mitchell E. Daniels School of Business,

* Org. Intervention Experiments

West Lafayette, Indiana, USA PURDUE
UNIVERSITY
9/16/2023 KGEF presentation Sept. 21, 2023 Ellen Ernst Kossek© Miel . Donil, . 1
Overview
*  Why Gender, Bias, Work-life and Career

Equality
o Personal story; Global Stats
o Opting out or Pushed out: Integrating Perspectives/

Interventions- gender inclusion — links to work-life inclusion

* Gendered Flexibility and Work-Life
Boundaries Impacts

e

PURDUE

UNIVERSITY

Mitchell E. Daniels, Ir.
School of Business
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Nalle

UNIVERSITY

UNIVERSITY

o
Personal Story:
Early-Career

Journey
PURDUE

UNIVERSITY

PURDUE

UNIVERSITY

Mitchell E. Daniels, Jr. 22 Ul i e P s Mitchell E. Daniels, Jr. Ellen Ernst Kossek
Scheol of Business T School of Business flexibility

A I F=H[: SAH MU A& Theme 1: Widespread Statistics- StaIIed

[ — | d X
SES 20 BH FA| Gender Equality Progress
o UMD} H|2EHHIZS TR 0340 AR 0|Rl HES O =1 A% BES ¢ Ue T *  Women with similar backgrounds to men more likely to turnover, less likely
(S AS(STEM)REIAT|, HIHQ & 2 2014). to advance (STEM) (Lubinski, Benbow, & Kell, 2014).
o O AD SO HAE EFSIC ST A2 X W4ZEI0| 402 220| Fo0{, E5| stuEt * Less Likely to be awarded a named professorship , esp. when endowed chair

20| Uif A8EE 4% O=2 13 480| =211 internally awarded (even after controlling for research performance etc.)

(EyH]c, D0|=- G|X|of, 271, 2l 2015)
A2 2H2 |2 HTMAUIM 0142 HEME2 X5 FS(HY & YAE LLP, 2014)

MY ol AXE A OIA AR EX7L HQSH 02 TTHIIIA| QUXIE 200 S
71 SEE(ES, £ & 2, 2015). PURDUE

UNIVERSITY

Hu

Mitchell E. Daniels, Jr.
Ellen Ernst Kossek School of Business
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(Trevino, Gomez- Mejia, Balkin, Mixon, 2015)

Vastly under-rep. in Silicon Valley/high tech (Fenwick & West LLP, 2014).
Pay gap greatest in most prestigious fields requiring most human capital

investment (Joshi, Son & Roh, 2015). 4
PURDUE

UNIVERSITY

E
Ellen Ernst Kossek School of Business
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a 60%
- :. 40%

2E I7IM O E2 MA & A S Thst
=0f 2|E 2| x| CHE-HO| °0
SSMAZHZY, 2015). FORTUNE 500 CEOS
TA C171e] Hueto| (HUNT 7| o
E DY 5%, OJAFEI2] 19% 7HTLO0| o
OMYCFHEZAE, 2015)

0|z 95| J5HA0IN g2 1/5 A4S
RO YR IME, 2015)
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PURDUE
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Women’s Leadership Gaps vousrs o ogsee
£ ™
¢ Underrepresented in leadership and o a0%

major institutions from business to -

politics in every country (World FEY¥¥]
Economic Forum, 2015). FORTUNE 500 CEOQS

*  Women comprise half the population; o

yet less than 5% of CEOs and 19% of h A o
corporate board members (Catalyst, ; ‘
2015).

* Hold 1/5 seatsin U..S. Congress,
Senate and House (Center for the Am.

Women & Politics, 2015) e e #NIGHTLY RATE
* Yet over half population of university
students in many countries (e.g. U.S.) =
PURDUE

UNIVERSITY

Mitchell E. Daniels, Ir.
School of Business.

Theme 2 : Common yet
inconsistently tested
societal and management
assumptions abound about
work-life flexibility policies.

UNIVERSITY
Mitcheil E. Daniels, Jr.
School of Business

9/16/2023
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Work-life policies have not lived up to their promise to advance

Q1T &to] SOIAM ML M MAHe R 27} UM Ut Ho|gt= o
;;I-é" Elér -6-},{? ;ﬂ%( ) oﬂig;l Lé'?| 5 ; ey }%jﬂ E-I?z 2;)% Zol=t societies globally (UN Women, 2022).

. * Policies can breed backlash & perpetuate inequality (kossek & Lautsch, 2018; Perrigino

H O =} = o A5l SF A L =] o
« JME2 NS oIt 2HSS B4 g = Us HMEE L1 US etal., 2018).
(24 8 2t2%), 2018; B2)X= 5., 2018).

* Meta-analyses: policy availability is more strongly related to individual

* OEl 240 M2EH M| FEEE M MAISt7 [ 20= JHR1S| &t K-famil flict) th 0
715 H20| Q= HOZ LIEFITH wer =, 200, outcomes (e.g., work-family conflict) than actual use uen,ctat. 2013

o “HIELA A" ZIE 21} H|ZAIN Q01 25HS MRS [ ZA HAHS S=26)= » Reviews covering the “business case” suggest using informal flexibility
AHCH O R0t T2 JUE 7|UE = A= A2 ELfH( mumas 2213, 201, practices lead to higher org. performance than using formal policies (pe

- - _ I _ — _ Menezes & Kelliher, 2011).

o 53 A Al Hetol 0EA Altigt AUX|0 et Hetd0] F5otH,
T ZM A 45 (RS THE I 38 22 F8XYU 247} 00f tist HEst * Lack clarity on how implementation occurs for specific policies; whether
NEHLE MEE += U=AE =BT wn ougss 2o positive or negative outcomes are sufficient indicators for successful or

Plﬁm unsuccessful implementation ., paiels etal, 2021). P{gm

9/20/2023 Ellen Ernst Kossek© UNIVERGITY 9/16/2023 Ellen Ernst Kossek© UNIVERSITY

Mitchell E. Daniels, Jr.
School of Business

78 FH A0 I = Challenges Implementing Flexibility

Harvard Harvard
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Review Review
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Historical Roots & Development Phases & Challenges
OANY Ea JHr THH), TR , e e
a. Women’s Accommodation Phase ( Career Stigma)

MO| ML L+O
a. Olgel XS GAGHRI01 ) b. Boundaryless Work Phase ( Overwork)

b. BAZE AR A2 BA(EF IS c. Hybrid & Inflexible Flexibility Phase (worker —work
c. of0|E2E & ZEM RAM HA(Z2AA AT 7t0] EUX|) mismatch)

UNIVERSITY

Mitchell E. Danies, Jr.
‘School of Business

UNIVERSITY
Mitchell €. Daniels, .
School of Business

I/I'/o/ 7TE70 vs L0 W5/ 2 a5t/ HXAE QOIA 710/ Hlid True Flexibility VS. Sstigmatized, Cowboy & Inflexible Flexibility

o

Harimrd Harimrd
Review Review

UNIVERSIT Y

Mitchell E. Daniois, Ir.

itch, i, dr.
School of Businoss Schocl of Business
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Theme 3: Work-Life

M| R == St 2 of w0t B flexibility policies can be
G M BTN S22 defined as a means to have
ZA Ol Ciet CHet HEjol Ford s different forms of control
HAISH | Yot =72 & = US. over the work role

ot X[t 123t HAo| A} &HE

boundary; yet we have not
measured mixed
consequences of differential
availability & use.

H
&0 HALZ Qlal Lot Zutof

OO
st B7t= A=K S5

PURDUE PURDUE
UNIVERSITY UNIVERSITY
9/20/2023 S 9/16/2023 SRR
1 CHFeh Lot ool it FHd HH S Soll THEE FA 22| K (24 5271=, 2125, 209 Table 1: Types of Boundary Control Afforded through Different Work-Life Flexibility Policies (Kossek, Perrigino, Lautsch, 2023)
LD
=2 MERZ, AAZ R, "HEXHQUASRAH SHY M HojLt YHo2 st Ao =2 o] FA0 Work Location Homeworking, “Working outside the conventional workplace and The ability to control the
(n=35) HH YR, 7ty S4lo|Lt HFE 7|8t 7|52 Sl HRLUA O MS O 25 54 ad &4 (n=35) Telework, virtual communicating with it by way of telecommunications or spatial characteristics of
e, fHUZS FRIEH 22| & AME, 2002: 383) work, flexplace; computer-based technology” (Bailey & Kurland, 2002: 383) the work role boundary
4 remote
e 2= e AUSS B AL A ZF ML HES SoH YFUS EL & Xpilo| x| 2 ofgto| Workload Reduced-load work  Practices allowing employees to reduce their workload, by The ability to control the
(n=18) oon, A0 S E o= siX]| #HE|0] HEE RAE = BA o i A2 B (n=18) taking a pay cut, and reducing hours while actively remaining on size of the work role
AR M & S2|0f- L2t 2, 2020) 5i=) a career path. (Kossek & Ollier- Malaterre, 2020). boundary
QUSH AR AZIY  XNASS XHE Y 22 AZHE= STUSHAFAIZEHA MA KAL) *I?EE E2 G Scheduling Flextime and Employees have discretion to vary work arrival and departure  The ability to control the
22 oH A Qtoll 7“9.':—1?_' 0| o2 SE|I2 A2 XFEN Z2FE 4+ FA Hasd (n=28) worktime schedule  times to meet personal needs, often with a core work hour temporal work role
US(HH &.2013) control band or less structured work schedule control (Allen et al. boundary
2013).
Z RS | 240] FIEOIA 7401 FJAS0| PP 43S sl 74 SCHEX|(Ofl, FUHE)E Ao B2 A3 AA Work-Home Bring your own Policies enabling employee choice to control whether to use The ability to control the
A5 SUEZS ALESI0] AR A AR H&E X {28 AESI= Al 0|8 Ea|g U Permeability device (BYOD) to personal devices (e.g. cell phone) to access work enterprise permeability of the work
AEE = UTS HEHE F A 2ojstn, 2R Al S0 72l oY 5 (n=0) work policies systems to perform job tasks, as well as being able to access role boundary

ol8ot= HaBYoD) =2lS 85t A (2t & 7v2t0[H], 2016) personal email during the day (Lannan & Schreiber, 2016)

57t H7t S0LEE| EA S MDA BE RF 712 Mot HM(Z M-S0, Aol XD g AA0 mE T e Parental leave Policies providing partial paid leave to mothers after maternity ~ The ability to control the
(n=17) 2017) H&5d B2 58 (n=17) (Rossin-Slater, 2017). continuity of the work role
boundary
-'f-f’ﬂ 0|Ae] B3 “E2I0| Y2 9 eSS MRS 4 YT EJFT = AT Apale| =2 o AA o 2 Bundle Approach Combination of two  “A group of complementary, highly related and, in some cases, ~The ability to control
=g Bt QAN E= S5 QA YA (W 2|-20|2 e =8, 2 SYSHES U= (n=116) or more policy overlapping human resource policies that may help employees ~ multiple characteristics of
; = PURDUE ! : PURDUE
2999:1107) 54 UNIVERSITY examples manage nonworE”JIes" S,Perry- mith %&um, 2000: 1107) the work role boundary UNTVERSITY
Ellen Ernst Kossek© en Ernst Kosse

Mitchell €. Danials, Ir. Mitchell €. Danials, Ir.
‘Schoolof Business ‘Schoolof Busingss
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Changing Work Life Boundaries

Rising connectivity changing
social relationships
between work/ personal life
Intensifying daily life pace
Employees and
organizations negotiate &
control work and nonwork

So140) Tt SHHS BAE. What Flexibility relationships
QB - YR - 2 B2 ARUS 22|, S8, 2HS Is Not- Forced”  BOUNdary management
e AIA| 2} 742l Ate] ZAOIN LMBH= Homeworking % oy 1 VATIEC strategles

individuals prefer to
manage wok life boundaries
(separators, integrators,
cyclers) (Kossek, 2016;

ZHOfl CiS5t7| 2leh EHE25E= 71210]
MSsh= CHFSE Mg oln|shT A,
2016; M| &2}2X|, 2008, 2012).

Kossek &Lautsch, 2008,
2012).
; '
PURDUE PURDUE
UNIVERSITY UNIVERSITY
9/20/2023 @ Ellen Ernst Kossek. et 9/16/2023 @ Ellen Ernst Kossek. i b
ekassek@nurdue edu ekossek@nurdue edu

Theme 4 : Work-Life

A FH: L 40| R

El =
=RISH= M 1.9 Ak} Flexibility Policies are a rising
ototAlZ| 2 U S form of job inequality.

o, 40| AH= Yol A-
J2EHo B Mol FMA
ZHO|M 2™ ETHE

Examples: Double edged
sword for women;
occupational inequality in
access and work protections
as basic right

UNIVERSITY UNIVERSITY

9/20/2023 9/16/2023

Mitchell €. Daniels, .
School of Business

Mitchell €. Daniels, Ir.
School of Business
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’“.JEI Eltt Gender Dynamics
F o vz 0 L mestinea
+ Ut 71O BR0) T 2y + Interest in work-family balance
g  Geas a1 e WK R S st el
ol o ARSI oI5 0[2 Sehoal o Besness Social rofe theory
- 7159 8|22t 24 « Family demands
« Y0 e 2FAED HA + Gender stereotypes and bias
» Y R HEHINM 22 + Exclusion from networks
7H T E o EE & o0l A g2 3EE 2o Helpful Virtuality Dynamics Positive Career Outcomes
Rl
- 22 3hc| Qe 2 + Location flexibility fogWanien
. ggoﬁg o™ « HEX =04 MR 7|5, D8 S, + Virtual collaboration * Work: job access, turnover, pay &
o . 5t Esi, = Ha 2oy, 2|0 BEE * Reduced gender-stereotyping social rewards, career satisfaction
7}%! &%ﬁ?—l FAES + HIY2X ZH: 4nt 40| 29 24 Virtualitv cues + Non-work: work-life balance &
-4 . sNs B2 PR Subdimensions + Access to social networks well-being
=Y Dispersion
- ez * Working from home
+ A2} 42 H|9f g{o] « Working across temporal
AR It and spatial distance
/e o5t 9= Technology dependence
+ HRUAOIE 435t 7 o o + Communication leanness Harmful Virtuality Dynamics Negative Career Outcomes
- amociol g2 HY HRRE R EH 50 OO 22yt 2N H2io] = himaia : ; Tt Woren
- AR azy « U IRE 7H A2 Y it + Flexible connectivity Sl botnaaivpetieR Iy
« X AQ UM " . omE ED: F2|0] 2 A, + Work-related travel v + Work: less career advancement,
- GIE 28 M HE 25 A1 Y7} M= Kot S0 Y4 + 24/7 reachability lower performance ratings,
- SEEO| DHUYH SHH = - HIHSE Zok oDt o] DA A4 g e Sacialicues o cetntey ey
ALS|N TIA7t 2E5 ol Y| X5t negative stereotypes + Non-work: reduced work-life
o H44EQI H|ZA HEYT + Closed informal networks balance & well-being
9/20/2023 Ellen Ernst Kossek© 15 9/16/2023 Ellen Ernst Kossek© 15
w2ina |, g, N. S, EAE 3, £, & 52, K. (2022). EF0IA2) 7Ha HEA: 0149 #H2|of S| 0] Y29 HUZR. ZF HZEiS (ja). https://doi.org/10.5465/annals.2020.0384 Villamor, 1., Hill, N. 5., Ernst Kossek, E., & Foley, K. {2022). Virtuality at Work: A Doubled-Edged Sword for Women’s Career Equality?. Academy of Management Annals, (ja). https://doi.org/10.5465/annals.2020.0384

Theme 5: Interventions
Needed

CHd 0 =H|: 2o 4

—

UNIVERSITY UNIVERSITY

9/20/2023 9/16/2023

Mitchell €. Daniels, Ir. Mitchell €. Daniels, .
School of Business School of Business.
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Boundary Control Matters

Boundary control indicates the degree to which you feel in
control as you manage the boundaries between your work
life and personal life

o= EHS
2z o3,

(e.g. | control whether | am able to keep my work and
personal life separate.) [alpha=.85]
Adapted from Kossek, Lautsch & Eaton, 2006, JVB

27 2=
9/20/2023 PURDUE 9/16/2023
UNIVERSITY

UNIVERSITY

17 Mitchell E. Danieds, Jr.
©2011 Center for Creative Leadership. All rights reserved. School of Business.

17 ‘Mitchell €. Daniets.Jr.
©2011 Center for Creative Leadership. Al rights reserved. Schoolof Business
S o5t AEIQ
mm——
I I - — CEO ofMe FlexstVIes CEO ofMe
CREATING A LIFE
CREATING A LIFE THAT WORKS IN THE
THAT WORKS IN THE FLEXIBLE JOB AGE
FLEXIBLE JOB AGE
Fuirn Komses o Bernins Lamson
o {e] .
g";g‘l WorkLife
[ . ™
5 . SXXETM > o Indicator
S A & A
n, A /n A
terrupt’ terrupt
RD RD
_ UNIVERSITY UNIVERSITY
F4 FLPL H2f0/0) 55, JvB, 2012 Michon € owio . Kossek, Ruderman, Brady, Hannum, JVB, 2012 it v,
. @ Ellen Ernst Kossek. . P, @ Ellen Ernst Kossek. .
9/20/2023 ekossek@purdue.edu “ 9/16/2023 ekossek@purdue.edu -
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Work-Life
Boundary
Management
Behaviors

a2

PURDUE

UNIVERSITY

Mitchell E. Daniels, Ir.
School of Business

@ Integrators

Separators

Work Firsters

@ Family Firsters

@ Cyclers
0/010/0

@ Ellen Ernst Kossek

People managers are

the linchpins.

Organizations depend on people
managers to interpret and apply HR
policies and practices. FSSB (Family

Supportive Supervisor.Behaviors ..

Training_ Intervention

PURDUE

UNIVERSITY
Mitchell E. Danies, Jr.
‘School of Business

However, my research conducted with
Leslie Hammer repeatedly finds close to a 50

percent gap between managers’ views of how

well they support of work-life alignment efforts

and the employees’ perception of that support.
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Family & Work Life Supportive Supervisor
Behaviors- FSSB

Emotional Instrumental
Support Support

Role
Modeling

UNIVERSITY

© Work Life Help, 2015 Michel €. Durets. 1.

Family Supportive Supervisor Behaviors

Emotional Support for family
Increase face to face contact; ask how
employees are doing.
Communicate genuine concern about
work/life challenges.

Instrumental Support with

scheduling conflicts

Encourage employees to share schedule needs
and constraints with supervisors and to learn
new skills/jobs to increase their ability to fill
different positions.

i

PURDUE

UNIVERSITY
© Work Life Help, 2015 Hicheite. Duniel, .
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Family & Work- Life Supportive Supervisor Behaviors

Work-Family Role Modeling
Show how you are taking care of your own
work/life challenges.

2t 7pgel et ZEd
Xj10| ZEE ATt 41| DI BRAS 2K
tHSH 2R3

FOUEQI YAO S ATt pY Y
SRiE Ba)

U} 49| e it PHEE T2 730,
EEREL202, EAP)O CHeh MRl =X & [E.
S HH2 OE #MS 21 HAE 1.

Creative Work-Family Management
Communicate and be knowledgeable about
work/life programs (e.g., EAP).

Think about department as a whole and
relationships with other departments.

e g7
PURDUE PURDUE
UNIVERSITY UNIVERSITY

Mitchell E. Danies, Jr.
‘School of Business.

Theme 6: Nested Gender & Diversity Dynamic Contexts Levels of

2
X
E
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p =
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.
o=
=

>
i
El
>
0%
M
1
1>
MM

_JIC._JE! |_H % E-I ORGANIZATIONAL WORK SITE ORGANIZATIONAL WORK SITE a n alys i s
X2 XXt Hik ZXI0) ZIY5HH ZEtE Job groups & Identity groups tightly coupled
E|B XX 9l ZE| 7t WORK GROUP & INTERGROUP }
:15;';’5 :-'Ef :";’gﬂl'glle ZHELO) Tt Q1A -Team perceptions of diversity context & BETWEEN INDENTITY GROUPS
AbAF SUPERVISOR
gﬂ%zago] CHEH RLA| Q14 o123 M8 Xy 2 %’é’.&_t‘ SMelefnﬁ:lni:ieegi;r: of leadership style, Age, Gender, # of Children Individual
) ST =0 ‘ Diversity & e
. Cierg % =70t & EMPLOYEE: ! HEY. organizational
= 25 71e = it Supportive Behaviors & Perceptions, Inclusion )
KIRIHO) s 014, = ZFEOIA Q| Health Outcomes ( Mental Health, Sleep Quality) [— explanations
ZE HBCHA A, 00 E) M D-,'El:l_n_ Work Outcomes ( Job Performance, advancement) favored
ﬁﬂﬁﬂ!u D M7 AX - ==} = £
o ey THOIRHIOIAI despite
71 24016 2 FAMILY: nested
dynamics

=00 o ) o
25T @—T,— %EE parenting, parent siressors, satisfaction,

f’g’%: K9, 1A g9l 34}@! E%J 7\?54 conflict, support, strain, plans and expectations
A / 2
HHSAH/OHEL: !- — SPOUSE/PARTNER:

attitudes, perceptions (e.g., job strain and satisfaction),
EiE, Q14 XIS 7|AF QO| QI OpEL 7 & ¥
. UK, B 21F 291 9 AR, behaviors, physical and psychological health

WS, SH ¥ BN 7Y p p
X} L:I ("?'CC'DF? |'2—'|:_) PURDUE D (dft}:leu?u(\i.ep]:rtu)upl[mn. behaviers, well-being, PURDUE
BIS. OlAl SE @y M T EE S physical and psychological health UNIVERSITY
KM 2 1
Mitchell E. Daniels, Jr Adapted from WFRN ,2012 D

WFRN,2012 8218 School of Business
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Fllen Ern ek Mitchell E. Daniels, Jr.
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T, E, 4, RE& P L2017, “AHE AE| B2 Etojoy| OJ3t 17?2 2R
T2 Y E HUF 014 2|0 WSl thE S 2. S SVournal
of Management), 43: 228-254.

https://docs.lib.purdue.edu/worklifeinclusion,
https://krannert.purdue.edu/events/nsf-work-life-workshop/

T E. & Lee, K. 2019. #5t OI7 HRES S22 JF0| WO O3 HC
W U 0| W I Y 5| U5 21 K. 2018 108 128
HEIE NSF BIF4 5. (#1837920). T& 5. CICI0ILEE YAE
SIHE T 5 ofst. Z3:

https://docs.lib.purdue.edu/worklifeinclusion/
https://krannert.purdue.edu/events/nsf-wark-life-workshop/

M, E, X, M. & DEH-2, A, (2020). 505E 7| #2012 U}
7hdel AR ZE: 0l A7 S |8 27-AHY, "HEE A", Y Y 28Y
2 S8 HYHEA S ournal of Vocational Behavior)

e

PURDUE

UNIVERSITY

Mitchell E. Daniels, Ir.
School of Business

02l #H2|0 S AXH0 FE= 0IX|=

Q012 WX, SAXHe TYd I Z2H(D & 1)
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Ellen Ernst Kossek©
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Theme 7: Gender, Work-Life Inclusion, Bias Dynamics interact to

1: Paradox: More surface attention to
gender ever, yet work-life (flexibility) issues
not fully understood in terms of link to
women’s advancement, bias, career values
& well-being, men’s uneven policy take up
2: Under-integrated narratives on why
women and men engaged in work-life issues
are not achieving career equality- need to
link levels & narratives

3. Ripe for field studies and experimental

interventions =
PURDUE
UNIVERSITY
9/16/2023 Ellen Ernst Kossek ”sﬂ:hn:ﬂ 5}2..’2:;?;:"

Gender, Work-Life Inclusion & Career Equality

Kossek, E., Su, R & Wu, L. 2017. “Opting-Out” Or “Pushed-Out"? * While ma ny factors contribute to the

Integrating perspectives on women'’s career equality for gender inclusion
and interventions. Journal of Management, 43: 228-254.

women’s career equality gap, the impact
faciy i Busimss schoole and Undersudica comonts oo OF work-family/life relationships and
Science Lens. Abstracts from Oct. 1, 2, 2018 NSF Workshop. (#1837920). . .
Workshop abstracts. Purdue University, West Lafayette, IN. Retrieved career equality linkages are under-
https://docs.lib.purdue.edu/worklifeinclusion/ A . . . .
b ert oIS vt har ot e ioho ! empbhasized in current diversity and
St Cact s O aribynasien ntag i 0w inclusion (D & I) conversations.
Resources, "Linked-Lives," and Diversity and Inclusion Perspectives for 5 a . 5
Future Research. Journal of Vocational Behavior * Yet work-family and work-life identities,
career values, and cross-role demands
squarely intersect with gender roles,
marginalization experiences, and career
F 4 stages shaping immediate and

PURDUE downstream work and nonwork outcomes.

UNIVERSITY

Mitchell E. Daniels, Ir. Ellen Ernst Kossek©
School of Business
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' . . . .
Women’s Career Equality Definition
A1} A 0| CHE 9| I:||Il|_ c‘!E% Bt 5h= CHZX0| 10 CHEFR|I &2l Multi-level multi-disciplinary dynamic phenomenon reflecting the degree
A X M0 L3l 2710 E&E&[0{0f &t to which women compared to men
1) H2|0] 7|3|0] CHol TESHA| 26t &H0J&t 2 QI0{0F &t 1) have e_qual access to and participation in career qppqrtynlfues, _
o Ab 7l= Ol= o SIS Sl2) O a A a 2) experience equal work and nonwork outcomes: intrinsic (job, life,
2) LHH(XY, &, 715 UEE, HAS FEE &E) 2 AH(F0, 8%, 63 - S i i i
= AE Q'H),Og_'EE_'ér = H|O;g, 74_%% 50k 3 s ? family satisfaction; likelihood of experiencing bias) and extrinsic (pay,
"‘—"OTI;'I ;'”':—r = 3&-—;;" p _'=':H" ;fj_:l EA;E'O = promotions, pensions, equity, stock options).
3) 712l & ui(ifi‘—, E, BT, o | (SR S) -,-;,._—Oﬂkl joOHO;F% 3) Measured at the individual and collective (societal, occupational,
Ml & FHE Z0M S 2= Ate|X MES BIHoHH &3 A E organizational, identity group) levels.
QIHOF &, Outcomes at individual and collective levels are interrelated, reflecting
EX: T4 E 4 R &S, L2017, “ALH ALY 2 B0 gt of 177 2 Mt S fiet 0192 7420 BSOl social context.
st S8 H. &2 IfEUOUfﬁ&f of Managemem‘) 43:228-254. Source: Kossek, E. Su, R. & Wu, L. 2017. Opting-out” Or “Pushed-out”? Integrating Perspectives on Women'’s Career
P Equality for Gender Inclusion and Interventions, Journal of Management, 43: 228-254, F
PURDUE PRRPE
9/20/2023 Ellen Ernst Kossek Mitchell E. Daniels, . 9/16/2023 Ellen Ernst Kossek Mitcholl E. Daniels, .
| |
ods “Z7|"5kA SEAHL A challenge in examining these
“FOMSHA e R0 113 A HE "pushes” and "pulls" is their
M0 EI=sf0f & interconnectedness.
AT 02 “ME"XP HO|X|2F What appear to be women's
= = M2 0= LIAE Azl M2t 010 . .. “choices” are shaped by social
« 7{2|0f WSOl St 374K 2 SF o5} 52, 2015). * Integrate 3 perspectives on career equality_"°°%* @ > i:';elhici"{:::\lfaare
* AP0 HBE > CarERE prgference embedded (Kossek, 2015
o HQ A * Gender bias
o Q-7pE o *  Work-family ) ) )
*  “Pushes” and “pulls” and micro-macro linkages are not well-integrated.

. I/ Q01" SIEE Bt Q01 0[S 0| TSt OIAIE/HAIR ZB2| o1

= o] * Need integrated multi-level interventions
£510| 0|&3 8

AR olp| WOs : y ; .
o M2kM K2 E0|AS] 7HYI0 2Rt * Key argument: women’s career perceptions and experiences are embedded in social
contexts reflecting the climate for gender inclusion & interact with these contexts to
o GHM =H: Q| AHE|!f QAT AL L2 FeEf 2HAS BHHGHE AtE A HEHY| LIXRE Of shape women's career equality outcomes (metrics)
suogq 0|2{5H 2t A5 X222 S5 442 HE | TWE At @Jél%l(izg X H). » Climate for gender inclusion dimensions: fairness, leveraging talent, and workplace
- IS U9 HOiE st #7: 1Y, AN 2, AT XY = SUPReT: >
PURDUE PURDUE
UNIVERSITY UNIVERSITY
e i e ek
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’ s, . ” g,_}"
Women_s Career quallty. Opting out or Pushed Out PURDUE
Competing Perspectives

Mitchell E. Daniels, Jr.
School of Business

Y&
LEAN IN

RK. AND

SHERYL SANDBERG

Career Preference View Bias/Discrimination View  Work-Family View

P- E Fit Theo ry Social Role Theory Work-family conflict & enrichment theory
Source: Kossek, E. Su, R. & Wu, L. 2017. Opting-out” Or “Pushed-out”? Integrating Perspectives on
Women’s Career Equality for Gender Inclusion and Interventions, Journal of Management, 43: 228-254.,

9/16/2023 Ellen Ernst Kossek 29

Pty

106 2023 CHEHEI= 2Mdd

omn
HEl
o

Theme 8: Need integrative work-life and gender inclusive
interventions to avoid unintended consequences

Gender discrimination from

Career Person-Environment Fit between adverse impact of career policies, Work-life job demands-resources
A, .. ki
Social Identities/ & Professional norms and W?,rk as a masculinity perspective )
Multiple role synthesis tensions involving contest” cultural schemas Engagement & Exhaustion different
the “dual-centricity” of social and Work as a masculinity contest pathways; overwork; baby before mid
professional Identities: meaning of being a tournament cultures;“different way  mgt issue ; lack societal/home
ideal professional, career values fit with of workmtg:]fhcgrsf f< SUppaTtE PURDUE
other roles mother/daughter, social values et
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0= A L HS . .
g{q gfgi_;_:g l_| JHH Employment Policies that may be gender neutral on
=11=) D = _l e . .
cS=E 2 D= THTH= paper are not gender neutral in effect. Unintended
Ae s g3

policy consequences- Backfire ?

o, 7IE £ |H AB
Al A L.j [e] g_ J._I’_"D.'_J A
nglé;ﬁxjﬂgzu o Study of US

3 0|2 MBI} Chs
W5 O ZE MAIEH

;’F_PJ;\I-OJLA;ID FJ'%I'_} Z2 AH0| economist Example: Tenure
e JS: EX: J. YHAQ] Leave family
= Professors ion poli
L2ERIX 7|12 Extension policy
Y2 HHY A OH0l= RE (20164 69 242 All Professors Source. 1. Wolfers
PA[ERe:ES urce. J. :
__JEM' Chet W0l HA A iﬁﬁlﬁfggﬁ%m 30 % tenure New York Times
2E0| 30%U3. ﬂoli_i= g;g;%'om probability A Family-Friendly
= = = [ (=] —h i
MY AR 0|5 Fae HA ST HRO| AF|ZE bef i Policy That’s
UE AE2 19% SIS, A YOS efore policy Friendliest to Male
olofl b3 oo A g DA o Rz Post policy: 19% e
= 1313 Hoz Caut - une
HEL 22% dl2E. ASE =od. greater probability
4 men being tenured. F
PURDUE 22% less prob. UNTVERSITY
Shvetoibostess” women tenured Gilen Ervaticossai achan ¢, it .

DA BES|0)| CHE 20(21? A Motherhood Penalty?

. [HEE0| My 0|2 A= 9Z/ato 2 Ol5| HMSHZEH A, 2004). 7 . Employed mothers account for most of gender wage gap (Glass, 26b4). 0
T XIEI EQ HAE ZOISICRLE (12 X B BY 5%

QI MZIS ABSHEL T & AZ2ME, 2001; AHE =, 2003). . Women suffer a per child wage penalty of 5%, after controlling for
. HMEX| 9|Z19t0] 80%7} Yoist Y2 ZHOZ QI5H EINE human capital and occupational factors (Budig & England, 2001;

ZASH YA, 2008). Anderson et al., 2003).
. QZ1at=0| M|7|5t AL 74 X 104 =0t 400% S71HS . 80% of mothers in the professional sector cite workplace conditions as a

(22|9A, 2009). key reason for leaving (Williams, 2008).
. A7 QI S0t HEch S0(0f Mot R Sd0] 2 = US.

. Lawsuits by mothers have spiked 400% in the last decade (Williams,
> 2009). 2>
PURDUE PURDUE
e . Dunis, . Elder care penalty next? R e . Dunis,

Ly
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Theme 9: Equality Research to Practice Metrics Matter

= A HEl- = = O|=L X = =
OtF B =X|: =l BS -8 fst =2 S5
720 BS XIE SEERITE S{01E] AT T
(OHZIX] 2015 £F21&
BE5 IR /5] 79 Yy Cide asAEe E5EEE gk 3
BEB ESAA FO A2 g 2R “AE " 2o

KHUE APEIS MEf

oIxE BUE OIA2 “SE%Y AN SR He 0
THBY e HaS O, 6149 HE0| A FH0IA
HO{LIR! 2|C2 A S92/l QI4l0| Hota

T2 M D SR YE B

£ T HEY E2F9, 49|, AT HE| o 2Z0F FHY, REY, 2oy AR s 7|2EY
Ol & —H 2oz YPLts 5 HYHO| &M
FHEE B s PN ST i 40/ DEE U 2t A0 7Y Sl hE TIEE MM 715 T2HH0[X| 2 He 23,
TE0/2H= Y0 0IZ0/H Solol EH, “0|AE0l FEIM Y z, 3',;},_ ngqm MEAMCZ ZEIE 4 QIOLt
ASI S K 2 AT -~ US
EX: "KEE AE S2 Efolof ofFt sin'? 2 Ff} JHUS K5t 0142l Ao WSo| et S 2. PURDUE
&GS Journal of Management) P

Scheol of Businoss.

Career Equality Metric Scholarly Concept Practice Issue Identified
(adapted McKinsey 2015)
Equal Job Access Barriers to Advancement Women face unequal playing field
Equal Job Participation Career Ambition Opting Out
Not “Leaning in”
Bias in inclusion, appraisal, promotion | Likeability Women rated less positively in
Stereotyping “Meritocratic systems;” Less liked as
leaders if behaving outside gender
norms
Vertical & Horizontal Tokenism, marginalization, diverging | Glass ceiling, cliffs, slidelined into
Representational career interests staff over line or technical roles
Work life ambition, behavior, pay Overwork cultures, work-family bias; | Workplaces not “family friendly”;
promotion outcomes stigma, “ideal workers” policies exist on paper but backlash;
take up problems exist
Source: Kossek, E. Su, R. & Wu, L. 2016. Opting-out” Or “Pushed-out”? Integrating Perspectives On Women’s PURDUE
Career Equality For Gender Inclusion and Interventions, Journal of Management. o —

Mol 2= i H HIYFHN JS 24 0| et £ XE

g2 53

2y 4T =0 B8 S
- A, 713 3 A0 oS M2 2 o o, Ay H A
. HAM OIME|E, OIF 2 ME 7|35 - 7151 Q1Mo EH
- 20 JlY, s - Z20E, 0l XY
o AU ZE MR J|Zkn ARl ¢ O HAFE JH

1A
72| X% 7tsE(2E 28

EX FM E., & R &2, L.2017. “KIE ALEl &2 Efo|0f| o|5t sfn"? ZE HMafu}
HUS I8t 0442 7{2|0 BSOl thet S8 2. FSXE Vournal of Management), 5=
43: 228-254.

UNIVERSITY

Mitchell E. Daniets, Jr.
School of Busi

Individual Level: Equal Work and Nonwork Outcomes: Metrics

Nonwork Success

Work Success Career satisfaction,
«  Job access, opportunity, take-up, *  Work-life balance, self
*  Pay, rewards, recognition health, & well-being
development *  Family and life ambition
«  Career advancement, promotions * Divorce, marital status,
+ Job/org. tenure & career children
longevity(retirement) *  Elder, grandparents

Source: Kossek, E. Su, R. & Wu, L. 2017. Opting-out” Or “Pushed-out”? Integrating
Perspectives on Women’s Career Equality for Gender Inclusion and Interventions, Journal ﬁ
of Management, 43: 228-254.

UNIVERSITY

Mitchell E. Daniets, Jr.
School of Busi
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A2 s 24 HUHE et Qo K& Career Equality Outcomes: Metrics
25 71X 3 F5 XH Organizational Structural & Cultural Indicators
— — _ = - - .
- =8N S8 A XX J|S0|M SSTt g8 UEY E4. - Horizontal Integration: Equal gender representation across
- A s E= o] O|l@ = = { I . . . .
A g So| 18 YL 5 2& A S [ dX occupations organizational functions

St Ad = . ) .
sot 44 HHY 54, - Vertical Integration: Equal representation across

= 0 | Ql . . . ) .
Mg:ﬂ*iﬂ%ﬁl’ iftﬁ:“ Dl Il*"l;"_"L (01!’;%511*?_1‘?‘“3 = Ej‘? organizational hierarchy, especially in senior leadership roles
a2 Td), elHE X g7 At 20| Het Fgdt (g et - Cultural: Equal narratives, attributions & consequences for men

ic[=n| ="\ El2] 90| X al Z7 ; o ; .
s ot AES/Ed, H2 8 3 44t and women of using HR policies & supporting norms (face time,

work/life), leadership & heroism stories
Source: Kossek, E. Su, R. & Wu, L. 2017. Opting-out” Or “Pushed-out”?

EXIM E, = R &SR L2017, "RrEE AR S2 Etojof| ot s ? X & 5= : : A ; : 5=

T3 IS i 1S eI S0 et S B3, 3ournal of SRDU Bt L il il v i

Nasageineng, 40-228 25k ety | A i
= |- al ol-L A Theme 10: Focus interventions on Enhancing
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Climate for Gender and Work Life Inclusion

Sd9 M 2Al

Definition gender inclusion: the degree to which individuals and

E2M0|2H ZA] LHO| JHQIt AtS] RIHO| XK AQI A3/ M AT A= organizational social groups perceive and experience the work
o = , _ _ environment as one involving social interactions, cultures and

QXMO| 235} §1}A0| IAX EXSH A Ol XX} Sl7{2 . . ! )
ESAU 2o, 2452 12 A= =T M= "o o= structures that are supportive of and effectively use the varied
QIAGHY delote ME 2|0|5tH, O|2{st etAE (40| A& identities and values women bring to work in ways that foster their

- e i e o e belongingness and ability to leverage their talents to contribute to

D5l= ClokS MAAM T 7HR|12 250 ASZHS SHHEIT KFHAIC .
I-”C)OI-I_ |-C>°|_ ox'”oJ-]' I'Xle EOOI-O:I I=aE =S HOI'J— XI-I_—‘I the organization
193t WSS 0l8sH XX0I RO0I3H 7|02 & 4 UEE Bt

PURDUE PURDUE

UNIVERSITY UNIVERSITY
Mitchell E. Daniels, Jr, Mitchell E. Daniels, Jr.
School of Business School of Business

112 2023 CHeHEl= 2dd 2023 KGEF : 2023 Korea Gender equality Forum 113

omn
HEl
o



KORE! GENLER
EvUALITY TCRUM

ZE| 2 O 0f i3t MBS 9 REE3NE &
ol £ BHoH A1 gl P2 Al That ol

JH7H212] Q14

ZE| 47 HEST, AT b0l U HA, BQQ T
ASIE0] S 0140| Hor2 ZRop| M2sH= £3I23t

HEE oPyets Tl Arei

| JEL 2 R&R, L. 2017, “RILE AME| 2 Efofof o|gt a7 IE H2knt 7HlS 2fst (442 #42/0]
SO ot £ 2. A 2(Journal of Management)

i

JHOI 210940 MO MZHT} Q712 HEI5E7| 9fat A2t}
X

UNIVERSITY
Mitchell E Daniels, ).
Schoal of Business

LTSS UL, EH UsSh= ARl | M2 2

Gender Equality in the Workplace: Building a Society that Works Together | SESSION 2

Ellen Ernst Kossek Enhancing Women's Career Equality: Integrating Inclusion, Bias & Work Life Strategies toward More Flexible Organizations PRESENTATION 2
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UNIVERSITY

Mitchell €. Daniels, Ir.
School of Business

Climate for Gender Inclusion

Org. Level: Work practices ensuring
fairness/anti discrimination for women
Ind. Level: Perceptions of fair &
nondiscriminatory work experiences

Fairness

Org. Level:Culture/ strategy supports P-E fit to be able to
learn from & use women'’s talents.

Ind. Level:Individual perceptions able to contribute skills,
knowledge & high P-E fit

Leveraging
Talent

Org. Level: Culture values women’s initiatives (networks,
work-family policies, needs, interests, voices.)

Workplace Ind. Level: Perceptions women are socially supported to have

support belongingness, psychological safety to voice ideas & needs ___

PURDUE
Source: Kossek, E. Su, R. & Wu, L. 2016. Opting-out” Or “Pushed-out”? Integrating Perspectives On Women’s PNIvERANTY
Career Equality For Gender Inclusion and Interventions, Journal of Management. j ety
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Work Family Interventions

* Dually focus on how to not only increase work-family
resources and facilitate greater control over work
hours and boundaries, but also reduce bias.

* Promote leaders modeling balanced work-life
behaviors, not overworking, and managing people
well without using “face time” as a proxy for
performance.

* Longer paid leaves for shared parental or elder care
(with spouse, partner or relative) should be provided
to motivate gender egalitarianism.

UNIVERSITY

Mitchell €. Daniels, .
School of Business
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What are work-life inclusive organizations?

Work-life inclusion is a form of diversity inclusion that
intersects with social identities involving gender,
caregiving ambition, multi-culturalism & other
identities (Kossek, 2018).

* A work-life inclusive climate is defined as one where a
member would not feel s/he would have to sacrifice
their family and key non-work identities in order to
succeed in their job role (Kossek, Noe & Colquitt, 2001).

* Contextindicators:

* All members able share work-life cross-domain
concerns & receive strong workplace work-life social
support (Kossek et al, 2011).

*  Would not be marginalized due to implicit/explicit bias
related to work-life role synthesis.

*  Thrive,at work and nonwork roles

UNIVERSITY

Mitchell €. Daniels, .
School of Business.

Can Organizations be dually designed to foster positive work-

* Increased tethering to work via technology (e.g.,
smartphones, computers) is a critical issue for
employees. This trend has fueled 24-7 "always-on"
work cultures, contributing to blurring work-life
boundaries, defined as the separation between work
and personal life domains.

*  Work-life boundaries may be more permeable for
women, and those with family demands, causing work-
nonwork stress and lower well-being.

* Yet the issue of work-life boundaries is not well
understood as a gender career equality and inclusion
issue, which may be limiting the representation of
women in male-imbalanced leader & STEM roles.

UNIVERSITY

9/16/2023 Ellen Ernst Kossek
Mitchel €. Danels, ir.
School of Business
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2= N0 AEE Conclusions: Moving toward Ideal work for all

8217 CEA] HfEH

I EG g8 : Agenda HOW TO.....

o D2 YD 7FE 2 2 * policy to ensure worker access to work-family supports and ﬂeX!blllt\/ asa
oo XM 25} basic right

s EJ| AL AZE, 0N, M 22Xt Lt 7Y 7 QAN =X 2l HAS * Democratize and mainstream work-life flexibility (marginalized groups,

o TEAN HEZF AT EBC(0, 7ML 917 28 S)S0| QL HAUS Q5 TR=9} women, front line workers)
A BFOA 71& KIE. * Offer technical assistance to employers & employees to monitor fairness &

o WX MAHAE FH| SHE. legal issues & new trends (e.g. virtual homeworking +/-)

o D= MOZ A= XL H2 XA = O 220 X[GALS| L S5t AR * Address intersectionality issues
s A * How to not put everything on the worker or the manager- focus on

« 0|2 ZHAQ HAAAZ |1 PF QAHHOM A2 M FHHS HoHH X&7tsdS organizations and community supports
Sl A 0|2
2EE TS * How to make sustainable: Link to bus practice & societal equality on & off
9/20/2023 Ellen Ernst Kossek® 41 9/]}9@23 Ellen Ernst Kossek® 41

ZHAS
ZEAFRfL|CH Thank you!
U HEAE TH HIAL Ellen Ernst Kossek
Basil S. Turner 4&fw<4= Basil S. Turner Distinguished Professor of
0|=3 2IC]oiLEEE YA EXMNE HFO St Mangement
Purdue University
Aysta ) A DIt F o
Mitchell E. Daniels School of Business PURDUE Mitchell E. Daniels School of Business PURDUE
UNIVERSITY West Lafavette, Indiana USA UNIVERSITY
| @ Ellen Ernst Kossek© T T Ellen Ernst Kossek© T
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- 2023 Korea Gender Equality Forum -

Childhood Education and Care (CEC):

A Collaborative Endeavor

between Parents and Society

- Educating and Caring Together: Eradicating Concerns Through Social Support -

Kim, Inkyung
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@ South Korea’s Low fertility rate :
Trends and Underlying Factors

CEC Programs:
Categorization by Age Group

@ The Current State of CEC

CEC Quality Enhancement
Strategies
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South Korea's Low fertility rate : Trends and Underlying Factors
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- Number of Births & Total Fertility Rate (TFR)

in South Korea - 5580

| Why is the fertility rate low in South Korea?
* Steep housing costs

No. of births

1.300 * Week confidence in the public education system’s ability to
enhance learning, combined with the expensive nature of
private education.

Total fertility = An intense societal competition and inadequate societal

1.100
rate support for childbirth.
* Doubts about parenting aptitude
- * Dissatisfaction with childcare service quality, a conservative

workplace culture fostering the view that childbirth and
women'’s self-actualization is a trade-off choice.

0.700
2005 2006 2007 2008 2009 2010 2011 2012 2013 2014 2015 2016 2017 2018 20192020 2021 2022

Source: Statistics Korea, Population Trend Survey, 2005-2022.
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CEC Programs: Categorization by Age Group

130 2023 CHEHDl= YMWS =H

Daycare center
Kindergarten Childcare Services
o Elementary After-School Care Classes b
(Mainly for 1%-2n graders. Plan to expand the grade coverage)
e

Community Child Care Center

(13- 6% graders)

Regional Centers for Children (1%- 6% graders)

After-school Academy for Youths
(4t — 6™ graders)
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The Current State of CEC : Daycare center, Kindergarten

| Of210|T): 0~BA|Et 2F, BHEX| L et
| SXI19: 3~5MHt 2, MY Hot

| pEEE: B8, R0IISY BUSA, A XIZH L Yy, DR, REUY, NIIE S8 SH
U Ao IR0V UH 27 010| BRI QOISS WEES St HH(0|YF, 2016)

- O{RI0IEI} RXIH X0 -

> 0IR7hSAIZE U YS
P 1-C 1=
s BEASTE SPAR
- AR HIA 2 A
s A S
 WAH1R1E O &+
- 71 I
> AMBIE, ZAN|, SHES 0IR Hs 4 5
S 01H(2023), BMOK2022), 212%(2022) KDI'

| Daycare center: For 0-5Y, overseen by the Ministry of Health and Welfare (MoHW)
| Kindergarten: For 3-5Y, overseen by the Ministry of Education (MoE)

| Integration of early childhood education and childcare (ECEC):
A policy that aims to integrate standards across childcare operations to ensure children in targeted age
groups receive care and education of consistently high quality. This covers the departments responsible
for childhood education and care, qualifications, training, and working conditions applied to teachers,
child education curricula and institutions. (Lee, 2016)

- Differences between daycare center & Kindergarten-
~ No. of service hours and days

~ Cost shared by the parents

~  No. of hours providing national programs

» Teacher training system & required qualifications
»~ Teacher compensations

~  Child to Teacher Ratio

~ Institution evaluation process

»~ Facility size, meal costs, no. of extracurricular activities
offered.

Source: Yang, 2023; Jeong, 2022; Choi, 2022 =
g = KDI

CEC Quality Enhancement Strategies: Daycare center, Kindergarten

- Roadmap to successful ECEC integration-

Teacher’s expertise

* Teacher training, qualifications, , —
Chikdto Teacher Ratio, l:-’aretnt s trl:xst in t_ e ]
o on institution’s quality Service
hours Determine cost-
sharing between
Institution’s operational I I I I I I parents and
transparency Operation government
- support
» Evaluation process 3 hours
Operational autonomy of
= Physical openness of the institutions the institution
« Teacher-parent cooperation during + Cooperationsamong teachers-
ECEC processes parents/teachers/institutions
during ECEC process

Source: Kim, 2023

= X Sk* o x|l
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CEC Quality Enhancement Strategies: Daycare center, Kindergarten
- Teacher’s Expertise

| Teacher’s Expertise

= Teacher training: Initial and ongoing training programs should have distinct yet complementary roles. They should aim to
enhance teachers' skills through reflective and critical thinking. This prepares teachers to better address the physical, emotional,
and societal needs of children and contributes to improving the school culture through subject-matter expertise.

* Qualifications & Child-to-Teacher Ratio: The qualifications and assignment of teachers should be restructured to ensure consistent
quality in early childhood education and childcare throughout the institution’s service hours.

= Compensations: The working hours should allow to accommodate the teacher’s various roles in ECEC, including time dedicated to instruction,
preparation, consultation with coworkers and parents, as well as for ongoing professional training. The compensation rates should be
determined based on individual qualifications and hours worked.

<+ Organizational culture: Concurrent efforts should be made to promote retraining and change in organizational culture. A supportive
culture that values expertise and professional development among co-workers should be nurtured through learning communities

among teachers.

SSUF FYE 2N M1 Y2k o0, RXIH - £34Y, X2

CEC Quality Enhancement Strategies: Daycare center, Kindergarten
- Transparency, Autonomy

| 71| £y

42, O, e S2 2 HY 9 A SN/ 4SAE, uAY B YUY, HuSS 2E 22 E2EA A - SH(=290])

- ST YN S5 A0 27} 70| SOI9 DR TS}, TURVE I ZO| D WA SR HOHED o4F U AR
XIX|7|t 243}

* HRUSU LA 0] WA-RSLO| H2Y: oS UE A|20| S2, S 2 YUY, 2y 0if 57 S0 DA-ESXT So|(TIHE)

| 71megel xtgy
+ HSWSIFE M Q0] WARZEZ[ZZ F2 Tz L] WA ES B, 7120 LolR S O Vi SR, St 8% &

< UM, LS A A87|S, SESEH 2FUA S UL, EF 712 dARo] W3 7|3 Ro(Z217(2023)

| Transparency in the institution’s operations

+ Evaluation process: Third-party evaluations covering hygiene, cleanliness, safety, and finances should be conducted and the results publicly
disclosed/To improve interactions and staff relations, training and ongoing training programs should be enhanced; Parent surveys should be

conducted and results publicly disclosed (Norway).

* Physical openness: Parents should have the opportunity to enter the institution during drop-off/pick-up times. This enables them to interact
with staff and seek professional advice, thereby enhancing parenting skills and societal support.

+ Teacher-parent ‘s cooperation in ECEC process: Teachers and parents should jointly agree on the objectives of a child’s individual development
plan, the methods to achieve those objectives, and the metrics for measuring success (Finland)

| Operational autonomy in the institution
« Cooperation among teachers/institutions during ECEC process: Active collaboration among teachers within an institution should be
encouraged. Sharing expertise with other institutions is also important for mutual growth.

++ Training/Retraining sessions should include sharing best practices in communication skills and learning community operations.
Opportunities should also be provided for interaction between teachers from different institutions. (Kim, 2023)
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The Current State of CEC : The Childcare Services

The Childcare Services aims to bridge the gap in facility-based care by providing temporary/emergency
hourly care services for children aged 3 -12 months when a parent is away due to business trips or
overtime work. For infants aged 3 to 36 months where individual care is preferred, a full-day childcare
service is provided at their residence.

- Steps to Enhance the Childcare Services -

Boosting efficiency in service delivery Enhancing caregiver’s expertise Meeting demands with service diversification]

* Increase in the number of institutions * Develop integrated training curricula for * Expand childcare service type: Including
providing public care services caregivers across public and private sectors emergency and short-term care

+ Develop an integrated childcare support = Reform caregiver training and education
platform systems

* Extend service hours and expand ariteria for
household eligibility for government support

* Introduce a registration system for private * Launch a national caregiver certification Link parental allowance and the All-day Infant
sector institutions system Care Services

Source: Press release by the Ministry of Gender Equality and Family (MOGEF),
2023.2.15.
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CEC Quality Enhancement Strategies :
The Childcare Services

136 2023 CHEHDI= YMTS =H

| Through the implementation of ECEC integration, the quality of child education and care in daycare
centers and kindergartens should be elevated, ensuring it is discernible by the parents, and offer
parents the Childcare Services mainly on temporary and emergency basis.

* Temporary childcare: To drop off/pick up a child from the childcare institution/ to cover the gap hours between the institution’s operating times
and parents’ commuting time

= Emergency childcare: For unforeseen circumstances, such as sudden illness of a child or unexpected workhour changes of parents

For private childcare providers, permitting the use of government vouchers if they meet certain eligibility
criteria should be considered.

* Itis necessary to adopt a registration system and regular service quality check process applicable to private child-care providers.
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CEC Quality Enhancement Strategies :
The Childcare Services

| The All-day Infant Care Service can explore partnership with the Child Development Centers to:

« Seek nationwide expansion of the Seoul Child Development Center and promote the All-day Infant Care Services to parents = Foster
timely development of children.

* Encourage active dialogue among the Center’s therapists — teachers - and caregivers regarding observation records, development
assessment, and treatment methodologies through parent’s engagement as an intermediary.

On-site child development monitoring

' . ™ Specialists visit child care centers to assess the development status of
Supporting children’s healthy growth Q) infants and preschoolers in cognitive, linguistic, physical, and socio-
Seoul Child emotional domains, aiming for early identification and prevention of

developmental delays.
Development Center

E M On-line development assessment
PRl

Offers online developmental assessment and counseling support for
infants and preschoolers.

Source: Seoul Metropolitan Government Childcare Portal Service (https://iseoul.seoul.go.kr), As of : 2023.8.16.
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The Current State of CEC : Elementary After-School Program

138 2023 CHeIDI= YMWS =H

| After-school program in schools: currently offered mainly to 15t-2"d graders. Plans are underway to
extend the coverage up to 6% graders, overseen by the MoE
| Community After-School Center: for 15-6th graders, overseen by the MoHW

| Regional Centers for Children : for 15t -6thgraders, overseen by the MoHW

| After-school Academy for Youths: for 4th- 6t" graders, overseen by the MoGEF

- Differences in After-school Programs for Elementary School Students -

~ Governing Ministries

~ Program locations

~ Target audiences and prioritizations
»~ Operating hours

~  Parent’s cost contribution

»~  Staff qualifications

~  Program offerings

Source: Kim, 2023
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CEC Quality Enhancement Strategies :
: Elementary After-School Program

Local governments and the Office of Education should share roles to ensure a consistent standard of
quality across elementary after-school programs.

* Children are typically assigned to a school based on their residential location, often using in-school programs such as elementary after-school dasses or
nearby childcare facilities. To ensure every child has access to quality care, it is desirable for all such facilities to maintain high-quality standards with
minimized disparities.

Local governments: identify regional childcare resources, conduct surveys to understand childcare needs and demand, and, depending on the results,
determine the number of childcare slots and distribute the services accordingly while organizing safe transportation services between care facilities
and overseeing various administrative tasks, including budget execution.

+ Education Offices: select carers, develop program tailored to the regional resources, and manage retraining courses, among others. (Kim, 2023)
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CEC Quality Enhancement Strategies :
: Elementary After-School Program

140 2023 CHEHRI= YMWS =H

12

A cohesive approach should be applied in terms of deciding the target users of elementary after-
school care classes, students who should be given priority, program operating hours, parental cost-
sharing structure, and the types of programs, while making efforts to refine the caregiver qualification

system.
* The structure of elementary after-school programs should be able to provide cohesive courses in individual institutions (tailored for individual students).
(Sweden) (Kim, 2023)

- Sweden’s Leisure-time center (LTC) curricular

~ The LTC offers programs that align with both preschool classes and primary school curricular. The alignment is designed to ensure a smooth
transition among preschool classes, primary school and LTC. By doing so, it helps to establish organic links education and ‘Educare’ experiences,
optimizing children’s development and learning process.

~  Within the LTC, group activities are structured to complement preschool and primary school lessons. The design of these activities takes into
account the current circumstances, needs, interests, and experiences of the students.

~ The instructors assign task that allow students to test their own ideas as well as those of their peers, tackle problems, and act upon their insights.
Throughout this journey, the instructors provide encouragement and support.

~ As away to stimulate students’ development and learning process, LTC teaches diverse activities, ways to express themselves in different types of
learning environments.

~ LTC's programs emphasize developing students’ social skills through play. Such skills include compliance to rules, negotiations, emotional
expressions, understanding other’s views and values, and reaching consensus.

Source: Kim, 2023
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The Role of Women in Elderly Care
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Incheon National University
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Characteristics of Long-Term Care Insurance

Financing

-Contributions of LTCI: compulsory for all adulits registered
under the NHIC (around 60% or over)

- Central and local taxes

-Service users’co-payments: 15% (domiciliary services) or 20%
(institutional ) of the their costs

Services

-Home and community- based services

: Home visiting, Visiting nurse, visiting bath, welfare equipment, Daycare,
short stay services

-Institutional services: Nursing home (small, medium, big)

Insurer and
its roles

-National health insurance corporation
: Central and local branches

-Setting and levying contributions, managing finances, assessing
and issuing grades, overseeing services

Population
coverage

-Unconditional for those aged 65+
-Conditional for adults aged under 65 with age-related diseases
(the disabled excluded)

Users

-10.7.% of older people in 2021: 953,511 (eligible to LTCI)

Assessment -Standard assessment of a 52 item questionnaire

Eligibility
levels

-Eligible benefits: grades 1, 2, 3, 4 or 5, dementia grade

150 2023 CHeHRl= YMWS =H
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Recent Attempts to develop eldercare

Community care

. 12 Pilot projects for the

elderly

. Home and community-based

and national health
insurance services

Establishment of Social
service centers(Public)

. Total home-based care

service center

elderlcare system 2. Regular jobs for care
workers
Z| AL 7|8 E2 Al AH o A AHAFH(2023) Local authority-based care * New pilot projects (2023)
270 A B AAR AMALY 1. WEUE MHA system
AR 2t AL EHBT A 2. Y& MU A )M . 2 Pilot projects for local care 1. Home-visiting doctor service
3. SETEAA system _ 2. Revising customized services
. Link between local authority 3. Integrated assessment

system

2. Formal care workers
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Situations of Formal care worker

* There have been huge increase in the number of formal care workers
owing to the rapid increase of the elderly in need of care(around 15 % of
older people)

« Care workers (LTCI): 609,221(April 2023). In particular, the number of care
workers has continuously increased by 11.2% between 2021 and
2022(NHIS, 2023). 86% of care workers are working at home care sector

» Life supporters (Customized care services): 32,309(April 2023)

* Most of care workers (around 94%)are female and they are significant
assets to provide direct care services for the elderly in the field.
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The issues of female care workers

» Some care workers have suffered from sexual abuses by the
elderly or their family members

-Survey KIHASA in 2019

: 24.3% of care workers: verbal violence, 15.1% physical assault
- Survey result by Seoul care workers in 2020

: 42% of care workers reported they were sexually harassed

: Among them, 85.5% were sexually harassed by the elderly.
-Survey result by National Human Rights Committee in 2020.

: 42.6% of care workers were sexually harassed and 9.3% of them
were sexually abused.
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Unstable and Bad working conditions

 Unstable working time and low payment (Lim et al., 2019)

: Some care workers at home care services are likely to receive
low salary since their stable working times are not guaranteed

: Non-regular care worker: 89.1% of home care workers.

: In particular, too severe competitions among home care
service providers make it difficult to guarantee stable working
time for care workers (Chon, 2023)

* High intensity of labor for nursing home care workers
: long time work at day and night
: Many elderly in need of care for one care worker

L= — 0 @) =t ol

=0 —Llloxl'—l g c:>|J_|—|' o |

=8 L TAC 2 He ASETU2 MIIES Ol A o 9552 (1278,
o]

= I
AMNEEZ = 9F 1,400 2{(1862HA)(Lim 2/, 2019).
AT Yo LI SAUQ 2,275 {3020t ELCt X3 H2 &,

s EE LEXO WA AHEHE 20164 57M0M 2021E 605ME ST}

The age and payment of care workers

» The payments of care workers on average were around 955
dollars(#1,270,000, home care), 1,400 dollars(#1,860,000,
institutional care) per month(Lim et al., 2019).

 The payments are by far lower than 2,275dollars (#3,020,000)
of all industry on average.

* The age of care workers on average increased from 57 years
old in 2016 to 60.5 years old in 2021(Kim, 2022)
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The shortage of care workers in Korea

* It is expected that the shortage of care workers will be
increased by 115,225 in 2030(Lim et al., 2019).
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- 090l HYRrt 558 HEI-S-&Eﬂ%cs:%EOI =3 58 2H o 2 xl* gl « Women are more likely to provide care service for the elderly
H oA, B S HEY =5 HES SEHEA, 53] 0182 3ol = Mo than men. Severe care burden: stress, mental issues, poverty
BN YES 0/ SEAIZ0 A5 HS 2HHY (0/FS, 2020)
' » However, elderly women are less likely receive care from their
BILE OIS w20l HE oo S5 2 A2 SN2 S, Iderly men. For instance, whilst 54.0% of elderly women
of ZACH, Bl Xtel = F X| 2 (instrumental support)S e Of A =212 54.0% elaerly men. ror Instance, st >4.U7% Of €lderly wo .
O|Lt LA OIS 938%2 LIEFH(EHEH AAIS| A1 2018). received instrumental support from their spouse, 93.8% of
. ok Mol KHAo| S cisto| LA Mt KHAS S22 7|ChSHA] elderly men received it(KIHASA, 2018).
U= - Ql0| LOFE! * In addition, owing to declining care role of adult children,
+ G AT, BR0| HISY E22 LORIIQYEUN 22 Y E8 many older people are less likely to expect to receive care
MH|A 0|82 RoI0ISHA ZAAIZS (01 B2, 2020). from them.
- ObZ| AfLot HiRAfO| HIZA S52 0l= Y= |AIZX T 20 g4t * It is found that the informal care has significantly reduced the
SH=E=2 2240 HS HE A/EF7I2Y 04 2015 GDP 0.258%-> 2060 use of formal care services like LTCI in Korea(Lee, 2020)
H 1.567% &5 HY(0[F=, 2020).
HZAl 22 2 33} oas 200 27 . )
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Policy measures for care workers

« Inadequate policy for care workers: 31.2% home care
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