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1. F5

MERIAAE TERY B A0E4E s - DURERERIRE 25 -1 MR ERL TR S - QSR
BB AMHERVAER - 28 TOWATE - (BamL2H8 APEC Z818) BNV ERAEAYE
FUT BB - PEES  EANERSEEER - e FER S EEER
AR ~ JT IR ~ DAORIHEES: - RIMEIIRETRE 0 DU T B THE AR - (BT - BOR - AR
T EE) (BEHZE) HERTECHE M AR - WS (EE Ryt E 2 - 2

BfZazze > Rl EREASAAE B MEER R FENTEZ —° bl MR
{bEER R —EEE » Wt " B TRt E BLES ] B8 R 1A ~ MR FeRRTAERE
YRR - BIRR ST ARG N T B LI HEETAEIE TR T 2k sy o0 B2 PRy T
BINPFERST g ° 3 * BAIEERR > SR m S B R TERERF B LHIEEER ~ R -
g ~ BRESRE > —HECIREAS -

PR ZHRISHEFIME R E0RAE - R E RAVEUE (8 1) - G SIERETE - FEtd
SR RAZYURES > BRI REEIRMANE SR E R T o AL DUERTR B AR E R
fR%E > WRRRECHERI TR - AHRERYIE R TOE/RE S ma A —f TiE - °

b2 R AEAHAR o (HEAREE) o MERIE{#EE (Gender and Health) « #HHUE https://www.who.int/health-
topics/gender#ttab=tab 1
AHEMER] (sex) BT &R (gender) EZAE #YE (EEIF Nt & ERIIIRESHE BEDZ T W] |
TRIB YRR SUE T B2 h  BRE B AR AL RS - RS - [Tl - AT RS E M E
HIZ 2 - HIL QRN ER ST g W —EANEYERNE R EAR SAEEERN - B—FH>
CREE R RS R SR B TR E g ETRE ) (S BN A 1T Ry TEEN R S
S TR ERI M E T Ry 0 B T M A T RE B G E R - —(E AR E R ER - £
NEHEE PR 2HMAERE 40 AEIER T GHEZIFEmEEE - s - T AR
SEHEARES - B A B AR - HHE g MERIRT R B BORRE - MHFEREREMMETL (Lindsey 2010 > 4) -
Mg - BT ERER  BEAR SR IE TR A LRVART - R 7857 K i A8 &
(intersectionality) HYREE - tH &R WAZHAR RS () HGH] (58) WERErELG T A
HIMERIEEIEA O] eSS e BEME R ERE EAE MBS - A 2IERZZEIEH] - 25 Bergman, S. B &
Barker, M-J. (2017) - (M RIEE FLEAIE— 5014 A1 ) (Genderqueer and Non-Binary Genders) - New York City: Palgrave
Macmillan. 55 43 H o JRE{EfER YR B E - IF H AR o eamiy A BE > $AF 2 2ot
il
TEARSH  $E R w22 (women) ZBEE M (female) —38]  EREAVREIT A REG(L T EEAIERIRES:
{HEEMECR EEHH ZE » i T B R fSayE R8s -
ok - BT A BEEEEIE - Be 2 HARRS - FEAR - 185 - e S M T m P LA 2 R geER
FEHVEE 2R E T - ISR SR O AR B 25 6 2 N BB S S B O (-7 G2 (Cooper 2016) « EFHYE
H AT S B A 2 T RGeSt SN A B 28 - BER s NBHEEE D » X ZEHse T
EE T AFEA AT AR - 25 Cooper, Brittney (2015) © (3Z4%M:EHGR ) (Intersectionality) © £
K Disch, Lisa ; Hawkesworth, Mary ( Z 3 3 ) - The Oxford Handbook of Feminist Theory.
doi:10.1093/oxfordhb/9780199328581.013.20.
2 APEC - (1999) - { B&&fg 4261 APEC Z2f% ) (Framework for Integration of Women in APEC) - $EHVE
https://www.apec.org/Publications/1999/12/Framework-for-Integration-of-Women-in-APEC-1999 > 58 6 H
3 UN (1997) - 1997 &0t e s e i - #EEVE http://digitallibrary.un.org/record/271316 » 55 24
H
* EPRSS TAHA o (HIHAREE) » MR BRI ER
https://www.ilo.org/public/english/bureau/gender/newsite2002/about/defin.htm - EEHAEL HEE & 2021
F£3 A30H:-
> Moser, C. B2 Moser A. (2005) - { JL &RV IER] R 0 - BIEHERERIR T BRI OEE ) (Gender



https://www.apec.org/Publications/1999/12/Framework-for-Integration-of-Women-in-APEC-1999
http://digitallibrary.un.org/record/271316

pian > B EER R (FAO) ik - RESEsTEE TIPS - FERZHIRRS - Bak
BTESRESIRATTE) > BAE 1R b ~ TeT TR AR B e S R B T REAY 385 - PERIEIE (gender-
responsive) HYRSEEIR » FERAGSHENERI TIERIEE S 574 © 2RI - M RRRH At - PREH
TEMERI AR AFEHE  BARRII A - IRREMUR (M 20/ N ~ $RT M s A - 1T
A TEREREEE - BAEE IAERE Y E LRI o [FIRFRE 0 T i g S b~ B~ TS
EEHMRE - °

Development
Outcomesin
Goal: Multi-Track Strategy: Sectors:

Gender Equality Gender Mainstreaming Gender Equality
&Women’s
Empowerment

1 ERIETEZERS (A7 L& 2014 )
—E R AIRIFESE AR IR Eo LB A S R s DA - 281 - BIH AT
WA TR R G ML T — BRI - BRI OERRRE A T 2T
5 AIREE ANV EERE

o WML EAARERALGNR  BEESHEZERHIEE -

Mainstreaming Since A Review of Success and Limitations in International Institutions.) Gender and
Development 13(2): 11-22 -

® FAO.(2011) - (RS 2L JHFRMERIZERELME#EZEE ) (Women in agriculture:

Closing the gender gap for development.) FAO. 25 61-62 H - {iEH
http://www.fao.org/publications/sofa/2010-11/en/

T BrE Bl LE 0 (2014) © (EEAREIAIMER (L) (Gender Mainstreaming In Development
Programming) - #EEVE https://www.unwomen.org/en/digital-library/publications/2015/02/gender-
mainstreaming-issues & 17 H o

® ERATHLISE » (2010) - TAESCE 02/2010 © (FRFSTEITHIEIGEERIRIG © FPEAHE)
(Corruption and Gender in Service Delivery: The Unequal Impacts) (T{EC 4 No. 2/2010 ; T/E 4
02/2010) - £ 5 H - F[ZKiEHAELE > HEEVE https://www.transparency.org/en/publications/working-paper-
02-2010-corruption-and-gender-in-service-delivery-the-unequal

B S B B IR NS > (2020) - (FIRREESLANEIS © ZIF%48) (Gender and corruption:The time
isnow) - 55 44 H - #EEVE https://blogs.worldbank.org/governance/gender-and-corruption-time-now
Boehm, F. Ei Sierra > E. (2015) © 28 4 H - ( EESUENMERTEZ SRR TELSE 2 BAEEZA?)
(The gendered impact of corruption: Who suffers more? men or women?) fEEVE
https://www.cmi.no/publications/5610-the-gendered-impact-of-corruption

Bockelie, J., Blanes, N., Cisneros, C., Kharya, A., Lecomte, C., Danaé Léger, Marsick, C., Neveu, T., Garcia, A. P.
N. L., Rodriguez, J. O., Romain, L., Fuente, M. R. D. L., Sim, B., Suvina Singal, Vainqueur, J., Wable, L., & Tari, T.
(2017). (HERIERESEENE © (bfg " EfER A 20t 18— EntieE |, AKEMTEA) (Genderand
corruption: A toolkit to address the "add women and stir" myth) < OECD - fEE{H
https://www.allianceforintegrity.org/wAssets/docs/publications/archiv-2015/2017-OECD-Global-Anti-
Corruption-and-Integrity-Forum.pdf



http://www.fao.org/publications/sofa/2010-11/en/
https://www.unwomen.org/en/digital-library/publications/2015/02/gender-mainstreaming-issues
https://www.unwomen.org/en/digital-library/publications/2015/02/gender-mainstreaming-issues
https://www.transparency.org/en/publications/working-paper-02-2010-corruption-and-gender-in-service-delivery-the-unequal
https://www.transparency.org/en/publications/working-paper-02-2010-corruption-and-gender-in-service-delivery-the-unequal
https://blogs.worldbank.org/governance/gender-and-corruption-time-now
https://www.cmi.no/publications/5610-the-gendered-impact-of-corruption
https://www.allianceforintegrity.org/wAssets/docs/publications/archiv-2015/2017-OECD-Global-Anti-Corruption-and-Integrity-Forum.pdf
https://www.allianceforintegrity.org/wAssets/docs/publications/archiv-2015/2017-OECD-Global-Anti-Corruption-and-Integrity-Forum.pdf

o IRIUKIEER S REIRBAR B8 - INIEAL TS A T RE R R 5 S Y A LR
ERFT GRS A A AR R S AL -

o WA E PR ERGIHRAL - RITEE S 2GS -

o REANEEET WA TR FI RIS S TREEAE - BREERTR
MRS -

BIGETT R BRSBTS B A R R A - APEC AL IS ARAY B b
PERIERAETAE - 2020 5 > KEREEIUE LTI/ (ACTWG) (& [F] e 2 BLEOR BURAS AR R (4
(PPWE) S8R T ¥ » %4y (BN IEFEZE - [ERL R IE R L2 77/ 73 R SR
AHEANFE) » HaEHed 7/ UK > K e 7 ERE R 2R b AR S8 - M sk
iR - BB ATaE IR & 0575 -

ASLESR > SUETERIBARATTE - Al LSRR & AR B SE - DAOHEER 3 - BAe
ME AU APEC R EEHEE /NE I E B TS % - HEE " HER2BEEA
—OZ)] > HRERESSEERE - BEACR ) ASHRIBRE - ¥ £ BRRENREN - EREER
BT aCH UEHPREA GRATR - MR e IFTA (RE2EEE) (ERA0E -

B ARIE APEC & BAG N SEHME 8 THYER TR - BRI E %2 APEC
fiiBfETEE (ACT 01 2020) FEUECR - BIAFEEIT FIE 20 /S 157G B F e fan & — F#HEE
BB TENET L CER LA T » PFees R - BB TR0 R > B Gk Z R B A%

° EFEEBHAHSS - (2007) - (MERIERESIERNGE © BN EPR &I ) (Gender and Corruption:
Understanding and Undoing the Linkages) (T ESZ{4 No. 3/2007) - [B[&FEBH4H4 - fEELE
https://www.transparency.org/en/publications/working-paper-03-2007-gender-and-corruption-understanding-
and-undoing-the-|

ERPEERAAHAR - (2010) « TAESCF 02/2010 : ( ARFSEITHVEIRELMER IR © ...) (TAESCF No.2/2010 ;
TAESC{4 02/2010) - EHPEFERHAHA, - HEEVE https://www.transparency.org/en/publications/working-paper-
02-2010-corruption-and-gender-in-service-delivery-the-unequal

0 BEEElE S EIUIEEAE ¢ (2020) < (MERIBREELEIENTE © ZIR%%%) (Gender and corruption:The
time is now) - &£ 54 H - #iHIE https://blogs.worldbank.org/governance/gender-and-corruption-time-now
WO R R ARPETE A SR APEC HBIETER (ACT 012019) HYHEH—IR -

APEC  (2020) = &/ INAERITEZE © MR A ERIIm 238 IR R i SIS SR R EE R38R ) (Bridging the
Gender Gap: Gender Mainstreaming and Women Empowerment as a Game Changer in Anti-Corruption
Initiatives) - REEVE https://www.apec.org/Publications/2020/11/Bridging-the-Gender-Gap

JHER R -

1. GBI (ER BEOBRS - I ERBOR ~ 518 - JTFREEE)E g MR TR B R

2. GEEEER B LR RS R  S TR ISR S R LA B AR

3. GBI B SR IS B L ARSI R B TR A - R TP - T A

4. BEBEE BRSSP SAEIRITEDE TV E IR BB S 2 S EEMERBELE (gender-
sensitive)

5. SIS ER B EORES  EMER 3 IHER (SDD) BHESHE: - FE I E S 2 E Sl AR AR BH Y BUR B
s

6. FHRE(ERL BACRHE - TR LS BUARLE P T AR AL AVBOR - SRR Z et b&
RS RABTSE

7. EBEERELER  EEBEEL T > SIENERAE B BRI E s
8. NS (ER BXERRE - FEN AR E T - H R A A TGRSR A - 57 R MR EHY
W5 7EZ —

12 Csalagovits, Z., & Duban, E. (2019) © (%7 2L 5 AT FHFERE RIS AR EE N B5589) (Guide for
developing a mentoring programme on women’s access to justice for legal professionals) - 55 7 H - {EEE
https://rm.coe.int/guide-for-developing-a-mentoring-programme-on-women-s-access-to-justic/16809c8291



https://www.transparency.org/en/publications/working-paper-03-2007-gender-and-corruption-understanding-and-undoing-the-l
https://www.transparency.org/en/publications/working-paper-03-2007-gender-and-corruption-understanding-and-undoing-the-l
https://blogs.worldbank.org/governance/gender-and-corruption-time-now
https://www.apec.org/Publications/2020/11/Bridging-the-Gender-Gap
https://rm.coe.int/guide-for-developing-a-mentoring-programme-on-women-s-access-to-justic/16809c8291

o AT E IR B R -

2. fHE
RN EEECHEE TH HHIERNG - 258 R AR - FraEenRES
MAFE R SRS TR H B s - MGaiEnEshs - 7

o P 1 NOIEEHE

o  EE2EN - BBMERNE RIS (Perceived Subtle Gender Bias) $5%%

o F3Ey KA TIEKE

o F A MRIFERE

o FE 5 AHAS

BEBHHER APEC FEEIRS T » WERIG AL T RS D 7 BT - AR
B ZHIERATRACNE BB ENEE - PSR EA YO - RIS R
YRR ET -

2020 4= 12 F % 2021 A 1 Ffd] - G805 94 (71755 - *° 21 (|5 APEC & B35 E A 16 (H2:81 1
A W 1Y - HEtE 93 (i (98.9%) ZCMEZEE LR 1AL (1.1%) HIZ TRl - 2
diEE TS - SHEEGHREEKE SEEAEES Hha 3 A (3.2%) EHERE AL
12 i (12.8%) EEWE > 25 L (26.6%) /2/NHEEA - LUK 54 i (57.4%) /NMHERA -

B S EAERE MG SRR 2 -

Y B S B IETANT R R ARR B2 — - BNV ZaaeE - (RIRH TSR RE TR E AL - 24
1M RGN AP EEER APEC BB ACRHGHY SAdEsE S - B 7AW HIEEE - o - AR S
BRI A B RS, - ATRE LA [FIRARRE > BRI T IR - PR TS RS
FEA S RERE -

THEE  HEFTEENE S > HEE T LR - RO RUR - ZEAVEE -

¥ 93 I ZEEIRABE RS RE - M5 RSN SRR SRS - SRR RE
JEC 2% - (B8 SISt HV A R4 100 (i BT » fEm S BRI B T - s fE RAERENIETT
REEREER R T SR ETREE R 2,100 T 8 T - BER(E/0/KEE Ry 95%IM(SHAlE R Fy 10% > AIFT
GEEZN oV PR HE I

RPATAREEERE LN - BIREIETETE AT S S I A B TBURG R Y 2 MR, - B AN
VLR - AEEEOTNEEE -



7~ 1 2 APEC FE4Y

SRS EfE

« B « B « AP ER  ¥rin

* IR « EIfE « BPHEF s hEE& L

« B « HA « 4LPERE * 25

* * R s EARTOAHSSAEE » B
BT

Fo TortrEkh IRIZERHTZEIE (Hofstede) HYSC{LAEREHE SR (1980 ) i {EEE R AR 70 v =
FP I ATCAE FUE W R 2 AR 2 WMEAR 8G - SELOR R IRe R A E AT

BRI FEN S SR T 2 T /NELEE > AR A SRR M S b ER - B
smEI AP FEERIRAT R R fs £ > i Debski S5 NVt o A E AR B > AN ERE S B
E@t MES B B 2 [EIRI R (G a7 IR o v B R Ay NS - 18

T PE ST E 8

RS TF vs. (AT

A E MR e B

F2Zz vs. 5

SRR A vs. AR

IR vs. UE

AWTFEIE TR IR - 5258 APEC & SRS 2 « RETTRERETE S DARISSE vs. [SMIAVEEL -
BRI - B SAHSNEIMERIRE - 28K © Debski T ALEHAZE T ERA T [FIARAY TR
YL -

FESTREBESS 8 > S TRIESUEE S WA PEURME N RIS B A LS - AE)EE
s REJTEERESB0S > BUREMDUEE R A P HERME SR E - S East - e EE
AR BRE R o (B RE JREEEE By B - AR S B e PAH A4S - DURSREEITH
SBIAEEERE - SRIIRESI I EC RoRih -

O U r W R

16 Hofstede, G. (1980) - { X{LEH4H%% ) (Culture and Organizations) ° International Studies of Management &
Organization, 10(4), 15-41. https://doi.org/10.1080/00208825.1980.11656300

7 Debski, J., Jetter, M., M&sle, S., & Stadelmann, D. (2016) - { {4 FIZRREEIEE G4 « AR EATE)
(Gender and Corruption:

The Neglected Role of Culture) (T {E>C{4E No. 2016-05) - CREMA T AESC{4 - HEELH
https://www.econstor.eu/handle/10419/214589

8 Hofstede, G. (2011) o { A L4ETE © ERHTREFAIFJE &) (Dimensionalizing Cultures:

The Hofstede Model in Context) - Online Readings in Psychology and Culture, 2(1). P. 8
https://doi.org/10.9707/2307-0919.1014

9 Debski, J., Jetter, M., Mésle, S., & Stadelmann, D. (2016) - { Mk FIZRREELEEHE © #2HRAT LA E)
(Gender and Corruption:

The Neglected Role of Culture) (T{ES{4: No. 2016-05) - CREMA TAESZ {4  HEEE
https://www.econstor.eu/handle/10419/214589

20 Hofstede, G. (2011) - { ERE A LSS « ERATREHEAIFE &) (Dimensionalizing Cultures:

The Hofstede Model in Context) - Online Readings in Psychology and Culture, 2(1). P. 9.
https://doi.org/10.9707/2307-0919.1014



P vs. PRIRAVIE(EAERE - R 7R ESUEESE Emir il T B SRS © S
HYSfE - 23R T EIHEERIA G RREESEE R EYE G E R - 55— > SRR
FH LR E AR R A ERE) - JTESMADRR - BIREE - 45mEE -2

FRIZISWITELENE - APEC G RAGADIE Y =2 « »

1. SRR — FRREIEREK

2. SERETIEERE — PBEIREES

3. (REREEEEE — BHEIEES
APEC HYER e & oh - A HERRERETTRERE - PHMIFEE RIRAVEIRGIT - S EOERRH SRR
4H > FE 2 APEC TP WEERRE - REERIZREIE > A R EAm Rt 2g A o » Horr
SOHGLESIERE - RIBAISR 5 - EATLI A 28 A o p IS Ry s R T e — S MR i =
Ayt -

100 MAS
e RUS * PHL
PRC @ * MEX
IDA ®
SGP ®
UN
HKC
CHLe °*THA®PE
§ ROK .
8 * JPN
8 so0
B
2
&
° CDA ¢° US
AUS
o NZ
0
0 50 100

Masculinity
2. APEC AYE NGRS » 1T E K FIE LA L E 77 -
it ¢ PSR E IR E R AERBUREAT A o - iR
BN 5 - AT A a R Ry S R TR — SRR
AL -

3. RN R

FIGHHEEER - HE MY IEENE R o AR LSRR EE 5 -
o IWIIEN SRR R AR
o [EflMER R REAZ

21 Hofstede, G. (2011) - { ERE A LSS © ERATREFEAIFE &) (Dimensionalizing Cultures:
The Hofstede Model in Context) - Online Readings in Psychology and Culture, 2(1).P. 12.
https://doi.org/10.9707/2307-0919.1014

22 JEHE Compare countries ° (HHHAEF) o Hofstede Insights. https://www.hofstede-
insights.com/product/compare-countries/ » HEHAEHEH & 2021 £ 4 H 6 H



ARG ERIFTA R [N R H B BB HIE Ryl 2R EEERE - (B3R
{EFER—BEPIERIN R - DIFIR R R R 2% -

3.1. WUENREREENEHIARE

WEEIS - MEHEEEUR > 2558 TIEERA AT SRS - 2 EBE 2k & Epiry
ETEE i8Ry 71.4% - Z55E TAFEIRAY ZCMERTIGEER] » 2FRPEARFESR - H o EEem (K 10%%]
ffer 100%AE » 55 1 DUSr T B fy TAEEIR - Hrp 2L MEEE A2 50% - 25 2 DU 53 (i 8eHy T
TEERR > ZoMESEERy 50.0%2E 71.4% - 55 3 VU538 - 2L B TEEBHE 71.4%% 90.0% 2 [H] ° &%
& - 5 4 Vs Beszah& ) TOREB A 2 8 TEEBIE 90.0% LK, 100.0% - EHHVEHER - Bk
& 25%HY 2 ST AR E N AR S A EIR AR - BRI AR M

Percentage of women = i | —

0 10 20 30 40 50 60 70 80 90 100
percent
& 3  LIFERFAIL LA

CETRIBITSE - BUCHEBIRRER BB R - DUPAA(EE SRR - B RERE e A
ST EE D > I - BIRE SRR B e T - (AR DEERE ~ BRIREEeRa 0K
BEE o CHEAEEBFT S EEGI R 83.3% - B Z T > SR TEERE ~ PRI E R RAVEORRS - DL
FAETTRERE ~ PRI S R = Av &R S - 2CMEAEREIR AT S PRI HIZE] 77.8% L0 K 66.7%
X 2 APEC KEEHEIETHILIE P EET 7L () 24 -

N SEITA:
XAk SRS — PHMITR K 46 77.8
SRR — MRS 29 66.7
KRR — BHIEES 19 83.3
et 94 71.4

2 REFAEHIRE R - ST ZCMERTSER R

1 BLEERETAEZ DA (EREEREEAN) ?

2. BIENERERSEZ VLN (BEEREEABGEC) ?
S HITR I E RS L2 5B RS s S S e -
2 ATHERIFTASER - MR EENCORRAS - LTI - BN A RBEIFTA OB Z3#H
NECRFHEE - B - ALOERRA 5 ARIERNE > M B 4O E TalA 10 ARIEME - EAREIIERITE
DU HE B AR AGHYE SRR S R ACE BSOS RO Z 1R - BRAETECRAT
AS BB SHEHERE 2] -



et e A TR el

I E S TR HR S - (EH8E APEC £F 2020 SRR AT IRE T8 -
25 JETE APEC 24l Chuah HEFT » EL{AHAE 2 Chuah BFE - BIZERSHI > 13 (BALMBIT LM B
TG 41.9% 20 SRR B AR TS A 2 BB B S T (8 70.4% -
7 f3E 28.5 BT 408k - HATEER - IRHE Chuah ROUFIZEAE R » ol B IR P ZCIELL ] - Hh APEC
I B o 7 2 (R IR T4 (B 5 L 68.12% -

[FiRFAE ALVETE > SoAl Chuah (ERIAYTTE  BLAHRTIEA &R AZE S - Chuah RS /2 [F APEC
BELCFAHI N SR > 2t B TAYEEE] - NI - SIEATElEREY - 5 rTRe R R (e t%RE
Al 2 RN - BIEHENIE RS T RAVATAE R - MRFEHE Chuah MRIELERGATEALHY
NE - sHEH APEC KL E TR T im 2 AFREEBIRYPE(E - 550718 AHHFERESE 16 {15 APEC KUK
Be S SRR 94 L B THIEIE - S IR (el TIEEE - MERe(EtsRs - st Fm 2t
EEI « PRIE > Chuah SRy 2C M PRIEERT > ToE S EMIEE K B — AR AT el AR AR L - 55
— 7 AWFRE 2 H A AR - st E LI E RIS -

A REUR - APEC KBS EF L =LA IIEEE - EEWE e TIEERA M AR
% MHAEFRATRE AN - BRARITEAREFER » ERATTSARRE  FEEHEE
PERIPREEAVER SR - fm 20T sEny > R e r S IAH BRI - SR ~ SR -
TERE AR » 55— J7H - BUEE A EET AGRIEIRIVFERSE - 8 TIEAeEgSE -
AWTFEA ARSI A FR TR 280 7 IR - N E R Ea B0 - ALEE—Ayfl
Hh o B (E TR AR R Ry - MR nf e B AR B E - SRS - e
(EHVIAL LR D - 22 AR IR S A SR RS IR S B eV &ham - ME(ESHERE - 2tk
PR - INEE > MEEHIEEIIERIRERE - DU IEI R AR T e - AR
BB RAEH

AWTZERTEEIRATIE IR - S8 7 2B - NaRMEHEER AT

> Chuah, C. M. (2020). {4/ NERIZE 7S © MBI R ER0gR 208% T pk R S &I BB S A B KIS IR ZL )
(Bridging the Gender Gap: Gender Mainstreaming and Women Empowerment as a Game Changer in Anti-
Corruption Initiatives) < APEC #EHVEH https://www.apec.org/Publications/2020/11/Bridging-the-Gender-Gap
26 13 {ESZEREOREE - RN ~ TIEA -~ BRI - B - P EIJE - v - BoKPEER - AR - R
B JEEE - REERT - PEERIL SRR -

7 SE(E 70.4% RS AR {ir# 71.4% o (HEAREIL T - SR E SR IT A TERES -

28 Das, S.,& Kotikula, A. 2019 - (ML RIHEEREE « BEEEERBIFSE /T A ) (Gender-based Employment
segregation: Understanding Causes and policy interventions) - tH57$R{TEEE - HEEE
http://documentsl.worldbank.org/curated/en/483621554129720460/pdf/Gender-Based-Employment-
Segregation-Understanding-Causes-and-Policy-Interventions.pdf

2% Rhode, D. L. (2017) - (Z-{4HA4EZE J7) (Women and Leadership)  4=/F K H ARt -



http://documents1.worldbank.org/curated/en/483621554129720460/pdf/Gender-Based-Employment-Segregation-Understanding-Causes-and-Policy-Interventions.pdf
http://documents1.worldbank.org/curated/en/483621554129720460/pdf/Gender-Based-Employment-Segregation-Understanding-Causes-and-Policy-Interventions.pdf
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N Ry A - FE R ST IR ESR - (HEB LR IHBNEE
W IEE A ERRTIARITE SUE R R Ry 7 EBORRERE - BIBEE T &7
SRHERML > NRIECHUEAETS - dfTRIE 7 EZENREAE -

ZEHHEEEWA TR,
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NERHEE T > BT LEEBREEAN - RMZEEFRR - LRI - fEE ]
REEER R
WIRBHIRE - EEFEaRITERER - GeRRAJERENEE > THINE -
JUSERSH AR (FE **7F7FUZUJEEI’JF?&WE » TAF &I E HRHEARS
TETEAIERE - BB T INR iR R B IR M A BRI HRAVIRAL -

et eI o AR IS ZERTMGEE B o (BAEHEE R L PR - IS EFR A S P
fat -

WP EEZE @) BERARLM ERZENERES (BREEL) #

BHME (10 AdE 9 A) - ERIEEEEAMERIEEFIRTAE &P 288 B THIE

BIEEG - £ 2B ATTERECRATS & T M TslB R 2 L MBS P -

BEAAERHUERPINE RER - R R SREASNTE R o ke BT E—E R - B
FMEFHIPALE - SR VA ZHHE R - B AR E BIefHIBEERACHR - *°

3.2. BRI REES (Perceived Subtle Gender Bias)

—RRNT A B BRI R R - SRR SRR B S AR E RS RE s - thr] B
%ﬁpi%%@ﬁllﬁi’iiﬁ MR R EE - Eﬁ'ﬁﬂiﬁixEﬁeﬁE HﬁFéﬁIﬁ%Z M L FEERIA A
REN/ IV A R R RITT Ry - BT RA Al RE R B = 5 » BRCIRERI 7(7“)3/\@%?—1&%9
g B > SR AR A HIJ:E‘ﬂiFE'JHUA%EZH%Q HEANRRE RSB G

WU ER T BB AR

MR RIEE A& Sakn  BELITADS - (EEZ A REIERUGE <> SR 2 M HE A P5Te] -

30 Cotter, D. A., Hermsen, J. M., Ovadia, S., & Vanneman, R. (2001) - 3735 RFEAKE (The Glass Ceiling
Effect) - Social Forces, 80(2), 655—681. https://doi.org/10.1353/s0f.2001.0091

31 Rowe, M. P. (1990) - { “FEEAIEHEE © FE Ul Y B E NI SHHESE ) (Barriers to equality: The
power of subtle discrimination to maintain unequal opportunity) - Employee Responsibilities & Rights Journal,
3, 153-163. doi:10.1007/BF01388340 Russell, K. (1998) - (JEIEAVYBAL ) (The color of crime) - New York, NY:
University Press.

Solorzano, D., Ceja, M., & Yosso, T. (2000) - { it I ~ TEGHMER Bl EfEE AE © FRm R RE L

HY4%ES ) (Critical race theory, racial microaggressions, and campus racial climate: The experiences of African



AERFEREEENRRA RO - et - SORERYIRA 2RI R R A LA
5 TGRS ELEERENIRE - MAVAERTEERR - EACAERERE
ik istd s Ragd - 28I - E2CMEEABRIZIE SR 2L AR E - H AV
RS, > srat H AT Ry LB A (TR IRA S T B S (B Ry = g s - Rftnim Ik
wiEk > NRENA TREENEMEE O EPE > P8 e LR CHERREE
BB AR - L EREE AL T8 8

CHEEGRS - B XA RRFTRE £ E S LI B IERTE - I DU SRAYAE

NIAERA » A ARG G -

Bl ST (AR M R R SR o e ¢
REBAE LM » HMERIES » M EREI PR SRR FE e - BRA
T B R R R EROE A TR R » AAREE R T IR L
ST B SR RS TS T By - AR R ATE BT TR S Bl
AP -

ZREHIRRE R R RS Ry

75 APEC [ EBSHEMS T2 » FEMOERIIR RV B R - Z3E iR 21 [E - 5%
5 BRRIRAL 21 4978 126 43 - 21 Y ENE RS A EMIEMIERIRE - 5 126 HHIAE
AR B AMERIIR . « T80 B frBsy 59.0 5 - EBR ISR - (A% T Wi
I TR R, » B YR RSO -

WREE T (R S 0 SR AT =TS BB - RO e R A5 By P BE A AR - 12
APEC R SEE T ST EERE - ERIREREH by - T BEES (69) - HEEE
FEJTEERE  (EEFZMISRE RS E4H R > Bl RASEEY T AL B0 60 - ik - (REERETEERE ~ F5
2 IMEAY SAEAH B B K - S AE 58 77 © IE s i 8 - e EE R i e fm R e 8y &
.

FE P BVEBEARE - E=EDUEHAVRR 8 AN ARE SR - RIS 30 £ 34
oy 2 o WELES - KB FTA S RIVAEEAZ 5 - S8 R la it R A B - =EEHET]
PEBER IR (E S b4 R > §9F 25%HYZahE R FliEt R - HARERETTEEE - BoalEHlRE
AYSALAH AR - (R PR R PR M bl m RAV =25 Eeb A AR -
FAARTERAAEARIL > F1ir 95 5 97 53 2  FEBHEDU bR R = 8k - ARV BEZEE
R B BEFEET SRR R - BRAZE > SBCRENSEREERE - FBIEE RS
AISZABEH A -

American college students) ° Journal of Negro Education, 69, 60-73.

HEEVE https://www.jstor.org/stable/2696265

Sue, D. W., Bucceri, 1., Lin, A. 1., Nadal, K. L., & Torino, G. C. (2007) ~ { FJ il f1m s 25 B0 A 194555 )
(Racial microaggressions and the Asian American experience.) o Cultural Diversity & Ethnic Minority Psychology,
13, 72-81. doi:10.1037/1948-1985.5.188

32 Rowe, M. P. (1990) - ( S5V © FRAUE Y S Bt & R 1S HERLE ) (Barriers to equality: The
power of subtle discrimination to maintain unequal opportunity) - Employee Responsibilities & Rights Journal,
3, 153-163. doi:10.1007/BF01388340
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Perceived Subtle Gender Bias Score

4 RFEA L ANE R B B2 (FRAE L G i )

Bk ZaE B BRI R RS

@R A R B 2 T RV RR (i - 583 30 2 39 pRAFHRIEHYZEEFT RV 2R f R.58R
[ - T HA A B2 5 o s AHAY T LB 61 41 - 40 E 49 BRHVZEIE T EE 56
g1 o MHEEZ T - 18 2 29 BRAYZH# 38Uy 51 97 » 50 £ 59 pRHYZ & LR 48 71 BRI RERE
7%y 30 £ 39 VLM ERm N RELEF T o M HEEAFN T FESOEHRBELIFER
FEAE o I - AHEFYRALE T T LRI » i LERARFERLH - MM EE S
EZERRMEITERIR R - EREERE e G Vil -

B FELORREHI 2R o R LB SRR o B AWESORREEE SRS Lo &
BT AT P5EER 21 oy > EEENRRE - ZRiEHEE CAMEE B O Rt G resa i 20U iR E -
MAEE L H CHE TS - B2E ROV S W B TRE 1 B GFE RN E ISR E T - B
fort i RS2y AL B EE TR E - FEbR T = (EERHS - (B A& R T TaA
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Perceived Subtle Gender Bias Score
5 1T B TR 7 IE R R e 2 S
FE L A2 (41.1%) SERREHRE TR EET - 2KE SARREN B
B I E TE B
IR > DURIREIEAMESASE > RIS & w2 ECEER
R NBE » TREREEE R TR IATL -

It is difficult to balance the demands of work with . _
family responsibilities.
0% 20% 40% 60% 80% 100%
M Disagree strongly Disagree Disagree somewhat Agree somewhat M Agree M Agree strongly

6  [EFR LR HIRER

E]AMREIL AL MR SR AR - SRR AR ] T R B L T IE 5P vl AE kA R 52, -
EREK > BB A TR R M TR WSt R T8
FHET (MR EIFE 2 OEBREENES) AR SN RAY - it
AN TS TR R T - BB R EA BN -

iR EET  sINERASRIE - R T RR o ZEEOR - ISR A REE A
PG TR R T2 YRS ASUEN TIF - 2 ERRE - siA TR R B8 K
HIB S RETHE - SRR R - TTRERE M TIFBER & - @Rl T EA Rz 2Lk
[FEICRTAERHY » BEAA A - B SRR E M TFECR - BA ne E(E 72t
ARBIRER T ZEAERZINES - BATA BTSRRI TR - (A TERRE AR
FEIRRE TIEEF 0] ABIHERATEE a8 TR 2Bl G IR LAFRIRRAE - ot T IE
BRICAF > MR LIE EASECE - RE2T) > UIEENEE THERR - BRI A A5
GYsHE L (RPALEERR) PR ER E FEsH & R S B - >

34 Charlesworth, S.,& Whittenbury, K. 2007 - { 3EREECE 380 2 © FEBEZ TIERYPkEL ) (‘Part-time and
Part-committed’?:

The Challenges of Part-time Work in Policing) - Journal of Industrial Relations, 49(1), 1-15. https://doi.org/DOl:
10.1177/0022185607072237
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Subtle Perceived Gender Bias Index
7 BB B RS R R PR %
Rt R RESZ » MRt e R s B - EFE 8

Ee R RN R R RS BRI R R A e B S > BRRECLE PRIt EAR E s B
R WMHSIREREEE - 2020 £ - MR EGHREIFENE LS E IO MIHEECS - T
TEHA G FFIRAIME RS - f5R0R AR (HEFYEERZ) (World Values Survey) K (EFEEE -
* P 75 (EEOK RN 2% > EMR T Y EEBERE > P EE A EER - 3
QHIRERE o MRt R E R R A T Y E EB R AR TR - %

Mt SRR s B oA il - HAREEIRZaiE S LA RE - FE L HA 13.9%H

MR 9.4%H FHAEME Bt S R s B ISR BN R R - 2800 - REZaERAE
—MIREIR IR R R - OFRRE A R R B E — IR R (e Y SZah A e - &5

¥ BBl ETE - (2020) © (GufRtE R © R EEAVERERNZ ) (Tackling Social Norms:
A Game Changer for Gender Inequalities) (GSNI | Human Development Reports) - HEHLEH
http://hdr.undp.org/en/GSNI

36 WVS Database < (HHIREF) - #EEUA 2021 4F 4 A 7 H https://www.worldvaluessurvey.org/wvs.jsp
21 {# APEC &R - 51A 19 20 T HAEEE L - AT N LE DDA S
.
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RS 57.9% 0 Bk 44.6% > BIREZEA S AR RARE - ¥

AWTFEEEHR > Bt R RS PUR PR Rt S MR Ea e BV 4E 3 - W AH e - i BT RR 1
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A A FREZET R
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3.3. MHEIRFZEREZ (Perceived Gender Inequality) Bl

BRI B SR SZHE By 21 JERRIL - ATLL B AU
o MR PERESZ > AREIBAVEAIEI - GIa0 - 2 S BRI TR - LRSS
BN B R E R -
o [FEEH - HENBEG UL - K2 e RS SHE -
o FEHERIRIIEE S YEEHE -
o RIUSUEHRZIES B SRR SRR - BT

9 BURH PRI PR IR SRR EE] T SERAEE (61.6%) - 2A0f - S (&3
BIRYRERAL - LG E TAER  WalEs > FEE S EERIELERZ » st R
5 o DU B s RdET am b1 -

W AR A FIEEL B AR E & > 43.6%HZ 58 $HE BRI - 2 TR FE - A EE
AR TR PRI E TP HIBRAL - 557 38.4%HY 23 & FonEE - Em
EEBIBFARDL - £ T AR & el o (B HIPE R -

ZE R FI SRR IR - S EEAVLEIEIEE & o PHENE - HRERNEE
EHARERUTE > HA 8.6%HIZEERE T FIAFE - AREEEEAFEE - I—FAVZ5)
& (46.8%) [FITEAHBERIL - ARASHSCIRIAVEL - AREHILLOIHS - 57F 23.8%HIZ5ERN™
IR ERE - AEAESEEARE -

¥ G EIF#EETE o (2020) o (efett EREIRGE - MR EERVERAERZE ) (Tackling Social Norms:
A Game Changer for Gender Inequalities) (GSNI | Human Development Reports) - HEHEH
http://hdr.undp.org/en/GSNI
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Perceived gender inequality
Collegiality

Mentoring

Organisational support
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W Disagree strongly Disagree Disagree somewhat Agree somewhat M Agree M Agreestrongly

9. [Tl B2 E T VIR E R A A

PRSP R R AR R > Sl (R AR ARAUE r e - DAL - $HEERIA P R HIHHRR
ERE T ARE » AIESRESEERZ A EINER R - ARELG =(EEHAREE - AIREER A 95
B2l

BB BRI P EEE A MR BoA T DUEA

SHEHERI R P SRR S R T LI R - S SR AR SR AL IR - 55—
LR -
o FIRERBEEIAIEL - S RIS R » GEER— R - (49.3%
A
o ERFEREGLCE  H \GRERELE o (50.7%FH)
o BETFLBWES - R LSRR T - (45 0% )

AEBARATLENE » LR R RO B - PERT AR S R B L S
NHEE R © 494020y R ERTERL » SRR TS EmEE R » TR
PERTEERIT TS5 - SNSRI L TR T P55 MR - SRS AR
AN
SRR MBI  ARRE LSRR R AR - R
S

BATHEHEE T E M BB TR » A0 SRR EEAT TS -

R CI98 R 5RAERIPS - R BB SRS AP A -

S3J5ET » AHS) APEC SETRRSE ACHRI T PERIE BRI B R IR T
5 - Chuah $55 64.79%(f) APEC I EXEEHEMITHHRBEPERIBIIRRERAI - » BI40 - FENISEA - ST
P BB TR ) MR - (A PIR IS - AT

3% Growe, R., & Montgomery, P. (2000) - { Z-M4-EI5EEHET © 45/ \VRI% 7 ) (Women and the leadership
paradigm:

Bridging the gender gap) - National Forum Journal, 17E -

3% Chuah, C. M. (2020). (&E/IMERTFEZE © MBI bR 285 T ROR L BT SR FE AN B R R £ )
(Bridging the Gender Gap: Gender Mainstreaming and Women Empowerment as a Game Changer in Anti-
Corruption Initiatives) < APEC #EHVEH https://www.apec.org/Publications/2020/11/Bridging-the-Gender-

Gap» 55 27 H
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Fy B THRAE 4 /NRFAYESEI i%%ﬂl&i%l%?fﬂi%ﬂiﬁﬁfﬁiﬁé}lluﬂ\ﬁ’ﬂ%iﬁnﬁ%ﬂ  BURETERREE TR
1~ REFBIREENET R o © IREMEHEREE > BEAESE - AMES kil Wiges
e AT E HEEE T ARRCR 1 ACSHRFIHI BRSO R MR IR - B2 e sRs -

| have observed female colleagues experience gender bias.

| have seen male colleague jump in when a woman is
speaking and take over the conversation.

Compared to female team members, male team members
receive more respect from other team members.

People see ambitiousness differently for men and women.

Some people are not comfortable being subordinate to a
woman.

Men | work with are unsure how to treat women team
members.

Some of my male colleagues are only superficially
supportive of women's struggles with inequality.

There are times when male team members continue to
meet after the women have left the room.

More situations of gender bias occur than are
acknowledged in my department.

°

(] 20% 40% 60% 80% 100%

M Disagree strongly Disagree Disagree somewhat Agree somewhat M Agree M Agree strongly

10 [EFIT-FERRZAIR AL E A E R

WER RPN —E

AR (A NSR>S TEEAVIER - SEELEIEE o MIRE R E RRERI A, -
A AT HE R A B E SR - WERFENEESE S EM T REEARZ
EHYEERI 2B (5 > B E AR — TAESUsEE — A TF » B2 TR RISERAR % -
WHEHI R 2 — » EHERTEBZIEETT > MERSE B EIR B o FRFa] LAET 215
BITHE L > SCERHZETEITE R AR © S A i 2K - *2

%0 Chuah, C. M. (2020). ( &/ IMAERITEZE + PRI BRI 2255 I 0k I SR SR AT B R R )
(Bridging the Gender Gap: Gender Mainstreaming and Women Empowerment as a Game Changer in Anti-
Corruption Initiatives) < APEC #EHVH https://www.apec.org/Publications/2020/11/Bridging-the-Gender-

Gap - % 27 H

41 Lindsay, S., Rezai, M., Kolne, K., & Osten, V. (2019) - { B2 IEE A EMERIBEREZE M/ AR R © &
M SCIBRIE]EE ) (Outcomes of gender-sensitivity educational interventions for healthcare providers: A
systematic review) o Health Education Journal, 78(8), 958-976. https://doi.org/10.1177/0017896919859908

42 Bozionelos, N., Bozionelos, G., Kostopoulos, K., & Polychroniou, P. (2011) © { ZEe LBk E s Th A1 4HE% K
SENRA{R ¢ sT R E SRS ) (How providing mentoring relates to career success and
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iR R SRS R R AT BT - |REEEMOEEMA S Rt
HHEARSEDZHNER - © HEREIE > A SBMET TR - TR iR
RAVRITTE > DU PEI N B ERS TR ST % - SRRV aE e i - SRRt e
MHE KGR AR > SRR A TR E S -

EAE VBRI E A IE S

APEZHE (74.5%) For 0 15 T RIEHIEEAEE - 280 > JEEEEr T ERE - £1E
ACSHRIZ I - AR E - K E & ERE TR — e R AR - DU B (R TTEE
HE— IR R m OB e Z5 e I E ISR EE B 3 A Ry 78.3% ke 78.9% » BIFTEEA
K r—J5H  KE =R — R R SRR ZahE - SR IR AR fE
& (65.5%) °

IEAVEEZHE > B EhEm S o RINCENBEEER (43.6%) - (BB A 2 [ - AR
A o A = M EEEE — 5 MR YRR 2 e » EEEX B0 fE S
(52.1%) ° HA R = FEAE T RERE —F5MIFE i a5 (E A RS > (5 37.9% - 2R E{RFERE I FERE—5
IR FE i e &R ey 2 ah & IEF A EE LB SR (31.6%) -

HEREERMAEE - SRR EHEAE - SEFEZE (51.0%) &5 7 2KE
BARLENEE - KE &SRS — SRR R RO A28 - TSI E N N
% (65.2%) 1= [ERE ST RERE— P IR RS SORSHY 2 38 JE IS BRI EL BB B 5 44.8%-
PRI > ARSI — SR SR s ERE T BEEREEWENZIE LR
(26.3%) -

FERERE DR — SRR S OERE T - fEn 2R E S sE B R L EWE - TR
SRR > RN AERE - 28 > B A T REE A U LA B & A AR TS AR -
Gy — TR I RERVERE - TEFTRERYREERAERAR (patron client relationship)* : FF2() APEC L7 HG -
TCH TR R PR — PR MR (R (RAE RS - UK RERE D RE R — S MR (R e AR AR &
B AL SRR (5 - SRR (R ] SERLERC T SRS -

organizational commitment: A study in the general managerial population) - Career Development
International, 16(5), 446—468. https://doi.org/10.1108/13620431111167760

% Tran, N., Hayes, R. B., Ho, I. K., Crawford, S. L., Chen, J., Ockene, J. K., Bond, M., Rayman, P., Dean, B., Smith,
S., Thorndyke, L., Frankin, P., Plummer, D., & Pbert, L. (2019) - { 24 5R RIE=Zia% « g Ry s
E%2E ) (Perceived Subtle Gender Bias Index: Development and Validation for Use in Academia)  Psychology of
Women Quarterly, 43(4), 509-525. https://doi.org/10.1177/0361684319877199

“ RERHER G > RS ~ ttEthfr - e s MEAERN TS (BREH) - B2 TR SR
AN (R 2R PR R -
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| receive informal mentoring form colleagues. -
| receive one-on-one formal mentoring. -

| havea mentor whoisin a senior leadership position. -

0% 20% 40% 60% 80% 100%

M Disagree strongly Disagree Disagree somewhat Agree somewhat M Agree M Agree strongly

11. HPpR LA e/

R R R RV E bR

it AR S R MR E U T 26 - A 16.3% B B BRIV AL T 1T
FUTE - BB - EEREGIENAZEE (WRTCATETR) - DR R HEE B B2tk
MRS T RS TR B - EIRUTEE - AR - S S B R O S s EE A R R e
Bl > AEEET ] DR Ry (TR S 22 - INItE - ZE a2 HRVEE > ArlReE2ie 8 THREE
AV -

ZahE TS - BENE B SR P S E AR e SRS — - R E B
Nz

WS Z > BEGHCIRBHIBIEASS MR (MR W65 - BEAERRAE

FHE > WEFAIES B THE - MR ERV G /s e R i E S 52 BRIk

RS BRI

Matemnity leave policy 95.4%
Paternity leave policy 86.8%
Policy covering sexual harassment 79.3%
Gender Sensitivity Training 64.7%
Part-time and flexible working policy 43.9%
Transparency about promotion 38.6%
Gender pay gap policy 28.2%
Sex-disaggregated employment data 25.8%
Promotion quota for women 23.0%
Recruitment quota for women 21.5%

Mentoring programme for women 16.3%

I8 12. Z BRI E BRI G (EIF I 20 B LR it - ARSI oL - 5//FA Chuah (2020 -
27 H) -
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SRR EE - PIPERY] > BME A EAEHER - AN ER BT E i - (BE
AN HAEAEFERIE AP - b —EFEEE - M8 THEREERE FEE &R
SR THYERD > NIt = g L MR 80 - * INIL > A Af5H > $21 (sponsoring) FIAEEE
ARSI RIS TS - SRR E R A R S T g R eI 5 > 2R AHT R
R IERAIEEE - * BRSO TR E B R B > AR AU
FEEEE EE - R EWESEEE = 2R > B EE—5 -

4. 4w

AHWTFEEIY APEC ZORAGHI N ST HETT T MIGaHE > H AVER B AR S Le R A Ry Pl 0
B3R > el sl B E BIR E a2 ARNE » (SRR BRI R R - 15
feif i 2CHY U LA -

SRR T AR R REE - AbTTesei - Ka @At TIEE e m 2ok
Mo S EST I EE I (71.4%)  EEPIES N S S EHEA G 20 P A B CPIE R
41.9%) - IEEHVET R - BURNEMERIRBEREE (A IR AR > R E TR 2L AN
R% > S HANEBEE TR T B IR SRSEERN - FARER S H AR - 5k
AYlRBlEE S B2 S ISR S AR - ISRV A T E T - (HEE AT -

ARSI - APEC NI - SRR = (e P HEERRMM AR R - KRB L RE]
EEETHm R > TE R R 5 SRCBAEME A PRI ESZ DU B ER S - MR R Rz A S &
[FIRF IR B VAR B AR AT S RIEE B AR - B E 2B T ABE 2% iR R R
Bz E R o R FE SRR G - ARV ERSER - FEHERHE TR - —iGe
RN RS ERM T SRR R R -

SEFERF > ARSI - WERIR P SRTB SR R « 1P (49.3%) ATZIH
2k FIERMEET B B FRERTER SRS AL - MR 3
%S (50.7%) FRRHE A BN LI REIR FIE « SEBSEOR 1 0 APETEE R B
(AT 2 s » FELR RS YOLEHLR - SATT - %5 APEC I SIS ATEE B T 1ERIBURER A
DT Z I B A (PR 52 20 £ R L
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ffgk 3+ EZHEGR
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%3 ZEEHE
TR I N %
{TEEERS 19 20.2
T 1 11
IR & 7 74
HE 19 20.2
A 14 14.9
T B 10 10.6
PR 12 12.8
TEF 2 2.1
Hith 6 6.4
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PRREERF N %
FET R 2 21
& EE 7 7.4
Eibrsti| 21 22.3
oA 53 56.4
Al 11 11.7
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ANE P
XAk =S REEEE — FSRIFEER 46 77.8
EEREIERE — PBHIEE 29 66.7
REHETpERE — BHHIEE 19 83.3
PR FaT R 2 50.0
Eibrsti| 21 66.7
BUEE 53 80.0
R EEERrT 7 71.4
A= HESE 67.9
TER 12 66.7
EloSEE-IN 25 66.7
ER & 54 77.8
TEBE ??Bz%?ﬁ 19 77.8
HEa s 1 100.0
HE 19 66.7
P 14 66.7
FER 10 69.2
B 12 50.0
Bl S=(E 7 80.0
TP 2 100.0
ANEER =1 60 77.8
R (—Fx% 5 R) 18 71.4
BE (—F 6 7 11:7\ 11 57.1
EH (ZVEH—X) 5 66.7
&E (20EHE—XRK) -
dEat 94 71.4
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-1 e = 2 100.0 0.0 0.0
=AEM 21 58.5 33.3 8.2
BUEEF 53 46.6 45.6 7.8
R EIEERFT 7 59.7 40.3 0.0
BArEsk  HEEE 3 50.0 0.0 50.0
TEMRE 12 0.0 83.3 16.7
EHESEE-PN 25 56.0 33.1 10.9
Ellzdnd= 54 60.3 37.7 2.0
TAERE ”BIE?@ 19 61.1 36.4 2.5
s 1 100.0 0.0 0.0
HAE 19 40.0 50.4 9.6
P 14 54.0 32.2 13.8
FER 10 13.7 75.2 11.1
B 12 35.3 52.9 11.8
EileE 89.1 10.9 0.0
TG 64.7 35.3 0.0
ANERkE  WeAE 60 53.0 39.3 7.7
B (—FHE% 5 R) 18 51.7 45.7 2.6
B (—F 6 3] 11X) 11 43.6 47.4 9.0
T8 (2 0EFH—X) 5 35.0 65.0 0.0
&E (20EHA—X) 0 - - -
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Leadership level [
Management level — 11
Team leader —88 [ }———
Team member +——— [ }—

21 35 50 65 80 95 110 126

low v moderate high ‘

Perceived Subtle Gender Bias Score
13. (KB 8RE] 7 IS 1 e S =
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Female | +— RN
Gender Diverse '_D:l_'
Male ——

21 35 50 65 80 95 110 126
low moderate high

Perceived Subtle Gender Bias Score
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| receive positivefeedback about my abilities from
colleagues.

| havea collegial work environment.

I havea good relationship with most of my co-workers.

My ideas are valued within my workplace.

Many people in my workplace are supportive of my
work.

Team members in my workplace make sure everyone I
feels valued.

0% 20% 40% 60% 80% 100%

MW Disagree strongly m Disagree Disagree somewhat Agree somewhat M Agree M Agree strongly

15. #PSEIFE (G A7 R S

i BB REFESS R

My agency is aware to women’s staff’s professional
needs for success.

My agency provides supports for balancingworkand
family demands. .

I workin an agency were policies emphasis equality. .

0% 20% 40% 60% 80% 100%

B Disagree strongly Disagree Disagree somewhat Agree somewhat M Agree M Agreestrongly

16. FJAH LI F A7 R S
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ZAiEAEERLS (36.5%) #Z M ARERE

You need the right connectionto get a jOb in this _ _
agency.

The training needed for a position in my agency is _ -
easier for men to complete than it is for women.

| have not been able to take training opportunities or _ -
apply for training because of my family responsibilities.

| have had training on gender issues. SN - 'Im

0% 20% 40% 60% 80% 100%

W Disagree strongly m Disagree Disagree somewhat Agree somewhat M Agree MAgreestrongly

17. HR RS E I E
35.9% WYSZehEsE » HETIERE » HtEENE RS

Women and men have the same capacity and -
capability to fulfil the duties of my agency.

Some of the duties carried out by agency staff are
too dangerous for women to do.

There are some work duties that are better suited to

wormen than men. ISR

It is difficult to balance the demands of work with
family responsibilities.

% 20% 40% 60% 80% 100%
B Disagree strongly ™ Disagree Disagree somewhat Agree somewhat M Agree B Agreestrongly

18. #IRN T HS B A7 R S

ZRiE S Ee L TR DSBS REETT

Promotion in my agency is based on seniority more
than skills. _

To become part of the leadership team at my agency, it

is important to take part in socialising activities. _

For women to be promoted they have to perform
significantly better than men.

Women are as capable as men to be leaders at my
agency. I

0% 20% 40% 60% 80% 100%

M Disagree strongly ™ Disagree Disagree somewhat Agree somewhat M Agree M Agree strongly
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R MR ERE R S T2 FIR  (37.2%)

There are different dress codes for women and men.

The existing dress code is inconvenient and not
suited to my work-related responsibilities.

The protective equipment provided by the agency is
suitable and fits me well.

My agency provides facilities for women such as
bathrooms, changing rooms, sleeping quarters and
space for breast feeding /pumping.

0% 20% 40% 60% 80% 100%
M Disagree strongly ™ Disagree Disagree somewhat Agree somewhat M Agree M Agree strongly

20. HIPRBEREF LR R A RS

Y= (30.1%) HIZEEEERS MM TEENER ISR

A person who works part-time or flexible hours is not
committed totheirjob.

I have been told that my gender is not compatible
with my position.

Sometimes my co-workers make jokes or comments
that make me feel uncomfortable or embarrassed.

| haveseen people in my agency usinginformal
means of communication to send inappropriate
content or messages.

0% 20% 40% 60% 80% 100%

M Disagree strongly ™ Disagree Disagree somewhat Agree somewhat W Agree M Agree strongly

21. #R L EAEAAR AL o B e /&

ZRiER NI MR EH T IE

| sometimes think about searching for work at other _ _
agencies.

Female co-workers are more likely to move to other _ -
agencies than male co-workers.

Overal, 1 am satstied withmy ob. [N

% 20% 40% 60% 80% 100%

=]

M Disagree strongly  m Disagree Disagree somewhat Agree somewhat W Agree M Agree strongly
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