


“Women are not objects; women have rights” – is the simplified 
message of what JDR September 2022 Issue wants to convey. So 
often, the argument for gender equality is because of the econom-
ic value behind women’s participation in the economy. But, isn’t 
it time to begin the shift to the more proper objective of women’s 
empowerment? Isn’t it time to articulate the narrative that wom-
en’s rights, in spite of their economic values, should be ensured? 
The Right to be represented, the right to be acknowledged, the 
right to act under their own will. The right to make a difference. 
Both rights that we are familiar and not familiar with.

This Issue covers the lived experiences of working women from 
different walks of lives. The truth is: the problems discussed in 
this issue necessitate a joint effort of both women and men. Yet, 
the level of awareness of gender inequality is still uneven among 
society. The hardest, most important task right now is to share 
the information, to educate each other. And it could start with you 
sharing what you know about gender inequality to your closest 
ones.

All of our writings ensure the inclusion of both the subjective 
(personal views and experiences) and objective understanding of 
things. We hope you enjoy reading “The Working Women”. But we 
also wish that you would share your insights about justice in de-
velopment by becoming one of our contributors. 

To obtain more information about how to submit an article, please 
visit www.thejustin.org/write-for-uswww.thejustin.org/write-for-us
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Government 
Must Legislate 
Gender Quotas 
For Companies

jXXXXXXXThe spirit of  female representation 
in parliaments does not always 
translate into a commitment to ensure 
a proportional gender representation 
in companies’ hiring practices.

Editorial

Diversity quotas – a form of affirmative 

action designed to guarantee a certain 

proportion of representation of un-

der-represented groups, such as in relation to gen-

der, ethnicity, or nationality in an institution, is a 

much-needed intervention to ensure inclusion in 

the workplace. Yet unfortunately, the behavior to-

ward diversity quotas is quite mixed when it comes 

to gender quotas. The gender quotas are perceived 

to surrender the merit aspect of a person’s candi-

dature. The against opinion further believes that 

the quota is discriminating against male candidates 

and violating fair practices to satisfy the intent of 

achieving a superficial notion of equality.

A measure of fairness in hiring is conditional on the 

background behind a person’s merit. Does a woman 

with zero work experience among candidates 

with five years’ work experience make the choice 

to not work or is there some story behind her 

unemployment? When a job posting only attracts 

10 percent of female applicants, is it because women 

are not interested? The problem does not begin

from the recruitment process, but rather originates 

from the social, economic, and political struc-

tures that unfairly locate women as passive actors. 

From the demand side, women might feel hesitant 

to apply for a certain position because they deem 

themselves unqualified for the position, that their 

education is not good enough, or that they are un-

able to balance between work and child-rearing 

responsibilities – that should have been a part-

nership duty between couples. Or it could simply 

be that the vacancies information does not reach 

them. From the supply side, there could be some 

unintended or intended biases that disqualify wom-

en from undertaking the job.  So, the purpose of 

gender quotas is to counter this unfairness. When 

will women get the opportunity if they are clear-

ly in a disadvantageous state compared to men 

that have already benefitted from various perks?

There has been an increase in the number of coun 

tries that publicly declare the commitment to
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gender equality in the workplace. Some do it in 

a gender-neutral way, such as recommending 

that at least 40% of men and 40% of women 

must represent the board. Recommendations by 

International Organizations such as UN Women 

also boosted the spirit of gender diversity in the 

workplace. Achieving this ambition necessitates 

long-term hard work with many twists and 

turns. Even Sweden had to work on the goal for 

80 years in order to reach 45 percent of women’s 

representation in politics. 

But the declaration is not enough. Gender quotas 

require legalization. So far, this has mainly been 

done in parliaments. Meanwhile, gender quotas 

in companies have not been universally endorsed 

by policymakers. It should ideally apply in both 

politics and the economy, or else this action would 

continue to let women in other sectors suffer. But 

apart from waiting for Governments to legalize 

this practice, companies should embrace practices 

that encourage underrepresented gender in certain 

occupations, which could be men or women. We 

should not undermine the power of encouraging 

words written in vacancy announcements for 

women to apply because that is done on the basis 

of historical disadvantages of women. Even the 

UN women called the policy temporary special 

measures to improve the status of women because 

this practice is not done due to preference but as a 

concerted effort to overcome social injustices. 

Companies should also recognize how algorithms 

in digital recruiting platforms can somehow 

prevent one gender from accessing the job posting 

since it has been documented that Google’s 

algorithm somewhat provides information on high-

quality jobs to males but not females. LinkedIn, for 

example, has become the leading digital recruiting 

platform with as many as 190 million users in the 

United States and 87 million users in India. It would

be such as loss of opportunity if a platform that 

could equalize access to jobs between gender 

instead hide the adverts from females. Companies 

should utilize a mixture of strategies to attract a 

balanced number of candidates per gender by using 

the right keywords, hashtags, and captions, and 

even design that will ensure the job post reaches 

both genders with equal probability and does not 

discourage any gender to apply. 

New ideas emerge as alternatives by suggesting 

a blind recruitment process where the company 

looks at job applications anonymously in order 

to neutrally determine who advanced to the 

next selection stage or is even hired for the job. 

This strategy is f lawed because it does not suit 

recruitment that involves interviews, in which 

gender biases might become inevitable. But even 

if the job application processes do not entail any 

interviews, blind recruitment will only work in a 

truly just world, and it only addresses the supply 

side issue of gender inequity in the workplace.

Firms also need to conduct more training on gender 

biases that could alleviate hesitation toward gender 

equality. ILO Action Plan on Gender Equality 

vividly stresses the imperative of mainstreaming 

gender equality in all spheres. An example is Cuba: 

the culture of machismo is so pervasive in Cuba to 

the extent that the working women have to endure a 

double burden to take care of household chores and 

child-rearing activities whilst men have complete 

freedom after working hours.

To fight against existing injustices, we shall not 

stand still and assume merits are the answer to all. 

Governments need to act, firms need to act, and 

civil society needs to act so we will reach a diverse 

working environment, not color the workplaces, 

but manifest gender equality so that no one will feel 

less than what they actually could be.
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What Makes A Good 
Mother?

The answer to this question often comes wrapped in 
layers of societal expectations and stereotypes that 
don’t represent the reality of motherhood, but the 
ideal. Is there a better, more human narrative that can 
be told here to gain more awareness of the struggles 
our mothers go through?

Melvyn Tang

Let's start, for example, with the idea that 

mothers must be nurturing, caring, and a 

source of emotional support – which are 

all true to some extent! However, I can’t help but 

question this narrative for the reason that it seems 

a bit romanticised. Sure, framing mothers in this 

way is positive and uplifts them for the wonderful 

things they do, but should that be the main lens 

through which we understand motherhood? The 

reality that working mothers face seems to receive 

much less attention than the overarching vision 

of motherhood that is portrayed. The context of 

relationships outside of the immediate nuclear 

family, and the mental and physical health struggles 

that follow along are all parts of being human but 

aren’t widely spoken of at all. Could the absence of 

these topics be harmful? Let’s try to unpack this. 

The Moral Spectrum of Motherhood
To be a mother is more than just birthing a child; 

in contemporary society, ‘motherhood’ often 

comes along with a fundamental shift in identity 

and therefore morality on what is the ‘right’ 

and ‘wrong’ thing to do as a parent. With the 

changes experienced in gendered roles over the

last decades, the way we have understood this shift 

is mainly filtered through the lens of work. A big part 

of this context lies in how central job opportunities 

and social progression have been in the feminist 

movement since World War Two and the civil rights 

movement, especially as issues like the gender pay 

gap are still prevalent. An interview with a panel 

of mothers highlighted a common trend of viewing 

motherhood as “the greatest job in the world”, 

involving “sacrificing body, finances, and career 

prospects.” This is interesting because it shows what 

Professor Duncan and Edwards call “gendered moral 

rationalities” – states which define expectations of 

what being a good mother means in Western society. 

The identity of the mother exists on a spectrum 

ranging from the primarily-mother identity who 

stays at home physically caring for her child, to 

the primarily-worker identity where career and 

motherly duties are completely separated – the idea 

of the ‘good’ mother is one who can completely 

balance these two states and therefore remain 

morally in line with societal expectations. From this, 

we see that what is considered ‘right’ for a mother 

places her needs as secondary to her children's

image: freepik.com
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(which is understandably partially a responsibility 

of a parent), but also forms a cultural contradiction 

of where a woman should allocate their labor. 

Should a mother not work to spend more time 

with her kids or form a stricter boundary 

between home and employment to meet society’s 

expectations of a working professional mum? 

We also have to remember that the ability of a mother 

to choose where she fits on that moral spectrum is a 

luxury that comes from access to better education, 

wealth, and class. Studies have been done on how 

female executives or higher-income mothers can 

outsource domestic tasks to focus on careers or 

have greater authority to restructure work around 

children, although motherhood expectations 

were still considered to be contradictory. From 

interviews with 95 married women, the link with 

socioeconomic standing is further highlighted; 

higher-income mothers who would fit in the 

primarily-work-mother bracket were shown to 

view just emotional availability as good child- 

Photo from Pexels

Vietnamese mothers showed most common causes 

were relational problems with the core family and 

parents/in-laws, involving lack of support, feeling 

like a burden, and having to endure expectations 

from all sides; this then led to physical health 

deterioration, unstable family environments and 

neglected care for children. But what if we looked at 

motherhood and overall parenting more holistically?

Through recentring family roles around human 

needs rather than overarching narratives, we can 

then begin to ask better questions to improve the 

experience of mothers. For example, a study of 

Polish mothers with disabilities highlighted how 

support networks can be built through family and 

friends allowing them to take an active role in 

raising children while accounting for things they 

are physically unable to do. This challenges the 

idea that mothers must meet specific expectations 

themselves. Where the mother-worker 

contradiction stresses the responsibilities of 

mothers as individuals, when including the context 

of relationships outside the nuclear family we see 

that this doesn’t necessarily have to be the case. 

Another example can be seen in extended families 

or cooperative communities commonly found in 

Chinese or Vietnamese cultures where the pressures 

of motherhood may be distributed between elderly 

relatives in return for being financially or socially 

responsible for their well-being. Of course, many 

extended family practices remain tied up in 

patriarchal customs, upheld by socioeconomic 

conditions like rural poverty that favour male 

employment over women who are restricted to 

being stay-at-home wives. Trends like this possibly 

make extended families even worse for mothers in 

this situation who become restricted to the hometo 

dedicate all time to child-rearing. Despite this, we 

can learn here that the emotional and physical 

needs of motherhood can be met by a wider range 

of sources, not just within the nuclear family.

So, What Questions Should We Be 
Asking?
How we talk about the role of the mother has been 

argued by academics to be a social buffer, upheld by 

institutions and organizations to distract from the 

need for systemic change. While this might be a bit 

of an extreme take, by not placing what the mother 

needs at the heart of the story, we end up with the all-

or-nothing approach that the mainstream narrative 

offers limitingwhat good mothering looks like to a 

single and simplistic spectrum. Instead, we can ask 

better questions by looking at motherhood in context. 

Perhaps a more holistic way of defining a ‘good’ 

mother could be in terms of her satisfaction and 

happiness. In the same way that measurements like 

Gross National Happiness are being considered as 

alternatives to GDP, a mother’s wellbeing is central to 

being able to raise children or advance their careers 

- both of which are resulting outcomes, not the goals 

themselves. By reframing the narrative in a way that 

asks “is the mother truly happy?”, that opens up the 

defining standards of success that currently exist, 

taking more time to truly understand community 

vitality, resilience and other important factors in 

creating supportive environments. 

Human-centric thinking is a trend which has been 

taking off in the last decade, particularly in the 

worlds of business and innovation. Why should the 

same not be applied to rethink how our families 

and societal expectations are designed? By placing 

human needs first, particularly in the context of 

motherhood, we can understand that there is no 

one-size-fits-all narrative that defines what makes a 

good mother. Instead, we can take the pressure away 

from mothers by providing better contexts for them 

to raise their children in - ones that take into account 

socioeconomic conditions and wider relationships.

rearing, while primarily-mother-mothers (often 

lower-income mothers without the same agency 

in their careers) valued that as well as physical 

presence. So, in the context of a patriarchal society, 

this leaves mothers and women as a whole stuck. 

On one hand, there is the traditional expectation 

to be a stay-at-home mother; on the other hand, 

the pressure to be a working mother fighting 

for career progression is an expectation that 

can only be met by the minority of mothers 

within the current system. This narrative holds 

two extremes as the moral standard, limited 

to either a traditional or progressive idea of 

what a good mother is without much context.

Motherhood Beyond The Nuclear 
Family?
Not only are these expectations unrealistic, but 

they can also have negative consequences. Take the 

example of postnatal depression, where a study of

https://journals.sagepub.com/doi/abs/10.1177/089124301015005004
https://journals.sagepub.com/doi/abs/10.1177/089124301015005004
https://link.springer.com/article/10.1007/s11199-006-9021-3
https://www.pexels.com/photo/elderly-woman-carrying-dustpans-in-a-grocery-store-5380918/
https://reader.elsevier.com/reader/sd/pii/S0165032709004352?token=4AB4502AFDDD495742345DD78AFD3993AF2E065F0161690458BC452A7282E66B5DD2671CBEA88F0C50A2E70C78F7ACE4&originRegion=eu-west-1&originCreation=20220822140320
https://journals.sagepub.com/doi/pdf/10.1177/0361684315600390
https://journals.sagepub.com/doi/pdf/10.1177/0361684315600390
https://family.jrank.org/pages/103/Asian-American-Families-Family-Structures-Gender-Roles.html
https://family.jrank.org/pages/103/Asian-American-Families-Family-Structures-Gender-Roles.html
https://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.488.8687&rep=rep1&type=pdf
https://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.488.8687&rep=rep1&type=pdf
https://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.488.8687&rep=rep1&type=pdf
https://onlinelibrary.wiley.com/doi/epdf/10.1002/9781444355093.ch33
https://ethical.net/politics/gdp-alternatives-7-ways-to-measure-countries-wealth/
https://ethical.net/politics/gdp-alternatives-7-ways-to-measure-countries-wealth/
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The 6-months of maternity leave is believed to 

make it difficult for employers to not only pay 

salaries while the employees are not working, but 

also to pay for additional costs because they need 

to hire other people to fill the positions of those 

who are on maternity leave. Employers may not 

want to employ married women because they do 

not want to pay for maternity leaves. But as stated 

in the Draft Bill, for employers who object to the 

extension of maternity leave to 6-months, especially 

in providing an allowance during leave in the next 

3-months, it is possible to pay benefits taken from 

the allocation of Corporate Social Responsibility 

(CSR) funds. In addition, alternatives can also 

be taken from cash allowances provided through 

national social insurance or public funds. 

Maternity leave should not be seen as a privilege 

for women because they take time from work 

but still get paid; it is the right of women who 

bear the responsibility of carrying the child who 

will be the face of the next generation. Women 

on maternity leave basically juggle between 

shushing and rocking. Maternity leave should not 

be viewed as generosity, gift, privilege, or vacation 

for women; as far as I know, the definition of 

vacation conjures images of escape, relaxation, 

but is not synonymous with caring for a newborn.

There is a case in Deliserdang where 5 women get 

fired because they were pregnant. These women 

complained to the Provincial Legislative Council, 

but until this article was published, there has 

been no update for this case. This case shows us 

that employers assume that maternity leave is a 

choice and not a right for working mothers. They 

must choose between remaining to go to work or 

being a jobless mother who takes care of domestic 

responsibilities. The Government should protect 

the rights of women workers to ensure that the

soon-to-be or new mothers will receive fair 

treatment. 

The RUU KIA’s increased length of maternity 

leave is a positive progress to ensure the right of 

working mothers.  Women who are working during 

pregnancy are at greater risk of complications 

compared to those who are not. The risks come from 

heat, noise, vibration, chemicals, non-ergonomic 

work positions, irregular work shifts, and many 

others. These risk factors can cause various health 

problems both in pregnant women and in the fetus 

they are carrying. But with 6 months maternity 

leave, the working women could prepare from birth 

preparation to birth recovery, and could focus 

exclusively on breastfeeding the baby. Moreover, 

they could prepare and adjust to the big changes, 

psychologically and mentally, before going back to 

work.

image: freepik.com

The number of women workers in Indonesia is increasing, and 
we need a policy that provides protection to all women workers, 
including the working mothers.

Noer Sida

National laws are crucial to the realization 

of gender equality at work. As a country 

that is working to promote women’s 

empowerment, Indonesia has ratified Article 

11 of the Convention on the Elimination of 

All Forms of Discrimination Against Women 

(CEDAW) through Law Number 7 of 1984, such as 

to eliminate discrimination against women in the 

field of employment in order to ensure, on a basis 

of equality of men and women, the same rights. 

The need to ensure fair treatment when it comes to 

employment is because women often have to deal 

with stereotypes that make them unsure about 

their capabilities. For example, women are often 

asked many personal questions, just because of 

their gender: When do you plan to start a family? 

Do you plan to have a child in the future? On the 

other hand, their education, skills, work ethics, and 

abilities seem less important. 

There has been a development in Indonesia’s 

legislation landscape to achieve gender equality 

and women’s empowerment at work. Only recently, 

Indonesia’s House of Representatives (Dewan 

Perwakilan Rakyat - “DPR”) has been prioritizing

the Draft Bill on Mother and Child Welfare 

(Rancangan Undang-Undang Kesejahteraan Ibu dan 

Anak - “RUU KIA”). This idea was born due to the 

realization that many women are not only taking 

on the role of a mother but also taking part in the 

workplace to earn income for themselves and their 

families. However, this Bill reaped pros and cons 

among Indonesians, especially regarding the length 

of maternity leave for working women. It is stated 

in RUU KIA that maternity leave will be extended 

from previously only three months under Article 82 

Law Number 13 of 2003 on Manpower Law to now 

six (6) months. Companies will be prohibited from 

firing female employees who implement their rights 

as mothers. If working mothers are dismissed from 

their jobs in relation to any of the above matters, the 

central government and/or regional governments 

should provide legal assistance in order to ensure 

that their rights are fulfilled. 

Yet, The Indonesian Employers Association 

(Apindo) has objected to RUU KIA because it 

would be burdensome for employers and they 

feared that this regulation will affect the level 

of women’s participation in the business world.

Maternity Leave Is A Right, 
Not A Privilege
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Femmy Eka Kartika Putri, Deputy for Coordination 

of Qualified Improvement for Children, Women, 

and Youth at Kemenko PMK, stated that the 

proposed six-month maternity leave is part of 

efforts to improve welfare and uphold the rights of 

working women.

Another concern is breastfeeding for working 

mothers because they need to pump during 

working hours with adequate facilities. This is 

very important to ensure the needs of mothers 

in fulfilling their obligation to provide breast 

milk for the good of their children's growth and 

development. Only 47 percent of female workers 

can give exclusive breastfeeding to their children. 

In addition, employees’ happiness is an investment 

for the company since it is linked to the growth 

and productivity of the company. This breaks the 

assumptions based on discrimination in some 

industries that the reproduction of women will 

interfere with productivity.

Despite all of that, the regulation and 

implementation of maternity leave in RUU 

could end or add problems for women workers 

depending on how the House of Representatives 

sets these rules. The implementation might be 

very difficult if there is no additional regulation 

that explains step by step what employees could 

do if they undergo the discrimination. There is an 

inevitable gap between employees and employers 

and without a clear guidance, it would be difficult 

for employees to really benefit from RUU KIA, 

especially in cases where employers are not willing 

to comply with the KIA bill. The next urgent step 

is the harmonization of RUU KIA and Manpower 

Law. The difference in length of maternity leave 

between that stipulated in Manpower Law (three 

months) and RUU KIA (six months) will become 

a problem if the Indonesian Government offers no 

explanation or further regulation.
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White Tears, Brown Scars - 
Ruby Hamad

I n White Tears, Brown Scars, Ruby Hamad, a 

journalist-cum-author-cum-academic, delves 

into one of the major failures of white feminism: 

the disregard of intersectionality and its impacts 

on the movement. White feminism has often been 

subjected to criticisms due to its exclusionary 

nature, yet it still manages to steer, or even embody, 

the mainstream of the movement at large. Hamad’s 

White Tears, Brown Scars was preceded by her 

Guardian article “How White Women Use Strategic 

Tears to Silence Women of Colour”. Published in 

2018, the article triggered a mixed response, from 

indignation and animosity (predominantly from 

white feminists) to appreciation from women 

of colour whose daily struggles in navigating 

mainstream feminism are aptly illustrated by the 

article. The article’s success to prompt discussions 

inspired Hamad to write White Tears, Brown Scars. 

Blurbed by Ibram X. Kendi, author and anti-racist 

activist, the book further analyses the impact 

of white fragility, often taking the form of white 

female’s tears, on silencing women of color (WOC). 

The concept of ‘white tears’ is not intended to 

invalidate legitimate distress, but rather it refers 

to the fragility of some members of the dominant 

group which is readily showcased upon having their 

dominance questioned. What gives power to white 

females’ tears, Hamad argues, is the established 

association between their distress and the idea of 

femininity and assumed weakness. In the context 

of WOC’s fight against racism perpetrated by white 

females, associating white females in tears with 

helplessness automatically positions WOC as the 

aggressors. Hamad underlines that the strategic use 

of tears by white females is not a sign of distress, 

but rather a demonstration of their relative power 

over WOC. Once a white female starts to cry, the 

nature of the discussions on racism is shifted; it 

is no longer about the actions carried out by her 

and how they impact WOC, but rather it is about 

her feelings. “Her innocence. Her victimhood. 

Her strategic White Womanhood.” (pg. 109) One 

example is Mary Beard, a Cambridge professor, and 

prolific classicist, who cried while defending her

“What happens when racism and sexism collide? My answer be-
gins with the realization that the way people regard and treat 
us comes down to how well we match the stereotypical features 
associated with our perceived gender. Because women of color 
are always perceived as lesser women, then whatever the inter-
section—be it gender identity, sexuality, disability, or something 
else—every experience of marginalization is made more acute 
when race is thrown into the mix.” (pg. 13)

Astria Zahra Nabila
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controversial statement regarding the serious 

sexual misconduct carried out by Oxfam staff in 

Haiti. Beard commented on the crime by pondering 

“....how hard it must be to maintain ‘civilized’ 

values in a disaster zone”, leading to criticisms, 

most of which were from WOC, of colonialism 

and racism against Beard. Hamad notes how by 

responding to the criticisms by crying, Beard 

was complicit in the silencing of WOC and their 

concerns as she was “unable to see past her own 

innocence and victimhood” (pg. 108).  By making 

Beard, a history professor who ought to have 

a greater awareness of gender and race,  as an 

example, Hamad shows how the marginalization 

of the WOC in the feminist movement occurs as 

well at the more ‘progressive’ end of the spectrum, 

let alone at the other end of the spectrum.

The binary of distressed white females as victims 

against hostile women of color as the assailants is 

buttressed with biased stereotypes: lewd Africans, 

angry Arabs, exotic Orientals, among others. These 

distorted representations are strategically used to 

justify white males’ aggression against women of 

color while perpetuating the idea that only white 

females can embody the ‘true femininity’ and thus 

deserve ‘protection’ from their male counterparts. 

In this context, white females are both winners and 

victims of the white damsel representation: while 

they are protected from responsibilities for racism, 

the very same protection that they receive validates 

their assumed inferiority vis-à-vis white males.

The use of certain stereotypes and archetypes 

is not a novel strategy for preserving the 

dominance of the white race. Hamad’s analysis 

of the intersection between race and gender is 

heavily tinged with the centrality of colonialism 

perpetrated by western countries and its legacy 

in today’s racial and gendered oppression. White 

Tears, Brown Scars highlights several examples 

of colonial practices which ensconce several 

immutable binaries governing our everyday lives 

and perceptions of ourselves: white/coloured, 

West/East, civilized/savage. 

Hamad’s analysis reiterates the argument that 

stereotypes are ‘power-driven knowledge’ designed 

to bolster white dominance and project Western 

imaginations and fantasies of WOC, which explains 

their ambiguous and erratic characterizations in 

order to meet the needs of the white majority. The 

use of veils among the so-called “Oriental women”, 

for instance, was used to be employed strategically 

by white colonizers for their labeling of WOC as 

promiscuous by transforming the religious/cultural 

garment into an accessory of seduction; Oriental 

women supposedly used veils as a tool to entice 

their male counterparts while providing anonymity. 

Contrast this with the post-9/11 world’s portrayal 

of veils as a symbol of terrorism and aggression. 

While the construction of veils has changed, it still 

serves its primary purpose: to depict the Orient as 

savage, barbaric, and backward, the very antithesis 

of the West.

A distinction of White Tears, Brown Scars is 

Hamad’s criticism against Marxism, one of the major 

canons in the study of oppression, for its failure to 

address the role of racism in society, particularly 

the exploitation of people of color in Western 

capitalism. Focusing on intersectionality, Hamad 

argues how the white working class could even 

transform their economic status into an advantage 

through the act of ‘classwashing’, namely attempts 

to absolve claims of racism by emphasizing the po-

or economic conditions of the white 

working class and the supposed unfairness 

to discuss racisms with the disenfranchised. 

These are only a few of the various cases used by 

Hamad to exemplify the struggles besetting WOC 

against sexism and racism, ranging from African, 

Arab, and Asian women navigating aggression 

in this white-dominated world.. As we live in 

increasingly perilous times, dismantling all forms 

of oppression becomes more critical. White females 

could either continue reinforcing white supremacy 

by (at best) resorting to mere tokenism in their 

version of feminism or join the inclusive sisterhood 

with the WOC by first acknowledging their relative 

privileges and their role in ‘scarring’ their colored 

counterparts. 
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Tackling the 
Underrepresentation 
of Female Musicians
 
There is evidence that those who fund and commis-
sion art believe that art made by women is in less 
demand than art by men, and thus less financially 
viable. In turn, this leads to a positive feedback cy-
cle of “less supply, less demand” as commissioners 
curtail the potential of female artists. Do more ac-
cessible and democratic platforms such as internet 
streaming services represent an option for female 
musicians to realize their potential with greater 
ease?

Sam W. Govan

The mechanism  for music reaching the pub-

lic via mainstream channels requires the 

input of commissioning bodies, sources 

of funding who decide which artists to invest in 

based on their analysis of where demand lies. The 

problem however is that if art made by certain de-

mographics is deemed less economically viable, it 

will not be commissioned as frequently. Less com-

missioning equates to a smaller platform, a smaller 

audience, and as a result, less demand will be cre-

ated. In other words, the listeners will not know 

what they are missing because they are not being 

given many chances to experience it. This problem 

is widespread for female artists in the musical art 

world.

There remains consistent data about the underrep-

resentation of female musical artists. Of the top 

100 pop songs in the UK radio AirPlay chart be-

tween 1st Jan-1st august 2021, only 20% were by 

female artists compared to 44% of male artists. Of 

these songs, 76.4% were written by men compared 

to 23.2% of women. In 2015, renowned country ra-

dio consultant Keith Hill described female artists

as “the tomatoes in the salad of country music”, in-

sisting that “if you want to make ratings in country 

radio, take females out”. Elaborating on his state-

ment following backlash, Hill clarified that in his 

experience of working in radio, the “gravity of the 

purchasing behavior of the users or listeners of a free 

radio product” leads country music stations to avoid 

broadcasting female musicians for fear of lowering 

their own radio ratings.

While certainly not intentionally engineered as 

such, music recommendation algorithms on stream-

ing platforms were found in 2021 to play an average 

of 7 tracks by men to every 1 by a woman. The 2021 

study into the fairness of music platforms found that 

a commonly used music recommendation algorithm 

used to generate rankings of artists in order to recom-

mend songs to listeners was creating a positive feed-

back loop, where female artists were recommended 

less frequently than men and thus listened to fewer 

times. The cumulative effect of female artists being 

recommended less was found to lower their position 

in the algorithm’s rankings, meaning the algorithm 

did not promote them as frequently as male artists. 
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A 10 year study into the gender equality in popular 

music found that women only represented 2.8% of 

producers across 1000 popular songs from 2012-

2021, 12.7% of songwriters and 21.8% of artists. Of 

Grammy nominees across all categories from 2013-

2022, only 13.6% were female artists and produc-

ers.

The issue is not a lack of female musical artists, it 

is a lack of belief in the financial viability of female 

artists and creators that leads to further underrep-

resentation and less demand for their art.

Showing Listeners What They Are 
Missing
The regrettable nature of commissioning bodies 

holding the power over what kind of art gets fund-

ed is that it is easy to fall into a positive feedback 

loop; music gets funded that listeners then come 

to expect, at the detriment of other kinds of music 

that listeners are not being given as many opportu-

nities to experience. If the problem of female cre-

ators' perceived unviability lies at the root of their 

smaller platform, there is potential to redress the 

imbalance through two approaches. 

Firstly, by embracing and creating more demo-

cratic platforms such as online streaming services 

where female artists have greater chances of being 

visible. Now more than before, female artists and 

songwriters have more freedom to create supply in 

order to demonstrate that demand exists for their 

art and to seek out their listeners on their own 

without having to justify to a commissioning body 

that they are worth its investment. Already, art-

ists like country musician Kacey Musgraves have 

been able to entirely surpass institutions like radio 

who have previously constrained female artists, 

by accumulating millions of listeners on Spotify.  

With further work to address the unfortunate re-

production of gender bias by streaming service 

algorithms, online platforms can represent an op-

tion for female musicians to attain popularity and 

financial viability entirely independently of a la-

bel. To ensure algorithms do not limit which art-

ists get playtime, one option might be to imple-

ment additional algorithms that promote a more 

randomized and varied selection of artists and 

introduces listeners to musicians they might not 

otherwise hear, as well as modifying algorithms to

rank male and female artists on more equal terms. 

As of March 2021, Spotify’s EQUAL program has 

aimed to advance gender equality in music by cu-

rating over 35 genre specific and themed playlists 

a month featuring upcoming global female artists.

Secondly, by putting pressure on music institutions 

such as radio stations and labels to challenge the 

positive feedback mechanisms that affect female 

artists' success. The Recording Academy’s “Women 

in the mix” study represents another positive step; 

the survey launched in 2019 focussed on the expe-

riences of 1600 female and gender expansive peo-

ple working in the American music industry and 

marked a concerted effort by the Recording Acade-

my to actively improve the level of gender equality 

in the music industry. Furthermore, in 2019, the 

Academy launched the “Women in the mix” pledge 

as a means of addressing female underrepresenta-

tion in music: the pledge resulted in 100’s of music 

professionals and organizations pledging to con-

sider at least two women in the selection process 

every time they hired a producer or engineer.

At the core of this problem lies the phenomenon 

where art is promoted or platformed based on what 

a commissioning body believes the listeners want, 

without giving the listeners an opportunity to ex-

plore a variety of options and choose for them-

selves.  For female musicians, this comes in the 

form of reduced public exposure and therefore less 

opportunity to flourish, in turn leading to a land-

scape with fewer high-profile female artists and lis-

teners without a clear idea of what they are missing 

It is in the music industry’s best interests to foster a 

diverse landscape where female artists have as much 

of a chance as men to succeed on the strength of 

their art. It is in the best interests of commissioning 

bodies like labels and radio stations to learn from
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the positive reception of female artists by streaming 

service listeners; a landscape where female artists 

have more opportunities to be heard is beneficial 

for the artists, the listeners, and the distributors.
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Not many females work as drivers. And the ones that do 
tend to be stigmatised and harassed. Can female drivers be 
their own saviors?

Editorial

Ramla's earnings mainly stem from driving 

a bentor – a three-wheeled vehicle that 

merged pedicab and motorcycle, with the 

driver at the back and the covered seat for the pas-

sengers at the front. It remains one of the most 

common modes of transportation in Gorontalo 

City – even at present times when consumers are 

also offered ride-hailing services. Bentor behaves 

in a similar fashion as taxis whereby drivers wan-

der around the city whilst waiting for a passenger 

to demand their service. While earning a living 

through riding bentor is not unusual, Ramla’s deci-

sion to ride bentor is considered unusual, for noth-

ing other than the fact that Ramla is a woman. 

Ramla’s contribution to the household earnings 

is desirable because her husband is a fisherman 

whose income is extremely uncertain. He goes out 

of town for an average of ten days per month and 

during unfortunate seasons, he might not return 

before a full month or longer and he is only able to 

send Rp. 200,000-300,000 every ten days. It is hard 

to fulfill the needs of a household of five with that 

amount and yet, when Ramla selected an occupa-

tion that would allow her to not only be financially 

independent but also support and take care of her 

family, she was demanded to rethink her choice. 

Her family questioned her decision. Her neighbors 

looked at her weirdly and confronted her: “You are 

a woman. Why are you riding a bentor? Why don’t 

you just stay at home or find another source of in-

come?” And she responded: “Because I want to be 

independent. I do not want to be dependent on my 

husband or anyone….besides, I could earn decent 

money whilst still managing my working hours”. 

Why are women tended to be forbidden from mak-

ing a decision that is unaccustomed to societal ex-

pectations? 

Breaking The Rules
Ramla is disobedient to not just the societal expec-

tations of which field a woman can be in but also 

how she would run her own employment. 

Bentor fares are determined based on a mutual, 

spoken agreement between the driver and the pas-

senger. The fares are not only estimated by distance 

but also by how many passengers there will be on 

that single ride. A bentor can accommodate up to 

four passengers, although sometimes you can catch 

quite a few cases where one bentor is ridden by 

more than four passengers – with three sitting at 

the front and one sitting behind the driver. Usually, 

the prospective passengers will inform the driver 

of their destination and ask how much the journey 

would cost. In other cases, the passengers will be 

the ones that propose a fare to the driver and ask if 

it is sufficient. 

Photo by: Bodo Photo

The Female Rider
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As a bentor driver, Ramla accepts however much 

or little her passenger offers because she says “I 

know that not everybody has the money to pay a 

good amount. Sometimes that’s the best they could 

give me, and I want to help them reach their desti-

nation”. Her attitude toward money is reflected in 

how she can make informed decisions that reduce 

her ability to earn a sufficient amount of revenue 

each day. For her, there are things more important 

than money, such as her own safety.

The Male Gaze
Being a female driver, Ramla often gets very dis-

turbing comments and unwanted attention from 

male drivers in public places such as the farmers’ 

markets where she was presently waiting for new 

passengers. She is often asked by male drivers 

about her marital status in a menace “do you have a 

husband? If you have none, I will take you as mine”. 

Following the numerous instances that occurred, 

she decided that she would no longer wait for cus-

tomers at these promising pick-up points but rather 

just wander around. But she added one further ca-

veat to her service: no male passengers are allowed. 

This decision should not be seen as ‘anti-men’ but 

rather a response made by a woman who is protect-

ing herself from danger when no one else would.

Ramla has strict working hours: she drives from 

eight in the morning to five in the afternoon. She 

will only break the rule if her revenue falls signifi-

cantly short that day and is insufficient to meet 

household needs. In that instance, she will wait at 

the night market for prospective passengers. “Why 

the night markets?” She explained how the night 

markets are usually attended by parents with their 

kids and so these are generally safe areas to pick up 

passengers. But even there, she always avoids the 

male crowds. After finishing two rides, she will usu-

ally go straight home. 

How much is enough for Ramla? She said that on 

average, she would earn gross daily revenue of Rp. 

50,000-60,000, which she deems as a sufficient 

revenue. She uses Rp. 10,000 for gasoline and Rp. 

20,000 for renting the bentor. Yes, Ramla does not 

own the bentor. So, her net daily income is a mere 

Rp. 20,000-30,000 per day or Rp. 600,000-900,000 

per month, which is equal to her fisherman hus-

band’s revenue. And the combined amount of 

Ramla and her husband sits just slightly above the 

poverty line of Gorontalo City. Perhaps, if Ramla 

was able to drive bentor without high risks of ha-

rassment, she would have been able to generate a 

higher amount of revenue during the same working 

hours. But this issue requires a city-level change, 

something that Ramla herself could not manifest.

Even though a bentor ride is now available through 

ride-hailing services, Ramla only offers the offline 

service since she has no knowledge of operating 

her smartphone other than for WhatsApp and tra-

ditional text messages and phone calls. But from a
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conversation with her, she explicitly utters that she 

has no need for abundance, or growth, or anything 

else. She only needs enough for her family: her two 

kids, her nephew that is now living with her since 

his parents passed away, and her spouse. She has 

no incentive to be digital. She only aims for enough. 

A Call For A New Policy
Ramla had to break through a wall that separates 

women from being able to work in a male-dominat-

ed occupation. On top of that, she is left with extra 

homework: to survive all the challenges that come 

with riding a bentor. Driving a bentor is a form of 

informal self-employment; the drivers work for no 

one but themselves. 

The responsibility to protect female drivers from 

harm should be undertaken by the Local Authority. 

The Local Government could learn from practices 

implemented by the UK Government in requiring 

pedlars – the moving street traders, to license their 

occupation by requesting the pedlar’s certificate

from the local authority. In order to acquirethe 

bentor rider’s certificate, the applicants must also 

undergo training regarding sexual harassment, 

sexual assault and misconduct, and street safety 

– which will make them aware of how to protect 

themselves but also how to treat fellow drivers 

and passengers. Additionally, the Local Author-

ity should create a dedicated safety hotline for 

drivers and passengers. The number of the safety 

hotline should be written on the license. The cer-

tificate should be laminated and worn on the driv-

er’s neck or stuck onto the bentor so that in this 

case the passengers will be instantly made aware 

of the available resources. 

The upside of this change is also the ability of 

Governments to protect bentor drivers during un-

certain economic conditions. When Ramla was 

asked whether she received any social assistance 

from the Government during the COVID-19 lock-

down, she said that she received none and as a 

result, she had to do some other informal work. 

During COVID-19, she used to knock on people’s 

houses asking if they were in need of a cleaning 

service, no matter how small the payment will be. 

With bentor drivers being a documented and li-

censed occupation, the Local Authority could fi-

nally do the job that they should have been doing 

and the drivers can receive the financial and legal 

protection that they deserve.
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Gender Gaps In The 
Workplace

While labor markets continue to involve more women as labor 
force in the last century, various challenges persist. In Sub-Sa-
haran Africa where female labor force participation is the high-
est, 92 percent of the female workers are working informal jobs, 
make them more vulnerable to numerous disadvantages. The 
gaps do not only occur in the labor force participation. Many 
economies are struggling with the wage gap between female and 
male workers. At the same time, occupational segregation also 
occurs on a global scale as each gender are being underrepre-
sented in various categories of occupation.

Izyan Pijar Bungabangsa

29JUSTIN DEVELOPMENT REVIEW
SEPTEMBER 2022 29

image: freepik.com



Across the globe, women 
often face a higher barrier 
to getting a job and are more 
likely to work in vulnerable 
working conditions. This 
section will further reveal 
the current situations of 
female participation in 
the labor force and their 
engagement in the informal 
sector. 
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FEMALE 
EMPLOYMENT

One is considered to be a part of the 
labor force
when they are employed or looking for employment. An 

acute difference in female labor force participation is 

observable across regions. In this regard, Sub-Saharan 

Africa has the highest score of 60.22 percent, followed 

by East Asia and Pacific (59,04 percent), and North 

America (55,82 percent). According to data published 

by ILOSTAT, in 2020, six out of ten countries with the 

highest female (ages 15+) labor force participation 

are in Sub-Saharan Africa: Rwanda (82.3 percent 

participation), Madagascar (80.9 percent), Tanzania 

(79.4 percent), United Republic of Burundi (79.1 

percent), Zimbabwe (79.0 percent), Mozambique (77.6 

percent). Despite Sub-Saharan Africa’s success, their 

neighbor region, the Middle East and North Africa 

(MENA), experienced the lowest score of 18.61 percent.

Source: World Bank. (2021). World Development 
Indicators.
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Figure 1. Female Labor Force Participation in 2021, ILO estimates (% of 
Female population ages 15 and older)
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almost all women in Sub-Saharan Africa (92 percent) are 
working informal jobs. Most female workers in Sub-Saharan 
Africa are more vulnerable to exploitation, underpayment, 
and unsafe working conditions. In contrast, the Middle East 
and North Africa (MENA), which ranked far below Sub-
Saharan Africa in terms of female labor force participation 
(Figure 1), has a lower proportion of women's informal 
employment (62 percent).

Source: ILOSTAT. (2019). Women and Men In The Informal Economy: A 
Statistical Brief.

However, ILO Women and Men 
In The Informal Economy 2019 
explains that in 2016,

.

.
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Figure 2b. Percentage of Informal Employment to Total 
Women Employment in Middle East and North Africa 
in 2016, Developed Countries Excluded

Figure 2a. Percent of Informal Employment to Total 
Women Employment in Sub-Saharan Africa 
in 2016, Developed Countries Excluded

33JUSTIN DEVELOPMENT REVIEW
SEPTEMBER 2022 33



Using the ILO 2020 data 
of 121 countries which 
represented approximately 
63% of the world's total 
employment, we examined 
female and male proportions 
in 28 occupation categories.  

image: freepik.com

OCCUPATIONAL 
SEGREGATION

Figure 3 Gender Proportion by Occupation, 2020 
(Latest Year Available)

.

.
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(58.53 percent men and 41.47 percent women), gendered occupational 
segregation still occurs as one of the two are being overrepresented in 
many occupation groups. Females are mostly dominating employment 
in personal care, health, clerical, and home-based jobs, while more 
physically demanding occupations tend to be dominated by men. In 
the higher part of company ladder such as CEO, senior officials and 
legislators, females continue to be underrepresented with only one-
quarters of the position’s workers are women.

Source: ILOSTAT. (2020). These Occupations Are Dominated by Women.

While in general, the gender 
split between men and women 
are nearly balanced
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Photo by: Chevanon Photography

https://www.pexels.com/photo/woman-wears-yellow-hard-hat-holding-vehicle-part-1108101/


Closing the wage gap is a work to do to 
achieve gender equality. In numerous 
countries, women tend to get lower wages 
compared to men. This section will reveal 
the overall wage gap condition between 
male and female workers in OECD countries 
as well as the wage gap comparison 
between three Asian countries for several 
occupational categories.

image: freepik.com

WAGE 
GAP

OECD 2021 data has revealed the 
current condition of the pay gap 
between men and women,

Source: OECD. (2021). Gender Wage Gap (Indicator).

Figure 4 The Gender Wage Gap in Selected OECD Countries (2019-2021, 
Latest Year Available)
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with South Korea having the widest gap among 

OECDs nations. This indicator calculates the 

difference between median earning of men and women 

expressed as a percentage of median earning of men. 

Pew Research explained that the wage and salary gap 

between the two is caused by several factors, including 

educational attainment, occupational segregation, and 

work experience. Although women participation in 

higher-paying jobs traditionally dominated by men has 

increased during the past few years, women in general 

are still overrepresented in lower-paying occupations 

relative to their share of the workforce. This may 

contribute to gender wage gap.
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Figure 5 The Gender Wage Gap in Selected OECD Countries (2019-2021, 
Latest Year Available)
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The ILO's gender wage gap indicator 
measures the difference between average 
earnings of men and women relative to the 
average earnings of men.

Therefore, a positive wage gap displayed in this section means 

that men earn higher than woman. According to the latest data 

published, the three selected Asian countries are experiencing 

positive gender wage gap in most of the occupation classification. 

Female workers tend to be paid more in managerial role, service, 

and sales job in Pakistan, as well as in elementary occupation 

and managerial role in Thailand. Other than those exceptions, 

women are more likely to earn far below what men could get.

Source: ILOSTAT. (2022). Gender Wage Gap by 
Occupation.
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Thank you to all of the parties 
who have contributed to being the 
source of our insights, in sharing 
their knowledge and thoughts 
through writing.

Where Do We Start To Tackle 
Gender Inequality?
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