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Violence and Harassment in the World of Work
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1. ILO Convention No. 190 and
Recommendation No.206 
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ILO Convention No. 190 and Recommendation No.206 

• The ILO has established new global standards aimed at 
ending violence and harassment in the world of work

• ILO Convention No. 190  is the first international treaty to 
recognize the right of everyone to a world of work free from 
violence and harassment, including gender-based  violence and 
harassment

• The Convention was adopted in June 2019
and came into force on 25 June 2021

https://www.ilo.org/global/topics/violence-harassment/lang--en/index.htm
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ILO Convention No. 190 and Recommendation No.206 
INTERNATIONAL DEFINITION

Violence and harassment as:
“a range of unacceptable behaviours and practices, or threats 
thereof, whether a single occurrence or repeated, that aim 
at, result in, or are likely to result in physical, psychological, 
sexual or economic harm, and includes gender-based violence 
and harassment.”

Gender-based violence and harassment (GBVH) 

“violence and harassment directed at persons because of their 
sex or gender or affecting persons of a particular sex or 
gender disproportionately.”
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What are the root causes of gender-based violence
and harassment?

GBVH 
used as a way to keep women in an unequal position 

caused by 

unequal gender roles unequal power relations
work is generally divided between men and women 
according to established gender roles and stereotypes 
(segregation)

patriarchy - a socially created and oppressive system in which men are 
more likely to hold positions of power, leadership, authority, and privilege
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What is sexual harassment?

• Physical: unwelcome and unnecessary physical touching, 
fondling, caressing, hugging, or kissing, physical assault, 
unnecessary close proximity;

• Verbal: sexually suggestive or offensive comments, insults, 
jokes, insinuations, or questions about private life, physical 
appearance, gender identity or sexual orientation; 
inappropriate sexual invitations or requests;

• Non-verbal: inappropriate staring or leering; receiving or 
being shown offensive, sexually explicit pictures or gifts; 
indecent exposure; any gesture which has a sexual 
connotation;

• Online violence: receiving unwanted, offensive, sexually 
explicit emails or messages; inappropriate advances online, 

including through the use of virtual meeting platforms.
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What is sexual harassment?
Domestic violence - not as a private issue but as s 
societal issue – considered in the world of work

Article 10
Each Member shall take appropriate measures to:

recognize the effects of domestic violence and, so
far as is reasonably practicable, mitigate its impact
in the world of work

R206
Appropriate measures to mitigate the impacts of domestic violence in the world of work:
(a) leave for survivors of domestic violence;
(b) flexible work arrangements and protection for survivors of domestic violence;
(c) temporary protection against dismissal for survivors of domestic violence, as appropriate, 
except on grounds unrelated to domestic violence and its consequences;
(d) the inclusion of domestic violence in workplace risk assessments;
(e) a referral system to public mitigation measures for domestic violence, where they exist; 
and
(f) awareness-raising about the effects of domestic violence. 
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costs of GBVH for workers
costs of GBVH for employers
costs of GBVH for society
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2. Proposal for a Directive on Combating Violence 
against Women and Domestic Violence

8 March 2022
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Proposal for a Directive on Combating Violence 
against Women and Domestic Violence

key elements of the proposed new rules:

1. Criminalisation of rape, female genital mutilation, 
and cyber violence

2. Safe reporting and risk assessment procedures
3. Respect for survivors' privacy in judicial proceedings 

and right to compensation
4. Support for survivors through helplines and rape 

crisis centres
5. Better coordination and cooperation

…harassment in the workplaces…
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Proposal for a Directive on Combating Violence 
against Women and Domestic Violence

Article 30 
Specialist support for victims of sexual harassment at work 

Member States shall ensure external counselling services are available for victims and 
employers in cases of sexual harassment at work. These services shall include advice on 
adequately addressing such instances at the workplace, on legal remedies available to the 
employer to remove the offender from the workplace and providing the possibility of early 
conciliation,  if the victim so wishes.  

3. Persons with supervisory functions in the workplace, in both the public and private 
sectors, shall receive training on how to recognise, prevent and address sexual 
harassment at work, including on risk assessments concerning occupational safety and 
health risks, to provide support to victims affected thereby and respond in an adequate 
manner. Those persons and employers shall receive information about the effects of 
violence against women and domestic violence on work and the risk of third party 
violence. 

Article 37                                                                                                                                         
Training and information for professionals 

harassment in the workplaces
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Why Should we Analyse the Economic Costs of 
Gender-Based Violence and Harassment?
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Why Economic Costs?

measurement of the impact of the violence as a monetary value:
PROS 
• Facilitate understanding the wider effects of gender based 

and intimate partner violence on society beyond the 
immediate survivors 

• Let the societal dimension of gender-based violence be more 
visible

• Provide assessment of the costs of non-intervention and lack 
of financial prioritization

• To argue for greater priority in the allocation of scares 
resources to programs to prevent violence against women

LIMITS 
• Data – administrative data on the costs and use of services. 

• WAY TO UNDERLINE THE NEED FOR BETTER DATA IN PARTICULAR AREAS
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Data 
When data are not available, alternative estimation techniques are used 
(but…less robust estimates) 

Different ways for defining the services and their use

1. Expert judgement
asking experts working in the field for their opinion on which services 
survivors use, how many times, and by how many
2. Survivors recall 
in-depth interviews or surveys with a small number of survivors in which 
they recall the costs incurred, services used and frequency
3. Surveys
asks a representative sample of the population whether they have been 
exposed to GBVH, by who, the nature of the impacts experienced, what 
services were used and how many times
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Data

4. Administrative data
using administrative data routinely collected by health, legal and specialist
survivor-support services to identify the nature and extent of service
utilisation. This method has the advantage of providing information about
service utilisation and the costs of episodes of service use from data
collected during routine service operations

5. Population data sets (the few available for IPV/GBV) 
large nationally representative, usually longitudinal data sets

6. Studies of similar harms
using the costs computed for different harms (i.e. traffic accidents) other
than GBVH to infer its costs
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Main methodologies for
estimating the costs of GBVH 

Bottom-up approach Top-down approach
a unit cost per item is established which is
then multiplied by the number of survivors
and/or incidents (i.e. prevalence and/or
incident rates)

a total service or overall budget cost is
established, of which, based on administrative
data, a proportion is identified as the GBVH
component

first step 
define types of costs to measure

and the agents bearing the costs  individual/society

Step 3: Data on incidence or prevalence or number 
of cases of GBVH: national surveys or police-
recorded data on gender-based violence, total 
number of divorces, visits to hospital, relocations, 
etc.

Step 2: Collection of data on unit costs: for example,
average cost of lost productivity, unit costs of service
use and average costs of divorce using existing
research or own calculations

Step 2: Collection of data on total government 
expenditure or budget allocations for the public
sector: for example, total public sector legal costs, 
total police expenditure, total expenditure on child 
protection

Step 3: estimates of the proportion of these costs
that can be attributed to IPV or GBV: proportion of
total costs that can be attributed to gender-based
violence using existing research or own calculations
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Studies 

2014
2021

UK 2019
SPAIN 2019

SWEDEN 2017 ITALY 2021

FRANCE 2015          2018  
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Costs of gender-based and intimate partner violence 
for EU

The ideal way to measure these costs would be to use
comparable data on the prevalence of gender-based violence and
administrative data on the cost and use of services as a result of
gender-based violence (for unit costs), harmonised at EU level
for each Member State.

But…data are not available 

the development of one excellent case study of one Member
State (UK);
the extrapolation of the findings to the EU as a whole or for
each Member State considering the population size
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Costs
Lost economic output

Usually bottom-up methodology: the total amount of
time (in hours) lost at work as a consequence of gender-
based violence and multiplying this by
the average national wage.

Types of costs Methodology Elements to estimate costs

EU 
EIGE (2021)

Survivor losses: loss of 
earnings from time taken off 
work and loss of productivity

Bottom-up: unit cost multiplied by number 
of incidents

Unit cost: average cost of lost productivity for crime
victims
Incidence data: number of incidents of gender-based and 
intimate partner violence in UK

FRANCE 
Cavalin et al.

(2015)

Employer losses: sick pay, 
absenteeism and incapacity 
to work
Other – cost to society:
perpetrator losses: 
productivity loss because of
imprisonment

Bottom-up: average expenditure per 
beneficiary on sick pay;
difference in absence days (hourly salary) 
multiplied by the number of beneficiaries 
as a result of intimate partner violence /

Unit costs: average expenditure per beneficiary on sick 
pay, absenteeism costs, average salary - National 
Assembly report on sick pay
Prevalence: number of beneficiaries as a result of 
intimate partner violence
Insee, existing literature (Reed et al., 2018) and National Observatory of Crime 
and Criminal Justice data

Multiplier: number of lost hours
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Costs: Healthcare costs
bottom-up methodology: multiplying the unit cost of each injury by the
number of survivors making use of the health service.

Types of costs Methodology Elements to estimate costs

EU 
EIGE (2021)

Service sector costs: health service 
costs (ambulance, medical procedure 
and counselling costs) associated 
with physical and emotional harms of 
violence

Bottom-up: unit cost of health 
services multi
plied by number of incidents

Unit cost: average health cost of all injuries suffered as a 
result of the crime (by category)
Incidence data: number of incidents of gender-based and 
intimate partner violence in the United Kingdom

FRANCE 
Cavalin et al.

(2015)

Service sector costs: health care 
costs (including costs of emergency 
services and hospitalisations and 
medical devices) attributable to 
intimate partner violence
Survivor costs: additional 
consultations (with general 
practitioners or for psychological 
support)

Bottom-up: unit costs of 
healthcare services multiplied by 
the number of survivors in need of 
support

Service sector costs – unit costs: healthcare services; 
prevalence: number of survivors in need of support
Survivor costs – unit costs: the costs of general practice / 
psychiatry and related services
Frequency data: additional numbers of visits needed and 
estimates of use of emergency and hospitalisation
services because of intimate partner violence
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Costs: Legal costs

1-criminal justice system costs
2-civil justice system costs /divorce and related proceedings (such as financial matters and child
custody) and child welfare cases (where intimate partner violence co-occurs with child abuse)

Types of costs Methodology Elements to estimate costs

EU 
EIGE 

(2021)

Service sector costs: criminal 
justice system (prosecution, 
magistrates, crown courts and 
police), civil justice system 
(legally aided civil justice family 
law)
survivor costs: civil justice 
system (divorce and related 
proceedings related to intimate 
partner violence)

Bottom-up: unit costs of criminal 
justice system multiplied by 
incidence of gender-based 
violence and intimate partner 
violence
Top-down: budget data for civil 
justice proceedings multiplied by 
the estimated proportion 
attributable to intimate partner 
violence

Unit costs: criminal justice system unit cost, cost of 
divorce and related proceedings, local authority 
expenditure on police
Prevalence: incidence data for gender-based 
violence, intimate partner violence (criminal 
justice), number of civil justice proceedings, 
number of legally aided family law proceedings

FRANCE 
Cavalin et 

al.
(2015)

Service sector costs: civil
justice system costs attributable
to intimate partner violence, 
criminal justice system costs 
attributable to intimate partner 
violence, prison administration
costs attributable to intimate 
partner violence

Bottom-up: unit costs of the 
relevant legal service (civil 
justice court cases, criminal 
justice court cases, prison 
administration and police) 
multiplied by the corresponding 
frequency data (average cost of 
court cases, number of prison 
months, number of crimes)

Unit costs: average cost of a divorce (civil justice 
system),
average cost of a sanctioned offence, average cost 
of a prisoner, police costs (criminal justice system)
Frequency data: number of divorces attributable to 
intimate partner violence (civil justice system), 
number of court cases, prison time, number of 
incidents of intimate partner violence recorded by 
the police
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Costs: Other monetisable costs
costs of public services to assist survivors, in terms of housing, other specialised services and
public expenditure on child welfare.

Types of costs Methodology Elements to estimate costs

EU 
EIGE 

(2021)

Service sector costs: housing aid 
costs

Top-down: local authority 
expenditure on homelessness 
prevention and relief multiplied
by the reported percentage of 
households due housing aid because 
of domestic violence

Budget data: local authority expenditure on home 
lessness prevention and relief
Multiplier: proportion of beneficiaries of prevention or 
relief funds that are
homeless because of intimate partner violence

Survivors' costs: costs of moving 
home

Top-down: estimate of the total cost 
incurred by divorced individuals for 
moving home multiplied by the 
estimated percentage of couples who 
have divorced because of intimate 
partner violence

Budget data: average cost of setting up a new home after 
divorce
Multiplier: proportion of divorces attributable to intimate 
partner violence

Costs to the economy: specialist 
service costs

Top-down: government expenditure 
data and budget data from specialist 
service organisations were used to 
estimate costs

Budget data from specialist service sources
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Costs: Other monetisable costs
costs of public services to assist survivors, in terms of housing, other specialised services and
public expenditure on child welfare.

Types of costs Methodology Elements to estimate costs

FRANCE 
Cavalin et 

al.
(2015)

Service sector costs: costs of 
supporting survivors and prevention 
services for perpetrators of intimate 
partner violence

Top-down: the budget provided by the 
state to which the support provided by 
departments and regions is added

Unit costs: state budget: national subsidies for receiving and 
supporting survivors (including subsidies for diverse 
associations, e.i. CNIDFF and FNSF); departmental and regional 
budget: budget for local actions

Service sector costs: costs of housing 
assistance provided to survivors of 
intimate partner violence (refuge 
spaces and housing aid)

Bottom-up: unit cost of refuge space per 
year or housing subsidies multiplied by 
the number of people who will use these 
services because of intimate partner 
violence

Unit costs: average cost per space per year (refuges), average 
cost of housing subsidies (housing assistance)
Frequency data: number of refuge spaces available, number of 
people having divorced because of intimate partner violence 
(considering only couples
with children)

Service sector costs: costs of family 
support allowance and active solidarity 
income for survivors in connection with 
divorces attributable to intimate 
partner violence

Bottom-up: number of divorces 
attributable to intimate partner violence 
multiplied by the percentage of intimate 
partner violence survivors who will need 
support multiplied by the average 
amount of family support allowance 
given to each family or amount of active 
solidarity
income

Unit costs: average family support allowance, average active 
solidarity in come
Multipliers: number of divorces attributable to intimate partner 
violence and proportion of survivors who will need support 
services

Service sector costs: child welfare 
support costs attributable to intimate 
partner violence

Top-down: total budget for child welfare 
multiplied by the percentage of children 
who are ASE (child welfare) beneficiaries 
as a result of intimate partner
violence

Budget data: total budget for child welfare (ASE) in 2012
Multiplier: percentage of children who are ASE beneficiaries as 
a result of intimate partner violence
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Costs: Other non-monetisable costs

impacts on the quality of life of survivors

Types of costs Methodology Elements to estimate costs

EU 
EIGE (2021)

survivor costs: physical and 
emotional impacts on 
survivors
– reduction in the

quality of life of survivors 
from the physical and 
emotional harms suffered as
a result of the crime

Bottom-up: the unit cost of the physical
and emotional impacts multiplied by the 
incidence of gender-based violence and 
intimate partner violence in the
United Kingdom for different crime 
categories

Unit cost: negative percentage impact on a person’s 
quality of life (QALY loss) from different injuries 
multiplied by the duration of harm
for different injuries
Incidence data: number of incidents of gender-based and 
intimate partner violence in the United Kingdom

FRANCE 
Cavalin et 

al.
(2015)

Costs to society / the 
economy: loss of human 
capital because of deaths 
linked to intimate partner 
violence (survivors, 
perpetrators and children)

Bottom-up: number of deaths linked to 
intimate partner violence multiplied by 
the statistical value of human life

Unit cost: statistical value of human life (EUR 3 million)
Incidence data: number of deaths linked to intimate 
partner violence
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The Wage Effect of  Workplace Sexual  
Harassment: Evidence for Europe
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Wage Effect of  Workplace Sexual  Harassment

impact of sexual harassment on personal earnings/wages using a
combination of different methods and micro-data about
employees and workplace environments.

Workplace Sexual Harassment has indirect effects (reduced job
satisfaction, turnover, declines in psychological, physical and
professional well-being and deteriorated relationships with co-
workers) that might feed disparities in wages.

Workplace Sexual Harassment conceptualized as a 
discrimination in work amenities where a person of equal 
quality is exposed to worse working conditions without wage 
compensating differentials
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Wage Compensating Differentials
compensating differential wage theory

firms with adverse working conditions, all else equal, 
have to offer higher wages than those with attractive 
work conditions.

Adam Smith 
“the whole of the advantages and disadvantages of the 
different employments of labor and stock must, in the 
same neighborhood, be either perfectly equal or 
continually tending toward equality” 
(The Wealth of Nations, 1776).
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Compensating wage differentials and Sexual 
Harassment

sexual harassment

extremely negative working condition
A wage premium may arise for a working environment at 

high risk of sexual harassment

wages and harassment risks should be positively correlated

but is it true in reality?
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Compensating wage differentials and Sexual 
Harassment

Hersch (2018) 

US woman 
hour premium  0.25 USD for working in an environment 
with an average risk of sexual harassment, similar to 
compensation for fatality risks

BUT….
True only for white women 
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The Wage Effect of Sexual Harassment: Evidence for 
Europe

 we test whether there is a compensating wage 
differential associated with an increasing risk of 
sexual harassment (RSH) in Europe

• controlling for differences in personal characteristics of employees 
and workplace environments

COMPLEXITY
 how compensating wage differentials for SH risk 

interact with workplace power relations?

• Focus on occupations 
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Wage Effect, Sexual Harassment and the Paradox of 
power

“paradox of power” 
by McLaughlin et al. (2012)

women in superior positions challenge gender conformities and 
that sexual harassment is used against them as an “equaliser” 
by reducing women to sexual objects, undermining their 
workplace authority, and depowering their supervisory roles, 
reinforcing sexist stereotypes about patriarchal gender roles in 
the workplace.

 Is the compensating wage differential for higher sexual
harassement risk confirmed for high skilled ? 
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Data

36
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Working condition survey 2015
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Prevalence of sexual harassment in Europe: EWCS, 
2015

% of men % of women
Physical violence 1.67 2.02
Bullying/harassment 4.01 4.97
Sexual harassment 0.31 1.24
Unwanted sexual attention 0.80 2.87
Threats 5.02 3.86
Humiliating behavior 5.23 6.58
Verbal abuse 11.15 12.10

Source: European Working Conditions Survey (EWCS) 2015. 
Notes: Data for Austria, Belgium, Bulgaria, Republic of Cyprus, Czech Republic, Denmark, Estonia, Finland, France, Germany, 
Greece, Hungary, Ireland, Italy, Latvia, Lithuania, Luxembourg, Malta, Netherlands, Poland, Portugal, Romania, Slovakia, Slovenia, 
Spain, and Sweden. 
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Prevalence of hostile work environment sexual 
harassment for female employees by country (2015)
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hostile work environment sexual harassment rates 

• hostile work environment sexual harassment rates by 
industry and age group 𝐻𝐻𝑊𝑊𝐸𝐸𝑆𝑆𝐻𝐻𝑟𝑟𝑖𝑖𝑠𝑠𝑘𝑘

• number of female employees that declared to have 
been exposed to sexual harassment and/or unwanted 
sexual attention within each industry and age group 

• number of women employed in the same industry 
and age group
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Empirical strategy
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variables
Variable used Description

Hourly wage Logarithm of hourly wages in constant euros of employees with wages higher than 1 euro per hour

Personal characteristics
Educational level 9 levels as in the International Standard Classification of Education (ISCED), going from early childhood education as the 

lowest level to doctorate or equivalent as the highest 
Migrant 1= not born in the same country where responder is living and working
Age Age of the employee

Workplace characteristics
Small size company 1=less than 10 employees in total work in the company where responder is employed
Big size company 1=more than 250 employees in total work in the company where responder is employed

The gender care gap and work-life balance
Living with a spouse or 
partner 1 =responder has a partner or a spouse in her household

Mother 1=responder has at least one child (son/daughter of respondent or of her cohabiting partner) in her household
Children in the household No. of children under 14 (Q3b) in the household
Family responsibilities 1= the responder finds that her family responsibilities prevented her from giving the time she should to her job

Gender occupational segregation
Horizontal segregation share of women employed per industry
Feminized job 1= most women at workplace are workers with the same job title of responder
Vertical segregation share of  women employed as managers by industry
Male boss 1= immediate boss is a man

Gender employment gap
Temporay job 1= responder is employed with contract of limited duration or with a temporary employment agency contract or with an 

apprenticeship or other training scheme
Part time job 1= part-time employee
Public sector job 1= employee in the public sector 
Years in company No. of years in the company/institution where responder works

Occupational safety and health and adverse social behaviour
Risky workplace 1= responder thinks that her health or safety is at risk because of her work 
Social Dialogue 1= in the company/organization where the responder is employed is present a trade union, works council or a similar

committee representing employees
Rewarding job 1=if the immediate boss encourages and supports responder's development 

42
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Wage effect 
 All High skilled Low skilled 
Log(HWESH Risk) -0.046*** 

(0.013) 
-0.071*** 
(0.020) 

-0.035** 
(0.016) 

Personal characteristics 
Educational level 0.089*** 

(0.005) 
0.076*** 
(0.008) 

0.057*** 
(0.007) 

Living with a spouse or 
partner 

0.031** 
(0.015) 

0.041* 
(0.023) 

0.023 
(0.017) 

Migrant -0.025 
(0.025) 

0.029 
(0.051) 

-0.032 
(0.023) 

Mother 0.026* 
(0.014) 

0.028 
(0.022) 

0.033** 
(0.016) 

Family responsibilities 0.014 
(0.014) 

0.027 
(0.020) 

-0.015 
(0.017) 

Years in company 0.010*** 
(0.002) 

0.010** 
(0.003) 

0.008** 
(0.003) 

Years in company sq -0.000 
(0.000) 

-0.000 
(0.000) 

-0.000 
(0.000) 

Work and Workplace characteristics 
Public sector job 0.028 

(0.023) 
0.030 
(0.035) 

-0.004 
(0.029) 

Full time job 0.046 
(0.050) 

0.126 
(0.096) 

0.004 
(0.051) 

Permanent job 0.069*** 
(0.021) 

0.135*** 
(0.036) 

0.025 
(0.024) 

Small size workplace -0.072** 
(0.023) 

-0.091** 
(0.032) 

-0.051* 
(0.030) 

Big size company 0.028* 
(0.016) 

0.061** 
(0.024) 

-0.003 
(0.018) 

Social Dialogue 0.061*** 
(0.016) 

0.045* 
(0.027) 

0.069*** 
(0.018) 

Feminized job  -0.050*** 
(0.014) 

-0.056** 
(0.021) 

-0.022 
(0.017) 

Male boss 0.02 
(0.015) 

0.011 
(0.023) 

0.034** 
(0.016) 

Rewarding job 0.031** 
(0.013) 

0.034 
(0.020) 

0.022 
(0.016) 

Risky workplace 0.027 
(0.019) 

0.025 
(0.027) 

-0.006 
(0.022) 

Cons.  1.683*** 
(0.191) 

1.861*** 
(0.275) 

1.646*** 
(0.211) 

Industry dummy Yes Yes Yes 
Country dummy Yes Yes Yes 
N. of Obs. 10376 4649 5727 
R2 0.698 0.731 0.671 
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Hostile work environment SH risk interaction with 
occupational status: the paradox of power 

 (1) (2) (3) (4)  
White Collar 
Low Skilled 

White Collar 
High Skilled 

Blue Collar 
Low Skilled 

Blue Collar 
High Skilled 

Log(HWESH Risk) -0.054*** 
(0.016) 

-0.029** 
(0.014) 

- 0.058*** 
(0.014)  

-.046*** 
(0.368) 

White Collar Low Skilled 0.007  
(0.067)  

  

 White Collar Low Skilled # 
HWESH Risk 

0.028  
(0.018) 

   

White Collar High Skilled  -.056  
(0.072) 

  

White Collar High Skilled # 
HWESH Risk 

 -0.063*** 
(0.019) 

  

Blue Collar Low Skilled   0.040  
(0.089) 

 

Blue Collar Low Skilled # 
HWESH Risk 

  .0036* 
(0.022) 

 

Blue Collar High Skilled    0.076  
(0.247) 

Blue Collar High Skilled # 
HWESH Risk 

   0.014  
(0.061) 

Personal characteristic 
controls 

yes yes yes yes 

Work and Workplace 
characteristics controls 

yes yes yes yes 

Industry dummy yes yes yes yes 
Country dummy yes yes yes yes 
N. of Obs.  10328 10328 10328 10328 
R2 0.700 0.707 0.699 0.697 
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Hostile work environment SH risk interaction with 
occupational status: the paradox of power 
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Impact for for high-skilled white collar women
working in a feminized, masculinized or neutral 

workplace
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Total Mostly men 

with the same job 
title 

Mostly women 
with the same job 
title 

Approximate  
equal numbe   
men and wom  

  Log(HWESH Risk) -.0692** 
(0.021) 

-0.259*** 
(0.069) 

-.045* 
(0.026) 

-0.118** 
(0. 055) 

Personal characteristics 
Educational level 0.077*** 

(0.008) 
0.072*** 
(0.013) 

0.081*** 
(0.010) 

0.053** 
(0.016) 

Living with a spouse or 
partner 

0.059** 
(0.023) 

0.109** 
(0.055) 

0.077** 
(0.031) 

0.028 
(0.051) 

Migrant 0.049 
(0.052) 

0.13 
(0.088) 

0.026 
(0.074) 

0.051 
(0.085) 

Mother 0.050** 
(0.022) 

-0.072 
(0.062) 

0.057* 
(0.029) 

0.067 
(0.042) 

Family responsibilities 0.005 
(0.021) 

-0.018 
(0.048) 

0.011 
(0.027) 

-0.015 
(0.037) 

Years in company 0.011** 
(0.003) 

0.009 
(0.009) 

0.010** 
(0.005) 

0.013** 
(0.006) 

Years in company sq -0.000 
(0.000) 

-0.000 
(0.000) 

-0.000 
(0.000) 

-0.000 
(0.000) 

Work and Workplace characteristics 
Public sector job 0.025 

(0.035) 
-0.161* 
(0.096) 

0.07 
(0.047) 

-0.024 
(0.072) 

Full time job 0.095 
(0.098) 

-0.101 
(0.135) 

0.135 
(0.132) 

0.074 
(0.141) 

Permanent job 0.129*** 
(0.040) 

0.071 
(0.082) 

0.158** 
(0.052) 

0.066 
(0.083) 

Small size workplace -0.103** 
(0.022) 

-0.176 
(0.115) 

-0.066 
(0.041) 

-0.127 
(0.092) 

Big size company 0.050** 
(0.025) 

0.152** 
(0.065) 

0.013 
(0.033) 

0.114** 
(0.047) 

Social Dialogue 0.045 
(0.028) 

0.115* 
(0.067) 

0.048 
(0.034) 

0.085 
(0.065) 

Risky workplace 0.031 
(0.028) 

0.079 
(0.572) 

0.068** 
(0.034) 

-0.024 
(0.062) 

Feminized job -0.046** 
(0.020) 

   

Industry dummy yes yes yes yes 
Country dummy yes yes yes yes 
No. of Obs. 4386 358 2623 932 
R2 0.712 0.852 0.731 0.679 
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Conclusions

Intra-gender differences based on occupations
need to be considered in a strategy to combat
sexual harassment in the workplace.

When we look at sexual harassment, we have to
conceptualize power dynamics – paradox of power
risk premiums associated with sexual harassment:
Is not present for female employees in EU

The negative effect on wages is higher for women
in top power positions in workplaces – high skilled
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Thank you for your attention!

giulia.zacchia@uniroma1.it
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