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Preface

Over the past 15 years, important gains have beademn gender equality. Gender gaps in
educational attainment have shrunk substantiailyfact, in many high-income countries, young
women’s educational attainment now exceeds thgbohg men. At the same time, most countries
have seen a significant increase in female emplaymaes — a trend which slowed only with the
recent financial crisis.

This said, gender inequality in the labour marlkebains a pressing problem. Despite women’s gains
in education, wage gaps remain substantial. Wages gre usually wider between men and women
with tertiary education. Women are still less likéb participate in the labour market, and wherythe
do, they are more likely to work part-time. In mostuntries, women are overrepresented in low-wage
work and are more likely to be poor or sociallyleded. This trend is particularly pronounced among
women over age 65: for this group, gender gapsueny rates are alarmingly high.

This paper looks at 19 high-income countries, reirig recent trends and summarizing the “lessons
learned” on policies to promote gender equalityndérstanding the “who” and “why” of gender
inequality is essential in finding appropriate pwglisolutions. It is important to remember that men
and women do not form homogeneous, diametricaljyospd groups. Though gender inequality still
exists on the labour market, we cannot treat liroad strokes, but rather must recognize divessity
ask ourselves which women and which men are bdfiegtad. Disaggregating men and women by
their various traits - age, income, working houegjion, contract type, etc. — improves our diaghnosi
of the underlying problems that feed gender inatyuand, in doing so, can help inform policy
choices.

This analysis reveals striking inequalities betwa®nkers with and without young children. The gap
in employment rates is often wider among these ¢ywaups of women than between the sexes.
“Motherhood” gaps remain significant even once dreih are older. Worryingly, if mothers are not
able to reintegrate successfully into the labourketa inequalities in the short term will be
exacerbated over their life course. The paper tggtd effective policies regarding family
responsibilities, such as improving the treatmenfamilies in taxes and social benefits, ensuring
short, well-paid leave is available to men and wona@d offering high-quality, affordable care
services.

Childless or not, women are more likely than memwtok part-time. In and of itself, part-time work
can be an effective path for integrating women aueth in the labour market. However, it often comes
with wage penalties, greater occupational segregateduced eligibility for social benefits anddes
opportunity for career advancement. Rather thamiediting part-time work, the question becomes
how to improve it. Many countries have taken stepgsrds guaranteeing the equal treatment of part-
time workers and helping workers achieve theirmesorking hours.

Women are more likely than men to be poor or shcekcluded and to work in low-wage jobs.
Combating gender gaps at the bottom of the incoisigilmition involves interventions that narrow
inequalities in general, most notably strong amiuisive labour market institutions.

Finally, this paper shows that occupational segregaemains a pressing problem. Women and men
remain clustered into different occupations, despitslight improvement over the past 15 years.
Overcoming occupational segregation will likely uge continued efforts to challenge stereotypes
and gendered preferences, and to combat gendeshiaghin company procedures. Countries have
recently begun to experiment with management qudtasigh these remain quite controversial.
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Introduction and framework for the analysis

Half a century after the ILO’s conventions promgtiequal pay (1951) and non-discrimination
(1958), gender inequality in the labour market remalive and strong, even in developed countries.
Why is gender inequality so persistent? To ansisrquestion, scholars have given more and more
attention to the constraints that different induadk face. Indeed, disaggregating men and women by
their various demographic traits - household stmgtage, income, etc. — can improve our diagnosis
of the underlying problems that lead to genderradity and can help inform policy choices.

This paper will first explore average trends in dgninequality and then disaggregate these treypds b
household structure, and class (as captured byn@@nd education). Several key differences emerge
in men and women'’s interactions in the labour forc@mely mothers are underrepresented in the
labour force and in full-time work in particular,omen are underrepresented in positions of power;
and finally women are overrepresented among lowewagrkers and the poor, with poverty rates
quite high for older women in particular. The papelt continue on to explore the reasons behind
these inequalities, and finally highlight potenpalicy solutions.

Gender inequality has been very well studied, véttsubstantial literature dating back several
decades. With this in mind, we will avoid reinvergtithe wheel and will focus here on recent trends
since 1995. The literature on gender inequalitshanlabour market is divided between developed and
developing countries and indeed, the barriers iddals face in these countries are often quite
different. For the purposes of this paper, we vt our study to high-income countries. In tack]i
this problem, we will follow the literature trend grouping countries by rough similarities in patis
and outcomes, building on the work of Esping-Andaré1989; 1990).

Esping-Andersen divides countries into “social deratc” (largely Nordic) countries, “liberal”
(largely Anglo-Saxoh) countries, and “conservative” (continental Eurmpecountries based on the
different institutional logics of their welfare s - that is to say, how the responsibility folfere is
divided between the state, the market and the yanhille suggests that “social democratic” countries
intervene to promote equality and universal righed to citizenship, that “liberal” states rely raor
heavily on the market (through, for instance, pevpensions, insurance, etc.) and assistance to the
poor is typically modest, and finally that “consative” states attach benefits to earnings and
occupation, replicating market-generated inegealitiHis model was criticized by feminists for
neglecting gender issues like family leave, camvigion and the division of paid and unpaid work
(Lewis 1992; Orloff 1993; O'Connor 1999; Sainsbuk999; Orloff 2009). Nonetheless, most
revisions to his theory result in similar countmpgpings (Korpi; Palme 1998; Korpi 2000; Myles;
Quadagno 2002; Ferrarini 2006; Gornick; Jantti aﬁwcholars have built on his model: they have
added a Southern European group and disaggregatedéervative” countries by the strength of their
work-life balance policies. To avoid any possiblermative connotations denoted by Esping-
Andersen terms “liberal”, “social democratic” andohservative”, we will restrict ourselves to
regional and linguistic labels. The country growil be used as reference groups for our discussion
of trends (see table 1.) Obviously these groupsnatefully coherent — for instance Denmark is
occasionally grouped with the Anglo-Saxon countréesl Ireland with the continental Northern
European countries — nevertheless they provideflusamework for our study.

! Obviously, the term Anglo-Saxon does not accoanttie present multicultural, multi-lingual make-ofp
these countries.
2 In doing so, he build on a rich literature explgricountry variations in social expenditure; f@ummary see
Myles and Quadagno (2002).
3 Of course there are exceptions, both in term®ohties and in terms of specific policy domaingg@nor
1999; Sainsbury 1999; Chang 2000; Gornick; JA0@A).
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Trends in gender inequality in the labour market since 1995

1. Employment trends by sex

In most of the countries studied, the employmeta& o working aged women increased substantially
since 1995, with rapid growth in Southern Europmesal Anglo-Saxon countries (Canada, Ireland,
and Australia), Belgium, Denmark, Germany, the Madnds and Finland (see fig. 1). The only
countries that did not see a significant increaseromen’s employment rates were Sweden and the
United States (with rates moving from 69.6 to 7dn8 from 65.7 to 64.7, respectively, for the period
1995-2009)# Since the crisis, women’s employment has slowedh@st countries, though some
exceptions exist (most notably Germany and the étksthds).

Trends in male employment can clearly be dividedhgyonset of the current economic crisis. Until
the crisis men enjoyed fairly strong employmentvgtoin Southern Europe, several Anglo-Saxon
countries (Australia, Canada, the UK and New ZejlaBelgium, the Netherlands, Finland and
Sweden. The strongest growth in male employmentsegas in Ireland and Spain, and both countries
experienced severe drops in employment since tisés dsegun, as did the United Statels all
countries aside from Sweden and Germany, the @gears to have had a larger impact on male
employment.

Despite women'’s gains, men are still more likelyoeoemployed in all countries studied. Using 2009
OECD data, the smallest gaps in employment ratefoand in Nordic countries, with a difference of
less than 5 percentage points (see table 2). Cakeatzce and the US have slightly higher gapsy-at 5
7 percentage points. In contrast, Greece and liale the largest gaps in employment rates, with a
difference of over 20 percentage points. All otheuntries have similar gaps in employment rate,
ranging from 9 to 13 percentage points. Of couisés important to remember that women’s
employment is not necessarily synonymous with teeimomic empowermeh®articipation in work
does not necessarily imply participation in “decemoirk”, but rather could involve precarious, non-
standard forms of work, or underemployment.

2. Part-time work

These average trends in employment tell us vetg lit terms of how men and women are interacting
in the labour force. To begin, we can disaggregatployment by working hours or, more simply, by
part- and full-time status. Women continue to datérpart-time work, though trends in their share of
this work vary by country, as does its important¢otal employment. In many developed countries,
part-time work brings pay penalties, a higher rifkpoverty, greater occupational segregation,
reduced eligibility for social benefits, underempteent, job insecurity and less opportunity for eare
advancement (Bardasi; Gornick 2008; OECD 2010a)therother hand, part-time work may have a
positive effect on women’s job satisfactiovhen chosen voluntarily and may pose fewer
occupational health and safety risks (Booth; Vans@009; OECD 2010a).

* For this section, rapid growth will be taken toanen increase of 6 or more percentage pointsifisamt or
“fairly strong” growth will be taken to mean an iease of 3 to 6 percentage points, and finallyigoificant
change will be taken to mean a change of less3h@arcentage points. Similarly, rapid decline aogvs
decline will be defined as a decrease of 6 or rpereentage points and of 3 to 6 percentage points,
respectively.

® This is likely partly explained by the severe cantion in the activity in the construction sectior; instance in
Ireland and Spain, activity in construction hasrdased by 50—65 per cent since 2007 (as capturddthy
adjusted for working days, latest figures are 2fat@reland and 2011 for Spain).

® Just as we enter a quagmire in trying to defink-leing, agency and capabilities (Sen 1985; S&32),9
women’s empowerment is quite to delineate; forreggéng discussions on the topic see, for instafiaheer
1999; Malhotra; Schuler 2005; Mosedale 2005; Nar&3@05)

" Job satisfaction is a subjective measure of hdisfial individuals feel with their work. Such affet is only
observed for women (OECD 2010c, 230-231)
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Using data from 2009, we observe that the impogaofc part-time work varies substantially by
country (see fig. 2). The Netherlands is a cledliaruwith part-time work making up more than 35
per cent of total employment. Part-time work isy@nportant in most Anglo-Saxon countries,
making up 22-25 per cent of employment in Irelaithe, UK, Australia and New Zealand; in the
United States and Canada, part-time employment snagea lower share of employment, at 14 and
19 per cent respectively. In most Southern Euromeamtries, part-time employment is fairly low,
while its importance varies in the Nordic and Coetital Northern European countries (excluding the
Netherlands).

Over the period 1995-2009, the share of part-timmekvamong adults (aged 25+) grew rapidly in
several Continental Northern European countriess{da; Germany and the Netherlands) and in
Ireland. Fairly strong growth was seen in BelgiuRinland, Italy and Spain. Norway alone

experienced a notable decline in part-time work mgnadults. All other countries did not experience
a significant change in the share of part-time wiarkhe total economy (with the change under two
percentage points).

These trends can be broken down by sex. Rapid groedurred in the share of employed women
working part-time in Austria, Germany, Ireland ahdly, while significant, if slower, growth
occurred in Spain. In Norway, a rapid decline whasepved and a significant, if slower, decline was
observed in Denmark, New Zealand, Sweden and theedJiKingdom. On average the share of
employed men working part-time grew, with fairlyasig growth in several of the Nordic countries
(Denmark, Norway, Sweden), Continental Northerndpean countries (Austria, Germany and the
Netherlands), and in Ireland and the &NVhile there are exceptiohsn most countries part-time
work became less feminized, with particularly lacg@nges in the Nordic countri€s.

In many countries, women’s participation in pantéi work is voluntary. That said, we should
highlight the definition of “voluntary” and “invohtary” is quite subjective and varies by country
(OECD 2010a, 216). Generally “involuntary” part-érnwork only includes workers who choose part-
time hours because they are unable to find fuletones; it can be a good indicator that workerk wil
transition to full-time work in the future (Strattd996). On the other hand, “voluntary” part-time
work includes those with other time demands, whithhe case of care responsibilities often fall
disproportionately on women (see fig. 4).

With this in mind, it is perhaps not surprisingrtote that women’s part-time work was over 70 per
cent voluntary in all countries aside from South&uwrope, Canada and Finland (OECD 2009
figures). In several Anglo-Saxon countries (IrelabiK, US) and in Austria, the Netherlands and
Norway, over 90 per cent of women’s part-time wadks voluntary. Men'’s voluntary participation in
part-time work has risen in all but the Southermdpean countries (see fig. 5). Both male and female
involuntary part-time work grew in Southern Europestria and Germany; it fell or remained stable
in all other countries.

3. Wage gaps

Wage gaps are another important aspect of labotkethgender inequality. There are two main ways
to measure wages gaps: either raw or adjustetieinmost basic form, raw wage gender gaps do not
reflect individual characteristics (seniority, edtion, working hours, contract type, etc.) or large
contextual factors (occupation, sector, firm sieegion, unionization, etc.), but instead capture
average differences in mean and median earningssthe entire economy. That said, often scholars

8 If we look at change in terms of growth rates, fihares appear quite substantial, mainly due ta’mew
participation in part-time work at the beginningtleis period; for instance, in both Austria and Bany the
share of employed men working part-time grew byrdv® per cent (at 117 and 137 per cent, respégtive

° Exceptions include several Southern European cesr(Greece, Italy, Spain), Ireland and France.

1 This rebalancing is a combination of reduced fiaré incidence among women and increased incidence
among men (see figure 3).
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measure gaps within a restricted population (i.graaup defined by education, occupation, working

time, income, etc.), yet these raw measures remitinct from adjusted wage gaps which use
sophisticated statistical procedures to accounafawde range of “observable” differences (seeetabl

A2 in Annex for an overview of these charactersticOnce these factors have been controlled for,
any remaining or “residual gap” is often said tothe result of discrimination (though some would

argue it reflects differences in “unobservable” reloteristics). Looking at data since the 1990s for
three European countries, Eurofound (2010a, 8)sfithdit residual or “discriminatory” wage gaps

have slightly narrowed in Belgium, Norway and Swede

Since the mid-1990s, progress on raw wage gapdéas mixed (Rubery; Grimshaw; Figuereido
2002; Plantenga; Remery 2006). As figure 6 beltwgtitates, the data and methods used significantly
influence reported gaps and trends. Neverthelesse £onsistent trends emerge across sources. Raw
wage gaps appear to have narrowed in Belgium antliétherlands, and in all Anglo-Saxon countries
studied aside from Australia. Given wide cross-¢puwariation in the importance of part-time work,
differences in mean hourly gross wages likely offer least biased measure for comparison; using
2006 Eurostat data, Belgium, France, Ireland, aedSouthern European countries stand out with low
gaps in hourly wages (of under 15 percentage pomtsle Finland, Germany and the UK stands out
with high gaps (of over 20 percentage points).

4. Segregation by occupation and sector

We can gain insight into the type of work men ar@men are doing by looking at their distribution
across occupations (i.e. a clerk, a teacher, adgvand sectors (i.e. education, hotels and restés)r
manufacturing). It is well-known that men and wonaa concentrated in different occupations and
sectors, with women overrepresented in social esesvand men overrepresented in blue-collar work
and engineering (Anker; ILO 1998; 2003; CharlegjsRy 2004; 2005; Bettio; Veraschchagina 2009).

Segregation can occur across different occupatflmswn as horizontal segregation) or along the
career ladder within an occupation (known as hatriaal or vertical segregation). Horizontal
segregation is not necessarily neutral, as soneruy come with better pay, status, contract types,
etc In concrete terms, men and women’s segregatian sobstantively different jobs — such as
nurses and accountants - can exacerbate wage gspisedthese jobs having similar value (that is to
say, similar value given working conditions and thquired qualifications, effort and responsibility
(see Gunderson; ILO (1994, 31-47) and Chicha; IRG08, 69—-81) for more information on how
these concepts are implement&dilso, even if men and women work in the same oatiap (as
secretaries, for example) their segregation by plade can exacerbate inequalities (Blau; Brinton;
Grusky 2006, 48). Recent studies using harmonizaidtimed employer-employee micro-data find that
combined occupational, industrial, workplace andas@nally job cell segregation explain between a
third™ to over half* of the gendered wage g&p.

M Not all segregation leads to pay inequality; divighorizontal segregation into the components that
contribute to pay inequality and those that haveffect, Bettio et al (2009, 49) find that the oalgmall
portion of total segregation actually leads to peeguality, especially if total segregation is eaapt by an
index (i.e. a single number).

12n petrol factory in the province of Ontario (Caa}, occupational health nurses (a female-dominated
occupation) were found to be underpaid comparettountants (a male-dominated occupation) dedpste t
comparable value of their work. Subsequently, theiges were increased by CAD$1.81 (Lemiére 201, 34
For more evidence on the results of such initigtisee (Michael; Hartmann; O'Farrell 1989, 179-242;
Gunderson; ILO Interdepartmental Project on Equ#dit Women in Employment 1994, 73-82; ILO; Chicha
2006, 10-26)

13 Bayard et al. (2003) examining 1990 US data; AnssBdrantes and de la Rica (2006) examining 1995
Spanish data) to half (Simén (2011) examining fi@a nine European countries (Italy, Spain, Porkuide
Netherlands, Norway, the Czech Republic, Latviay&kia and Lithuania).

4
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There are many different measures of segregatiba.rifiost common is the Index of Dissimilarity
(ID) developed by Duncan and Duncan (1955). It messthe minimum proportion of women and
men that would have to change occupations to cesatequal distributioff. It varies between 0 and
100 (or 0 and 1). Calculating segregation fromEneopean labour force survey for the period 1997—
2007, Bettio and Veraschchagina (2009) find thaupational segregation, as captured by the ID, has
decreased across the Nordic and Continental NortBaropean countries, as well as in the United
Kingdom (see fig. 7). It has increased across SontEuropean countries and in Ireland. Trends in
sectoral segregation are less uniform. Sectorakgagon, as captured by the ID, has decreased in
two Nordic countries (Denmark and Sweden), two @emtal Northern European countries (Austria
and the Netherlands) and the United Kingdom. Irotider countries, sectoral segregation increased.

Indices of segregation, like the ID, have the atkg@ of condensing all information into one easily
comparable number; however they offer little insigito the qualitative changes occurring (i.e. more
male nurses or female engineers) and into the mesrha of change (i.e. increased wages attracting
atypical employeesy.In addition to capturing whether occupations amaihized, changes in ID also
reflect changes in the occupational structure eflébour market (see fig. 8). However, Bettio and
Veraschchagina (2009, 7-8) suggest that changés isex composition have been more important in
determining long term trend$.In most Nordic countries (save Finland) and thetédghKingdom,
occupations have become significantly less sexegmged, while they have become significantly
more sex-segregated in Spain, Portugal, and tesedextent, Ireland. Some suggest that there is a
short- to medium-term trade-off between employngmowth and occupational gender segregation
(for a review see Bettio and Veraschchagina, 286936). This may be due to the marketization of
previously unpaid domestic work, which simultandglscreases female labour supply and demand
because of the traditional gendered nature ofwtbik (ibid.)

Looking at qualitative differences, women are mlikely to work in “white collar” occupations than
“blue collar” ones? In all countries they are underrepresented amegiglators, senior officials and
managers, crafts and related trades workers, @md @hd machine operators and assemblers (see fig.
9). Men are underrepresented among clerks, sewigkers and salespeople, and technicians and
associate professionals.

In addition, certain sectors are typically segreddty sex. While wide cross-country variation eist
construction, mining, transport, and manufactutamyg to be male-dominated, while health and social
work, education, hotels and restaurants, and empay in private households tend to be female-
dominated (see fig. 10). In all countries, the slafremployment in manufacturing has fallen over th
past 15 years, while in all but the Continental tNem European countries the share of employment
in construction has grown with wide cross-countayiation in the pace of this growth. While there
have been slight changes in sectoral segregatiale and female employment has largely followed

14 Amuedo-Dorantes and de la Rica (2006) examinir@22Bpanish data; Bayard et al. (2003) examining®200
US data.

15 Nonetheless, there is debate over the importahoceanipational segregation for wage gaps, whileesom
authors claim occupational segregation is very ingmt (Reskin; Roos 1990; Levanon; England; Alli2209)
others suggest the effect is marginal (Englandsati; Wu 2007).

18 This is often mistaken for the proportion of wonmermen that would have to change occupations, but as
Anker (1998) clarifies this is not the case (se@&mlix 5.1 in Anker, 1998).

" In addition, as with any measure that aims to ammsegregation across countries, indices will sister
from country differences in the definition of empioent and in occupations deemed to be includediious
categories, not to mention problems introducedHifyssin the occupational classification systemdué&nker;
ILO 1998, 61-69)

18 For the most part structural changes in the ecgrbeureased occupational segregation (see fig 8)

19 “Blue collar” work involves manual labour, whilevhite collar” work is typically preformed in an afé
environment (e.g. services).
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sectoral trends, declining when the sector is diegjiand increasing when the sector is grovithg.

Occupational segregation impacts workplace healthsafety. In this respect, men’s segregation into
blue collar work comes with some clear disadvargalyeterms of health hazards, in the EU-15, men
are much more likely to experience fatal work-placeidents and are more likely to suffer from non-
fatal accidents, though not in sectors where wootgnprise a high proportion of the workforce, such

as “health and social work’(European CommissiomeEiorate-General for Employment - Social

Affairs and Equal Opportunities 2008). In termsrafitine hazards to health, men are more likely to
be exposed to vibrations, carry heavy loads, oraranift people in their jobs; they are just dely

as women to work in tiring positions and make regpet hand and arm movements (Eurofound

2010b, 6-7).

5. Vertical segregation: Women in decision-making

Women are less likely than men to hold position®rgnthe higher echelons of the occupational
hierarchy (Anker; ILO 2005; Eurofound 2008; Zahiltiarra 2010; European Commission 2011b). If
we look at women’s share of jobs among legislateenior officials and managers (LSOM) — a
common measure of vertical segregation — theyymieally underrepresented (see fig.”9Y.here are
some exceptions to this rule: in most countries emMmake up the majority of LSOM workers in
education (with the exceptions of Austria, Germalialy and Spain). In several countries, women
also make up a large share of LSOM workers in heaid social work. Nonetheless, if we take into
account women’s overrepresentation in these sectioey are relatively underrepresented among
managemertt. In fact, when we take into account women'’s relashare of sectoral employment, it
is perhaps surprising to note that women are velgtioverrepresented in management in several
male-dominated sectors, seen most clearly in Framfigure 11 below?

As Anker notes, the category of “manager” encomgmsgdely different levels of power or status,
not to mention the fact that the enterprises vagyiicantly in their national and international
influence. It is important to recognize that sigraht cross-country variation exists in who is uugd
under the broad label of LSOM. Among managers, wobtead to be overrepresented at the lower
echelons of the hierarchy — a point clearly illastd by the WEF recent survey of 600 of the world’s
largest employers (see fig. 12).

6. Family structure and gender inequality

The presence of children in a household is widebognized as a barrier to women’s participation,
employment and extended working hours, while fonroeildren’s presence is linked to higher rates
of participation (Uunk; Kalmijn; Muffels 2005, 4Budig; Misra; Bockmann 2010; Misra; Budig;
Bockmann 20103* This is likely linked to the fact that women cligatlo the majority of housework
and care work (see fig. 13). Nonetheless, the nion of men has increased slightly over time

% This appears to be contrary to the “queuing” argnimegarding feminization, in which formerly male-
dominated sectors or occupations are feminized wlinemages or working conditions are in decline.

2 This high-level ISCO-88 category consists of savsub-categories: In politics, this category ins
legislators, senior government officials, tradibohiefs and heads of villages, and senior offoid special-
interest organisations; for the corporate worléhdtudes directors and chief executives, producéind
operations department managers and other deparimaatggers; in addition there is a category covering
general managers.

22 Exceptions: education in Greece and public séotbeland.

% This may be an example of “glass escalators” fomen (Maume 1999). While the original theory sugges
that men in female-dominated fields will be prontbte more “appropriate” management positions, pgesha
blue-collar occupations, women could be promotegidoe “appropriate” office positions, which happerbe
higher up in the management echelon within thedddi

24 Children are not the only potential recipientsafe responsibility; many care for elderly, illdisabled
adults (see page 33 for more details.)
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(Coltrane 2000; Gershuny; Sullivan 2003; Crompt60& 141; Chichilnisky; Hermann Frederiksen
2008; Lachance-Grzela; Bouchard 2010).

Childless men and women have roughly the same gmmeliot rates in many countries, with Greece
and ltaly as notable exceptions (see fig. 14). @ dther hand, men living with young children
(under the age of 6) are more likely to be emplofeth childless men, while women in the same
situation are significantly less likely to be emyd (with Portugal as a notable exceptiorutside

of Finland and Portugal, even mothers of olderdrbit (12+) are less likely to be employed than
childless women. Even though mothers of young childunder the age of 6) are employed at lower
rates than their childless counterparts, their egnpknt rate rose in most countries over the past 15
years, however this trend has been dampened hyitlie

Looking at participation in full-time work, the gaare even more notable. As above, in all countries
aside from Portugal, women with young children lass likely to work full-time, while men with
young children are more likely to work full-tinf@ And, as above, outside of Finland and Portugal,
even mothers of older children (12+) are less yikel be employed full-time than childless women.
Yet notably, the extent to which children impacttheys’ labour supply varies significantly by
country (for similar findings see Uunk et al., 20@2). The full-time employment rate of mothers of
young children is highest in Southern Europe, Fid)a8elgium and France. Yet notably in Belgium,
women with older children do not increase theit-fuhe participation. Gaps between mothers and
childless women are largest in the Continental hNamt European (Austria, Germany and the
Netherlands) and Anglo-Saxon countries (IrelandtaedJnited Kingdom).

Women'’s higher likelihood to interrupt their caréecause of parental responsibilities can exacerbat
gender inequalities over the long term. While slvarrieer interruptions, such as maternity leave, do
not appear to impair labour market outcomes, longe&srruptions can lead to lost experience,

outdated skills, reduced access to on-the-jobitrgiand impaired wage bargaining power, and thus
lead to poorer outcomes in terms of wages, cardesncement and ease of return to work (Booth
2006; Letablier et al. 2009; European Parliame02®obson 20106Y.

Women with children tend to earn less than chikllsmen, though again the extent of this impact
varies significantly by country. Using 2000 LIS aaBudig et al. (2010) find significant motherhood
wage penalties in several Continental Northern gean countries (Austria, the Netherlands and
Germany) and Anglo-Saxon countries (Canada, the dold the US) even after controlling for
individual factors affecting selection into worlkdi age, education, working hours and household
structure (see table 3)While mothers’ lower labour supply explains a dertaxtent of the wage
penalty, residual inequality remains.

7. Poverty, inequality and gender inequality

In most developed countries, women, and older womeyarticular, are more likely than men to be

% Between a fifth and a third of the individuals d@5—49 live with children under the age of 6.

% |n Portugal, women with 3 or more kids (with omed under 6) are less likely to work full-time than
childless women. In the United Kingdom, men witki®s (with one aged under 6) are less likely to knfoitl-
time than childless men.

2 Some argue these penalties are only experiendée imedium-term, and that as women compensatador
lack of human capital accumulation, they will preggively catch-up with childless women in termpay
(Gupta; Smith 2002). Arguably, these costs of leaudd be higher for men (Albrecht et al. 1999Yegi
possible stigma against male leave-takers, howavenost studies focus on the impact of women’sléiaig
difficult to draw clear conclusions.

% Summarizing the findings of past research, Butli@.g2010) note scholars have found motherhoogewa
penalties in Austria, Canada, Denmark, Finland Sme®Germany, Portugal, Spain, the UK and the US.
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poor or socially excluded (see fig. ¥7)Focusing in on the elderly, rates of poverty andia
exclusion are very high among men in Southern EyrBelgium, Denmark and the United Kingdom.
They are quite low among men in France, the Nethdd, Norway, and Sweden. Among women,
these rates are highest in Southern Europe, Firdawadthe United Kingdom. They are by far the
lowest in the Netherlands. Using Eurostat 2010,datanounced gender differences between men and
women’s rates of poverty and social exclusion asnsn most of the Nordic and Southern European
countries (Denmark and Spain being exceptionsisorthe), and in Austria and Great Britain. If we
supplement this with OECD data for non-Europeanntiies, we see that the United States and
Australia have high rates of old-age poverty, witighada and New Zealand have very low rates
(OECD 2008a). Patterns of labour market interactan affect wage-related social benefits; for
instance, lower wages and shorter working time rdaute to women’s lower pension coverage and
lower annual benefit rates after retirement (BonGetraci 2009; Jefferson 2009).

In most countries, women are overrepresented invage work (Canada emerges as an exception to
this rule) (see fig. 18). Incidence of low-wage W high among men in many of the Anglo-Saxon
countries (save for New Zealand). Among womers High in Austria, Germany, Ireland, the UK and
the US.

According to OECD data, between 2000 and 2008 M@age incidence increased in many countries:
among men it increased markedly in Denmark, Germaastralia, Ireland, and the United Kingdom;
it increased slightly in New Zealand and the Unifatdtes (see fig. 18). Among women, a large
increase was seen in Denmark and Germany. In ntlest oountries for which data are available, a
small increase was observed among women (CanadheamK are exceptions.)

Looking at the bottom half of the wage distributitime widest gaps among men are observed in the
Anglo-Saxon countries (aside from New Zealand) @edmany (see fig. 19). Similar patterns emerge
among women, with the widest gaps found in Northefioa, Ireland and Germany.

Looking at the top half of the wage distributiolme widest gaps among men are found in Portugal and
the United States, followed by Austria, Ireland éimel UK. Among women, the widest gaps are found
in Greece, Portugal and the United States (see2fy. The Nordic and Continental Northern
European countries have compressed wage struenasg both sexes.

Reasons behind gender inequality and policy responses

Most factors used to explain gender inequalityn@ labour market fall into one of the following 3
groups: (a) factors affecting labour supply, (ltées affecting labour demand, and (c) larger caltu
institutional or structural factors. Understandimlgy gender inequalities exist is very importanitas
allows us identify the appropriate policy responses

1. Supply side factors and policies to challenge gender norms and
overcome obstacles

Theories relating to supply side factors usuallsudhow the choices and constraints individuale fac
influence labour market outcomes. To a certainrgxthoices regarding fields of study channel men
and women into different occupations even beforythave entered the labour force (Smyth;

2 3ocial exclusion here is defined as individualthwiery low work intensity (working age memberstie
household worked less than 20 per cent of theergat! during the past year) or severe materiatidaion.
The figures are combined with people at risk ofgroy defined as those with an equivalized displesizome
below 60 per cent of the national median equivdlidisposable income after social transfers (Eut@a?).

% However given women’s longer life span, theirtlifee pension wealth would be higher than men’sié o
assumes similar life-time earnings (OECD 2011agnddition, derived pensions rights often benefitnea,
though typically only if they are married (or innse cases previously were married) (Jefferson 2009)
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Steinmetz 2008). Similarly, it can be highlightédttin many countries women’s high rate of part-
time work is largely voluntary (though, to reitexat'voluntary” encompasses several constraints,
childcare responsibilities among them). Again, sdifferences in preferences for working hours and
other job characteristics may channel men and womendifferent occupations at different wage
rates (Macpherson; Hirsch 1995). This is often seemframework of “compensating differentials”,
where to attract employees, employers must offéteeb&ages for jobs with undesirable traits (like
risk, long working hours, low job security, unplaeatess, etc.) and are able to offer lower wages fo
jobs with non-pecuniary benefits (like satisfactitom helping peopf&, “family-friendliness”,
childcare, short or flexible working hours, etc.Women are argued to be more averse to
“undesirable” jobs and more attracted to familyifidly ones (see Budig and England (2001) for a
review of this argument.) To the extent that sulcbiaes are “free” this does not necessarily pose a
problem for gender equality, yet defining and meiasu“freedom of choice” is quite complicatéd
and many argue that men and women’s choices asdraored by household-level decision-making,
internalized and external gender roles and stepestyand the lack of attractive alternatives.

Household-level decision-making helps explain med women’s different patterns of labour market
interaction. Becker (1991) argues that when menvesrden form a home together, they specialize in
paid and domestic labour for the greater well-beihthe householdf. How such decisions are made
should be influenced by household members’ relatagources, skills, economic dependency and
bargaining powet> Following this logic, when women make relative rgaiin the labour force

31 Another interpretation is that interpersonal seesihave limited potential for productivity growittrough
technology and mechanization thus limiting potdntiage growth. Looking at the care sector spedlfica
financing challenges and downward pressure on waggsalso be created by the fact that demand ferisa
highest when the care recipient is least able yo(ipa. children, sick, elderly) (Razavi; Staab 20412).

% There is debate whether or not mothers voluntatilyose “family friendly” occupations or sectorsp
authors find women sort into lower-paying orgariaias or sectors before childbirth, while otherglfimo
evidence of this pattern (Budig et al. 2010, 7).

33 A useful way to look at choice is to evaluate riiege of alternatives individuals face and theffiedént
resources enabling them to choose (Korpi 2000).Hgg1lights the importance g@btentialchoices and actions
rather than actual outcomes. As the huge literainrsurvey reliability reveals, stated preferenoay not be
actual preferences and individuals’ answers to igdized questions may differ from their preferenicetheir
own life (Sen 1985, 183,187; Hakim 2007). Furthemplicating matters, is the fact that preferencesat
necessarily stable; rather attitudes adjust to\aebhaover time, even as existing attitudes shapecat
behaviour (Ellingsaeter; Gulbrandsen 2007). If véha and attitudes are in conflict, individualgexience an
uncomfortable feeling of “cognitive dissonance” andy adjust their preferences and beliefs to métein
actions, particularly if there is little externaktification for the attitude-behaviour conflict.

% This is not to say that all members of a househalce the same interests or preferences (indeet has
been written to disrupt the idea of a unitary hdwade), but that their togetherness impacts howsiecs are
made — whether that be conflictually, cooperativalyn a “cooperative conflict” (Lansky 2000; Se®87).
Discussing how men and women share housework aedraak hinges on assumptions about household
composition in general, and cohabitation and paad in particular. Unfortunately, the literatune work-
family balance tends to focus on nuclear famil@the exclusion of more atypical household strugur such
as single-dads and same-sex partners — and at gwves fairly typical household structures likeghin
individuals, childless individuals, single-momstended families, and unmarried cohabiting part(@mzbilgin
et al. 2011). Same-sex partners — particularlyehaish children — have been found to be more likelghare
both paid and unpaid work (though as Peplau empbsshis may be due to a sampling bias that tends t
overrepresent affluent, well-educated homosexyBiafterson; Sutfin; Fulcher 2004; Peplau; Finge2t7).
Married women spend more time on housework thaalgitihg unmarried women (little or no effect is fal
for men) (Bianchi et al. 2000; Davis; Greensteiert€isen Marks 2007). This may not be due to mgerer
sebut rather the traditional views that surroundrdr instance, men and women who live togetherrbefo
marriage are more likely to share housework moemkBatalova; Cohen 2002). Unsurprisingly, when
individuals become parents time spent on unpaikwuobstantially increases, with the increase ctersity
larger for women than for men.

% Some argue these decisions are influenced byntiaeriage market”: high sex ratios that increasedtmand
for women mean that more resources will be allat&tehem for their role in household productioaating a
higher reservation wage for labour force partidgra{see Emery, 2009).

9



A policy mix for gender equality? Lessons from highome countries DP 214

through income or even productivity potential (education), they should reduce their contributin
housework. Indeed, the absolute and relative hepent on housework have been shown to be
influenced by relative and absolute resourcesapticed by income and education, as well as by time
availability’®, yet these reductions have not kept up with womegains in the labour force
(Lachance-Grzela; Bouchard 2010). In male-femalasibold¥, women clearly do the majority of
housework and care work, but the contribution ohrhas increased slightly over time, while the time
needed to tend a house has féﬂe(ﬂ:oltrane 2000; Gershuny; Sullivan 2003; Cromp2006, 141;
Chichilnisky; Hermann Frederiksen 2008; Lachanceet@; Bouchard 2010).

Several scholars suggest that gendered behavionons than a simple matter of relative resources,
but rather is engrained in gender roles and stgpeet Individuals with more egalitarian views have
been shown to have a more equal division of houdewnd care work than individuals with
traditional beliefs (Davis et al. 2007; Lachancex€ha; Bouchard 2010). At the country-level, gender
egalitarianism is linked to women spending lesstiom housework (in absolute terms) (Lachance-
Grzela; Bouchard 2010). Such cultural beliefs {jkehape men and women’s behaviour in many
spheres. For instance, women have been shown trratel their skills in stereotypical “masculine”
fields; a case in point, even when controlling &mtual performance in math, men tend to assess
themselves more positively than women, which mayplar to a certain extent women's
underrepresentation in such fields (Correll 200drréll 2004).

Not only are individuals influenced by expectati@ml norms, they may even re-enact and reassert
gender roles to affirm their identity (see Coltrg@@00) for an overview.) For instance, to affifmeit
identity as wives and mothers, women may place mahee on their home’s order and cleanliness
and on their skills at and responsibility for caerk** Non-normative choices that risk
stigmatization, guilt, etc. may be compensatedHosugh “performing gender” more aggressively in
other spheres.

Finally, as preferences reflect a compromise wadlity, they are shaped by the perceived range of
available choices (Sen 1985, 191; Lewis 2009).ikstance, unavailable or unaffordable alternatives
for child care constrain women'’s labour force ma#pttion, as do high marginal tax rates on
secondary earners (Polachek 2006, 104; Gash 200&).expanding opportunities or “facilitating
policies” approach aims to reduce the barriersntoyeand progress of the underrepresented gender.
Many feminists suggest that the encouragement amglost of a dual-earner, dual-carer family model
is one of the most hopeful avenues towards aclgeyemder equality (Fraser 1994; Gornick; Meyers
2003; Crompton 2006; Lewis 2006). Policies on wiankily balance are sometimes premised on a
one-and-a-half-earner household, emphasizing hadmaion of the secondary earner’'s paid and
unpaid work rather than equal sharing within thadshold (Lewis 2006, 22—-23). Korpi et al. (2010)
suggest that dual-earner families can be suppdhtedigh full-time daycare of young children and
job protected, earnings-related parental leave]ewtnaditional family structures can be supported
through part-time daycare for young children arrdulgh taxes or transfers in child allowances, child
care leave benefffs and subsidies for non-active spouses. Given thatttansition to a dual-
carer/dual-earner model implies a reduction of beotten and women’s hours and work

% Theories explain the division of housework hightithe role of time availability, however if wherewook at
gender inequality more holistically, a problem o€ualar logic emerges, in that labour force papiition is seen
to be limited by housework but housework is limitgdlabour force participation.

37 See footnote 28.

% The increased reliance on the service economyibates to this decline (i.e. buying pre-made meading
maid services), as does a general devaluationusfdwork and its results (i.e. wrinkle-free clothiageen as
less important) (Bianchi et al. 2000)

% Choices around childcare, for instance, will bébedded in individuals’ identity as mothers/fathéns,
“ethics of care” and the “proper thing to do”, andtural ideas about what is best for the childifgkaeter;
Gulbrandsen 2007, 657; Lewis 2009, 17).

“° These are distinct from parental leave benefithéir long duration and low wage-replacement ai rfhte
transfers (Ferrarini 2006)
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responsibilities, it may require a more fundamemgdhinking of the labour market structure as it
applies to parents and care-givérs.

Childcare is not the only potential care respofigjithat individuals face. With an aging populatjo
elder care has gained more and more attentionit Yetifficult to evaluate the impact of providing
elder care on family and friends’ labour marketcomtes, because individuals with worse labour
market prospects may be more likely to provide veoek. Many studies do not take this selection
effect into account and therefore overstate theticglship between labour market outcomes and
eldercare responsibilities (Lilly; Laporte; Coyte(; Leigh 2010). More intense care responsikilitie
for the elderly appear to have a greater impadabaur market outcomé§ Many of the factors that
have been suggested as mediating the impact ofgozrgy on labour force outcomes (such as sex,
education, income, age) are also predictive in ggnmodels of labour supply such that their
significance may be overstated (Lilly et al. 206@8).

Children are not the only barrier to work. Othegiligating policies can include services and sulesid
to support caregivers of the incapacitated, leane feexible working time arrangements, incentives
for men and women to study non-traditional fieldseater atypical occupations, and policies that
touch on other barriers, such as commuting, housamgily laws, family planning, etc (Gunderson;
ILO Interdepartmental Project on Equality for WomerfEmployment 1994, 17; O'Connor 1999).

2. Demand side factors and antidiscrimination and equal opportunities
policies

On the demand side or the side of employers, gemksguality could result from outright
discrimination (men are preferable) (Becker 197drofv 1973), stereotyping (men are preferred for
“masculine” jobs and vice-ver§ devaluation of “women’s work” (not recognizingcarewarding
the value of feminine skilt§ and female-dominated jobs, see England et al.)2@@¢ial closure
(self-perpetuating male advantage due to self@steamong men in positions of power and male-
dominated networks, see Hultin; Szulkin 1999; Megen Milgrom; Petersen 2006) or even
unintentional or indirect discrimination, which well touch on in more depth in the following
section. If women are believed to be less prodactv committed than men this could lead to
“statistical discrimination” (Phelps 1972; Aigné&lain 1977), where due to imperfect information or
its high cost, employers use group averages ircgmbmitment and productivity to draw conclusions
about individuals, meaning that individuals withoab-average job commitment or productivity
potential are discriminated against due to assumgtinferred from the group.

Gender discrimination is difficult to establish (mfute). As such, field-experiments (and quasi-
experiments) are a useful indicator of possiblerdignation. Goldin and Rouse (2000) find the move
to blind auditions in American orchestras subs#digtincreased women'’s recruitment. Summarizing

“1 Arguably this goal has lost attention in the intional arena with a refocusing on economic eficy.

2 |f we divide care intensity into low, medium anidth (at under 10 hours, 10—-20 hours and over 2@shou
respectively), those with medium intensity cargogssibilities are likely to reduce work hours ahdse with
high intensity care responsibilities are likelyrémluce work hours or drop out of the labour fonatrely (Lilly
et al. 2007; Colombo et al. 2011).

*3 Stereotypical feminine skills are thought to im#unurturing/caring, communication and interpersskis,
dexterity, attractiveness, honesty, docility antetence; masculine skills are thought to includersith,
leadership and authority, bravery and risk-takmagjpnality and logic, scientific/mathematic ahjliend
rationality and logic (Anker 2001, 2003; Charles &rusky 2004). The “glass escalator” theory (\&itis
1992; Maume 1999) goes further to suggest thatenégring female-dominated fields (like childcarel) e
seen as deviant, and will be promoted to more ‘@migte” management positions.

“* For instance, Razavi and Staab (2010: 412) natege penalty for care work even beyond that imptigd
gender concentrations; they suggest this may itellgias against care work as “women’s work.”
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30 years of field experiments on discriminattprRiach and Rich (2002, F515) find “pervasive and

enduring discrimination” against women; interedtjnitpey also find evidence of stereotyping, where

in occupations dominated by one sex, the undersepted sex is discriminated against. OECD

(2008c) suggests that evidence since the earlys2688 been more mixed, but limited sample sizes
mean that no firm conclusions can be reached.

Anti-discrimination legislation and guarantees qtial rights (such as equal pay for work of equal
value) can help reduce demand side barriers tacqpetion through prohibiting discrimination and
taking proactive measures to combat it. Discrimgmaton the basis of sex can also include
discrimination linked to pregnancy, childbirth, bstfeeding or a change of civil status (i.e. mga)a
(ILO 2010, 61-66). Looking at adherence to intéomal antidiscrimination conventioffs
Weichselbaumer and Winter-Ebmer (2007) and OECD&20183-184) find a significant correlation
with smaller wage and employment gaps. While theventions on equal pay (C100) and anti-
discrimination have been widely accept, many coesthave not yet ratified the conventions on
family responsibilities and maternity protectioeg¢dable 4).

How policies are designed and enforced has beewrsho be very important in shaping their
effectiveness. A recent overview of the topic ssggéhat anti-discrimination laws are effective whe
they aim to: reduce complexity or provide additiolegal services; increase transparency and public
awareness; reduce costs and increase benefit¢afatiffs to bring cases before the courts; inceeas
incentives for employers to comply with legislati@md provide alternative non-adversarial methods
of resolution, such as mediation or conciliatiorE(@D 2008c). Shifting the burden of proof to the
respondent rather than the complainant can alse raak-discrimination laws more effective (ILO
2010, 67). Indeed, proving that discrimination diot take place (i.e. legitimate grounds existed)
should be relatively easy for respondents giverr thasy access to information on the decision-
making process; nonetheless, it is important tditate complainants’ access to such informatiod an
give more guidance on what constitutes evidencedis€rimination (OECD 2008c, 168-169).
Proactive antidiscrimination measures that encai@grequire compliance regardless of whether a
complaint has been made are more effective in iadutiscrimination, as are laws that allow for
collective action (through bargaining, unionization even collection action law suits) (O'Connor
1999; ILO; Chicha 2006Y.

3. Structural factors and gender mainstreaming and affirmative

In some cases, gender inequality does not refiéeniional or direct discrimination, but ratheruits
from structural factors. Bias can also occur innsiegly neutral organizational procedures, such as
job evaluations or hiring and promotion procedufefforts to make such procedures more gender-
neutral have met some success (Bettio; Veraschth&f)09). Bias can also occur in policies and
institutions; to give a concrete example, womenghér likelihood to interrupt their career to céme
children can reduce pensions and other social tenéf fact, many developed countries have
recognized this impact and now include pension omegsto compensate for time dedicated to
childcare (see section 3.1 below) (Letablier et2809). Gender mainstreaming has proven to be a

> The authors include five studies (from Austriasialia and the United States) that evaluate sex
discrimination in job applications through condugtfield experiments in written, telephone or ingmon
applications and interviews. Most of the studiedrads job openings within the service sector.

“® The authors include the following three internasibanti-discrimination conventions: the UN Conventon
the Elimination of All Forms of Discrimination agat Women (CEDAW), the ILO convention on Equal
Remuneration, 1951 (N0.100) and the ILO conventioiDiscrimination (Employment and Occupation), 1958
(No. 111).

“" Looking at employment equity strategies, O’Con(i®99) touches on the idea of a trade off betweassm
and élite outcomes. For instance, complaint-basedsidualistic approaches to pay equality, as saghe US,
UK and Canada, are more likely to help high-incohigh-status women, because these women are rketg li
to have the resources required to pursue discriboimaomplaints and to work in environments where
discrimination is easier to prove
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powerful tool in identifying and combating theseustural biases. It is the process of assessing the
gender implications of any planned action, suchdigies and programmes at the national, enterprise
or union level. Gender mainstreaming aims to enthaeall steps of the process account for gender
differences and further gender equality includirggign, implementation, monitoring or evaluation
(United Nations Economic and Social Council (ECO$Q@97/2). It can help reduce unintentional
bias and discrimination that are built into indiitns, policies and programmes.

Affirmative action (also known as employment equituotas, etc.) is another way to combat
structural discrimination (that is to say, discmiaion due to historic, systemic and/or institusion
factors); these can include preferences, targeey@en quotas in favour of the underrepresented sex
often with a timeline for their achievement (Gursier; ILO Interdepartmental Project on Equality for
Women in Employment 1994; O'Connor 1999). Unlikei-discrimination legislation, affirmative
action is less concerned with individual behavi@and intent, but rather “the structuring and
functioning of the labour market and implications €mployment practices” (O'Connor 1999).

Highlighted issues and possible policy solutions

While some policies — such as guaranteeing equdélcpty economic and social rights — have the
capacity to affect all men and women, many policias be better understood as specific medicines
that have the potential to address specific problesther than as cure-all solutions (Michael et al.
1989)*% The feminization of poverty, for instance, may st solved with minimum wages, basic
income transfers or a Social Protection Floor, whsithe low participation of mothers can be tackled
through increased support to dual-earner famillesugh, for instance, childcare and access to
flexible working time. Breaking the glass ceilingiynrequire affirmative action like recent quotas on
corporate boards. Nonetheless, if supply-side éxariemain, even such proactive policies will not
necessarily lead to the desired result. To givereiete example, gender wage gaps could not be full
addressed by early equal pay policies that targeiggle gaps between men and women in jobs
deemed the “same or at least of the same kindein élssential parts” because of the wage dispsiritie
that accompanied sectoral, occupational and wockpéegregation (Maattd 2008). Recognizing this
weakness, many countries introduced comparablehwanticies that target jobs that are judged to
have a comparable value, typically using a compasiéasure of qualifications, effort, responsibility
and working conditions to establish comparabilityd; Chicha 2008}?°

Furthermore, men and women clearly do not form hgemeous, diametrically opposed groups.
Though gender inequality still exists on the labmarket, we cannot treat it in broad strokes, but
rather must recognize diversity and ask ourseliMaisiwwomen and which men are being affected?
Understanding the “who” and “why” of gender ineqtyals essential in finding appropriate policy
solutions. Disaggregating men and women by thefioua traits - age, income, working hours,
region, contract type, etc. — improves our diagnadi the underlying problems that feed gender
inequality and, in doing so, can help inform polatices.

As gender gaps are relative group-based meastmes,db not necessarily capture the trends that
individual men and women are experiencing; in fdetreasing gaps may sometimes represent losses
by men rather than gains by women (Morris; Wes1&99). Given men’s increasing incidence of low
wage work and involuntary part-time work, and tlelthe of several traditionally male-dominated
sectors, now more than ever it is important to maimer that achieving equality must be done through
a “race to the top” rather than a “race to thedsatt In doing so, it will be important to recognitteat

“8 Of course, that said, the different aspects oflgeinequality (i.e. care responsibilities, wagestking hours,
etc.) are interrelated, either directly (“I neecctre for my child, so | cannot work longer hourst'through
feedback loops (“I expect low wages and career litplb | will invest less of my time and energyriy job”).
“9 But again such evaluations are often limited tpsgaccurring within one establishment (often thklisu
sector).
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gender is a two-sided coin and that men need twdigght back into the discussion.

All this is to say that governments and worker antployer organizations will need to choose which
issues to focus on, and to do so in a way thasstake account men and women'’s diverse situations.
This paper highlights several important labour reaigender inequalities that have persisted; these
include (1) the low employment of women with chddy (2) women’s overrepresentation in part-time
work, (3) women'’s higher likelihood to be living poverty or earning low wages and finally (4)
women’s underrepresentation in positions of powel status. As each specific problem has different
possible solutions, we will treat policy responisesirn.

Buyer beware: The small print of policy prescriptions

Before we analyse these issues in depth, it isubgeiecall that measuring whether an institutoon
policy is “gender-egalitarianism” is not an exaciesce. Policy features and institutional framevgork
vary widely across countries and may not be contparerm-for-term (Maurice et al 1982 cited in
O'Reilly 2006). An attempt to compare them in thiay may neglect the overall societal effect.
Reducing policies to numbers obscures qualitatifierdnces that can be fundamental in shaping
gendered outcomes. For instance, it is commonipeait measure parental leave in number of weeks
(or number of equivalent weeks at full-time pay)cls a measure combines short well-paid, wage-
related parental leave with long, low-paid, flatierdeave. This is problematic, because short, well-
paid, wage-related leave is thought to increasalemabour force participation, while long, low-pai
flat-rate leave is thought to reduce female lalfotoe participation (Ferrarini 2006; Erler 2009212
124; Fagnani; Math 2009, 107). Yet given the suligthpolicy variation across countries, capturing
all relevant features and institutional framewoiksan arduous if not impossible task. The popular
trend of reducing interrelated policies into a #ngndex score hides potential trade-offs and
endogenous relationships.

Even if we can capture in numbers what policies @irdo, it has been increasingly evident that this
may not capture its potential impact if there isomplete coverage and weak enforcement. Take, for
instance, minimum wage provisions in Spain: whiehsprovisions are equal to 44 per cent of the
median wage and 35 per cent of the mean wage (QEDc), a very small fraction of the workforce
is paid at minimum wage (0.8 per cent in 2005, Eemfound 2007b, 2), suggesting they do not
dramatically alter the wage curve. A similar caselld be made for low take-up of short unpaid
parental leave in the UK, Ireland and Greece (Eunofl 2007aj° Take-up and coverage rates are
gaining increased attention as crucial elementietarmining a policy’s effectiveness and scope.

Finally, even if the measures of policies and gendequality are flawless, establishing the causal
link between them is difficult. Quantitative resgatypically approaches this challenge in two ways,
either measuring differences in policies and oug®ifi) across countries or (2) in a single country
(over time or between different demographic groupkere are distinct shortcomings of the varying
approaches, but to be brief, a common weaknesos$-country studies is to neglect other important
differences between countries (for instance, mstibs, culture or economic structure). Single
country studies, on the other hand, need to cofdrdirends, simultaneous changes (for instance, in
policies, the economy, etc.) and the possibilityesferse causality. A cross-cutting weakness afehe
studies is selection bias. Because national psliaie rarely introduced with a comparable control
group’, comparing policy impacts (for instance betweee tioups that used a policy such as
maternity and those who did not) may capture diffiees that already existed in the groups studies

% In the US employees who have worked 1250 hourstireepast year and have been employed for atdest
year in an enterprise with 50+ employees are éédir 12 weeks of unpaid leave under the Family an
Medical Leave Act (FMLA). However, these conditiangan that only half of workers are covered; in,fac
some estimates suggest that coverage is as lo® psrZent among new mothers (Fass 2009, 5). krakv
states, temporary disability insurance providesiglavage replacement, thought typically does nmowvjae job
protection (ibid.)
1 Of course, pilot projects are a noteworthy exaepti
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(for instance, those who did not use a policy migagin with lower bargaining power or lower
wages). Thus we have a difficult problem — one tkaperhaps best addressed with the simple
acknowledgement that any exploration of this refeghip will be fuzzy at best.

1. Workers with family responsibilities
Reiterating the trends

Our analysis of trends reveals a striking diffeeebetween workers with family responsibilities and
those without. In fact, the gap in employment régesften larger between childless women and those
with young children than between men and women fige@2A). Yet simply using a child to proxy
“family responsibilities” can be quite misleadintyen the marked difference in how children affect
men and women’s labour force participation. Whilennwith young children (under 6) are more
likely than their childless counterparts to be esypt, women with young children are much less
likely to be employed The gender gaps between those with young childrenon average, two
times the mean gap and over five times that fouetivéen childless individuals (see fig. 22B).
Obviously sex and family responsibilities interaatshape employment and looking at one or the
other alone is insufficient.

The large gap between men and women with youngiremil may imply a traditional division of
household labour, where the new father is resptndir “breadwinning” and the new mother
“homemaking”. Yet, surprisingly, even once the dieh are old enough (12+) not to require close
supervision, their mothers are still less likelywtork in many countries (Netherlands, Ireland, Grea
Britain, Spain, Greece, Italy) and, if working, anere likely to work short hours (as seen eariwer i
figure 14 and 15 [pp. 24, 25). Of course, this mesult from their preferences or reduced availgbili
due to time spent on household tasks, yet we caowveriook the possibility that these sustained
inequalities result from discrimination or obstacl® accessing and reintegrating in the labour
market. This may also result from the lack of du#gawork-family policies and in particular
affordable childcare services.

Before continuing, it is important to highlight thsuch group-based comparisons are intrinsically
problematic due to selection bias. Women and mpitally self-select into parenthood and into the
labour market, thus the groups are not randomigcsedl and may be qualitatively different in ways
that are difficult to observe or measure but arpartant in shaping labour market outcomes. Let’s
clarify with a concrete example: women who wantvark long hours and are highly committed to
finding a job may be disproportionately represerdgetbng childless women; as such gaps in wages,
employment, etc. may reflect differences in atésicand motivation rather than the presence or
absence of a child and the associated family resspitihes.

Then again, this very decision to remain childieskave only 1 child is not necessarily a “freeton
In all countries studied, the “ideal” fertility etoutstrips actual fertility (OECD 2010b). Esping-
Andersen (2009) suggests that highly educated womero would arguably suffer the highest
opportunity cost from childbirth — have higher iigst rates in countries with strong “family friehd
policies (see Nordic countries and Belgium in #8).

Why should we be concerned?

Nonetheless women'’s higher tendency to interrugit ttareer and/or reduce their working hours can
be problematic for several reasons. Through degtiagitheir human capital, reducing their access to
job training and lowering their wage bargaining powong career interruptions can lead to poor
outcomes in terms of wages, career advancemergaselof return to work (Booth 2006; Letablier et

2 Among women, this difference is less pronounceBetgium, Portugal and the Netherlands.
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al. 2009; European Parliament 2010; Robson 2&1B)rthermore, women'’s disproportionate use of
these reconciliation policies may worsen employergectations of them and their treatment as a

group.

Also given the widespread concerns about the ptipolaging, reducing the opportunity costs of
children could produce a win-win situation by emadplindividuals to achieve their desired fertility
while also facilitating high labour force partictmm. As is, it appears that childbirth can sewerel
constrain women's wages (see fig. 24). That sadythal of increasing fertility should not obscure t
larger goal of gender equality, equal opportunitied economic independence (see Lewis (2006) for
a critique on the instrumental use of side goajsrémote gender equality.)

Why do such gender imbalances occur and what can be done about them?

Given that men and women face broadly similar farsituations, the question emerges: why do
women with children drop out of the labour forcesath high rates both compared to their male
counterparts and to childless women? Why don’t treegnter once their children have reached a
certain age? Furthermore, why are men with younigrem more likely to be employed than childless
men?

As outlined above, this behaviour could be the ltedua truly “free” choice of men and women to
presumably take up the roles of “breadwinner” ambriemaker”. If this choice is truly free,
dissuasion will likely be difficult and, in lightfdhe valuable social function reproduction plays
most beneficial course of action would be to lithié adverse impacts of career break. This could be
achieved by replacing lost wages during leave, antaeing the right to return to the same or similar
post, providing services to facilitate labour mania@ntegration, and ensuring that social bendifits
pensions are not adversely affected over the leng-t

On the other hand, the choice to partition familgponsibilities by gender may not be taken “freely”
families could be constrained by their economicouveses, the (lack of) available childcare
alternatives, and external and internalized gemiemtities and norms. For instance, gender norms
that normalize women’s parental leave may meanrtteat taking leave face more stigma and higher
career costs (Albrecht et al. 1999). To addresh msues, employment gaps can be reduced through
policies that challenge the traditional gendergion of labour (i.e. increasing men’s access todea
for childcare) and prohibit discrimination on thasks of sex or family status. Furthermore, dual
employment can be facilitated through the provismalternative childcare arrangements and
through fiscal incentives that make it more prdiiéato work.

Parental leave: making it short, well-paid and wage-related

Leave provisions are significant in that they cHergoatterns of career interruption and reduce the
costs such interruptions pose. Well-designed Ig@lieies can narrow participation and employment
gaps and increase female job continuity. Leave ratathildbirth (and adoption) can be split into
wage-related parental leave, job guarantees atdatia or lump-sum transfers related to childbirth.
Wage-related parental leave falls into three broategories: (1) maternity leave for mother's
exclusive use, (2) paternity leave or “daddy qudtder father's exclusive use and (3) parental leave
for shared use between both parents. Not all casnprovide all (or any) of these types of leaves.
The leave varies in terms of eligibility conditiorduration, inclusion of a job guarantee, flexiili
level of compensation (percentage of previous wagdas treatment, and implications for pensions
and other social benefits. In addition to or indtehwage-related parental leave, countries magroff

>3 There is debate on whether such penalties evéyntlishppear

> “Daddy quotasrefer to periods within parental leave reservedrfien’s exclusive use. This leave functions
much like paternity leave, though the wage replag@mate may differ. It is unlikely to be taken iy their
partners’ leave as provisions are usually for anihe other parent. Parental leave taken by fathatiag their
partners’ leave does not necessarily challengéuth@amental notion of the primary caregiver beimg mother.
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flat rate benefits around childbirth. These inclumigernity or birth grants — lump sums transfeteed
the mother or household after childbirth — andditdle leave — a longer period of leave paid atva lo
flat rate and conditioned on state-subsidized chilel not being used (Ferrarini 2006, 42).

While some researchers combine different typesa¥d, theoretically we can expect very different
outcomes from short, wage-related leave and ldagrrdte or lump sum leave or benefits. When
these two types of leave are analyzed as separatgpgy only the wage-related leave shows a
significant, positive effect on labour force papation (Ferrarini 2006).

Wage-related leave has often been introduced wiéh goal of increasing female labour force
participation and it is widely argued to do®s¢Jaumotte 2004; Boje; Ejrnaes 2008; European
Parliament 2010). Even the qualifying period atetho such wage-related benefits may encourage
parents’ labour force participation (Jaumotte 20Bdje; Ejrnaes 2008; European Parliament 2010).
Nonetheless, the leave should not be too longpmag leave can have an adverse effect on ease of
return to work, wages and career advancement (ltaird004; Booth 2006; European Parliament
2010; Robson 2010; ILO 2011a, para.26).

Obviously, the definition of “long”, “too long” antivery long” leaves must be revisited; the ILO
Maternity Protection Convention, 2000 (C183) recands a duration of at least 18 weeks for
maternity leave (roughly 4 months). Looking at wag®alties, leave of a duration of up to 6 months
(26 weeks) has a neutral effect on wages, and dfiertime it is unclear whether there is a wage
penalty as absence from the workplace lowers wiggtge short- to medium-term, but job protection
increases job continuity and the possibility otufiet advancement, thus improving wages in the long-
term (Hegewisch; Gornick 2011, 125). Looking at &enparticipation and employment, cut-off
points after which parental leave has a negatifecefre estimated at between 20 weeks (5 months)
for participation (Jaumotte 2004) and 40 weeks (hitms) for employment (Ruhm 1998). Again,
there is debate on whether these effects are Emg-br only short-term (that is, whether mothers
catch up with their childless colleagues) (Jaumd@@®4). In terms of children’s health and
development, after the age of two, good qualityddaire has a positive effect. At younger ages, the
impact of non-parental care is less straightforyvaoine evidence suggests childcare during the first
year could be harmful for children’s health effélitO; Hein; Cassirer 2010, 20-22), while other
studies that take into account social and emotiontdomes find that maternal employment during
the first year has a net neutral effect (Brooks+Guan; Waldfogel 2010¥.

On the other hand, long leave paid at a low fleg-far with a lump sum transfer) is often introdiice
with the goal of freeing up jobs for men and enegurg female home-making (Ferrarini 2006; Erler
2009, 122-124; Fagnani; Math 2009, 107). In Germatsyintroduction (and extension) reduced
mother’s active employment rate and rate of re{@mer 2009). The long length is troublesome in
itself, and this coupled with poor pay means thatgrimary breadwinner — often male — will be less
likely to take leave, especially in low-income féies (Ferrarini 2006; Plantenga; Remery 2006).
Though there is relatively limited knowledge ondalp rates of different policies by specific groups
of men and women (Eurofound 2007a), many suggest fttng parental leave will be used
disproportionately by low-wage, low-skilled womesince they face lower opportunity costs from
labour market exit, and are less likely to havergsources to purchase high-quality childcare en th
market (Ferrarini 2006, 47; Esping-Andersen 2609).

*> Though some conflicting evidence exists when aislig restricted to the national level.

*5 Though they find that full-time employment maydea negative outcomes (ibid.)

" On the other hand, a study in Canada found thatagin had no effect on chosen length of paiddesad
that low-wage, temporary workers tended to retarwark sooner than their high-wage, permanent aypatts
(Marshall 2003). This trend held even when takimtg iaccount the family supplement for low-incomeness,
which increases the wage replacement rate to 86guer Many worry that parental leave reinforcesjinalities
by creating parental leave rich and poor househ@®Brien; Shemilt 2003; Doucet; McKay; Tremblay020).
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Paternity and parental leave: increasing men’s access and take-up rates

To target men, leave can be shared between bathtsaor reserved for their exclusive use. It isenor
likely to be used by men if the wage-replacemets ia high, so that benefits are comparable to
previous earnings. Both methods have limitatiomsr&d leave tends to be used disproportionately by
women, and leave for fathers’ exclusive use isroftbort (only a few weeks) and thus does not
fundamentally challenge the gender division of uthghildcare (Adema; Whiteford 2007, 116-117,
Marshall 2008). In general, targeted provisionsehlaad moderate success in increasing male take-up
of leave, supporting a more equal division of stidemave and allowing women to return to work
faster (Lammi-Taskula 2008;for evidence for Canseta Marshall 2003

Up until the 1970s, the only parental leave begefffered in OECD countries were maternity leave
and grants (Ferrarini 2006). While some imbalamcadcess is justified given the recovery period
needed after childbirth, men deserve time withrtbkildren too. In fact, in several cases, men have
successfully argued that providing access to lambhg for women is in fact discrimination; in the
case of Canada this spurred the introduction ofeshparental leave (Porter 2003, 194,198). From
1970 to 2000, many new provisions on paternityéeahared parental leave and childcare leave were
introduced (see fig. 26). Since 2000, these trdra& continued with many countries introducing
paternity leave.

Such provisions can have a significant impact dmaki®ur. Following the introduction of paternity
leave in Quebec (Canada) (effective January 2G0@6)claim rate among eligible men skyrocketed,
while this figure for the rest of Canada contractkghtly.

Parental childcare: reducing long-term penalties

Career interruption8 may reduce pensions and other social benefittadin many OECD countries
have recognized this impact and now compensate diesticated to childcare. Nonetheless, these
policies vary in their coverage, duration, finamcend goals (see table 5) (OECD 2010d, 30). Basic
universal or targeted pensions can also compefsagach caring periods particularly among low-
earners, as can formulas that allow for a certaimber of years with low or no earnings (OECD
2010d, 30).

Providing high-quality non-parental childcare

Accessible high-quality childcare with hours harimed with the working day can improve work-
family balance, increase parents’ participationeimployment, increase productivity, and reduce
absenteeism; of course, the opposite is also au@n inadequate supply of affordable non-parental
childcare and short school or childcare hours @rsitain parents’ full-time participation (typicall
mothers) (Budig et al. 2010; ILO et al. 2010). Thé&s debate on the most effective way to ensure
access to high-quality care.

Non-parental childcare can be provided by frienad &amily, the workplace, the public sector, the
private sector or non-profit sector. Such care egiin its quality, price, availability, hours and

flexibility, adhesion to regulation, financing amerking conditions. Even putting aside any labour
market concerns, these elements obviously influgrarents’ childcare decisions and shape their
perceptions about how care impacts children’s Wweihg.

Particularly in countries offering partial wage lsgement, well-paid, unionized or public sector Eypes are
more likely to receive an employer top-up the wegpdacement rate (Doucet et al. 2009; Marshall 2010

%8 However, country-level evidence suggests that wiem take leave do not necessarily contribute moresh
to childrearing than their non-leave taking coupéets, but they may feel closer to their child.

9 We use this term broadly to refer to a period afwam the workplace (other than vacations or shem
illness). Reasons for such interruptions couldudeljob loss or unemployment, long-term sickness or
disability, child care and other family responstlak, training and education, etc.
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Non-parental care can be supported through direotice provision (créches, early childhood
education and care, after-school programs, scletol) and through harmonizing the hours of work
and childcare. Governments can also offer targetedniversal subsidies for care work (through
transfers to citizens or to childcare institutiatigctly) and regulate and certify care provid8rs.

Despite the fact that care services for childredenrage 3 are typically not available or limited in
coverage (ILO et al. 2010, 30), several of the twes studied here stand out with well-developed
formal services, particularly Denmark, followed weden, Norway, Belgium, France and Portugal.
In fact, in Southern Europe, the Nordic countribgrth America, Belgium and France, young
children in formal care have high average weeklyrhof attendance. In many countries, children
spend only a limited amount of time in informal €dthough arguably statistics on its usage are much
more likely to be inaccurate.) The US stands oti Wigh reliance on informal care.

After-school care can increase parents’ partiogmatind improve work-life balance (Letablier et al.
2009), but it does not necessarily fully substifisteinformal or parental care as there can be gaps
school hours and a need to transport childreneaatter-school services (Lewis 2009, 77-78). Very
few countries have comprehensive after-school @ECD (2008b, 4) suggests such systems exist in
Denmark, Sweden, and to a lesser extent, Franc®aalbec (Canada). Individual forms of childcare
(for instance, nannies) offer more flexibility thaollective structures to address the care needs of
workers with atypical schedules; however theredsonsensus on the role of flexibility in terms of
guality and parental demand (Letablier 2009). Famttore, such informal care work is often female-
dominated, poorly regulated and poorly paid, whiekt only reproduces gender stereotypes and
hierarchies, but also reproduces class and ra@egrichies, drawing largely on working class and
minority/immigrant women (Crompton 2006, 194)The ILO’s recent convention on domestic
workers (no. 189) aims to improve working condiian this sector. In general care workers are
documented to have lower wages than workers wittnpawable skills (though some country
exceptions apply) (Korpi; Ferrarini; Englund 2008zavi; Staab 2010, 41%) but in countries with
large public sectors and low inequality, care woskeay actually enjoy a wage premium (Razavi;
Staab 2010, 414).

Childcare subsidies are more likely to increasealerparticipation than child benefit&ind may also
reduce the effective marginal taxation of secondhexa (Jaumotte 2004). Such subsidies can be
conditioned on dual participation in the labour kedr To be effective, the supply of childcare must
also be responsive. Subsidies can be particuléidgtere when wage structures are compressed (and
thus childcare is relatively expensive) or whenditrenarket imperfections exist that prevent low-
income women from borrowing against future earni@gaimotte 2004). In some cases, costs are so
high that single parents will have difficulty acses childcare and the costs may exceed the benefit
of second earners’ employment (Letablier 2009).

The effectiveness of childcare subsidies is redulbgdsubstitution effects. Public expenditure
substitutes previous private expenditures and mapwage a shift from unpaid informal childcare
services to formal paid ones. In general, the exddeon childcare costs impact on employment is

% In addition, seemingly unrelated policies may haméndirect impact on childcare choices: for ins& the
trend to promote “active aging” and delay retiretmenluces grandparents’ ability to care for gramdodn;
such unintended effects warrant attention, paditylin countries where grandparents provide aelafipre of
childcare (i.e. Greece and ltaly, see Planteng& €005).

8 public provision of childcare of childcare is afemale dominated. Several scholars argue thairifarces
occupational segregation and that it does not fonesfeally challenge the traditional gender divisidhabour,
but merely relocates where this work takes pladea(@ 2000; Mandel; Shalev 2006).

%2 For example, a “caring” profession such as nursiay earn less than a profession that requiregasimi
training like “nursing”; see example from Ontari©ahada), footnote. 13, p. 15.

83 Child benefits and tax allowances reduce womeabsurr participation, particularly that of potentirt-time
workers. However they also can increase horizadalty between family types and reduce povertyrtilzte
2004).
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mixed, as the methods of measurement and demogrgphips considered vary substantiéfijNet
childcare costs (after benefits and transfers)bgréar the highest in Anglo-Saxon countries studied
excepting Australia (see fig. 29). They are thedstin the Nordic and Southern European countries
and in Belgium. Among European countries for whiletta are available, gaps in employment rates
between mothers and childless women are largeiteinContinental Northern European countries
with weaker work-family balance policies (Austrdermany and the Netherlands) and in Ireland and
the United Kingdom.

Reducing taxes on second earners

In OECD countries, favourable treatment of secosmthers is correlated with higher female labour
force participation (Jaumotte 2004). Taxation systeean be joint, split or separate. Whereas joint
systems were common till the beginning of the 19/@tEny OECD countries have moved to separate
taxation systems (Jaumotte 2004). Separate systamesthe advantage of lowering the marginal tax
rate of second earners (typically married wonféjowever, they also introduce horizontal inequity
in the treatment of different family types, witimgle earning families paying higher taxes at thmesa
household income. Despite the move to separatédaxa/stems, often second earners are effectively
taxed more heavily than single individuals, asrtheturn to work involves the loss of the dependent
spouse allowance.

Reducing taxes on second earners

Retraining and support services may reduce thedhyfgoarental on parents’ careers (Letablier et al
2009). Some argue that active labour market paliei® particularly effective for adult women and
single parents (Bergemann; Van den Berg 2008).hEurtore labour market reintegration is
supported through job guarantees attached to ledweh strengthen attachment to the workforce,
improve wage®, but may adversely affect hiring of women if worean be expected to take leave
more than men (Jaumotte 2004).

2. Part-time work
Reiterating the trends

Women are much more likely than men to work pamieti Even childless men and women — who as
noted earlier have roughly equal employment rateadst countrié — differ in their working hours,
with childless women less likely to work full-tintean childless men for all countries for which data
were available. This difference is even more natide among men and women with children.
Nonetheless part-time work has seen some gendalareling over the past 15 years; the share of
employed men working part-time grew, often to aatge extent than that of wom&hThe recent

% public support for childcare has been found todase female participation in the UK and the U$,ibu
other countries, such as Denmark, high participatides were found to predate public support (Jaen2904).
Studies often do not take into account women'st@ewages and childcare quality (Schlosser 200Bgse
omissions are fundamental given the consensushtbseg factors play a crucial role in a mother’'sisien to
work (Letablier 2009).

% The marginal tax rate is the amount of tax paigwmdditional unit ($, €, etc.) of income. As Biosknd
Sheshinski (1983) demonstrate, to reduce deadweighf a tax system, the marginal tax rates shoel
lower for those whose labour supply is more elgg#c more sensitive) (Jaumotte 2004). Given thgasent
strength of the modified breadwinner model, motlaerd married women fall into this category and $thdve
taxed less for increased tax revenue.

 When women return to the same employer after @ecanterruption they are likely to have better esg
(European Parliament 2010).

®” Greece and ltaly are exceptions where childlessane more likely to be employed than women, as are
Ireland, Spain and Portugal, where patterns vagy @nd post-crisis.

% However exceptions exist, including several Soutlgiropean countries (Greece, Italy, Spain), hetland
France.
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spike in involuntary part-time work may be due be turrent crisis, as economic downturns tend to
have a disproportionate impact on involuntary piane work (Kalleberg 2000; OECD 2010c).
Population aging may also be contributing to inseebpart-time work, as older workers tend to prefer
part-time work (Kalleberg 2000, 344; OECD 2010c).

Should we be concerned?

Not all part-time work is harmful: authors emphasithe heterogeneity of part-time work (see
Kalleberg (2000) for a review). On one hand, theme more attractive part-time jobs, such as “new-
concept” part-time work used to retain high-skilbrnkers and part-time jobs that help individuals
transition into the labour market; on the otherdyahere are less attractive part-time jobs, wiaidh
typically low-skilled, low-paid and offer low jobkesurity. In addition, there is the question of cieoi
some workers prefer part-time work to full-time woeven if it is low-skilled and low-paid. On
average, it has been demonstrated that voluntagydiscussion p.11) part-time work can bring higher
life satisfaction for women (but not men) and asriewer health and safety risks (Booth; Van Ours
2009; OECD 2010a). From an employer and governipeint of view, part-time work offers several
advantages: it can reduce costs to employers, wepflexibility and activate individuals with
constrained labour force participation (for hea#thsons, due to family responsibilities, etc.)

Yet, it is also true that part-time work often plses workers through pay penalties, a higher oisk
poverty, greater occupational segregation, redwdigibility for social benefits, underemployment,
job insecurity and less opportunity for career ambeament (Bardasi; Gornick 2008; OECD 2010a).
Some authors suggest that this has more to dosedlregation of part-time workers into low-paying,
female-dominated occupations than anything inheiremart-time work itself (for a review of the
literature see Bardasi; Gornick 2008; Manning; &®plo 2008). The truth is likely more complex
than this: part-time work is often concentrateds@nvice, clerical and sales occupations, which are
better paid than blue collar work, but have a sigmnt part-time work wage penalty this wage
penalty varies by country, with Anglo-Saxon couggrpenalising part-time work most severely and
some countries, like Sweden, not penalising parétivork at all (Bardasi; Gornick 2008).

Given that the diversity of part-time work and tidvantages it can bring for both individuals arel th
economy, improve the conditions of part-time workkes more sense than trying to eliminate it
completely. Following the European Directive ontReme Work (1997) and the ILO Convention
(C156) and Recommendation (R182) on Part-time Wb894), many countries have taken positive
measures to guarantee the equal treatment ofipertworker (see table 6 below). Also part-time
workers are increasingly likely to be unionized @&2010a). Nonetheless these workers still tend to
suffer from penalties in terms of earnings, prowgi and training and career prospects (see OECD
(2010a) for a thorough review). While part-time kens tend to face higher job insecurity, this is
largely due to the prevalence of temporary congracpart-time work.

To improve peoples’ agency and sense of well-bdinig, important to ensure they can access their
preferred working hours, whether these are full-part-time. Thus a second goal should be to
improve access to voluntary full-time and part-timerk (again, for a discussion of voluntary see
p.11). As shown in table 6, many countries havertakeasures to facilitate part-time work for
parents, caregivers, sick and disabled works, olderkers and workers pursuing education or
training. A few countries have also instituted preftial treatment of part-time workers for futiag
vacancies. Such laws do not necessarily increasetidence of part-time work, but seem to reduce
unmet demand for part-time work (OECD 2010c).

3. Poverty and wage inequality
Reiterating the trends

% That is to say, part-time workers are much lowaid phan their full-time counterparts.
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As mentioned above, women, and older women in qudati, are more likely to be poor or socially
excluded in most developed countries. Women a® @®errepresented in low-wage work in most
countries (though this trend is less evident inac). If we turn our attention from poverty and low
wage work to inequality, even if we limit our ansily to full-time employees, gender gaps clearly
vary across the wage distribution and by coufftipn most Nordic and Anglo-Saxon countries the
wage gap increases along the earning distributsme (fig. 30); Canada and Ireland emerge as
exceptions with relatively constant gender wage @eqoss the deciles. A relatively flat gap is also
seen in most Continental Northern European countvieh the exception of France, where the gender
gap is higher among high earners. In all of thetls@m European countries the gender wage gap
declines across the wage distribution. Howevenvasen are underrepresented in the labour force,
such gaps may be under/overstatédhese gaps have generally narrowed over timefigedl in
Annex).

Yes, we should be concerned, but what can be done about poverty and
inequality?

Clearly, in beginning to discuss poverty and pegé and the underlying notions of class and
inequality, we open a much larger debate in teripmlicy responses. Labour market institutions like
employment or unemployment protection and wagersg{bargaining, minimum wages, etc.) can
clearly impact inequality, as can social assistaand insurance. Several authors have looked
specifically at the impacts such institutions maavén on gender (Blau; Kahn 1996; ILO; Rubery
2003; Estévez-Abe 2005; Estévez-Abe 2007; Estéumz-Aethey 2008; Esping-Andersen 2009;
Rubery 2010; Rubery 2011).

Increasingly authors are paying attention to thespde trade-offs that legislating for gender
inequality may entail. While originally this litetae focused on trade-offs between different foafs
inequalities (for example, glass ceilings versudigipation rates), some authors now suggest that
there may be intra-gender trade-offs between memammen of different classes (i.e. glass ceilings
affect privileged women, while low participationtea disproportionately affect marginalized
women). Certain policies can help certain women areh, while having no impact on others
(Esping-Andersen 2009; Mandel 2011). For instaacminimum wage is much more likely to help
marginalized women rather than privileged onedgast to the extent that these women do also not
perform unskilled work, part-time.) Indeed, if teeprivileged women rely heavily on the service
economy, a minimum wage may increase their dayato-dxpenses. While, to some degree,
differences in the use of policies across clasaase explained by a policy’s legal coverage (ck la
thereof), there is still limited knowledge on whges policies and how these take-up rates shape thei

0 Given women’s disproportionate involvement in garte work, limiting our analysis to full-time emplees
opens up the possibility of a large selection basho is being compared. This is particularly tsbog for
countries like the Netherlands where part-time wogkes up a very large share of women’s employifseet
Figure 2 and 3).

"L Given the fact that many women do not work, corimuagender wages by deciles can be misleadinikell
comes as ho surprise that selection into and otliteoabour force is not necessarily random, bilteracan be
affected by potential earnings (as captured, fstaimce by education) and this impact may differ-raamdomly
between the sexes (1976; Heckman 1979). Undernymskilection bias individuals with higher earning
potential are overrepresented in the labour fopcwileged, highly educated or influential men acomen),
whereas under negative selection bias, individwéls lower-earning potential are overrepresented.

To clearly show the problem this may cause, letis & per cent of women and 100 per cent of men are
working. Among women there is an extreme positeledion bias, meaning those who are active haae th
highest earning potential and would not be in tbiédm deciles if all women were working. By ignagithe
inactive women with low-earning potential, womewages will start at a higher level compared taweasion
of total employment; it's clear, then, that the gamson will understate gender wage gaps across the
distribution, and particularly among low earners.
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impact across class&s.Nonetheless the relationship obviously merits néibe. For example,
paternity and parental leave is not used equalgsacclasses; it is well known that male partnérs o
high-skilled women are more likely to take pareigalve than partners of low-skilled women.

Strong labour market institutions

Many suggest that labour market institutions (s@ash centralized wage-setting, promotion and
protection of high-quality part-time work, high @age of unions or collective bargaining, minimum
wage laws, progressive taxation and transfers, ptwment insurance, and hiring and firing
protection) favour both wage compression and naraender wage gaps (Hall; Soskice 2001; Barry
et al. 2002; Rubery et al. 2002; Blau; Kahn 20G8jndotte 2004). A positive correlation between
gender and income equality makes sense intuitifiebt; less wage dispersion on the grand scale wil
translate into narrower distances between men’saamden’s wages and, second, as women tend to
be overrepresented at the bottom of the wage luligion, measures that increase equality and are
“worker friendly” should help women (Jaumotte 2084ulampalam; Booth; Bryan 2007).

Yet the relationship between labour market insotwg and inequality is controversial due to these
institutions purported disemployment effect (i.educing total employment) and contribution to
increased labour market segmentation (Estévez-Abal.e2001; 2005; 2007). In a perfectly
competitive labour market, a minimum wage coulduced overall employment by artificially
increasing the price of labour above the markedraohg equilibrium. (By contrast in a monopsony (or
single employer) labour market, minimum wages oanally increase employment by levelling the
marginal cost of labour)® Summarizing the literature, Rubery (2003) notest the employment
effects of minimum wages have been found to bdivelst small in high-income countries and vary
across countries (for similar findings see Jaumd@@4). Rubery (2003, 4) examines the impact of
the minimum wage on gender inequality in the laboarket, listing the possible reasons for gender
wage gaps and how minimum wages could help redwesetgaps (see table 7 below). High minimum
wages tend to correlate with smaller gender wags,daut gaps remain nonetheless, suggesting other
complementary policies are needed.

Given that many families rely on low-wage care versgk increased minimum wages may
need to be complimented with public childcare sarwr subsidies. This will also improve
gender equality as these services are female-doedimad often underpaid (Morgan 2005).

Inclusive labour market institutions

Labour market institutions that typically would lassociated with greater societal equality may
contribute to labour market segmentation if thewerage of different workers is incomplete (by
sector, contract type, etc.) In addition, they roegate obstacles to hiring workers who deviate from
traditional breadwinner career path (that is to $agse who do not work full time and who interrupt
their careers); for instance, strong employmenttgmt@mn can make it more difficult to hire a
temporary worker to replace someone on parentek|@astévez-Abe 2007). There are many theories
of labour segmentation, all of which essentiallghtight an institutional separation of good and bad
jobs’* Yet Rubery and the ILO (2010; 2011) convincingigue that employment protection, itself,

2 0f course there are many exceptions; for instasee Lapuerta et al (2010), Doucet (2009) and (8mea
2006) parental/paternity/maternity leave use inigpg@anada and the United Kingdom, respectively.

3 1n a competitive labour market, the market prittabour is set by many different firms. In contrasa
monopsonistic (or oligopsonistic) market, the ergplosets the market price of labour, and each mewém
along the wage curve comes with a higher margiost than in a competitive labour market, because th
increase also affects the wages of their curremkevs. In this case, setting a minimum wage chatiges
marginal cost of labour, so that the quantity aridepof labour is closer to the competitive markquilibrium.
" Divisions include: core, peripheral and irregudarkers; formal and informal workers; insiders andsiders;
primary and secondary sector workers; workersterival and general labour markets; standard and
nonstandard workers (this last distinction mustdebined with risk exposure, as one can clearltisztea

23



A policy mix for gender equality? Lessons from highome countries DP 214

does not spur the creation of an internal labourketaand the corresponding insider/outsider
dynamics, but rather its incomplete coverage. Bolve this issue, governments and unions should
work to increase job security and inclusion of niaagized workers thus ensuring a “race to the top”.

4. Combating segregation
Reiterating the trends

Men and women are clustered in different sectorsméh tend to be overrepresented in the sectors of
health and social work, education, hotels and weatds, as well as in employment in private
households; men tend to be overrepresented inroetisn, mining, transport and manufacturing.
Looking at occupations, women tend to be overrgpresl in white-collar jobs, while men are
overrepresented in blue-collar jobs; in more caecterms, women dominate jobs as clerks, service
workers and salespeople, and technicians and ass@ebdfessionals; men dominate crafts and related
trades workers, and plant and machine operatorasseinblers. Occupational segregation decreased
in many countries, while trends in sectoral segiegavere more varied.

Looking at vertical segregation, men are overrepresl in jobs as legislators, senior officials and

managers on average. Yet in male-dominated seomsien sometimes hold a larger share of

management positions than their relative repreientavould suggest (i.e. despite only 20 per cent
female representation in the sector, they holdéscpnt of the management positions.) Such a trend
is most pronounced in France. By contrast, in sdvémale-dominated sectors, women are

underrepresented in management given their shaseabral employment; this is most evident in

Austria, France, Germany, Italy and Spain.

Why do such gender imbalances occur?

As mentioned earlier, choices regarding fields taflg can channel men and women into different
occupations even before they have entered the ldboze (see fig. 32) (Anker; ILO 1998; Smyth;
Steinmetz 2008). Even taking occupation into actauoucational segregation can contribute to wage
gap (for the UK and Germany see Brown; Corcorar/ 188 the US see Machin; Puhani 2003). At
risk of stating the obvious, individuals who studgle-dominated fields are more likely to end up in
male-dominated occupations, and those who studgrated or female fields more likely to end up in
integrated occupations (see fig. 32) (Smyth; Steimn2008). Nonetheless significant gender effects
remain, and there is a large cross-country vanaiiothe degree of channellifgln all countries
studied, women are overrepresented among gradwatelumanities, arts or education qualification,
while men are overrepresented among graduates aeitiputing, engineering, manufacturing and
construction qualification (OECD 20118).

Some argue that women choose female-dominatedbetsuse they are more “family-friendly” or
have aspects that are argued to be more attractiveomen (one such feature is the satisfaction
derived from “helping people”), though there is debwhether this choice is voluntary (Budig et al.

high skilled free-lancer, for instance, is not itbad job.”) For a review see Cain (1976) or Eutape

Commission (2004, 8&5).

> A close link between male-dominated studies ankaminated occupations is found in Germany and
Greece; a weaker link is found in Slovakia, Hungang the UK. A close link between female-dominated
studies and female-dominated occupations is fonrgkinmark and Slovenia; a weaker link is foundpais
and Greece. Smyth (2008) suggests that low wage dagh female labour force participation and Higsmale
participation in higher education are associatetl igiss occupational segregation and a rebalamditiee
workforce towards female-type jobs. While she duatsgive a thorough theoretical explanation of this
phenomenon, it may be that increased female paatioin in the labour market is tied to the commicdifon
and marketization of formerly unpaid domestic labhdlus creating new, arguably feminine, “caring an
serving” jobs (Bettio; Veraschchagina 2009, 36)

® Humanities and arts are thought to bring loweolatmarket success than sciences (though this could
arguably reflect the field’s gender composition.)

24



A policy mix for gender equality? Lessons from highome countries DP 214

2010, 7). Due to gender stereotypes, men and wananbe preferred for certain “feminine” and
“masculine” skills (caring, dexterity, attractives®e docility; vs. strength, leadership,
scientific/mathematic ability), or in fact, may @nbalized such stereotypes and prefer these fields
(Anker; ILO 2001; Riach; Rich 2002). Such stereetygan create “glass escalators” for men in
female-dominated fields, where men are promotaddce “appropriate” management positions when
lower positions (like childcare) are seen as imprdMaume 1999). Similarly, blue collar fields may
be seen as unsuitable for women and they may baqgbed to office positions, higher up in the
management echelon within these fields.

Women may face discrimination if they are viewed diyployers as “risky investments” due to
expectations about the division family respondib#i; for instance, they may be overlooked and
undertrained for high level positions perpetuatihgir exclusion from management and hindering
their success if such opportunities (Maume 199%ixtHermore, social closure and male social
networks arising from the traditional male domioatiof management may self-perpetuate, as some
male managers find it easier to interact and caipewith other men or, more worryingly, may
monopolize desirable positions and occupationsverdk to maintain their dominant position to the
exclusion of others (Reskin; Roos 1990; Maume 1999)

Should we be concerned?

Adults’ “choice” to work in sex-segregated occupas is not a free one, but rather is shaped by thei
upbringing, their culture’s gender stereotypes amadtia in institutional practices and policies; to
establish that a choice is truly “free” is neartypiossible from a societal point of view since afaiu

are raised to conform with the societies values seeappropriate. Segregation can reduce labour
market efficiency and often penalizes feminizedupations and sectors in terms of wagdésAs
mentioned above, segregation may contribute toenigiccupational health risks among men, and
may strip women of their influence and opportusitier decision making. Segregation into particular
sectors can be especially damaging; one such eratimpl has gained attention recently is domestic
work.

Changing stereotypes through encouraging atypical choices

Efforts to encourage individuals to enter gendgpiatl fields of study and occupations have
traditionally targeted women, but more and morenteels are recognizing the importance of also
encouraging men to enter female-dominated occupmtiday seems to be the most effective way to
encourage men to enter feminized fields. Some c@snoffer training programs explicitly targeting
desegregation and aim to identify and oppose orgénnal biases, for instance, in evaluations.
Outside of the labour market, campaigns to figletesitypes can be launched in schools and the
media, and through public events (see Bettio e28I09, 10) for specific examples). Employer and
worker organziations can play an important roleombating stereotypes too: employers can promote
non-traditional career choices to women and menteade unions can be, and indeed have been,
active in launching anti-discrimination campaigrnsQ 2009, 162). As the ILO (2009, 162)
highlights, it is important that such campaigns r@oé“one-off’ interventions, but are complemented
with policies to address structural inequalities.

Companies can reduce the adverse impacts of segregation

" Drawing on earlier studies, Anker (1998) sugg#sis occupational segregation constitutes a tHitte
wage gap. If one includes segregation by workpltee=explanatory power increases further. This is
unsurprising, as many authors note that the maagdregated the occupational categories are, the poover
they have in explain the wage gap. Using harmoniatthed employer-employee microdata from nine
European countries to explain cross-country diffees in the gendered wage gap, Simoén (2011) fhratsthat
aggregate occupational and workplace segregatiplaiexon average 54.4 per cent of the gendered wage
with workplace segregation alone explaining theamgj of the average gap (42.1 per cent of the atisl.4
per cent).
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Instituting gender-neutral job evaluations, asinatl by the ILO (2008), can significantly contribut

to improved gender equality. Through reducing they enalty associated with feminized
occupations, such evaluations may also lead toegartbalancing, since pay has been shown to be a
key factor in determining men’s likelihood to enterfield. The move to subjective, merit-based
evaluations and performance pay systems are likelgduce diversity, as women and minorities tend
to be evaluated more harshly even in light of ssmgerformance (Rubery 1995; Castilla 2008).

Diversity training and evaluations are unlikelyitoprove women’s access to top positions (Kalev;
Dobbin; Kelly 2006). Instead companies can help wonthrough mentoring and networking
programs, or better yet, through clearly allocatiggponsibility for change to a manager or
committee; in fact, establishing clear respongipitian increase the effectiveness of other diversit
interventions (Ibid.).

Quotas offer a promising, if controversial, way to promote women into
positions of power and status

To promote women'’s entry into high positions ofifichl power, many countries introduced quotas,
whether voluntarily established by parties or regpfiencouraged by law (see International IDEA
(2010) for a global database of such policies).date quotas exist in Belgium, France, Portugal
and Spain (International IDEA et al. 2010).

More recently countries have experimented with asidor corporate boards. After Norway’s success
in introducing these quotas in the private and ipu®ctor, many countries have introduced quotas of
their own (see Table 8 and Catalyst (2011) for nuetails). Others have introduced targets and
regulations, often asking companies to “comply xpl&n” their failure to do so. Comply or explain
regulations exist in all Continental Northern Ewap countries, all Nordic countries save Norway,
several Anglo-Saxon countries (Australia, Irelamd ghe UK) and Spain. In the United States and
Sweden, regulations require companies to disclitberestatistics or information on the selection
procedure. Earlier Nordic experiences using quiteate-owned companies suggest quotas can be
effective, but it is too soon to evaluate more necpiotas (European Commission 2011a).

To a certain extent, the effectiveness of suchagidepends on gender inequalities being the result

structural or demand-side factors. If supply-sidestraints exist — either a “blocked” pipeline (tisa

to say, a insufficient pool of experienced andnedi women) or simple unwillingness among women
to take on positions that demand enormous timesinvents when sufficient family-friendly supports

are not available — these regulations and quotgsn@ad to be complimented with other facilitating

policies, or more radically, the demands of thetjmss themselves may need to be changed.

Conclusions and ways forward

To understand persistent gender inequalities, weasked on the constraints that different men and
women face. Disaggregating men and women by thaffows demographic traits - household
structure, age, income, etc. — improved our diaignofsthe underlying problems that lead to gender
inequality.

Our analysis reveals striking inequalities betweemkers with and without young children. In fact,
the gap in employment rates is often wider amorggahtwo groups of women than between the
sexes. Surprisingly “motherhood” gaps remain sigaift even once children are older. While such
sustained inequalities may result from women’s gnegices or time constraints, they could indicate
discrimination and obstacles to labour market egrdation. Worryingly, if mothers are not able to
reintegrate successfully into the labour marketgiralities in the short term will be exacerbatedrov
the life course. The paper highlights effectivei@es regarding family responsibilities, such as
improving the treatment of families in taxes andiabbenefits, ensuring short, well-paid leave is
available to men and women and offering high-quadiffordable care services.
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Childless or not, women are more likely than mewaok part-time. In and of itself, part-time woi i
not negative; however, it often comes with wage afteas, a higher risk of poverty, greater
occupational segregation, reduced eligibility focial benefits, underemployment, job insecurity and
less opportunity for career advancement. Rathen thlaminating part-time work, the question
becomes how to improve it. Many countries haveenakteps towards guaranteeing the equal
treatment of part-time workers and helping worlkaaisieve their desired working hours.

Women are more likely than men to be poor or shciakcluded and to work in low-wage jobs.

Combating gender gaps at the bottom of the incoisteiltition involves interventions that narrow

inequalities in general, most notably strong anduisive labour market institutions. These can
include centralized wage-setting, high unionization collective bargaining coverage, strong
minimum wage laws, progressive taxation and trassfenemployment insurance, and hiring and
firing protection.

Finally, occupational segregation remains a prgsgioblem. Women and men remain clustered into
different occupations, despite a slight improvenmrdr the past 15 years. Overcoming occupational
segregation will likely require continued efforts ¢hallenge stereotypes and gendered preferences,
and to combat gender biases within company proesduCountries have recently begun to
experiment with management quotas, though thesaineguite controversial.

To sum up, despite some clear gains in terms afulaforce participation and education, men and
women are still unequal in several key domainsstfFiwvomen still do the lion’s share of unpaid

domestic work (housework and carework) and motiparsicipate less on the labour market and,
when they are employed, receive lower wages. Seasathen are more likely to work part-time

whatever their family status; this work can peralimorkers in terms of pay, opportunities for
advancement and job security. Third, in most ceesitfrwomen are overrepresented in low-wage
work and are more likely to be poor or sociallyleded. And, finally, occupational sex segregat®n i

still very strong.

We came to the conclusion that there are four nagnes that need attention:

(1) Supporting workers with family responsibilitiasd facilitating a more even sharing of
these responsibilities between the sexes;

(2) Ensuring access to quality part-time and fialiet work;

(3) Targeting gender inequality among those who @isproportionately poor through
creating a Social Protection Floor; and finally,

(4) Reducing occupational segregation and encowydgalanced representation of both sexes
in positions of leadership through gender mainstieg, affirmative action and active
campaigns against gender stereotypes.
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Tables

Table 1. Country groupings

Nordic

DNK: Denmark
FIN: Finland

NOR: Norway
SWE: Sweden

Anglo-Saxon

AUS: Australia
CAN: Canada*

GBR: United Kingdom

IRL: Ireland
NZL: New Zealand
USA: United States

Continental Northern
European
* w/ strong work-life
balance policies

DEU: Germany
NLD: Netherlands

Southern European

BEL: Belgium ESP: Spain
FRA: France GRC: Greece
* w/ weaker work-life ITA: Italy

balance policies PRT: Portugal
AUT: Austria

Note: *For Canada, the term Anglo-Saxon is very @aiding, since the country is officially bilinguaidaroughly a fifth of
the population speak French as their mother-tori§taistics Canada, 2006 #591)

Table 2. Employment rate among those aged 15 - 64

Female rate p.p. difference Trend in
Country and grouping (M-F) female rate
2009 2009 1995-2009
Social democratic Very small gap in employment rate
DNK 72.5 4.9 +
FIN 68.5 1.0 ++
NOR 75.9 3.8 +
SWE 71.5 4.8
Continental Northern
European
w _st_rong e SR e Small- medium gap in employment rate
policies
BEL 56.2 11.7 ++
FRA 60.1 6.5 +
= .w.eaker work-life balance Medium gap in employment rate
policies
AUT 67.1 9.8 +
DEU 65.8 9.7 ++
NLD 71.6 11.4 +++
Medium gap in employment rate
ALl R Small gap in employment rate in N. Am
AUS 67.5 12.4 +
CAN 69.1 5.3 +
GBR 65.8 10.0 +
IRL 58.5 10.5 +++
NZL 69.5 12.0 +
USA 64.7 7.0
Southern European Medium - high gap in employment rate
ESP 53.0 13.3 +++
GRC* 48.2 25.0 ++
ITA 46.8 22.1 ++
PRT 65.7 9.8 ++

Notes: *2008 figures for Greece
Source: Statistics and author’s calculations base@ECD 2010. Labour Force Statistics: Populatiuh a
labour force, OECD Employment and Labour MarketiStias (database). doi: 10.1787/data-00288-en
(Accessed on: 01 June 2011).
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Table 3. Effect of Motherhood on the Natural Log of Annual Wages

Country Net motherhood wage penalty
(after controlling for individual level
characteristics)

Finland -0.071 +
Sweden .
Austria -0.312 ***
E Germany -0.182 *
W German -0.286 ***
Netherlands -0.174 ***
Belgium .
France ..
Australia ..
Canada -0.134 ***
Ireland .

UK -0.135 ***
us -0.183 ***
Italy .
Spain .

Notes: *** p>.001, * p>.05, + p>.1b; two-sided test
Source: Budig (2010, 41), “Table 3: Effect of Matheod on the Natural Log of Annual Wages”
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Table 4. Ratifications of ILO Conventions, as of the end of 2011
Ratified Continental south
Not ratified (or no longer Nordic Northoer}r:nEeur}c?pean Anglo-Saxon ES:JOng:r:]
ratified)
¥ lz2|WE|lag|lD|lc|||Z|a|l2|x|(<|Q|la|kE|a
AEEHEA R R R RNEEEHEEEE

C100 Equal Remuneration
Convention, 1951

C111 Discrimination (Employment
and Occupation) Convention,
1958

C156 Workers with Family
Responsibilities Convention, 1981

C183 Maternity Protection
Convention, 2000 or

C103 Maternity Protection
Convention (Revised), 1952

C189 Domestic Workers
Convention,2011

Source: ILO 2012 ILOLEX

. www.ilo.org/ilolex/english
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Table 5. Rules for childcare credit mechanisms in OECD pension systems, 2010

Country
Denmark

Finland

Sweden

Belgium

France

Austria

Germany

Netherlands

Australia
Canada

Ireland
New Zealand
United
Kingdom

United
States
Greece

Italy

Portugal

Spain

Period of car
Up to one year in receipt of
parental benefits

Periods of maternity (11 months)
Periods caring for children under
age 4

Periods caring for children under
age5

Periods of parental benefits (16
months)

Maximum of 3 years

Periods caring for children under
age 16 (at least 9 years)

Periods caring for children under
age 3 (maximum 3 years for the first
two children)

Up to 4 years per child

3 years per child
Periods caring for children up to age
10

Periods caring for children under 7

Periods caring for children under 12
(maximum of 20 years)

Periods caring for children under
age 16

Periods caring for children under
age 6

No credit for childcare

1 year for the first child, 2 years for
each subsequent child to a max of
three children

1 year for one or two children, 2
years for three or more children

Periods of maternity leave

Periods caring for children under
age 12 (maximum 3 years) working
part-time

Maternity period

2 years of childcare

Crediting

Double the amount of contribution is paid for the Danish labour market supplementary
pension (ATP). The beneficiary will pay 1/3 of the contribution, 2/3 is paid by the
government/municipality. Those out of the labour market caring for children beyond the
maternity period typically switch to another scheme which also carries an ATP contribution.
There are no credits or contributions for occupational pension schemes for periods out of
paid work caring for children.

Pension accrues based on the 1.17 times the salary on which the family benefit is based.
Until the child is 3 and for unpaid periods of care by either parent during which child home-
care allowance is paid, pension accrues based on fictitious salary of € 556.60 a month (2006)
and contributions are paid by the State. During parental leave, pension contributions are not
due and pensions’ accrual is paid by the earnings-related pension system. These periods are
not included in the income test for national pension.

Contributions based on wages which are most favourable are paid by the government. This
is, however, up to the earnings ceiling in the pension system.

Parental benefits paid to people on parental leave from work are also considered
pensionable income.

Under the Collectively bargained pension plan for white-collar employees (ITP) occupational
plan, there is a recommendation that the employer contributes to an employee’s pension
during periods of up to 11 months for parental leave

This credit is granted to all the employees who benefit the tijdskrediet which is a right for
the employees that have worked for at least one-year for the same employer during the 15
months preceding the application. Earnings before the childcare breaks are counted in the
benefit formula. These years count in the numerator of the benefit formula.

Two years covered per child in the public scheme, whether continuing to work or not during
that time (Majorations de Durée d'Assurance (MDA)).

Both parents receive a 10% increase in final pension payout from the public plan if they
have raised 3 or more children.

Credits based on the minimum wage are given for family whose earnings are under the
€17,600 threshold for the first child (30% more for subsequent children) (Assurance
Vieillesse des Parents au Foyer (AVPF)). In the “Association pour le Régime de Retraite
Complémentaire (ARRCO)” scheme, pension rights are increased by 5% for each dependent
child. Pension rights accrued after 1.1.1999 are increased by 8% if the person had 3 or more
children.

Contribution based on salary of € 1 350 per month is paid (by government), but only 2 years
per child are covered years and count towards the qualifying period for pension entitlement
Contributions based on average earnings (one pension point) are paid by the government.
These years count toward the number of years needed to qualify for a pension. If people
work and contribute when their children are under 10 or if at least two children under 10
are parented, they receive a bonus of up to 0.33 pension points per year. However, this
cannot result in a total accrual exceeding one pension point per year.

In the basic old age pension scheme, periods out of paid work are automatically covered. In
the occupational schemes, there are no credits for childcare periods during which people
are out of paid work but the accrual of pension rights continues over remaining working
years. However, many schemes allow voluntary contributions to cover the aforementioned
periods of absence.

no specific credit; some protection offered though means-tested age pension

Periods are excluded from the averaging periods for calculating pension benefits if doing so
is beneficial to the recipient.

Periods are excluded from the averaging periods for calculating pension benefits.

Eventual public pension entitlement is not affected by periods out of paid work for caring
purposes.

Periods are counted to reduce the number of years required for a full pension under the
basic pension.

Caring parents are deemed to have earned at the low earnings threshold for the state
second pension.

This period only counts towards the qualifying conditions for retirement, not for the
calculation of benefits.

The pension is increased for mothers by giving them a more generous transformation
coefficient. For mothers of one or two children this is the transformation coefficient of their
actual retirement age plus one year. For three or more children this is the actual retirement
age plus two years. Mothers have also the choice to retire early instead of having a higher
pension.

Credits based on pay in the six months before the second month of the start of the leave are
given.

Periods can be treated as if working full-time.

Maternity period is covered. In addition, two years out of the labour market looking after
children count towards eligibility for a pension benefit.

Source: OECD (2010d, 31-34) Table 2 pp. 31-34;rimigion for Canada from Service Canada (2011)
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Table 6. Statutory rights for part-time work and part-time workers

Country Equal Rights to work part-time or request part-time work (acceptable Rights for existing part-
treatment grounds for refusing requests: N = none; SB = serious business time workers
for part- grounds; AG = any grounds)
time Parents Carers Sick or Education  Older Automatic  Notification  Preferential
workers of disabled or worker  reversion of full-time  treatment
since: adults  workers  training to full- vacancies for full-time
time vacancies
hours
DNK - AG - - - - . . .
FIN 2001 SB AG AG . AG Yes No Yes
NOR 2006 SB SB SB SB SB Yes Yes Yes
SWE 2002 SB - - SB - Yes No Yes
BEL 2002 N SB SB SB SB Yes Yes Yes
FRA 1982 N SB SB N SB Yes . .
AUT 1992 SB - - - - Yes No No
DEU 2001 SB SB SB SB AG Yes Yes Yes
NLD 1996 N SB SB SB SB Yes No No
AUS - SB - - - - No No No
CAN 1990 (QC) - - - - - - No No
1995 (SK)
IRL 2001 AG - - - - Yes . .
NZL - SB SB - - - No No No
GBR 2000 SB SB - - - No No No
USA - AG N N, SB - - No No No
GRC 1998 N, SB - - - - Yes Yes Yes
ITA 2000 AG AG AG AG AG . . .
PRT 1971 SB - - - - Yes Yes No
ESP 2001 N N AG AG AG No Yes Yes
Notes: (1) “—” indicates that the policy does not apply; “. .” indicates that information is not available. (2) Many countries

have additional eligibility criteria for requesting part-time work (e.g. length of service, size of firm). Acceptable grounds for
rejecting requests assume that the employee has met these criteria. See the related OECD background documents for full
details. (3) Australia: While there is no specific statutory requirement for equal treatment, all permanent employees have
the same safety net of minimum entitlements for wages, leave, dismissal protection, etc. Casual employees are not always
entitled to paid leave (but receive a loading on their hourly rate in lieu of this) and are entitled to unfair dismissal
protection in certain circumstances. (4) Belgium: Equal treatment rules have applied since 2000 in collective agreements.
(5)Canada: Québec: Right to equal treatment applies to wages if employees earn less than twice the minimum wage.
Saskatchewan: right to equal treatment applies to pro-rated non-statutory health and life insurance benefits after
qualifying period, only applies to employers with 10+ full-time equivalent employees. (6) Denmark: Right to equal
treatment applied through collective agreements since 2001. (7) France: Employers cannot refuse requests for parental
leave to be taken as part-time work, but can choose the number of hours worked (16- 32 hours/week). Employers cannot
refuse requests for part-time work for educational purposes, but can postpone the period of part-time work. (8) Germany:
older workers do not have an automatic right to revert to full-time hours. (9) Greece: There are no grounds for refusing
requests for a one-hour per day reduction in working time. Requests for other arrangements must be agreed to by the
employer. (10) Portugal: There is no statutory right to preferential treatment for part-time workers when filling full-time
vacancies but employers are obliged to consider requests for full-time work from part-time employees. (11) United States:
Workers with serious health conditions can work a reduced schedule without their employer’s agreement. Workers with a
disability can work part-time unless it will cause undue hardship. If it causes undue hardship, the employer must reassign
the employee if there is a suitable vacant position.

Source: OECD (20104, 208), Table 4.1.
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Table 7. Causes of gender pay inequality and their implications for a minimum wage policy

Cause of gender pay
inequality

Potential impact on pay

Impact of minimum wage

Conditions for improvement
under a minimum wage

Deﬁ)endence on income sources
other than own wages for
subsistence: women are
assumed to be seeking second
income and to have access to
family subsidies, so only a
component wage may be paid;
women less likely to have
access to unemployment
benefits due to employment
discontinuity which increases
pressure to take low wage job.

Employers’ pay policies reflect
social expectations: pay family
wage in male jobs/component
wage in female jobs. Reinforced
by limited access to
unemployment benefits for
women.

Raises floor to wage structure
towards wage necessary to
cover reproduction costs of
single adult; reduces subsidies
by family wage employers of
component wage employers.

Minimum wage should be set
above component wage level —
towards reproduction cost of
single adult

Powerful employers: women’s
assumed and actual domestic
responsibilities restrict
employment options by
time/space.

Employers may act as
monopsonists, keeping wages
and employment low so as not
to spoil the market. Standard
employment contracts may
restrict the range of jobs where
it is possible to work
flexible/reduced hours.

Minimum wage may raise
employment as well as wages;
reduce penalty of seeking non
standard jobs.

Minimum wage needs to cover
workers in non standard jobs
defined by time and space
(part-time, homeworkers etc.)
and needs to be set above
monopsony wage level

Weak representation: women
have traditionally had less
access to both wage
employment and the public
arena, including trade union
organisation and politics.

Women are found in less well
organised sectors and are less
well represented within
organised sectors. Lack of direct
representation among women
has reduced attention paid to
gender issues in collective
bargaining.

Minimum wage if universally
applied provides some
substitution for the
representation of the non or
weakly organised within the
wage determination system.

Minimum wage coverage must
extend to non or weakly
organised groups; the wage
level set needs to redress the
undervaluation of wages
caused by inequalities in
representation and
organisation between different
groups of workers

Job segregation: women
confined to specific labour
market segments

Job segregation can provide a
basis for differences in wages
not covered by equal pay for
same work laws or equal pay
for work of equal value (iIP
segregation results in
employment in different
firms).Job segregation may lead
to crowding effects; lower
wages and less incentive for
productivity enhancements in
the crowded sector.

Minimum wages could reduce
the wage gap between the
feminised and the non-
feminised sectors and establish
a new floor for women’s wages
when seeking employment
outside the crowded sector.

Wage must be set above the
prevailing rate in the feminised/
crowded sector. Coverage must
extend to feminised sectors.

Social valuation of skills:
women'’s role as care providers
has not been highly valued in
the wage economy; transfer of
care work to wage economy
has been based on this low
valuation.

Care work has been considered
low skilled and has been largely
invisible. Skills are not validated
by labour market institutions
(training systems or pay
structuresy

Minimum wage could reduce
gap in value between
traditional wage work and care
work.

Minimum wage should cover
domestic and other forms of
care work in the wage
economy, including the
informal economy e.g.
childminders.

Social hierarchies: women paid
less than men so as not to
challenge man’s dominant role
in wider society.

Employers are socialised in
same society; employment
policies and practices reflect
acceptance of gender
hierarchies. Couples who wish
to change gender division of
labour constrained by limited
opportunities for female
partner, irrespective of abilities
or domestic commitments.

Minimum wage may be basis
for beginning to challenge
gender hierarchies, but a
minimum wage will need to be
built upon to generate higher
earnings opportunities for
women, facilitating a change in
gender hierarchies.

Minimum wage must be set
above minima in female
dominated sectors to start
process of challenging
established hierarchies.

Source: Rubery (2003, 4), Table 1.
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Table 8. Quotas for women’s board representation, select OECD countries

Country (date) Rep. Sex Compliance date Type of company Size
required  covered
Norway (2003, 2006) 40% F 2006 (SOEs) State-owned enterprises, >0%
2008 (PT) Publicly traded companies
Belgium (2011) 33% F Varies State-owned enterprises,
Publicly traded companies
France (2011) 40% F 2014 (20%) Publicly traded and non-listed >500*
2017 (40%) companies
Canada (QC) (2006) 50% F 2011 State-owned enterprises
Canada *proposed* 40% M/F 2018-2019 Publicly traded, state-owned
enterprises, financial
institutions
Italy (2011) 33% M/F 2015
Spain (2007) 40% M/F 2015 Publicly traded companies >250

Notes: France: or with revenues of over 50 million Euros; Spain: No penalty, but will be considered in awarding public
subsidies or state administration contracts.
Sources: Catalyst (2011) and EC (2011a). Reference to laws available at Catalyst (2011).
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Figures

Figure 1. Trends in civilian employment, by sex, 1995-2009
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Figure 2. Share of part-time employment in total employment, by country, 2009
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Figure 3. Trends in part-time employment for individuals aged 25 and over, by sex and sex composition, 1995-2009
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Figure 4. Proportion of workers choosing part-time work to look after children or incapacitated adults, aged 25 - 49,
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Figure 5. Voluntary and involuntary part-time, aged 25-54, by sex
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Figure 6. Mean and median gender wage gaps, by data source
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Figure 7. Trends in occupational and sectoral segregation, by country, Index of Dissimilarity (ID), 1997-2007
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Figure 8. Components of the change in occupational segregation in Europe, 1997-2007
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Figure 9. Female share of employment by occupation (ISCO-88, 1-5, 7-9) over share of total employment, 2008
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Figure 10. Female share of employment by sector, 2008
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Figure 11. Women's share of LSOM positions over their share of employment, by sector, by country, 2007
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Figure 12. Approximate percent women in various corporate positions (average for 600 of the world’s largest

employers), 2009
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Figure 13. Percentage of time dedicated to care work, by number of children under school age, 1999-2006
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Figure 14. Trends in employment for individuals aged 25-49, by sex and presence of children in a household, select

countries, 2005-2010
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Figure 15. Trends in full-time employment for individuals aged 25-49, by sex and presence of children in the household,
select countries, 2005-2010
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Figure 16. Rates of poverty and social exclusion, by country and age group, 2010
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Figure 17. Incidence of low pay work by gender, 2000, 2008
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Figure 18. The bottom half of the wage distribution, by sex and decile (at the 10th, 20th, 30th, 40th and 50th
percentiles), 2008*
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employees. See Table A2 in annex for further detail
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Figure 19. The top half of the wage distribution, by sex and decile (at the 50th, 60th, 70th, 80th and 90th percentiles),
2008*
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Source: OECD 2010. Database on Earnings Distributid: http://www.oecd.org/dataoecd/9/59/39606%131.

Figure 20. Gender division of labour
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Figure 21. Employment rate gaps (percentage points), 2008
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Figure 22. Share of live births by mother's educational attainment
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Figure 23. Average wages of high-skilled women by age and age of first birth, subsample from the United States
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55



A policy mix for gender equality? Lessons from highome countries

DP 214

Figure 24. Proportion of employed parents with a child under age 1 on statutory or employer-provided leave, 2006
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Source: OECD (2010b) “PF2.2 Use of childbirth-rethteave benefits, by mothers and fathers” Original

source: European Labour Force Survey, 2006.

Figure 25. The evolution of statutory parental leave benefits in 18 countries (1950-2000)
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Figure 2.2 Average duration of post-natal parental insurance benefits in
18 countries 1950-2000, in two-earner family with two children
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Figure 26 Eligible fathers claiming paternity or parental leave, Canada
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Figure 27. Participation rates in formal care for children under 3 years old, 2008 or most recent year
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or most recent year” url: http://www.oecd.org/al&isl/family/database (accessed: 11/05/2011).

58



A policy mix for gender equality? Lessons from highome countries DP 214

Figure 28. Net childcare costs (after benefits and transfers) as a percent of average wages, by household type, 2004
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Figure 29. Gender wage gap across wage deciles, grouped by regime type, 2007*
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Figure 300. ‘Gendered’ occupational outcome by ‘gendered’ field of study, by sex, 2004

B Male occupation i Integrated occupation M Female occupation

Male field of study Integrated field of study Female field of study

Notes: (1) Data from the European Union Labour E@arvey (EULFS) 2004 (second quarter) for 16
European countries and for 2005 for the UK.
Source: Smyth and Steinmetz (2008, 266)
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Annex

Table A- 1 Characteristics (* commonly) controlled for in wage adjustments

Contractual characteristics

*Working time or working hours

*FT/PT status

Type of schedule (overtime, shift work, flexi-work)
Flexi-work

Employer offers career breaks

Skilled part-time work

Unskilled part-time work

Temporary work

Type of contract (fixed-term or open-ended)

Personal characteristics
*Education/Qualification

*Training

* Country of birth / immigrant status

*Race

*Children

*Family/Marital status

* Marital status interacted w/ presence of children
Over-educated

Nationality

Age

Knowledge of national language

Family structure (head of household, partner in
gainful employment, working time of partner)
Contextual variables

*Region/Area (of employment or residence)
*Urban/Non-urban

*Concentration of women in particular occupation
and industry

Demographic size of municipality

Regional unemployment

Value added/Business volume

Proportion of women in a specific job/occupation
within company

School run

Job/company characteristics
*QOccupation

*Sector/industry

*Public/private

*Company size

Managerial work/Level of supervision
Having a typically female occupation

Job function/Job position/Seniority

Form of ownership (public/private/foreign)
Export intensity of company

Size of market

Job history

*Job tenure (with current employer)
*Potential experience

*Total experience

Professional/Work experience

Change of job

Spells of unemployment or non-employment
Return from parental leave after a certain
number of years

Industrial relations variables

*Member of a trade union

Collective agreement

Works councils

Member of a professional body

Minimum wage cover

Level of wage agreement (individual, business,
industry, national, other)

Source: Eurofound (2010a); Weichselbaumer(2005))
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Table A- 2 Earnings definitions for OECD Database on Earnings Distribution, 2007 data
Country Definition Gross or  Full- Time
net time?  Hourly, Weekly,
earnings Monthly, Annual (H,
(GIN) W, M,A)
DNK Gross hourly earnings of all workers. G all H
NOR Average monthly earnings for full-time equivate FTE M
AUS Gross weekly earnings in main job (all jobs priwi1888) of G FT w
full-time employees
BEL Gross monthly earnings of full-time employedgeaearners in G FT M
NACE sectors C-K.
DEU Gross monthly earnings of full-time workers. G FT M
ESP Gross hourly earnings of full-time employees. G FT H
GBR Gross weekly earnings of all full-time workers (iom adult G FT W
rates of pay).
GRC Gross hourly earnings of full-time employees. G FT H
IRL Gross weekly earnings of full-time employees. G FT wW
ITA Gross hourly earnings of full-time employees. G FT H
NZL Gross hourly earnings of full-time employees. G FT H
PRT Gross hourly earnings of full-time employees. G FT H
USA Gross usual weekly earnings of full-time workerse@d6 and G FT w
over.
AUT Yearly gross income (excluding casual paymefusjull-year G FTFY A
employees working full time
CAN Gross annual earnings of full-time, full-year warke G FTFY A
FIN Gross annual earnings of full-time, full-yeaonkers. G FTFY A
FRA Net annual earnings of full-time, full-year workers N FTFY A
SWE Growth monthly earnings for full-year, full-ttnemployees G FTFY M

Source: OECD 2010. Database on Earnings Distributid: http://www.oecd.org/dataoecd/9/59/39606921.xls
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Figure A - 1. Change in gender wage gap across wage deciles over time, 2000 and most recent year

DNK FIN NOR SWE
30+
20 M / /
10+ /_/
0
BEL FRA NLD DEU
S
O 307 —~ i
- N/
g2 — ~ % -
N—r
4 —_—
o 10
G 0
(@]
2] AUS CAN GBR IRL
% 30
o /ﬁ/
R e
S
O 104
o 04
GC) T T T T T T T T T T T T T T T T T T T T T T
o 0 5 10 O 5 10
NZL USA
30
207 /
10 ;ﬁ/
7\ T T T T T T T T T T T T T T T T T T T T T
0 5 10 O 5 10
decile
2000 — most recent year

Notes: (1) The gender wage gap is unadjusted araldslated as the difference between the earmmhg®men
relative to the earnings of men across the dedi®@<Refers to gross earnings of FT employeesl|ioaaintries

but Denmark (gross earnings, all employees), Frémeeearnings, full-time) and Norway (not spedifie
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full-year employees. See Table A2 in annex forffertdetails.

Source: OECD 2010. Database on Earnings Distributid: http://www.oecd.org/dataoecd/9/59/39606921.xIs
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