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FOREWORD

Foreword

I n the aftermath of the Great Recession, there is an urgent need to focus on the economic case for
gender equality and on how changes in the labour market might provide better economic
opportunities for both men and women.

Building on its expertise, the OECD launched its OECD Gender Initiative in 2010 to examine
existing barriers to gender equality in education, employment, and entrepreneurship (the “three Es”).
The aim was to improve policies and promote gender equality in the economy in both OECD and non-
OECD countries. The initiative was developed as an integral part of the wider policy imperative for
new sources of economic growth, greater gender equality, and a more efficient use of everyone’s
skills. The OECD Gender Initiative presented its initial findings in its Gender Reports, published
in May 2011 and May 2012 for the Meetings of the OECD Council at Ministerial Level in Paris. In
addition, a special report on gender equality and the three Es in OECD countries in the Pacific Rim
and other Asia-Pacific Economic Co-operation (APEC) countries was prepared for the APEC Women
and the Economy Summit (WES) held in September 2011 in San Francisco.

This report is designed to inform, share policy experiences and good practices, and help
governments promote gender equality in education, employment and entrepreneurship. It looks at the
state of play from a gender perspective across all three issues, examines how and why inequalities
have developed, and which obstacles must be overcome to move towards greater equality. It offers
policy advice to governments on measures that can create a more level playing field.

Much of this advice is aimed at alleviating concerns over the experience of women and girls and
removing obstacles to equal participation in the economy. Gender equality, however, is not just about
the empowerment of women. This study also looks at why, in many countries, greater success at school
for girls has gone hand in hand with less success for boys in some subjects, why fathers may find it
difficult to take full advantage of family-friendly policies, and what can be done to bring about change.

Greater sharing of paid and unpaid work between women and men will involve changing
norms, culture, mindsets, and attitudes. Such changes take time, but policy has a role to play in
raising public awareness of gender biases in society and promoting change.

Mainstreaming the gender perspective at all levels of policy is one aspect of efficiently enhancing
gender equality. Visible public gender agencies with sufficiently strong mandates, appropriate
analytical tools, reliable evidence, and resources are needed to combat discrimination and enhance
gender equality. Gender equality policies are most likely to be effective if both men and women are seen
to actively promote such efforts: male and female role models are useful in breaking gender stereotypes.
Effective mainstreaming, however, requires careful monitoring. To facilitate this process on a
cross-national basis, the OECD has launched at the end of 2012 its one-stop gender data portal
(www.oecd.org/gender). It shows the relative standing of countries in the various dimensions of
gender equality in the three Es across the OECD and key partner countries.
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Executive summary

Gender equality is not just about economic empowerment. It is a moral imperative. It is
about fairness and equity and includes many political, social and cultural dimensions. It is
also a key factor in self-reported well-being and happiness across the world.

Many countries worldwide have made significant progress towards gender equality in
education in recent decades. Girls today outperform boys in some areas of education and
are less likely to drop out of school. But the glass is still only half full: women continue to
earn less than men, are less likely to make it to the top of the career ladder, and are more
likely to spend their final years in poverty.

Gender inequality means not only foregoing the important contributions that women
make to the economy, but also wasting years of investment in educating girls and young
women. Making the most of the talent pool ensures that men and women have an equal
chance to contribute both at home and in the workplace, thereby enhancing their
well-being and that of society.

The economic case for gender equality

Greater educational attainment has accounted for about half of the economic growth in OECD
countries in the past 50 years — and that owes a lot to bringing more girls to higher levels of
education and achieving greater gender equality in the number of years spent in education.

Greater educational equality does not guarantee equality in the workplace, however. If high
childcare costs mean that it is not economically worthwhile for women to work full-time;
if workplace culture penalises women for interrupting their careers to have children; and if
women continue to bear the burden of unpaid household chores, childcare and looking
after ageing parents, it will be difficult for them to realise their full potential in paid work.
In developing countries, if discriminatory social norms favour early marriage and limit
women'’s access to credit, girls’ significant gains in educational attainment may not lead to
increased formal employment and entrepreneurship.

The issues are complex and tackling them successfully means changing the way our
societies and economies function. Men and women have to be able to find a work-life
balance that suits them, regardless of family status or household income. Sharing childcare
responsibilities can be difficult in a culture where men are considered professionally
uncommitted if they take advantage of parental leave and mothers are sidetracked from
career paths. And if good quality, affordable childcare is unavailable, it may simply be
impossible for many parents, especially those on low incomes, to work full-time and take
care of their families.
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EXECUTIVE SUMMARY

Well thought-out policies can help, but further action needs to be carefully considered to
be sure that future change is as positive for growth and social outcomes as increased
educational attainment has proved to be. To that end, general economic, labour market
and entrepreneurship policy reform may be required and the lack of comprehensive and
reliable information in some key areas must be overcome.

Increased gender equality has at least as many, if not more, benefits to offer developing
countries, where women’s economic empowerment is a prerequisite for sustainable
development, pro-poor growth, and the achievement of all the Millennium Development
Goals (MDGs). Investment in gender equality yields the highest returns of all development
investments.

Education

14

Although most countries around the world have won the battle to provide universal
primary education, the picture is much more mixed in secondary and higher education.
Furthermore, policy needs to keep a firm eye on ensuring continuous improvement in the
quality of education.

Girls are still less likely than boys to even start secondary education in Western, Eastern
and Middle Africa and in South Asia. Enrolment is less of a problem in OECD countries,
where education is generally compulsory up to the age of 15 or 16 years old. Boys, however,
are more likely to drop out of secondary education, particularly in high-income countries.

As a result, young women are increasingly better educated than young men in many OECD
countries. In reading skills, for example, boys lag behind girls at the end of compulsory
education by the equivalent of a year’s schooling on average. They are also far less likely to
spend time reading for pleasure. Boys do perform better in mathematics, but the gender
gap is narrower than in reading.

Girls are still less likely to choose scientific and technological fields of study and, even
when they do, they are less likely to take up careers in those fields - a cause for concern
given the skills shortages in the workplace, the generally more promising career and
earnings prospects in science and technology, and the likelihood of positive spillover into
innovation and growth.

Educational aspirations are formed early in life in OECD countries, so one answer should be
to focus more attention on changing gender stereotypes and attitudes at a young age.
Gender stereotyping frequently takes place in subtle ways at home, in schools, and in
society. If primary teachers are mainly women, and secondary teachers, particularly in the
sciences, are predominantly men, what messages are boys and girls getting about adult
life? And if text books give examples of female nurses and male engineers, if teachers
themselves project their beliefs about girls’ and boys’ abilities in mathematics or reading,
what attitude towards those subjects will children form? Changing gender stereotypes in
school is, however, only part of the equation: attitudes are also crucially determined by
what happens at home.

In developing countries, where poor families may not be able to afford to send all their
children to school, boys may come first. When primary schooling is made free, girls’
attendance indeed rises. But the cost of education is not just a question of school fees.
There are items such as uniforms and school meals - support in those areas can help get

CLOSING THE GENDER GAP: ACT NOW © OECD 2012
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girls into school and keep them there all the way through secondary education. And
education is the gift that keeps on giving: girls who have had schooling become mothers
who, in turn, place high value on education for their own daughters.

To reap the highest economic and social return on education investment, therefore, it is
important to find out just why there are gender differences in attitudes towards reading
and mathematics, then to discover ways to reverse the imbalance. In the developing world,
however, the prime focus must still be on getting girls into school and keeping them there,
while ensuring that the schools they attend and the transport there and back are safe and
that suitable sanitary facilities are provided.

Employment

The transition from education to paid work is a crucial moment which lays the foundation
for many of the inequalities encountered throughout women'’s working lives. More women
have entered the workforce in recent years, but often experience more difficulty than men
in finding a first job, earn less than them, and are more likely to work part-time.
Furthermore, the fields of study that young women and men choose perpetuate gender
segregation in the labour markets, with women under-represented in the business sector
and concentrated in health, welfare, education, and administrative jobs.

Such gender differences exist to a large extent because women still bear the burden of the
unpaid, but unavoidable, tasks of daily domestic life, such as childcare and housework. In less
developed countries, young women are more likely than young men to be neither in
employment nor in education or training. When they do enter the labour market, there is more
chance they will be confined to the most vulnerable jobs, frequently in the informal sector.

But irrespective of family commitments, many women find it difficult to climb the career
ladder. In fact, inequalities increase the higher up the pay scale they go. The result is that,
while in OECD countries women earn on average 16% less than men, female top-earners are
paid 21% less than their male counterparts. The so-called “glass ceiling” exists: women are
disadvantaged when it comes to decision-making responsibilities and senior management
positions; by the time they get to the boardroom, there is only one of them for every 10 men.

The Norwegian experience shows that quotas can be effective in improving the gender
balance at board level. However, the overall economic consequences of mandatory quotas
have yet to become clear. In the meantime, a range of tools can be used to work towards
the goal of gender balance - target setting, compliance with corporate governance codes
and, in all cases, the monitoring and publication of progress.

Tensions between work and family life are at the heart of the employment puzzle when it
comes to gender. Families with young children need affordable childcare if parents are to
work. If childcare eats up one wage so that there is little or no financial gain in going out to
work, parents (most often mothers) are less likely to seek a job. But how people manage life
at home also plays a big part in the equation. Many systems still implicitly regard
childrearing as a mother’s responsibility: everywhere women are doing more unpaid work
than men, regardless of whether they have full-time jobs or not.

Governments have an important role to play in promoting gender equality, not just by
monitoring the gender dimension when crafting and evaluating policies, but also by
ensuring equality of opportunity in the public service — with the government acting as a
role model for other employers. Governments have indeed made great efforts in many
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countries, introducing policies like paid parental leave and childcare support that help
parents reconcile work and family life. But the fact remains that it is primarily women who
take advantage of family-friendly policies like flexible working arrangements, so
perpetuating the idea that family responsibilities are a woman’s affair.

Business, too, needs to think about the effect of corporate culture and working practices. If
women are good for business, why do so few make it to the top, and why do so many
simply give up trying? Teleworking and part-time or temporary work may sound attractive
in the short term as ways of juggling work and family commitments, but the choice can be
costly in the long term - in terms not just of salary, but of pensions and job security.
Family-friendly workplace practices can make it easier to combine work and home life, but
only if both men and women take advantage of them. Yet do employers make it easier for
men and women to share domestic and family responsibilities outside the workplace? Are
men who take their parental leave in full, for example, seen as uncommitted to their
careers and passed over for promotion?

Change is not always easy, and it takes time for fundamental attitudes to shift in response
to changing realities. Yet today’s economies need all available talent to ensure a
sustainable and prosperous future, while the right balance must be struck between
responsibilities at home and at work to deliver better lives for all.

Entrepreneurship

Despite women'’s constantly increasing participation in the labour market over the past
half-century, they remain substantially under-represented as entrepreneurs. When asked,
fewer women than men say they would prefer to be self-employed. When they do choose
to become entrepreneurs, they cite better work-life balance and/or economic necessity
more often than men as the main motivation for starting a business. Yet female-owned
businesses make a key contribution to household incomes and economic growth.

Entrepreneurship plays as important a role in developing countries as in developed ones in
creating jobs, innovation, and growth. Fostering entrepreneurship is a key policy goal for
governments of all countries which share the expectation that high rates of entrepreneurial
activity will bring sustained job creation. Moreover, thriving new enterprises can boost the
development of new products, processes, and organisational innovation.

But while more women are undertaking salaried work, the number of woman
entrepreneurs has changed little in OECD countries. And when women do start businesses,
they do it on a smaller scale than men and in a limited range of sectors. Self-employed
women frequently earn 30 to 40% less than their male counterparts. Two key differences
between male and female entrepreneurs help explain these relatively low returns: women
start their enterprises with limited management experience and devote much less time to
their businesses than men.

The proportion of women-owned businesses is currently stuck at around 30% of the total
in OECD countries, and seems to plateau at around the same level in developing countries
which have started from low levels. There is a clear need to provide more and better
information about entrepreneurship as an attractive career option, both for young women
in school and for women outside the labour force who are considering starting or getting
back into work. About a quarter of women starting businesses in Europe gave as their
reason for returning to work that their children were old enough to allow them to do so.
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Women are also less likely than men to borrow money to finance their business. There are
several reasons. Women might be charged higher interest rates and asked for more
guarantees, as they often have shorter credit histories, less operating capacity, and less
collateral. It may also be that women do not apply because they are afraid of refusal or lack
confidence in the growth potential of their business. In a number of developing countries,
the gap is narrowed by an array of microcredit and other financing arrangements targeted
specifically at women and often administered by international agencies or NGOs. They are
not, however, substitutes for the equitable treatment of loan requests from male and
female entrepreneurs by the regular financial institutions and banks.

One of the main challenges when considering how to boost female entrepreneurship is the
lack of solid, reliable data. Hence the need to collect more gender-specific data in this area.

CLOSING THE GENDER GAP: ACT NOW © OECD 2012
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Key findings
Economics, social norms and embedding gender equality in public policy

@ The spread of education accounts for about half the economic growth in OECD countries
in the past 50 years.

® Greater gender equality in education boosts female labour force participation and
economic growth.

e Improving female labour market outcomes is needed to ensure strong, sustainable,
balanced economic growth in the future.

@ Persistent discriminatory social institutions and cultural norms restrict the economic
and social role of girls and women in most countries across the world.

e Public gender agencies often lack the visibility, the authority and the resources to
effectively advance gender equality across the “whole of government”.

Education

® Enrolment in primary education is near universal in many countries. But, and particularly
in high-income countries, boys are more likely to drop out of secondary education than
girls, while younger women are increasingly better educated than young men.

® Girls outperform boys in reading but lag behind in mathematics, albeit to a lesser extent
than boys in reading. Differences in attitudes are a major explanatory factor in these
gender disparities.

e Although girls have high academic aspirations and employment expectations, there are
systematic gender differences in areas of study at both tertiary level and in vocational
training.

® In many low-income countries, young women are more likely than young men to be
engaged neither in paid work nor in education or training.

Employment

® Female employment participation has generally increased and gender gaps in labour
force participation have narrowed. Yet occupational segregation has not improved,
gender pay gaps persist, and women are still under-represented at more senior job
levels, especially among managers and on company boards.

e Formal childcare support is particularly important for boosting female employment
levels and for achieving greater gender equality throughout working life.

e Women do more unpaid work than men in all countries, while the gender gap increases
with the arrival of children.

® Women often work part-time as it facilitates combining work and family
responsibilities, but this frequently comes at a cost to their long-term career and
earning prospects.

Entrepreneurship

® Women are less keen than men on starting their own business and female
entrepreneurs continue to be a minority in all countries.

® Enterprises owned by women are significantly smaller and less well represented in
capital-intensive sectors. These and other factors tend to penalise their sales, profits
and labour productivity.

e Women entrepreneurs rely substantially less than men on loans, both for starting up
and financing their activities.
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Key policy messages
General public policy
@ Increase both the quantity and quality of data by gender and improve the evaluation of
public policy.
e Strengthen the capacity of governments to apply a gender-responsive approach

throughout the public financial management cycle and enhance gender impact
assessments.

® Reform legal frameworks and ensure their enforcement to remove any obstacles to gender
equality; prohibit discrimination, combat all forms of pay discrimination; uphold the
notion of equal pay for work of equal value; and, provide economic support and incentives
for individuals, families and communities to change discriminatory attitudes.

® Countries should set realistic targets for women in senior management positions in the
public service.

Education

® Get girls more interested in mathematics and science and boys more interested in
reading in OECD countries, for example, by removing the gender bias in curricula and
raising awareness of the likely consequences of male and female choices of fields of
study in their careers and earnings.

@ Use apprenticeships to encourage women who have completed their science technology
and mathematics (STEM) studies to work in scientific fields.

® Make schools safer and more affordable for girls in developing countries.
Employment

® Provide affordable, good-quality childcare for all parents and paid maternity leave for
mothers in employment. Encourage more equal sharing of parental leave by, for
example, reserving part of paid leave entitlements for the exclusive use of fathers.

® Remove disincentives to paid work created by taxes and benefit systems and ensure that
work pays for both parents.

® Address cultural barriers and the stereotyping of women’s roles in society, business and
the public sector.

® Countries should introduce targets and measures to monitor progress on female
representation on the boards of listed companies.

Entrepreneurship

® Ensure that policies for female-owned enterprises target not only start-ups and small
enterprises, but encourage and support the growth ambitions of all existing firms.

® Promote comprehensive support programmes that target female-owned enterprises in
high-tech sectors.

® Ensure equal access to finance for male and female entrepreneurs.
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PART I

Gender equality:
The economic case,
social norms,
and public policies

Greater gender equality and a more efficient use of skills are essential to achieving
strong and sustainable growth. This section examines the contribution of gender
equality in education and the labour market to economic growth. It also looks at the
discriminatory social norms that restrict the economic and social roles of girls and
women, and how policy can address such norms and practices. Finally, it considers
how public institutions pursue gender equality policies and the institutional
mechanisms that support the development of effective policies.
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PART I

Chapter 1

The economic case for gender equality

Key findings
@ Increases in educational attainment have accounted for around half of economic growth
in OECD countries in the past 50 years.

® Greater gender equality in educational attainment has a strong positive effect on
economic growth.

e Improved female labour market outcomes are needed to ensure continued economic
growth in the future.
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1.1. THE ECONOMIC CASE FOR GENDER EQUALITY

Greater gender equality in economic opportunity contributes to stronger, more sustainable
economic growth. Similarly, investing in formal education and training increases individuals’
lifelong skills sets, so improving the employment and entrepreneurial opportunities of both
men and women. Gender equality also increases labour productivity and the available talent
pool, affording businesses greater opportunities to expand, innovate and compete, which in
turn provides governments with additional, much needed tax revenue and social security
contributions as the population ages.

Gender equality in education: A matter of time and income?

Investment in human capital improves the economic and social opportunities of
young people, thereby helping to reduce poverty and foster technical progress. In addition
to its direct effects on economic participation, education also impacts on other societal
outcomes such as child mortality, fertility, personal health outcomes, and greater
investment in the education and health of future generations. Against that background,
investing in the human capital of women is key to economic growth and social cohesion,
especially in developing countries where the gender gap in education is still wide and the
potential economic gains from educating girls consequently substantial (Barro and Lee,
1994; Schultz, 2002).

In countries where poverty and gender inequality are particularly pronounced - in parts
of Africa, for example — an even greater, more urgent effort is required to actively and
effectively engage women in economic, social and political life (OECD, 2007a). Good practice in
pro-poor growth is about addressing social justice and higher economic returns as mutually
supportive goals (OECD, 2009 and 2011a). In that light, gender equality in investment in
education gives both men and women the means to contribute to a better society.

Gender equality is also a key driver in self-reported well-being and happiness across
the world. Indeed, life satisfaction increases over time as gender equality does (Veenhoven,
2011 and 2012). However, there is concern that the double burden of paid and unpaid work
makes it more difficult for women to achieve a similar degree both of satisfaction in the
home and at work (Stevenson and Wolfers, 2009).

In global comparisons there is a strong positive association between countries’ levels
of development and educational attainment - a proxy for the level of human capital - for
both men and women. Figure 1.1 plots levels of educational attainment by gender.
Countries in the top right-hand corner have the highest levels of education for both men
and women,; in countries located above the diagonal line women on average have higher
educational attainment than men. Since high-income countries are concentrated in the
top right-hand corner, it can be inferred that in such countries young women have higher
levels of educational attainment than young men. By contrast, in poorer countries the
attainment rate is much lower and women are strongly disadvantaged. A similar picture
could be shown for an older cohort of men and women (between the ages of 45 and 54).
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Figure 1.1. Richer countries have higher and more gender-equal
educational attainments
Average number of years that 25-34 year-olds spend in education by gender
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However, compared with the previous generation, women have generally made gains in
educational attainment, particularly in lower and middle-income countries; in terms of
years of schooling developing countries are catching up.

The positive association between income and education may be interpreted in two
ways. While it may reflect the positive effect of greater investment in education on
countries’ economic growth, it may also be related to the fact that richer countries invest
more in human capital.

As regards gender equality, increased demand for human capital fosters incentives to
invest more in women in whom hitherto investment was relatively small, and whose skills
are on average identical to those of men. Growth and technological change can trigger
further female education and empowerment, which in turn feeds back into economic
development (Doepke et al., 2011). This suggests that, as lower-income countries develop
economically, female educational attainment will tend to expand as it did historically in
developed countries. However, social institutions and norms like early marriage and
assigned gender roles (addressed in Chapter 2) may have as much effect as education and
labour market policies on the process of generating greater economic opportunities for
women and for economies as a whole.

There is a large body of theoretical and empirical analysis of the link between investment
in human capital and economic growth. Research conducted for this report suggests not only
that building human capital has a strong positive effect on economic growth, but that a more
equal gender distribution of education furthers that positive effect (Annex I.A1). A human-
capital-augmented growth model was used to determine how much the growth of output per
capita depends on the accumulation of human capital and on gender inequalities in
educational attainment, while controlling for the effect of population growth, accumulation of
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physical capital and technological and economic efficiency (Annex I.A1).* The model was
estimated using data that covered 30 OECD countries over the 1960-2008 period (Bassanini and
Scarpetta, 2002; Arnold et al., 2011). The main findings are as follows:

e Confirming recent studies, the empirical evidence suggests high returns on investment
in education: one additional year of average education would raise output per capita by
around 10% per annum.

e The increase in educational attainment accounted for around 50% of economic growth
(2.1% per annum on average for the 30 countries from 1960 to 2008), of which over half
was due to increased female educational attainment.

e Greater gender equality in the accumulation of human capital has an additional and
significant positive effect on economic growth.

Labour market effects

While growth models used in the research conducted for this report allow an
assessment of the overall effect of education and gender equality on long-term economic
growth, they do not identify the mechanisms at work - i.e. the positive employment and
productivity effects associated with higher levels of education and narrower gender gaps,
and/or the effects of female education on fertility rates and the old-age dependency ratio.
Moreover, in addition to increasing female participation in the labour force, better
allocations of women workers across occupations and economic sectors can further
contribute to growth. For example, Hsieh et al. (2012) suggest that between 17 and 20% of
US economic growth between 1960 and 2008 might have been due to the changing
allocation of under-represented groups in the workforce, which includes women.

The effect of growing (female) education on growth, in both the past and future, is perhaps
nowhere more evident than in the Korean experience (Box 1.1). However, other countries, too,
present a strong economic case for a more effective use of female labour supply.

Panel A of Figure 1.2 shows the effects that narrowing gender gaps in labour market
participation may have on the potential size of the labour force. The figure’s projections
consider three different scenarios for men’s and women’s labour market participation over
the next 20 years and their effect on the total labour force:

1. A no-change scenario: male and female participation rates remain at their 2010 levels
over the whole period.

2. Convergence in participation rates: the male participation rate remains constant at its
2010 level, while the female participation rate increases over the period to converge with
male participation in 2030.

3. Convergence in intensity of labour market participation: this scenario accounts for the
difference in usual working hours between the genders and assumes that the male
participation rate remains constant at its 2010 level, while the female full-time
equivalent participation rate (see notes to Figure 1.2) increases to equal the full-time
equivalent rate for men by 2030.

* The analysis requires a long time series on educational attainment as in Barro and Lee (2010).
Educational attainment is expressed as years of schooling completed (Barro and Lee, 2010), which,
however is a weak proxy of the progress in the quality of educational attainment as measured by the
OECD Education Database. Nevertheless, even with this minimum-level indicator, the importance of
greater gender balance in educational attainment is confirmed.

26 CLOSING THE GENDER GAP: ACT NOW © OECD 2012



1.1. THE ECONOMIC CASE FOR GENDER EQUALITY

Box 1.1. The Korean economic transformation:
Can women continue the miracle?

From a very poor country in 1950 with GDP per capita at less than USD 50, Korea has
developed into a regional and global industrial powerhouse with per capita GDP exceeding
USD 27 000 in 2011. This remarkable transformation is related, among other things, to the
introduction in the 1960s of a sharp policy focus on investment in education and family-
planning policies to curb birth rates, which fell from six children per woman in 1960 to 1.15
in 2009. The trend towards smaller families facilitates greater (public and parental)
investment per child which, in Korea as in many other countries, is then spread equally
among boys and girls (Behrman et al., 1986; Kornich and Furstenberg, 2010; Shin et al., 2008).
At present, young Korean women are as well educated as their male peers (Chapter 4).

However, the Korean labour market has not kept pace with the rapid change in female
educational attainment: female workforce participation rates are about the same now as
they were 20 years ago. Men spend little time helping women with household chores
(Chapter 17) and married women are still expected to leave their jobs upon giving birth
(Kim, 2010). Women’s position in the labour market is poor, as indicated by the wide gender
pay gaps and limited number of female managers (Chapters 11 and 13). Korean policy is
moving to further strengthen work-life balance policies, such as parental leave and
childcare support, but as long as workplace culture involves long working hours,
socialising after work, and a seniority-based pay system which punishes women for
leaving their jobs to have children, social policy reform will have relatively little effect.

In the past, Korea’s growing working population has contributed to strong economic
growth. However, from 2018 the working-age population is projected to decline and Korea’s
demographic dividend will start to erode. The country, which has traditionally experienced
little immigration, will need to use its human capital more effectively to face the challenge
of a potentially dwindling pool of paid and unpaid workers. Korean men will have to do
more at home, more Korean women will have to be part of the paid workforce, and Korean
workplace practices will have to become more family-friendly.

Korea has used its demographic dividend for strong growth,
but now needs to make better use of its female workers
to avoid a shrinking labour force and economy
Korean population by broad age-group, 1950-2050
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Figure 1.2. Converging male and female participation rates, the size of the labour force
and the economy“

Panel A. Projected size of the labour force, Panel B. Projected size of the economy in GDP,
thousands of people USD 2005 PPP, in 1000 000 000s
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Ageing populations combined with dwindling fertility rates mean that many countries
are expected to face a shrinking labour force over the next 20 years. Assuming constant
male and female labour force participation rates, the projected decrease would be
particularly severe (over 10%) in the Czech Republic, Germany, Japan, Poland, the
Russian Federation, the Slovak Republic and Slovenia (Figure 1.A2.1).

The convergence scenario for gender equality in labour force participation rates is
projected to have the greatest effect in Brazil, Chile, the Czech Republic, Greece, Ireland,
Italy, Japan, Korea, Luxembourg, Mexico, Poland, the Slovak Republic, and Spain. The
projected increase in the size of the labour force will exceed 10% by 2030, as there are
currently large gender gaps in participation in these countries (Figure [.A2.1).

Figure 1.2 also illustrates the further effect of convergence in the intensity of labour
force participation. In line with this scenario, significant additional increases in the labour
force are also projected in Australia, Austria, Belgium, Germany, Ireland, Luxembourg and
the United Kingdom, where more than 30% of employed women work part-time. Labour
force gains are potentially even higher in the Netherlands and Switzerland, where the
incidence of part-time employment is highest among OECD countries (Figure [.A2.1).

Of course, these projections involve making certain assumptions regarding future
population patterns that may not materialise. Nevertheless, they clearly illustrate the size of
the potential female labour force and its effect in counteracting the decline in labour supply
due to ageing populations. In this context, a key future challenge for both government and
employers is to promote working conditions and pay that make being in work more
attractive to women. At the same time, however, ageing populations will also increase the
demand for long-term care (OECD, 2011b). In many emerging economies, the fulfilment of
family obligations such as caring for aging relatives is a priority for women, regardless of
their personal career ambitions. In China, this issue is of particular concern due to the
prevailing one-child policy which, amongst other things, means that such care obligations
cannot be shared between siblings (Hewlett and Rashid, 2011). There needs to be greater
gender equality in both paid and unpaid work participation, while workplace practices will
have to become more efficient to meet the demand for formal and informal labour.

Male and female labour force participation and economic growth

Research undertaken for this report gauges the potential effect on economic growth of
women’s increased participation in the labour force, drawing on the long-term growth
scenario outlined in the OECD Economic Outlook (2012d). To illustrate effects, three scenarios
for convergence between male and female labour force participation were considered (see
Annex I.A1 for further detail):

1. A no-change scenario: the gap between male and female labour force participation rate
remains at the levels observed in 2010.

2. Gender gaps reduced by 50%: the male participation rate remains constant at its
2010 level and the gap between male and female labour force participation rates is
halved by 2030.

3. Convergence in participation rates: the male participation rate remains constant at its
2010 level, while the gender gap in labour force participation levels disappears by 2030.
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Even in the absence of a reduction in the gender gap in labour force participation rates, the
baseline projections estimate that the GDP per capita will grow at an average annual rate of
between 0.8% (Luxembourg) and 3.4% (Estonia) among OECD economies over the next 20 years
(Table IV.A3.1). This will be primarily due to an increase in multi-factorial productivity which
will continue to be the main driver of growth over this period (OECD, 2012d).

A greater female labour supply will also add impetus to economic growth as measured
by GDP (Figure 1.2, Panel B, Figure .A2.1 and Figure I.A3.1). On average across the OECD, a
50% decrease in the gender gap in labour force participation rates will lead to an increase
in the GDP per capita annual growth rate of 0.3 percentage points. If full convergence
occurs by 2030, however, the increase will be 0.6 percentage points (equivalent to an overall
increase of 12% in GDP over 20 years). The largest increases (more than 0.5 percentage
points) from full convergence are projected in the Czech Republic, Greece, Hungary, Japan,
Korea, Luxembourg, Poland, and the Slovak Republic. The rise is expected to be even higher
in Italy - more than 1 percentage point (see Annex I.A3). To a large extent this trend
reflects: i) persistently low birth rates which curtail growth of the working age population
in the future; and ii) the wide existing gender gaps in participation and the consequently
greater potential for growth through better utilisation of the female labour supply. At less
than 5%, gains will be more limited in Finland, Iceland and Sweden where birth rates have
held up better than in most OECD countries and gender employment gaps are narrow.
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Chapter 2

Why social institutions matter
for gender equality

Key findings

® Across the world, persisting gender gaps in education, employment and entrepreneurship
are related to discriminatory social institutions, defined as laws, social norms and
practices, which restrict the economic and social roles of girls and women.

® Across the OECD, countries with higher levels of discriminatory attitudes towards
women’s employment also have greater gender gaps in employment rates.

® For many developing countries, poorer education and subsequent labour market
outcomes for women and girls are related to the prevalence of early marriage.
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1.2. 'WHY SOCIAL INSTITUTIONS MATTER FOR GENDER EQUALITY

While recent decades have seen unprecedented numbers of girls succeeding in
education, women entering the paid workforce and running successful businesses,
patterns of gender inequality persist. Social institutions can help explain what is stopping
women and girls from achieving equal outcomes in areas such as education, employment,
business, health and political participation (IFC, 2011; Jones et al., 2010; North, 1990; OECD,
2007b and 2010b; World Bank, 2011). They set the context for whether decisions, choices or
behaviours are deemed acceptable or not in a society.

A key role in defining gender relations is played by social norms and attitudes - e.g. the
division of paid and unpaid work and discriminatory practices such as early marriage -
which influence social and economic outcomes for women and girls in developing
countries. Too often, policy interventions that address gender inequalities are designed
without regard for discriminatory social institutions. They consequently fail to tackle the
underlying drivers of gender inequality.

Discriminatory social institutions worldwide

32

Figure 2.1 presents data on OECD countries’ attitudes towards women and men’s
employment when jobs are scarce. These data give a rough indication of discriminatory
social norms which reinforce the role of men as the primary breadwinners and female
employment as secondary.

Figure 2.1. Discriminatory attitudes are related to women’s employment rates
Gender gap in employment rates (male rate minus female rate) and discriminatory attitudes
towards women’s employment, OECD countries
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Across OECD countries, an average of 10.3% of survey respondents agree that men are
more entitled to a job than women when jobs are scarce. Swedes and Norwegians appear to
have the least discriminatory attitudes, while about one-third of Poles and Koreans deem
that men have more right to a job than women when labour demand is weak. Furthermore,
Figure 2.1 suggests that the higher the percentage of respondents who find that men are
more entitled to a job than women, the greater the gender gap in employment rates.

It seems that discriminatory attitudes towards women’s employment are related to
employment outcomes, and should therefore be taken into consideration when designing
policy interventions aimed at achieving gender equality in economic participation. While
countries may have anti-discrimination laws in place, there should also be a continued
focus on changing underlying attitudes.

Although non-OECD countries have made great strides towards gender parity in
primary school enrolment, gaps in secondary schooling persist, particularly in
Sub-Saharan Africa and Southern Asia (Chapter 4). Discriminatory social institutions can
help to explain why girls leave school prematurely, thereby contributing to persistent
gender gaps in both educational and economic participation. The OECD Social Institutions
and Gender Index (SIGI) is a composite measure of discriminatory social institutions across
non-OECD countries capturing laws, social norms and practices which restrict women’s
economic and social role in five areas: 1) discriminatory family codes; 2) restricted physical
integrity; 3) son bias; 4) restricted entitlements and resources; 5) restricted civil liberties.

One SIGI variable is “early marriage” as measured by the percentage of women
aged 15-19 who are married. This variable often reflects practices such as forcing girls into
marriage or their marrying before adulthood due to discriminatory social norms with
respect to the status of women in the family and the reproductive role of women. Early
marriage disproportionately affects young girls, who are much more likely to be married
than young boys (UNICEEF, 2005).

The prevalence of early marriage varies greatly across developing countries. Survey
data nearest to 2012 indicate that the highest prevalence of early marriage is in the Niger
(62%), Mali (50%) and Chad (49%). The practice varies across regions (Figure 2.2), with
Sub-Saharan Africa exhibiting the highest regional average (26%), closely followed by
Southern Asia (24%). Incidence is lowest in Eastern Europe (8%) and in Central and
East Asia and the Pacific (9%).

Girls suffer negative consequences from early marriage on a number of counts. It
limits their access to education, which has a knock-on effect on economic opportunities
(UNICEF, 2005). It can also lead to high rates of adolescent fertility, infant mortality, poor
maternal health, and increased vulnerability to HIV (Bruce and Clark, 2004; Jones et al.,
2010). Early marriage can also have negative inter-generational effects as children are less
likely to be educated or immunised if their mother has not received an education
(World Bank, 2011).

Figure 2.3 shows the relationship between early marriage and gross female secondary
school enrolment rates. Countries with a lower incidence of early marriage are more likely
to have a higher gross female secondary school enrolment rate. In South Africa, for
example, 3% of women aged 15-19 are married and the country has a gross female
secondary school enrolment rate of 96%. By contrast, in Chad, 49% of women aged 15-19
are married and the gross female secondary school enrolment is 15%.
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Figure 2.2. The incidence of early marriage varies across regions
Proportion of married women aged 15-19 worldwide by region
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Figure 2.3. Early marriage is related to girls’ secondary school enrolment
Early marriage and girls’ secondary school enrolment
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The causal relationship between early marriage and girls’ education is complex. Bates
et al. (2007) and UNICEF (2005) found that access to formal education itself is a critical factor
in delaying the age at which girls marry. Lloyd and Mensch (2008), however, found that
almost 30% of young women who left secondary schooling before completion in Chad and
Nigeria cited early marriage as the main reason. The persistence of gender gaps in
secondary education in Sub-Saharan Africa and Southern Asia, where early marriage rates
remain high, indicates that discriminatory social institutions need to be addressed to
enable girls to reap the full benefits of education (Field and Ambrus, 2008).
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Box 2.1. Missing women: A demographic crisis stemming
from discrimination against daughters

The phenomenon of “missing women” due to sex-selective abortions and female
infanticide has attracted growing attention in recent years. This phenomenon -a
particular problem in Southern Asia, China and parts of the Caucasus and Western
Balkans - is rooted in social norms that favour sons over daughters because they represent
lifelong economic support while daughters are economic burdens (UNFPA, 2007).

Klasen and Wink (2003) argue that increasing access to sex-selective abortions is one
factor behind the missing women phenomenon, as well as restrictive family planning such
as China’s one-child policy. In the absence of gender discrimination and higher mortality
rates among boys, the child-sex ratio should fall below 105. China’s most recent census
found that the sex-ratio for newborns was over 118 (Hudson, 2011). Using data from India’s
2011 census, adjusted for excess mortality rates in girls, the estimates of the number of
selective abortions of girls rose from 3 to 6 million in the 2000s. Jha et al. (2011) suggest the
problem is becoming increasingly prevalent amongst the middle classes, the inference
being that it cannot be attributed solely to poor socio-economic status.

The rising number of missing women and girls in some countries presents a potential
demographic crisis: skewed sex-ratios may have serious social consequences as men are
unable to find female partners. The result could be social unrest, sexual violence, and
increased trafficking of girls and young women.

Can policies change discriminatory social institutions?

Although rigorous evaluations of policy interventions to address discriminatory social
institutions are limited, a three-pronged approach is emerging from the literature.

First, reforms (which include the harmonisation of laws) to ensure the equality of men
and women before the law and prohibit discriminatory practices are a critical initial step in
changing discriminatory social norms and practices. An enabling legal and policy
environment has long been identified as critical to improving women’s economic and
social outcomes (OECD, 2010a; World Bank, 2011). For example, Tunisia introduced changes
to its personal status law in 1993, establishing a minimum age of marriage and assigning
men and women mutual obligations - the first country to introduce such reforms in the
Middle East and North African region. The Tunisian reforms induced changes in norms
regarding women'’s and men’s roles in the family and society and have led to women
marrying at a later age (OECD, 2010a).

Second, economic support and incentives for individuals and families can change
behaviour and ultimately shift attitudes. The introduction of paid leave entitlements on a
“use it or lose it” basis for fathers in a number of OECD countries has led to men taking
longer parental leave (OECD, 2011c). One example of an economic incentive in a developing
country context is the Indian programme called “Apni Beti Apna Dhan” (Our Daughter, Our
Wealth). It provides cash incentives to girls and their families that are conditional on
daughters remaining unmarried until the age of 18. Initial evaluation results suggest the
programme has helped parents increase investment in their daughters’ human capital
(Sinha and Young, 2009).
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Box 2.2. Housing support for vulnerable women and children in Brazil

“Minha Casa Minha Vida” (My House My Life) is a means-tested housing programme to
support low-income families move into secure housing. The programme offers financing
to support the purchase of homes and housing costs. It currently aims to extend the
1 million homes already provided to an additional 2 million houses and apartments
by 2014. This is a federal programme delivered in partnership with states and
municipalities, with eligibility criteria varying in rural and urban areas by income
(www.minhacasaminhavida.com.br).

At the initiative of President Dilma Rousseff, the programme aims to address the issue of
men leaving families and selling properties without providing for women and children.
One of the conditions for providing support is that a property should “preferably” be
registered in the woman’s name, particularly because women are more likely to have
custody of children. The programme, its application (to what extent the “preferable”
condition is enforced) and its effect on women'’s behaviour (how they might behave in the
event of domestic violence) is yet to be evaluated.

Last, a shift in public attitudes is required to bring about long-term change in
discriminatory social institutions and address the gap between laws and practice.
Interventions such as public awareness programmes or community mobilisation activities
can be effective. The USAID “Safe Age of Marriage” programme in Yemen, for example, uses
community education to tackle attitudes to early marriage. Initial results of the programme
found an 18% increase in awareness of the benefits of delaying marriage, a 34% rise in the
recognition that delaying marriage would increase educational opportunities, and a 19%
increase among respondent who agreed that it would increase employment opportunities.

Key policy messages

Closing the gender gaps in education, employment and entrepreneurship requires
governments to introduce policy interventions to shift discriminatory social institutions
built on deep-seated social norms and gender stereotypes. A multifaceted approach is
required. It should include:

® Reform of formal and informal legal frameworks and the harmonisation of laws to
provide equality for women and men and the prohibition of discriminatory and harmful
practices. Examples include reform of family codes to foster equality in marriage and
inheritance and legislation that criminalises domestic violence.

e Economic support and incentives for individuals, families and communities to change
behaviours and address discriminatory attitudes — e.g. support to encourage parents to
invest in the education of their daughters as well as their sons.

e Community mobilisation, awareness, and empowerment initiatives to change
discriminatory attitudes, social norms and practices through, for example, media
campaigns reinforcing the value of daughters.
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PART I

Chapter 3

Embedding gender equality
in public policy

Key findings

e Limited government accountability and the public service’s lack of awareness and
capacity to assess the impacts of policy choices on men and women are among the
barriers to more effective gender equality policies.

e Public agencies that support gender equality play an important role in mainstreaming
gender considerations in policy development and service delivery. However, they often
face challenges of visibility and authority in effectively pursuing coherent approaches to
advancing gender equality across policy areas and tiers of government.

e The availability of gender-disaggregated data varies across policy areas and hampers
government ability to undertake robust analysis of the gender effects of policy decisions
and make informed policy choices.
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The ability of governments to develop policies that are evidence-driven, responsive, and
inclusive is fundamental to achieving genuine gender equality in OECD and non-member
countries. The responsibility of government agencies for appropriately addressing issues of
gender inequality and mainstreaming gender into policies and programmes was
formalised in the 1995 Beijing Declaration and Platform for Action. The declaration was
endorsed by 160 governments (United Nations, 1995) and incorporated into many national
constitutions (e.g. Canada, Egypt, Germany, India, the Russian Federation, South Africa and
Turkey) and other legal and policy provisions.

Box 3.1. Defining gender equality and gender mainstreaming

Gender equality describes the absence of obvious or hidden disparities among individuals
based on gender. Disparities can include discrimination in terms of opportunities, resources,
services, benefits, decision-making power and influence (Wikigender).

Gender mainstreaming is a process of assessing the implications for women and men of
any planned action, so that the gender perspective becomes an integral dimension of
the design, implementation, monitoring and evaluation of policies and programmes
(United Nations, 1997). It encompasses the ability to anticipate the potentially differential
impact of policy actions on women and men as well as the ability to design policy actions
that are not “gender-blind” but “gender-sensitive”. Policy actions are gender-sensitive if
they recognise the potentially different interests and needs of women and men based on
their potentially different social experiences, opportunities, roles and resources.

Despite governmental commitments, however, gender gaps persist. Figure 3.1 offers
an overview of barriers to more effective pursuit of gender mainstreaming and equality
policies. Countries that participated in the 2011 OECD Survey on National Gender Frameworks,
Gender Public Policies and Leadership (OECD, 2011d) report the chief obstacles as being:

e Limited accountability mechanisms across public agencies to advance gender equality
and mainstreaming.

e Alack of awareness within the public service of how various policy options may have
different effects on men and women.

e A lack of monitoring mechanisms to evaluate the effect of gender equality initiatives.

Furthermore, a co-ordinated approach for dealing with gender inequalities across
policy areas and levels of government is often missing. Ireland, Norway, Spain, and
Switzerland describe the limited nature of accountability mechanisms for gender equality
commitments as their chief concern. The Czech Republic, Israel, Luxembourg, and Mexico
note the lack of awareness of the need to mainstream gender considerations into the policy
process as their key challenge (OECD, 2011d).

38 CLOSING THE GENDER GAP: ACT NOW © OECD 2012



1.3. EMBEDDING GENDER EQUALITY IN PUBLIC POLICY

Figure 3.1. Barriers to effective pursuit of gender mainstreaming
and equality policies
Percentage of country respondents who consider each barrier a top priority
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The barriers in Figure 3.1 may significantly impair the chances of reaching de facto
gender equality. The evidence suggests that designing coherent, co-ordinated gender
equality policies calls for a three-pronged approach (OECD, 2011d and 2011e):

1. Strong public institutions and mechanisms to ensure accountability for fulfilling gender
equality and mainstreaming commitments.

2. Tools for evidence-based and inclusive policy making that account for potentially
different effects on women and men.

3. Effective monitoring mechanisms and reliable gender-disaggregated evidence for
making informed policy decisions.

Public institutions, incentives, and accountability

Many OECD and non-OECD countries have put in place institutional mechanisms
- including central gender agencies and/or focal points - to support the development of
policies that address gender inequalities and government accountability for closing gender
gaps. Such mechanisms have a broad remit of government-wide policy-making
responsibilities (OECD, 2011d):

Report to Parliament on the state of gender equality (87%).

Provide expert advice to other public bodies on gender equality (83%).
Conduct policy research (65%).

Make policy recommendations to other ministries (83%).

Monitor the implementation of public gender initiatives (61%).

Conduct analyses into the effects on men and women of different policy options as part
of the policy-making process (48%).
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These institutional mechanisms frequently act as catalysts to facilitate action by other
government bodies and can influence legal reforms in ways that promote gender equality.
For example, Mexico’s National Women’s Institute developed an institutional mechanism
called “National System for Equality between Women and Men”, which co-ordinates the
gender-related work of 42 federal agencies.

Gender-related institutional frameworks differ widely across countries. There seems
to be no common trend: data show that OECD countries are experimenting to test what
institutional set-ups or models work best in their national contexts. Regardless of their
structure, however, agencies in charge of gender equality portfolios may well face issues
related to a lack of the authority, visibility and leverage required to effectively pursue a
coherent government approach across various policy areas (Figure 3.1).

@ Single ministries or agencies: 37% of OECD countries established stand-alone gender equality
ministries or agencies. They ensure high visibility for gender issues and often have access
to cabinet submissions, which facilitates the inclusion of gender considerations in policy
decisions. (Belgium, Chile, Korea, Luxembourg, and New Zealand are among the countries
with such set-ups.) However, if funding and authority are lacking, the single-agency
framework may contribute to the marginalisation of gender issues while limited
ownership by other public agencies may hamper their focus on gender issues.

e Units in the centre of government: 9% of OECD countries, such as Israel and the United States,
have established gender institutions in the seat of government (i.e. in the office of the head
of state or government) to facilitate co-ordination, monitoring, policy development and
accountability at the highest level. If there is no designated minister for gender equality,
however, this option may curtail the visibility of gender issues both in the seat of
government and across government departments.

e Combined portfolios: in 54% of OECD countries, gender equality issues are paired with other
portfolios in ministries. (Examples are the Czech Republic, Germany, Greece, Finland,
Ireland, Norway, the Slovak Republic, Spain, Sweden, and Switzerland, as well as non-OECD
countries like Morocco and Tunisia.) To be effective, this organisational framework requires
strongly co-ordinated and coherent policy development and implementation. In addition,
frameworks that combine gender equality with family and/or children’s affairs may risk
confining women narrowly to their roles as mothers and caregivers.

In addition to these focal points in government ministries, some countries (e.g. Belgium,
Finland, Greece, Korea, Mexico and Spain) have established parliamentary committees with
responsibility for gender matters. To oversee gender equality issues, others have
independent commissions (Australia, Belgium, Israel, Luxembourg and New Zealand) and/or
human rights commissions (Australia, Ireland, Mexico and New Zealand). A number of
countries use “ombuds-offices” to oversee the implementation of gender initiatives and to
keep gender concerns on the policy agenda (including the Czech Republic, Finland, France,
Germany, Greece, Mexico, Norway, and Sweden).

Some of these bodies also consider complaints related to violations of the economic
and social rights of both men and women. Such violations include issues of equal pay for
equal work or equal access to education (OECD, 2008, describes measures against labour
market discrimination in greater detail).

The use of institutional frameworks to oversee, report, and enforce the overall
implementation of gender equality legislation and regulations varies between countries and
can also differ between levels of government within a particular country. Less than half of
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OECD countries systematically report to their parliaments or other high-level bodies either
on the implementation of laws to reduce gender-related inequalities and discrimination or
on the results of gender-impact assessments. Yet most gender-equality agencies are vested
with this responsibility (OECD, 2011d). While audits or inspections also exist, they are very
rare. Similarly, it is not common practice to incorporate the implementation of gender-
relevant policies into managerial performance objectives and there are often little or no
consequences for failing to meet gender equality targets (OECD, 2011d).

Tools for evidence-based policy making

Building awareness and understanding among policy makers of the potentially different
effects of policy choices on men and women is key to effective, evidence-based policy
making in various domains (Figure 3.1). Even seemingly gender-neutral policy decisions can
have effects, whether intentional or not, on women’s chances of become equal participants
in society. They may make it more difficult for them to find employment, secure an
education, start a business, meet the needs of their family, or ensure their human rights. For
example, a workplace regulation that permits both parents to take leave to care for a sick
child is more likely to affect women as primary caregivers (see Chapter 17).

Against that background, the Gender Impact Assessment (GIA) is a key policy-making
tool that provides detailed, systematic information about the potentially differential
effects of laws, policies and regulations on men and women. Israel, for example, reports
that several GIAs showed how sports for men and boys enjoyed greater subsidies than
sports for women and girls at national and local level (Swirski, 2011). GIAs can also help
understand who will benefit from a particular set of policy options and can promote policy
coherence by making the trade-offs inherent in public policies transparent.

The European Union defines a GIA as “a process to compare and assess, according to
gender-relevant criteria, the current situation and trend with the expected development
resulting from the introduction of the proposed policy” (European Commission, 1997). Such
analysis can be conducted during the design stage of a law or regulation (ex ante) and/or
during evaluations of the impacts of implemented laws, regulations and programmes
(ex post). In Sweden, for example, a regulation stipulates that a “committee of enquiry”
must carry out gender impact analysis of a policy proposal with a potential effect on
gender equality. The committee extensively examines the proposal and drafts a report that
is submitted to Parliament ahead of its decision. Spain has passed legislation, the Act for
Effective Equality between Women and Men, that requires gender impact analyses for
regulations and plans of specific “economic, social, cultural and artistic relevance” that are
submitted to the Council of Ministers.

While many OECD countries (e.g. Finland, Korea, New Zealand, Switzerland, Sweden,
Turkey and the United Kingdom) use gender impact assessments of policy choices, the
extent and depth to which they actually conduct them varies. GIAs have yet to become a
routine part of public policy making. For example, while they are well embedded in the
law-making processes of most OECD countries (84%), fewer require them as part of the
development of policies (68%) and programmes (74%) by the executive branch of
government (OECD, 2011d). GIAs are also seldom used in evaluating the impacts of
legislation, policies and regulations (ex post assessments). Whether a GIA is carried out
ex ante or ex post, the availability of sex-disaggregated data is necessary for high quality
analysis (OECD, 2011e and 2011f).
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Overall, OECD countries report that the introduction of GIAs has improved awareness,
agenda-setting practices, and dialogue on gender issues amongst policy makers. For
instance, a gender analysis assessment of a draft Finnish bill on occupational health and
safety revealed the need to redefine the concept of occupational safety and risks to include
the aspects of violence and mental health (OECD, 2011e and 2011f).

Monitoring and gender-disaggregated evidence in policy making

OECD countries have identified limited mechanisms for monitoring the implementation
of legal frameworks and government strategies as among the key barriers to addressing
gender inequalities and advancing women’s de facto equality. Indeed, less than half of the
OECD countries that participated in the 2011 OECD Survey on National Gender Frameworks,
Gender Public Policies and Leadership report systematically measuring, evaluating and
monitoring the performance of gender-relevant legislation and policies (OECD, 2011d).

Limited monitoring and measurement practices tend to be linked to the limited
capacity of ministries either to define the need for data disaggregated by gender or to
disaggregate the existing statistics - essential monitoring requirements (Box 3.2).

Box 3.2. Gender-responsive budgeting

Gender responsive budgeting (GRB) is arguably the best known form of Gender Impact
Assessment. GRB inserts a gender perspective at all stages of the budgetary cycle: it aims to
avoid “gender-blind spending” and improve the effectiveness of government programmes by
identifying gender-disproportionate consequences (Council of Europe, 2005).

Several OECD and non-member countries (e.g. Egypt, Morocco, Nepal, Rwanda) have
experimented with some form of gender budgeting over the past decade (OECD, 2010b
and 2011g). In some countries — Austria, Belgium, Egypt, Korea, Spain and Mexico, for
example - gender-responsive budgeting now has a legal basis. The Federal Government of
Austria introduced a legal requirement to undertake gender-responsive budgeting through
an amendment to the Federal Constitution in 2009. Other countries have opted for a more
flexible legal approach. One is Norway, which issued guidelines to ministries for
gender-sensitive analyses of their budgets.

OECD (2011d) shows that GRB is still in its early stages: about half of OECD countries
“always” or in “some cases” require GRB at all levels of government —47% of countries at
central government level (e.g. Belgium, Finland, France, Israel, Korea, Mexico, Norway and
Spain), 42% at regional level (e.g. France, Germany, Korea, Mexico, Spain and Switzerland),
and 52% at local levels (e.g. the Czech Republic, Finland, Germany, Israel, Mexico, Korea,
Spain and Switzerland).

A thorough gender analysis cannot be performed without gender breakdowns in data
collection (Swirski, 2011). Some OECD countries, such as Israel since its 2008 Statistics Law,
do require all data collected by government bodies to be disaggregated by gender (ibid.).
However, over 40% of OECD countries participating in the 2011 OECD Survey on National
Gender Frameworks, Gender Public Policies and Leadership reported capacity issues as one of the
chief barriers to developing a sufficient gender-disaggregated evidence base for designing
inclusive policies and monitoring their impacts. Looking at data collection across sectors,
results suggest that 74% of countries “always” collect gender-disaggregated data on
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Box 3.3. Gender statistics and the Busan partnership
for effective development co-operation

Many countries are making concrete efforts to improve their gender statistics, recognising that better
information is vital to progress towards gender equality. However, bringing gender issues into statistics is
more complex than simply disaggregating data by sex. In fact, gender statistics should be able to
“adequately reflect problems, issues and questions related to women and men in society” (United Nations,
1995). The development of gender statistics thus requires a comprehensive strategy that encompasses: a) a
focus on subject areas where women and men do not enjoy the same opportunities; b) concepts,
definitions, methods and tools that adequately reflect the diversities of women and men in society, taking
into account stereotypes and cultural factors that might produce gender biases; and c) effective
instruments to communicate findings to policy makers, civil society and other stakeholders. The
mainstreaming of gender perspectives in statistics can improve the whole statistical system, pushing it to
describe more accurately the activities and characteristics of the entire population (UNECE, 2010).

Despite progress, much remains to be done. In a number of areas of critical interest for policy makers,
gender data and indicators are still insufficient or lack comparability across countries. Co-ordination
among international agencies and strong ownership by statistical institutes (in both developing and
high-income economies) are key to addressing these gaps. The dialogue between producers and users of
gender statistics should also be strengthened. Doing so will ensure that high-priority policy issues are
addressed first and that requests for new data are backed by sufficient funding, since many countries are
facing serious fiscal constraints. The harmonisation and analysis of gender statistics in the three
dimensions of education, employment and entrepreneurship (“the three Es”) is a central element of the
OECD Gender Initiative. In co-ordination with the InterAgency Expert Group on the Development of Gender
Statistics (IAEG-GS), the OECD Gender Initiative has selected key indicators on gender differences in
education and employment, drawing on existing compilations and data sets developed by international
organisations, including the OECD.

At the 4th High Level Forum on Aid Effectiveness (HLF-4) in Busan (from 29 November to 1 December 2011),
organised by the OECD and the Government of Korea, participants recognised that gender equality and
women’s empowerment were critical to achieving development results and a prerequisite for sustainable and
inclusive growth. Participants also agreed to accelerate and deepen efforts to collect, disseminate, harmonise
and make full use of gender-disaggregated data for informing policy decisions and guiding investments in
order to ensure that public expenditures were targeted appropriately to benefit both women and men.

To support the implementation of the gender equality commitments it took in Busan, the HLF-4 launched
the Evidence and Data for Gender Equality (EDGE) initiative. Led by UN Women and the UN Statistical
Division, EDGE is a dynamic partnership of UN member countries, the World Bank, OECD and other
stakeholders. It aims to improve the availability and use of statistics that capture gender gaps in economic
activity. It capitalises on the May 2011 OECD Ministerial Council Meeting on development which called on
international organisations to agree on a harmonised set of gender equality indicators in order to measure
progress in education, employment and entrepreneurship for presentation at the Busan HLF-4. The
resulting EDGE indicators are part of the broader “minimum set of gender indicators” as supported by the
IAEG-GS under the aegis of the United Nations, which includes indicators on access to media, education,
health, public life and decision making, and human rights.

The objective of EDGE is to build national capacity and strengthen national systems to collect data on
critical areas of women’s empowerment. The areas selected for initial focus are education, employment,
entrepreneurship, and asset ownership. Activities will include the development of a database for
international data compilation covering basic education and employment indicators, the drawing up of
standards and guidelines for entrepreneurship and asset ownership indicators, and related pilot data
collection in ten countries.
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education, 58% on social protection, 63% on general public services, and only about 40% in
the areas of health, public order and safety, economic affairs, recreation, culture and
religion (OECD, 2011d). Yet the availability of these data is essential to understanding the
effect of various policy decisions and to developing evidence-based solutions that are
responsive to the needs of citizens, both men and women. For example, gender
disaggregation of data and public policy analysis on participation in politics or community
life, housing ownership, the use of public transport or income patterns can help inform
and develop better, more responsive policies for better lives.

Many OECD countries have already taken steps to strengthen their information
capacity (OECD, 2011d). Such steps include:

e Introducing formal requirements for gender disaggregation and incorporating a gender
perspective within national statistical legislation (58% of respondents, including
Germany, Israel, Korea, New Zealand, the Slovak Republic and Spain).

e Setting up gender units in national statistical agencies (53% of respondents including
Belgium, Chile, the Czech Republic, Norway, the Slovak Republic and Sweden).

e Systematically identifying gaps in the availability of gender-disaggregated data (42% of
respondents including Mexico, Finland, Spain, France and the United States).

e Establishing horizontal co-ordination mechanisms to determine gender-disaggregated
data needs (42%, including Australia, Greece, Switzerland and the United States).

Yet further efforts are required to close the de facto gender gap and build a
comprehensive evidence base for responsive policies that address remaining inequalities
and foster inclusive growth.

Key policy messages

Although governments have made significant progress, they still need to do more to
develop, monitor and evaluate public policies if they are to make gender policies more
effective. In particular, they need to:

e Strengthen the capacity, skills and mechanisms for regular impact monitoring and
evaluation of gender initiatives. Such capacity building should include the systematic
collection of relevant gender-disaggregated data in all policy areas.

e Enhance the incorporation of gender impact assessments in the design, implementation
and evaluation of laws, policies, regulations, programmes and budgets in a systematic
and comprehensive manner.

e Strengthen incentives as well as compliance and accountability measures to make the
implementation of gender equality and mainstreaming initiatives across government
bodies more effective.
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ANNEX [.LA1

Estimating the effects of human capital accumulation
on growth

To measure the effect of human capital accumulation on economic growth, a human
capital augmented standard neoclassical growth model (for more detail, see Mankiw et al.,
1992; Bassanini and Scarpetta, 2002; Arnold et al., 2011) has been estimated for this report.
Given the straightforward assumptions on how the factors of production evolve over time,
the steady-state level of output per capita can be expressed as a function of the propensity
to accumulate physical and human capital, the population growth rate, the level and
growth rates of technological and economic efficiency, and the (constant) rate of
depreciation of capital. If countries were at their steady state - or if deviations from the
steady state were random — growth equations could be based simply on the relationship
linking steady-state output to its determinants. However, actual data may well include out-
of-steady-state dynamics due, among other things, to slow convergence towards the
steady state. Consequently, observed changes in output per capita at any point in time are
likely to include, in addition to technological progress, both a convergence component and
a level component, due to shifts in the steady-state output per capita arising from factors
other than technology.

The baseline growth equation used for estimation is:

Aln Y(t) =agp-¢In Y(t— 1) +a; In k(t) +adyln H(t) -azln N(t) +ay(t) +b;Aln k(t) +byAln H(t)
+ b3 Aln Nig + &(t)
where per capita income growth (AY) is related to the accumulation of physical capital (k),
human capital (educational attainment H) and population (N), tis the time trend which
accounts for the technological change that modifies the influence of education on output
over time, while subscripts indicate country (i) and time (t). The b-regressors capture short-
term dynamics and ¢ is the usual error term.

This basic growth equation can be further extended to include a variable which
captures the growth rates in men’s and women’s human capital. The revised Barro and Lee
dataset (Barro and Lee, 2010) provides information on educational attainment (as
measured by years of schooling) from 1960 onwards. Although such a long timeframe is
needed to obtain robust results, trends in male and female years in school over the period
(Table I.A1.2) are strongly related. To avoid this multicollinearity issue the approach has
been to include a direct measure of the gender gap in educational attainment in the growth
equation - rather than separate indicators on male and female educational attainment
(Klasen, 2002; Knowles et al., 2002).
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To estimate the growth equation in a cross-national set-up, annual data and pooled
cross-country time series are used, which makes it more practical to control for country-
and/or period-specific effects. This approach involves assuming common technological
change, common population growth, and common growth convergence patterns. However,
population growth differs considerably across countries, and the evidence on multifactor
productivity growth patterns across countries does not fit with the assumption of common
technological change (Lee et al., 1997; Bassanini and Scarpetta, 2002). The Pooled Mean
Group (PMG) approach is, therefore, used here. It allows short-run coefficients (speed of
adjustment and error variances) to differ across countries, but constrains the long-run
coefficients to be identical (which would be consistent with the diffusion of technological
change and intense trade relations).

The long-run growth equations have been estimated for 30 OECD countries over the
period 1960-2008 (see the notes to Table [.A1.1). The years 2009 and 2010 were deliberately
excluded from the sample as their inclusion would introduce short-term disturbance in
the estimation of a long-run relationships due to the recent economic recession. Five-year
dummies are included to control for the effect of time, as the influence of education on
growth might change over time with technological change. The results are presented in
Table I.A1.1.

e The convergence parameters have a negative sign, which is consistent with the
assumption that variables move towards a long-run equilibrium.

e Output per capita growth responds positively to investment in physical capital (log k)
and negatively to variation in population size (A log N).

e Increasing educational attainment has a clear positive effect on economic growth: one
additional year of schooling in the population is estimated to raise output per capita by
around 10% per annum.

e Greater gender equality has a clear positive effect on economic growth: a gender-
balanced ratio of education (Rf/m = 1) might increase output per capita by around 0.8% in
comparison to a scenario where women have no access to education.

Overall, one additional year of schooling in the population is estimated to raise output
per capita by around 10% per annum. This is less than the 13% found by Topel (1999), but at
the higher end of the range of results in Bassanini and Scarpetta (2002). The 10% rise in
per capita output is not surprising since coverage encompasses a longer time period and a
higher number of countries, including those where there was more pronounced growth in
both educational attainment and output per capita.

The average number of years spent in education has increased, on average, by
1.2% per annum (from 6.13 years in 1960 to 11.1 in 2008). The second model specification
points to a growth elasticity to the years of education of 0.94, suggesting human capital
accumulation induced an increase in growth of 1.1% (= 0.94 * 1.2%) per annum. As GDP
per capita actually grew by 2.2% per annum on average, the model specification suggests
that the increase in years of education accounts for about 50% of economic growth, of
which just over half was due to the increase in educational attainment among women.

The last column in Table I.A1.2 shows that output per capita growth is increased by a
better gender composition of educational attainment. The elasticity of the output per capita
growth to an increase in the average number of years in education is slightly lower than in
the former specification: hence, the annual 1.2% increase in years of education is estimated
here to have raised GDP per capita by 1.13% annually. But the higher ratio of female to male

46 CLOSING THE GENDER GAP: ACT NOW © OECD 2012



ANNEX I.A1

Table I.A1.1. A general growth model with total human capital

Pooled mean group, with non-linear period effects

Including the female-to-male ratio
of educational attainment

Convergence coefficient

Log Y;_4 -0.28*** (0.04) -0.33*** (0.062)
Long-run coefficients

Log k 0.28*** (0.01) 0.30*** (0.01)

Log H 1.07*** (0.06) 0.94*** (0.07)

Log R"m - 0.81*** (0.16)

A log N -1.57*** (0.70)

A log N - 1.06 (1.05)

A log Nf - —4.80*** (1.33)
Time trend (5-years dummies) Yes Yes
Short-run coefficients

A log k 0.20*** (0.02) 0.19*** (0.02)

A log H -1.19** (0.57) —1.83 (0.95)

A Rm - -1.75 (1.98)

A2 log N -0.80 (1.44)

A2 log N 0.81(0.85)

A2 log NV -0.54 (0.46)
Number of countries 30 30
Number of observations 1150 1127
Log likelihood 3184 3184

Notes: Standard errors in brackets. ***, ** and *: significant at the 1%, 5% and 10%, respectively.
A Hausman test does not reject the homogeneity restrictions on long-run parameters imposed by PMG estimation;
the stationarity of residuals is accepted by an Im-Pesaran-Shin test.
Dependent variable (A log Y): growth in real GDP per head of population aged 15-64 years expressed in (2005)
purchasing power parities (PPP); convergence variable (In Y;_4): lagged real GDP per head of population aged
15-64 years, in PPP; physical capital accumulation (In k): the propensity to accumulate physical capital is proxied by
the ratio of real private non-residential fixed capital formation to real private GDP; population growth (A log N):
growth in the working age population (15-64 years), also separately for men A log N™ and women A log Nf; stock of
human capital (log H): average number of years of schooling of the population from 25 to 64 years of age; Rf/m;
female-to-male ratio in education attainment (i.e. the ratio in the years of education for women aged 25 to 64 years
to the male population of the same age).
Countries included are: Australia, Austria, Belgium, Canada, Chile, the Czech Republic, Denmark, Estonia, Finland,
France, Germany, Greece, Hungary, Iceland, Ireland, Israel, Italy, Japan, Korea, Luxembourg, Mexico, the Netherlands,
New Zealand, Norway, Poland, Portugal, the Slovak Republic, Slovenia, Spain, Sweden, Switzerland, Turkey, the
United Kingdom and the United States.
Source: OECD Secretariat estimates based on OECD Economic Outlook, December 2011 for data on GDP and Capital
accumulation. Information on educational attainment by gender is taken from the revised Barro-Lee dataset [Barro, R.J.
and J.W. Lee (2010), “A New Data Set of Educational Attainment in the World, 1950-2010”, NBER Working Paper, No. 15902,
Cambridge, Mass.] which includes data on years in education, enrolment and completion rates for both men and
women from 1960 onwards with a five-year interval (annual series were derived by means of linear interpolation).
StatLink Si=m http://dx.doi.org/10.1787/888932677362

years in education has a positive and highly significant influence on output. As the gender
ratio of education increased on average by around 0.09% each year, it suggests that
it contributed to increasing annual economic growth by a further 0.07% per annum
(i.e.0.09% *0.81).
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Table I.A1.2. Basic growth model statistics

Variables Year Sample mean Standard deviation
GDP per capita (in USD at 2005 PPP) 1960 16 295 5711
1990 35503 10 622
2008 46 745 18 963
Average years of education — men 1960 6.49 2.16
1990 9.65 1.72
2008 1.1
Average years of education — women 1960 579 2.31
1990 9.01 2.02
2008 1.1 1.56
Capital per capita annual growth rate 2.13 8.51
% growth of male working age population 1.00 0.85
% growth of female working age population 0.91 0.94

Note: Countries included are: Australia, Austria, Belgium, Canada, Chile, the Czech Republic, Denmark, Estonia,
Finland, France, Germany, Greece, Hungary, Iceland, Ireland, Israel, Italy, Japan, Korea, Luxembourg, Mexico, the
Netherlands, New Zealand, Norway, Poland, Portugal, the Slovak Republic, Slovenia, Spain, Sweden, Switzerland,
Turkey, the United Kingdom and the United States.
Source: OECD Secretariat estimates based on OECD Economic Outlook, December 2011 for data on GDP and Capital
accumulation. Information on educational attainment by gender is taken from the revised Barro-Lee dataset
[Barro, R.J. and J.W. Lee (2010), “A New Data Set of Educational Attainment in the World, 1950-2010”, NBER Working
Paper, No. 15902, Cambridge, Mass.] which includes data on years in education, enrolment and completion rates for
both men and women from 1960 onwards with a five-year interval (annual series were derived by means of linear
interpolation).

StatLink =P http://dx.doi.org/10.1787/888932677381
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Labour force projections for OECD countries
not covered in Figure 1.2

Figure 1.A2.1. The effect of converging participation rates between men and women
on the size of the labour force
Projected number of persons aged 15-64 in the labour force, thousands, 2011-30%
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on the size of the labour force (cont.)
Projected number of persons aged 15-64 in the labour force, thousands, 2011-30%
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Figure I.A2.1. The effect of converging participation rates between men and women

on the size of the labour force (cont.)
Projected number of persons aged 15-64 in the labour force, thousands, 2011-30%
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Figure I.A2.1. The effect of converging participation rates between men and women
on the size of the labour force (cont.)
Projected number of persons aged 15-64 in the labour force, thousands, 2011-30%
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* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.

a) The labour force projections are based on population projections for persons aged 15-64 years as reported by the OECD Demography
and Population Database.

b) No-change scenario: the projected size of the total labour force aged 15-64 years if the labour force participation rates for men and
women remain constant from 2011 to 2030 at the rates observed in 2010.

c) Convergence in participation rates: the projected size of the total labour force aged 15-64 years if the full-time equivalent rate for men
remains constant from 2011 to 2030 at the rate observed in 2010, and the rate for women shows a gradual increase (steady growth
rate) from 2011 to 2030 reaching the 2010 rate for men by 2030.

d) Convergence in intensity of labour market participation: the projected size of the total labour force aged 15-64 years if the full-time
equivalent rate for men remains constant from 2011 to 2030 at the rate observed in 2010, and the full-time equivalent rate for women
shows a gradual increase (steady growth rate) from 2011 to 2030 reaching the 2010 full-time equivalent rate for men by 2030. The
full-time equivalent rate is calculated as the labour force participation rate, multiplied by the average usual hours worked per week
by all employed men and women respectively, and divided by 40.

Source: OECD Secretariat estimates based on OECD Population and Demography Database 2012 and OECD Employment Database 2012.

StatLink si=r http://dx.doi.org/10.1787/888932677172
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Table I.LA2.1. Projected increase and decrease in labour force size
from 2011 to 2030 under three scenarios of labour force participation

Projected increase/decrease in total labour force size in 2030
Total Iapo;(r]:c;rce size as a percentage of the levels observed in 20112
in
illi . Convergence Convergence in intensit
(mions) No-change scenario” in participatgion rates®  of Iahourgforce participatignd

Australia 11.47 19.1 28.5 474
Austria 4.29 -3.6 35 17.4
Belgium 4.89 3.2 11.6 23.9
Canada 18.38 2.3 6.8 ..
Chile 7.68 7.2 27.6 36.8
Czech Republic 5.09 -9.9 0.5 51
Denmark 2.88 -2.7 1.2 8.6
Estonia 0.67 -10.5 7.2 —4.1
Finland 2.64 4.2 -1.7 3.8
France 28.72 -0.8 5.0 141
Germany 41.98 -11.9 -5.7 8.2
Greece 5.15 -6.0 7.7 141
Hungary 427 -10.1 -2.2 -0.3
Iceland 0.18 29 6.1 19.1
Ireland 2.06 12.0 23.4 39.7
Israel® * 3.06 34.2 41.6 ..
Italy 24.00 -8.2 74 18.6
Japan 59.96 -16.8 -5.3 ..
Korea 24.01 -9.5 49 10.5
Luxembourg 0.22 8.9 20.8 34.2
Mexico 46.59 121 434 59.1
Netherlands 8.73 -6.0 0.3 22.2
New Zealand 2.21 3.7 1.2 26.6
Norway 2.47 5.3 8.6 18.2
Poland 17.80 -14.8 -6.5 -14
Portugal 5.27 -3.4 1.8 6.3
Slovak Republic 2.68 -11.0 -2.1 0.4
Slovenia 1.01 -10.3 -5.6 —29
Spain 22.51 -5.1 4.0 12.5
Sweden 477 0.5 3.8 9.9
Switzerland 4.39 0.2 7.2 27.6
Turkey® 26.25 15.0 45.2 56.2
United Kingdom 31.43 2.8 10.5 26.5
United States 154.74 9.2 17.0

Brazil 98.81 13.0 28.0

Russian Federation 74.80 -13.5 -7.9

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.

a) The labour force projections are based on population projections for persons aged 15-64 years as reported by the
OECD Demography and Population Database.

b) No-change scenario: the projected size of the total labour force aged 15-64 years if the labour force participation
rates for men and women remain constant from 2011 to 2030 at the rates observed in 2010.

¢) Convergence in participation rates: the projected size of the total labour force aged 15-64 years if the labour force
participation rate for men remains constant from 2011 to 2030 at the rate observed in 2010, and the rate for
women shows a gradual increase (steady growth rate) from 2011 to 2030 reaching the 2010 rate for men by 2030.

d) Convergence in intensity of labour market participation: the projected size of the total labour force aged
15-64 years if the full-time equivalent rate for men remains constant from 2011 to 2030 at the rate observed
in 2010, and the full-time equivalent rate for women show a gradual increase (steady growth rate) from 2011
to 2030 reaching the 2010 full-time equivalent rate for men by 2030. The full-time equivalent rate is calculated as
the labour force participation rate, multiplied by the average usual hours worked per week by all employed men
and women respectively, and divided by 40.

e) For Israel, the figures reflect the percentage change from 2010 to 2030; for Turkey, the figures reflect the percentage
change from 2011 to 2025.

Source: OECD Secretariat estimates based on OECD Population and Demography Database 2012 and OECD Employment

Database 2012.

StatLink Sa=m http://dx.doi.org/10.1787/888932677400
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Figure .A3.1. The effect of converging participation rates” between men and women

on the size of the economy in GDP (cont.)
Projected size of the economy in GDP, USD 2005 PPP, in 1 000 000 000s, 2011-30

— — — Convergence in participation rates’

Gender gaps reduce by 50%¢

No change scenario®

Greece

500

Finland

300

400

Iceland

Hungary

350

300 [

Israel*

400

Ireland

300

350 -
300
250

Korea

3000

Italy

2700

2600 |
2200
1800 [

1400

2400 -

Netherlands

1000

900
800
700

Luxembourg

55

55

CLOSING THE GENDER GAP: ACT NOW © OECD 2012



ANNEX 1.A3

Figure .A3.1. The effect of converging participation rates” between men and women
on the size of the economy in GDP (cont.)
Projected size of the economy in GDP, USD 2005 PPP, in 1 000 000 000s, 2011-30
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* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.

a) The labour force projections are based on population projections for persons aged 15+ years, rather than persons aged 15-64, to be
consistent with the growth model outlined in OECD Economic Outlook, No. 91.

b) No change: the gap between male and female labour force participation rate remains at the levels observed in 2010 (this scenario is
identical to the baseline growth scenario presented in the OECD Economic Outlook, No. 91 long-term database).

¢) Gender gaps narrow by 50%: the gap between male and female labour force participation levels observed in 2010 is reduced by 50%
by 2030, based on a steady growth rate in female labour force participation.

d) Convergence in participation rates: the gap between male and female labour force participation levels observed in 2010 disappears
by 2030, based on a steady growth rate in female labour force participation. Thus, in this scenario it is assumed that the female labour
force participation rate will reach the levels observed for men by 2030 and the gender gap not longer exists.

Source: OECD Secretariat estimates based on the OECD Economic Outlook, No. 91 long-term database (Version 6, June 2012), OECD Population

and Demography Database and the OECD Employment Database.

StatLink si=r http://dx.doi.org/10.1787/888932677191
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Table I.A3.1. Projected average annual growth rate in GDP and GDP per capita
in USD 2005 PPP, percentage, 2011-30¢

No change in labour Male and female Male and female Male and female
force participation rate LFPR gap reduced by 50%, LFPR gap reduced by 75%, LFPR gap reduced by 100%,
(LFPR)? by 2030° by 20307 by 2030¢
GDP GDP GDP GDP Increase GDP GDP Increase GDP GDP Increase
per capita per capita in GDP per capita in GDP per capita in GDP
per capita per capita per capita
M () @) (4) (4)-(@) (%) (6) 6)-(2) (7) (®) (8)-(2)
OECD 2.2 1.8 2.5 21 0.3 2.6 2.3 0.5 2.7 2.4 0.6
Australia 3.3 2.0 3.5 2.2 0.2 3.7 24 04 3.8 2.5 0.5
Austria 1.9 15 2.1 1.8 0.3 2.3 1.9 04 24 2.1 0.6
Belgium 25 1.8 2.8 2.1 0.3 2.9 2.3 0.5 3.1 24 0.6
Canada 21 14 2.2 1.6 0.2 2.3 1.7 0.3 2.4 1.8 0.4
Czech Republic 2.4 2.6 2.8 3.0 0.4 3.0 3.2 0.6 3.2 34 0.8
Denmark 1.5 1.2 1.6 1.4 0.2 1.7 15 0.3 1.8 15 0.3
Estonia 3.2 34 3.5 3.7 0.3 3.6 3.8 04 3.7 3.9 0.5
Finland 2.4 1.9 2.5 2.0 0.1 25 2.1 0.2 2.6 2.2 0.3
France 2.1 1.7 2.3 1.9 0.2 25 2.0 0.3 2.6 2.1 0.4
Germany 15 1.6 1.8 1.8 0.2 1.9 2.0 04 2.0 2.1 0.5
Greece 17 1.7 2.1 2.1 0.4 24 2.4 0.7 2.6 2.6 0.9
Hungary 2.6 2.8 2.9 3.1 0.3 3.1 318 0.5 3.2 34 0.6
Iceland 1.9 15 2.0 1.6 0.1 2.0 17 0.2 2.1 17 0.2
Ireland 2.3 1.6 2.6 1.9 0.3 2.7 2.1 0.5 2.9 2.2 0.6
Israel* 29 1.2 3.1 14 0.2 3.2 15 0.3 33 1.6 0.4
Italy 1.2 1.4 1.7 1.9 0.5 2.0 2.2 0.8 2.2 2.4 1.0
Japan 1.0 15 15 1.9 0.4 17 2.1 0.6 1.9 2.3 0.8
Korea 2.8 2.5 813 3.0 0.5 3.5 3.2 0.7 3.7 34 0.9
Luxembourg 1.4 0.8 1.7 1.1 0.3 1.9 1.3 0.5 2.0 1.4 0.6
Netherlands 1.9 1.6 2.2 1.9 0.3 2.3 2.0 04 24 2.1 0.5
New Zealand 2.3 1.8 25 2.0 0.2 2.6 21 0.3 2.7 2.2 04
Poland 2.4 2.7 2.8 3.0 0.3 3.0 3.2 0.5 3.1 3.4 0.7
Portugal 1.8 1.6 2.0 1.9 0.3 2.1 2.0 04 2.2 2.1 0.5
Slovak Republic 2.8 2.9 3.1 3.2 0.3 83 34 0.5 315 3.6 0.7
Slovenia 1.9 1.9 2.2 2.2 0.3 2.3 2.3 04 24 24 0.5
Spain 1.8 1.9 2.1 2.2 0.3 2.3 24 0.5 24 2.5 0.6
Sweden 24 1.9 2.6 2.1 0.2 2.6 21 0.2 2.7 2.2 0.3
Switzerland 2.5 1.9 2.7 2.2 0.3 2.9 2.3 04 3.0 2.4 0.5
United Kingdom 2.1 1.4 2.3 1.7 0.3 24 1.8 04 2.6 1.9 0.5
United States 2.6 1.7 2.9 1.9 0.2 3.0 2.0 0.3 3.1 2.2 0.5
* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
a) The labour force projections are based on population projections for persons aged 15+ years, rather than persons aged 15-64, to be
consistent with the growth model outlined in OECD Economic Outlook, No. 91.
b) No change: the gap between male and female labour force participation rate remains at the levels observed in 2010 (this scenario is
identical to the baseline growth scenario presented in the OECD Economic Outlook, No. 91 long-term database).
¢) Gender gaps narrow by 50%: the gap between male and female labour force participation levels observed in 2010 is reduced by 50%
by 2030, based on a steady growth rate in female labour force participation.
d) Gender gaps narrow by 75%: the gap between male and female labour force participation levels observed in 2010 is reduced by 75%
by 2030, based on a steady growth rate in female labour force participation.
e) Convergence in participation rates: the gap between male and female labour force participation levels observed in 2010 disappears

by 2030, based on a steady growth rate in female labour force participation. Thus, in this scenario it is assumed that the female labour
force participation rate will reach the levels observed for men by 2030 and the gender gap not longer exists.

Source: OECD Secretariat’s estimates based on the OECD Economic Outlook, No. 91 long-term database (Version 6, June 2012), OECD
Population and Demography Database and OECD Employment Database.

StatLink =i=r http://dx.doi.org/10.1787/888932677419
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ANNEX I.A3

Table I.A3.2. Projected GDP in USD 2005 PPP, millions, 2020 and 2030

No change in labour Male and female Male and female Male and female
Current | force participation rate LFPR gap reduced by 50%, LFPR gap reduced by 75%, LFPR gap reduced by 100%,
(LFPR)® by 2030¢ by 20304 by 2030¢
2010 2020 2030 2020 2030 % gain 2020 2030 % gain 2020 2030 % gain
by 2030 by 2030 by 2030
M @ ®3) 4 @4-2/| © 6 (6-2/2| (O @& (8-2/2)

OECD 1146 968| 1426392 1764281 1468055 1870133 6.0 1487 863 1923 060 9.0 1507081 1975986 12.0
Australia 787677\ 1103725 1499260| 1132147 1578592 5.3 1145798 1618259 7.9 1159114 1657925 10.6
Austria 296571 366028 428998 376020 453117 5.6 380812 465176 8.4 385482 477236 112
Belgium 363807| 464547 590432 478477 626 957 6.2 485126 645220 9.3 491583 663483 124
Canada 1205278| 1475420 1813020/ 1500800 1876699 35 1513162 1908 538 5.3 1525321 1940378 7.0
Czech Republic 249088| 309079 398130 321287 431020 8.3 327025 447465 124 332555 463910 16.5
Denmark 178 731| 201428 2383668 205109 247 565 3.7 206899 252013 5.6 208 657 256 462 7.5
Estonia 22 248 32199 41 876 33027 44 051 5.2 33426 45139 7.8 33817 46226 104
Finland 168 784| 215543 270070 217852 275903 2.2 218988 278819 3.2 220112 281735 4.3
France 1924 322| 2390455 2920002| 2445586 3057422 47 2472214 3126132 71 2498271 3194842 9.4
Germany 2709921| 3307827 3654202| 3397560 3858410 5.6 3440588 3960514 8.4 3482517 4062619 11.2
Greece 272668| 304931 377598 318620 413269 94 324986 431105 142 331088 448941 189
Hungary 170098| 218119 284050 224622 301391 6.1 227733 310062 9.2 230760 318732 122
Iceland 10 337 12 002 14978 12128 15298 2.1 12190 15459 32 12 252 15619 43
Ireland 161219| 195733 251754 201898 268185 6.5 204 831 276 400 9.8 207677 284615  13.1
Israel* 203651 273544 361112| 279117 376 063 41 281817 383539 6.2 284465 391014 8.3
Italy 1634919| 1752386 2062120 1845278 2294082 11.2 1887925 2410063  16.9 1928532 2526043 225
Japan 3962 739| 4334823 4850222| 4530121 5312484 9.5 4621099 5543614 143 4708365 5774745 191
Korea 1356 587| 1888264 2359168| 1975076 2589371 9.8 2015336 2704473 146 2053864 2819574 195
Luxembourg 34 817 40 861 45 625 42 251 48 849 71 42 909 50461 10.6 43 547 52073 141
Netherlands 614886| 745198 900762 762827 944508 49 771325 966 381 7.3 779631 988 253 9.7
New Zealand 110672| 134014 173101 137041 181098 46 138503 185096 6.9 139933 189095 9.2
Poland 659719| 869235 1065297 900243 1144181 74 914924 1183622 11.1 929130 1223064 14.8
Portugal 229636| 259102 324850 265274 340670 49 268252 348 580 7.3 271165 356 490 9.7
Slovak Republic 108617 147171  187537| 152312 201158 7.3 154748 207968  10.9 157107 214779 145
Slovenia 51 801 61496 75717 63 054 79 647 5.2 63 803 81612 7.8 64 534 83577 104
Spain 1242300( 1450797 1769654 1498142 1889635 6.8 1520646 1949626 10.2 1542466 2009617 13.6
Sweden 318671| 419650 515569| 424468 527489 2.3 426836 533449 35 429176 539409 4.6
Switzerland 300186| 383625 487121| 393912 513984 515 398 847 527415 8.3 403657 540847 11.0
United Kingdom 2027 321| 2456837 3043261 2519320 3199790 5.1 2549347 3278055 7.7 2578642 3356319 103
United States 13 031 760(16 977 717 21 924 279(17 388 073 23 013 113 5.0 |17 585799 23 557 531 74 (17779013 24 101 948 9.9

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.

)
)
9
)

)

The labour force projections are based on population projections for persons aged 15+ years, rather than persons aged 15-64, to be
consistent with the growth model outlined in OECD Economic Outlook, No. 91.

No change: the gap between male and female labour force participation rate remains at the levels observed in 2010 (this scenario is
identical to the baseline growth scenario presented in the OECD Economic Outlook, No. 91 long-term database).

Gender gaps reduce by 50%: the gap between male and female labour force participation levels observed in 2010 is reduced by 50%
by 2030, based on a steady growth rate in female labour force participation.

Gender gaps reduce by 75%: the gap between male and female labour force participation levels observed in 2010 is reduced by 75%
by 2030, based on a steady growth rate in female labour force participation.

Convergence in participation rates: the gap between male and female labour force participation levels observed in 2010 disappears
by 2030, based on a steady growth rate in female labour force participation. Thus, in this scenario it is assumed that the female labour
force participation rate will reach the levels observed for men by 2030 and the gender gap not longer exists.

Source: OECD Secretariat’s estimates based on the OECD Economic Outlook, No. 91 long-term database (Version 6, June 2012), OECD
Population and Demography Database and OECD Employment Database.
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PART II

Gender equality in education

In many developing countries girls are still less likely than boys to enter secondary
education, while in many OECD countries educational attainment of women is now at
least on par with that of men. Yet girls are still far less likely than boys to choose
scientific and technological fields of study. This section looks at gender gaps in school
enrolment rates, educational attainment and policies to address these gaps, including
the role of aid in improving gender equality in education in developing countries. It
examines gender differences in performance and attitudes in reading and maths, and
the reasons why despite good performance women find it harder in many developing
countries to find a job on leaving school. It considers how women still prefer to study
humanities to sciences and asks what can be done to combat persistent stereotyping.
Finally, it looks at the gender gap in financial literacy, and how to ensure women are
as well-equipped as men to carry out long-term financial planning.
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Chapter 4

Keeping girls and boys in school

Key findings
e Enrolment in primary education is near-universal in many countries and most countries

worldwide have closed the gender gap. Exceptions are chiefly countries in South Asia
and Sub-Saharan Africa.

e Enrolment in secondary education varies considerably across countries. In Eastern,
Middle Central and Western Africa and in Southern Asia, teenage girls are less likely
than boys to stay in school. By contrast, especially in high-income countries, boys are
more likely to drop out of secondary education than girls.

e Attainment rates in upper secondary education among OECD countries reveal that
young women in Iceland, Korea and Spain made the greatest gains in comparison with
their male peers. Young Portuguese women enjoy the largest comparative advantage.
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11.4. KEEPING GIRLS AND BOYS IN SCHOOL

Who is in school?
Enrolment rates

With many countries mandating schooling from around the age of six onwards, primary
school enrolment is near-universal in most regions of the world. In Western Africa, however,
the primary enrolment rate is barely 70% and in Southern, Eastern, and Middle Africa it is
only slightly above 80%. Moreover, regional averages mask inequality within regions. In
Eastern and Middle Africa, for example, Eritrea and Djibouti have primary enrolment rates of
34% and 44%, respectively, compared with 98% in Burundi and Madagascar.

Out of the 154 countries for which net adjusted primary school enrolment data were
available in 2010, some 112 countries have reached “gender parity” — as many girls as boys in
primary schools.” Yet Figure 4.1 shows that, despite marked progress in Western, Eastern
and Middle Africa and Southern Asia, gender gaps in primary school participation persist.

Figure 4.1. Gender gaps in primary education still persist
in some geographic regions
Average net adjusted primary enrolment rates® and gender parity index? (GPI) by world region, 2000 and 2010
I 2010 <2000
Enrolment rates Gender parity index
OECD 727 7777
Central America
Middle East and North Africa
Eastern Europe and Central Asia

South America
Caribbean
East Asia and the Pacific
Southern Asia
Southern Africa
Eastern and Middle Africa

‘ ‘ : : Western Africa : : : ‘ ‘

100 80 60 40 20 0 0 02 04 06 08 10 1.2
% GPI

a) Adjusted primary net enrolment rate (ANER): total number of pupils in the official primary school age group who
are enrolled at primary or secondary education levels, expressed as a percentage of the corresponding population.

b) Gender parity index (GPI): ratio of female to male values of a given indicator.

¢) Country groupings are defined in the Annex IL.Al. Regions are in order of decreasing 2010 enrolment rates.

Source: UNESCO Education Database 2012, UNESCO Institute for Statistics, http://stats.uis.unesco.org/unesco/Report

Folders/ReportFolders.aspx.

StatLink %i=r http://dx.doi.org/10.1787/888932675386

* According to the definition used by the UN Department of Economic and Social Affairs, countries are
considered in gender parity when the gender parity index (GPI) is between 0.97 and 1.03.
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11.4. KEEPING GIRLS AND BOYS IN SCHOOL

The ten countries with the highest gender inequality in primary education are all found in
these regions, with Benin, the Central African Republic, Niger, Pakistan and Yemen topping
the list.

Both boys’ and girls’ enrolment rates in secondary school are lower than in primary
education and vary significantly between the more and less economically developed regions.
Compulsory schooling to the age of 15-16 means that almost all children of that age
attend secondary education establishments in OECD countries. In Western, Eastern and
Middle Africa, however, only four out of ten children are enrolled in secondary education.

Despite the gains made over the past decade in reducing gender disparities in
secondary enrolment, girls are still less likely than boys to enrol in Western, Eastern and
Middle Africa and Southern Asia (Figure 4.2). Girls are disadvantaged in regions with low
overall enrolment rates, while in regions with higher rates — such as South America,
Central America and Southern Africa - it is the other way round. As girls’ educational
expectations rise at a faster pace than boys”, so does their academic performance. Once
they have gained access to higher education, women outstrip men in grades, evaluations
and degree completions (UNESCO, 2012a).

Figure 4.2. In secondary education girls are disadvantaged in regions
with low overall enrolment rates
Average gross secondary enrolment ratios® and gender parity index? (2010 and 2000) by world region®

B 2010 < 2000
Enrolment rates Gender parity index

2277 777 Z| 0ECD 7 777 A J
Caribbean

Eastern Europe and Central Asia
South America
Middle East and North Africa

East Asia and the Pacific
Central America
Southern Africa?
Southern Asia
Western Africa

Eastern and Middle Africa

120 100 80 60 40 20 0 0 02 04 06 08 10 12
% GPI

a) Gross enrolment ratio (GER): total enrolment in a specific level of education, regardless of age, expressed as a
percentage of the eligible official school-age population in the same level of education in a given school year.
GER can exceed 100% due to the inclusion of over-aged and under-aged pupils/students because of early or late
entrants and grade repetition.

b) Gender parity index (GPI): ratio of female to male values of a given indicator.

¢) Country groupings are defined in the Annex IL.Al. Regions are in descending order of 2010 enrolment ratios.

d) The very high GPI value in Southern Africa is due to Lesotho (1.38) and Namibia (1.18), where the gross enrolment
rate in secondary education in 2010 was low for both boys and girls. In Lesotho, the male and female secondary
net enrolment rates were 39% and 54%, respectively.

Source: UNESCO Education Database 2012, UNESCO Institute for Statistics, http://stats.uis.unesco.org/unesco/

ReportFolders/ReportFolders.aspx.

StatLink Sazm http://dx.doi.org/10.1787/888932675405
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11.4. KEEPING GIRLS AND BOYS IN SCHOOL

Educational attainment and learning

Many developing countries have been successful in raising enrolment rates, but it is not
clear to what extent learning has improved as a consequence. Evidence suggests that
programmes which increased school participation, such as “deworming” (Miguel and
Kremer, 2004) or the provision of school meals (Vermeersh and Kremer, 2005) and textbooks
(Glewwe et al., 2009) do not improve test scores. In fact, if greater participation is not
accompanied by improvement in the quality of education and greater attention to children
with weaker academic backgrounds, overcrowded schools or negative peer effects might
actually lower test scores. Evidence from the Southern and Eastern African Consortium for
Monitoring Education Quality (SACMEQ) for 15 Southern and Eastern African countries
indicates that although many countries narrowed the gender gap in enrolment between 2000
and 2007, it remained stable in learning. Improvement was observed only in urban areas and
among higher social economic status groups (Saito, 2011).

Sy (2011) found that in French-speaking African countries the quality factors that
affect girls’ achievement include female teachers, school location, class size, and teacher
absenteeism. Language, ethnicity and family socio-economic background tend to
compound gender inequality in learning, while speaking the language of instruction at
home has a positive effect on student performance (Ouane and Glanz, 2010).

As for attainment rates in upper secondary education by gender, it appears that across
OECD countries young women generally do at least as well as young men, except in Turkey.
Three groups of countries emerge from comparison of the upper secondary educational
attainments of younger (25-34 years old) and older (45-54 years old) men and women (see
Figure 4.3):

e “Long-term male advantage countries”: both younger and older women are less likely
than men of the same age to have completed at least upper secondary education.

e “Recent female advantage countries”: in contrast to older women, younger women are
more likely than younger men to have completed at least upper secondary education.

e “Long-term female advantage countries”: both younger and older women are more likely
than their male counterparts to have completed at least upper secondary education.

Among the countries where lower proportions of women aged 45-54 than men of the
same age have at least upper secondary education (the first two groups in Figure 4.3),
progress in closing the gender gap was particularly pronounced in Australia, Iceland,
Korea, Mexico and Spain (see Box 1.1 on Korea). In 2009, the proportion of women with at
least upper secondary education was considerably higher than among men in Brazil,
Greece, Iceland, Italy, Portugal and Spain.

Addressing gender gaps in education

Existing gender gaps in educational outcomes are related to a mixture of economic
and socio-cultural factors, such as the costs and benefits of education, social norms and
gender roles, discriminatory institutions, and personal safety. These factors are
interrelated, which often makes it difficult to distinguish causes and effects and/or provide
immediate, targeted policy responses.

The costs of schooling are both direct — school fees, books, uniforms, and transportation —
and indirect - the opportunity cost of having children in education rather than engaged in
economic activity. While the direct costs are the same for boys and girls, the indirect costs vary
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Figure 4.3. In most OECD countries, young women are more likely to have completed
upper secondary education than young men
Gender parity index® (GPI) for the percentage of population that has attained at least upper secondary education by age, 2009
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with the prevailing gender roles. The opportunity costs of schooling include the foregone
earnings of child work in the labour market or in the family business (e.g., see the
Understanding Children’s Work [UCW] programme [www.ucw-project.org] on child labour and
household chores). In addition to foregone earnings, the opportunity costs of schooling for girls
include caring for younger siblings and unpaid domestic activities, which can take their toll on
education. For example, it is frequently the duty of women and girls to fetch water — a chore
which, depending on distances in rural areas and waiting times, may take up to four to five
hours per day. Easier access to water, would therefore have a substantial beneficial effect on
girls’ enrolment in school.

In the past few decades, many countries have done away with tuition fees for primary
education. But other education costs may still be barriers to participation. Kenyan parents,
for example, have historically had to purchase school uniforms that cost about USD 6,
accounting for a substantial proportion of the per capita income of USD 34 (Glewwe and
Kremer, 2006). Interventions designed to reduce tuition fees and school uniform costs may
encourage the enrolment of children from poor families. Other interventions in this
direction are school meal programmes, flexible schooling models for working children,
school-based malnutrition and health interventions, financial subsidies, scholarships and
conditional cash transfers (Box 4.1).
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Box 4.1. Conditional and unconditional cash transfers

In addition to general education policy, conditional cash transfers (CCTs) have also been
introduced to build human capital through higher school participation rates. The success
of cash transfers in Latin America in increasing educational participation is often
attributed to their conditionality, whereby cash is received by households only if certain
behavioural requirements are met (Behrman et al., 2011).

CCTs incentivise the demand side (students and parents) to overcome lack of motivation
and encourage participation in schooling. At the same time, they are backed up with a
provision of services to the target population. However, when low-school attendance is not
principally related to parents’ and students’ low motivation, but is grounded in supply-side
constraints (the lack of basic services in many developing countries), conditionality may
not be an effective tool in boosting school attendance.

There are also differences across countries in the extent to which conditionality is applied.
The Brazilian “Bolsa Familia” (Family Purse) programme provides benefits to low-income
households — whose monthly per capita income is lower than half of the national minimum
salary — and children of school age (6 to 15 years old). In the case of Bolsa Familia payments are
conditional only on education and health services being delivered to children in the family.
By 2010, the programme, launched in 2003, had reached 13 million beneficiary families (over
17 million children and adolescents of school age). The transfer amounts to a maximum of
USD 112 per month to families on condition that their children attend school (on at least
85% of school days) and that family members use healthcare services. The application of
eligibility criteria in Brazil is “soft”: in the event of non-compliance the grant is not withdrawn.
Instead, social services visit families to assess situations (Hanlon et al., 2010).

Before the introduction of Bolsa Familia, the net secondary enrolment rate in 2000 was
71% for girls and 66% for boys, compared with 86% and 78% in 2008 (UNESCO, 2011a).
Soares et al. (2010) assert that Bolsa Familia increased the likelihood that a 15-year-old girl
will remain in school by 19 percentage points. The largest gains occurred in the historically
disadvantaged Northeast Region of Brazil, where enrolments have risen by 11.7 percentage
points. Programme evaluations show that effects at primary school age are limited and
mainly impact on the participation of older children.

Some CCTs are explicitly gender sensitive. The Mexican scheme “Oportunidades”, for
example, pays higher cash transfers for girls than boys, while the differential in support
rates increases with grade levels in order to stem girls’ relatively high drop-out rates after
primary school in rural areas. Within two years of its implementation Oportunidades had
contributed to a 9.3 percentage point increase in enrolment rates for girls in secondary
school (from a base of 67%).

Another example is the Conditional Education Transfer (CET) programme for poor families
implemented in Turkey since 2003. As for the majority of CCTs, the CET targets mothers and
transfers cash into their bank accounts (www.unicef.org/turkey/sy11/ge45.html). The CET also
channels higher amounts of assistance to girls than to boys in both primary and secondary
school, with payments also varying according to age and the number of children in a
household). The CET did not significantly affect primary school enrolment but had a
noticeable effect on secondary school enrolment and attendance, subject to regional
variations (Adato and Hoddinott, 2007; ADB, 2008).
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Box 4.1. Conditional and unconditional cash transfers (cont.)

The South African Child Support Grant (CSG) is a means-tested benefit grant. Over the
years, there has been a gradual age extension: as of 2012, children up to the age of 18
became eligible for the grant and about 60% of all children now receive it. The current
amount is ZAR 240 (about USD 34) per month and in 2010, 9.4 million children benefitted
from the CSG. Until recently it was an unconditional cash transfer. Since 2011, however,
receipt of the CSG is conditional on furnishing proof of regular school attendance twice a
year (Lund, 2011). The CSG can provide additional cash for children’s uniforms or meals,
which helps increase children’s school participation. However, its impacts have been most
visible on female labour force participation and children’s nutrition.

The effectiveness of the recently introduced conditionality in South Africa is debatable.
Both girls’ and boys’ enrolment rates at primary and secondary school level are relatively
high, while remaining problems with school attendance are largely related to gaps in
education services in rural areas rather than the motivation of students or their parents. In
this context, conditionality imposes an additional bureaucratic layer, and since the
corresponding databases and infrastructure for monitoring and enforcing the
conditionality are not in place, school attendance requirements remain “soft”. It is not
clear that introducing conditionality in these circumstances will be effective. Nevertheless,
it serves as a policy signal that confirms the importance of education and may provide
some reassurance to donors and tax payers.

Policies aimed at reducing the direct and indirect costs of education tend to benefit
girls more than boys. This is because in poor families more girls than boys are on the
margins of schooling and reduced education costs may tilt the balance towards school.
Accordingly, countries which have introduced free primary education have seen the gender
gap in enrolment narrow.

Most countries worldwide have school meal policies, although it is where the need is
the greatest - in African countries and India - that coverage is lowest (WFP, 2009). Although
school meal programmes do not specifically target girls, they nevertheless encourage more
poor households to send their daughters to school. In India, for example, the introduction
of school meals contributed to an increase in the number of years that girls, though not
boys, attended primary school (Dreze and Kingdon, 2001), while in Ethiopia girls switched
from agricultural to housework to reconcile their school participation with unpaid work
commitments (Haile et al., 2011).

A randomised school-based deworming programme has also been found to be cost-
effective. As the programme reduces the incidence of the sickness and prompts parents to
send their children to school, it is associated with significantly higher school participation
rates, especially among girls and younger children (Edward and Kremer, 2000).

The benefits of education might also be different for boys and girls. Returns from
education involve individual economic gains (better job, higher salary) and improved social
outcomes (better health, higher social cohesion). Parents with limited financial resources
might prefer to invest in boys’ education rather than girls’ to ensure they have the skills
needed to get a decent job and marry. Although a growing body of literature suggests that
mothers’ education has strong social returns - lower child and maternal mortality, children
more likely to attend school, and reduced gender inequality among siblings — parents
usually do not consider the effect that their daughters’ education might have on future
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generations. In poorer contexts, parents are more likely to think about the immediate
benefits of marriage, such as greater family wealth or daughters-in-law who will care for
them in old age. In determining how much to invest in their children’s education, parents
do not weigh up the wider social benefits which underlie the rationale for public
investment in education.

Dropping out and staying on

Irregular attendance, poor school performance, and drop-out rates among adolescents
- particularly boys - are a growing concern in many OECD countries. In OECD countries, an
average of 73% of girls complete their upper secondary education on time compared to only
63% for boys, with the gender gap in this regard exceeding 15% in Israel and Norway (OECD,
2011a). Gender differences in completion rates are largely related to school performance and
differences in socio-economic background: boys drop out because they do worse than girls
throughout schooling, with those from low-income households especially affected (Falch
et al., 2010). In OECD countries, boys and girls from lower socio-economic backgrounds or
vulnerable social groups are twice as likely to be low performers and at a higher risk of
dropping out (OECD, 2012a). In some countries in the MENA region, school drop-out among
boys is due to the fact that they enjoy greater labour market opportunities than girls. In Abu
Dhabi, for instance, boys lack the motivation to pursue education as they are practically
assured of a career in the military, police, or family business (OECD, 2012b). Policies to
prevent dropping out and support returns to education include a wide range of measures
such as high-quality early education, tailored individual support to students when
needed, and education and training opportunities that are attractive to boys (Council of the
European Union, 2011; OECD, 2011a).

Policy makers need to continue to address the issue of unequal access to primary and
secondary education and, where necessary, design tailored regional and local policies to
address the needs of all students, including those who live in remote rural areas.
Additional investment in schooling may well be most efficient if made in conjunction with
investment in a range of other services that address health and care issues. Policies aimed
at improving the quality of schooling, tackling poor school infrastructure, teacher
shortages, and teacher absenteeism play an important role in increasing returns to
education and boosting enrolment. Quality and equity in school is not a problem confined
to developing countries: in OECD countries, almost one in five students fails to reach basic
skill levels, while students from disadvantaged socio-economic backgrounds are twice as
likely to be low performers (OECD, 2012a). Countries have to ensure that education,
particularly vocational education, is relevant to labour market needs and that students do
not have incentives to drop out of education too soon.

Increasing awareness among families and children of the benefits of education can be
a successful, cost-effective policy for increasing school attendance and curbing drop-out
rates with little cost to the public purse. A randomised evaluation of Madagascar found
that providing information on returns to education for adolescents who finish primary
school increased attendance by 3.5 percentage points (Nguyen, 2008). Similarly, Handa
(2002) showed that adult literacy campaigns are nearly ten times more cost-effective than
cash transfers in increasing primary school enrolment rates.

Getting girls into school and improving their educational outcomes requires policies to
tackle such root causes of gender inequality in education as social norms, discriminatory
institutions (see Chapter 2), violence against women (UNESCO, 2011a). A “girl-friendly”
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school environment can help get girls into school and lower barriers to their progress
through the educational system (ibid.). Evidence from Africa, Asia, and the Middle East
suggests that sexual harassment and other forms of gender-based violence may affect
girls’ school enrolment or lead to increased school drop-out rates (Morrison et al., 2007).
Safe travel to and from school, female restroom facilities, and a balance between male and
female teachers are all perceived as important in facilitating girls’ enrolment.

To raise awareness of violence against women, NGOs around the world have used
instruments like mass-media campaigns and community-based education. The most
important lesson learned from experience is that programmes need to focus on changing the
attitudes and behaviours of young men. A number of programmes that promote nonviolence
among men and boys in developing countries - such as “Program H” in Brazil, “ReproSalud”
in Peru, and “Men as Partners” in South Africa — have shown promising results (Guedes, 2004;
Pulerwitz et al., 2004). Violence against women and sexuality-related gender norms put both
girls and boys at increased risk of HIV infection. Appropriate measures in schools and
communities to raise awareness of the risk of HIV infection are crucial.

Another practice that has also proven to have a positive impact on girls’ attendance is
hiring more female teachers. The evaluation of a randomised programme in India, for
instance, has found that hiring additional female teachers increased girls’ attendance
by 50% (Glewwe and Kremer, 2006).

Key policy messages

Gender gaps in educational participation are related to a mixture of economic and
socio-cultural factors. Narrowing them requires a comprehensive, multifaceted policy
approach which, in developing countries, could include:

® Reducing the direct and indirect costs of schooling by reducing or abolishing school fees
and providing free stationery, uniforms, and meals.

@ Local infrastructure and institutional capacity need to be taken into account when
deciding on CCT conditions as the quality and availability of education and ancillary
services can be uneven across urban areas and remote rural ones.

® Reducing drop-out rates and encouraging returns to education through gender-sensitive
awareness campaigns on the benefits of education, improving the quality of schools,
hiring more female teachers, and making curricula more relevant to the labour market.
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PART II

Chapter 5

Aid in support of gender equality
in education

Key findings
@ Aid from DAC members in support of gender equality amounted to around

USD 25 billion in 2010 — 0.32% of DAC member countries’ GNI. The figure is 31% of total
bilateral sector-allocable aid.

® The education sector has the highest gender equality focus, reflecting donors’ gender
equality objectives and key international commitments like the Millennium
Development Goals.

® The gender equality focus of aid to education is uneven across regions and is
significantly lower in some regions with relatively high gender disparity in enrolment
rates, notably in Sub-Saharan Africa.
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'].-:)tal aid flows from OECD Development Assistance Committee (DAC) donor countries
reached a historic high of USD 129 billion in 2010, a 6.3% increase over 2009. The figure
represented 0.32% of the combined gross national income (GNI) of DAC member countries.
Of total DAC donor aid flow in 2009-10, USD 25.3 billion were reported as targeting gender
equality and women’s empowerment - 31% of bilateral sector-allocable aid screened
against the DAC gender equality policy marker (Box 5.1).

Box 5.1. The gender marker

As part of annual reporting on their aid activities to the DAC Creditor Reporting System
(CRS), DAC members are asked to indicate for each aid activity whether it targets gender
equality as one of its policy objectives. To qualify as “gender equality focused”, an activity
must explicitly promote gender equality and women’s empowerment. An activity can
either target gender equality as its “principal” objective or as a “significant” objective.
A “principal” score (2) is assigned if gender equality is an explicit objective of the activity
and fundamental to its design - in other words, the activity would not be undertaken
without that objective. A “significant” score (1) is attributed if gender equality is an
important, but secondary, objective —i.e. not the principal reason for undertaking the
activity. A “not targeted” score (0) is given if, after being screened against the gender
equality policy marker, an activity is not found to target gender equality at all. Activities
assigned a principal objective score should not necessarily be considered better than
activities given a significant objective score, as donors that mainstream gender equality
- and thus integrate it into their projects across a range of sectors — are more likely to score
it as a “significant” objective.

All 24 DAC members now provide gender equality marker data to the DAC CRS, and 76% of
all bilateral sector-allocable aid was screened against the marker in 2009-10. The remaining
aid flows which were not screened against the marker were mainly attributable to the
United States’ reporting. The other 23 DAC members combined a total of 92% of their aid.

Almost all activities targeted gender equality as a significant — not principal - objective.
USD 3.3 billion, or 5%, of total bilateral sector-allocable aid targeted gender equality as its
principal objective. Canada stands out as the exception in this regard, with 42.4% of its aid
targeting gender equality as a principal objective. One possible reason could be that
Canada’s development co-operation strategy includes measures to design programmes
specifically aimed at reducing gender equality gaps.

A significant rise in Canada’s spending on aid to gender equality has been supported by
an emphasis on results-based management that incorporates descriptions of gender
equality outputs into results frameworks. This approach helps planners to introduce these
objectives into policy dialogue and to include them in the design phase of programmes.
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Box 5.1. The gender marker (cont.)

A high share of OECD DAC aid targets gender equality
as a significant objective

Gender equality focus of donors’ aid programmes, percentage of 2009-10 annual
average DAC members’ aid commitments, 2010 prices
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Source: OECD Creditor Reporting System (CRS), Aid Activity Database, www.oecd.org/dac/stats/idsonline.
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The donor with the greatest overall proportion of gender equality focused aid is Sweden.
Its prioritisation of gender equality is a whole-of-government effort, signalled through a
tenfold increase in spending on gender equality across government between 2007 and 2010.
As one of three thematic priorities within development co-operation, Sweden’s main
approach to gender equality has been to systematically mainstream it into all programmes.
Policy directives require that context-specific analyses, including clear gender equality
perspectives, guide the design of all programmes and operational measures.

International commitments drive DAC donor aid allocation for gender equality

Data on the distribution of aid that targets gender equality suggest that DAC donor
allocation decisions are influenced by international commitments like the Millennium
Development Goals (MDGs). The target for MDG3 — promote gender equality and women’s
empowerment — seeks to eliminate gender disparity in primary and secondary education,
preferably by 2005 and, at all levels of education, by 2015. Gender equality marker data reveal
that, in 2009-10, the education sector received one of the highest shares of gender equality
focused aid -20%, or approximately USD 5.3 billion (Figure 5.1). This was equal to the
government and civil society sector’s allocation and just ahead of the health sector (19%).

Data show that education was the sector that targeted the highest share of its aid
- 60% — at gender equality in 2009-10 (Figure 5.2). Next came the health sector with 51%,
which reflects donor efforts to meet MDG5 (improve maternal health). Both sectors also
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Figure 5.1. The education sector receives the highest volume
of gender equality focused aid

Sectoral distribution of all aid targeting gender equality, 2009-10 annual average
DAC members’ aid commitments, 2010 prices
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Note: The United States did not screen all its aid activities against the gender equality marker (21% coverage in 2009),
so the share of aid that targets gender equality cannot be assessed.
Source: OECD Creditor Reporting System (CRS), Aid Activity Database, www.oecd.org/dac/stats/idsonline.
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Figure 5.2. The education sector has the highest proportion of gender equality
focused aid
Gender equality focused aid by sector, percentage of 2009-10 annual average
DAC members’ aid commitments, 2010 prices
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recorded relatively high shares of aid with gender equality as a principal objective:
education with 9% and health with 11% (see definitions in Box 5.1). In contrast, Figure 5.1
reveals that the economic and productive sectors (banking, business, agriculture,
transport) directed a significantly lower share of their aid (17%) at gender equality, despite
their well documented gender inequalities (see Chapters 11, 22, 26, 27 and 29).
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Setting international targets for gender equality in education has proven itself as an
effective way to focus donor efforts on reducing gender enrolment gaps. More targeted
international commitments could help increase donor efforts in other critical areas where the
gender equality focus of aid is relatively low, such as the economic and productive sectors.

Does DAC aid to education target gender equality in regions with the greatest
gender disparities?

Some regions are lagging behind in the effort to reach gender equality in education,

with gender gaps persisting even in primary education enrolment (Chapter 4). Figure 5.3

illustrates the percentage of aid to primary and secondary education that was gender

equality focused by region in 2009-10. The regions with wider gender gaps in primary

enrolment are not necessarily the ones with the strongest gender focus in aid to education.

Figure 5.3. The proportion of OECD DAGC donor aid targeting gender equality
in primary and secondary education varies across regions
Gender equality focused aid in primary and secondary education, percentage of 2009-10 annual average
DAC members’ aid commitments, 2010 prices

Primary education Secondary education

Africa, North of Sahara
Middle East
Oceania
South and Central Asia
North and Central America
South America
Africa, South of Sahara
Europe

Far East Asia

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

Note: Recipient regions are arranged top to bottom in descending order of the percentage of gender focused aid in
primary education. Country groupings are defined in the Annex IL.A2.
Source: OECD Creditor Reporting System (CRS), Aid Activity Database, www.oecd.org/dac/stats/idsonline.

StatLink Sa=m http://dx.doi.org/10.1787/888932675500

Donor aid to primary education was most heavily targeted on gender equality in
North Africa and the Middle East at 97% (Figure 5.3, left-hand panel). Meanwhile, only 68%
of the aid to primary education targeted gender equality in Sub-Saharan Africa where,
except for some countries in Southern Africa, primary school enrolment had some of the
highest levels of gender disparity (see Chapter 4). There is therefore scope for DAC
members to increase the gender equality focus of their aid to primary education in
Sub-Saharan Africa.

Data on aid to secondary education highlight an uneven spread in the shares of
donors’ aid focused on gender equality across regions. The focus is particularly low in the
Sub-Saharan Africa region at 73% (Figure 5.3, right-hand panel), a percentage that is
inadequate given that the region fares considerably worse than all others in terms of
gender parity in secondary education enrolment (see Chapter 4). The South Asia region is
also yet to reach gender parity in secondary education and enrolments, with the most
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significant gaps persisting in countries such as Afghanistan and India (Chapter 4). The
gender equality focus of aid to secondary education to the South and Central Asia region
was below average at 67%. Donors should increase efforts to ensure that their aid to
secondary education in these regions includes objectives to increase the gender parity of
enrolment as part of progress towards MDG2 (universal primary education) and MDG3
(promote gender equality and women’s empowerment).

Policies and programmes that address the main barriers to gender parity
in education

Regions face many daunting barriers to their efforts to increase girls’ enrolment in
primary and secondary schools (Chapter 4). A number of innovative examples from donors
illustrate the role that well designed aid policies and programmes can play in helping
developing countries to address challenges. AusAID, for example, has invested in facilities
to train young women teachers in Papua New Guinea, while DFID has been working with
state governments in Northern Nigeria to increase their capacity to deliver on increasing
girls’ school attendance (Boxes 5.2 and 5.3).

Box 5.2. Educated women support Papua New Guinea’s development

About half of Papua New Guinea’s (PNG) adult population cannot read or write. PNG,
determined to change this, came up with an education wish list. It set an objective of at
least 75% of children in primary school by 2015, with a focus on more girls not only in
schools, but also in technical and vocational education. Aid provided by AusAID helped to
eliminate school fees for the first few years of school, increasing primary school
enrolments (many of them girls) from 53% in 2007 to 75% in 2010. The 2015 target was thus
achieved five years ahead of schedule. An additional AUD 14 million in 2012 will further
support the PNG government’s own fee-free tuition programme, which will focus on lower
secondary students in addition to primary school education.

As the number of girls enrolled increases, and as more girls complete primary school and
go on to secondary school, the country needs more qualified teachers. Through AusAID
support, work will soon start on improving facilities for women’s colleges, such as building
education rooms, health clinics, and extra female dormitories. This work will allow the
colleges to accept more female students from across the country, enabling young women
to receive an education and contribute to PNG’s development. In doing so, it will also
support PNG’s own efforts to respond to a growing demand for education.

Box 5.3. The Girls Education Project in Nigeria

Over the past decade, Nigeria has made limited and uneven progress towards universal
basic education, with its northern states suffering from particularly low enrolment rates
and major gender disparities in primary school enrolment: 65% male to 35% female in 2010
(Nigeria Federal Ministry of Education, 2010). Unfortunately, the situation continues to
worsen with 10.5 million children out of school in 2012, 3.6 million more than reported
in 2000 and 42% of the primary school age population.
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Box 5.3. The Girls Education Project in Nigeria (cont.)

Girls Education Project (GEP), a partnership bringing together Nigeria’s Federal Ministry
of Education, DFID and UNICEF, was launched in 2005. Since 2008, GEP has been
implemented in four Northern Nigerian states. One of the project’s objectives has been to
build institutional capacity in state governments to address some of the biggest challenges
facing the education system, such as overcrowded classrooms, poorly trained teachers,
limited textbook availability, and outmoded teaching methods. Initial efforts helped a
number of state governments to develop gender sensitive strategic plans for education.
However, largely due to unaccountable government systems, these plans were rarely
budgeted or implemented.

One way GEP addressed this was through the establishment of school-based
management committees (SBMCs). State governments and donors co-financed grants
awarded to SBMCs on the condition that local school plans made provisions for the
improvement of the school environment; increased girls’ enrolment and participation in
the classroom; and improved the quality of educational inputs and services. Using the
grants as incentives saw the SBMCs find innovative and practical ways to meet the
conditions, e.g. by working with traditional and religious leaders, as well as conducting
house-to-house campaigns to raise awareness of the importance of basic education for all
children. Another positive intervention from the SBMCs was to help identify rural women
candidates for co-financed scholarships to train as qualified teachers in their local
communities. Ultimately, SBMCs proved a useful modality for channeling government
resources towards raising the quality of schools and promoting female inclusion.

GEP has recently entered a third phase, and over the next eight years will be expanded
into ten Northern Nigerian students. A measure of the programme’s success has been the
degree to which components of the project, such as the SBMC grants, have become
increasingly co-financed and owned by state governments. Some states have performed
better than others. For example, Bauchi State Government funded 86% of their female
teacher scholarships, and the Niger State Government 78%. GEP is thus attempting to
maximise the impact that aid resources can make on the achievement of MDG3 through
efforts to mainstream reform into government systems and to strengthen government
ability to deliver greater gender parity in education.

Key policy messages

® An increased gender equality focus is needed in aid to education in Sub-Saharan Africa
and South and Central Asia to back countries’ efforts to eliminate gender disparities and
achieve the MDG3 targets in primary and secondary education.

® Partner countries need more support from donors to develop context-specific,
innovative approaches to keeping girls in schools so that they complete a quality
education.

e Setting international targets for gender equality in education has been an effective way
to focus donor efforts on reducing gender gaps in school enrolment. More targeted
international commitments could help increase donor efforts in other critical areas
where the gender equality focus of aid is relatively low, such as the economic and
productive sectors.
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PART II

Chapter 6

Who is good at what in school?

Key findings
® At age 15, girls outperform boys in reading in every country and economy that
participates in PISA. The reading performance gender gap is equivalent, across OECD
countries, to one year’s worth of schooling. In mathematics, boys outperform girls in
most economies, though gaps are generally narrower than in reading. In science, gender
differences are slight and there is no consistent pattern across countries.

e Students’ attitudes play an important role in shaping the gender differences in
academic performances observed in mathematics and reading. Gender-stereotypical
attitudes towards these subjects arise early on.

® Gender gaps are much more pronounced among low- and high-achieving students. In
reading, there are many more boys lacking basic skills than girls, while in mathematics
it is boys who are more likely to be among the best performing students.
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Concern over gender differences in education throughout much of the 20th century
focused on the disadvantages and underachievement of girls. More recently, however, the
underachievement of boys in reading and that of girls in mathematics have become the
focus of policy attention (OECD, 2009a). Figure 6.1 illustrates the gender gaps in reading,
mathematics and science in all PISA 2009 participant countries and economies. Evidence
from other studies on African countries, such as the Southern and Eastern Africa
Consortium for Monitoring Education Quality (SACMEQ) and the Programme d’Analyse des
Systémes Educatifs des Pays de la CONFEMEN* (“CONFEMEN Programme on the Analysis of
Education Systems” — PASEC), also found that boys perform better in science-based

subjects and girls are more successful in reading.

Figure 6.1. Girls significantly outperform boys in reading, but boys perform better than girls

in mathematics
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Note: Countries are arranged from left to right in order of decreasing gender gap in PISA reading scores.

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
a) All PISA score point differences represented in the chart are statistically significant.
Source: OECD PISA Database 2009, http://pisa2009.acer.edu.au.

StatLink =P http://dx.doi.org/10.1787/888932675519
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In the PISA 2009 reading assessment, girls outperformed boys in every participant
OECD country by an average of 39 PISA score points — equivalent to roughly one year of
formal schooling (OECD, 2010a). The gap was much wider in some countries than in others.

* CONFEMEN is a French-language acronym for the Conférence des ministres de 1'Education des pays ayant
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le francais en partage (Conference of Ministers of Education of French-speaking Countries).
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Figure 6.2. Girls continue to outperform boys in reading
Difference in PISA score points (boys’ scores minus girls’ scores),® 2009 and 2000
O PISA 2009 @ PISA2000 This difference

in performance
is equivalent to:

PISA score point difference
0

-10

B | 1/2ayearless
20 g 9 of school
o) 1e 773

of school

111 ! III Jele? |

1and 1/2 year less

_60 | | | | | | | | | | | | | | | | | | | | | | | | | | | | |
S ¢ N QR oD AR NI Do N & O L e Ofschool
S @ NN &S AR IIRN > & & X & a2 X
> A RN SRS S Q, & & 8 & D &P
& <z°\%¢\’ S ¥ @%@@@ T S sq%\ g‘z Q&; S \\c,\ N @ q,«\ SRS
\ N R
& SN &
N} Q%‘-o\'b
&

Note: Countries are arranged from left to right in ordered of decreasing gender gap in PISA reading scores.
* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
a) The Israel gender gap in reading in 2000 was non-statistically significant.
b) Gender gap in reading in 2009 was statistically significantly different from the reading gender gap in 2000.
Source: OECD PISA Database 2009, http://pisa2009.acer.edu.au.
StatLink #=m http://dx.doi.org/10.1787/888932675538

With the exception of Denmark, Northern European countries have above-average gender
gaps (Guiso et al., 2008), while gender differences in East Asian countries tend to cluster
just below the average, with Korea showing a gap of 35 points.

Gender performance in reading and mathematics

In 23 of the 34 OECD countries that participated in PISA 2009, boys performed better in
mathematics than girls. Although gender differences varied widely across the countries,
the average gender gap in mathematics tended to be much narrower than in reading. The
widest disparities were observed in Belgium, Chile, the United Kingdom, and the United
States, with an advantage of 20 score points or more for boys.

Gender differences in science performance tend to be small, both in absolute terms
and relative to the wide gap in reading and the narrower one in mathematics. In 2006,
when science was the main focus of the PISA assessment, gender differences were
observed in two of the science processes assessed: identifying scientific issues and
explaining scientific phenomena. Across OECD countries, girls scored higher when it came
to identifying scientific issues, while boys outscored girls in explaining phenomena
scientifically (OECD, 2007). The PISA 2000 and 2009 surveys both focused on reading,
student attitudes, and engagement in reading activities. This provided the opportunity to
analyse trends over that period for 38 countries, 26 of which were OECD members. The
gender gap in reading performance did not narrow in any country between 2000 and 2009
and actually widened in seven.
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Average differences in performance between boys and girls mask much greater gender
differences between the lowest and the highest performing students. In reading, the
gender gap is much larger among the lowest performing students: many boys lack basic
reading skills, while only a few girls are not able to read texts and comprehend what they
read (Figure 6.3).

Figure 6.3. The gender gap in reading is widest among
the lowest performing students
Difference in PISA score points (boys’ scores minus girls’ scores) by performance level, 2009
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Source: OECD PISA Database 2009, http://pisa2009.acer.edu.au.
StatLink Sa=m http://dx.doi.org/10.1787/888932675557

In mathematics the gender gap is negligible among the lowest performing students,
but increases to almost 20 score points — the equivalent of around half-a-year of formal
schooling — among the best students. Thus, while the number of 15-year-old girls and boys
struggling with mathematics is similar, boys outnumber girls among students with the
highest proficiency levels in mathematics. Although gaps in science are generally smaller,
girls outperform boys among the lowest performing students, while there are more boys
than girls among 15-year-olds with the highest levels of proficiency.

Gender attitudes to reading and mathematics

Gender gaps in performance relate closely to gender differences in student attitudes
and behaviours towards reading (OECD, 2004, 2007, 2010b). Girls are more likely to enjoy
reading and to read for the sake of it (Figure 6.4). Differences in gender-based attitudes to
reading and in reading habits widened between 2000 and 2009 - mostly because of a
sharper decline in reading for enjoyment among boys than among girls (OECD, 2010c). Boys
and girls not only differ in their propensity to read, but also in the types of reading material
they favour: girls are significantly more likely than boys to read long, complex works of
fiction and non-fiction, while boys are more likely than girls to read comic books (OECD,
2010b). Boys not only are less likely to read for enjoyment or to value reading as an activity,
they are also less confident readers and see themselves as having lower skills than girls
(Baker and Wigfield, 1999).
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Figure 6.4. Girls are more likely than boys to enjoy reading
Percentage of boys and girls who read for enjoyment
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Note: Countries are arranged from left to right in ascending order of the percentage of girls who read for enjoyment.
* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
a) The difference between girls and boys in Korea is not statistically significant.
Source: OECD PISA Database 2009, http://pisa2009.acer.edu.au.
StatLink Si=m http://dx.doi.org/10.1787/888932675576

Boys show greater interest and ability in digital reading than in print reading (OECD,
2011b). Even though girls still outperform boys, the gender gap is narrower than in print
reading. Among boys and girls with similar levels of proficiency in print reading, boys tend
to have stronger digital navigation skills and therefore score higher in digital reading. This
could be exploited to start a “virtuous cycle” where boys would read digital texts more
frequently, so improving their digital reading proficiency which could, in turn, lead them to
derive greater enjoyment from reading and to read printed matter more proficiently.
Parents, educators, and policy makers should also take note of girls’ weaker skills in digital
navigation. Without them, students will find it more difficult to make their way in the
digital age.

In mathematics, girls rate their own ability as lower than that of boys as early as the
first year of primary school, even when their actual performance does not differ from that
of boys (Fredericks and Eccles, 2002; Herbert and Stipek, 2005). Both boys and girls exhibit
gender-stereotypical attitudes towards mathematics (Cvenecek et al., 2011). Unlike
mathematics and reading, gender differences in science performance cannot be traced
back to differences in attitudes, motivation, or confidence (OECD, 2009a). Even in the
absence of performance differences in mathematics and science, 15 year-old girls and boys
are unlikely to expect to enter similar occupations: girls who anticipate working in fields
such as engineering and computing are few and far between (Sikora and Pokropek, 2011).

PISA reveals that teenagers whose parents were reading to them when they started
primary school tend to read better than their peers whose parents did not read to them (OECD,
2010d). It is especially important for fathers to read to their sons, as doing so helps change their
perceptions and attitudes to reading. Yet fathers in all countries are less likely than mothers to
read to their children or to harbour positive attitudes towards reading (Figure 6.5). Whether at
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Figure 6.5. Fathers are less likely than mothers to read to their children
or have positive attitudes towards reading
Proportion of mothers and fathers® who...
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Note: This chart is based on data collected through the Parental Questionnaire which was administered in
14 countries. (Poland is excluded from the chart, since Poland’s survey did not include the question on parental
engagement.) Countries are arranged from top to bottom in descending order of the proportion of mothers who
consider reading a favourite hobby.
a) The difference between the proportion of mothers and fathers who consider reading a favourite hobby (left panel)
is not statistically significant.
b) The difference between the proportion of mothers and fathers who read books to their child (right panel) is not
statistically significant.
Source: OECD PISA Database 2009, http://pisa2009.acer.edu.au.
StatLink Sazm http://dx.doi.org/10.1787/888932675595

home or school, providing boys with the kinds of books that appeal to them is an essential
strategy for motivating them to read (OECD, 2010b). Finding the right books for children and
parents to read together can significantly influence boys’ perception of reading. Similarly,
teachers can diversify their class reading lists and schools their libraries in order to appeal to
the reading tastes of boys as well as girls. Parents and teachers can instil the pleasure of
reading in boys by providing them with reading materials (such as comic books) they find
interesting. Once the reading habit has gradually been built, longer and more complex texts
such as novels and non-fiction books can be introduced. That said, simply engaging boys in
discussions about what they like reading can also arouse their interest.

Turkey improved its mathematics performance between 2003 and 2009: boys by 21 score
points and girls by 25. In reading, boys improved by 17 points and girls by 27. All this was
achieved at a time when the enrolment of girls in education increased markedly (OECD,
2010c). In fact, Turkey implemented several projects that addressed equity issues. The aim of
the campaign “Girls to Schools Now”, launched in 2003, was that 100% of 6-14 year-old girls
should attend primary school. Since 2003, the Ministry of National Education has supplied all
primary school textbooks free of charge. More recently —in 2008 - the country initiated its
Complementary Training Programme to provide all 10-14 year-olds who had never been to
school or had dropped out with a basic education.

The gender gap in reading increased by 20 score points in Korea, mainly because of a
marked improvement in girls’ performance that was not matched by a similar trend among
boys. The percentage of top performers increased among girls by more than nine
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percentage points, while among boys it rose by slightly less than five percentage points
(OECD, 2010c). Overall, the average reading performance improved only among girls, while
it remained at similar levels among boys. The improvement in girls’ performance was
recorded not only in reading, but also in other assessment areas covered by PISA and other
international or national studies.

Since 2000, Korea has gradually introduced a more female-friendly science and
mathematics curriculum. The effort has involved promoting female scientists or engineers
as role models for girls, using more gender-neutral language in textbooks, and introducing
learning materials considered more interesting to girls. At the same time, national
assessments such as the NAEA were redeveloped to better monitor the different ways in
which girls and boys acquire skills and to use formats that girls prefer, including, for
example, the constructed response-item format.

Changes in Korean society may also be a factor in the drive to make science teaching
more conducive to girls. Over the past few years, the family structure has changed as the
number of children per household has fallen rapidly and the number of single-child
families increased. While girls from larger families were once unlikely to get a good
education, sociologists note that Korean parents today tend to set great store by their
children’s education, regardless of gender. New opportunities and incentives for learning
may be additional reasons for the emphasis placed on teaching science to girls.

Key policy messages

e The teaching of STEM subjects (science, technology, engineering, mathematics) should
be made more interesting for girls — by phasing out gender stereotypes from textbooks,
promoting female role models, and using learning materials that appeal to girls.

® Boys’ interest and abilities in digital reading could be exploited to start a “virtuous
cycle”: boys would read digital texts more frequently, so improving their digital reading
proficiency which could, in turn, lead them to get more enjoyment from reading and
read printed matter more proficiently.

@ Parents and teachers can instil the pleasure of reading in boys by providing them with
reading materials (such as comic books) they find interesting. Once the reading habit
has gradually been built, longer and more complex texts such as novels and non-fiction
books can be introduced.
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Chapter 7

Secondary school graduates:
What next?

Key findings

e In many low-income countries young women are more likely than their male peers to be
neither employed nor in education or training (NEET).

e For young women the likelihood of being NEETs increases with age. In OECD countries
being a NEET is often related to the end of compulsory education, while in developing
countries it is associated with early marriage and child bearing.

@ In general, NEET rates fall with higher levels of education. However, in some countries,

especially in rural areas, informal employment and bad quality jobs may account for low
NEET rates.
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A.cross the world there has been marked progress in school participation and gender
equality in education (Chapter 4). However, the school-to-work transition continues to
pose numerous challenges. Young women are far more likely than young men to be neither
employed nor in education or training (NEET), particularly in low- and middle-income
countries. Failure to overcome other barriers which prevent women from making the
transition from school to work as easily as men (Chapters 2, 4 and 18) can have effects that
last a lifetime.

Beingbarred from the job market exacts a personal, social, and economic toll on young
people. But being young and female, particularly in developing countries, is a double
burden. While the recession further exacerbates youth unemployment, young women face
even greater difficulty than young men in finding work (ILO, 2010). And in countries where
women and girls are even more vulnerable to the effects of the global economic and food
crises, there is a high risk that progress in gender equality and women'’s empowerment will
be reversed (World Bank, 2009).

Employment eludes young women

In many OECD countries, NEET rates for boys and girls aged 15-24 are below 15% and
do not show significant gender differences (Figure 7.1). Nor is there any clear gender

Figure 7.1. In low and middle income countries, NEET rates for women can be relatively high
Proportion of young people (aged 15-24) not in employment, education, or training (NEETS)
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Note: Countries are arranged from left to right in descending order of young women who are NEETSs.
* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
Source: OECD estimates based on OECD (2011), Education at a Glance: OECD Indicators, OECD Publishing, Paris; Kenyan estimations based on
Demographic and Health Survey 2008 and Indian estimations based on Demographic and Health Survey 2005-06; both references available at
www.measuredhs.com.

StatLink i=m http://dx.doi.org/10.1787/888932675614
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pattern in youth unemployment rates (ILO, 2012a). However, in some OECD countries, such
as Mexico and Turkey, girls’ NEET rates are much higher than young men’s and comparable
with those of non-OECD countries like Brazil, Kenya, Jordan, Egypt, and India.

Figure 7.2 shows that gender differences in NEET rates can be substantial in non-OECD
countries. In India, for example the NEET rate among young men aged 15-24 is 15%, but at
57% India has an extremely high proportion of young women who are neither in education
nor employment. In African countries the NEET rate for young men is about 20%, but
35% for young women.

Figure 7.2. Married and less educated young women aged 20-24 are more likely
to be NEETs in Africa and India

Proportion of NEETs by age, educational levels, and marital status
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Source: OECD calculations based on the Gallup World Poll (2009-10) for African countries and Demographic and Health
Survey 2005-06 for India, www.measuredhs.com. (African analysis includes 27 countries.)
StatLink == http://dx.doi.org/10.1787/888932675633

Girls’ NEET rates are likely to worsen as they enter their 20s. In OECD countries, it is
because they may have just completed compulsory education, while in developing countries
itis frequently because they have married early and/or have caring duties. Indeed, Figure 7.3
shows that in India young women who are married are more likely to be NEET than
unmarried women of the same age. Figure 7.2 indicates a lower variation in the NEET rate by
marital status for Africa, although this masks wide regional variations. In North Africa, the
NEET rate was around 64% for married women and 40% for unmarried women.

Alack of qualifications also proves a significant barrier to female labour force
participation. Figure 7.2 shows that the higher the level of educational attainment among
women in Africa, the lower their NEET rates are. In India there does not seem to be such a
pattern at national level. In urban areas, where there are more job opportunities, female
NEET rates fall as education levels rise. In rural areas, however, where much of the
population have very low levels of educational attainment, young women often work out
of necessity and NEET rates tend to be lower. The Indian example illustrates how
important both education and decent job opportunities are in providing “empowerment
opportunities” to young women (Francavilla et al., 2012; and Chapter 20).
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Figure 7.3. After secondary school boys are more likely than girls to work
Proportion of students, workers and NEETs by age and gender in selected countries (age 15-29)
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School-to-work transition: Young women’s missed opportunity

Figure 7.3 shows the shares of young people up to the age of 30 who are students,
employed, or NEETSs in selected countries. It reveals young women'’s NEET rates are similar
of those of their male peers in France and the United States. In Egypt, India, Jordan and
Kenya, however, they are much more likely to be NEETs from a very early age.

Adolescence is a decisive time for young people everywhere. In developing countries it
is at that age that young men tend to drop out of school to enter the labour market. Young
women, instead, usually leave school and take up the burden of unpaid household work,
thus missing their chance to enter the labour market. In OECD countries, boys are likely to
leave school earlier than girls. For example, in France and in the United States young
women at age 24 are at least as likely to participate in formal education as young men of
the same age. However, as women near the time when they typically form families, they
are increasingly more likely to become NEETSs than their male counterparts.
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The role of policy

Fostering youth employment opportunities is vital for economic development across
the globe, and investment in schooling is key (Chapter 4). However, the quality of schooling
in developing countries often leaves much to be desired (Box 7.1). Too many children
graduate from school without acquiring the basic skills in literacy and numeracy which are
essential for labour market participation and progression. Youth literacy rates remain
extremely low, especially for girls, in countries such as Benin, the Central African Republic,
Chad, Guinea or Sierra Leone (UNESCO, 2009). MENA countries also still lag behind many
other regions in adult literacy rates (72% for the period 2005-08), especially as regards
women who account for about 65% of the region’s illiterate population. Nevertheless, there
has been considerable progress in recent years, as evidenced by literacy rates among young
people that far exceed those of adults (UNESCO, 2010).

Box 7.1. Improving schools for better education for children:
Tailored country reviews to promote reform

The OECD has increased its efforts to promote effective education reforms across OECD
member and partner countries (www.oecd.org/edu/improvingschools). As part of these efforts,
the OECD has developed education policy country reviews tailored to address the specific
challenges of a country’s education system.

In 2008, the OECD produced a review tailored to help Mexico improve the quality of its
education system. Challenges faced by the Mexican education system include a lack of
capacity; unclear assignment of responsibilities across a decentralised system; and how to
distribute resources across schools effectively along more institutionalised ways of
consensus-building. The key recommendations, presented in two reports, can be
summarised as follows:

@ Develop and consolidate teacher career paths: define effective teaching, and attract,
recruit, prepare, evaluate and develop a higher-quality teaching force.

e Improve school effectiveness: define effective school leadership, professionalise the
training and appointment of directors, build instructional leadership capacity in and
across schools, enhance school autonomy, ensure funding for all schools, and
strengthen social participation.

In Norway in 2010-11, the OECD undertook a review to find ways of strengthening lower
secondary education, where Norway faces a number of challenges. They include low
student engagement and motivation, insufficiently prepared teachers, and a governance
arrangement that does not necessarily fit with a decentralised education system. The key
recommendations from the review were:

e Align policy design and implementation across different levels of governance.

@ Raise the status of teaching and improve teacher performance: improve initial teacher
education, raise salaries to attract high quality candidates, ensure teachers’ continued
skills and professional development.

e Improve school capacity: develop a national strategy to strengthen schools’ capacities,
enhance instructional leadership, and support the transition from primary to lower
secondary school by creating a culture of student self-assessment and feedback for
improvement.
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Box 7.1. Improving schools for better education for children:
Tailored country reviews to promote reform (cont.)

Further work with Norwegian policy makers and stakeholders (OECD Seminar for
Leaders in Education Improvement) resulted in the design of an action plan specifically to
improve lower secondary education in Norway.

In Iceland, upper secondary educational attainment amongst young people has fallen as
a result of the high dropout rate. Dropout rates seem to be related to the education system
failing to address students’ needs, whereas there ought to be more career and professional
development opportunities. Recommendations include:

e Support transition into upper secondary education: ensure that curricula across
education levels do not overlap, strengthen the guidance and counselling of students in
lower secondary education, and improve the capacity of schools to adapt to students’
specific learning needs.

e Strengthen the link between vocational education and the labour market: encourage
social partners (employers and unions) to send the message to students that education
is important, raise the status of vocational training programmes, and incentivise
schools to recapture drop-out students.

® Support teaching quality: increase the attractiveness of the teaching profession by, for
example, providing career and professional development opportunities.

® Promote a governance system that focuses on support and capacity building for schools:
foster collaboration between stakeholders such as teachers’ unions and ministries.

Some training schemes offer school-leavers valuable grounding in fields such as life
skills (leadership, managing income and budgets, understanding employees’ rights);
employability (interpersonal and basic job skills, particularly those that young women may
lack); and basic business skills training (developing business plans, financial management,
and marketing). Other initiatives to help school leavers negotiate the transition to work
include job placement support, providing access to micro-credit and/or savings accounts,
and learning in small groups.

The World Bank Youth Employment Inventory shows that of 291 programmes in
84 countries, only 15% actively promote the inclusion of young women (Betcherman et al.,
2007). The Adolescent Girls Initiative (AGI) promoted by the World Bank is currently
implemented in seven countries: Afghanistan, Jordan, Laos, Liberia, Nepal, Rwanda and
South Sudan. It is a public-private partnership whose programmes are tailored to local
contexts (World Bank, 2010). The AGI focuses not on low-paid, gender-stereotypical jobs
like flower arranger or seamstress (Levine et al., 2009), but on making non-stereotypical
trades like electrician, mason and mobile phone technician attractive to young women. In
some countries, AGI support programmes include: improving child care and transport
services; placement and counselling services; financial incentives to recruit young women;
job vouchers to incentivise firms to hire new graduates with no experience; and/or
awareness campaigns to reach poorer, less educated and more vulnerable girls. All AGI
programmes are first run as pilot schemes, then scaled up only if they have been found to
be effective upon evaluation (World Bank, 2011).
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Learning opportunities for young people also depend on the structure and
development of the labour market. A study of seven cities in Western Africa shows that for
those employed in the informal sector the returns from vocational schools are marginal.
The main forms of vocational training are traditional apprenticeships and on-the-job
training, the latter dominated by women (Nordman and Pasquier-Doumer, 2012). In
South Africa, government training programmes have had limited success in helping youth
with no job experience. To help reduce youth unemployment, the government is proposing
a youth employment incentive that takes the form of a wage subsidy to help young workers
into the unionised formal sector where entry wages are relatively high.

In many countries, supply-side policies alone are not sufficient to guarantee decent
jobs for young men and women. For example, adequate industrial policies (such as
investment in labour-intensive industry), technology and infrastructure are required,
especially in rural areas. Policy approaches need to foster youth job opportunities through
the creation of a good investment climate and the removal of barriers to competition like
land and credit market imperfections.

Key policy messages

Successful school-to-work transitions require integrated, multi-sector policy approaches
that address such critical areas as education, labour market, migration, family
programmes, and social and cultural norms. Key policy interventions include:

@ Facilitating the transition from school to work by ensuring a solid educational base,
offering high quality education, establishing better links between the education sector
and employers, and providing extensive labour market information.

® Promoting gender-sensitive vocational training programmes that are tailored to local
contexts, focus on making non-stereotypical trades attractive to women, and include

placement and counselling services. Before they can be scaled up, such programmes
need first to be run as pilot projects and then evaluated.
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Chapter 8

Science versus the humanities

Key findings
@ There are no significant gender differences in performance amongst university graduates.

® In post-secondary education, boys tend to choose vocational training programs and girls
higher education, which exacerbates gender differences in fields of study.

e Improving the quality of schooling for children from disadvantaged socio-economic
backgrounds can in itself prompt more girls to go into science-related fields of study.
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Women’s greater gains in post-secondary education

Arguably, one of the greatest transformations in education to have occurred in OECD
countries over the past few decades is the increased participation of women in tertiary
education. Figure 8.1 shows that the graduation rates of both sexes at upper secondary
(which includes programmes in post-secondary, non-tertiary education) and tertiary levels
have risen across OECD countries. However, the share of women completing tertiary
education has grown particularly rapidly. Although the numbers of men and women
attaining upper secondary education have increased at similar rates, the proportion of men
remains slightly higher (by 4 percentage points) simply because there are more men in
post-secondary non-tertiary education programmes. If these were excluded, young women
(25-34 age cohort) are actually more likely to complete both secondary and tertiary
education than their male counterparts (OECD, 2011c).

Figure 8.1. Today women are more likely to obtain a tertiary degree than men

Proportion of men and women aged 25-64 with upper secondary or tertiary degrees
across 27 OECD countries, 1998-2009

Men — — — Women
Upper dary and post dary
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a) Includes graduates from upper secondary (ISCED 3A, 3B and 3C) and post-secondary non-tertiary education
(ISCED 4). For a description of the ISCED classification see http://stats.oecd.org/glossary/detail.asp?ID=1436.
b) Include tertiary type A and advanced degrees.
Source: OECD (2011), Education at a Glance: OECD Indicators, OECD Publishing, Paris.
StatLink == http://dx.doi.org/10.1787/888932675671

Participation trends in higher education reveal a reversal in the gender gap: in 1985,
the average share of female students was 46% in the OECD area; by 2005 it was 54%. If the
trend continues, there will be an average of 1.4 female students for every male by 2025, and
almost twice as many women in tertiary education in Austria, Canada, Iceland, Norway,
and the United Kingdom (Table I1.A2.1).
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Gender differences in subject choices persist

Even if the gender gap in overall educational attainment is narrowing, it remains wide
when it comes to the field of study. Women are still much under-represented in science,
technology, engineering and mathematics (STEM). And even though more women are
completing STEM degrees (particularly in biology and agriculture), they still account for a
very small share of students in computing and engineering - subjects in great demand on
the labour market in OECD countries and other regions (Box 8.1). Figure 8.2 clearly shows
that women are a minority amongst computer science graduates and a majority in health
and welfare degrees. Indeed, the proportion of female graduates in computer science
degree courses in most OECD countries fell in the first decade of the 21st century due to the
steeper rise in shares of male students. The largest drops in the proportion of female
computer science graduates came in Korea, Ireland, and Sweden. On the other hand, more
women entered health-related degrees in 2009 than in 2000 across all OECD countries, with
the increase particularly pronounced in Denmark and the Slovak Republic.

Box 8.1. Gender differences in subject choices at tertiary level
in MENA countries and China

Despite existing gender disparities in some Middle East and North African (MENA)
countries in enrolment rates at the secondary (and sometimes primary) level of education,
tertiary enrolment of young women has been growing and often exceeding that of young
men (UNESCO, 2011b). Their rates rose from 42% in 1999 to 51% in 2009 in the region
(UNESCO, 2012b), exceeding male rates in Algeria, Jordan, Kuwait, Lebanon, Qatar,
Saudi Arabia, Tunisia and the United Arab Emirates (WEF, 2011).

Tertiary education: Female share in total enrolment by field of study
in selected MENA countries, school year ending in 2007

Percentages
Social Engineering,
Education Humanities sciepces, Science manufacturing Agriculture Health Services
and arts business and and welfare

and law construction
Algeria 69 75 59 61 31 47 60 29
Bahrain 51 83 70 75 21 na. 85 69
Jordan 84 63 39 51 29 54 48 53
Lebanon 94 67 52 53 24 54 68 53
Morocco 38 52 50 41 29 38 67 48
Oman 63 69 43 56 23 74 66 n.a.
Palestinian Authority 70 65 40 46 30 18 57 31
Qatar 85 85 65 68 25 na. 76 na.
Saudi Arabia 73 73 53 59 2 23 44 na.
United Arab Emirates 92 76 55 55 29 74 80 30

Source: UNESCO (2010), Education for All Global Monitoring Report 2010, Paris, http://unesdoc.unesco.org/images/0018/
001865/186558E.pdyf.
StatLink Sasm http://dx.doi.org/10.1787/888932677305
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Box 8.1. Gender differences in subject choices at tertiary level
in MENA countries and China (cont.)

However, as in OECD countries, distinct gender differences persist in fields of study at
the tertiary level. The table below shows the female share of total enrolment. In nearly all
the countries in the table (save Morocco), women are notably over-represented in the
humanities, arts subjects, and education. With the exception of Jordan and Saudi Arabia,
they also form the majority of university students in health and welfare and science in
most countries. They are, however, significantly under-represented (less than one-third of
students) in engineering, manufacturing and construction. The low female proportions in
these subjects are, as in most OECD countries, related to attitudes rather than ability: for
example, OECD (2010a) shows that 15 year-old girls in Jordan score better than boys
in mathematics.

In China, too, a highly disproportionate number of females choose the humanities over
the science track in high school, which irreversibly affects their subject choices at tertiary
level. The preference for the humanities is unlikely to be driven by girls’ abilities in science
and mathematics, since they score as well as boys, save at the upper end of the score
distribution and in some, mostly rural, areas. Yet, the evidence suggests that the science
track increases female students’ chances of pursuing studies at university or in elite higher
education institutes (Loyalka and Maani, 2012).

Figure 8.2. More women enter health related degrees
but remain underrepresented in computer science degrees
Proportion of tertiary degrees awarded to women in 2000 and in 2009
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Note: Countries are arranged from top to bottom in descending order of proportions of tertiary degrees in health and
welfare awarded to women in 2009.
Source: OECD (2011), Education at a Glance: OECD Indicators, OECD Publishing, Paris.

StatLink %izr http://dx.doi.org/10.1787/888932675690
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The gender differences observed in higher education level are even more marked in
vocational training programmes. More than one male student in two but less than one in
ten females graduate from such programmes in the fields of engineering, manufacturing
and construction in OECD countries (Figure 8.3). The exceptions are Korea and Indonesia,
where the female graduation rates from vocational engineering programmes were 28.6%
and 29.1%, respectively. Indonesia shows hardly any difference in male and female
graduation rates or in subject choices at the tertiary level (OECD, 2011c).

Figure 8.3. Gender differences persist in technical vocational programmes

Proportions of women and men in upper secondary vocational education who completed their programmes
in engineering, manufacturing and construction in 2009
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Note: Countries are arranged from left to right in ascending order of the proportion of female graduates.
Source: OECD (2011), Education at a Glance: OECD Indicators, OECD Publishing, Paris.
StatLink = http://dx.doi.org/10.1787/888932675709

Negligible gender performance disparities at tertiary level

Despite systematic gender differences in subject choices at tertiary level, male and
female students graduate with very similar standards of performance. Panel A in Figure 8.4
shows that it is hard to discern gender-related performance disparities across subject
areas, except that there are slightly more men than women amongst graduates with the
lowest grades. Panel B reveals that the proportion of women among top performing
students is very similar across fields of study, while men show a little more variation in this
regard. Men and women graduate with very similar grades in science and in the social
sciences, while women do slightly better in the humanities and men have the edge in the
health area.

These broad trends, however, mask differences in individual countries. In Japan and
the United Kingdom, for example, the proportion of female graduates with top grades is
around 10 to 15% lower than for males, while in Estonia, Italy, and the Netherlands it is the
other way around (Flabbi, 2011).
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Figure 8.4. Women and men perform equally well at the tertiary level

B Men [ Women

g/a Panel A. Graduates in quartiles of grade distribution g/a Panel B. Graduates with top grades by field of study
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Note: Panel A and Panel B show the proportions of male and female graduates in a pooled sample of all tertiary
graduates in the surveyed countries.
Source: Flabbi, L. (2011), “Gender Differentials in Education, Career Choices and Labour Market Outcomes on a Sample
of OECD Countries”, Background paper for the OECD Gender Initiative, using the REFLEX dataset which surveys 1999-2000
graduates from higher education (ISCED 5A, equivalent to bachelor or master degrees) who have about five years of
work experience after leaving higher education in 14 OECD countries (Austria, the Czech Republic, Estonia, Finland,
France, Germany, Italy, Japan, the Netherlands, Norway, Portugal, Spain, Switzerland and the United Kingdom).
StatLink Si=m http://dx.doi.org/10.1787/888932675728

Cultural factors in subject choices at post-secondary level

Girls and boys might choose different fields of education because their personal
preferences and expectations about labour-market outcomes are not the same (OECD,
2011a). For example, young women are more likely to plan intermittent participation in the
labour force, so avoiding fields like the sciences that require high levels of on-the-job
training, long working hours and where time taken out of work can be very costly (OECD,
2011c). They might also choose fields that allow more flexible work arrangements enabling
them to combine work and caring for children and elderly relatives more easily. Such choices
partly explain the trend towards the “feminisation” of the health and education sectors.

Different subject choices in higher education might also be driven by performance
differences in reading, mathematics and science at secondary school. However, gender
disparities in subjects chosen appear to be related more to student attitudes (such as
motivation and interest) towards a particular subject rather than to ability and performance
at school (Chapter 6). Attitudes are formed early in life and are undoubtedly influenced by
traditional perceptions of gender roles and wide acceptance of the cultural values associated
with particular fields of study (Kane and Mertz, 2011; OECD, 2009a). Moreover, traditional
subject choices can be reinforced by early tracking in the education system. Further insights
into the possible factors influencing choices made by students as they advance through their
education can be obtained from the PISA longitudinal surveys (Box 8.2).
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Box 8.2. What drives gender differences in subject choices?

New PISA longitudinal studies in a number of countries shed light on factors that determine gender
differences in fields of study in post-secondary education. The studies considered male and female choices of
subjects in different national education systems at tertiary level and in vocational training (VT) programmes.
They show that a number of factors, such as individual attributes, family characteristics, and socio-economic
background, play a role in determining whether boys and girls pursue science or arts subjects.

Typically, students who have high grades in mathematics in the last year of secondary school tend to
choose science-related subjects when they go on to post-secondary education. The relationship is
particularly pronounced for girls in most countries. Findings show that confidence in performing specific
tasks in mathematics is a strong determinant among boys in choosing science and computing-related
fields, whereas girls’ perception of their own ability is essential to forming an idea of their future study and
career paths.

The longitudinal studies do not generally find that mothers’ or fathers’ education has any significant
effect on students’ choices. In some countries, however, they may be associated with parental occupation.
In Switzerland, parents’ high occupational status seems to be an important predictor of whether students
take science-based as opposed to arts-based degree courses, although the result is only significant for
vocational training (Bergman et al., 2012). In the case of Uruguay, for example, if mothers work as teachers
their daughters are significantly less likely to choose a humanities career and their sons less likely to
choose medicine or social work. Fathers in engineering professions do not seem to influence their
daughters’ or sons’ choices, whereas those who work as teachers, lawyers or administrators discourage
boys from humanities and encourage them to enter law, the behavioural sciences and economics
(Fernandez et al., 2012). In Australia, parents’ occupations appear to have a greater effect on sons’ choice of
field of study than on their daughters.

The migration status of parents also influences the field of study their children choose. In Australia, for
example, girls with both parents from overseas are more likely than those whose parents are born locally
to choose traditional subjects, such as the humanities. In contrast, there is no such effect on boys, which
might suggest that overseas perceptions of suitable careers for women differ from local ones. Families’
socio-economic background might also play a role in the area of study chosen. In Uruguay, for example,
lower economic status prompts girls to choose humanities subjects like teaching and the arts at the tertiary
level. Indeed, girls from the middle and lower classes seem to favour occupations in such fields as a rung
on the ladder of upward social mobility (Fernandez et al., 2012).

Young women are more likely to aspire to careers as professionals (OECD, 2009a) than young men and
tend, therefore, to exhibit a preference for university study over vocational training. In Australia, young
men associate science courses less with university entry than with vocational training schemes like
apprenticeships. Since access to vocational training is not generally based on academic merit, performance
in mathematics at the age of 15 has no significant effect on their choice of science course. Evidence for the
Czech Republic shows a similar pattern: girls with high grades at secondary level choose to go to university
while boys are more likely to pursue vocational training in a technical or science-related field. As in
Australia and the Czech Republic, the segregation of subjects taught by different institutions influences
gender differences in subject choices, so reinforcing typical male and female roles (Matéju et al., 2012;
Polidano and Ryan, 2012).

To varying degrees from country to country, education systems may reinforce individual characteristics
and cultural expectations. Thus, in addition to raising girls’ interest and confidence in mathematics and
science at school and at home, a wider provision of diverse, flexible educational pathways to the same
career can help females pursue science-related occupations.
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Policy interventions to address gender differences

The issue of gender disparities in subject choices is of concern because it affects
women’s career opportunities (Chapter 9), reduces their earnings potential, and
underutilises available human capital (OECD, 2011c). As the global economy becomes
increasingly knowledge-driven and there is ever fiercer competition in speed of innovation,
the full use of a population’s available stock of skills should be any government’s priority.

Gender differences in subject choices are deeply rooted in cultural norms across all
different socio-economic levels. Changing students’ attitudes and behaviours is therefore
particularly challenging, requiring considerable efforts from parents and teachers to change
the stereotyped notions of what boys and girls excel in doing and what they enjoy.
Interventions should start early in life before stereotypical perceptions and attitudes towards
certain subjects are formed. A Canadian study, for example, shows that students aged 12-13
show the greatest interest in science and that their interest declines dramatically as they
grow older (Ipsos Reid, 2010). A study of 4 000 children in the United Kingdom confirms the
decline in interest in science as children progress through school. It reveals that science
lessons are inspiring to 42% of 9 year-olds compared with 38% and 35% of 12 and 14 year-olds
(Parvin and Porter, 2008). OECD (2008) found that interest in science and technology appears
in primary school and remains stable until the age of 15 after which it declines. It is crucial
that teachers embed mathematics and science activities in contexts that are interesting to
both boys and girls and connect them to careers in ways that do not reinforce existing gender
stereotypes (IES, 2007).

A positive attitude towards a subject (be it reading or mathematics) is also related to
positive teacher-student relations since interaction with teachers helps shape the
cognitive development and intellectual engagement of boys and girls (OECD, 2010b).
Moreover, students tend to learn more when they feel that their teachers are taking them
seriously because they gain confidence and perform better. Students who are better
informed about what will help them learn also tend to perform better (OECD, 2009a). It
therefore pays to have highly qualified teachers who address gender-specific attitudes
within the classroom. Teacher-training programmes for graduates have proven to be
effective in raising the quality of teaching in Turkey (OECD, 2011a). Valuable additions to
existing teacher-training frameworks could be gender awareness courses, while gender
mainstreaming concepts could be introduced in teacher training and teaching material.
Examples include the “Jungenarbeit und Schule” (Working with Boys and School) project in
Germany (www.jungenarbeit-und-schule.de), which focuses on how teachers can help boys
succeed in school, or the gender mainstreaming approach in Austria (www.bmukk.gv.at/
medienpool/9718/PDFzuPublD455.pdf). The policy effectiveness of introducing single-sex
schools — which are generally considered to increase girls’ confidence and benefit their
ability to learn mathematics - is not supported by data (Kane and Mertz, 2011).

With an eye on girls’ future entry into the labour market, co-operation between
educational establishments and the private sector can provide added support for
increasing their interest in mathematics and science-related subjects. Introducing
work-related learning to high-school students and explaining what subjects are required
for different career options can also enhance students’ interest in particular subjects
(Crowley and Niesr, 2008).
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Key policy messages

® Attracting girls to typically male-dominated fields of study and vice versa needs to start
early both in schools and at home.

® Teacher-training programmes need to include courses that raise awareness of potential
gender stereotypes.

e Governments, schools, and the private sector need to explore co-operation strategies
such as job information days or career fairs in schools for both parents and students in
order to increase girls’ interest in science-related subjects and boys’ interest in the
humanities and arts-related subjects. Improving the quality of teaching staff and
materials can further enhance pupils’ academic motivation and learning outcomes for
boys and girls.
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PART II

Chapter 9

Getting the job you studied for

Key findings

® Even when women pursue STEM studies they are less likely than men to end up working
in physics, mathematics and engineering.

® Gender differences in fields of study appear only marginally to respond to expectations
of labour market outcomes and are likely to be related to a complex set of factors such
as preferences, norms, and labour market characteristics.

@ There is no clear indication of systematic gender differences in mismatches of skills
with jobs.
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In most OECD countries, young women are now at least as likely as men to complete their
university education and perform just as well, regardless of the field of study. However, as
Chapter 8 describes, gender differences still condition students’ chosen fields of study and
may well go on to affect men’s and women’s jobs, the sectors in which they work, and other
labour market outcomes (see Chapters 11 and 13).

Gender imbalances in university-work transition

Although gender differences systematically shape the choice of study, over 50% of
tertiary graduates find work as professionals or technicians, regardless of what they
studied. Figure 9.1 depicts the distribution of university graduates from different fields of
study across three occupational categories: managers, professionals and technicians.

Figure 9.1. Male and female graduates” who start their career
in a skilled occupation®

[ Professionals [ Managers I Technicians [ Other
Panel A. Occupational distribution® of working male Panel B. Occupational distribution® of working female
% graduates, by field of study % graduates, by field of study

a) Fields of study are grouped into eight categories in ascending order of the proportion of graduates working as
professionals.
b) The depicted occupations (i.e. managers, professionals and technicians) correspond to the main ISCO-88
categories (one-digit) (see www.ilo.org/public/english/bureau/stat/isco).
c) First job chosen after graduation.
Source: Flabbi, L. (2011), “Gender Differentials in Education, Career Choices and Labour Market Outcomes on a Sample
of OECD Countries”, Background paper for the OECD Gender Initiative. For more details see Figure 8.4.
StatLink &i=m http://dx.doi.org/10.1787/888932675747

There are some gender differences. For both men and women the lowest proportion of
professionals is observed amongst graduates from social services studies, while the
highest proportion is amongst male engineering graduates and female education
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graduates. Furthermore, more men work in professional positions and more women are
technicians. Among graduates who take up managerial positions on completing their
studies the proportion of men (9.7%) is almost twice that of women (5.7%).

Even though differences in occupational choices can be traced back to differences in
educational choices, occupational segregation is further reinforced in the transition from
post-secondary education to employment. Figure 9.2 links the field of study to the choice
of a career in teaching or in physics, mathematics and engineering. Among university
graduates who work as professionals or technicians, about 66% of the female graduates
who studied humanities work as teachers, compared with about 53% of male graduates.
Conversely, 71% of male graduates from the science field work as professionals in physics,
mathematics and engineering, as opposed to 43% of female graduates. In other words, even
if women choose STEM subjects they are less likely to pursue a science career than men,
although there is no gender difference in performance.

Figure 9.2. Men and women who graduated from the same field
often make different occupational choices?®
Distribution of graduates working as professionals and technicians by field of study and occupation

% [ Physics, mathematics and engineering [ Teaching I Other’

Women Men Women

Health Humanities Science

a) First job chosen after graduation.
b) “Other” includes all other professional and technical occupation fields.
Source: Flabbi, L. and M. Tejada (2012), “Fields of Study Choices, Occupational Choices and Gender Differentials”,
Background paper for the OECD Gender Initiative. For more details see Figure 8.4.
StatLink Sasm http://dx.doi.org/10.1787/888932675766

Gender differences in the choice of field of study appear to be related to a complex set
of factors. Flabbi and Tejada (2012) find that gender differences in the choice of field of
study only marginally respond to expectations about labour market outcomes, as
measured by wages and occupational segregation in a given occupation. The reasons that
girls and boys make different choices in their educational career are thus presumed to be
related to a range of factors, such as the historical predominance of men in manual
occupations, innate preferences, considerations of future family obligations, as well as
gender perceptions at home and amongst peers and teachers. The importance of
socio-cultural factors is substantiated by the fact that employment expectations among
15 year-olds already attest gender segregation, regardless of differences in economic
context and education system (OECD, 2012c). Although girls expect higher status
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Box 9.1. Adult learning in OECD countries

Lifelong skills development enhances both individuals’ human capital through greater
personal and professional development and countries’ economic growth through greater
labour force employability and productivity. Across OECD countries in 2007, 41% of adults
participated in learning activities (OECD, 2012d). The figure below shows no clear cross-
national gender pattern in participation rates in adult education. The greatest gender
difference in participation rates is recorded in Finland (12%, to the advantage of women),
while no significant gender differences can be observed for Greece and Spain. In OECD
countries, participation in adult learning declines with age and increases with educational
attainment for both men and women (OECD, 2012d).

Participation of women and men in adult education® varies across countries
Percentage of 25-64 years old participating in adult education,® 2007°
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Note: Countries are ranked in ascending order of women'’s participation in adult education.
a) Adult learning includes formal and/or non-formal learning.
b) 2008 for Belgium, Canada, the Czech Republic, and the Netherlands; 2006 for Denmark, France, Finland,
New Zealand, Hungary, Italy, Poland, and the United Kingdom; and 2005 for Sweden and the United States.
Source: OECD (2012), Education at a Glance: OECD Indicators, OECD Publishing, Paris.
StatLink si=Pa http://dx.doi.org/10.1787/888932675785

There are, however, significant gender differences in the number of hours spent in
job-related education (OECD Education at a Glance, online data). In the majority of OECD
countries, men spend on average four hours more than women in job-related education
over their working lives. The widest disparities are observed in the Netherlands (19 hours)
and in Norway (16 hours). The most striking exceptions are Finland and France where
adult women receive on average 15 and 10 hours respectively more training than men. In
Finland, women’s active participation in work-related training can be traced back to 1990s.
Between 1990 and 2006, participation in job-related education increased from 48% to 57%
among women and only from 41% to 45% among men (see Panel A in the figure below). If
schooling and training for the entire adult population (18-64 years) is considered, the
participation rate of women has been at least 10 percentage points higher than that of men
since 1980 (see Panel B in the figure below).
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Box 9.1. Adult learning in OECD countries (cont.)
In Finland, women take greater advantage of adult learning than men

I Men [ Women
Panel A. Participation in work-related Panel B. Participation in adult education
adult education and training and training by gender

g/a by gender (labour force 18-64 years) g/a (population 18-64 years)
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Source: Official Statistics of Finland (OSF) (2012), “Adult Education Survey”, e-publication, Participation in
Adult Education and Training 2006, 1. Mature students number 1.7 million, Statistics Finland, Helsinki,
wwuw.tilastokeskus.fi/til/aku/2006/01/ aku_2006_01_2008-12-31_kat_001_en.html.

StatLink si=P http://dx.doi.org/10.1787/888932675804

employment than boys and more of them look forward to a career in health and medicine
(ibid.), only 5% on average anticipate a career in engineering and computing compared with
18% of boys in OECD countries.

In OECD countries, women dominate teaching (especially at the lower levels of
education). The 2008 OECD Teaching and Learning International Survey (TALIS) found that,
on average, almost 70% of lower secondary school teachers were women. On the other hand,
education management is, to a large extent, the province of men. Women were also more
likely to teach languages, the arts (79%) and human sciences (57%), rather than mathematics
and science (49%) (OECD, 2012c). This segregation within the teaching profession is a concern
since it further reinforces existing gender stereotypes amongst students.

Gender skills mismatch real or perceived?

The mismatch between girls’ aspirations and their actual career achievements is a
cause for concern since well-educated women often end up in jobs where they do not use
their full potential and skills. In addition to loss of talent, OECD findings show that being
over-qualified and over-skilled reduces job satisfaction and increases the likelihood of
women conducting on-the-job searches for fresh employment, which is likely to reduce
productivity (OECD, 2011d).

Certain fields of study are associated with higher incidences of over-qualification. For
instance, just over 10% of workers with qualifications in personal care services and
teaching are over-qualified, compared with almost 30% of those with a background in
social studies (Quintini, 2011). Women usually dominate such occupations, which may
suggest that women are more likely to be over-qualified because of their educational
background rather than their gender per se. Conversely, Quintini (2011) finds that women
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are more likely to be under-qualified than men, which could partly be driven by women’s
perceptions of their own abilities, which is borne out by Flabbi and Tejada (2012) who show
that women more frequently declare they are under-qualified for their jobs. The mixed
and, in some instances, counter-intuitive evidence of gender differences in skills
assessment points to the need for further research in this area (Box 9.2).

Box 9.2. A survey of adult skills

The mismatch between workers’ skills on one hand and job requirements on the other
has been an ongoing concern of policy makers in the fields of education and employment.
Since government investment in education and training is usually large, unused and
misused human capital are a considerable waste of investment. Indeed, there is an
increasing polarisation of skills in modern economies, whereby highly skilled workers are
needed for technology-related jobs and low-skilled workers are hired for services that
cannot be automated (e.g. personal care). The consequences for female labour market
outcomes are significant because women are over-represented in low-skilled sectors and
are consequently being pushed into low paying jobs. There is general agreement that the
long-term trend in skills needs is towards jobs that require more education and cognitive
skills (OECD, 2012e). To avoid further marginalisation of women in the labour market,
therefore, a better understanding of how women’s and men’s skills are acquired and
matched or mismatched throughout their working lives is essential.

A promising avenue is the new data being collected through an OECD survey of adult
skills (the Programme for the International Assessment of Adult Competencies [PIAAC])
since it will measure skills (across age groups) along with indicators of the extent to which
skills are used at work (OECD, 2012e). This approach will afford new insights into
consequences for gender-related occupational differences and may suggest new ways of
encouraging boys and girls to move away from traditional career choices.

How can governments change career stereotypes?

As suggested above, education performance or expectations about labour market
outcomes do not shape gender differences in post-secondary fields of study, that are
instead influenced by culture, students’ attitudes and self-perception formed around or
before the age of 15. Particular focus should therefore be placed on pupils still in school in
addition to programmes that encourage non-traditional occupational choices among
young people.

Supporting pupils with careful guidance on further study and university students with
career advice that challenges stereotyped assumptions (e.g. “Carrefour des métiers” in
France) can assist in encouraging “atypical” educational and occupational choices among
young men and women. Other initiatives that seek to address early roots of segregation are
motivational events and educational programmes. One example is the nationwide
campaign in the United Kingdom, Women Into Science and Engineering (WISE), which
aims to encourage young women to study mathematics and physics and consider careers
in the areas of science, engineering and construction. First launched in 1984, WISE may
have contributed to the doubling of the percentage of female engineering graduates from
7% in 1984 to 15% in 2009 (European Commission, 2009a).
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It has been found that female mentors play an important role in attracting students
into STEM careers and keeping them there. Accordingly, the US Department of Energy (DoE)
created a mentoring programme that matches female college students with successful
employees in the DoE (White House Council, 2012).

While many similar initiatives primarily encourage girls to enter male-dominated areas
of work, there are also efforts to draw boys into predominantly female occupations such as
teaching or caring. Examples include information drives such as the parallel campaigns
“Girls’ Day” and “New Pathways for Boys” in Germany and educational events like “National
Future Day” in Switzerland. Some of these initiatives involve the participation of private
firms (European Commission, 2009b), which helps smooth students’ transition from
education into the labour market (European Commission, 2010; IET, 2007; Lord and Jones,
2006; Mann, 2012).

Key policy messages

® Promoting early work experience through education programmes and apprenticeships
could encourage women, particularly those who successfully completed STEM-related
studies, to work in scientific fields.

@ Careful career guidance and counselling at schools and universities can help young men
and women to better match their acquired skills with the career path they choose.

® The OECD Programme for the International Assessment of Adult Competencies can help
to build a data system that enables the assessment of available skills at the national
level, informs skills policies, and minimises skills mismatches in the economy:.
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PART II

Chapter 10

Financial education for financial
empowerment

Key findings
e Current evidence suggests that women typically have lower levels of financial literacy

than men, exhibiting lower levels of financial knowledge and a lack of confidence in
their financial skills.

e Women need to be financially literate in order to plan even more thoroughly than men
for their retirement and health care expenditures, notably due to longer life expectancy.

® Both men and women need better tailored information, knowledge and skills
development in order to efficiently address financial issues, make effective and
confident financial decisions, and take advantage of income generation opportunities.
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In the aftermath of the global financial crisis policy makers have recognised financial
literacy as an essential life skill (OECD, 2009b). The growing policy attention stems from a
number of factors:

e The transfer of a broad range of financial risks from governments and corporations to
individuals.

e The mounting complexity of financial markets.

e The growing number of newly active consumers and investors in the financial sphere
who need support and protection beyond that provided through regulation.

Financial education has become an important complement to market conduct and
prudential regulation. Indeed, improving individuals’ financial literacy is now a long-term
policy priority in many developed and developing countries. The potential gains from
financial education are substantial. Academic research shows that higher levels of
financial knowledge are associated with a range of beneficial behaviour and positive
outcomes, such as careful budgeting, controlled spending, planning for retirement, the
accumulation of wealth, and the ability to understand the benefits of participating in
financial markets (Hilgert et al., 2003; Lusardi and Mitchell, 2007; Perry and Morris, 2005;
van Roojj et al., 2011; Stango and Zinman, 2009).

Box 10.1. Defining financial education

Financial education is the process by which individuals improve their understanding of
financial products and concepts; and through information, instruction and/or objective
advice develop the skills and confidence to become more aware of financial risks and
opportunities, to make informed choices, to know where to go for help, and to take other
effective actions to improve their financial well-being and protection (OECD, 2005).

Women must be sufficiently financially literate if they are to participate more effectively
in economic activities and financial decision making in their households and communities.
They should, for example, be able to access and choose the appropriate financial services to
protect themselves and their families and to develop entrepreneurial activities (see
Chapter 26). Such an ability is of special concern with the increasing prevalence of
single-parent families, typically headed by women. Governments and development
organisations have attempted to empower women by improving their financial literacy so
that they can successfully start and manage small-scale or micro-enterprises (Hung et al.,
2012). Examples of such programmes include: Australia, as a development activity for
low-income countries (Australian Government, 2009); Cambodia (ILO, 2012b); Canada, for
aboriginal women entrepreneurs (AANDC, 2010); Lebanon (Hung et al., 2012); and Uganda
(Nordic Consulting Group, 2011).
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Box 10.2 outlines some additional examples of how countries address gender-related
differences in financial literacy.

Box 10.2. Addressing gender differences in financial literacy

Various countries, both developed and developing, have acknowledged the need to
address the financial literacy of women and girls by studying their specific needs and
implementing financial education programmes targeted at various subgroups.

In 2008, in a first step to help women build their financial security, Australia conducted
the “Women Understanding Money” research campaign in order to identify the needs of
women and girls. Analogously, the New Zealand Commission for Financial Literacy and
Retirement Income is undertaking research into women’s future retirement prospects in
the country as part of an approach to address women’s lower retirement outcomes.

Several other countries are engaged in developing programmes that exclusively or
mainly target vulnerable women and girls. For example, Canada’s “National Initiative for
the Care of the Elderly” (NICE) holds money management workshops for low-income older
women in Vancouver, Montreal and Toronto. Similarly, the Capital Markets Board (CMB) of
Turkey launched a financial literacy programme in 2010 for unemployed, unbanked, and
low-income women consisting of short seminars delivered by CMB experts. From
Colombia, the project “Mujeres Ahorradorras en Accién” (Active Women Savers), launched
in 2007 by the Presidential Agency for Social Action and International Co-operation, offers
an example of a financial education programme dedicated to encouraging the use of
formal saving products by women.

Several OECD countries also fund financial literacy programmes for women in developing
countries. The UK Department for International Development (DFID) funded financial
literacy training for girls and young women in rural areas of Zambia. It also contributed to
funding a Population Council programme delivering financial education training and access
to savings products for adolescent girls in Kenya and Uganda. Similarly, the Canadian
International Development Agency (CIDA) is supporting financial education initiatives with
a focus on female micro-entrepreneurs both in Pakistan and the Philippines.

Women are also more likely to take primary responsibility for child-rearing, make
important decisions about allocation of household resources, and take a lead role in the
education of their children on financial matters. This is an important issue given that the
financial literacy of students is closely correlated with their mothers’ education (Lusardi
et al., 2010).

Policy makers have not yet widely recognised the potential benefits of knowing the
current levels of financial literacy amongst women and addressing any shortfalls. A recent
stocktaking exercise across members of the OECD International Network on Financial
Education (OECD/INFE) found that just eight of the 27 respondent countries recognised that
the financial literacy of women and girls was an important issue (Hung et al., 2012). And,
because academics have not paid much attention to the question either, there is little
research evidence. Nevertheless, it is possible to draw on existing survey data to identify
differences in levels of financial literacy by gender and the associated policy issues.
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Women have less financial knowledge and confidence

Short tests of financial knowledge around the world have shown that women have
lower levels of financial knowledge than men. Lusardi and Mitchell (2011) report evidence
from studies on eight countries - Germany, Italy, Japan, the Netherlands, New Zealand, the
Russian Federation, Sweden, and the United States. These findings are largely confirmed
by the responses to a set of eight knowledge questions used in the OECD/INFE financial
literacy measurement survey (Atkinson and Messy, 2012). The survey includes a test of
basic financial numeracy, as well as understanding of terms and concepts such as inflation,
the time value of money, and the effect of compound interest rates. Figure 10.1 shows that
the test scores of women are somewhat below those of men.

Figure 10.1. Women have slightly lower levels of financial knowledge than men
Mean number of correct responses (from minimum = 0 to maximum = 8)*
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Note: Sample size ranges from 993 in Estonia to 3 112 in South Africa. Countries are arranged from left to right in
ascending order of women'’s financial knowledge.
a) Differences are significant at the 5% level for each country.
Source: Atkinson, A. and F. Messy (2012), “Measuring Financial Literacy: Results of the OECD/International Network
on Financial Education (INFE) Pilot Study”, OECD Working Papers on Finance, Insurance and Private Pensions, No. 15, OECD
Publishing, Paris.

StatLink &i=r http://dx.doi.org/10.1787/888932675823

Women are also more likely than men to say they do not know the answer to a
financial knowledge question rather than attempt to answer it (Lusardi and Mitchell, 2011).
Moreover, they have been shown to have lower levels of confidence in both their knowledge
and their ability with complex financial issues (Australian Government, 2008). Evidence
suggests that gender differences in levels of confidence in financial knowledge start in
school (the Capital One survey [2009] reports evidence from the United States). The
combination of lower levels of knowledge and a lack of confidence means that women
are less likely to feel capable when dealing with financial issues, services, and providers.
They therefore fail to grasp potential opportunities for income generation through
entrepreneurship or investment or apply for credit to develop their business potential
(Morcos and Sebstad, 2011).
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A wide range of factors influence women’s generally lower levels of financial knowledge.
Two particularly prominent ones are the socio-cultural context and access to financial
services. For example, women’s understanding and experience is partly shaped by the extent
of their involvement in long-term financial investment strategies and related choices of
financial products at the household level. Against that background, financial dependency on
husbands or other male family members may be expected to impair the ability to learn from
experience and the associated opportunities for improving self-confidence.

Financial education could start at school

Financial education is a complex, long-term process which involves changing individuals’
attitudes, knowledge and behaviour in order to support more “savvy” financial decision
making (OECD, 2005). Data also show that young people have lower levels of financial literacy
than their elders, as Figure 10.2 illustrates with regard to women. What is more, adults with
lower levels of education and those on low incomes are typically less financially literate than
the general population (Atkinson and Messy, 2012). The 2012 PISA exercise and its new
financial literacy option is a first international attempt to provide more detailed evidence on
15 year-olds’ financial knowledge and their ability to apply it (OECD, 2010e and 2012f).

Figure 10.2. Young women typically have lower levels of financial literacy
than their elders
Women’s mean score for financial literacy® (from minimum = 0 to maximum = 22)°
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Note: See notes to Figure 10.1. Countries are arranged from left to right in ascending order of female financial literacy
for 18-29 years old.

a) This score combines knowledge, behaviour and attitudes.
b) Differences are significant at the 5% level for the Czech Republic, Germany, Ireland, Peru and the United Kingdom.
Source: Atkinson, A. and F. Messy (2012), “Measuring Financial Literacy: Results of the OECD/International Network

on Financial Education (INFE) Pilot Study”, OECD Working Paper on Finance, Insurance and Private Pensions, No. 15, OECD
Publishing, Paris.

StatLink %i=r http://dx.doi.org/10.1787/888932675842

Against this backdrop, quality financial education in schools has the potential to bridge
the income, gender and age gaps and influence students’ financial attitudes and present
behaviours (Elliot et al., 2010). This explains why 23 out of 38 countries surveyed by the
OECD/INFE had some form of financial education in schools in 2011 (Australia, the
Czech Republic, Germany, Japan, New Zealand, South Africa, Spain and the United States were
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just some of those countries). The OECD/INFE is about to complete a three-year project which
will provide specific guidance to policy makers to help them efficiently address challenges
involved in introducing and developing financial literacy in schools. The project will also
include the development of a learning framework for financial education (OECD, 2012g).

Women’s money management and long-term planning

A number of national studies in OECD countries and the OECD/INFE survey suggest
that women may be better than men in such short-term money management abilities as
keeping an eye on their everyday expenditure (Atkinson et al., 2006; Atkinson and Messy,
2012; Irish Financial Regulator, 2009; McKay, 2011). At the same time, country evidence also
suggests that women may be less likely than men to make long-term financial plans. In the
United States, for example, over 50% of men, but only 45% of women, have set aside an
emergency fund covering expenses for three months. Similarly, 45% of men and 39% of
women have tried to assess how much they need to save for retirement (FINRA Investor
Education Foundation, 2009). In the United Kingdom, a composite measure of attitudes and
behaviour relating to long term planning suggests that women appear to be slightly worse
at planning ahead than men - even after taking into account such explanatory factors as
income or working status (Atkinson et al., 2006).

As women have to manage greater financial risks — they typically live longer than men
but have lower life-time earnings - it is important that they are well equipped to carry out
long-term financial planning, such as for retirement. The OECD will explore these issues in
greater detail in 2012-13.

An interesting point to emerge from the OECD/INFE survey is that women appear at
least as likely as men, if not more so, to have a positive attitude towards long-term
financial planning. They should therefore be receptive to well-designed policies that
strengthen their knowledge and encourage behavioural changes which could further
improve their overall financial well-being and that of their households.

Key policy messages

Differences in financial literacy and behaviour by gender should be explored further: i) to
gain a deeper understanding of the specific aspects of financial literacy that might
negatively affect the financial well-being of women; and ii) design better targeted policy
interventions. Given that financial literacy is a relatively new area of research, work in this
area should focus primarily on:

e Gaining further insight into the gender differences in financial literacy and behaviours
through internationally comparable surveys using the OECD/INFE Financial Literacy
Core Questionnaire for adults and the PISA financial literacy international option
introduced in 2012 for 15 year-olds.

e Developing financial education programmes tailored to girls’ and women’s needs and
preferences. Such programmes should build on the current state of knowledge and good
practice identified by the OECD/INFE and include - but are not limited to - financial
education in schools in order to reach girls before they lose confidence in their abilities.

@ Financial education programmes should incorporate regular monitoring to identify any
divergence in expectations, confidence, or outcomes between male and female
participants and to evaluate effectiveness.
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ANNEX II.A1

Supplementary tables to Chapter 4

Table II.A1.1. Adjusted primary school net enrolment rates, 2000 and 2010

Total number of pupils of the official primary school age who are enrolled at primary or secondary education levels,
expressed as a percentage of the eligible official primary school age population

2000 2010
Region, country or economyb

All Male Female GPI2 All Male Female GPI12
OECD 97.6 97.6 97.6 1.00 98.2 98.0 98.3 1.00
Australia 94.6 94.2 95.0 1.01 97.2m 96.9™ 97.5M 1.01M
Austria 90.14 89.64 90.6¢ 1.014 . . . .
Belgium 99.2 99.0 99.4 1.00 99.0™ 98.9™ 99.2m 1.007
Canada 99.84 99.6¢ 99.94 1.004 . . . .
Chile .. » .. .. 93.8M 94.0m 93.6™ 1.00™
Czech Republic 95.94 95.84 96.0¢ 1.00¢ . » . .
Denmark 98.1 97.7 98.5 1.01 96.0M 94.9M 97.1m 1.02M
Estonia 99.3 99.4 99.2 1.00 96.3M 96.5™ 96.0™ 1.007™
Finland 99.7¢ 99.7¢ 99.8¢ 1.00¢ 97.6™ 97.5™m 97.7M 1.007
France 99.7 99.5 99.8 1.00 99.2 99.1/ 99.3/ 1.00/
Germany 84.5° 83.7¢ 85.2° 1.02°¢ .. .. .. ..
Greece 97.7 97.6 97.9 1.00 98.5k 98.3k 98.7k 1.00%
Hungary 97.5 97.3 97.7 1.00 98.0™ 97.8™ 98.1M 1.007
Iceland 99.2 100.0 98.3 0.98 99.4m 99.3m 99.6™ 1.007™
Ireland 93.8 936 94.1 1.01 98.2m 97.5™m 98.9™ 1.017
Israel* 97.9 98.1 97.6 1.00 97.0m 96.7™ 97.3Mm 1.017m
Italy 99.7 99.8 99.7 1.00 99.4m 99.6™ 99.2m 1.00™
Japan . . .. .. . .. .. ..
Korea 99.8 995 100.0 1.00 996™  100.0™ 99.1m 0.99™
Luxembourg 97.0 96.0 98.1 1.02 9.8/ 96.1/ 97.6/ 1.02/
Mexico 995 99.1 99.9 1.01 99.6™ 99.4™m 99.8M 1.007
Netherlands 99.4 100.0 98.8 0.99 99.4k 99.9% 98.9% 0.99%
New Zealand 99.0 98.8 99.1 1.00 99.5M 99.4m 99.6™ 1.00™
Norway 99.7 99.6 99.8 1.00 99.0™ 98.8™ 99.1m 1.00™
Poland 975 97.7 97.2 0.99 96.0™ 96.1™ 95.9M 1.007™
Portugal 99.47 99.3 99 4 1.00 99.4m 99.2m 99.5M 1.007m
Slovak Republic .. .. .. .. .. .. .. ..
Slovenia 95.3 94.2 96.4 1.02 97.2m 97.3m 97.1m 1.00™
Spain 99.9 100.0 99.9 1.00 99.9™ 99.9™ 99.9M 1.00™
Sweden 99.4 99.7 99.1 0.99 99.3M 99.6™ 99.0™ 0.99™
Switzerland 99.3 98.9 99.7 1.01 98.9™ 98.6™ 99.1m 1.017m
Turkey 9.0 99.9 91.9 0.92 97.5M 98.2m 96.7M 0.98™
United Kingdom 100.0 100.0 100.0 1.00 99.8M 99.9™ 99.7Mm 1.007
United States 97.0 97.1 97.0 1.00 96.9™ 95.9™ 97.9™ 1.02m
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Table II.A1.1. Adjusted primary school net enrolment rates, 2000 and 2010 (cont.)

Total number of pupils of the official primary school age who are enrolled at primary or secondary education levels,
expressed as a percentage of the eligible official primary school age population

2000 2010
Region, country or economy”

All Male Female GPI4 All Male Female GPI2
Caribbean 91.9 91.9 91.9 1.00 91.8 91.6 92.1 1.01
Anguilla 99.3¢ 99.0° 99.6¢ 1.01¢ 92.9/ 92.7 93.0/ 1.00/
Antigua and Barbuda .. .. .. .. 87.8 911 84.5 0.93
Aruba 98.7 99.0 98.4 0.99 99.7 995 99.9 1.00
Bahamas 87.7 88.7 86.7 0.98 95.1/ 94.0/ 96.2/ 1.02/
Barbados 94.7 91.7 98.0 1.07 93.4k 89.8k 97.5k 1.09%
Bermuda .. .. .. .. .. .. .. ..
British Virgin Islands 95.5" 95.4" 95.5" 1.00" 95.0M 95.2m 94.7m 0.99™
Cayman Islands 93.8 92.3 95.3f 1.03 83.9/ 83.4/ 84.4/ 1.01/
Cuba 98.1 98.4 97.8 0.99 99.8 100.0 99.7 1.00
Dominica . » . . 955/ 946/ 96.4/ 1.02/
Dominican Republic 84.8 84.3 85.3 1.01 93.0 95.5 90.4 0.95
Grenada 83.2 86.6 79.8 0.92 97.5M 95.7m 99.3M 1.047m
Haiti .. » .. » .. » .. ..
Jamaica 93.8 94.0 93.7 1.00 82.8M 83.8™ 81.9™ 0.98™
Montserrat .. .. .. .. .. .. .. ..
Puerto Rico .. .. .. .. 85.9 83.5 88.4 1.06
Saint Kitts and Nevis .. .. .. .. 86.0 85.8 86.2 1.0
Saint Lucia 9.8 974 96.2 0.99 89.7 90.2 89.2 0.99
Saint Vincent and the Grenadines . . . . 98.3 995 97.0 1.0/
Trinidad and Tobago 935 93.2 93.8 1.01 95.9M 97.5™m 94.4m 0.97™
Turks and Caicos Islands 75.29 75.39 75.09 1.09 80.7/ 775 83.9' 147
Central America 88.9 89.8 88.0 0.98 96.3 97.0 95.7 0.99
Belize 90.0 93.7 86.4 0.92 95.1/ 99.7/ 90.7/ 0.91/
Costa Rica .. .. .. .. .. .. .. ..
El Salvador 86.0° 85.4¢ 86.5¢ 1.01¢ 94.6™ 94.4m 95.0™ 1.017M
Guatemala 86.7 90.0 83.4 0.93 98.6 99.6 97.6 0.98
Honduras 88.8 88.4 89.2 1.01 97.2 95.9 98.4 1.03
Nicaragua 83.2 82.4 84.1 1.02 93.9 93.2 9.5 1.01
Panama 98.6 98.7 98.6 1.00 98.7 99.1 98.2 0.99
South America 96.3 96.2 96.4 1.00 92.7 92.6 92.9 1.00
Argentina 99.44 99.8¢ 98.94 0.994 . . . .
Bolivia (Plurinational State of) 96.2 96.1 9.3 1.00 955k 95.2k 95.8k 1.01%
Brazil 945" 96.8 92.1h 0.95" 95.1/ 95.9/ 94.2/ 0.98
Colombia 9.8 9.9 9.8 1.00 915 917 91.3 1.00
Ecuador 99.24 98.54 99.94 1.019 . i, . .
Guyana 98.39 98.19 98.49 1.009 84.1 82.4 85.9 1.04
Paraguay 97.9 975 98.2 1.01 85.7M 85.7™M 85.7M 1.00™
Peru 99.5¢ 99.7¢ 99.4¢ 1.00° 97.2m 97.0m 97.5M 1.017m
Suriname 92.4¢ 90.4¢ 94.4¢ 1.04¢ 90.9™ 90.9™ 91.0m 1.00™
Uruguay . . . .. 99.5™ 99.8" 99.2m 0.997
Venezuela (Bolivarian Republic of) 89.3 88.6 90.0 1.02 94.9 94.7 95.1 1.00
East Asia and the Pacific 91.7 92.0 91.3 0.99 91.8 92.1 91.5 0.99
Brunei Darussalam .. .. .. .. .. .. .. ..
Cambodia 90.5 944 86.6 0.92 95.9 9.4 95.4 0.99
China .. .. .. .. .. .. .. ..
China, Hong Kong Special Administrative Region 93.0¢ 93.4¢ 92.6° 0.99¢ 96.8™ 96.2™ 97.5M 1.017
China, Macao Special Administrative Region 86.0 84.5 87.7 1.04 82.6 81.0 84.3 1.04
Cook Islands 943 93.0 95.9 1.03 98.7k 99.3k 97.9k 0.99%
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Table II.A1.1. Adjusted primary school net enrolment rates, 2000 and 2010 (cont.)

Total number of pupils of the official primary school age who are enrolled at primary or secondary education levels,
expressed as a percentage of the eligible official primary school age population

2000 2010
Region, country or economy”

All Male Female GPI4 All Male Female GPI2
Fiji 94.7 94.7 947 1.00 99.1m 98.8™ 99.3M 1.00™
Indonesia 94.0 95.6 92.3 0.97 95.1/ 9.7 93,5/ 0.97
Kiribati
Korea, Democratic People’s Republic of .. .. .. .. .. .. .. ..
Lao People’s Democratic Republic 781 81.3 74.7 0.92 89.0/ 90.8/ 87.0/ 0.96/
Malaysia 97.8 97.8 97.8 1.00
Marshall Islands 85.0¢ 85.0¢ 85.1¢ 1.00¢
Micronesia (Federated States of) .. .. .. .. .. .. .. ..
Mongolia 91.8 90.9 92.8 1.02 98.1m 98.3M 97.8M 0.99™
Myanmar
Nauru .. .. .. ..
Niue 98.54 98.67 98.44 1.00¢
Palau
Papua New Guinea .. .. .. .. .. .. .. ..
Philippines 89.84 89.54 90.14 1.014 88.7™m 87.9™ 89.5™ 1.02m
Samoa 92.2 915 93.0 1.02
Singapore .. .. .. ..
Solomon Islands 82.0¢ 82.9k 81.1k 0.98%
Thailand 89.7M 90.0™ 89.4M 0.99"
Timor-Leste 85.9 86.2 85.6 0.99
Tonga .. .. .. ..
Vanuatu 97.74 98.3¢ 97.04 0.99¢
Viet Nam
Southern Asia 76.5 81.4 7.3 0.87 91.7 92.3 91.0 0.98
Afghanistan .. .. .. ..
Bangladesh .. . .. . 95.5M 91.2m 100.0™ 1.107
Bhutan 58.5 61.5 55.5 0.90 88.9" 87.6" 90.2™ 1.03™
India 84.8 92.1 76.8 0.83 96.1% 97.8k 94.2k 0.96%
Iran (Islamic Republic of) 85.7 87.1 84.2 0.97 96.7 97.6 95.7 0.98'
Maldives 98.6 98.0 99.2 1.01 96.8" 96.7" 96.8" 1.00"
Nepal 735 80.6 66.0 0.82 . . . .
Pakistan 57.9¢ 68.9¢ 46.3¢ 0.67¢ 741 813 66.5 0.82
Sri Lanka 93.7m 93.5™M 93.9M 1.00"
Eastern Europe and Central Asia 94.1 94.6 93.7 0.99 92.8 92.7 92.9 1.00
Albania 96.59 97.59 95.49 0.989 78.8 785 7941 1.01
Armenia 93.2¢ 92.7¢ 93.6¢ 1.01¢ 79.5 78.2 81.1 1.04
Azerbaijan 88.2 88.5 88.0 0.99 84.7 85.3 84.1 0.99
Belarus 92,4 92.6 92.2f 1.00 96.1/ 95.0/ 97.4/ 1.02/
Bosnia and Herzegovina .. .. .. .. 87.4 86.5 88.4 1.02
Bulgaria 98.1 98.9 97.3 0.98 99.3M 98.9™ 99.7M 1.01M
Croatia 92.4 92.8 92.0 0.99 93.2m 92.9m 93.5M 1.017
Cyprus® P 98.1 97.8 98.4 1.01 99.1M 99.4M 98.8" 0.99"
Former Yugoslav Republic of Macedonia (FYROM) 97.8 98.1 97.4 0.99 93.9M 93.07 94.8M 1.027
Georgia 90.2" 92.1" 88.3" 0.96" 95.3k 96.3% 94.2k 0.98%
Kazakhstan 94.0 92.8 95.3 1.03 99.5" 99.47 99.7" 1.00"
Kyrgyzstan 92.3 925 92.2 1.00 95.3 95.5 95.1 1.00
Latvia 93.94 94.34 93.44 0.99¢ 94.6M 94.1m 95.1M 1.01M
Lithuania 98.0 97.8 98.2 1.00 96.7™ 96.5" 96.9" 1.00™
Moldova, Republic of 92.6 93.0 92.1 0.99 90.1 90.1 90.1 1.00
Montenegro
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Table II.A1.1. Adjusted primary school net enrolment rates, 2000 and 2010 (cont.)

Total number of pupils of the official primary school age who are enrolled at primary or secondary education levels,
expressed as a percentage of the eligible official primary school age population

2000 2010

Region, country or economy”

All Male Female GPI4 All Male Female GPI2
Romania 92.7 92.9 92.6 1.00 92.4M 92.4m 92.5M 1.00™
Russian Federation 95.7™M 95.1M 96.3™ 1.017
Serbia .. . .. » 9.5 94.7 94.4 1.00
Tajikistan 96.1 99.3 92.8 0.93 97.8 995 96.0 0.96
Turkmenistan .. .. .. .. .. .. .. ..
Ukraine 93.8 93.9 93.7 1.00 911 90.8 915 1.01
Uzbekistan 92.8" 941" 91.5"7 0.97"
Middle East and North Africa 88.5 90.3 86.6 0.95 94.1 94.9 93.3 0.98
Algeria 93.0 945 915 0.97 97.3 98.2 96.4 0.98
Bahrain 98.4 9741 99.8 1.03 99.3/ 99.1/ 99.6/ 1.01
Egypt 93.7 96.6 90.6 0.94 98.0™ 99.7m 96.2M 0.96™
Iraq 87.4 93.4 81.0 0.87 89.2k 94,5k 83.7k 0.89%
Jordan 94.8 94.2 955 1.01 94.0/ 93.1/ 95.0/ 1.02/
Kuwait 95.7 94.9 96.5 1.02 98.2/ 9.6/ 100.0/ 1.03/
Lebanon 94.14 95.44 92.84 0.97¢ 93.2 935 92.9 0.99
Morocco 76.3 80.7 716 0.89 96.2" 96.8" 95.6" 0.997
Oman 82.4 81.3 83.5 1.03 98.1 97.9 98.4 1.01
Palestinian Authority 92.8 93.0 92.6 1.00 89.2 89.8 88.5 0.99
Qatar 96.2 93.0 99.8 1.07 96.2 95.7 96.6 1.01
Saudi Arabia 89.9M 90.4M 89.4M 0.99™
Syrian Arab Republic . . . . 99.1m 99.8" 98.4M 0.997
Tunisia 96.5 98.1 94.8 0.97 . . .. ..
United Arab Emirates 81.0 80.6 81,5 1.01 95.6/ 93.6/ 97.7 1.04/
Yemen 56.74 71.24 4169 0587 782 85.5 705 0.82
Western Africa 59.8 65.5 54.0 0.81 73.0 75.9 70.0 0.92
Benin 85.69 99.99 71.59 0.729 88.0 99.8/ 76.3/ 0.76'
Burkina Faso 345 40.3 28.6 0.71 61.5™ 65.1™ 57.7M 0.89™
Cape Verde 98.8 99.4 98.17 0.99 935 946 92.4 0.98
Cote d’lvoire 56.8 65.5 482 0.74 61.5™ 67.1™ 55.8M 0.83™
Gambia 68.0 716 64.4 0.90 69.4 68.3 70.6 1.03
Ghana 65.0 65.7 64.2 0.98 84.2" 83.8" 84.6" 1.017
Guinea 46.9 53.8 39.8 0.74 77.0 83.2 70.5 0.85
Guinea-Bissau 51.2 59.8 426 0.71 75.0 76.7 73.3 0.96
Liberia 4659 52.3¢ 4054 0.78¢ . . .. .
Mali 42.24 48.74 35.54 0.73¢ 65.8 706 60.8 0.86
Mauritania 61.1 62.0 60.2 0.97 74.4 72.8 76.0 1.04
Niger 271 31.6 223 0.71 58.3 64.2 52.0 0.81
Nigeria 64.5 70.0 58.9 0.84 62.1% 64.8% 59.3k 0.92%
Senegal 60.0 63.8 56.1 0.88 78.0 75.9 80.2 1.06
Sierra Leone .. .. .. ..
Togo 88.8 985 7941 0.80
Eastern and Middle Africa 62.4 64.9 59.9 0.91 83.3 84.7 81.9 0.96
Angola 535 57.6° 49.4¢ 0.86° 85.7 93.1 78.2 0.84
Burundi 449 49.0 40.8 0.83 99.1m 98.3m 99.8M 1.027m
Cameroon 93.8™ 99.6™ 88.0" 0.88™
Central African Republic .. .. .. .. 709 81.3 60.6 0.75
Chad 54.6 66.0 431 0.65 .. . . ..
Comoros 73.4 79.4 67.4 0.85 77.8k 80.7% 74.8k 0.93%
Congo 90.8 923 89.3 0.97
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Table II.A1.1. Adjusted primary school net enrolment rates, 2000 and 2010 (cont.)

Total number of pupils of the official primary school age who are enrolled at primary or secondary education levels,
expressed as a percentage of the eligible official primary school age population

2000 2010

Region, country or economy”

All Male Female GPI4 All Male Female GPI2
Congo, Democratic Republic of 33.34 34.24 32.34 0.95¢ . . . .
Djibouti 26.8 30.5 23.1 0.76 52.0" 54.9" 49.17 0.89"
Equatorial Guinea 76.0¢ 81.2¢ 70.7¢ 0.87¢ 56.3 56.5 56.0 0.99
Eritrea 38.0 40.7 35.2 0.87 34.9 37.2 32,5 0.87
Ethiopia 40.4 46.6 34.2 0.73 82.2 84.8 79.5 0.94
Gabon 81.4¢ 81.6¢ 81.2¢ 1.00¢ . . . .
Kenya 65.7 64.7 66.7 1.03 84.0m 83.5M 84.5M 1.017m
Madagascar 67.2 66.8 67.6 1.01 .. .. .. ..
Malawi . . . . 94.3k 91.0% 97.6% 1.07%
Mauritius 925 92.3 92.8 1.01 93.4 92.4 94.4 1.02
Mozambique 56.0 61.8 50.2 0.81 92.0 9.6 89.4 0.94
Rwanda 75.9¢ 7498 76.9¢ 1.03¢ 90.6/ 89.0/ 92.2/ 1.04/
Sao Tome and Principe 89.54 89.8¢ 89.24 0.99¢ 97.3/ 9.6/ 97.9/ 1.01/
Seychelles 91.8¢ 91.3¢ 92.4¢ 1.01¢ 95.1/ 96.3' 94.0 0.98'
Somalia
Sudan .. .. .. .. .. .. .. ..
Uganda . . . . 91.0 89.7 92.3 1.03
Tanzania, United Republic of 53.1 52.4 53.8 1.03 921 91.3 92.9 1.02
Zambia 71.0 77 70.2 0.98 927 914 93.9 1.03
Zimbabwe
Southern Africa 82.6 80.7 84.4 1.05 84.3 83.3 85.3 1.02
Botswana 81.0 79.3 82.8 1.04 85.8% 84.9% 86.7% 1.02K
Lesotho 76.2 73.3 79.2 1.08 73.7 72.2 75.3 1.04
Namibia 89.6 86.5 92.7 1.07 86.4M 83.9™ 88.9™ 1.06™
South Africa 93.9 93.2 94.7 1.02 90.0™ 89.4M 90.7™ 1.01M
Swaziland 721 713 72.9 1.02 85.6 86.1 85.1 0.99

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.

a) Gender parity index: ratio of female to male values of the adjusted net enrolment rate into primary education.

b) Country classification by world region is based on UN and World Bank classifications.

¢) Data refer to 1998.

d) Data refer to 1999.

e) Data refer to 2001.

f) Data refer to 2002.

g) Data refer to 2003.

h) Data refer to 2004.

i) Data refer to 2005.

j) Data refer to 2006.

k) Data refer to 2007.

) Data refer to 2008.

m) Data refer to 2009.

n) Data refer to 2011.

0) Footnote by Turkey: The information in this document with reference to “Cyprus” relates to the southern part of the Island. There is no
single authority representing both Turkish and Greek Cypriot people on the Island. Turkey recognises the Turkish Republic of Northern
Cyprus (TRNC). Until a lasting and equitable solution is found within the context of United Nations, Turkey shall preserve its position
concerning the “Cyprus issue”.

p) Footnote by all the European Union member states of the OECD and the European Commission: The Republic of Cyprus is recognised by all
members of the United Nations with the exception of Turkey. The information in this document relates to the area under the effective
control of the Government of the Republic of Cyprus.

Source: UNESCO Education Database 2012.

StatLink =i=m http://dx.doi.org/10.1787/888932677457
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Table II.A1.2. Gross secondary school enrolment ratios, 2000 and 2010

Total enrolment in secondary school, regardless of age, expressed as a percentage
of the eligible official secondary school-age population

2000 2010

Region, country or economy”

All Male Female GPI4 All Male Female GPI2
0ECD 104.4 103.0 105.8 1.02 102.8 102.8 102.9 1.00
Australia 161.7 161.5 162.0 1.00 129.2Mm  131.8™ 12657 0.96™
Austria 97.7 99.8 95.4 0.96 99.6™  101.8™ 97.4m 0.96™
Belgium 1451 138.4 152.2 1.10 1105™ 1122 108.87 0.97™
Canada 102.5 101.6 103.4 1.02 101.3/ 102.4! 100.2/ 0.98
Chile 82.7 81.8 83.6 1.02 87.9m 86.7™ 89.2m 1.03™
Czech Republic 87.3 86.6 88.1 1.02 90.4™ 89.9™ 90.9™ 1.01m
Denmark 126.7 124.0 129.6 1.04 117.4™  116.3™ 11857 1.02m
Estonia 93.8 91.9 95.7 1.04 103.6™  1027" 10477 1.02™m
Finland 124.8 119.4 130.5 1.09 1075™  105.0" 11017 1.05™
France 108.2 108.1 108.3 1.00 112.6™ 11247 112.87 1.00™
Germany 98.1 98.7 97.4 0.99 102.6™  105.3M 99.7m 0.95™
Greece 89.5 86.8 92.4 1.06 100.9% 103.5% 98.1k 0.95%
Hungary 95.1 94.8 955 1.01 98.3M 99.0™ 97.6™ 0.99™
Iceland 107.4 104.0 110.9 1.07 107.2™  105.7"  108.8™ 1.03™
Ireland 106.7 102.6 1111 1.08 175™ 1140 121147 1.06™
Israel* 93.2 93.1 93.3 1.00 91.0m 90.3™M 91.8M 1.02™m
Italy 92.24 92.6¢ 91.94 0.99¢ 99.1m 99.8™ 98.3M 0.98™
Japan 101.8 101.2 102.4 1.01 101.5™ 1014 101.6™ 1.007
Korea 98.9 99.0 98.7 1.00 97.1m 97.6™ 96.4M 0.99™
Luxembourg 97.0 94.2 99.9 1.06 97.6/ 96.4/ 98.8/ 1.02/
Mexico 72.7 71.9 73.4 1.02 86.9™ 83.7M 90.1™ 1.08™
Netherlands 123.4 125.7 121.0 0.96 1202™ 12147 119.37 0.99™
New Zealand 110.6 107.6 113.9 1.06 1246™  122.9™ 12647 1.037
Norway 116.1 114.7 117.5 1.02 1102™ 1115 108.8™ 0.98™
Poland 100.6 101.6 995 0.98 97.0m 97.5™m 96.5M 0.99™
Portugal 104.7 101.4 108.1 1.07 106.7"  104.8™ 10877 1.04™m
Slovak Republic 84.6 83.8 85.4 1.02 89.4m 88.9™ 90.0™ 1.017m
Slovenia 100.8 99.1 102.6 1.04 97.1m 97.3m 96.8™ 1.00™
Spain 111.4 108.3 1147 1.06 119.0m  1165™ 12167 1.04m
Sweden 151.8 134.3 170.2 1.27 100.3™  100.6™ 99.9m 0.99™
Switzerland 95.4 98.4 92.3 0.94 95.2m 97.4m 93.3M 0.96™
Turkey 71.4 825 60.1 073 77.6™ 80.9™ 741m 0.91™
United Kingdom 101.6 101.1 102.1 1.01 101.8™  100.8™  102.97 1.027m
United States 93.0 92.4 93.7 1.01 96.5™ 95.8™M 97.1m 1.017M
Caribbean 88.8 85.6 92.0 1.08 93.0 91.4 94.7 1.04
Anguilla 107.0 108.2 105.9 0.98 79.7/ 81.8/ 776/ 0.95/
Antigua and Barbuda 78.9 82.5 75.5 0.92 105.4 104.8 106.0 1.01
Aruba 97.0 95.4 98.5 1.03 89.6 89.3 90.0 1.01
Bahamas 81.9 85.8 779 0.91 94.0m 92.9™ 95.0m 1.02m
Barbados 104.8 99.5 1105 1.1 100.6 96.4 105.1 1.09
Bermuda 79.2¢ 76.5¢ 81.9¢ 1.07¢ 78.7 723 85.4 1.18
British Virgin Islands 95.7h 92.9" 98.5" 1.06" 98.4m 96.9™ 99.8M 1.03™
Cayman Islands 102.5 102.6 102.5 1.00 83.2/ 782! 88.4/ 113/
Cuba 825 80.8 84.3 1.04 89.4 90.0 88.8 0.99
Dominica 105.5 99.1 112.0 113 98.2 94.0 102.8 1.09
Dominican Republic 59.5 535 65.5 1.23 76.4 72.0 81.0 1.12
Grenada 108.1f 100.7f 115.6 1.157 107.9 106.3 109.4 1.03
Haiti .. . .. » .. » . ..
Jamaica 86.7 85.8 87.6 1.02 95.6™ 94.9™m 96.3™ 1.01m
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Table II.A1.2. Gross secondary school enrolment ratios, 2000 and 2010 (cont.)

Total enrolment in secondary school, regardless of age, expressed as a percentage
of the eligible official secondary school-age population

2000 2010

Region, country or economy”

All Male Female GPI4 All Male Female GPI2
Montserrat 102.07 96.3" 109.07 1.13f 102.1% 101.1% 103.2¢ 1.02K
Puerto Rico . .. . . 82.2 79.9 84.5 1.06
Saint Kitts and Nevis 75.4 72.8 78.0 1.07 97.5 97.8 97.2 0.99
Saint Lucia 73.4 63.8 82.7 1.30 96.1 96.7 95.6 0.99
Saint Vincent and the Grenadines 82.5 705 94.6 1.34 109.4M 107.4™ 111.5™ 1.04M
Trinidad and Tobago 75.7 72.1 79.4 1.10 89.9/ 87.0/ 93.0/ 1.07/
Turks and Caicos Islands 88.29 88.49 88.19 1.009 86.0' 88.7! 83.2/ 0.94/
Central America 56.3 55.0 57.7 1.04 73.3 7.4 75.3 1.06
Belize 65.1 63.4 66.8 1.05 74.8 75.7 74.0 0.98
Costa Rica 60.7 58.2 63.5 1.09 99.7 97.0 102.5 1.06
El Salvador 54.0 54.2 53.9 0.99 63.1M 62.4M 63.7M 1.02m
Guatemala 38.0 40.3 35.6 0.88 58.5 60.5 56.6 0.93
Honduras .. .. .. .. 73.5 66.0 81.2 1.23
Nicaragua 53.1 49.0 57.4 117 69.4 66.2 727 1.10
Panama 67.0 65.0 69.1 1.06 741 7.7 76.7 1.07
South America 79.4 771 81.7 1.06 85.2 81.8 88.7 1.09
Argentina 86.6 84.6 88.6 1.05 85.8/ 80.5 91.4/ 1.14!
Bolivia (Plurinational State of) 79.8 815 781 0.96 81.0/ 81.9/ 80.1/ 0.98/
Brazil 104.4 99.5 109.5 1.10 101.3/ 96.4/ 106.5 111/
Colombia 71.8 68.4 75.3 1.10 96.4 92.0 100.9 1.10
Ecuador 57.1 56.7 57.6 1.02 80.4M 78.6™ 82.4M 1.05™
Guyana 94.6 945 94.8 1.00 91.0 86.6 95.7 1.1
Paraguay 61.3 60.3 62.3 1.03 66.9™ 65.5™ 68.5™ 1.05™
Peru 85.8 88.8 82.6 0.93 91.6™ 92.6™ 90.6™ 0.98™
Suriname 73.4¢ 67.3° 79.8¢ 1.19¢ 74.8M 67.3M 82.6M 1.23M
Uruguay 98.3 92.1 104.8 1.14 85.0™ 79.4M 90.8™ 1.14m
Venezuela (Bolivarian Republic of) 59.8 54.6 65.3 1.20 82.5 78.8 86.4 1.10
East Asia and the Pacific 66.1 64.1 68.2 1.03 76.9 74.6 80.1 1.06
Brunei Darussalam 89.2 86.9 91.7 1.06 107.3™ 105.9™ 108.7™ 1.03M
Cambodia 16.6 21.4 1.7 0.55 46.2 48.5 437 0.90
China 63.3¢ 64.8¢ 61.6° 0.95¢ 80.1™ 77.6™ 82.9M 1.077m
China, Hong Kong Special Administrative Region 77.1¢ 77.68 76.5¢ 0.98¢ 83.0 82.4 83.7 1.02
China, Macao Special Administrative Region 83.0 81.6 84.4 1.03 92.4 95.9 88.9 0.93
Cook Islands 76.7 72.0 82.0 1.14 83.4M 78.7M 88.6™ 1.13M
Fiji 785 75.1 82.0 1.09 86.5™ 82.7™m 90.5™ 1.09™
Indonesia 52.8 54.1 515 0.95 75.1M 75.4M 74.7M 0.99™
Kiribati 100.2 76.3 125.0 1.64 85.6/ 81.3 90.0/ 111/
Korea, Democratic People’s Republic of .. .. .. .. .. .. .. ..
Lao People’s Democratic Republic 34.9 40.9 28.7 0.70 447! 494/ 39.8/ 081/
Malaysia 66.2 63.4 69.1 1.09 69.1/ 66.6/ 71.6/ 1.08/
Marshall Islands 67.8¢ 65.7¢ 69.9¢ 1.06¢ 98.8™ 97.5M 100.3™ 1.03M
Micronesia (Federated States of) 82.2h 79.9" 84.8" 1.06" 83.2/ 80.2/ 86.6/ 1.08'
Mongolia 65.0 58.5 716 1.22 92.9™ 89.5M 96.3M 1.08™
Myanmar 39.9 38.6 411 1.07 54.3 52.6 56.0 1.06
Nauru 4741 433 50.8 117 62.9/ 57.6/ 68.9/ 1.20/
Niue 97.0 89.9 104.7 1.16 105.1/ 82.9/ 147.8/ 1.78/
Palau 91.6¢ 91.3¢ 91.9¢ 1.01¢
Papua New Guinea 19.3¢ 22.6° 15.9¢ 0.70¢ .. .. .. ..
Philippines 74.34 70.84 77.94 1.109 84.8™ 81.5™ 88.3" 1.08™
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Table II.A1.2. Gross secondary school enrolment ratios, 2000 and 2010 (cont.)

Total enrolment in secondary school, regardless of age, expressed as a percentage
of the eligible official secondary school-age population

2000 2010
Region, country or economy”

All Male Female GPI4 All Male Female GPI2
Samoa 779 7341 83.3 114 84.7 79.3 90.7 1.14
Singapore .. .. .. .. .. .. .. ..
Solomon Islands 20.7 23.0 18.2 0.79 35.5% 38.4K 32.4k 0.84k
Thailand 62.2¢ 62.9¢ 61.5¢ 0.98¢ 77.2 74.2 80.4 1.08
Timor-Leste 56.6 57.3h 55.91 0.98" 56.3 56.1 56.4 1.01
Tokelau 923 91.9 92.7 1.01 . . . .
Tonga 106.5 101.0 1127 1.12 101.3/ 101.2/ 101.5/ 1.00/
Tuvalu 79.5¢ 76.2¢ 83.7¢ 1.10¢ . . . ..
Vanuatu 34.7 32.4 37.0 1.14 54.7 54.3 55.1 1.02
Viet Nam 64.0 66.9 61.0 0.91 772! 75.4/ 79.1/ 1.05/
Southern Asia 47.4 50.5 49.5 0.89 57.4 60.2 54.4 0.89
Afghanistan 11.5€ 22.1¢ . . 455 59.8 30.2 0.51
Bangladesh 48.2 47.4 49.0 1.03 49.3M 47.14m 51.5M 1.09™
Bhutan 40.7 44.7 36.7 0.82 60.8™ 61.0™ 60.7™ 1.00™
India 453 52.6 37.4 0.71 60.2/ 63.8/ 56.2/ 0.88/
Iran (Islamic Republic of) 79.7 82.2 7741 0.94 83.5M 85.9™ 81.1m 0.94m
Maldives 52.8 50.8 54.9 1.08 82.1/ 79.4/ 85.1/ 1.07/
Nepal 35.0 40.6 29.0 0.71 435/ 46.1/ 40.8/ 0.89/
Pakistan 27.79 31.19 2419 0.779 34.2 38.9 29.4 0.76
Sri Lanka 85.5" 82.9 88.17 1.06"
Eastern Europe and Central Asia 86.4 86.5 86.3 1.00 92.0 92.5 91.5 0.99
Albania 715 73.0 701 0.96 78.2 79.0 77.3 0.98
Armenia 87.7¢ 85.2¢ 90.2¢ 1.06¢ 92.0 91.0 931 1.02
Azerbaijan 748 76.7 73.0 0.95 84.5k 86.2k 82.7k 0.96%
Belarus 87.2 85.7 88.8 1.04 95.9% 94.9% 97.0% 1.02K
Bosnia and Herzegovina .. .. .. .. 89.6 88.5 90.7 1.03
Bulgaria 93.0 94.0 92.0 0.98 88.0™ 89.6 86.3" 0.96"
Croatia 85.2 84.3 86.1 1.02 95.3M 93.7m 97.0™ 1.04m
Cyprus® P 93.4 92.4 94.4 1.02 98.4m 97.8™m 99.0™ 1.017m
Former Yugoslav Republic of Macedonia (FYROM) 83.9 85.2 82.6 0.97 82.8M 83.6™ 81.9m 0.98™
Georgia 78.8 79.4 78.2 0.99 89.0/ 91.4/ 86.6/ 0.95/
Kazakhstan 93.7 92.8 94.6 1.02 99.6" 101.0" 98.3" 0.97"
Kyrgyzstan 84.3 83.1 85.5 1.03 84.0 845 835 0.99
Latvia 90.6 89.4 91.9 1.03 94.1m 93.8™ 94.4m 1.01M
Lithuania 97.9 98.3 976 0.99 98.0™ 98.1m 97.9Mm 1.007™
Moldova, Republic of 816 80.7 825 1.02 88.0 87.0 89.0 1.02
Montenegro .. .. .. .. 104.0 103.5 104.6 1.01
Romania 81.9 81.3 82.5 1.02 95.1m 95.4m 94.8M 0.99™
Russian Federation 91.69 91.79 91.59 1.009 88.6" 89.6 87.5M 0.98™
Serbia 90.0 89.1 91.0 1.02 91.4 90.5 92.4 1.02
Tajikistan 74.2 79.8 68.5 0.86 87.2 93.4 80.9 0.87
Turkmenistan .. .. .. .. .. .. .. ..
Ukraine 98.9 98.6 99.2 1.01 95.6 96.7 94.4 0.98
Uzbekistan 87.5 88.9 86.2 0.97 105.7" 106.8" 104.5" 0.98"
Middle East and North Africa 75.2 75.7 74.7 0.96 84.9 84.5 85.4 1.00
Algeria 74.9 73.2f 76.7° 1.05 94.9M 94.1m 95.8M 1.02m
Bahrain 98.7 94.7 103.0 1.09 103.1/ 100.9/ 105.3/ 1.04/
Egypt 82.6 85.9 79.1 0.92 . . . .
Iraq 375 46.0 285 0.62 52.9% 60.3% 451k 0.75%
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Table II.A1.2. Gross secondary school enrolment ratios, 2000 and 2010 (cont.)

Total enrolment in secondary school, regardless of age, expressed as a percentage
of the eligible official secondary school-age population

2000 2010
Region, country or economy”

All Male Female GPI4 All Male Female GPI2
Jordan 84.2 82.4 86.2 1.05 91.1/ 89.3/ 93.0/ 1.04/
Kuwait 107.9 105.9 109.9 1.04 101.0/ 97.9/ 104.3/ 1.07/
Lebanon 76.7¢ 7347 80.14 1.094 81.4 76.8 86.2 1.12
Libya 110.3f 107.0 113.7f 1.06" 93.4/ 86.1/ 101.2/ 1.18/
Morocco 38.1 425 33.7 0.79 56.1% 60.3% 51.8k 0.86%
Oman 75.5 75.8 75.2 0.99 101.3 101.8 100.7 0.99
Palestinian Authority 80.6 78.9 82.4 1.04 86.0 82.7 89.4 1.08
Qatar 875 81.9 94.2 1.15 93.7 85.8 103.7 1.21
Saudi Arabia .. . .. .. 104.3 110.6 97.9 0.89
Syrian Arab Republic 448 46.7 42.9 0.92 72.4 72.2 72.6 1.01
Tunisia 76.1 74.8 774 1.03 90.5™ 88.0™ 93.1m 1.06™
United Arab Emirates 85.2 82.9 87.7 1.06 92.3/ 91.7/ 93.0/ 1.01/
Yemen 425 59.9 245 0.41 441 54.1 33.7 0.62
Western Africa 25.2 29.9 20.4 0.65 42.3 46.6 38.0 0.79
Benin 23.1 323 14.2 0.44 3711 48.4 26.0' 0.54/
Burkina Faso 9.7 1.7 7.7 0.66 20.7 23.4 17.9 0.76
Cape Verde 67.9¢ 66.5¢ 69.2¢ 1.04¢ 875 79.7 95.4 1.20
Cote d’lvoire 236 30.6 16.6 0.54 .. - .. .
Gambia .. . .. .. 54.1 55.6 52.6 0.95
Ghana 405 44 4 36.5 0.82 67.3" 70.6" 63.9" 0.917
Guinea 16.0 231 8.6 0.37 38.1M 47.7m 28.1M 0.59
Guinea-Bissau 18.5 23.9 1341 0.55
Liberia 34.8 40.3 29.2 073 .. . .. ..
Mali 16.5 21.1 11.9 0.56 37.7 443 30.9 0.70
Mauritania 18.2 20.9 155 0.74 24.4 26.4 22.4 0.85
Niger 7.0 8.8 5.2 0.60 134 16.1 10.6 0.66
Nigeria 24.3 26.3 22.2 0.85 44.0 46.8 4.2 0.88
Senegal 16.5 19.9 13.0 0.65 374 39.9 34.9 0.88
Sierra Leone 27.6° 33.0¢ 22.5° 0.68¢ .. .. .. ..
Togo 33.7 46.7 20.8 0.4 45 5k 59.8K 31.4k 0.53%
Eastern and Middle Africa 29.5 32.2 26.7 0.77 40.2 43.2 37.3 0.80
Angola 14.9 16.4 134 0.82 313 372 255 0.69
Burundi 11.19 12.69 9.79 0.779 24.8 28.9 20.7 0.72
Cameroon 26.19 28.49 23.84 0.84¢ 42.2m 46.0M 38.4Mm 0.83™
Central African Republic .. . .. .. 12.6 16.0 9.3 0.58
Chad 10.8 16.9 48 0.28 25.7 36.3 15.0 0.41
Comoros 28.9 31.8 26.0 0.82 46.3 52.7" 39.9/ 0.76'
Congo 35.6 418 29.4 0.70 .. y .. ..
Congo, Democratic Republic of 19.07 24.99 13.19 0.53¢ 37.9™ 48.5M 272 0.56™
Djibouti 13.6 16.4 10.8 0.66 36.1" 4017 31.9" 0.80"
Equatorial Guinea 314 43.5 19.2 0.44 .. .. .. ..
Eritrea 25.0 29.7 20.4 0.69 319 36.3 276 0.76
Ethiopia 145 174 11.6 0.66 35.7 39.3 321 0.82
Gabon 48.0 51.6 44.4 0.86 .. y .. ..
Kenya 39.2 40.2 38.2 0.95 60.2™ 63.2™ 57.1M 0.90™
Madagascar 16.6° 17.1¢ 16.2¢ 0.95¢ 31.4m 32.0m 30.2M 0.94™m
Malawi 32.2 36.7 27.6 0.75 321 33.6 30.6 0.91
Mauritius 75.3 76.6 73.9 0.96 89.4 895 89.3 1.00
Mozambique 6.1 75 4.7 0.63 255 28.0 22.9 0.82
Rwanda 11.1 114 10.8 0.95 32.2 319 32.4 1.02
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Table II.A1.2. Gross secondary school enrolment ratios, 2000 and 2010 (cont.)

Total enrolment in secondary school, regardless of age, expressed as a percentage
of the eligible official secondary school-age population

2000 2010

Region, country or economy”

All Male Female GPI4 All Male Female GPI2
Sao Tome and Principe 38.49 35.39 4159 1.189 59.2" 55.2" 63.4" 1.157
Seychelles 104.5 101.8 107.4 1.06 114.7M 108.2M 122.0m 1.13M
Somalia . . . . 7.8% 10.7% 4.9 0.46%
Sudan .. .. .. .. .. .. .. ..
Uganda 16.3 185 141 0.76 28.1 30.4 25.8 0.85
Tanzania, United Republic of
Zambia
Zimbabwe
Southern Africa 58.4 55.6 61.2 1.12 68.5 65.1 71.9 1.13
Botswana 746 72.7 76.5 1.05 80.0% 77.9% 82.1k 1.05%
Lesotho 30.1 26.0 34.3 1.32 46.4 39.0 53.9 1.38
Namibia 60.1 56.6 63.7 113 64.0 58.9% 69.3% 1.18K
South Africa 85.3 81.0 89.5 1.10 93.8™ 91.6™ 96.0™ 1.05™
Swaziland 419 M7 421 1.01 58.1 58.1 58.1 1.00

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.

a) Gender parity index: ratio of female to male values of the gross enrolment ratio into secondary education.

b) Country classification into world regions is based on UN and World Bank classifications.

¢) Data refer to 1998.

d) Data refer to 1999.

e) Data refer to 2001.

f) Data refer to 2002.

g) Data refer to 2003.

h) Data refer to 2004.

i) Data refer to 2005.

j) Data refer to 2006.

k) Data refer to 2007.

Data refer to 2008.

Data refer to 20009.

n) Data refer to 2011.

0) Footnote by Turkey: The information in this document with reference to “Cyprus” relates to the southern part of the Island. There is no
single authority representing both Turkish and Greek Cypriot people on the Island. Turkey recognises the Turkish Republic of Northern
Cyprus (TRNC). Until a lasting and equitable solution is found within the context of United Nations, Turkey shall preserve its position
concerning the “Cyprus issue”.

p) Footnote by all the European Union member states of the OECD and the European Commission: The Republic of Cyprus is recognised by all
members of the United Nations with the exception of Turkey. The information in this document relates to the area under the effective
control of the Government of the Republic of Cyprus.

Source: UNESCO Education Database 2012.

éc

StatLink =i=m http://dx.doi.org/10.1787/888932677476
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ANNEX I.A2

Supplementary table to Chapter 5

Table I1.A2.1. Gender equality focused aid in primary and secondary education,
percentage of 2009-10 annual average DAC members’ aid commitments,

2010 prices
Recipient region, country or economy Primary education Secondary education
North and Central America, all? 75.6 65.6
North and Central America, regional 98.2 99.2
West Indies, regional .. 100.0
Anguilla
Antigua and Barbuda
Barbados ..
Belize 100.0 ..
Costa Rica 98.5 99.9
Cuba 15.8 57.0
Dominica .. ..
Dominican Republic 57.1 72.6
El Salvador 485 95.5
Grenada 0.0 ..
Guatemala 39.2 46.2
Haiti 91.0 772
Honduras 89.7 34.6
Jamaica 100.0 100.0
Montserrat .. 0.0
Nicaragua 63.0 24.7
Panama 100.0 37.0
Saint Kitts and Nevis
Saint Lucia
Saint Vincent and the Grenadines
Trinidad and Tobago
South America, all? 76.1 64.4
South America, regional 99.8 91.2
Argentina 67.1 96.8
Bolivia (Plurinational State of) 64.2 61.7
Brazil 59.5 52.1
Colombia 90.5 65.2
Ecuador 41.0 68.0
Guyana 0.0 ..
Paraguay 63.0 23.7
Peru 81.7 62.5
Suriname . ..
Uruguay 86.5 57.8
Venezuela (Bolivarian Republic of) 96.1 46.3
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Table I1.A2.1. Gender equality focused aid in primary and secondary education,
percentage of 2009-10 annual average DAC members’ aid commitments,

2010 prices (cont.)

Recipient region, country or economy

Primary education

Secondary education

Far East Asia, all? 26.7 48.8
Far East Asia, regional 100.0 100.0
Cambodia 16.7 315
China 38.5 471
Indonesia 10.5 79.2
Korea, Democratic People’s Republic of 100.0 100.0
Lao People’s Democratic Republic 87.5 76.2
Malaysia 51.1 5.8
Mongolia 499 8.9
Philippines 724 58.9
Thailand 55.4 38.2
Timor-Leste 67.2 93.4
Viet Nam 88.3 25.9
Oceania, all? 91.4 88.5
Oceania, regional 100.0 91.3
Cook Islands 100.0 100.0
Fiji 10.4 12.6
Kiribati 97.3

Marshall Islands ..

Micronesia (Federated States of) 0.0

Nauru ..

Niue 100.0

Palau . ..
Papua New Guinea 86.8 97.8
Samoa 70.6 53.0
Solomon Islands 91.0 0.0
Tokelau 100.0 ..
Tonga 100.0 96.3
Tuvalu 76.1 17.3
Vanuatu 100.0 91.9
South and Central Asia, all? 88.7 67.1
Central Asia, regional 85.0 100.0
South Asia, regional 100.0 100.0
Afghanistan 84.0 90.3
Armenia 97.4 0.3
Azerbaijan 67.3 100.0
Bangladesh 87.2 49.5
Bhutan 0.0 93.2
Georgia 8.2 15
India 97.4 69.4
Kazakhstan 52.2 86.5
Kyrgyzstan 100.0 98.9
Maldives 0.0 100.0
Myanmar 80.3 35
Nepal 94.2 97.4
Pakistan 79.5 99.3
Sri Lanka 56.9 66.7
Tajikistan 99.9 75.9
Turkmenistan . 7.4
Uzbekistan 0.7 44.9
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Table I1.A2.1. Gender equality focused aid in primary and secondary education,
percentage of 2009-10 annual average DAC members’ aid commitments,
2010 prices (cont.)

Recipient region, country or economy Primary education Secondary education
Europe, all? 53.0 64.7
Europe, regional 98.2 99.7
Albania 39.8 36.2
Belarus 0.0 78.1
Bosnia and Herzegovina 9.6 7.7
Croatia 100.0 94.9
Former Yugoslav Republic of Macedonia (FYROM) 50.6 3r.7
Kosovo 26.7 58.8
Moldova, Republic of 74.2 68.5
Montenegro 100.0 6.5
Serbia 3341 84.4
Ukraine 92.2 65.9
Africa, South of Sahara, all? 68.5 72.9
South of Sahara, regional 98.0 88.2
Angola 87.3 20.5
Benin 52.2 98.0
Botswana 91.0 8.6
Burkina Faso 96.6 78.6
Burundi 56.3 94.3
Cameroon 88.2 94.9
Cape Verde 100.0 01
Central African Republic 89.2 88.7
Chad 472 84.3
Comoros 100.0 1.8
Congo 87.0 94.3
Congo, Democratic Republic of 60.1 92.9
Cote d’lvoire 89.0 78.3
Djibouti 100.0 100.0
Equatorial Guinea 17.6 24.9
Eritrea 0.0 39.6
Ethiopia 62.1 88.8
Gabon 0.0 18.6
Gambia 84.4 7.4
Ghana 58.1 24.2
Guinea 99.2 87.5
Guinea-Bissau 27.3 24.8
Kenya 52.6 54.2
Lesotho 99.8 ..
Liberia 100.0 100.0
Madagascar 499 97.2
Malawi 99.1 74
Mali 90.4 36.5
Mauritania 78.8 75.8
Mauritius 100.0 100.0
Mayotte 100.0 100.0
Mozambique 66.3 41.3
Namibia 50.6 15.0
Niger 97.8 56.7
Nigeria 46.5 82.0
Rwanda 95.5 34.7
Saint Helena .. 0.0
Sao Tome and Principe 0.0 0.0
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Table I1.A2.1. Gender equality focused aid in primary and secondary education,
percentage of 2009-10 annual average DAC members’ aid commitments,

2010 prices (cont.)

Recipient region, country or economy

Primary education

Secondary education

Senegal 64.6 87.9
Seychelles 100.0 ..
Sierra Leone 94.1 69.9
Somalia 58.4 371
South Africa 3.0 62.7
Sudan 81.3 94.3
Swaziland 495 67.4
Tanzania, United Republic of 98.6 93.5
Togo 96.3 81.8
Uganda 25.3 24.2
Zambia 41.0 54.2
Zimbabwe 34.8 69.6
Middle East, all? 97.2 84.4
Middle East, regional 100.0 96.1
Iran (Islamic Republic of) 100.0 24.8
Iraq 93.8 90.1
Jordan 95.0 89.5
Lebanon 95.6 99.7
Oman 100.0 0.0
Palestinian Authority? 98.8 54.9
Syrian Arab Republic 97.0 7.2
Yemen 99.3 99.8
Africa, North of Sahara, all? 97.5 90.5
North of Sahara, regional 71.4 90.8
Algeria 100.0 98.6
Egypt 97.1 89.9
Libya 100.0 100.0
Morocco 97.7 89.4
Tunisia 98.5 93.8

..t There were no commitments made to primary or secondary education for this country in 2009-10 or this aid was

not screened against the gender equality policy marker.
a) Regional weigthed average.
b) Referred to as “West Bank and Gaza Strip” in the DAC List of ODA Recipients.

Source: Creditor Reporting System (CRS), Aid Activity Database, www.oecd.org/dac/stats/idsonline.

StatLink Si=m http://dx.doi.org/10.1787/888932677495
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ANNEX II.A3

Supplementary table to Chapter 8

Table I1.A3.1. Percentage of female students in higher education, 1985-2025

1985 1995 2005 2015 2025
OECD 46 50 54 56 58
Australia .. 50 54 55 56
Austria 44 48 54 61 72
Belgium 47 49 54 58 60
Canada 49 53 58 60 64
Czech Republic .. 48 53 53 54
Denmark 48 52 57 59 60
Finland 49 53 54 54 53
France 52 55 55 56 57
Germany .. 43 50 54 58
Greece .. 49 51 53 53
Hungary .. 52 58 59 60
Iceland .. 58 65 67 68
Ireland 43 49 55 58 59
Italy 45 52 57 57 57
Japan .. 44 46 47 48
Korea .. 35 37 38 40
Luxembourg .. .. .. .. ..
Mexico .. 47 50 52 52
Netherlands 41 47 51 53 54
New Zealand 46 55 59 59 60
Norway 50 55 60 63 65
Poland .. .. 58 58 58
Portugal 53 57 56 56 56
Slovak Republic .. .. 55 58 59
Spain 48 53 54 55 55
Sweden 52 55 60 62 63
Switzerland 32 37 46 49 52
Turkey 31 38 42 43 43
United Kingdom 45 51 57 65 7
United States 52 55 57 60 62

Source: OECD (2008), Higher Education to 2030, OECD Publishing, Paris.
StatLink Sa=m http://dx.doi.org/10.1787/888932677514
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General background data on education
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Table I1.A4.1. Educational attainment, PISA scores, and field of tertiary education, 2009

Proportion of the population with at least

Proportion of the population

upper secondary education with tertiary education? PISA scores Proportion of degrees’7 awarded to women
Engineering,
25-34 years old 55-64 years old 25-34 years old 55-64 years old Reading® Mathematics? Science® Computing manufacturing Education Health
and and welfare
construction

Men  Women | Men  Women| Men  Women | Men  Women | Boys Girls Boys Girls Boys Girls Women Women Women Women
OECD 80.1 82.9 65.6 57.0 32.7 4.5 24.2 20.6 474 513 501 490 501 501 18.9 26.3 76.8 74.8
Australia 81.0 84.8 65.9 50.2 38.1 51.5 29.7 28.9 496 533 519 509 527 528 19.69 24.89 74.09 75.69
Austria 90.0 86.8 815 62.5 19.6 22.5 21.2 11.0 449 490 506 486 498 490 17.5 25.5 80.3 67.1
Belgium 821 84.2 56.7 50.7 36.3 48.7 25.9 20.8 493 520 526 504 510 503 6.8 27.2 75.8 64.1
Canada 90.5 934 80.4 80.4 49.0 63.2 39.2 421 507 542 533 521 531 526 17.89 23.59 76.89 83.29
Chile 84.9 86.3 46.2 394 35.6 34.3 17.2 16.1 439 461 431 410 452 443 221 275 743 704
Czech Republic 94.9 93.5 924 79.9 18.1 22.5 13.6 8.3 456 504 495 490 498 503 13.3 25.6 78.5 81.1
Denmark 83.5 87.9 74.3 61.7 371 52.5 25.6 26.1 480 509 511 495 505 494 20.2 31.8 725 80.1
Estonia 82.9 89.7 80.0 85.8 27.5 45.7 26.4 37.6 480 524 516 508 527 528 28.8 37.6 921 84.0
Finland 88.1 92.8 65.5 69.4 30.3 49.0 274 305 508 563 542 539 546 562 27.0 22.8 83.6 85.6
France 82.6 85.1 59.3 50.5 38.7 475 18.3 17.7 475 515 505 489 500 497 16.5 28.8 74.6 59.3
Germany 86.4 85.7 88.8 76.8 24.4 26.9 324 18.4 478 518 520 505 523 518 15.6 223 725 68.4
Greece 69.6 80.6 421 371 25.0 341 19.4 10.8 459 506 473 459 465 475 . .. . .
Hungary 85.9 86.1 80.8 65.7 20.4 29.8 17.6 15.2 475 513 496 484 503 503 19.5 24.2 78.7 80.4
Iceland 65.1 75.2 67.9 45.0 30.2 419 25.6 19.8 478 522 508 505 496 495 211 35.3 84.5 85.4
Ireland 83.1 88.5 451 50.2 41.2 53.8 20.5 19.9 476 515 491 483 507 509 234 21.2 74.2 83.1
Israel* 84.3 90.4 73.8 74.7 35.1 50.6 441 45.8 452 495 451 443 453 456 24.6 24.2 83.3 77.8
Italy 66.5 741 40.7 329 15.8 24.6 111 9.5 464 510 490 475 488 490 .. .. - ..
Japan .. .. .. . 52.3 59.2 31.9 23.1 501 540 534 524 534 545 8.0 10.8 59.3 56.6
Korea 97.0 98.1 55.3 30.1 62.8 63.4 19.1 7.5 523 558 548 544 537 539 20.1 225 71.6 63.0
Luxembourg 83.4 84.2 775 62.9 42.7 47.4 30.7 19.0 453 492 499 479 487 480 .. .. . .
Mexico 42.6 413 247 18.2 215 19.0 145 55 413 438 425 412 419 413 36.4 28.3 72.0 64.1
Netherlands 80.1 84.6 711 53.9 37.1 43.2 33.0 21.8 496 521 534 517 524 520 10.2 18.7 81.1 75.2
New Zealand 776 80.9 67.7 55.4 414 51.8 32.1 35.3 499 544 523 515 529 535 23.0 29.8 81.2 79.5
Norway 815 85.8 81.3 76.0 37.6 56.4 28.1 26.3 480 527 500 495 498 502 131 245 745 82.4
Poland 92.5 94.5 79.9 75.4 28.2 42.7 124 12.8 476 525 497 493 505 511 16.3 33.6 77.8 72.8
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Table I1.A4.1. Educational attainment, PISA scores, and field of tertiary education, 2009 (cont.)

Proportion of the population with at least

Proportion of the population

; b
upper secondary education with tertiary education? PISA scores Proportion of degrees” awarded to women
Engineering,
25-34 years old 55-64 years old 25-34 years old 55-64 years old Reading® Mathematics? Science® Computing manufacturing Education Health
and and welfare
construction
Men  Women | Men  Women| Men Women| Men  Women | Boys Girls Boys Girls Boys Girls Women Women Women Women
Portugal 43.0 53.6 14.9 13.3 17.8 29.0 7.8 74 470 508 493 481 491 495 26.9 294 85.3 78.5
Slovak Republic 94.8 94.7 89.9 76.5 17.5 23.8 141 10.4 452 503 498 495 490 491 10.6 311 78.2 85.9
Slovenia 92.4 94.6 81.1 66.4 21.9 39.5 15.9 17.5 456 511 502 501 505 519 104 31.0 84.2 72.9
Spain 591 69.4 34.6 26.2 33.3 435 204 129 467 496 493 474 492 485 19.7 33.9 78.7 75.9
Sweden 90.1 92.3 72.8 78.5 36.5 484 235 30.4 475 521 493 495 493 497 24.1 28.4 79.3 82.3
Switzerland 91.7 88.4 89.1 76.0 425 374 38.6 18.1 481 520 544 524 520 512 8.9 19.1 743 68.3
Turkey 46.9 36.0 22.6 14.8 17.4 15.9 12.2 6.7 443 486 451 440 448 460 23.3 26.7 54.6 62.6
United Kingdom 81.7 81.5 731 55.2 42.9 46.8 304 27.0 481 507 503 482 519 509 19.0 22.5 76.3 741
United States 86.9 89.7 88.5 89.2 36.1 46.1 42.6 39.2 488 513 497 477 509 495 20.8 21.4 7.7 79.3
Brazil 48.8 56.1 249 242 9.6 135 9.3 8.6 397 425 394 379 407 404 17.9 28.8 79.7 75.2
China
India .. .. .. .. . .
Indonesia .. .. .. .. . .. .. .. 383 420 371 372 378 387
Russian Federation 892" 928" | 731" 698" | 491" 6167 | 443" 4527 | 437 482 469 467 477 480
South Africa

Note: The OECD average is calculated as the unweighted average for OECD countries for which data is available.
* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.

a) Refers to ISCED levels 5 and 6.
b) Degrees awarded at the tertiary level.
c) PISA reading literacy is scored based on a weighted OECD average of 500 and standard deviation of 100: the unweighted OECD average for all countries for girls is 513, and for boys is 474.
d) PISA mathematics ability is scored based on a weighted OECD average of 500 and standard deviation of 100: the unweighted OECD average for all countries for girls is 490, and for boys is 501.
e) PISA science ability is scored based on a weighted OECD average of 500 and standard deviation of 100: the unweighted OECD average for all countries for both girls and boys is 501.

f) Data refer to 2002.
g) Data refer to 2008.

Source: OECD (2010), PISA 2009 Results: What Students Know and Can Do, OECD Publishing, Paris; OECD (2011), Education at a Glance, OECD Publishing, Paris.
StatLink =i=P http://dx.doi.org/10.1787/888932677533
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PART III

Gender equality in employment

Compared to men, women are less likely to work full-time, more likely to be
employed in lower-paid occupations, and less likely to progress in their careers. As
a result gender pay gaps persist and women are more likely to end their lives in
poverty. This section looks at how many men and women are in paid work, who
works full-time, and how having children and growing older affect women’s work
patterns and earnings differently to men’s. It looks at how women bear the brunt of
domestic and family responsibilities, even when working full-time. It also considers
the benefits for businesses of keeping skilled women in the workplace, and
encouraging them to sit on company boards. It looks at women’s representation in
parliaments, judicial systems, and the senior civil service. It examines male and
female employment in the wake of the crisis, and how women tend to be confined to
the most vulnerable categories within the informal sector in developing countries.
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PART III

Chapter 11

Who is in paid work?

Key findings

® Female employment participation has generally increased and gender gaps in labour
force participation have narrowed, although they remain considerable in South Asia, the
Middle East and North Africa.

® Mothers and women with low levels of educational attainment are least likely to be in
paid work.

® Occupational segregation has not improved since the turn of the century.

@ Women are still under-represented at more senior job levels.
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II1.11. 'WHO IS IN PAID WORK?

Gains in female educational attainment have contributed to a worldwide increase in
women'’s participation in the labour force in recent decades (Chapter 4), so helping narrow
the employment gender gap in most countries. Nevertheless, considerable gaps do remain
-in working hours (Chapter 12); in conditions of employment, occupations and sectors;
and in earnings (Chapter 13). Women continue to undertake a much higher load of unpaid
work than men (Chapter 17), which restricts their opportunities to take on paid work.

Across OECD countries the gender gap in labour force participation narrowed by an
average of 9 percentage points between 1990 and 2010 (Figure 11.1). Outside the OECD, the
gap shrank in an even more pronounced manner in Central and South America — more
than 12 percentage points. By contrast, East Asia and the Pacific (with 4 percentage points),
together with Eastern Europe and Central Asia (less than 2), saw much more limited
progress (Figure 11.2).

In 2010, an average of 65% of women were in the labour force in OECD countries,
compared with 58% in 1990. However, there is considerable variation across countries. In 2010,
female labour force participation ranged from over 75% in China, the Nordic countries and
Switzerland to below 50% in India, Mexico, South Africa and Turkey (Annex II[.A1).

Figure 11.1. In the OECD, gender gaps in labour force participation vary widely across countries

Gender gap in labour force participation (male rates minus female rates) in OECD, enhanced engagement countries,
and selected developing countries,® 15-64 years old, 1980-2010
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* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
a) Countries are arranged from left to right in ascending order of 2010 gender gap in labour force participation.
Source: OECD Employment Database 2012 and ILO (2012), “Key Indicators of the Labour Market (KILM)”, 7th Edition, ILO Department of
Economic and Labour Market Analysis, Geneva, available at www.kilm.ilo.org.
StatLink Sa=m http://dx.doi.org/10.1787/888932675861

150 CLOSING THE GENDER GAP: ACT NOW © OECD 2012



1I1.11. 'WHO IS IN PAID WORK?

Figure 11.2. Gender gaps in labour force participation have narrowed but remain significant
in South Asia, the Middle East and North Africa

Gender gaps in labour force participation (male rates minus female rates) by world region,® 15-64 years old, 1990-2010
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a) Unweighted averages for countries in each region. Country groupings are defined in the Annex III.A1. Regions are arranged from left
to right in ascending order of 2010 gender gap in labour force participation.
Source: OECD Employment Database 2012 and ILO (2012), “Key Indicators of the Labour Market (KILM)”, 7th Edition, ILO Department of
Economic and Labour Market Analysis, Geneva, available at www.kilm.ilo.org.
StatLink i=m http://dx.doi.org/10.1787/888932675880

In non-OECD countries, despite progress, gender gaps are noticeably high in Central
America, Southern Asia, and the Middle East and North Africa (MENA): they can be as high
as 30 percentage points as female labour force participation is limited. Many governments
are seeking to foster female employment. India and South Africa, for example, have
introduced measures to attract more women into their public work programmes (Box 11.1).

Today, in most regions around the world, workers are employed predominantly in the
service sector, where women are over-represented (Table 11.1). In the OECD, services
account for more than 80% of women’s employment compared to 60% of men’s, with the
agriculture sector employing the lowest numbers of both men and women.

In less developed regions, except for the Caribbean and South America, agriculture does
continue to be an important source of employment, especially for women. In fact, recent
decades have seen a “feminisation of agriculture” in many developing countries. In 2010,
58% of women against 52% of men in Eastern and Middle Africa worked in the agricultural
sector, whilst in South Asia the proportions were 51% and 35% respectively (Table 11.1).
Women often remain marginalised in low-status, unskilled, frequently unpaid agricultural
work (Jitting and Morrisson, 2009; Jitting et al., 2012). Discriminatory social institutions
(Chapter 2) play a key role in explaining gender disparities in the agricultural sector.

Across the OECD there is a strong feminisation of most services sectors. An average of
almost one in three women employed in the services sector works in sales, hotels and
restaurants; the highest proportions of women are observed in health and community
services (78%), followed by education (70%). Transport, storage, and communication are the
exception, having low feminisation rates (i.e. low proportions of women among workers in
each activity) (see Figure 11.3). There are, however, wide differences across countries both in
the distribution of female employment by sector and in feminisation rates (Annex III.A3).

CLOSING THE GENDER GAP: ACT NOW © OECD 2012 151



II1.11. 'WHO IS IN PAID WORK?

Box 11.1. Public work programmes through a gender lens

A number of developing and emerging economies use public works programmes as instruments for
delivering social protection to the working-age poor as well as a response to slack labour demand. Although
early programmes suffered from low levels of female participation, some have developed a range of
approaches over time to involve more women. Examples are the Indian National Rural Employment
Guarantee Act (NREGA) and, to some extent, South Africa’s Expanded Public Works Programme (EPWP).
Both are important safety nets for women: about 50% of NREGA beneficiaries and 63% of EPWP
beneficiaries in 2010 were women.

Both NREGA and EPWP have sought to increase female participation in different ways, one of which is
through explicit quotas: NREGA set a target of one-third and EMWP 40%. NREGA also seeks to promote women’s
participation in the workforce by establishing equal wages for men and women; allowing childcare facilities to
be provided on worksites; and by requiring that places of work should be close to participants’ homes (i.e. within
a radius of eight kilometres). As a result of NREGA’s equal wage policy, women are able to earn more - up to
INR 60 (USD 1.2) more than in private rural employment (Holmes and Jones, 2011). A further requirement is that
women should be included in monitoring and managing the scheme.

Yet, even though both public works schemes have high female participation rates, there is scope for
improvement. Mainly for reasons of technical capacity and cost (employment costs exceed the hourly
wage), the South African EPWP has a very limited outreach. It could be improved if it were to establish equal
wages for men and women and provide better day-care facilities through closer links with the subsidised
Early Childhood Development Centres programme. NREGA, too, has been criticised for high costs and low
efficiency (Niehaus and Sukhtankar, 2009); the issue of corruption has also been widely debated since
evidence came to light in some districts that the higher status households in the villages are more likely to
participate in the programme (Liu and Deininger, 2010). NREGA has also been reproached for lacking
day-care facilities at or near the work sites (Bhatty, 2006), even though they were designed into the scheme.
Both the South African and Indian programmes could benefit from allowing flexible women working hours
to support their dual work and caring responsibilities.

Table 11.1. Women are over-represented in the service sector
Distribution of employment by sector, region and sex, 2010% P

Women Men
Agriculture Industry Services Al activities® | Agriculture Industry Services Al activities®
Caribbean 3 9 88 100 1 29 60 100
Central America 8 16 76 100 34 23 42 100
East Asia and the Pacific 31 12 56 100 33 20 46 100
Eastern and Middle Africa 58 8 34 100 52 14 34 100
Eastern Europe and Central Asia 23 14 63 100 23 30 47 100
Middle East and North Africa 21 7 72 100 12 29 58 100
OECD 5 12 83 100 6 34 60 100
South America 12 12 76 100 20 28 52 100
Southern Africa 12 11 77 100 21 26 53 100
Southern Asia 51 19 28 100 35 20 4 100
Western Africa 53 7 36 100 60 1 27 100

a) 2010 or most recent year, unweighted averages for countries in each region for which data was available after 2005.
b) See the Annex II.A1 for more detail on the countries and years used to calculate regional averages.
c) Data for all activities may also include “activity not adequately defined”, here not reported. The sum of agriculture, industry and
services may not therefore equal exactly 100.

Source: OECD Employment Database 2012; for OECD countries (excluding France, Luxembourg and the United States) and Brazil; ILO (2012),
“Key Indicators of the Labour Market (KILM)”, 7th Edition, ILO Department of Economic and Labour Market Analysis, Geneva, www.kilm.ilo.org
for France, Luxembourg, the United States and non-OECD countries (excluding Brazil).

StatLink =i=m http://dx.doi.org/10.1787/888932677324
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Figure 11.3. Economic sectors with the highest feminisation rates are health
and community services followed by education
Female employment in service activities in OECD countries, 2010

[ Whole and retail trade, hotels and restaurants [ Health and social work
I Finance, intermediation, real estate, renting and business activities [ Education
[ Other community activities, private household with employed persons Public administration and defense

[ Transport, storage and communication

Distribution of female employment by sector % Feminisation rates of service activities
4% 100

10%

45
15%
25

16%

Service activities

Source: OECD Employment Database 2012, www.oecd.org/employment/database, excluding France, Luxembourg and the
United States.
StatLink Si=m http://dx.doi.org/10.1787/888932675899

Women continue to choose different occupations from men (Chapter 9). In the 1990s,
the development of new technologies and the change in the organisation of work were
believed to be factors that could contribute to widening women'’s occupational choices
(OECD, 1994). But Figure 11.4 shows that female employment in Europe is concentrated in
fewer occupations than male employment, with gender differences varying across countries
and little change over the last decade. Bettio and Verashchagina (2009) for Europe and
Hegewisch et al. (2010) for the United States corroborate that since the mid-1990s there has
been little change in “horizontal segregation” —i.e. where a workforce is made up chiefly of
one gender, race, or other ascribed characteristic. In 2009, the greatest spread of female
workers across occupations amongst European countries was in the Czech Republic,
where ten occupations accounted for half of total employment. The comparably high
diversification of female occupations in the Czech Republic is related to their past as
communist regimes, while the subsequent move to a market economy has brought the shift
back to a more traditional model of economic segregation (Box 11.2).

In addition to horizontal segregation, women across the world also face a “glass
ceiling” or “vertical segregation issues” —i.e. where opportunities for career advancement
for a particular gender, race, or other ascribed characteristics, are narrowed. On average, in
OECD countries for which information is available, less than one-third of managers are
women, with small variations across countries (Figure 11.5). The proportion of female
managers is highest in France, Poland and the United States (35%). The proportion of
women with managerial responsibilities is lowest in Luxembourg (21%). Overall, women
face many more obstacles to promotion and reaching the top echelons of the corporate
world than men do (Chapter 15).
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Figure 11.4. Female employment is concentrated in a limited
number of occupations
Minimum number of occupations? that account for half of employed men and women, 2002-09
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Note: Countries are arranged in descending order of the number of occupations in which women were employed
in 2009.
a) The 3-digit ISCO88 classification of occupations has been used, with 111 occupations distinguished.
Source: Eurostat (2012), European Union Labour Force Survey 1995-2009, available at http://circa.europa.eu/irc/dsis/
employment/info/ data/eu_lfs/index.htm.

StatLink &i=r http://dx.doi.org/10.1787/888932675918

Female employment has evolved differently not only across regions and countries, but
also across age groups, education, and family status. In all OECD countries, except Iceland
and Sweden, mothers’ employment rates are lower than those of women aged 25 to 49
(OECD, 2012a). During the prime childbearing years, women often tend to reduce their
work-participation while men maintain or increase the number of hours worked. However,
as children grow up and enter compulsory schooling (around the age of 6) women frequently
re-enter the labour market or switch from part-time to full-time work (Chapter 12). The
number of children can also play an important role in female employment decisions: in
many countries, mothers with three or more children are significantly less likely to be in
employment than those with one or two (OECD, 2012a). Such patterns very across countries
and are related to the availability of formal childcare support facilities and other family-
friendly arrangements in the workplace (Box 11.3 and Chapter 18).
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Box 11.2. Effects of the economic transition on occupational segregation
in the Russian Federation

The equality of men and women was one of the avowed objectives of the communist
system, where the policy of full employment applied to both men and women (including
mothers). Due to the size of the industrial sector and prevailing labour demand, women
were encouraged to a certain extent to take up physical, traditionally male jobs
(Kamerman and Moss, 2009). As a result, and officially at least, horizontal gender
segregation in the former Soviet Union was considerably lower than in Western
economies.

However, during the transition period in the early 1990s, the industrial sector declined
and both men and women moved out and into other jobs related to science, technology,
engineering and mathematics (STEM). The change was more visible among women, who
left the industrial sector more quickly than men (see figure below) and entered sectors
with traditionally high levels of female concentration, such as healthcare, social services
and education. Many men either quit or combined their former employment with
economic activities in the private sector (which took over a number of state-owned
industrial enterprises).

During transition from communism to capitalism, many women left
the industrial sector and moved into traditionally female jobs
Change in the proportion of women and men employed in the industrial and education sectors

% of women in industry sector — — — 9% of women in education sector
% — === %ofmeninindustry sector ~  ===a-- % of men in education sector
35

30 |

25

20 |

15 |

1990 1995 1998 1999 2000 2002

Source: Rosstat (2011), “Tpyn u saustocts B Poccnn (Trud i sanjatost)”, available at www.gks.ru/bgd/regl/b11_36/Main.htm.
StatLink &i=r http://dx.doi.org/10.1787/888932675937

Women’s movements in and out of employment have noticeably changed in recent
decades (Figure 11.6). Before 1990, in the OECD area, women’s age-employment profiles
generally showed a marked trough during the childbearing years (between the ages of 25
and 34). This trough has gradually evened out as more women remain in the labour market
after childbirth. Indeed, employment rates in OECD countries have increased for women of
all ages, except for those in the youngest age group (20 to 24 years old).
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Figure 11.5. In the OECD less than one-third of managers are women
Proportion of women among staff with managerial responsibilities, 2007¢
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Note: Countries are arranged from left to right in descending order of the proportion of women among staff with
managerial responsibilities.
a) March 2009 data for the United States.
Source: OECD Family Database 2012.
StatLink %i=r http://dx.doi.org/10.1787/888932675956

Box 11.3. Female labour force participation in MENA countries

Many countries in the Middle East and North African (MENA) region have made
significant progress towards reducing gender gaps in key dimensions of education and
health. Improvements in employment outcomes are limited, however. The increase in
female labour force participation over the past two decades has been slight: from 22%
in 1990 to 30% in 2010, almost 40 percentage points below the male labour force
participation rate in the region. There is, however, considerable cross-national variation:
female labour force participation rates range from 15% in Iraq to 53% in Qatar.

In the MENA region, women are often employed in the public sector (WEF, 2011). In Egypt,
for example, the public sector accounts for 56% of employed women compared with 30% of
men (Hendy, 2012). Even within the public sector, women tend to work in traditionally
feminised areas in many MENA countries, although degrees of gender segregation do vary
across countries.

Lack of work-life balance policies (Chapter 18) is one of the main barriers to women’s
employment opportunities in the region. Family responsibilities are considered the
domain of women and marriage plays a key role in their labour force participation,
particularly among those employed in the private sector. In Morocco, only 12% of married
women join the labour force (compared with 79% of married men). In Egypt and Jordan, the
share of women in private jobs falls sharply when they first marry (Hendy, 2012), regardless
of education level. Marriage has less of an effect on employment patterns among women
in public sector employment: in Morocco, for example, 57% of married female employees
work in the public sector (MMSP, 2011). As in OECD countries, women earn lower salaries
than men in both private and public sector employment and do not have equal access to
leadership training. They are less well represented in senior positions and leadership in
both the private and public sectors.
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Box 11.3. Female labour force participation in MENA countries (cont.)

Other institutional, legal, economic and social norms also account for the slow progress
in the region’s female labour force participation. They include norms that determine the
type of work women should do, the hours they should work, and the need to obtain the
permission of husbands or fathers to work. Some MENA countries (e.g. Egypt, Jordan and
Yemen) also report that safe public transport and a more suitable working environment
would improve the employment prospects of women, particularly those in remote areas
(Hendy, 2012; OECD, 2011a).

Many MENA governments have nevertheless taken steps to improve women’s employment
prospects. One such measure is an increased commitment to conducting research into
women’s participation in economic activities. Morocco, for example, regularly reports on
gender employment trends and women'’s access to leadership positions in the civil service
(OECD, 2010a). Egypt, Jordan, Morocco and Tunisia have introduced measures to guarantee
public sector pay equity. Policy initiatives to promote female employment through
entrepreneurship in MENA countries are also outlined in Chapter 23.

Figure 11.6. More women are in paid work during childbearing years
than in the past
Age-employment profiles of women, 1960-2010
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Source: OECD Employment Database 2012.
StatLink SasP http://dx.doi.org/10.1787/888932675975

Figure 11.6 masks the differences in age-employment profiles that exist across
countries. In Nordic countries, women'’s age-employment participation profiles often
closely resemble those of men. In countries like the Czech Republic, Hungary, Japan, Korea
and the Slovak Republic, a more traditional profile is observed, as mothers find it more
difficult to combine work with family commitments. A fuller understanding of the factors
influencing changes in female and male employment patterns across age groups and over
time requires comparable and sufficiently detailed longitudinal datasets.

Because of their looser attachment to the labour market and lower earning outcomes,
women are at a higher risk of poverty than men, particularly in old age (Figure 11.7).
Greater female labour force participation mitigates that risk.
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Figure 11.7. Women are at a higher risk of poverty than men, especially in old age
Relative poverty risk of men and women by age, OECD average, mid-2000s
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Note: The relative poverty risk is the age-specific poverty rate of men and women divided by the poverty rate for the

entire population multiplied by 100. The poverty threshold is set at 50% of the median income of the entire population.

Source: OECD (2008), Growing Unequal? Income Distribution and Poverty in OECD Countries, OECD Publishing, Paris.
StatlLink Sazm http://dx.doi.org/10.1787/888932675994

Educational attainment helps to explain differences in labour force participation for
both men and women. In all OECD countries (except Japan, Korea and Turkey) employment
rates increase and gender employment gaps decrease as educational attainment rises. In
the OECD, while an average of 79% of women with tertiary education were in paid work,
only 48% of women with less than upper-secondary education were (OECD, 2012a).
Similarly, the employment rates of women with post-secondary education in Egypt and
Jordan are three times as high as for the female population in general.

There remain substantial differences in employment outcomes between men and
women. Women’s employment decisions too often appear to be constrained by various
factors which lead to them being more likely than men to end up in low-paid work with
limited prospects of advancement.

Key policy messages

® Governments should promote further development of work-life balance policies and
other public employment supports to facilitate female labour force participation.

® Future policy development should focus on remaining gender gaps in employment
outcomes, such as the concentration of males or females in certain occupations and
sectors.
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PART III

Chapter 12

Does motherhood mean
part-time work?

Key findings
® Across the OECD, gender differences in working hours and participation in part-time
work remain wide.

@ Childcare costs and time constraints often make part-time work an attractive option for
mothers wishing to reconcile work and family commitments. But it is rarely a stepping
stone to full-time employment and many mothers work part-time on a long-term basis.
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The incidence of part-time work has increased in recent decades, particularly during
the 1980s and the early 1990s (OECD, 2010b), while the past decade has seen it grow further
still (Figure 12.1, Panel A). With the exception of Poland, male participation in part-time
employment has also increased. But by and large, part-time work is a women’s affair. The
substantial gender imbalance in part-time employment leads to wide gender employment
gaps when accounting for working hours (Figure 12.1, Panel B). As part-time employment
among women is most widespread in the Netherlands (Box 12.1) and Switzerland, it is in
those two countries that differences between female employment rates and their full-time
equivalents are most pronounced.

Part-time employment often lasts for years, especially in countries where its incidence is
high. Only a very small proportion of workers use part-time work as a stepping stone into
full-time employment: 3% of European women and 1.5% of European men who have worked
part-time for up to six years move into full-time employment. By contrast, in the United States,
where women generally either work full-time or not at all, part-time workers are more likely to
go full-time (Buddelmeyer et al., 2005; Macunovich, 2010; OECD, 2010b).

Econometric analysis conducted for this report illustrates the importance of the
factors that determine female labour force participation on a full or part-time basis
(Annex III.A2). It considers how labour market characteristics and government policies to
help parents balance work and family commitments affected aggregate female labour
participation in 30 OECD countries from 1980-2007. The results show that:

e The increase in female employment was driven by two separate factors: the increase in
part-time work in some countries and the expansion of public employment in others.

e Educational attainment is an important driver of female labour force participation and
has contributed to the rise in part-time employment.

e The growing enrolment of children in childcare has enhanced female employment on a
full-time and part-time basis. However, higher public spending on childcare does not
necessarily lead to more part-time employment, as it may facilitate moves into full-time
work or improve the quality of childcare without affecting hours worked per week.

e Increasing public spending for paid maternal and/or parental leave tends to raise the
incidence of full-time employment relative to part-time work, while the extending the
duration of paid maternal and/or parental leave decreases the probability of working
part-time.

e Finally, higher tax rates on the second earner in a family reduce female labour force
participation; but women are more likely to work part-time when two-earner households
are taxed less than one-earner households with the same earnings.

There is a part-time premium in that part-time workers have more control over their
working time and suffer less from stress and health worries than their full-time counterparts
(OECD, 2010b). But part-time work also penalises, despite the development of a regulatory
framework to ensure equal treatment of part-time and full-time workers. The drawbacks of
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Figure 12.1. There are large gender gaps in part-time work
and full-time equivalent employment rates

Panel A. Percentage of men and women in part-time employment,?2000 and 2010
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Note: Countries are arranged in descending order of the proportion of women working part-time.
* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
a) Part-time employment refers to persons who usually work less than 30 hours per week in their main job.
b) The employment/population ratio (EPR) is defined as the proportion of employed in the working age population.
¢) The full-time equivalent rate (FTER) is calculated as the employment/population ratio, multiplied by the average
usual hours worked per week per person in employment, then divided by 40.
Source: OECD Employment Database 2012.
StatLink Sa=m http://dx.doi.org/10.1787/888932676013
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Box 12.1. Mothers’ popularised part-time work in the Netherlands

From 1860 to 1960, there was hardly any change either in men’s labour force participation
rates, around 90%, or in women’s, which stood the internationally low level of 30% (Visser
et al., 2004). However, between 1975 and 2010 female employment rates climbed from 30
to 70%. The bulk of gains went to part-time work, while the employment rate of women who
work full-time has oscillated around 21% since the early 1990s (Dijkgraaf and Portegijs, 2008).

Part-time employment started to expand in response to the recession in the early 1970s,
which caused a steep rise in unemployment and in social spending (de Beer and Luttikhuizen,
1998; Visser and Hemerijck, 1998). To limit spending and fight youth unemployment, public
policy during the 1970s and 1980s provided subsidies to employers who split existing full-time
jobs into two part-time jobs. In turn, employers favoured part-time work to get around union
demands for collective reductions in the standard working week to less than 38 hours.

However, part-time work took off not because of a redistribution of work among younger or
older workers, but because women, particularly mothers, wanted to be and stay in work. This
was related to a sea-change in attitudes. In 2005, about three-quarters of women had no issue
with mothers who had young children being in paid work and using care facilities, while the
proportion was only a quarter in 1970. However, because of childcare and out-of-school-hours
care constraints, women have often chosen to work part-time rather than full-time (Ribberink,
1998). In all, only one in ten mothers with a child not yet ten years of age was in paid work in
the Netherlands in 1971: a quarter of a century later that proportion had increased to over 50%.
The “normalisation” of part-time work in the Netherlands has been formalised in legislation,
with laws such as the ones that stipulate equal pay per working hour regardless of weekly
working hours; employees’ right to request changes in weekly working hours; and/or the
entitlement to request parental leave on a part-time basis (Visser et al., 2004).

part-time employment are: lower hourly earnings (Chapter 13); fewer training and
promotion opportunities; less job security; less access to unemployment insurance; and
reduced pension entitlements (although pensions systems, as in Switzerland, can cover
childcare responsibilities and ensure minimum payments).

Evidence on job satisfaction suggests that women who work part-time voluntarily
often accept lower earnings potential and less job security in exchange for better working
arrangements and less stress. The advantages must outweigh the disadvantages for a vast
majority of part-timers, as more than eight out of ten choose to work part-time
“voluntarily” and women are more likely to do so than men (OECD, 2010b).

Mothers are generally more likely than women without children to work part-time as it
helps families reconcile work, care responsibilities and school hours (Chapter 17). Mothers in
Austria, Germany, Ireland, Luxembourg, the Netherlands and the United Kingdom are
particularly likely to be in part-time employment (Figure 12.2).

The lack of access to affordable, good quality childcare and short and/or irregular
school hours also force many mothers to work part-time (OECD, 2011b). This explains why
the share of part-time work in total female employment is greater in countries with
significantly higher childcare costs (Figure 12.3).
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Figure 12.2. Motherhood makes part-time work much more likely
Percentage in each category of women aged 25-54 (childless/with children under 15), 2009
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Source: Eurostat (2012), European Union Labour Force Survey 1995-2009, http://circa.europa.eu/irc/dsis/employment/info/
data/eu_lfs/index.htm.
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Figure 12.3. Women are more likely to work part-time in countries
with high childcare costs®
Women’s part-time employment and childcare costs
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Note: Information on fees for the Netherlands concerns guidelines. Fees are often considerably higher.
a) Net childcare costs among couple families where one adult earns 100% of the average wage and the other earns
50% of the average wage.
Source: OECD (2011), Doing Better for Families and Benefits and Wages: OECD Indicators, OECD Publishing, Paris.
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The presence of young children in the family is one factor that limits transition from
part-time to full-time employment. Mothers are more likely to increase their working
hours once their children enter primary, or even secondary, school (Thévenon, 2009). The
combination of more flexible working hours with provision of longer hours of care and
out-of-school care services is likely to facilitate an increase of working hours among
mothers (OECD, 2011c), thus strengthening their pension rights while helping to address
the labour force shortages projected in some countries (Chapter 1).

Key policy messages

® Promote part-time work as a temporary rather than a permanent solution to work and
care issues.

e Encourage a more gender-equitable use of part-time work.

@ Facilitate the transition from part-time to full-time work by: i) making (full-time) work
pay after childcare cost; and ii) expanding the provision of high quality childcare and
out-of-school care services.
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PART III

Chapter 13

A woman’s worth

Key findings

@ Women are paid less than men, discrepancies being largest among top earners. In many
countries the pay gap has narrowed in the past decade. In recent years, however, it has
closed at a slower pace and wide gaps persist in a number of countries.

® The wage gap is narrow for young women, but there is a wage penalty for motherhood.

e Much of the wage penalty is explained by women working shorter hours in lower-paid
occupations than men. However, in many countries, unobserved factors account for a
sizable component of the gender pay gap.

@ Family policy (childcare costs and parental leave) and wage-bargaining institutions
affect the gender pay gap.

165



11.13. AWOMAN’S WORTH

Gender wage gaps have narrowed and vary with earnings levels

Almost all OECD countries have legislated to ensure equal pay for equal work,
regardless of gender (OECD, 2008a). Yet gender pay gaps persist. In all OECD countries,
men’s median wages are higher than women’s. Among full-time employees, women
earned on average 16% less than men in 2010. This figure actually represented a four
percentage point closing of the wage gap compared with 2000. However, the improvement
had been largely achieved by 2005, and progress has been limited since. Cross-country
variations are significant too. In Mexico, Hungary, and New Zealand, the gender wage gap
at median earnings is relatively small — between 5 and 7% in 2010. At the other end of the
spectrum, the gender wage gap in Japan in 2009 was 29% and even higher at 39% in Korea
(Figure 13.1, Panel A).

In many OECD countries, the wage gap at the top of the earnings distribution is wider
than at the median point. Top female earners make, on average, 21% less than their male
counterparts (Figure 13.1, Panel B). The discrepancy suggests the presence of the so-called
“glass ceiling”, which prevents women from moving up the career ladder to top-level
salaries. The glass-ceiling appears still to be there, even when controlling for differences in
occupation and sector affiliation (Albrecht et al., 2003; Arulampalam et al., 2007; De la Rica
et al., 2008). Exceptions to the wider gap at the top include Belgium, Canada and Italy, where
the gap is similar throughout the income distribution, and Mexico, Poland and Southern
European countries, where it is relatively small among the highest 10% of wage earners. The
relatively small pay gap at the top in Mexico and Southern Europe reflects a “selection
effect”, whereby only the most highly qualified women are able to remain in the labour force,
so enjoying wage levels closer to men’s (De la Rica et al., 2008; Olivetti and Petrongolo, 2008).

In some countries — notably Germany, Austria, and to a lesser extent Spain and Italy -
the gap is also wider between male and female low earners, as indicated by the wage gap
measured in the first decile of the earnings distribution (the so-called “sticky floor” effect).
In Germany, gender wage gaps have narrowed substantially among the top earners, but not
among the lowest. Wider gaps in the lower portion of the wage distribution are often linked
to the poor provision of affordable childcare - a barrier to employment for low-wage
earners who cannot pay for private childcare.

The gender pay gap increases with age and during childbearing

Although younger women'’s earnings are drawing closer to those of their male
counterparts in many OECD countries, women still face important wage penalties as they age
and have children. In 2010, across the 16 OECD countries for which data were available, the
gender wage gap for 25-29 year-olds was around 9%, compared with 24% for 55-59 year-olds
(Figure 13.2, Panel A). Some countries with the highest overall pay gaps, such as Germany or
Korea, have below-average or close-to-average pay gaps for young women. This pattern can, in
part, be explained by a lessening from one generation to the next of gender differences in the
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Figure 13.1. The gender pay gap: Narrowing but more slowly
and still wide at the top

Panel A. Slow-down in convergence for the gender pay gap
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Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
In Panel A, the wage gap is defined as the difference between male and female median wages divided by male
median wages; in Panel B it is defined as the difference between male and female wages divided by male wages
(at the first decile, median and ninth decile of the earnings distribution).
Estimates of earnings used in the calculations refer to gross earnings of full-time wage and salary workers.
Self-employed women and unpaid family workers are not included in the calculations. However, this definition
may slightly vary from one country to another. Further information on the national data sources and earnings
concepts used in the calculations can be found at: www.oecd.org/employment/outlook.
Data is not adjusted for parity of time worked among full-time employees.
Data refer to 1999 (instead of 2000) for the Czech Republic.
Data refer to 2004 (instead of 2005) for Italy and Switzerland.
Data refer to 2009 (instead of 2010) for Austria, the Czech Republic, Denmark, Finland, Germany, Ireland, Israel,
Korea, Sweden and Switzerland; to 2008 for Belgium, France, Greece, Iceland, Italy, Poland, Portugal and Spain.
OECD unweighted average excluding Mexico and Chile.

Source: OECD Database on Earnings Distribution; OECD Secretariat estimates based on CASEN (2009) and ENIGH (2010)
(Annex IIL.A3).
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Box 13.1. Gender pay gaps in emerging economies and MENA countries

Emerging economies show great diversity in terms of the pay gap and its evolution over
time. In China, Indonesia and South Africa, pay gaps are relatively high, while Jordan has
a gender pay gap that is smaller than in any OECD country. As in OECD countries,
differences in women’s sectors of work, work experience, and educational attainment
account for only a relatively small part of the pay gap. Much of the pay gaps remains
unexplained, especially in Brazil (Marques Garcia et al., 2009).

The narrow gender pay gap in MENA countries is related to the small group of women who
are in wage employment - e.g. Egypt (23%) and Jordan (16%) - who tend to be more educated
than men (Sweidan, 2012). Most women in the MENA region are neither in paid work nor
participate in the family business and are therefore not captured in the calculations.
Horizontal job segregation appears to be an important factor in Egypt, where a large
percentage of women have public sector jobs, which typically pay less than private sector
jobs (Ahmed, 2012). In Jordan, segregation across grades within occupations is greater,
because women tend to work in low-skill occupations where the pay gap is relatively small,
unlike professional occupations where it is larger.

In Indonesia, the average gender wage gap was 22% in 2011, a narrowing of 15% since 1996;
women’s increased educational attainment accounted for 50% of that improvement
(Matsumoto, 2011). While the educational attainment of male and female employees has
become broadly similar over time, a large proportion of women continue to work as unpaid
family workers. The likelihood of engaging in such work for those who have only been in
primary education has increased over time, suggesting that the overall pay gap might in fact
be wider if unpaid family workers were to engage in paid work or receive a salary.

The gender wage gap in China and South Africa, in contrast, has widened since the
mid-1990s (Muller, 2009). In China, it was around 16% in 1995, while by 2007 it had increased to
26% (Liand Song, 2011). However, due to difficulties in gathering comprehensive national data,
the gap reflects only the mean wages of urban workers in five regions using the China
Household Income Project. Much of the gender wage gap remains unaccounted for, possibly
reflecting discrimination and other factors. This unexplained component has increased over
time, particularly for low-wage workers. Possible explanations include the growth in the
labour supply from female migrant workers and the privatisation of state-owned enterprises.

Gender pay gap in emerging economies and MENA countries
are not necessarily higher than in the OECD
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Source: OECD Secretariat estimates based on NIDS (2008), PNAD (2009), JLMPS (2010), ELMPS (2005) (Annex III.A3);

Li, S. and J. Song (2011), “Changes in the Gender Wage Gap in Urban China, 1995-2007”, CIBC Working Paper Series,

No. 2011-20; Matsumoto, M. (2011), “Wage Inequality in Indonesia: 1996-2009”, mimeo, Hitotsubashi University.
StatLink =P http://dx.doi.org/10.1787/888932676089
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Figure 13.2. Gender pay gap increases with age
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Note: Countries are arranged in ascending order of gender pay gap for 25-29 year-olds in each of the two panels.

a) Defined as the difference between male and female mean wages divided by male mean wages.

b) Data refer to 2008 for Australia, Austria, Denmark, Finland, Germany, Korea, Norway and the Slovak Republic; to 2007 for Belgium, the
Czech Republic and Ireland. For Austria, 25-29 refers to 20-29, 40-44 refers to 40-49, and 55-59 refers to 50-59.

¢) Data for 25-29 years old refers to 1998 (instead of 1999) for Denmark, Korea, Norway and the Slovak Republic; to 1997 for Ireland. Data
for 35-39 years old refers to 2008 (instead of 2009) for Australia, Austria, Denmark, Finland, Germany, Norway, Korea, and the

Slovak Republic; to 2007 for Belgium, the Czech Republic and Ireland. For Austria, 25-29 refers to 20-29, 35-39 refers to 30-39.
Source: OECD Database on Earnings Distribution; OECD Secretariat estimates based on CASEN (2009) and ENIGH (2010) (Annex III.A3).
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factors most closely linked with wage levels, such as human capital and occupation choices
(Blau and Kahn, 2006). However, differences in the gender wage penalty across ages still
persist, even after controlling for generational effects (Figure 13.2, Panel B).

The steep increase in the gender wage gap that women experience during their
childbearing and childrearing years points to the presence of a so-called “motherhood
penalty”. Among women of child-bearing age who work full-time, those with children earn
significantly less than men compared with childless women (Figure 13.3). The wage penalty
for having children is on average 14%, with Korea showing the greatest wage gap between
childless women and those with children, while Italy and Spain have almost none.

Women often work part-time in order to reconcile work and family life
(Chapters 11, 12 and 18). If part-time work is taken into account, the gender pay gap in
take-home pay doubles in many European countries and triples in Ireland and the
Netherlands (Figure 13.4).

Working hours, job choices and family policies matter

Do pay gaps reflect discrimination, especially towards mothers? Personal characteristics
and career choices in part explain earning differences between men and women. The fewer
hours worked by women explain, on average, one-third of the gender earnings gap among
employees in the OECD, which rises to over 50% in Germany and the Netherlands. Working
in different occupations and sectors from men, which may be more compatible with family
life, is another important explanatory factor. For example, lower geographical mobility might
restrict job choice and impact on job earnings. Occupational segregation and reduced
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Figure 13.3. The price of motherhood is high across OECD countries

Gender pay gap? by presence of children,? 25-44 years old°

[ No children <> At least one child

.10,

.20,

_30 Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il
PO A ANLALEN R LI R @R R Qo Q@
PP LES TR ST P F TSR S LN L &S
3@ P S S @ QTR R P LB PR FEF R PFKS
CF S TS T T O TR S Qé\“\" SR SO
ST NS S @

Qﬂ\\ G\IQQ

Note: Countries are arranged from left to right in ascending order of the gender pay gap for childless workers.

a) Defined as the difference between male and female median wages divided by male median wages.

b) Children defined as aged less than 16 years old.

¢) Wage gap calculated for men and women aged 25-44 working full-time.

Source: OECD Secretariat estimates based on EUSILC (2008), HILDA (2009), CPS (2008), SLID (2008), KLIPS (2007), JHPS
(2009), CASEN (2009) and ENIGH (2010) (Annex II.A3).

StatLink Sa=r http://dx.doi.org/10.1787/888932676127

Figure 13.4. The difference in take-home pay is wider
because women work fewer hours
Gender pay gap? for full-time and all workers
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Note: Countries are arranged from left to right in ascending order of the gender pay gap for full-time workers.

a) Defined as the difference between male and female median wages divided by male median wages.

Source: OECD Database on Earnings Distribution; OECD Secretariat estimates based on EUSILC (2008), CPS (2008),
KLIPS (2007) (Annex II.A3).
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working hours, together with education and work experience, explain slightly more than
30% of wage differences and more than 60% in Germany, the Netherlands, and the United
Kingdom. When comparing hourly wages, sector and/or occupation are the most important
factors driving the gender wage gap (Blau and Kahn, 1997; Flabbi and Tejada, 2012).

In general, gender differences in measured human capital, age (as a proxy for experience)
and other demographic characteristics (such as marital status) do not account for much of the
gender wage gap (Figure 13.5). Actual work experience appears to explain on average 5% of the
wage gap, while education in general reduces the pay gap - except in Korea.

Figure 13.5. Differences in hours worked and the type of job explain part
of the gender pay gap
Decomposing the gender pay gap

[ Age/work experience [ Hours worked I Education
% [ Job characteristics [ Other demographics Unexplained
200
150 HX
K1 K %
4 P4 K
A K o K
100 18 B H K 2 B Amr B oo 2 7 [ 7
HEKEEKEBREEBERKEERBEEKEERREEERERBEE KR
KA KA K Y P B B K RS P P B K K P P OB K K KR P P B B K R
4 K K K& ¢ d B K K K B d Bl K KK P BB K K R B B KD ]
(2 P4 B KR R B OB K KK BE OB K K K R B KD KA
MEBEHEHEHEHEE UK BN K ]
BB EEEKEBHMEKEREB KMKEREE D
G KKK KK & K= A ] l
A K Y K4 KA KD B KA A
KK K B K K] K I
A4 K1 K P« ~
SN Milaloksh I
0 ][] L] = - —
L]
50 | 2
_100 Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il Il
D A D QL QL. AN RO RN QD WX % Y & @
N\ \) \S N\ . O \
S TS S EEEFT e & & S8 Q@Q\q&% S & \g\\’& S
o g o f® & R @ N N & XS W N R (&
R B & © S e ¥
N < N
o® N N S

Note: Countries are arranged from left to right in descending order of the proportion of the unexplained gender pay
gap. The countries selected differ from Figure 13.1 because survey data for the decomposition analysis are lacking for
some countries.
Source: OECD Secretariat estimates, based on EUSILC (2008), HILDA (2009), CPS (2008), KLIPS (2007), SLID (2008), JHPS
(2009), CASEN (2009) and ENIGH (2010) (Annex IIL.A3).
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Lack of childcare options can lead to career interruptions and discontinuous employment,
which in turn may explain women’s lower wages when they enter motherhood. Countries with
generous work-family policies tend to have a lower unexplained wage gap (Christofides et al.,
2010). Figure 13.6 shows that formal care enrolment for young children is associated with a
lower gender wage gap. At the same time, the gender pay gap is higher at the extremes of the
wage distribution in countries with more generous family policies (Arulampalam et al., 2007;
Christofides et al., 2010). For women at the top of the distribution, this discrepancy may be
explained the fact that they are penalised for interrupting their careers to have children. The
results below indeed suggest that longer periods of maternity and parental leave are
associated with a wider wage gap. Both types of policies tend to be inversely correlated:
countries with longer parental leave often have lower formal childcare enrolment (e.g. Austria,
the Czech Republic and the Slovak Republic).

CLOSING THE GENDER GAP: ACT NOW © OECD 2012 171



11.13. AWOMAN’S WORTH

Figure 13.6. Childcare and leave policies are inversely related to the pay gap
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Source: OECD Family Database 2012; OECD Database on Earnings Distribution.
StatLink %= http://dx.doi.org/10.1787/888932676184

Workplace and institutional factors can play a role

Observed characteristics cannot account for a great part of the gender earnings gap in
several countries, particularly in Eastern and Central Europe and Korea. What unobserved
factors may be behind the gap? Flexible hours, distance to work, teleworking, working in
the evenings or other unsociable hours can play a role. When focusing on a sample of
women who do not adjust their working hours, who stay with their original employer, hold
the position after maternity leave, and experience no changes in other non-pecuniary
dimensions, such as working inconvenient hours, the gender pay gap becomes
insignificant (Felfe, 2012). This would suggest that employers play a crucial role: workplace
support and family-friendly practices can contribute to women earning equal pay.

Wage-setting policies, mechanisms, and institutional practices that affect overall wage
distribution also influence the gender pay gap. Indeed, the gap tends to be somewhat higher
in countries where overall wage inequality is higher (Figure 13.7, Panel A). The narrower gap
among low earners in many countries reflects the influence of statutory minimum wages
and workplace agreements to protect low-income workers. Higher union coverage and
minimum wages (with respect to the median wage) are associated with narrower gender pay
gaps (Figure 13.7, Panel B). The two factors may be linked, since countries with higher
unionisation rates tend to have lower wage dispersion, while the drop in union coverage in
the past two decades has been accompanied by rising wage inequality (OECD, 2011c). Wage
policies which reduce overall pay inequality and those which target low-paid and/or female-
dominated sectors can help promote equal pay for women.

It is likely that one aspect of the unexplained component of the gender pay gap is
discrimination, against which most OECD countries have legislated. Empirical evidence of
the impact of such anti-discrimination legislation is nonetheless scarce, although it does
point to some positive effects. At the same time, it is costly and complex to enforce
regulations because many women remain unaware of their rights, which points to the need
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Figure 13.7. The gender pay gap is related to wage compression factors
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for public awareness campaigns (OECD, 2008a). Mediation could help but, more
importantly, the law will have greater impact if specialised bodies are empowered to
investigate companies, take legal action against discriminating employers, and impose
sanctions (which, however, they do not appear equipped to do). Transparent pay systems
are also an important factor in implementing equal pay.

Key policy messages

® Promote a more gender-equal use of flexible workplace practices that reconcile work
and family life and which fit into career patterns. For example, promote a better
transition to full-time, permanent, better paid jobs and extend affordable childcare
opportunities so as to enhance continuous employment patterns.

e Strengthen public awareness of anti-discrimination laws, promote pay transparency

and improve enforcement of equal pay provisions.

® Conduct further research into the contribution of social and informal factors to the
persistence of the gender pay gap and produce policy responses to address the issue.
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PART III

Chapter 14

The business case for women
and addressing the leaky pipeline

Key findings
e There is increasing recognition of the business case for having more women in business

and at more senior levels. However, there is a “leaky pipeline” in business with many
women leaving or not advancing.

e Firms can do much themselves to empower women and a range of good practices are
emerging. In practice, much will depend on the commitment of senior and middle
management to driving the necessary change.
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The business case for women

To focus the attention of CEOs and senior managers on improving gender balance it is
essential that a clear and compelling business case be made, backed by the best possible
evidence and analysis. There are several reasons why businesses should be - and
increasingly are - interested in enhancing the role of women in their companies. Such
reasons include: a) to attract and retain the best talent; b) to enhance diversity and improve
overall performance in the workplace; c) to better serve consumer markets, including those
in which women are the main customers.

With growing competitive pressures, firms are constantly looking for the best talent.
Women account for a growing share of the talent emerging from the education system, and
more and more graduate with science degrees (OECD, 2011d). Firms risk losing out if they
do not leverage this talent pool. With rapid ageing in OECD countries and beyond, the
search for talent is of growing importance to many businesses, and giving women a greater
role is increasingly seen as part of the solution. Firms that are not able to address gender
equality in the workplace also risk not being seen as attractive career prospects by the next
generation of talent. Drawing on new, improved talent pools can also be good for economic
growth: Hsieh et al. (2012) suggest that between 17 and 20% of economic growth
between 1960 and 2008 in the United States can be attributed to the greater intake of
under-represented groups in the workforce, notably women.

Tapping into the best talent is not the only reason why many firms are actively
engaged in gender initiatives. Initiatives to strike a better balance between work and family
life, for example, may reduce stress, sickness and absenteeism, and make a firm more
attractive as a place of work, thus increasing staff retention. A recent review of the
literature (Beauregard and Henry, 2009) finds that the introduction of work-life balance
practices does not necessarily resolve potential conflicts between work and life. It does,
though, point to the benefits of such practices for company performance, which include
improved perceptions and recruitment. That being said, benefits also depend on context,
e.g. national factors, job levels, and managerial support.

A greater role for women also enhances diversity, which can be valuable for a firm’s
performance in an increasingly complex world, enabling it to draw on diverse perspectives
to solve problems, take decisions, and enhance leadership. This is important both at board
level (Chapter 15) and other levels of decision making. More women in leadership positions
can have a positive trickle-down effect, easing in more inclusive workplace cultures and
providing younger women with role models and mentors.

Several studies have also argued that there is a positive relationship between a firm’s
financial performance and women’s presence on boards or at senior management levels
(McKinsey and Company, 2008). While most empirical analysis has yielded mixed results
on this question to date (Terjesen et al., 2009), a recent study by Dezso and Ross (2011),
covering the enterprises included in Standard and Poor’s 1 500 Composite Index for the
period 1992-2006, found that female representation in top management does improve firm
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performance —but only insofar as its business strategy focuses on innovation. Another
study of over 700 firms in France, Germany, the United Kingdom and the United States
(Bloom et al., 2009 and 2010) found that, while family-friendly policies yield no direct
financial benefits, neither do they hurt financial performance and may deliver other
positive results, such as making the firm a more attractive place to work.

Women also account for a large share of the global consumer market and purchasing
decisions in households. Companies - in particular those serving consumer markets - may
therefore seek out women to better understand buying patterns and help develop and
market products aimed at them. Such an approach is important in developing countries,
where several firms leverage women’s networks to reach rural markets that would
otherwise be difficult to reach. For example, the social enterprise Solar Sister uses women'’s
rural networks to create access to solar energy applications, such as solar lamps or phone
chargers. Firms may also look for other non-financial benefits, such as an improved image
or strong female role models, that can indirectly contribute to company strategies.

Plugging the leaky pipeline

Despite the potential benefits that firms can derive from giving women a more prominent
role (as described above), they remain under-represented in the business sector in most
countries. Figure 14.1 illustrates the significant gap between the participation of women in the
labour force and their presence in senior management functions in OECD countries and

Figure 14.1. The leaky pipeline: Women are under-represented
in senior management
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Note: Countries are arranged from left to right in order of the increasing share of women in the labour force.

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.

a) Senior managers cover Category 1 of the International Standard Classification of Occupations (ISCO), which
includes legislators, senior officials and managers.

b) Senior managers data refer to 2008 for Australia, Canada, Indonesia, Israel, Korea, Mexico, New Zealand, the
Russian Federation, South Africa and the United States; to 2005 for China; and to 2002 for Chile.

Source: Women as a percentage of the labour force from OECD Employment Database 2012; women as percentage of

professionals and senior managers based on employment by occupation (ISCO-88) from ILO, KILM data.
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emerging economies. While they represent on average 45% of the labour force across OECD
countries, they constitute only some 30% of legislators, senior officials and managers.

As of January 2012, only 6.6% of executive directors in the United Kingdom’s FTSE
100 companies were female, whereas 15% of all directors were (Cranfield University, 2012; BIS,
2012). However, these numbers were an improvement on 2010, when only 5.5% of executive
directors in the FTSE 100 companies and 12.5% of all directors were female (Cranfield
University, 2010). The figures suggest that some good may have come of the recommendations
in Lord Davies’ independent review of women in the boardroom (BIS, 2011).

The Economist (2011) revealed that gender equality in business was reasonably well
established for professionals in the United States in 2010. However, only between 15 and
20% of all executives were women, less than 10% of all top earners, and fewer than 5% of
all CEOs. (Chapter 22 of this report shows that women are also under-represented as
entrepreneurs.) There are several factors and policies that contribute to the leaky pipeline,
highlighted in Figure 14.2. The biggest barriers are general norms and cultural practices
within countries, corporate culture, and the lack of role models.

Figure 14.2. Gultural and corporate practices are perceived as the main barriers
to women’s rise to leadership
Barriers to women’s rise to leadership, average ratings from 1 (least problematic) to 5 (most problematic)

General norms and cultural practices in your country
Masculine/patriarchal corporate culture

Lack of role models

Lack of flexible work solutions

Lack of opportunities for critical work experience and responsibility
Lack of adequate work-life balance policies

Lack of networks and mentoring

Lack of company leadership commitment to diversity

Lack of target-setting for participation of women

Lack of acceptance of the use of diversity policies

Lack of adequate “re-entry” opportunities

Lack of childcare facilities

Lack of monitoring of participation of women

Lack of adequate information about existing diversity policies and practices

Lack of adequate parental leave and benefits

Inadequate labour laws and regulations in your country

1 2 3 4 5
Least problematic Most problematic

Source: WEF (2010), The Corporate Gender Gap Report 2010, World Economic Forum Geneva.
StatLink &izr http://dx.doi.org/10.1787/888932676241

Many firms are currently actively engaged in efforts to strengthen the role of women
and fix the leaky pipeline, which suggests that they find that the benefits outweigh any
costs (BIAC/OECD/AmCham, 2012; McKinsey and Company, 2011 and 2012). The business
literature suggests that these objectives are more often pursued by firms which already
have relatively high numbers of female managers and are often driven by strong
commitment from the CEO and senior management.
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Some companies, such as Deutsche Telekom and GDF Suez, have set voluntary quotas
for increasing the number of women in top management positions, while mandated
quotas are in place in some countries in Europe. However, as Chapter 15 shows, there is
ongoing debate about the pros and cons of such measures (AIM, 2012). But by setting
targets and measuring performance, whether on a voluntary or mandatory basis,
companies make managers accountable. This helps focus the attention of middle and
senior managers and enables gender initiatives to become an integral part of the firm’s
decision making. For example, the online bank ING links parts of its business unit’s bonus
pool specifically to diversity goals (McKinsey and Company, 2008).

An OECD workshop in February 2012 brought together the Business and Industry
Advisory Committee to the OECD and the American Chamber of Commerce. Known as the
“BIAC/OECD/AmCham workshop”, it highlighted the fact that many companies have
focused on changing human resources practices in recruitment, promotion, remuneration,
flexible work, mobility, and re-entry in order to remove potential biases against women.
Such action can involve training recruiters and managers in the importance of diversity,
identifying potential prejudice, and improving the female focus of recruitment campaigns
or quotas in lists of top management candidates.

Other corporate initiatives include coaching and mentoring for women from senior
mentors. The latter point is important in the light of research from the United States: it
suggests that mentors for men are often more senior than women’s, which may help
explain why more men make it to the top (Catalyst, 2011). In addition, it is particularly
important to foster networking between women in order to improve access to resources
and information. Lalanne and Seabright (2011) also stress the role of social networks and
the job-related benefits they yield.

Policies to help plug the leaky pipeline

While individual firms may make it their own responsibility to enhance the role of
women in business, governments may want to play an active role in supporting their efforts
in light of the broader social and economic benefits that can flow from women’s
empowerment. Governments can strengthen the policy framework for supporting business
by making changes in education, employment and social policies. Such moves help firms
change corporate practices in their own contexts. For example, Denmark has pioneered a
“flexicurity” employment policy which is designed to offer a balance of flexibility and
security through workforce training as well as social and employment security measures
(OECD, 2011e). Policies related to education, training and apprenticeship are also important,
as they can further increase the pool of female talent. One example is the Goldman Sachs
initiative, “10 000 Women”, which seeks to provide underserved female entrepreneurs with
business and management education in developing and emerging markets.

Influencing formal and, in particular, informal corporate practices is more difficult.
However, governments can play a role in addressing cultural barriers and the stereotyping
of women in society and business by collaborating with business, NGOs, academia and the
media on awareness campaigns. Such efforts may include reports or indices with metrics
about women in business which could, in turn, help both to raise awareness and measure
progress within and between countries. Similar initiatives could be to disseminate profiles
through the media, schools and communities of successful business women, so helping to
change public perceptions and create role models for young women. In addition, and along
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Box 14.1. A toolkit for advancing women in business

The Business and Industry Advisory Committee (BIAC) to the OECD and the American
Chamber of Commerce in France co-hosted a workshop at the OECD on February 2012 to
address the business case for advancing women’s economic empowerment. The resulting
report included a toolkit for advancing women in business that drew on the best practices
collected from their member companies (BIAC/OECD/AmCham, 2012). The key elements of
the toolkit include:

1. Set the tone: top management leadership and commitment. Evidence from practice shows that
top corporate leadership commitment is critical but that action and support is also
needed at all levels of management.

2. Gender as core to the business strategy: measurement and accountability. Diversity and
inclusion should be integrated into business strategy with clear, measurable targets set.
Monitoring key performance indicators help to enforce accountability and highlight
progress.

3. Provide the enabling framework: human resource and operational policies. Recruitment and
development processes should be continually evaluated and adjusted as needed to
avoid subtle biases against women. This includes policies on pay and promotion.

4. Provide a robust and relevant support system for women executives. Education, leadership
training, and skills development, in areas such as science, technology, engineering and
math (STEM) are important for developing female executive talent.

5. Change mindsets and organisation culture: change management and communication. Perceptions
and stereotypes of the roles of men and women can create barriers within the corporate
culture. Effective communication programmes are needed to change cultural biases.

6. Address the broader social context. Cultural and societal traditions can create barriers for
women’s empowerment. Business can support policies, within and outside their
companies, to help address issues.

the lines of Catalyst Awards in the United States, governments can support awards for
women in business, in traditionally male-dominated fields such as science and technology,
and/or for companies with policies to promote women.

In addition to business, government can lead by example through enhancing the role of
women at senior levels within the public sector, semi-public agencies and enterprises that are
fully or partially state-owned. Government schemes can be taken at the national, regional or
local level, through the establishment of councils, centres and other initiatives (Chapter 16).

Many governments actively support female-owned businesses of all sizes. They
should also support the development of women’s business networks within local
communities and tap more extensively into such female entrepreneur talent pools and
help companies identify experienced women to hire for senior management or board
positions. The European Commission recently set up a Mentor Network for Women
Entrepreneurs, which it has launched in countries across Europe.

Finally, Bloom et al. (2009) find that better managed firms use more family-friendly
workplace practices. Family-run firms are typically poorly managed compared with other
businesses, including multinationals (Bloom et al., 2011). Governments can thus take measures
to remove distorsions that favour family ownership, such as inheritance tax provisions, and by
fostering product market competition to help reduce the number of badly managed firms.
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Key policy messages

® Address cultural barriers and stereotypes relevant to the role of women in society and
business. Awareness campaigns and role models are important. Data and statistics can
be useful tools for measuring progress.

® Foster a broader talent pool of women by identifying women entrepreneurs and female
leaders outside of business who can be strong candidates for leadership roles in the
corporate world.

® Foster good management practices, such as making managers accountable. Such
practices support gender balance and enable gender initiatives to become an integral
part of the firm’s decision making.
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Chapter 15

Women on boards

Key findings
@ Women are still under-represented in top corporate jobs. In 2009, women on average

occupied only 10% of board seats in listed companies of 35 countries.

® A greater proportion of women on boards may positively affect the governance of badly
performing companies, although there is no conclusive evidence that it generally
increases company performance.

@ In order to take company and country-specific circumstances into account, many countries
have updated voluntary measures to encourage women'’s participation on boards.
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The issue of diversity on boards of listed companies has gained considerable attention in
the gender debate in recent years. Improving the gender balance at the top of companies is
seen as one way of fostering wider gender equality within firms (Box 15.1). However, there
is considerable debate on whether the best way for policy to achieve its objectives is by
promoting self-regulatory corporate governance codes or imposing board quotas by law. In
parallel, there are also a plethora of voluntary or private sector-led initiatives, involving
shareholders or investor groups, chief executives, universities, search firms, institutes of
directors, and other stakeholders seeking to both widen the pool of qualified female
candidates and create incentives as well as peer pressure on companies to have a more
formal and transparent board nomination process that favours diversity.

Box 15.1. The effect of gender-diverse boards on governance
and performance

The effects of gender diversity in boards can be considered in terms of how it impacts on
companies’ governance and performance. According to the OECD Principles of Corporate
Governance (OECD, 2004a), corporate governance is a set of relationships between a
company’s management, its board, its shareholders and other stakeholders. The board of a
company is entrusted by shareholders with key tasks, such as guiding corporate strategy,
monitoring management performance, achieving an adequate return for shareholders,
while preventing conflicts of interest and balancing competing demands on the corporation.

Governance. More gender-diverse boards can contribute to better corporate governance for
a multitude of reasons. A heterogeneous board can be a stronger monitor of executive
behaviour (Adams and Funk, 2009; Nielsen and Huse, 2010). Since women are generally
under-represented in “old boys’ networks”, more female directors might bring more
independent views into the boardroom and strengthen its monitoring function (Rhode and
Packel, 2010). Moreover, gender-diverse boards tend to have a wider range of backgrounds,
experiences, perspectives, and problem-solving skills. They can be passed on to top
managers and potentially improve a firm’s governance (Terjesen et al., 2009). Carter et al.
(2003) and Adams and Ferreira (2009) suggest that more diverse boards are more likely to
hold CEOs accountable for poor stock prices and encourage better attendance at board
meetings while Bianco etal. (2011) find that boards meet more frequently when
independent, rather than family affiliated, board members are involved. McKinsey and
Company (2010) find that women are more likely than men to use leadership skills such as
employee development, rewards, role models, inspiration, and participative decision
making. Brown et al. (2002) suggest that when there are more women on boards there is
closer scrutiny of the handling of conflicts of interest.

Performance. The economic argument for bringing more women into the boardroom is
based on the proposition that firms which fail to select the most competent candidates for
their boards impair their financial performance. Catalyst (2008) and McKinsey and
Company (2007, 2010) assert that better-performing firms tend to have more women on
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Box 15.1. The effect of gender-diverse boards on governance
and performance (cont.)

their boards. However, this does not prove causality: it cannot be said that more gender-
diverse boards generate better firm performance (Terjesen et al., 2009; Coles et al., 2008;
Linck et al., 2008). It may well be that firms with better performance are more likely to seek
women or, if women are scarce commodities, that they have the opportunity to work in
better-performing firms (Farrell and Hersch, 2005). Moreover, the effects of more balanced
boards may vary across companies: some benefit from more diversity, others may not
(Adams and Ferreira, 2009).

Taking a sample of Fortune 1 000 companies and controlling for various characteristics
- including firm and board size, industry, share of inside board members and others —
Carter et al. (2003) found a positive relationship between the presence of women on boards
and Tobin’s Q (i.e. the ratio between the market value of a firm divided by the replacement
cost of its assets). The positive link between female board presence and return on equity is
confirmed by Liickerath-Rovers (2011) in their studies of Dutch firms. Smith et al. (2006)
also document the beneficial effects on various company performance measures. Other
country-specific studies have found positive stock market reactions to the appointment of
women (Campbell and Minguez-Vera, 2009; Ding and Charoenwong, 2004) and higher
volatility in the stock returns of firms with lower proportions of women directors (Adams
and Ferreira, 2004). However, there are probably at least as many studies that find no - or
negative — relationships between women on the board and financial performance (Ahern
and Dittmar, 2010; Bohren and Strom, 2005; Rose, 2007; Lee and James, 2007; Marinova
et al., 2010; Randgy et al., 2006).

The ambiguous empirical evidence may be partly explained by differences in study
design and the type of data used - e.g. different country and institutional settings; samples
(type of firms or periods of study); definitions of gender diversity (proportion or presence
of female directors); accounting or market measures of performance; and methodologies.
There is much room for improving analysis through greater sensitivity to the possible
influences of the institutional context, of unobservable heterogeneity, of reverse causality,
and of other factors that might influence a firm’s performance and directors’
characteristics (Ahern and Dittmar, 2010; Grosvold and Brammer, 2011).

Women on boards, the numbers today

Women today generally play a more important role in the boardroom than in the past.
In 2010, “Catalyst Census: Fortune 500 Women Board Directors” (Catalyst, 2010) reported
that women held 16.1% of seats on boards - up from 9.6% in 1995. Despite this increase,
however, change is slow and women remain a minority. Some countries, though, are doing
better than others. Study of the boards of publicly listed companies in 35 countries for
which data from a single source is available reveals that, in 2009, the proportion of women
was highest in Norway at close to 40% in listed companies, prompted by the introduction
of quota legislation in 2006 (Figure 15.1). In Sweden, Finland, France and Indonesia, the
proportion of women on boards in listed companies was between 15% and 20%, whereas in
Germany, Japan and the Netherlands, it was less than 5%. According to European
Commission data, the proportion of women on the boards of the largest listed companies
was between 22 and 27% in Finland, France and Sweden, whereas in Germany it was 16%
and in the Netherlands it was 19% (European Commission, 2012a).
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Figure 15.1. Norway has the largest proportion of women on boards
of listed companies
The share of women on the boards of listed companies by country, 2009
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Note: Countries are arranged from left to right in order of the share of women on boards. The minimum sample size
is 200 observations. Results for Austria, the Czech Republic, Estonia, Hungary, Iceland, the Slovak Republic and
Slovenia were dropped due to small sample sizes.
Source: OECD Secretariat tabulations on the basis of ORBIS data.

StatLink Sa=m http://dx.doi.org/10.1787/888932676260

Results from a 2012 OECD survey on gender-balanced boards in listed companies
suggest that in a number of countries there is a significant percentage of companies with no
women at all on their boards. In 2010, for example, 90% of the most liquid listed companies
had no women on their boards in Chile, while the figure was 57 % for New Zealand in the
same year and 41.9% for Canada in 2009.

Women are even more under-represented among executive directors who sit on
boards of publicly-traded companies. Adams and Kirchmaier (2012) analyse the board
composition of publicly traded companies in 21 OECD countries and India and find that
in 2010 on average women accounted for 11% of non-executive directors but only 5% of
executive directors in company boards.

Examples of policy initiatives: Why the push for gender-balanced boards
Corporate Governance Codes and other soft measures

Corporate Governance Codes (CGC) are self-regulatory measures increasingly used to
promote gender-balanced company boards. CGCs typically apply to listed companies and rely
on peer pressure to influence companies from within and pressure from stakeholders,
including shareholders, and the media from outside (European Commission, 2010).
Non-compliance does not usually result in a penalty but it does require an explanation.
Reference to gender in CGCs - in countries like Austria, Denmark, Finland, France, Germany,
the Netherlands, Poland, Spain, Sweden and the United Kingdom - is deemed to have some
influence on the composition of boards in listed companies. However, the situation differs
between countries. In Finland, for example, where there is an obligation to “comply or explain”
compliance with the code, the percentage of listed companies with women on boards went up
from 51% in 2008 to 74% in 2010 (Finland Central Chamber of Commerce, 2010).
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The scope of CGC recommendations varies. In Finland, they require both men and
women to be represented on the board. The Netherlands code states that “the supervisory
board shall aim for a diverse composition in terms of such factors as gender and age”;
in 2011, the CGC was supplemented with an amendement of the Civil Code to create an
obligation for larger companies to strive for “a well-balanced composition of the board and
supervisory board”, by which 30% should be female (Corporate Governance Code Monitoring
Committee, 2010). In Sweden, the CGC stipulates that “the company should strive for equal
gender distribution on the board”.

The Australian Stock Exchange CGC requires, since January 2011, that companies set
measurable objectives for the increased representation of women on boards, amongst
executives and throughout the organisation. They are also required to address pay equity,
and to report publicly against their targets on a “comply or explain” basis. These changes
brought about an immediate change at board level. The percentage of women on boards
was 8.3% in July 2010, 10.9% in March 2011 and 13.8% in January 2012. As of February 2012,
women have comprised 33% of all board appointments (BIAC/OECD/AmCham, 2012, p. 11).

Similar results were achieved in the UK after The Davies Report, a Government-
commissioned report released in early 2011, required that the chairs of the top
350 UK companies (known as the FTSE 350) set out the percentage of women they aim to
have on their boards in 2013 and 2015. FTSE 100 boards were asked to aim for a minimum
of 25% female representation by 2015. CEOs are also required to review goals for the
percentage of women on executive committees in 2013 and 2015. A progress report in
March 2012 showed the largest-ever annual increase in the percentage of women on
boards. Within the FTSE 100, women accounted for 15.6% of all directorships in
March 2012, up from 12.5% a year before. It was also reported that should momentum be
maintained, a record 26.7% female board representation in FTSE 100 companies would be
achieved by 2015 (Lord Davies of Abersoch, 2012).

Regulatory alternatives similar to CGC are disclosure requirements, such as those
recently adopted in the United States. The US Securities and Exchange Commission (SEC)
now requires companies to disclose whether and how the nominating committee
“considers diversity in identifying nominees” for directors (GMI, 2011). In Austria, firms
must publish all measures undertaken to promote women to management boards and, in
Canada, the province of Québec has made gender parity on the boards of its Crown
corporations a statutory requirement (BIS, 2011).

Denmark announced in May 2012 a series of legislative amendments to strike a balance
between the need for real progress in increasing the share of women on boards of directors
and flexibility for companies. First, the 1 100 largest companies are required to set a target
for the proportion of the under-represented gender on the board, which needs to be realistic
and ambitious. Second, these companies must have a policy — which must be presented in
the company’s annual report - for increasing the proportion of the under-represented gender
at the management level of the companies. Third, companies must report on the status of
fulfilling the target set out in the annual report, and explain, if so, why the companies failed
to achieve the target set. Fines can be applied to companies that fail to report (http://miliki.dk/
fileadmin/ligestilling/PDF/PHplan/Facts_The_ Danish_model_on_women_in_management.doc.pdf).

Mandatory legal quotas

Mandatory legal quotas have been introduced in some countries. Thus far, the issue has
received most attention in Europe, where gender board quotas for publicly listed companies
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have been established in Belgium, France, Iceland, Italy, the Netherlands, Norway and Spain
(Annex I11.A4). The European Commission will examine progress in women'’s representation
at board level and has launched a public consultation that will help assess the effects of
possible EU measures (including legislation) and the commitment of countries to redressing
gender imbalance on boards (Gémez Ansén, 2012).

After Norway introduced a law in 2006 stipulating that women had to make up 40% of
the boards of publicly traded companies, the increase in the proportion of women on
boards was steep: from 9% in 2003 to 40% five years later. However, the rapid rise was
supported by a receptive national policy environment in a country that boasted the second
highest female employment rate in the OECD (OECD, 2011f) and a comprehensive set of
work-life balance policies.

There are strict penalties for non-compliance with the quota in Norway: companies
that do not meet the target can be de-listed. In Spain, in contrast, the Law of Equality does
not spell out a penalty in the event of non-compliance; and while the proportion of women
sitting on the boards of Spain’s largest listed companies rose from 5% in 2006 to almost 10%
in 2009, progress has not been as pronounced as in Norway (European Commission, 2010).

The Norwegian experience shows that legal quotas can be effective in advancing
gender balance at board level, though the economic consequences have yet to become
clear. A few years might not be long enough to judge the effects of the law, particularly as
it was introduced only two years before the financial crisis struck. Moreover, the Norwegian
experience shows that introducing quota legislation may affect board membership, but
does not immediately change the number of women in top management positions. The
holes in the “leaky pipeline” are not plugged that easily (Chapter 14). The law also had
some unintended consequences: some companies changed their legal status with the aim
to either prevent or choose not to comply with the new legislation (http://ec.europa.eu/
justice/gender-equality/files/quota-working_paper_en.pdf).

As mentioned in the BIAC report (BIAC/OECD/AmCham, 2012), a positive consequence
of quotas is the dynamic public debate they have fostered around diversity, even beyond
gender. The Italian move towards a quota supported by law, for example, created active
debate throughout the business world. Even the expectation of quota enforcement can be
a compelling incentive to motivate change. Figures in France testify to this. Prior to final
enactment of the law in France, percentages of women on boards rose from 8.4% in
March 2009 to 12.7% in March 2011 and to 16.0% by January 2012.

Gender-balanced boards in the future

The general arguments for more women on boards seem apparent — larger talent pool,
better representation of diverse experiences and competencies, better understanding of
consumer needs, etc. Nevertheless, gender-balanced boardrooms remain rare. Looking to
the future, there are multiple tools for helping to redress the imbalance and fostering
greater boardroom diversity.

Public target setting is one such tool, while another way forward is to work through new
or existing CGCs that increasingly address board diversity. Compliance with codes is typically
a listing requirement. Also, the “comply or explain” nature of voluntary codes makes it possible
to accommodate both company-specific needs, including board size and composition, as well
as national differences in terms of the available female director talent pool.
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Until research is conclusive, proposals for mandating quotas of women on boards
must be carefully assessed. Countries that have introduced mandatory quotas should also
evaluate the effectiveness of legislation. Moreover, if a country does introduce quotas, it
could do so as a temporary measure and be part of broader plans to enhance female
participation in economic activity so that distorting consequences are avoided. To reduce
recognised obstacles in a career path, complementary instruments could include:
flexibility in working conditions, measures to favour work-life balance and, more
specifically, board induction.

Key policy messages

® Consider how corporate governance codes can effectively improve gender balance on
boards. If quotas are introduced, they should be complemented by other measures.

® Ensure that conditions are in place to support the effective role of women on boards and
expand the pool of qualified candidates.

e If quotas are introduced, they should be preceded by a full regulatory economic impact
assessment, carefully monitored and reviewed.
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Chapter 16

Gender divides in the public domain

Key findings
e Governments are taking steps to ensure equal opportunity for their female and male
employees. Early evidence suggests that countries that have implemented proactive
measures to ensure equal opportunity and gender balance are making progress in
closing gender-representation gaps in the public sector.

® Yet, gender imbalances remain in parliaments, judicial systems, the executive branch of
government, and the senior civil service. Women are well represented in public-sector
employment, but they are over-represented in contractual employment, lower job
categories, and part-time work. As a consequence, they often earn less than their male
counterparts.
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In recent decades, governments in OECD countries have worked to establish public sector
employment frameworks that guarantee efficiency, productivity and effectiveness as well
as fundamental values, such as merit and transparency to maintain public confidence
(OECD, 2008b). There is indeed increasing recognition among policy makers that diversity
measures, which include gender representation, contribute to: i) creating a public sector
which is fair and representative of the citizens it serves; ii) improving the quality of public
policies and services through a better understanding of citizens’ needs; iii) making the best
use of the talent pool; and iv) enhancing social mobility (OECD, 2011g). At the same time,
and in the context of tight fiscal constraints, governments seek to continue to deliver high
quality services with fewer resources. At a time of knowledge-based societies, attracting
talented women and men to the public sector has, as this report has argued thus far,
become a question of competitiveness (WEF, 2011). However, it is also about social
responsibility and public credibility.

In 2008, women accounted for about 58% of the total public sector workforce
(Figure 16.1) and the public sector about 20% of overall employment (Chapter 11). Overall,
the public sector provides such attractive employment conditions as diverse career
options and paths, relatively stable jobs, flexible working hours, and good pay and benefit
packages. A study commissioned by the OECD Gender Initiative (Anghel et al., 2011) found
that for jobs with similar characteristics, female wages in a number of OECD countries’

Figure 16.1. Women make up a significant share of public sector employment
Percentage of women in total employment and in public sector employment, 2008
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Note: Countries are arranged from left to right in descending order of the proportion of women in total employment. The
total public sector workforce includes national, regional and local governments and government-controlled institutional
units such as public corporations. Data for Canada include the federal/provincial/municipal levels of government.
Source: ILO (2012), LABORSTA Database, ILO Department of Statistics, available at www.laborsta.ilo.org.

StatLink %i=r http://dx.doi.org/10.1787/888932676279
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public sectors (e.g. France and the United States) tended to be comparable to or higher than
those in the private sector (Chapter 11) - at least at entry and middle management level,
where women are well represented.

Horizontal occupational segregation and gender pay gaps also tend to be lower in the
public sector (OECD, 2009a; and Anghel et al., 2011). In Austria, for example, the estimated
gender pay gap at median earnings was 16% in 2011 in the federal civil service as compared
to 21% in the entire labour market (Government of Austria, 2011). Many OECD governments
are also taking measures to create family-friendly workplaces, with childcare, leave, and
working time support generally exceeding similar provisions in the private sector in
countries like Austria, France and Switzerland (OECD, 2011h). Such arrangements help to
attract women to public sector employment (Anghel et al., 2011).

Women a minority in public sector upper tiers

As Figure 16.2 shows, women are significantly under-represented in public sector
leadership positions. Barriers to top jobs in the public sector include limited opportunities
for women to reconcile leadership responsibilities and working hours with family life
(European Commission, 2012b; OECD, 2009a).

Figure 16.2. The government leaky pipeline: Women’s under-representation
in senior management in the central civil service
Percentage of women in senior management and among central government employees, 2010-11

% [ Senior management <> Central government employees
90

80 |
70 b
60 | 3 S
50 | s © © © o °

40
3 F <
20 |
10

Note: Countries are arranged from left to right in ascending order of the proportion of women who are central
government employees. Data for Estonia includes officials in special services (police, military, and judges). “Central
civil service” is defined as those branches of the public sector that are not legislative, judicial, or military and where
employment is usually based on competitive examination.
Source: OECD (2011), “Survey on Gender in Public Employment”; data for Belgium, Luxembourg, New Zealand and
Sweden from 2011; all other data from 2010.

StatLink Sa=m http://dx.doi.org/10.1787/888932676298

There is also a tendency for women to occupy senior positions in ministries without
key economic or strategic functions. Within the European Union, women occupy 33% of the
highest positions in socio-cultural ministries, but only 22% in the ministries with economic
and key strategic functions. In 2008, out of the 1 022 ministerial portfolios held by women,
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only six were defence portfolios (IPU, 2008). Evidence also suggests that women are
under-represented in top public positions with wide-ranging responsibilities: for example,
Guégot (2011) shows that in France, 17 out of 155 ambassadors and 19 out of 192 prefects
were female in 2008.

Across federal ministries and agencies, women are more likely to head the human
resources or communication department than the budget or information technology
department. Women are over-represented in the lower civil service levels in many OECD
countries (OECD, 2011h) and in “feminised” areas like care, education, and health (OECD,
2011i). By contrast, they are under-represented in others, such as the police, justice, interior,
and economic affairs. Across 13 OECD countries the proportion of female police personnel
ranged from 3 to 26% in 2009 (UNODC, 2010), while across the OECD 55% to 77% of teachers
and academic staff were female (OECD, 2011j).

An additional pay-related finding emerges from some countries (e.g. France, Canada,
the United Kingdom and the United States). It suggests that the increasing “feminisation”
of certain public sector professions (e.g. physicians) or entire subsectors (health, education)
may trigger reduced wage growth in these so-called “pink collar professions”, as for
example among physicians in post-Soviet countries (Connolly and Holdcroft, 2009; Guégot,
2011; Lo Sasso et al., 2011; Ross, 2003).

As in the private sector, women are also more likely to work part-time than men in the
public sector (OECD, 2011h). However, working part-time on a long-term basis tends to have
a negative effect on their career opportunities as it limits their abilities to develop
leadership skills and take on jobs with high levels of responsibility. Women who work
part-time tend to be less widely represented in management positions, as evidence from
Austria, Germany and Switzerland suggests.

Furthermore, in the civil service of some countries (e.g. Australia, Austria and Germany),
women tend to be over-represented in contractual employment, where job security, net
wages and pension benefits are limited (Campbell and Minguez-Vera, 2009; Government of
Germany, 2010). In Austria, for example, women represented 40.3% of the total federal civil
service staff in 2010, but made up 60.3% of contractual employees and only 26.1% of civil
servants (Government of Austria, 2011). To some extent, these discrepancies are related to
the over-representation of women in the lower and middle job categories, where there are
traditionally higher percentages of contractual employment.

Frequently, gender pay gaps persist within the public sector. The primary causes are
occupational choices and career patterns (leading to horizontal and vertical segregation),
and women’s greater use of child-related leave and part-time work (Government of Austria,
2011; Government of Germany, 2010; Government of New Zealand, 2010; OECD, 2011h).

Job classification and pay schemes generally offer advantages compared to individual
salary agreements in the private sector, yet seem inadequate for overcoming pay gaps
(Government of Switzerland, 2009; Guégot, 2011; OECD, 2011g and 2012b). In New Zealand,
for example, although the gender pay gap in the public sector shrank from 16.4% in 2005 to
14.4% in 2010, women overall still earned about NZD 10 000 less per year than men
(Government of New Zealand, 2010). The evidence from some OECD countries also
suggests that, within the public sector, gender pay gaps tend to be highest among
occupational groups in the top tiers (Guégot, 2011).
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Box 16.1. Facts: Women in the public domain

Women in the judiciary. Across the globe women'’s participation in law schools now equals that of men.
Nevertheless, women are not yet equally represented in the highest tiers of legal systems. Courts function
as a prime site of accountability for gender equality, yet women average only 27% of judges worldwide
(UN Women, 2011). Shares of women fall even further for more senior positions. For example, in the
European Union, 33% of Supreme Court judges and only two out of 18 Presidents of Administrative Courts
are female (European Commission, 2011). Evidence confirms that the presence of women as jurists is vital
to ensuring the implementation and safeguarding of equal rights (UN Women, 2011). Courts that operate
free of gender bias and other forms of discriminatory practices can be powerful drivers of social change.
Female judges can create fairer, more conducive environments for women and counter social and
institutional barriers in the justice system that deny women access to legal redress. An American study, for
example, demonstrates that female judges are 11% more likely to rule in favour of the plaintiff in
employment discrimination cases (UN Women, 2011).

Women in parliament. More women in parliament co-operating across party lines in “women’s
caucuses” could be an important way of pushing ahead with gender equality legislation and the
supervision of its implementation (IPU, 2008). The figure below shows that, overall, the proportion of
female members of parliament (single chamber or lower house) has increased in most OECD countries. At
40% or above, the highest proportions of female members of parliament (MPs) in 2011 were in Iceland,
Norway, Sweden, Finland, and South Africa. They were lowest, at below 10%, in Brazil and Hungary.
Countries which saw large increases (of 20 percentage points and over) in the numbers of parliamentary
seats occupied by women between 1995 and 2011 include Australia, Belgium, Denmark, Iceland, Portugal,
South Africa and Spain. A benchmark widely recognised by political scientists, the media, and women’s
movements is the 30% legislative participation: they consider it a critical threshold for female political
representation (Dahlerup, 1988; Childs and Krook, 2008). In December 2011, 28 countries - of which ten
were OECD members - reached or passed the threshold (UN Statistics, 2012). Of those countries, 21 have
electoral systems that use some form of proportional representation (IPU Database, 2011).

The proportion of women in parliament increased in most countries in the last decade
but is still below the share of men
Percentage of parliamentary seats® occupied by women, 1995 and 2011
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Note: Countries are arranged in ascending order of the percentage of parliamentary seats occupied by women in 2011.

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.

a) Seats in single or lower chambers of parliament. For South Africa, the data on the distribution of seats do not include the 36 special
rotating delegates appointed on an ad hoc basis. For the United States, the data refers to all voting members of the House.

Source: IPU Database (2011), “Women in National Parliaments”, Inter-Parliamentary Union, www.ipu.org/wmn-e/classif.htm.

StatLink == http://dx.doi.org/10.1787/888932676317
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Policy responses

Most OECD countries have introduced specific measures that address any form of
gender-based discrimination. They aim particularly to ensure equal employment
opportunities for women and men and to close the representation gaps in the public sector
at different levels of the career ladder and across policy sectors. Measures include: diversity
targets or quotas; leadership development and mentoring programmes; the integration of
gender considerations into strategic workforce management; external oversight
mechanisms; work-life balance initiatives; and initiatives to ensure pay equality and
equity in practice.

To close gender gaps in top management positions and across policy sectors on the
demand side, half of OECD countries regularly assess the gender balance of the current
central government workforce (OECD, 2011h). Some have made gender quotas in the civil
service a statutory obligation (e.g. France introduced a progressive 40% quota for appointed
senior civil servants by 2018). Other countries (e.g. Austria, Germany, Ireland, the
Netherlands, Switzerland and the United Kingdom) use a range of mandatory or voluntary
target-setting mechanisms for closing the representation gap, while continuing to
emphasise merit-based employment by giving preference to female job candidates in the
event of parity of qualification (OECD, 2011g). A number of countries, like Austria and
Spain, have integrated diversity targets into performance agreements for senior managers
(OECD, 2011h), while state-owned enterprises in Finland have been required to have at
least 40% of both genders on boards since 2004 (Chapter 15).

On the supply side a number of OECD countries (e.g. Austria, Belgium, Germany,
Sweden and the United Kingdom) use a range of leadership development and mentoring
programmes to afford both women and men opportunities to develop the skills and
competencies they need to lead in the public sector. These initiatives seek to support
women and men in career networking, offer them the chance of exposure to practical
learning methods, evaluation of key managerial skills, develop personal training plans, and
prepare for job interviews. Early evaluations indicate the programmes’ positive
contributions to achieving gender balance in the top echelons: Belgium, for example,
increased the share of female applicants for senior civil service positions from 20% in 2008
to 30% in 2009.

Most OECD countries have also established a range of safeguards — such as transparent,
standardised, merit-based competency tests and gender-balanced interview panels - to
ensure that job selection processes, appointments and promotions consider performance
alone and do not create biases or barriers that limit female and male candidates’
opportunities (OECD; 2007a and 2010c). As part of further efforts to support merit,
transparency, and equal treatment, several countries (e.g. Belgium, Denmark, Estonia,
Iceland, the Netherlands, Spain, Switzerland and the United States) have set up independent
oversight, complaint, and disciplinary mechanisms (OECD, 2011h). They have proven their
efficiency in promoting gender-equal treatment and employment opportunities. For
example, data from the US Equal Employment Opportunity Commission (2009) show that
the federal government’s workforce has become more gender-balanced in the past 25 years
and that a dwindling percentage of employees believe that they experience gender
discrimination in recruitment, promotion or access to leadership.
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Most survey respondents to the OECD Survey on Gender in Public Employment (OECD, 2011h)
have, in addition, introduced measures to improve work-life balance in the public sector.
Measures include flexible working hours, part-time work, and maternity, paternity, and
parental leave arrangements that include time off to care for a sick family member. About
80% of respondents have taken steps to accommodate the special needs of pregnant or
breastfeeding women; about 70% provide teleworking solutions and the possibility of working
compressed weeks (OECD, 2011h); and 56% facilitate childcare solutions for public sector staff.

Work-life balance measures and flexible work arrangements are reported as important
to all employees, including women who work in the top echelons of the public sector. In
fact, the absence of work-life balance mechanisms was found to be one of the factors that
discourage women from applying for leadership positions. Conversely, when work-life
balance measures are in place they have been found to have a significant impact on job
satisfaction, organisational productivity, and bottom-line results (Conference Board of
Canada, 2003). At the same time, as discussed in Chapters 12 and 18, it is important to
ensure that maternity leave provisions and part-time work arrangements do not harm
long-term earnings and career prospects (OECD, 2011c and Box 18.2). Efforts are also
needed to give men an incentive to take an active part in childcare and household duties
and even make use of work-life balance measures.

Finally, to reduce and close persisting pay gaps, 95% of all respondents to the 2011 OECD
Survey on Gender in Public Employment (OECD, 2011h) have introduced legal provisions that
seek to guarantee pay equality (equal pay for women and men for the same work) and 85%
to guarantee pay equity (equal pay for work of equal value requiring similar qualifications,
though not necessarily the same work). Moreover, 40% conduct regular assessments of jobs
of equal value to ensure pay equity (e.g. Austria, Belgium, the Netherlands, Spain, Sweden,
and Switzerland). Some countries (e.g. Germany and Switzerland) also use the equal pay
self-test tool, called Logib, which allows managers to statistically review their pay policies,
identify potential gender wage inequalities, assess enterprise wage gaps, and account for the
qualification characteristics of male and female employees. In Switzerland, public
procurement regulations stipulate that public contracts can only be awarded to firms with an
unexplained wage gap of less than 5% (as evidenced by Logib). In Germany, employers
analyse their pay structures on a voluntary basis (Beblo, 2011). In the United States the
government has launched an open competition - “Equal Pay App Challenge” - to develop
new tools to educate the public about the pay gap and promote equal pay for women (White
House Council, 2012).

Broader, more cause-specific measures may, however, be needed to address the persisting
gender pay gaps. Such measures may take the form of policy actions to address women’s
educational and career choices, parental leave, part-time work arrangements that include both
partners, the expansion of childcare facilities, phased plans to promote women’s access to
executive leadership, and the systematic detection and analysis of wage gaps.
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Key policy messages

Gaps remain in women’s equal access to senior positions, pay and working conditions in
the public domain. This calls for a comprehensive and systematic set of measures to:

@ Develop specific mechanisms that improve the gender-balance in leadership positions
and across different policy sectors, e.g. target-setting for managers.

e Strengthen the flexibility, transparency, and fairness of public sector employment
systems and policies to ensure fair pay and equal opportunities for talented women and
men with a mix of backgrounds and experience.

e Improve work-life balance options, particularly opportunities for flexible work
arrangements and workload management.

® Develop broader, more cause-specific measures to address the persisting gender pay gap.
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PART III

Chapter 17

Who cares?

Key findings
e Women do more unpaid work than men in all countries and the gender gap increases
with the arrival of children.

® Domestic work has a negative effect on the female supply of hours in paid employment
and on the gender wage gap.

® Encouraging fathers to make better use of parental leave arrangements, part-time
employment and other flexible work arrangements could contribute to more equally
shared working and caring.
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\Mmen, much more than men, devote a significant part of their time to unpaid
household work, which includes caring for children, sick household members, and the
elderly. Time-use surveys of 26 OECD countries and three OECD enhanced engagement
countries (China, India and South Africa) show that women devote, on average, more than
twice as much time to household work as men (Figure 17.1). By the same token, men spend
on average about 50% more time in paid employment. As a result, the gender difference in
total working time - the sum of paid and unpaid work, including travelling time - is close
to zero in many countries. The allocation of time between paid and unpaid work is in part
driven by preferences, but also by the availability and affordability of policies to reconcile
work and family life, like childcare and part-time employment opportunities. Women are
more likely to work part-time in countries with high childcare costs (OECD, 2011c), while in
those where part-time work is uncommon, e.g. Portugal and Greece, the presence of
children frequently leads to a mother’s exit from the labour market (Lewis et al., 2008).

Figure 17.1. Women do more unpaid work than men in all countries
Female minus male total, paid and unpaid working time in minutes per day®
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Note: Countries are arranged from left to right in ascending order of the gender gap in unpaid work.

a) The years covered are: Australia: 2006; Austria: 2008-09; Belgium: 2005; Canada: 2010; China: 2008; Denmark: 2001;
Estonia: 1999-2000; Finland: 2009-10; France: 1998-99; Germany: 2001-02; Hungary: 1999-2000; India: 1999; Italy:
2002-03; Ireland: 2005; Japan: 2006; Korea: 2009; Mexico: 2009; the Netherlands: 2006; New Zealand: 2009-10;
Norway: 2000-01; Poland: 2003-04; Portugal: 1999; Slovenia: 2000-01; South Africa: 2000; Spain: 2002-03; Sweden:
2000-01; Turkey: 2006; the United Kingdom: 2000-01; and the United States: 2010.

Source: OECD Secretariat estimates based on national time-use surveys. For further detail, see Miranda, V. (2011),

“Cooking, Caring and Volunteering: Unpaid Work Around the World”, OECD Social, Employment and Migration Working

Papers, No. 116, OECD Publishing, Paris.

StatLink == http://dx.doi.org/10.1787/888932676336
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The gender gap in unpaid work decreases with the increase in the female employment
rate. From a cross-country perspective, there is a strong negative correlation between a
country’s female employment rate and women’s average unpaid working time (Figure 17.2).
At the same time, there is some substitution between female paid work and male unpaid
work: the higher the female employment rate, the more men are engaged in unpaid work.

Figure 17.2. Women’s unpaid work decreases with increases in the national levels
of women’s employment, but they always do more unpaid work than men
Unpaid work and women employment rate
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Source: OECD Secretariat estimates based on national time-use surveys and OECD Labour Force Surveys for
employment rates. For further detail on national time-use surveys, see Miranda, V. (2011), “Cooking, Caring and
Volunteering: Unpaid Work Around the World”, OECD Social, Employment and Migration Working Papers, No. 116, OECD
Publishing, Paris.

StatLink sw=m http://dx.doi.org/10.1787/888932676355

Women undertake a disproportionally high amount of unpaid work no matter what
type of household they live in. Regardless of a woman’s employment status, men in couple
families do less unpaid work than their partners (Figure 17.3). In couples where both
partners work, women spend more than two hours per day extra in unpaid work. Although
this gender gap is related to the fact that many women work part-time (Chapter 12), it
hardly narrows when both partners work full-time. Even in female-earner couples men
only do as much housework as women. Gender gaps in childcare provision are even wider:
working mothers devote about 50% more time to childcare than non-working fathers
(Miranda, 2011).

The greatest change in the time individuals devote to domestic work is when children
are born. It is also typically a point at which traditional gender divisions of work in the
home assert themselves, even if there was more equality up to then (Lewis, 2009). Having
to take care for children tends to negatively affect both women’s decisions to participate in
the labour market and the number of hours they can put in (Del Boca et al., 2009), as they
tend to devote more time to unpaid work. As for men, the time they spend in both paid and
unpaid work slightly increases when children arrive in the household (Figure 17.4).
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Figure 17.3. Regardless of a woman’s employment status,
men do less unpaid work than their spouses
Minutes devoted to unpaid work per day by gender, for single- versus dual-earner couples (OECD average)
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Source: OECD Secretariat estimates based on national time-use surveys. For further detail, see Miranda, V. (2011),
“Cooking, Caring and Volunteering: Unpaid Work Around the World”, OECD Social, Employment and Migration Working
Papers, No. 116, OECD Publishing, Paris.

StatLink Sazm http://dx.doi.org/10.1787/888932676374

Figure 17.4. Gender gaps in unpaid and paid work increase
with the arrival of children
Minutes devoted to paid and unpaid work per day by gender, for people with and without children (OECD average)
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Source: OECD Secretariat estimates based on national time-use surveys. For further detail, see Miranda, V. (2011),
“Cooking, Caring and Volunteering: Unpaid Work Around the World”, OECD Social, Employment and Migration Working
Papers, No. 116, OECD Publishing, Paris.

StatLink %izr http://dx.doi.org/10.1787/888932676393

Across the OECD countries, more than one in ten adults aged over 50 provide informal
(usually unpaid) help with personal care to the elderly, sick and disabled (OECD, 2011k).
Close to two-thirds of such carers are women, typically caring for close relatives such as
their parents or spouse. High-intensity care giving is associated with a lower labour supply
for paid work, a higher risk of poverty, and an increased incidence of mental health
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problems among family carers. While many OECD countries support family and other
informal carers either financially or through respite care and other non-financial benefits,
it remains difficult to reconcile work and care.

Undertaking unpaid work, its timing and nature are important factors in explaining
the persistent gender differences in earnings (Bonke et al., 2005; Bryan and Sevilla-Sanz,
2011; Maani and Cruickshank, 2010 for a literature review). In addition to doing less unpaid
work than women, men tend to engage in domestic work that is easier to fit in with
working schedules - e.g. gardening, house maintenance, and auto repairs. By contrast,
woman generally carry out daily housework, such as cooking and childcare, which cannot
usually be postponed and is more difficult to fit into workplace patterns. Policies that
contribute to a more equal intra-household sharing of the amount and nature of
housework facilitate better female employment outcomes. Such policies should, for
example, seek to intensify female labour force participation and reduce the gender wage
gap (Chapter 13).

Government policies encourage female employment, but reinforce gender
gaps in unpaid work
Government policies which help to reconcile work and family life (Chapter 18) often

play a key role in female labour force participation. Although such policies aim to support
both parents, they frequently and inadvertently reinforce the more traditional role of
women as caregivers, so perpetuating gender inequality. The reason is that mothers
generally make much wider use than fathers of parental leave options, part-time
employment opportunities, and other flexible working time arrangements like
teleworking. It is primarily mothers, for example, who avail themselves of long parental
leave - and they are frequently reluctant to give up leave to their partner’s benefit (OECD,
2011c). The result is a reinforcement of traditional gender roles. In fact, even when policies
allow or encourage women to change the nature of their participation in employment or
their hours of work, inequalities at home and in contributions to home life have a tendency
to remain. A vicious circle is thus established: as long as mothers reduce employment
participation when they have (young) children in the household, employers have an
incentive to invest less in their female than in their male workers.

Policies that reduce differences between mothers’ and fathers’ labour market
behaviour also have considerable potential for narrowing gender gaps in unpaid work. Dex
(2010) suggests that such policies are likely to be most effective if they intervene at those
critical times when men are more open to changing their behaviour — when they become
fathers, for example. Men are more likely to bond with their children if they spend time
caring for them from an early age. Fathers’ greater involvement in childcare has beneficial
effects on their children’s cognitive and behavioural development (Baxter and Smart, 2011,
Huerta et al., 2011) and can reduce the time mothers devote to childcare.

Furthermore, while a country’s average degree of happiness increases with greater
gender equality (Veenhoven, 2011 and 2012), shouldering a greater burden of the
housework than their male partners can negatively affect women’s happiness. Mencarini
and Sironi (2012) found that European women who engaged in housework for more than
the median length of time in their country reported a reduced degree of happiness.
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Public policy is but one determinant in the division of paid and unpaid work between
men and women. This division has many of its roots in the values, attitudes and
preferences of individuals and couples and is frequently built upon many generations of
gender role models. The context in which people grow up and live their lives matters when
they are deciding about how to use their time. Moreover, policies do not produce the most
radical shifts in the division of unpaid work, but the other way round. The considerable
changes that have taken place in women’s and mother’s employment behaviour in recent
decades have led and not followed changes in policy and public opinion (Dex, 2010).

Key policy messages

® Promote a more equal use among parents of policies that enable temporarily reduced
workplace participation to accomodate family and care commitments. For example,
promote more balanced sharing of parental leave entitlements through the use of
non-transferable leave entitlement for exclusive use by fathers; or award “bonus
periods” to fathers who use parental leave.

® Promote policies that reduce gender gaps in labour market outcomes (e.g. narrow the
wage gap) in order to promote more gender-equal sharing of unpaid work.
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Chapter 18

Supporting parents in juggling work
and family life

Key findings
e Work-family balance policies have contributed to higher female employment rates but
more needs to be done to reduce inequalities that reinforce the gender division of labour.

e Childcare support is particularly important for facilitating higher levels of female
employment.

@ Many more mothers than fathers make use of family-friendly arrangements. Hence the
persistence of gender inequalities in both paid and unpaid work.
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Across OECD countries, governments have implemented family-friendly policies (parental
leave, childcare, flexible working arrangements, etc.) with the aim of helping parents
reconcile work and family responsibilities. However, there is substantial cross-national
variation in the provision and generosity of such policies. Disparities in support are due to a
range of factors that span policy objectives, work and family outcomes, cultural attitudes
towards work and care, and the role of governments in the family sphere (Adema, 2012;
OECD, 2007b and 2011c). Countries with well-balanced work and family outcomes - high
female employment rates, fertility rates close to replacement levels, and a more equitable
gender distribution of unpaid working time - include the Nordic countries and France. They
have work-family policies that provide parents with a continuum of support throughout the
early years and until children become teenagers (Thévenon, 2011).

Work-family reconciliation policies have contributed to higher female employment
rates, especially among mothers with young children. In most member countries,
dual-earner families have become the norm (Figure 18.1). However, the intensity of female
labour market participation differs widely. In Eastern Europe, Japan, Portugal and the
United States, both parents tend to work on a full-time basis, while in Australia, Austria,
Germany, the Netherlands, New Zealand, Sweden and the United Kingdom a one-and-a-half
earner model is more common. In Chile, Mexico and Turkey, the male-breadwinner model
continues to be the norm among couples with children.

Figure 18.1. In most OECD countries, dual-earner families are the norm
Employment patterns among couple families with children aged 0-14, 2009
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Note: Countries are arranged from left to right in descending order of the proportion of couple families where both
parents are employed either full-time or part-time.
a) Not possible to distinguish between full-time and part-time work.
Source: OECD Family Database 2012.
StatLink Sazm http://dx.doi.org/10.1787/888932676412
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The objectives of work-family policies are numerous and interrelated. They are
designed not only to increase female employment rates, but also to reduce the opportunity
costs of childbearing, help parents to have as many children as they want at the time of
their choosing (Box 18.1), cut child poverty rates, and promote child development. Gender
equality objectives are, however, not always pursued vigorously or prioritised. Furthermore
a gender-neutral approach in family policies may reinforce the gender division of labour as
women disproportionately make use of such policies (Lewis, 2009).

Box 18.1. Female employment and fertility levels

In 1980, most countries with high female employment rates had low fertility levels. In 2009,
by contrast, those with low female employment rates also had low total fertility rates (TFRs),
with the exception of Mexico. However, others combined high female employment rates with
high TFRs, notably the Nordic and English-speaking countries and France. A continuum of
publicly provided reconciliation support is available in the Nordic countries and France, while
the Anglophones combine flexible workplace practices with income-tested childcare support
and in-work benefits, as made possible, in the United States, by the low cost of domestic
services (Thévenon, 2011). As a result, in these countries the choice between employment and
motherhood is least stark, even if there often remains a trade-off at the individual level
between having large families and working, with mothers who have three or more children far
less likely to be in paid work than those with one or two (OECD, 2012a).

Motherhood and employment are less incompatible now than in 1980
Female employment and total fertility rates, 1980-2009
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Note: The scale on the y-axis (total fertility rate) is 1.0-3.5 for 1980 and 1.0 2.2 for 2009; the x-axis (female
employment rates) is 30 to 80% for 1980, and 50 to 90% for 2009.
Source: OECD Family Database 2012, wwuw.oecd.org/els/social/family/database.

StatLink &= hitp://dx.doi.org/10.1787/888932676431

In other countries, where fertility rates are often much higher than in OECD countries,
population issues are different. China, India and Indonesia have developed active policies
to control fertility, which have contributed to a decline in TFRs from above five children per
woman at the beginning of the 1960s to respectively 2.7 children per woman in India, 2.2 in
Indonesia, and 1.7 in China in 2008 (see Chapter 2).
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With the exception of Germany, tax and benefit systems in the OECD generally give both
parents in couple families broadly similar financial incentives to work when children are of
school age (Annex III.A5). However, when children are very young the financial incentives
are often not strong enough for both parents to work. A wide range of factors influence
parents’ decisions when they consider taking up paid work: individual preferences, the
duration of parental leave, the availability and cost of informal and formal childcare,
earnings of the spouse, and workplace support.

To support parents in their work and family decisions, governments use different
policy instruments. In the late 2000s, OECD countries spent an average of just over 2% of
GDP on child and family benefits. Child-related leave policies have considerable influence
on the particular time at which parents decide to (re-)enter the workforce. All OECD
countries, except the United States, provide income support during maternity and/or
parental leave. There are, however, wide cross-country variations in the duration and
generosity of benefits (OECD, 2011c). Leave entitlements that can only be taken
immediately around childbirth are likely to increase job continuity and maintain female
labour force attachment. By contrast, as Box 18.2 describes, prolonged periods of leave may
harm long-term earnings prospects.

Policy in many countries has been to generate change by extending parental leave
entitlements to fathers. Parental leave can be granted as: i) a family entitlement - parents can
share the entitlement as they choose; ii) a transferable individual entitlement - entitlements
may be transferred to the other parent; and iii) a non-transferable individual entitlement
- both parents are entitled to a set duration of leave.

About one-half of OECD countries grant separate paternity leave entitlements — often
of short duration (OECD, 2012a). Governments of non-OECD members in Africa, Asia, and
Latin America have also introduced paternity leave schemes (ILO and UNDP, 2009).

Despite efforts to encourage childcare by both parents, mothers are the predominant
users of leave entitlements. When leave is granted as family or a transferable individual
leave entitlement, fathers’ use is low. For example, in Austria, the Czech Republic, Finland,
and Poland, the proportion of fathers who take parental leave is less than 3% (Moss, 2011).

To increase take-up among fathers, in some countries they are being granted the
exclusive right to parts of the parental-leave entitlement and/or associated income support.
Iceland has the proportionally most gender-equal paid parental leave arrangement because
one-third of the parental-leave period is reserved for men (13 weeks). The proportion is
20% in Norway (equivalent to 10 weeks) and 13% in Sweden (8.5 weeks). When Iceland
introduced parental leave, it led to an increase in the proportion of parental leave days taken
by fathers from 3% in 2001 to some 35% today (Eydal and Gislason, 2008). In Norway, fathers
use around 13% of their leave entitlement, while the share used by their Swedish
counterparts reached 22% in 2009 (Moss, 2010).

Other countries offer bonus parental-leave if fathers take up a minimum amount.
In 2007, Germany reformed parental leave by granting parents two extra months if the
father took at least two months of parental leave. Similarly, Portugal awards an extra
month of parental leave if the father takes up a month of his entitlement. As a result,
Germany saw the number of children whose father took parental leave rise from less than
9% in 2007 to 25% in the second half of 2010 (Federal Statistical Office, 2012). In Portugal,
the proportion of fathers taking parental leave increased from less than 10.1% in 2009 to
22.97% in 2010.
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Box 18.2. Parental leave entitlements and female employment outcomes

An analysis of changes in parental leave legislation over the past 40 years, conducted for this
report, helps assess the effect of increased entitlements on three employment outcomes:
female-to-male employment ratios, hours worked by women, and gender earnings gaps
among full-time workers. A “difference-in-difference” estimator approach was used with data
from 30 OECD countries between 1970 and 2010. The results suggest that extending paid leave
entitlements had a small positive effect on the female-to-male employment ratio but only up
to two years of leave; a longer leave has a negative effect on both the female employment rate
and the female-to-male employment ratio. Results also show that extending paid parental
leave had a small positive effect on weekly working hours among women but it was associated
with an increase in the gender pay gap among full-time workers.

Effect of paid leave on gender differences in labour market outcomes

Employment ratio? Working hours? Pay gap for full-time workers?
Leave duration Number of weeks
Leave < 18 weeks -0.099 -0.048* -0.035
(0.066) (0.028) (0.020)
Btw 19 and 52 weeks 0.014 0.018
(0.025) (0.017)
Btw 53 and 104 weeks Squared number of weeks
0.037* 0.034*** 0.015*
(0.020) (0.011) (0.008)
> 104 weeks —0.014** -0.019
(0.007) (0.014)
Number of observations 847 595 445
R? 0.996 0.998 0.997

Note: The dependent variable is the female-to-male difference in the natural log of the following outcomes:

employment rates (25-54 years old), average weekly working hours and weekly earnings of full-time workers.

All variables include time- and country- fixed effects, and the variation in the log of GDP per capita. The effect

of leave duration on employment rates and working hours is estimated with a piecewise linear regression

while the effect on the pay gap is estimated using the number of weeks of paid leave and its squared value.

Robust standard errors in brackets; ***, ** and *: significant at the 1%, 5% and 10%, respectively.

a) Countries: Australia, Austria, Belgium, Canada, Chile, the Czech Republic, Denmark, Estonia, Finland,
France, Germany, Greece, Hungary, Iceland, Ireland, Israel, Italy, Japan, Korea, Luxembourg, Mexico, the
Netherlands, New Zealand, Norway, Poland, Portugal, the Slovak Republic, Slovenia, Spain, Sweden,
Switzerland, Turkey, the United Kingdom, and the United States. Data on working hours by gender for this
period are not available for Canada, Japan and the United States. The analysis regarding the gender pay gap
covers Australia, Germany, Finland, France, Japan, Korea, the Netherlands, Sweden, the United Kingdom
and the United States.

Source: OECD Secretariat estimates based on OECD Labour Force Statistics, OECD Earnings Database and OECD

Family Database 2012.

StatLink Su=m http://dx.doi.org/10.1787/888932677343

Fathers’ take-up remains low, however, and periods of leave are usually short.
Evidence of the long-term effect on care practices and sharing of housework consequently
yields mixed results. Ekberg et al. (2005) show that Swedish fathers’ greater use of parental
leave has not led to them taking more time off to look after a sick child. Haas and Hwang
(2008), by contrast, argue that the more leave fathers take, the more likely they are to
engage in childcare or take sole charge of the children when their spouses work. Similarly,
Nepomnyaschy and Waldfogel (2007) reveal that fathers in the United States who take two
or more weeks off work after the birth of their child are much more likely to be sharing
childcare duties nine months later.
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One of the main reasons for fathers’ low take-up rates is that they often earn more
than their spouses (Chapter 13), so household income loss is smaller when mothers take
leave. An additional factor is attitudes: the belief that it is the mother’s role to care for
children may contribute to mothers rather than fathers taking leave and making greater
use of family-friendly entitlements (Box 18.3).

Box 18.3. Attitudes towards care and work

Attitudes and behaviours towards work and care are important drivers of policy making
(Kamerman and Moss, 2009; Lewis, 2009). In turn, however, policies can contribute to
changing attitudes and behaviour towards family matters. Parental stances on mothers’
employment vary significantly across countries (see figure in this box). In the Nordic
countries, where female employment is the norm and where work-family policies have
been operating for over 40 years, views of work and care are more gender-equal, even
though there may be a small trend reversal among Swedish mothers. By contrast, in
Germany, Hungary, Israel, Poland, Portugal, the Russian Federation and Switzerland, more
than half of parents report a more traditional view of women’s labour force participation
and care commitments. A partial explanation of these responses may be the shortage of
formal childcare for very young children - which can reinforce parents’ attitudes towards
employment and care (Fagnani, 2002).

arents’ attitudes towards care and work differ across countries
P ts’ attitudes t d d k diffi t
and over time

Percentage of mothers and fathers with children aged 0 to 15 agreeing or strongly agreeing
that “women should be prepared to cut down on paid work for the sake of the family”, 2004 and 2010
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Note: Countries are arranged from top to bottom in descending order of the percentage of mothers who,
in 2010, agreed that women should be prepared to cut down on paid work for the sake of the family.
* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
Source: OECD Secretariat calculations using European Social Survey 2004 and 2010.
StatLink Sazm http://dx.doi.org/10.1787/888932676450
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Box 18.3. Attitudes towards care and work (cont.)

Attitudes towards work and care commitments can change over time. In most countries
for which data are available, a smaller proportion of parents agreed that “mothers should
cut back their number of hours of work for the sake of the family” in 2010 than in 2004.
Changes over time were largest in Portugal and Spain, both countries which have seen big
rises in female labour force participation since 1980 (Chapter 11), but have also
experienced high unemployment since the global financial and economic crisis. This
suggests that changes in views may be affected not only by historical trends but also by
short-term shifts in macroeconomic factors (Chapter 19).

Return-to-work decisions by mothers depend on many factors. Tenure, qualifications,
maternity leave payment rates, and family-friendly workplace support all positively affect
such decisions. Mothers with low-income partners are also more likely to return to work
relatively early (La Valle et al., 2008). Keeping mothers informed about workplace
developments while they are on leave helps nurture their sense of attachment to an
employer and increases the likelihood of their returning to work (OECD, 2004b and 2007b).

However, key to the decision to return to work is the availability of affordable, flexible,
good-quality childcare. Chapter 12 of this report shows that it is the main factor
influencing female labour market participation and that higher public childcare
expenditure is associated with higher full-time female employment. The greatest female
employment and childcare enrolment rates are observed in the Nordic countries, the
biggest investors in public formal childcare services (OECD, 2012a). They developed
childcare services as part of a deliberate effort to increase levels of female employment
(Kamerman and Moss, 2009), as the Swedish example attests: their expansion during
the 1970s contributed to a rise in female employment rates from 60% to over 80% (Box 18.4).

High participation rates in formal childcare, however, do not necessarily reflect
intensive use. There is considerable cross-country variation in whether childcare services
are used on a part-time or a full-time basis, and/or whether they are available during
holidays. For example, in Sweden very young children typically attend facilities for six
hours per day, five days a week, while in the Netherlands participation in formal childcare
for only one or two days a week is common. Constraints in hours of formal care pose
considerable challenges to working parents: they have to find additional (usually informal)
care solutions and/or reduce the number of working hours.

The affordability of good-quality care services is decisive in parental employment
choices, especially for single parents and second earners in lower-income families, many
of whom are mothers. Most OECD governments provide such households with financial
support, but childcare costs can weaken financial incentives to work, especially for
lower-income families. High childcare costs are often a barrier to paid work and contribute
to the prevalence of part-time employment among women (Chapter 12). For example, in
Switzerland, it does not pay for a second earner to work once childcare costs are factored
into household expenditure. This is one of the factors which helps to explain why there are
few Swiss couple-parent families where both parents work full-time.

Concerns over their children’s development, especially when they are very young, may
make mothers hesitant about working. However, recent evidence shows that other factors
-such as parental education, participation in formal childcare and the quality of
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Box 18.4. Supporting all adults to pursue labour market opportunities
in Sweden

The economic boom of the post-war period created new opportunities in the labour
market for Swedish women. Public policy moved towards an expansion of the public sector
and social protection system, and included investment in parental leave and high-quality
formal childcare (or pre-schools as they are known in Sweden). In contrast to many other
welfare states developed in the 1960s and 1970s, Sweden’s social model was built on the
notion that all adult individuals, including parents with dependent children, should be
given the opportunity to earn their own living. Some chief components of the model
(Szebehely, 2001) are:

o Individual rather than household-based taxation since 1971.
@ Parental leave since 1974, though maternity leave was introduced in 1938.
e Formal public childcare with major expansions in the 1970s and 1980s.

Formal childcare policy in Sweden is driven not only by concerns about gender equality
or female labour supply - child well-being and development are also key. This helps to
explain why childcare coverage rates have continued to increase even though female
employment rates have been stable at around 80% since 1995.

Formal childcare development contributed to increasing female employment

Female employment rates (women aged 25-54) and share of children (aged 0-6)
using formal childcare, 1965-2010
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Source: Female employment rates from OECD Labour Force Statistics; childcare data provided by the Swedish
authorities for 1965-2002, and from NOSOSCO for 2003-09.
StatLink =P http://dx.doi.org/10.1787/888932676469

interaction between parents and children - have greater influence on a child’s early
development than maternal employment per se (Brooks-Gunn et al., 2010; Huerta et al.,
2011). High-quality childcare services are crucial in this respect: parents can rest assured
that their children are receiving the care and attention they need while mothers pursue
their labour market opportunities. This is as important in Sweden as it is in less affluent
countries where childcare services are underdeveloped and female employment rates in
the formal sector are low (Box 18.5 and Chapter 20).
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Box 18.5. Development of childcare services in Chile and Mexico

Public childcare programmes in Chile and Mexico have two key objectives: to enable
female participation in the workforce and promote child development (Staab and Gerhard,
2010). Programmes in both countries target poor households and require mothers to be in
work, studying, or looking for a job. However, different emphasis in the underlying policy
objectives yields considerable variation in programme design and policy implementation.

Mexico’s federal day care programme for working mothers, “Programa de Estancias
Infantiles para Apoyar a Madres Trabajadoras” (Child-Keeping Programme to Help Working
Mothers [PEIMT]), subsidises community and home-based day care to facilitate the
employment of low-income mothers. In 2011, there were 10 000 registered day centres
taking care of a total of 300 000 children (SEDESOL, 2011). The programme offers both
demand- and supply-side incentives: grants for individuals and civil society organisations
interested in running nurseries and subsidies to low-income mothers who wish to enrol
their children. The day care service comes at a low cost for users but is not entirely free.
One of the greatest achievements of the programme has been the creation of female
employment: by 2011, it had generated around 45 000 paid jobs for providers and their
assistants, most of whom are women.

Female employment is also an objective of the Chilean scheme “Chile Crece Contigo” (Chile
Grows With You”), although it is presented chiefly as a strategy for investing in the
potential of children from low-income families. Crece Contigo provides free care for boys
and girls below the age of four from the three lowest income quintiles. The services are
structured by age and staffed by highly qualified professionals — pre-school or early
education teachers with university or technical degrees. In 2009, a total of 4 000 nurseries
were in operation. In 2011, the Chilean government introduced “Ingreso Etico Familiar”
(Ethical Family Income), an income support scheme for very poor families. It provides a
bonus payment of between USD 30 and USD 50 per month to working women; by the end
of 2011 it had been paid to 36 000 women.

Promoting the value of childcare services facilitates female labour force participation
and improves children’s future opportunities — objectives which are important in
mitigating existing gender and socio-economic inequalities.

Childcare issues, however, do not finish once children enter primary school. In most
countries, a full-time working week is not compatible with regular school hours or
holidays. Working parents therefore need to find alternative care solutions throughout the
year. Today, many OECD countries offer out-of-school-hours (OSH) care services for school-
age children, but coverage remains limited (OECD, 2011c). Some Latin American countries
have also put in place public local initiatives (Piras et al., forthcoming), although they need
to be further developed as they provide key support to working parents and their children.

Family-friendly workplace practices also help parents combine work and care
commitments more effectively. They include part-time work (Chapter 12), flexibility with
regard to starting and finishing hours and working from home (teleworking).

As with leave entitlements, women are more likely to use flexible working-time
arrangements than men, and are more likely to do so because of their care responsibilities
(Hegewisch, 2009). One of the main reasons for the low take-up rates of such entitlements
by men is workplace culture. In Japan and Korea, for example, workers show their
commitment to the firm by putting in long working hours and taking less leave than they
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are entitled to. Such mindsets may be less pronounced in other OECD countries, but even
in Sweden, working in small, male-dominated workplaces keeps fathers from using
parental leave (OECD, 2011c). Fathers’ underuse of parental leave is part of a vicious circle
that needs to be broken. As long as women take more leave and/or are more likely to
reduce their working hours, some employers will continue to perceive them as less
committed to their careers than men and will be less likely to invest in their careers. The
upshot from an economic perspective is that businesses do not make full, efficient use of
potential labour resources (Chapter 1); from the societal perspective, the stereotypes of
gender roles in paid and unpaid work are perpetuated (Chapter 17).

There has been progress in policy to assist fathers and mothers in combining work and
care commitments. The more successful countries have policy packages that provide a
continuum of support to parents throughout childhood, significantly facilitating male and
female participation in the labour force and on an equal footing. In that sense, childcare
policies are much more effective gender-equality tools than parental leave or flexible
workplace arrangements, both of which actually generate different behaviour among men
and women. However, childcare policies are not in themselves sufficient, as proven by
Nordic countries where wide disparities in employment outcomes remain - even in Nordic
countries; a more equal use of parental leave entitlements and flexible workplace
arrangements is also needed to reduce prevailing gender inequalities at home and at work.

Key policy messages
e Ensure that work pays for both parents.

® Provide good-quality affordable childcare to all parents and paid maternity leave to
mothers in employment.

® Promote a more gender-equitable use of flexible working time arrangements and
parental leave entitlements - e.g. by introducing a better gender balance in the duration
of parental leave entitlements that cannot be transferred to their partner.
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PART III

Chapter 19

Male and female employment
in the aftermath of the crisis

Key findings
e® The narrowing of the gender employment gap in the immediate wake of the global
financial crisis was largely due to large job losses in male-dominated sectors (notably
construction and manufacturing) and an increase in the hours worked by women. Since
then, however, unemployment has started to rise among women, too.

e Employment prospects for women may be affected by expected job losses in the public
sector and looming government cuts in such benefits as childcare support.
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Gender employment gaps have narrowed during the crisis

Although the financial and economic crisis has caused heavy job losses in most countries,
it has affected men and women differently in terms of labour market outcomes. With the
exception of Israel, Korea, Poland and Sweden, gender employment gaps across the OECD
shrank in the three years (2007-09) following the start of the economic downturn (Figure 19.1).
The countries where they narrowed the most were Turkey (by 6 percentage points), Ireland
(by 8), and Spain (by 10). In the latter two, male job losses were particularly heavy, while in
Turkey there was a greater rise in employment among women than among men.

Figure 19.1. In most countries the employment gender gap narrowed
during the economic crisis
Differences between male and female employment rates in the 15-64 age range,
as a percentage of male rates, third quarter of 2007 and 2011
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Note: Countries are arranged from left to right in ascending order of the employment gender gap in 2011. Data are not
seasonally adjusted.
* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
Source: OECD Secretariat estimates based on national Labour Force Surveys.
StatLink Sa=m http://dx.doi.org/10.1787/888932676488

Female employment generally suffered much less than men’s in the initial stage of the
recent crisis — a notable deviation from historical patterns and largely due to falls in output
in sectors with a predominantly male workforce (Figure 19.2). The decline in aggregate
demand has been associated with a fall in trade, industry (particularly manufacturing), and
construction in most countries, while employment in services - where women are
predominantly employed - declined only modestly or actually rose. At the same time,
women are occupying more highly skilled, better paid jobs in the European Union. The
growth in female employment has been higher in the top wage quintile, mainly because of
the expansion of well-paid jobs in health and education (Hurley et al., 2011).
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Figure 19.2. Most employment losses are in male-dominated sectors
Change in total employment by broad sector between 2007 and 2011,* whole population
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Note: Countries are arranged from left to right in ascending order of the pace of change in the construction sector.

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.

a) Data for 2011 corresponds to average total employment for the first three quarters of 2011 except for Australia,
Canada and the United States (all-year data), Hungary, Ireland, Luxembourg, the Slovak Republic and Switzerland
(first two quarters of 2011).

Source: OECD Main Economic Indicators, www.oecd.org/std/mei.

StatLink Sa=m http://dx.doi.org/10.1787/888932676507

With a constant overall increase in female employment rates in recent decades, more
women now have current or recent labour-market experience than in previous recessions.
This development has increased their chances of successfully offsetting some of their
partners’ earnings losses, either by finding a job or working longer hours - often referred to
as the “added-worker” effect. Households where both partners engage in active job
hunting are better able to minimise income losses in the event of unemployment and to
benefit quickly from improving labour market conditions. At the same time, because
women often hold temporary and part-time jobs, they may be more at risk than men of
losing their job if they work in the same sector.

Women have increased their hours to cushion economic shocks

Recent employment data illustrates how important female labour market experience
is to reducing poverty risks. Job losses and shorter working hours among partnered men
have lowered overall working hours in couple families by between 4% in the United States
and just under 1% in Belgium, the Netherlands and New Zealand, while hours have
remained stable in Canada, Germany and the United Kingdom (Figure 19.3, left panel). Over
the same period, in some countries women’s working hours have increased (Ireland, the
Netherlands, New Zealand and Spain) or fallen less than men’s. Figure 19.3 also shows that
partnered women were significantly more likely to increase their working hours than
single women. Women had higher chances to increase their working hours if they were
working part-time than if they had been outside the labour market, as they often
experience trouble rejoining it. Evidence from previous economic crises suggests that these
difficulties can take a long time to overcome (Gong, 2011; Posadas, 2010; Stephens, 2002).
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Figure 19.3. In most countries, women increased their hours worked
to compensate for the employment loss of their partners during the crisis
Total hours worked by men and women: changes since the onset of the crisis®
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a) Changes capture differences both in employment levels and average hours worked in a job. They are measured as
total hours up to 2010 for European countries and to the last quarter of 2011 for non-European countries minus
total hours in the four pre-crisis quarters in each country.

b) Changes in Panel A are shown relative to family pre-crisis hours (i.e. the sum of men’s and women’s hours).

¢) Changes in Panel B are shown relative to individual pre-crisis hours in the respective groups.

Source: OECD Secretariat estimates based on European Labour Force Surveys.

StatLink = http://dx.doi.org/10.1787/888932676526

Current policies, low wages and soaring unemployment limit labour market
improvements

The degree to which partnered women are able to offset their partners’ earnings losses
varies between countries, with policy factors likely to play an important role. Family-related
or labour market constraints can limit women'’s ability to help stabilise family incomes. The
perceived need for them to find employment or work longer hours may not be so acute if
men’s earnings losses are seen as temporary (short-time working schemes, for example) or
are largely compensated by government transfers. In addition, disincentives created by taxes
and out-of-work benefits can affect job seeking and/or the work effort — not just for a
household’s principal earner, but for its second one, too. In particular, means-tested
unemployment benefits, which are reduced once a partner starts to earn more, can be a
sizeable obstacle to boosting female employment. Furthermore, persistent gender wage gaps
mean that, even in the event of women working longer hours, family income suffers during
recessions and governments need to compensate for income losses through in-work benefits
for the poorest families (Mattingly and Smith, 2010).

Policies that address barriers to the participation of women in the labour market
strengthen families’ resilience to economic shocks, and improve their prospects of benefiting
from the recovery. Labour market institutions that allow swift adjustments of work patterns,
combined with support for family commitments (e.g. childcare needs), can support greater
participation in the labour force. The current momentum in many OECD countries towards
fairer sharing of paid work in the household suggests that the ongoing recovery presents a
distinct opportunity for making progress on the gender-equality agenda.
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However, in 2009 a reversal of women’s initial employment gains began. At the peak of
the crisis, jobless rates for women were on average just below those for men, who had borne
the brunt of the initial surges in unemployment. Prior to the downturn they were 20% higher
across the OECD (Figure 19.4) and up to 60% higher in Southern European countries and the
Czech Republic. Between 2009 and 2011-12, however, female unemployment continued to
climb while for men it declined, or rose at a slower pace, in several countries. So, although
rates remain below men’s or are close to parity in many countries, they exceed them in
50% of OECD countries (compared with 75% of countries before the crisis). In Chile and
Turkey the gap has actually widened since 2007.

Figure 19.4. The difference in unemployment rates between males
and females is on the rise

Difference between male and female unemployment rates in the population age range 15-64
as a % of male rates, 2007-12

% Bl 201201 & 2009 < 2007
150

125

P L B QR AR LR LRy SR XFLALLAN LI DI I N > R O
LD LR DR R PR PR AR O N PP AR ST S ST R QR S
3 LR L DU X S L P PP @ S S L LS
NP “\1\ @%@‘“ RSl e\;go‘%%\%\c}% &\@\ Q‘Q%Q%Q@‘ RNF °@¢®®‘@® W o D
N N Q NN N N N N
\\{\\,@ S S c_,\éb N S (),\g.q’ >

Note: Countries are arranged in ascending order of the unemployment gender gap in 2012.
* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
a) Data for Estonia, Greece, Israel, New Zealand, Norway, Switzerland, Turkey and the United Kingdom refer to the
third quarter of 2011.
Source: OECD Main Economic Indicators, wwuw.oecd.org/std/mei.
StatLink == http://dx.doi.org/10.1787/888932676545

Cuts in public-sector employment that have been announced or already implemented
in several countries will further worsen women'’s position on the labour market in coming
years. What’s more, women might also suffer from the discouraged worker effect,
particularly among the well educated, as the recession deepens and they decide to drop out
of the labour force (Sabarwal et al., 2010). Evidence from previous recessions shows that,
while men are more likely to lose their jobs initially, they are also more likely to find
employment as the economy recovers (Maier, 2011).

Austerity measures and, in some countries, the shift in focus towards helping displaced
workers back into the labour market puts the gender equality agenda at risk of becoming a
low priority. Cuts in public expenditures that weaken family policies can be detrimental to
women, particularly single parents. Measures that safeguard children’s well-being, especially
during the formative years of early childhood, should remain a high priority. In addition,
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work-life balance issues such as flexible working and gender parity in wages are likely to
have lower priority during the current recession. Evidence from previous recessions shows
that governments have used stimulus packages to cushion the impact of job losses in
male-dominated sectors (e.g. manufacturing) - although some countries are promoting
employment in the care sector. Short-time work arrangements are also more likely to benefit
male workers (Leschke and Jepsen, 2011; Maier, 2011).

Key policy messages

® Ensure that the Great Recession and fiscal consolidation do not reverse progress made
on gender equality in employment.

e Support increases in female working hours as a household coping strategy.
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PART III

Chapter 20

The hidden workers:
Women in informal employment

Key findings

e In many countries across the world, the proportion of women in informal
non-agricultural employment is higher than the proportion of men. Outside agriculture,
both women and men in informal employment work predominantly in non-registered
enterprises, while women are more likely to work in the formal sector.

e Women in informal employment tend to be over-represented among domestic and family
workers. They face high poverty risks and have limited prospects of upward mobility.

® Women in the most vulnerable informal jobs are often financially dependent on their
partners and families.
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Inforrnal employment may be substantial in some OECD countries where labour taxation
and benefit withdrawal may give low-wage (and part-time) earners significant incentives to
work “under the radar” (Koettl and Weber, 2012). However, informal employment is
considerably more widespread throughout the developing world where it concerns over half
to three-quarters of non-agricultural employment. At issue is that informal employment is
closely linked with low earnings, low-quality jobs and poverty (OECD, 2009b) and that
women are more likely than men to work informally.

Box 20.1. Defining employment in the informal economy

Informal employment is a job-based concept and encompasses those jobs that generally
lack basic social or legal protection and employment benefits. People may be employed
informally in the formal sector, informal sector, and households (ILO, 2012).

Employment in the informal sector is an enterprise-based concept which is defined as
jobs in unregistered and/or small unincorporated private enterprises. Such enterprises are
not constituted as separate legal entities (and are thus not officially registered) and do not
maintain a complete set of accounts (ILO, 2012).

ILO (2012) shows that in 29 out of 41 countries for which data is available women
outnumber men in informal non-agricultural employment. Cross-country differences
can be substantial: the proportion of women in informal employment is more than
10 percentage points above that of men in El Salvador, Madagascar, Mali, Peru, Tanzania
and Zambia and above 20 percentage points in Azerbaijan, Liberia and Zimbabwe. Women
are more likely than men to be in informal employment in Africa and Latin America,
but not in Asia and Eastern Europe (Figure 20.1). Both women and men in informal
non-agricutural employment work predominantly in non-registered companies.
Nevertheless, in all regions except for Central Asia and Eastern Europe, there is a higher
share of women than men with informal jobs in the informal sector (Figure 20.1). Part of
the reason is that more women are employed as domestic workers.

Disadvantaged groups and people with lower levels of education find it difficult to
move from formal to informal work (OECD, 2009b). Female upward mobility appears to be
particularly affected by limited access to finance (Chapter 24) and the need to reconcile
work with family responsibilities (FAO, 2010). For example, Andersen and Muriel (2007)
found that in Bolivia women have a strong preference for informal self-employment as it is
more compatible with their care commitments.
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Figure 20.1. In Africa, Asia and Latin America informal employment is high
and often in non-registered companies

Informal employment (inside and outside the informal sector) as a share of non-agricultural employment
by world region,® 2010 or latest year available
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a) Regions are arranged in descending order of the percentage of women in informal employment. For the complete
list of countries in each region see Annex III.A6.
Source: ILO (2012), “Women and Men in the Informal Economy - Statistical Picture”, ILO, Geneva.
StatLink Sa=m http://dx.doi.org/10.1787/888932676564

Women tend to be confined to the most vulnerable categories within
the informal sector

Informal employment can be categorised into self-employment, family work, domestic
work employed by households, and wage employment. In developing countries, a high
proportion of men and women who work in informal employment tend to be self-employed.
Figure 20.2 shows that this category accounts for 30% to 57% of non-agricultural informal
employment, depending on the region. In more than half of the countries for which data is
available, and for almost all the countries in Africa, the proportion of women in informal
self-employment is larger than the proportion of men. Being self-employed in developing
countries is associated with greater vulnerability and poverty, as it is closely correlated with
the lack of income security and social protection (Box 20.2). Moreover, while women in
self-employment tend to be concentrated among own-account workers, the proportion of
men who are employers — the category with the highest earnings and the lowest poverty
rates - is almost twice the proportion of women (Chen et al., 2005).

There is a hierarchy of poverty among the different categories of people in informal
employment: employers and wage workers tend to be much better off, while own-account,
domestic, and family workers tend to be worse off. Figure 20.2 shows that in all regions
(with the exception of Eastern Europe and Central Asia) women in informal employment
are more likely than men to be family and domestic workers while men work more in wage
employment.

CLOSING THE GENDER GAP: ACT NOW © OECD 2012 223



111.20. THE HIDDEN WORKERS: WOMEN IN INFORMAL EMPLOYMENT

Figure 20.2. Women in informal non-agricultural employment tend
to be concentrated among the most vulnerable work categories”
Distribution of male and female informal employment by work category, 2010 or latest year available
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a) Including members of producers’ cooperatives. For the complete list of countries in each region, see Annex III.A6.
Source: ILO (2012), “Women and Men in the Informal Economy - Statistical Picture”, ILO, Geneva.
StatLink Si=m http://dx.doi.org/10.1787/888932676583

Box 20.2. Empowering women in the informal economy: The experience of SEWA

The Self-Employed Women'’s Association (SEWA) is a unique example of empowerment led by poor women
working in the informal economy (OECD, 2011b). In 2005, almost 90% of women working in non-agricultural
activities in India had informal jobs (ILO, 2011). Traditional trade unions had no role for these women and it
was to address this failure that SEWA came into being in the early 1970s. With over 1.3 million women
members, SEWA is the largest trade union of informal workers in India. More than 70% of its members are
from rural areas and evenly distributed across religious groups and castes (WHO, 2008).

SEWA works to help poor women strengthen their work and income position as well as improve their
social security. It is active in the areas of microfinance and insurance (mainly through the SEWA Bank),
training and communication, but it is its work on labour issues - paralegal assistance, lobbying, health
insurance, maternity benefits and pensions - that is at the heart of the association. Most of the women who
joined SEWA experienced improvements in earnings, marketing, and working conditions. Many have been
able to save on a regular basis and/or to acquire assets for the first time in their lives. But the greatest
positive impact is to be seen in the increased self-esteem of its members, whose bargaining power
improved within and outside the home. The main challenge for SEWA is that a large fraction of its members
still do not earn enough to go beyond meeting basic daily needs or exit poverty on a long-term basis.
Another key challenge is to encourage women to break the gender barrier and enter trades hitherto
dominated by men (WHO, 2008).

SEWA's work has led to policy changes. Following its lobbying efforts, in 2004 the government approved a
national policy for protecting street vendors and, in 2008, passed legislation on social security for informal
workers. SEWA has also been able to affect policies at a global level. It was one of the main promoters of the
process which led to ILO Convention 177 (1996) on the rights of home-based workers.
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Box 20.3. Policies to tackle the vulnerability of home-based
and domestic workers

Home-based workers are people who work from their home either as own-account or
subcontract workers. They are rarely visible to policy makers as they are not associated
with a workplace and, in many instances, their remuneration is seen as an extension of
women’s unpaid house work, which further contributes to their invisibility in national
surveys (Chen et al., 1999). Some countries are making significant efforts to tackle the
vulnerability of home-based workers. The Indian government, for example, enacted the
Beedi* and Cigar Workers Act and the Beedi Workers Welfare Fund Act to protect this group
of around 4 million home-based workers. The acts provide social security such as
healthcare, childcare and housing for Beedi workers. The Indian government is replicating
the model to protect other categories of home-based workers and sectors as it develops a
national policy to that effect (www.wigo.org).

Domestic workers providing a range of domestic and care services in private households
- women, by and large — belong to the poorest sections of society. In South Africa, domestic
workers accounted for 16% of all employed women in 2009 (ILO, 2011). In 2002, the
Domestic Workers Act was introduced to set a minimum wage and lay down working
conditions such as hours of work, overtime pay, salary increases, and leave entitlements
(South Africa Department of Labour). Domestic workers and their employers must also
contribute 1% of wages to the Unemployment Insurance Fund. Hertz (2005) finds that the
real wages, average monthly earnings, and total earnings of all employed domestic
workers have risen since the Domestic Workers Act came into effect, while weekly hours
worked and employment have fallen.

* Leaf cigarette.

Reducing women’s dependency on their partners and families

Figure 20.3 shows that, in Brazil, Chile and Mexico, women earn less than the male
average wage in the same informal jobs categories, even in domestic and home-based work
where women are concentrated. In the other categories (employers, own-account workers,
and employees), where there are fewer women than men, they also earn less. In Brazil and
Chile, however, it seems that on average informal employers (both women and men) earn
more than male employees in formal employment (i.e. the benchmark category in
Figure 20.3). Yet comparisons of average earnings in informal and formal employment by
job category and gender (e.g. between female own-account workers in the formal and
informal sectors) reveal that formal employment is more lucrative than informal
employment for both men and women across all categories.

In addition to lower earnings, female informal workers are less likely to be covered by
social protection schemes. Although informal workers in Brazil and Chile can contribute
voluntarily to social insurance, Figure 20.4 shows that contribution levels to the pension
system match the job status hierarchy. Domestic, home-based and family workers,
categories where women are concentrated, tend to contribute even less than the average
informal worker. Social pensions that do not focus on contributory records can play a key
role in reducing poverty, particularly among the elderly and women.
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Figure 20.3. Both women and men earn less in non-agricultural informal
employment than in formal wage employment,
but women earn even less than men
Informal employment pay gaps® by gender and type of informal work, 2009
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a) Pay gaps are calculated using the formal male employee’s average wage as reference. Figures are calculated as the
average earnings in the informal sector (by type of work and gender) minus the average wage of male formal
employees, divided by the formal male employee’s average wage.

Source: OECD Secretariat tabulations based on national household surveys for Brazil (PNAD, 2009), Chile (CASEN,

2009) and Mexico (ENIGH, 2010).

StatLink %izr http://dx.doi.org/10.1787/888932676602

Figure 20.4. A significant proportion of women in non-agricultural informal
employment have indirect pension coverage through their spouses

Share of women and men contributing to the pension system or whose spouse contributes
to the pension system, 2009
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Source: OECD Secretariat tabulations based on national household surveys for Brazil (PNAD, 2009) and Chile (CASEN, 2009).
StatLink Sa=m http://dx.doi.org/10.1787/888932676621
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A significant proportion of working women have indirect pension coverage through their
spouses’ contributions, which entitles them to survivor pensions should their partner die
(even though women in the worst job categories in Brazil and Chile have relatively low
coverage, see Figure 20.4). Nevertheless, while indirect coverage may potentially protect a
significant group of women against extreme hardship in old age, it reinforces their dependency
on their partner and reduces their autonomy and bargaining power within the household.

Box 20.4. Enlarging social protection coverage to informal workers
in some Latin American countries

In the last three decades, several Latin American countries implemented social pension
benefits, which are largely independent of contribution history and provide minimum
income guarantees for the elderly. ILO (2002) found that social pensions in five Latin
American countries sharply reduce old-age poverty among women who never had the
chance to build up pension rights through (informal) employment.

In Brazil, there are two types of social pensions. One scheme targets indigent people
aged 67 and over and the disabled, covering 2.1 million beneficiaries. The other is a rural
scheme which covers almost 7 million beneficiaries and provides old-age, survivor and
invalidity pensions, and maternity and work accident benefits for people working in the
agricultural sector. In 1998, women became entitled to claim these rural pension benefits,
regardless of their household status, which reduced their poverty rates from 51% in 1981 to
25% in 2001 (Camarano, 2004).

In 2002, Mexico introduced a programme called “Seguro Popular” which has considerably
extended the coverage of basic health insurance and access to health services to the most
vulnerable groups, that include informal workers and their families. By 2011, Seguro Popular
was providing free healthcare to almost 52 million people, mostly those in the bottom two
income deciles. In 2008, it introduced a women-specific provision, the “Healthy Pregnancy
Strategy” (HPS), which provides affiliated women with care before, during and after
childbirth. All women enjoy free access to HPS, with the exception of those in the top three
income deciles who pay income-related contributions. In 2011, the HPS served almost
1.8 million pregnant women in Mexico.

Chile introduced the Basic Solidarity Pension (PBS) in 2008 (OECD, 2009c) to provide
support to the over-65s who are considered poor and are not eligible for a pension on the
basis of their contributory record. There is also a supplementary pension payment for
those who did contribute to the pension system, but insufficiently to receive an adequate
pension (Iglesias-Palau, 2009). Furthermore, Chilean pension policy grants a credit or
bonus payment for each (adopted) child to low-income women (e.g. those who will receive
PBS). The amount is set at childbirth — 10% of the 18 monthly minimum wage payments or
CLP 327 600, around USD 670 in 2011. It is administered by a pension fund and is payable
only when the mother turns 65. The number of years to retirement age and the “rate of
return” set by government regulation therefore determines the total payable amount, too.
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Key policy messages

® Specific interventions should target home-based and domestic workers in order to
guarantee their rights and working conditions.

e If fiscal conditions allow, social pensions that are independent of contributory records
and provide the elderly with minimum income guarantees should be introduced.

e Effective policies for informal workers require better gender-disaggregated statistics,
particularly in those employment categories that are usually unaccounted for, such as
domestic and home-based workers.
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PART III

Chapter 21

Women in retirement

Key findings
@ Women over 65 are about 1.5 times more likely to live in poverty than men of the same age.

@ Pension payments to men are often higher than to women, but women are more likely
to receive their pension payment for longer.

® Gender inequality in retirement is related more to gender differences in labour market
experience and life expectancy rather than the design of pension systems.
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In most OECD countries, the majority of retirees are women. Germany has the largest
female share of old-age pension recipients at 68% and Greece the lowest at 45%. Women
also are the bulk of poor pensioners: across the OECD the poverty rate for men aged 65 and
over was 11% and 15% for women in the mid-2000s (OECD, 2008c). More recent data for
23 European OECD countries confirm this finding (Figure 21.1). Women in retirement are
more likely to be poor than men for two reasons: they build up fewer pension entitlements
and they often end up living alone on a relatively small income.

Figure 21.1. Women pensioners are more likely to be poor
than their male counterparts
Poverty rates of population 65 and over at 50% of median equivalised income
in European OECD countries, 2009
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Note: Countries are arranged left to right in ascending order of women'’s poverty rates.
Source: OECD (2013, forthcoming), Women and Pensions, OECD Publishing, Paris, forthcoming.
StatLink Sazm http://dx.doi.org/10.1787/888932676640

Gender career differences and pension gaps

Across countries, pension entitlements are, to varying degrees, linked to a person’s
working career and earnings. Older generations of women generally spent less time in paid
work and earned less than younger women. They also started a family earlier and had more
children, often interrupting employment-participation for long periods or withdrawing from
the labour force altogether (OECD, 2012a). In addition, women’s pensionable age in 2010 was
still below that of men in Australia, Austria, Chile, the Czech Republic, Germany, Hungary,
Japan, Poland, the Russian Federation, the Slovak Republic, Slovenia, Switzerland, Turkey
and the United Kingdom (OECD, 2012c). Frequent career interruptions and lower pensionable
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age result in shorter careers: OECD’s Women and Pensions (OECD, 2013, forthcoming) compares
13 OECD countries and finds that women aged 65 in 2008-09 had on average been in paid
work for 13 years less than men.

Women are more likely to work part-time and are over-represented in occupations and
jobs that are less well paid. Since pension benefits are often earnings-related, these
differences in career profiles between men and women can lead to large gender disparities
in pension payments.* Furthermore, in view of their work history, older women may not
meet contributory requirements and are therefore more likely to draw on non-contributory
minimum (or low-level) pensions or old-age safety nets. Figure 21.2 shows that, across
European OECD countries, pension payments to individuals aged 65 and over in 2009 were
34% lower, on average, for women than for men. Similarly, in the United States women’s
incomes from public pensions were 40% lower than that of men’s in 2010 (EBRI, 2011).

Figure 21.2. Most countries have a large pension gap
Gender pension gap,? mandatory schemes,? selected OECD countries, 2009
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Note: Countries are arranged left to right in ascending order of gender pension gap.
average gross (mandatory) pension payment to women
average gross (mandatory) pension payment to men
b) Data for the Netherlands include pension payments derived from voluntary private pension schemes (Adema
etal,, 2011).
Source: OECD (2013, forthcoming), Women and Pensions, OECD Publishing, Paris.
StatLink Sazm http://dx.doi.org/10.1787/888932676659

a) The gender pension gap is here defined as: (1 - *100%-

In many countries, gender pension gaps play an important role in explaining gender
differences in pensioner poverty. But they do not tell the whole story, as illustrated by Estonia
which has an almost negligible gender gap in pensions (Figure 21.2), but the largest one in
relative income poverty (Figure 21.1). Low overall pension levels (on average about 40% of net
average earnings) and a large population of elderly women who live alone and face higher
poverty risks (see below) are also important factors (Sotsiaal Ministeerium, 2009).

* In defined benefit (DB) schemes, retirement income depends on earnings (either lifetime, best or
final years) and the length of the career. In defined contribution (DC) schemes, retirement income is
the result of the accumulation of funds in an account financed out of contributions which are a
percentage of earnings (that typically increase over time). In both cases, as men are more likely to
have higher tenure and earnings, their pension payments will be higher.
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Women live longer on low incomes

The duration of retirement also affects gender differences in old age poverty risks.
Women live longer than men: across the OECD their life expectancy at age 65 is, on
average, four years higher than for men and they are likely to receive a pension for longer
(Figure 21.3). They are also more likely to become widowed, live alone, and possibly rely on
an often low, survivor’s benefit.

Figure 21.3. Women receive their pension for longer
The expected retirement duration of men and women in years®
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Note: Countries are arranged left to right in ascending order of retirement duration for women.

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.

a) The expected duration of retirement is computed as the difference between life expectancy at the effective age of
labour market exit (period 2004-09) and the pensionable age in 2010. The computations of the effective age of
labour market exit concern those who were in work at age 40 and retire from the labour force at some point
thereafter: calculations do not account for those who retire from the labour market before age 40, including many
mothers with young children (OECD, 2006). This indicator does not, therefore, capture the labour market
behaviour of all women of working age, which leads to an under-estimation of the expected duration of
retirement for women. The magnitude of this effect varies across countries.

Source: OECD (2011), Pensions at a Glance; OECD (2013, forthcoming), Women and Pensions, OECD Publishing, Paris,

forthcoming.

StatLink Sazm http://dx.doi.org/10.1787/888932676678

Elderly persons living alone are 2.5 times more likely to be poor than elderly persons
in couple households (OECD, 2012c). Moreover, older women living alone have higher
poverty rates than older men living alone, except in Canada, France and Switzerland, and
poverty risks are highest for women over 75 (OECD, 2012d).

Younger cohorts of women are increasingly more likely to divorce, but older woman
are more frequently doing so as well. And although pension sharing in the event of divorce
is allowed in some OECD countries, it is not widespread. Unless the women concerned
build up their own substantial pension rights, growing divorce rates might lead to a greater
reliance on old-age safety nets in the future.
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Pension payments are generally lower than earnings. On average across the OECD, net
replacement rates for median earners with a complete work history are about 72% (OECD,
2012c). Those who have to rely on minimum (non-contributory) safety net benefits get
considerably less as such benefits are worth around 22% of economy-wide mean earnings
on average across the OECD (OECD, 2011l).

The longer duration of retirement periods can also affect pension levels. For example,
in defined-contribution systems, where the amount saved is converted into pension
payments, women will receive a lower pension benefit than men because the same
amount of “pension wealth” needs to be spread over a longer horizon. Depending on how
pensions in payment are adjusted over time, a longer exposure to indexation rules may
mean that the real value of women’s pensions erode over time. Finally, living longer may
also involve higher healthcare costs, leaving less resources for daily living expenses.

The pension policy response

Gender inequality in retirement is related more to gender differences in labour market
experience and life expectancy than to the design of pension systems. Nevertheless,
pension systems should be designed to avoid exacerbating retirement income gender
disparities. Indeed, they should seek to mitigate them by the way in which they index
pension benefits —e.g. through the unisex or gender-specific mortality tables used by
private pension providers, or by a mix of mandatory and voluntary defined benefit and
defined contribution schemes.

OECD’s Women and Pensions (2013, forthcoming) shows that many OECD countries have
specific mechanisms in place to compensate women who interrupt their careers to
raise children. These mechanisms vary in terms of the pension scheme they use, their
recipients, periods, and funding sources. While they help boost mothers’ pension
entitlements, they cannot bridge the gaps caused by career breaks. For example, the gross
replacement rate of an average earner who takes a five-year childcare break is
2.5 percentage points lower than for a woman who never interrupts her career. The gap
increases to 6.5 percentage points for a ten-year break. The effects vary with earnings, with
the largest losses occurring at high earnings levels.

Women’s pension ages are still below men’s in several OECD countries, although most
of these have planned or already legislated gradual increases in order to bring them into
line with male pension ages. Exceptions are Chile, Israel, the Russian Federation, Slovenia
and Switzerland. Having to retire earlier limits women'’s ability to build up pension
entitlements and seems difficult to justify in view of women’s longer life expectancy.
Countries where pension age parity does not yet exist should move towards it.

It should be acknowledged that compelling women to work longer may have
consequences for working-age families’ efforts to reconcile work and family commitments,
especially in countries with relatively weak formal childcare and family support policies
(Chapter 18).

The majority of pension systems of OECD countries were developed with the model of
a male-headed single-earner household in mind - such that the retirement income of
women is “derived” primarily from husbands’ pension entitlements. Even though younger
generations of women will earn more own pension entitlements, there will continue to be
a need for adequate survivor benefits and other design features in pensions systems which
protect the elderly who live alone, from poverty in old age.
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Pension policy should be seen in a wider context and use an integrated gender-focused
approach with other policies and in particular family policy, tax/benefit policies and labour
market policies. Pension reform in recent years has often focused on the need to ensure the
financial sustainability of pension systems through, for example, less generous indexation
procedures for benefit payments, a greater reliance on private and/or defined contribution
schemes. The challenge for pension policy will be to find the right balance between financial
sustainability, men and women’s needs to save for their own retirement, and the adequacy
of income support for the many men, but even more numerous women, in retirement.

Key policy messages

® Pensions systems can help to compensate women in retirement for career interruptions
related to childbirth. The main barriers to equal pension entitlements, however, are
related to women’s work, earnings and contribution patterns.

e Until women earn full own-pension entitlements, there is a continuing need to build
adequate survivor benefits and other features (e.g. minimum pension payments) into
pension systems in order to help fight poverty in old age.

® Countries should move towards gender equality of pensionable ages.
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ANNEX III.A1

Supplementary tables to Chapter 11

Table III.A1.1. Labour force participation rates by gender, 1990, 2000 and 2010

Proportion of people aged 15-64 in the labour force who are either in work or looking for work

1990 2000 2010
Region, country or economy®
Men Women All Men Women All Men Women All

OECD 80.6 57.7 69.1 79.3 61.0 70.0 78.9 64.9 7.9
Australia 85.0 61.8 735 82.5 65.4 74.0 829 70.0 76.5
Austria 80.12 55.32 67.72 79.9 61.8 70.8 80.9 69.3 75.1
Belgium 7.3 46.1 58.7 73.8 56.6 65.2 73.4 61.8 67.7
Canada 84.9 68.4 76.6 81.9 70.4 76.2 81.5 742 77.8
Chile 80.97 35.24 57.87 78.9 39.1 58.8 77.8 51.8 64.8
Czech Republic 79.67 62.87 71.22 79.4 63.7 716 78.6 61.5 70.2
Denmark 87.1 776 824 84.0 75.9 80.0 82.6 76.0 79.4
Estonia 85.3 724 78.7 76.7 65.3 70.8 76.7 70.9 73.7
Finland 80.8 734 771 77.6 721 74.9 76.7 725 74.6
France 75.8? 58.5? 67.1% 75.30 62.9° 69.0° 74.9 66.1 705
Germany 79.0 55.5 67.4 78.9 63.3 711 82.4 70.8 76.6
Greece 76.8 42.6 59.1 771 49.7 63.0 78.9 57.6 68.2
Hungary 74.42 57.32 65.74 67.5 52.6 59.9 68.3 56.7 62.4
Iceland 87.02 76.62 81.97 89.8 83.3 86.6 88.2 82.7 85.5
Ireland 775 426 60.1 79.8 56.4 68.1 77.9 62.6 70.2
Israel* 68.1 46.9 57.4 67.1 56.1 61.5 68.2 60.9 64.5
Italy 75.1 44.0 59.5 74.3 46.3 60.3 73.3 511 62.2
Japan 83.0 57.1 70.1 85.2 59.6 725 84.8 63.2 74.0
Korea 76.2 49.9 62.8 771 52.0 64.4 771 54.5 65.8
Luxembourg 774 424 60.1 76.4 51.7 64.2 76.0 60.3 68.2
Mexico 85.87 36.07 60.67 84.7 41.0 61.7 83.0 46.3 63.7
Netherlands 80.0 53.1 66.7 83.2 65.2 743 83.8 72.6 78.2
New Zealand 83.4 63.2 73.2 83.2 67.2 751 83.6 71.8 775
Norway 83.4 70.7 774 84.8 76.5 80.7 80.8 75.6 78.2
Poland 77.52 63.12 70.22 7 59.9 65.8 724 59.0 65.6
Portugal 82.8 59.6 70.9 78.9 63.8 71.2 78.2 69.9 74.0
Slovak Republic 80.74 69.87 75.24 76.8 63.2 69.9 76.0 61.3 68.7
Slovenia 64.87 56.3% 60.57 71.82 63.22 67.52 75.4 67.4 715
Spain 81.3 42.2 61.7 80.4 52.9 66.7 81.9 66.8 744
Sweden 86.8 82.5 84.7 81.5 76.4 79.0 82.2 76.7 79.5
Switzerland 90.87 68.12 79.52 89.4 .7 80.6 88.3 76.4 82.4
Turkey 83.6 36.0 59.4 76.9 28.0 52.4 75.4 30.2 52.7
United Kingdom 88.3 67.3 77.8 841 68.9 76.4 82.5 70.2 76.3
United States 85.6 67.8 76.5 83.9 70.7 77.2 79.6 68.4 73.9
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Table III.A1.1. Labour force participation rates by gender, 1990, 2000 and 2010 (cont.)

Proportion of people aged 15-64 in the labour force who are either in work or looking for work

1990 2000 2010
Region, country or economy®
Men Women All Men Women All Men Women All

Caribbean 80.9 54.6 67.6 78.9 57.8 68.2 78.6 61.3 69.9
Bahamas 81.9 68.7 75.3 78.2 71.2 74.6 83.7 75.9 79.7
Barbados 85.5 71.8 784 85.8 75.7 80.7 84.6 76.3 80.6
Cuba 79.0 39.6 59.5 77.8 43.3 60.7 79.4 51.0 65.4
Dominican Republic 86.0 46.5 66.3 83.1 49.7 66.4 82.9 55.1 69.0
Haiti 78.1 58.4 67.9 69.4 58.5 63.8 712 61.7 66.4
Jamaica 85.1 722 78.5 81.6 64.8 73.0 75.2 61.3 68.1
Puerto Rico 67.1 34.9 50.3 67.0 404 53.1 62.2 422 51.8
Saint Lucia 80.2 62.6 711 80.2 67.4 73.6 80.8 68.7 74.6
Saint Vincent and the Grenadines 85.5 48.8 67.2 84.5 55.5 70.3 83.4 60.6 72.2
Trinidad and Tobago 80.9 423 61.2 81.1 515 66.0 82.9 60.4 7.4
Central America 85.9 38.6 62.1 85.7 44.0 64.6 84.7 49.7 66.8
Belize 84.3 38.2 61.0 86.3 425 64.4 84.3 50.6 67.3
Costa Rica 87.8 354 62.0 85.3 40.2 63.2 83.6 50.1 67.2
El Salvador 85.1 425 62.7 81.7 47.6 63.5 81.8 50.5 64.9
Guatemala 89.1 4.7 65.4 87.5 433 64.6 90.0 50.7 69.4
Honduras 87.7 345 61.0 89.7 46.2 67.7 84.5 43.8 64.0
Nicaragua 84.7 36.5 60.3 84.2 39.9 61.7 82.1 48.6 65.0
Panama 82.6 4.7 62.3 85.5 48.6 67.2 86.6 53.3 70.1
South America 84.1 45.5 64.7 83.5 52.8 68.1 83.3 58.2 70.7
Argentina 84.1 46.5 65.1 80.7 49.0 64.7 81.5 54.4 67.8
Bolivia (Plurinational State of) 83.5 51.2 67.1 82.7 60.9 .7 82.3 65.6 73.9
Brazil 88.6 47.6 67.9 85.4 58.6 71.8 85.4 64.6 74.8
Colombia 79.3 334 55.9 84.1 51.5 67.5 82.1 58.8 70.2
Ecuador 85.9 411 63.6 85.7 52.1 68.9 85.2 56.7 70.9
Guyana 86.1 384 61.8 84.9 41.2 63.1 82.6 43.6 63.1
Paraguay 93.1 55.2 744 88.7 53.3 7.3 88.9 60.1 74.6
Peru 79.6 48.0 63.9 84.8 60.2 725 86.6 70.1 78.4
Suriname 76.1 47.0 61.8 70.7 39.8 55.5 734 443 59.0
Uruguay 86.6 53.3 69.5 85.6 63.2 742 85.3 66.6 75.8
Venezuela (Bolivarian Republic of) 82.6 39.3 61.1 84.7 51.2 68.0 83.3 54.9 69.2
East Asia and the Pacific 82.6 60.2 71.6 81.9 62.1 721 81.1 62.5 71.8
Brunei Darussalam 84.3 45.9 66.5 82.2 57.8 70.1 80.0 58.3 69.2
Cambodia 86.2 81.0 83.3 84.1 80.2 82.1 87.5 81.8 84.5
China 88.8 79.0 84.1 87.4 78.2 83.0 85.3 75.2 80.4
China, Hong Kong Special Administrative Region 85.4 53.3 69.9 824 56.7 69.1 78.1 59.3 68.1
China, Macao Special Administrative Region 75.7 49.2 62.0 81.2 61.8 71.0 82.3 71.6 76.6
Fiji 85.0 29.9 57.8 79.8 401 60.2 81.4 40.6 614
Indonesia 82.6 51.9 67.2 86.7 52.2 69.4 86.3 53.2 69.7
Korea, Democratic People’s Republic of 89.6 80.7 85.1 89.7 79.7 84.7 86.6 78.4 82.5
Lao People’s Democratic Republic 85.2 84.7 84.9 83.6 83.3 83.4 81.5 80.4 80.9
Malaysia 82.5 45.3 64.1 83.4 46.8 65.4 78.9 46.3 62.8
Mongolia 65.6 55.8 60.6 68.2 58.8 63.5 67.3 56.9 62.1
Myanmar 81.5 75.9 78.7 83.7 78.0 80.8 84.7 78.9 81.8
Papua New Guinea 74.4 72.0 733 74.0 719 73.0 74.6 71.8 733
Philippines 83.9 49.3 66.8 829 49.9 66.5 80.9 50.9 65.9
Samoa 79.6 427 62.2 83.1 46.3 65.6 81.8 47.2 65.2
Singapore 83.2 54.6 69.0 84.0 58.1 71.0 82.5 62.9 72.8
Solomon Islands 79.2 54.5 67.2 80.5 54.9 68.1 81.9 55.1 68.9
Thailand 90.2 79.8 84.9 84.7 70.4 774 84.7 69.8 774
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Table III.A1.1. Labour force participation rates by gender, 1990, 2000 and 2010 (cont.)

Proportion of people aged 15-64 in the labour force who are either in work or looking for work

1990 2000 2010
Region, country or economy®
Men Women All Men Women All Men Women All

Timor-Leste 79.4 414 60.9 75.7 39.2 58.0 75.4 39.7 57.9
Tonga 76.8 377 57.3 745 51.7 63.3 76.9 56.4 66.6
Vanuatu 89.2 79.5 84.4 84.6 70.7 7.7 80.3 62.0 7.3
Viet Nam 88.7 81.3 84.8 86.5 79.8 83.0 84.5 78.1 81.2
Southern Asia 84.6 36.9 61.3 82.4 39.4 61.3 82.1 43.6 63.2
Afghanistan 83.0 15.9 50.9 82.3 13.8 49.5 81.9 15.9 50.2
Bangladesh 89.9 62.6 76.7 87.9 56.7 727 86.8 59.8 73.4
Bhutan 79.3 51.1 65.7 79.3 53.7 66.7 779 68.2 734
India 87.1 36.5 62.9 85.2 35.9 61.5 83.1 30.3 57.7
Iran (Islamic Republic of) 81.6 10.1 45.6 75.1 14.6 44.8 74.8 17.0 46.2
Maldives 79.0 20.6 50.7 73.0 38.1 55.6 78.4 57.2 67.8
Nepal 91.9 82.7 87.3 91.4 84.8 88.0 88.8 83.1 85.9
Pakistan 87.1 13.9 517 86.1 16.4 52.1 85.9 23.0 54.9
Sri Lanka 82.1 38.9 60.6 81.2 40.3 60.6 81.1 38.0 59.3
Eastern Europe and Central Asia 7741 60.6 68.8 74.6 59.2 66.7 73.8 59.0 66.2
Albania 78.1 57.1 67.9 78.1 56.2 67.1 772 55.9 66.5
Armenia 80.6 65.3 727 79.1 64.9 715 743 54.8 63.7
Azerbaijan 73.4 58.0 65.5 75.5 61.9 68.4 72.0 66.4 69.2
Belarus 81.7 724 76.9 732 65.8 69.4 69.2 62.0 65.5
Bosnia and Herzegovina 60.2 38.9 495 64.8 38.7 51.3 67.5 42.3 54.5
Bulgaria 72.6 66.5 69.5 68.5 60.7 64.6 715 62.6 67.0
Croatia 75.0 55.0 65.0 72.3 56.4 64.3 70.0 59.0 64.5
Cyprus® € 81.6 53.4 67.8 79.1 57.4 68.5 78.6 66.6 72.8
Former Yugoslav Republic of Macedonia (FYROM) 72.9 47.2 60.1 731 47.2 60.3 77.9 50.5 64.4
Georgia 77.0 59.7 68.0 76.1 57.4 66.3 772 59.1 67.7
Kazakhstan 81.9 69.8 75.7 80.6 71.9 76.1 81.0 74.0 774
Kyrgyzstan 78.0 64.7 7.3 e 61.4 69.5 81.4 58.9 69.9
Latvia 83.3 74.8 78.8 732 61.8 67.2 76.3 712 73.7
Lithuania 81.5 70.3 75.7 749 67.6 711 72.6 68.9 70.7
Moldova, Republic of 80.6 70.0 75.1 68.3 62.8 65.4 48.6 443 46.4
Romania 75.2 59.8 67.5 76.0 63.8 69.9 7 56.0 63.8
Russian Federation 82.12 72.12 76.92 75.4 65.7 70.4 77.9 68.2 72.9
Serbia and Montenegro 715 48.5 60.0 72.8 52.9 62.9 7 55.2 63.5
Tajikistan 78.8 62.6 70.6 78.5 62.0 70.2 77.6 60.4 68.7
Turkmenistan 774 49.7 63.4 77.0 51.3 64.0 78.5 49.2 63.6
Ukraine 774 68.6 72.8 7.4 62.6 66.8 72.6 62.1 67.2
Uzbekistan 75.9 49.7 62.7 75.3 50.9 63.0 774 50.5 63.9
Middle East and North Africa 79.7 21.2 53.3 79.1 24.6 54.4 78.7 21.5 55.9
Algeria 775 10.5 441 794 12.8 46.4 75.4 15.7 45.9
Bahrain 89.4 29.0 65.8 88.1 36.3 67.4 88.5 40.6 72.0
Egypt 76.2 27.9 52.1 76.2 21.3 48.9 78.1 25.3 51.8
Iraq 74.3 11.5 41.8 72.2 13.4 424 .7 15.2 433
Jordan 68.3 95 40.8 711 13.3 43.6 68.9 16.3 434
Kuwait 79.7 35.5 59.7 85.1 45.8 69.9 84.5 447 69.6
Lebanon 725 18.1 439 74.8 21.1 46.8 75.3 24.8 49.2
Libya 75.0 18.9 491 75.2 28.6 52.6 79.9 32.0 56.2
Morocco 83.1 27.1 54.6 82.0 30.5 55.6 78.3 26.4 51.6
Oman 82.3 18.4 56.7 79.4 23.8 56.7 81.6 29.2 61.8
Palestinian Authority 70.0 10.1 404 68.9 10.8 40.2 68.6 15.4 423
Qatar 94.5 444 81.2 92.7 401 76.8 95.6 53.0 87.0
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Table III.A1.1. Labour force participation rates by gender, 1990, 2000 and 2010 (cont.)

Proportion of people aged 15-64 in the labour force who are either in work or looking for work

1990 2000 2010
Region, country or economy®
Men Women All Men Women All Men Women All

Saudi Arabia 82.3 15.3 55.7 75.8 17.0 49.7 76.1 18.3 51.6
Syrian Arab Republic 82.8 19.0 50.7 81.9 21.1 51.6 747 13.7 444
Tunisia 791 221 50.5 75.7 25.6 50.6 74.0 27.5 50.7
United Arab Emirates 91.9 25.6 735 92,5 345 77.0 92.4 44.0 79.4
Yemen 75.4 16.9 455 732 23.0 48.0 73.6 25.8 49.7
Western Africa 81.1 54.6 67.6 78.9 58.4 68.5 78.9 60.2 69.5
Benin 89.7 58.4 73.0 815 65.2 73.0 78.6 68.5 73.4
Burkina Faso 92.1 79.3 85.4 91.2 79.5 85.1 91.1 79.8 85.3
Cape Verde 87.7 44.8 64.5 86.4 49.8 67.2 86.1 54.8 70.5
Cote d’lvoire 88.3 443 67.9 82.2 49.5 66.6 81.9 52.4 67.5
Gambia 85.0 70.1 775 83.2 715 77.2 83.0 72.8 77.8
Ghana 731 71.0 721 77.2 73.9 75.5 72.3 68.4 70.4
Guinea 79.7 65.8 72.8 79.5 64.9 72.3 79.5 66.8 73.2
Guinea-Bissau 79.7 61.9 70.7 79.7 64.6 72.0 79.4 69.4 744
Liberia 64.2 56.7 60.4 61.8 59.1 60.5 64.2 58.9 61.5
Mali 67.1 39.6 52.8 67.7 38.5 52.7 70.9 37.9 54.2
Mauritania 78.6 18.9 48.2 79.0 23.6 51.1 79.9 29.0 54.6
Niger 93.1 24.8 57.3 89.0 38.4 63.2 911 40.2 65.4
Nigeria 75.8 39.3 57.6 67.0 449 56.0 62.9 48.0 55.5
Senegal 90.7 63.1 76.8 89.8 65.0 772 89.7 66.9 78.0
Sierra Leone 68.3 66.5 67.4 63.9 68.7 66.4 69.6 67.8 68.7
Togo 85.2 68.3 76.6 829 77.8 80.3 82.3 82.2 82.2
Eastern and Middle Africa 82.7 65.1 73.8 81.4 66.1 73.7 81.4 67.9 74.6
Angola 772 67.2 721 76.3 68.8 725 77.9 64.0 70.8
Burundi 90.8 91.8 91.3 85.0 86.8 86.0 82.6 84.9 83.8
Cameroon 79.7 56.7 68.1 76.8 63.2 70.0 77.4 65.6 7.5
Central African Republic 87.6 69.7 78.4 86.4 711 78.6 85.5 72.8 791
Chad 80.9 64.9 72.8 80.1 65.2 72.6 80.2 65.2 72.6
Comoros 80.3 276 54.0 78.7 30.8 54.8 80.8 35.4 58.2
Congo 74.1 60.5 67.2 72.5 66.1 69.3 73.8 69.7 71.8
Congo, Democratic Republic of 74.9 68.6 .7 73.0 71.3 721 72.6 709 "7
Djibouti 68.4 28.6 48.4 68.4 32.9 50.6 69.3 37.4 534
Equatorial Guinea 94.1 82.6 88.6 95.3 82.6 89.2 94.0 82.0 88.3
Eritrea 91.6 76.8 84.0 91.0 77.0 83.8 90.8 82.0 86.3
Ethiopia 91.8 74.8 83.2 92.2 75.5 83.7 90.7 80.9 85.8
Gabon 72.8 56.1 64.4 68.7 55.2 61.9 66.4 57.1 61.7
Kenya 80.1 70.1 75.1 733 63.3 68.3 719 61.8 66.8
Madagascar 89.6 85.3 87.4 90.5 85.9 88.1 89.5 85.4 87.5
Malawi 791 75.9 77.4 80.6 77.0 78.8 80.3 84.9 82.6
Mauritius 85.4 40.3 63.0 85.2 44.8 64.9 80.5 48.3 64.3
Mozambique 80.4 85.9 834 82.5 88.3 85.6 82.7 86.8 84.9
Rwanda 89.5 89.8 89.7 86.4 88.3 87.4 86.2 88.2 87.2
Sao Tome and Principe 81.1 39.9 60.1 76.6 40.8 58.4 78.9 45.8 62.1
Somalia 80.0 36.5 57.9 79.7 37.9 58.5 78.9 39.0 58.7
Sudan 79.0 27.7 534 75.9 30.2 53.1 76.8 322 54.6
Tanzania, United Republic of 92.0 88.9 90.4 914 89.1 90.2 91.2 90.0 90.6
Uganda 82.4 83.7 83.0 83.1 82.3 82.7 79.9 77.0 785
Zambia 86.4 73.9 80.1 85.7 75.2 80.4 86.1 735 79.8
Zimbabwe 79.8 67.9 73.8 81.8 69.2 75.5 90.4 84.3 87.3
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Table III.A1.1. Labour force participation rates by gender, 1990, 2000 and 2010 (cont.)

Proportion of people aged 15-64 in the labour force who are either in work or looking for work

1990 2000 2010
Region, country or economy®
Men Women Al Men Women All Men Women All

Southern Africa 74.6 53.0 63.2 72.8 56.3 64.3 72.8 57.5 65.0
Botswana 81.4 68.9 75.1 81.3 721 76.7 82.8 74.8 78.9
Lesotho 84.0 68.4 75.5 81.0 69.0 747 745 60.0 67.1
Namibia 66.2 49.3 57.5 65.8 50.2 57.8 716 60.5 66.0
South Africa 66.4 35.3 50.7 63.2 46.5 54.7 63.2 47.2 55.2
Swaziland 74.8 43.0 57.1 72.8 43.9 57.5 71.8 44.9 58.0

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.

a) ILO (2012), “Key Indicators of the Labour Market (KILM)”, 7th Edition, ILO Department of Economic and Labour Market Analysis, Geneva,
available at www.kilm.ilo.org.

b) INSEE data, www.insee.fr/fr/themes/tableau.asp?reg_id=0&ref_id=NATCCF03170.

¢) Country classification into world regions is based on UN and World Bank classifications.

d) Footnote by Turkey: The information in this document with reference to “Cyprus” relates to the southern part of the Island. There is no
single authority representing both Turkish and Greek Cypriot people on the Island. Turkey recognises the Turkish Republic of Northern
Cyprus (TRNC). Until a lasting and equitable solution is found within the context of United Nations, Turkey shall preserve its position
concerning the “Cyprus issue”.

e) Footnote by all the European Union member states of the OECD and the European Commission: The Republic of Cyprus is recognised by all

members of the United Nations with the exception of Turkey. The information in this document relates to the area under the effective
control of the Government of the Republic of Cyprus.

Source: OECD Employment Database 2012, for OECD countries and the Russian Federation, unless otherwise specified under note a);
ILO (2012), “Key Indicators of the Labour Market (KILM)”, 7th Edition, ILO Department of Economic and Labour Market Analysis, Geneva,
available at www.kilm.ilo.org, for non-OECD countries (accessed February 2012).

StatLink Sazm http://dx.doi.org/10.1787/888932677552
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Table II1.A1.2. Employment by broad economic activity and gender, 2010

Percentages
All Men Women

Region, country or economy¥ = - “ é g - ” § 2 - " é

s £ & 2|35 £ & 2|25 & & =

<< = w < < = %] < < = 9] <<
OECD 5.5 24.2 69.9 100 6.4 33.7 59.6 100 4.5 121 83.0 100
Australia” 3.3 20.9 75.7 100 41 30.9 65.0 100 2.3 8.9 88.7 100
Austria” 5.5 24.8 69.7 100 5.7 36.3 58.0 100 5.2 11.5 83.3 100
Belgium’ 1.4 234 75.3 100 1.7 34.3 63.9 100 0.9 10.1 89.0 100
Canada” 2.2 20.2 77.6 100 3.0 30.4 66.5 100 1.2 9.0 89.8 100
Chile 10.6 23.0 66.4 100 141 31.0 54.9 100 5.1 10.2 84.6 100
Czech Republic’ 3.1 38.1 58.8 100 4.0 49.3 46.7 100 1.9 232 74.9 100
Denmark’ 24 20.0 7.7 100 3.8 29.8 66.4 100 0.9 9.3 89.8 100
Estonia’ 4.2 30.7 65.1 100 5.8 44.2 50.0 100 2.8 18.3 78.9 100
Finland’ 4.4 233 723 100 6.0 36.1 57.9 100 2.7 9.8 87.5 100
France' 2.9 21.1 1515 100 3.9 31.5 64.2 100 1.8 9.6 88.1 100
Germany’ 1.6 28.5 69.8 100 2.0 40.7 57.3 100 1.2 14.4 84.4 100
Greece’ 12.5 20.0 67.5 100 12.3 28.1 59.5 100 12.6 8.0 79.4 100
Hungary’ 46 30.9 64.5 100 6.5 40.6 52.9 100 2.3 19.8 77.8 100
Iceland’ 5.6 18.3 76.1 100 8.7 28.0 63.3 100 2.3 7.7 90.0 100
Ireland” 49 20.2 743 100 8.1 30.1 61.2 100 1.2 9.0 89.4 100
Israel*’ ¢ 1.7 21.7 76.5 100 2.7 31.2 66.1 100 0.7 10.7 88.6 100
Italy’ 3.8 29.1 67.1 100 46 394 56.0 100 2.8 141 83.1 100
Japan? 41 26.5 69.4 100 43 34.2 60.7 100 41 15.5 79.4 100
Korea 6.6 249 68.5 100 6.4 325 61.2 100 6.9 14.4 78.7 100
Luxembourg’ 1.0 12.0 81.1 100 1.3 17.7 73.8 100 0.7 45 89.5 100
Mexico’ 131 24.0 62.9 100 18.7 29.0 522 100 3.7 15.8 80.5 100
Netherlands® 3.3 26.7 63.6 100 3.3 25.1 71.6 100 1.7 7.7 85.7 100
New Zealand” 7.0 20.7 72.0 100 9.1 30.3 60.4 100 4.6 9.7 85.5 100
Norway’ 2.5 19.7 77.7 100 4.0 31.2 64.9 100 1.0 7.0 92.0 100
Poland’ 12.8 30.1 57.0 100 13.1 41.8 451 100 12.5 16.1 71.4 100
Portugal’ 10.9 27.8 61.2 100 11.2 38.1 50.7 100 10.7 16.3 73.1 100
Slovak Republic’ 3.2 371 59.6 100 4.4 50.0 45.6 100 1.8 21.1 772 100
Slovenia’ 8.8 325 58.8 100 9.0 426 48.4 100 8.5 20.5 71.0 100
Spain/ 43 232 725 100 5.8 34.2 60.1 100 2.5 9.5 88.0 100
Sweden’ 2.1 20.0 77.9 100 3.2 30.9 66.0 100 0.9 7.6 914 100
Switzerland? 3.7 23.0 733 100 46 325 62.9 100 2.6 11.6 85.8 100
Turkey? 24.7 25.3 50.0 100 18.2 29.1 52.7 100 417 15.3 43.0 100
United Kingdom’ 1.2 19.2 79.6 100 1.7 29.6 68.7 100 0.6 7.4 92.0 100
United States” 1.6 16.7 81.2 100 2.3 25.1 7 100 0.8 7.2 91.9 100
Caribbean 7.4 19.8 72.2 100 10.5 28.9 59.7 100 2.8 8.6 88.3 100
Antigua and Barbuda® 2.8 15.6 81.6 100 4.4 26.1 69.5 100 1.2 5.0 93.8 100
Aruba? 0.7 20.3 78.9 100 0.9 329 65.9 100 0.4 6.2 93.3 100
Bahamas” 2.9 16.0 80.8 100 5.1 279 66.5 100 0.5 3.7 95.5 100
Cayman Islands® 19 19.1 78.1 100 3.0 32.8 63.0 100 0.6 4.4 94.2 100
Cuba® 9 18.6 18.1 63.3 100 24.7 21.9 534 100 8.5 11.8 79.6 100
Dominican Republic? 9 14.5 219 59.8 100 21.0 26.2 475 100 21 13.7 83.4 100
Jamaica? 20.2 16.6 63.2 100 28.3 23.8 48.0 100 9.6 7.3 83.1 100
Puerto Rico® 9 1.5 18.1 80.4 100 2.3 25.0 72.8 100 0.5 9.8 89.6 100
Trinidad and Tobago® 9 3.8 322 63.8 100 5.2 43.8 50.8 100 1.8 15.3 82.0 100
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Table II1.A1.2. Employment by broad economic activity and gender, 2010 (cont.)

Percentages
All Men Women

Region, country or economy¥ = - “ é g - ” § 2 - " é

s £ & 2|35 £ & 2|25 & & =

S £ : 2|15 £ 5 2|8 % 3z ©Z
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Central America 24.0 20.6 54.6 100 33.7 23.2 422 100 1.7 16.3 75.6 100
Belize” 19.5 17.9 61.9 100 28.0 21.8 49.7 100 3.3 10.3 85.5 100
Costa Rica? ¢ 12.3 21.6 62.2 100 17.2 26.6 50.6 100 42 13.0 81.8 100
El Salvador? 20.9 20.7 58.4 100 32.8 22.4 44.8 100 4.8 18.3 76.8 100
Guatemala® 33.2 22.8 44.0 100 43.8 241 32.1 100 16.0 20.6 63.3 100
Honduras® 9 34.6 22.2 43.2 100 47.7 22.4 29.8 100 10.0 21.9 68.1 100
Nicaragua® 9 29.5 20.2 49.8 100 419 20.8 37.0 100 8.4 19.3 .7 100
Panama? 9 17.9 19.1 63.0 100 24.2 24.2 51.6 100 7.3 10.4 82.3 100
South America 16.4 21.3 62.2 100 195  28.1 52.3 100 11.6 11.8 76.5 100
Argentina? 1.2 231 75.2 100 1.8 32.8 64.8 100 04 9.8 89.4 100
Bolivia (Plurinational State of)? 36.1 19.7 442 100 34.3 28.1 37.5 100 38.3 9.2 52.5 100
Brazil® 16.6 22.3 61.1 100 20.0 29.2 50.4 100 12.0 13.2 74.8 100
Colombia¥ 17.9 20.0 62.0 100 26.1 22.7 51.0 100 5.0 15.8 79.1 100
Ecuador? 9 28.7 18.8 52.5 100 33.0 23.6 434 100 221 11.4 66.5 100
Paraguay® 9 26.5 18.9 54.5 100 311 247 441 100 19.2 9.6 711 100
Perub 9 0.8 244 74.8 100 1.0 324 66.6 100 0.5 13.7 85.8 100
Uruguayd 11.0 217 67.2 100 15.6 28.5 56.0 100 48 12.6 82.5 100
Venezuela (Bolivarian Republic of) ¢ 8.5 23.0 68.3 100 12.7 30.6 56.6 100 1.9 11.1 86.8 100
East Asia and the Pacific 32.4 16.9 50.6 100 33.2 204  46.3 100 31.1 12.4 56.4 100
Cambodia® / 72.2 8.6 19.2 100 69.3 8.1 22.6 100 75.0 9.0 15.9 100
China, Hong Kong Special Administrative Region® /0.2 12.4 87.4 100 1.0 18.9 80.1 100 0.2 43 95.5 100
China, Macao Special Administrative Region® 0.2 19.8 80.1 100 0.2 26.6 7341 100 0.2 1.9 87.8 100
Indonesia® 9 39.7 18.8 415 100 40.2 21.2 38.6 100 38.8 14.9 46.3 100
Malaysia® 14.0 28.7 57.4 100 16.7 32.0 51.3 100 9.0 22.7 68.3 100
Mongolia? / 40.0 14.9 45.0 100 412 18.6 40.2 100 38.7 10.9 50.4 100
Philippines? 35.2 14.6 50.3 100 42.3 17.5 40.4 100 24.0 9.9 66.0 100
Singapore? / 1.1 21.8 7741 100 15 25.7 72.8 100 0.6 16.6 82.8 100
Thailand® 41.5 19.5 38.9 100 437 21.2 35.1 100 39.0 17.6 43.3 100
Vanuatu® / 60.5 7.0 3141 100 59.2 10.5 29.4 100 62.3 2.5 33.3 100
Viet Nam® 9 51.7 20.2 28.2 100 49.6 244 26.0 100 53.8 15.9 30.3 100
Southern Asia 39.2 20.7 39.1 100 354 205 411 100 50.7 19.4 27.6 100
Bangladesh’ 481 145 374 100 41.8 15.1 43.0 100 68.1 12.5 19.4 100
Bhutan? 65.4 6.4 28.2 100 59.1 4.0 36.9 100 721 9.1 18.8 100
India” 51.1 22.4 26.5 100 46.2 24.0 29.8 100 65.3 17.7 17.0 100
Iran (Islamic Republic of)® 21.2 32.2 46.5 100 19.3 33.2 47.4 100 30.6 27.3 41.9 100
Maldives® 11.5 24.3 60.0 100 14.0 19.9 62.2 100 7.1 31.8 56.1 100
Pakistan® 9 4.7 20.1 35.2 100 36.9 221 40.9 100 75.0 12.2 12.9 100
Sti Lanka? 32.6 25.1 39.6 100 30.4 25.0 27.2 100 36.6 25.3 2741 100
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Table II1.A1.2. Employment by broad economic activity and gender, 2010 (cont.)

Percentages
All Men Women

Region, country or economy¥ = - “ é g - ” § 2 - " é
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Eastern Europe and Central Asia 23.0 22.6 54.4 100 23.2 30.0 46.6 100 22.8 141 63.0 100
Armenia® 44.2 16.8 39.0 100 39.4 25.4 35.2 100 491 7.9 43.1 100
Azerbaijan? / 38.6 12.9 485 100 371 18.8 44.0 100 40.2 6.6 53.2 100
Bulgaria’ 6.8 333 59.9 100 8.2 40.9 50.9 100 5.2 24.8 69.9 100
Croatia’ 14.9 27.3 57.6 100 13.7 38.2 475 100 16.3 145 68.6 100
Cyprush ™ 3.8 20.8 75.3 100 438 30.3 65.1 100 2.6 9.4 87.9 100
Former Yugoslav Rep. of Macedonia (FYROM)© 19.7 313 491 100 19.6 334 47.0 100 19.8 27.9 52.3 100
Georgia“ 53.4 10.4 36.2 100 50.5 16.5 33.0 100 56.6 3.7 39.6 100
Kazakhstan® 30.2 18.9 50.9 100 311 26.0 429 100 29.2 11.6 59.3 100
Kyrgyzstan® 36.3 19.4 443 100 36.9 25.7 374 100 354 10.7 53.9 100
Latvia/ 8.8 24.0 66.9 100 12.0 33.8 53.1 100 5.8 13.9 79.8 100
Lithuania’ 9.0 244 66.2 100 11.5 33.2 54.9 100 6.8 16.4 76.5 100
Moldova, Republic of¢ 31.1 19.7 493 100 33.7 25.7 40.6 100 28.4 13.6 58.1 100
Montenegro’ 8.6 19.2 721 100 8.5 26.1 65.3 100 8.9 9.2 82.0 100
Romania’ 30.1 28.7 412 100 29.1 35.5 354 100 314 20.2 48.5 100
Russian Federation® 8.6 28.9 62.4 100 10.5 38.4 511 100 6.7 19.1 742 100
Serhia? 24.0 25.1 50.9 100 249 32.3 42.8 100 22.9 15.7 61.4 100
Middle East and North Africa 14.0 25.7 60.2 100 12.2 29.5 58.2 100 20.8 7.0 72.0 100
Egypt® 316 23.0 453 100 28.2 27.3 444 100 45.6 5.6 48.8 100
Irag® 234 18.2 58.3 100 171 21.6 61.3 100 50.7 3.7 45.6 100
Jordan’ 2.0 18.7 79.2 100 2.2 20.5 772 100 1.0 9.3 89.7 100
Kuwait" 2.7 20.6 76.0 100 3.6 26.7 69.0 100 0.0 2.2 96.9 100
Morocco® 40.9 217 372 100 34.2 24.0 416 100 59.2 15.4 252 100
Palestinian Authority® 13.4 25.7 60.9 100 10.1 29.0 60.9 100 27.5 11.3 61.2 100
Qatar? 2.3 51.8 45.7 100 2.7 58.3 38.9 100 0.0 48 94.9 100
Saudi Arabia? 41 204 1515 100 47 23.3 72.0 100 0.2 15 98.4 100
Syrian Arab Republic? 14.9 322 52.8 100 13.6 35.8 50.7 100 23.8 9.3 66.9 100
United Arab Emirates® 4.2 243 71.2 100 5.2 28.3 66.3 100 0.2 74 92.5 100
Western Africa 57.4 9.2 30.9 100 60.0 11.0 26.8 100 53.1 7.3 36.3 100
Burkina Faso’ 84.8 3.1 12.2 100 82.3 3.9 13.7 100 87.2 2.1 10.2 100
Ghana® 57.2 13.6 29.1 100 61.4 13.4 25.1 100 53.2 13.8 33.0 100
Liberia/ 48.9 9.2 419 100 49.5 13.5 37.0 100 48.3 4.8 46.8 100
Mali® 66.0 5.6 28.3 100 67.8 8.0 241 100 63.9 2.7 333 100
Niger” 9 56.9 1.1 31.1 100 64.1 8.3 26.5 100 37.8 18.4 43.0 100
Senegal® 33.7 14.8 36.1 100 34.1 20.2 327 100 33.0 49 423 100
Togo® 9 54.1 6.8 375 100 60.5 9.5 28.6 100 48.2 4.4 45.7 100
Eastern and Middle Africa 54.7 1.1 33.8 100 51.8 13.7 34.0 100 58.0 7.9 33.9 100
Congo” 9 35.4 20.6 422 100 31.3 20.0 459 100 39.3 212 38.7 100
Ethiopia 79.3 6.6 13.0 100 83.2 5.1 10.4 100 74.8 8.3 16.0 100
Gabon” 9 242 11.8 64.0 100 17.3 18.6 64.1 100 337 2.5 63.8 100
Kenya' 9 61.1 6.7 322 100 54.5 10.8 34.6 100 68.0 2.3 29.7 100
Madagascar” 9 80.4 3.7 15.8 100 79.8 5.6 14.6 100 81.1 1.8 171 100
Mauritius” 8.7 28.2 63.1 100 9.5 32.1 58.3 100 7.8 22.0 70.4 100
Tanzania, United Republic of® 9 76.5 43 19.2 100 72.7 6.6 20.7 100 80.0 2.1 17.9 100
Zambia® 9 722 71 20.6 100 65.9 10.9 237 100 78.9 341 17.3 100
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Table II1.A1.2. Employment by broad economic activity and gender, 2010 (cont.)

Percentages
All Men Women
Region, country or economy¥ = - “ = g - " = £ - ” £
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Southern Africa 171 19.3 63.5 100 21.4 26.0 52.6 100 121 1.1 76.8 100
Botswana® 29.9 15.2 54.9 100 35.1 19.2 45.7 100 243 10.8 64.9 100
Namibia® 16.3 17.7 65.9 100 22.7 244 52.8 100 8.2 9.1 82.6 100
South Africa® 9 5.1 25.0 69.8 100 6.3 345 59.2 100 3.7 13.3 82.9 100

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
a) Data for all activities may include also “activity not adequately defined”, here not reported. Sum of agriculture, industry and services
may therefore not correspond exactly to 100.

b) Data refer to 20009.
¢) Data refer to 2008.
d) Data refer to 2007.
e) Data refer to 2006.
f) Data refer to 2005.
g) Data refer to ISIC 2.
h) Data refer to ISIC 3.
i) Data refer to ISIC 4.
j) Information on industrial classification not available.
k) Country classification into world regions is based on UN and World Bank classifications.
) Footnote by Turkey: The information in this document with reference to “Cyprus” relates to the southern part of the Island. There is no
single authority representing both Turkish and Greek Cypriot people on the Island. Turkey recognises the Turkish Republic of Northern
Cyprus (TRNC). Until a lasting and equitable solution is found within the context of United Nations, Turkey shall preserve its position
concerning the “Cyprus issue”.
Footnote by all the European Union member states of the OECD and the European Commission: The Republic of Cyprus is recognised by all
members of the United Nations with the exception of Turkey. The information in this document relates to the area under the effective
control of the Government of the Republic of Cyprus.
Source: OECD Employment Database 2012 for OECD countries (excluding France, Luxembourg, the United States and Brazil); ILO (2012), “Key
Indicators of the Labour Market (KILM)”, 7th Edition, ILO Department of Economic and Labour Market Analysis, Geneva, for non-OECD
countries (excluding Brazil) and Luxembourg and the United States; INSEE for France.

StatLink Suzm http://dx.doi.org/10.1787/888932677571

£
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Table III.A1.3. Female employment as a proportion of total employment in each industry sector
according to ISIC Revision 3 and ISIC Revision 4 classifications,” 2010

Percentages
ISIC 3, 2010

Agriculture Mining, Wholesale and ~ Transport,  Finance and real Public Education Health Other

and fishing  manufacturing, retail trade, storage estate administration and social work  community

utilites hotels and and defense activities

and and restaurant communication and private

construction households
(A-B) (C-F) (G-H) 0] (JK) (L) (M) (N) (OP)
0ECD 29.4 22.5 49.9 24.5 45.1 46.0 69.5 78.2 58.3
Australia 319 19.4 48.4 25.8 46.0 471 701 79.0 55.7
Austria 442 21.6 55.7 26.5 48.6 46.6 69.6 7.7 59.1
Belgium? 26.6 18.9 47.6 22.3 45.4 474 69.1 772 63.3
Canada® 27.0 22.3 49.5 29.1 49.0 49.8 66.9 82.8 61.6
Chile 18.7 17.3 475 15.9 417 38.9 68.8 70.4 69.0
Czech Republic? 29.8 26.9 53.0 28.0 474 50.3 77.4 80.5 53.3
Denmark® 19.7 251 448 27.7 41.4 55.7 57.8 82.9 53.3
Estonia 33.6 314 64.4 29.5 51.5 64.2 83.8 86.9 69.6
Finland® 28.9 20.7 53.8 28.2 46.0 60.2 67.3 89.3 59.9
Germany® 32.2 24.1 54.1 27.7 47.6 49.6 67.8 76.8 60.8
Greece? 422 17.0 43.0 19.5 46.1 36.3 62.5 64.1 61.9
Hungary® 241 29.9 52.9 27.0 50.6 55.2 78.1 776 55.2
Iceland 19.3 20.8 47.6 326 46.3 51.5 76.3 79.6 47.2
Ireland 115 20.7 51.2 233 46.4 51.8 741 81.5 57.7
Isragl*’ ¢ 18.0 23.0 42.0 30.1 45.4 45.6 76.8 772 58.3
Italy 28.7 20.3 42.8 23.0 45.6 41.2 76.5 68.3 64.2
Japan? 40.8 24.7 51.6 20.6 411 23.4 55.0 75.7 50.3
Korea® 46.2 25.0 53.9 11.5 39.7 31.2 67.5 75.1 48.5
Mexico 10.7 249 52.7 12.4 39.2 35.6 62.4 67.0 53.9
Netherlands® 29.8 19.4 48.4 26.9 40.2 401 60.9 81.7 57.3
New Zealand 30.7 22.0 49.2 29.6 47.3 51.4 72.0 81.9 56.3
Norway® 229 18.5 50.5 25.0 37.4 52.7 65.0 82.9 52.3
Poland? 432 26.1 55.9 219 51.1 50.1 773 80.7 54.6
Portugal® 48.4 26.8 48.9 235 49.2 35.4 76.7 83.5 78.4
Slovak Republic® 24.0 26.8 58.7 26.8 52.6 50.9 78.6 81.7 54.4
Slovenia® 31.1 30.5 62.8 31.8 51.4 55.5 79.9 90.8 72.7
Spain® 26.0 1741 51.1 23.3 49.7 434 64.3 76.9 721
Sweden® 19.8 19.3 46.0 27.3 39.9 55.0 74.6 83.4 52.6
Switzerland® 31.8 229 52.2 31.2 41.8 44.2 60.3 77.0 62.9
Turkey? 46.6 16.8 17.0 8.2 28.6 14.6 46.6 54.9 35.8
United Kingdom 229 17.9 48.9 234 45.0 50.7 722 78.9 54.3
Brazil? 31.1 25.3 427 13.8 38.6 a7 76.2 76.1 81.3
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Table III.A1.3. Female employment as a proportion of total employment in each industry sector
according to ISIC Revision 3 and ISIC Revision 4 classifications,” 2010 (cont.)

Percentages
ISIC 4, 2010
Agriculture, Mining, Wholesale Transport, Financial, Public Education Human health  Other service
hunting manufacturing, and retail trade, storage, real estate, ~ administration and activities,
and forestry utilites accomodation  information professional  and defense social work arts and
and and food and and entertainment,
construction services communication administrative private
activities households
(C-A) (B-F) (Gandl) (Hand J) (K-N) (0) (P) Q) (R-T)
OECD 30.6 22.3 49.9 23.9 471 46.0 69.1 78.1 61.5
Belgium 29.9 19.6 46.1 24.0 475 47.8 69.3 78.4 63.8
Czech Republic 26.5 26.1 55.3 26.2 50.5 494 76.1 79.8 60.4
Denmark 17.5 224 46.6 25.1 45.6 59.7 59.2 81.8 56.4
Estonia 34.0 31.1 64.5 29.6 55.5 64.2 83.8 86.7 70.3
Finland 29.6 20.6 54.9 255 50.0 60.7 66.7 88.4 59.4
France 29.3 21.6 471 29.6 47.8 52.6 67.7 78.4 70.3
Germany 33.6 23.3 54.1 28.8 49.6 495 68.9 76.6 66.3
Greece 40.8 16.1 43.4 20.0 479 37.5 65.0 68.3 67.8
Hungary 239 30.0 54.5 26.7 53.8 54.8 76.6 79.0 62.2
Iceland 19.3 20.3 47.6 29.8 50.4 51.5 76.3 79.3 56.8
Italy 29.3 19.8 43.0 24.0 47.4 413 76.0 68.6 68.6
Japan® 40.5 24.2 52.1 21.7 43.8 24.1 54.9 75.8 57.0
Korea 43.6 24.0 52.7 14.8 39.6 36.4 67.2 80.1 49.9
Mexico 10.7 24.8 52.7 12.4 40.0 35.6 62.4 67.0 53.9
Netherlands? 29.2 18.1 48.7 249 45.0 40.2 61.3 81.6 59.6
Norway 19.0 16.9 49.3 24.7 424 49.7 63.5 81.9 58.8
Poland 439 241 56.5 245 52.0 50.1 779 81.8 61.7
Portugal 459 275 48.7 23.6 50.3 38.6 77.0 83.1 81.6
Slovak Republic 24.4 25.3 59.0 25.8 53.1 48.6 80.8 84.3 64.8
Slovenia 443 27.8 54.6 245 54.4 48.7 7.7 80.1 60.6
Spain 25.8 18.2 51.0 23.1 51.0 444 65.7 772 745
Sweden 20.8 18.1 45.3 25.8 43.7 56.4 73.4 82.0 55.1
Switzerland? 33.1 225 52.6 28.6 43.4 433 60.7 76.7 68.2
Turkey® 479 17.2 18.0 9.1 28.8 14.9 46.9 56.1 35.5
United Kingdom 229 17.9 48.9 235 45.0 50.7 722 789 54.3

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
a) ISIC 4 data were not available for Australia, Austria, Canada, Chile, Ireland, Israel, Luxembourg, New Zealand and the United States at
the time of data extraction.
b) Data refer to 2009.
¢) Data refer to 2008.
d) Data refer to 2007.
e) Data for water supply, sewerage and waste (E) and employment of households (T) not included.
Source: OECD Employment Database 2012; INE-Statistics Portugal for Portugal (ISIC 3 data); INSEE for France.
StatLink Sazm http://dx.doi.org/10.1787/888932677590
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ANNEX III.LA2

The determinants of female labour force participation
and part-time work

The determinants of female labour market participation and part-time work can be
ascertained through econometric analysis of prime-age women (25-54 years old) in
18 countries from 1980 to 2007. Two separate types of labour force determinants are
considered:

e The variations in jobs and labour market characteristics.
e Policies which aim to help parents balance work and family commitments.

Jobs and labour market characteristics include the share of employment in the
services sector, the proportion of part-time jobs and employment in the public sector, the
OECD indicator on the strictness of employment protection legislation, and total
unemployment rates.

The policy context is captured by variables measuring the incidence of paid leave,
childcare services for children under the age of 3, and tax incentives for couple families to
have two earners instead of one. The sensitivity of female labour market behaviour to
government spending is also assessed with information on per child expenditures on leave
and/or birth grants paid at childbirth, those made on other family benefits, and the
expenditures for the provision of childcare services. Time-varying information on the
number of years spent by women in education and birth rates are also included to account
for changes in the composition of the female workforce.

Two different model specifications are considered. In the first model, the dependent
variable is the total female participation rate, while the explanatory determinants include
labour market characteristics and the policy variables. The drawback of this model
specification is, however, that despite the use of instrumental variables, interpretation of the
results is affected by the endogeneity of part-time work. Therefore, a second model is
estimated which distinguishes between full-time and part-time participation as dependent
variables. Two equations relating to part-time and full-time participation are thus estimated
separately in a second step. Part-time work no longer appears as an explanatory factor, but
is related to different factors such as the financial incentives in the tax and benefit system.

The equations are estimated by two-stage least squares with heteroskedasticity-
consistent errors. All the estimated models include country-fixed effects so as to focus on the
within-country and over-time variations between female labour force participation and its
above-mentioned determinants. In addition, because the decision regarding care is to some
extent simultaneous with the choice between work and inactivity, the use of childcare
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enrolment rates as a regressor introduces a risk of bias in the estimated coefficients. To reduce
this risk, the enrolment rates are instrumented by their lagged values. Unemployment rates
are also potentially endogenous and, for this reason, they are also instrumented by their lagged
values. To minimise the risk of endogeneity, they are defined with respect to a large age group,
15-64, instead of the 25-54 age band considered for female employment.

The main results presented in Table III.A2.1 lead to the following conclusions:

Table III.A2.1. Econometric estimates of the determinants of female labour force
participation, women aged 25-54, OECD, 1980-2007

Labour force participation Full-time employment Part-time employment

0.00587*** (0.00112) 0.008 (0.005)

Share of services in employment

Share of employment in the public sector
Incidence of part-time employment
Employment protection legislation
Average number of years of education
Unemployment rate

Policies

Spending on leave and birth grants per childbirth
Spending on family benefits per child under 20
Spending on childcare services per child under 3
Duration of paid leave

Enrolment of children in formal childcare

Tax rate of a second earner

Tax incentive to work part-time

Number of observations

R?

0.0047*** (0.000)
~0.462* (0.254)

0.473*** (0.151)
~0.0309 (0.029)

0.309*** (0.029)
~0.0449* (0.025)

~0.010 (0.012)
0.074*** (0.019)
0.0006 (0.005)

~0.0107** (0.005)
0.0377*** (0.005)

~0.0407*** (0.012)

156
0.997

-0.359 (0.249)

0.0156 (0.0190)
~0.346*** (0.072)
-0.023** (0.011)

0.062*** (0.0160)
0.028 (0.028)
0.016** (0.00640)
0.011 (0.00770)
0.032*** (0.009)
~0.081*** (0.019)
159
0.993

-3.097*** (1.00)

-0.313*** (0.115)
1.910*** (0.280)
-0.342*** (0.101)

~0.192*** (0.056)
0.102 (0.120)
-0.0958*** (0.029)
~0.0638*** (0.024)
0.167*** (0.041)
0.0190*** (0.006)
152
0.980

Rk Rk

Note: Estimates by two-stage least squares with robust standard errors in brackets. ***,

and *: Significant at the 1%,

5% and 10%, respectively. All models include country and time dummies.

Country coverage: Australia, Austria, Belgium, Canada, Denmark, Finland, France, Germany, Ireland, Italy, the
Netherlands, New Zealand, Norway, Portugal, Spain, Sweden, the United Kingdom and the United States.

The tax rate of a second earner is measured by the ratio of the marginal tax rate on the second earner to the tax
wedge for a single-earner couple with two children earning 100% of average earnings. The marginal tax rate on the
second earner is in turn defined as the share of the second earner’s earnings which goes into paying additional
household taxes.

The tax incentive to work part-time is measured by the increase in household disposable income between a situation
where one partner earns the entire household income (133% of average earnings), and a situation where two partners
share earnings (100% and 33% of the average earnings respectively), for a couple with two children.

Source: OECD Secretariat estimates based on OECD Labour Force Statistics, OECD Earnings Database and OECD Family

Database 2012.
StatLink =a=m http://dx.doi.org/10.1787/888932677609

Role of education and labour market characteristics

e Female educational attainment is an important driver of female labour force
participation and has contributed to an increased share of part-time employment.

e All things being equal, the increase in the share of public employment has not given rise
to a significant increase in female labour market participation. The correlation between
the incidence of public employment and part-time work is even highly negative, which
suggests that the increase in female employment has been driven by two separate
drivers: the increase in part-time work in some countries and the expansion of public
employment in others.

e There is a clear negative association between the increase in part-time work and the
strength of employment protection legislation.
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Role of policies

e Increased enrolment of children in childcare has increased female employment on a
full-time and part-time basis. Increasing public spending on childcare does not
necessarily lead to greater part-time employment because it may facilitate moving into
full-time work or increase the quality of childcare without affecting hours per week.

e Higher public spending on paid leave increases the share of full-time employment
relative to working part-time. The duration of leave decreases the probability of working
part-time.

e Higher tax rates on the second earner in a family reduce the labour force participation of
women, while tax incentives to work part-time also matter.
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Data sources for the analysis in Chapter 13

The following household surveys were used for the analysis:

United States Current Population Survey

The Current Population Survey (CPS) is a statistical survey conducted by the United States
Census Bureau for the Bureau of Labor Statistics to report monthly on the employment
situation. It surveys 60 000 households. An annual supplement is conducted in March on
income received in the previous calendar year and used to estimate the data on income and
work experience.

EU Statistics on Income and Living Conditions

The EU Statistics on Income and Living Conditions (EU-SILC) instrument has been
collecting annual data for 27 European Union countries - as well as Croatia, Iceland,
Norway, Switzerland and Turkey - since 2004 on a cross-sectional and longitudinal basis
for 130 000 households. Variables include information on income, poverty, social exclusion
and other living conditions. EU-SILC does not rely on a common questionnaire or survey
but on common guidelines and procedures, common concepts (household and income)
and classifications aimed at maximising comparability of the information produced.

Household, Income, Labour Dynamics in Australia Survey

Household, Income, Labour Dynamics in Australia (HILDA) Survey is an ongoing
household-based panel survey funded by the Department of Families, Community Services
and Indigenous Affairs. The survey started in 2001 and currently comprises seven waves.
Wave 1 of the panel consisted of 7 682 households and 19 914 individuals.

Japan Household Panel Survey

The Japan Household Panel Survey (JHPS) is a panel survey of around 4 000 households
conducted by the Panel Data Research Center at Keio University. The first survey was
conducted in 2009 and is scheduled to be carried out annually. The survey topics include
household composition, income, expenditure, assets, and housing in addition to school
attendance, employment, and health conditions of respondents.
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Korean Labor and Income Panel Study

The Korean Labour and Income Panel Study (KLIPS) is an ongoing household survey
which has been conducted annually since 1998 and consists of 5000 households and
13 000 individuals. The survey focuses on the study of labour market characteristics, but
includes a question on life satisfaction.

Canadian Survey of Labour and Income Dynamics

The Canadian Survey of Labour and Income Dynamics (SLID) was introduced in 1993
to provide information on labour market activity and income changes experienced by
individuals and families over time. The SLID sample is composed of two panels, each
consisting of around 17 000 households and 34 000 individuals. Each panel is surveyed for
six consecutive years, with a new panel being introduced every three years. The survey is
used to investigate, among other topics, employment and unemployment dynamics,
life-cycle labour market transition, job quality, low income, life events and family changes,
and educational advancement.

Chilean National Socioeconomic Characterisation Survey

The Chilean National Socioeconomic Characterisation Survey (CASEN) has been
conducted every two or three years since 1985. The survey provides information on the
socio-economic situation of different social sectors of the country and their main needs,
the incidence, magnitude and characteristics of poverty, as well as the composition and
distribution of household incomes. In 2009, around 70 000 households were sampled,
corresponding to around 240 000 individuals.

Mexican Household Income and Expenditure Survey

The Mexican Household Income and Expenditure Survey (ENIGH) is a long running
nationally representative survey on household income and expenditure. The survey runs
every two years and collects data on employment, income, and socio-demographic
characteristics of household members, as well as information on housing characteristics.
In 2008, the ENIGH sample consisted of around 35 000 dwellings.

South African National Income Dynamics Study

The South African National Income Dynamics Study (NIDS) interviewed around
7 300 households in 2008 and is expected to re-interview the same individuals every two to
three years. The survey was designed to analyse income, consumption and expenditure of
households over time. It is also designed to investigate household composition and
structure; fertility and mortality; migration; labour market participation; human capital
formation; and health and education.

Brazilian Pesquisa Nacional por Amostra de Domicilios

The Brazilian Pesquisa Nacional por Amostra de Domicilios (National Household Sampling
Survey [PNAD]) is a multi-purpose household survey, which annually collects information
on general population characteristics, education, work, wages and housing. In 2009, PNAD
surveyed 399 387 people in 153 837 households across the country.
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Egypt Labour Market Panel Survey and Jordan Labour Market Panel Survey

The Egypt Labour Market Panel Survey (ELMPS) and the Jordan Labour Market Panel
Survey (JLMPS) are comparable surveys which are conducted on nationally representative
samples of households.

The ELMPS re-interviewed in 2006 the same households which were selected in the
1998 survey. Individuals who had left the original 1998 households in the intervening
period were also tracked and interviewed, together with their entire household. In 2006,
around 8 300 households were interviewed - a total of around 37 000 individuals. The
JLMPS ran for the first time in 2010 and conducted interviews with around 25 000 people in
5 000 households.

Both surveys collect information on household characteristics, employment,
education, income, housing, migration, fertility and women’s status.
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Supplementary table to Chapter 15

Table I11.A4.1. Quotas on boardroom representation in Europe and sanctions
for non-compliance

Provisions Sanctions

Since 2006, the Norwegian quota law requires all public (limited) companies listed Legal sanctions in the event of breach of the quota law
on the Norwegian Stock Exchange — as well as state-owned, municipal, inter-municipal range from official warnings and financial penalties
and co operative companies — to have at least 40% of each gender in the membership to delisting the company from the Stock Exchange.

of boards where there are at least nine directors.

In 2007, Spain enacted a gender equality law. It recommends that large companies There are no sanctions for failure to comply with

with more than 250 employees and listed on IBEX 35, over an eight-year period, obligations. But non-compliance will be taken into
gradually appoint women to their boards until they have an even number of male account when companies seek, for example, the
and female members — i.e. between 40% and 60% of each gender. equality label, public subsidies, or state contracts.

In 2010, the Icelandic Parliament passed legislative reform to promote gender equality “Should founders, directors, managers, inspectors
on the boards of publicly owned companies and public limited companies with at least or others neglect their duties in accordance with

50 employees. Boards of more than three members must have a membership the legislation, the Register of Limited Companies may
of at least 40% of each gender by 1st September 2013. Moreover, companies invite them to discharge these duties subject to a daily
with 25 or more employees are required to disclose the number of men and women  or weekly fine for as long as they fail to do so. Courts

employed as well as the number of men and women in management positions. of law may be consulted about the legality of the decree

within a month of the serving thereof.”

In 2011, France adopted a quota law that requires listed companies and companies A key penalty of the law is that the appointment
with at least 500 employees and revenues of over EUR 50 million to appoint at least  of a board member which fails to meet the gender

20% of women to their boards within three years and 40% within six years. criteria will be rendered invalid.
In 2011, the Netherlands passed a law setting a minimum target of 30% of both Failure to meet this legal target must be reported in the
genders on the boards (executive and supervisory) of large companies annual report. There are no further sanctions.

(250 employees, listed and not listed) by January 2016. The law is a temporary
measure that will come under review in 2016. In 2016, the relevant articles will be
rendered void.

In 2011, Belgium passed legislation requiring that each gender should constitute Sanctions: loss of benefits by board members until
at least one-third of the membership of the management boards of state and publicly the quota law has been complied with.

listed companies. State companies are granted one year to comply, listed companies

five years, and small to medium-sized (listed) firms eight years.

In 2011, Italy approved gender quotas for boards of directors and statutory auditors’  Sanctions are progressive: warning, fine, then forfeiture
boards of listed companies and state-owned companies. By 2015, boards should of office by all members of the board.

comprise one-third of each gender (one-fifth for a transitional period of one year).

The rules are applicable to board appointments from the first year after the new law

comes into effect.

Source: http://ec.europa.eu/justice/gender-equality.
StatLink Sa=m http://dx.doi.org/10.1787/888932677628
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Supplementary table to Chapter 18

Table III.A5.1. Tax and benefit systems and their “neutrality”

Average payments to government in % of gross household earnings at different earning distributions

of couples with two children between ages 6 and 11 (inclusive), whose income is equal

to 133% and 200% of the average worker’s earnings, 2010

i . Difference in net transfers
Single-earner Dominant dual earner Equal dual-earner e
couples couples couples to government. single
and equal dual-earner couples
Sfrz\S,Z::;:erzrl:etregriings 1330 2000 | 10033  150-50 | 67-67  100-100 133 200
1 2 3 4 5 6 [(1-5)/11*100 [(2-6)/2]*100
OECD 18.9 25.9 15.4 22.2 14.7 21.2 24.5 17.6
Australia 16.9 28.0 12.9 22.8 10.5 22.3 37.6 20.5
Austria 25.7 30.7 18.3 27.1 16.9 26.3 34.3 14.2
Belgium 30.4 40.2 26.4 37.0 27.2 36.5 10.5 9.2
Canada 17.4 24.9 147 216 12.6 20.9 274 16.3
Chile 7.0 8.2 4.8 6.1 6.5 6.7 7.2 18.6
Czech Republic 5.3 15.9 6.6 15.9 5.3 15.9 0.0 0.0
Denmark 33.3 40.9 31.9 38.0 31.8 35.0 4.6 14.3
Estonia 111 15.1 1.1 15.1 111 15.1 0.0 0.0
Finland 29.4 36.3 20.7 28.2 18.2 26.5 38.1 27.0
France 19.8 23.2 18.3 23.6 20.2 23.9 -1.9 -2.9
Germany 252 28.9 26.0 322 26.0 335 -3.1 -16.2
Greece 25.6 322 19.9 246 16.3 22.4 36.4 30.5
Hungary 27.5 36.4 18.3 28.6 18.2 25.0 33.6 3141
Iceland 20.2 29.2 19.9 275 19.6 275 3.1 5.9
Ireland 6.2 20.4 15 1.7 -0.6 12.3 109.3 39.7
Israel* 17.8 25.9 9.9 16.2 46 11.1 742 57.0
Italy 27.0 35.8 20.2 29.1 19.9 27.0 26.1 24.6
Japan 14.6 19.3 13.5 17.3 13.2 16.5 9.1 14.3
Korea 12.2 14.5 9.7 121 8.8 1.2 27.4 229
Luxembourg 9.0 20.1 6.3 17.3 6.3 17.3 30.2 13.5
Mexico 11.2 15.0 1.6 8.2 0.1 5.6 98.9 62.5
Netherlands 28.8 35.7 22.6 29.0 20.9 275 27.3 229
New Zealand 12.2 25.3 7.5 20.1 7.5 17.0 38.9 329
Norway 275 33.9 22.7 28.8 21.8 26.7 20.7 21.2
Poland 19.2 21.7 18.7 214 18.7 214 2.6 15
Portugal 16.3 23.1 12.0 20.3 12.0 20.3 26.2 12.3
Slovak Republic 9.4 16.1 8.2 16.2 9.4 16.2 0.0 -0.7
Slovenia 20.7 30.6 19.2 26.9 18.7 27.8 9.5 9.3
Spain 18.7 23.8 16.5 19.7 14.7 19.9 21.7 16.5
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Table III.A5.1. Tax and benefit systems and their “neutrality” (cont.)
Average payments to government in % of gross household earnings at different earning distributions
of couples with two children between ages 6 and 11 (inclusive), whose income is equal
to 133% and 200% of the average worker’s earnings, 2010

254

i ) Difference in net transfers
Single-earner Dominant dual earner Equal dual-earner .
to government: single
couples couples couples
and equal dual-earner couples

Gross income in terms 133-0 2000 | 100-33  150-50 | 67-67  100-100 133 200
of average worker earnings

1 2 3 4 5 6 [(1-=5)/1]1*100 [(2-6)/2]*100
Sweden 25.3 354 16.9 26.2 16.5 211 34.8 40.3
Switzerland 74 12.7 5.6 1.5 5.6 1.6 20.1 8.4
Turkey 28.3 31.8 271 29.6 26.7 28.7 6.0 9.8
United Kingdom 222 29.2 17.5 239 17.5 22.8 20.8 219
United States 15.1 19.9 15.1 19.9 15.1 19.9 0.0 0.0

Note: The Tax-Benefit Model assumes that no housing benefits or payments relating to a transition into work are

received.

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
Source: OECD Tax-Benefit Model.

StatLink %i=m http://dx.doi.org/10.1787/888932677647
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Supplementary tables to Chapter 20

Table III.A6.1. Informal employment in non-agricultural activities by gender

Informal employment (inside and outside the informal sector) as share of non-agricultural employment,
2010 or latest year available

L Informal employment outside
Informal work in informal sector . Informal employment
the informal sector
Region, country or economy (A) (B) (A+B)
All Men Women All Men Women All Men Women

Latin America 39.7 40.4 38.5 17.5 14.6 21.2 57.2 55.1 59.8
ArgentinaX 31.8 36.7 25.3 17.9 13.2 243 49.7 49.8 49.6
Bolivia (Plurinational State of)? 51.6 50.2 53.4 23.5 22.1 252 75.1 72.4 78.5
Brazil/ 24.2 27.6 201 18.0 11.6 25.8 422 39.2 45.9
Colombia’ 50.4 51.0 49.6 9.3 6.0 13.0 59.6 57.0 62.7
Costa Rica? 32.6 34.0 304 11.2 8.2 15.5 43.8 422 46.0
Dominican Republic/ 29.1 32.8 234 19.4 13.9 28.0 48.5 46.7 51.4
Ecuador’ 36.9 37.9 35.5 24.0 20.9 28.2 60.9 58.8 63.7
El Salvador/ 51.6 46.6 56.4 14.8 13.5 16.0 66.4 60.1 72.5
Honduras/ 56.9 55.4 58.5 17.0 17.6 16.3 739 73.0 74.8
Nicaragua/ 50.7 51.9 49.5 15.0 13.0 17.2 65.7 64.9 66.6
Panama’ 275 28.7 26.0 16.3 13.2 20.6 43.8 41.8 46.5
Paraguay’ 37.9 38.8 36.7 32.8 29.1 37.7 70.7 67.9 744
Pery/ 48.2 43.8 53.5 217 21.3 222 70.6 65.5 76.2
Uruguay/ 30.0 341 25.3 9.8 53 15.0 39.8 39.4 40.3
Venezuela (Bolivarian Republic of)’ 35.7 371 33.7 11.8 104 13.7 475 475 47.4
Eastern Europe and Central Asia 9.9 12.7 5.2 12.5 13.0 10.5 22.3 25.7 15.7
Armenia/ 10.2 13.7 5.2 9.6 11.1 75 19.8 24.8 12.7
Former Yugoslav Republic of Macedonia (FYROM)™ 7.4 10.3 2.5 5.2 5.0 5.6 12.6 15.4 8.1
Moldova, Republic of/ 7.3 124 2.6 8.6 8.4 8.8 15.9 20.8 1.4
Palestinian Authority™ 213 22.7 14.0 35.8 37.2 28.0 57.2 59.9 42.0
Serbia™ 3.1 41 1.6 3.0 3.3 2.6 6.1 7.5 43
Asia 58.2 60.1 53.9 14.3 13.0 171 72.5 73.1 71.0
India¥ 66.8 68.6 58.5 16.8 147 26.2 835 83.3 84.7
Indonesia/ 60.3 61.2 58.8 12.2 11.1 14.0 72.5 72.3 72.9
Pakistan® 70.1 70.3 67.7 8.3 8.3 8.0 784 78.7 75.7
Philippines® 58.5 62.8 53.3 11.5 71 16.9 70.1 69.9 70.2
Sri Lanka/ 50.5 54.7 418 11.6 10.6 13.9 62.1 65.2 55.7
Viet Nam/ 43.2 43.0 433 25.0 26.4 234 68.2 69.4 66.8
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Table III.A6.1. Informal employment in non-agricultural activities by gender (cont.)

Informal employment (inside and outside the informal sector) as share of non-agricultural employment,
2010 or latest year available

o Informal employment outside
Informal work in informal sector . Informal employment
the informal sector
Region, country or economy A) (B) (A+B)
All Men Women All Men Women All Men Women

Africa 45.9 40.6 51.8 16.4 16.1 16.9 62.1 56.7 68.7
Lesotho® 134 141 124 21.6 20.0 23.7 34.9 341 36.1
Liberia™ 491 32.8 65.4 10.8 14.6 6.6 60.0 474 72.0
Madagascar? 51.7 40.6 63.8 219 26.2 17.2 73.6 66.8 81.0
Mali? 70.5 61.7 79.1 11.3 12.6 10.1 81.8 742 89.2
South Africa™ 17.8 18.6 16.8 14.9 10.9 20.0 327 29.5 36.8
Tanzania, United Republic of® 51.2 52.6 49.5 25.0 18.4 333 76.2 70.9 82.8
Uganda” 55.7 52.6 59.7 13.7 149 12.2 68.5 67.5 7.9
Zambia® 57.8 51.6 67.7 1.7 11.3 124 69.5 62.9 80.1

a) Data refer to 2004.

b) Data refers to 2005.

¢) Data refer to 2005-06.

d) Data refer to 2006.

e) Data refer to 2008.

f) Data refer to 2009 1st quarter.

g) Data refer to July 2009.

h) Data refer to August 20009.

i) Data refer to 2009 4th quarter.

j) Data refer to 2009.

k) Data refer to 2009-10.

) Data refer to 2010 2nd quarter.

m) Data refer to 2010.

n) Data refer to 2010 4th quarter.

Source: ILO (2002), “Women and Men in the Informal Economy: A Statistical Picture”, International Labour Organisation, Geneva.
StatLink == http://dx.doi.org/10.1787/888932677666
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Table III.A6.2. Distribution of male and female informal employment
by work category

Percentages, 2010 or latest year available

Employers, own-account

Contributing family

Wage employees

Domestic workers

Region, country or economy workers and MPCs” workers employed by households
Women Men Women Men Women Men Women Men

Latin America 49.4 50.7 8.1 3.9 23.9 44.2 18.6 1.3
Argentina/ 35.5 50.4 2.4 1.0 33.6 47.8 28.5 0.7
Bolivia (Plurinational State of)° 48.4 38.5 13.7 7.6 27.3 53.4 10.6 0.4
Brazil’ 327 49.7 6.5 35 29.7 451 311 17
Colombia¥ 58.2 68.6 89 43 205 26.6 12.4 0.4
Costa Rica’ 48.6 56.6 46 1.8 24.2 40.3 22.5 1.3
Dominican Republic’ 39.5 64.7 5.6 2.2 25.9 31.0 29.0 2.1
Ecuador” 40.5 345 16.1 5.6 295 59.1 13.9 0.8
El Salvador’ 57.9 40.9 8.7 5.3 19.0 52.2 145 1.6
Honduras’ 57.2 419 14.9 6.5 19.4 50.6 8.6 1.0
Nicaragua’ 55.7 455 10.6 5.2 15.9 45.9 17.8 3.3
Panama? 53.6 60.3 47 1.6 19.2 36.3 22.5 1.9
Paraguay’ 37.2 30.8 7.8 54 28.2 61.4 26.8 2.4
Peru’ 53.7 45.8 10.8 6.0 24.8 47.7 10.7 0.5
Uruguay’ 55.8 68.6 47 1.9 14.9 28.8 24.6 0.7
Venezuela (Bolivarian Republic of)® 65.9 63.2 2.2 0.7 26.6 36.1 53 0.0
Eastern Europe and Central Asia 21.2 34.8 5.8 3.1 66.3 56.2 6.7 5.8
Armenia’ 24.4 32.0 47 2.6 63.4 61.2 7.6 42
Moldova, Republic of 20.1 54.5 3.2 2.0 68.9 42.6 7.7 0.9
Palestinian Authority’ 19.0 18.0 9.5 438 66.7 64.9 4.8 12.3
Asia 36.4 39.1 17.3 6.4 40.8 52.0 8.2 1.1
India/ 28.9 40.0 18.9 A 45.8 51.8 6.5 11
Indonesia’ 40.2 38.9 19.0 43 335 56.2 7.3 0.7
Philippines/ 45.2 34.4 11.3 5.2 245 57.6 19.1 2.8
Pakistan? 31.2 43.0 19.9 9.2 48.8 47.7 0.1 0.1
Africa 55.3 45.8 9.5 6.1 18.3 39.3 16.9 8.8
Lesotho? 8.6 6.8 2.7 2.4 38.1 51.8 50.7 39.0
Liberia’ 80.6 56.6 1.7 11.8 6.3 28.7 15 2.9
Mali? 79.6 61.5 5.9 7.5 7.3 29.7 7.3 14
South Africa™ 30.1 36.2 2.7 2.0 25.1 49.7 421 121
Tanzania, United Republic of? 79.2 62.0 3.6 2.3 11.0 34.3 6.1 14
Uganda' 58.8 48.5 16.3 8.6 20.2 417 4.7 1.2
Zambia? 50.4 49.3 23.6 8.0 19.9 39.4 6.1 3.3
a) Data refer to 2004.

b) Data refer to 2005-06.

c) Data refer to 2006.

d) Data refer to 2008.

e) Data refer to 2009 1st quarter.

f) Data refer to July 2009.

g) Data refer to August 2009.

h) Data refer to 2009 4th quarter.

i) Data refer to 2009.

j) Data refer to 2009-10.

k) Data refer to 2010 2nd quarter.

)

Data refer to 2010.

m) Data refer to 2010 4th quarter.
n) Members of producers’ co-operatives.
Source: ILO (2002), “Women and Men in the Informal Economy: A Statistical Picture”, International Labour
Organisation, Geneva.
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General background data on employment
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Table III.A7.1. Labour force participation, employment, part-time and temporary work, gender wage gaps,
boardroom membership and unpaid work

Temporary employment Proportion
Labour force Employment/ Part-time employment? | Employment/population as a proportion of women Average minutes Average
participation rate population ratio as a proportion ratio full-time equivalent? of dependent Gender 4 | onboards of unpaid work weekly hours dedicated
(15-64 years old) (15-64 years old) of total employment (15-64 years old) employment® wage gap of listed per day® to care activities
(25-54 years old) companies
2011 2011 2011 2011 2011 2010 1999-20107 2007
or latest 2009

Men Women Men Women Men Women Men Women Men Women year Men Women Men Women
OECD 78.9 65.2 72.3 59.7 8.4 25.2 74.4 50.7 9.9 1.7 15.8 10.4 140.0 2771 26.6 39.3
Australia 82.9 70.5 78.7 66.7 13.2 38.5 79.7 51.4 43 6.6% 14.0 7.6 171.6 311.0 .. .
Austria 81.1 69.5 77.8 66.5 7.0 32.8 81.9 54.5 46 55 19.4M 6.0 135.3 268.9 16.0 37.0
Belgium 72.3 61.1 67.1 56.7 7.0 324 67.9 46.3 5.8 8.1 8.9/ 10.8 150.8 245.0 20.0 29.0
Canada 815 742 75.0 68.9 12.9 27.2 74.6 58.5 9.7 10.7 18.8 6.3 159.6 253.6
Chile 78.6 53.9 73.6 49.1 11.8 255 76.0 441 28.7 27.8 . 5.4 .. .
Czech Republic 78.7 62.2 74.0 57.2 1.9 6.6 78.9 55.8 5.6 7.8 18.17 .. .. .. 27.0 44.0
Denmark 82.3 76.1 75.9 70.4 13.8 25.2 68.1 54.9 5.8 8.1 12.1m 10.2 186.1 242.8 29.0 28.0
Estonia 78.1 714 67.8 62.7 5.1 12.4 67.9 58.6 42 2.4 .. .. 169.0 287.8 32.0 53.0
Finland 775 727 70.9 67.5 9.6 16.0 69.5 59.3 9.6 16.8 19.7m 14.9 159.0 232.0 19.0 22.0
France 747 66.1 68.1 59.7 5.9 221 69.8 51.8 10.4 12.4 131/ 18.1 135.9 257.6 23.0 36.0
Germany 82.6 71.8 774 67.7 8.5 38.0 772 51.5 9.5 10.6 21.6" 35 163.8 268.8 26.0 50.0
Greece 7.7 57.5 65.9 451 5.6 14.0 72.5 444 10.3 12.0 96/ 9.7 .. .. 22.0 43.0
Hungary 68.8 56.8 61.2 50.6 3.4 6.4 61.5 48.9 8.8 7.8 6.4 1271 268.1 21.0 30.0
Iceland 87.89 82.49 80.8 773 10.4 241 88.7 67.4 71 10.0 13.5/ .. .. .. .. ..
Ireland 772 62.6 63.3 56.0 12.6 39.3 61.9 427 7.2 7.9 10.4™ 6.9 129.2 296.1 48.0 48.0
Israel* 68.2 60.9 64.3 57.5 741 211 721 52.3 . .. 20.3 . . .. .. .
Italy 731 51.5 67.5 46.5 6.6 313 68.4 385 10.4 13.5 11.8/ 7.0 102.9 325.8 22.0 29.0
Japan 84.4 63.0 80.2 60.3 10.3 34.8 .. . 45 18.7 28.7 3.9 58.6 268.7
Korea 774 54.9 745 53.1 10.0 18.5 87.0 55.4 16.4 235 38.9™ .. 45.0 227.3
Luxembourg 75.0 60.7 721 56.9 5.0 30.2 72.3 47.0 438 6.9 10.0 .. .. 29.0 42.0
Mexico 82.3 45.9 77.8 43.4 12.5 27.7 90.0 415 222 103/ . 74 112.6 3733 .
Netherlands 83.6 73.1 79.8 69.9 171 60.5 71.2 429 12.5 141 16.7/ 4.8 163.0 272.8 31.0 53.0
New Zealand 83.6 722 78.2 67.2 11.2 343 81.9 54.3 . .. 6.8 7.8 141.0 264.0 .. -
Norway 80.1 75.8 77.2 73.4 11.0 30.0 70.6 56.6 45 8.0 8.1 38.0 152.2 225.3 28.0 45.0
Poland 73.0 59.4 66.3 53.1 49 124 70.3 50.8 244 232 10.0™ 74 157.1 295.8 32.0 49.0
Portugal 78.5 69.8 68.1 60.4 8.8 14.4 69.5 56.3 20.1 20.5 15.6™ 9.7 96.3 328.2 30.0 34.0
Slovak Republic 76.7 61.0 66.3 52.7 2.7 5.7 69.0 51.8 5.0 6.1 17.8 . .. 23.0 34.0
Slovenia 73.9 66.5 67.7 60.9 6.7 10.9 68.5 58.3 11.6 15.1 . . 166.5 286.2 31.0 37.0
Spain 81.59 67.99 64.1 52.8 55 219 65.9 46.4 23.6 25.7 11.87 10.6 153.9 258.1 25.0 45.0
Sweden 82.79 77.79 76.3 71.9 9.8 18.4 733 61.6 9.8 13.0 14.97 19.3 177.0 249.2 31.0 38.0
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Table III.A7.1. Labour force participation, employment, part-time and temporary work, gender wage gaps,
boardroom membership and unpaid work (cont.)

Temporary employment Proportion
Labour force Employment/ Part-time employment? | Employment/population as a proportion of women Average minutes Average
participation rate population ratio as a proportion ratio full-time equivalent? of dependent Gender 4 | onboards of unpaid work weekly hours dedicated
(15-64 years old) (15-64 years old) of total employment (15-64 years old) employment® wage gap of listed per day® to care activities
(25-54 years old) companies
2011 2011 2011 2010 1999-20107 2007
or latest 2009
Men Women Men Women Men Women Men Women Men Women year Men Women Men Women
Switzerland 88.7 76.7 85.3 732 9.4 455 86.1 53.3 5.8 6.9 19.57 9.5 - .. .. -
Turkey 76.4 31.5 69.3 27.8 6.6 243 89.8 28.8 10.6 10.2 .. 74 116.4 376.7 19.0 28.0
United Kingdom 82.79 70.49 75.5 65.3 1.7 39.3 774 50.9 43 5.2 18.4 8.1 149.9 273.4 27.0 49.0
United States 78.99 67.89 7.4 62.0 8.4 171 3.5 34 18.8 12.0 161.1 248.2
Brazil 85.1M 63.57 79.7M 56.4M 1017 28.1M 85.27 50.0" 8.5 - ..
China 85.3 75.1 76.2" 65.3" . 91.0 234.0
India 83.1 303 781" 27.7" 6.9 51.8 351.9
Indonesia 86.3 533 79.0" 46.8" . . . 17.5
Russian Federation 77.8 68.0 722 63.8 2.8 5.4 .. . 9.6 5.7 121 . ..
South Africa 61.2 47.9 474 34.6 5.0 11.2 54.6 36.5 131 91.6 257.0

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.
a) Part-time employment refers to workers who usually work less than 30 hours per week in their main job.
b) The full-time equivalent rate is calculated as the employment/population ratio, multiplied by the average usual hours worked per week per person in employment, and divided by 40.
¢) Temporary employees are wage and salary workers whose job has a pre-determined termination date as opposed to permanent employees whose job is of unlimited duration.
d) The gender wage gap is unadjusted and calculated as the difference between median earnings of men and women relative to median earnings of men.
e) Surveys for Canada, China, Denmark, France, Ireland, Japan, Korea, Mexico and South Africa do not cover a complete calendar year and thus, to varying degrees, under-represent holidays.
As people do more unpaid work on weekends, excluding holidays overestimates paid work and underestimates unpaid work and leisure.
f) The years covered are: Australia: 2006; Austria: 2008-09; Belgium: 2005; Canada: 2010; China: 2008; Denmark: 2001; Estonia: 1999-2000; Finland: 2009-10; France: 1998-99; Germany: 2001-02;
Hungary: 1999-2000; India: 1999; Italy: 2002-03; Ireland: 2005; Japan: 2006; Korea: 2009; Mexico: 2009; the Netherlands: 2006; New Zealand: 2009-10; Norway: 2000-01; Poland: 2003-04;
Portugal: 1999; Slovenia: 2000-01; South Africa: 2000; Spain: 2002-03; Sweden: 2000-01; Turkey: 2006; the United Kingdom: 2000-01; and the United States: 2010.

g) Data refer to those aged 16-64 for Iceland, Spain, Sweden, the United Kingdom and the United States.
h) Data refer to those aged 15+ for China, India and Indonesia.

i) Data refer to 2004.
j) Data refer to 2005.
k) Data refer to 2006.
) Data refer to 2008.
m) Data refer to 2009.

Source: OECD Employment Database 2012; ILO (2002), “Women and Men in the Informal Economy: A Statistical Picture”, International Labour Organisation, Geneva; KILM for Brazil, China,
India, Indonesia and South Africa (accessed February 2012). Miranda, V. (2011), “Cooking, Caring and Volunteering: Unpaid Work Around the World”; OECD (2010), “Tackling Inequalities in
Brazil, China, India and South Africa — The Role of Labour Market and Social Policies”; European Quality of Life Survey, 2007; OECD-ORBIS Database.
StatlLink Su=m http://dx.doi.org/10.1787/888932677704
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PART IV

Gender equality
in entrepreneurship

There are fewer women entrepreneurs then men in OECD countries and women-owned
enterprises have on average lower profits. This section looks at why there are
fewer women entrepreneurs than men, the different reasons they have for starting a
business, and the different skills they bring to the job. It also looks at the reasons why
women-owned businesses have lower profits, and why self-employed women work
less, and earn less, than self-employed men. It asks whether women find it harder to
finance their business than men and have less innovative enterprises. Finally,
it examines policies that support female entrepreneurs in micro- and small businesses
— particularly in developing countries — by encouraging entrepreneurs to exit informality
and by addressing their specific needs.
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Chapter 22

Trends in women entrepreneurship

Key findings
® Across countries, there are more male than female entrepreneurs and the share of
women who choose to run a business has not increased substantially in most countries.

® The number of newly created female-owned enterprises fell during the crisis, though
not as much as for men.
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IV.22. TRENDS IN WOMEN ENTREPRENEURSHIP

The paucity of reliable, up-to-date information makes monitoring trends in female
entrepreneurship a daunting task. It is one of the main obstacles to better understanding
female entrepreneurs’ challenges and effect on economic growth (OECD, 2012a).

Self-employment statistics are commonly used to measure changes in entrepreneurial
activity. They reveal considerable gender differences among the self-employed,
particularly those who are also employers. Figure 22.1 shows that across the 27 EU
countries only 25% of business owners with employees are women (for definitions, see
Annex IV.A1). The low share of women has only marginally grown over the last decade in
the EU27, Canada and United States. And although the increase has been more marked in
Chile, Korea and Mexico, the already low share of female employers in Japan has further
diminished over the past decade.

Figure 22.1. The proportion of female entrepreneurs has not significantly
increased in most countries over the past decade
Share of employers (self-employed with employees) who are women, 2000-10

% = 2000 [ 2005 Il 2010

Brazil Canada Chile EU27 Japan Korea Mexico United States

Source: OECD Secretariat estimates based on Labour Force and Household Surveys.
StatLink Sm=r http://dx.doi.org/10.1787/888932676697

Men more than women prefer to be self-employed. The 2009 Eurobarometer survey
showed that 51% of European men, but only 39% of women, would rather be self-employed
than employees if they had the choice (European Commission, 2009). Across 27 European
countries in 2010, an average of 6.6% of unemployed men were actively seeking to become
self-employed, while only 4% of women were (see Annex IV.A1 for country-level results).
Eurobarometer also showed that women may have lower preferences for self-employment
because they still perceive it as too risky: 7% of European women (and 5.4% of men)
declared they preferred working as employees because they were afraid of the legal and
social consequences if they failed as entrepreneurs.
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Data on the number, characteristics and growth dynamics of female-owned enterprises
exist for only a few countries. Moreover, the different definitions and methodologies they use
restrict their cross-national comparability (Box 22.1). Nevertheless, they do show that
female-owned enterprises contribute substantially to job creation. In the United States,
women owned 7.8 million firms in 2007 and employed 7.6 million workers (US Department
of Commerce, 2010). In Italy in 2010, they fully owned or majority-controlled about a quarter
of all companies — almost 1.3 million (Italian Chamber of Commerce, 2010). In Canada, 16% of
all small and medium enterprises (SMEs) were majority-owned by women and almost half
had at least one female owner in 2007 (Jung, 2010).

Box 22.1. Producing international statistics
on “women and men-owned enterprises”

Comparable international data on the number of businesses owned and controlled by
women across countries, as well as their size, industrial specialisation and basic measures
of performance are still lacking. This is due mainly to difficulties in retrieving information
about the owners from standard business demography statistics, and because of the absence
of international definitions of male- and female-owned enterprises. The OECD-Eurostat
Entrepreneurship Indicators Programme (EIP) is addressing this gap by developing
definitions and methodologies for data harmonisation and development (OECD, 2012a).

The OECD indicators on male and female-owned enterprises are being developed along
three complementary axes: 1) indicators for male- and female-owned enterprises;
2) characteristics of women and men entrepreneurs; and 3) social and policy determinants
of women entrepreneurship. A first data collection managed by the EIP is assessing the
feasibility of building comparable business demography indicators for individual
(sole-proprietor) enterprises, using data from business registers and economic censuses.
Sole-proprietor statistics are being collected by gender for the following indicators:
1) number; 2) number of persons employed; 3) turnover; 4) birth rates; 5) death rates;
6) three-year survival rates; and 7) employment growth in surviving enterprises. The
programme is also developing indicators on characteristics of entrepreneurs based on
labour force survey data.

The OECD-Eurostat Entrepreneurship Indicators Programme (EIP) has started to collect
internationally comparable data on female entrepreneurship (Box 22.1). Figure 22.2
illustrates the wide international differences in proportions of individual enterprises with
female proprietors. The EIP defines an enterprise as female-owned if women are majority
owners and so take the decisions as to how the business functions and develops. For the
moment, data are available only for sole-proprietor enterprises, but the EIP plans to
address other legal forms.

Figure 22.3 shows that the birth rate of female-owned enterprises is higher than that
of male-owned ones. “Birth rate” is taken as newly created enterprises with employees as
a ratio of existing enterprises, which means that, driven by newly started businesses, the
number of female-owned enterprises is growing at a faster pace than male-owned ones.
There is, however, no clear evidence that female-owned enterprises fail at a faster rate
than male-owned ones.
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Figure 22.2. The proportion of individually-owned enterprises
with a female owner varies between 20 and 40% across OECD countries
Share of sole-proprietor enterprises owned by women, 2009
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Note: Data refer to employer enterprises with the exception of Japan, for which the data refer to male and female
proprietors with and without employees. Data for Norway are for 2010. Data for the Netherlands do not include service
activities classified as NACE Rev. 2, Sections P, Q, R and S (Education; Human Health and Social Work Activities; Arts,
Entertainment and Recreation; and Other Service Activities). Given that female owners tend to be more prevalent in
these service industries, this data coverage can explain the relatively low share observed in the Netherlands. Countries
are arranged from left to right in ascending order of the proportion of female-owned enterprises.
Source: OECD Secretariat estimates based on statistics produced by National Statistical Institutes.

StatLink Sazm http://dx.doi.org/10.1787/888932676716

Figure 22.3. The birth rate of female-owned enterprises is higher
than that of male-owned enterprises
Birth and death rates® of women and men sole-proprietor enterprises, 2009
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a) Births refer to the creation of new enterprises with employees or to transitions of existing enterprises from 0
to 1+ employee(s). Deaths refer to the dissolution of enterprises or to transitions to no employees.
Source: OECD Secretariat estimates based on statistics produced by National Statistical Institutes. Death rates for
Italy, the Netherlands, Sweden and the Slovak Republic refer to 2008.
StatLink Sasm http://dx.doi.org/10.1787/888932676735
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Births of female-owned enterprises dropped in 2009, but relatively less than those of
male-owned ones (Figure 22.4). Part of the explanation might be women’s lower propensity
to enter sectors like manufacturing that have been more heavily affected by the crisis
(Chapter 19).

Figure 22.4. Births of female-owned enterprises declined less
than male-owned ones during the crisis
Percentage change in births of male- and female-owned enterprises, 2009-07 differences
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Note: All data (with the exception of data for Poland) refer to enterprises with employees. Data for the Netherlands
refer to 2009-08 differences. For Switzerland, statistics are tabulated by gender of the enterprise’s (sole) founder
rather than by gender of the sole proprietor. Countries are arranged from left to right in ascending order of change in
births of female-owned enterprises.
Source: OECD Secretariat estimates based on statistics produced by National Statistical Institutes.

StatLink Sa=P http://dx.doi.org/10.1787/888932676754

Policies for more female-owned enterprises

Women are a major untapped entrepreneurship resource. Policies to stimulate
entrepreneurship among women should be based on thorough analysis of the factors that
prevent or discourage them from going into business. Such analysis demands reliable,
timely information from both quantitative and qualitative data sources and some
countries have already invested in producing such information. The Survey of Business
Owners, for example, is a rich source of information on the state of female-owned
businesses in the United States. Canada’s Survey on Financing and Growth of SMEs collects
information on owners’ genders and other characteristics, on the nature of businesses, and
on access to financing. INSEE in France has developed a continuous monitoring system of
new enterprises and their owners. Northern European countries have advanced systems of
linked business and population data. However, the low comparability of existing data
makes it complicated to produce the international benchmarks which are essential to
identifying achievable targets and understanding the effects of policy reforms. More
investment is needed in harmonising data on enterprise owners and their businesses,
using as much existing data as possible to minimise the burden on statistical offices and
curtail associated costs.
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There is a clear need for policy to raise awareness of entrepreneurship as a career
option for women. Programmes are also needed to boost self-esteem and growth
expectations among potential and established women entrepreneurs. Men have greater
faith in their entrepreneurial skills (Brush et al., 2011) and are also more optimistic about
the profitability of their enterprise (Eurostat, 2008). Female entrepreneur networks, which
are major sources of knowledge about opportunities for successful entrepreneurship, can
bolster the self-confidence of women entrepreneurs. The European Commission has set up
an “Ambassadors Network” of 270 successful entrepreneurs campaigning to inspire
women of all ages to set up their own businesses. A similar ambassador programme has
been successfully operating in Sweden since 2008.

Key policy messages
® Develop entrepreneurial awareness campaigns in schools and for the general public.
Support ambassador programmes to spread knowledge about entrepreneurial
opportunities for women.
e Contribute to the work started by the Entrepreneurship Indicators Programme (EIP) to
produce timely, internationally comparable information on male- and female-owned
enterprises.
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Chapter 23

Motivations and skills of women
entrepreneurs

Key findings
e Women often have different reasons from men for starting a business. More women

than men become business owners out of necessity. Women tend also to accord more
importance to the working time flexibility afforded by self-employment.

e On average, women business owners have higher levels of educational attainment than
men, but less experience managing a business.

279



IV.23. MOTIVATIONS AND SKILLS OF WOMEN ENTREPRENEURS

The motivations of women and men entrepreneurs

Women entrepreneurs are a highly heterogeneous group. Their motives for starting a
business are a mixed bag of “push” and “pull” factors that are quite different from those
that drive men. For example, Figure 23.1 shows that “realising an idea for a new product or
service” is a more important motive for men than for women in Europe. Moreover, women
entrepreneurs tend to attribute more importance to the time flexibility that comes with
being their own boss. Evidence from the United States suggests that “achieving better
work-life balance” was an important reason for starting a business for 40% of the female
entrepreneurs in the smallest revenue class, but for only 12% of those in the largest
revenue class (RSM McGladrey, 2008).

Figure 23.1. Work-life balance is a motive for starting their business for more women than men
Key motives® for starting an enterprise by gender of founder and type of motivation, 2005
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a) Respondents were allowed to select several motives.
Source: Eurostat, Factors of Business Success Survey.
StatLink Sazm http://dx.doi.org/10.1787/888932676773

Proportionally, more women than men start a business out of “necessity”, becoming
entrepreneurs because they do not see other options for entering the labour market. The
relatively high rates of women entrepreneurship in emerging and developing countries are
primarily due to high levels of “necessity entrepreneurship”. Figure 23.2 shows that more
women than men start their business in the informal sector out of economic necessity,
especially in Egypt and Mexico.
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Figure 23.2. More women than men start a business out of necessity,
particularly in Egypt and Mexico
Percentage of enterprises whose owners became entrepreneurs out of necessity,
by gender of the owner and registration status
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Source: OECD Secretariat estimates based on ENAMIN 2008 (Mexico), Economia Informal Urbana 2003 (Brazil), Finscope 2010

(South Africa), and ERF Micro and Small Enterprises Dataset for MENA Countries 2003 (Egypt, Morocco and Lebanon).
StatLink Sazm http://dx.doi.org/10.1787/888932676792

Education and experience of female and male business owners

Figure 23.3 shows that the percentage of the self-employed with tertiary education
attainment is significantly higher among women in OECD countries. However, no
significant correlation exists across countries between women'’s educational attainment
and their entrepreneurial activity, as measured by the proportion of women among the
self-employed. This suggests that it is not the level but rather the type of education that
matters in female entrepreneurship. Women are significantly under-represented in
engineering and computing (Chapter 8), two fields of study that build the knowledge useful
for starting a technology-oriented business. They are also in the minority in business
degrees courses, even though their numbers have been growing. For example, in the
Harvard Business School’'s MBA programme (www.hbs.edu/about/statistics/mba.html), the
proportion of female students which stood at 11% in 1975 had increased to 36% by 2012.
Shinnar et al. (2009) find that business graduates rate themselves as more entrepreneurial
than those who obtained degrees in “non-business” studies and are more likely to have
seriously considered starting their own business. Entrepreneurship education in primary
and secondary schools is increasingly recognised as key to shaping the entrepreneurial
attitudes of young women and men in OECD countries (European Commission, 2012).

Women entrepreneurs tend to have less experience than men as business owners. On
average across 15 European countries, only 11.2% of women who started a new enterprise
in 2002 had run another business before the start-up, compared with 18.4% of men
(Eurostat, 2008). In the United States in 2007, 42% of male business owners and only 28% of
female entrepreneurs had previous self-employed experience (US Census, 2009). In 2007,
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Figure 23.3. Female business owners have higher educational attainment
than men
Percentage of self-employed women and men who completed tertiary education (ISCED 5 or higher), 2010

% [ Women < Men
70
60
<
50 &
<&
¢
40 M
& W M
% ®
30 | 7 C M
< L Kok of, M R * o
4 g A
20 | aANHEE N AN g ®
° z

U o uN ?

g z
0 %

Q\‘b\{gﬁ‘\% S RO \\c;\&\ﬁ go® @A@ Qb @\3@@ @829% BN @ %@@@Q@Q& @®%$ §

%«s\@k\% SNSRI S @Q‘o&m@q&\\é\ SRSENAGES q\
QST RENPR \\@Q&@Qv q,% \»» ;\\,&% Ct® k\ﬁg i\@%% «\%@%%

Q’&Q %\QA% % QQ\\?) Qﬂ\\’

Note: Countries are arranged from left to right in ascending order of the percentage of self-employed women who
completed tertiary education.
Source: Eurostat Labour Force Surveys; Estimates from Survey of Income and Program Participation 2008 for United States;
OECD Secretariat estimates from Labour Force and Household Surveys for 2010 in other countries.

StatLink Sazm http://dx.doi.org/10.1787/888932676811

51% of female owners of small and medium-sized enterprises in Canada had more than
ten years of management or ownership experience compared with 74% of their male
counterparts (Jung, 2010).

Experience is critical for business success. For example, data on new enterprises for
France show that 73% of the businesses founded by women in 2006 with three or more
years of previous experience were still running three years later. The figure is 64% when
there is less than three years of experience before start-up. Cohoon et al. (2010) show that
in the United States women are more likely than men to declare that prior experience has
been crucial to the success of their start-up.

Successful entrepreneurship requires talent, motivation and entrepreneurial skills — and
because women often lack entrepreneurial experience they have less opportunity to build their
entrepreneurial skills. Media campaigns and entrepreneurial education at schools can reduce
the stigma associated with business failures, as can showcasing stories of women
entrepreneurs who made it to the top through learning from trial and error. Policy makers
could also design more innovative training programmes by promoting greater interaction
between successful and nascent women entrepreneurs through associations and networks.
Klein and Wayman (2008) and Bauer (2011) found that training programmes improve both the
economic and non-economic lives of women who own small and micro businesses.
International networks, such as the World Association of Women Entrepreneurs (FCEM), have
the potential for transferring knowledge and experience between North and South, and East
and West. Finally, many top performing women entrepreneurs in growth-oriented firms have
senior management experience in corporations, where they gained experience in leadership
and acquired access to valuable networks. An improved gender balance in senior management
(Chapter 14) can thus have important “spillover” effects on female entrepreneurship.
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Box 23.1. Women entrepreneurs in the MENA region

Female self-employment rates range from over 30% of working age women in Algeria to
less than 2% in the Gulf countries, and only a very small proportion of businesses owned
by self-employed women have more than ten employees (Stevenson, 2010 and 2011).
Women’s low labour force participation rates arguably limit opportunities to acquire the
job skills or management experience necessary for starting a business, and only about 9%
of adult women engage in early-stage entrepreneurial activity - less than half the rate of
men (19%). Women entrepreneurs are a heterogeneous group, whose firm characteristics
and needs vary according to location (urban versus rural) and education level. Against that
background, a variety of policy mechanisms are necessary for accelerating women'’s
entrepreneurship development in the region.

Governments in almost all MENA countries have adopted national development plans or
gender strategies which commit to supporting women'’s economic integration. However,
ministries responsible for implementing gender strategies seldom have strong links with
ministries in charge of enterprise support. In countries where formal SME policies exist,
women are rarely a target group. Businesswomen'’s associations exist in almost all MENA
countries and provide some form of business support (mentoring, trade fairs, seminars)
despite their limited financial, human and technical resources. They provide a wealth of
information on the business constraints and support needs of their members, but their policy
advocacy role is often limited because they are excluded from national policy dialogue.

The OECD is working with MENA governments and businesswomen’s associations to
improve support measures for women entrepreneurs in the region through the OECD-
MENA Women’s Business Forum (WBF) (www.oecd.org/mena/investment/wbn). The WBF is an
inter-regional network of government, private sector and civil society representatives
which works with governments to improve policies and legislation impacting women’s
economic integration. It also works with businesses, NGOs and academia to facilitate an
exchange of experiences and good practices for providing concrete support to female
entrepreneurs. Women in Business: Policies to Support Women’s Entrepreneurship in the Middle
East and North Africa (OECD, 2012b) highlights existing efforts by governments and other
stakeholders to improve support for women entrepreneurs and identifies avenues for
future action to accelerate the development of women’s entrepreneurship.

Through conferences and policy studies, the WBF seeks to: a) support the advocacy
efforts of the businesswomen’s community to promote legislative reform; b) improve
access to information about agencies which provide business support services, networks,
and training to women entrepreneurs; c¢) promote access to finance, for example through
targeted efforts to increase women’s participation in the MENA 100 Business Plan
Competition (www.menal00.0rg); and d) monitor changes in women’s economic rights.
Better quality data — about informal enterprises too — would support the development of
more effective policies for promoting entrepreneurship in the MENA region. And better
entrepreneurship policies would have long-term positive effects on employment
opportunities for the entire population, so helping to offer a response to citizens’ calls for
greater prosperity which have been at the core of the recent political and social
movements taking place across the MENA region.

Key policy messages

® Address women’s shortage of entrepreneurial experience through innovations in the
design and delivery of training programmes.

® Promote learning through role models and support networks of women entrepreneurs
at multiple levels (from community groups to international networks).

CLOSING THE GENDER GAP: ACT NOW © OECD 2012 283






Closing the Gender Gap
Act Now
© OECD 2012

PART IV

Chapter 24

Is there a gender gap
in enterprise performance?

Key findings
e In most countries, there is little difference in the survival rates and employment growth
patterns of enterprises with a sole proprietor, be it a man or a woman.

® Female-owned enterprises register, on average, lower profits and labour productivity
than male-owned ones. The disparities can mostly be explained by differences in size
and capital intensity.

285



IV.24. 1S THERE A GENDER GAP IN ENTERPRISE PERFORMANCE?

Policy makers wishing to strengthen the economic impact of women entrepreneurship
need a better understanding of the factors contributing to the growth and success of
female-owned firms. Several studies have shown that traditional performance measures,
such as growth and profits, are not always the top priority for women entrepreneurs
(e.g. Coleman and Robb, 2012). More than men, women value balance between business
activity and family and the contribution their work can make to their communities
(UNCTAD, 2011). However, both male and female entrepreneurs aim to establish businesses
that are profitable and sustainable, although many do not survive the first few years of
activity. Figure 24.1 shows that women and men-owned sole-proprietor enterprises have
similar survival rates three years after start-up.

Figure 24.1. There are wide international differences in the survival rates
of women-owned enterprises
Three-year survival rates of female- and male-owned enterprises, 2009
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Note: Countries are arranged from left to right in ascending order of the survival rates of female-owned enterprises.
Source: OECD Secretariat estimates based on statistics produced by National Statistical Institutes. The statistics refer
to employer enterprises only, with the exception of France and Poland where data cover both enterprises with and
without employees. Data for Switzerland refer to two-year survival rates and are for 2008.

StatLink &i=r http://dx.doi.org/10.1787/888932676830

Female- and male-owned enterprises also perform similarly when it comes to job
creation in the first few years of business (Figure 24.2). There is once again, however,
considerable cross-country variation, with new female-owned enterprises performing
better in France, Italy, New Zealand and Poland, while lagging behind in Finland, the
Netherlands, the Slovak Republic and Switzerland.
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Figure 24.2. Female and male-owned enterprises perform similarly
in terms of job creation
Three-year employment growth rates of sole-proprietor employer enterprises by gender of the owner, 2009
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Note: Countries are arranged from left to right in ascending order of employment growth rate in female-owned
enterprises.
Source: OECD Secretariat estimates based on statistics produced by National Statistical Institutes. The employment
growth rate is given by the ratio of employment in year t and employment in year t — 3, multiplied by 100 (e.g. a value
of 110 suggests employment growth of 10%). The statistics refer to employer enterprises only, with the exception of
France and Poland where data cover both enterprises with and without employees. Data for Switzerland refer to
two-year survival rates and are for 2008.
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The most remarkable differences between female- and male-owned enterprises relate
to the size of their business operations, as measured by sales or value-added. In 2009, the
average turnover of individual enterprises (sole-proprietorships) owned by women was only
18% of those owned by men in the Netherlands, 26% in Italy, 38% in Mexico, and 44% in
Finland. These differences are even starker when incorporated enterprises (i.e. enterprises
with a legal form other than sole-proprietorship) are also taken into account. For example,
in 2007, businesses that were majority-owned by women accounted for only 11% of sales
among privately held companies in the United States (US Department of Commerce, 2010).

A key issue for policy is whether the relatively low levels of turnover among female-
owned businesses are due only to women’s preferences for particular sectors (and, possibly,
for small-sized businesses), or are a consequence of the constraints women specifically face
when starting and growing their companies. There is no definite answer to this question in
the literature. While most studies find that female-controlled enterprises fare worse in terms
of profits and other performance measures (Robb and Watson, 2010), several analysts argue
that these differences vanish once sectors of activities and key characteristics of the
business owners other than gender are controlled for (Fairlie and Robb, 2009; Gatewood et al.,
2009; Gottschalk and Niefert, 2011).

Figure 24.3 shows that, according to the ORBIS Database (see note to Figure 24.3 and
Annex IV.A1), female-owned enterprises across 13 OECD countries account for a very low
share of the top 10% enterprises as measured by employment, asset value, or shareholder
capital. They are particularly under-represented among companies with the largest
numbers of employees. The results confirm that the policy debate should focus not only on
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Figure 24.3. The share of female-owned enterprises falls among largest firms
Share of majority female-owned companies in the top decile of employment, asset values,
and shareholder capital in the ORBIS Database, 2009
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Note: The figures indicate the shares of female-owned firms out of the total of female and male-owned companies in
the top decile of the employment (number of employees), value of assets and shareholder capital distributions. Firms
with mixed ownership are excluded from the total. The sample is restricted to enterprises where individuals hold at
least 50% of the company’s shares. Only countries with over 1 000 complete observations are included in the chart. The
OECD-ORBIS Database is the output of treatment of raw data provided to the OECD under copyright by Bureau van Dijk
Electronic Publishing. It contains structural and financial information for millions of companies worldwide. The
companies included in the OECD-ORBIS Database were classified as men or women-owned enterprises using
information on the gender of the shareholders. See the Annex IV.A1. for further detail on data and definitions.
Source: OECD Secretariat estimates on basis of the OECD-ORBIS Database.
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how to increase the number of female-owned enterprises, but also on how to tackle the
possible market or institutional failures inhibiting those already in the market from
growing their firms into medium and large enterprises.

Estimates based on the ORBIS data show that average productivity (value added per
employee) and profits are lower in female-owned enterprises than in those owned by
men (see Annex IV.A1). However, the relatively low measured differences in productivity
(4.8% for all countries’ enterprises taken together, once sector, size and age of the firm are
controlled for) suggest that policies should not generically give preferential treatment to
women entrepreneurs.

A decomposition analysis shows that the lower capital intensity of female-owned
enterprises is the most decisive factor in their lower productivity and explains 37% of the
gap. The industries they operate in also account for a substantial share of the productivity
disparity (22%). In sum, the gap is a result of gender differences in key strategic choices:
women’s choice of industry, their preferred size of business, the level of risk they are
willing to accept, and the hours they can devote to their business. Further analysis of the
reasons behind these different approaches can help policies to target specific market
failures and the stereotypes that affect women more than men.
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Policies for better performing female-owned enterprises

Policies that foster female entrepreneurship often come under the general umbrella of
programmes for small enterprises. SME policies are likely to have a relatively large effect on
women entrepreneurs, since most run small businesses. A mix of general policies for SMEs
and instruments explicitly targeting women can be effective in prompting interest and entry
into entrepreneurship. The Small Business Administration (SBA) in the United States has
explicitly explored a mix of general gender-mainstreamed programmes and women-specific
policies and has continuously experimented with new ones. In 2009, the SBA backed nearly
10 000 loans worth about USD 2 billion to women entrepreneurs. The SBA partners
nationwide with non-profit organisations (such as the association of volunteer business
counsellors “SCORE”) to support the delivery of programmes tailored to the needs of small
businesses owned by women and ethnic and linguistic minorities in underserved markets.

Women'’s entrepreneurship policies should not, however, be conceived simply as a
subset of policies for start-ups and very small firms. The assumption that female business
owners want to stay small is misleading for policy. There is a substantial pool of women
who are eagerly pursuing growth strategies for their companies (Gatewood et al., 2009).
A stronger focus should be placed on instruments that can help female businesses realise
their aspirations for growth. Examples of growth-focused initiatives for female-owned
enterprises of all sizes would be: favourable lending ceilings and public credit guarantees;
rules ensuring that small, female-owned firms have access to public procurement; and, tax
credit schemes for capital investments in SMEs.

In 2003, Canada’s Business Development Bank (BDC) established a fund targeted to
fast-growing female-owned firms. BDC’s total lending to women has increased in recent years
and today represents over USD 1.8 billion. In the United States in 2010, the Women-Owned
Small Business (WOSB) Federal Contract Programme authorised contracting officers to set
aside certain federal contracts for eligible women-owned enterprises (White House Council,
2012). The bulk of funds in the Swedish National Programme to promote women’s
entrepreneurship go to business and innovation development for women, with 50% of the
target group being existing female-owned businesses.

To qualify for support from such programmes and prevent abuse, companies must
first meet criteria that clearly define them as “female-owned enterprises”. Certification of
women-owned businesses is a consolidated practice in the United States, but much less
widespread in other countries.

Key policy messages

® Develop an integrated national strategy for gender mainstreaming of entrepreneurship
policies. Provide specific training to staff in charge of entrepreneurship support design
and delivery.

® Respond to the financial and technical support needs of women entrepreneurs wishing
to increase the scale of their businesses.

@ Policies for female-owned enterprises should not exclusively target start-ups and small
enterprises, but include instruments to stimulate high-growth firms as well as growth
and development of medium-sized and larger businesses.
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Chapter 25

Does entrepreneurship pay for women?

Key findings
e The gender gap in earnings is higher in self-employment than for wage employment.

® A major factor in the earnings gap between male and female entrepreneurs is that
women devote significantly less time to their businesses than men.
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A. simple explanation of why fewer women than men own a business might be that
entrepreneurship does not pay for women, i.e. earnings from business ownership are too
low and/or too uncertain to attract them to entrepreneurship. Figure 25.1 shows that
self-employed women earn significantly less than men across countries. The gaps in
earnings from self-employment are substantial everywhere and wider than those observed
in wage employment. The gap narrows, however, when calculated on the basis of earnings
per hour worked, as women tend to work significantly less time on their businesses. There
is also less disparity when only the self-employed with employees are considered.

Figure 25.1. Female business owners earn significantly less than men
Gap? in median earnings of self-employed women and men, 2008
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Note: The international comparability of statistics on earnings from self-employment is still limited due to
differences in questions on self-employment income and in the methods used to derive the figures. Countries are
arranged from left to right in ascending order of the widening gender gap.
a) Defined as the difference between male and female median earnings divided by male median earnings.
Source: OECD Secretariat estimates from European Union Statistics on Income and Living Conditions (EU-SILC), 2008 wave;
Survey of Income and Program Participation 2008 for United States, Household, Income and Labour Dynamics in Australia
(HILDA), 2008 wave.

StatLink &= http://dx.doi.org/10.1787/888932676887

One reason for female business owners earning less than their male counterparts
might be that they are less willing to take risks. Higher risk aversion naturally leads to a
lower polarisation of earnings, i.e. less probability of incurring losses and fewer chances to
reap high returns. Figure 25.2 shows that a significant number of women and men running
businesses do experience net losses. The distribution of men’s earnings is more skewed
than women'’s, as the latter tend to realise low levels of profits (as shown by the
considerable difference in the height of the two distribution curves for near-zero profit
levels). The proportion of women who run their business at a loss is somewhat lower than
for men in the United States (7.5% of women versus 8.7% for men).
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Figure 25.2. Most women tend to realise low profits, men being better represented
among average and top earners
Univariate kernel density estimates of profits or losses from business ownership by gender, 2008
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Note: The samples are restricted to business owners reporting positive or negative values of profit.
Source: EU-SILC 2008 for 24 European countries with available data on earnings from self-employment; Survey of
Income and Program Participation 2008 for United States.
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Women often take a different approach to business, being more cautious over the
resources they commit to their ventures and preferring slow, steady expansion. The reason
for their careful risk management may be greater concern about the consequences of failure
(Chapter 22). Indeed, the Small Business Service (2005) in the United Kingdom found that
women with family responsibilities were “particularly wary of extending commitments” and
that any business venture they embarked upon would “need to be independent of family
finances and self-sufficient”. However, there is no conclusive evidence that women
entrepreneurs are always less willing to take risks than men (Croson and Gneezy, 2009).

The differences in the average hours worked by self-employed women and men are
substantial in most OECD countries, particularly in Germany, Mexico and the Netherlands
(Figure 25.3). On average, 22% of self-employed women across 30 OECD countries work less
than 40 hours a week against only 10% of self-employed men. Gurley-Calvez et al. (2009)
show that the time-use patterns of self-employed women in the United States differ
substantially from those of men: they devote less time to work-related activities and more
time to their children. While it is difficult to determine an exact causal relation between
hours worked and business income, findings from analyses of earnings from
self-employment suggest that enabling women to work longer hours would increase the
profitability of their businesses (see Annex IV.A2).

Figure 25.4 shows that self-employed women earn, on average, less than women in wage
employment in European countries and the disparity is greater than for men. The earnings
gaps between self-employment and wage employment are widest at the bottom and
narrowest at the top end of the earning distribution. Top-earning, tertiary-educated women
entrepreneurs tend to earn less than equally educated women in wage employment, while the
opposite is true for men. The evidence clearly suggests that self-employment is a pathway to
wealth only for a small group of well-prepared, highly motivated women. Improving the
earning prospects of self-employment is critical to making it more attractive to women.
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Figure 25.3. In most OECD countries self-employed women work fewer hours
than men
Median hours worked in self-employment per week by gender, 2008
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Note: Countries are arranged from left to right in ascending order of the number of hours that women work.
Source: OECD Secretariat estimates on EU-SILC (2008) for European countries, Survey of Income and Program
Participation 2008 for United States, Labour Force Survey data for the other countries.
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Figure 25.4. Highly educated women earn more as salaried workers
than as self-employed

Earning differences® between self-employment and wage employment by gender
and earning percentiles (pc), 2008
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a) Earning differences are defined as the difference between self-employment and wage employment earnings
divided by self-employment earnings.
Source: OECD Secretariat estimates based on EU-SILC (2008).
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In many countries, women entrepreneurs still gravitate towards “traditional” service
and retail sectors. National and local governments can encourage more women to enter
industries that provide significant opportunities for growth and wealth by developing or
sponsoring web-based knowledge platforms on emerging business opportunities,
mentorships for aspiring entrepreneurs, and pre-incubator workshops that help women
transform their ideas into viable businesses. Successful initiatives at the local level, such as
the business incubator in Styria (Austria), often rely on effective partnerships between
government, educational institutions, and business associations.

An important issue is the access of the self-employed to social security and insurance.
Both in the Netherlands and Norway, self-employed women are now eligible for maternity
leave benefits. Cohoon et al. (2010) show that female entrepreneurs in the United States are
more concerned than men about the risk of losing health insurance coverage when starting
their enterprise.

The evidence makes clear that the time constraints self-employed women face can
significantly affect both the type of entrepreneurial activity they engage in and the
profitability of their business. Better access to high-quality, affordable childcare and
eldercare may help to reduce the profitability gap between male- and female-owned
enterprises. Support programmes can also be adapted to the time constraints of women. For
example, distance learning may afford women greater access to training since courses can be
taken at times suited to their schedules. Policy initiatives in the areas of information
campaigns, training, and reducing the care burden offer a potential double dividend - greater
women’s empowerment and more productive businesses.

Key policy messages

e Information campaigns, targeted training programmes, and measures to reduce the
burden of household duties are three complementary policy levers for increasing
women’s entrepreneurship and earnings.

@ When evaluating the cost-benefit of affordable care services, it should be considered
that they contribute to making self-employment a more attractive prospect to women.
They also free up time that female entrepreneurs can devote to making their businesses
more profitable.
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Chapter 26

Women’s access to credit

Key findings
e Women entrepreneurs rely substantially less than men on external loans, both for
start-up and for financing their activities. More analysis is needed to better understand
why women are less inclined to use external finance and whether they are discouraged
by discriminatory treatment in the capital markets.

® There is evidence that conditions of access to finance significantly deteriorated for both
women and men during the recent economic and financial crisis.
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Sources of financing for female and male-owned enterprises

Access to credit is critical to starting a new business and to its performance (Taylor,
2001). It is often argued that women have more trouble accessing credit than men. Indeed,
the evidence shows that relatively more male than female entrepreneurs make use of bank
loans, with or without collateral, to start their enterprises (Figure 26.1), although there are
important differences in the demand for loans across countries. In 2007, only 6.3% of
female-owned businesses in the United States had requested a loan from a financial
institution to start their business, while 11.1% of men-owned firms had (US Census, 2009).
In Eastern Europe, where entrepreneurs overall make little use of external sources for
start-up financing, women generally access credit less than men. Differences also exist in
the extent to which policies support start-up financing. In Sweden 22% of women
entrepreneurs (versus 14% of men) received public financial support, but less than 1% in
Denmark against 3% for men (Eurostat, 2008).

Figure 26.1. More men than women use credit from banks to finance their start-up

Percentage of enterprises that used a bank loan with or without collateral for financing start-up,
by gender of the sole founder and current owner, 2005

% [ Women <> Men

Note: Countries are arranged from left to right in ascending order of the use of start-up credit from banks among
women founders.
Source: Eurostat, Factors of Business Success Survey.

StatLink &i=m http://dx.doi.org/10.1787/888932676963

Smooth access to finance is crucial not only to starting a business, but to driving
investment and innovation in existing enterprises. Evidence from 16 European countries
in 2009 shows that female-owned enterprises are less likely than male-owned ones to rely
on external financing for their investments (27% of women-owned enterprises took on no
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loans in the last two years versus 20% of male-owned ones). Gender differences in
rejections of loan applications are less evident, even if the gap seemed to widen in late 2010
and early 2011 (Box 26.1). Evidence from other OECD countries confirms the lower reliance
on debt financing from women-owned enterprises and yields mixed results as to gender
differences in rejected loan applications. Data from Chile show that 55% of women-owned
enterprises did not make use of debt financing in 2007 against 38% of male-owned
companies (Observatorio Empresas, 2009). In the United States, women seem more likely
to be discouraged from applying for loans for fear of rejection, though they are no more
likely to be denied when they do apply (Cole and Mehran, 2009).

Box 26.1. Access to credit for female-owned enterprises
during the economic crisis

There are justifiable concerns that the economic crisis has made it even harder for
women to use debt financing to support the growth of their enterprises. For example, the
proportion of unsuccessful loan applications rose dramatically from 1 to 27% in Ireland
between 2007 and 2010 (Eurostat, 2011), increasing substantially in many other OECD
countries. Problems of access faced by women in the credit market are likely to be
exacerbated by the tightening of banks’ credit conditions. Public interventions to
strengthen banks’ balance sheets and extend credit guarantees have generally lead to
improvements in the financing prospects of small and medium-sized enterprises, where
female ownership is more widespread. However, data monitoring the financing of
enterprises in Europe show that, at the end of 2010, access to finance was the most
pressing problem for more than 16% of female-owned enterprises, and rejection rates were
significantly higher for women (4.3%) than for men (2.3%). Conditions for male-owned
enterprises seem to have improved more and in a more sustained manner than for
female-owned firms.

Conditions of access to finance have improved more for men than for women
over recent months

Men — — — Women
Panel A. Percentage of firms stating Panel B. Percentage of firms that applied
that access to finance is the most pressing for a bank loan in the last six months
problem for their business, and whose application was rejected,
% by gender of Owner/Director/CEQ % by gender of Owner/Director/CEQ
20 20
N
A S
SN
- - -
15 N 15 |
~ -
10 10 |
5T 5T == —
-~ il
0 Il Il O Il Il
Second half  March-September September 2010 Second half  March-September September 2010
2009 2010 to February 2011 2009 2010 to February 2011

Source: OECD Secretariat estimates using ECB/EC Survey on Access to Finance of SMEs.
StatLink si=r http://dx.doi.org/10.1787/888932676982
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There are two very different reasons why women entrepreneurs might be treated
differently in the credit markets: i) they lack significant assets (experience, capacity, cash
flows, collateral) that are valued by lenders; and ii) there is cultural bias reflecting a lack of
confidence in the ability of women as business owners.

Interview-based studies repeatedly report that women feel more reluctant to apply for
credit and have difficulty dealing with bank officials. Female entrepreneurs in Canada had to
provide lenders with more documentation — such as personal financial statements,
appraisals of assets and cash flow projections - than male entrepreneurs (Jung, 2010).
Muravyev et al. (2007), using data from 26 countries in the Eastern European and Central
Asian (ECA) region, show that women are charged higher interest rates than men
(0.6% more). Similarly, Alesina et al. (2008) reveal that women entrepreneurs in Italy pay
higher interest rates and the premium they have to pay rises if they have a female guarantor.

In spite of these constraints, data on enterprises founded in 2002 in 14 countries show
that there are large international differences in the share of women entrepreneurs
identifying access to finance as a key difficulty for start-up (Figure 26.2). Only in half of the
countries do more women than men entrepreneurs assert that financing was a primary
constraint when they started their business.

Figure 26.2. There are large international differences in the difficulties perceived
by women in financing their start-up
Percentage of women founders identifying access to finance as a key obstacle for start-up, 2005

% I Women <& Men
80

70 | &>
60 | o

50 | O
40

30 |
20
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Note: Countries are arranged from left to right in ascending order of the percentage of women identifying access to
finance as a key obstacle to start-up.
Source: Eurostat, Factors of Business Success Survey.

StatLink &= http://dx.doi.org/10.1787/888932677001

However, many women entrepreneurs might not perceive financing as a major
problem simply because they start small and have a limited demand for credit. Figure 26.3
shows that female founders in France start their enterprises with lower initial funds than
men. The difference in starting capital is also wide between female and male-owned
enterprises in the United States, with almost 60% of women starting their enterprise with
less than USD 5 000. The relationship between size at start-up and use of finance is a
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Figure 26.3. Women create their enterprises with considerably lower amounts

[ Less than EUR 4 000
I EUR 40000 or more

Panel A. Funds required for start up,
France, 2006

[ EUR4000to 39999

of initial funds

[ LessthanUSD5000 [ USD 5000 to 49999
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Panel B. Funds required for start up,
United States, 2007

Female founder

Female-owned
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0 20 40 60 80 100 0 20 40 60 80 100
% %

Source: OECD Secretariat estimates based on SINE for France and Survey of Business Owners 2007 for United States.
StatLink Sa=m http://dx.doi.org/10.1787/888932677020

complex one. Even if many women do not seek loans because a small enterprise satisfies
their ambitions, there are certainly cases when difficulties in accessing finance at
competitive prices lead them to opt for a smaller business. Lower size and lower capital
intensity have been shown to be key factors behind gender gaps in the profitability and
productivity of enterprises (see Chapter 24, and Sabarwal and Terrell, 2008).

Better data are needed to improve understanding of the gender differences in access
to finance and financing needs. The OECD has pioneered efforts in this area by developing
a Scoreboard on SME and entrepreneurship finance, which comprises indicators on debt,
equity, government policies, and general market conditions. However, further progress is
needed to improve the comparability of gender-disaggregated data across countries.

Credit access policies for women entrepreneurs

The lower reliance of women entrepreneurs on external credit is clearly linked to
demand-side differences between female and male-owned firms. However, credit
providers might also discriminate against women entrepreneurs. The banks and public
support policies should ensure tight supervision to prevent any discrimination. In this
regard, the Consumer Financial Protection Agency (CFPA) in the United States collects data
on small business credit availability by gender, race, and ethnicity and enforces lending
laws to ensure that loans are granted fairly to small business owners.

National and regional business support centres should rely on best practices to bolster
the self-confidence of women entrepreneurs in their dealings with credit institutions.
Training programmes should be in place to help female entrepreneurs build the skills they
need to better design and present their financing plans and be more successful in raising
the funds they need to grow.

In the context of the continuing economic crisis, it is important to ensure that the
credit squeeze does not stifle the activity of new and existing entrepreneurs. Many women
and men entrepreneurs still report difficulty in accessing loans at sustainable interest
rates. In response, governments in OECD countries have put in place a range of measures
such as “credit mediator schemes” to ease the flow of credit to SMEs and binding codes
of conduct for SME lending (OECD, 2009a). Small and credit-constrained women
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entrepreneurs are more likely to be the beneficiaries of such policies. In the United States,
loans granted by the Small Business Administration (SBA) are three to five times more
likely to go to women than conventional bank loans (White House Council, 2012). These
loans have been substantially expanded through the Recovery Act and the Small Business
Jobs Act. Similar credit support programmes have been operating effectively in Finland.
Overall, policies seem to be particularly effective when financing instruments are
supplemented with other services, such as training and consultancy, to address the
additional challenges typically met by female entrepreneurs.

Key policy messages

® Address the financing gap for SMEs and micro-enterprises through measures that ease
access to finance for viable businesses. Implementation mechanisms should be
evaluated ex ante to ensure that they do not introduce a gender bias.

® Bolster the confidence of women entrepreneurs seeking funds to finance their growth
by pairing financing schemes with support measures such as financial literacy, training,
and consultancy services.
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Chapter 27

Financing female-owned enterprises
in partner countries

Key findings
® There are large international differences in the financial inclusion of women, even
across countries at similar levels of income per capita.

e Women entrepreneurs in Africa make less use of external credit than men and can rely
less on credit from suppliers or advances from customers.
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Financing female-owned micro-enterprises in emerging and developing
economies

Women are more prone to financial exclusion than men, especially in developing
countries. In other words, women are less likely to use financial institutions to borrow, save,
take out insurance, and make payments. Cross-national variations in income levels account
for many of the discrepancies in financial inclusion, but other cultural and institutional
factors also play a role. Figure 27.1 shows that almost all adult women in high-income
countries have a formal account, while there are wide disparities in the financial inclusion of
women across low-income countries (Demirguc-Kunt and Klapper, 2012). For example,
1.5% of women in Niger had formal accounts with and/or obtained loans from financial
institutions in 2011, while 12% of women in Mauritania had an account and 7% received a
formal loan. The differences in the proportions of men and women who hold an account also
tend to diminish with countries’ income per capita, even if, once again, the size of the gender
gap varies significantly across poor countries. Gender gaps in financial inclusion are largest
in South Asia and in the Middle East and North Africa region (Klapper, 2012).

Figure 27.1. The financial inclusion of women does not depend only on income
Percentage of women with a formal account and gross national income per capita, 2011

GNI per capita, 2010
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Source: Global Financial Index Database and World Development Indicators, Demirguc-Kunt, A. and L. Klapper (2012),
“Measuring Financial Inclusion: The Global Findex Database”, World Bank Policy Research Paper, No. 6025, Washington DC.
StatLink &i=m http://dx.doi.org/10.1787/888932677039

There is a strong link between women’s financial inclusion and their performance as
entrepreneurs in developing countries. Enabling women to build up savings in accounts
registered in their name attracts more entrepreneurs; conversely, access constraints curtail
the business growth of female-owned micro-enterprises. Dupas and Robinson (2009) show
that female market vendors in rural Kenya increased their daily investments by between 38
and 56% when they were provided with interest-free bank accounts.
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Figure 27.2 shows that most registered female and male-owned firms in Sub-Saharan
Africa have business accounts with financial institutions. However, there are marked
differences between African men and women in the “demand for credit”. While 29% of the
firms majority-owned by men report that they asked for a loan from a financial institution
in the last year, only 23% of those owned by women applied for one. There are several
explanations for this gender difference. One is affordability, as women owners operate on
a smaller scale and report being more discouraged than men by requests for collateral and
high interest rates (Figure 27.2). An alternative reason is that African women entrepreneurs
generally rely on smaller business networks and might have greater difficulty in dealing
with bank officials. One indication of the networking disadvantage women face as
entrepreneurs is the fact that only 2.5% of African female-owned firms have suppliers who
offer them credit or customers who pay advances (versus 5.2% of men-owned firms).

Figure 27.2. Women entrepreneurs in Africa are less likely to ask for loans

than men
Selected indicators of access and use of credit, by gender of the majority of firms’ owners, 2010
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Source: World Bank Enterprise Surveys and World Bank Indicator Surveys, pooled data for registered firms in 19 African
countries.
StatLink &izr http://dx.doi.org/10.1787/888932677058

Access to credit for both men and women entrepreneurs is particularly hard in the
start-up phase. Data on micro-enterprises (less than 15 employees) in Brazil, Mexico and
South Africa show that the great majority of business owners did not use loans to start up,
but relied entirely on their own funds and on support from family and friends (Figure 27.3,
Panel A). When their enterprise is already up and running, women and men tend to turn to
banks and other credit institutions for their financing needs (Panel B). A comparison of the
two graphs suggests that financial institutions are much more likely to open a credit line
to someone who has already proved his/her capacity as an entrepreneur or who can use
business assets as collaterals. By operating in this way, credit markets create poverty traps
with serious implications for gender equality. Poor women and men who do not have
sufficient funds to finance their start-up stay out of the entrepreneurial markets and in
poverty. Gender-specific effects are more pronounced in those countries where women
have limited access to property rights or control over household assets (Chapter 2).
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Figure 27.3. Neither male nor female micro-enterprise owners tend
to use external loans to start up“

[ Own savings/family/friends [ Family/friends [ Bank/credit institution
[ Bank/credit institution I Others I Others
Panel A. Percentage of female- and male-owned Panel B. Percentage of female- and male-owned
micro-enterprises by source of capital used micro-enterprises by source of capital used
% to start their business % for financing their business operation

Brazil Mexico South Africa Brazil Mexico South Africa

a) Micro-enterprises are defined as enterprises that employ less than 15 employees.
Source: OECD Secretariat estimates based on ENAMIN 2008 (Mexico), Economia Informal Urbana 2003 (Brazil), and
Finscope 2010 (South Africa).

StatLink Sa=m http://dx.doi.org/10.1787/888932677077

There is ample evidence of high returns on capital in micro-businesses, generally much
higher than market interest rates (Banerjee and Duflo, 2004; McKenzie and Woodruff, 2006).
However, recent research proves clearly that capital injections might not be enough to enable
growth, especially in female-owned micro-enterprises. Experimental evidence in Sri Lanka
shows that women who have less autonomy in household and business decisions invest a
smaller portion of their grant in assets that are easy to capture (De Mel et al., 2009a). For
Ghana, Fafchamps et al. (2011) find that in-kind grants are more effective than cash grants in
fostering business profits among Ghanaian women, suggesting that female business owners
are more likely to use cash earnings for household consumption. Capital injections
significantly raised profits only for a subset of high-ability women.

Policies for financially constrained entrepreneurs in developing countries

Non-governmental organisations (NGOs) and non-bank financial institutions (NBFIs)
continue to play a very significant role in supporting the credit needs of self-employed
women, particularly in the informal sector. Few commercial banks are, in fact, equipped to
deal efficiently with very small firms, given their high mortality rates, low availability of
collaterals, and demand for micro-loans. Data from the Mix Market Database show that the
percentage of female borrowers from NGOs and NBFIs is much higher than from
commercial banks providing micro-loans, especially in East Asia and the Pacific (where
women account for 89% of the micro-borrowers from NGOs and only 35% of the borrowers
from commercial and rural banks). Therefore, even if the private sector has proven to be an
innovative and fast growing provider of micro-loans, subsidised credit and other public
interventions still play an important role in increasing access to credit for women of all
socio-economic backgrounds, thereby contributing to financial inclusion and the fight
against poverty through entrepreneurship (Karlan and Morduch, 2009). In Mexico, a large
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micro-credit programme, the Programa Nacional de Financiamiento al Microempresario
(National Programme of Microenterprise Funding), known as Pronafim, has running
since 2000 and has overwhelmingly benefitted women (87% of recipients in 2011).

There is scope for commercial banks to move “downmarket” and increase their
capacity to reach women micro-entrepreneurs (de Ferranti and Ody, 2007). Technological
innovations like mobile banking are promising tools for extending financial services to
self-employed women, particularly in rural areas. The discriminatory practices of financial
institutions, such as the requirement that men should sign women’s documents, must be
eliminated. But formal financial institutions need to do more than merely lower the entry
barriers to female micro-owners. They must improve their performance in funding the
growth of female-owned businesses. Several banks in developing countries have realised
that many women entrepreneurs have the potential to move up the value chain.
Accordingly, they have developed specific approaches to support them. The Exim bank in
Tanzania, for example, allows women running medium-sized firms to use contracts with
reputable companies as collateral for their loans (IFC, 2011). Similarly, governments and
donors can partner with banks to reduce the financial constraints on female-owned firms.
India, for example, implements the Credit Link Capital Subsidy for financing technology
upgrades in female-owned firms.

There is also scope for OECD countries to increase the gender-equality focus of their
development assistance to enterprise development and financial inclusion. OECD data shows
that overall aid to the economic and productive sectors focuses less on gender equality than
aid to any other sector (OECD, 2011a). Greater efforts are needed to ensure such aid supports
initiatives that target gender equality and women’s empowerment, particularly in the areas of
business and banking. Development assistance should also incorporate provisions for
extending access to financial services to the poorest, most excluded women. Some innovative
approaches from donors include DFID’s support for EFInA (Enhancing Financial Innovation and
Access), a financial sector development organisation that promotes financial inclusion in
Nigeria and develops commercially viable savings products tailored to the needs of
underserved women. USAID’s Development Credit Authority provides loan guarantees in
Kenya, which have encouraged its banking sector to greatly expand financial services to
underserved segments of the population — with an emphasis on female-owned businesses.

Policy reforms can support women entrepreneurs’ access to and use of finance in two
main domains:

e The enforcement of legal rights and equal access to the ownership of assets that can be
used as collateral.

e The strengthening of credit bureaus and other institutions that collect information on
lenders and borrowers.

Aid can be scaled up to support and test innovative methods for screening the
profitability of men’s and women'’s investment activities. For example, the Entrepreneurial
Finance Lab (EFL) in Harvard is pioneering the use of psychometric screening tools that
assess entrepreneurial ability and honesty in order to unlock large-scale bank finance for
SMEs. Such a tool could help credit institutions perform more effectively, as they would
evaluate both women and men on the grounds of their entrepreneurial talent.
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Programmes that give women entrepreneurs easier access to capital should be combined
with training to help women keep control of their finances and obtain the highest returns for
the money. Financial literacy programmes are particularly relevant since women often have
lower levels of financial knowledge than men (Chapter 10). One example of these integrated
financing schemes is the Inter-American Development Bank project “Strengthening Women
Entrepreneurship in Peru”. It currently funds 100 000 female entrepreneurs who have
completed a training programme specifically designed for women.

Key policy messages

® In emerging and developing economies, private credit institutions should develop and
diversify their loan terms and offerings. They should be accompanied by sustained
support for not-for-profit lending institutions from governments and donors.

® Loans to women entrepreneurs should be supported by training in planning,
management, and financial literacy.

e The enforcement of equal rights to property is fundamental to fostering gender equality
in access to credit. Institutions and mechanisms, such as credit registers, which ease
access to lender and borrower information, should be strengthened.
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Chapter 28

Do women innovate differently?

Key findings
e Enterprises founded by women produce different innovation outcomes from those
founded by men. Lower levels of product and process innovation in enterprises founded

by women can be explained by enterprises’ characteristics (sector, start-up capital, and
size) and by women’s entrepreneurial experience prior to start-up.

@ The venture and angel capital industries, which are instrumental in financing certain types
of innovative enterprises, are still male-dominated. This, in turn, can have a negative effect
on the ability of high growth women entrepreneurs in securing equity capital.
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Innovation in female and male-owned enterprises

Innovation is widely acknowledged as a driving force behind the competitiveness of
enterprises and the creation of jobs (Acs and Audretch, 1990). It also takes many forms
(OECD, 2010). Analysis of gender differences in innovation should consider a broad notion
of innovation, accounting for all changes in methods of work, in the use of factors of
production, and in the types of output that improve productivity and commercial
performance (OECD, 2005). In Europe, the gender gap in innovation activity is particularly
pronounced for process innovation, defined as the introduction of a significant change in
production and delivery methods (Figure 28.1). Differences among enterprises founded by

Figure 28.1. Female founders perceive their activity as less innovative,
particularly in terms of process innovation
Percentage of male and female founders who consider their enterprise innovative, by type of innovation, 2005
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men and by women are less marked when looking at innovation in organisational methods
and marketing practices, two forms of innovation that are less capital intensive. In Chile,
for example, 28.5% of women-owned firms introduced a marketing innovation in 2007,
while only 21.5% of male-owned firms did so (Observatorio Empresas, 2009).

There is increasing evidence that the firms’ ability to innovate is closely related to
characteristics of their owners (De Mel et al., 2009b). Female entrepreneurs tend to lag behind
men in experience in certain industries, as well as in access to the finance or networks needed
to grow their businesses. These barriers affect women’s propensity to invest in product or
process innovation. Other less tangible differences between women and men - such as
attitudes towards risk, motivation for venture start-ups, and aspirations regarding business
size — have a gender dimension and can affect innovation.

Data from two surveys of young firms and their owners (the Kauffman Firm Survey for
the United States and the KfW-ZEW Start-up Panel for Germany) show that entrepreneurial
experience prior to start-up is one key determinant of gender differences in innovation
outcomes. According to these data:

e Only 35% of the firms founded exclusively by women in the United States had at least one
founder with previous experience as a business owner, compared to 49% of those founded
by men. The German survey’s corresponding figures are, respectively, 22% and 34%.

e In both countries, firms founded by women with previous entrepreneurial experience
outperform those founded by women with none in terms of innovation outcome and
investment.

e Together with the experience of the founder, differences in the types of enterprises
founded by women (size at start-up, sector, and capital intensity) fully explain the
observed gender gap in innovation outcomes in the United States (Annex IV.A5).

Innovation by women entrepreneurs in high-tech sectors

Innovation usually requires financial investment. External equity capital (Box 28.1)
can be instrumental in financing certain types of innovation, but women entrepreneurs’
lower access to these sources can affect their innovation capacity. A growing body of
research demonstrates the critical role that social networks play in the funding and
success of high-growth ventures (Stuart and Sorenson, 2010). Accordingly, when female
entrepreneurs seek capital from other women they are more likely to be successful
(Becker-Blease and Sohl, 2007), while the venture and angel capital industries are still
male-dominated (Box 28.1). Figure 28.2 illustrates the overwhelmingly male composition of
top management in companies that provide venture capital financing — at least 70%. In
Asia the percentage is even higher (Gaule and Piacentini, 2012). The male predominance on
the supply side may contribute to the low share of women'’s start-ups backed by venture
capital: out of the founders or top managers of the 7 700 ventures that received funds
in 2011 only some 10% were women.

In addition to funding, angel investors and venture capitalist make non-financial
contributions to firms by helping entrepreneurs cope with uncertainty and providing
oversight and strategic insights (Gompers and Lerner, 2003). The problems women have in
accessing these sources of finance might explain why they appear so under-represented in
emerging high-technology sectors, where returns are potentially very high but uncertainty
is also greater.
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Box 28.1. Angel financing and women’s entrepreneurship

Venture capital and angel financing are important sources of funding for young,
technology-based firms. Venture capital takes the form of a fund run by general partners
that is used to invest in the early to expansion stages of high-growth firms. A business
angel is a high net worth individual who invests his/her own funds in promising
entrepreneurial businesses in return for stock in the companies.

OECD (2011b), Financing High Growth Firms: The Role of Angel Investors shows that women
are greatly under-represented in the angel investment community. Only 5% of angel
investors in Europe are women and only 13% in the US. In the venture capital industry,
females comprise only 17% of professional staff and the figure is estimated to be less than
10% in Europe.

In the United States and Europe, some female angel groups have been created to encourage
more women to invest. These groups introduce women to angel investing and provide training
and mentoring to build their interest and confidence in investing in start-ups. In addition,
there are some growing efforts to mainstream women into existing angel groups. Both
approaches are important for building a greater pipeline of female investors.

Despite widespread awareness of the gender gap in angel investing and venture capital,
little research has been conducted to date into understanding the barriers preventing
women from participating more actively. In their 2010 white paper, “Women and European
Early Stage Investing”, the European Trade Association for Business Angels, Seed Funds,
and other Early Stage Market Players (EBAN) proposed a number of ways to address the
gap. They include conducting further research, developing best practices, raising
awareness, promoting professional standards and codes of conduct that encourage greater
diversity, and building networks in the female investment community.

Having more women in the angel investment and venture capital community would pay
off — not only because they would widen the range of skills and expertise in the investment
community, but because more doors would open for women entrepreneurs, particularly
those in high-growth firms.

Gender differences in education and career choices also help explain why there are so
few women among the founders of high-technology enterprises. Their under-representation
in science is particularly high in tenure track positions, partly as a result of enduring gender
gaps in salaries and promotion. Recent data on 12 000 inventors from 23 OECD countries
show that female inventors earn lower wages than their male counterparts: 59% earn less
than EUR 50 000 per year, while the figure for men is 35% (Gambardella, 2012). This gap is due
not to weaker performance, but to the fact that women may put less effort into negotiating
their salaries.

Male faculty members in the United States patent at more than 2.5 times the rate of
their female counterparts (Ding et al., 2006). Part of the reason lies in women’s explicit
exclusion from commercial science in its early days, which left them with few successful
role models (Murray and Graham, 2007). However, Frietsch et al. (2009) show that the
gender gap in patent applications has narrowed over time in most countries and
significantly so in the United States. Women inventors commercialised 79% of their
inventions, compared to 80% for all US inventors (USPTO, 2009). Interestingly, Cook and
Kongcharoen (2010) find that mixed-gender patent teams commercialise their patents
more than all-male and all-female patent teams.
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Figure 28.2. Venture-capital investors are predominantly male,
particularly in Asia

Percentage of men among top managers of venture capital investment firms
by country of establishment, 2011
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Note: Only countries with data available for at least 100 companies are shown. Countries are arranged from left to
right in ascending order of the percentage of men among the top managers of venture-capital investment
companies.
Source: Gaule, P. and M. Piacentini (2012), “Gender, Social Networks and Access to Venture Capital”, unpublished
manuscript.

StatLink Sazm http://dx.doi.org/10.1787/888932677115

Innovation policies for female-owned enterprises

Policies aimed at boosting innovation activity in female-owned enterprises should
address three main gaps:

1. The education and career experience gap in certain innovation-intensive or high-tech fields.
2. An equity financing gap, which hinders the capacity of women to fund innovative ventures.

3. A networking gap, generated by the low numbers of women entrepreneurs in innovation-
intensive industries and by the low visibility of successful innovative women.

The three gaps are interrelated and difficult to overcome given the reinforcing
interactions between factors on the supply side (lower access to resources) and demand side
(lower demand and expectations). Several countries are taking concrete steps to promote
women innovators and high-growth entrepreneurs (European Commission, 2008), recognising
that economic growth relies on the continuous marketing and application of new ideas — many
of which women generate. It is increasingly clear that more diverse teams are more productive
(Page, 2008) and that innovation may be hampered by male dominance in certain technological
and scientific fields, equity investment networks, and top management.

Gender stereotypes in male-dominated areas of business may impair women'’s
self-confidence, making it less likely that female entrepreneurs launch innovative firms. Public
policies can tackle stereotypes by showcasing women who have succeeded in male-dominated
industries with high individual and social returns (Chapter 22). The entrepreneurial mindset
among women in science and technology can be fostered by integrating entrepreneurship
modules into technology-oriented programmes of study, and by engaging more women in
campus-based incubators, science parks and technology centres (Novakova, 2006).
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Women’s access to equity financing can be substantially improved by government policies
that encourage private investment and address gaps in the private funding process as a whole.
Gender inclusion targets can be included both in direct public funding and in public
co-investment contributions to private funding. In addition to such support, public policies can
facilitate women'’s access to risk capital through networking and information programmes.
Finance South East in the United Kingdom has created a programme to facilitate women’s
access to risk capital. Similar networking programmes are running in Germany (National
Agency for Women Start-ups) and in Poland (Gdansk Entrepreneurship Foundation).

Key policy messages

® Awareness programmes showcasing successful women in science and technology and
in high-growth firms can provide useful role models for young women who may not
otherwise consider such fields.

® Support programmes targeting female-owned enterprises should include modules on
scaling companies and encouraging women to set higher-growth ambitions for their
innovations and firms.

® Enable equal access of women innovators to equity financing. Provide financial training
for women to encourage more of them to join business angel networks or venture
capital firms.
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Chapter 29

Formalising female-owned businesses

Key findings
e In emerging and developing economies, the share of women among owners of small and
micro-enterprises is much higher in the informal sector than in the formal one.

® Several countries are implementing measures to simplify and reduce the costs of
formalisation. These policies have increased the number of women registering their
businesses.
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In most developing and emerging economies, small and micro-businesses play a pivotal
role in the livelihoods of millions of workers and their families. Many operate in the
informal economy (La Porta and Shleifer, 2008). Across countries at different level of
development and with different social institutions, women represent an important share
of the owners of such enterprises (Figure 29.1). In Mexico and South Africa, for example,
women tend to be more prevalent in the informal sector and account for the majority of
informal business owners without employees. Ownership of a micro-business in the
informal sector is often the most practical source of employment for low-skilled and poor
women. Most of these businesses are operated from home, which makes it easier to
reconcile business and family commitments.

Figure 29.1. Women frequently own small and micro-enterprises,
though less so in MENA countries
Percentage of small and micro-enterprises owned by women
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female-owned enterprises in the informal sector.

Source: OECD Secretariat estimates based on ENAMIN 2008 (Mexico), Economia Informal Urbana 2003 (Brazil), Finscope 2010

(South Africa), and ERF Micro and Small Enterprises Dataset for MENA Countries 2003 (Egypt, Lebanon and Morocco).
StatLink Si=m http://dx.doi.org/10.1787/888932677134

Informal enterprises are often associated with employment that is insecure and of low
quality for both owners and employees (United Nations, 2008). Moreover, some analysts have
stressed that informal firms generate efficiency losses because, by avoiding taxes, they rob
more productive formal competitors of market shares (Farrell, 2004). Formalisation tends to
increase with economic development, but there is scant evidence as to differences in the
propensity of women and men business owners to move out of the informal sector when
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economic conditions improve. Data on micro-firms in Mexico from 1992 to 2008 show that
the percentage of female owners increased more in the informal sector than in the formal
one (Figure 29.2).

Figure 29.2. The percentage of female-owned micro and small businesses
has increased in Mexico both in the formal and informal sectors
Share of micro and small enterprises owned by women in Mexico, by registration status, 1992-2008
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Note: Only micro-enterprises with five employees or less (15 employees or less in manufacturing) are included.
Source: OECD Secretariat estimates based on six waves of INEGI Encuesta Nacional de Micronegocios (ENAMIN). The data
are representative of Mexican urban areas. ENAMIN 2008 data were adjusted according to estimates from the
population census.

StatLink Si=m http://dx.doi.org/10.1787/888932677153

Women business owners in the informal sector are much less productive (in terms of
sales per employee) than in the formal one - by 70% in Brazil, 52% in Mexico, and 34% in
South Africa (see Annex IV.A4). The substantial productivity gap between registered and
unregistered firms may be explained by the profiles of formal and informal entrepreneurs
(De Mel et al., 2009b). Interview evidence from Africa shows that women who enter and
develop formal-sector companies are educated and have previous formal-sector work
experience (Spring, 2009). These formal entrepreneurs target different clients and use
different business networks from their informal counterparts. They perceive themselves as
fundamentally different from the “survival entrepreneurs” in the informal economy and so
harbour different expectations from public policies.

Perceived registration issues are a deterrent to the formalisation of small enterprises in
many countries. Analysis of informal enterprises in Sub-Saharan Africa shows that, for
around a quarter of female and male informal entrepreneurs, the most significant barrier to
registration is the lack of information about procedures and requirements (see Annex IV.A4).
Gender differences exist in the benefits expected from registration in Sub-Saharan countries.
While 60% of informal women entrepreneurs expect their access to finance to improve on
registration, only 53% of men do. McKenzie et al. (2012) also show that owners of unregistered
firms in Sri Lanka are either ignorant about registration, or vastly overestimate its costs.
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Box 29.1. Policy lessons: Promoting women entrepreneurship
in China, India, and Indonesia

A workshop jointly organised by the Asian Development Bank (ADB) and the OECD brought
together academic and policy makers from China, India, and Indonesia to discuss causes of
and solutions to gender differences in education, employment and entrepreneurship (Manila,
28-29 February 2012, http://beta.adb.org/news/events/adb-oecd-joint-workshop-gender-and-3es).

The proceedings highlighted the differences in entrepreneurial participation and the
policy landscape for women entrepreneurs in the three countries. In India, the number of
micro, small and medium enterprises (MSMEs) has been continuously rising — up to almost
30 million in 2010. The percentage of women-owned MSMEs is around 13%. Women in India
have, over time, secured greater recognition of their capacities as entrepreneurs, but social
conditioning still weighs heavily on their initiative and self-confidence. Lack of time and
capital limit their potential for starting risky ventures. In Indonesia, labour force surveys
show that the share of women whose status in employment is “business owner with paid
workers” (employer) increased substantially between 1990 and 2011 (moving up to 1.7%).
In 2006, women accounted for 29% of MSME owners in manufacturing. As in India, traditions
and customs weigh on Indonesian female entrepreneurs, particularly in rural areas and
among some ethnic groups. The situation of women entrepreneurs seem to have progressed
at a faster pace in China, where female entrepreneurship boomed after the establishment of
the new economic model in 1995. Data from the China Association of Women Entrepreneurs
show that women entrepreneurs account for around 25% of all entrepreneurs, are more
educated than men, optimistic about their future, and increasingly likely to seek business
information from the internet and reach international markets.

India is the country with the largest number of policy initiatives specifically targeting
women entrepreneurs. A particular focus has been put on programmes to improve the
financial inclusion of women entrepreneurs. They include preferential interest rates and
credit guarantee schemes.

Policies to formalise female-owned small and micro enterprises

The design of effective policies to support female entrepreneurship in developing
countries requires a deeper understanding of the heterogeneous landscapes where women
operate as entrepreneurs. The distinction between formal and informal enterprises is
meaningful for policy design because the profiles, needs and growth potentials are
different. Female owners in the informal sector of developing countries have much less
education, start out of necessity, and often earn very little from their business.

Several countries have tried to entice firms into the formal sector, primarily by reducing
registration costs. Programmes to ease registration can impact extensively on women, given
that the burden of complying with government regulations weighs more heavily on the low-
scale businesses where female owners are prevalent (Ellis et al., 2007). The SIMPLES
programme in Brazil introduced simplified regulations for micro and small firms with the
objective of boosting registration rates. It led to a significant increase in registration, which
has in turn generated much higher revenues, employment and profits for newly registered
firms (Maloney et al., 2011). Brazil recently introduced a scheme, the Individual
Microentrepreneur Programme (MEI), to further facilitate business registrations (Box 29.2).
Mexico, too, has introduced a programme called “Sistema de Apertura Rapida de Empresas”
(Quick Start System for Enterprises, SARE). It introduced a single-window point of access for
services to reduce the number of procedures needed to register a business (OECD, 2009b).
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Box 29.2. Encouraging micro-entrepreneurs to exit informality:
The MEI programme in Brazil

The programme “Microempreendedor Individual”, or Individual Microentrepreneur
Programme (MEI), is a registration initiative designed to reduce informality among low-
income entrepreneurs that was introduced in July 2009. Registration is free and can be
done through an online portal (www.portaldoempreendedor.gov.br). Micro-entrepreneurs who
register in the National Register of Legal Entities are entitled to a number of benefits:

e They become eligible for social security (disability benefits, maternity pay and public
pensions, subject to the payment of contributions).

e They can invoice as a company.

® They are granted access to low-interest credit lines in public banks such as Banco do
Brasil, Caixa Econdmica Federal e Banco do Nordeste.

@ They gain access to public procurement and business support services.

In 2012, the cost of registration is the monthly state and social tax payment of BRL 6 plus
BRL 31 in social contributions (in all, around USD 20). Eligibility to register is conditional on
annual income from the business being less than BRL 60 000 (around USD 33 000), but
above a monthly minimum wage of BRL 622 (USD 340).

MEI has attracted large numbers of micro-entrepreneurs. In 2011, one full year after it was
introduced, a total of 1.9 million micro-entrepreneurs formalised via MEI’s online portal.
Around 46% of newly formalised entrepreneurs are women. To encourage people to register,
SEBRAE (the Brazilian support service for micro and small enterprises) campaigns and
delivers capacity-building programmes, often targeting women. Women entrepreneurs who
registered through the programme report improvements in their business operations, costs
of credit, and work security. One risk of the programme is that it might create incentives to
under-report real revenues (in order to benefit from the special MEI status) and reduce the
attractiveness of other legal forms of business (limited-liability companies and corporations)
that are generally more conducive to enterprise growth.

However, reducing the costs of registration without significantly improving the
business environment is unlikely to turn millions of informal micro-businesses into
competitive small and medium enterprises in the formal sector. Complementary measures
are needed to enable higher growth in female-owned enterprises. Higher revenue growth
would, in turn, drive faster formalisation. There is also a need to make the competitive
advantages of registration more visible, particularly by improving the capacity of the
private financial sector and of public business support schemes to reach very small
businesses, where informality is higher.

While increasing incentives for registration, policy makers should also support
women who do not consider exiting informality because they do not want to change the
way they operate their business. These women can benefit from coming together in
member-based associations and from being represented in economic and political
organisations (Chapter 20). International research-policy networks, such as Women in
Informal Employment: Globalizing and Organizing (WIEGO), can drive policy changes by
documenting the role of informal women entrepreneurs as agents of poverty reduction.

In order to unlock the potential of female entrepreneurship, comprehensive policy
packages need to address simultaneously the human capital deficits that most micro-
business owners must contend with (education, management skills, and formal-sector
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business experience), together with the external constraints (high cost of capital, volatility
of input prices, lack of business networks) that limit investment and diversification out of
traditional small-scale, low-profit activities. Improving the skills and financial inclusion of
informal, female micro-entrepreneurs is likely to have a considerable impact on poverty.
However, the highest growth potential lies in those women who become entrepreneurs not
to survive, but to pursue their aspirations. Support to organisations and institutions
established by and for women entrepreneurs, such as the South African Women
Entrepreneurs Network (SAWEN), can enable women to broaden their business and find
the advice they need to compete outside their local area and in male-dominated industries.

Key policy messages

e Diversified programmes need to be put in place to meet the needs of different types of
women entrepreneurs, e.g. informal micro-entrepreneurs and formal-sector small
industries.

® Reduce the administrative burdens of registration, which tend to weigh particularly
heavily on women entrepreneurs who must contend with time and resource
constraints. Make the benefits from registration more visible and substantial.
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ANNEX IV.A1

Methodological issues and additional findings
to Chapters 22 and 24

Data and comparability issues
Self-employment data (Figure 22.1)

Figure 22.1 is based on data on self-employment by gender extracted from labour force
and household surveys of OECD and non-OECD countries. Original data extractions were
needed since the available datasets (e.g. labour force statistics published by OECD and ILO) do
not provide distinct information on the self-employed with and without employees. This
disaggregation is highly relevant because gender differences are generally more marked for the
class of business owners with paid employees (self-employed with employees or “employers”).
Both unincorporated and incorporated female and male employers are included in Figure 22.1
when the information is available. The main comparability issue relates to the classification of
the “incorporated self-employed”. While in the official statistics of most OECD countries the
self-employed who incorporate their businesses are counted as self-employed, some countries
consider them employees. To improve international comparability the number of incorporated
employers and own-account workers in the United States was estimated. The estimation used
information on the percentage of incorporated self-employed men and women with
employees that was available for 1995, 1997, 1999, 2001 and 2005 from the Contingent and
Alternative Work Arrangements Surveys. For the missing years between 1996 and 2004, the
percentage was derived through linear interpolation. For the years 2006 to 2011, the percentage
for 2005 was used.

EIP data on sole-proprietor enterprises by gender (Figures 22.2, 22.3, 22.4, 24.1
and 24.2)

Figures 22.2, 22.3, 22.4, 24.1 and 24.2 are based on a new data collection managed by the
OECD Eurostat Entrepreneurship Indicators Programme (EIP). The statistics have been
developed by national statistical offices on the basis of EIP definitions, primarily by linking
business registers to population registers or other administrative data. For Mexico, the data
in Figure 22.2 were derived from the Economic Census 2009. For Japan, the figure refers to the
number of men and women sole-proprietors with and without employees, and not to
women and men-owned sole-proprietor enterprises. Japanese data are thus not fully
comparable with other countries, given that a single sole proprietor can own more than one
enterprise and that there might be gender differences in the propensity to own more than
one enterprise. With the exception of Japan in Figure 22.2, and of Poland and France in
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Figures 22.4, 24.1 and 24.2, the data refer to “employer enterprises”, defined as enterprises
with at least one paid employee. Data from France, Poland and Switzerland are obtained
from representative surveys of new enterprises. They are tabulated by gender of the
enterprise’s (sole) founder rather than by the gender of the sole proprietor.

ORBIS data on companies owned by women, men and gender mixes
(Figure 24.3)

Figure 24.3 is based on the OECD ORBIS dataset, which includes structural and
financial information on millions of companies worldwide. The dataset is produced by the
OECD on the basis of data provided by Bureau Van Dijk Publishing. For the countries
included in the table, the ORBIS dataset provides information on the names of individuals
or societies owning company shares. For analytical reasons, the sample is restricted to
those companies where individuals own at least 50% of a company’s shares. Enterprises
are defined as women (men)-owned if one or more women (men) own more than 50% of
the shares. They are classified as mixed-owned if the shares of women and men are the
same (e.g. companies owned by couples), and if neither men nor women alone account for
more than 50% of the shares (e.g. a company 30% owned by women, 40% by men, and 30%
by a non-physical person). In order to assign a gender to the different owners, an algorithm
was developed to identify male and female owners on the basis of their first name. The
algorithm matches the first names of the owners in the ORBIS Database with a database of
173 000 unique male and female first names by country compiled by the OECD and which
expands the one used in Frietsch et al. (2009). In each country, at least 96% of the owners’
names are identified as masculine or feminine. The main comparability issue is
represented by the fact that ORBIS’s coverage of firms is still uneven across countries. Large
companies are generally over-represented.

Additional findings

Gender differences in the share of employed women who are own-account workers
or employers (self-employment data)

As discussed in Chapter 22, self-employed women are less likely than self-employed
men to hire employees. Figure IV.A1.1 (Panels A and B) illustrates the importance of looking
at the type of self-employment in which women and men are engaged. It shows that
gender differences are much more marked when focusing on the self-employed with
employees (“employers”). In Chile, Mexico and South Africa, the percentage of employed
who are account workers is greater among women than among men. However, women are
significantly less likely to work as employers in those three countries.

Gender differences in the propensity to consider self-employment (self-employment data)

Chapter 22 argues that, compared with men, unemployed women are less likely to
consider self-employment. Figure IV.A1.2 shows that this is true of all European countries,
except Luxembourg.

Characteristics of female and male-owned individual enterprises (EIP data)
Sole-proprietor enterprises owned by women are significantly smaller than those
owned by men. Figure IV.A1.3 shows the proportion of female- and male-owned enterprises
in three size classes of the number of persons employed (1-4, 5-9, 10 or more). In most
countries, women-owned enterprises are over-represented in the smallest size class.
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Figure IV.A1.1. Gender differences in self-employment
are much more pronounced among the self-employed with employees
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Note: In Panel A, countries are arranged from left to right in ascending order of the share of women employers; in

Panel B, countries are arranged from left to right in ascending order of the share of women own-account workers.

* Information on data for Israel: http://dx.doi.org/10.1787/888932315602.

a) Footnote by Turkey: The information in this document with reference to “Cyprus” relates to the southern part of the
Island. There is no single authority representing both Turkish and Greek Cypriot people on the Island. Turkey
recognises the Turkish Republic of Northern Cyprus (TRNC). Until a lasting and equitable solution is found within
the context of United Nations, Turkey shall preserve its position concerning the “Cyprus issue”.

b) Footnote by all the European Union Member States of the OECD and the European Commission: The Republic of Cyprus is
recognised by all members of the United Nations with the exception of Turkey. The information in this document
relates to the area under the effective control of the Government of the Republic of Cyprus.

Source:

OECD Secretariat estimates based on household and Labour Force Survey data.
StatLink &i=m http://dx.doi.org/10.1787/888932677210

Women tend to start their enterprises in different sectors from men. The proportion of
female-owned enterprises is relatively higher in the wholesale and retail trade, transportation
and accommodation, while it is relatively lower in manufacturing (Figure IV.A1.4).
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Figure IV.A1.2. Unemployed women are much less likely than men
to consider self-employment
Percentage of unemployed women and men who are actively searching a self-employment occupation, 2010%
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Note: Countries are arranged from left to right in ascending order of the percentage of unemployed men searching
for a self-employment occupation.
a) Unemployed women and men actively searching for a job are asked if they are searching for a job as wage-employed
or as self-employed.
Source: OECD Secretariat estimates based on Eurostat European Labour Force Survey data.
StatLink Sa=m http://dx.doi.org/10.1787/888932677229

Figure IV.A1.3. Enterprises run by women are significantly smaller
than those run by men
Size distribution of women and men sole-proprietor enterprises, 2009
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Source: OECD Secretariat estimates based on statistics produced by National Statistical Institutes. Employer
enterprises only.
StatLink %i=r http://dx.doi.org/10.1787/888932677248
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Figure IV.A1.4. Women are much less likely than men to run enterprises in manufacturing
Distribution of women and men sole-proprietor enterprises by class of industry, 2009
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Source: OECD Secretariat estimates based on statistics produced by National Statistical Institutes. Employer enterprises only with the
exception of Japan.
StatLink Si=m http://dx.doi.org/10.1787/888932677267

Differences in the performances of female and male-owned enterprises (ORBIS data)

Female-owned businesses in the ORBIS dataset perform less well than male-owned
ones, according to several measures of business performance. Table IV.A1.1 provides
evidence on the magnitude of the performance gaps across the 21 OECD economies with
available data. Column 1 presents results from a linear regression of the natural logarithm
of value added per employee (a commonly used proxy measure for productivity) on a
binary variable indicating female-ownership and country-fixed effects. It shows a
productivity shortfall by women-owned enterprises of around 11%. In order to understand
whether this productivity gap is due to the fact that women select different types of
industries from men, column 2 includes these additional control variables:

e The natural logarithm of fixed asset values per employee, Ln (Capital/Employees), a
measure of the business activity’s capital intensity.

e The natural logarithm of the number of employees, Ln (Employees), a measure of a firm’s size.

e A binary variable indicating whether an enterprise was created less than five years ago
(“Recent”).

e Industry-fixed effects, at 1 digit level (NACE Rev. 2 letters).

The productivity gap decreases significantly — to 4.8% — when accounting for these
characteristics of a firm. The result shows that the lower productivity of female-owned
enterprises is due, in large part, to the fact that they are smaller, less capital intensive, and
in sectors characterised by lower average productivity. Enterprises owned by women tend
to make lower profits (around 4% less), even controlling for their size, capital intensity, age,
and sector of activity (column 3). The women-owned companies included in ORBIS were
slightly less likely (1.2% less) to experience an increase in the number of their employees
between 2005 and 2009 (column 4).
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Table IV.A1.1. Women owned-enterprises lag behind in average productivity,
profits and generation of new jobs
Estimated labour productivity (2009), profits (2009) and change in number of employees (2005-09) by gender

Variables Ln (Value added Ln (Value added Ln (Profits) Ln (Employment growth)
per employee) per employee)

OLS OLS OLS oLS
M @) ®3) (4)

Female ownership -0.114*** -0.048*** -0.039*** -0.012***
(0.005) (0.004) (0.008) (0.003)

Ln (Capital/Employees) 0.434*** 0.699*** -0.013***
(0.002) (0.003) (0.001)

Ln (Employees) 0.050*** 0.764*** 0.127***
(0.001) (0.003) (0.001)

Recent 0.042*** 0.106*** 0.217***
(0.006) (0.012) (0.007)
Industry fixed effects No Yes Yes Yes
Country fixed effects Yes Yes Yes Yes

Constant 4.114** 1.957*** -0.283 0.333***
(0.036) (0.167) (0.418) (0.109)
Observations 231820 247 350 224 930 152 985
R? 0.300 0.570 0.521 0.162

Note: Robust standard errors in parentheses. ***: p < 0.01; **: p < 0.05; *: p < 0.1.
Source: OECD Secretariat estimates based on OECD-ORBIS Data for 21 countries. Enterprises are defined as women
(men)-owned if one or more women (men) own more than 50% of the shares.

StatLink sw=m http://dx.doi.org/10.1787/888932677723

Table IV.A1.2 explores which firm-level characteristics matter more in explaining the
mean differences in performance measures between female and male-owned enterprises.
It does so through a Blinder-Oaxaca decomposition based on the regression models in
columns 2 to 4 of Table IV.A1.1. The decomposition divides the performance differential
between the two groups of female and male-owned enterprises into two parts: a part that
group differences in firm characteristics can account for, and a residual part for which they
cannot account. This “unexplained” part subsumes the effects of group differences in
unobserved predictors, such as the ability or other personal characteristics of female and
male business owners.

Table IV.A1.2. Blinder-Oaxaca decompositions of the gender performance gap
Percentages

Ln (Value added

per employee) Ln (Profits) Ln (Employment growth)

Contributions to the performance gap from gender differences in:

Firm size [Ln (employees)] 9.8 52.3 87.0
Capital [Ln (Capital/Employees)] 38.3 28.1 -8.0
Sector of activity (NACE 1 digit industry fixed effects) 22.8 2.6 -32.0
Percentage of performance gap explained by firm characteristics 51.2 92.0 78.0

Source: OECD Secretariat estimates based on OECD-ORBIS Data for 21 countries. Enterprises are defined as women
(men)-owned if one or more women (men) own more than 50% of the shares.

StatLink &i=r http://dx.doi.org/10.1787/888932677742
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The values in the table show the relative contribution of firm size, capital intensity
and sector of activity in explaining the gaps in productivity, profit and employment growth.
As discussed in Chapter 24, the single most decisive factor in the gender productivity gap
is the lower capital intensity of women-owned enterprises - it accounts for 38% of the gap.
The lower average size of women-owned enterprises explains a large part of the gender
differential in profits and in employment growth. If female-owned enterprises had, on
average, the same characteristics (size, capital intensity, distribution by industry, age) as
enterprises owned by men, then their productivity gap would be reduced by 51%, their
profit gap by 92%, and their employment growth gap by 78%.
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ANNEX IV.A2

Methodological issues and additional findings
to Chapters 23 and 25

Data and comparability issues
Eurostat Factors of Business Success Survey data (Figure 23.1)

The Factor of Business Success Survey (FOBS) was co-ordinated by Eurostat and
implemented by 15 European countries in 2005-06. FOBS collected information for the
year 2005 on the enterprises that came into being in 2002 and on the characteristics of their
founders. The purpose of the survey was to shed light on factors that help or hinder the
success of newly created enterprises. It was conducted as a one-off survey, within the
framework of data collection on business demography, using samples of enterprises in the
business registers stratified by activity and employee size. The FOBS data are also used in
Chapters 26 and 28.

Data on earnings of self-employed women and men (Figures 25.1, 25.2, 25.3
and 25.4)

The estimates of the earning gaps of women in self-employment are based on three
different datasets:

e European Union Statistics on Income and Living Conditions (EU-SILC), 2008 wave.
e Survey of Income and Program Participation 2008 for the United States.
e Household, Income and Labour Dynamics in Australia (HILDA), 2008 wave.

The estimates are based on gross (pre-tax) cash benefits or losses from self-employment
and restricted to individuals whose primary activity is self-employment. Self-employment
income is one of the most problematic elements of household income to define and measure
accurately. The EU-SILC programme provided detailed guidelines to statistical institutes on
the criteria that should be followed for the calculation of self-employment income. However,
there are still methodological hurdles that hamper the comparability of statistics across
countries and periods. In fact, the self-employed often have accounting practices which
make it difficult for them to provide accurate responses to survey questions. Moreover, their
financial and accounting framework does not relate well to the one statisticians use in
constructing national accounts or household income analysis (Eurostat, 2011).

It should be noted that comparison between self-employment and wage employment
earnings (Figure 25.4) is likely to be affected by the way self-employment earnings are
measured. Gaps between self-employment and wage employment earnings would be in
fact lower if the measure of self-employment earnings included equity invested in the firm.

328 CLOSING THE GENDER GAP: ACT NOW © OECD 2012



ANNEX IV.A2

Additional findings

Table IV.A2.1 presents the results from the analysis of determinants of female and male
business owners’ earnings described in Chapter 25. The analysis is based on Mincer-type
regressions on two separate samples of female and male self-employed.

The first column shows the results for pooled data from 24 European countries. It shows
that the number of hours spent working in the business is a highly significant predictor of
earnings, for both female and male business owners. Returns from potential experience,
measured as Age — Years of completed education — 5 are significant and non-linear: earnings
increase with experience but at a decreasing rate, both for men and for women. The presence
of children aged less than 18 in the household and home ownership are not significantly
related to the earnings of self-employed women. Interestingly, tertiary-educated women in
self-employment tend to earn relatively less than less well educated women in Europe.
Work-limiting health conditions are significantly associated with lower earnings, both for
men and for women. The most relevant difference between the results for the United States
and those for Europe relate to returns from education. In the United States, better educated
business owners tend to earn relatively more, an effect that is even more pronounced among
women. Moreover, hours worked on the business yield relatively higher returns for women
than for men in the United States (difference significant at the 10% level).

Table IV.A2.1. Determinants of the earnings of male and female business owners

Ln (Earnings) in Europe Ln (Earnings) in United States
(1) @)
Men Women Men Women
Hours worked per month 0.006*** 0.006*** 0.003*** 0.004***
(0.000) (0.000) (0.000) (0.000)
Experience 0.066*** 0.051*** 0.015** 0.066***
(0.004) (0.005) (0.007) (0.014)
Experience squared -0.001*** —-0.001*** -0.0001** -0.001***
(0.000) (0.000) (0.000) (0.000)
Children less than 18 0.043*** -0.013 0.308** 0.188**
(0.011) (0.018) (0.138) (0.086)
Born in the country -0.106** -0.044 0.246*** -0.074
(0.046) (0.067) (0.080) (0.072)
Married 0.115*** 0.049 0.077 -0.037
(0.026) (0.037) (0.056) (0.067)
Household owner 0.082*** 0.058 0.112* 0.124
(0.029) (0.042) (0.057) (0.083)
Secondary educated —-0.478*** -0.230 -0.229*** 0.496***
(0.165) (0.183) (0.077) (0.145)
Tertiary educated -0.112 -0.188** 0.311*** 0.990***
(0.083) (0.092) (0.085) (0.151)
Work-limiting health —-0.248*** -0.230***
(0.033) (0.048)
Constant 7.029*** 7.129*** 8.150*** 6.363***
(0.114) (0.157) (0.190) (0.232)
Country fixed effects Yes Yes
Observations 22 807 12113 4060 2164
R2 0.310 0.371 0.076 0.109

Note: Robust standard errors in parentheses **: p < 0.01; **: p < 0.05; *: p < 0.1.
Source: OECD Secretariat estimates based on EU-SILC 2008 for European countries, Survey of Income and Program
Participation 2008 for the United States.

StatLink Si=m http://dx.doi.org/10.1787/888932677761
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ANNEX IV.A3

Methodological issues and additional findings
to Chapter 26

Data and comparability issues
Survey on the access to finance of SMEs (Box 26.1)

Box 26.1 in Chapter 26 is based on data from the “Survey on the Access to Finance of
SMEs”, jointly managed by the European Central Bank and the European Commission. The
objective of the survey is to provide comparable, timely, and frequent data for conditions of
access to credit in the European Union. The survey provides evidence on the financing
conditions faced by SMEs compared with those of large firms. The first wave of the survey
was held in June-July 2009, and subsequent waves took place every six months. For the first
wave (first half of 2009), it is possible to identify female and male-owned enterprises on the
basis of two questions: “Has the enterprises only one owner?” and “Is the only owner male or
female?” For the other waves, the enterprises can be classified as owned by women or men
on the basis of the question “What is the gender of the owner/director/CEO of your firm?”.

Additional findings

Table IV.A3.1 presents statistics based on the first wave of the “Survey on the Access to
Finance of SMEs”, discussed in Chapter 26. Enterprises owned by women are significantly
less likely to ask for loans from financial institutions. In the first half of 2009, differences in
means between male and female-owned enterprises were not statistically significant at
the 10% confidence level for three other measures of access to credit (“Finance is the most
pressing problem”; “Rejection of credit application”; and “Did not apply for fear of
rejection”). Enterprises owned by one woman, however, were significantly smaller than
those owned by one man in the survey. The relatively small size of women-owned
enterprises may explain some of the differences in loan applications.
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Table IV.A3.1. Differences in credit use and access for enterprises owned
by women and men, 2009 (16 European countries)

Male proprietor Female proprietor Difference of means

No loans in last two years 0.20 0.27 -0.06*
(0.40) (0.44)

Finance is the most pressing problem 0.06 0.08 -0.01
(0.25) (0.27)

Rejection of credit application 0.04 0.07 -0.03
(0.20) (0.25)

Did not apply for fear of rejection 0.09 0.10 -0.02
(0.28) (0.30)

Less than 10 employees 0.55 0.74 -0.19**
(0.50) (0.44)

Note: Standard deviations in parentheses. **: Significant at the 5% level; *: Significant at the 1% level.
Source: OECD Secretariat estimates based on data from ECB-EU Survey on the Access to Finance of SMEs, first wave.
StatLink %i=m http://dx.doi.org/10.1787/888932677780
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ANNEX IV.A4

Methodological issues and additional findings
to Chapters 27 and 29

Data and comparability issues
Global Financial Inclusion Database (Figure 27.1)

Data on the percentage of women and men with an account in a formal financial
institution (Figure 27.1) are obtained from the Global Financial Inclusion (Global Findex) Database.
The Global Findex Database is a project managed by the World Bank and funded by the Bill and
Melinda Gates Foundation to measure how people in 148 countries - including both
high-income economies and developing economies - save, borrow, make payments, and
manage risk. The survey was carried out in 2011 by Gallup Inc. as part of its Gallup World Poll,
and covered over 150 000 people. The target population was the entire civilian population
aged 15 and older. Interviews were conducted face-to-face in economies where telephone
coverage represented less than 80% of the population and by telephone in countries
with higher coverage. For detailed information on the database, see Demirguc-Kunt and
Klapper (2012).

World Bank Enterprise Surveys (Figure 27.2 and Chapter 29)

The selected indicators on access and use of credit indicators (Figure 27.2) are
computed using recent surveys on registered enterprises in Sub-Saharan countries,
collected for the World Bank’s Enterprise Surveys project (www.enterprisesurveys.org). The
selection of countries is restricted to those 18 sub-Saharan countries whose surveys
include detailed information on business ownership by gender. Enterprises are defined as
women (men)-owned if the majority of the owners are female (male). This classification by
gender is not possible for other, non-African, countries covered by the Enterprise Surveys
project, since the only information available is whether any of the owners is a woman
(majority women-owned enterprises and enterprises owned by a couple cannot thus be
distinguished). The countries included in Figure 27.2 are: Angola (2010), Benin (2009),
Botswana (2010), Burkina Faso (2009), Cameroon (2009), the Central African Republic (2011),
Chad (2009), the Democratic Republic of Congo (2010), Gabon (2009), Lesotho (2009), Liberia
(2009), Madagascar (2009), Malawi (2009), Mali (2010), Mauritius (2009), Niger (2009),
Sierra Leone (2009) and Togo (2009).

Chapter 29 presents data on barriers to and perceived benefits from registration of
informal enterprises in 10 sub-Saharan countries. The data come from a subset of the
World Bank’s Enterprise Surveys that focus on informal enterprises in urban areas of
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developing countries. Again, the selection of countries was driven by availability of data
allowing a clear distinction between women and men-owned enterprises. For informal
surveys, women (men)-owned enterprises are defined as those enterprises whose “main
owner” is a woman (man). The estimates are obtained by pooling survey data from the
following ten countries: Angola (2010), Botswana (2010), Burkina Faso (2009), Cameroon
(2009), Cape Verde (2009), Cote d'Ivoire (2009), Democratic Republic of Congo (2010),
Madagascar (2009), Mali (2010) and Mauritius (2009).

Small and micro-enterprise surveys (Figures 23.2, 27.3, 29.1 and 29.2)

Figures 23.2, 27.3, 29.1 and 29.2 are based on the micro and small enterprise surveys
described in Table IV.A4.1. For all the estimates in the chapters, the samples were restricted
to enterprises with up to 15 employees. Enterprises are defined as male or female-owned
on the basis of the gender of the individual responding to the survey, who is the main
owner, and/or the person with the most senior responsibilities in the management of the
enterprise.

Table IV.A4.1. Description of the dataset used in Chapters 27 and 29

Dataset

Brazil The Economia Informal Urbana (Informal Urban Economy) micro-survey was conducted in 2003 by the Instituto Brasileiro
de Geografia e Estatistica (Brazilian Institute of Geography and Statistics [IBGE]). The survey was representative
of Brazilian urban areas and included non-agricultural small businesses with up to five employees.

Egypt The 2003 Micro and Small Enterprises Dataset for MENA Countries from the Economic Research Forum (ERF). The data
was collected by a country team supervised by Dr. Alia El Mahdi (principal investigator), as part of ERF’s project
on “Promoting Competitiveness in Micro and Small Enterprises in the MENA region”. The survey provides estimates
for micro and small Enterprises with less than 50 employees on the national level and for 8 governorates in the three major
administrative regions (Metropolitan area, Lower Egypt and Upper Egypt).

Lebanon The 2003 Micro and Small Enterprises Dataset for MENA Countries from the Economic Research Forum (ERF). The data
was collected as part of ERF’s project on “Promoting Competitiveness in Micro and Small Enterprises in the MENA region”.
The survey was nationally representative and covered non-agricultural micro and small Enterprises with less than
50 employees.

Mexico The Encuesta Nacional de Micronegocios [National Microbusiness Survey (ENAMIN)] conducted in 2008 by the Instituto
Nacional de Estadistica y Geografia [Institute of Geography and Statistics (INEGI)]. The survey was nationally representative
and covered small businesses in urban and rural areas with up to 6 employees (including the owner) in the sectors
of the extractive industry, construction, services and transport, and up to 16 employees for manufacturing.

Morocco The 2003 Micro and Small Enterprises Dataset for MENA Countries from the Economic Research Forum (ERF). The data
was collected by a country team supervised by Dr. Bachir Hamdouch (principal investigator), as part of ERF’s project
on “Promoting Competitiveness in Micro and Small Enterprises in the MENA region”. The survey has a nationally
representative sample and comprises urban and rural businesses with up to 50 employees.

South Africa The FinScope SME South Africa Survey 2010 co-ordinated by FinMark Trust and conducted by TNS Research surveys.
The survey targeted a nationally representative sample and covered urban and rural businesses with up to 200 employees.

StatLink == http://dx.doi.org/10.1787/888932677799

Additional findings

In the calculation of the number of employees for Figure 29.1 of Chapter 29, only paid
workers are counted as employees. For Figure 23.2, the different phrasing of the question
on the prime motivation for starting a business across surveys partially limits cross-
country comparability. “Necessity entrepreneurs” are, however, relatively easy to identify
across the different datasets, as those who answered that they started their business
because they had no other option for earning an income.

Figure IV.A4.1 shows that sales and input prices are considered by both men and
women as the most important business constraint.
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Figure IV.A4.1. Business owners in Brazil and Mexico consider level of prices
and sales the most important business constraint
Percentage distribution of micro-enterprise owners according to main constraint to develop their business
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informal formal informal formal informal formal informal formal

Brazil Mexico

Source: OECD Secretariat estimates based on data described in Table IV.A4.1.
StatLink Sa=P http://dx.doi.org/10.1787/888932677286

Table IV.A4.2 provides descriptive statistics on the characteristics of small
entrepreneurs and their businesses. As can be seen from the table, there are no wide
differences in the ages of male and female owners of small enterprises. The exceptions are
Lebanon and Morocco where men are older. There is no clear pattern in educational
attainment, with women being on average better educated in some countries (Brazil,
Lebanon, Morocco) and less educated in others (Mexico, Egypt). With the exception of
Egypt, female owners spend less time running their business than men. They more often
have also been running their business for a shorter length of time and they tend to employ
other women.

Women have a significantly lower level of sales and sales per employee, notably in the
informal sector (Table IV.A4.3). For example, female-owned enterprises in Mexico sell
63% less than male-owned ones in the informal sector, and almost 45% less in the formal
sector. Evidence on the percentage differences between informal and formal sectors shows
that both women and men have lower sales and productivity in the informal sector. In
Brazil, Mexico, South Africa and Morocco, women tend to sell between 65% and 77% less in
the informal sector than in the formal sector. Data for Lebanon are not included in the table
due to sample size issues.
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Table IV.A4.2. Statistics on small and micro-enterprises and their owners from surveys used in Chapter 27

Brazil Egypt Lebanon Mexico Morocco South Africa
Women Men Women Men Women Men Women Men Women Men Women Men
Entrepreneur characteristics
Age 40.59 41.13 40.40 40.35 37.66 41.88 44.48 45.02 34.60 38.61 42.39 40.93
(12.32) (12.60) (15.31) (13.18) (12.42) (13.03) (13.10) (12.73) (9.82) (11.81) (13.55) (13.55)
Number of children 0.01 0.01 1.58 2.01 1.53 2.02 1.48 1.93
(0.15) (0.16) (1.56) (1.56) (1.40) (1.56) - - (1.16) (1.44) - -
Share of married owners 0.44 0.75 0.54 0.75 0.45 0.64 0.54 0.63
- - (0.50) (0.43) (0.50) (0.43) - - (0.50) (0.48) (0.50) (0.48)
Years in education 7.63 6.35 6.35 8.75 11.14 9.99 8.42 9.41 8.53 6.38 9.25 9.90
(4.90) (4.78) (6.01) (5.57) (3.72) (3.95) (3.87) (3.69) (5.13) (4.73) (3.64) (3.37)
Work hours per week 37.16 48.00 60.79 60.85 66.20 70.67 36.40 45.67 60.65 68.84 59.46 63.75
(54.11) (48.13) (19.39) (20.68) (18.88) (22.51) (24.43) (24.82) (22.67) (19.83) (28.98) (35.81)
Years of tenure in business 7.65 9.76 6.93 9.68 7.82 11.67 8.72 12.76 6.82 9.69 6.09 5.93
(8.93) (9.28) (8.22) (9.87) (7.94) (10.75) (10.17) (11.38) (26.32) (10.36) (7.31) (7.14)
Entreprise characteristics
Number of employees 0.07 0.1 0.88 1.13 1.25 1.30 0.25 0.84 1.37 1.85 0.61 1.26
(0.40) (0.50) (1.29) (1.41) (2.06) (1.93) (0.81) (1.65) (1.73) (2.23) (1.60) (2.35)
Share of female employees 0.61 0.33 0.71 0.24 0.68 0.27
(0.44) (0.42) - - . . (0.40) (0.36) - - (0.40) (0.37)
Share of informal enterprises 0.94 0.90 0.32 0.22 0.44 0.51 0.71 0.62 0.52 0.43 0.84 0.74
(0.24) (0.30) (0.47) (0.42) (0.50) (0.50) (0.45) (0.49) (0.50) (0.50) (0.37) (0.44)
Sales per employee (USD 2000) 288.51 451.44 119.69 158.88 1131.49 1009.10 356.08 661.96 427.71 667.16 559.91 669.82
(380.93) (508.01) (125.56) (184.26) (1458.77) (1326.52) (516.97) (763.67) (496.10) (805.41) (763.67) (991.60)
Assets (USD 2000) 1268.63 2513.73 2 657.51 3393.71 25041.89 22 915.28 1537.24 3961.71 9916.68 12 919.97
(2 817.43) (4 058.89) (4 634.09) (5071.40) | (35113.59)  (33265.34) (3915.37) (6267.17) | (17901.52) (21 026.31) - -

Note: Sample means, standard deviations in parentheses.
Source: OECD Secretariat estimates based on data described in Table IV.A4.1.

StatLink Su=m http://dx.doi.org/10.1787/888932677818
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Table IV.A4.3. Differences in sales and sales per employee across gender and formality status

Percentages
Sales Sales per employees
Difference by gender of the owner Difference by formality status Difference by gender of the owner Difference by formality status
(female relative to male) (informal relative to formal) (female relative to male) (informal relative to formal)
Within Within Among Among Within Within Among Among
the informal sector the formal sector | female owners male owners  the informal sector the formal sector | female owners male owners

Brazil -36.3 =111 -77.0 —-67.8 -35.6 -17.0 -69.6 -60.8
Egypt -40.2 -23.7 -46.9 -324 -24.5 -22.6 —23.1 -21.1
Morocco -52.0 -29.4 -74.1 -61.8 —-44.9 52515 =5l —42.0
Mexico -63.0 -44.3 -65.0 -47.3 -51.6 -31.3 -52.2 -32.1
South Africa -30.3 -16.2 -67.5 —-60.9 -14.4 -4.4 -33.8 —26.0

Source: OECD Secretariat estimates based on data described in Table IV.A4.1.
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ANNEX IV.A5

Methodological issues and additional findings
to Chapter 28

Data and comparability issues

Data on new firms in the United States and Germany

Chapter 28 provides evidence on gender differences in innovation investment and
outcomes based on analysis of two panel datasets for the United States and Germany: the
Kauffman Firm Survey (KFS) for the United States and the KfW-ZEW Start-up Panel for
Germany.

The KFS is a large longitudinal study of new businesses in the United States. The panel
of businesses was created using a random sample from Dun & Bradstreet’s (D & B) Database
list of new businesses started in 2004. The KFS oversampled “innovative” businesses on the
basis of information on the intensity of research and development employment in the
businesses’ primary industries. The KFS excluded D & B records for businesses that were
wholly owned subsidiaries of existing businesses, businesses inherited from someone else,
and not-for-profit organisations. Data from the first wave (2004) are used to identify the
owners-founders of the enterprises and to construct the variables related to their
characteristics (gender, experience, etc.).

The KfW/ZEW Start-up Panel is drawn from the database of Creditreform, the largest
credit rating agency in Germany. Three stratification criteria are applied in order to
construct the sample of the start-up panel: year when the firm was formed, its sector of
business, and whether or not it has been promoted by KfW Bankengruppe. Each year, a
random sample of the firms created in the three years prior to the year of the survey is
drawn. The estimates in Chapter 28 are based on data from the public use file from the first
year of the survey in 2008. They result from the research project “The innovative behaviour
of women-led young firms”, submitted by Mario Piacentini in August 2011 and approved by
the Centre for European Economic Research (ZEW) in September 2011.

Enterprises founded by men and women are defined in a comparable way across the
two datasets. Women-founded businesses are those which have been founded by one
woman or by an exclusively female founding team. KFS considers a founding team as the
ten main owners of the business in the year it was created. Enterprises founded or owned
by mixed teams are excluded. The variables relating to founder/owner characteristics are
calculated as averages for the individual members of the founding team.
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Additional findings

Chapter 28 discusses the importance of owners’ entrepreneurial experience in
explaining gender differences in innovation investment and outcomes. Table IV.A5.1
provides detailed statistics by gender for the full sample of new enterprises in the surveys
conducted in the United States and Germany (“All”) and for the sample of enterprises
where at least one founder/owner had previous entrepreneurial experience prior to
start-up (“Previously entrepreneur”).

Table IV.A5.1. Enterprises founded by women with previous entrepreneurial
experience are more likely to innovate and invest in R&D

Percentages
United States Germany
All Previously entrepreneur All Previously entrepreneur

Women Men Women Men Women Men Women Men
Product innovation 20 22 24 25 32 40 38 46

(0.40)* (0.42)* (0.43) (0.44) (0.47)** (0.49)** (0.49)** (0.50)**
Process innovation 15 18 17 21 21 28 28 36

(0.36)* (0.39)* (0.38) (0.41) (0.41)** (0.45)** (0.45)** (0.48)**
R&D 11 18 13 20 11 20 18 3il

(0.31)** (0.38)** (0.33)* (0.40)* (0.32)** (0.40)** (0.38)** (0.46)**

Note: Sample means for binary (0/1) variables, standard deviation in parentheses. **: Difference in means for
male-founded and female-founded statistically significant at 5%; *: Difference in means statistically significant at
10% level.
Source: OECD Secretariat estimates based on Kauffman Firm Survey and KfW-ZEW Start-up Panel.

StatLink Sazm http://dx.doi.org/10.1787/888932677856

Table IV.A5.2 tests whether gender differences in product and process innovation and
in the likelihood of expenditure on Research and Development (R&D) are statistically
significant when other characteristics of both the founding team and the firms are
controlled for. Additional variables are:

e Whether at least one founder/owner had previous experience as the owner of a business
prior to start-up (“Previously entrepreneur”).

The founding members’ average number of years of experience in the sector in which
the firm operates in the year of start-up (“Experience in industry”).

e The share of founders who have completed tertiary education (“Tertiary educated”).
e Whether all the founders were born in the country (“Native born”).

e The number of employees at the time of start-up (“Employees at start”).

e Whether the enterprise operates in a high-technology industry (“High technology”).

When these additional variables are controlled for, new firms in the United States no
longer show significant gender differences in innovation outcomes. However, there are still
gender-related differences when it comes to the probability of undertaking expenditure in
R&D. Companies started up by women in Germany reveal fewer innovation outcomes and
less expenditure. These gender-related disparities remain significant even when other
differences between men and women-founded enterprises are controlled for.
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ANNEX IV.A5

Table IV.A5.2. The innovation gap by gender in the United States disappears
when controlling for other characteristics of firms and founders
Marginal effects coefficients from probit models

United States Germany
in:rc?\?al:icc: n inirg\fjtsiz n R&D in:rc?\?al:icc: n inirg\f:tsiz n R&D
M @) ®3) 4) (5) (6)
Founded by women 0.002 -0.01 -0.040** -0.053** -0.048** -0.043***
(0.022) (0.02) (0.019) (0.024) (0.022) (0.015)
Previously entrepreneur 0.054*** 0.054*** 0.022 0.075*** 0.092*** 0.120***
(0.017) (0.016) (0.015) (0.019) (0.017) (0.013)
Experience in industry -0.001 0.001 0.001 -0.037* -0.026 -0.016
(0.001) (0.001) (0.001) (0.02) (0.018) (0.013)
Tertiary educated 0.042** -0.005 0.071*** 0.078*** 0.044*** 0.125***
(0.018) (0.017) (0.016) (0.018) (0.016) (0.012)
Native born -0.050* -0.04 -0.052** -0.023 0.005 -0.029
(0.027) (0.025) (0.025) (0.03) (0.027) (0.02)
Employees at start 0.006*** 0.007*** 0.001 0.020*** 0.017*** 0.008***
(0.002) (0.002) (0.002) (0.005) (0.004) (0.003)
High technology 0.119*** 0.068*** 0.182*** 0.079*** 0.085*** 0.123***
(0.027) (0.025) (0.027) (0.018) (0.016) (0.012)
Pseudo R 0.024 0.02 0.0591 0.03 0.02 0.1
Observations 2 381 2376 2 336 3426 3449 4819

Note: Robust standard errors in parentheses. ***: p < 0.01; *: p < 0.05; *: p < 0.01.
Source: OECD Secretariat estimates based on Kauffman Firm Survey data (United States) and KfW Start-up Panel (Germany).
StatLink Sa=m http://dx.doi.org/10.1787/888932677875

Table IV.A5.3 uses data from the Kauffman Firm Survey. It shows that in the United
States (as across European countries) gender differences in innovation outcomes tend to
disappear when less capital- and research-intensive forms of innovation are considered.
The only significant differences between men and women-founded enterprises relate to
expenditure in design, software, and databases.

Table IV.A5.3. Differences in expenditure on different forms of innovation
by new enterprises founded by women and men in the United States

Men founded Women founded
Expenditure in design of new products and services 0.20 017
(0.40)* (0.37)*
Expenditure in software and databases 0.26 0.21
(0.44)* (0.40)*
Expenditure in brand development (advertising and marketing) 0.31 0.29
(0.46) (0.46)
Expenditure on organisational development 0.07 0.06
(0.25) (0.24)
Expenditure on training of employees 0.20 0.20
(0.40) (0.40)

Note: Binary (1/0) variables, equal to 1 if positive expenditure. Sample means for enterprises where all the owners
were men at the start-up date (men founded) and where all the owners were women (women founded). Standard
deviation in parentheses.

Source: OECD Secretariat estimates based on Kauffman Firm Survey 2009 data.
StatLink &i=r http://dx.doi.org/10.1787/888932677894
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General note on figures and tables

OECD country ISO codes

Australia AUS Japan JPN
Austria AUT Korea KOR
Belgium BEL Luxembourg LUX
Canada CAN Mexico MEX
Chile CHL Netherlands NLD
Czech Republic CZE New Zealand NZL
Denmark DNK Norway NOR
Estonia EST Poland POL
Finland FIN Portugal PRT
France FRA Slovak Republic SVK
Germany DEU Slovenia SUN
Greece GRC Spain ESP
Hungary HUN Sweden SWE
Iceland ISL Switzerland CHE
Ireland IRL Turkey TUR
Israel ISR United Kingdom GBR
Italy ITA United States USA

Unless otherwise stated, the OECD figure refers to the unweighted average for OECD
countries for which data are available.

Other major economy country ISO codes

Brazil BRA Indonesia IDN
China CHN Russian Federation RUS
India IND South Africa ZAF

Conventional signs

.. Not available.

Notes
Note on Israel

The statistical data for Israel are supplied by and under the responsibility of the
relevant Israeli authorities. The use of such data by the OECD is without prejudice to the
status of the Golan Heights, East Jerusalem and Israeli settlements in the West Bank under
the terms of international law.
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Note on Cyprus

Footnote by Turkey: The information in this document with reference to “Cyprus” relates
to the southern part of the Island. There is no single authority representing both Turkish
and Greek Cypriot people on the Island. Turkey recognises the Turkish Republic of Northern
Cyprus (TRNC). Until a lasting and equitable solution is found within the context of United
Nations, Turkey shall preserve its position concerning the “Cyprus issue”.

Footnote by all the European Union Member States of the OECD and the European Commission:
The Republic of Cyprus is recognised by all members of the United Nations with the
exception of Turkey. The information in this document relates to the area under the
effective control of the Government of the Republic of Cyprus.
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