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Defining the problem

* Unequal pay as one of the dimensions of gender
discrimination on the labour market:

* There is no one unified definition of gender wage gap

* Related problems:
e occupational segregation,
e economic activity/inactivity, unemployment
e unpaid domestic work (usually female)
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Researching sources and consequences of

gender pay gap
SOURCES CONSEQUENCES
Differences in access to —Smaller female economic
paid employment: autonomy
e Cultural (gender e Limited carrier options,
stereotypes) limited life choices
* Institutional * Disadvantages for social
— weak coordination rights:
mechanisms, — lower replacement rates
— weak welfare policies for social benefits
supporting female — lower pensions
employment




Correction mechanisms

* “Direct” :
— institutional mechanisms with regard to wage regulation: horizontal
anti-discriminatory measures

— correction of disadvantageous effects of lower wages on replacement
rates in social benefits

e “Indirect”:

— public policies supporting the development of “female human capital”
supporting female access to good quality jobs:

» Childcare services, investment in education, quota systems in
politics and business

— awareness and anti-stereotype actions



Gender statistics

* Gender statistics: engaged in defining the scale
and characteristics of gender pay gap

* |International comparisons:
- issues of methodology, comparability,

- regional comparisons (Europe, OECD, Visegrad
countries)

- national accounts of gender pay gap: studying the
characteristics of particular groups and situations

* Researching trends in evolution of gender pay gap



UNECE Gender Statistics Quality Framework

1. Relevance:
The degree to which statistics meet the needs of users.
2. Accuracy:
The closeness of statistical estimates to true values
3. Timeliness:

The length of time between data being made available and the event
or phenomenon they describe.

4. Punctuality:

time lag between the release date of data and the target date when
they should have been released

5. Accessibility:
the physical conditions in which users can obtain data
6. Clarity:

refers to whether data are accompanied by sufficient and appropriate
metadata, appropriate data presentation

7. Comparability:
- Comparability over time
- Comparability through space



Differences in results produced by
international comparisons

* Scope of occupations: Private/public, industrial/rural,
goods/services

* Hourly/monthly/weekly?

* Full time/part-time?

* Mean, median or weighted?
* Gross/net?

» Data quality: sample size, aggregate or individual microdata,
employee-employer matching

—> Possible solutions: data disaggregation, profiling, more single case
studies or regional comparisons, individual level data and more
advanced statistical tools (including multivariate analysis) to single
out the “pure” discrimination effect



EUROSTAT vs. OECD (2)

Gender Pay Gap
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Aey
puejod
Ty
t_. BIUSAO|S
—— N

wnid|ag

eled|ng
danoquwiaxn1

eljuewioy

BIAlE]
AemuiopN
AteSunH

aouel4

]

uleds

puejal|

LT N3
ydewuaq
usapams

ST N3
pUBIIZHMS

puejuiy

eluenyy
wopsuly payun

EREENS)

Auewuan
snudA)
BIIBAO|S
SpuejuayiaN
a11gnday yoaz)

elIsSNy

eluols3

35,0 -

30,0 -

25,0



Measuring gender pay gap: EUROSTAT

 NACE European Classification of Economic Activities

e Data: Structure of Earnings Survey (SES), EU SILC (EU-
Survey on Income and Living Conditions)

* Change in methodology 2009, persisting problems:
— SES does not cover firms with the no of employees <10

— Public sector employees not covered by many Member
States (should be included from 2010)

* BUT many female employees concentrated in smaller
firms AND in public sector



Unadjusted gender wage gap

* Unadjusted (raw):

Focuses on the , difference between average
gross hourly earnings of male paid employees
and of female paid employees as a percentage of
average gross hourly earnings of male paid
employees” (Eurostat)

* Does not take into account different socio-
demographic features, occupational structure etc.
so it is a raw measure of gendered wage
differences in a given economy



Adjusted gender wage gap

Also called unexplained

Controls estimations of the wage gap for
individual socio-economic (age, children,
education etc.) and workplace (job post, tenure,
collective agreements etc.) context.

What remain
cannot be ex

Less often ca

s is the difference in wages that
olained by the above characteristics.

culated than unadjusted, requires

high quality data with many contextual variables



Measuring gender pay gap: EUROSTAT

Does not cover specific categories such as self-
employed, atypical workers (without a direct
employment contract) — women tend to be
overrepresented in the peripheral sector of
the labour market

* Does not cover the informal work — domestic
work: care, running a household. This type of
work has a clear gender bias! (gender
budgeting perspective)




Unadjusted
gap:
Difference
between
earnings of
men and
women

Source: Eurofund

Differences in observed
characteristics

ype of confract and working hours

Personal characteristics

Job history

IJub company and workplace marac:tenshcsl

I_Cnntextual variables, such as reglnn |

Institutional variables

Discriminatory
component

‘Adjusted gap’




% difference between men’s and women's gross earnings per hour
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= Official unadjusted gap, based on SES* (Eurostat, 2007)
* Unadjusted gap from SES data, based on Eurostat methodology (Eurostat, 2009)
» Adjusted gap from SES and ECHP* data (Eurostat, 2009)




Gender Pay Gap: EUROSTAT vs. OECD (1)
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EUROSTAT

Gender pay gap
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EUROSTAT

Gender pay gap
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Dynamics of changes in gender pay gap
in Visegrad countries and in the EU 1995-2006
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Inclustry, incleding energy | Trade, fransport, | Education, health and
and construction COmmurmcation, =zocial wark, olher
» “fj business aclivities |community, social and “;”:;f:ﬂw

Total Construction (F) u'n.'l Tinancial pnrsum! Service

services (G-K) activities (b4-M-0)
EU-27 208 5.9 17 175 177
EA-15 203 6.2 226 1499 173
BE 1.7 18 175 145 95
B 214 =149 50 11.4 124
¥ 245 10.2 274 17.0 234
139 113 183 153 176
OE 254 138 24 2 M5 27
EE 324 24.1 NS5 260 303
IE 219 26.1 266 263 17.2
EL 207 7.3 220 259 207
ES 18.4 59 26 9 191 179
FR 131 55 17.2 19.6 154
I 16.8 53 194 123 4.4
CY 354 16.4 343 8.5 28
LY 18.1 87 232 43 151
LT 297 15.0 138 ay i7A
1.5 -E2 296 136 107
HU 208 79 149 11.2 14.4
T 154 0.0 176 14 52
ML 223 225 2EE 228 236
I 220 a3 27 278 255
PL 234 59 19.4 7.2 75
PT 28.2 1949 222 241 8.4
O 245 =133 -4 B 81 THB
17 4 =308 155 i7s 8.0
= 284 105 251 149 255
Fi 14.4 12.3 228 245 M5
=E 948 449 173 14.0 165
LK 225 139 301 251 243
ke 14 47 2.2 127 16.0

Motes: Data refer to erterprizes with 10 employvees or more and to NACE Rev. 1 1 main oroups of



Gender wage gap
and conditions for female paid work in Poland

Gender pay gap wider than in EUROSTAT (10% as compared
to 7,5%)

* 96% of all small enterprises are microfirms < 10 employees
(Europe’s average 92%)

Characteristics of the labour market: disadvantages for female
workers
— Activity rates lower than the average EU
— Weak welfare policies supporting families with children:
* Childcare services: Lowest enrollment rates for children under 3
* Smallest



GPG: public vs. private sector: 1999-2008 (female

gross salary/male gross salary)
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GPG and occupational segregation, 2008

female average
salary as % of
% of female male average
workers salary

high officials and heads of units 41.10% 70.60%
specialists 66.60% 74.40%
technical personnel 59.80% 80.00%
64.00% 96.40%
agriculture forestry and fishing workers 33.00% 83.60%
manufacture workers 18.80% 60.60%
machinery and equipment operators 18.10% 76.90%

simple jobs 56.90% 77.70%



GPG and education: female average salary as % of

male average salary

lower secondary M
postsecondary _
general upper secondary _
vocational upper secondary _
basic and incomplete basic _
with tertiary education: master's degree, Phd. _
— )

basic vocational

with tertiary education: BA diploma, engeneers




GPG in management in public and
private sectors

| &®BorH PUBLIC _|PRIVATE

female salary as female salary as female salary as
% of male salary % of male salary % of male salary

big and medium enterprises 41% 0,71 0,77 0,70
UEREEES

% of females

general and executive directors,
COMPANY presidents and 32% 0,66 0,68 0,75
deputies

Sales and service delivery 45% 0,73 0,78 0,69

managers

other managers 45% 0,84 0,89 0,84

. 29% 0,89 0,84 0,90
small enterprise managers




