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Presentation Outline

»  Overview of women in the labor market in Asia and the
Pacific

»  Key barriers to labor market participation

»  Making workplaces work for women

»  How ADB supports more women to join and stay in the

workforce
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Female labor force participation: stagnating with widening

gender gaps

Developing Asia, 1990-2017
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Fig 1: Labor Force Participation Rate,
Male and Female, 1995-2018
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The modeled ILO estimates of the female labor force participation rates for 2018 indicated thatthe Philippines had the lowest female labor force participation rate in the ASEAN region at 46
percent.

This is lower than neighbouring countries - Malaysia at 51 percent, Indonesia at 52 percent and Brunei Darussalam at 58 percent (Figure 2), and was way below that of the Cambodia, Lao PDR, and Vietnam which had female labor force participation rates of at least 73 percent in 2018. Thailand and Singapore, also had higher female labor force participation rates at 59 and 61 percent, respectively.


https://www.adb.org/sites/default/files/publication/549191/asias-journey-prosperity.pdf
https://drive.google.com/file/d/1v0j_nD64je8c2Q219YEDpCKl1VsXKc94/view.  - NEDA report on “Determinants of female labor force participation in the Philippines. 


COVID-19 has worsened women’s labor market access

Share of employment currently at high risk* of reduction in working hours, cuts to wages and layoffs, by

sex - 2020
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Source: ILO. April 2020. The COVID-19 response: Getting gender equality right for a better future for women at work.
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41% of women work in hard-hit sectors vis a vis 35% of men. That is the global equivalent of 500 million women. No data yet for Asia Pacific.

In the Philippines, of the 2.2 million OFWs deployed in 2019, 1,233,000 (56%) were women and 969,000 (44%) were men. Approximately 57.5% of deployed OFWs work in elementary occupations or in services and sales, and almost 80% of these OFW’s are women–  thus increasing the amount of unemployed women in the PHI labor market. 

Female NEET (Not in Education, Employment or Training) rate (highest in ASEAN region) in PH worsened because of the pandemic – from 23% in 2019 to 27% in 2021. 



Key barriers for women in the workforce

>

Job segregation - “feminized” jobs typically less

valued Fig 18: Predicted probability of labor force
participation by age and sex
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Social norms play an important role in shaping women’s labor market participation in terms of access, benefits, retention/promotion and career development. Women’s labor market participation typically follows a M-curve: the graph on the right shows Philippine female labor force participation, compared to that of men, over several age cohorts. The M curve describes where women enter the labor market in high numbers, then ”drop out” once they have children, and only re-enter once their children are older. However, this has an impact on their career progression, asset accumulation including pensions and other benefits, and skills development. (Graph is from NEDA 2018). 

Glass ceilings and sticky floors, and the role of social norms: A recent OECD paper (May 2021) looking at 25 European countries, there remains a gap of around 15% in hourly earnings between similarly-qualified men and women. The paper found that : on average, “sticky floors” related to social norms, gender stereotyping and discrimination account for 40% of the gender wage gap, while the “glass ceiling” related to the motherhood penalty accounts for around 60%. https://www.oecd-ilibrary.org/docserver/02ef3235-en.pdf?expires=1621235443&id=id&accname=guest&checksum=DBD5000E2A203C902FF22DB6DC60B9AC 

Glass ceilings: AP region had 25% of women in managerial positions (ILO 2019)/ 15% of women in board positions; 
Sticky floors: 60% of women work in the informal sector with no social protection floor. More women are concentrated in low-skilled and low-paid jobs (find data)
OECD gender wage gap is 12.8%; Philippines is 16% (ILO) and is one top performing area for the country in the region. 

 





Unpaid care work is an important barrier to FLFP
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Women in Asia and the Pacific work the longest hours in the world when their paid and unpaid care work are combined (ILO 2018). As the left hand graph shows, In Asia, women spend up to 11 times more time on unpaid care work than men. [PH did not conduct a recent Time Use Survey so data not available but trends are similar. ]

Studies are increasingly point to unpaid care work as an important determinant for low female labor force participation. The right graph shows  that in countries where there is greater inequality in the household distribution of unpaid care work (i.e. Women performing considerably more), there is a correlation with lower female labor force participation. https://www.oecd.org/dev/development-gender/Unpaid_care_work.pdf 




Social norms shape perceptions of women at work
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Source - https://www.adb.org/sites/default/files/publication/209666/female-labor-force-participation-asia.pdf

This graph is from the World Values Survey which asks the question, “do women make better business executives than women”. The blue column are men and the lime-colour are women. It is clear that across very different economies and societies, there is a persistent perception among men (who still dominate decision-making and leadership positions) that men make better business executives. 

Perceptions of women in the world of work can affect their access to the labor market. ILO and Gallup carried out a study in 2017, Towards a better future for women and work: Voices of women and men – this report shows the many differences between women and men on perceptions of women at work. for the Philippines for example, 45% of women said that they wanted to both work outside of the home as well as take care of children; 43% of men agreed that women in the household can work both outside of the home and stay at home. However, 30% of men preferred women to stay at home, as opposed to 15% of women. https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/---publ/documents/publication/wcms_546256.pdf




Making workplaces work for women: policies

Maternity and paternity leave provisions in AP
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Data from the Philippines
Maternity leave: President Rodrigo Duterte signed into law in 2019 Republic Act No. 11210, or the “105-Day Expanded Maternity Leave Law,” which extends paid maternity leave from 60 days to 105 days (meeting the ILO recommendation). 
Pregnant workers can not be fired (Labor Code, Art. 135)
Paternity leave: The Paternity Leave Act of 1996 (Republic Act No 8187) provides married fathers who are employed in the private and public sectors with seven working days of paid Paternity Leave at full pay for up to four children. Paternity leave benefit is paid for by the employer, whereas maternity leave is paid for by the Philippine Social Security System. This leave policy applies to childbirth and in the case of miscarriage and abortion, as well as for adoption of children under seven years of age. Fathers can take their paternity leave before, during, and after their wife gives birth (and can split it, e.g. taking one day in advance, and the rest afterwards, up to a deadline of 60 days after the delivery). (Investing in Women policy brief - https://investinginwomen.asia/wp-content/uploads/2019/06/FS_Paternity-Leave-Philippines.pdf) 

Evidence on childcare:
Businesses offering/supporting childcare for their employees have been found to a) attract more talented staff; b) reduce staff turnover and increase retention; c) attract a more diverse workforce; and d) improve productivity (increased motivation, focus, lower absentee rates) (IFC 2017, Business case for investing in childcare) https://www.ifc.org/wps/wcm/connect/0381b965-15c2-47aa-bc6a-372ef9ba9e9f/Childcare+Executive+Summary.pdf?MOD=AJPERES&CVID=mdblOrd 

Tackling harassment in the world of work:  According to UN figures, sexual harassment alone affects 30 to 40 per cent of women workers in the workplace. Many countries in the region do not have sexual harassment laws in place, or have laws in place that do not cover sexual harassment across different settings, such as schools, workplaces, public transport etc. (ILO - https://www.ilo.org/asia/events/WCMS_748184/lang--en/index.htm) 

ILO Convention No. 190 and Recommendation No. 206 recognizes the right of everyone to a world of work free from violence and harassment, including gender-based violence and harassment. 

Proactive programs such as targets for women in management and leadership, accompanied by mentorship and career development programs for women are also critical to support more women stay in the workforce and enjoy promotion opportunities, shattering glass ceilings.

https://www.statista.com/statistics/1170713/apac-length-of-paid-maternity-and-paternity-leave-by-region/ (source for graph).



Build on good practices on gender in operations

5o beyond gender mainstreaming in country partnership strategy

Develop stranger gender pipeline

Improve quality of project gender designs and target setting

Continue to improve gender equality results in projects

Conduct pilots and techinical assistance ( TA) on innovative and transformative approaches
Enhance gender knowledge products, events, and partnerships

Lipdate and strengthen business processes and tools

Combine ordinary capital resources with TA and concessional resources

Build knowledge and expertize in emerging areas

Operational Priority 2

Accelerating Progress
in Gender Equality

& @ @ ® @& @ & & @

Strategic Operational Priorities r==---- Operational Approaches ------. Sub-pillars
Women’s economic . & T a Scaleupgander 5 . o
R ; mainstreaming in i * ‘Women's access to job skills improved
empowerment increased = = :

VR operations across L _ g * Women's financial inclusion increased
.l.. sectors and themes * ‘Women's entreprengurship supported

. = W i ices i
Integrate Sustainable 'omen’s access to infrastructure and services improved

Gender equality in 5 Development Goal (SDG)
9 human development v f 5's “transformative” gender = Women's and girls’ participation in nentraditional education and
enhanced : E"‘ agenda, e g, economic ! training increased
""""""""""""" i assets and resources for ., Quality and access to women’s and girls’ health services improwved
women, unpaid care and = Protection from gender-based violence strengthened
Gender qu.lﬂ.lit'f in dormestic w:.:-_rk. digital

technology/ ICT, and
gender-based viclence

o decision making and

leadership enhanced = Women’s leadership capacity improved

Expand gender = =@ « Regulatory, legal, and institutional environment for gender equality
Eq mainstreaming in improved

nonsovereign operations

Tackle multiple gender
inequalities through = Provision of time-saving or gender-responsive infrastructure improved
integrated solutions, = =@ + Quality and access to child and elderly care services improved

eg. lwvable cities program

o Women'’s time poverty
and drudgery reduced

= Resilience-building community-based initiatives for women and girls

Women'’s resilience - Develop capacity of implemented
9 to external shocks : 'EI developing member *  Provision of climate and disaster-resilient infrastructure for women and
..... s _tl:-E_n_gElle_n_el:l_ e tracking and achieving e Financial protection systems for women strengthened

«  Dedicated crisis-responding social assistance systems for women and

223 countries and clients in E girls improved
: girls strengthened

! gender-related 5DGs



ADB's support to female-
friendly workplaces
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Equal pay for equal work

Targets for skilled jobs for women
Invests in women-owned businesses
Mentorship and upskilling programs

Targets for women on boards, senior
management

Works with clients to adopt sexual
harassment policies

Promotes more women in non-traditional
sectors

Tackles discriminatory social norms


Presenter
Presentation Notes
ADB’s support to women accessing decent work opportunities spans the full range of our investments in the public and private sector. Through our new Strategy 2030 Operational Priority 2 commitments, we have scaled up our proactive measures to support women in the workplace, with a focus on the following areas: 
1.We actively promote targets for skilled jobs for women across all sectors, including hard infrastructure sectors, and to find entry points for more women to enter non-traditional sectors. 
• E.g. In Pakistan, we are working with two state-owned energy companies to establish an apprenticeship and mentorship program for young female graduates, to encourage more women in the sector. 
•In the Philippines, we have been working closely with the Government of the Philippines on increasing employment of young females through a school to work transition program, which also includes programs with TESDA (Technical Education and Skills Development Authority) to promote non-traditional jobs and sectors to women. 
•In South Asia, we partner with the WePower network to promote women’s mentorship networks within the energy sector. 
•In Central and West Asia, we also have introduced targets for women to become engineers in the water sector and to open more leadership and management roles.

2. In our Private Sector Operations Department, we regularly work with our clients to introduce sexual harassment policies, adopt new HR measures including targets for more women on boards and senior management (private equity deals), set gender-lens investing targets to encourage more investments in women-owned businesses. We have recently established a gender-lens investing scorecard for our clients in order to further promote women-owned businesses in the Asia Pacific. 

3. Our activities in this area take on a social norms approach recognizing that greater gender equality in the workplace must address those underlying power imbalances between women and men; and find ways to transform those norms in favor of greater equality through policy development and reform, awareness raising campaigns and breaking down perceptions and stereotypes of women.



THANK YOU!

www.adb.org/gender
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