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FOREWORD

Over the past decade, women have contributed significantly to Asia's growth, including in the manufacturing sector, the
expanding care economy and other service sectors. Women are also increasingly educated and can be found across all
sectors, both in business and in management roles.

Yet every labour market indicator underlines persistent gender gaps. Female workers are paid less, more frequently in
vulnerable and low-skilled jobs, more often without access to social protection and more likely than men to be outside
the labour force.

Discrimination, unpaid care work and family responsibilities, harassment, stereotypes and gender gaps in voice,
representation and leadership in the world of work are some of the obstacles women face in moving into better quality
jobs and opportunities.

ILO research shows that women perform over four times more unpaid care work per day than men. Women with care
responsibilities are more likely to be self-employed or contributing family workers, or to work in the informal economy,
and are less likely to contribute to social security than other women and men.

But the world of work is changing. Advancements in technology are generating new jobs, while rendering others
redundant. Asia and the Pacific is ageing at an unprecedented rate, leading to a shrinking workforce. Women hold
untapped potential, but will they benefit from the opportunities of a transforming labour market or willgender inequality
continue to persist.

Data suggests that reducing the labour force participation gap between men and women by 25 per cent could add
US$ 3.2 trillion to Asia and the Pacific economies. Studies also underline the positive ripple effects that putting more
productive resourcesin the hands of women can have on the health, education and welfare of families and communities.

This report highlights practical and impactful measures for women and men alike — to achieve gender equality and
build a future of work that upholds the bold aspirations, dynamism and rich culture of this region and its peoples. To
accelerate progress, we need more strategic actions, partnerships and champions within governments, workers' and
employers' organizations, as well as other stakeholders across the region.

Game changers: Women and the Future of Work in Asia and the Pacific highlights transformative policies and actions to
consider for the road ahead. In the run up to the International Labour Organization's 100th anniversary in 2019 and the
launch of the Global Commission's report on the Future of Work, the ILO partnered with the Australian Government's
Department of Jobs and Small Business to produce this timely report. It is intended to contribute towards building a
world of work that leaves no one behind. We warmly thank the Australian Government for their ongoing support to the
ILO in our shared vision to promote gender equality and decent work.

"-"'I' .I:r IHL __|.|l.,.1."'.

_1_'—"'\.-

Tomoko Nishimoto
Assistant Director-General and Regional Director
ILO Regional Office for Asia and the Pacific
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EXECUTIVE SUMMARY

GENDER EQUALITY IS A WIN-WIN FOR ALL. IT WILL USHER IN A FAIRER,
MORE PROSPEROUS FUTURE FOR THE WHOLE REGION

Since its inceptionin 1919 the ILO has promoted the principles of non-discrimination
and equality as fundamental values. Now, as the organization looks to celebrate
its centenary in 2019 it is an opportunity to look to the future, in order to meet the
challenges of the 21% century and beyond so that the future of work upholds the
promise of inclusive growth and decent work for all.

Thefuture labour marketlandscape looks ever more complexas major transformations
are taking place: ageing populations, technology advancements, climate change and
the rise of non-standard jobs or the "uberization” of work. As the future of work is
discussed around the world, in most of these debates the role of women as a primary
"game changer” for the future of work is typically overlooked.

WOMEN HAVE BEEN A DYNAMIC FORCE IN THE REGION'S ECONOMIES BUT
HAVE NOT REAPED THE FULL BENEFITS

Globalisation and women's work, both inside and outside the home, paid and unpaid,
have fuelled the rapid economic transformation in the Asia-Pacific region over the
past few decades. Major progress has been made in poverty reduction, educational
achievement, industrialization, household incomes and economic growth — much of
which has been driven by the greater economic engagement of women. Additionally,
more and more women can be found in business and management roles, generating
jobs and hiring more gender balanced teams. Yet, persistent and stubborn gender
gaps in the labour markets of the region are slowing overall progress.

Countries across the region are facing significant opportunity costs associated with
gender inequality. Evidence is accumulating that closing gender gaps significantly
boosts gross domestic product (GDP). Closing gender gaps in labour force
participation rate by 25 per cent could add as much as $3.2 trillion to the overall Asia-
Pacific GDP. However, GDP is just the tip of the iceberg when it comes to gender
equality-related impacts, which can be found in enterprise performance, innovation,
productivity and profitability. In addition to economic returns, these gaps will impede
full progress on development, women's empowerment and the achievement of the
Sustainable Development Goals (SDGs).

Even though the labour force participation rate of women is relatively high (except in
Southern Asia), in many countries it has either stagnated or declined in recent times
and gender gaps persist. In Eastern Asia, for instance, the gap between men and
womenis 15.6 per centin 2018 andis expected to widen over the immediate period. In
South-Eastern Asia and the Pacific, the average gapis at 22.8 per cent, andin Southern
Asia, the gapis at 51.4 per cent and expected to widen over the immediate future.

More than 64 per cent of women who are employed in the region are in informal
employment. While a sizeable proportion of men are also present in the informal
economy, women tend to be concentrated in the poorest segments of informal
employment. Also, the female share of vulnerable employment remains high, especially
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Closing gender gaps
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if we want to achieve
gender equality and
empower allwomen
and girls by 2030.
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Itis vital to hear the
voices of women in
Asia and the Pacific;
their learnings and
their challenges,
and how they turn
their challenges into
opportunities.
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Regional Conference on
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Work in Asia and the Pacific
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in Southern Asia, at 79 per centin 2017. In Eastern Asia, it dropped slightly to 32 per
cent, though in South-Eastern Asia and the Pacific, it has stagnated, at around 52 per
centin 2016-17.

WOMEN WANT TO WORK AND MEN AGREE - FAIR SHARE OF HOUSEHOLD
AND CARE RESPONSIBILITIES IS KEY

The share of women as contributing family workers decreased dramatically between
1997 and 2017, on average from 41 per cent to 13 per cent across the region. In
South-Eastern Asia and the Pacific, contributing family work decreased, from 40 per
cent to 22 per cent, while the share of women in wage and salaried work increased,
from 33 per centin 1997 to 46 per cent in 2017. Positive long-term trends in Eastern
Asia show an increased share of women in wage and salaried work by one third
between 1997 (when it was 45 per cent) and 2017 (when it became 66 per cent).

Today's female workforce is more educated and more set on career progression
than ever before. Despite this, women constantly confront obstacles that are similar
across countries related to employment access, choice of work, working conditions,
employment security, wage parity, occupational segregation, discrimination and
balancing work and family responsibilities.

Across the region, the majority of women want to work outside of the home in paid
jobs, and most men agree with their ambition, as a recent report by the International
Labour Organization (ILO) and Gallup revealed. However women cannot do it alone
and the demands on their time are likely to grow in the future, with ageing populations
which will increase the need for caregiving. Fair sharing of household and care
responsibilities between women and men and in society is critical for women to gain
a stronger foothold in the workforce and benefit from future economic growth, which
canin turn benefit families.

WOMEN CONTINUE TO FACE DIRECT AND INDIRECT DISCRIMINATION
WHICH HINDERS THEIR ABILITY TO ACCESS HIGHER QUALITY JOBS AND
OPPORTUNITIES

Discrimination results in women being concentrated in a limited number of sectors
and in the lower value segments of the labour market, often in vulnerable and informal
work. While trends show a decrease in some areas over the long term, discrimination

remains pervasive.

Women in the region experience deeply rooted direct and indirect discrimination that
prevents them from enjoying the same rights and opportunities as men. This, in turn,
affects their labour market outcomes. Discrimination may be direct, such as legislation
that establishes different retirement ages for men and women or legal differences in
property rights based on gender. Or it can be indirect, in the form of rules and practices
which appear neutral but in practice inhibit opportunities and lead to disadvantages
or 'unconscious biases' that undervalue women and girls. Discrimination is even more
pronounced where gender inequality intersects with other characteristics, such as
ethnicity, indigenous status, caste, disability and gender identity and sexual orientation.

Age discrimination is another factor impeding women's opportunities. At both ends of
theage spectrum, youngwomenand olderwomen arelikely to experience employment
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discrimination. In particular, Southern Asian countries stand out for their higher rates
of youngwomenwho are ‘Not in Education, Employment or Training' (NEET), often due
to their family responsibilities and their lower levels of access to education. Women of
childbearing age are not immune either, with some employers reluctant to hire them
because they perceive a lack of attachment to the labour market or because they do
not want to cover maternity responsibilities.

Important also is the undervaluing of women and girls. The practice of sex selection
in favour of boys before birth has resulted in a serious gender imbalance within some
country populations. The long-termimpacts of this are starting to emerge. With fewer
women available for marriage, the trafficking of women for marriage is increasing. The
future labour markets in these countries will also have a scarcity of women workers.

The opening of new jobs, opportunities and sectors holds promise for reversing this
trend and enabling more women, alongside men, to compete for jobs of the future.
However this will require accelerated effort, coordination, partnerships, accountability
and leadership to make this a reality for the future of work.

BIG CHANGES IN LAWS BUT SLOW CHANGE IN PRACTICE DUE TO
INHIBITING SOCIAL NORMS AND ATTITUDES AND UNCONSCIOUS BIASES

Progress has been made in laws and policies to eliminate discrimination, however
significant gaps remain both in law and practice. In several countries across the region,
prohibitive laws continue to limit the jobs and sectors where women can operate, and
a few countries still enforce different mandatory retirement ages for women and men.
Evenwhere there are laws and regulations promoting gender equality, change has been
slow at the levels of institutions and practices due to inhibiting social norms, attitudes,
unconscious biases, limited capacities and weak accountability systems.

Gender-biased norms and attitudes in the labour market continue to constrain
women's visions and opportunities. Related to this, occupational segregation, both
horizontal and vertical, are endemic in the region. It generally confines women to
occupations with lower pay, worse prospects for advancement and poorer working
conditions. It contributes to the gender pay gap, and it hinders women from taking up
jobs and occupations in sectors with job growth.

Gender-based violence and harassment, also remain prevalent despite improved
legal frameworks and many enterprise-level initiatives aiming to prevent and address
them. The abuse affects girls and women disproportionately. It is evident that more
work needs to be done to create a world of work that is free from violence and
harassment, whether it be changing social norms and attitudes or strengthening the
legal frameworks and their enforcement.

There are hopeful signs of champions pushing for progress in equality both in the
public and private sectors and renewed energy from civil society in some countries to
maintain calls for more accountability and transparency towards women and gender
equality commitments.

With growing media attention on the issue of sexual harassment in the workplace,
companies and organizations alike are also stepping up their efforts to address this
issue of violence and harassment which negatively affects individuals, the workplace
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We are confronted
today with evidence
ofa submerged
iceberg of misconduct,
which disfigures and
contaminates the world
of work and renders

it all too frequently

a particularly hostile
and intimidating
environment to
women.

ILO Director-General Guy
Ryder, 107th session of
the International Labour
Conference
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Women and the Future of
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environment and productivity. At the global level, the ILO and its constituents are
considering new standards to eliminate violence and harassment in the world of work,
which should be decided uponin 2019.

HOW WE VALUE AND DISTRIBUTE CARE WORK MUST CHANGE

Managing work and family responsibilities are major constraints for workers, and
women in the region in particular. In the ILO-Gallup report, women and men cited
work-family balance, affordable care and unfair treatment as the top challenges
to women in the workforce. Other recent ILO analysis from 64 countries around
the world revealed that 16.4 billion hours are spent in unpaid care work every day,
corresponding to 2 billion people working eight hours per day with no remuneration.
If such services were valued based on an hourly minimum wage, they would
amount to 9 per cent of global GDP, which corresponds to $11 trillion. The average
time spent on unpaid care work by women and men in Asia and the Pacific is 262
minutes and 64 minutes, respectively. This amounts to women spending fourfold
the time that men do on unpaid care. According to the findings, on average, men
from this region performed the lowest share of unpaid care work across all regions.

By 2050, more than 46 per cent of the population in Asia will be aged 60 or older. As
the region continues its ageing-population trajectory, the demand for both paid and
unpaid care work will increase and it will affect future levels of stress on women and
girls if care responsibilities continue to be undervalued and borne disproportionately
by women and girls. This will also affect their opportunities for accessing decent
work. Without changes in labour market and care policies, women will continue to
face challenges in participating in labour markets. And with the ageing population and
a shrinking workforce, most countries are likely to see reductions in GDP. Increasing
women's labour force participation in all countries is likely to be the biggest contributor
to growth and prosperity.

Ageing populations will also increase the demand for paid care services and generate
new jobs and opportunities in the future. Many countries in the region have made
considerable progress in valuing care work and providing quality care jobs, but much
more needs to be done, especially to uphold the rights, value and ensure decent
working conditions for domestic workers, whose numbers will continue to grow.

WOMEN CAN BENEFIT AND BE HINDERED BY THE TECHNOLOGICAL
CHANGES AHEAD

Technological changes will profoundly shape future labour markets. It will be essential
to ensure that women are not left behind as the region moves towards high-skilled
and value-added production. Women's participation in jobs and sectors related to
technology is low compared with men's participation, and women are less likely to be
connected to the Internet. In Southern Asia, for instance, only 17 per cent of women
had access to the Internetin 2017.

The impacts of future technological change will be both positive and negative for
women. Automation, for example, will displace many low-skilled jobs in manufacturing,
particularly in the garment sector. But at the same time, technological advances
may open jobs for women in industries previously dominated by men, where physical
strength is no longer a prerequisite. While low-skilled jobs may become redundant,
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technological advances in production are likely to usher in new highly skilled and
knowledge-basedjobs. Itis therefore important to frame this process of job reduction
and job creation as an important opportunity to shift women from predominately low-
skilled work to higher-skilled work.

Technology offers other potential benefits for women: from labour-saving devices
in the home that may free up time for engaging in paid work to the empowerment
effects of financial products, online information on legal rights, job opportunities,
market opportunities and reproductive health information that may have been
previously inaccessible. There is scope too, to bolster labour market entry by women,
including women with a disability and women from rural areas, with a flexible work
environment made possible by digitalization.

Thedigital platform economy is expanding rapidly in Asia and the Pacific, encompassing
work ranging from taxi services and domestic services to professional, legal and
creative services. While the job growth potential is enormous, and technology and
innovation hold the potential to transform the workplace, there are concerns that
traditional employment relationships are unclear, which could lead to legal gaps in
rights and protections and widening inequalities. Moreover, there are emerging issues
of gender pay gaps and concerns that the perceived flexibility of work may result in the
intensification of women'’s care burdens rather than easing them.

Theimpactsoftechnologyandthelowrepresentationofwomeninscience, technology,
engineering and mathematic fields point to the urgent need for enabling women to
access a range of skills-training opportunities provided by both the public and private
sectors. It also underscores the need for social dialogue and social protection to
address job displacements. It is important to bring all efforts together to ensure that
the full potential of technologies and innovation will be utilized for social good and for
addressing inequalities.

PREPARING FOR THE FUTURE OF WORK MEANS PREPARING ALL WOMEN
WITH RELEVANT SKILLS

More and more women can be found in business and management roles but the
numbers are quite low, indicating the presence of glass ceilings and glass walls.
Women own and manage approximately 30 per cent of the region’s businesses
mainly in self-employed, micro and small enterprises although some run large
companies. Women are a minority in senior managerial positions in most countries
and even a smaller proportion when it comes to Chief Executive Officers. Women
can and are challenging stereotypical beliefs and proving they are just as capable as
men to take on leadership positions in businesses and organizations.

Climate change impacts are already being felt in the region, with rising sea levels
and increasing weather events, particularly in the Pacific. Green job opportunities to
combat climate change will continue to grow substantially in the region, and it will
be essential that women gain the skills required for these jobs. Women are over-
represented among vulnerable workers, and climate change threatens to increase
their unpaid care burden and widen the existing gender gaps in the world of work.
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Skills shortages already present a major hurdle for the just transition to environmental sustainability, particularly
for certain sectors and occupations, such as wind, wave and tidal power; renewable energies for manufacturing,
construction and installation; expansion of the environmental industries; and the green building and construction
sector. Women have the potential to play a role as change agents across all sectors to transition to greener economies
and jobs.

It is not only green sector jobs that will expand in the future. Job growth will be seen in the science, technology,
engineering and mathematic-related fields, in services and in knowledge-based production, among others. As
economies evolve rapidly and lower-skilled work decreases, it will be critical to ensure that women can make the shift
from their current concentration in low-skilled work to higher-skilled and value-added work.

ACCELERATING PROGRESS ON EQUALITY: GAME CHANGERS FORABETTER FUTURE FORALL

The future of work remains to be determined. Women in the region have proven their role as change agents for
inclusive, fairer and more egalitarian societies. As workers, entrepreneurs, family members, migrants, grassroots
leaders and business and political leaders, they have been the driving force for the profound economic transformations
in the Asia-Pacific region over the past few decades. Nevertheless, persistent gender inequalities continue to constrain
women's opportunities and hinder future prosperity in the region. This report identifies five game changers which have
the potential to accelerate progress on equality and usher in a fairer, more inclusive world of work. These five game
changers are: (i) transforming adverse gender norms and attitudes; (i) amplifying women's voice, representation and
leadership; (iii) valuing and redistributing unpaid care work; (iv) ensuring equal opportunities and treatment of women in
future jobs and sectors; and (v) reinforcing accountability for progress on gender equality.
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%ﬁ% RECOMMENDATIONS TO TRANSFORM ADVERSE GENDER NORMS AND ATTITUDES

@ GOVERNMENT

Undertake reforms in the legal and
regulatory frameworks to remove any
discriminatory laws or regulations that
could impede progress for gender equality;
monitor, report in a transparent manner
and continue to ensure progress, including
preventing and ending violence and
harassment in the world of work.

Collect more data and evidence on what
works on changing adverse social norms
and attitudes around women in the
economy and society and for a better
understanding of opportunities, trends and
shifts in mindsets at the national and local
levels, including measures to prevent and
end violence and harassment in the world
of work.

EMPLOYERS @ﬂ WORKERS

Design and implement multipronged and
time-bound strategies to shape positive
social norms towards women in the world
of work and to remove discrimination by,
for example, promoting awareness-raising
campaigns on gender roles at all levels,
encouraging male champions and thought
leaders to implement policies and use
technologies that encourage people to
"do the right thing” and providing space to
discuss adverse norms in the workplace.

Ensure that women are well represented

in decision-making and policy-making
processes at all levels of world-of-work
institutions; and support the organizing of
women through trade unions, enterprise
associations, cooperatives, self-help groups
and online communities so that they can
advocate for their priorities, including in the
informal economy.

000 OTHER STAKEHOLDERS

Engage people who have power and
influence to demand results for gender
equality (such as leaders among workers'
and employers’ organizations, the
government and other development and
business partners, thought leaders and
social cause champions); provide them
with guidance to leverage their influence as
change-makers.

Engage local leaders and male champions
to foster positive attitudes among men to
uphold women's rights; and provide support
within communities where norms may be
restrictive for women and girls, including on
eliminating violence and harassment.

RECOMMENDATIONS TO AMPLIFY WOMEN’'S VOICE, REPRESENTATION AND
LEADERSHIP IN THE WORLD OF WORK

Set targets and develop transitional
positive-action measures and strategies to
achieve gender parity at all levels in world-
of-work organizations and in enterprises,
including social partner organizations

and in high-level meetings. Put in place
transparent monitoring and accountability
mechanisms and incentives; and link them
to institutional and individual performance
measures that can ensure progress on all
levels.

Design and implement workplace
programmes for career counselling,
leadership capacity building, networking,
mentoring and sponsoring for women,
including young women. Review systems
and practices in place and ensure unbiased
and transparent measures on promoting
equal pay; on equal opportunity in
recruitment, promotion and retention; and
on support for workers to manage their
work and family responsibilities, including
maternity, paternity and parental leave,
flexible working times and affordable
childcare.

Support the emergence of women

leaders in government, employers’
organizations, trade unions, cooperatives
and other relevant associations through
comprehensive capacity-building measures
and by fostering commitment and male and
female champions among decision-makers
atall levels.

Continue to conduct research and collect
data on women in leadership at all levels
and on what works to close these gaps

in the world of work and its institutions.
Disseminate the results and utilize the
findings on how gender diversity is good
for businesses, economies and societies.
Promote gender diversity as a priority
investment for sustainable development
and a better future of work for all.

Review workplace policies, such as

for recruitment, pay, training, career
progression and sexual harassment,

with a view to identifying and undoing
unconscious biases in processes that may
be discriminatory towards women, including
women with disabilities.

Promote collective organizing, social
dialogue and collective bargaining, with a
view to ensure women's full representation,
voice and leadership at all levels.

Nurture future women leaders by updating
educational institutions’ curriculum to
reflect positive gender role models for
young women and men, setting targets and
goals at the institutional level, developing
gender-awareness training and coaching as
well as performance indicators for teachers
and trainers in educational and vocational
training institutions towards achieving
gender equality targets.

Establish baselines, targets and time-
bound measures across the region to track
progress towards gender equality in the
world of work; link them to the application
of ILO Conventions on gender equality,
CEDAW and the SDGs.
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RECOMMENDATIONS TO RECOGNIZE AND REDISTRIBUTE CARE WORK

@ GOVERNMENT

Invest in social infrastructure that provides
universal paid maternity benefits and
health care, including maternity protection,
paternity and other parental leave, through
national social protection floors® to all
workers; and implement laws, policies and
incentives that contribute to redistributing
and sharing care work and supporting
workers with family responsibilities to

manage their care and work responsibilities.

Scale up support to the ratification and
implementation of ILO Conventions and
Recommendations on maternity protection
and family-friendly workplace policies
(Conventions No. 183 and No. 156).

&

5
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EMPLOYERS % WORKERS

Ensure accessible, professional and
affordable, public care services for workers
with children and other family members,
while at the same time ensuring decent
working conditions of care workers.

Implement campaigns that contribute to
fostering positive norms and attitudes
towards men and women engaging in care
responsibilities and valuing care work.

Develop family-friendly workplace

policies and practices to enable women
and men to manage their work and family
responsibilities (such as providing flexible
working hours and parental leave); and
incentivize managers and workers to create
supportive workplaces and environments
through performance indicators.

000 OTHER STAKEHOLDERS

Encourage and support maternity
protection and family-friendly and flexible
workplace policies through collective
bargaining agreements; and ensure the
inclusion of trained women in collective
bargaining teams.

Collect, monitor and analyse data to assess
the engagement of women and menin care
work; and develop and implement policies
or measures for more men to take up paid
and unpaid care work.

o)

RECOMMENDATIONS TO ENSURE EQUAL OPPORTUNITIES AND TREATMENT OF WOMEN

S

Address discriminatory gender stereotypes
in the curricula of educational institutions
and vocational training; and integrate

core technology, digital literacy and
entrepreneurial education for all students.
And encourage both girls and boys to

study and train in any field, irrespective of
traditional occupational segregation by
gender.

Collect, track and report sex-disaggregated
and gender-specific data by sector, job level
(junior, mid and senior levels) and pay scale
so that gaps and progress can be measured
and occupational segregation can be
overturned by world-of-work institutions,
enterprises, organizations and educational
institutions.

Develop and implement strategies,
including targets, to secure girls’ and
women's access to education, technical and
vocational training, networking, mentoring,
sponsoring and gender-responsive skills
and entrepreneurship, especially for

future jobs, STEM-related fields and green
jobs. Redress barriers, such as limited
awareness, restrictions on mobility, care
responsibilities, scholarships and limited
infrastructure (toilet and hostel facilities for
both women and men, transport, etc.)

Develop active labour market policies that
provide capacity-building, career guidance,
mentoring, upgrading of skills (including
basic technology and digital literacy) and
job integration support that targets young
women and women who face multiple
obstacles in the labour market or are at risk
of becoming redundant.

Work with banks, investors and venture
capitalists to encourage capital investments
that contribute to decent work, gender
equality and a just transition to a greener
economy, including women-led businesses
and businesses using technology for social
good; and ensure equitable outcomes for
women and men.

Social Protection Floors Recommmendation, 2012 (No. 202).

&) ..

Work with the private sector to ensure
that qualified women can compete and

be considered, based on merit, for jobs
and opportunities in fields with growth
potential and in leadership roles in design,
artificial intelligence and robotics. Promote
procurement policies that provide
incentives and support to women-led
businesses to compete for supply-chain
opportunities.

Eliminate discriminatory recruitment
practices, pay gaps, and unfair bias against
women by improving legislative frameworks
and strengthening enforcement, and
rectifying unfair practices across the public
and private sectors, using technologies
where relevant to render information
transparent and visible.
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RECOMMENDATIONS TO STRENGTHEN ACCOUNTABILITY FOR PROGRESS ON GENDER
EQUALITY IN THE WORLD OF WORK
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Collect, analyse, share and use sex
disaggregated and gender-specific data for
evidence-based policy and monitoring of
gender equality in the world of work.

Carry out research on what works

in advancing positive attitudes and
accountability towards gender equality and
reward or recognize good practices.

Explore further the use of new technologies
as tools to strengthen information sharing
and accountability.

Develop joint ministerial and tripartite
national action plans that prioritize,

fund and monitor the implementation of
gender-equality measures, using gender
auditing and gender budgeting led by the
finance ministry (or its equivalent); and
consider establishing “scorecards” that rate
implementation against commitments.

EMPLOYERS

%% WORKERS

Develop, allocate fund and implement a
national strategy and/or plans of action

to promote gender equality in the world

of work, and monitor them regularly

for progress through a tripartite plus
mechanism that includes women's
machinery and other relevant development
partners, and hold duty bearers accountable
for effective implementation.

7N

Enhance the capacity of world-of-work
institutions, including ministries of labour,
workers' and employers’ organizations and
other relevant development partners, to
reform discriminatory laws and regulations;
and promote ratification, application and
regular monitoring of progress with data

to advance effective application of the ILO
gender equality Conventions (Conventions
No. 111, No. 100, No. 183 and No. 156) and
CEDAW. Report annually on progress and
planning for closing the remaining gaps
(including through SDG 5 and SDG 8); and
highlight good practices both nationally and
regionally.

000 OTHERSTAKEHOLDERS

Obtain commitment from all line ministries,
tripartite partners (employers, workers

and government agencies) and women'’s
machinery when formulating any policy

or programme for sustainable changes

to advance gender equality in the world

of work. Consult employers' and workers'
organizations, relevant civil society
organizations, parliamentarians, academics,
United Nations entities, policy think tanks
and, most importantly, women.

Support organization of women workers
and women entrepreneurs to enhance their
representation and voice to advocate for
their issues and demand accountability.
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ABBREVIATIONS

ASEAN Association of Southeast Asian Nations

CEDAW Convention on the Elimination of All Forms of Discrimination Against Women

CEO Chief Executive Officer

COP23 23rd Conference of the Parties to the United Nations Framework Convention on Climate Change
ESCAP United Nations, Economic and Social Commission for Asia and the Pacific

GDP gross domestic product

ILO International Labour Organization

SDGs Sustainable Development Goals

SME Small and medium-sized enterprises

STEM Science, technology, engineering and mathematics

Unless specified, all $ currencies are US dollars.
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SECTION 1:
INTRODUCTION
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working poor

Women in Asia and the Pacific have been important drivers of progress and economic
transformation over recent decades. They have been at the heart of development shifts,
from higher educational achievement, reduced child mortality, industrialization through
export-led manufacturing and increased household income to robust economic growth
and significant decrease in poverty. Women's work —inside and outside the home, paid or
unpaid —has helped transform their communities and their economies.

Yet, when compared with men, women still encounter multiple obstacles to their equal
access, participation and progress in the labour market and do not often enjoy fair
returns to their contribution. While individual and household expectations of women's
roles remain a limiting factor in holding women back, institutions and policies are also
complicit in preventing women from enjoying equal rights and treatments. Often based
on traditional gender perspectives that assume men to be the primary income earner
and women to be the main caretaker in a household, the institutions and policies do not
give sufficient consideration to the specific needs of women in the world of work. This
results in systems and practices that are unfair to women. Institutions that govern the
world of work have an invaluable role to contribute towards removing systemic barriers.

The region's labour markets feature high levels of informality, strong sectoral and
occupational segregation and large gender wage gaps. The gender wage gaps along with
limited access to social protection and productive resources exacerbate inequalities.

66

Closing gender
gaps must remain

a priority if we

want to achieve
gender equality and
empower allwomen
and girls by 2030.

ILO Director-General
Guy Ryder, International
Women's Day, 2018



The extent of women's care responsibilities remains a serious constraint to accessing
education and training for skills development, which then reduces their opportunities
for decent work and to participate fully in democratic life.

Women are growing in numbers as managers, entrepreneurs and leaders. However,
the pace is too slow, and the status quo will not deliver the positive returns that more
women can bring to the future of work. The future of work is still to be shaped —by men
and women —across the region.

There is a growing call for accelerated progress, accountability and transparency
towards gender equality. Movements andinitiatives around the regionand the globe are
callingfor action toincrease women's labour force participation, remove discrimination
and eliminate violence and harassment, to close the gender pay gaps and to include
women in all levels of leadership. Campaigns such as #MeToo, # TimesUp and Ring
the Bell are an expression that women — and a growing number of men —want to see
change for a more equitable future of work.

The Sustainable Development Goals (SDGs) and the International Labour
Organization's (ILO) centenary initiatives dovetail in generating impetus to close the
remaining gender gaps in the labour markets and make all institutions accountable for
real change. The ILO vision encompasses an equitable future of inclusive growth and
decent work for all women and men, where, in the language of the 2030 Agenda for
Sustainable Development, "no one is left behind"*

1.1 ILO CENTENARY INITIATIVES

As the ILO moves towards its centenary anniversary in 2019, a series of seven
ILO Centenary Initiatives were launched to take stock of what has worked and in
preparation for the challenges ahead in promoting decent work and social justice in
the future world of work:2

Future of Work Initiative
End to Poverty Initiative
Women at Work Initiative
Green Initiative

Standards Initiative

Enterprises Initiative

Governance Initiative

2 Seehttps:/unstats.un.org/sdgs/report/2016/leaving-no-one-behind [accessed 28 June 2018].
3 SeethelLO Centenary Initiatives [accessed 18 May 2018].
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The Centenary Initiatives recognize the important potential of decent work to transform the lives of women and
men and contribute to inclusive growth. Clearly, the status quo is not sufficient to tackle pervasive unemployment,
underemployment, inequalities and injustices in the world of work. Looking to the megatrends of demographics,
climate change, globalization and technological advances through agendered lens and fully utilizing the opportunities
that are possible can help ensure the promise of a future of work that leads to inclusive growth and decent work for
all.

Within the Future of Work Initiative, the ILO has set up a global commission tasked to provide the analytical basis for
delivering on social justice for the next century. As the ILO moves into a new era and looks to the next 100 years, itis a
criticalmoment to reflect on why various commitments to gender equality have not delivered the desired results and
to push for gender equality. Duringthe 2019 International Labour Conference, the Future of Work Global Commission
will deliver anindependent report on how to achieve decent and sustainable work for all.

1.2 PROMOTING BETTER OUTCOMES FOR WOMEN AND THE FUTURE OF WORK IN ASIA
AND THE PACIFIC

As a contribution to the Future of Work Initiative as well as the Women at Work Initiative, the Government of Australia's
Department of Jobs and Small Business supported the ILO to highlight the roles of women and men in shaping the
future of work for women in Asia and the Pacific. Under this initiative, the ILO commissioned new research on women
and the future of work in the region and organized a Regional Conference on Women and the Future of Work in Asia and
the Pacific.

Eight papers were developed by researchers from across the region through a competitive call for proposals to provide
insights on selected gender issues, such as gender diversity in organizations, occupational segregation and women in
care work ?

The regional conference (31 January to 1 February 2018 in Bangkok) gathered leaders from government, workers'
and employers' organizations as well as other development partners to share experiences and practical solutions for
creating more gender-equitable workplaces.* Seventeen tripartite country delegations took part, including three from
the Pacific islands. The participants discussed challenges and shared aspirations in terms of the future they want for
women in the world of work in Asia and the Pacific in relation to the skilling of girls and women, strengthening women's
voice, representation and leadership, the power of partnership for advancing gender equality, the importance of the care
economy, promoting the work and family balance, developing women as business owners and entrepreneurs and closing
the gender pay gap. The regional conference discussions contributed to the development of this report.

This report presents a range of issues that could not all be covered at the regional conference to highlight what could
evoke the most transformative changes in the Asia and the Pacific region for diverse groups of women. The report
looks at the situation of women in broad scale and analyses their progress and challenges in terms of gender equality
in the world of work. The report also draws attention to opportunities, practical measures and policy recommendations
accelerating the gains that are needed. Perspectives of women and men who attended the conference pepper the
margins of this report to complement the analysis.

Of course, women are not ahomogeneous group and experience different realities based on individual characteristics in
terms of ethnicity, caste, economic class, sexual orientation, disability, age, indigenous status, among others. This report
acknowledges that it is not able to analyse all these diverse situations in depth.

4 Researchreports are available at http:/www.ilo.org/asia/publications/WCMS_616186/lang--en/index.ntm [accessed 18 May 2018].
5  Details of the conference can be found at http:/www.ilo.org/asia/events/WCMS_577522/lang--en/index.htm [accessed 18 May 2018].






SECTION 2:
WOMEN IN THE WORLD OF
WORK TODAY

MAJOR OBSTACLES TO WOMEN'S EQUALITY IN LABOUR MARKETS
IN THE ASIA-PACIFIC REGION
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We cannot ignore
women's equality
issues anymore —it's an
issue of humanrights.

Participant at the ILO
Regional Conference on
Women and the Future of
Work in Asia and the Pacific

2.1 GROUNDS FOR PURSUING GENDER EQUALITY

EQUALITY AS AN ESSENTIAL ELEMENT OF HUMAN DIGNITY AND SOCIAL
JUSTICE

Arguments for gender equality typically coalesce around two pillars: the rights-based
arguments, in which international human rights standards obligate States to uphold
and promote equality as a matter of fundamental human rights and justice, and the
economic arguments, which focus on economic efficiency, innovation and other
advantages that derive from equality in economies and at the enterprise level.

Gender equality has an intrinsic value on its own. The empowerment and autonomy
of women and girls and the improvement of their social, educational, economic and
political status are each animportant end.

Promoting equality and non-discrimination has been a fundamental value of the
ILO since its creation in 1919. The ILO Constitution provides the need for workplace
equality, and it remains an integral part of the ILO Decent Work Agenda: to promote
decent and productive work for women and men in conditions of freedom, equity,
security and human dignity.

While the range of international labour standards promotes equality within its scope,
there are four ILO gender equality Conventions: the Equal Remuneration Convention,
1951 (No. 100), Discrimination (Employment and Occupation) Convention, 1958 (No.
111), Workers with Family Responsibilities Convention, 1981 (No. 156) and Maternity
Protection Convention, 2000 (No. 183). Conventions No. 100 and No. 111 are among
the eight Core Conventions of the 1998 ILO Declaration on Fundamental Principles
and Rights at Work, which recognizes that economic growth alone is not enough to
ensure equity and social progress and to eradicate poverty.®

6  Anumber of Conventions and Recommendations are also particularly important for realizing gender equality, such as social protection floors (Recom-
mendation No. 202), part-time work (Convention No. 185) and working time (Conventions No. 30 and No. 47) and supporting the transition from the
informal to the formal economy (Recommendation No. 204). There are also instruments that aim to make decent work a reality for all workers, such as
migrant workers (Convention No. 143), workers with disabilities (Convention No. 159), indigenous and tribal peoples (Convention No. 169), home work-
ers (Convention No. 177), workers in cooperatives (Recommendation No. 193), workers living with HIV (Recommendation No. 200), domestic workers
(Convention No. 189) and nursing personnel (Convention No. 149).
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Recognizing the importance of ending violence and harassment in the world of work, the ILO, at its 2018 International
Labour Conference, initiated tripartite discussions geared towards the development of instruments dedicated to
eliminating violence and harassment in the world of work. These consultations will culminate in a decision by tripartite
constituents on the instruments during the 2019 International Labour Conference.

The SDGs, adopted by the global community of nations in 2015 with the commitment to end poverty, fight inequality,
tackle climate change and ensure that no one is left behind, also recognize the importance of gender equality. SDG 5
speaks directly to it and to empowering all women and girls. But all the other 16 goals embed gender equality among
their many targets, including SDG 8 on decent work and economic growth.

The SDGs are also impetus to take on long-standing social issues that impact gender equality in the labour market,
such as unpaid care work, the gender pay gap, gender-based violence, discrimination, inequalities and exclusions that
adversely affect the opportunities of women in Asia and the Pacific.

With the future labour market landscape looking ever more complex due to the multitude of technological and other
developments and the challenges they usher in, international labour standards and their implementation through
national legal frameworks are becoming even more indispensable for ensuring the rights of women and menin the world
of work, especially workers who are most vulnerable. History has demonstrated that economic growth alone does not
redress inequalities or bring benefits and prosperity to all; it is therefore essential to constantly remind ourselves that
gender equality is a right initself, a right that has yet to be met.



‘ ‘ SMART ECONOMICS APPROACH

Gender equality is the means to achieve a
range of other goals, such as eliminating
poverty, creating economic progress,
stimulating business growth and coping

with climate change.

tatthelLO “"
Regional Conference on ~ '
Women and the Future of

Work in Asia and the Pacific '

Increasing Closing gender Gains in gender
women'’s labour gaps contributes to equality support
force participation business growth, the achievement of
significantly productivity and 2030 Agenda
increases GDP inclusive growth and the SDGs

GENDER EQUALITY AS A DRIVER OF ECONOMIC GROWTH AND SUSTAINABLE
DEVELOPMENT

Itis now well established and widely recognized that gender equality has critical value in
socialand economic development, eradicating poverty and achieving inclusive growth.
Progress on gender equality has been linked to higher levels of peace, prosperity and
social justice. Gender equality also supports the democratization of institutions and
societies because women, alongside men, can assume a greater role in all aspects
of the economy and society. It has become common sense in the development
community that investing in women is not only the right thing to do, it is the smart
thing to do.

A wealth of evidence has accumulated across countries and regions on the returns
to the greater society and the economy when investments are made in girls and
women. Various studies demonstrate that increased education and income for
women considerably reduce family size and child hunger, improve children’s education
and welfare and leave other positive impacts on communities. In China, for instance,
an increase in adult female income by 10 per cent of the average household income
raised the survival rate for girls by 1 per cent and increased the years of schooling for
girls and boys (World Bank, 2012). A study of women elected to local government in
India found that female leadership positively affected the provision of services for
women and men (Vlassoff, 2013).

Research on the instrumental benefits of gender equality on businesses' bottom line
found it can boost productivity, particularly through the full utilization of human talents
and capabilities of women and men. It enhances innovation, strengthens accountability
anddelivers returns oninvestment. In recognition of the importance of gender equality
as well as its positive effects on business performances and productivity, the private
sector has launched measures to promote gender diversity.
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The "smart economics" approach has been reinforced by the discourse on the gender dividend.
(i) Achieving gender equality increases GDP

Based on previous trends of labour force participation, many studies show that increasing women's labour force
participation would significantly increase gross domestic product (GDP). A Goldman Sachs report, forinstance, suggests
that GDP in Japan could increase by nearly 13 per cent if its female labour force participation rate matched the male
rate.® The Asian Institute for Policy Studies estimated that the Republic of Korea would experience a 6 per cent increase
inits GDP growth rate if the country expanded its female employment rate (ILO, 2015a).

In World Employment and Social Outlook: Trends for Women 2017, the ILO reported that increasing women's labour force
participation rate by 25 per cent could add as much as $3.2 trillion to the Asian-Pacific GDP. And applying the Group of
Twenty forum's "25 by 25" target (to increase women's labour force participation by 25 per cent by 2025) would increase
the global labour force by 204 million workers and, in turn, increase global GDP by 3.9 per cent. This also has the potential
to add $5.8 trillion to the global economy and increase tax revenue by $1.5 trillion (ILO, 2017a).

(i) Closing gender gaps contributes to productivity and business growth

Increased women's participation in business enables enterprises to tap into a larger pool of talent and innovation and
raise productivity and profitability (box 1).

BOX 1

The business case for gender equality

The ILO Women in Business and Management report presents evidence on the benefits to businesses and economies when
the talent pool of women is sufficiently tapped. This includes being in tune with consumer markets increasingly driven by
women, benefiting from innovation and creativity that gender diversity brings, improving corporate governance and, as a
result, enhancing business outcomes.

Robust evidence is also emerging from the ILO-International Finance Corporation’s Better Work Programme on the impacts
of promoting gender equality on productivity and profitability. Independent researchers from Tufts University found that
the Better Work Programme'’s supervisory skills training to be an effective strategy for improving working conditions and
empowering women in the factories covered by the intervention. Their analysis of 17,000 survey responses from workers
and managers in factories in Haiti, Indonesia, Jordan, Nicaragua and Viet Nam showed that production lines overseen
by skills-trained female line supervisors increased productivity by 22 per cent when compared with lines overseen by
supervisors who had not received such training. The report concluded that these gains in working conditions do not come
at the expense of business performance. The research established a direct link between better working conditions and
higher-profit-earning businesses. Across all factories tracked in Viet Nam after four years of participation with the Better
Work Programme, for example, average profitability had increased by 25 per cent.

There is ample evidence that companies with more women on their corporate board perform better financially than
others with fewer women. Large-scale research by Catalyst Inc., Credit Suisse and Thomson Reuters all found that
companies with women on their boards outperformed those without women across sales, return on equity and
investment, corporate governance and company image (ILO, 2017a). A 2016 study (Noland, Moran and Kotschwar,
2016) of nearly 22,000 publicly traded companies in 91 countries found that having women in the highest corporate
offices correlated with increased profitability. As that study revealed, an increase in the share of women in top
management positions, from none to 30 per cent, was associated with a 15 per cent rise in profitability.

Similarly, studies by McKinsey & Company have consistently shown the positive impacts that inclusion and diversity
policies have on business performance. For example, companies in the top quartile for gender diversity in executive

7 See http://www.goldmansachs.com/our-thinking/outlook/womenomics4-folder/womenomics4-time-to-walk-the-talk.pdf [accessed 18 May 2018].



teams were 21 per cent more likely to have above-average profitability than companies in the fourth quartile (McKinsey
& Company, 2018). Recent research in India (see the following fresh insights box) reinforces this finding, with particular
relevance to the retail sector.

FRESH INSIGHTS
Does Gender Diversity Improve Firm Performance?

Paper by Ruchika Joshi

|ndia's declining female labour force participation has been the focus of much speculation and research in recent years.
There is broad consensus that this trend is not only bad for women'’s empowerment but also leads to significant productivity
losses for the economy. Although the Government introduced policies to foster gender diversity in the workplace to draw
more women into the labour force, many of them have fallen short in practice, owing in part to their limited take-up by the
private sector. Businesses today lack consistent empirical evidence on the nature of the relationship between company-
level gender diversity and performance outcomes.

Against this backdrop, Ruchika Joshi examined whether gender diversity affects business performance in the Indian
context. Based on her analysis of the World Bank 2014 Enterprise Survey data, complemented with an extensive literature
review, the author makes an economic case for businesses to promote workplace gender diversity. The findings show that
while there is no considerable effect of gender diversity on business performance overall, disaggregation by sector reveals
a positive impact of gender diversity on performance of businesses in the retail sector.

Drawing from these results, the author argues against narrow definitions of both “business performance” as well as “gender
diversity”.

Gender diversity is not a numbers game alone. Instead, it must be evaluated based on the opportunities women get and
the challenges they must navigate, across all ranks and at every stage of their professional advancement. How gender
diversity impacts firm outcomes depends considerably on the context within which this relationship is examined. Therefore,
the right question to ask is not just whether gender diversity improves performance, but also whether businesses are
fostering an inclusionary climate to leverage the benefits of diversity towards better performance.

To achieve greater parity in the workplace, the author further recommends creating a supportive labour market for women,
in collaboration with the private sector; fostering an inclusionary climate in the workplace throughout women’s career
trajectories; promoting policies that ensure work-family balance; and strengthening the evidence base on the gender
diversity-performance link across all ranks in an organization.

This paper was presented during the ILO Regional Conference on Women and the Future of Work in Asia and the Pacific (Bangkok, 2018),
which was supported by the Government of Australia. For more details, see http:/www.ilo.org/asia/publications/WCMS_616213/lang--en/
index.htm [accessed 18 May 2018].

Flexible work has been identified as a critical enabler to retaining women with caring responsibilities in the workforce.
Research shows that women are more likely to request and be granted flexible work than men, particularly women with
children, to accommodate their caring responsibilities.” However, there is increasing attention regarding the involvement
fathers have in raising children and the role that workplace flexibility plays.2 Increasingly, men are requesting the ability to
work flexible, often to play more active roles as care givers.®

Helping men get work-life balance can help everyone, Published July 28, 2015, Centre for Workplace Leadership.

8  Dads care too! Participation in paid employment and experiences of workplace flexibility for Australian fathers caring for children and young adults with
disabilities in Community Work & Family, 2015, Annemarie Wright, Angela Crettenden & Natalie Skinner, Routledge.

9  The Power of Flexibility: A Key Enabler to Boost Gender Parity and Employee Engagement, Bain and Co, 2016
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2.2 PERSISTENT INEQUALITIES IN THE LABOUR MARKET

In recent decades, the Asia and the Pacific region has experienced robust economic
growth and poverty reduction, particularlyin Chinaand Eastern Asia. This trajectory has
built upon impressive gains in education and other human development dimensions,
which have been accompanied by falling fertility rates (Dasgupta and Verick, 2016).
Women are far more educated than ever before and have seen increases in their
income and independence over the past decades. There have been some positive
long-term trends in Eastern Asia, such as the increased share of women in wage and
salaried work, which rose by a third, from 45 per centin 1997 to 66 per centin 2017,
while the share of women as contributing family workers decreased dramatically (from
41 per centto 13 per cent). Similarly in South-Eastern Asia and the Pacific, the share of
women in wage and salaried work increased, from 33 per centin 1997 to 46 per cent
in 2017, while contributing family work decreased, from 40 per cent to 22 per cent.*®

Despite the vibrant economic performance, social norms and attitudes relating
to women's roles and responsibilities and the perceptions about the weak value of
women's work remain pervasive. Persistent inequalities mar the region's path to
inclusive and sustainable development. Research by the United Nations Economic and
Social Commission for Asia and the Pacific (ESCAP, 2018) suggests that inequalities
in the region are increasing. Despite rapid economic growth, the region's combined
income inequality, measured by the Gini coefficient, increased by 5 per cent over the
past 20 years. This goes contrary to the situation in almost all other regions.

The degree of gender gaps and inequalities varies, depending on national and local
contexts, social norms and attitudes, policy and institutional frameworks. Yet, many
of the challenges are similar across countries. Women face challenges related to
employment access, choice of work, working conditions, employment security, wage
parity, discrimination and balancing work and family responsibilities.

Even at the International Labour Conference where key world of work issues including
gender equality are discussed, women's participation remains lower than men'’s, and
gender parity is yet to be achieved almost 100 years since the ILO inception (box 2).

8  ILO World Employment and Social Outlook Data Finder [accessed 18 May 2018].
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BOX 2

Women's and men’s representation at the International Labour Conference

Data is collected on men and women'’s participation in the International Labour Conferences (ILC) and all regional meetings.
Since 2016, the ILO Regional Office for Asia and the Pacific has been rendering the data on female to male participation in
high-level meetings in order to highlight this gender gap and raise awareness among ILO Constituents. Sharing the data

has been an important part in shining light on the pervasiveness of the issue.

In that analysis, the Asia-Pacific region scored lower than almost all regions regarding women's participation in the ILO
International Labour Conference. In 2017, men made up 69 per cent of the region’s country delegations while women
constituted only 31 per cent. By the 2018 conference, women'’s participation had stagnated. The diagrams below highlight
the gap between workers’ and employers’ organization delegations and government delegations. More needs to be done
to make progress towards the overall goal of achieving gender parity (ILO’s goal is between 45-55 per cent of either
women or men) in these high-level meetings and data collection is one key aspect to highlight the change needed (for

more, see section 3.2).

Going forward, the ILO will prepare and attach an infographic on female-to-male participation to each invitation letter
for its high-level meetings (International Labour Conference and regional meetings) across all regions. At its March 2018
meeting, the ILO Governing Body urged all its constituents to aspire to gender parity and agreed to report on members

who achieved more than 30 per cent female representation (GB.332/LILS/2, March 2018).

Tripartite participation, by sex at the 2018 International Labour Conference

Government Employer Worker
participants participants participants

c\ A\ Aw

38% 28%

Women Women

Data source: ILO, forthcoming c.
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LABOUR FORCE PARTICIPATION

While the labour force participation rate of women is relatively high in some countries
(except those in Southern Asia), it is still below that of men. And it has either stagnated
or declined in recent times (figure 1). In Eastern Asia, the gap between men and
women is 15.6 per cent in 2018 and is expected to widen through 2021. In South-
Eastern Asia and the Pacific, the gap is still high, at 22.8 per cent, although it is on a
downward trend. In Southern Asia, the gapis at 51.4 per cent and is expected to widen
over the immediate future (ILO, 2018a). The low rates in Southern Asia could be due to
various factors, including under-reporting of women's work and increased attendance
of youngwomen in education. But it also suggests deep-rooted obstacles to women's
empowerment and sizeable opportunity costs in not utilizing the full talents and skills
of the labour force.

FIGURE 1. Trends in female labour force participation in Asia and the Pacific,
1991-2019 (percentage)

Rate %
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Source: ILO, Trends Econometric Models, ilo.org/wesodata [accessed 24 June 2018].

While the labour force participation rate of women is relatively high in some countries
(except thosein Southern Asia), itis still below that of men. And it has either stagnated
ordeclinedinrecenttimes (figure 1). In Eastern Asia, the gap between men and women
is 15.6 per cent in 2018 and is expected to widen through 2021 (figure 2). In South-
Eastern Asia and the Pacific, the gap is still high, at 22.8 per cent, although it is on a
downward trend. In Southern Asia, the gap is at 51.4 per cent and is expected to widen
over theimmediate future (ILO, 2018a). The low rates in Southern Asia could be due to
various factors, including under-reporting of women's work and increased attendance
of youngwomen in education. But it also suggests deep-rooted obstacles to women's
empowerment and sizeable opportunity costs in not utilizing the full talents and skills
of the labour force.
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FIGURE 2. Female and male labour force participation in Asia and the Pacific, 2018 (percentage)
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The unemployment rates for women in the region in 2018 are relatively low, at 4.2 per
cent in Eastern Asia, 3.3 per cent in South-Eastern Asia and the Pacific and 5.2 per
cent in Southern Asia.** Unemployment rates, however, are weak indicators of the

labour market situation of women in low- and middle-income countries. Relatively low Across the region,
unemployment rates may be a result of the continued demand for labour-intensive women are not gaining
manufacturing, in which women are concentrated, and an indication that, in poor sufficient access to
communities, many people cannot afford to be unemployed and take any type of work higher skills, higher
available. pay and quality and
emerging jobs.

QUALITY OF WORK FOR WOMEN Participant at the ILO

Regional Conference on

Women and the Future of
and whether it could be considered decent work.'> Women are often engaged in Work in Asia and the Pacific

The quality of work is a strong indicator of women's actual labour market position

informal work, which generally falls outside of labour and social protections. While a
sizeable proportion of men are also present in the informal economy, women tend
to concentrate in the poorest levels of informal employment. Most of them have low,
irregular or no cash returns, are subject to a high level of job insecurity and do not have
access to a safety net in periods of low economic demand, household income-related
shocks, aswellas duringan economic and financial downturn or natural disaster. In many
countries in the region, the informal economy is gender segregated by employment
status, with the employer category a male domain and the most vulnerable category
of contributing (unpaid) family workers predominately female.

The most recent data suggest that 1.3 billion people are working informally in Asia
and the Pacific, which accounts for 65 per cent of the informally employed population
globally. More than 64 per cent of women who are employed in the region are in
informal employment. It is particularly prevalent in rural areas in the region (85.2 per
cent of employment), while in urban areas it comprises 47.4 per cent of employment
(ILO, 2018b). As figure 2 indicates, while men in Eastern Asia and the Pacific are more
likely to be ininformal employment than women, Southern Asia has a larger proportion
of women than men when including agriculture (at 90.7 per cent for women and 86.8
per cent for men).

Levels of informality are particularly high in Southern Asia, with Nepal having a rate
of 94.3 per cent, while in South-Eastern Asia the highest rates are found in the Lao
People's Democratic Republic and Cambodia, at 93.6 per cent and 93.1 per cent,
respectively. Smaller proportions are found in Eastern Asia, with Japan at around 20
per cent (ILO, 2018b).

11 Seethe ILO World Employment and Social Outlook Data Finder [accessed 24 June 2018].

10 Theterm "decent work" sums up the aspirations of people in their working lives. It involves opportunities for
work that is productive and delivers a fair income, security in the workplace, social protection for families,
better prospects for personal development and social integration and freedom for people to express their
concerns, to organize and to participate in the decisions that affect their lives. And it delivers equality of
opportunity and treatment for all women and men.
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FIGURE 3. Components of informal employment as a percentage of total employment in Asia and the Pacific:

Informal sector, the formal sector and household sector, 2016 (percentage)
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Linked to informality is the high level of vulnerable employment®® among women. Although the overall female vulnerable
employment trends in the region are downward (figure 4), the rates are high, especially in Southern Asia, at 79 per cent

in 2017. In South-Eastern Asia and the Pacific islands, the rate has stagnated, at around
dropped slightly in Eastern Asia, to 32 per cent.**

52 per centin 2016-17, and

FIGURE 4. Trends in female vulnerable employment in Asia and the Pacific, 1991-2019 (percentage)*®
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Source: ILO, Trends Econometric Models, ilo.org/wesodata [accessed 24 June 2018].

11

Vulnerable employment is based on contributing family workers (defined as a person who holds a self-employment job in a market-oriented establish-

ment operated by a related person living in the same household) and own-account workers (defined as someone who holds a self-employment job).

12 See the ILO World Employment and Social Outlook Data Finder [accessed 24 June 2018].
13 SeeILO: Trends Econometric Models [accessed 24 June 2018].
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Another indicator of work quality relates to full-time or part-time work (part-time work can be voluntary or involuntary).
Of course, part-time work can offer flexibility to some workers and be by choice. But it can also reflect constraints on
women's access to full-time employment, such as managing work and their role as primary caregiver, or it can indicate
limitations in available jobs due to occupational segregation. According to a recent ILO report (ILO, 2018c), unpaid care
work is one of the main obstacles to women moving into better-quality jobs. It affects the number of hours spent by
women in work for pay or profit, impacting their earnings.

Another recent report, from ESCAP (2018), reveals a marked difference between women and men in full-time work. The
report proposes that given the high levels of informality in the region, access to full-time work can be used as a proxy for
some conditions of decent work. As figure 5 illustrates, the bulk of access to full-time work has a gender-based nature
toit. In Nepal, as the ESCAP report points out, women are almost 80 per cent less likely than men to be in full-time work,
all else being equal. Indonesia, the Philippines and Afghanistan also have large gender disparities in full-time work. Long-
term part-time work among women can be a substantial source of inequality, in particular when it does not come with
social protection benefits or access to skills training or career advancement, for example.

FIGURE 5. Inequality in access to full-time employment and its decomposition in selected countries, grouped
by the most important circumstance, latest year
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Women may drop out of the workforce involuntarily to take up their caregiver roles, and
this canimpact negatively ontheir futurelivelinoods. Therisk of fallinginto povertyinold
age is greater for women than men because social security systems are usually based
on continuous employment. Women are less likely to fulfil the minimum contributory
requirements due to the breaks they must take to provide unpaid care in the household
or because of a gender gap in the legal retirement age for women and men in some
countries in the region. ESCAP projects that one in four people in the region will be
aged 60 years or older by 2050.%¢ Due to this ageing-population demographic trend
andthe greater longevity of women, the risk of more women in poverty will remain high
inthe future if the status quois maintained. Not only could this hinder the achievement
of the SDGs, it may render even more older women dependent upon their families,
both for their care and financial needs.

Like all countries in the region, Viet Nam is making effort to redress many of the
persistent gender inequalities. The following fresh insights box traces the process of
reforming provisions in the Vietnamese Labour Code that lead to discrimination.

Labouring Under False Assumptions: Exploring the Rifts Between International Standards and
Cultural Values in Vietnam'’s Labour Code Reform

Paper by Mia Urbano, Jane Aeberhard-Hodges and Than Thi Thien Huong

While Viet Nam has made significant achievements in gender equality in its labour market, including a high participation
rate for women, obstacles to more equitable outcomes remain. The widening gender wage gap, the high levels of informal
work among women and a high risk of poverty in old a