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About the report
In 2019, at the request of the Japanese presidency of the Women 20 (W20), the OECD Development
Centre developed and published the report “From promises to action: Addressing discriminatory social
institutions to accelerate gender equality in G20 countries” (OECD, 2019[1]). The report analysed the
progress made and remaining challenges in G20 countries across the W20’s ambitious gender equality
objectives, by adopting a “Social Institutions and Gender Index (SIGI) lens” which takes discriminatory
social institutions (laws, social norms and practices) into account (see Box 1). The report highlighted
that women’s lower rate of labour force participation and overrepresentation in part-time employment
are partly explained by the share of caring responsibilities they perform in the household (OECD,
2019[1]).
In 2020, at the request of the Saudi Arabian G20 presidency, the OECD Development Centre prepared
an update on the prior report, entitled, “Tackling discriminatory social institutions to pave the way
towards women’s full inclusion and gender equality in G20 countries” (OECD, 2020[2]). Data on labour
force participation rates revealed that about half of the G20 countries were on track to achieve the
Brisbane 25x25 target (OECD, 2020[2]). This update presented newly available statistics in the financial
pillar, such as the share of women business owners and the share of employed women who are ownaccount workers, reviewed legal and policy changes following the impacts of the COVID-19 pandemic
and provided policy recommendations to G20 countries.
Building on this ongoing collaboration, the current Italian presidency of the W20 has asked that the
OECD Development Centre prepares another update to assess progress and the main remaining
barriers in G20 countries across the Women 20’s (W20) agenda in 2021. The OECD Development
Centre, in partnership with the Italian presidency of the W20, will launch the report in December during
the Roundtable, “From insights to action: gender equality in G20 countries”.
Proposed indicators for the three focus areas – labour, entrepreneurship and finance, and violence
against women and girls – are composed of four sub-indicators monitoring (i) gender gaps in outcomes,
(ii) changes to legal frameworks, (iii) evolving social norms and attitudes, and (iv) shifts in discriminatory
social practices (see Annex 1).
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Introduction
Globally and in all G20 countries, the COVID-19 crisis has disrupted economic activity and adversely
impacted well-being. In June 2021, the G20 Labour and Employment Ministerial Declaration “Fostering an
inclusive, sustainable, and resilient recovery of labour markets and societies” recognised that the pandemic
had disproportionate consequences for women, hampering their economic empowerment and increasing
gender inequality in employment in G20 countries (G20, 2021[3]). The COVID-19 crisis has impacted
women in three critical ways: the economic crisis has predominantly affected sectors in which women are
overrepresented, mitigation measures to curb the spread of the virus have exacerbated unpaid care and
domestic work burden, borne mainly by women, and, finally, lockdown have amplified the risk and severity
of violence against women, especially domestic, and hindered their ability to seek safety, justice and
support. Therefore, the COVID-19 crisis threatens to undermine some of the progress made towards
gender equality that has been accomplished in G20 countries over recent years (ILO; OECD, 2021[4]).
In the context of these challenges, G20 countries have continued to promote women’s empowerment and
gender equality through a combination of policy actions and complementary measures, which encompass
various sectors, including virtual vocational training for young women, promotion of women’s
entrepreneurship and increased financing to support women’s businesses, access to affordable childcare
and access to adequate services for victims/survivors of domestic violence (ILO; OECD, 2021[4]). G20
countries have also made efforts to strengthen women’s labour market security and employment
conditions, by addressing sexual harassment, pay discrimination, and gender-based discrimination.
In 2021, the “G20 Roadmap Towards and Beyond the Brisbane Target: More, Better and Equally Paid
Jobs for Women” sets out comprehensive policy actions aiming to increase the quantity and quality of
women’s employment, ensure equal opportunities and achieve better outcomes in the labour market,
promote a more even distribution of women and men across sectors and occupations, tackle the gender
pay gap and address discrimination and gender stereotypes in the labour market (G20, 2021[3]).
Furthermore, the G20 Rome Leaders’ Declaration emphasises the importance of gender equality and
highlights the crucial role of women’s and girls’ empowerment and leadership at all levels to achieve
inclusive and sustainable development. Through the adoption of this Declaration in October 2021, G20
leaders have reaffirmed their commitments and strengthened their efforts towards “an equal access to
education and opportunities, the promotion of women’s entrepreneurship and leadership, the elimination
of gender-based violence, the enhancement of social, health care and educational services, the
overcoming of gender stereotypes and the unbalanced distribution of unpaid care and domestic work”
(G20, 2021[5]).
Moreover, the first G20 Conference on Women’s Empowerment held in August 2021 focused on the quality
of women’s employment, the implementation of policy actions aimed at increasing women’s access to
positions of leadership, the protection of women’s workplace rights and the elimination of gender-based
violence (W20 Italy, 2021[6]). Finally, the Women20 (W20) 2021 Communiqué highlights the need for G20
countries to move from inclusion to women’s empowerment by placing gender equality at the heart of
budgeting decisions; ensuring equal representation of women at all levels of decision making; collecting,
analysing, and reporting on all key areas; developing gender impact assessments, leaving no one behind
and promoting education by investing in infrastructure (W20 Italy, 2021[7]).
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Based on the SIGI’s conceptual approach (Box 1; Figure 1), the OECD Development Centre has designed
a set of proposed indicators for three of the seven focus areas of the Italian presidency of the W20 in 2021,
namely labour equity, entrepreneurship and finance, and violence against women and girls. In addition,
the OECD Development Centre has tracked progress on labour, finance and entrepreneurship since 2019.
Furthermore, with the SIGI’s focus on social institutions, the analysis in this report also accounts for a
fourth focus area, “cultural changes and gender stereotypes” which is addressed across all of the thematic
areas with detailed analysis of the attitudes and social norms that comprise gender stereotypes.

Box 1. About the SIGI
Since its first edition in 2009, the OECD’s Social Institutions and Gender Index (SIGI) has been
measuring, assessing and analysing the deeply entrenched barriers and discrimination faced by women
and girls across the world. Laws, social norms and practices delineate the legally and socially
acceptable ways to think, do, express and act in relation to gender. When these social institutions
discriminate on the basis of gender, they establish multiple structural barriers, which span the entire
lifetime of women and girls.

Figure 1. The SIGI conceptual framework

The first part of this report, “Where do we stand?” presents key findings and trends at the G20 level on
labour equity, entrepreneurship and finance, and violence against women and girls. The second part of
the report provides updated country profiles for G20 members, which highlight the main challenges related
to laws and social norms in each country and offer examples of good practices and measures taken amidst
the COVID-19 crisis, as well as context-specific policy recommendations.
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Where do we stand?
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Labour
Infographic 1. Women’s labour: Where do we stand?
In every G20 country with data, women's labour force participation
rate is lower than men's
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Source: (ILO/OECD, 2021[4]), Women at Work in G20 countries: Progress and policy action since 2020,
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---cabinet/documents/publication/wcms_814421.pdf; (OECD, 2020[8]), OECD Labour
Force Statistics Database, https://stats.oecd.org/Description; (ILO, 2020[10]) Proportion of women in managerial positions (%),
https://ilostat.ilo.org/topics/sdg/.
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Where do we stand?
G20 countries have committed to reducing the gender gap in labour force participation by 25% by 2025 to
increase women’s labour inclusion, boost global and inclusive growth and reduce poverty and inequality
across G20 countries (G20, 2021[3]); (G20, 2021[5]). Between 2012 and 2020, all G20 countries, except for
India and Indonesia, increased their female labour force participation rates, with the most progress taking
place in Japan where women’s participation in the labour market increased by 10 percentage points, from
63% in 2012 to 73% in 2020 (OECD, 2020[8]). In Canada, Mexico and the United States, women’s labour
market participation remained unchanged. In 2020, on average, the labour force participation rate for
women in G20 countries stood at 59%. Between 2019 and 2020, the economic consequences of the
COVID-19 crisis have resulted in a decline of women’s labour force participation rates in the majority of
G20 countries, except for Germany and the United Kingdom (ILO/OECD, 2021[4]). For comparison, the
average labour force participation rate of men was 79%, representing a difference of 20 percentage points,
with some countries1 facing gaps of more than 50 percentage points (OECD, 2020[8]). The difference
between the employment rates of men and women aged 15-64 years in G20 countries range from
approximately seven percentage points in Canada, Germany and France to 40 percentage points in Turkey
and 57 percentage points in India and Saudi Arabia (OECD, 2020[8]). At the national level, the gender gap
in employment varies greatly reflecting differences in economic development, social norms and attitudes
towards working mothers, education levels, fertility rates, and access to childcare and other support
schemes for working parents (Figure 2).

Figure 2. Employment rates continue to be lower for women than for men
Employment rates for women and men in 2011 (Panel A) and 2020 (Panel B)
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Note: Employment rates are shown for the 11 G20 countries where data are available for 2011 and 2020.
Source: (OECD, 2020[8]), OECD Employment Database, https://stats.oecd.org/.
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Globally and across G20 countries, the COVID-19 pandemic has had adverse effects on both women’s
and men’s employment (Box 2). It is worth noting that the negative consequences for women and men
have been observed at different points in time as a result of the persistent gender-based occupational
segregation across many countries (ILO, 2021[9]). For instance, the restrictive confinement and lockdown
measures adopted by governments to curtail the spread of the COVID-19 pandemic impacted jobs held
mainly by women including, health care assistants and home-based personal workers. As the COVID-19
crisis aggravated and interrupted cross-border value chains, the effect on women’s labour force
participation heightened as they are predominately employed in industries that depend on international
trade. Between 2012 and 2019, women were more likely to be unemployed than men across G20 countries
(ILO/OECD, 2021[4]). Among the 11 G20 countries 2 with available and comparable data, the overall
unemployment rate increased from 6% in 2019 to 7% in 2020. In 2020, among these 11 G20 countries,
Turkey had the highest unemployment rate for women (15%) followed by Italy (10%) (OECD, 2020[8]). At
the national level, there were no significant differences in unemployment rates between women and men
in six G20 countries3 thanks to policy measures put in place to promote and safeguard women’s
engagement in paid work (ILO/OECD, 2021[4]). In 2020, while in Italy and Turkey women had higher
unemployment rates than men, in Canada and Germany, the unemployment rate for men was higher than
that of women (OECD, 2020[8]).
Across all G20 countries, women earn less than men and progress in this area is being made albeit at a
slow pace. In 2019, in the 16 G20 countries 4 with available data, the gender pay gap stood at 18%
indicating that on average, women earn 18% less per hour than their male counterparts. There are
significant differences in the size of this gap across G20 countries (OECD, 2020[8]). The gender pay gap
ranges from less than 7% in Italy and Turkey to more than 29% in South Africa, India and Korea. In most
of the G20 countries, the gender pay gap has narrowed in the last two decades. Japan made the most
progress in reducing its gender pay gap from 33% in 2006 to 23% in 2018. Whereas in Argentina the
gender pay has remained unchanged, the gap has widened in France from 10% in 2010 to 12% in 2018
(OECD, 2020[8]).
Women are still underrepresented in management positions across all G20 countries. None of the G20
countries with available data achieves the SDG target of 50% of women in senior and middle management
positions (ILO, 2020[10]). In 2019, for the 14 G20 countries with available data, the average share of women
in managerial positions stands at 31% compared with 69% for men. Between 2017 and 2019, in seven
G20 countries,5 the share of women’s representation in managerial positions has increased with the largest
increase taking place in Russia. However, it has stalled in Argentina, Germany, Italy, Mexico and the United
States and decreased in South Africa (OECD, 2020[8]).

What’s holding women back?
Despite progress, discriminatory legislation for workplace rights curb women’s labour
inclusion
In G20 countries, legal restrictions hamper women’s workplace rights. The protection of women’s rights in
the workplace is critical to guarantee equal labour participation between women and men, economic
2

Australia, Canada, France, Germany, Italy, Japan, Korea, Mexico, Turkey, United Kingdom and the United States
Australia, Canada, France, Japan, Korea, Mexico and the United States.
4
Argentina, Australia, Brazil, Canada, France, Germany, India, Indonesia, Italy, Japan, Korea, Mexico, South Africa,
Turkey, United Kingdom and the United States.
3

5

Brazil, France, Japan, Korea, Russia, Turkey and the United Kingdom
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empowerment and equal remuneration. Various international instruments recognise the importance of
women’s workplace rights, including the Convention on the Elimination of All Forms of Discrimination
Against Women (CEDAW), which urges member states to eliminate all forms of discrimination related to
employment, remuneration and choice of profession. In addition, national legislation is steered by
fundamental ILO conventions that lay out the foundations of key labour standards and promote gender
equality in the workplace. These conventions particularly comprise the Equal Remuneration Convention,
1951 (No. 100); the Discrimination (Employment and Occupation) Convention, 1958 (No. 111); the
Workers with Family Responsibilities Convention, 1981 (No. 156); the Maternity Protection Convention,
2000 (No. 183); and the Domestic Workers Convention, 2011 (No. 189).
G20 countries have made progress in improving women’s labour market security and working conditions.
All G20 countries, except the United States, have adopted measures to offer paid maternity leave schemes
at the national level. In the United States, four states guarantee paid maternity leave, namely California,
Georgia, New Jersey, and Rhode Island. Moreover, paid paternity leave is available in more than half of
the G20 countries6 and nine countries7 grant paid parental leave benefits. The legislation of all G20
countries does not require women to have permission from their husbands or legal guardians to register a
business. In 2020, Saudi Arabia removed the legal obligation for married women to obey their husbands.
Furthermore, all G20 countries except India allow women to work the same hours during the night as men
and 16 G20 countries8 provide legal protection from sexual harassment in employment. In addition, all G20
countries except for Indonesia and Saudi Arabia provide daughters with the same rights as sons to inherit
land.
However, obstacles remain to guarantee equal opportunities between women and men in terms of
employment. For instance, discriminatory laws continue to limit women’s access to employment. Seven
G20 countries9 proscribe women from entering certain professions in hazardous jobs in sectors such as
construction, energy and mining. Five G20 countries 10 do not offer at least 14 weeks of paid maternity
leave to women employees. India and the United States do not provide paid paternity leave schemes at
the national level. Furthermore, only six of the G20 countries 11 have ratified ILO Convention No. 156
concerning equal opportunities and equal treatment of men and women workers.

Women in G20 countries continue to perform the bulk of unpaid care and domestic work
Women spend more time undertaking domestic and care-related tasks than men in G20 countries. This
ranges from one and a half times more in Canada, Germany and the United States, to nine times more in
India (OECD, 2019[11]). COVID-19 has also exacerbated the workload of childcare, household chores and
elderly care which has been primarily faced by women and girls across G20 countries (Box 2). Time-use
data from online surveys conducted in March/April 2020 in Germany and the United Kingdom indicate that
women’s unpaid care and domestic work burden has increased as a result of COVID-19 mitigation
measures. For instance, in nearly 50% of German households in which childcare was organised within the
household, the mother was identified as the primary caregiver (Möhring, 2020[12]).
This time burden on unpaid care and domestic work, disproportionally borne by women impacts female
labour force participation rates as well as women's ability to pursue education, employment and
entrepreneurship (Figure 3). Social norms are a key driver behind unequal divisions of care and domestic
labour. In 2020, across G20 countries, 37% reported agreeing or strongly agreeing that “when a mother
6

Argentina, Australia, Brazil, China, France, Indonesia, Italy, Korea, Mexico, Saudi Arabia, South Africa, Turkey and
United Kingdom
7
Australia, Canada, France, Germany, Italy, Japan, Korea, Russia, South Africa
8
All countries with the exception of Indonesia, Japan and Russia.
9
Argentina, China, India, Japan, Korea, Russia, and Turkey.
10
Argentina, Indonesia, Mexico, Saudi Arabia and the United States.
11
Argentina, Australia, France, Japan, Korea and Russia.
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works for pay, the children suffer”; however this figure has slightly decreased since 2017 when nearly 43%
of respondents agreed with this statement (OECD, 2019[11]; Haerpfer et al., 2020[13]). Furthermore, in 2017,
on average, 62% of respondents agreed with the statement that “being a housewife is just as fulfilling as
working for pay” (OECD, 2019[11]). In addition, across 12 G20 countries,12 on average, 16% of respondents
reported that it is acceptable to let women do the majority of housework, childcare and elderly care (Focus
2030 and Women Deliver, 2021[14]). Moreover, 19% reported that it is acceptable to ask a woman during
a job interview whether she has, or would like to have, children (Focus 2030 and Women Deliver, 2021[14]).

Figure 3. Unpaid care and domestic work constitute one of the main barriers to women’s full
participation in the labour market
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Note: Ratio of female to male labour force participation rate is calculated by dividing female labour force participation rate by male labour force
participation rate and multiplying by 100 and the female to male ratio of unpaid care and domestic work is calculated as the average number of
hours dedicated by women to unpaid care and domestic tasks divided by the average number of hours dedicated by men to the same tasks.
Source: (OECD, 2020[8]), OECD Employment Database, https://stats.oecd.org/; (OECD Development Centre, 2019[15]), Gender, Institutions and
Development Database, https://doi.org/10.1787/ba5dbd30-en.

The persistent differences between leave schemes for mothers and fathers send a clear signal that
societies believe caring for children is predominately a task for women. Even when paternity leave
entitlements are in place, social norms continue to stigmatise men who take a more active role in childcare.
In G20 countries, in 2019, on average 22% of respondents reported that “a man who stays home to look
after his children is less of a man” and this figure ranged from 11% in Canada to 76% in Korea (IPSOS,
2019[16]). In addition, a recent survey from the Japanese Ministry of Health, Labour and Welfare revealed
that 25% of men who tried to use paternity leave and other leave schemes experienced workplace
harassment, and over 40% of them desisted from taking them altogether (Government of Japan, 2020[17]).
Nevertheless, social norms around childcare and work-life balance seem to be shifting across some G20
countries. When asked which actions they view as the most important to ensure that the programme for
COVID-19 recovery in their country addresses the issues faced by women, the highest percentage of
respondents in eight13 of the G20 countries chose, “more flexible working practices, such as working from

12

Argentina, Australia, Canada, China, France, Germany, India, Japan, Mexico, South Africa, the United Kingdom
and the United States.
13
Australia, Canada, Germany, Italy, Japan, Saudi Arabia, the United Kingdom and the United States.
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home and working part-time”, while in two countries14 most favoured “paid parental leave, childcare
facilities or social assistance with childcare” (IPSOS, 2021[18]).

Deeply entrenched social norms affect women’s career choice and widen gender pay
gaps
Social norms, stereotypes and very strong unconscious biases lead people to perceive some careers as
“masculine” or “feminine” and play a critical role in dictating the types of programmes, in which women
enrol compared with men. The lack of representation of women in science, technology, engineering and
mathematics (STEM) fields leads to lower representation in positions such as engineers, scientists or
architects, which are often high-status and high-paying careers (UNESCO, 2017[19]). Beliefs about some
professions being suitable for men while others are for women impact the career aspirations of both, thus
reproducing segregation in the labour force. Data on social perceptions show that overall, nurses, care
workers or child care providers are professions mostly viewed as women’s occupations, while IT workers,
delivery drivers, bankers or police officers are viewed as jobs mostly performed by men (IPSOS, 2021[20]).
In 18 G20 countries with available data,15 in 2021, 82% of respondents consider that people who provide
childcare, including nurses, childminders and nannies, is mostly made up of women. In addition, 61% of
respondents think that computer engineers are a job that is mostly made up of men (IPSOS, 2021[20]).
Horizontal segregation drives gender pay gaps, which in turn put women at a financial disadvantage with
lasting impacts throughout their lifetime. In G20 countries, in 2020, among elementary occupations and
skilled agricultural, forestry and fishery workers, women accounted for 35% of full-time wage and salary
workers compared to 65% of men. When it comes to gender pay gaps, on average, nearly 11% of
respondents in 12 G20 countries 16 reported finding it acceptable that women earn less than men for the
same work (Focus 2030 and Women Deliver, 2021[14]). In addition to low acceptance of pay discrimination,
in eight17 out of the 18 G20 countries 18 with available data, the percentage of the surveyed population
reporting that “closing the gender pay gap is important and should be one of our top priorities right now”
was higher than 40% (IPSOS, 2021[18]).
Unequal treatment of women and men at work also affect women’s employment opportunities and
remuneration. Across 12 G20 countries,19 on average, 13% of female respondents reported having
difficulty accessing education and professional training compared with their male peers and/or relatives
(Focus 2030 and Women Deliver, 2021[14]). Moreover, across 12 G20 countries,20 on average, 24%
reported that they did not have the same access to promotion opportunities in their job as their male peers,
and 23% of respondents said they were not paid as much as their male counterparts at work (Focus 2030
and Women Deliver, 2021[14]).

14

China and South Korea.
Except for Indonesia
16
Argentina, Australia, Canada, China, France, Germany, India, Japan, Mexico, South Africa, the United Kingdom
and the United States.
17
Argentina, Brazil, France, India, Italy, Mexico, South Africa and Turkey.
18
Argentina, Australia, Brazil, Canada, China, France, Germany, Italy, India, Japan, Korea, Mexico, Russia, Saudi
Arabia, South Africa, Turkey, the United Kingdom and the United States.
19
Argentina, Australia, Canada, China, France, Germany, India, Japan, Mexico, South Africa, the United Kingdom
and the United States.
20
Argentina, Australia, Canada, China, France, Germany, India, Japan, Mexico, South Africa, the United Kingdom
and the United States.
15
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Box 2. Labour in the context of COVID-19: Where we stand and policy measures
The COVID-19 pandemic has highlighted the prominent role played by women in confronting the crisis
particularly in their roles as health professionals, but also as teachers, domestic workers, among others,
as well as mothers, juggling their various professional responsibilities and duties at home. However, the
pandemic also deepened inequalities and discriminations against women, as they are more vulnerable
to job loss, particularly women working in the informal sector. Many of the industries hit by the pandemic
are also those where women are over-represented, such as in air travel, tourism, retail activities,
accommodation services and food and beverage service activities, as well as the garment manufacturing
industry (OECD, 2020[21]). The pandemic highlighted the need to include a gender lens at the core of
the recovery efforts. Therefore, G20 governments implemented measures to improve women’s access
to social protection schemes, supported them manage the additional care needs at the household, or
have adopted policy actions targeting sectors in which women are overrepresented (Figure 4)
(ILO/OECD, 2021[4]).

Figure 4. COVID-19 measures in G20 countries by type specifically addressing women’s labour
Labour gender
sensitive policies, 103

Other gender sensitive policies,
139

Social assistance

23%

Care services
Social Insurance
22%
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Reduced work time & telework

33%
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10%

Other non gender
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Activation measures and enterprise development

5%

Non gender sensitive
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Note: Gender-sensitive socio-economic measures look at a broad range of social protection, labour market, economic and fiscal measures
taken in response to COVID-19 and identified as gender-sensitive. Social protection and labour market measures are defined as gendersensitive if they target women’s economic security or address unpaid care. Fiscal and economic measures are defined as gender-sensitive
if they provide support to female-dominated sectors of the economy, on the assumption that this is likely to protect women’s employment and
thereby their economic security.
Source: (UNDP, 2021[22]), COVID-19 Global Gender Response Tracker, https://data.undp.org/gendertracker.

EXAMPLES OF POLICY MEASURES IN G20 COUNTRIES
o

Establishing childcare centres for essential workers: many countries have put these in
place, to enable essential workers (mainly those from the health sector) to continue working
during the pandemic. This is the case of Canada, the United States and the United Kingdom, for
example.

o

Providing special funds dedicated to specific sectors where women are the most
impacted: in Argentina for example, the Ministry of Tourism and Sports established a support
fund for tourist service providers during the pandemic.
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o

Providing financial support for the most vulnerable persons: Brazil’s Auxilio Emergencial
for informal workers is providing double benefit for single mothers, and the programme was
extended in time to support micro-entrepreneurs, self-employed and informal workers who do
not receive any government benefits (except Bolsa Familia).

o

Providing specific funding to help finance childcare during the pandemic: through its
“Support Program for the Wellbeing of Girls and Boys, children of working mothers”, Mexico
grants economic support bi-monthly for each child to mothers, fathers or guardians who have
children under their care aged 1-4, and 97% of the programme beneficiaries are women.

o

Supporting youth during the crisis: the Mexican Ministry of Labour and Social Welfare has
strengthened the “Youth Building the Future” Programme for the most affected sectors such as
health, culture, agriculture, sport, services and STEM which includes training and financial
monthly support, and of which 60% of the beneficiaries are women; similarly, Australia is funding
various measures to build the skills girls and women need to access high-skilled jobs in a postCOVID 19 environment, for example, the Women in STEM and Entrepreneurship Grants
Program and the Women in STEM Ambassador role.

o

Supporting work-life balance: Japan provided temporary special benefits to single-parent
households (mainly single mothers), in view of reducing the costs of childcare that were borne
as a result of the pandemic. Germany also provided a relief contribution to single parents (the
majority of whom are mothers), reaching around 1.1 million households.

Policy recommendations to fast track women’s labour inclusion
Facilitate women’s participation in the labour market


Legislative bodies should pass legislation to guarantee paid maternity and paternity leave and
implement extended parental leave policies that can be used interchangeably by mothers and fathers.



Ministries overseeing educational, economic, financial policies as well as those responsible for the coordination of all skill development efforts should follow recommendations from the 2013 OECD Gender
Recommendation on Education, Employment and Entrepreneurship 21 such as mainstreaming the
gender equality perspective in the design, development and evaluation of relevant policies and
budgets. This includes, for example, conducting systematic gender-impact assessments and
generating appropriate data and evidence, to build a benchmark for future assessments as well as a
compilation of best practices for governments and public agencies.



Ministries responsible for guaranteeing workers’ rights and the enforcement of employment standards
as well as those in charge of ensuring the formulation and co-ordination of national plans should
recognise the importance of the care economy for societal well-being by investing in affordable,
accessible and quality paid childcare and jobs and services to ensure a gender transformative recovery
from the COVID-19 crisis.



Both the public and the private sectors should facilitate women’s return to work after maternity leave
by ensuring flexible working conditions for both parents, including remote working, where possible,
especially in the current context of the COVID-19 crisis.



Both the public and the private sectors should eliminate women’s horizontal and vertical segregation
in employment through the introduction of gender procurement, as well as affirmative action such as
quotas.

21

Available at : https://read.oecd-ilibrary.org/employment/2013-oecd-recommendation-of-the-council-on-genderequality-in-education-employment-and-entrepreneurship_9789264279391-en#page9
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Ministries responsible for guaranteeing workers’ rights and the enforcement of employment standards
as well as the private sector should establish mechanisms or incentives to increase women’s
representation in decision-making bodies, such as disclosure requirements, target setting or quotas
for women in senior management positions.



As government develop their national recovery strategies from the COVID-19 crisis, Ministries
overseeing labour together with the private sector should guarantee workers’ rights, enforce
employment standards, and ensure universal social protection and pensions for all women, especially
those working in the informal sector.

Enforce anti-discrimination laws in the workplace


In order to counterbalance the economic consequences of the COVID-19 crisis on women, both the
public and private sectors should foster the creation of quality jobs for women, with decent working
conditions and remuneration, including for domestic workers, in line with ILO standards.22



Legislative bodies should pass laws and enact codes that promote pay transparency, to support the
principle of equal pay for work of equal value.



Policy makers should strengthen legal frameworks that address gender discrimination in human
resources management, specifically related to recruitment, training and promotion policies.

Conduct effective communications campaigns and programmes aimed at eliminating the
various forms of gender-based discrimination affecting women’s career options and
employment opportunities


Ministries responsible for labour rights and the enforcement of employment standards, in addition to
those responsible for the formulation, administration, management and development of the
information, broadcasting and communication policies and educational policies should establish
training programmes and mentorships for women and girls with a special focus on digital tools, new
technologies and STEM subjects in collaboration with the private sector.



Ministries overseeing labour and employment should run awareness and sensitisation campaigns to
address persisting gender stereotypes, such as traditional gender roles at home, and gender
discrimination in science and technology-related careers, including for example artificial intelligence,
by showcasing successful female role models thriving in male-dominated fields.



In partnership with international organisations, donors and other actors, governments should establish
gender-sensitive training for a wide range of key influential societal actors to counter gender
stereotypes, including teachers and educators, doctors and social workers, as well as managers,
authorities and media players.

Call for more investments in data, ensure the availability of gender-disaggregated data and
better use of available data to eliminate gender gaps in employment


In order to reduce the gender gaps in employment, G20 governments should continue to monitor
progress on the status of the Brisbane Target, which aims to reduce the gender gap in the labour force
by 25% between 2012 and 2025.



National Statistical Offices should harmonise statistical definitions and calculations for the gender pay
gap.

22

The four core ILO gender equality Conventions are the Equal Remuneration Convention (No. 100), Discrimination
(Employment and Occupation) Convention (No. 111), Workers with Family Responsibilities Convention (No. 156 ) and
Maternity Protection Convention (No. 183). Other important ILO conventions include the Violence and Harassment
Convention (No. 190).
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National Statistical Offices should run regular, dedicated time-use surveys over time, and if not possible
at least ensure time-use components are added to national statistical surveys to better capture the
distribution of unpaid care and domestic work.
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Women’s entrepreneurship and finance
Infographic 2. Women’s entrepreneurship and finance: Where do we stand?
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Where do we stand?
The entrepreneurship landscape across G20 countries offers a somewhat mixed picture but reveals that
more needs to be done for women’s entrepreneurship and finance. Between 2019 and 2020, while the
share of women among business owners increased in eight countries, it decreased in ten countries
(Mastercard, 2019[23]; Mastercard, 2020[24]). In addition, among the seven countries with available data for
the 2018-2019 period, the share of employed women who were employers increased in four countries,23
remained at the same level in three countries,24 and declined in one country25 (OECD, n.d.[25]). In all seven
countries, the percentage of employed men who are employers was more than twice as high as that of
employed women (OECD, n.d.[25]). When it comes to the share of employed women who are own-account
workers, the percentage declined in four26 of the seven countries with available data and increased in two
countries27 while remaining the same in the remaining two countries 28 (OECD, n.d.[25]). In all of the seven
countries with data, employed women were less likely than employed men to be own-account workers in
2019 (OECD, n.d.[25]). There is also a wide variation across G20 countries in terms of self-employed
earnings between women and men. The gender gap in self-employed earnings among the six countries
with available data ranged from 11.4% in France to 44.9% in Italy in 2017 (OECD, n.d.[25]).
Overall, women have less access to financial services than men across G20 countries. In 2017, fewer
women than men reported having an account, by themselves or together with someone else, at a bank or
another type of financial institution. On average 79% of women in G20 countries reported this is the case,
while 84% of men did the same (Demirgüç-Kunt et al., 2018[26]). Women are also underrepresented when
it comes to saving money to start, operate or expand a farm or business. In 2017, across the G20, 49% of
women on average reported personally saving or setting aside any money for any reason while 56% of
men reported doing so (Demirgüç-Kunt et al., 2018[26]).

What’s holding women back?
Women’s entrepreneurship is increasingly being recognised as a driving force of economic growth,
innovation and job creation. Furthermore, women’s entrepreneurship may also be a driving force of gender
equality as it promotes women’s autonomy and agency as economic actors. Although the legal framework
of all G20 countries provides women with the same rights as men to open a bank account at a formal
financial institution, inequalities remain and women face specific challenges when it comes to their finances
and access to entrepreneurial opportunities. This section highlights the linkages between the laws, social
norms and practices in G20 countries and existing inequalities in women’s entrepreneurship and finances.
Even though legal frameworks in the G20 permit women to register a business in the same way as men,
in 2020 women remained underrepresented among business owners in every G20 country (OECD,
2019[11]). The level of women’s representation among business owners varies at the national level ranging
from 2% in Saudi Arabia to 34% in the United States (Mastercard, 2020[24]). Between 2019 and 2020, eight
countries29 saw an increase, in some cases quite significant, in the share of women among business
owners. For example, in Mexico, the increase was nearly nine percentage points (Mastercard, 2019[23];
Mastercard, 2020[24]). Nevertheless, in ten countries30 the share of women among business owners
23
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declined and in one country31 the share remained the same over this period (Mastercard, 2019[23];
Mastercard, 2020[24]). Understanding this mixed performance and persistent underrepresentation in
entrepreneurship requires a closer look at the steps on procedures that enable, and prevent, women from
starting, running and growing successful businesses.
An important precondition for entrepreneurial activities is access to sufficient capital for start-up and future
growth. Access to finance, and the ability to open bank accounts, save money or invest capital is closely
linked with the request for collaterals (Figure 5). And access to collateral is influenced by the social norms
and practices that govern women’s ability to own land or property assets – including through inheritance.
While 11 G20 countries32 exhibit no discrimination against women in their legal frameworks on inheritance
in two33 of the G20 countries, the law does not provide daughters with the same rights as sons to inherit
land and non-land assets (OECD, 2019[27]). In addition, on average, nearly 10% of female respondents in
12 G20 countries34 reported they did not receive, or would not receive, the same inheritance as their male
relatives, and this was as high as 26% in India (Focus 2030 and Women Deliver, 2021[14]). Such
discriminatory legal frameworks and practices hamper women’s ability to build capital they can invest from.
Assets ownership is important as it facilitates access to credit, yet across G20 countries, on average, 13%
of land is owned by women compared to 87% by men (OECD, 2019[11]), while 39% of houses are owned
by women on average, compared to 67% by men (OECD, 2019[11]). In addition, gender-based
discrimination with regards to access to credit persists among financial institutions: while in every G20
country the law provides women with the same rights as men to obtain credit, in nine of the G20 countries 35,
the law does not prohibit discrimination in access to credit based on gender (OECD, 2019[27]; World Bank,
2021[28]).
In terms of financial decision-making in the household, social perceptions data reveal that most people
think that women and men have about the same influence in a family when it comes to making important
decisions about household finances (Pew Research Center, 2020[29]). In only one G20 country, does a
majority of respondents report that men have more influence in these decisions (Pew Research Center,
2020[29]). However, women still represent the minority when it comes to saving practices. In 2017, on
average only 10% of women across G20 countries reported saving or setting aside any money in the past
12 months to start, operate, or expand a farm or business, while 16% of their male counterparts reported
doing so (Demirgüç-Kunt et al., 2018[26]). One of the biggest obstacles to women’s participation in
entrepreneurship, aside from access to capital, is the lack of time to invest in such activities. Social norms
and practices that favour a traditional separation of gender roles in the household continue to limit women’s
ability to engage in paid activities, whether they are home-based or not. This unpaid work has further
increased during the COVID-19 pandemic (Box 3).
Finally, another external factor that limits women’s entrepreneurial activities is the lack of a supportive
policy environment, notably ensuring access to relevant training and coaching opportunities. Mexico and
Australia were the only G20 countries out of the 17 with available data, where a higher percentage of
women than men report having access to training on how to start a business in 2013. In the other
15 countries, the gaps varied, ranging from 2.6 percentage points in South Africa to 17 percentage points
in Turkey (OECD, n.d.[25]). Indeed, providing adequate training and mentoring or incubating schemes is
essential to equip aspiring women entrepreneurs with the necessary digital and financial skills, and to
counter the effect social norms and practices have on women’s confidence in starting a business. A recent
study has found that about one-third of the financial literacy gender gap can be explained by women’s
31
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lower confidence levels. In addition, women’s limited financial knowledge and confidence can explain the
gender gap in stock market participation (Bucher-Koenen et al., 2021[30]).

Figure 5. Gender gaps in account ownership partly explain the low proportion of women business
owners
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https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (Demirguc-Kunt et al., 2018[31]), Global Findex Database
https://globalfindex.worldbank.org/.

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

24 

Box 3. Women’s entrepreneurship and finance in the context of COVID-19: Where we stand and
policy measures
The pandemic has seriously affected women-led businesses, especially as women often rely more on
self-financing and have lower levels of capitalisation than men. This and the fact that the pandemic crisis
is a long-term one have impacted even more on women’s activities in this area (OECD, 2020[32]). As a
result, their access to funding and ability to maintain their business operational has become more
difficult, also because they had to take additional responsibilities in terms of childcare. To counter these
negative effects, a number of measures were put in place by governments to support businesses,
including tax deferrals, loan guarantees and direct lending to SMEs, as well as wage subsidies (OECD,
2020[32]).

Figure 6. COVID-19 measures in G20 countries by type specifically addressing women’s
entrepreneurship and finance
Gender sensitive
entrepreneurship policies, 14

Other gender
sensitive
policies, 228

7%

Other non gender sensitive
entrepreneurship policies, 139

7%

Equity injections: public sector subsidies to businesses

22%
7%

Tax deferrals
Tax cut/exemptions
Credit lines or additional liquidity by financial institutions
Multiple Measures
57%

Other non gender
sensitive policies, 249

Note: Gender-sensitive socio-economic measures look at a broad range of social protection, labour market, economic and fiscal measures
taken in response to COVID-19 and identified as gender-sensitive. Social protection and labour market measures are defined as gendersensitive if they target women’s economic security or address unpaid care. Fiscal and economic measures are defined as gender-sensitive
if they provide support to female-dominated sectors of the economy, on the assumption that this is likely to protect women’s employment and
thereby their economic security.
Source: (UNDP, 2021[22]), COVID-19 Global Gender Response Tracker, https://data.undp.org/gendertracker.

EXAMPLE OF POLICY MEASURES IN G20 COUNTRIES
o

Facilitating the operations of women-led businesses: the Canada Emergency Business
Account (CEBA) provides interest-free loans to small businesses and not-for-profits, where
women are often over-represented. This will help cover their operating costs during the
pandemic, a time where their revenues have been reduced. Mexico also offers Financial
Support-Program for Family Microenterprises, targeting both formal and informal microbusinesses in urban areas.

o

Removing administrative barriers for women-led businesses: in the United States, the
Consolidated Appropriations Act 2021 extended the Waiver of Matching Funds Requirement
under the Women’s Business Center through to the end of June 2021. The waiver assists
businesses mainly owned by socially and economically disadvantaged women.
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o

Providing financial support to women entrepreneurs: Australia is allocating additional
funding to help women founders of start-ups to overcome the barriers they face in accessing
finance and grow their start-ups. Such funding also relieves the financial constraints faced by
women entrepreneurs as a result of the negative impacts of the pandemic.

Policy recommendations to promote women’s entrepreneurship and finance
Ensure a strong legal framework and policy environment that includes a women-focused
approach in terms of business creation and development


Policy makers should support the formalisation of women-owned businesses by streamlining
registration processes and ensuring that the cost of registration is not a barrier, especially in the current
COVID-19 context.



Legislative bodies and Ministries overseeing the economic and financial policies should provide
incentives for investors to prioritise funding for women-owned and led enterprises, for example through
tax incentives.



Governments should enact national action plans and/or strategies with the aim of closing gender gaps
in entrepreneurship.



Relevant Ministries should follow recommendations from the 2013 OECD Gender Recommendation
on Education, Employment and Entrepreneurship,36 such as policies to support firm growth,
internationalisation and innovation, and encouraging more women to join business angel networks or
venture capital firms.

Facilitate women’s access to finance and capital


Relevant ministries should eliminate any discriminatory legislation or practice related to inheritance, to
provide women and men with equal access to such assets which could be used as capital to start a
business.



Ministries overseeing the economic and financial policies should facilitate account creation for women,
including savings accounts, through more transparent information and communication, as well as by
promoting access to, and affordability and use of, connected digital devices, and promoting e-banking
and mobile money as well as other digital tools, including in rural areas.



Ministries overseeing financial policies should facilitate all women’s access to finance and
entrepreneurship through the provision of grants for women-led/women-owned micro and small
enterprises – including minority female entrepreneurs –, and lower interest rates in financial institutions,
especially in the context of COVID-19.

Put in place measures to reduce the time spent on unpaid care work


Ministries responsible for guaranteeing workers’ rights and the enforcement of employment standards,
as well as employers, should address non-monetary barriers to entrepreneurship such as child care or
care of other family members for young women willing to become entrepreneurs, for example through
flexible working approaches, especially in the current COVID-19 context.



Ministries in charge of ensuring the formulation and co-ordination of national plans should ensure
adequate infrastructure is in place, through consultation with women, to free more of their time for
training and paid work, and reduce the time they spend on unpaid care-related tasks.

36

Available at : https://read.oecd-ilibrary.org/employment/2013-oecd-recommendation-of-the-council-on-genderequality-in-education-employment-and-entrepreneurship_9789264279391-en#page9
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Relevant Ministries, civil society organisations and the media should run awareness campaigns
through traditional as well as online media channels to challenge unequal gender roles in the
household and discriminatory attitudes towards women.

Establish training programmes and coaching to close the digital gender gap, improve
women’s financial and digital literacy and accompany women through all stages of business
creation


Ministries overseeing educational, economic and financial policies should support tailored programmes
and training courses designed specifically for young aspiring women and women entrepreneurs, to
accompany them in their business project and ensure they have access to informative resources on
procedures for setting up and scaling up a business, accessing capital and markets – including venture
capital –, and using technologies and the media.



Ministries responsible for guaranteeing workers’ rights and the enforcement of employment standards,
the private sector and civil society organisations should support the creation of women entrepreneurs’
networking circles, where women can learn from and assist each other in the creation or expansion of
their businesses, including through mentorship and access to resources, as well as women’s business
associations and accelerators, to boost their confidence.



Ministries responsible for guaranteeing workers’ rights and the enforcement of employment standards,
in charge of the elaboration of financial policies as well as those responsible for the formulation,
administration, management and development of the Information, Broadcasting and Communication
policies, should promote women’s financial, legal and digital literacy by instituting gender-sensitive
financial and legal literacy programmes and campaigns throughout women’s careers, and digital skills
training programmes so that women can benefit from e-commerce and other digital tools.



Ministries responsible for guaranteeing workers’ rights and the enforcement of employment standards
as well as in charge of financial policies, as well as the private sector should put in place genderresponsive training to loan officers, business investors, as well as women, angel investors and venture
capitalists, to support female entrepreneurship and address persisting gender stereotypes and
discriminatory practices towards women.

Invest in data collection to expand the evidence base


National Statistical Offices should collect better and comparable data on female entrepreneurs and
women’s access to and use of financial services to help identify the gender gaps, ensuring such data
is representative of women’s diverse identities (including age, race, ethnicity, indigenous status, ability
and more).



Ministries responsible for guaranteeing workers’ rights and the enforcement of employment standards
as well as in charge of financial policies, National Statistical Offices, as well as the private sector should
collect and disseminate data on the "bankability" for women-led and owned businesses to change the
discriminatory mindsets and practices of investors and lenders.

Run awareness-raising campaigns to change established stereotypes about women’s
potential in entrepreneurship


In partnership with international organisations, donors and other actors, national governments should
undertake awareness and sensitisation campaigns to challenge established norms and stereotypes
that favour male entrepreneurs, by identifying male champions fostering gender equality in their
businesses and showcasing successful female role models who thrive in business.
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Violence against women and girls
Infographic 3. Violence against women and girls: Where do we stand?
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Where do we stand?
Violence against women and girls remains widespread in G20 countries. More than one in four women in G20
countries (26%) have experienced intimate partner physical and/or sexual violence at least once in their lifetime.
This average is slightly lower than the global average of 31% (OECD, 2019[27]). Prevalence rates of violence
vary within the 15 countries37 with available data – ranging from 38% in Turkey and 36% in the United States
to 14% in Mexico. Moreover, in 2019, 13% of women in G20 countries with data reported that they had
experienced physical and/or sexual violence committed by an intimate partner at least once in the prior 12month period (OECD, 2019[27]). This was highest in India at 22% and lowest in Canada at 2%; however,
interpreting prevalence data on violence against women and girls requires an understanding of the high rates
of underreporting and the inability of data to fully capture the magnitude of this violence.

The need for more data on violence against women and girls
Efforts to prevent and eliminate violence against women and girls are hindered by a lack of sufficient
data. Comparable data on violence against women and girls are scarce but essential to design effective
policies and programmes, ensure the adequate provision of targeted and effective services, monitor
efforts and progress at all levels, and assess the impact of measures taken. For this purpose, high
quality comparable quantitative and qualitative data, including on the root causes of violence, are
needed. Aligning the categorisation of forms of gender-based violence, and harmonising the indicators
used to collect and disclose this data is essential for comparing trends over time, both within and across
countries. The indicators used to measure targets 5.2 (eliminate all forms of violence against all women
and girls) or 5.3 (eliminate all harmful practices) of Sustainable Development Goal 5 – Gender Equality
serve as an international reference (United Nations, n.d.[33]). Other actors, such as the European
Institute for Gender Equality (EIGE) also provide indicator frameworks. The EIGE, for example, has
developed a set of 13 indicators to be used to measure intimate-partner violence (EIGE, n.d.[34]).
Closing the data gap on gender-based violence is, however, difficult. Official statistics that rely on selfreported incidents and survey-based data, only account for disclosed violence and may fail to capture
the actual prevalence. Several reasons – including limited law enforcement and/or punishment for
aggressors, elevated costs related to officially reporting violence incidents, the taboo and stigmatisation
of sex and violence, a survivor’s fear of social exclusion or an increased risk of violence in case of an
unsuccessful complaint and more – result in low reporting rates (EIGE, n.d.[34]). In addition, collecting
new data is difficult given the topic’s sensitivity which also makes it cost-intensive as it requires for
instance trauma-sensitive data collection approaches. Ethical considerations and the imperative for
informed consent, especially when collecting data among minors, represent further obstacles to closing
the data gap on violence against women and girls (Lockett and Bishop, 2012[35]).
Girl child marriage, itself a form of gender-based violence against girls, persists in a number of G20
countries. While far below the global average of 22%, on average, 12% of girls in G20 countries are married
before their 18th birthday (OECD, 2019[27]). Among G20 countries, there is a wide variation; in Germany,
Italy and Korea there is no indication that girl child marriage takes place, while in India, 22% of girls were
married before the age of 18 (OECD, 2019[11]). Child marriage is a practice that largely affects girls, rather
than boys. In the G20, on average only 4% of boys are married before their 18th birthday.
Female genital mutilation (FGM) is another form of violence that affects women and girls and entails severe
physical, psychological and sexual consequences. While data on the prevalence of FGM are not available
for any of the G20 countries, there is evidence that it is practised in a number of G20 countries among
37
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certain ethnic groups and immigrant communities (OECD, 2019[27]). For example, in Indonesia, FGM has
been an encouraged practice among certain communities, and in Canada, there is evidence that among
some immigrant communities FGM is still practised, typically with girls being sent outside of Canada to
have the practice performed (Ontario Human Rights Commission, n.d.[36]; UNICEF, 2019[37]).

What’s perpetuating violence against women and girls?
Violence against women and girls is recognised both internationally and within G20 countries as a harmful
practice with significant implications for gender equality and women’s empowerment. This violence takes
many forms including violence committed by partners and non-partners as well as physical, sexual,
psychological and economic abuse as well as FGM and child marriage. Despite commitments to end
violence against women and girls, it remains widespread. Evidence throughout the G20 also shows that
the COVID-19 pandemic has both obscured and intensified this gender-based violence (Box 4). This
section highlights the connection between laws, social norms and practices in G20 countries regarding the
persistence of violence against women and girls.

While legislative efforts have increased protections for women and girls from genderbased violence, legal gaps remain
In 2021, more than half of the G20 countries 38 have established legislation addressing violence against
women while all G20 countries except Russia have legal frameworks that address domestic violence
specifically. For example, the United Kingdom’s new Domestic Abuse Act 2021 introduced a wide range
of new protections for women and girls including a new broadened definition of domestic abuse, a new
offence of failing to protect a girl from FGM or forced marriage as well as new mechanisms and special
support measures in the justice system. Seventeen of the G20 countries39 have a legal framework that
provides explicit protection from sexual harassment. In 2021, Mexico reformed its Higher Education Law
creating the obligation for both public and private universities to develop programmes and protocols to
prevent, punish and eradicate all forms of violence against women (Government of Mexico, 2021[38]).
Despite efforts to improve legislation to address and prevent gender-based violence, as of today, no G20
country has enacted laws to protect women from all forms of violence through a comprehensive approach
that protects all women and girls from all forms of gender-based violence, including various forms of
domestic violence40 and sexual harassment in all spheres of public life. 41 Such an approach requires legally
codified provisions for the investigation, prosecution and punishment of these crimes, as well as protection
and support services for survivors. Alignment with international standards can be an important first step
towards a comprehensive response to gender-based violence against women, yet only seven of the G20
countries42 have signed and ratified regional conventions addressing violence against women. 43
G20 countries have made strides in preventing child marriage. The practice is prohibited in nearly all of
the G20 countries. Among the G20, 14 countries 44 have set the same minimum legal age for marriage for
women and men at 18 years or older. Nevertheless, in 10 of these countries,45 girls can legally get married
38

Argentina, Brazil, China, France, India, Indonesia, Italy, Korea, Mexico, Turkey, and the United States.
All countries but Indonesia—which has a law prohibiting ‘indecent public acts’ that may enable some instances of
sexual harassment to be persecuted—and Russia.
40
Including physical, sexual, psychological and economic abuse.
41
Including at work, in educational and sporting facilities, in public spaces, and online.
42
Argentina, Brazil, France, Germany, Italy, Mexico and South Africa.
43
Turkey is not included as in March 2021, a Presidential Decree stipulated the withdrawal from the Council of Europe
Convention on preventing and combating violence against women and domestic violence.
44
Argentina, Australia, France, Germany, Indonesia, Italy, Japan, Korea, Mexico, Russia, South Africa, Turkey, United
Kingdom and United States.
45
Argentina, Australia, France, Italy, Korea, Russia, Turkey, South Africa, the United Kingdom, and the United States.
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before the age of 18 years with parental and/or judicial consent. These legal exceptions put girls at
significant risk for early marriage which can, in turn, have severe consequences for their, health, well-being
and opportunities such as education. In 2022, in Japan, legislation outlining gender parity in the legal age
of marriage (18 years) will come into force, phasing out the previous framework which allowed women
aged 16 years to marry with parental consent (Government of Japan, n.d.[39]).
FGM has not been addressed throughout all of the G20 countries. There is no data available on the
prevalence of FGM in any of the G20 countries, and only 8 countries have laws that address FGM as a
harmful practice and ascribe criminal penalties for practitioners. In 2020, Scotland’s Female Genital
Mutilation (Protection and Guidance) Bill strengthened legal protection for victims and persons at risk of
FGM including provisions for new protection orders (Scottish Parliament, 2020[40]). Furthermore, in the
United States, the “STOP FGM Act” (2020) amended the law to criminalise FGM with an updated definition
of the practice and clarified accountable parties under the law as well as reporting requirements for federal
agencies (Government of the United States, 2020[41]).
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Box 4. Violence against women and girls in the context of COVID-19
The COVID-19 pandemic has intensified gender-based violence both worldwide and in G20 countries.
To confine the virus, many were encouraged or mandated to remain at home. Evidence from G20
countries shows that this promoted instances of intimate partner and family violence, and in some cases
prevented women and girls from seeking help. In many G20 countries, there is wide support for more
actions to address gender-based violence; more than 40% of the population in five of the 18 G20
countries with data believes that “more support for women and girls who face violence or abuse” is
among the most important actions their country could take to address the issues faced by women in the
context of COVID-19 recoveries (IPSOS, 2021[18]).
Nearly all G20 countries enacted at least one policy to address violence against women and girls in the
context of COVID-19 (Figure 7). In many countries, policies ensured that services for victims/survivors
would be categorised as essential services, enabling them to remain open and accessible in the context
of closures and confinement measures. For example, in Argentina, the Ministry of Women, Gender and
Diversity made arrangements to ensure that shelters could continue operations during the pandemic
(UNDP, 2021[22]). Campaigns to raise awareness of services for victims/survivors of violence were also
a part of many G20 countries’ policy responses. For instance, in the United Kingdom, the
#YouAreNotAlone was launched to increase awareness of support services for domestic abuse (UNDP,
2021[22]). Related to these campaigns, many countries invested in the use of technology to continue
service delivery to victims/survivors of violence. For example, many G20 countries set up and/or
strengthened existing violence-related hotlines including Argentina, China, France, Japan, Mexico and
the United Kingdom.

Figure 7. COVID-19 measures in G20 countries by type specifically addressing violence against
women
Violence Against Women Policies, 125

Integration of VAWG in COVID-19 response plans
7%
64%

Strengthening of services
Collection and use of data

14%

Awareness raising campaigns

Non-Gender
Sensitive
Policies, 388

6%

Other measures

9%

Other Gender Sensitive
Policies, 117

Note: Gender-sensitive socio-economic measures look at a broad range of social protection, labour market, economic and fiscal measures
taken in response to COVID-19 and identified as gender-sensitive. Social protection and labour market measures are defined as gendersensitive if they target women’s economic security or address unpaid care. Fiscal and economic measures are defined as gender-sensitive
if they provide support to female-dominated sectors of the economy, on the assumption that this is likely to protect women’s employment and
thereby their economic security.
Source: (UNDP, 2021[22]), COVID-19 Global Gender Response Tracker, https://data.undp.org/gendertracker.

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

32 
Mechanisms for reporting violence were also offered via communications technologies in a number of
G20 countries. In China, the courts' system issued protection orders through online platforms, and some
provinces made protection orders available by phone, email and SMS (UNDP, 2021[22]). Moreover, a
number of G20 governments invested in regular data collection on gender-based violence. For instance,
the Italian National Statistical Office has been disseminating regular national- and regional-level data on
gender-based violence during COVID-19, including specific data on the type of violence and the location
(UNDP, 2021[22]).

Discriminatory social norms are linked with the persistence of violence against women
and girls
Discriminatory social norms and gender stereotypes are among the root causes of gender-based violence
against women and girls. In the 2017-20 period, 21% of respondents across 12 G20 countries 46 reported
that a man can be justified in hitting or beating his wife under certain circumstances (Haerpfer et al.,
2020[13]). These attitudes are closely linked to the prevalence of intimate partner violence, underscoring
the need to address attitudes as part of efforts to eliminate gender-based violence against women and
girls (Figure 8). When it comes to other forms of violence, attitudes are less supportive – on average, 12%
of respondents in 12 of the G20 countries 47 with available data reported that they find it acceptable to
whistle at a woman in the street, or to touch a woman without her consent (Focus 2030 and Women Deliver,
2021[14]). And in these countries, a similar share holds negative views towards women’s sexual agency in
relationships – 13% report that they personally think it is unacceptable for a woman to refuse sexual
intercourse with their partner (Focus 2030 and Women Deliver, 2021[14]). A wide range of social norms and
practices contribute to the persistence of violence against women and girls, among these are persistent
sexism and gender stereotypes, which are often accepted and even tolerated. In 2020, 17% of respondents
in these 12 countries48 reported that they find it acceptable to tell or share a sexist joke about a woman
with friends or on social media (Focus 2030 and Women Deliver, 2021[14]). While these may be “only jokes”
they contribute to creating an environment where discrimination and violence can be accepted and even
condoned.

46

Argentina, Australia, Brazil, China, Germany, Indonesia, Japan, Mexico, Russia, South Korea, Turkey and the
United States.
47
Argentina, Australia, Canada, China, France, Germany, India, Japan, Mexico, South Africa, the United Kingdom
and the United States.
48
Argentina, Australia, Canada, China, France, Germany, India, Japan, Mexico, South Africa, the United Kingdom
and the United States.
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Figure 8. The prevalence of intimate partner violence is related to social norms justifying violence
against women
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Policy recommendations to address violence against women and girls in G20
countries
Close legal loopholes and gaps that enable violence against women and girls:


Legislative bodies should pass legislation to address and criminalise all forms of domestic violence –
including physical, sexual, psychological and economic abuse. Ensure that intimate partner violence
is punishable, even in cases where the victim and perpetrator do not cohabit.



Legislators responsible for enacting, amending and reforming laws should ensure that the legal
definition of rape covers marital rape.



Legislative bodies should ensure that legislation on sexual harassment in the workplace protects all
workers regardless of pay and contract status, including, for example, volunteers and unpaid interns.



The legislative branch of the government should enact legislation to protect against sexual harassment
in all areas of life. This should include protection in educational establishments, public spaces and
online.



Legislative bodies should establish 18 years as the minimum legal age for marriage regardless of
gender, and eliminate legal exceptions that permit child marriage with parental or judicial permission.



The legislative branch of the government should consider passing legislation that prohibits FGM
specifically, outlines criminal penalties for its practice and establishes protective measures for girls at
risk of experiencing this harmful practice.

Establish policy frameworks that aim to establish a comprehensive approach to addressing
and ending violence against women and girls:


Relevant ministries should establish National Action Plans to address and combat violence against
women and girls including specific actions to address all forms of VAW including FGM and child
marriage. Outline specific to financial and technical support for the co-ordination/integration of legal,
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health and social services for survivors. Co-ordination should take place systematically at multiple
levels including among multiple sectors such as the justice, health, labour, education and housing
sectors.


Relevant ministries should ensure that Action Plans and strategies on violence against women and
girls account for and establish concrete actions to address and prevent online violence and violence
facilitated by information, communications technologies.



Legislative bodies should sign and ratify applicable international conventions such as the CEDAW and
regional conventions such as the Council of Europe’s Convention on preventing and combating
violence against women and domestic violence (the “Istanbul Convention”), the Inter-American
Convention on the Prevention, Punishment, and Eradication of Violence against Women (the “Belém
do Pará Convention”) and the Protocol to the African Charter on Human and Peoples' Rights on the
Rights of Women in Africa (the “Maputo Protocol”).



Ministries overseeing gender, human rights and justice should consider the expansion of integrated or
“one-stop” service points as well as other efforts to promote an integrated approach to service provision
for victims/survivors of gender-based violence, in addition to working with non-governmental and civil
society organisations to improve the accessibility of these services. Also ensure that there is
awareness of these services among the general population and especially among the most vulnerable.

Collect consistent and comparable data to measure the prevalence of multiple forms of
violence against women and girls:


National Statistical Offices should collect regular data to assess the prevalence of domestic violence –
physical, sexual, psychological, and economic –, rape, sexual harassment (in public, at work, in
education and online), female genital mutilation, child marriage.



Ensure data on violence against women and girls is collected to permit disaggregation on the basis of
age, race, ethnicity, socio-economic status, ability, indigenous status and other contextually relevant
identities to understand how intersecting identities impact the experience of violence.



National Statistical Offices with support from international organisations should run surveys to better
understand the experiences of victims/survivors when it comes to interacting with support services and
the justice system.

Support a culture of awareness of, and zero-tolerance towards, violence against women
and girls:


In partnership with international organisations, donors and other actors, ministries should establish and
expand communications campaigns aimed at individuals and organisations (in both the public and
private sectors) that share information on the rights and services available to survivors of violence
especially within the context of COVID-19.



Ministries responsible for issues related to justice, human rights and gender should support
programmes that engage men and boys in unpacking masculine norms and support them as allies
against violence against women and girls.



Ministries overseeing justice, human rights and gender should increase the capacity of the relevant
authorities dealing with cases of gender-based violence through mandatory, gender-responsive
training as well as the allocation of sufficient funding.
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Annex 1.
Table A.1. Conceptual framework: Selected W20 indicators
Labour
Outcomes

Legal frameworks

Violence against women and
girls

Gender gaps in labour force
participation

Gender gaps in entrepreneurial
activity

The prevalence of intimate partner
violence

Inequalities in labour status (parttime, managers)

Access to financial products,
services and training

Prevalence of girl child marriage

Gender pay gaps

Gender gaps in self-employed
income
Protection of women’s rights to
access accounts at financial
institutions and start businesses on
an equal footing with men

Protections for women’s workplace
rights
Policy actions to protect women’s
economic security during the COVID19 pandemic

Social norms

Entrepreneurship and finance

Policies to support women-led
entrepreneurship during the
COVID-19 pandemic

Social expectations of women’s role
in the household and the economy

Not available

Prevalence of FGM

Protections from violence (including
rape, marital rape, sexual
harassment, domestic violence)
Protections from other harmful
practices including specifically FGM
and girl child marriage
Policies to address violence against
women and girls during the COVID19 pandemic
Attitudes justifying spousal violence
Social acceptance of street
harassment, sexist jokes, and
women refusing sexual intercourse

Attitudes about women’s leadership
in business
Attitudes about the gender pay gap

Social practices

Attitudes towards gender-based
discrimination in hiring
Unequal divisions of unpaid care and
domestic work
Sectoral and occupational
segregation

Unequal divisions of unpaid care
and domestic work
Percentage of women reporting
having experienced unequal
inheritance practices

Percentage of women reporting
difficulty accessing education and
professional training and promotion
opportunities

Increasing prevalence of violence
against women and girls in the
context of COVID-19
Percentage of women reporting
having their freedom of movement
restricted by family
members/partners

Percentage of women reporting
having experienced pay inequality

Note: The list of indicators shown here is not intended to be exhaustive.
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1 Argentina
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, Argentina presents a very low level of
discrimination in restricted civil liberties sub-index, and low levels of discrimination in the family and
restricted access to productive and financial resources (OECD, 2019[1]). It is not ranked in the 2019 SIGI
due to lack of data on restricted physical integrity (see Figure 1.1).

Figure 1.1. Level of discrimination in the SIGI dimensions
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Note: Higher values in each SIGI dimensions indicate a higher level of discrimination. Argentina is not ranked on the SIGI due to a lack of data
for every variable in the “Restricted physical integrity” dimension. Specifically, data is missing on percentage of women aged 15-49 years who
suffered intimate-partner physical and/or sexual violence during their lifetime.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.
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Labour
In 2018, the average labour force participation rate of women was 56%, representing a gap of 21
percentage-points compared to that of men (see Table 1.1). With regards to the 25x25 target, between
2012 and 2018, the gender gap in labour force participation rate decreased by three percentage points.
The gender pay gap in 2017 remained at the same level observed in 2006 and was estimated to be 13%,
meaning that on average, for every peso men earn, women only earn 87 cents. On average, women’s
part-time incidence rate is 27 percentage-points higher than for men. Furthermore, women spend nearly
three times more time than men on unpaid care and domestic work. Between 2012 and 2019, women’s
representation in managerial positions increased slightly from 31% in 2012 to 32% in 2019.

Table 1.1. Dashboard of outcomes indicators for labour
Indicators
Labour force participation
Part-time employment
Unemployment rate
Progress towards 25x25
Gender pay gap
Unpaid care and domestic work
Representation in managerial
positions

Years
2012
2018
2012
2017
2018
2018
2006
2017
2017
2012
2017
2018
2019

Argentina
Women
Men
56%
59%
50%
53%
No data available
25%
21%
13%
13%
2.8
31%
32%
33%
32%

G20 Average
Women
Men

81%
80%
21%
26%

69%
68%
67%
68%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.

Legal framework

Table 1.2. Key gender equality laws and international instruments
CEDAW



Argentina has ratified the Convention on the Elimination of All Forms of Discrimination against
women in 1958 and its Optional Protocol in 2007.



Argentina is a signatory of the ILO Conventions: C100 – on equal remuneration, C11– against
discrimination, C-156 – on workers with family responsibilities, and C-189 – on decent work for
domestic workers.



Article 14 of the Constitution establishes the principle of non-discrimination in the workplace, as
well as the principle of equal remuneration for work of equivalent value



Articles 17 and 172 of the Labour Code prohibit all forms of discrimination at work and also
establishes the principle of equal remuneration for work of equal value.

ILO conventions

Legal Framework
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Legal reforms in
2020/21



Discrimination against employees on the basis of their gender by companies is considered a very
serious (third level) infraction, and the company can be forced to pay a compensation of 50% to
2000% of the minimum to the employee affected (Pacto Federal de Trabajo 25.212/1999). Article
17-bis of the Labour Code further stipulates that inequalities induced by this law must be
considered as legitimate reparation.



Articles 177 and 179 of the Labour Code guarantees pregnant woman the right to stability and
protection against unfair dismissal, and the right to return to work after maternity leave.



According to articles 177-179 of the Labour Code, women are entitled to 90 days of maternity
leave, 45 days before and 45 days after the birth of the child, and they receive the equivalent of
100% of their salary through social benefits. Fathers are allowed two days of paternity leave, with
a coverage of 100% of their salary (Art. 158).



There are no restrictions for women working night shifts; however, women are prevented from
working jobs deemed hazardous, arduous or morally inappropriate (Labour Code, Art. 176).



Furthermore, women cannot work in the same industries as men (Ley Nύm. 11.317, Arts. 10 y 11).



No recent reforms could be located.

National Policies & COVID-19 Response Measures
In 2020, the Government of Argentina established the National Plan for Equality in Diversity 2021-23 aimed
at intervening in a strategic and comprehensive manner in order to address persistent gender inequalities
across ten priority areas. The first area of this National Plan is to promote the reduction of gender gaps in
the access and promotion of women and lesbian, gay bisexual, trans, intersex (LGBTI+) in work,
employment and production (Government of Argentina, 2021[6]). Furthermore, the national programme (El
Programa Registradas) was created with the Ministry of Labour, Employment and Social Security in 2019
to promote access to employment and job stability for domestic workers as well as to guarantee their rights
and financial inclusion (Government of Argentina, 2021[7])
Argentina’s COVID-19 response included the creation of an Emergency Work Assistance Program in order
to provide a comprehensive unemployment benefits system. The latter comprised, among other measures,
compensatory salaries for workers in small private sector companies and the possibility to delay or reduce
employer contributions to the social security system (Gentilini et al., 2020[8]). The Decree 310/2020 on
Emergency Family Income was enacted to grant payments to the unemployed as well as informal and
domestic workers in order to compensate for income losses. Similarly, domestic workers, adults aged 60
years and older, pregnant women, workers with dependent children and no possibility for telework, as well
as persons with health conditions presenting a risk to COVID-19, were entitled to exceptional paid leave
(CEPAL, 2021[9]). In addition, a telework law was passed, endorsing that flexible schedules must be
granted to workers with care responsibilities.

Social norms and practices
Unpaid care and domestic work
Argentinian women spend on average six hours per day on unpaid care and domestic work, while men
only spend approximately two hours (OECD, 2019[10]). Social norms seem to tolerate this unequal and
gendered division of reproductive labour. In 2020, 36% reported agreeing or strongly agreeing that “when
a mother works for pay, the children suffer”; however this figure has decreased significantly since 2017
when nearly 68% of respondents agreed with this statement (Haerpfer et al., 2020[11]). In 2020, 7% of
respondents reported that it is acceptable to let women do the majority of housework, childcare and elderly
care while 66% said it is unacceptable (Focus 2030, Women Deliver, 2020[12]). Unpaid care and domestic
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work (UCDW) represents 16% of the Gross Domestic Product of Argentina and constitutes the largest
sector in the entire economy, followed by industry and trade (13%) (Government of Argentina, 2021[13]).
This inequitable time-burden has negative impacts on women’s ability to engage in paid work.

Labour force segregation and the gender pay gap
When it comes to valuing women’s work, social norms seem to be progressing. In 2020, 18% agreed that
“if a woman earns more money than her husband, it's almost certain to cause problems” compared to 20%
in 2017 (Haerpfer et al., 2020[11]). Data on social perceptions suggest that Argentinean women are aware
of the unequal playing field when it comes to equal remuneration for work of equal value. In 2020, 18% of
women respondents reported not being paid as much as their male counterparts at work and 27% reported
not having the same access to promotional opportunities as their male peers (Focus 2030, Women Deliver,
2020[12]). Closing the gender pay gap is necessary to helping women achieve economic security. In 2021,
40% of survey respondents reported that “closing the gender pay gap is important and should be one of
our top priorities right now” and 66% of survey respondents reported that “people should have the right to
know what other colleagues doing the same work are paid” (IPSOS, 2021[14]). Moreover, in 2020, 3% of
respondents reported that it is that women earn less than men for the same work while 90% said it is
unacceptable (Focus 2030, Women Deliver, 2020[12]).

Key policy recommendations for labour inclusion


Remove discriminatory provisions with regards to women not being able to do the same jobs as
men;



Implement the principle of equal remuneration between men and women for work of equal value;



Promote gender-equal sharing of unpaid care work through awareness-raising campaigns, in order
to reduce bias against male caregiving and highlight women’s contribution to family income and to
the economy.

Financial and entrepreneurship pillar
The financial and entrepreneurship pillar in Table 1.3 reveals slight gender differences. In terms of
women’s access to finance, a precondition for women to engage in entrepreneurial activities, women and
men enjoy different levels of account ownership at, respectively, 51% and 64% in 2017. Both women and
men have been able to save money in the past year in 2017, with 25% of women doing so compared to
36% of men.
In addition, the share of women that saved specifically to start, operate or expand a business increased
slightly from 4% in 2014 to 7% in 2017. As to the female-to-male new entrepreneurial activity ratio, women
enjoy fewer opportunities as men: for every 100 men who were nascent entrepreneurs or owner-managers
of new businesses in 2018, there were 81 women in the same situation. The share of women business
owners slightly increased, from 26% in 2017 to 28% in 2020.
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Table 1.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators

Years

Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity

Women business owners

2014
2017
2014
2017
2014
2017
2015
2017
2018
2017
2018
2019
2020

Argentina
Women
Men
51%
51%
21%
25%
4%
7%

49%
64%
25%
36%
6%
15%

G20 Average
Women
Men
76%

81%

10%

16%

0.80
0.83
0.81
26%
28%
26%
28%

Share of employed who are
employers
Share of employed who are ownaccount workers

No data available
No data available

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[15]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[16]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[17]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[18]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

Legal framework

Table 1.4. Legal frameworks on finance and entrepreneurship


According to Law 11.357/1968, men and women have the same civil rights, and no restrictions
could be found regarding the possibility to open a bank account, obtain credit, or access financial
institutions.



No legal reforms could be located.

Legal Framework
Legal reforms in
2020/21

National Policies & COVID-19 Response Measures
Since December 2020, Argentina has a new financial inclusion national strategy (ENIF 2020-2023), which
aims to guarantee financial education and inclusion and increase the quality of life of Argentina’s citizens
through universal access to financial services. The strategy aims to do so by reducing gender inequalities
in this area and promoting equal opportunities in accessing financial products and services. It includes also
the integration of transversal gender equality policies, working with various relevant Ministries. The strategy
proposes to encourage gender-disaggregated data in this domain, longer terms and differential rates,
gender-appropriate insurance and micro-insurance products, and gender training for staff working in the
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finance industry, among others (Ministerio de Economía de Argentina, 2020[19]). The above-mentioned
national strategy ENIF 2020-2023 also acknowledges the consequences of the COVID-19 pandemic on
already vulnerable segments of the population prior to the crisis, which include women, and includes
measures to further facilitate access to finance, especially for remote or underserved areas, such as virtual
wallets (Ministerio de Economía de Argentina, 2020[19]).

Social norms and practices
Financial inclusion and decision making in the household
Overall, women face some limitations when it comes to decision-making power over finances in the
household: while 65% say that, in a family, women and men have about the same influence when it comes
to making important decisions about household finances, 19% say that men have more influence, and 14%
say that women have more influence (Pew Research Center, 2020[20]). When it comes to gendered task
associations, such as paying bills and managing finances, 24% of surveyed people reported this task is
almost exclusively performed by men, while 7% only said it was performed by women (IPSOS, 2020[21]).
According to data from the Central Bank of Argentina, 37% of women took decisions related to the daily
management of finances in the household. In addition, less than half of all Argentinian women, 48%, used
financial services provided within the formal financial system. The need to improve women’s currently
limited access to the latter is also reflected in the fact that more than 60% of money women saved in 2017
was outside of the financial system instead of relying on formal saving mechanisms (Ministerio de
Economía de Argentina, 2020[19]). When it comes to inheritance rights, only 6% of female respondents
declared that they have not or will not receive the same inheritance as male relatives in their family (Focus
2030 and Women Deliver, 2021[22]).. This suggests that unequal inheritance practices are not a main
determinant of women’s unequal access to finance and financial decision-making.

Entrepreneurship and support systems
The entrepreneurship landscape is largely male-dominated in Argentina. In 2017, women led only 8% of
companies in Argentina, and only 21% of women-led companies used bank credits to finance their
investments, compared to 43% in the case of men (Banco Interamericano de Desarrollo, 2020[23]). In
addition, 42% of women see their credits rejected compared to 2.5% of men, and only 17% of male-led
businesses face financial restrictions, compared to 60% of women-led businesses (Banco Interamericano
de Desarrollo, 2020[23]). This can be partly explained by persisting gender norms that favour male
entrepreneurs, as illustrated by results from a study carried by the IADB. Among the women surveyed,
30% thought that the offer of bank loans is thought from a masculine perspective, while only 4% men
thought the same. In addition, 21% of the surveyed women believe that bank entities discriminate by
gender, while only 7% of men agree with this statement (Banco Interamericano de Desarrollo, 2020[23]).

Key policy recommendations for financial inclusion


Make information, mentoring and coaching more transparent and widely available for women who
wish to save money to start, operate, or expand a business.



Facilitate women’s access to financial services and venture capital, including for opening a formal
savings account, using transparent information and communication channels, and promoting
access to and affordability and use of connected digital devices, as well as e-banking and mobile
money and other digital tools, including in rural areas.
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Establish training programmes that support the development of digital and financial skills for women
aspiring to become entrepreneurs.



Address non-monetary barriers to entrepreneurship, such as child care, for women who wish to
become entrepreneurs



Run awareness campaigns on the benefits of women-owned or women-led businesses and
showcase successful female role models, to challenge established gender stereotypes in this
domain.



Collect better and comparable data on female entrepreneurs and women’s access to and use of
financial services to help identify the gender gaps, ensuring such data is representative of women’s
diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In the prior 12 months 3% of women in Argentina reported experiencing intimate partner violence, and
27% did so in their lifetime. In 2017, 12% of women and girls aged 18-64 years reported being subjected
to non-partner sexual violence since they were 16 years old (Table 1.5). When it comes to child marriage,
13% of girls in Argentina reported being, or having been married or in an informal union in 2019 compared
to 6% of boys. Across the G20, the average prevalence of girl child marriage was 12% in 2019.
Following the March 2020 lockdown in response to COVID-19, emergency domestic violence calls
increased by 25% (UN Women, 2020[24]). Furthermore, 25% of the femicide cases in 2020 happened while
mobility restrictions were in place to prevent the spread of COVID-19 (OAS, 2020[25]).

Table 1.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Argentina

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls1
Prevalence of girl child marriage

2014
2019

No data available
27%

2019

3%

2017

12%

2014
2019

13%
13%

G20 Average

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[26]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[27]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[10]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

1

Proportion of women aged 18–69 years experiencing sexual violence perpetrated by someone other than an intimate
partner at least once in their lifetime since age 16.
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Legal framework

Table 1.6. Legal frameworks on violence against women and girls

Legal
Framework

Legal reforms
in 2020/21



Argentina signed the Convention Belém do Pará in 1995.



Law 26.485/2009 is a comprehensive legislation against violence against women and provides an
extensive definition of violence as physical, psychological, sexual, economic, and symbolic, and defines
as potential sites of violence public spaces, family, the workplace, as well as violence from the state.



The Law 24.417/1994 on Violence within the Family penalises domestic violence. It is defined as “lesions
or mistreatments, both physical or psychological, perpetrated by a member of the family”. The law is not
gender specific, and provides only civil remedies falling under the jurisdiction of the Civil Code and family
law.



Rape, including marital rape, is a criminal offense addressed by the Código Penal, art. 119. In 2017,
Law 27.352 was passed to amend this part of the Código Penal making the definition of the crime of
sexual abuse more specific.



Sexual harassment is included within the definition of psychological violence (art. 5-2) and sexual
violence (art. 5-3) of the Law 26.485/2009. Moreover, Law 27.501 (2019) incorporates street harassment
as a form of VAW.



Decree 2.385/93 (Decreto sobre acoso sexual en la administración pública nacional) stipulates that
harassment by a member of the public administration on an employee or colleague is an act of gross
misconduct that can lead to disciplinary sanctions.



In 2019, Law 26.485, known as the Law on Integral Protection of Women, was enacted to define and
penalise violence against women in public space. Moreover, Law 27.533 modified Law 26.485 in 2019
to include public-political violence against women as a form of VAW.



Passed in 2017, Law 27.363 removes parental rights and responsibilities from parents convicted of
femicide. Moreover, Law 27.452 of 2018, known as the “Ley Brisa” creates a system for reparations for
children who have lost their mothers to femicide.



Law 27.210/2015 established a body of specialised attorneys tasked with providing legal aid to victims
of gender-based violence. In 2018, Law 27.499 made training on gender violence compulsory for agents
of all three branches of the state.



Decree No. 698/2017, created the National institute for Women, a decentralised body of the Ministry of
Health and Social Development that aims to strengthen comprehensive public policies for women’s
empowerment and the elimination of violence.



The minimum legal age of marriage is 18 for both women and men (Código Civil y Comercial de la
Nación, art. 403 and 404), but under certain circumstances can be lowered to 16 by a judge and with
the consent of the parents or the legal guardians. Marriage involving minors under eighteen is prohibited
(art. 403-f). The Penal Code (art. 136) also sanctions civil servants who authorise unlawful marriages.



Law 27.234/2016 called “Educate on Equality” (Educar en Igualdad) establishes the “Educate on
Equality: Prevention and Eradication of Gender Violence” day to be held in all educational establishments
in the country aim of developing and strengthening attitudes, knowledge, values and practices that
contribute to the elimination of violence.



Decree 121/2020 regulates Law 14.893 (2017) which established a "License for Women Victims of
Violence", which enables women victims/survivors of violence special leave and other workplace rights.



Decree 123/2021 created the Federal Council for the prevention and addressing of femicides,
transvesticides and transfemicides with the aim of supporting a comprehensive approach to extreme
gender-based violence.
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National Action Plans & COVID-19 Response Policies
Argentina’s National Action Plan Against Gender-Based Violence (2020-2022) (Plan Nacional de Acción
contra las Violencias por Motivos de Género) aims to prevent violence, strengthen access to justice as
well as assist and protect people in situations of gender-based violence. Its three strategic foci are on
extreme violence (including femicides, transvesticides and transfemicides), the economic autonomy of
people in situations of violence and the cultural and structural dimensions of gender-based violence. The
plan aims to take an intersectional approach that is approached by multiple agencies at multiple levels. It
features 15 “main measures” that outline specific actions and programmes to be undertaken during the
reference period (Government of Argentina, 2020[28]).
During the COVID-19 pandemic, the government of Argentina took multiple policy-actions to address
violence against women. Public Prosecutor's Office, as well as the Ministries of Defence, Justice and
Human Rights, Women, Gender and Diversity and Security jointly issues an intervention protocol
establishing gender-responsive guidelines for police in cases of gender-based violence during the
pandemic (CEPAL, 2021[9]). During the COVID-19 crisis, the government also allocated additional
resources to strengthen the 144 Hotline with an online guide of support services available to
survivors/victims (Government of Argentina, 2021[29]). Furthermore, the Ministry of Women, Gender and
Diversity requested the automatic extension of protection measures and made arrangements with trade
unions, private sector organisations and local governments to expand the network of available shelters by
using available facilities (UNDP, 2021[30]).

Social norms and practices
VAWG and the COVID-19 pandemic
In Argentina, and across the globe, the COVID-19 pandemic has both concealed and increased the
prevalence of violence against women and girls. An IDB study showed that in Argentina, the confinement
measures had a significant amplifying effect on domestic violence with couples who were forced to remain
home having significantly higher rates of IPV, related specifically to the increase in time spent in the home
together (Gibbons, Murphy and Rossi, 2020[31]). Social norms data shows that there is wide support for
actions to address violence against women and girls in the context of COVID-19 recovery policies. In 2021,
42% of respondents said that allocating more support for women and girls who face violence or abuse was
one of the most important things Argentina could do to ensure that the programme for recovery after the
COVID-19 pandemic addresses issues facing women (Ipsos, 2021[32]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted and vice versa. In Argentina,
the percentage of respondents who reported that a man can be justified in beating his wife in the 2017-20
period was 15% (Haerpfer et al., 2020[11]). This figure was slightly higher than the percentage of
respondents who reported having this belief, 14% in the 2010-14 period (Inglehart et al., 2018[33]). When it
comes to beliefs about women’s sexual autonomy, data shows that 12% of respondents in Argentina
reported that it is unacceptable for women to refuse sexual intercourse with their partner in 2020 (Focus
2030 and Women Deliver, 2021[22]). These attitudes are linked to masculine norms that position men as
decision-makers over sexual activity in heterosexual relationships (OECD, 2021[34]). Furthermore these
norms also extend to practices around women’s freedom over personal decisions. In 2020, 24% of female
respondents from Argentina reported having their freedom of movement has been restricted against their
will by family members or partners (Focus 2030 and Women Deliver, 2021[22]).
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Norms about decision-making power and violence are not confined to the domestic or private sphere
however, and norms and practices justifying violence in public spaces, workplaces and schools remain
important (OECD, 2021[34]). In 2020, only 6% of respondents from Argentina reported that it is acceptable
“to whistle at a woman in the street, or to touch a woman without her consent” (Focus 2030 and Women
Deliver, 2021[22]). Gender-based harassment in public places, a form of violence itself, undermines public
safety and negatively impacts women’s and girl’s opportunities to participate fully in all aspects of public
life. Sexist jokes are among the multiple practices that contribute to making violence against women
acceptable in societies. In Argentina in 2020, 14% of respondents reported that they find it acceptable “to
tell or share a sexist joke about a woman with friends or on social media” (Focus 2030 and Women Deliver,
2021[22]). While these may be ‘only jokes’—sexist remarks promote negative gender stereotypes, devalue
women’s and girl’s abilities and accomplishments, objectify women and girls and/or support gender-based
violence.

Key recommendations to end VAWG


Pass legislation that defines and prohibits street harassment.



Promote a culture of awareness of and zero-tolerance towards violence. Establish communications
campaigns aimed at individuals and organisations (in both the public and private sectors) that share
information on the rights and services available to survivors of violence.



Ensure that data collected on violence against women and girls also accounts for women’s diverse
identities (including age, race, ethnicity, indigenous status, ability and more).



Support programmes and campaigns that engage men and boys in unpacking masculine norms
and support them as allies against violence against women and girls.



Develop and implement policies to identify, prevent and prosecute violence, harassment and threats
of violence against women and girls online.
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2 Australia
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, Australia achieves a score of 16 and ranks 17th
among 120 countries (OECD, 2019[1]). It presents very low to low levels of discrimination across all four
sub-indices of the SIGI with the lowest discrimination in the restricted access to productive and financial
resources sub-index and highest discrimination in the restricted civil liberties sub-index (see Figure 2.1).

Figure 2.1. Level of discrimination in the SIGI dimensions
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Note: Higher values in each SIGI dimensions indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2019, the average labour force participation rate of women was 73%, representing a gap of nine
percentage points compared to that of men (see Table 2.1). With regards to the 25x25 target, between
2012 and 2020, the gender gap in labour force participation rate decreased by three percentage points.
The gender pay gap in has narrowed since 2012, nevertheless, in 2018 it was estimated to be 12%,
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meaning that on average, for each Australian dollar earned by men, women earned only 88 cents. On
average, women’s part-time incidence rate is 22 percentage points higher than for men in 2019.
Furthermore, women spend nearly twice as much time as men on unpaid care and domestic work. Between
2015 and 2019, women’s representation in managerial positions remained the same at 38% from 2015
and 2018.

Table 2.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate

Progress towards 25x25

Gender pay gap
Unpaid care and domestic work
Representation in managerial
positions

Years
2012
2017
2018
2019
2020
2012
2017
2018
2019
2016
2017
2018
2019
2020
2012
2018
2019
2020
2005
2017
2018
2017
2015
2017
2018

Australia
Women
Men
70%
72%
73%
74%
73%
47%
38%
38%
37%
6%
6%
6%
5%
7%

G20 Average
Women
Men

83%
83%
83%
83%
82%
17%
15%
15%
15%
6%
6%
6%
5%
7%
12%
10%
9%
9%
17%
12%
12%
1.8

38%
39%
38%

62%
61%
62%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.
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Legal framework

Table 2.2. Key gender equality laws and international instruments
CEDAW



Australia ratified the Convention on the Elimination of All Forms of Discrimination against Women
(CEDAW) in 1983 and its Optional Protocol in 2008



Australia has ratified several International Labour Organisation conventions, including the Equal
Remuneration Convention (No. 100), the Discrimination (Employment and Occupation) Convention
(No. 111) and the Workers with Family Responsibilities Convention (No. 156).



Section 14 of the Sex Discrimination Act 1984 and section 772 of the Fair Work Act 2009
mandate non-discrimination on the basis of sex in employment and specifically covers job
advertisements, selection criteria, recruitment, hiring, terms and conditions, promotions, training,
assignments and termination.



Section 302 of the Fair Work Act 2009, mandates equal remuneration for work of equal value.
Since 2018, Australia is also a member of the Equal Pay International Coalition (EPIC).



Section 11 and 54 of the Paid Parental Leave Act offers a single paid parental leave system for
18 weeks. The mother is the first beneficiary of the leave, who can then choose to transfer some
of the leave to the father or another individual



Section 65 of the Paid Parental Leave Act 2010 establishes that the amount paid during parental
leave is equal to the minimum national wage. Besides, working fathers are entitled to two weeks of
paternity leave, also being paid at the national minimum wage (Paid Parental Leave and Other
Legislation Amendment 2012, art. 115EC). Furthermore, employees are entitled to 12 months of
unpaid parental leave (Fair Work Act 2009, sect. 70).



In addition, section 772 of the Fair Work Act 2009 guarantees women’s employment security when
they are on parental leave and prohibits employers from asking about a woman’s pregnancy or her
intention to have children during the recruitment or promotion process (Sex Discrimination Act
1984, sect. 27). There are no legal restrictions related to women’s rights to choose a
profession/occupation, work or register a business.



Sexual harassment is addressed in the legal framework, under the Sex Discrimination Act 1987
(Section 28A). The definition of sexual harassment covers the workplace.



In 2020, the Paid Parental Leave Act 2010 was amended to support women’s economic
independence and increase their workforce participation after a period of parental leave. The Paid
Parental Leave Amendment (Flexibility Measures) Act 2020 grants more flexibility by allowing
parents to access payment for a continuous period of up to 12 weeks and additional 30 flexible paid
parental leave days

ILO conventions

Legal Framework

Legal reforms in
2020/21

National Action Plans & COVID-19 Response Policies
In 2018, the Australian Capital Territory Government introduced the “Women in Trades Grants
Programme” to increase women’s participation in traditionally male-dominated occupations in the trade
sector (Government of Australia, 2019[6]).
In addition, the Australian government is taking steps to improve women’s economic inclusion and recovery
amidst and after the Coronavirus (COVID-19) pandemic. In June 2020, the government announced to
provide additional funding to support women’s economic empowerment and security through projects and
initiatives under the Women’s Leadership and Development Programme (WLDP). The projects aim to
strengthen women’s financial literacy skills, increase professional networks as well as mentoring
opportunities and encourage flexible work arrangements (Government of Australia, 2020[7]).
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Australia’s COVID-19 response included distinct measures on income support payments, which were
made available to a variety of workers: those caring for a person sick with the virus enjoyed extra payments
and so did parents receiving the Parenting Payment Support. To support families’ whose employment was
affected by the pandemic, funds were made available to provide them with extraordinary paid parental
leave (Government of Australia, 2020[8]). In addition, the Australian Government enacted free child care
for the children of essential workers. Moreover, pandemic leave payments were made available, including
to the self-employed and employees who have run out of sick leave but in need of extra days related to
COVID-19 (Parliament of Australia, 2020[9]).

Social norms and practices
Unpaid care and domestic work
In Australia, women spend nearly twice as much time as men on unpaid care and domestic work (OECD,
2019[10]). Social norms seem to partly tolerate this unequal and gendered division of reproductive labour
with, 26% reported agreeing or strongly agreeing in 2020 that “when a mother works for pay, the children
suffer”—a higher percentage than in 2017 (21%) (Haerpfer et al., 2020[11]). In 2020, 11% of respondents
reported that it is acceptable to let women do the majority of housework, childcare and elderly care while
55% said it is unacceptable (Focus 2030, Women Deliver, 2020[12]). Moreover, a high percentage (64%)
agrees that “being a housewife is just as fulfilling as working for pay” (Haerpfer et al., 2020[11]). The
demands of unpaid care and domestic work are one of the main contributors to women’s lower labour force
participation rates and uptake of part-time work, which in turn contribute to the gender pay gap.

Labour force segregation and the gender pay gap
In Australia, gendered sectoral segregation has been remarkably persistent over the last 20 years and
drives the gender pay gaps. Women are overrepresented in the health care and social assistance sector
and the education and training occupations and are underrepresented in male-dominated fields. In 2018,
women represented 79% of the total workforce in the health and social sectors compared to only 30% in
manufacturing, 16% in mining and 12% in construction (Workplace Gender Equality Agency, 2019[13]).
Furthermore, women continue to face discrimination in the professional and economic spheres: 19% of
female respondents in Australia considered that they did not have the same access to promotion
opportunities in their job as their male peers (Focus 2030, Women Deliver, 2020[12]).
When it comes to valuing women’s work, social norms seem to be progressing. In 2020, only 6% agreed
that “if a woman earns more money than her husband, it's almost certain to cause problems” compared to
9% in 2017 (Haerpfer et al., 2020[11]). Furthermore, in 2020, 8% of respondents reported that it is that
women earn less than men for the same work while 75% said it is unacceptable (IPSOS, 2021[14]). In
Australia, there is increased support for greater openness and transparency overpay. In 2021, 36% of
survey respondents reported that “closing the gender pay gap is important and should be one of our top
priorities right now”. Moreover, half of the survey respondents support the right for people to know what
colleagues who are doing similar work are being paid and support to know this information is higher among
women than men: 54% of women compared to 46% of men (IPSOS, 2021[14]).

Key policy recommendations for labour inclusion


Amend the Sex Discrimination Act 1986 to include indirect discrimination which stems from the
demands of unpaid care work and household responsibilities;
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Run advocacy campaigns to address traditional gender stereotypes and promote a more genderequal distribution of roles in the household;



Research and provide best practices to employers for harassment complaint procedures, which can
protect individuals who experienced and reported harassment from negative consequences and
retaliation.

Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 2.3 reveals slight gender differences. Women and men
enjoy almost the same levels of account ownership at, respectively, 99% and 100% in 2017. Both women
and men have been able to save money in the past year in 2017, with 77% of women versus 82% of men.

Table 2.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity

Women business owners

Share of employed who are
employers
Share of employed who are ownaccount workers

Years
2014
2017
2014
2017
2014
2017
2015
2017
2018
2017
2018
2019
2020
2012
2017
2012
2017

Australia
Women
Men
99%
99%
80%
77%
6%
6%

99%
100%
83%
82%
14%
12%

G20 Average
Women
Men
76%

81%

10%

16%

0.70
0.60
0.72
32%
32%
31%
31%
4%
4%
8%
8%

8%
8%
13%
13%

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018. For share of
employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or non-included in
the counts of self-employed in several countries. Please see annex for indicator definitions.
Source: (Demirgüç-Kunt et al., 2018[15]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[16]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[17]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[18]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

In addition, the share of women that saved specifically to start, operate or expand a business remained
constant at 6% (2014 to 2017). As to the female-to-male new entrepreneurial activity ratio, women enjoy
fewer opportunities than men: for every 100 men who were nascent entrepreneurs or owner-managers of
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new businesses in 2018, there were 72 women in the same situation. The share of women business
owners marginally decreased, from 32% in 2017 to 31% in 2020. With regards to the share of employed
who are employers and own-account workers, there are more men than women in this category, at 8%
and 13% respectively for 2019, compared to 4% and 8% of women for the same year. This has been
consistent since 2017.

Legal framework

Table 2.4. Legal frameworks on finance and entrepreneurship
Legal Framework
Legal reforms in
2020/21



Under Section 22 of the Sex Discrimination Act (1984) Women have the same rights as married
men to open a bank account and obtain credit at a formal financial institution.



No legal reforms could be located.

National Policies & COVID-19 Response Measures
Australia’s 2016 Gender Equality and Women’s Empowerment Strategy recognises the need to “address
barriers faced by women entrepreneurs, including the market supply-side gap preventing women from
accessing finance” and to “help improve the business and legal environment for women entrepreneurs”. It
mentions that the government’s Strategy for Aid for Trade Investments is also committed to supporting
women’s economic empowerment “as purchasers, vendors, employers and entrepreneurs” (Australian
Government, 2016[19]). The Government of Australia also supports women entrepreneurs via the “Boosting
Female Founders Initiative” and launches the second call for applications and round of funding in 2021. In
order to address the disadvantages women face in accessing finance, this initiative provides grants to
female founded start-ups, helping them to scale up and expand into domestic and global markets
(Government of Australia, n.d.[20])
During the COVID-19 pandemic, the government has adopted numerous recovery measures targeted
specifically at women and women in business. For example, it is expanding the “Boosting Female Founders
Initiative Program” by providing additional grant funding to facilitate women founders of start-ups’ access
to finance, and by providing them with expert mentoring and advice (UNDP, n.d.[21]). The programme will
run over five years, 2023-2025, with a total of 52.2 million AUD (EY Australia, 2021[22]). The government
is also providing additional funding to the Women in STEM and Entrepreneurship Grants Program (UNDP,
n.d.[21]).

Social norms and practices
Financial inclusion and decision making in the household
Overall, women and men seem to have similar levels of decision-making power when making decisions
related to finances in the household, with 62% saying that, in a family, women and men have about the
same influence when it comes to making important decisions about household finances. However, 22%
say that men have more influence, and 15% say that women have more influence (Pew Research Center,
2020[23]). In addition, when it comes to gendered task associations, it seems that paying bills and managing
finances is a task more generally viewed to be one completed by men as well, by 14% of respondents,
compared to 9% of respondents saying women tend to perform this task (IPSOS, 2020[24]). In addition,
inheritance practices do not seem to be an obstacle for women to own property and access credit. Only
7% of female respondents declared that they have not or will not receive the same inheritance as male
relatives in their family in 2020 (Focus 2030 and Women Deliver, 2021[25]).
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Entrepreneurship and support systems
In Australia, around one third of Australian companies are run by women, and 29% of funded companies
had at least one female co-founder in 2019 (Wade Institute, 2019[26]). However, institutional and market
failures constrain women’s business activities. Discriminatory social norms and attitudes may discourage
women from creating or scaling up a business. Among the identified barriers are lower confidence among
women entrepreneurs compared to men and unconscious gender bias among investors or financial service
providers. Indeed, women entrepreneurs face difficulties accessing not only finance but also skilled
resources (Wade Institute, 2019[26]; EY Australia, 2021[22]). For example, 32% of women in Australia found
that financial barriers were an obstacle to their business, and 29% cited the lack of alternative sources of
capital in that regard (EY Australia, 2021[22]). Among the top ten venture capital firms in Australia, only four
had women as partners in 2019. This partly explains women’s limited access to capital but also shows how
(mostly male) investors’ practices favour men (Wade Institute, 2019[26]). To foster entrepreneurship among
indigenous women, and hence address intersecting discriminations, the Early Stage Social Enterprise
Foundation provides grants and loans to social enterprises supporting indigenous women entrepreneurs
(Commonwealth of Australia, 2021[27]). As a result of the COVID-19 pandemic, existing vulnerabilities that
women faced have widened, putting them at greater disadvantage. For example, 20% of women
employees compared to 11% of men employees reported severe or moderate levels of financial stress in
2020 (EY Australia, 2021[22]).

Key policy recommendations for financial inclusion


Facilitate women’s access to financial services and venture capital by making information
transparent and widely available, promoting access to and affordability and use of connected digital
devices, and promoting e-banking and mobile money as well as other digital tools, including in rural
areas.



Provide specific grants for women aspiring entrepreneurs to develop their projects and facilitate
women entrepreneurs’ access to credit



Promote the adoption of women-owned business certification



Establish training and mentorship programmes to accompany women in business creation and
development, including by enhancing their financial and digital skills



Collect better and comparable data on female entrepreneurs and women’s access to and use of
financial services to help identify the gender gaps, ensuring such data is representative of women’s
diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 17% of women in Australia reported having experienced physical and/or sexual intimate partner
violence (IPV) at least once in their lifetime which was below the G20 average of 26% (Table 2.5). This
prevalence rate observed in 2019 is lower than the rates reported in 2014 (25%). Moreover, in 2019, in
Australia, 2% of women reported being subjected to IPV at least once in the prior 12 months, while 13%
of women in G20 countries reported the same. In 2017, 10% of women and girls aged 18 years and older
reported experiencing non-partner sexual violence at least once since they were 15 years of age. When it
comes to child marriage, 1% of girls in Australia reported being, or having been married or in an informal
union in 2019 compared to less than 1% of boys. Across the G20, the average prevalence of girl child
marriage was 12% in 2019.
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In Australia, the onset of the COVID-19 pandemic meant the start or escalation of domestic violence and
various forms of abuse. A survey from the Australian Institute of Criminology conducted in May 2020 found
for two in three of the women who experienced intimate partner violence during the period from March to
May 2020 the violence had either started since the start of the pandemic, or escalated. The survey also
found that nearly 5% of women experienced intimate partner domestic violence during this period (Boxall,
Morgan and Brown, 2020[28]).

Table 2.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Australia

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls1
Prevalence of girl child marriage

2014
2019

25%
17%

26%

2019

2%

13%

2017

10%

2014
2019

1%
1%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[29]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[30]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[10]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

Legal framework

Table 2.6. Legal frameworks on violence against women and girls


At the federal level, the Family Law Act 1975 addresses family violence (section 4AB) and defines it as
a violent, threatening or other behaviour by a person that coerces or controls a member of the family or
causes the family member to be fearful.



The Family Law Amendment of 2018 protects victims from cross-examination by perpetrators of
domestic and family violence during justice proceedings.



The Fair Work Amendment Bill of 2018 entitles all public employees to a paid domestic and family
violence leave which is designed to enable employees that are experiencing family and domestic violence
to make arrangements for their own safety or that of a close relative, attend court hearings or access
police services.



Australian common law criminalises rape, and each of the states and territories have made their own
extensions and modifications on this law. Similarly, every jurisdiction in Australia has its own laws
criminalising sexual violence.



Sexual harassment is addressed in the legal framework, under the Sex Discrimination Act 1984 (sect.
28A). The definition of sexual harassment covers the workplace and educational establishments, but the
legislation does not cover specifically sexual harassment in public places.

Legal
Framework

1

Proportion of women aged 18+ years experiencing sexual violence perpetrated by someone they know other than
an intimate partner at least once in their lifetime since age 15.
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Technology-facilitated abuse and harassment is covered by the Criminal Code and includes the use of
a carriage service to menace, harass or cause offence. States and territories may also have legislation
on online harassment and abuse.



FGM is illegal and subject to criminal penalties under Australia’s common law, and states and territories
have their own legislation to prohibit the practice.



The Marriage Act 1961 established the legal age of marriage for women and men at 18 years old;
however, a judge may allow marriage below the legal age of a person who is younger than 18 years old
but older than 16 years old The law provides for funding to be allotted for the conduct of programmes of
marriage education and includes criminal sanctions for those facilitating the marriage of an individual who
is under the minimum of marriage.



In 2020, the Western Australian Government passed the Family Violence Legislation Reform Act
increases protections for victims/survivors and improves accountability for perpetrators. The legislation
aims to increase cross-ministerial collaboration to end violence amending legislation across multiple
ministerial portfolios.



In March 2020, the Council of Australian Governments (COAG) instituted the Women’s Safety Council
(the Council), enhancing the legal status of the existing Women’s Safety Ministers forum. The Council’s
work will cover the following three priority areas: Implementation of actions and projects under the Fourth
Action Plan of the National Plan to Reduce Violence against Women and their Children 2010- 2022;
Development and implementation of the next National Plan, following the expiration of the present
National Plan in 2022; Consideration of other actions aim at reducing violence against women and their
children.



In September 2021, the National Redress Scheme for Institutional Child Sexual Abuse Amendment
Bill 2021 passed both the Australian Senate and House of Representatives and is soon to be legislated.
It amends the 2018 Redress Scheme with the aim to ensure a survivor-centred approach.

Legal reforms
in 2020/21

National Action Plans & COVID-19 Response Policies
In Australia, the National Plan to Reduce Violence against Women and their Children 2010-2022 includes
six outcomes at the national level: (i) communities are safe and free from violence, (ii) relationships are
respectful, (iii) indigenous communities are strengthened, (iv) services meet the needs of women and their
children experiencing violence, (v) justice responses are effective, and (vi) perpetrators stop their violence
and are held to account (OECD Development Centre, 2019[31]). Moreover, in Australia, a number of states
or territories also have their own dedicated action plans to address violence. For example, the Victorian
Government launched the Family Violence Rolling Action Plan 2020-2023, and the Queensland Domestic
and Family Violence Prevention Strategy is currently in effect coving the period of 2016-2026 (Government
of Victoria, 2020[32]; OECD Development Centre, 2019[31]).
In the context of the COVID-19 pandemic, the Australian government enacted a number of federal policies
to address gender-based violence against women and girls. For example, in March 2020, AU$150 million
package was designated to support programmes under the National Plan to Reduce Violence against
Women and their Children 2010-2022 (Office of the Prime Minister, 2020[33]). These programmes include
counselling services, a national domestic violence hotline (1800RESPECT), a counselling service for men
(Mensline Australia), as well as a programme supporting individuals vulnerable to human trafficking and
forces marriage.
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Social norms and practices
VAWG and the COVID-19 pandemic
Globally the COVID-19 pandemic has both increased and hidden the prevalence of violence, particularly
domestic violence; this is also the case in Australia. A study in Australia found that among the women who
experienced physical or sexual violence during the COVID-19 pandemic, 42% had either notified the police
themselves or someone else had done so. More than one-third (37%) of the women who experienced
violence wanted to seek help and support but could not do so due to safety concerns (Boxall, Morgan and
Brown, 2020[28]). The COVID-19 pandemic has demonstrated the importance of services and programmes
to address violence against women and girls. Indeed 2021, 36% of respondents said that allocating more
support for women and girls who face violence or abuse was one of the most important things Australia
could do to ensure that the programme for recovery after COVID-19 addresses issues facing women
(Ipsos, 2021[34]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted. In Australia, the percentage
of respondents who reported that a man can be justified in beating his wife in the 2017-20 period was 8%
(Haerpfer et al., 2020[11]). This figures was slightly higher than of respondents who reported having this
belief, 6% in the 2010-14 period (Inglehart et al., 2018[35]).
Regarding women’s sexual autonomy, data shows that 10% of respondents in Australia reported that it is
unacceptable for women to refuse sexual intercourse with their partner in 2020 (Focus 2030 and Women
Deliver, 2021[25]). This signals norms positioning men as the decision-makers over sexual activity in
heterosexual relationships are likely strong among these respondents and present within the overall
population. Furthermore these norms also extend to practices around women’s freedom over personal
decisions. In 2020, 11% of female respondents from Australia reported having their freedom of movement
has been restricted against their will by family members or partners (Focus 2030 and Women Deliver,
2021[25]).
Norms about decision-making power and violence are not confined to the domestic or private sphere
however, and norms and practices justifying violence in public spaces, workplaces and schools remain
important (OECD, 2021[36]). In 2020, 11% of respondents from Australia reported that it is acceptable “to
whistle at a woman in the street, or to touch a woman without her consent” (Focus 2030 and Women
Deliver, 2021[25]). Gender-based harassment in public places, a form of violence itself, undermines public
safety and negatively impacts women’s and girl’s opportunities to participate fully in all aspects of public
life. Sexist jokes are among the multiple practices that contribute to making violence against women
acceptable in societies. In Australia in 2020, 15% of respondents reported that they find it acceptable “to
tell or share a sexist joke about a woman with friends or on social media” (Focus 2030 and Women Deliver,
2021[25]). While these may be ‘only jokes’—sexist remarks promote negative gender stereotypes, devalue
women’s and girl’s abilities and accomplishments, objectify women and girls and/or support gender-based
violence.

Key recommendations to end VAWG


Pass legislation that prohibits and addresses sexual harassment in public places.
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Continue advocacy efforts to change views and behaviours when it comes to violence against
women and girls, including by addressing masculine norms specifically. Support programmes
working with men and boys to understand and prevent gender-based violence.



Ensure that data collected on violence against women and girls also accounts for women’s diverse
identities (including age, race, ethnicity, aboriginal status, ability and more).



Promote a culture of awareness and zero-tolerance by continuing programmes and campaigns on
violence against women and girls as well as the resources available to victims/survivors.



Develop and implement policies to identify, prevent and prosecute violence, harassment and threats
of violence against women and girls online.



Consider the further expansion of integrated or “one-stop” service points for victims/survivors of
gender-based violence.
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3 Brazil
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, Brazil achieves a score of 21 and ranks 37th among
120 countries (OECD, 2019[1]). It presents very low to low levels of discrimination across all four subindices of the SIGI with lower discrimination in the restricted physical integrity and the restricted access to
productive and financial resources sub-indices, and highest discrimination in the sub-index on
discrimination in the family (see Figure 3.1).

Figure 3.1. Level of discrimination in the SIGI dimensions
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Note: Higher values in each SIGI dimension indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2019, the average labour force participation rate of women was 62%, representing a gap of 19
percentage points compared to that of men (Table 3.1). With regards to the 25x25 target, between 2012
and 2019, the gender gap in the labour force participation rate decreased by four percentage points. The
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gender pay gap in Brazil stood at 16% in 2014, meaning that on average, for each Real earned by men,
women earned only 84 centavos. On average, women’s part-time incidence rate is 12 percentage points
higher than for men. Furthermore, women spend nearly four times more time than men on unpaid care
and domestic work. Between 2015 and 2020, women’s representation in managerial positions remained
unchanged at 38%.

Table 3.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate
Progress towards 25x25
Gender pay gap

Years

Brazil
Women

Men

2012
2017
2018
2019
2012
2017
2018
2016
2017
2018
2019
2012
2019
2006
2014

58%
61%
61%
62%
34%
22%
23%
13%
15%
14%
14%

81%
80%
80%
81%
15%
17%
11%
11%
11%
11%
10%

2015
2017
2018
2019
2020

38%
38%
39%
39%
38%

23%
19%
20%
16%
4.27

Unpaid care and domestic work
Representation in managerial
positions

G20 Average
Women
Men

62%
62%
61%
61%
62%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.

Legal framework

Table 3.2. Key gender equality laws and international instruments
CEDAW
ILO conventions
Legal Framework



Brazil ratified the Convention on the Elimination of All Forms of Discrimination Against Women
(CEDAW) in 1984 and its Optional Protocol in 2002.



Brazil has ratified ILO conventions No° 100, 111 and 189, but not 156 nor 183.



Article 5 of Brazilian Labour Law mandates equal pay for work of equal value and Law 9.799
prohibits any discrimination on the ground of sex, inter alia, during recruitment, hiring, promotion,
training, assignment, termination or pay. This law establishes a penalty for sex, race, age and other
types of discrimination in the workplace, and fines can amount to ten times the highest salary paid
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by the employer. In case of termination based on discrimination, the employer might choose from
readmission with retroactive payment for the time the employee has been removed from work, plus
interest, or payment of double the amount of salaries, plus interest, equivalent to the period the
employee has been away from work since the moment of their termination (Article 3).

Legal reforms in
2020/21



Article 6 of the Federal Constitution mandates paid maternity leave. While maternity leave in
article 6 is set at 120 days, paid paternity leave is available for five days. Federal Law 11.770 and
Presidential Decree 6.690 allow for an extension of maternity leave in the private and public
sectors to 180 days.



Women’s jobs are protected during maternity leave and Law 9.799 prohibits employers from
demanding pregnancy tests when hiring or promoting women.



Law 12.257/2016 extended the paternity leave from five days to 20 days for companies involved in
the programme “Citizen Companies”



For paternity leave, the extension enacted by Federal Law 8.112 and Presidential Decree 8.737
is 20 days maximum. Adoptive parents also have a right to maternity and paternity leave schemes.



In addition, sexual harassment in employment is penalised under Law 10.224 (2001). It is defined
as the act of exerting pressure to receive sexual favours through the use of one’s position as
hierarchically superior in a work context or any other function where the victim is economically
dependent in some way, or if trust is an important component of the relationship. Sexual
harassment is punishable by one to two years in prison



Law 13982/2020 allows single-parent women with no formal work contract to receive two
instalments from the cash emergency assistance programme “benefício de prestação continuada”
(BPC). This social benefit was previously granted to the elderly and people with disabilities.



In 2020, Brazil eliminated the possibility to retire with partial pension benefits. Previously, the ages
at which men and women could retire with partial pension benefits were unequal (The World Bank,
2021[6]).

National Policies & COVID-19 Response Measures
In Brazil, the national programme Pro-Equity of Gender and Race (Programa Pró-Equidade de Gênero e
Raça – PPEGR) was established by the Special Secretariat for Policies for Women with support from UN
Women, the International Labor Organization and the Secretariat for Policies to Promote Racial Equality.
This programme is aimed at promoting more equitable working relations in public and private companies
by eradicating all forms of discrimination in the workplace (Government of Brazil, 2021[7]). Moreover, 122
enterprises are currently part of this initiative. By participating in the programme, the company prepares
the organisation's profile sheet and an Action Plan explaining how it will develop and implement gender
and race equity actions, by taking into account crosscutting and intersectional approaches within the
organisation. The company that satisfactorily performs the actions, during the programme period, obtains
the Pro-Gender and Race Equality Seal - which contributes to the achievement of good economic, financial
and socio-environmental results (Government of Brazil, 2021[7]).
To safeguard against the destruction of formal jobs in the wake of COVID-19, Brazil introduced a shorttime work scheme. The non-worked hours were subsidised by 25% up to 70% of the gross salary. Firms
were required to maintain their employees at least for the period worked under the short-time scheme
when business would return to normal. Additionally, the “banco de horas” allowed employees to work less
now and compensate for it later. The beneficiaries received 60% of the minimum wage value, whilst single
mothers received double the benefit. In line with Law 13.982, workers who tested positive for COVID-19
would benefit from paid sick leave at the amount of minimum wage (CEPAL, 2021[8]; Gentilini et al.,
2020[9]).
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Social norms and practices
Unpaid care and domestic work
In Brazil, women spend nearly four and a half times as much time on household responsibilities as men
(OECD, 2019[10]). Unpaid care and domestic work constitute one of the main factors behind low labour
force participation rates among women and higher uptake of part-time work. In 2020, 54% of the population
in Brazil agrees or strongly agrees with the statement “when a mother works for pay, the children suffer”
compared to 60% in 2017 indicating the strong persistence of traditional norms about gender roles in the
household and the economy (OECD, 2019[10]). In addition, a higher proportion of people in 2020 (46%)
reported that “being a housewife is just as fulfilling as working for pay” than did so in 2017 (44%) (OECD,
2019[10]; Haerpfer et al., 2020[11]). However, the socio-economic consequences of the COVID-19 pandemic
are shifting people’s attitudes towards work-life balance and therefore towards unpaid care work and
childcare. For instance, the same proportion of women and men (44%) consider that “they are now more
likely to spend less time working and more time with their family compared to before the crisis began”
(IPSOS, 2021[12]).

Labour force segregation and the gender pay gap
Labour force segregation is critical as it is one of the major factors underlying gender pay gaps that
disadvantage women financially. For instance, 76% of Brazilians consider that people who provide
childcare, including nurses, childminders and nannies, are mostly women, and nearly 60% of people think
that that they are paid too little. In addition, 60% of Brazilians think that computer engineer is a job that is
mostly done by men, and half of the population think that they are paid correctly (IPSOS, 2021[12]). In
regards to remuneration, social perceptions data attest to women’s reduced opportunities. For example,
36% of respondents reported that “if a woman earns more money than her husband, it's almost certain to
cause problems”, a higher proportion than in 2017 (34%). With regards to the gender pay gap, in 2021, in
Brazil, 46% of surveyed respondents reported that “closing the gender pay gap is important and should be
one of our top priorities right now and 55% reported that “people should have the right to know what other
colleagues doing the same work are paid” (IPSOS, 2021[12])

Key policy recommendations for labour inclusion


Develop and run campaigns to address traditional gender stereotypes and promote a more genderequal distribution of roles in the household.



Develop programmes and policies to promote employment among the most vulnerable groups such
as African descent and indigenous women, and ensure their pay equality.

Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 3.3 reveals moderate gender differences. Women and
men enjoy roughly similar levels of account ownership at, respectively, 68% and 73% in 2017. Both women
and men have been able to save money in the past year in 2017, with 26% of women versus 40% of men.
In addition, the share of women that saved specifically to start, operate or expand a business increased
from 5% in 2014 to 10% in 2017. As to the female-to-male new entrepreneurial activity ratio, women enjoy
almost the same opportunities as men: for every 100 men who were nascent entrepreneurs or ownermanagers of new businesses in 2019, there were 98 women in the same situation. The share of women
business owners slightly increased, from 28% in 2017 to 29% in 2020. With regards to the share of
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employed who are employers and own-account workers, there are more men than women in this category,
at 5% and 21% respectively for 2015, compared to 3% and 16% of women for the same year. This has
been consistent since 2012.

Table 3.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity

Women business owners

Share of employed who are
employers
Share of employed who are ownaccount workers

Years
2014
2017
2014
2017
2014
2017
2015
2017
2019
2017
2018
2019
2020
2012
2015
2012
2015

Brazil
Women
Men
65%
68%
25%
26%
5%
10%

72%
73%
32%
40%
9%
16%

G20 Average
Women
Men
76%

81%

10%

16%

0.9
1.04
0.98
28%
27%
29%
29%
3%
3%
15%
16%

6%
5%
19%
21%

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[13]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[14]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[15]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[16]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

Legal framework

Table 3.4. Legal frameworks on finance and entrepreneurship


The Federal Constitution stipulates that women have the same rights as men to open a bank
account and obtain credit at a formal financial institution (Article 5). This article takes precedence
over any legislation in the country. Any discrimination related to access to credit, opening banking
accounts or access to the formal financial institution is thus excluded and unconstitutional.



No legal reforms could be located.

Legal Framework
Legal reforms in
2020/21
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National Policies & COVID-19 Response Measures
In 2018, the Brazilian government launched the national strategy “Future in the hand: Fixing the Financial
Life” on education and social inclusion for the beneficiaries of the programme “Bolsa Familia”, to provide
social technologies to increase women’s financial literacy. The programme reached over 20 000 women
(Government of Brazil, 2019[17]). Within the Ministry of Woman, Family and Human Rights there is the
National Secretariat for Women’s Policies, which focuses mainly on women’s safety and rights across
society, but also equality and equity in the workplace and the job market, including women’s
entrepreneurship (OECD, 2020[18]). An OECD study on SME and Entrepreneurship Policy in Brazil 2020
has recommended that the government develop more women-specific initiatives, policies and support
programmes, in addition to mainstream entrepreneurship programmes which are available to everyone
(OECD, 2020[18]).
As part of the COVID-19 response measures, Brazil put in place the “Auxilio Emegencial”, a 3-months
emergency cash transfer equivalent to 60% of the minimum wage for adults who are informal workers, with
single mothers receiving double the amount receive (UNDP, 2020[19]). This emergency assistance
programme has the most comprehensive criteria among countries in Latin America, as it recognises the
possibility of assigning up to two incomes per family group, which means that both spouses can access
the benefit (Bergallo, 2021[20]). The programme has been extended for an additional 2 to 4 months (with
varying amounts), and are eligible to micro-entrepreneurs, self-employed and informal workers who do not
get any government help (except Bolsa Familia and have a low income per capita). In addition, mothers
who are Bolsa Familia beneficiaries receive the emergency benefit automatically if it exceeds the Bolsa
Familia amount they receive (UNDP, 2020[19]).

Social norms and practices
Financial inclusion and decision making in the household
Social norms in Brazil offer a mixed picture when it comes to women’s financial decision-making in the
household. More than half of the population (56%) says that, in a family, women and men have about the
same influence when it comes to making important decisions about household finances. However, more
respondents think that men have more influence, with 24% holding such views when 19% say that women
have more influence (Pew Research Center, 2020[21]). This is in line with findings concerning the day-today financial task of paying bills and managing finances, a task that 22% report they associate with men
when only 7% say it tends to be completed by women (IPSOS, 2020[22]). Limited decision-making power
in the household is accompanied by women’s relatively low levels of financial inclusion measured by the
share of banked adults (Table 3.3). However, the COVID-19 pandemic prompted millions of informal
workers, amongst many are women, to request the opening of a savings account to be able to receive the
government’s emergency social payments. The aid could also be received via a mobile money application,
which is thought to increase financial inclusion among the population (Mastercard, 2020[15]).

Entrepreneurship and support systems
Despite prevalent social norms and attitudes that confine many women to the household, cultural
acceptance of female entrepreneurs has significantly improved. This is reflected in a higher female
participation rate in entrepreneurial activities. Compared to their global peers, Brazilian women
entrepreneurs report a high level of innovation and strategic thinking to pursue their long-term business
plans (Mastercard, 2020[15]). Nonetheless, numerous barriers limit women entrepreneurs’ endeavours.
With the launch of the Woman Entrepreneur (Mulher Empreendedora) programme in 2018, and to better
understand how to serve female clients better, the Bank Itaú carried out in-depth customer research on
women entrepreneurs by analysing participation in their business lending portfolio. The findings revealed
that a lack of female role models in entrepreneurship and smaller relationship networks were preventing
ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

 75
women from participating in the business. This led to the development of online delivery channels and inperson workshops focusing on skills building, inspiration, mentoring and connection, as well as business
acceleration services (Jayshree Venkatesan, 2020[23]).
Moreover, the Support Service for Micro and Small Enterprises (SEBRAE), an SME agency, and Women
Entrepreneurs Network (Rede Mulher Empreendedora) (RME) provides support to women entrepreneurs.
RME recently started a two-year programme funded by Google called She Can (Ela Pode) offering
professional support, networking opportunities, and increased visibility to women-led businesses (OECD,
2020[18]). In addition, SEBRAE and RME have launched, together with Women of Brazil (Mulheres do
Brasil), a comprehensive initiative to boost women’s entrepreneurship across 11 states in 2019, focusing
on capacity-building, business networks and intelligence. SEBRAE also committed to the UN Global
Compact’s “Women’s Empowerment Principles”, which aim to promote women’s full participation in all
sectors and at all levels in Brazil (OECD, 2020[18]) Nonetheless, the literature shows that Brazil does not
have an inclusive entrepreneurial ecosystem, as women lack equal access to resources and support, and
as a result cannot expect equal opportunities for success (OECD, 2020[18]).

Key policy recommendations for financial inclusion


Facilitate women’s access to financial services and venture capital by making information
transparent and widely available, promoting access to and affordability and use of connected digital
devices, and promoting e-banking and mobile money as well as other digital tools, including in rural
areas.



Expand the use of government loan guarantees and reduced interest rates to further strengthen
access to finance for women-led SMEs.



Strengthen initiatives that are specifically targeted at women entrepreneurs, in addition to ensuring
that mainstream programmes are available to all, including through women’s networks and
mentorship circles.



Incorporate entrepreneurial courses in traditional school and university curricula, to strengthen the
outreach of entrepreneurship education early on, with a strong focus on digitalisation.



Ensure that support measures are inclusive and reach all women, including minority entrepreneurs
among the SME population, especially in the context of COVID-19.



Run awareness-raising programmes and campaigns on women’s potential as entrepreneurs, given
shifting traditional perceptions on gender roles in the household, through both traditional and online
media channels.



Collect better and comparable data on female entrepreneurs and women’s access to and use of
financial services to help identify the gender gaps, ensuring such data is representative of women’s
diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 33% of women in Brazil reported having experienced physical and/or sexual intimate partner
violence (IPV) at least once in their lifetime which was above the G20 average of 26% (Table 3.5). This
prevalence rate observed in 2019 was higher than the rates reported in 2014 (31%). Moreover, in 2019, in
Brazil, 12% of women reported being subjected to IPV at least once in the prior 12 months, while 13% of
women in G20 countries reported the same. When it comes to child marriage, 15% of girls in Brazil reported
being or having been married or in an informal union in 2019 compared to 4% of boys. Across the G20,
the average prevalence of girl child marriage was 12% in 2019.
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In the first two months of the COVID-19 confinement measures (March-April 2020), Brazil saw a 22%
increase in the number of femicides compared to the same period in 2019, and a 27% increase in the
number of complaints made to the national VAW hotline (Bastos, Carbonari and Tavares, 2020[24]).

Table 3.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Brazil

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls
Prevalence of girl child marriage

2014
2019

31%
33%

26%

2019

12%

13%

No data available
2014
2019

4%
15%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[25]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[26]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[10]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

Legal framework

Table 3.6. Legal frameworks on violence against women and girls


In 1996, Brazil ratified the Inter-American Convention to Punish, Avoid and Eradicate Violence
Against Women, also known as the “Belém do Pará Convention”.



The “Lei Maria da Penha” (Law 11.340) provides a comprehensive approach to address violence
against women, particularly domestic violence. In addition to definitions and criminal penalties for various
forms of violence against women, it outlines specific guidelines for police and judges, protective orders,
support services, and budgetary commitments.



Law 10.778 (2013) obliges medical personnel to notify authorities in case of injuries related to domestic
abuse.



Law 13.641 (2018) outlines disobeying a protective measure is a criminal offence.



Law No. 13.772 (2018), defines the crime of unauthorized record of sexual intimacy in the Criminal Code,
thus anyone producing, photographing, filming or recording sexual intimate and private content without
the consent of the participants is subject to criminal penalties which are further increased if the crime is
committed by someone who maintains or has maintained an intimate relationship with the victim by
affection or for revenge or humiliation.



In 2015, Law 13.104 amends the Penal Code, establishing femicide—“homicide of a woman for the
reasons related to her condition as a member of the female sex”—as a heinous crime.



A reform of the Penal Code in 2009 reclassified rape among criminal offences as it was previously
categorised as “crimes against customs”, in addition, all languages including “honest women” and
“defence of honour” were erased to harmonise domestic law with international standards.



Sexual harassment at work and in other hierarchically organised environments is penalised under Law
10.224 (2001). Article 61 of the Penal Contraventions Law addresses harassment in public places and
cyberstalking.

Legal
Framework
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Legal
reforms in
2020/21



Law 13.642 (2018) delegates the investigation of crimes associated with the dissemination of messages
of misogynist content over the Internet to the Federal Police.



The legal age of marriage is 16 years for both men and women, yet the law stipulates that the marriage
of a person under the legal age will not be considered void if it results in a pregnancy (Civil Code, article
1.551).



On 20 March 2020, the President signed Decree 10.282 to ensure that social assistance services
targeted at the most vulnerable should remain operating during quarantine as essential services.



Similarly, Law 14.022 (2020) was passed, designating VAW services as essential, ensuring they cannot
be interrupted during the pandemic, and mandating that cases of violence reported at the federal level
through the national VAW and children/adolescent protection helplines be communicated to the relevant
authorities within 48 hours. The law also provided an automatic extension to pre-existing protection
orders.



Decree 10.701 instituted the National Program to Combat Violence against Children and Adolescents
and the Intersectoral Commission to Combat Violence against Children and Adolescents.



Law 13.984 (2020) establishes as an urgent protective measure that the aggressor attend an education
and rehabilitation centre and undergo psychosocial monitoring.



Law 14.192 (2021) amends Law 9.504 (1997) to criminalise political violence against women.



Law 14.188 (2021) defines the Sinal Vermelho cooperation programme against Domestic Violence as
one of the measures to combat domestic and family violence against women and amends the Criminal
Code, to modify the mode of penalty for simple bodily harm committed against women for reasons of the
female gender and creates the penal type of psychological violence against women.



Law 14.164 (2021) Amends Law 9.394 (1996), to include content on the prevention of violence against
women in basic education curricula and institutes the School Week to Combat Violence against Women.

National Action Plans & COVID-19 Response Policies
In Brazil, public policies are planned through the Pluri‐Annual Programme (PPA), which is structured
following a programming cycle. The PPA during the period from 2016 to 2019 and includes "Programme
2016", entitled "Policies for Women: Promotion of Equality and Fight against Violence" (Government of
Brazil, 2019[17]). In 2019, the PPA covering the years 2020-2023 was enacted under Law 13.971, includes
just one mention of programmes in relation to women under Program 5034 – “Protection of life,
strengthening of the family, promoting and defending human rights for all” (Proteção à vida, fortalecimento
da família, promoção e defesa dos direitos humanos para todos) (Marinho Rodrigues, 2020[27]).
During the pandemic, the Ministry of Women, Family and Human Rights launched a national contingency
plan to respond to increasing rates of VAW. This included guidance to maintaining services,
implementation of COVID-19 and VAW related committees at the state and municipal levels, campaigns
to increase victims’, men’s and bystanders’ awareness of reporting and its importance (Bastos, Carbonari
and Tavares, 2020[24]). The Government also launched online platforms to build the capacity of existing
helplines, and the state prosecutor’s office created an app that enables women to report violence and
access resources in their municipality.

Social norms and practices
VAWG and the COVID-19 pandemic
The protracted stress and economic uncertainty brought on by the COVID-19 pandemic led to an increased
prevalence of gender-based violence. Nevertheless, the number of requests for protective measures
declined between March and April, according to data from state-level Courts of Justice, the number of
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protection measures issues fell by 21.8% in São Paulo and 28.7% in Rio de Janeiro for example. These
figures attest to the difficulties faced by victims/survivors in accessing reporting channels. In states with
online filing channels for complaints, the numbers also declined (Bastos, Carbonari and Tavares, 2020[24]).
Even when victims/survivors do file complaints, allegations of domestic violence are not always treated as
credible by police. A study in Rio Grande do Sul found 40% per cent of femicide victims previously sought police
protection (US Department of State, 2021[28]). In 2021, 36% of respondents said that allocating more support
for women and girls who face violence or abuse was one of the most important things Brazil could do to
ensure that its COVID-19 recovery programme addresses issues facing women (Ipsos, 2021[29]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted. In Brazil, the percentage of
respondents who reported that a man can be justified in beating his wife in the 2017-20 period was 9%
(Haerpfer et al., 2020[11]). This figure was smaller than the percentage of respondents who reported having
this belief, 10% in the 2010-14 period thus signalling a potential change in attitudes justifying violence
(Inglehart et al., 2018[30]).

Key recommendations to end VAWG


Enact laws that enable budgetary allocations and specific actions to address and end child marriage
as a harmful practice and form of violence against girls.



Improve communication on the legal rights of victims of violence to access proactive measures as
well as the channels they can use to access these and other support services.



Undertake a study of the impact of Law 13.984, which requires aggressors to attend education and
rehabilitation centres and undergo psychosocial monitoring, with specific attention to recidivism
rates and gender attitudes.



Develop and implement policies to identify, prevent and prosecute violence, harassment and threats
of violence against women and girls online.



Ensure that data collected on violence against women and girls also account for women’s diverse
identities (including age, race, ethnicity, indigenous status, ability and more).
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4 Canada
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, Canada achieves a score of 18 and ranks 29th
among 120 countries (OECD, 2019[1]). It presents very low to low levels of discrimination across all the
sub-indices of the SIGI, with the lowest levels of discrimination in restricted physical integrity, and the
highest discrimination in the family (see Figure 4.1).

Figure 4.1. Level of discrimination in the SIGI dimensions

Restricted Civil Liberties
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Note: Higher values in each SIGI dimensions indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In Canada, the average labour force participation rate of women was 74%, representing a gap of seven
percentage points compared to that of men. With regards to the 25x25 target, between 2012 and 2020,
the gender gap in the labour force participation rate has remained unchanged (7%). The gender pay gap
in Canada stood at 18% in 2019, meaning that on average, for every CAD earned by men, women earned
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82 cents. On average, women’s part-time incidence rate is 13 percentage points higher than for men.
Furthermore, women spend one and a half times as much time as men on unpaid care and domestic work.
Between 2014 and 2018, women’s representation in managerial positions remained unchanged at 35%
compared to 65% for men.

Table 4.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate

Progress towards 25x25

Gender pay gap
Representation in managerial
positions

Years
2012
2017
2018
2019
2020
2012
2017
2019
2016
2017
2018
2019
2020
2012
2019
2020
2006
2017
2018
2019
2014
2018

Canada
Women
Men
74%
75%
75%
76%
74%
37%
26%
26%
6%
6%
6%
5%
9%

G20 Average
Women
Men

81%
82%
82%
82%
81%
17%
13%
13%
8%
7%
6%
6%
10%
7%
6%
7%
21%
18%
19%
18%

35%
35%

65%
65%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.

Legal framework

Table 4.2. Key gender equality laws and international instruments
CEDAW
ILO conventions
Legal Framework



Canada ratified the Convention on the Elimination of All forms of Discrimination against Women in
1981 and its Optional Protocol in 2002.



Canada has ratified ILO Convention 100 and 111, but not 156, 183, 189



Section 7 and 8 of the Canadian Human Rights Act mandates non-discrimination on the basis
of sex in employment, covering job advertisements, selection criteria, recruitment, hiring, terms and
conditions, promotions, training, assignments and termination.
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Section 11 of the Canadian Human Rights Act mandates equal remuneration for work of equal
value. Since 2017, Canada is also a member of the Equal Pay International Coalition (EPIC) 1.



Section 206 of the Labour Code mandates paid maternity leave. Maternity leave is in place,
lasting for a total amount of 17 weeks, including 15 paid weeks for approximately 55% of wages by
the Government with a ceiling of $547 per week as of January 2018. There is no provision regarding
paternity leave. Paid parental leave of 35 weeks is available to both parents, with approximately
55% of wages paid by the Government. Furthermore, the Canadian government is making strides
to promote an equal distribution of responsibilities between women and men at home and in the
workplace.



In addition, the law does not require women to have permission from their husband or legal
guardian to choose a profession/occupation or work or to register a business. Section 247 of the
Labour Code also protects women from sexual harassment in the workplace.



In 2018, the federal Canadian government passed an Act to Establish a Proactive Pay Equity
Regime within the Federal Public and Private Sectors.
In 2018, the parliament passed the Canadian Gender Budgeting Act to allocate and distribute
government resources and expenditures in terms of gender and diversity

Legal reforms in
2020/21



In 2019, the government launched the “El Parental Sharing Benefit” which will provide five
additional weeks of “El Parental Benefits” when both parents agree to share benefits. In addition,
Section 29 of the Labour Standards Regulation protects women’s employment security when
they are on maternity leave.



In 2020, the federal Canadian government is using its Gender-Based Analysis Plus (GBA+) to
examine the differential impact of government spending and recovery measures on women and
men.



In 2020, Canada introduced a new parental leave sharing benefit that reserves 35 days of paid
parental leave for the father (The World Bank, 2021[6]).

National Action Plans & COVID-19 Response Policies
The government of Canada has made efforts to provide affordable childcare to support women’s
employment opportunities. In December 2017, the government established the Multilateral Early Learning
and Child Care Framework to create 40 000 additional child care facilities across the country by 2020. The
framework is also aimed at providing child care support to vulnerable groups including, low-income
families, lone parents and indigenous families (WE Empower G7, 2019[7]). In 2021, the government of
Canada launched a pilot programme to eliminate obstacles to women’s employment and labour inclusion.
Throughout the new Women’s Employment Readiness programme, organisations will examine new
strategies and initiatives to support vulnerable women. The trial will also test different strategies to support
employers and companies to strengthen their workplace inclusion practices and policies. The fund
amounts to CAD 50 million over two years and will target racialized and indigenous women, women with
disabilities and women who have been out of the labour market for an extended period (Government of
Canada, 2021[8]).
Canada’s COVID-19 response included various policy measures to prevent job losses and to support
workers affected by the pandemic. Employers experiencing at least a 30% drop in their revenues qualified
for a public 75% wage subsidy to be paid to their employees to avoid redundancies. An emergency fund
was also created to maintain jobs in cultural, heritage and sports organizations. Moreover, the Canada
Emergency Response Benefit (CERB) was made available for workers who had stopped working as a
1

The EPIC Secretariat comprises the ILO, UN Women and the OECD. Among the G20 countries, 6 are members of
EPIC: www.equalpayinternationalcoalition.org/members/
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result of a need to care for children or other dependents sick with COVID-19 or in quarantine. In addition,
the Canada Child Benefit underwent a one-time boost. Income allowances also targeted workers who
experienced a 50% or more reduction in their income related to the pandemic. Concerning leave policies,
Canada enacted temporary sickness benefits, including for the self-employed, when sick with the
coronavirus or in quarantine. In addition, the Employment Standards Legislation was amended to allow for
unpaid job-protected leave related to COVID-19, or when in need to care for children due to school
closures. The government also decided to better support and increase the salaries of frontline, essential
and homecare workers in the future (Gentilini et al., 2020[9]) (Government of Canada, 2020[10]).

Social norms and practices
Unpaid care and domestic work
In Canada, unpaid care and domestic work hinder women’s economic empowerment and employment
opportunities. In Canada, women spend one and a half times as much time as men on unpaid household
chores (OECD, 2019[11]). Social norms play a crucial role in the unequal division of household labour with,
21% reported agreeing or strongly agreeing in 2020 that “when a mother works for pay, the children
suffer”—a lower percentage than in 2017 (28%). Furthermore, a high percentage (69%) agrees that “being
a housewife is just as fulfilling as working for pay” (OECD, 2019[11]; Haerpfer et al., 2020[12]). However, the
socio-economic consequences of the COVID-19 pandemic are shifting people’s attitudes towards worklife balance and therefore towards unpaid care work and childcare. For instance, 33% of surveyed women
and 41% of men consider that “they are now more likely to spend less time working and more time with
their family compared to before the crisis began” (IPSOS, 2021[13]).

Labour force segregation and the gender pay gap
Sectoral segregation is also an issue in the Canadian labour market that drives gender pay gaps. In 2017,
nearly (56%) of female workers are employed in the “5 Cs”: caring, clerical, catering, cashiering, and
cleaning (Moyser, 2017[14]). Beliefs about some professions being suitable for men while others are suitable
for women impacts the career aspirations of both, thus reproducing segregation in the labour force. Data
on social perceptions shows that overall, being a nurse, care worker child care provider is a job most view
as being done by women, while being an IT worker, delivery driver, bankers and police officers are viewed
as jobs being mostly performed by men (IPSOS, 2021[13]). For instance, 89% of Canadians consider that
people who provide childcare, including nurses, childminders and nannies, is mostly made up of women
and nearly 61% of people think that that they are paid too little. In addition, 62% of Canadians think that
computer engineers are a job that is mostly made up of men and 59% think that they are paid about right
(IPSOS, 2021[13]). With regards to the gender pay gap, in 2021, in Canada, 35% of surveyed respondents
reported that “closing the gender pay gap is important and should be one of our top priorities right now and
62% reported that “people should have the right to know what other colleagues doing the same work are
paid” (IPSOS, 2021[13])

Key policy recommendations for labour inclusion


Implement measures to close the gender wage gap and promote greater transparency in pay,
promotion and reward processes in the public and private sectors. Measures to close the gender
wage gap include mentoring programmes, where women can learn how to negotiate their salary
and working conditions.



Encourage men to take paternity and parental leave entitlements and promote awareness-raising
campaigns about healthy masculinities and the importance of equal sharing responsibilities
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Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 4.3 reveals slight gender differences. Women and men
enjoy equal levels of account ownership at 100% in 2017. Both women and men had been able to save
money in the past year in 2017, with 79% of women doing so versus 82% of men.

Table 4.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity

Women business owners

Share of employed who are
employers

Share of employed who are ownaccount workers

Years
2014
2017
2014
2017
2014
2017
2015
2017
2018
2019
2017
2018
2019
2020
2012
2017
2018
2019
2020
2012
2017
2018
2019
2020

Canada
Women
Men
99%
100%
80%
79%
5%
7%

99%
100%
85%
82%
10%
16%

G20 Average
Women
Men
76%

81%

10%

16%

0.80
0.66
0.83
0.71
27%
27%
27%
28%
3%
3%
3%
3%
2%
9%
9%
9%
9%
10%

7%
6%
6%
6%
6%
12%
12%
12%
12%
12%

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Source: (Demirgüç-Kunt et al., 2018[15]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[16]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[17]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[18]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

In addition, the share of women that saved specifically to start, operate or expand a business increased
from 5% in 2014 to 7% in 2017. As to the female-to-male new entrepreneurial activity ratio, women enjoy
fewer opportunities than men: for every 100 men who were nascent entrepreneurs or owner-managers of
new businesses in 2019, there were 71 women in the same situation. The share of women business
owners marginally increased from 27% in 2017 to 28% in 2020. With regards to the share of employed
who are employers and own-account workers, there are more men than women in this category, at 6%
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and 12% respectively for 2020, compared to 2% and 10% of women for the same year. This has been
consistent since 2012.

Legal framework

Table 4.4. Legal frameworks on finance and entrepreneurship


Under the Canadian Human Rights Act, women have the same rights as men to open a bank
account at a formal financial institution and to obtain credit (sect. 5). There is no legal discrimination
regarding women’s right to open a bank account or obtain credit.



No legal reforms could be located.

Legal Framework

Legal reforms in
2020/21

National Policies & COVID-19 Response Measures
Canada has made supporting women-led businesses a priority area. Recognising that women business
owners face specific challenges such as access to capital, the Government of Canada launched the
Women Entrepreneurship Strategy (WES) in 2018. It aims to help women expand their businesses through
access to financing, talent, networks and expertise. It includes four areas of action: supporting women-led
businesses, increasing access to capital, improving access to federal business innovation programming
and enhancing data and knowledge (WE Empower G7, 2019[7]). Canada has several other governmentled policies and initiatives, for example, the Venture Capital Catalyst Initiative, the Business Women in
International Trade, the Women in Technology Fund, Women in International Trade Program, and the
Apprenticeship Incentive Grant for Women Program (WE Empower G7, 2019[7]).
In the context of COVID-19, the government has announced the Regional Relief and Recovery Fund to
provide direct support to women-owned and women-led SMEs (Government of Canada, 2021[19]). The
federal government allocated $15 million in additional funding to its WES to promote organisations that
provide tailored support to women entrepreneurs during the Coronavirus (COVID-19) crisis (Government
of Canada, 2020[20]). In addition, the Canada Emergency Business Account (CEBA) is providing interestfree loans to small businesses, where women are usually overrepresented, to help finance their operating
costs (UNDP, n.d.[21]). Support for women entrepreneurs is also provided at the state level. In Ontario, $4.8
billion top-up funding was directed via the Women Entrepreneurship Strategy Ecosystem Fund to help
women entrepreneurs navigate the COVID-19 pandemic (Government of Canada, 2021[22]).

Social norms and practices
Financial inclusion and decision making in the household
Overall, women seem to have less decision-making power than men when it comes to decisions related
to finances in the household: while 64% say that, in a family, women and men have about the same
influence when it comes to making important decisions about household finances, 22% say that men have
more influence, and 11% say that women have more influence (Pew Research Center, 2020[23]). When it
comes to daily tasks such as paying bills and managing finances, it is generally associated with men, with
14% reporting this task is almost exclusively performed by men while 9% say it was almost exclusively
performed by women (IPSOS, 2020[24]). To foster women’s financial inclusion, the Government endorsed
the National Financial Literacy Strategy 2021-2026, intending to create a more “accessible, inclusive and
effective financial literacy ecosystem” and to increase “financial resilience in an increasingly digital world”
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(Government of Canada, 2021[25]). The strategy recognises gender-based discrimination in the financial
industry and calls on all stakeholders to adopt gender-based approaches and programmes dedicated to
women.
When it comes to inheritance rights, 10% of female respondents have declared that they have not or will
not receive the same inheritance as male relatives in their family (Focus 2030 and Women Deliver,
2021[26]). This suggests that unequal inheritance practices are not the main determinant of women’s
unequal access to finance and financial decision-making, although it still affects one in ten women.

Entrepreneurship and support systems
The entrepreneurship landscape generally favours men. Women are the majority owners of around 16%
of SMEs, and women account for 37% of self-employed Canadians (Women Entrepreneurship Knowledge
Hub, 2020[27]). When it comes to access to finance, women are less likely to seek and receive financing
than men -- 33% compared with 38% respectively. Furthermore, firms owned by men are more likely to
receive venture capital or angel funding and other forms of leverage such as trade credit or capital leasing
(Women Entrepreneurship Knowledge Hub, 2020[27]). In addition, a lack of information further amplified
women’s disadvantage in this area. A study on discrimination against black women entrepreneurs revealed
that 90% of them are not aware of ecosystem support, including accelerators or community-based
programmes due to a lack of information (Canadian Women’s Foundation, 2021[28]). Interestingly, in
Canada, more Indigenous, Chinese, Filipino, and Latin American people are self-employed, compared to
the general self-employed population (Women Entrepreneurship Knowledge Hub, 2020[27]). The pandemic
amplified structural barriers for women entrepreneurs, particularly for Indigenous women entrepreneurs
living in Reserves, with lacking or limited basic infrastructure and opportunities for financial support. These
findings highlight how intersectional discrimination affect distinct groups of women entrepreneurs. Also,
SMEs with under 20 employees were hit hardest during the pandemic. As women are more likely to be
business owners of small and/or new businesses, COVID-19 likely aggravated their situation more than
men’s (Women Entrepreneurship Knowledge Hub, 2020[27]).

Key policy recommendations for financial inclusion


Make information related to business creation and funding mechanisms available, transparent
and accessible for all women, to ensure there is no intersectional discrimination



Facilitate women’s access to credit through grants and programmes specifically targeting
women entrepreneurs and would-be entrepreneurs, and by promoting access to and
affordability and use of connected digital devices, and promoting e-banking and mobile money
as well as other digital tools, including in rural areas.



Develop women’s digital and financial literacy through training programmes as well as
women’s supporting networks



Collect better and comparable data on female entrepreneurs and women’s access to and use
of financial services to help identify the gender gaps, ensuring such data is representative of
women’s diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2014, 6% of women in Canada reported having experienced physical and/or sexual intimate partner
violence (IPV) (Table 4.5). In 2019, in Canada, 2% of women reported being subjected to IPV at least once
in the prior 12 months, while 13% of women in G20 countries reported the same. When it comes to child
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marriage, 2% of girls in Canada reported being or having been married or in an informal union in 2019
compared to less than 1% of boys. Across the G20, the average prevalence of girl child marriage was 12%
in 2019. There is no internationally comparable data on the prevalence of non-partner sexual violence in
Canada.
Since the lockdown in the spring of 2020, there has been an increase in the prevalence of VAWG. A survey
found that 46% of VAW staff and volunteers saw changes in the prevalence and severity of violence during
the pandemic (Trudell and Whitmore, n.d.[29]).

Table 4.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Canada

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls
Prevalence of girl child marriage

2014
2019
2019

6%
No data available
2%

26%
13%

No data available
2014
2019

3%
2%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[30]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[31]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[11]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

Legal framework

Table 4.6. Legal frameworks on violence against women and girls

Legal
Framework



The Criminal Code criminalises various forms of violence including assault, sexual assault, uttering
threats, criminal harassment and murder. The Code also includes provisions for the protection of victims,
such as testimonial aids, publication bans, victim impact statements, restitution and surcharge. Provinces
and territories also have legislation concerning violence.



The Canadian Charter of Rights and Freedoms guarantees equality before and under the law and the
right to the equal protection and equal benefit of the law without discrimination, including based on sex.



Domestic violence is addressed under provincial and territorial legislation, either as a provision under
family law or as specific acts.



The Criminal Code criminalises sexual violence and rape. Sexual assault is defined as the application
of force without consent, as well as its attempt or threat. Spousal immunity was repealed from the Criminal
Code in 1983. In December 2018, Parliament enacted legislation to clarify and strengthen the Code’s
sexual assault provisions.



The Canadian Human Rights Act provides legal protection from sexual harassment and includes civil
remedies. The law covers sexual harassment in public places under section 14, and the Labour Code
covers sexual harassment in the workplace.



The Protecting Canadians from Online Crime Act prohibits the non-consensual distribution of intimate
images.
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Legal reforms
in 2020/21



Female genital mutilation (FGM) is considered a form of aggravated assault under the Criminal Code.
Victims can also seek legal redress and compensation under the Criminal Code as well as the Victim Bill
of Rights.



The Civil Marriage Act establishes the minimum legal age of marriage for women and men at 16 years.
The legal age of marriage may vary due to differences in provincial legislation but may not be lower than
16 years old as per federal law. No legal exceptions allow women and men to marry under the legal age
of marriage.



Provisions in the Criminal Code address marriage under the age of 16 years. For example, it creates
penalties for anyone who celebrates, aids or participates in a marriage rite or ceremony knowing that one
of the persons being married is under the age of 16 years, and it protects children who may be taken
abroad to be married under the age of 16 years.



In 2021, the United Nations Declaration on the Rights of Indigenous Peoples Act was passed in
Canada to affirm the declaration and provide a framework for its implementation in Canada. The Act
created the obligation of the government to put forward a national action plan that addresses and combats
violence against indigenous peoples, and indigenous women specifically.



The Work Place Harassment and Violence Prevention Regulations (2020) consolidated and
expanded the scope of harassment and violence covered in the Labour Code, to include “any action,
conduct or comment, including of a sexual nature, that can reasonably be expected to cause offence,
humiliation or other physical or psychological injury or illness to an employee.” The regulations cover the
public sector and create obligations and procedures for preventing and responding to violence and
harassment in the workplace.

National Action Plans & COVID-19 Response Policies
In 2021, Canada launched the 2021 Missing and Murdered Indigenous Women, Girls, and Lesbian, Gay,
Bisexual, Transgender, Queer, Questioning, Intersex, and Asexual Plus (2SLGBTQQIA+) People National
Action Plan: Ending Violence Against Indigenous Women, Girls, and 2SLGBTQQIA+ People. The Plan
provides an overarching framework to end violence against Indigenous women, girls, and 2SLGBTQQIA+
people. The plan includes seven goals that include centring survivors, transforming attitudes and
behaviours, supporting service delivery by Indigenous organisations, developing national accountability
mechanisms, and establishing appropriate Indigenous data infrastructure (Government of Canada,
2021[32]). Moreover, in 2017, Canada launched its Strategy to Prevent and Address Gender-Based
Violence. The strategy aims to improve coordination among federal entities including the Department of
Women and Gender Equality, the Public Health Agency, the police and more (Government of Canada,
2020[33]). The Strategy, which includes budgetary commitments, aims to implement measures regarding
prevention, support for survivors and their families and promoting responsive legal and justice systems
(OECD Development Centre, 2019[34]).
In the context of the COVID-19 pandemic, the Canadian government enacted multiple policies to address
violence against women and girls. For example, the government allocated $207.5 million to organisations
supporting women fleeing gender-based violence during the pandemic. Specifically, this funding was
divided among the Reaching Home program which addresses homelessness, women’s shelters,
Indigenous Services Canada's (ISC) which has a network of emergency shelters that support Indigenous
women and children, and more (Government of Canada, 2020[35]). Moreover, the government deemed that
shelters and services for victims of violence are essential services, thus ensuring they would remain open
during the pandemic (Government of Canada, 2021[36]).
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Social norms and practices
VAWG and the COVID-19 pandemic
Since the onset of the COVID-19 pandemic, violence against women and girls has both increased and
remained even more hidden as mobility restrictions confined people to their homes. A survey conducted
by the Ending Violence Association of Canada (EVA-Canada) and Anova among VAW staff and volunteers
found that among the many barriers, staff saw that mobility restrictions and lack of privacy when using
communications technologies within the home served to prevent survivors from seeking help and
accessing support services (Trudell and Whitmore, n.d.[29]). Public attitudes data shows that people in
Canada believe more action to support victims/survivors of gender-based violence would be an important
part of the country’s COVID-19 recovery. In 2021, 39% of respondents said that allocating more support
for women and girls who face violence or abuse was one of the most important things Canada could do to
ensure that the country’s COVID-19 recovery addresses issues facing women (Ipsos, 2021[37]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. When it comes to beliefs
about women’s sexual autonomy, data shows that only 7% of respondents in Canada reported that it is
unacceptable for women to refuse sexual intercourse with their partner in 2020 (Focus 2030 and Women
Deliver, 2021[26]). This signals norms positioning men as the decision-makers over sexual activity in
heterosexual relationships are likely not very strong among in Canada. Furthermore, these norms also
extend to practices around women’s freedom over personal decisions. In 2020, 12% of female respondents
from Canada reported having their freedom of movement has been restricted against their will by family
members or partners (Focus 2030 and Women Deliver, 2021[26]).
Norms about decision-making power and violence are not confined to the domestic or private sphere
however, and norms and practices justifying violence in public spaces, workplaces and schools remain
important (OECD, 2021[38]). In 2020, just 8% of respondents from Canada reported that it is acceptable “to
whistle at a woman in the street, or to touch a woman without her consent” (Focus 2030 and Women
Deliver, 2021[26]). Gender-based harassment in public places, a form of violence itself, undermines public
safety and negatively impacts women’s and girls’ opportunities to participate fully in all aspects of public
life. Sexist jokes are among the multiple practices that contribute to making violence against women
acceptable in societies. In Canada in 2020, 12% of respondents reported that they find it acceptable “to
tell or share a sexist joke about a woman with friends or on social media” (Focus 2030 and Women Deliver,
2021[26]). While these may be ‘only jokes’—sexist remarks promote negative gender stereotypes, devalue
women’s and girls’ abilities and accomplishments, objectify women and girls and/or support gender-based
violence.

Key recommendations to end VAWG


Pass legislation at the federal level to protect individuals from sexual harassment in educational
establishments and online.



Collect data on gender-based violence against women that is disaggregated by age, race, ethnicity,
ability, indigenous status and more to understand how intersecting identities impact the experience
of violence.



Develop and implement policies to identify, prevent and prosecute violence, harassment and threats
of violence against women and girls online.
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Consider the further expansion of integrated or “one-stop” service points for victims/survivors of
gender-based violence.
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5 People’s Republic of China
Introduction
The People’s Republic of China (hereafter China) is not ranked in the Social Institutions and Gender Index
(SIGI) 2019 due to a lack of data (see Figure 5.1). It has very low levels of discrimination in the family, with
a score of 18. (OECD, 2019[1]). The level of discrimination in the physical integrity sub-index has not been
computed since the information on the “percentage of women who suffered intimate-partner physical
and/or sexual violence during their lifetime” is not available at the cut-off date of June 2017. The level of
discrimination in the access to productive and financial resources has not been computed since the
information on the “percentage of men in the total number of persons employed in management” is not
available at the cut-off date of June 2017. The level of discrimination in the civil liberties sub-index has not
been computed since the information on the “percentage of women in the total number of persons declaring
not having confidence in the judicial system and courts” is not available at the cut-off date of June 2017.

Figure 5.1. Level of discrimination in the SIGI dimensions
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Note: Higher values in each SIGI dimension indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.
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Labour
In 2012, the average labour force participation rate of women was 70%, representing a gap of 15
percentage points compared to that of men (Table 5.1). On average, women’s part-time incidence rate is
seven percentage points higher than for men. Furthermore, women spend nearly three times more time
than men on unpaid care and domestic work. Between 2014 and 2019, women’s representation in
managerial positions decreased from 36% to 30%.

Table 5.1. Dashboard of outcomes indicators for labour
Indicators

Years

Labour force participation
Part-time employment
Unemployment
Progress towards 25x25
Gender pay gap
Unpaid care and domestic work
Representation in managerial
positions

2012
2012
2018
2012
2017
2014
2019

China
Women

Men

70%
19%
6%

85%
12%
6%

15%
No available data
2.6
36%
30%

64%
70%

G20 Average
Women
Men

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.

Legal framework

Table 5.2. Key gender equality laws and international instruments
CEDAW
ILO conventions

Legal Framework



China ratified the Convention on the Elimination of All Forms of Discrimination against Women
in 1980.



China has ratified ILO Conventions 100, 111 but not 156, 183 or 189



Article 46 of the Labour Law mandates equal remuneration for work of equal value.



In addition, article 13 of the Labour Law mandates non-discrimination on the basis of sex in
employment and calls for the elimination of discrimination in employment, to ensure that
women enjoy equal rights with men. In their recruitment exercises, employers shall not refuse
to recruit women or increase the thresholds for recruitment of women. When recruiting female
employees, employers shall not include in the employment contract any content that restricts
their rights in the areas of marriage or childbirth.



Women can work the same night hours as men and they do not need permission from their
husband or legal guardian to either choose a profession or register a business.



Article 59 of the Labour Law prohibits women from entering certain professions such as
working in mines.



Regarding parental benefits, on 29 September 2015, the Communist Party of the People’s
Republic of China Central Committee announced that China would end its decades-long “onechild policy”, allowing all married couples to have two children. As for maternity and paternity
leave policies, while Article 62 of the Labour Law gives a general rule providing that birth-
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giving women workers shall be entitled to maternity leave no shorter than 90 days, those
policies are issued by localities and the number of benefits that a couple can get depends on
their location. For instance, Beijing has maternity leave but does not have specific paternity
leave policies.

Legal reforms in
2020/21



In 2019, the Ministry of Human Resources and Social Security, the Ministry of Justice, and
the Supreme People’s Court along with other departments issued the “Notice on Further
Regulating Recruitment and Promoting Women’s Employment” which prohibits employers
from asking female candidates about their marital and childbearing status during the hiring
process.



In July 2021, a guideline clarifying labour relations requirements, break arrangements and
social insurance for people employed in flexible work arrangements was released
(Government of China, 2021[6]).

National Action Plans & COVID-19 Response Policies
On 26 June 2021, the Chinese government released a decision on the third-child policy, which entails
supporting measures on nurseries, tax breaks or flexible work leave (Government of China, 2021[7]). In
September 2021, the Government of China unveiled its National Programme for Women's Development
(2021-2030) and the National Programme for Child Development (2021-2030). The national programme
aims to achieve women’s equal economic rights and opportunities by 2030. In addition, the strategic plan
outlines 75 main goals and 93 policy measures covering eight key areas including education and economic
activities (Government of China, 2021[7])
To offset the COVID-19 pandemic’s negative impact on the labour market, China encouraged its provinces
to use unemployment insurance funds to provide wage and job subsidies to enterprises for these to be
passed on to employees. In addition, the Government implemented several employment support measures
to facilitate the return to work, to provide online learning and training services, and to expand online
recruitment. Varying by province, temporary assistance, such as living allowances, were granted to those
in need. Similarly, families in difficulties and the unemployed not eligible for unemployment social insurance
benefits received social assistance. A one-off payment was directed to those eligible for the Old Age
(Living) Allowance and the Disability Allowance (Gentilini et al., 2020[8]).

Social norms and practices
Unpaid care and domestic work
Despite a historically high level of labour force participation and contribution to the development of the
Chinese economy, there are still pervasive gender stereotypes that prioritise women’s reproductive roles
over their productive role in the economy. For instance, in the last decade, the concept “leftover women”—
highly educated, unmarried women over the age of 27—has developed as a noticeable stereotype in
popular mindsets (Chris and Hu, 2019[9]). Chinese women spend, on average, two and a half times more
time on unpaid care work than their male counterparts (OECD, 2019[10]). Attitudinal data backs up these
practices with 59% of respondents in China either agreeing or strongly agreeing that, “when a mother
works for pay, the children suffer” in 2020 while, in 2017, 42% reported having this belief (Haerpfer et al.,
2020[11]); (OECD, 2019[10]). This attitude is not the only one that has appeared to gain wider acceptance in
recent years. The percentage of respondents agreeing that “being a housewife is just as fulfilling as working
for pay” also increased from 60% in 2017 to 72% in 2020 (Haerpfer et al., 2020[11]); (OECD, 2019[10]). In
addition, 21% of respondents consider that is acceptable “to let women do the majority of housework,
childcare and elderly care”.
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During the COVID-19 pandemic with families spending more time at home and children out of school, the
burden of this unpaid care and domestic work fell particularly hard on women. However, more men (39%)
than women (24%) are willing to spend less time working and more time with their families compared to
before the crisis began. Moreover, 37% of survey respondents in China think that paid parental leave,
childcare facilities or social assistance with childcare should be taken into account and be one of the top
priorities for ensuring that the programme for recovery addresses issues facing women (IPSOS, 2021[12]).

Labour force segregation and the gender pay gap
Labour force segregation, the phenomenon where women and men work in different fields and jobs, is one
of the contributing factors to gender pay gaps. Conceptions about which jobs are suitable for women and
men merit investigation as they are both the product of and continue to uphold these divisions in the
workforce. Furthermore, data on gendered job associations reveals that certain jobs in China are viewed
as highly masculinised. For instance, being a nurse, care worker child care provider is a job most viewed
as being done by women, while being an IT worker, delivery driver, bankers and police officers are viewed
as jobs being mostly performed by men (IPSOS, 2021[12]). For instance, 80% of Chinese consider that
people who provide childcare, including nurses, childminders and nannies, is mostly made up of women
and only 26% of people think that that they are paid too little. In addition, 73% of Chinese think that
computer engineers are a job that is mostly made up of men and 63% think that they are paid about right
(IPSOS, 2021[12]). In addition, despite legislation prohibiting gender-based discrimination in hiring, there
have been increasing reports of job advertisements explicitly stating preferences for men over women
(Brussevich, Dabla-Norris and Grace Li, 2021[13]). These norms and related discriminatory job advertising
practices contribute to gender divisions in the labour force and turn, gender pay gaps.
With regards to the gender pay gap, in 2021, in China, 29% of survey respondents reported that “closing
the gender pay gap is important and should be one of our top priorities right now and 63% reported that
“people should have the right to know what other colleagues doing the same work are paid” (IPSOS,
2021[12]). However, 15% of survey respondents reported that “concerns about the gender pay gap are an
example of political correctness gone too far” (IPSOS, 2021[12]).

Key policy recommendations for labour inclusion



Pass legislation to prevent discriminatory recruitment practices;
Invest in quality data collection to design and better monitor gender policies in the workplace

Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 5.3 reveals slight gender differences. Women and men
enjoy distinct levels of account ownership at, respectively, 76% and 84% in 2017. Both women and men
have been able to save money in the past year in 2017, with 46% of women versus 56% of men.
In addition, the share of women that saved specifically to start, operate or expand a business decreased
from 17% in 2014 to 13% in 2017. As to the female-to-male new entrepreneurial activity ratio, women enjoy
fewer opportunities than men: for every 100 men who were nascent entrepreneurs or owner-managers of
new businesses in 2019, there were 84 women in the same situation. The share of women business
owners also declined, from 31% in 2017 to 24% in 2020.
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Table 5.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators

Years

Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity

Women business owners

2014
2017
2014
2017
2014
2017
2015
2017
2018
2019
2017
2018
2019
2020

China
Women
Men
76%
76%
70%
46%
17%
13%

81%
84%
74%
56%
26%
18%

G20 Average
Women
Men
76%

81%

10%

16%

0.70
0.90
0.80
0.84
31%
23%
26%
24%

Share of employed who are
employers
Share of employed who are ownaccount workers

No data available
No data available

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[14]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[15]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[16]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[17]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

Legal framework

Table 5.4. Legal frameworks on finance and entrepreneurship


The law provides that women have equal rights as men to open a bank account at a formal
institution. No discriminatory restrictions were founds with regards to women’s rights to secure
loans, mortgages and other forms of credit.



No legal reforms could be located.

Legal Framework
Legal reforms in
2020/21

National Policies & COVID-19 Response Measures
China adopted its Plan for Advancing the Development of Financial Inclusion (2016-2020) in December
2015 (Chen and Yuan, 2021[18]). China’s 14th Five-Year Plan (2021-2025) for National Economic and Social
Development and Vision 2035, includes that it will “guarantee women's equal enjoyment of economic
rights” (Center for Security and Emerging Technology, 2021[19]). The Chinese government has introduced
a small-sum guaranteed loan with a financial discount, which has helped millions of women since 2009 in
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establishing their new businesses (The State Council Information Office of the People’s Republic of China,
2015[20]). The All-China Women's Federation has organised an Entrepreneurship and Innovation
Competition in 2017, attracting over 500 000 women. In addition, women’s federations in China also
provide support to women in situations of poverty to start businesses and develop their skills (The State
Council Information Office of the People’s Republic of China, 2019 [21]).
In 2016, the Chinese government circulated the “Notice on Implementing Entrepreneurial Guaranteed
Loans to Support Entrepreneurship and Employment” which mentions that women “should be included as
the key targets” in these national programmes. In addition, the “Mass entrepreneurship and innovation”
programme has supported and promoted women’s entrepreneurship initiatives. As of December 2018,
over six million women have received loans (Government of China, 2019[22]).
In the context of the COVID-19, China has put in place several measures to increase the financial support
for SMEs and alleviate the cost pressure of firms in manufacturing and service industries, where women
are overrepresented, such as tax cuts and low-cost capital to financial institutions (UNDP, 2020[23]).

Social norms and practices
Financial inclusion and decision making in the household
Women’s financial decision making in the household has evolved in China. A 2015 study revealed that
surveyed women represent 87% of financial decision-makers in their households (Hewlett and Turner
Moffitt, 2015[24]). In another recent study, 76% of surveyed women said that they are in charge of the
finance of the household, while 66% of men reported managing their family assets. In addition, women
living with partners in China are more likely to hold their finances in their own name than have a joint
account – namely 70% of them (Fidelity International, 2021[25]). Women also seem to be making active
decisions about where to save and invest, with 73% of surveyed women, and a greater share of women
than men see themselves as investors (60% of women compared to 58% of men) (Fidelity International,
2021[25]). This is despite the fact that in another survey, tasks such as paying bills and managing finances
are seen as a task mostly done by men: 29% of respondents reported this, compared to only 6% saying
that this is a task that women tend to perform (IPSOS, 2020[26]). Further, discrimination in inheritance
practices seems to affect some women, with 16% of female respondents declared that they have not or
will not receive the same inheritance as male relatives in their family in 2020 (Focus 2030 and Women
Deliver, 2021[27]). In addition, registered homeowners in China are predominantly men, which may be at
least partially explained by men’s higher earnings but also the fact that they receive more intergenerational
transfers than women (Deng, Hoekstra and Elsinga, 2018[28]). This puts women at a disadvantage when
accessing finance, due to their lack of capital or collateral in case they would like to access bank loans.

Entrepreneurship and support systems
Social norms and practices still represent an obstacle towards women’s entrepreneurship in China. For
example, women continue to be disadvantaged in accessing credit due to lack of land ownership, credit
history or collateral. In addition, governmental support for childcare seems to have declined in recent
decades, meaning that women tend to spend more time on their household responsibilities, and have fewer
opportunities to engage in the labour force and entrepreneurship. (Brussevich, Dabla-Norris and Grace Li,
2021[13]). Nonetheless, women entrepreneurs in Mainland China enjoy high access to financial products
and services and benefit from an overall supportive ecosystem, according to the Mastercard Index of
Women Entrepreneurs. In addition, more than 60% of women entrepreneurs report a high level of strategic
thinking to boost their entrepreneurial activity (Mastercard Index of Women Entrepreneurs, 2020[29]). There
is also research that shows an increase in women entrepreneurs in China: results from a 2015 survey
indicate that 68% of surveyed women have self-generated wealth, while 16% only derive it from their
spouse and 16% inherit their wealth (Hewlett and Turner Moffitt, 2015[24]).
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Key policy recommendations for financial inclusion


Strengthen the implementation of laws prohibiting gender discrimination in accessing the credit
market.



Close the digital gender divide to facilitate women’s access to financial services by promoting
access to and affordability and use of connected digital devices, and promoting e-banking and
mobile money as well as other digital tools, including in rural areas.



Facilitate women’s access to formal financing using transparent information and communication
channels and making use of digital technologies, and target funding towards women-led
entrepreneurial initiatives, including in venture capital.



Establish training programmes that enhance women’s digital and financial literacy skills, which
will help them create and expand their businesses



Run awareness campaigns - through both traditional and online media channels - on successful
women entrepreneurs and equal gender roles in the household, to shift perceptions and
attitudes towards women aspiring a career in business.



Collect better and comparable data on female entrepreneurs and women’s access to and use
of financial services to help identify the gender gaps, ensuring such data is representative of
women’s diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 3% of girls in China reported being, or having been married or in an informal union in 2019
compared to 2% of boys (Table 5.5). Across the G20, the average prevalence of girl child marriage was
12% in 2019.

Table 5.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls
Prevalence of girl child marriage

2014
2019
2019

China

G20 Average

No data available
No data available
26%
No data available
13%
No data available

2014
2019

2%
3%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[31]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[32]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[10]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

There is a lack of available, comparable data, for China on the prevalence of physical and/or sexual
intimate partner violence (IPV) and non-partner sexual violence.
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While there is a lack of national data on the prevalence of domestic violence during the pandemic,
provincial data shows that the incidence rates did increase for instance in Hubei province, doubling in
January 2020, compared with January 2019. By February of 2020, the number of incidences of domestic
violence had tripled compared to the year prior—women accounting for 95% of victims/survivors (Zhang,
2020[30]). Data on prosecutions also reveals a decline in cases of family violence in 2020 indicating that
this kind of violence was reported or prosecuted as a major type of crime during the early part of the
pandemic (Zhang, 2020[30]).

Legal framework

Table 5.6. Legal frameworks on violence against women and girls

Legal
Framework

Legal reforms
in 2020/21



The Chinese Constitution adopted in 1982 and amended in 2004 prohibits the maltreatment of
old people, women and children.



The Protection of Women's Rights and Interests Law provides that “the cruel treatment causing
bodily injury to or death of women using superstition or violence is prohibited”. However, the law
is primarily designed to help victims of domestic violence or trafficking as it does not contain civil
or criminal penalties for perpetrators.



The Domestic Violence Law 2015, defines domestic violence as physical and psychological
abuse of family members and cohabitating non-family members as such it does not cover divorced
couples or former partners, nor does it address sexual abuse or economic control. The law
contains measures to address domestic violence such as protection orders, but it does not include
criminal penalties.



Criminal Law criminalises rape which is based on the lack of consent. The law protects only
female victims. While the legislation does not directly address spousal rape a wife can still file a
complaint.



Sexual harassment is addressed by both the Protection of Women's Rights and Interests Law
and Decree No. 619 of the State Council. The first specifies that “sexual harassment against
women is prohibited” and empowers victims to file sexual harassment complaints with their
employer and/or with authorities. The latter provides that “in the workplace, the employing unit
shall prevent and stop sexual harassment of female workers.” Based on these two laws, the
definition of sexual harassment covers the workplace but does not specifically cover other settings
such as educational establishments, public places or online.



The Marriage Law outlines different minimum legal ages of marriage for men and women: 22
years for men and 20 years for women. A marriage is invalid if the legal age has not been attained,
and China’s Protection of Minors Law specifically prohibits parents or other guardians from
arranging, allowing or forcing the marriage of a minor.



No legal reforms could be located

National Action Plans & COVID-19 Response Policies
In 2021, China ratified its Human Rights Action Plan (2021-2025) which includes specific reference to
women’s rights and efforts to address and prevent violence against women and children (Government of
China, 2021[33]). Moreover, China’s Outline for the Development of Women in China (2021-2030) sets the
government’s priorities targets and actions to promote the development of women (Government of China,
2021[34]). Finally, in 2013 the State Council issues the Action Plan against Trafficking in Persons (20132020) creating a mechanism to address the crime of human trafficking (Government of China, 2019[22]).
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In the context of COVID-19, several actions aimed at addressing violence against women were taken. The
domestic violence hotline, previously operating for eight hours per day, was adjusted to be operational for
24 hours per day to facilitate victims’/survivors’ access to support services (UNDP, 2020[23]). Furthermore,
the courts' system, issued protection orders through online platforms, and some provinces made protection
orders available by phone, email and SMS. These platforms and other means were intended to facilitate
victims’/survivors access to these critical measures to ensure their safety (UNDP, 2020[23]).

Social norms and practices
VAWG and the COVID-19 pandemic
While the COVID-19 pandemic has both increased and obscured the prevalence of VAWG, social norms
data shows wide support for measures to address the issue. In 2021, 34% of respondents said that
allocating more support for women and girls who face violence or abuse was one of the most important
things China could do to ensure that the programme for recovery after the Coronavirus pandemic
addresses issues facing women (Ipsos, 2021[35]).

Restrictive gender norms and violence against women and girls
Social norms are an important part of the persistence of gender-based violence. There is a strong link
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted and where it is widely
accepted, it is more prevalent. In China, the percentage of respondents who reported that a man can be
justified in beating his wife in the 2017-20 period was 20% (Haerpfer et al., 2020[36]). This represents a
decline in the share of respondents reporting this view since the 2010-14 period when 38% said they
agreed with the statement justifying spousal violence (Inglehart et al., 2018[37]).
When it comes to beliefs about women’s sexual autonomy, data shows that 43% of respondents in China
reported that it is unacceptable for women to refuse sexual intercourse with their partner in 2020 (Focus
2030 and Women Deliver, 2021[27]). This signals norms positioning men as the decision-makers over
sexual activity in heterosexual relationships are likely strong among these respondents and present within
the overall population. Furthermore, these norms also extend to practices around women’s freedom over
personal decisions. In 2020, 19% of female respondents from China reported having their freedom of
movement has been restricted against their will by family members or partners (Focus 2030 and Women
Deliver, 2021[27]).
Norms about decision-making power and violence are not confined to the domestic or private sphere
however, and norms and practices justifying violence in public spaces, workplaces and schools remain
important (OECD, 2021[38]). In 2020, 14% of respondents from China reported that it is acceptable “to
whistle at a woman in the street, or to touch a woman without her consent” (Focus 2030 and Women
Deliver, 2021[27]). Gender-based harassment in public places, a form of violence itself, undermines public
safety and negatively impacts women’s and girls’ opportunities to participate fully in all aspects of public
life. Sexist jokes are among the multiple practices that contribute to making violence against women
acceptable in societies. In China in 2020, 15% of respondents reported that they find it acceptable “to tell
or share a sexist joke about a woman with friends or on social media” (Focus 2030 and Women Deliver,
2021[27]). While these may be ‘only jokes’—sexist remarks promote negative gender stereotypes, devalue
women’s and girls’ abilities and accomplishments, objectify women and girls and/or support gender-based
violence.
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Key recommendations to end VAWG


Amend the law to include criminal penalties for domestic violence and expand the definition to
include sexual or economic abuse. Ensure that legal protections from domestic violence cover
abuse perpetrated by former partners.



Pass sexual harassment legislation that covers educational establishments, public places or
online spaces specifically.



Establish 18 years as the minimum legal age for marriage for girls and boys, without any legal
exceptions, in alignment with international standards aimed at eliminating the harmful practice
of child marriage.



Develop and implement policies to identify, prevent and prosecute violence, harassment and
threats of violence against women and girls online.



Collect consistent and comparable data to measure the prevalence of multiple forms of violence
against women and girls. This data should assess the prevalence of domestic violence—
physical, sexual, psychological, and economic—rape, sexual harassment (in public, at work, in
education and online), female genital mutilation, child marriage.



Ensure that data collected also accounts for women’s diverse identities (including age, race,
ethnicity, indigenous status, ability and more).
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6 France
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, France achieves a score of 11 and ranks 4th
among 120 countries (OECD, 2019[1]). It presents a very low to low level of discrimination across all the
sub-indices of the SIGI, with the lowest levels of discrimination in restricted access to productive and
financial resources and the highest levels of discrimination in the family (see Figure 6.1).

Figure 6.1. Level of discrimination in the SIGI dimension
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Note: Higher values in each SIGI dimension indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2020, the average labour force participation rate of women was 68%, representing a gap of seven
percentage points compared to that of men (see Table 6.1). With regards to the 25x25 target, between
2012 and 2020, the gender gap in the labour force participation rate decreased by two percentage points.
The gender pay gap in France was estimated at 12% in 2018, meaning that on average, for every Euro
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earned by men, women earned 88 cents. On average, women’s part-time incidence rate is 13 percentage
points higher than for men. Furthermore, women spend nearly twice as much time as men on unpaid care
and domestic work. Women’s representation in managerial positions increased slightly from 32% in 2015
to 35% in 2019.

Table 6.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate

Progress towards 25x25

Gender pay gap
Unpaid care and domestic work
Representation in managerial
positions

Years
2012
2017
2018
2019
2020
2012
2017
2018
2019
2016
2017
2018
2019
2020
2015
2017
2019
2020
2005
2014
2016
2018
2017
2015
2017
2018
2019

France
Women
Men
66%
68%
69%
68%
68%
32%
22%
21%
20%
10%
10%
9%
9%
8%

G20 Average
Women
Men

75%
76%
76%
75%
75%
8%
7%
7%
7%
10%
9%
9%
8%
8%
9%
8%
7%
7%
14%
10%
14%
12%
1.6

32%
33%
35%
35%

68%
67%
65%
65%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.
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Legal framework

Table 6.2. Key gender equality laws and international instruments
CEDAW
ILO conventions

Legal Framework

Legal reforms in
2020/21



France ratified the Convention on the Elimination of All Forms of Discrimination against Women in
1983 and its Optional Protocol in 2000.



France has ratified ILO Conventions 100, 111, 156, but not 183 or 189.



Article 1132-1 of the Labour Code mandates non-discrimination on the basis of sex in employment.
The labour code specifically covers job advertisements, selection criteria, recruitment, hiring, terms
and conditions, promotions, training, assignments and termination (Titles 3 and 4, specifically
Articles 1131, 1132, and 1141).



Articles 1132-1 and 1142-1 of the Labour Code mandate equal remuneration for work of equal
value. While the law does not prohibit women from entering certain professions, section R4541-9
does prohibit women from carrying loads over a certain weight. Women can work the same night
hours as men and they do not need permission from their husband or legal guardian to choose a
profession or register a business.



Article 1153-1 of the Labour Code covers sexual harassment in the workplace. Moreover,
companies with more than 250 employees are required to appoint a human resources focal point
for issues related to sexism and sexual harassment in the workplace (OECD and ILO, 2019[6]).



French law mandates paid maternity leave of 16 weeks (Social Security Code, Article 331-3), of
which 6 weeks are to be taken before the birth, while paternity leave allows 11 consecutive days
off (Social Security Code, Article 331-3; Labour Code, Article 1225-35). Employees receive 100%
of wages during maternity and paternity leave (Social Security Code, Article 331-3-5, 331-3-8,
R323-4). From the third child on, leave lasts 26 weeks for women and 18 days for men. Parents
are allowed leave from employment or a reduction in hours, and all employees who have worked
at least one year in a company can benefit from parental leave and are entitled to return to their
position or a similar one afterwards. All parents have an individual entitlement to 24 months of
parental leave to be taken before the child’s third birthday. The benefit paid during parental leave
varies upon the parents’ situation. A parent who stops his/her professional activity completely
during the parental leave receives 396,01 euros monthly, while those who work 50% part-time
receive 256,01 euros and those who work 50%-80% part-time receive 147,67 euros monthly.



As of July 2021, the duration of paternity leave doubled from 14 to 28 paid days. The reform aims
to fight gender inequality by involving fathers (or second parents) to become more involved in
parenthood (Government of France, 2021[7]).

National Action Plans & COVID-19 Response Policies
In 2016, the Inter-Ministerial Plan for gender equality at work 2016-2020 sets 75 measures centred on
three main objectives: the creation of new jobs, reduction of the unemployment rate among women, in
particular amongst the most vulnerable groups and the improvement of the economic performance of
companies. This Inter-Ministerial plan requires each Ministry to develop a roadmap concerning the actions
taken to enhance women’s situation at work, on which they report each year at the "Equality Conference"
organised by the State Secretariat for Gender Equality (Government of France, 2019[8]).
In response to the COVID-19 health and economic crises, France set up a Solidarity Fund and endorsed
several measures to protect its citizens’ socioeconomic status under the Emergency Act (03/20. To prevent
economic redundancies, a partial employment scheme was passed (Decree no. 2020-352), allowing
employers to reduce their staff’s working hours or to temporarily pause their workers’ activity. To support
families with children under the age of 16 years where both parents were unable to work from home, one
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parent was granted unlimited leave during school closures. The parent on leave as well as workers under
the partial employment scheme would receive 70% of their gross remuneration. Additional measures to
safeguard the livelihoods of apprentices and the most vulnerable groups, including workers with special
needs, were passed (Government of France, 2021[9]).

Social norms and practices
Unpaid care and domestic work
In France, unpaid care and domestic work hinder women’s economic empowerment and employment
opportunities. French women spend nearly twice as much time as men on unpaid care and domestic work.
(OECD, 2019[10]). Social norms play a crucial role in the unequal division of household labour with, 35%
reported agreeing or strongly agreeing in 2020 that “when a mother works for pay, the children suffer”—a
lower percentage than in 2017 (31%). Furthermore, half of the population agrees that “being a housewife
is just as fulfilling as working for pay” (Haerpfer et al., 2020[11]); (OECD, 2019[10]). However, the socioeconomic consequences of the COVID-19 pandemic are shifting people’s attitudes towards work-life
balance and therefore towards unpaid care work and childcare. For instance, 37% of surveyed women and
30% of male respondents consider that “they are now more likely to spend less time working and more
time with their family compared to before the crisis began” (IPSOS, 2021[12]).

Labour force segregation and the gender pay gap
Gender segregation in employment is still a concern in France. A fifth of female employment is
concentrated in jobs related to domestic helpers, teachers and nursing assistants. Furthermore, 10 out of
the 87 occupational groups account for almost half of working women, against 17 for working men (Briard,
2019[13]). Beliefs about some professions being suitable for men while others are suitable for women
impacts the career aspirations of both, thus reproducing segregation in the labour force. Data on social
perceptions shows that overall, being a nurse, care worker child care provider is a job most view as being
done by women, while being an IT worker, delivery driver, bankers and police officers are viewed as jobs
being mostly performed by men (IPSOS, 2021[12]). For instance, 85% of respondents consider that people
who provide childcare, including nurses, childminders and nannies, is mostly made up of women and nearly
54% of respondents think that that they are paid too little. In addition, 62% of respondents think that
computer engineers are a job that is mostly made up of men and 57% think that they are paid about right
(IPSOS, 2021[12]). With regards to the gender pay gap, in France, half of the survey respondents reported
that “closing the gender pay gap is important and should be one of our top priorities right now and 54%
reported that “people should have the right to know what other colleagues doing the same work are paid”
in 2021 (IPSOS, 2021[12])

Key policy recommendations for labour inclusion


Strengthen employer’s accountability for sexual harassment in the workplace;



Address social norms that confine women in care and reproductive roles;



Spread awareness of the multiple forms of sexual harassment.
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Financial and entrepreneurship
Data under the financial and entrepreneurship pillar presented in Table 6.3 reveals some gender
differences. In 2017, more men than women own an account, at, respectively, 97% and 91%. Both women
and men have been able to save money in the past year in 2017, with 63% of women versus 64% of men.
In addition, the share of women that saved specifically to start, operate or expand a business increased
slightly from 4% in 2014 to 5% in 2017. As to the female-to-male new entrepreneurial activity ratio, women
enjoy fewer opportunities than men: for every 100 men who were nascent entrepreneurs or ownermanagers of new businesses in 2018, there were 75 women in the same situation. The share of women
business owners also remained stable at 25% between 2017 and 2020.
With regards to the share of employed who are employers and own-account workers, there are more men
than women in this category, at 6% and 9% respectively for 2019, compared to 2% and 6% of women for
the same year. This has been consistent since 2012.

Table 6.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year

Saved to start, operate, or expand a
farm or business

Women business owners

Share of employed who are
employers

Share of employed who are ownaccount workers

Years
2014
2017
2014
2017
2014
2017
2017
2018
2017
2018
2019
2020
2012
2017
2018
2019
2012
2017
2018
2019

France
Women
Men
95%
91%
64%
63%
4%
5%

98%
97%
70%
64%
10%
10%

G20 Average
Women
Men
76%

81%

10%

16%

0.44
0.75
25%
25%
26%
25%
2%
2%
2%
2%
5%
6%
6%
6%

6%
6%
6%
6%
8%
8%
8%
9%

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[14]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[15]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[16]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[17]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.
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Legal framework

Table 6.4. Legal frameworks on finance and entrepreneurship
Legal Framework
Legal reforms in
2020/21



The Civil Code stipulates that women and men have equal rights to open a bank account and
obtain credit at a formal institution (Article 221).



No legal reforms could be located.

National Policies & COVID-19 Response Measures
The promotion of female entrepreneurship is one of the objectives of the Inter-Ministerial Plan for gender
equality at work 2016-2020, which sets measures aimed at enhancing women’s professional and economic
integration into 12 axes. All of them aim to address the gender gaps in terms of labour force participation
and wages by 2020. To achieve these objectives, specific measures have been implemented to improve
women’s and girls’ access to STEM education, return to quality work programmes and business creation
and development (Government of France, 2019[8]). The Inter-Ministerial Plan for gender equality at work
2016-2020 includes a specific axis on “accompanying women entrepreneurs” which includes four important
measures: sensitising young women to entrepreneurship in colleges and higher-level educational
institutions, with an emphasis on scientific paths; reaching the target of 40% women entrepreneurs by 2017
and 40% of women-founded enterprises in the digital sector by 2019; assisting women to gather sufficient
initial capital through specific financing solutions and supporting the development and growth of womenled businesses; and finally supporting women’s entrepreneurship in fragile territories and priority
neighbourhoods, as well as in rural areas (Government of France, 2016[18]). The Ministry of Labour also
updated a guide for SMEs to commit to gender equality principles in 2021 (Government of France, 2021[19]).
In the context of COVID-19, the French government put in place a recovery plan of 100 billion euros
focusing on the three pillars of ecology, competitivity and cohesion, with specific supporting measures for
enterprises (Government of France, 2020[20]). To maintain the economic survival of SMEs and the selfemployed, a guarantee scheme with direct grants was set up (World Bank, 2021[21]). However, a report by
Fondation des Femmes highlighted gaps in addressing women’s needs, revealing that out of the 35 billion
euros allocated for the sectoral recovery plans of June 2020, only 7 billion have been dedicated to jobs
occupied by women (Fondation des Femmes, 2021[22]).

Social norms and practices
Financial inclusion and decision making in the household
Overall, women and men seem to have similar levels of decision-making power when making decisions
related to finances in the household: while 61% say that, in a family, women and men have about the same
influence, 19% say that men have more influence, and about the same, 18%, say that women have more
influence on decisions related to household finances (Pew Research Center, 2020[23]). In another survey,
the daily financial task of paying bills and managing finances is equally viewed as gender-neutral, and
likely to be completed equally by men and women (IPSOS, 2020[24]). When it comes to inheritance rights,
5% of female respondents declared that they have not or will not receive the same inheritance as male
relatives in their family in 2020 (Focus 2030 and Women Deliver, 2021[25]). This suggests that unequal
inheritance practices are not the main determinant of women’s unequal access to finance and financial
decision-making.
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Entrepreneurship and support systems
French women have made important advances in professional and economic roles, which is reflected by
the increasing share of female entrepreneurs (Mastercard Index of Women Entrepreneurs, 2020[26]). In
2020, 39% of new businesses were created by women aged, on average, 36 years. The share of women
micro-entrepreneurs increased by 9% from 2019 to 2020. However, female-founded and run businesses
in France tend to be concentrated in the social sector (74%) or provide services to households (71%)
(Insee, 2021[27]). This suggests horizontal labour segregation also applies to entrepreneurship, driving
women in less profitable sectors compared to male start-ups which dominate in tech-related sectors. As
the latter mostly attract investment, access to finance remains a barrier to women entrepreneurs.
Nevertheless, multiple initiatives to help women overcome this burden and to create networks exist. For
instance, the guarantee scheme “ÉGALITÉ Femmes” facilitates women jobseekers’ access to bank loans
to fund the creation, takeover or development of their business. It covers up to 80% of bank loans, with a
ceiling of €50,000 for a duration of a maximum of seven years. At the sub-regional level, the ProvenceAlpes-Côte d’Azur region launched the action plan “La Reprise d’Entreprise au Féminin » in 2020,
dedicating specific funds to women entrepreneurs (Portail Auto-Entrepreneur, 2021[28]). In addition,
numerous women entrepreneurs or women business owner networks exist at different levels. Their
common objective is to advise women, promote women-led entrepreneurship and leadership and facilitate
the creation of professional networks (Portail Auto-Entrepreneur, 2021[28]). This is important as menfounded businesses tend to benefit from men’s often more developed networks which help them attract
investors and receive funding not only to start but also to scale up a business.

Key policy recommendations for financial inclusion




Strengthen information availability that is transparent and well-communicated, as well as
accompaniment measures such as financial support and digital services, for would-be women
entrepreneurs
Close the digital gender divide to facilitate women’s access to financial services by promoting
access to and affordability and use of connected digital devices, and promoting e-banking and
mobile money as well as other digital tools, including in rural areas.



Establish specific grants for women-owned businesses in more traditionally male-led sectors,
including those that are digital and tech-related, as well as in venture capital



Further invest in the provision of training to expand women’s digital and financial literacy skills



Run awareness campaigns on the value and benefits of including women at the senior level in
the business sector, including by working with enterprises to shift their practices to be more
inclusive.



Collect better and comparable data on female entrepreneurs and women’s access to and use
of financial services to help identify the gender gaps, ensuring such data is representative of
women’s diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 26% of women in France reported having experienced physical and/or sexual intimate partner
violence (IPV) at least once in their lifetime, which was in line with the G20 average of 26% (Table 6.5).
This prevalence rate observed in 2019 is on par with the rates reported in 2014 (26%). Moreover, in 2019,
in France, 5% of women reported being subjected to IPV at least once in the prior 12 months, while 13%
of women in G20 countries reported the same. In 2014, 9% of women and girls aged 18-74 years reported
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being subjected to non-partner sexual violence. When it comes to child marriage, 3% of girls in France
reported being or having been married or in an informal union in 2019 compared to 0.1% of boys. Across
the G20, the average prevalence of girl child marriage was 12% in 2019.
During the first confinement period, it is estimated that the incidence of violence against women increased
by 30% (French National Academy of Medicine, 2020[29]). Moreover, calls to the domestic violence helpline
3919 increased by 400% during the week of 20 April, during the confinement, compared to the week of 9
March—before the confinement period (Government of France, 2020[30]).

Table 6.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

France

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls1
Prevalence of girl child marriage

2014
2019
2019

26%
26%
5%

26%
13%

2014

9%

2014
2019

1%
3%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[31]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[32]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[10]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

Legal framework

Table 6.6. Legal frameworks on violence against women and girls

Legal
Framework



France ratified the Council of Europe’s Convention on the prevention and fight against violence
against women and domestic violence (Istanbul Convention) in 2014.



Law no. 2010-769 was adopted on Violence Against Women, Violence Between Spouses, and the
Effects of These Types of Violence on Children, set forth new means of protection against violence
available to individuals in any of the various familial structures (marriages, civil partnerships, and
cohabitation). The Law also created a new Title XIV in the Civil Code entitled “Protection Measures for
Victims of Violence.



Law no. 2014-873 for Real Equality between Women and Men contains several provisions dealing with
violence against women, including a mandate for the training of professionals (police, judges, lawyers,
doctors, nurses, etc.) on issues related to gender-based violence.



Domestic violence is criminalised by Law no. 2010-769 and the Criminal Code, and physical, sexual,
and psychological abuse are covered by the law.



The Circular of 9 May 2019 on the Improvement of the Treatment of Domestic Violence and the
Protection of Victims calls on the Prosecutors “to establish, within the courts and more generally at all

1

Proportion of women aged 18–74 years experiencing sexual violence perpetrated by someone other than an intimate
partner at least once in their lifetime.
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stages of the procedure, a genuine culture of protection for victims of domestic violence.” It requests that
the Civil Protection Order be sought as often as possible from the family judges.

Legal reforms
in 2020/21



Law No. 2017-242 created the option of a surveillance device that triggers an alarm in case the
perpetrator of domestic violence approaches the perimeter where the victim is.



The Penal Code addresses sexual violence and criminalises rape, defined as ‘any act of sexual
penetration, of any nature whatsoever, committed against another person by violence, constraint, threat
or surprise’. Law n.2006-399 recognises marital rape and removes the presumption that spouses have
consented to sexual acts within the intimacy of married life.



Law No. 2018-703 strengthens civil and criminal protection, as well as support for women victims. It
extends the definition of sexual harassment in the penal code by adding sexist language or behaviour.
The law thus creates an offence of sexist contempt, characterized by remarks or behaviours with a sexual
or sexist connotation that undermine dignity because of their degrading or humiliating character or create
an intimidating, hostile or offensive situation.



Law no. 2013-711 criminalises the act of inciting a minor to undergo female genital mutilation in return
for an offer, promise, gift, present or another benefit, or through the application of pressure or coercion
in whatever form as well as the act of inciting another person to perform female genital mutilation on a
minor. Furthermore, the Penal Code sets out a punishment of any person who performs female genital
mutilation, along with the person(s) responsible for the victim (where the victim is a child).



The Civil Code sets the minimum legal age of marriage at 18 years for both men and women. However,
the law allows exceptions with the agreement of one of the parents and a procurator of the republic.
There are penalties for authorising or knowingly entering into child or early marriage.



Since July 2020, the Public Law 2020-936 aims to better protect victims of domestic violence. Some
major changes include that a violent parent loses the right to visit or accommodate the child. For domestic
violence within the couple, the notion of harassment within a couple is now considered an aggravating
circumstance.



In 2021, the Public Law 2021-478 was enacted aiming to better protect minors from sexual crimes and
incest. It defines new sexual offences and increases penalties. The law also stipulates that no adult can
claim sexual consent from a child under the age of 15 years.

National Action Plans & COVID-19 Response Policies
During the period 2017-2019, France’s Fifth National Action Plan Against Violence Against Women was in
effect. It featured three objectives: to guarantee the rights of women victims of violence, to strengthen
public action against violence, and to address a culture of violence (Government of France, 2017[33]).
Moreover, the Fifth Inter-ministerial Convention for equality in the education system (2019-2024) defines
five modes of action for an integrated approach to gender equality including specific reference to the fight
against gender-based and sexual violence (Council of Europe, 2021[34]).
During the COVID-19 pandemic, the French government has enacted policies to address VAWG. These
actions include increased funding for survivor support associations and emergency accommodations, the
creation of pop-up counselling services in supermarkets and the design of a reporting system through
pharmacies. The government also launched a national number aimed at preventing violence by supporting
would-be perpetrators in finding alternative coping mechanisms. Finally, to ensure continued access to
justice, domestic violence cases were granted priority in the courts and family courts continued issuing
protection orders (UNDP, 2021[35]).
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Social norms and practices
VAWG and the COVID-19 pandemic
Globally, and in France, the COVID-19 pandemic, and related containment measures, both obscured and
increased the prevalence of VAWG. Furthermore, public attitudes data shows that people in France believe
more action to support victims/survivors of gender-based violence would be an important part of the
country’s COVID-19 recovery. In 2021, 41% of respondents said that allocating more support for women
and girls who face violence or abuse is one of the most important things France could do to ensure that
the programme for recovery after the Coronavirus pandemic addresses issues facing women (Ipsos,
2021[36]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[37]). In other
words, where violence is more common, it is generally more widely accepted. In France, in 2016, just 1.4%
of respondents reported that domestic violence against women could be justified. Furthermore, in 2012
61% of respondents were aware of laws and policy- initiatives to prevent domestic violence against women
(EIGE, n.d.[38]).
When it comes to beliefs about women’s sexual autonomy, data shows that just 4% of respondents in
France reported that it is unacceptable for women to refuse sexual intercourse with their partner in 2020
(Focus 2030 and Women Deliver, 2021[25]). This signals that norms positioning men as the decisionmakers over sexual activity in heterosexual relationships are likely not very strong within the overall
population. Nevertheless, when it comes to norms around women’s freedom over personal decisions, in
2020, 15% of female respondents from France reported having their freedom of movement restricted
against their will by family members or partners (Focus 2030 and Women Deliver, 2021[25]).
Norms about decision-making power and violence are not confined to the domestic or private sphere
however, and norms and practices justifying violence in public spaces, workplaces and schools remain
important (OECD, 2021[39]). In 2020, 9% of respondents from France reported that it is acceptable “to
whistle at a woman in the street, or to touch a woman without her consent” (Focus 2030 and Women
Deliver, 2021[25]). Gender-based harassment in public places, a form of violence itself, undermines public
safety and negatively affects women’s and girls’ opportunities to participate fully in all aspects of public life.
Sexist jokes are among the multiple practices that contribute to making violence against women acceptable
in societies. In France in 2020, 22% of respondents reported that they find it acceptable “to tell or share a
sexist joke about a woman with friends or on social media” (Focus 2030 and Women Deliver, 2021[25]).
While these may be ‘only jokes’—sexist remarks promote negative gender stereotypes, devalue women’s
and girls’ abilities and accomplishments, objectify women and girls and/or support gender-based violence.

Key recommendations to end VAWG


Pass legislation amending the legal definition of domestic violence to include economic abuse.



Continue efforts to strengthen the capacity of relevant authorities and services that support
victims/survivors of gender-based violence.



Collect consistent and comparable data to measure the prevalence of multiple forms of violence
against women and girls. This data should assess the prevalence of domestic violence—physical,
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sexual, psychological, and economic—rape, sexual harassment (in public, at work, in education and
online), female genital mutilation, child marriage.


Ensure that data collected also account for women’s diverse identities (including age, race, ethnicity,
indigenous status, ability and more).



Consider the further expansion of integrated or “one-stop” service points for victims/survivors of
gender-based violence.



Develop and implement policies to identify, prevent and prosecute violence, harassment and threats
of violence against women and girls online.
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7 Germany
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, Germany achieves a score of 15 and ranks 14 th
among 120 countries (OECD, 2019[1]). It presents very low levels of discrimination across all the subindices of the SIGI, with the lowest levels of discrimination in restricted access to productive and financial
resources and the highest discrimination in the family (see Figure 7.1).

Figure 7.1. Level of discrimination in the SIGI dimensions
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Note: Higher values in each SIGI dimension indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2020, the average labour force participation rate of women was 76%, representing a gap of seven
percentage points compared to that of men (see Table 7.1). With regards to the 25x25 target, between
2012 and 2020, the gender gap in the labour force participation rate decreased by four percentage points.
The gender pay gap in Germany was estimated at 15% in 2018, meaning that on average, for every Euro
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earned by men, women earned 85 cents. On average, women’s part-time incidence rate is 26 percentage
points higher than for men. Furthermore, women spend nearly twice as much time as men on unpaid care
and domestic work. Between 2015 and 2019, women’s representation in managerial positions remained
unchanged at 29% compared to 71% for their male counterparts.

Table 7.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate

Progress towards 25x25

Gender pay gap
Unpaid care and domestic work
Representation in managerial
positions

Years
2012
2017
2018
2019
2020
2012
2017
2018
2019
2016
2017
2018
2019
2020
2012
2019
2020
2005
2016
2017
2018
2017
2015
2017
2018
2019

Germany
Women
Men
72%
74%
74%
75%
76%
32%
37%
37%
36%
4%
3%
3%
3%
3%

G20 Average
Women
Men

83%
83%
83%
84%
83%
8%
9%
9%
10%
5%
4%
4%
4%
4%
11%
9%
7%
16%
16%
16%
15%
1.5

29%
29%
29%
29%

71%
71%
71%
71%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.

Legal framework

Table 7.2. Key gender equality laws and international instruments
CEDAW



Germany ratified the Convention on the Elimination of All Forms of Discrimination against Women
in 1985 and its Optional Protocol in 2002
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ILO conventions

Legal Framework

Legal reforms in
2020/21



Germany has ratified the following ILO Conventions - C100, C111 and C189, whereas it is not a
party of Conventions - C156 and C183.



The law in Germany mandates non-discrimination on the grounds of sex in employment. Section 2
of the General Act on Equal Treatment covers job advertisement, selection criteria, recruitment,
hiring, terms and conditions, promotions, trainings.



Sections 6 to 10 of the Federal Gender Equality Act also refers to non-discrimination on the basis
of sex in the federal administration, enterprises and. Furthermore, section 8 of the Act provides for
preferential treatment of women when they are under-represented in specific sectors.



Section seven of the Transparency of Remuneration Act mandates equal remuneration for work
of equal value. Since 2018, Germany is also a member of the Equal Pay International Coalition
(EPIC). Furthermore, in Germany there are sector-specific minimum wages, which are typically
higher than the national minimum wage: for example, this is the case in industrial cleaning and
long-term care sectors in which the majority of employees are women.



The Civil Code does not prohibit them from entering certain professions nor do they need
permission from their husband or legal guardian to choose a profession (Sec. 1356) or register a
business (Commercial Code, Sec. 12). The legislation allows women to work the same night hours
as men, although there are some limitations concerning pregnant and nursing mothers (Maternity
Protection Act, Sec. 8).



Section 3-6 of the Maternity Protection Act mandates paid maternity leave of 14 weeks and
women must not be employed in the six weeks before and the eight weeks following delivery. The
prohibition of employment for women who have recently given birth may be extended up to 12
weeks in case of premature and multiple births (Sec. 6). Maternity allowance is covered by health
insurance (Sec. 13). If a woman is not a member of the health insurance, maternity leave benefits
are paid by the Federal Government; a supplementary allowance may be also paid by the employer
(Sec. 14). Dismissal of women during pregnancy, four months after delivery and four months
following the miscarriage of a baby after the 12 weeks of pregnancy is prohibited (Sec. 9).



Both parents have the right to parental leave. The maximum total per child amounts to 36 months
(Law on Parental Allowances and Parental Leave, Sec. 15). The parent is entitled to parental
leave until the child turns three years old. However, a maximum of 24 months of parental leave
may be transferred and taken in the period between the child’s third and eighth birthday (Sec. 15).
The period of 36 months may be divided into three blocks providing flexibility to the parents.
Moreover, parents are allowed to undertake part-time work up to 30 hours per week (Sec. 15).



Section 15 of the General Act on Equal Treatment provides legal protection from sexual
harassment at the workplace. A victim of sexual harassment may seek civil remedies according to
the provisions of the Civil Code and the Act. Employers are obliged to examine complaints made
in cases of women being injured unlawfully.



On 11 August 2021, the Second Leadership Position Act amends the existing act on quotas for
women in female leadership positions in both the private and public sectors. For large companies
listed on the stock exchange with a board of management of more than four members, at least one
member must now be a woman.



On 1 September 2021, the Second Act Amending the Federal Parental Allowance and
Parental Leave Act entered into force. It entails improvements for parents working part-time
(including simultaneously), introduces flexibility for the partnership bonus and grants additional
parental allowance months for parents of premature babies.
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National Action Plans & COVID-19 Response Policies
The German government established the Development Policy Action Plan on Gender Equality 2016-2020.
The Gender Action Plan stipulates the priorities and concrete policy measures throughout a three-pronged
approach of gender namely, mainstreaming, empowerment and policy dialogue (Government of Germany,
2015[6]). The Plan sets nine priority areas to promote gender equality and strengthen women’s rights. One
of the key areas is gainful employment and women’s economic empowerment. The strategic objectives
are: engage in policy dialogue to provide women with equal participation in the economy and working life,
promote social security and women’s working rights following the United Nations’ guiding principles for
economic life and human rights, guarantee women’s access to and control over, economic and financial
resources and services, engage in campaigns for enterprises to make the United Nations Women’s
Empowerment Principles part of their strategy (Government of Germany, 2015[6]). In 2020, the federal
government established its gender equality strategy “Towards a better future”. The strategy outlines nine
ambitious goals to reach gender equality including, establishing care professions as attractive career
paths, making paid work and unpaid care work reconcilable and Bringing more women into economic
leadership positions (Federal Republic of Germany, 2020[7]).
The German government’s COVID-19 response included various measures to safeguard against economic
redundancies. For instance, a partial (or short-time) work scheme was enacted, allowing companies to
reduce the working hours of their employees to avoid lay-offs. The employees received 60% of their gross
salary for the non-worked hours. Freelancers, artists and nurses benefitted from direct grants and the selfemployed were also granted access to the short time work allowances (Gentilini et al., 2020[8]). Several
measures were taken to support families, starting with easier access to child grants, care support money,
financial compensation for parents who could not work, or work remotely, because of closed child care
facilities, and additional flexibility on parental allowances including the partnership bonus granted to
couples where both partners work part-time (Government of Germany, 2020[9]) (Government of Germany,
2020[10]).

Social norms and practices
Unpaid care and domestic work
In Germany and across the globe, women’s economic empowerment and labour inclusion is hampered by
unpaid care and domestic work. German women spend nearly twice as much time as men on unpaid care
and domestic work (OECD, 2019[1]). This time burden is one of the key drivers behind women’s lower
labour force participation rates and higher uptake of part-time work. Social norms play an important role in
the unequal division of household labour. In Germany, 17% of survey respondents consider that is
acceptable “to let women do the majority of housework, childcare and elderly care” (Focus 2030 and
Women Deliver, 2021[11]). Attitudes such as “when a mother works for pay, the children suffer” of which
more than 30% of German respondents agreed to within 2020 position childcare as women’s duty
(Haerpfer et al., 2020[12]) Nevertheless, in this indicator there has been notable progress as in 2017, nearly
32% agreed with this statement (OECD, 2019[1]) On the other hand, in 2020, the percentage agreeing that
“being a housewife is just as fulfilling as working for pay” increased by three percentage-points between
2017 and 2020 to 55% (OECD, 2019[1]); (Haerpfer et al., 2020[12]). The socio-economic consequences of
the COVID-19 pandemic are shifting people’s attitudes towards work-life balance and therefore towards
unpaid care work and childcare. For instance, 26% of surveyed respondents consider “they are now more
likely to spend less time working and more time with their family compared to before the crisis began”
(IPSOS, 2021[13]).
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Labour force segregation and the gender pay gap
Sectoral segregation is also an issue in the German labour market that drives gender pay gaps. For
instance, 32% of working women are employed in education, human health and social work activities
compared to 10% of working men (EIGE, n.d.[14]). Beliefs about some professions being suitable for men
while others are suitable for women impacts the career aspirations of both, thus reproducing segregation
in the labour force. Data on social perceptions shows that overall, being a nurse, care worker child care
provider is a job most view as being done by women, while being an IT worker, delivery driver, bankers
and police officers are viewed as jobs being mostly performed by men (IPSOS, 2021[13]). For instance,
47% of respondents consider that people who provide childcare, including nurses, childminders and
nannies, is mostly made up of women and nearly 80% of people think that that they are paid too little. In
addition, 65% of respondents think that computer engineers are a job that is mostly made up of men and
59% think that they are paid about right (IPSOS, 2021[13]). With regards to the gender pay gap, 41% of
survey respondents reported that “closing the gender pay gap is important and should be one of our top
priorities right now and % reported that “people should have the right to know what other colleagues doing
the same work are paid”. In addition, only 13% of respondents reported that “concerns about the gender
pay gap are an example of political correctness gone too far” (IPSOS, 2021[13]).

Key policy recommendations for labour inclusion


Promote gender-equal sharing of unpaid care work through awareness-raising campaigns, to
reduce bias against male caregiving and highlight women’s contribution to family income and to the
economy



Emphasise employers’ responsibilities to prevent sexual harassment in the workplace and provide
best practices for reporting procedures that protect victims from potential repercussions



Encourage equitable divisions of care responsibilities in couples by establishing a paid paternity
leave entitlement of at least two weeks in connection with childbirth;



Ensure the ability of women to make independent livelihoods by valuing ‘traditionally feminine’
professions by ensuring fair pay and decent working conditions;



Improve flexible work arrangements, and promote phase-oriented working hours.

Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 7.3 reveals slight gender differences. Women and men
enjoy the same levels of account ownership at 99% in 2017. Both women and men have been able to save
money in the past year in 2017, with 74% of women versus 87% of men.
In addition, the share of women that saved specifically to start, operate or expand a business slightly
decreased from 5% in 2014 to 4% in 2017. As to the female-to-male new entrepreneurial activity ratio,
women enjoy fewer opportunities than men: for every 100 men who were nascent entrepreneurs or ownermanagers of new businesses in 2019, there were 60 women in the same situation. The share of women
business owners remained constant at 25% between 2017 and 2020.
With regards to the share of employed who are employers and own-account workers, there are more men
than women in this category, at 6% and 5% respectively for 2019, compared to 2% and 4% of women for
the same year. This has been consistent since 2012.
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Table 7.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators

Years

Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity

Women business owners

Share of employed who are
employers

Share of employed who are ownaccount workers

2014
2017
2014
2017
2014
2017
2015
2017
2018
2019
2017
2018
2019
2020
2012
2017
2018
2019
2012
2017
2018
2019

Germany
Women
Men
99%
99%
79%
74%
5%
4%

98%
99%
80%
87%
17%
12%

G20 Average
Women
Men
76%

81%

10%

16%

0.50
0.59
0.50
0.60
25%
25%
26%
25%
2%
2%
2%
2%
5%
4%
4%
4%

6%
6%
6%
6%
7%
6%
5%
5%

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[15]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[16]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[17]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[18]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

Legal framework

Table 7.4. Legal frameworks on finance and entrepreneurship


The law provides women with the same right as men to open a bank account at formal institutions
or obtain credit (Basic Law, Art. 3). There is no evidence to suggest that equal access to formal
financial resources is an issue of concern in Germany.



No relevant reforms could be located.

Legal Framework
Legal reforms in
2020/21
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National Policies & COVID-19 Response Measures
Germany’s Development Policy Action plan on Gender Equality for 2016-2020 includes among its
objectives to improve “women’s access to, and control over, economic resources and financial services”
(Government of Germany, 2016[19]) (Government of Germany, 2016[19]). In addition, Germany has had a
new gender equality strategy “Towards a stronger future” since July 2020, with nine goals, among which
the first goal on “economic independence for everyone” includes support for female founders and
entrepreneurs, and the fifth goal focuses on “bringing more women into economic leadership positions”.
The strategy takes on a comprehensive approach, highlighting the importance of measures to balance
paid and unpaid care work, eliminating stereotypes, and setting standards for the digital world, among
others (Federal Republic of Germany, 2020[7]).
In the context of the COVID-19 pandemic, the German Government together with the German
Development Bank (KfW) and KfW Capital set up the so-called Corona-Matching-Facility which provides
venture capital funds with public money. In return, the venture capital funds shall provide the funding to
the start-ups. Since only larger start-ups are eligible for this facility, state companies
(Landesgesellschaften) provide smaller start-ups and SMEs with venture capital at the state level. The
support received can hence vary between the 16 German states (Länder) (Government of Germany,
2020[20]).

Social norms and practices
Financial inclusion and decision making in the household
Men seem to have a little more decision-making power when it comes to financial decision-making in the
household than women. In Germany, 64% say that, in a family, women and men have about the same
influence when it comes to making important decisions about household finances. While 21% say that men
have more influence, only 14% say that women have more influence (Pew Research Center, 2020[21]). In
addition, daily tasks such as paying bills and managing finances are generally associated with men, with
18% reporting this task is almost exclusively performed by men while 9% said it was almost exclusively
performed by women (IPSOS, 2020[22]). However, 51% of women living with a partner have a joint bank
account, hence managing finances together with their partner. This is in line with the share of women
indicating that they make active decisions about where to save and invest, namely 55%, again showing
that the responsibility between men and women is rather equally shared (Fidelity International, 2021[23]).
When it comes to inheritance practices, discrimination against women does not seem to be a major
determinant to financial inclusion as only 4% of female respondents have declared that they have not or
will not receive the same inheritance as male relatives in their family (Focus 2030 and Women Deliver,
2021[11]).

Entrepreneurship and support systems
In 2020, only 10% of start-ups were founded by a women-only team and only 20% were founded by mixedgender teams, with at least one woman. Women in the business face multiple barriers, which helps explain
why the start-up sector remains dominated by men. Access to finance is one key obstacle as research
shows: While more than half of female founders (57%) say that they have difficulties in accessing funding,
only around one-third of male founders report the same (37%) (Bundesverband Deutsche Startups e.V.,
Google for Startups and Female Founders Monitor, 2020[24]).
While studies have shown that women have lesser developed networks with investors, they also find that
male investors prefer investing in male-led/-founded businesses. In addition, women-founded start-ups are
concentrated in the health, green economy and social entrepreneurship sectors, while men-founded startups are predominately located in the tech sector which tends to receive more investment. As the majority
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of German business founders, both men and women tend to be highly educated and have the technical,
economic and digital know-how. Furthermore, gendered segregation in tertiary education, with more
women in the social sciences and more men into STEM topics, paves the way for horizontal segregation
in the labour market, including among entrepreneurs. The multiple factors hence amplify women’s limited
access to finance, which is reflected by the much bigger gap between needed and obtained funding from
venture capital among women compared to men founding teams (Bundesverband Deutsche Startups e.V.,
Google for Startups and Female Founders Monitor, 2020[24]).
Several reasons, often informed by social norms, prevent women from actually founding a start-up: while
42% of women are afraid to fail, this concerns 35% of men. In addition, 61% of women think that they lack
the required skills and competencies, compared to 46% of men. A lack of female role models and limited
social infrastructure present barriers to women in business especially those with family and childcare
responsibilities (Sternberg et al., 2021[25]). In Germany, social norms pressure mothers to take care of their
children at least partially. Most women founders are aged between 30 to 40 years, meaning that child care
and family responsibilities are likely reality for many of these. Such discriminatory norms may constrain
their entrepreneurial activities (Deutsche Gesellschaft für internationale Zusammenarbeit (GIZ), 2021 [26]).
The COVID-19 pandemic has amplified the care burden for women, and particularly mothers, with 16% of
women compared to 8% of women pre-COVID-19 being solely in charge of household and care work. This
may have negative consequences on women’s presence and success as entrepreneurs or increase their
double work burden given that German women’s main motivation to create a business is to continue a
family tradition (Sternberg et al., 2021[25]).

Key policy recommendations for financial inclusion


Facilitate women’s access to financial services and venture capital, including opening a formal
savings account, using transparent information and communication channels, promoting
access to and affordability and use of connected digital devices, and promoting e-banking and
mobile money as well as other digital tools, including in rural areas.



Establish financing mechanisms, such as grants or loans, specifically targeting women
entrepreneurs



Foster women’s networks, including mentoring programmes, to support women and build their
confidence in establishing a business, including in sectors that are traditionally maledominated, as well as in venture capital



Foster the ongoing acquisition of digital and financial literacy skills to better equip women in
the development of their businesses, through targeted training programmes



Invest in childcare support measures and the reduction of stereotyping around gender roles
through campaigns, to balance women’s paid and unpaid work and enable would-be women
entrepreneurs to dedicate time to starting or building a business



Collect better and comparable data on female entrepreneurs and women’s access to and use
of financial services to help identify the gender gaps, ensuring such data is representative of
women’s diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 22% of women in Germany reported having experienced physical and/or sexual intimate partner
violence (IPV) at least once in their lifetime, which was below the G20 average of 26% (Table 7.5). This
prevalence rate observed in 2019 is on par with the rates reported in 2014 (22%). Moreover, in 2019, in
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Germany, 3% of women reported being subjected to IPV at least once in the prior 12 months, while 13%
of women in G20 countries reported the same. In 2014, 7% of women and girls aged 18-74 years reported
being subjected to non-partner sexual violence. When it comes to child marriage, 0% of girls in Germany
reported being or having been married or in an informal union in 2019 compared to 0% of boys. Across
the G20, the average prevalence of girl child marriage was 12% in 2019.
Moreover, studies in Germany have shown that the incidence of VAWG, particularly domestic violence,
increased in prevalence during the COVID-19 pandemic.

Table 7.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Germany

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls
Prevalence of girl child marriage

2014
2019
2019

22%
22%
3%

26%
13%

2014

7%

2014
2019

0%
0%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[27]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[28]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[29]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

Legal framework

Table 7.6. Legal frameworks on violence against women and girls

Legal
Framework



In 2018, the Council of Europe Convention on Preventing and Combating Violence Against
Women and Domestic Violence (Istanbul Convention) entered into force in Germany.



The Protection against Violence Act (2002) outlines provisions to protect victims of violence and
improves preventive legal protection including co-called “stay away” orders.



The German Criminal Code classifies honour killing as murder making it liable to imprisonment for life.



In Germany, there is no special regulation addressing exclusively domestic violence, instead, it is
covered by provisions of the Criminal Code: abuse of a position of trust (Sec. 174); sexual assault by
use of force or threats; rape (Sec. 177); insult (Sec. 185); abandonment (Sec. 221), negligent
manslaughter (Sec. 222); causing bodily harm (Sec. 223); stalking (Sec. 238) among others.



The German Criminal Code addresses sexual violence and recognises rape, including marital rape, as
a criminal offence liable to imprisonment. In 2016, an amendment to the Criminal Code was passed
adopting the “no means no” rule, i.e. any case when a victim of sexual assault or rape withholds consent
is punishable as a crime, previously proof of physical resistance or penetration was required.



The General Act on Equal Treatment protects from sexual harassment in employment as well as certain
areas of civil law. A victim of sexual harassment may seek civil remedies according to the provisions of
the Civil Code and the Act.



The German Criminal Code defines sexual harassment and the corresponding legal consequences.
The law is binding regardless of where sexual harassment occurs.
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Legal reforms
in 2020/21



In Germany, female genital mutilation (FGM) is a criminal offence under the Criminal Code. This legal
provision also applies to acts committed abroad when the offender is German or the victim domicile in
Germany. Parents or any relatives involved may be liable to abetting or aiding a crime.



The legal age of marriage for both women and men is 18 as outlined in the Civil Code. Child marriage
is void in Germany and it is a ground for annulment, and in 2017, a law mandating there be no exceptional
reasons for entering into marriage under the age of 18 years was passed.



On 20 January 2021, the federal government drafted a bill to amend the German Basic Law to explicitly
enshrine child rights.



In May 2021, the Criminal Code was amended regarding the criminalization of the distribution and
possession of instructions for the sexual abuse of children, aiming to combat more effectively the latter.
Moreover, in June 2021, a law to combat sexualized violence against children was enacted.

National Action Plans & COVID-19 Response Policies
In 2012, Germany ratified is Second Action Plan of the Federal Government to Combat Violence against
Women. The plan’s main objective was to improve the efficiency of efforts to combat violence against
women and to improve protections for victims/survivors (Government of Germany, 2012[30]). The plan
outlines 10 focal areas including, for example, prevention, legislative actions, research and works with
perpetrators. Furthermore, German states have also enacted their dedicated action plans addressing
domestic violence Presently the Federal Ministry for Family Affairs’ Action Programme Against Violence
against Women (Gegen Gewalt an Frauen) and the national Together against Violence towards Women
(Gemeinsam gegen Gewalt an Frauen) programme support preventative efforts against violence including
through the expansion of support series, housing services and protective models (Government of
Germany, 2020[31]). Furthermore, the Gender Equality Policy in Germany identifies gender-based violence
as an issue of concern and includes initiatives to address domestic and sexual violence, human trafficking
and sexual exploitation (Government of Germany, 2020[32]). For example, the Stronger than violence
("Stärker als Gewalt") initiative launched in 2019 aims to raise awareness about violence and improve
public response to violence.
During the COVID-19 pandemic, Germany enacted multiple policies to address VAWG. These include a
website1 created by the government which brings together available support services for victims/survivors
of violence, the uninterrupted continuation of the VAW hotline and federal funding for the "Together against
violence against women" programme. During the pandemic, the government also initiated the “Not safe at
home?” campaign. The campaign aims to offer information on support services to victims/survivors and
their families and friends in supermarkets (UNDP, 2021[33]).

Social norms and practices
VAWG and the COVID-19 pandemic
Globally, the COVID-19 pandemic both concealed and increased the prevalence of VAWG. A study
conducted in Germany during May-April 2020, when social distancing measures such as school closures
and working from home were in place, showed revealed an increase in violence against women and
children. It found that the most common form of violence was verbal and emotional abuse. It also showed
that the household being in quarantine and having young children were significant risk factors for violence,
and awareness and utilisation of help services was generally low (Ebert and Steinert, 2021[34]). Public
attitudes data shows that people in Germany believe more action to support victims/survivors of genderbased violence would be an important part of the country’s COVID-19 recovery. In 2021, 30% of
1

staerker-als-gewalt.de
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respondents said that allocating more support for women and girls who face violence or abuse was one of
the most important things Germany could do to ensure that the programme for recovery after the
Coronavirus pandemic addresses issues facing women (Ipsos, 2021[35]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted. In Germany, the percentage
of respondents who reported that a man can be justified in beating his wife in the 2017-20 period was 4%
(Haerpfer et al., 2020[12]). This figure was much lower than the percentage of respondents who reported
having this belief, 26% in the 2010-14 period thus signalling what may be a significant change in attitudes
justifying violence (Inglehart et al., 2018[36]). When it comes to beliefs about women’s sexual autonomy,
data shows that 15% of respondents in Germany reported that it is unacceptable for women to refuse
sexual intercourse with their partner in 2020 (Focus 2030 and Women Deliver, 2021[11]). Furthermore,
these norms also extend to practices around women’s freedom over personal decisions. In 2020, 12% of
female respondents from Germany reported having their freedom of movement has been restricted against
their will by family members or partners (Focus 2030 and Women Deliver, 2021[11]).
Norms about decision-making power and violence are not confined to the domestic or private sphere
however, and norms and practices justifying violence in public spaces, workplaces and schools remain
important (OECD, 2021[37]). In 2020, 10% of respondents from Germany reported that it is acceptable “to
whistle at a woman in the street, or to touch a woman without her consent” (Focus 2030 and Women
Deliver, 2021[11]). Gender-based harassment in public places, a form of violence itself, undermines public
safety and negatively affects women’s and girls’ opportunities to participate fully in all aspects of public life.
Sexist jokes are among the multiple practices that contribute to making violence against women acceptable
in societies. In Germany in 2020, 18% of respondents reported that they find it acceptable “to tell or share
a sexist joke about a woman with friends or on social media” (Focus 2030 and Women Deliver, 2021[11]).
While these may be ‘only jokes’—sexist remarks promote negative gender stereotypes, devalue women’s
and girls’ abilities and accomplishments, objectify women and girls and/or support gender-based violence.

Key recommendations to end VAWG


Support a culture of awareness of and zero-tolerance towards violence. Establish communications
campaigns aimed at individuals and organisations (in both the public and private sectors) that share
information on the rights and services available to survivors of violence. Support programmes that
engage men and boys in unpacking masculine norms and support them as allies against violence
against women and girls.



Ensure strong public awareness of help services for victims/survivors and witnesses of violence.
Commit resources to awareness-raising activities that increase public knowledge about helplines
and other resources for victims/survivors of violence.



Consider the development of an updated national action plan to combat violence against women
and girls.



Collect consistent and comparable data to measure the prevalence of multiple forms of violence
against women and girls. This data should assess the prevalence of domestic violence—physical,
sexual, psychological, and economic—rape, sexual harassment (in public, at work, in education and
online), female genital mutilation, child marriage.
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Ensure that data collected also account for women’s diverse identities (including age, race, ethnicity,
indigenous status, ability and more).



Develop and implement policies to identify, prevent and prosecute violence, harassment and threats
of violence against women and girls online.
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8 India
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, India achieves a score of 34 and ranks 80th among
120 countries (OECD, 2019[1]).It presents low to high levels of discrimination across the four sub indices
of the SIGI, with the lowest discrimination in restricted civil liberties, and highest discrimination in the family
(see Figure 8.1).

Figure 8.1. Level of discrimination in the SIGI dimensions

Restricted Civil Liberties

Restricted Access to Productive & Financial Resources

Restricted Physical Integrity
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Note: Higher values in each SIGI dimension indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2018, the average labour force participation rate of women was 22%, representing a gap of 57
percentage points compared to that of men (see Table 8.1). With regards to the 25x25 target, between
2012 and 2018, the gender gap in the labour force participation rate increased by eight percentage points.
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The gender pay gap in India stood at 33% in 2012, meaning that on average, for each Rupee earned by
men, women earned only 67 Paise; however, this gap is much smaller than that recorded for 2006, which
was estimated to be 50%. Furthermore, women spend nearly ten times more time than men on unpaid
care and domestic work. Between 2012 and 2018, women’s representation in managerial positions
increased slightly from 13% to 15%.

Table 8.1. Dashboard of outcomes indicators for labour
Indicators

Years

Labour force participation

2012
2018

Part-time employment
Unemployment rate
Progress towards 25x25
Gender pay gap
The ratio of time spent on unpaid
care and domestic work
Representation in managerial
positions

India
Women

Men
79%
79%

2018
2012
2018
2006
2012
2017

30%
22%
No available data
9%
49%
57%
50%
33%
9.7

2012
2018

13%
15%

87%
85%

G20 Average
Women
Men

9%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.

Legal framework

Table 8.2. Key gender equality laws and international instruments
CEDAW
ILO conventions



India ratified the Convention on the Elimination of All Forms of Discrimination against Women
(CEDAW) in 1993



India has ratified ILO Conventions 100 and 111, but not 156, 186 or 189.



Article 16 of the Constitution of India mandates non-discrimination on the basis of sex in
employment, stating that “no citizen shall, on grounds only of religion, race, caste, sex, descent,
place of birth, residence or any of them, be ineligible for, or discriminated criminalizes discrimination
in remuneration, recruitment, hiring, promotions and training processes”.



To enforce the Equal Remuneration Act, the government appoints local Labour Officers to hear
and decide on complaints. Offenders found guilty of discrimination are subject to a fine of up to
twelve thousand rupees, or with imprisonment for a term between three months and a year.
Companies are also obligated to maintain registers of their employees’ salaries that can be
consulted by government inspectors.



As prescribed in article 4 of the Maternity Benefits Act, employed women are granted six weeks
of fully paid maternity leave. The Act protects women from dismissal during and on account of their
pregnancy. With the amendment to the Act in 2017 women are now granted 26 weeks of paid

Legal Framework
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maternity leave (Government of India, 2019[6]). However, Indian law does not provide for paternity
or parental leave.

Legal reforms in
2020/21



The Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act
(2013) prohibits sexual harassment in the workplace. The Act requires all state departments and
institutions with more than 50 employees to operate committees to prevent and address sexual
harassment. The Act includes fiscal remedies, to match the mental trauma, loss in career
opportunity, medical expenses and/or loss in income incurred by the victim.



No relevant reforms could be located.

National Action Plans & COVID-19 Response Policies
The Draft of the National Policy for Women sets forth as one of its main objectives increasing and
incentivising women’s labour force participation. This includes improving the quality of jobs, measuring and
recognising their contribution to the national economy, reducing the gender wage gap in urban and rural
areas, as well as in agricultural and non-agricultural jobs (Government of India, 2016[7]). In 2018, the
Government of India established the “Strategy for New India @ 75’” which highlights 41 different areas that
recognise the achievements, remaining obstacles, way forward and strategic goals. In the second area on
employment and labour reform, the government outlines as a way forward enhancing the women’s labour
force participation and ensuring women’s and girls’ access to training programmes and apprenticeships
(Government of India, 2018[8]).
The Government of India responded to the COVID-19 pandemic by extending unemployment benefits and
increasing the rate from 25% to 50% of the daily wage. It also supported employees and employers via
paid Employee Provident Fund contributions. Moreover, adherents of the national pension system
(excluding informal workers) were entitled to partial withdrawals to finance treatment related to COVID-19
illness. Beyond that, several measures were taken by the states to support people and families in need,
including online payments in the case of job loss or in-kind support (World Bank, 2021[9]; Gentilini et al.,
2020[10]).

Social norms and practices
Unpaid care and domestic work
In India and across the globe, women’s economic empowerment and labour inclusion is hampered by
unpaid care and domestic work. Indian women spend nearly times more time than men on unpaid care
and domestic work. (OECD, 2019[1]). In India, it is estimated that on average, 66% of women’s work is
unpaid, compared to 12% of that of men (UN Women, 2020[11]). This time burden is one of the key drivers
behind women’s lower labour force participation rates and higher uptake of part-time work. For instance,
when Indian women marry, their participation in the labour market decreases but their participation in
domestic tasks increases. Only 26% of women with children under five years of age were in the labour
market compared to 93% of working men (UN Women, 2020[11]). Social norms play an important role in
the unequal division of household labour. For instance, 76% of the population in India agrees or strongly
agrees with the statement “when a mother works for pay, the children suffer” and 25% of the population
disagrees with the statement “it is perfectly acceptable for any woman in your family to have a paid job
outside the home if she wants one (OECD, 2019[1]). These statistics indicate the strong persistence of
traditional norms dictating that women’s role is to look after their children while men’s is to provide an
income for the family. However, the socio-economic consequences of the COVID-19 pandemic are slowly
shifting people’s attitudes and perceptions towards work-life balance and therefore towards unpaid care
work and childcare. For instance, 43% of surveyed men and 53% of surveyed women consider “they are
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now more likely to spend less time working and more time with their family compared to before the crisis
began” (IPSOS, 2021[12]).

Labour force segregation and the gender pay gap
Occupational segregation is also an issue in the Indian labour market that drives gender pay gaps. Beliefs
about some professions being suitable for men while others are suitable for women impacts the career
aspirations of both, thus reproducing segregation in the labour force. Data on social perceptions shows
that overall, being a nurse, care worker child care provider is a job most view as being done by women,
while being an IT worker, delivery driver, bankers and police officers are viewed as jobs being mostly
performed by men (IPSOS, 2021[12]). In 2021, 61% of respondents consider that people who provide
childcare, including nurses, childminders and nannies, is mostly made up of women. In addition, 37% of
respondents think that computer engineers are a job that is mostly made up of men (IPSOS, 2021[12]). With
regards to the gender pay gap, 30% of survey respondents reported that “closing the gender pay gap is
important and should be one of our top priorities right now and 60% reported that “people should have the
right to know what other colleagues doing the same work are paid”. However, 35% of respondents reported
that “concerns about the gender pay gap are an example of political correctness gone too far” (IPSOS,
2021[12]).

Key policy recommendations for labour inclusion


Conduct research to understand the continuum of paid, unpaid and underpaid work conceptually
and methodologically;



Implement and monitor maternity benefits for workers in the informal sector;



Address barriers and opportunities of women farmers and informal-economy workers;

Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 8.3 reveals moderate gender differences. Women and
men enjoy similar levels of account ownership at, respectively, 77% and 83% in 2017. Both women and
men have been able to save money in the past year in 2017, with 30% of women versus 37% of men.
In addition, the share of women that saved specifically to start, operate or expand a business increased
from 4% in 2014 to 7% in 2017. As to the female-to-male new entrepreneurial activity ratio, women enjoy
fewer opportunities than men: for every 100 men who were nascent entrepreneurs or owner-managers of
new businesses in 2017, there were 75 women in the same situation. The share of women business
owners slightly decreased, from 8% in 2017 to 5% in 2020.

Table 8.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year

Years
2014
2017
2014
2017
2014

India
Women

Men

43%
77%
34%
30%
4%

63%
83%
42%
37%
10%

G20 Average
Women
Men
76%

81%
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Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity

Women business owners

2017
2015
2018
2019
2017
2018
2019
2020

7%

12%

10%

16%

0.60
0.62
0.75
8%
11%
7%
5%

Share of employed who are
employers
Share of employed who are ownaccount workers

No data available
No data available

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[13]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[14]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[15]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[16]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

Legal framework

Table 8.4. Legal frameworks on finance and entrepreneurship


There are no legal restrictions with regards to women’s access to financial services, including credit.



The Indian Constitution guarantees the right for all citizens to choose any profession, or carry on
any occupation, trade or business. Women are allowed to open a bank account at a formal bank
institution in the same way as men. The government has established several financial
empowerment projects, including cash transfer schemes and microcredit initiatives to increase
women’s access to credit.



No relevant reforms could be located.

Legal Framework

Legal reforms in
2020/21

National Policies & COVID-19 Response Measures
India’s Central Bank, the Reserve Bank of India, has developed a National Strategy for Financial Inclusion
for 2019-2024, which recognises that women’s financial inclusion is especially important for gender
equality and women’s economic empowerment, and acknowledges the socio-cultural barriers that women
face with regards to their freedom and choice to access financial services. Among its six main objectives,
it includes, notably, “universal access to financial services”, “providing a basic bouquet of financial
services”, “access to livelihood and skill development” and “financial literacy and education”. As part of its
monitoring plan, it also includes women-focused financial inclusion indicators (Reserve Bank of India,
2019[17]). In addition, since 2010, the Indian government has had the National Mission for Empowerment
of Women (NMEW) in place to facilitate the co-rdination of national processes and programmes that
promote women’s empowerment, gender equality and gender justice across all ministries and departments
(Government of India, 2013[18]). It also has a National Policy for Women 2016 which includes measures to
facilitate women’s financial inclusion (Government of India, 2016[19]).
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The Indian government put in place several measures in the context of COVID-19 to support women’s
financial inclusion. For example, it distributed cash transfers of Rs 500 for 3 months to 200 million women
holding an account with Pradhan Mantri Jan Dhan Yojana (PMJDY). It also provided RS 1000 to all
beneficiaries under the National Social Assistance Program (NSAP) for the elderly, widows and the
disabled receiving social pensions, an important measure in a country where women are often
disadvantaged when it comes to inheritance practices (UNDP, n.d.[20]).

Social norms and practices
Financial inclusion and decision making in the household
Social perceptions data shows that a majority believe women participate on an equal footing with men
when it comes to making financial decisions in the household, with 52% of respondents saying that, in a
family, women and men have about the same influence when it comes to making important decisions about
household finances. However, this figure should be contrasted with the fact that 34% believe that men
have more influence, while only 13% believe that women have more influence (Pew Research Center,
2020[21]). Furthermore, respondents to a 2019 gender equality attitudes study agree that it is easier for
most men than for most women to have control over their finances in India: 58% say that most men have
a lot of control over their finances, compared to 50% saying that the same is true for most women (UN
Women, 2020[22]). As for daily tasks such as paying bills and managing finances, 32% of respondents
associated this is a task performed by men, while only 9% that this is almost exclusively a task performed
by women (IPSOS, 2020[23]). In addition, discriminatory inheritance practices represent an important
obstacle to women’s financial inclusion in India, as 26% of female respondents have declared that they
have not or will not receive the same inheritance as male relatives in their family (Focus 2030 and Women
Deliver, 2021[24]). Discriminatory practices related to inheritance for women in India further restrict their
access to finance, because inheritance can be an important channel for property ownership which in turn
can be used as collateral for starting their business.

Entrepreneurship and support systems
The Mastercard Index of Women Entrepreneurs reports improvements from 2019 to 2020, regarding
women’s access to finance as well as more positive cultural perceptions towards women entrepreneurs
(Mastercard Index of Women Entrepreneurs, 2020[25]). More than 60% of female entrepreneurs are
confident that their proposed business is very innovative and they strategically plan their business
endeavours. Yet, women’s identifying and taking up of profitable business opportunities remain limited.
Structural barriers, as well as social institutions, prevent a greater share of women from participating in
entrepreneurial activities. For instance, most women-led businesses are concentrated in the primary
sector, i.e. related to agriculture. As women cannot become property owners, they have difficulties in
obtaining funding for their businesses. This is because banks require collateral – typically in form of a land
title – as a guarantee against the loan (Mastercard Index of Women Entrepreneurs, 2020[25]). Gender
segregation is also an issue: for women in non-traditional sectors, gender-rigid vocational programmes, as
well as the predominance of male networks, are among the obstacles they face (Valenti et al., 2020[26]).
To facilitate women’s access to funding the Indian government has set up various financial schemes. For
example, the ‘Stand Up India’ Scheme aims to promote entrepreneurship and reach out to underserved
populations, including women entrepreneurs. It facilitates bank loans to at least one person, who can either
be a woman or a member of a scheduled cast/scheduled tribe community. The government also set up
the Credit Guarantee Fund for Stand Up India (CGFSI), to extend collateral-free coverage (Government of
India, 2019[6]). A 2021 Ipsos survey revealed the importance of “access to finance for small and microbusinesses”. Around one-quarter of the respondents listed this as an important issue that needs to be
addressed to ensure that recovery post-COVID measures target issues women face (IPSOS, 2021[27]).
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Key policy recommendations for financial inclusion


Strengthen and revise legislation related to inheritance, to ensure women and girls have equal
rights to men and boys in this regard and are equally able to own property



Encourage financial institutions to provide women-targeted services which respond to their
needs, such as flexible collateral and online mobile banking and mobile money services



Close the digital gender divide to facilitate women’s access to financial services by promoting
access to and affordability and use of connected digital devices, and promoting e-banking and
mobile money as well as other digital tools, including in rural areas.



Accompany women entrepreneurs to expand their businesses, with institutional and financial
support that facilitates women’s access to high-value loans and venture capital



Offer training on accounting and management skills, as well as digital skills, to aspiring women
entrepreneurs



Empower women’s self-help groups and women’s cooperatives, including through women’s
networks, so that they can function independently



Collect better and comparable data on female entrepreneurs and women’s access to and use
of financial services to help identify the gender gaps, ensuring such data is representative of
women’s diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 29% of women in India reported having experienced physical and/or sexual intimate partner
violence (IPV) at least once in their lifetime which was above the G20 average of 26% (Table 8.5). This
prevalence rate observed in 2019 is lower than the rate reported in 2014 (37%). Moreover, in 2019, in
India, 22% of women reported being subjected to IPV at least once in the prior 12 months, while 13% of
women in G20 countries reported the same. When it comes to child marriage, 22% of girls in India reported
being or having been married or in an informal union in 2019 compared to 5% of boys. Across the G20,
the average prevalence of girl child marriage was 12% in 2019. There is no internationally comparable
data on the prevalence of non-partner sexual violence in India.
India’s National Commission for Women’s (NCW) data shows that domestic violence complaints increased
significantly after the nationwide lockdown was imposed in India. During the period from March-June 2019,
there were 867 domestic violence-related complaints filed with the NCW, in the same period in 2020, this
was 1 467—representing nearly a 70% increase. Moreover, as the COVID-19 crisis continues, the number
of complaints has continued to climb. Between March and June 2021, there were 1 864 complaints filed to
the NCW, representing a 115% increase in the number of calls compared to 2019 (National Commission
for Women, 2021[28]).

Table 8.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

India

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls

2014
2019
2019

37%
29%
22%

26%
13%
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Lifetime prevalence of non-partner sexual violence
among women and girls
Prevalence of girl child marriage

No data available
2014
2019

28%
22%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[29]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[30]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[31]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

Legal framework

Table 8.6. Legal frameworks on violence against women and girls

Legal
Framework

Legal reforms
in 2020/21



The Protection of Women from Domestic Violence Act (2005) addresses domestic violence. Under
the law as well as the Penal Code, women can file complaints and protection orders against perpetrators
living in the same residence. The definition of domestic violence included in the Act covers physical,
psychological, sexual and economic abuse.



The Penal Code criminalises rape, which is based on a lack of consent to physical intercourse and does
not require proof of physical force or resistance but does require penetration.



The Criminal Law Amendment Act (2018) establishes mandates for judicial proceedings and provides
for more stringent penal provisions for offences including rape. The Act also broadens the definition of
rape and includes new offences in Penal Code such as acid attacks, stalking, voyeurism and more.



Protection of Children from Sexual Offences Act (2012) protects individuals under the age of 18 years
from sexual offences and establishes justice procedures designed to prevent re-victimisation of minors.



The Sexual Harassment of Women at Workplace (Prevention, Prohibition and Redressal) Act
(2013) prohibits sexual harassment in the workplace. The Act includes fiscal remedies, and the Penal
Code includes criminal remedies for offences of sexual harassment. The Penal Code’s definition of
sexual harassment includes unwelcome physical contact and advances, demands for sexual favours,
showing pornography against the will of a woman, and sexually coloured remarks.



Under the Special Marriage Act, the legal age for marriage is 18 years for women and 21 years for men.
Child marriage is prohibited under the Prohibition of Child Marriage Act (2006) which has no legal
exceptions to the minimum age and establishes penalties for facilitating child marriage.



No legal reforms could be located

National Action Plans & COVID-19 Response Policies
India’s National Policy for Empowerment of Women was instituted in 2001 and includes “Elimination of
discrimination and all forms of violence against women and the girl child” as one of its nine objectives. The
Policy calls for the creation of mechanisms and institutions to assist victims, prevent violence and take
action against perpetrators. It also recognises the need for special efforts to address the trafficking of
women and girls (Government of India, 2001[32]). In this regard, India also has a National Action in place
to combat trafficking and commercial exploitation of women and children which was enacted in 1998. The
Plan aims to take a human rights perspective and ensure that measures against trafficking should preserve
the human rights of the victim. Moreover, it outlines various actions to prevent trafficking (Government of
India, 1998[33]).
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In the context of the COVID-19 pandemic, the Indian government undertook a number of policy actions to
address VAWG. These included the strengthening of existing helplines for women and emergency
response mechanisms to address domestic violence and intimate partner violence (UNDP, n.d.[20]).
Moreover, the Government has issued guidelines to line departments on addressing domestic violence
and IPV in the context of COVID-19 and had been overseeing essential services for women and children
as victims/survivors of violence during the pandemic (Ministry of Women and Child Development, 2021[34]).
In 2020, to facilitate the reporting of incidents of domestic violence, India’s National Commission for
Women’s (NCW) launched a WhatsApp number (Ministry of Women and Child Development, 2021[34]).

Social norms and practices
VAWG and the COVID-19 pandemic
In India, and across the globe, the COVID-19 pandemic has both concealed and increased the prevalence
of violence against women and girls. As a result, it has also highlighted the importance of government
actions to support victims/survivors. Indeed, in 2021, 37% of respondents said that allocating more support
for women and girls who face violence or abuse was one of the most important things that India could do
to ensure that its programme for COVID-19 recovery addresses issues facing women (Ipsos, 2021[35]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted. In India, the percentage of
respondents who reported that a man can be justified in beating his wife in the 2010-14 period was 25%
(Inglehart et al., 2018[36]). When it comes to beliefs about women’s sexual autonomy, data shows that 16%
of respondents in India reported that it is unacceptable for women to refuse sexual intercourse with their
partner in 2020 (Focus 2030 and Women Deliver, 2021[24]). This signals norms positioning men as the
decision-makers over sexual activity in heterosexual relationships are likely strong among these
respondents and present within the overall population. Furthermore, these norms also extend to practices
around women’s freedom over personal decisions. In 2020, almost half of female respondents (48%) from
India reported having their freedom of movement has been restricted against their will by family members
or partners (Focus 2030 and Women Deliver, 2021[24]).
Norms about decision-making power and violence are not confined to the domestic or private sphere
however, and norms and practices justifying violence in public spaces, workplaces and schools remain
important (OECD, 2021[37]). In 2020, 34% of respondents from India reported that it is acceptable “to whistle
at a woman in the street, or to touch a woman without her consent” (Focus 2030 and Women Deliver,
2021[24]). Gender-based harassment in public places, a form of violence itself, undermines public safety
and negatively impacts women’s and girls’ opportunities to participate fully in all aspects of public life.
Sexist jokes are among the multiple practices that contribute to making violence against women acceptable
in societies. In India in 2020, 35% of respondents reported that they find it acceptable “to tell or share a
sexist joke about a woman with friends or on social media” (Focus 2030 and Women Deliver, 2021[24]).
While these may be ‘only jokes’—sexist remarks promote negative gender stereotypes, devalue women’s
and girls’ abilities and accomplishments, objectify women and girls and/or support gender-based violence.
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Key recommendations to end VAWG


Pass a law that specifically addresses and prohibits marital rape as a form of sexual and domestic
violence



Pass laws that address sexual harassment outside of workplaces and in work relations, such as
harassment faced by students in educational establishments, or individuals in public spaces.



Continue efforts to support a culture of zero-tolerance to gender-based violence. Develop
communications campaigns aimed at changing social norms in this area.



Collect consistent and comparable data to measure the prevalence of multiple forms of violence
against women and girls. This data should assess the prevalence of domestic violence—physical,
sexual, psychological, and economic—rape, sexual harassment (in public, at work, in education and
online), female genital mutilation, child marriage.



Ensure that data collected also accounts for women’s diverse identities (including age, race,
ethnicity, indigenous status, caste, ability and more).



Develop and implement policies to identify, prevent and prosecute violence, harassment and threats
of violence against women and girls online.

References
Demirgüç-Kunt, A. et al. (2018), The Global Findex Database 2017: Measuring Financial
Inclusion and the Fintech Revolution, World Bank, https://globalfindex.worldbank.org/.

[13]

Elam, A. et al. (2019), GEM 2018/2019 Women’s Entrepreneurship Report,
https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report
(accessed on 2 December 2021).

[14]

Focus 2030 and Women Deliver (2021), Citizens Call for a Gender-Equal World. A Roadmap for
Action: Findings from a 17-Country Public Opinion Survey on Gender Equality Prepared for
the Generation Equality Forum, https://womendeliver.org/wpcontent/uploads/2021/02/Global_Report_English.pdf.

[24]

Gentilini, U. et al. (2020), Social Protection and Jobs Responses to COVID-19: A Real-Time
Review of Country Measures, World Bank.

[10]

Government of India (2019), National Report Beijing Platform for Action (BPfA) - India,
https://www.unwomen.org/-/media/headquarters/attachments/sections/csw/64/nationalreviews/india.pdf?la=en&vs=1308 (accessed on 9 September 2020).

[6]

Government of India (2018), Strategy for New India @75,
https://www.niti.gov.in/sites/default/files/2019-01/Strategy_for_New_India_2.pdf.

[8]

Government of India (2016), Draft of the National Policy for Women,
https://wcd.nic.in/sites/default/files/draft%20national%20policy%20for%20women%202016_0.
pdf.

[7]

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

 147
Government of India (2016), National Policy for Women 2016 Articulating a Vision for
Empowerment of Women DRAFT Government of India Ministry of Women and Child
Development.

[19]

Government of India (2013), National Mission for Empowerment of Women,
https://pib.gov.in/newsite/PrintRelease.aspx?relid=93309.

[18]

Government of India (2001), National Policy for the Empowerment of Women, https://evawglobal-database.unwomen.org/en/countries/asia/india/2001/national-policy-on-theempowerment-of-women-2001.

[32]

Government of India (1998), National Plan of Action to Combat Trafficking and Commercial
Sexual Exploitation of Women and Children, https://evaw-globaldatabase.unwomen.org/en/countries/asia/india/1998/national-plan-of-action-to-combattrafficking-and-commercial-sexual-exploitation-of-women (accessed on 29 September 2021).

[33]

ILOSTAT (n.d.), Labour statistics for the Sustainable Development Goals (SDGs),
https://ilostat.ilo.org/topics/sdg/ (accessed on 2 December 2021).

[5]

Inglehart, R. et al. (2018), World Values Survey: Round Six - Country Pooled Datafile, JD
Systems Institute & WVSA, Madrid, Spain and Vienna, Austria,
https://www.worldvaluessurvey.org/WVSDocumentationWV5.jsp.

[36]

IPSOS (2021), International Women’s Day 2021,
https://www.ipsos.com/sites/default/files/ct/publication/documents/202103/final_report_iwd2021.pdf.

[27]

IPSOS (2021), International Women’s Day 2021,
https://www.ipsos.com/sites/default/files/ct/publication/documents/202103/final_report_iwd2021.pdf (accessed on 17 August 2021).

[12]

IPSOS (2020), Global Advisor: Global attitudes toward gender, http://r,
https://www.ipsos.com/sites/default/files/ct/news/documents/2020-01/global-advisor-gender2020.pdf.

[23]

Ipsos (2021), International Women’s Day 2021, Ispso, London,
https://www.ipsos.com/sites/default/files/ct/publication/documents/202103/final_report_iwd2021.pdf.

[35]

Mastercard (2020), The Mastercard Index of Women Entrepreneurs 2020 Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf.

[15]

Mastercard Index of Women Entrepreneurs (2020), The Mastercard Index of Women
Entrepreneurs 2020 Report, https://www.mastercard.com/news/media/1ulpy5at/ma_miwereport-2020.pdf (accessed on 30 September 2021).

[25]

Ministry of Women and Child Development (2021), Monthly Summary Reports,
https://wcd.nic.in/documents/monthly-summary-reports (accessed on 29 September 2021).

[34]

National Commission for Women (2021), Statistical Overview of Complaints,
http://ncwapps.nic.in/frmComp_Stat_Overview.aspx (accessed on 28 September 2021).

[28]

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

148 
OECD (2021), Man Enough? Measuring Masculine Norms to Promote Women’s Empowerment,
Social Institutions and Gender Index, OECD Publishing, Paris,
https://dx.doi.org/10.1787/6ffd1936-en.

[37]

OECD (2019), Gender, Institutions and Development Database (GID-DB), OECD,
https://oe.cd/ds/GIDDB2019 (accessed on 18 May 2020).

[31]

OECD (2019), SIGI 2019 Global Report: Transforming Challenges into Opportunities, Social
Institutions and Gender Index, OECD Publishing, Paris, https://dx.doi.org/10.1787/bc56d212en.
OECD (n.d.), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608 (accessed on 2 December 2021).
OECD (n.d.), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r (accessed on
2 December 2021).
OECD Development Centre (2014), Gender, Institutions and Development Database (GID-DB)
2014, https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014 (accessed on
19 March 2020).

[1]

[16]

[4]

[30]

OECD Development Centre/OECD (2019), “Gender, Institutions and Development (Edition
2019)”, OECD International Development Statistics (database),
https://dx.doi.org/10.1787/ba5dbd30-en (accessed on 26 August 2021).

[2]

OECD, ILO (2019), Women at Work in G20 countries: Progress and policy action,
http://www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf (accessed on
2 September 2020).

[3]

Pew Research Center (2020), Spring 2019 Global Attitudes Survey,
https://www.pewresearch.org/global/2020/04/30/worldwide-optimism-about-future-of-genderequality-even-as-many-see-advantages-for-men/.

[21]

Reserve Bank of India (2019), National Strategy for Financial Inclusion,
https://rbidocs.rbi.org.in/rdocs/content/pdfs/NSFIREPORT100119.pdf.

[17]

UN Women (2020), Are you ready for change?, https://www.unwomen.org//media/headquarters/attachments/sections/library/publications/2020/research-paper-are-youready-for-change-gender-equality-attitudes-study-2019-en.pdf?la=en&vs=5023.

[22]

UN Women (2020), Roadmap for Women’s Economic Empowerment with a Focus on Women in
Informal Economy and in Agriculture, https://asiapacific.unwomen.org//media/field%20office%20eseasia/docs/publications/2020/10/in-roadmap-for-womenseconomic-empowerment-in-india.pdf?la=en&vs=144.

[11]

UN Women (n.d.), Global Database on Violence Against Women, https://evaw-globaldatabase.unwomen.org/en (accessed on 2 December 2021).

[29]

UNDP (n.d.), COVID-19 Global Gender Response Tracker - UNDP Covid-19 Data Futures
Platform, https://data.undp.org/gendertracker/.

[20]

Valenti, F. et al. (2020), Women Entrepreneurs as the Powerhouse of Recovery,
https://www.indiaspend.com/uploads/2021/02/20/file_upload-417402.pdf.

[26]

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

 149
World Bank (2021), Workbook: AID-COVID19, https://dataviz.worldbank.org/views/AIDCOVID19/Overview?:embed=y&:isGuestRedirectFromVizportal=y&:display_count=n&:showA
ppBanner=false&:origin=viz_share_link&:showVizHome=n#2 (accessed on 23 August 2021).

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

[9]

 151

9 Indonesia
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, Indonesia achieves a score of 42 and ranks 94th
among 120 countries (OECD, 2019[1]). It presents low to very high levels of discrimination across the four
subindices of the SIGI, with the lowest discrimination in Restricted physical integrity, and the highest
Discrimination in the family dimension (see Figure 9.1).

Figure 9.1. Level of discrimination in the SIGI dimensions

Restricted Civil Liberties

Restricted Access to Productive & Financial Resources

Restricted Physical Integrity

Discrimination in the Family
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World
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Indonesia

Note: Higher values in each SIGI dimension indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2019, the average labour force participation rate of women was 54%, representing a gap of 32
percentage points compared to that of men (see Table 9.1). With regards to the 25x25 target, between
2012 and 2019, the gender gap in the labour force participation rate decreased by one percentage point.
The gender pay gap in Indonesia stood at 18% in 2017, meaning that on average was estimated to be for
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each Rupiah earned by men, women earned between 82 Sen. On average, women’s part-time incidence
rate is 17 percentage points higher than for men. Between 2015 and 2017, women’s representation in
managerial positions increased from 22% in 2015 to 28% in 2017.

Table 9.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation
Part-time employment
Unemployment rate
Progress towards 25x25

Gender pay gap
Unpaid care and domestic work
Representation in managerial
positions

Years
2012
2017
2018
2019
2017
2016
2017
2018
2019
2012
2018
2019
2006
2017
2017
2015
2017

Indonesia
Women
Men
55%
55%
56%
54%
40%
6%
6%
6%
6%

G20 Average
Women
Men

87%
85%
85%
86%
23%
6%
6%
6%
6%
32%
29%
31%
25%
18%

22%
28%

No available data
78%
72%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.

Legal framework

Table 9.2. Key gender equality laws and international instruments
CEDAW
ILO conventions



Indonesia ratified the Convention on the Elimination of All Forms of Discrimination against Women
in 1984 and signed its Optional Protocol in 2000



Indonesia has ratified ILO Conventions 100 and 111, but not 156, 183 or 189.



Article 5 of Law 13/2003 on labour states that every individual shall have the same opportunity to
get a job without suffering discrimination and that every worker has the right to receive equal
treatment without discrimination from their employer (Article 6).



In 2015, the Government of Indonesia promulgated Regulation No. 78 of 2015 which mandates
that every worker is entitled to receive the same remuneration for work of the same value.



Women can work the same night hours as men and the legal framework does not prohibit women
from entering certain professions.



Article 82 of Law 13/2003 establishes that women workers are entitled to three months of paid
maternity leave. According to articles 82 and 84 of Law 13/2003, they receive 100% of their wages.

Legal Framework
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Legal reforms in
2020/21



In addition to maternity leave, Law 13/2003 provides for paternity leave of 2 days (Article 83(4)(e)).
The Ministerial Regulation No. 3 of 1989 prohibits employers from laying off women workers for
reasons of marriage, pregnancy or childbirth. This is similarly covered by Law 13/2003 (Article
153(1)(e)) which prohibits the dismissal of pregnant workers.



Nevertheless, the law does not mandate paid or unpaid parental leave. In addition, there is no
legislation on sexual harassment in employment and there are no legal provisions guaranteeing
mothers an equivalent position after maternity leave.



No legal reforms could be located.

National Action Plans & COVID-19 Response Policies
The Government of Indonesia established medium-term development plan (Rencana Pembanguanan
Jangka Menengah Nasional or RPJMN) (2020-2024). The “RPJMN, 2020–2024” is aimed at achieving
prosperous, fair, and sustainable development by 2024. The RPJMN also outlines specific priority issues
on gender equality, including goals on girls’ and women’s access to education and access to employment
(Government of Indonesia, 2020[6]).
To offset the negative impacts of the COVID-19 economic and health crises, the Government of Indonesia
expanded various in-kind support and cash transfer programs, both in terms of budget and a widening of
the beneficiary base. In addition, funds were made available to finance several cash-for-work programs.
To revitalise the economy, the budget for the Kartu Pra-Kerja program was doubled: it provides vouchers
to (re-)skill the unemployed. The additional funding will allow reaching MSMEs and informal workers
affected by COVID-19. Following a similar approach, the National Police’s Safety Program was launched.
Financial incentives are provided to bus, truck and taxi drivers to maintain the supply of basic needs
(Gentilini et al., 2020[7]).

Social norms and practices
Unpaid care and domestic work
In Indonesia and across the globe, women’s economic empowerment and labour inclusion is hampered
by unpaid care and domestic work. This time burden is one of the key drivers behind women’s lower labour
force participation rates and higher uptake of part-time work. In the Indonesian labour force market, the
key factors of women’s low labour force participation are marriage and childbearing (World Bank, 2020[8]).
Marriage significantly decreases labour force participation for all women except for those with tertiary
education. In rural areas, the gender gap in labour force participation widens, a married woman in rural
zones is 11 percentage points less likely to be working than a single woman (World Bank, 2020[8]). Social
norms play an important role in the unequal division of household labour. Social perceptions data shows
that the tasks associated with unpaid care work are overwhelmingly associated with women. In 2020, 73%
of Indonesian respondents agreed or strongly agree that “being a housewife is just as fulfilling as working
for pay” compared to 84% who reported this in 2017 (Haerpfer et al., 2020[9]); (OECD, 2019[10]).

Labour force segregation and the gender pay gap
Occupational segregation remains an issue in Indonesia, with women concentrated in lower productivity
sectors. In 2016, the services sector surpassed the agriculture sector as the major employer for Indonesian
women (World Bank, 2020[8]). Whereas the services sector is the main employer for women, agriculture
continues to be an important source of employment among women, with approximately 13 million women
working in the sector. (World Bank, 2020[8]). The norms that lead women to undertake the majority of
unpaid care and domestic work are related to those that encourage women to participate in some jobs and
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sectors of the labour force rather than others. Related to this, men’s paid labour seems to be more highly
valued than women’s. Attitudinal data shows that a majority (76%) agree that “when jobs are scarce, men
should have more right to a job than women” in 2020 compared to 54% in 2017 (Haerpfer et al., 2020[9]);
(OECD, 2019[10]). Nevertheless, there is emerging evidence that social norms are steadily changing, in
particular for young people and in urban areas. A recent survey highlighted that a significant percentage
of Indonesian urban young women are greatly motivated and invested in their profession and have
comparable professional goals as their male colleagues, while more men are starting to share some of the
unpaid work in the household (World Bank, 2020[8]).

Key policy recommendations for labour inclusion


Put in place policies that recognise, reduce and redistribute unpaid care and domestic work;



Enforce anti-discrimination laws which prevent employers from discriminating against women due
to their reproductive role;



Strengthen employers’ obligations to prevent sexual harassment in the workplace by putting in place
sanctions and providing guidelines for reporting procedures that protect victims from retaliation.

Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 9.3 reveals slight gender differences. Women and men
enjoy similar levels of account ownership at, respectively, 92% and 96% in 2017. Both women and men
have been able to save money in the past year in 2017, with 57% of women versus 68% of men.
In addition, the share of women that saved specifically to start, operate or expand a business marginally
decreased from 2% in 2014 to 1% in 2017. As to the female-to-male new entrepreneurial activity ratio,
women enjoy the same opportunities as men: for every 100 men who were nascent entrepreneurs or
owner-managers of new businesses in 2018, there were 101 women in the same situation. The share of
women business owners decreased, from 24% in 2017 to 21% in 2020.

Table 9.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity

Women business owners

Years
2014
2017
2014
2017
2014
2017
2015
2017
2018
2017
2018
2019
2020

Indonesia
Women
Men
83%
92%
49%
57%
2%
1%

92%
96%
65%
68%
3%
8%

G20 Average
Women
Men
76%

81%

10%

16%

1.00
0.69
1.01
24%
16%
20%
21%
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Share of employed who are
employers
Share of employed who are ownaccount workers

No data available
No data available

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[11]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[12]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[13]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[14]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

Legal framework

Table 9.4. Legal frameworks on finance and entrepreneurship


No legal restrictions on women’s rights to open a bank account at a formal financial institution could
be found.



Article 108 of the Civil Code represents a barrier to the acquisition of assets, as it prevents married
women from executing a deed or agreement on their behalf and from receiving any payment from
the latter without the consent of their husband. Although recent amendments to the law have
extended the same co-signing requirement to husbands. The equality guaranteed by the law is not
always enforced consistently. In addition, there is no law prohibiting discrimination by creditors on
the grounds of gender in accessing credit.



No relevant legal reforms could be located.

Legal Framework

Legal reforms in
2020/21

National Policies & COVID-19 Response Measures
The government launched a new National Women’s Financial Inclusion Strategy (SNKI-P) in June 2020,
intending to offer a comprehensive and gender-responsive programme to improve women’s access to
formal financial services, as well as equipping them with financial skills such as digital finance (Moorena,
Schaner and Setiabudi, 2020[15]). Further, Presidential Regulation No. 114 of 2020 on The National
Strategy of Inclusive Finance was established in Jakarta in December 2020 to support its implementation
(Cabinet Secretariat of the Republic of Indonesia, 2020[16]).
Indonesia’s National Medium-Term Development Plan (RPJMN) 2020-2024, as part of the national priority
on strengthening economic resilience for high-quality growth, aims to support start-ups and business
opportunities, which includes training on entrepreneurship for women (Government of Indonesia, 2020[17]).
In the context of COVID-19, Indonesia has expanded the coverage of its flagship Conditional Cash Transfer
Programme, “Program Keluarga Harapan PKH)” and doubled the benefit level for three months. In addition,
payments have become monthly rather than quarterly. The programme targets specifically pregnant and
lactating women and also offers women-specific services (UNDP, 2021[18]). For example, it provides
training on small business development (Asian Development Bank, 2018[19]).
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Social norms and practices
Financial inclusion and decision making in the household
A majority of respondents in Indonesia (62%) say that, in a family, women and men have about the same
influence when it comes to making important decisions about household finances. Only 19% say that men
have more influence, and 14% say that women have more influence (Pew Research Center, 2020[20]).
However, views seem to differ depending on whether the income is earned by the man or the woman. In
Indonesia, women and men’s traditional gender roles persist, despite some societal shifts in perceptions
related to gender norms. In a recent study, almost all interviewees viewed the husband’s role as the head
of the household and the one with ultimate decision-making power in the family. When it comes to financial
decision-making in the household, women have more control over their own earned income, which is an
enabler for greater economic empowerment (Women’s World Banking, 2021[21]). Indeed, it was found that
non-income-generating women were 7 percentage points less likely to control household income beyond
basic needs, and 3 percentage points less likely to control how their own money was spent or saved than
income-generating women (Women’s World Banking, 2021[21]).

Entrepreneurship and support systems
The entrepreneurial landscape seems to be still largely male-dominated, coupled with the persistence of
traditional gender roles. Women’s place is still viewed as at home, and when they work it is perceived as
the result of economic motivations rather than a desire for personal achievement, in the sense that women
work to support their families (Rita, Rabiah and Fahlevi, 2019[22]). While an ILO study found that 77% of
surveyed enterprises in Indonesia agreed that gender diversity helps enhance business outcomes, the
employees of half the companies surveyed consider that the corporate culture is male-dominated, with
more men (57%) than women (38%) saying so (International Labour Organization, 2020[23]). This is partly
reflected when looking at women’s representation at the top management level, which remains a challenge
in Indonesia, as they represent only 22% among the surveyed enterprises. Conversely, the survey also
revealed that almost 88% of respondents agreed or strongly agreed that women lead as effectively as men
– but women agreed more strongly than men (91% versus 85%, respectively) (International Labour
Organization, 2020[23]). Overall, the situation seems to be evolving but traditional gender roles continue to
restrict women’s full potential.

Key policy recommendations for financial inclusion


Make information related to account creation, including savings accounts, easy to understand
and accessible to all



Close the digital gender divide to increase women’s access to financial services and capital by
promoting access to and affordability and use of connected digital devices, and promoting ebanking and mobile money as well as other digital tools, including in rural areas.



Remove gender-based discriminations in terms of business registrations, licenses and
processing of loan applications



Ensure that training programmes for women entrepreneurs include a strong focus on digital
tools and financial literacy



Raise awareness on the importance and benefits of women-owned or women-led enterprises,
including wider public campaigns as well as specific approaches targeting firms themselves to
be more inclusive
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Undertake more research and strengthen efforts on reliable data collection to better understand
Indonesian women’s financial needs.



Collect better and comparable data on female entrepreneurs and women’s access to and use
of financial services to help identify the gender gaps, ensuring such data is representative of
women’s diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 18% of women in Indonesia reported having experienced physical and/or sexual intimate partner
violence (IPV) at least once in their lifetime which was below the G20 average of 26% (Table 9.5).
Moreover, in 2019, in Indonesia, 5% of women reported being subjected to IPV at least once in the prior
12 months, while 13% of women in G20 countries reported the same. When it comes to child marriage,
14% of girls in Indonesia reported being or having been married or in an informal union in 2019 compared
to 6% of boys. Across the G20, the average prevalence of girl child marriage was 12% in 2019. Indonesia
does not have internationally comparable data on the prevalence of non-partner sexual violence among
women and girls.
Reports from Indonesia showed a threefold increase in the total number of reported domestic violence
cases two weeks after the introduction of stay-at-home measures (OECD, 2021[24]). Moreover, in 2020,
the National Commission on Violence against Women reported a 6% increase in cases of violence against
women compared with 2019. The Commission reported 892 cases of VAW in May after the lockdowns
were implemented—the equivalent of 63% of all cases reported in all of 2019 (US Department of State,
2021[25]).

Table 9.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls
Prevalence of girl child marriage

2014
2019
2019

Indonesia

G20 Average

No data available
18%
26%
5%
13%
No data available

2014
2019

14%
14%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[26]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[27]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[10]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.
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Legal framework

Table 9.6. Legal frameworks on violence against women and girls

Legal
Framework

Legal reforms
in 2020/21



Indonesia ratified the Convention on the Elimination of All Forms of Discrimination Against Women
(CEDAW) in 1984.



Law No.12/2017 ratified the ASEAN Convention against the acts of human trafficking, especially
children and women. This ratification strengthens Indonesia's commitment to fighting the trafficking of
women and children.



Elimination of Domestic Violence Law No. 23 introduced in 2004, defines and prescribes criminal
penalties for domestic violence among family members but not former spouses or unmarried intimate
partners. This law also covers marital rape.



The Witness Protection Act No.13 (2006) includes provisions for temporary protection orders and
counselling for survivors. Moreover, the State Minister for Women Empowerment and Child Protection’s
Decree No.1/2010 on Minimum Services Standard for Integrated Services for Women and
Children Victims of Violence outlines services for victims.



Article 258 of the Penal Code defines rape as well as criminal penalties for the act including increased
penalties for aggravated forms of rape and sexual violence.



Indonesia does not have a specific legal provision that criminalises sexual harassment although it may
technically be prosecuted under the Penal Code as an ‘indecent public act’ (Article 281).



In 2006, the Ministry of Health banned the practice of female genital mutilation (FGM), officially making
it illegal for doctors and nurses to perform the procedure; however, in 2010 that regulation was replaced
by No.1636/2010 allowing medical practitioners to perform ‘female circumcision’.



In 2019, a reform to Law No. 1 of 1974 on Marriage raised the minimum legal age for marriage to 19
years for girls, with parental consent. Prior to this amendment, the Marriage Act allowed girls to legally
marry at the age of 16 years and boys to legally marry at the age of 19 years, with parental consent.



Laws No. 35/2014 and 17/2016 revised Law Number 23/2002 on Child Protection, strengthening the
protection of children from sexual crimes by including local governmental participation and more
sanctions for violators.



No legal reforms could be located.

National Action Plans & COVID-19 Response Policies
The National Medium-Term Development Plan (RPJMN) 2020-2024 aims to mainstream gender across
its seven priorities. Moreover, actions to address VAWG and child marriage are included among its policy
directions and strategies with specific targets set to strengthen prevention, develop integrated services,
and change mindsets (Ministry of Women Empowerment and Child Protection, 2021[28]). Furthermore, the
National Strategy for the Elimination of Violence against Children (Stranas PKTA) 2016- 2020 focuses on
the need for action to prevent violence against children and aims to help the government collect better data
and develop better support systems related to violence against children (Government of Indonesia,
2020[29]).
In the context of COVID-19, several policies were enacted to address VAWG. The Ministry of Women's
Empowerment and Child Protection and other line ministries developed a national protocol to facilitate safe
reporting and access to services for victims/survivors of violence against women (Government of
Indonesia, 2020[30]). Furthermore, the government took action to ensure the continuity of clinical services
that serve victims of sexual violence as well as mental health care for victims of VAW (UNDP, 2021[18]).
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Social norms and practices
VAWG and the COVID-19 pandemic
Globally, as well as in Indonesia, the measures taken to contain the spread of COVID-19 both obscured
and increased the prevalence of VAWG. Specifically, the economic vulnerabiliy provoked by th crisis has
played an important role in the prevalence of violence, including child marriage. Indeed, Indonesia’s
Ministry of Women Empowerment and Child Protection has indicated that the risk of girl child marriage
increased during the pandemic (Ministry of Women Empowerment and Child Protection, 2021[28]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted. In Indonesia, the percentage
of respondents who reported that a man can be justified in beating his wife in the 2017-20 period was
23.1% (Haerpfer et al., 2020[9]). A qualitative study of men’s attitudes toward violence against women
reveals that there remains widespread denial among men of the prevalence of violence against women,
that many continue to justify violence based on women’s behaviour, and finally that men, under the financial
stress of being a provider, are victims even while being perpetrators of violence (Nilan et al., 2014[31]). This
study attests to the close link that restrictive norms of masculinities—ideas and social standards about
what it means to be a ‘real’ man—have with the continued prevalence of VAW (OECD, 2021[32]).

Key recommendations to end VAWG


Pass laws to protect women from violence committed by former and current partners. Amend the
definition of domestic violence provided by the Elimination of Domestic Violence Law No. 23 to
include violence from former or current intimate partners regardless of familial relationship.



Pass legislation that addresses sexual harassment specifically. Ensure that this legislation offers
protection in all spheres of life including in education, the workplace, public places and online.



Collect consistent and comparable data to measure the prevalence of multiple forms of violence
against women and girls. This data should assess the prevalence of domestic violence—physical,
sexual, psychological, and economic—rape, sexual harassment (in public, at work, in education and
online), female genital mutilation, child marriage.



Ensure that data collected also accounts for women’s diverse identities (including age, race,
ethnicity, indigenous status, ability and more).



Develop and implement policies to identify, prevent and prosecute violence, harassment and
threats of violence against women and girls online.
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10 Italy
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, 2019, Italy achieves a score of 14 and ranks 9th
among 120 countries (OECD, 2019[1]). It presents very low to low levels of discrimination across all the
sub-indices of the SIGI, with the lowest levels of discrimination in restricted access to productive and
financial resources and restricted civil liberties, and highest discrimination in the family (see Figure 10.1).

Figure 10.1. Level of discrimination in the SIGI dimensions
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Note: Higher values in each SIGI dimension indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2020, the average labour force participation rate of women was 55%, representing a gap of 19
percentage points compared to that of men (see Table 10.1). With regards to the 25x25 target, between
2012 and 2020, the gender gap in the labour force participation rate decreased by one percentage point.
In Italy, the gender pay gap in 2018 was estimated to be 6%, meaning that on average, for each Euro
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earned by men, women earned only 94 cents. On average, women’s part-time incidence rate is 24
percentage points higher than for men. Furthermore, women spend nearly three times more time than men
on unpaid care and domestic work. Between 2014 and 2019, women’s representation in managerial
positions increased slightly from 27% to 28%. In 2020, 25% of young women were neither in employment
nor education and training (NEET) compared to 21% of young men (EIGE, 2020[3]).

Table 10.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate

Progress towards 25x25

Gender pay gap
The ratio of time spent on unpaid
care and domestic work
Representation in managerial
positions

Years

Italy
Women

Men

2012
2017
2018
2019
2020
2012
2015
2018
2019
2016
2017
2018
2019
2020
2012
2018
2020
2006
2016
2018
2017

53%
56%
56%
57%
55%
41%
32%
32%
32%
13%
13%
12%
11%
10%

74%
75%
75%
75%
74%
11%
8%
8%
8%
5%
5%
4%
4%
7%

2014
2017
2018
2019

27%
28%
27%
28%

G20 Average
Women
Men

20%
19%
19%
8%
6%
6%
2.8
73%
73%
73%
72%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[4]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[5]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[6]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.
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Legal framework

Table 10.2. Key gender equality laws and international instruments
CEDAW
ILO conventions

Legal Framework

Legal reforms in
2020/21



Italy ratified the Convention on the Elimination of All Forms of Discrimination against Women in
1985 and its Optional Protocol in 2000



Italy has ratified ILO Conventions 100, 111, 183, and 189, but not 156



Italian law 198/2006 (the so-called ‘Code for Equal Opportunities’) and Article 37 of the
Constitution mandate non-discrimination in employment.



Articles 28 and 27 of Law 198/2006 specifically covers equal remuneration for work of equal value
(recruitment, hiring, training, job advertisements and promotions, but does not specifically mention
terms and conditions or termination.



Article 3 of the Code for Equal Opportunities establishes a National Committee for Equal
Opportunities and the position of an ‘equal opportunity advisor’, appointed at national, regional and
provincial levels. Employers with more than 100 employees are required to provide a report every
two years to the staff representative and the equal opportunity advisor, which illustrates the situation
of employed personnel (in terms of men and women employees), their training, career
opportunities, level of salaries, etc. The law provides significant administrative sanctions for failure
to submit this report. Depending on the findings, the Labour Courts may order the employer to
remove the effects resulting from discriminatory acts or conduct. If the employer refuses to follow
the orders of the Labour Court, they can be subject to criminal sanctions.



Articles 2, 16 and 22 of the Legislative decree 151 of 2001 established a mandatory minimum
length of maternity leave at 150 calendar days. During the allocated leave, the government is
responsible for financing 80% of the woman’s wages and/or a partially paid parental leave of up to
26 weeks at 30% of wages (Legislative decree 92/2012, Article 4.24; Legislative decree 151/2001,
Articles 28, 29, 32, and 34).



In 2019, the Budget Law granted pregnant women the right to take mandatory maternity leave
after childbirth (Government of Italy, 2019[7]). Furthermore, the mandatory leave for employed
fathers has been confirmed by Act 232/2016, envisaging a two-day-parental leave for 2017 and a
four-day leave for 2018 – to be used also in a non-continuous manner - to which an additional day
can be added, upon prior agreement with the mother and only in her replacement, with regard to
her mandatory leave period. In 2019, the Budget Law extended the mandatory paternity leave while
raising the length of the leave from four to five days.



Article 26 of Law 198/2006 specifically addresses sexual harassment, defined as “any unwanted
conduct, physical, verbal or not verbal, having sexual character and the purpose or effect of
violating the dignity of a worker and creating an intimidating, hostile, degrading, humiliating or
offensive environment’.



Since 2020, upon renewal of the corporate bodies, Italian listed companies will have to increase
the quota reserved for the less represented gender from 1/3rd to 2/5th (Government of Italy, 2019[8]).



The Italian Budget Law for the year 2021 increased the duration of paid paternity leave from 7 to
10 working days (Government of Italy, 2021[9]).

National Action Plans & COVID-19 Response Policies
In May 2021, Italy introduced the National Recovery and Resilience Plan (NRRP) against the backdrop of
the COVID-19 pandemic. Under the plan’s fifth mission on the labour market and training policies, social
inclusion and territorial cohesion, Italy is planning to implement a gender equality certification scheme to
“support and encourage companies to adopt policies able to reduce the gender gap” (Government of Italy,
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2021[10]). Moreover, Italy intends to launch its 2021-2025 Gender Equality Strategy which is closely aligned
to the NRRP’s measures on advancing gender equality and is organised around five key pillars – work,
income, skills, sharing of family care burdens and leadership (Government of Italy, 2021[11]).
To discourage layoffs provoked by the COVID-19 pandemic, the Government of Italy paid benefits to
employees, amounting to 80% of their salary, given that their companies interrupted their activities (valid
until 31 October 2020). In addition, the Government decided that layoff procedures initiated after 23
February 2020 had to be suspended until 31 January 2021. The self-employed and small businesses
received support via a direct grant scheme. Moreover, to preserve jobs in Southern Italy, private employers
benefitted from a scheme that reduced the required social security contributions to be paid. The Relaunch
Decree (Law No. 27/2020) detailed specific support to families and workers, including childcare vouchers
for workers with children below the age of 12 who decided not to take parental leave. Otherwise, parents
with children of this age group were entitled to take leave for up to 30 (combined) days while receiving 50
per cent of the salary paid by the state. Absence from quarantine would be considered as sick leave, with
the costs paid by the state. Parents active in the private sector and with children younger than 14 years
had the right to work from home if the other parent is working and nobody in the family benefits from social
assistance measures (World Bank, 2021[12]; Gentilini et al., 2020[13]).

Social norms and practices
Unpaid care and domestic work
Whether women participate in the labour force or not, the burden of unpaid care work remains squarely on
their shoulders. In Italy, women spend five hours per day on unpaid care and domestic work compared to
only two hours for men. Social norms play a crucial role in the unequal division of household labour with,
53% reported agreeing or strongly agreeing in 2020 that “when a mother works for pay, the children.
Furthermore, a high percentage (50%) agrees that “being a housewife is just as fulfilling as working for
pay” (Haerpfer et al., 2020[14]); (OECD, 2019[15]). The Coronavirus (COVID-19) pandemic has further shed
light on how deeply entrenched the social norms surrounding household responsibilities remain. In Italy in
2021, 58% of respondents reported thinking that gender equality between men and women will revert to
what it was before the pandemic and 65% of respondents said that “Coronavirus has impacted both men
and women equally” (IPSOS, 2021[16]).

Labour force segregation and the gender pay gap
Inequalities in the labour market can also be observed in the treatment of women. In 2020, only 27% of
respondents think that having employers paying women the same as men for the same work would have
a positive impact to help achieve gender equality in Italy compared to 32% in 2018. In 2021, a smaller
percentage of men respondents (17%) than women respondents (25%) reported feeling supported by their
employer as a result of the COVID-19 pandemic (IPSOS, 2021[16]). Sectoral segregation is also an issue
in the Italian labour market that drives gender pay gaps which in turn puts women at a financial
disadvantage that can have lasting impacts throughout their lifetime. In 2020, Italian women earned EUR
3 000 less than then men per year (Statistica, 2021[17]). The gender pay gap is much wider in certain
industries such as banking and financial services. With regards to the gender pay gap, in 2021, in Italy,
44% of survey respondents reported that “closing the gender pay gap is important and should be one of
our top priorities right now and 60% reported that “people should have the right to know what other
colleagues doing the same work are paid” (IPSOS, 2021[16]).
Beliefs about some professions being suitable for men while others are suitable for women impacts the
career aspirations of both, thus reproducing segregation in the labour force. Data on social perceptions
shows that overall, being a nurse, care worker child care provider is a job most view as being done by
women, while being an IT worker, delivery driver, bankers and police officers are viewed as jobs being
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mostly performed by men (IPSOS, 2021[16]). For instance, in 2021, 38% of respondents consider that
people who provide childcare, including nurses, childminders and nannies, is mostly made up of women
and nearly 51% of respondents think that that they are paid too little. In addition, 63% of respondents think
that computer engineers are a job that is mostly made up of men (IPSOS, 2021[16]).

Key policy recommendations for labour inclusion


Put in place policies that recognise, reduce and redistribute unpaid care and domestic work;



Enforce anti-discrimination laws which prevent employers from discriminating against women due
to their reproductive role;



Strengthen employers’ obligations to prevent sexual harassment in the workplace by putting in place
sanctions and providing guidelines for reporting procedures that protect victims from retaliation

Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 10.3 reveals slight gender differences. Women and men
enjoy similar levels of account ownership at, respectively, 92% and 96% in 2017. Both women and men
have been able to save money in the past year in 2017, with 57% of women versus 68% of men.
In addition, the share of women that saved specifically to start, operate or expand a business decreased
from 2% in 2014 to 1% in 2017. As to the female-to-male new entrepreneurial activity ratio, women enjoy
fewer opportunities than men: for every 100 men who were nascent entrepreneurs or owner-managers of
new businesses in 2019, there were 60 women in the same situation. The share of women business
owners remained stable, with 26% in 2017 to 25% in 2020.
With regards to the share of employed who are employers and own-account workers, there are more men
than women in this category, at 7% and 17% respectively for 2019, compared to 4% and 11% of women
for the same year. This has been consistent since 2012.
To better understand these differences in Italy, a closer look at the legal framework as well as norms and
practices in this area can illuminate some of the gender dynamics and what actions may be taken to ensure
financial inclusion for women.

Table 10.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity
Women business owners

Years
2014
2017
2014
2017
2014
2017
2015
2017
2018
2019
2017

Italy
Women

Men

83%
92%
49%
57%
2%
1%

92%
96%
65%
68%
3%
8%

G20 Average
Women
Men
76%

81%

10%

16%

0.40
0.38
0.51
0.60
26%
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Share of employed who are
employers

Share of employed who are ownaccount workers

2018
2019
2020
2012
2017
2018
2019
2012
2017
2018
2019

26%
25%
25%
4%
4%
3%
4%
12%
11%
12%
11%

8%
7%
7%
7%
19%
18%
17%
17%

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[18]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[19]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[20]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[21]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

Legal framework

Table 10.4. Legal frameworks on finance and entrepreneurship


The law stipulates that women have the same rights as men to open a bank account and obtain
credit at a formal financial institution. The Code of Equal Opportunities (Decree No. 198/2006,
Articles 52-54), which was followed by the implementation of Directive 2010/41/EU, provides for
positive actions in promoting female self-employment through measures that favour access to bank
credits and public funds and promote the presence of businesses owned or managed by women,
including the creation of a Special Guarantee Fund for businesswomen (Fondo di Garanzia
Speciale) and the stipulation of a protocol of agreement with the Association of Italian Banks.



No recent legal reforms could be located.

Legal Framework

Legal reforms in
2020/21

National Policies & COVID-19 Response Measures
In view of facilitating access to credit, since 2013 the government is providing a public guarantee
mechanism that covers the financial operations aimed at carrying out activities implemented by female
enterprises. Over 16 000 women’s enterprises have benefitted from this scheme, and bank branches that
are involved in this operation represent 42% of the branches in this sector (Government of Italy, 2019[7]).
In 2019, the Association of Italian Banks launched the programme “Women in Banks” in collaboration with
banks and financial companies to strengthen their corporation regulations and policies according to gender
equality principles (Government of Italy, 2019[7]). Furthermore, the Italian government provided additional
5 million euros to the Special Section of the Fund for SMEs dedicated to women entrepreneurship. Over
the recent years, the Italian government has placed special attention to innovative firms, and enacted
legislation in 2012 and 2015 to stimulate entrepreneurship and in particular the development of innovative
start-ups and SMEs. Such SMEs can access the Guarantee Fund for free. Smart & Start Italy is the main
financing programme dedicated to innovative start-ups at the national level, with a total budget of about
EUR 260 million, and operates since 2014 (OECD, 2021[22]). In particular, the loan coverage rate goes up
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to 90% for women-launched start-ups, or for start-ups that are launched by under 35 years olds. There is
also a wide range of local measures, for example, the one launched in 2019, is supporting financially
projects led by innovative SMEs or women-led SMEs that are supporting innovation (OECD, 2021[22]).
In the context of COVID-19, Italy has released the “Liquidity Decree” in April 2020 and converted it into
Law No. 40/2020, with measures to assist businesses through loan guarantees, government assumption
of non-market risks, and some targeted tax relief. (KPMG Global, 2020[23])

Social norms and practices
Financial inclusion and decision making in the household
While overall it would appear that men and women have equal say on household finances, with 59% saying
that, in a family, women and men have about the same influence when it comes to making important
decisions about household finances, still, 30% say that men have more influence, and 10% only say that
women have more influence (Pew Research Center, 2020[24]). In addition, daily tasks such as managing
finances and paying bills appear to be more generally associated with men, with 18% of respondents in
2020 saying this task is almost exclusively performed by men while 14% said it is almost exclusively
performed by women (IPSOS, 2020[25]). However, social norms related to household financial decisionmaking seem to have changed since the 1990s, when a pension reform affected several households in a
way that they would have reduced future public pension benefits. This notably led affected households to
assign economic headship according to spouses' relative skills. A study in this regard suggests that gender
parity in family financial decision-making can be accelerated with policy reforms that reduce government
safety net programmes, such as pension reforms, for example, as they increase efficient financial decisionmaking in the household (Zaccaria and Guiso, 2020[26]).

Entrepreneurship and support system
Women in Italy face a gendered division of labour in the family, as strong stereotypical gender roles that
categorise men as breadwinners and women as responsible for looking after the family persist. Indeed, on
average, Italian women spend 5 hours and 10 minutes on unpaid work, compared to 2 hours and 18
minutes for men. This may also partly explain why few women choose an entrepreneurial career (OECD,
2021[22]). Social norms seem to shape women and men’s perceptions of their ability to be an entrepreneur.
Men are 2.3 times more likely than women to think that they can access start-up funds (Lewis-Frayne,
Rabellotti and Subacchi, 2020[27]). The share of female entrepreneurs is higher in the South than in North
or Central Italy – namely 33% in the South compared to 20% in the North and Centre. This is closely related
to higher unemployment rates in the South of Italy, where women’s entrepreneurial motivation is grounded
in obtaining a higher income. Moreover, women-operated businesses tend to be smaller than men’s and
are concentrated in the agricultural and service sectors. Within the latter, hairdressers, laundrettes and
beauty shops account for more than half of women-led businesses. And even in the manufacturing sector,
women-led businesses are concentrated in traditionally feminine areas, notably textiles, clothing and shoes
(Lewis-Frayne, Rabellotti and Subacchi, 2020 [27]). These sectors are often less profitable as they attract,
among other things, less investment. To help women access finance, Unicredit, Unicredit Leasing and the
EIB group provide funding to innovative SMEs that are managed and/or controlled by women (European
Investment Bank and Innovative Finance Advisory, 2019 [28]). Further barriers for Italian women
entrepreneurs include limited access to networks and training on business management: only 12% of
women receive entrepreneurship training, and 28% of women versus 46% of men entrepreneurs indicate
other businesses as a source of learning and information (Lewis-Frayne, Rabellotti and Subacchi, 2020[27]).
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Key policy recommendations for financial inclusion


Make information on funding mechanisms, trainings and women’s networks related to
entrepreneurship more widely available and well-communicated, taking into account regional
discrepancies between the North and South



Close the digital gender divide to facilitate women’s access to financial services by promoting
access to and affordability and use of connected digital devices, and promoting e-banking and
mobile money as well as other digital tools, including in rural areas.



Establish training programmes with a strong focus on enhancing women entrepreneurs’ digital
skills.



Develop incubator and acceleration programmes for women entrepreneurs to boost their
confidence, especially with regards to their financial and STEM education.



Strengthen the provision of care services and reduce gender stereotyping and norms that
prevent an equal distribution of care responsibilities between partners through both traditional
and online media channels, to create a more enabling environment for women entrepreneurs.



Collect better and comparable data on female entrepreneurs and women’s access to and use
of financial services to help identify the gender gaps, ensuring such data is representative of
women’s diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 19% of women in Italy reported having experienced physical and/or sexual intimate partner
violence (IPV) at least once in their lifetime which was below the G20 average of 26% (Table 10.5). This
prevalence rate observed in 2019 is on par with the rates reported in 2014 (19%). Moreover, in 2019, in
Italy, 6% of women reported being subjected to IPV at least once in the prior 12 months, while 13% of
women in G20 countries reported the same. In 2014, 5% of women aged 18–74 years reported being
subjected to non-partner sexual violence. When it comes to child marriage, 0% of girls in Italy reported
being, or having been married or in an informal union in 2019, for boys, this figure was also 0%. Across
the G20, the average prevalence of girl child marriage was 12% in 2019.
In March and April 2020, the Department of Equal Opportunity’s hotline recorded a 73% increase in the
number of calls compared to the same period in 2019. It was estimated that in 93% of cases the incidents
took place at home and in 64% of cases children were present (US Department of State, 2021[29]).

Table 10.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Italy

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls

2014
2019
2019

19%
19%
6%

26%
13%
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Lifetime prevalence of non-partner sexual violence
among women and girls1
Prevalence of girl child marriage

2014

5%

2014
2019

0%
0%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[30]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[31]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[15]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

Legal framework

Table 10.6. Legal frameworks on violence against women and girls


Italy ratified the Council of Europe Convention on preventing and combating violence against women and
domestic violence, “the Istanbul Convention” in 2013. Shortly after Italy enacted Law 119/2013 which
strengthened measures against crimes such as domestic violence, sexual violence, rape, and
‘persecutory acts’ (i.e. stalking), improved protections and transparency for victims and provided for an
‘Extraordinary plan against sexual and gender-based violence.



Law 38/2009 criminalises stalking and allowed victims the possibility of requesting the police a warning
before and/or without having to file a criminal lawsuit against the perpetrator.



Law Decree No. 80/2015 grants women victims of violence special paid leave and Law 4/2018 includes
measures in favour of orphans of a victim of domestic violence.



Law 69/2019 (“Codice rosso”) imposes harsher penalties for crimes of domestic and gender-based
violence. The law ascribes more serious criminal penalties for rape, including spousal rape, criminalizes
the physical abuse of women (including by family members) forced marriage and revenge porn, provides
for the expedited prosecution of perpetrators and aims to help shield victims from publicity.



Law 198 (2006) addresses sexual harassment, “any unwanted conduct, physical, verbal or not verbal,
having sexual character and the purpose or effect of violating the dignity of a worker and creating an
intimidating, hostile, degrading, humiliating or offensive environment’. The law provides civil remedies,
not criminal sanctions.



Law 7/2006 introduced measures to prevent and punish FGM, and violators are subject to criminal
penalties.



The Civil Code establishes 18 years as the legal age of marriage for both sexes, although women and
men who have reached the age of 16 years may legally marry with the permission of the court. Moreover,
forced marriage is subject to criminal penalties.



The presidential decree of 17 December 2020 created the “Fund for the income of freedom for women
victims of violence” (Fondo per il reddito di liberta' per le donne vittime di violenza) which aims to
support women and their families by increasing the financial autonomy and ability to escape violent
situations.

Legal
Framework

Legal reforms
in 2020/21

National Action Plans & COVID-19 Response Policies
After Italy’s ratification of the Istanbul Convention in 2013 Italy adopted the “Extraordinary action plan
against sexual and gender-based violence”, which included multiple public policies to combat the
1

Proportion of women aged 18–74 years experiencing sexual violence perpetrated by someone other than an intimate
partner at least once in their lifetime.
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phenomenon of VAW and support victims through the allocation of 40 million euros. The subsequent plan
covering 2015-2017 allocated additional funds to support anti-violence centres and shelters throughout the
country. National Strategic Plan on Male Violence against Women, 2017 – 2020 aimed to improve
investigation, monitoring, and data collection. Approved in 2018, the Operational Plan, aimed to
complement the National Strategic Plan by translating its objectives into concrete actions (Government of
Italy, 2019[7]).
In the context of the COVID-19 pandemic, Italy established several policies to respond to VAWG. The
government established partnerships with hotels and pharmacies, to increase the number of access points
for VAW-related services and the number of temporary shelters available to survivors. In addition, National
Statistical Office (Iztituto Nazionale di Statistica) has been disseminating regular national- and regionallevel data on gender-based violence during COVID-19, including specific data on the type of violence and
the location (UNDP, 2021[32]).

Social norms and practices
VAWG and the COVID-19 pandemic
Throughout the globe, the COVID-19 pandemic both concealed and often increased the prevalence of
VAWG. The Italian National Network of Shelters for women subjected to gender-based violence (D.I.R.E.)
also found that 28% of the women reaching out for help between March and April 2020 had never
previously done so. This figure was much lower than in 2018 when 78% of all requests were from women
who had never previously requested assistance. This was alarming to the network as it signalled the
potential that many more women were facing violence but unable to seek assistance (D.I.R.E, 2020[33]). In
2021, 21% of respondents said that allocating more support for women and girls who face violence or
abuse was one of the most important things Italy could do to ensure that the programme for recovery after
the Coronavirus pandemic addresses issues facing women (Ipsos, 2021[34]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted. In Italy, the percentage of
respondents who reported that domestic violence against women is acceptable under some circumstances
was only 2.5% in 2016 (EIGE, n.d.[35]). Moreover, 88% reported that domestic violence against women is
unacceptable and should always be punishable by law while 7% said it should not always be punishable
by law (EIGE, n.d.[35]).

Key recommendations to end VAWG


Enact legislation that specifically covers sexual harassment in public places, in educational
establishments and online.



Consider programmes that work with men and boys as allies as well as perpetrators to prevent
violence and recidivism.



Continue efforts to support a culture of awareness of and zero-tolerance towards violence. Establish
communications campaigns aimed at individuals and organisations (in both the public and private
sectors) that share information on the rights and services available to survivors of violence.
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Collect consistent and comparable data to measure the prevalence of multiple forms of violence
against women and girls. This data should assess the prevalence of domestic violence—physical,
sexual, psychological, and economic—rape, sexual harassment (in public, at work, in education and
online), female genital mutilation, child marriage.



Ensure that data collected also accounts for women’s diverse identities (including age, race,
ethnicity, ability and more).



Develop and implement policies to identify, prevent and prosecute violence, harassment and threats
of violence against women and girls online.

References

D.I.R.E (2020), Violenza-Covid19: 2867 donne si sono rivolte ai centri antiviolenza D.i.Re
durante il lockdown, https://www.direcontrolaviolenza.it/violenza-covid19-2867-donne-sisono-rivolte-ai-centri-antiviolenza-d-i-re-durante-illockdown/?fbclid=IwAR30aTqucE4tGxw608sXTFfz3i955JMU7Tzp37AekQMxAC9569QMii98ow.

[33]

Demirgüç-Kunt, A. et al. (2018), The Global Findex Database 2017: Measuring Financial
Inclusion and the Fintech Revolution, World Bank, https://globalfindex.worldbank.org/.

[18]

EIGE (2020), Gender Statistics Database, https://eige.europa.eu/gender-statistics/dgs.

[3]

EIGE (n.d.), Gender Statistics Database: Attitudes and Perceptions,
https://eige.europa.eu/gender-statistics/dgs/browse/genvio/genvio_att (accessed
on July 2021).

[35]

Elam, A. et al. (2019), GEM 2018/2019 Women’s Entrepreneurship Report,
https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report
(accessed on 2 December 2021).

[19]

European Investment Bank and Innovative Finance Advisory (2019), Why are women
entrepreneurs missing out on funding? Reflections and considerations. Executive summary,
https://www.eib.org/attachments/thematic/why_are_women_entrepreneurs_missing_out_on_f
unding_summary_en.pdf (accessed on 29 September 2021).

[28]

Gentilini, U. et al. (2020), Social Protection and Jobs Responses to COVID-19: A Real-Time
Review of Country Measures, World Bank.

[13]

Government of Italy (2021), Budget Law 2021, https://www.mef.gov.it/en/focus/The-2021Budget-Law-00001/ (accessed on 23 August 2021).

[9]

Government of Italy (2021), National Recovery and Resilience Plan,
https://www.governo.it/en/articolo/italian-national-recovery-and-resilience-plan/17027
(accessed on 19 October 2021).

[10]

Government of Italy (2021), Strategia Nazionale sulla parità di genere 2021-2025: la Ministra
Bonetti riunisce le amministrazioni coinvolte, http://www.pariopportunita.gov.it/news/strategianazionale-sulla-parita-di-genere-2021-2025-la-ministra-bonetti-riunisce-le-amministrazionicoinvolte/ (accessed on 19 October 2021).

[11]

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

174 
Government of Italy (2019), Gazzetta Ufficiale, Serie Generale n.304 del 30-12-2019,
https://www.gazzettaufficiale.it/gazzetta/serie_generale/caricaDettaglio?dataPubblicazioneGa
zzetta=2019-12-30&numeroGazzetta=304 (accessed on 23 August 2021).

[8]

Government of Italy (2019), Twenty-fifth anniversary of the Fourth World Conference on Women
and adoption of the Beijing Declaration and Platform for Action (1995) - Italy,
https://www.unwomen.org/-/media/headquarters/attachments/sections/csw/64/nationalreviews/italy.pdf?la=en&vs=3112 (accessed on 23 September 2020).

[7]

Haerpfer, C. et al. (2020), World Values Survey: Round Seven - Country-Pooled Datafile.
ILOSTAT (n.d.), Labour statistics for the Sustainable Development Goals (SDGs),
https://ilostat.ilo.org/topics/sdg/ (accessed on 2 December 2021).

[14]
[6]

IPSOS (2021), International Women’s Day 2021,
https://www.ipsos.com/sites/default/files/ct/publication/documents/202103/final_report_iwd2021.pdf (accessed on 17 August 2021).

[16]

IPSOS (2020), Global Advisor: Global attitudes toward gender, http://r,
https://www.ipsos.com/sites/default/files/ct/news/documents/2020-01/global-advisor-gender2020.pdf.

[25]

Ipsos (2021), International Women’s Day 2021, Ispso, London,
https://www.ipsos.com/sites/default/files/ct/publication/documents/202103/final_report_iwd2021.pdf.

[34]

KPMG Global (2020), Italy: Government and institution measures in response to COVID-19,
https://home.kpmg/xx/en/home/insights/2020/04/italy-government-and-institution-measuresin-response-to-covid.html.

[23]

Lewis-Frayne, H., R. Rabellotti and P. Subacchi (2020), Investing in women: what women-led
businesses in Italy and the UK need, http://www-3.unipv.it/wwwscpol/echo/open.php?id=1187
(accessed on 29 September 2021).

[27]

Mastercard (2020), The Mastercard Index of Women Entrepreneurs 2020 Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf.

[20]

OECD (2021), Entrepreneurship Policies through a Gender Lens, OECD,
https://doi.org/10.1787/71c8f9c9-en.

[22]

OECD (2019), Gender, Institutions and Development Database (GID-DB), OECD,
https://oe.cd/ds/GIDDB2019 (accessed on 18 May 2020).

[15]

OECD (2019), SIGI 2019 Global Report: Transforming Challenges into Opportunities, Social
Institutions and Gender Index, OECD Publishing, Paris, https://dx.doi.org/10.1787/bc56d212en.
OECD (n.d.), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608 (accessed on 2 December 2021).
OECD (n.d.), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r (accessed on
2 December 2021).

[1]

[21]

[5]

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

 175
OECD Development Centre (2014), Gender, Institutions and Development Database (GID-DB)
2014, https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014 (accessed on
19 March 2020).

[31]

OECD Development Centre/OECD (2019), “Gender, Institutions and Development (Edition
2019)”, OECD International Development Statistics (database),
https://dx.doi.org/10.1787/ba5dbd30-en (accessed on 26 August 2021).

[2]

OECD, ILO (2019), Women at Work in G20 countries: Progress and policy action,
http://www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf (accessed on
2 September 2020).

[4]

Pew Research Center (2020), Spring 2019 Global Attitudes Survey,
https://www.pewresearch.org/global/2020/04/30/worldwide-optimism-about-future-of-genderequality-even-as-many-see-advantages-for-men/.

[24]

Statistica (2021), Statistica - Women in Italy, https://www.statista.com/study/102874/women-initaly/.

[17]

UN Women (n.d.), Global Database on Violence Against Women, https://evaw-globaldatabase.unwomen.org/en (accessed on 2 December 2021).

[30]

UNDP (2021), COVID-19 Global Gender Response Tracker, https://data.undp.org/gendertracker/
(accessed on June 2021).

[32]

US Department of State (2021), 2020 Country Reports on Human Rights Practices: Italy,
https://www.state.gov/reports/2020-country-reports-on-human-rights-practices/italy/.

[29]

World Bank (2021), Workbook: AID-COVID19, https://dataviz.worldbank.org/views/AIDCOVID19/Overview?:embed=y&:isGuestRedirectFromVizportal=y&:display_count=n&:showA
ppBanner=false&:origin=viz_share_link&:showVizHome=n#2 (accessed on 23 August 2021).

[12]

Zaccaria, L. and L. Guiso (2020), From Patriarchy to Partnership: Gender Equality and
Household Finance, Elsevier BV, https://papers.ssrn.com/abstract=3652376.

[26]

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

 177

11 Japan
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, Japan achieves a score of 24 and ranks 54th
among 120 countries (OECD, 2019[1]). It presents low levels of discrimination across the four sub-indices
of the SIGI, with the lowest discrimination in the family, and highest discrimination in restricted access to
productive and financial resources (see Figure 11.1).

Figure 11.1. Level of discrimination in the SIGI dimensions

Restricted Civil Liberties
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Note: Higher values in each SIGI dimensions indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2020, the average labour force participation rate of women was 71%, representing a gap of 16
percentage points compared to that of men (see Table 11.1). With regards to the 25x25 target, between
2012 and 2020, the gender gap in the labour force participation rate decreased by five percentage points.
The gender pay gap in Japan was estimated to be 23% in 2018, meaning that on average, or each Yen
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earned by men, women earned only 77 Sen. On average, women’s part-time incidence rate is 25
percentage points higher than for men. Furthermore, women spend nearly five times more time than men
on unpaid care and domestic work. Between 2015 and 2019, women’s representation in managerial
positions increased slightly from 13% to 15%.

Table 11.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate

Progress towards 25x25

Gender pay gap
Ratio of time spent on unpaid care
and domestic work
Representation in managerial
positions

Years

Japan
Women
Men

2012
2017
2018
2019
2020
2012
2017
2018
2019
2016
2017
2018
2019
2020
2012
2019
2020
2005
2017
2018
2019
2017

63%
69%
71%
73%
73%
45%
37%
38%
39%
3%
3%
2%
2%
3%

2015
2017
2018
2019

13%
13%
15%
15%

G20 Average
Women
Men

84%
86%
86%
86%
87%
16%
12%
13%
14%
3%
3%
3%
3%
3%
21%
14%
16%
33%
25%
24%
23%
4.8
88%
87%
85%
85%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.
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Legal framework

Table 11.2. Key gender equality laws and international instruments
CEDAW



Japan ratified the Convention on the Elimination of All Forms of Discrimination against Women in
1985.



Japan has ratified ILO Convention 100 (Equal Remuneration) and 156 (Workers with Family
Responsibilities). Japan has not acceded to Conventions 111 (Discrimination in Employment and
Occupation), 183 (Revision of Maternity Protection) and 189 (Domestic Workers) despite
recommendations from international human rights mechanisms to do so



The Act on Securing of Equal Opportunity and Treatment between Men and Women in
Employment prohibits discriminatory treatment by gender. The prohibition extends to recruitment
and employment; assignment, promotion, demotion, training, fringe benefits, change in job type
and employment system, retirement, dismissal and contract renewal. Job advertisements and
selection criteria are not expressly covered. Through revisions to the Act in 2006, indirect
discrimination is prohibited as well. Indirect discrimination is defined as measures that, based on
conditions other than sex, are practically disadvantageous to a substantial extent against members
of one sex compared to members of the other and are without any reasonable justification.



The adoption of the Act on the Promotion of Women’s Participation and Advancement in the
Workplace in 2015, seeks to further empower women in employment, including non-regular
workers



In 2019, to further strengthen women’s advancement in the workplace, the government-mandated
the enlargement of the scope of general employers required to establish action plans to include
private companies with 101 or more permanent employees and strengthened the obligation to
disclose information on the promotion of women.



In addition, article 4 of the Labour Standards Act sets the principle of equal remuneration between
male and female workers. It determines the discriminatory treatment of women concerning wages
based on gender as illegal.



The Labour Standards Act, 1947 prohibits women from entering certain professions, including
mining. There are no restrictions for women to work the same hours as men. The Act guarantees
paid maternity leave that can be taken for a total of 14 weeks and is paid at 67% of the wage
(National Health Insurance Act). Maternity leave includes six weeks before birth, the remaining
eight weeks after birth, six weeks of which are obligatory. All women employees are eligible for
Maternity leave, but only those covered by the Employees’ Health Insurance systems are eligible
for maternity benefit payments. This means that women enrolled in the National Health Insurance
system (including special national health insurance societies), such as self-employed women, or
part-time or casual employees, are not eligible for Maternity payments. The benefit payment is taxfree and the recipients are exempted from social insurance contributions.



There is no statutory entitlement to paternity leave in Japan.



In 2019, the National Diet passed legislative reforms to prevent and address power harassment in
the workplace. The amendments of the Labour Policy Comprehensive Promotion Act entered into
force in June 2020 for large companies. The anti-harassment law emphasises employers’
responsibility to prevent sexual harassment, harassment against pregnant women, and harassment
based on power relationships.



In March 2020, the Japanese pension system was reformed by expanding the range of part-time
workers who can join the kōsei nenkin public pension program for corporate employees. The
measure is aimed at increasing the number of people, especially women and elderly workers who

ILO conventions

Legal Framework

Legal reforms in
2020/21
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tend to hold part-time jobs, paying into the system. Companies with 101+ staff will be subject to the
reform as of October 2022 (Government of Japan, 2020[6]).


On 3 June 2021, the government enacted a bill to revise the child and family care leave law, to be
debated in parliament in 2022. Fathers would benefit from more flexibility and more leave when
taking paternity leave soon after childbirth. The law would also oblige companies to inform
employees of childcare leave systems and confirm their intention to use them (Government of
Japan, 2021[7]).

National Action Plans & COVID-19 Response Policies
In December 2020, the Japanese government approved the Fifth Basic Plan for Gender Equality “Toward
a Reiwa Society Where All Women and Girls Can Thrive and Achieve Their Full Potential”. The plan
comprises a policy direction, specific initiatives and 89 targets to be met by 2025, and focuses on the
following key areas: expansion of women’s participation in all fields; realisation of safe and secure living;
and establishment of the foundation for a gender-equal society. The promotion of gender equality in
employment and work-life balance is one of the objectives of the first pillar on the expansion of women’s
participation in all fields). The specific targets focus, for example, on increasing the share of women in
leadership to 30%, attaining that 70% of the labour force takes annual paid leave or that 30% of working
fathers take parental leave (The Japan Institute for Labour Policy and Training, 2021[8]) (Government of
Japan, 2021[7]).
The Government of Japan included in its COVID-19 response policy measures subsidies for telework,
which were paid to firms to cover additional costs. Next to state support for firms, several measures
benefitting the employee directly were set up. Specifically, Japan enacted a paid sick leave scheme, where
a subsidy reimbursed two-thirds of the leave allowance for an SME employer, or half for a large enterprise.
A subsidy was also paid to employers who allowed female pregnant employees to take paid leave due to
stress caused by COVID-19 when recommended by a doctor. In addition, parents benefitted from
additional childcare allowances or temporary special benefits for single-parent households. It is also worth
noting that the Japans Fifth Basic Plan for Gender Equality promotes work-life balance by including a target
for the achievement of a 30% childcare leave-taking rate among men in private enterprises by 2025
(Government of Japan, 2021[9]).
Financial compensation was given to employees and the self-employed, who had to take paid leave to
care for their children when schools were closed. The Ministry of Health, Labour and Welfare requested
that day-care centres would remain open with spots secured for children of essential workers during the
state of emergency (ILO, 2021[10]; Gentilini et al., 2020[11]).

Social norms and practices
Unpaid care and domestic work
This time burden on unpaid care and domestic work disproportionally borne by women impacts female
labour force participation rates as well as women's ability to pursue education, employment and
entrepreneurship. In Japan, women spend approximately four hours per day on unpaid care and domestic
work compared to less than one hour for Japanese men (OECD, 2019[12]). Between 2002 and 2018, the
rate of working women taking childcare leave has increased from 64% to 82%. However, Japanese fathers
continue to spend less time with their children as the uptake of childcare leave for eligible fathers stood at
6% in 2018 in comparison with less than 1% in 2002. A recent survey from the Ministry of Health, Labour
and Welfare survey revealed that 25% of men who tried to use paternity leave and other leave schemes
experienced workplace harassment, and over 40% of them desisted from taking the leave (Government of
Japan, 2020[13]). Social norms are a key driver behind unequal divisions of care and domestic labour. In
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2019, 35% reported agreeing or strongly agreeing that “when a mother works for pay, the children suffer”;
however this figure has decreased significantly since 2004 and 1979 when nearly 45% and 70% of
respondents agreed with this statement. (Government of Japan, 2020[14]). In 2021, 48% of respondents
listed “more flexible working practices, such as working from home and working part-time” as the most
important priority in Japan in this regard. This reveals favourable views towards care-related policies in
place to enable women to combine their multiple responsibilities at home and in the workplace, which could
also enhance women’s entrepreneurship (Ipsos, 2021[15]).

Labour force segregation and the gender pay gap
The norms that lead women to undertake the majority of unpaid care and domestic work are related to
those that encourage women to participate in some jobs and sectors of the labour force rather than others.
This labour force segregation remains a concern in Japan fuelling gender pay gaps to the disadvantage of
women. In Japan, in 2020, female workers constituted 68% of all service staff compared with 32 of male
workers. Furthermore, 98% of construction and mining employees were men in comparison with only 2%
of women workers (Statistics Bureau Japan, 2021[16]). Beliefs about some professions being suitable for
men while others are suitable for women impacts the career aspirations of both, thus reproducing
segregation in the labour force. Data on social perceptions shows that overall, being a nurse, care worker
child care provider is a job most view as being done by women, while being an IT worker, delivery driver,
bankers and police officers are viewed as jobs being mostly performed by men (IPSOS, 2021[17]). In Japan,
in 2021, 79% of respondents consider that people who provide childcare, including nurses, childminders
and nannies, is mostly made up of women and nearly 54% of respondents think that that they are paid too
little. In addition, 59% of respondents think that computer engineers are a job that is mostly made up of
men (IPSOS, 2021[17]).
Sectoral segregation is also an issue in the Japanese labour market that drives gender pay gaps which in
turn puts women at a financial disadvantage that can have lasting impacts throughout their lifetime. In
2021, in Japan, 32% of survey respondents reported that “closing the gender pay gap is important and
should be one of our top priorities right now and only 32% reported that “people should have the right to
know what other colleagues doing the same work are paid” (IPSOS, 2021[17]). Furthermore, 23% of survey
respondents consider that it is acceptable that “for the same job, men should be paid more than women”
(UN Women, 2020[18]).

Key policy recommendations for labour inclusion


Remove discriminatory legal provisions that prohibit women from entering certain professions;



Pass laws that criminalise sexual harassment, especially in the workplace, and emphasise the
employer’s responsibility to prevent sexual harassment and follow complaint process that protects
victims from retaliation and re-victimisation;



Enforce the Labour Standards Act by requiring employers to disclose any gender pay gaps, and
create a system of accountability in which companies must justify when gaps are identified or face
penalties;



Develop and raise awareness on initiatives that promote gender mainstreaming in relation to caring
and household activities to accelerate the shift about gender roles.
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Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 11.3 reveals slight gender differences. Women and men
enjoy the same level of account ownership at 98% in 2017. Both women and men have been able to save
money in the past year in 2017, with 76% of women versus 80% of men.
In addition, the share of women that saved specifically to start, operate or expand a business increased
from 4% in 2014 to 10% in 2017. As to the female-to-male new entrepreneurial activity ratio, women enjoy
significantly fewer opportunities than men: for every 100 men who were nascent entrepreneurs or ownermanagers of new businesses in 2019, there were 37 women in the same situation. The share of women
business owners marginally decreased, from 18% in 2017 to 17% in 2020.
With regards to the share of employed who are employers and own-account workers, there are more men
than women in this category, at 2% and 5% respectively for 2019, compared to 0.6% and 3% of women
for the same year. This has been consistent since 2012.

Table 11.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year

Saved to start, operate, or expand a
farm or business

Women business owners

Share of employed who are
employers

Share of employed who are ownaccount workers

Years
2014
2017
2014
2017
2014
2017
2017
2018
2019
2017
2018
2019
2020
2012
2017
2018
2019
2012
2017
2018
2019

Japan
Women
Men
97%
98%
75%
76%
4%
10%

96%
98%
69%
80%
6%
25%

G20 Average
Women
Men
76%

81%

10%

16%

0.44
0.60
0.37
18%
17%
17%
17%
1%
1%
1%
1%
3%
3%
3%
3%

3%
2%
2%
2%
6%
5%
5%
5%

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[19]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[20]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[21]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[22]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.
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Legal framework

Table 11.4. Legal frameworks on finance and entrepreneurship
Legal Framework
Legal reforms in
2020/21



There are no restrictions for married and unmarried women to access formal financial institutions
and to obtain credit.



No legal reforms could be located.

National Policies & COVID-19 Response Measures
The Japanese government approved in 2020 the “Fifth Basic Plan for Gender Equality: Toward a Reiwa
Society Where All Women and Girls Can Thrive and Achieve Their Full Potential” which will be in effect
until 2025. It includes a target to reach at least 30% of females among people starting new businesses by
2025. The plan includes measures such as training in digital technologies for women, as well as supporting
women with career development and business start-ups (Government of Japan, 2021[7]).
During the COVID-19 pandemic, the Japanese government included policy measures to support femaledominated sectors that were most impacted. For example, it approved 500 billion JPY in low-interest,
collateral-free emergency loans for the tourism industry, where for every man employed in accommodation
and service activities, there are 1.6 women (UNDP, n.d.[23]).

Social norms and practices
Financial inclusion and decision making in the household
There seem to be supportive views in terms of financial inclusion for women in Japan, with 54% of
respondents saying that, in a family, women and men have about the same influence when it comes to
making important decisions about household finances. Moreover, while 16% only say that men have more
influence, 29% say that women have more influence (Pew Research Center, 2020[24]). This is in line with
findings from another survey, in which Japan is the only surveyed country in which tasks such as paying
bills and managing finances are generally viewed to be completed by women, with 27% reporting this task
is almost exclusively performed by women, compared to 13% saying it tends to be performed by men
(IPSOS, 2020[25]). Nevertheless, 51% of respondents stated that it is easier for most men to have control
over their finances in Japan than it is for most women, although the gender difference is very small, as
48% say that most women have a lot of control over their finances (UN Women, 2020[18]). Control over
one’s finances entails making one’s decisions independently over how and when to use funds, including
decisions related to saving and investing. Notably, only 28% of women living with a partner declare to
actively decide over where to save or invest their money. Regarding investment, only 9% of Japanese
women view themselves as investors and rather adopt a risk-averse approach to managing their money
(Fidelity International, 2021[26]). Finally, a very small percentage of female respondents (6%) declared that
they have not or will not receive the same inheritance as male relatives in their family (Focus 2030 and
Women Deliver, 2021[27]), revealing that few women are being discriminated when it comes to financial
assets that are inherited.

Entrepreneurship and support systems
Overall entrepreneurial activity participation is low in Japan, with 3% for women and 8% for men. Cultural
values are not much aligned with entrepreneurialism and some of its characteristics such as individuality
or personal success. Hence, the overall environment is not very conducive to starting and running a
business. Data even suggest a downward trend for women to become entrepreneurs. From 2018 to 2019,

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

184 
the female-to-male nascent entrepreneur ratio declined from 0.6 to 0.4, meaning that only four out of ten
entrepreneurs were women (Mastercard Index of Women Entrepreneurs, 2020 [28]). The Mastercard Index
of Women Entrepreneurs measures women in business’ global progress as well as barriers to their
success. In 2020, Japan received a lower score than in 2019, again indicating a deteriorating ecosystem
for and presence of female entrepreneurs. In addition, women’s lack of confidence in starting or scaling up
a business was identified as an important barrier, as well as that less than 20% of women entrepreneurs
think that outsiders regard their business as innovative (Mastercard Index of Women Entrepreneurs,
2020[28]). Cultural barriers as well as many women’s lack of confidence seem to restrain entrepreneurial
activity in Japan. Post-COVID-19 surveys confirm this observation as only 9% of respondents listed
“access to finance for small and micro-businesses” as an important issue to ensure that pandemic recovery
measures address issues women face in Japan. This is not a surprise as only a few women are active as
entrepreneurs. Much more important, however, is the need for flexible working practices, which was
mentioned by almost half of all respondents.
When it comes to supporting women entrepreneurs, survey data shows a fairly small percentage of
respondents think this is a critical issue in post-COVID-19 recoveries. Only 9% of respondents listed
“access to finance for small and micro-businesses” as an important issue to ensure that recovery postCOVID-19 addresses issues facing women in Japan.

Key policy recommendations for financial inclusion


Facilitate women’s access to finance and information on financial services by making
information transparent and widely available, promoting access to and affordability and use of
connected digital devices, and promoting e-banking and mobile money as well as other digital
tools, including in rural areas.



Invest in women business incubators, mentoring programmes and specific training
programmes, including training on digital and financial skills, to boost women’s confidence in
their ability to start a business and provide accompaniment through all stages of business
development.



Strengthen the childcare provision and flexible working modes to enable women entrepreneurs
to juggle their multiple responsibilities, and enable them to dedicate enough time to their
business creation and development.



Raise awareness on the benefits of gender diversity in enterprises through traditional and
online channels, and put in place targeted incentives for businesses who implement a gender
equality approach in their recruitment and operation policies.



Collect better and comparable data on female entrepreneurs and women’s access to and use
of financial services to help identify the gender gaps, ensuring such data is representative of
women’s diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 15% of women in Japan reported having experienced physical and/or sexual intimate partner
violence (IPV) at least once in their lifetime, which was below the G20 average of 26% (see Table 11.5).
This prevalence rate observed in 2019 is on par with the rates reported in 2014 (15%). Moreover, in 2019,
in Japan, 4% of women reported being subjected to IPV at least once in the prior 12 months, while 13% of
women in G20 countries reported the same. When it comes to child marriage, 1% of girls in Japan reported
being or having been married or in an informal union in 2019 compared to 0.3% of boys. Across the G20,
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the average prevalence of girl child marriage was 12% in 2019. Internationally comparable data on the
prevalence of non-partner sexual violence are not available for Japan.
In Japan, the incidence of domestic violence increased significantly with the implementation of social
distancing policies to contain COVID-19. Public Spousal Violence Counselling Support Center recorded a
1.3 increase in the number of consultations in April 2020 compared to the same month in 2019 (Suga,
2021[29]).

Table 11.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Japan

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls
Prevalence of girl child marriage

2014
2019

15%
15%

26%

2019

4%

13%

No data available
2014
2019

1%
1%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[30]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[31]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[12]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

Legal framework

Table 11.6. Legal frameworks on violence against women and girls

Legal
Framework

Legal reforms
in 2020/21



The Act on the Prevention of Spousal Violence and the Protection of Victims is the primary
legislation addressing domestic violence in Japan, and after revision in 2013, the Act also covers
violence by intimate partners who share the principal place of residence.



The Penal Code criminalizes rape defined as “forcible sexual intercourse through assault or
intimidation with a female of not less than 13 years of age or sexual intercourse with a female under 13
years of age”, but does not explicitly cover marital rape.



The Comprehensive Labour Policy Promotion Act (No. 24 of 2019) addresses sexual harassment,
harassment against women and bullying in the workplace (also known as “power harassment”).



In 2022, a law outlining gender parity in the legal age of marriage (18 years) will come into force,
phasing out the previous legal framework outlined by the Civil Code, which allowed, with parental
consent, women aged 16 years and men aged 18 years to marry.



In June 2020, new rules entered into force on sexual harassment as well as harassment related to
pregnancy, childbirth, and childcare leave entered into force.

National Action Plans & COVID-19 Response Policies
In 2020, the Japanese government approved the “Fifth Basic Plan for Gender Equality: Toward a Reiwa
Society Where All Women and Girls Can Thrive and Achieve Their Full Potential” which will be in effect
until 2025. The plan includes the elimination of all forms of violence against women as a priority area. It
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includes initiatives to prevent VAW, address social norms, and support victims/survivors (Government of
Japan, 2021[7]).
During the COVID-19 pandemic, the Japanese government took action to address increasing reports of
domestic violence. On 17 April, the Domestic Violence Consultation Plus was initiated which included a
new 24-hour helpline system for victims/survivors of domestic violence during COVID-19 was initiated. The
system is accessible through telephone, email and online and is available in English, Chinese, Korean,
Tagalog, Portuguese, Spanish, Thai, and Vietnamese. The policy also included subsidies for survivors in
private shelters and the expansion of assistance at private shelters and hotels. To ensure the policy had
enough resources to be impactful, the Japanese government allocated USD 1.4 million for April 2020 to
September 2020 and an additional USD 2.1 million for the period between October 2020 and March 2021
(Suga, 2021[29]).

Social norms and practices
VAWG and the COVID-19 pandemic
The COVID-19 has both obscured and increased the prevalence of VAWG, especially domestic violence.
Public attitudes data from Japan shows that many people are in favour of more action to support
victims/survivors of gender-based violence as an important part of the country’s COVID-19 recovery. In
2021, 29% of respondents said that allocating more support for women and girls who face violence or
abuse was one of the most important things Japan could do to ensure that the programme for recovery
after the Coronavirus pandemic addresses issues facing women (Ipsos, 2021[15]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted. In Japan, the percentage of
respondents who reported that a man can be justified in beating his wife in the 2017-20 period was 12%
(Haerpfer et al., 2020[32]). This figure was lower than the percentage of respondents who reported having
this belief, 15% in the 2010-14 period thus signalling a potential change in attitudes justifying violence
(Inglehart et al., 2018[33]). When it comes to beliefs about women’s sexual autonomy, data shows that 12%
of respondents in the United States reported that it is unacceptable for women to refuse sexual intercourse
with their partner in 2020 (Focus 2030 and Women Deliver, 2021[27]). Furthermore, these norms also
extend to practices around women’s freedom over personal decisions. In 2020, 14% of female respondents
from Japan reported having their freedom of movement has been restricted against their will by family
members or partners (Focus 2030 and Women Deliver, 2021[27]).
Norms about decision-making power and violence are not confined to the domestic or private sphere
however, and norms and practices justifying violence in public spaces, workplaces and schools remain
important (OECD, 2021[34]). In 2020, 11% of respondents from Japan reported that it is acceptable “to
whistle at a woman in the street, or to touch a woman without her consent” (Focus 2030 and Women
Deliver, 2021[27]). Gender-based harassment in public places, a form of violence itself, undermines public
safety and negatively affects women’s and girls’ opportunities to participate fully in all aspects of public life.
Sexist jokes are among the multiple practices that contribute to making violence against women acceptable
in societies. In Japan in 2020, 12% of respondents reported that they find it acceptable “to tell or share a
sexist joke about a woman with friends or on social media” (Focus 2030 and Women Deliver, 2021[27]).
While these may be ‘only jokes’—sexist remarks promote negative gender stereotypes, devalue women’s
and girls’ abilities and accomplishments, objectify women and girls and/or support gender-based violence.
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Key recommendations to end VAWG


Amend domestic violence legislation to take a comprehensive approach. Pass legislation to address
and criminalise economic abuse as a form of domestic violence. Ensure that partner violence is also
punishable, even in cases where the victim and perpetrator do not cohabit.



Pass legislation to protect against sexual harassment in all areas of life. This should include
protection in educational establishments, public spaces and online.



Develop and implement policies to identify, prevent and prosecute violence, harassment and threats
of violence against women and girls online.



Collect consistent and comparable data to measure the prevalence of multiple forms of violence
against women and girls. This data should assess the prevalence of domestic violence—physical,
sexual, psychological, and economic—rape, sexual harassment (in public, at work, in education and
online), female genital mutilation, child marriage.
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12 Republic of Korea
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, the Republic of Korea (hereafter Korea) achieves
a score of 23 and ranks 51st among 120 countries (OECD, 2019[1]). It presents very low to medium levels
of discrimination across the four sub-indices of the SIGI, with the lowest discrimination in restricted physical
integrity, and highest discrimination in restricted access to productive and financial resources (see
Figure 12.1).

Figure 12.1. Level of discrimination in the SIGI dimensions

Restricted Civil Liberties
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Note: Higher values in each SIGI dimensions indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2])Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In Korea, the average labour force participation rate of women was 59%, representing a gap of 19
percentage points compared to that of men (Table 12.1). With regards to the 25x25 target, between 2012
and 2020, the gender gap in the labour force participation rate decreased by four percentage points. The
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gender pay gap in Korea stood at 32% in 2019, meaning that on average, for each Won earned by men,
women earned only 68 Jeon. On average, women’s part-time incidence rate is 12 percentage points higher
than for men. Furthermore, Korean women spend nearly four times more time than men on unpaid care
and domestic work. Between 2015 and 2020, women’s representation in managerial positions increased
slightly from 10% to 15.

Table 12.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate

Progress towards 25x25
Ratio of time spent on unpaid care
and domestic work
Gender pay gap

Representation in managerial
positions

Years
2012
2017
2018
2019
2020
2012
2017
2019
2016
2017
2018
2019
2020
2012
2018
2019
2020
2017
2006
2017
2018
2019
2015
2017
2018
2019
2020

Korea
Women

Men

55%
59%
59%
60%
59%
20%
23%
21%
4%
4%
4%
4%
4%

78%
79%
79%
79%
78%
10%
7%
9%
4%
4%
4%
4%
4%

G20 Average
Women
Men

23%
20%
19%
19%
4.5
40%
35%
34%
32%
10%
12%
14%
15%
16%

90%
88%
86%
85%
84%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/..
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Legal framework

Table 12.2. Key gender equality laws and international instruments
CEDAW



The Republic of Korea ratified the Convention on the Elimination of All Forms of Discrimination
against Women in 1954 and its Optional Protocol in 2006.



The Republic of Korea has ratified ILO Conventions 100 (Equal Remuneration), 111 (Discrimination
in Employment and Occupation) and 156 (Workers with Family Responsibilities). It has not ratified
ILO Conventions 183 (Revision of Maternity Protection) and 187 (Domestic Workers).



The Equal Employment Opportunity and Work-Family Balance Assistance Act prescribes
equal pay for work of equal value. Thorough inspection and deliberation, the Government can
impose up to two million won in fines on companies practising wage discrimination, and up to five
million won on those discriminating in terms of fringe benefits.



Since 2017, Korea has also been a member of the Equal Pay International Coalition (EPIC). Labour
inspectors at regional Offices of Employment and Labour conduct prevention and inspection
activities to ensure compliance with regulations on gender discrimination. In line with the Act on
the National Human Rights Commission, the Commission has the power to investigate and
facilitate access to remedy for discrimination based on gender in employment opportunities.
Organisations and companies that violate the principle of nondiscrimination in employment are
subject to a fine of 5 to 30 million won or criminal punishment.



The Labour Standards Act prohibits employers from employing women for work that could be
hazardous and dangerous to their future pregnancy or childbirth and for work inside a pit. There
are no restrictions for women to work the same hours as men. The law does not prohibit employers
from asking about a woman’s pregnancy or her intention to have children during the recruitment or
promotion process. Women are not required to have permission from their husbands or legal
guardians to choose a profession or work or to register a business.



The revision to the Labour Standards Act in 2014 extended maternity leave from 90 days to 120
days for female workers who are pregnant with two or more foetuses. Under the Equal
Employment Opportunity and Work-Family Balance Assistance Act, male workers with a
newborn baby are allowed 10 days of paid paternity leave which must be taken within 30 days of
the birth of the child. In the case of non-regular and dispatched workers, the number of days of
paternity leave they take should be excluded from the period of their contract.



Under the Equal Employment Opportunity and Work-Family Balance Assistance Act,
childcare leave may be taken by both parents, until the child has reached the age of eight. Leave
benefits are paid at 80% of the worker’s monthly ordinary wage for the first three months and then
50% from the fourth month. One year of Childcare leave is allowed per child per parent. If two
parents use childcare leave consecutively one after another, the benefit for the first three months
of the leave of the parent who uses the latter leave is raised to 100% of the ordinary wage, up to
2.5 million won. Since this benefit is only offered when both parents take childcare leave, it serves
as a strong incentive to men. In compliance with the revised State Public Officials Act and Local
Public Officials Act, from 2015 male public officials can take childcare leave for up to three years
as can their female counterparts.



The Labour Standards Act prohibits the dismissal of pregnant workers, and women are, by law,
guaranteed an equivalent position after their return from maternity leave. Similarly, the Equal
Employment Opportunity and Work-Family Balance Assistance Act prohibit employers from
dismissing, or treating unfavourably, workers that take childcare leave, and requires that they be
restored to the same work as before the leave or any other work paying at the same level of wages.

ILO conventions

Legal Framework
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Legal reforms in
2020/21



While the law does not require companies to report on how they pay men and women, the Equal
Employment Opportunity and Work-Family Balance Assistance Act enables the publication of
a list of employers whose ratio of female to male employees has not met legal standards three
consecutive times and are thereby identified as employers who have failed to implement affirmative
action. To comply with this law, both public organisations and private enterprises surpassing a
certain number of employees should annually submit to the Minister of Labour and Employment
statistics on male and female employees by work type and position and their implementation plan
for affirmative action. Incentives are provided to companies that show positive results from their
affirmative action measures.



In 2020, the ceiling on paid maternity leave increased from 1.8 million to 2 million KRW. In addition,
changes were made allowing parents to take up simultaneously parental leave. Single parental
leave payments were also adjusted (OECD, 2021[6]).

National Action Plans & COVID-19 Response Policies
The Sixth Basic Plan for Equal Employment Equalization 2018-2022 focuses, inter alia, on closing the
gender pay gap. The introduced measures include a gender-equal wage disclosure system and require
companies that received lower ratings from the Affirmative Action system to report their gender wage gap
status and ways to close the gap. In addition, the Plan calls for the unanimous application of the Equal
Employment Opportunity and Work-Family Balance Assistance Act and focuses on eliminating
discrimination against women at the workplace (Government of Korea, 2019[7]). Moreover, Korea’s Second
Basic Plan for Gender Equality Policy 2018-2022 lays out policy goals for each ministry. It strengthens the
gender mainstreaming system by linking these gender equality goals in the Plan with the selection of tasks
for gender impact assessment (Government of Korea, 2018[8]).
To respond to the economic crises provoked by the COVID-19 pandemic, the Korean government
introduced several flexibility measures to the labour market: employment contracts were extended by 50
days for those whose employment terms are approaching, as well as specific measures targeted at
Employment Permit System workers. Funds were made available to provide additional vocational training
to job seekers, and the Government engaged in job creation online as well as open-air public works for
low-income households. Amongst other measures, employers were supported with social security
contributions reliefs. To further retain employment, wage subsidies were paid to those with unpaid leaves
in targeted industries (e.g., tourism). Parents with childcare responsibilities benefitted from wage subsidies
given that an employee had to reduce work hours for COVID-19-related family care (with a 66% threshold
for larger firms and up to 90% for small firms). In addition, parents were entitled to up to 5 days of leave
along with childcare support, conditioned on their employers not paying family emergency leave. In lack of
care workers for disabled patients, family members could take up this role and register to be remunerated
as if they were professional care workers. Various in-kind and cash support measures were also set up to
support low-income households, or those not eligible for employment insurance, such as self-employers
or freelancers (Gentilini et al., 2020[9]).

Social norms and practices
Unpaid care and domestic work
The time burden on unpaid care and domestic work disproportionally borne by women impacts female
labour force participation rates as well as women's ability to pursue education, employment and
entrepreneurship. In 2019, Korean working women spent approximately 1 hour and 35 minutes more time
per day on unpaid care and domestic work than men. Social norms are a key driver behind unequal
divisions of care and domestic labour (Government of Korea, 2020[10]). In 2020, 65% reported agreeing or
strongly agreeing that “when a mother works for pay, the children suffer”; however this figure has increased
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significantly since 2017 when nearly 55% of respondents agreed with this statement (Haerpfer et al.,
2020[11]); (Inglehart et al., 2018[12]). Furthermore, a high percentage (50%) agree that “being a housewife
is just as fulfilling as working for pay”—a higher percentage than in 2017 (47%) (Haerpfer et al., 2020[11]);
(Inglehart et al., 2018[12]). In 2019, 31% of respondents listed “balancing work and care responsibilities” as
the most important issue that Korean women were facing (Statistica, 2020[13]). Moreover, in 2019, 50% of
women and 40% of men gave the same priority to work and family. This proportion showed an increasing
trend from favourable views towards care-related policies in place to enable women to combine their
multiple responsibilities at home and in the workplace (Government of Korea, 2020[10]).

Labour force segregation and the gender pay gap
The norms that lead women to undertake the majority of unpaid care and domestic work are related to
those that encourage women to participate in some jobs and sectors of the labour force rather than others.
This labour force segregation remains a concern in Korea fuelling gender pay gaps to the disadvantage of
women. Beliefs about some professions being suitable for men while others are suitable for women impacts
the career aspirations of both, thus reproducing segregation in the labour force. Data on social perceptions
shows that overall, being a nurse, care worker child care provider is a job most view as being done by
women, while being an IT worker, delivery driver, bankers and police officers are viewed as jobs being
mostly performed by men (IPSOS, 2021[14]). In Korea, in 2021, 89% of respondents consider that people
who provide childcare, including nurses, childminders and nannies, is mostly made up of women and nearly
58% of respondents think that that they are paid too little. In addition, 87% of respondents think that
computer engineers are a job that is mostly made up of men (IPSOS, 2021[14]).
Sectoral segregation is also an issue in the Korean labour market that drives gender pay gaps which in
turn puts women at a financial disadvantage that can have lasting impacts throughout their lifetime. In
2021, in Korea, 33% of survey respondents reported that “closing the gender pay gap is important and
should be one of our top priorities right now and only 45% reported that “people should have the right to
know what other colleagues doing the same work are paid” (IPSOS, 2021[14]).

Key policy recommendations for labour inclusion


Eliminate legal restrictions to women's ability to pursue some fields of study and profession based
on women's characteristics, in addition to gender-differentiated retirement ages;



Pass laws that comprehensively define both direct and indirect discrimination against women in the
public and private spheres, especially in the workplace;



Prohibit employers from asking women about their family plans in hiring and promotional practices;



Collect gender-disaggregated data on the prevalence of the various forms of harassment that can
take place in the workplace and make them regularly available;



Promote positive social norms which may aid in redistributing unpaid care and domestic work;



The Minister of Labour and Employment should collect data on gender pay gaps from firms in
addition to the statistics already collected (male and female employees by work type and position
and plans for affirmative action).

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

196 

Financial and entrepreneurship pillar
The financial and entrepreneurship pillar in Table 12.3 reveals slight gender differences. Women and men
enjoy similar levels of account ownership at, respectively, 93% and 95% in 2017. Both women and men
have been able to save money in the past year in 2017, with 33% of women versus 36% of men.
In addition, the share of women that saved specifically to start, operate or expand a business remained
consistent at 72% in 2014 or 73% in 2017. As to the female-to-male new entrepreneurial activity ratio,
women enjoy almost the same opportunities as men: for every 100 men who were nascent entrepreneurs
or owner-managers of new businesses in 2019, there were 62 women in the same situation. The share of
women business owners slightly increased, from 24% in 2017 to 26% in 2020.
With regards to the share of employed who are employers and own-account workers, there are more men
than women in this category, at 8% and 19% respectively for 2017, compared to 3% and 11% of women
for the same year. This has been consistent since 2017.

Table 12.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity

Women business owners

Share of employed who are
employers
Share of employed who are ownaccount workers

Years
2014
2017
2014
2017
2014
2017
2015
2017
2019
2017
2018
2019
2020
2012
2017
2012
2017

Korea
Women
Men
93%
95%
24%
33%
72%
73%

95%
95%
26%
36%
76%
65%

G20 Average
Women
Men
76%

81%

10%

16%

0.70
0.66
0.62
24%
24%
17%
26%
3%
4%
12%
11%

8%
8%
20%
19%

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[15]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[16]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[17]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[18]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.
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Legal framework

Table 12.4. Legal frameworks on finance and entrepreneurship


No restrictions were found for married and unmarried women to access formal financial institutions
and to obtain credit.



No legal reforms could be located.

Legal Framework
Legal reforms in
2020/21

National Policies & COVID-19 Response Measures
Korea has the Second Basic Plan for Gender Equality Policy 2018-2022 (Government of Korea, 2018[8]).
The government organises various types of support for female entrepreneurship, such as entrepreneurship
contests and mentoring services, including online (OHCHR, 2018[19]).
In the context of COVID-19, Korea introduced several measures to support businesses, and extended
support to micro-businesses and SMEs through the “Job Stability Funds Program”, to relieve them from
the burden of labour costs resulting from the minimum wage increase (Republic of Korea, 2020[20]). In
addition to extended financial support, since April 2020 Korea also provides the “Emergency Employment
Stability Subsidy”, which supports small business owners who experienced a severe drop in sales, as well
as SME workers on unpaid leave, by granting 500, 000 won a month for three months (Republic of Korea,
2020[20]). The government also provides job-search programmes and vocational training to ensure workers’
job security. Further, Korea has a “Flexible Work Arrangement Subsidy”, which helps to cover labour costs
for SME employers who introduce commuting at different times, telecommuting, remote work, or selective
working hours. This effort to promote the use of flexible work arrangements is in addition to supporting part
of the costs for SMEs to establish the relevant infrastructure for telecommuting. Indeed, employers can
receive up to 20 million won within a 50% range of investment costs for establishing such an infrastructure
(Republic of Korea, 2020[20]).

Social norms and practices
Financial inclusion and decision making in the household
Women and men seem to have similar levels of financial decision-making in the household, as 53% say
that, in a family, women and men have about the same influence when it comes to making important
decisions about household finances. In addition, 23% say that men have more influence, and a similar
proportion, 24% say that women have more influence (Pew Research Center, 2020[21]). Further, women
and men seem to have equal weight in tasks such as paying bills and managing finances in Korea, as 14%
of surveyed people say that such tasks tend to be performed by men when 12% say it tends to be
performed by women (IPSOS, 2020[22]).

Entrepreneurship and support systems
Despite an increase in female entrepreneurial activity, for every woman starting or running a new
enterprise, there are roughly seven men in Korea, indicating an important gender gap in early-stage
entrepreneurial activity (Bosma et al., 2021[23]). In addition, fear of failure is a barrier to business start-up
and was self-reported by 30% of women in Korea (OECD, 2021[24]). Corporate culture in Korea is largely
male-dominated, and women entrepreneurs face social and cultural constraints, such as the division of
gender roles in the household and in the workplace (Cho et al., 2020[25]). Conscious and unconscious
gender bias, along with disproportionate care responsibilities constitute an obstacle to women’s ability to
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compete in business in Korea. As part of a study in Gyeonggi province, Korea’s most populous and
economically diverse province, 80% of men thought that women’s entrepreneurship would increase in the
future, compared to 74% of women believing the same. Women were also more likely than men to believe
that women lack the entrepreneurial spirit to start a business, revealing negative attitudes held by women
themselves (The Asia Foundation, 2019[26]). Research by Asia Foundation focusing on Gyeonggi Province
in South Korea identified the predominance of male-business practices and gender discrimination, limiting
women’s access to finance and markets (The Asia Foundation, 2019[26]). More than 60% of women
entrepreneurs report that they rarely see business opportunities even if very knowledgeable in the area,
and less than 25% think that other people regard their business as highly innovative (Mastercard Index of
Women Entrepreneurs, 2020[27]) Yet, the Mastercard Index of Women Entrepreneurs finds that access to
knowledge assets and financial access has improved for women in Korea, which fare third best in this
category at the global level (Mastercard Index of Women Entrepreneurs, 2020[27]).

Key policy recommendations for financial inclusion


Facilitate women’s access to financial services by making information transparent and widely
available, promoting access to and affordability and use of connected digital devices, and
promoting e-banking and mobile money as well as other digital tools, including in rural areas.



Tailor specific entrepreneurship curricula for women, including behavioural approaches that go
beyond traditional business training, to strengthen their confidence in starting and running a
business and ability to manage competition and risks, including in venture capital.



Offer training on digital and financial literacy skills to ensure women are well equipped to deal
with a competitive business environment.



Highlight successful role models of women entrepreneurs to shift perceptions through
traditional and online communication channels.



Collect better and comparable data on female entrepreneurs and women’s access to and use
of financial services to help identify the gender gaps, ensuring such data is representative of
women’s diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 17% of women in Korea reported having experienced physical and/or sexual intimate partner
violence (IPV) at least once in their lifetime which was below the G20 average of 26% (Table 12.5). When
it comes to child marriage, 0% of girls and 0% of boys in Korea reported being, or having been married or
in an informal union in 2019. Across the G20, the average prevalence of girl child marriage was 12% in
2019.
Internationally comparable data on the prevalence of IPV in the prior 12 months and the prevalence of
non-partner sexual violence are also unavailable for Korea.
Reports in Korea have indicated an increase in the rates of VAWG during the COVID-19 pandemic.

Table 12.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Lifetime prevalence of intimate partner violence
(IPV) among women and girls

2014
2019

Korea

G20 Average

No data available
17%
26%
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Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls
Prevalence of girl child marriage

2019

No data available

13%

No data available
2014
2019

0%
0%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[28]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[29]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[30]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

Legal framework

Table 12.6. Legal frameworks on violence against women and girls

Legal
Framework



The Framework Act on the Prevention of Violence against Women of 2018 clarifies the roles and
responsibilities of State and local governments in regards to preventing violence against women as well
as supporting and protecting victims/survivors. In doing so it aims to take a comprehensive and
systematic approach in promoting a policy framework on violence against women.



The Punishment of Domestic Violence Act (1997) and the Act on Special Cases Concerning the
Punishment of Crimes of Domestic Violence (1997) together the laws cover mental abuse (including
intimidation, defamation, coercion, abandonment and maltreatment), physical violence (including bodily
injury, false arrest and confinement), sexual violence (including involuntary sexual contact of any kind
and rape) and economic violence, such as extortion and property damage committed by family members
and partners. The Criminal Act (1953) governs the punishment for each of these offences.



Rape is a criminal offence under the Criminal Act defined as “a person who, by means of violence or
intimidation, has sexual intercourse with another”. While the Criminal Act does not cover spousal rape,
the Act on Punishment of Sexual Crimes (amended in 2012) provides that any person who, through
violence or intimidation, has sexual intercourse with another person in a marital relationship shall be
punished by imprisonment.



The Sexual Violence Prevention and Victims Protection Act (amended 2017) outlines a number of
actions to be taken by state and local government to prevent and address sexual violence including
through the development of a system for reporting, establishment of support services for victims, and the
strengthening of related statutes.



The Act on the Protection of Children and Juveniles from Sexual Abuse (as amended in 2010)
establishes multiple mechanisms for the prevention of violence against children and the support of child
victims/survivors.



The Act on Equal Employment and Support for Work-Family Reconciliation (1987) defines sexual
harassment at work as any situation where an employer, a superior or a worker causes another worker
to feel sexually humiliated or offended by sexually charged words or actions by using their position in the
workplace or in relation to work or gives advantages in employment for disregarding sexual words or
actions or any other demands. Furthermore, the Framework Act on Gender Equality (2014) outlines
the obligation of the heads of public organizations to implement measures to prevent workplace sexual
harassment.



The legal age of marriage is 18 years for both women and men under the Civil Act (1958 amended in
2007). However, with parental/guardian consent, an individual can marry before this age (Art. 808).
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In 2021, Korea strengthened legal protections against the sexual exploitation of children. The revision of
the law now prohibits and penalises the sending of messages online that incur sexual shame or hate to
children or trick them into performing sexual acts.



In May of 2020, the government increased the age of consent from 13 years to 16 years.

Legal reforms
in 2020/21

National Action Plans & COVID-19 Response Policies
Korea has a dedicated national action plan on violence against women entitled The 1st Master Plan of
Policies to Prevent Violence against Women (2020-2024). The plan covers diverse forms of violence
including sexual violence, domestic violence online, sexual harassment, stalking and dating violence
(Government of Korea, 2020[31]). Moreover, it outlines specific actions to address violence against women
and girls including through strengthening prevention efforts, expanding support services for
victims/survivors, strengthening education to prevent violence, promoting awareness, and reinforcing
responses to violence when it does occur. In addition, initiated in 2017, Korea’s Second Basic Plan for
Gender Equality Policy 2018-2022 involves collaboration among 20 government ministries and includes
the eradication of violence against women as one of its key priorities (Government of Korea, 2018[8]).
In the context of the COVID-19 pandemic, the government of Korea ensured that women who were
victims/survivors of domestic violence who were staying in shelters were considered as separate
households and as such were allocated stimulus checks (South Korean Civic Society, 2020[32]).

Social norms and practices
VAWG and the COVID-19 pandemic
A coalition of women’s rights NGOs in Korea expressed concern that the country’s strict social distancing
policy isolated victims of domestic violence and prevented them from accessing support and reporting
services. Some reported that women were delaying or even leaving counselling arrangements because
their perpetrators, mainly family and partners, were present in the home making it too challenging or
impossible. Because the government did not take policy action to prevent it, shelters for victims of domestic
violence were forced to close in the wake of the pandemic (South Korean Civic Society, 2020[32]). In the
context of COVID-19 reports from around the globe has indicated an increase in violence against women
and girls, especially domestic violence. In 2021, 38% of respondents in Korea said that allocating more
support for women and girls who face violence or abuse was one of the most important things their country
could do to ensure that the COVID-19 recovery programme addresses the key issues facing women (Ipsos,
2021[33]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted. In Korea, the percentage of
respondents who reported that a man can be justified in beating his wife in the 2017-20 period was 46%
(Haerpfer et al., 2020[11]). This figure was higher than the percentage of respondents who reported having
this belief, 24% in the 2010-14 period thus signalling a potential change in attitudes justifying violence
(Inglehart et al., 2018[12]).
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Key recommendations to end VAWG


Protect girls from child marriage by repealing legal exceptions that allow children to marry with their
parent’s/guardian’s permission.



Continue efforts to strengthen support services for victims/survivors of violence with an emphasis
on comprehensive services which meet diverse needs for psychological support, shelter, medical
care, financial assistance and counselling.



Develop and implement policies to identify, prevent and prosecute violence, harassment and threats
of violence against women and girls online.
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13 Mexico
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, Mexico achieves a score of 29 and ranks 73rd
among 120 countries (OECD, 2019[1]). It presents very low to very high levels of discrimination across the
four sub-indices of the SIGI, with the lowest discrimination in restricted civil liberties, and highest
discrimination in the family (see Figure 13.1).

Figure 13.1. Level of discrimination in the SIGI dimensions

Restricted Civil Liberties

Restricted Access to Productive & Financial Resources

Restricted Physical Integrity

Discrimination in the Family

SIGI Score
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Note: Higher values in each SIGI dimension indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2020, the average labour force participation rate of women was 47%, representing a gap of 32
percentage points compared to that of men (see Table 13.1). With regards to the 25x25 target, between
2012 and 2020, the gender gap in the labour force participation rate decreased by two percentage points
from 35% in 2012 to 33% in 2019. The gender pay gap in Mexico stood at 19% in 2019, meaning that on
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average, for every Peso earned by men, women earned 81 cents. On average, women’s part-time
incidence rate is 15 percentage points higher than for men in Mexico. Furthermore, women spend nearly
three times more time than men on unpaid care and domestic work. Between 2015 and 2020, women’s
representation in managerial positions increased slightly from 36% to 38%.

Table 13.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate

Progress towards 25x25

Gender pay gap
Ratio of time spent on unpaid care
and domestic work
Representation in managerial
positions

Years

Mexico
Women
Men

2012
2017
2018
2019
2020
2015
2017
2019
2016
2017
2018
2019
2020
2019
2020
2006
2017
2019
2017

47%
47%
47%
49%
47%
28%
27%
27%
4%
4%
4%
4%
4%

2015
2017
2018
2019
2020

36%
37%
36%
36%
33%

G20 Average
Women
Men

83%
82%
82%
82%
79%
12%
12%
12%
4%
4%
3%
4%
5%
33%
32%
19%
18%
18%
2.74
64%
63%
64%
64%
62%

Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.

Legal frameworks

Table 13.2. Key gender equality laws and international instruments
CEDAW
ILO conventions
Legal Framework



Mexico has ratified the Convention on the Elimination of All Forms of Discrimination against Women
(CEDAW) in 1981 and its optional protocol in 2002.



Mexico has ratified ILO Convention No. 100 and 111, but not 156, 183, or 189.



Article 164 of the Mexican Labour Code mandates non-discrimination based on sex in
employment.
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Legal reforms in
2020/21



Non-discrimination in employment legislation specifically covers selection criteria, recruitment,
hiring, terms and conditions, promotions, training and assignment (Labour Code, art. 3, 133 and
153a).



Article 86 of the Labour Code mandates equal remuneration for work of equal value.



Article 11 of the Law on Women’s Access to a Life Free of Violence stipulates that illegal refusal
to hire the victim, rejection of work performed, threats, intimidation, humiliation, exploitation and all
types of gender-based discrimination constitute labour violence



Moreover, the Mexican government established the Regulation on Labour Equality and NonDiscrimination, which entered into force in December 2015. It is a voluntary certification that
determines the adoption and compliance with processes and practices in favour of gender equality
and non-discrimination in the workplace.



Article 170 of the Labour Code and Article 3 of the Decree on Paternity Leave establish that
women are entitled to 12 weeks paid maternity leave, and fathers are entitled to a five-day paid
leave.



In 2014, Mexico enforced its legal framework regarding pregnancy discrimination in the workplace
through a court ruling prohibiting the dismissal of workers due to pregnancy or motherhood and
ensuring pregnant employees job security. Mexico’s Supreme Court later confirmed the initial court
ruling in 2017.



Following an amendment of the Law on Women’s Access to a Life Free of Violence in April
2018, article 11 prohibits impeding women from carrying out the period of lactation provided by law
and defines it as a form of labour violence.



Article 169 of the Federal Civil Code stipulates that spouses are free to carry out any activity of
their choice, on the condition that it does not harm the structure of the family.



Furthermore, Article 4 of the Labour Code stipulates that all Mexicans can pursue the profession
of their choice, as long as it is licit. Moreover, sexual harassment in the workplace is defined in the
Law on Women’s Access to a Life Free of Violence as “lascivious behaviours” in the form of verbal
and physical harassment. The definition specifies that a victim of sexual harassment is in a
subordinated position of power (e.g. in the workplace or in an educational establishment) or that
they are left in a state of defencelessness (Law on Women’s Access to a Life Free of Violence,
Art. 13).



All 31 states and the Federal District criminalise sexual harassment in their legislation. In the
Federal Penal Code, sexual harassment is punished with a 40 day-fine and with the loss of the
job if the perpetrator has misused his/her professional position to perpetrate the harassment (Art.
259Bis).



No legal reforms could be located.

National Action Plans & COVID-19 Response Policies
In 2019, the government of Mexico established the National Programme for Equal Opportunities between
Women and Men (ProIgualdad) 2020-2024 (Government of Mexico, 2019[6]). One of the main objectives
of this programme is to strengthen women’s economic autonomy to close persistent gender gaps in labour
and employment. It stipulates six concrete priority areas to close these gaps, including i) strengthening the
institutional framework to facilitate women’s labour inclusion under equal conditions; ii) promoting the
elimination of sexist attitudes and behaviours towards working women to guarantee women’s equal
participation in the economic sphere and activities; iii) facilitate women’s labour inclusion under the
umbrella of equality, non-discrimination and decent work; iv) promote programmes and reforms to improve
women’s working conditions and enhance their access social security schemes (Government of Mexico,
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2019[6]). Moreover, the Mexican National Development Plan 2019-2024 focuses on three key areas,
namely governance and policy, social policy and economy. Targets and initiatives related to gender
equality in the labour market are included within the social policy and the economy pillar (Government of
Mexico, 2019[7]).
In response to the COVID-19 health and economic crises, Mexico launched several measures to retain
employment. For instance, the government decided that state workers would not be fired (but neither would
there be an increase in personnel). The Sembrando Vida Programme, which provides permanent
employment in rural areas, was expanded to 200 000 additional beneficiaries. Beyond different cash
transfer and in-kind support measures, the Mexican government decided that adults aged 65 years or
older, and people at risk of developing a serious illness should not attend work centres. The latter group
included pregnant or lactating women, people with disabilities, and people with chronic non-communicable
diseases or with a disease or pharmacological treatment that causes suppression of the immune system.
To maintain their income base, they were granted paid leave (Government of Mexico, 2021[8]; World Bank,
2021[9]).

Social norms and practices
Unpaid care and domestic work
The economic value of unpaid work in households is increasing, from a share equivalent to 20% of the
national GDP in 2010 to 23% in 2019. Despite being unpaid, this work is valuable and essential to the
functioning of society. In 2019, it is estimated that on average, each person who undertook unpaid care
and domestic work generated the equivalent of 44 507 pesos per year. (INEGI, 2020[10]). In Mexico, women
spend approximately seven hours per day on unpaid care and domestic work compared to less than three
hours for Mexican men (OECD, 2019[11]). In the case of employed women, there is no significant reduction
in the hours dedicated to unpaid work and household tasks. For instance, working women undertake
approximately 26 hours per week on domestic unpaid work, compared to 11 hours for working men. Social
norms are a key driver behind unequal divisions of care and domestic labour. In 2020, 53% of respondents
reported agreeing or strongly agreeing that “when a mother works for pay, the children suffer” compared
to nearly 44% in 2017 (Haerpfer et al., 2020[12]); (OECD, 2019[11]). A higher portion also agreed that “if a
woman earns more money than her husband, it's almost certain to cause problems” with this percentage
increasing from 43% in 2017 to 53% in 2020 (OECD, 2019[11]) (Haerpfer et al., 2020[12]).

Labour force segregation and the gender pay gap
The norms that lead women to undertake the majority of unpaid care and domestic work are related to
those that encourage women to participate in some jobs and sectors of the labour force rather than others.
This labour force segregation remains a concern in Mexico fuelling gender pay gaps to the disadvantage
of women. In Mexico, in 2020, female workers constituted 79% of all service staff compared with 51% of
male workers. Furthermore, 30% of working men are employed in the industry sector compared with 18%
of all working women (ILO, 2020[13]). Beliefs about some professions being suitable for men while others
are for women impact the career aspirations of both, thus reproducing segregation in the labour force. Data
on social perceptions show that overall, nurses, care workers or child care providers are professions mostly
viewed as women’s occupations, while IT workers, delivery drivers, bankers or police officers are viewed
as jobs mostly performed by men (IPSOS, 2021[14]). In Mexico, in 2021, 78% of respondents consider that
people who provide childcare, including nurses, childminders and nannies, is mostly made up of women
and nearly 61% of respondents think that that they are paid too little. In addition, 45% of respondents think
that computer engineers are a job that is mostly made up of men (IPSOS, 2021[14]).
Sectoral segregation is also an issue in the Mexican labour market that drives gender pay gaps which in
turn puts women at a financial disadvantage that can have lasting impacts throughout their lifetime. In

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

 209
2020, a Mexican woman working full time, year-round earned 849 pesos less than her male counterpart,
on average (ILO, 2020[13]). In 2021, in Mexico, 41% of survey respondents reported that “closing the gender
pay gap is important and should be one of our top priorities right now and 62% reported that “people should
have the right to know what other colleagues doing the same work are paid” (IPSOS, 2021[14]).

Key policy recommendations for labour inclusion


Support national and local, public and private initiatives to promote women’s access to the formal
labour market, such as trainings and qualifications programmes, flexible work arrangements and
more



Collect gender-disaggregated data on the prevalence of the various forms of harassment that can
take place in the workplace and make them regularly available;



Promote a transformation in the social norms that allocate the responsibility for the care and
household tasks to women and girls through awareness-raising campaigns and educational
programmes

Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 13.3 reveals slight gender differences. Women and men
9enjoy similar levels of account ownership at, respectively, 37% and 41% in 2017. Both women and men
have been able to save money in the past year in 2017, with 32% of women versus 50% of men.
In addition, the share of women that saved specifically to start, operate or expand a business decreased
from 11% in 2014 to 8% in 2017. As to the female-to-male new entrepreneurial activity ratio, women enjoy
similar opportunities as men: for every 100 men who were nascent entrepreneurs or owner-managers of
new businesses in 2018, there were 91 women in the same situation. The share of women business
owners decreased slightly, from 21% in 2017 to 20% in 2020.
With regards to the share of employed who are employers, there are more men than women with 6%
versus 2% in 2017. Concerning the share of employed who are own-account workers, there are slightly
more women than men, with 21% vs 20% in 2017. This has been consistent since 2012.

Table 13.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity
Women business owners

Years
2014
2017
2014
2017
2014
2017
2015
2017
2018
2017
2018
2019

Mexico
Women
Men
39%
37%
54%
32%
11%
8%

39%
41%
63%
50%
17%
16%

G20 Average
Women
Men
76%

81%

10%

16%

0.80
0.64
0.91
21%
19%
19%
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Share of employed who are
employers
Share of employed who are ownaccount workers

2020
2012
2017
2012
2017

20%
2%
2%
22%
21%

6%
6%
20%
20%

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[15]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[16]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[17]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[18]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

Legal framework

Table 13.4. Legal frameworks on finance and entrepreneurship


The Federal Civil Code specifies that men and women have equal legal capacities and do not
restrict married and unmarried women’s legal rights to access and benefit from financial services
(Art. 52 and 2).



No legal reforms could be located.

Legal Framework

Legal reforms in
2020/21

National Policies & COVID-19 Response Measures
Since 2019, Mexico has had a National Programme for Equal Opportunities between Women and Men
(ProIgualdad) 2020-2024 (Government of Mexico, 2019[6]). One of the main objectives of the programme
is to strengthen women’s economic autonomy, including addressing gender stereotypes and sexist
attitudes towards working women and the promotion of entrepreneurial initiatives and self-employment
favouring disadvantaged women (Government of Mexico, 2019[6]). In addition, Mexico’s National Policy for
Financial Inclusion 2019-2024 has among its objectives to “facilitate the financial inclusion of persons in
situation of vulnerability, such as women, migrants, adults, rural and indigenous populations” (Objective
6), with strategy 6.4 being to “undertake actions within private and public financial institutions to encourage
women’s financial inclusion” (Government of Mexico, 2020[19]). Previously, Mexico’s 2001 Entrepreneurial
Development Plan aimed to “release the huge potential of [both] men and women”, and the National
Entrepreneurs Institute (INADEM) launched various large-scale programmes and funds specifically
targeting women entrepreneurs between 2013 and 2018, such as Moving Mexico (Mujeres Moviendo
Mexico) and SME Women (Mujer PYME). However, INADEM was dissolved in 2019, with no alternative in
its place (OECD, 2021[20]).
In the context of the COVID-19 pandemic, the government launched the Mercado Solidario platform,
comprising of solidarity purchases to support MSMEs affected by health and economic crisis (Government
of Mexico, 2021[8]; World Bank, 2021[9]). The government also supported micro-entrepreneurs, selfemployed persons, service providers and paid domestic workers registered with the Mexican Social
Security Institute through the Financial Support Program for Family Microenterprises "Programa de Crédito
a la Palabra” (ECLAC, 2021[21]). Further, the government granted one million new microcredits to
beneficiaries enrolled in the Tandas para Bienestar programme, which offers productive loans at 0%
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interest rates to people between 30 and 67 years of age who have had a micro-business for over 6 months
and who live in marginalised areas or areas with high rates of violence (among the areas covered by the
programme). Over 70% of the beneficiaries are women, and in particular, women who are exposed to or
have experienced gender-based violence and are in a situation of vulnerability (ECLAC, 2021[21]). In
addition, the Ministry of Interior launched the “Ella hace historia” (She Makes History) Facebook initiative,
through which it offers financial education to 15 000 women entrepreneurs so they can contribute to the
economic recovery of the country. Mexico has also strengthened its “Youth Building the Future
Programme” for the sectors most affected by the pandemic such as health, culture, agriculture, sport,
services and STEM. The programme targets 18-29-year-old people who are unemployed or do not study
and links them with workshops and businesses to develop their technical skills and increase employability.
The programme benefits mainly women, who represent 60% of the beneficiaries, through which they
receive monthly financial support, and medical insurance (UNDP, 2020[22]).

Social norms and practices
Financial inclusion and decision making in the household
In Mexico, 71% say that, in a family, women and men have about the same influence when it comes to
making important decisions about household finances. Only 18% say that men have more influence, and
10% say that women have more influence (Pew Research Center, 2020[23]). Further, when it comes to the
daily financial task of paying bills and managing finances, 23% of respondents to a survey reported this
task is almost exclusively performed by men, and 7% said it was almost exclusively performed by women.
Societal and cultural norms seem to have an impact on women’s financial education levels, their exposure
to it and their opportunities in that regard, including in a family environment. It should be noted that women’s
financial exclusion is the highest among OECD countries (OECD, 2021[20]). Microcredit programmes can
have a positive effect on traditional gender roles in the household, for example following the decision to
offer Crédito Mujer in the north of Sonora in Mexico by Compartamos Banco, female participation in
household decision-making increased (Angelucci, Karlan and Zinman, 2015[24]). When it comes to
inheritance rights, 13% of female respondents have declared that they have not or will not receive the
same inheritance as male relatives in their family (Focus 2030 and Women Deliver, 2021[25]). This suggests
that unequal inheritance practices can represent an additional obstacle for women in their access to finance
and financial decision-making.

Entrepreneurship and support systems
The Mastercard Index of Women Entrepreneurs reports higher cultural acceptance and an improved
perception of women entrepreneurs for 2020 compared to 2019, which has been accompanied by a
growing share of women’s who participate in entrepreneurial activities (Mastercard Index of Women
Entrepreneurs, 2020[26]). Among female entrepreneurs, more than 60% report being perceived as
innovative and having a long-term strategy to pursue their career plans (Mastercard Index of Women
Entrepreneurs, 2020[26]). Yet, there are still many barriers entrepreneurs – and disproportionately women
entrepreneurs – face. Access to finance is one example and tailored support systems may help. For
instance, Compartamos Banco – Mexico’s largest microfinance institution - has been operating the
« Crédito Mujer » product. Its objective is to enable women to create or expand their business (Azar, Lara
and Mejía, 2018[27]). While advances have been made, the COVID-19 pandemic hit, on average, womenled businesses harder compared to those of men. This is due to an overrepresentation of women
businesses in certain sectors, such as the food and accommodation sector. The Mastercard Index of
Women Entrepreneurs 2020 study found that women business owners in that sector were 4.5 times more
vulnerable to male owners in the context of COVID-19 (Mastercard Index of Women Entrepreneurs,
2020[26]). This shows that horizontal segregation also concerns the entrepreneurial landscape as women
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businesses tend to be concentrated in certain – often less lucrative – sectors, while men-led businesses
dominate other sectors.

Key policy recommendations for financial inclusion


Facilitate women’s access to credit and financial services using transparent information and
communication channels and by promoting access to and affordability and use of connected
digital devices, as well as e-banking and mobile money and other digital tools, including in rural
areas.



Establish affirmative actions with regards to loan or grant allocations, as well as credit approval
processes, and promote a women-specific approach within financial institutions.



Establish training programmes with a strong focus on expanding women entrepreneurs’ digital
and financial skills, including guidance to invest in venture capital.



Run awareness-raising campaigns, in educational settings as well as in families and through
online channels, on the importance for both boys and girls to have equal access to financial
learning.



Collect better and comparable data on female entrepreneurs and women’s access to and use
of financial services to help identify the gender gaps, ensuring such data is representative of
women’s diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 14% of women in Mexico reported having experienced physical and/or sexual intimate partner
violence (IPV) at least once in their lifetime which was below the G20 average of 26% (Table 13.5). in
2019, in Mexico, 7% of women reported being subjected to IPV at least once in the prior 12 months, while
13% of women in G20 countries reported the same. In 2017, 39% of women and girls aged 15 years and
older reported being subjected to non-partner sexual violence at least once in their lifetime. When it comes
to child marriage, 19% of girls in Mexico reported being or having been married or in an informal union in
2019 compared to 6% of boys. Across the G20, the average prevalence of girl child marriage was 12% in
2019.
Calls to Mexico’s network of emergency shelters increased by 60% between March and April 2020 (Prusa,
García Nice and Soledad, 2020[28]).

Table 13.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Mexico

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls1

2014
2019
2019

No data available
14%
7%

26%
13%

2017

39%

1

Proportion of women age 15+ years experiencing sexual violence perpetrated by someone other than an intimate
partner at least once in their lifetime.
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Prevalence of girl child marriage

2014
2019

17%
19%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[29]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[30]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[11]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

Legal framework

Table 13.6. Legal frameworks on violence against women and girls


The Law on Women’s Access to a Life Free of Violence (Ley General de Acceso de las Mujeres a
una Vida libre de Violencia) and the Norma Oficial Mexicana NOM-046-SSA2-2005 on family and
sexual violence against women provide for the detection, prevention and punishment of domestic
violence and the assistance of victims. The definition of domestic violence covers physical, sexual,
psychological and economic violence within the family, from partners and former partners, and under the
Federal Penal Code, domestic violence is grounds for imprisonment.



Rape is criminalised by the Federal Penal Code, and the definition is based on the lack of consent and
requires proof of penetration. Furthermore, the Federal Penal Code as well as the states’ Penal Codes
include marital rape.



Sexual harassment is defined in the Law on Women’s Access to a Life Free of Violence as “lascivious
behaviours” in the form of verbal and physical harassment of a victim in a subordinated position of power
(such as in workplaces or educational establishments) or it in a state of defencelessness. The Federal
Penal Code, as well as each state and the Federal District, criminalise sexual harassment in their
legislation. Federal law does not cover harassment in public places.



Femicide has been prohibited and criminalised since 2012 with the passage of a special Decree
amending and supplementing various provisions to the Federal Penal Code. Furthermore, states have
their laws addressing the crime of femicide.



The minimum age for marriage is established by state law in Mexico, and since the passage of the
General Law on the Rights of Boys, Girls and Adolescents, which stipulates that all federal laws and
entities shall set the minimum age of marriage at 18 years without exceptions, a number of states have
changed their legislation increasing the legal age of marriage to 18 years for boys and girls. Nevertheless,
some states’ laws include legal exceptions that allow individuals under the legal age to marry.



In 2019, a decree reformed Article 148 of the Federal Civil Code sets the minimum age for marriage at
the age of 18 years for both men and women without legal exceptions.



In 2021, the Law Against Cyber Harassment (Ley Olimpia) amended the Federal Penal Code adding
the offence of "violation of sexual intimacy" which entails actions to expose, distribute, exhibit, transmit,
exchange or share images, audios or videos of the sexual content of a person without their consent.



A reform in 2021 of the Higher Education Law requires both public and private universities to develop
diagnoses, programs and protocols to prevent, punish and eradicate all forms of violence against women.



In 2021, the General Law for the Social Prevention of Violence and Crime was amended, to include
a mandate to prevent violence through social, cultural and economic development programmes.
Moreover, the amendments call for the improvement and regulation of various infrastructures including
digital and transport systems to prevent violence.

Legal
Framework

Legal reforms
in 2020/21
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National Action Plans & COVID-19 Response Policies
The National Programme for the Equality between Women and Men (PROIGUALDAD) 2020-2024 includes
combating all types of violence against women and children—including physical, sexual and emotional
abuse, intimate partner and non-partner violence, femicide and more—as a priority objective (Government
of Mexico, 2019[6]). The Comprehensive Program to Prevent, Attend, Punish and Eradicate Violence
Against Women (PIPASEVM) 2019-2024 was approved in 2019 and establishes a national mechanism for
monitoring and evaluating the results in the prevention and punishment of violence against women.
Furthermore, Mexico’s National Development Plan 2019-2024 includes the prevention of violence as a key
objective (Government of Mexico, 2019[7]).
In the context of the COVID-19 pandemic, the Mexican government enacted a number of policies in
response to gender-based violence against women and girls. For example, to support survivors/victims of
VAWG, the government ensured that support services including shelters and care centres remained open
as essential services. Moreover, the 911 telephone line was strengthened (CEPAL, 2021[31]). A campaign
("You are not alone") disseminated information on available services during the pandemic. Moreover, to
ensure that measurement of violence could be done accurately within the context of the pandemic, the
government established an inter-institutional working group on statistics to contribute to the improvement
of data collection on violence against women in the context of COVID-19 (CEPAL, 2021[31]).

Social norms and practices
VAWG and the COVID-19 pandemic
Globally and in Mexico, the COVID-19 pandemic and related responses both supported and hid increasing
rates of violence against women and girls. In the context of COVID-19, an increased prevalence of violence
is related to several factors; indeed, a study of data from Mexico shows that income, infection risk and
alcohol usage as potential underlying factors for crime rates during COVID-19 (Hoehn-Velasco, SilverioMurillo and Roberto Balmoride la Miyar, 2021[32]). Nevertheless, domestic violence reporting dropped
during the national lockdown from March to May 2020, while the number of calls made to domestic violence
call centres remained stable, indicating that formal reporting channels may have been more difficult to
access in the context of mobility restrictions and women that may have otherwise reported were not able
to do so (Hoehn-Velasco, Silverio-Murillo and Roberto Balmoride la Miyar, 2021[32]). In 2021, nearly half
(48%) of all respondents said that allocating more support for women and girls who face violence or abuse
was one of the most important things Mexico could do to ensure that the programme for recovery after the
Coronavirus pandemic addresses issues facing women (Ipsos, 2021[33]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted. In Mexico, the percentage
of respondents who reported that a man can be justified in beating his wife in the 2017-20 period was 32%
(Haerpfer et al., 2020[12]). In the 2010-14 period the share of people with this view was significantly smaller
at 18% (Inglehart et al., 2018[34]).
When it comes to beliefs about women’s sexual autonomy, data shows that 11% of respondents in Mexico
reported that it is unacceptable for women to refuse sexual intercourse with their partner in 2020 (Focus
2030 and Women Deliver, 2021[25]). This signals norms positioning men as the decision-makers over
sexual activity in heterosexual relationships are likely strong among these respondents and present within
the overall population. Furthermore, these norms also extend to practices around women’s freedom over
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personal decisions. In 2020, almost a third of female respondents (32%) from Mexico reported having their
freedom of movement has been restricted against their will by family members or partners (Focus 2030
and Women Deliver, 2021[25]).
Norms about decision-making power and violence are not confined to the domestic or private sphere
however, and norms and practices justifying violence in public spaces, workplaces and schools remain
important (OECD, 2021[35]). In 2020, just 6% of respondents from Mexico reported that it is acceptable “to
whistle at a woman in the street, or to touch a woman without her consent” (Focus 2030 and Women
Deliver, 2021[25]). Gender-based harassment in public places, a form of violence itself, undermines public
safety and negatively impacts women’s and girls’ opportunities to participate fully in all aspects of public
life. Sexist jokes are among the multiple practices that contribute to making violence against women
acceptable in societies. In Mexico in 2020, 13% of respondents reported that they find it acceptable “to tell
or share a sexist joke about a woman with friends or on social media” (Focus 2030 and Women Deliver,
2021[25]). While these may be ‘only jokes’—sexist remarks promote negative gender stereotypes, devalue
women’s and girls’ abilities and accomplishments, objectify women and girls and/or support gender-based
violence.

Key recommendations to end VAWG


Strengthen protections against harassment by enacting legislation to prohibit sexual harassment in
public places.



Support a culture of awareness of and zero-tolerance towards violence. Establish communications
campaigns aimed at individuals and organisations (in both the public and private sectors) that share
information on the rights and services available to survivors of violence.



Prioritise programmes to shift masculine norms by engaging men and boys in understanding and
transforming masculinities to end violence against women and girls.



Develop and implement policies to identify, prevent and prosecute violence, harassment and threats
of violence against women and girls online.
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14 Russian Federation
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, Russian Federation (hereafter “Russia”) achieves
a score of 22 and ranks 44th among 120 countries (OECD, 2019[1]). It presents very low to medium levels
of discrimination across all four sub-indices of the SIGI with lower discrimination in the Restricted physical
integrity and Restricted access to productive and financial resources sub-indices, and highest
discrimination in the sub-index on Restricted civil liberties (see Figure 14.1).

Figure 14.1. Level of discrimination in the SIGI dimensions
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Note: Higher values in each SIGI dimension indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2019, the average labour force participation rate of women was 69%, representing a gap of 11
percentage points compared to that of men. With regards to the 25x25 target, between 2012 and 2019,
the gender gap in the labour force participation rate decreased by ten percentage points. On average,
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women’s part-time incidence rate is two percentage points higher than for men. Between 2015 and 2019,
women’s representation in managerial positions increased slightly from 39% to 45%.

Table 14.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate
Progress towards 25x25

Years
2012
2017
2018
2019
2012
2017
2018
2019
2016
2017
2018
2019
2012
2018
2019

Gender pay gap
Unpaid care and domestic work
Representation in managerial
positions

2015
2017
2018
2019

Russia
Women
Men
68%
69%
69%
69%
5%
5%
5%
5%
5%
5%
5%
5%
10%
11%
11%
No data available
No data available
39%
41%
42%
45%

G20 Average
Women
Men

78%
80%
80%
80%
3%
2%
3%
3%
6%
5%
5%
5%

61%
59%
58%
55%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.

Legal framework

Table 14.2 Key gender equality laws and international instruments
CEDAW
ILO conventions



The Russian Federation has ratified the Convention on the Elimination of All Forms of
Discrimination against Women (CEDAW) in 1980 and its Optional Protocol in 2001



The Russian Federation has ratified ILO Conventions 100 (equal remuneration) and 111
(discrimination in employment)



Article of the Labour Code mandates non-discrimination based on sex in employment, equal
payment to employees for their labour of equal value (art. 22) and allows women to work the same
night hours as men (art. 96).



Article 31 of the Family Code does not require women to have permission from their husband or
legal guardian to choose a profession or to register a business.

Legal Framework
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Legal reforms in
2020/21



Articles 34 and 37 of the Constitution enshrines the right to use freely his/her abilities and property
for entrepreneurial and other economic activity as well as the right to choose a profession.



According to article 3 of the Labour Code, victims of discrimination in the workplace may petition
the federal labour inspectorate bodies and courts applying for restoration of their violated rights,
compensation of the material loss and redress of the moral damage.



Article 255 of the Labour Code mandates paid maternity leave for 20 weeks with 100% of wages
paid by the Government. The law does not mandate paid paternity leave.



Parental leave of 156 weeks is available and can be transferred partially or totally between parents
as well as to grandparents and other relatives (Labour Code, art. 256). Persons who take up
parental leave are entitled to 40% of their wages paid by the Government. The law protects
women’s employment security when they are on maternity leave (art. 261).



Article 253 of the Labour Code prohibits women from entering certain professions, notably
professions that are deemed hard, dangerous and unhealthy or those which take place
underground. Furthermore, women cannot engage in jobs requiring lifting weights above the
threshold in the same way as men (art. 253 Resolution No. 162 of 25 February 2000).



In 2019, the Ministry of Labour promulgated an order to reduce the list of professions in which
women’s employment is prohibited. Currently, women are barred from working in 456 types of jobs
and 38 industries. The Ministerial order will lift jobs restrictions in certain industries and bans women
from working in 100 types of jobs and 21 industries. The new regulation will enter into force in 2021
(Government of Russia, 2019[6]).



Additionally, the law does not specifically prohibit sexual harassment in the workplace. In July 2018,
the State Duma did not pass a bill first drafted in 2003 that would have extended work protections
for women, in part by establishing a definition for sexual harassment as “unwanted sexual attention”
(Freedom House, 2020[7]).



In January 2021, the Ministry of Labour of Russia issued an updated list of prohibited professions
for women in Russia. The list of professions inaccessible to women has been reduced from 456 to
100 positions in various industries.

National Action Plans & COVID-19 Response Policies
In 2017, the Russian government approved the National Strategy for Women 2017-2022 which aims to
improve women’s economic status and reduce the gender pay gap by 2022. Multiple projects have been
carried out within the framework of the National Strategy including “Women for Sustainable Development”,
“Women in Digital Economy” and “Women’s Cooperation in the World Trade”. The Russian government
has introduced measures to help women combine child care with paid work, including the provision of care
for children with special needs or guaranteed access to pre-school education for children aged 3-7 years.
Moreover, for women, the government provides professional training to women on maternity leave to
advance their competitive skills and to facilitate the re-entering in the labour market (Government of Russia,
2019[8]).
To assist families with children during the Coronavirus (COVID-19) pandemic, the Russian government,
by Decree 7 April 2020, began providing grants to families with children under three years of age. The
grants are paid directly to mothers (UNDP, n.d.[9]). In addition, parents who had lost their job due to COVID19 would receive a monthly payment for each dependent child. This measure also helped address women’s
unpaid care work. Moreover, the government raised the sick leave payment to the amount of at least one
minimum wage. More broadly, compensation payments were made available to persons who had lost their
jobs due to the pandemic (Gentilini et al., 2020[10]).
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Social norms and practices
Unpaid care and domestic work
Globally, the time demands of unpaid care and domestic work that predominately fall on women are one
of the important factors driving women’s lower labour force participation rates and higher uptake of parttime work relative to men. In 2014, whereas Russian women spent, on average, 18% of their daily time on
unpaid care and domestic work, men only spent 8% of their daily time on household chores and childcare
(World Bank, 2014[11]). Social norms are a key driver behind unequal divisions of care and domestic labour.
In 2020, fewer people reported agreeing that “when a mother works for pay, the children suffer”; in 2020
39.6% did so compared to 38.8% in 2017 (Haerpfer et al., 2020[12]); (OECD, 2019[13]). Moreover,
significantly fewer respondents agreed that “being a housewife is just as fulfilling as working for pay”—with
53% saying so in 2020 compared to 83% in 2017 (OECD, 2019[13]); (Haerpfer et al., 2020[12]). In 2020,
35% of respondents in Russia agreed or strongly agreed that “if a woman earns more money than her
husband, it's almost certain to cause problems”, this is 11.5 percentage points higher than the level
reported in 2017 (OECD, 2019[13]); (Haerpfer et al., 2020[12]).

Labour force segregation and the gender pay gap
The norms that lead women to undertake the majority of unpaid care and domestic work are related to
those that encourage women to participate in some jobs and sectors of the labour force rather than others.
This labour force segregation remains a concern in Russia fuelling gender pay gaps to the disadvantage
of women. In Russia, in 2020, female workers constituted 81% of all service staff compared with 55% of
male workers. Furthermore, 37% of working men are employed in the industry sector compared with 15%
of all working women (ILO, 2020[14]). Beliefs about some professions being suitable for men while others
are suitable for women impacts the career aspirations of both, thus reproducing segregation in the labour
force. Data on social perceptions shows that overall, being a nurse, care worker child care provider is a
job most view as being done by women, while being an IT worker, delivery driver, bankers and police
officers are viewed as jobs being mostly performed by men (IPSOS, 2021[15]). In Russia, in 2021, 86% of
respondents consider that people who provide childcare, including nurses, childminders and nannies, is
mostly made up of women and nearly 69% of respondents think that that they are paid too little. In addition,
68% of respondents think that computer engineers are a job that is mostly made up of men (IPSOS,
2021[15]).
Sectoral segregation is also an issue in the Russian labour market that drives gender pay gaps which in
turn puts women at a financial disadvantage that can have lasting impacts throughout their lifetime. In
2020, a Russian woman working full time, year-round earned $ 14 661 Russian rubbles less than her male
counterpart, on average (ILO, 2020[14]). In 2021, in Russia, only 22% of survey respondents reported that
“closing the gender pay gap is important and should be one of our top priorities right now and 64% reported
that “people should have the right to know what other colleagues doing the same work are paid” (IPSOS,
2021[15]).

Key policy recommendations for labour inclusion


Pass legislation that specifically defines sexual harassment in the workplace in all of its forms and
sanctions the behaviour.



Continue removing discriminatory legal provisions that prohibit women from entering certain
professions.
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Collect gender-disaggregated time-use data to recognise the value that unpaid care work
contributes to the national economy.

Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 14.3 reveals slight gender differences. Women and men
enjoy similar levels of account ownership at, respectively, 76% and 75% in 2017. Both women and men
have been able to save money in the past year in 2017, with 35% of women versus 38% of men.
In addition, the share of women that saved specifically to start, operate or expand a business increased
from 2% in 2014 to 5% in 2017. As to the female-to-male new entrepreneurial activity ratio, women enjoy
almost the same opportunities as men: for every 100 men who were nascent entrepreneurs or ownermanagers of new businesses in 2019, there were 90 women in the same situation. The share of women
business owners slightly decreased, from 33% in 2017 to 32% in 2020.

Table 14.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity
Women business owners

Share of employed who are
employers
Share of employed who are ownaccount workers

Years
2014
2017
2014
2017
2014
2017
2018
2019
2017
2018
2019
2020

Russia
Women
Men
70%
76%
41%
35%
2%
5%

64%
75%
40%
38%
5%
7%

G20 Average
Women
Men
76%

81%

10%

16%

0.50
0.90
33%
35%
31%
32%
No data available
No data available

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[16]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[17]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[18]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[19]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.
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Legal framework

Table 14.4. Legal frameworks on finance and entrepreneurship
Legal Framework
Legal reforms in
2020/21



According to the Civil Code, women have the same rights as men to open a bank account at a
formal financial institution (art. 845) and to obtain credit (art. 819).



No legal reforms could be located.

National Policies & COVID-19 Response Measures
As part of Russia’s National Strategy for Women 2017-2022, the government has a strong focus on women
in the digital economy, developing women’s entrepreneurship, including small and medium-sized
enterprises (SMEs), and women’s financial and digital literacy and skills (Government of Russia, n.d.[20]).
As part of the strategy, the government actively promotes gender equality through the Eurasian Women’s
Forum, an international platform gathering members of parliament, government officials and other key
stakeholders from international organisations and public and private sector organisations. Further, the
“Mom Entrepreneur” programme, run by the Opora Russia 1 Committee on Women’s Entrepreneurship
Development, helps women in running or opening a business and overcoming barriers for female
entrepreneurship. It specifically targets women on maternity leave, mothers of minor children and women
registered at the public employment agency, and awards grants to start businesses to women with the
best business plans (NAFI Research Centre, 2020[21]) (Government of Russia, n.d.[20]). Russia also has a
Financial Literacy Strategy in place for 2017-2023, which applies equally to women and men, targeting
priority groups such as low-income individuals, disabled and elderly persons, among others. The strategy
is implemented by the Bank of Russia jointly with the government. Since April 2020, the Bank of Russia is
empowered by law to carry activities to increase financial literacy among the population and SMEs and
ensure financial inclusion across the country (Bank of Russia, 2020[22]).
A number of economic and fiscal policy measures were taken by the government in the context of the
global COVID-19 pandemic, for example in tourism-related sectors such as accommodation and food
services, which employ 2.7 as many women as men. These include reduced interest rates, subsidies to
the SMEs exporters, partial compensation to SMEs for purchase of new equipment, among others (UNDP,
n.d.[9]). To prevent economic redundancies, wage subsidies were paid to those SMEs most affected by the
lockdown. The value of the subsidy amounted to the minimum wage (Gentilini et al., 2020[10]).

Social norms and practices
Financial inclusion and decision making in the household
Survey data suggest that women and men enjoy similar levels of financial decision-making in the
household. According to 53% of respondents, in a family, women and men have about the same influence
when it comes to making important decisions about household finances. In addition, 21% say that men
have more influence, and a similar proportion, 22%, say that women have more influence (Pew Research
Center, 2020[23]). There are also few gender differences when it comes to paying bills and managing
finances, as 22% of respondents view this task as performed more often by men, and 14% say it is more
often performed by women (IPSOS, 2020[24]). Similarly, another survey found that 55% of married Russians
say that both the husband and wife make the most important family decisions together, but for 29%, such

1

All-Russian NGO of Small and Medium Business
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a role belongs to the man only. The survey also reveals that as women become older, their role in making
important decisions increases, while that of men decreases (NAFI Research Centre, 2020[21]).

Entrepreneurship and support systems
The entrepreneurship landscape offers a mixed picture for women in Russia. While 36% of female
entrepreneurs report a low perceived “capability rate”, indicating a lack of confidence in pursuing business
ventures, there has been some progress in business creation: the gender gap in entrepreneurial activity
narrowed from 47% in 2019 to 16% in 2020, driven both by opportunity but also necessity-related reasons
(Mastercard Index of Women Entrepreneurs, 2020[25]). This is in line with findings from NAFI research,
which show that although less than two-thirds of Russian women imagine themselves as entrepreneurs –
mostly due to a lack of starting capital and lack of knowledge on how to start a business – there have been
some improvements. Women entrepreneurs are noticing an improvement in public perceptions about
women in business, as well as in the opinions shared by their close family and friends (Zharkova, 2021[26]).
In Russia, there are 17% of start-ups in the venture capital industry in which at least one of the founders
is a woman. While the number of women-founded start-ups is comparable to the rest of the globe, in Russia
they seem to attract less investment, although overall demonstrate resistance to crisis and potential for
growth. In addition, female start-ups seem to be concentrated in sectors such as the fashion and beauty
industries, as well as education and retail, as opposed to fintech, hardware and enterprise software, where
they are represented the least. This reflects that horizontal segregation also concerns entrepreneurs
(Zerno Ventures, n.d.[27]). For instance, data from the 5th wave of the Women Business Index revealed that
38% of surveyed women entrepreneurs sought additional financial resources for business development,
and 79% said they would like to have a mentor. Further, 64% of women not engaged in entrepreneurship
would like to get some coaching from women entrepreneurs, and 84% would like to know how to start their
own business (NAFI Research Centre, 2018[28]). Several programmes have supported women’s
entrepreneurship over recent years. Russia’s “ABC’s of Entrepreneurship” educational programme on
business development has benefited over 16 000 persons in 2018, out of which 58% were women. An
SME Business Navigator was launched by the SME Corporation: this free online platform for women
entrepreneurs had over four million users registered as of January 2019, and more than one million SME
entities, among which 40% are represented by women (Government of Russia, n.d.[20]).

Key policy recommendations for financial inclusion


Facilitate access to transparent information for women with regards to financial services,
including account and savings account creation



Facilitate women’s access to financial services and venture capital by promoting access to and
affordability and use of connected digital devices, and promoting e-banking and mobile money
as well as other digital tools, including in rural areas.



Establish training programmes to enhance the digital and financial skills of women
entrepreneurs and support aspiring women entrepreneurs through connection with women
mentors.



Strengthen policies that support work-life balance, and in particular related to childcare
solutions and flexible working arrangements, to enable mothers to pursue their business
endeavours.



Run awareness campaigns and foster the promotion of positive and successful female role
models, including in traditionally male-dominated sectors of entrepreneurship, both through
traditional and online communication channels.
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Collect better and comparable data on female entrepreneurs and women’s access to and use
of financial services to help identify the gender gaps, ensuring such data is representative of
women’s diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 20% of women in Russia reported having experienced physical and/or sexual intimate partner
violence (IPV) at least once in their lifetime which was below the G20 average of 26% (Table 14.5). This
prevalence rate observed in 2019 was slightly lower than the rates reported in 2014 (20%). Moreover, in
2019, in Russia, 4% of women reported being subjected to IPV at least once in the prior 12 months, while
13% of women in G20 countries reported the same. When it comes to child marriage, 8% of girls in Russia
reported being or having been married or in an informal union in 2019 compared to 2% of boys. Across
the G20, the average prevalence of girl child marriage was 12% in 2019. Internationally comparable data
on the prevalence of non-partner sexual violence are not available for Russia.
In Russia, there is mixed evidence about the effect COVID-19 has had on the incidence of VAWG. Civil
society organisations reported an increase in the number of domestic violence cases during the pandemic.
The ANNA Centre reported that 70% of the women who called its hotline indicated that during the COVID19 lockdown, their situation at home had worsened (US Department of State, 2021[29]). The state's
recognition of increasing incidence of domestic violence during the pandemic has been insistent, while in
May 2020, it was reported that Human Rights Commissioner Tatyana Moskalkova acknowledged NGO
reports of a more than 50% increase in domestic violence cases, the Ministry of the Interior reported that
the number of cases declined during lockdown (Gunka and Snitsar, 2020[30]; US Department of State,
2021[29]).

Table 14.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Russia

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls
Prevalence of girl child marriage

2014
2019
2019

21%
20%
4%

26%
13%

No data available
2014
2019

8%
8%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[31]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[32]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[13]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.
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Legal framework

Table 14.6. Legal frameworks on violence against women and girls


Russia has not yet signed the Council of Europe Convention on preventing and combating violence
against women and domestic violence (Istanbul Convention).



In 2017, a law was passed to decriminalize domestic violence, notably through the removal from the list
of criminal offences of the provision regarding the battery of close persons that resulted in physical pain
but did not inflict harm or other consequences.



The Criminal Code covers multiple forms of physical and psychological violence including battery, grave
and moderate injury, torture, and threats more. These enable some cases of domestic violence to be
prosecuted.



The Criminal Code addresses sexual violence and rape. While the legal definition of rape does not
include marital rape specifically, a wife can file a complaint. Article 134 of the Criminal Code which
prohibits sexual intercourse committed by a person who has reached the age of 18 with a person who
has not reached the age of 16 years and sexual maturity, stipulates that a person who for the first time
has committed this crime shall be relieved of punishment by the court if it is established that such person
is not socially dangerous in connection with his/her entry into marriage with the victim.



While there is no specific criminal law addressing female genital mutilation (FGM) as a harmful practice
case of FGM may be prosecuted under Article 111 of the Criminal Code on intentional infliction of a
grave injury.



The Family Code sets forth a legal age of marriage for women and men of 18 years. A marriage between
persons below the legal age but older than 16 years can be permitted by some local authorities. Under
the legal framework, child marriage is void. There are no sanctions for those who facilitate child
marriages.



No relevant reforms were located.

Legal
Framework

Legal reforms
in 2020/21

National Action Plans & COVID-19 Response Policies
Russia’s National Strategy for Women 2017-2022 includes actions at both the federal and regional levels
aimed at addressing violence against women among other goals (Government of Russia, 2019[8]). Along
with the Action Plan to implement the strategy, these policy documents explicitly address the issue of
violence against women, specifically within the private sphere (Duban, 2020[33]).
In the context of the COVID-19 pandemic, the Interior Minister issued a resolution in March 2020 that
recommends supporting organisations working to address domestic violence and provide services such
as crisis centres for women and increasing communications aimed at preventing family violence. The
resolutions also called on the Ministry of the Interior to amend data recording rules when it comes to
domestic violence and the Ministry of Labour was charged with reviewing the activities of crisis centres
and non-profits to find good practices. In addition, the document instructed an important change allowing
criminal proceedings to be initiated after the first instance of violence—previously victims had to have filed
a previous complaint before it could become a criminal matter (Gunka and Snitsar, 2020[30]).

Social norms and practices
VAWG and the COVID-19 pandemic
Despite mixed evidence in Russia, evidence throughout the globe has shown that the COVID-19 both
obscured and exacerbated the problem of VAWG. Moreover, many victims/survivors have found it more
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difficult to seek support in the face of lockdowns and containment measures designed to stop the spread
of COVID-19. Public attitudes data shows that many people in Russia are in favour of more action to
support victims/survivors of gender-based violence as an important part of the country’s COVID-19
recovery. In 2021, 24% of respondents said that allocating more support for women and girls who face
violence or abuse was one of the most important things Russia could do to ensure that the programme for
recovery after the Coronavirus pandemic addresses issues facing women (Ipsos, 2021[34]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted. In Russia, the percentage
of respondents who reported that a man can be justified in beating his wife in the 2017-20 period was 35%
(Haerpfer et al., 2020[12]). This figure was smaller than the percentage of respondents who reported having
this belief, 30% in the 2010-14 period thus signalling a potential increase in the acceptance of spousal
violence among respondents (Inglehart et al., 2018[35]).

Key recommendations to end VAWG


Sign and ratify the Council of Europe Convention on preventing and combating violence against
women and domestic violence (Istanbul Convention).



Pass legislation to specifically address violence against women and girls. Ensure such legislation
includes specific provisions for investigation, prosecution and punishment of the perpetrator and
protection and support services for victims.



Pass a law addressing domestic violence. Ensure it covers psychological, physical, sexual and
economic abuse. Include mechanisms such as protective orders which can be used to protect and
support survivors as well as prevent further violence.



Revise Article 134 of the Criminal Code that allows perpetrators of rape to evade punishment by
marrying the victim/survivor.



Pass legislation that defines and addresses sexual harassment. Ensure that the definition protects
all areas of life including in the workplace, educational establishments, public places and online.



Develop and implement policies to identify, prevent and prosecute violence, harassment and threats
of violence against women and girls online.



Allocate funding specifically dedicated to combatting VAWG. Ensure this funding is sufficient and
sustained over time and is allocated at the federal regional and local levels to enhance the response
to VAWG.
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15 Saudi Arabia
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, Saudi Arabia did not receive a SIGI score in 2019
due to a lack of available data (OECD, 2019[1]). It did however receive scores in two SIGI dimensions. In
the Discrimination in the family, its score indicated a very high level of discrimination against women and
in the Restricted access to productive and financial resources dimension Saudi Arabia’s score reflected a
high level of discrimination (see Figure 15.1).

Figure 15.1. Level of discrimination in the SIGI dimensions
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Note: Higher values in each SIGI dimension indicate a higher level of discrimination. The level of discrimination in the sub-index of physical
integrity has not been computed since the information on the “percentage of women aged 15-49 years who consider a husband to be justified
in hitting or beating his wife for some reasons” and the “prevalence of women who suffered intimate-partner physical and/or sexual violence
during their lifetime” is not available at the cut-off date of 17 June 2017. The level of discrimination in the sub-index of civil liberties has not been
computed since the information on the “percentage of women in the total number of persons declaring not feeling safe walking alone at night in
the city” and the “percentage of women in the total number of persons declaring not having confidence in the judicial system and courts” are not
available at the cut-off date of 17 June 2017
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.
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Labour
In 2018, the average labour force participation rate of women was 24%, representing a gap of 57
percentage points compared to that of men (Table 5.1). With regards to the 25x25 target, between 2012
and 2018, the gender gap in the labour force participation rate decreased by one percentage point. On
average, women’s part-time incidence rate is seven percentage points higher than for men in Saudi Arabia.
Between 2015 and 2017, women’s representation in managerial positions considerably increased from 6%
in 2015 to 16% in 2017.

Table 15.1. Dashboard of outcomes indicators for labour
Indicators
Labour force participation
Part-time employment
Unemployment rate
Progress towards 25x25
Gender wage gap
Unpaid care and domestic work
Representation in managerial
positions

Years
2012
2017
2018
2012
2017
2017
2012
2018
2018
2015
2017

Saudi Arabia
Women
Men
21%
21%
24%
13%
13%
33%

79%
81%
81%
6%
6%
6%

58%
57%
49%
No available data
6%
16%

94%
84%

G20 Average
Women
Men

Note: Data on Labour Force Participation for 2018 refers to Q2 of 2017. Data on unemployment rates and the gender pay gap has a different
definition from that used for most countries throughout this report and is thus not comparable with the data from other G20 countries.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.

Legal framework

Table 15.2. Key gender equality laws and international instruments
CEDAW
ILO conventions



Saudi Arabia ratified the Convention on the Elimination of All Forms of Discrimination against
Women in 2000.



Saudi Arabia has ratified ILO Conventions 100, 111, but not 156, 183 or 189



The law mandates non-discrimination based on sex in employment and equal remuneration for
work of equal value.



In 2019, Saudi Arabia lifted its ban on women driving, which expands women’s freedom of
movement and may facilitate their labour force participation. In addition, the Royal Decree M/134
allows Saudi women to apply for a passport and travel abroad without the approval of a male
guardian.



The government does not require guardian permission for women to work. Saudi law mandates
paid maternity leave of 10 weeks (Labour Law, Art 152), four of which are to be taken before the

Legal Framework
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birth, while paternity leave allows one day off (Labour Law, Art 113). Wages are covered by the
employer for both paternity and maternity leave at 100% (Labour Law, Arts 113 & 152).

Legal reforms in
2020/21



Resolution 27/11/1440 amended the Labour Law and established additional protection and rights
for female employees. An important modification is the introduction of a general anti-discrimination
provision prohibiting discrimination based on sex and banning employers from dismissing female
employees during their pregnancy or maternity period.



In 2020, the Saudi government amended articles 149 and 150 of the Labour Law. The legal reform
lifted women’s restrictions to work in certain fields, eliminated the prohibition to work in hazardous
jobs or industries and lifted current limitations allowing women to work night shifts in all sectors.



In 2020, Saudi Arabia prohibited the dismissal of pregnant workers. The country also equalized the
age at which women and men can retire with full pension benefits and mandated retirement age of
60 years for both women and men.

National Action Plans & COVID-19 Response Policies
The long-term strategy “Economic Vision 2024” was designed over a 20-year timeframe and incorporated
four successive five-year development plans, reaching from the National Eighth Development Plan 20052009 to the Eleventh Development Plan 2020-2024. In 2016, the Vision 2030 – an overarching
development strategy - was launched with a focus on building “a vibrant society, a thriving economy and
an ambitious nation” (Kingdom of Saudi Arabia, n.d.[6]). Recent reforms on workplace discrimination and
equal wages (see above) aim at enhancing women’s participation in economic activity. Overall, women
are expected to play an important role to achieve the 2030 Vision (The World Bank, 2020[7]). To empower
working women, several programmes have been launched ranging from child care providers to skills
development (Kingdom of Saudi Arabia, n.d.[8]). Furthermore, the Women’s Committee is coordinating with
the pertinent authorities to formulate a national action plan for women aligned with the aims and initiatives
of the National Transformation Program and the Global Sustainable Development Goals for women
(Kingdom of Saudi Arabia, 2019[9]).
Saudi Arabia took several measures to safeguard against the economic crisis provoked by COVID-19. To
prevent economic redundancies a wage compensation scheme was set up, where employees would
receive 60% of their salary for up to 3 months. In addition, the wage protection system was suspended
during the early months of the pandemic to ensure that employers can access and continue government
services even if they temporarily could not meet the system’s requirements. Freelancers and workers in
the gig economy were supported over 2 months with a compensation payment. To revitalise the economy,
the Saudi Arabian Human Resources Development Fund provided funding for job seekers in the private
sector and offer remote work tools. Concerning its leave policies, Saudi Arabia decided that sick or
extended leave shall be granted to employees during the pandemic and the lockdown. Workers who
entered the country from abroad enjoyed special paid sick leave during quarantine (ILO, 2021[10]; Gentilini
et al., 2020[11]). No information could be located on the gender aspects of these measures.

Social norms and practices
Unpaid care and domestic work
Although data on the time spent on unpaid care work by women and men in Saudi Arabia remains
unavailable, it remains is likely that women bear the disproportionate burden of this work. Social norms are
a key driver behind unequal divisions of care and domestic labour. For instance, in 2017, a high percentage
(64%) agree that “being a housewife is just as fulfilling as working for pay”. Data from the OECD’s 2019
Gender, Institutions and Development Database (GID-DB) indicates that 22% of the population in Saudi
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Arabia disagrees with the statement “it is perfectly acceptable for any woman in your family to have a paid
job outside the home if she wants one” (OECD, 2019[12]).

Labour force segregation and the gender pay gap
The norms that lead women to undertake the majority of unpaid care and domestic work are related to
those that encourage women to participate in some jobs and sectors of the labour force rather than others.
This labour force segregation remains a concern in Saudi Arabia fuelling gender pay gaps to the
disadvantage of women. In Saudi Arabia, in 2020, female workers constituted 80% of all service staff
compared with 68% of male workers. Furthermore, 24% of working men are employed in the industry
sector compared with only 9% of all working women (ILO, 2020[13]). Beliefs about some professions being
suitable for men while others are for women impact the career aspirations of both, thus reproducing
segregation in the labour force. Data on social perceptions show that overall, nurses, care workers or child
care providers are professions mostly viewed as women’s occupations, while IT workers, delivery drivers,
bankers or police officers are viewed as jobs mostly performed by men (IPSOS, 2021[14]). In Saudi Arabia,
in 2021, 62% of respondents consider that people who provide childcare, including nurses, childminders
and nannies, is mostly made up of women and nearly 30% of respondents think that that they are paid too
little. In addition, 72% of respondents think that computer engineers are a job that is mostly made up of
men (IPSOS, 2021[14]).
Sectoral segregation is also an issue in the Saudi Arabian labour market that drives gender pay gaps which
in turn puts women at a financial disadvantage that can have lasting impacts throughout their lifetime. In
2021, in Saudi Arabia, only 32% of survey respondents reported that “closing the gender pay gap is
important and should be one of our top priorities right now and 33% reported that “people should have the
right to know what other colleagues doing the same work are paid” (IPSOS, 2021[14]).

Key policy recommendations for labour inclusion


Collect data about unpaid care work through dedicated time-use surveys



Remove discriminatory provisions with regards to women not being able to do the same jobs as
men;



Promote gender-equal sharing of unpaid care work through awareness-raising campaigns, to
reduce bias against male caregiving and highlight women’s contribution to family income and to the
economy.

Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 15.3 reveals important gender differences. Women and
men enjoy different levels of account ownership at, respectively, 58% and 81% in 2017. Both women and
men have been able to save money in the past year in 2017, with 41% of women versus 47% of men.
In addition, the share of women that saved specifically to start, operate or expand a business increased
from 4% in 2014 to 11% in 2017. As to the female-to-male new entrepreneurial activity ratio, women enjoy
better opportunities than men: for every 100 men who were nascent entrepreneurs or owner-managers of
new businesses in 2019, there were 109 women in the same situation. The share of women business
owners remains consistently low at 2%, from 2017 to 2020.

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

 237

Table 15.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators

Years

Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity

Women business owners

2014
2017
2014
2017
2014
2017
2017
2018
2019
2017
2018
2019
2020

Saudi Arabia
Women
Men
61%
58%
36%
41%
4%
11%

75%
81%
52%
47%
20%
20%

G20 Average
Women
Men
76%

81%

10%

16%

0.83
0.58
1.09
2%
1%
2%
2%

Share of employed who are
employers
Share of employed who are ownaccount workers

No data available
No data available

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[15]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[16]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[17]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[18]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

Legal framework

Table 15.4. Legal frameworks on finance and entrepreneurship


No restrictions were found in the law that hinder women from opening a bank account at a formal
institution. Women also have equal rights as men to obtain credit (no restriction in the law).



In 2020, Saudi Arabia made access to credit easier for women by prohibiting gender-based
discrimination in financial services.

Legal Framework
Legal reforms in
2020/21

National Policies & COVID-19 Response Measures
The government of Saudi Arabia is making efforts to increase women’s participation in entrepreneurship
programmes through the Saudi Vision 2030. Saudi Arabia’s Vision 2030 framework emphasises “equal
opportunities” in training and lifelong learning, and highlights women as a “great asset” for the development
of the national economy. In particular, among its goals, the framework aims to increase SME contribution
to GDP from 20% to 35%, and women’s participation in the workforce from 22% to 30%. This target has
already been achieved, as the female participation rate in the workforce increased from 21% in 2017 to
33% in 2020 (Kingdom of Saudi Arabia, n.d.[19]). The National Transformation Programme assessed many
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initiatives and projects to strengthen and foster women’s inclusion in male-dominated sectors and
industries (Kingdom of Saudi Arabia, 2019[9]).
In the context of the COVID-19 pandemic, Saudi Arabia’s “Kafalah” programme has allocated SAR 450
million (approx. USD 119.7 million) loan guarantees to alleviate the financial and economic consequences
of COVID-19 on SMEs. The aim is to provide support for owners of SMEs and their workers, to maintain
the continuity of the participation of the SMEs in the economy (Kafalah, n.d.[20]).

Social norms and practices
Financial inclusion and decision making in the household
When it comes to daily tasks such as paying bills and managing finances, 35% of respondents to a survey
say it one primarily done by men, and 20% say it is mostly done by women (IPSOS, 2020[21]).

Entrepreneurship and support systems
Saudi Arabia has recently made great strides in terms of female entrepreneurship. The country is now the
only one among 23 high-income economies surveyed with higher start-up rates for women than men
(Global Entrepreneurship Monitor, 2021[22]). The steep surge in female entrepreneurship can be associated
with legal reforms. Before 2019, the male guardianship system legally granted men the authority over
women and took most critical decisions on her behalf, as she was legally considered a minor. Since then,
several reforms have been introduced, including labour reforms that now protect women from workplace
discrimination. Yet, social norms take time to change, implying that women’s abilities to make decisions in
the household or to excel as business owners are still limited (Equality Now, n.d.[23]). This is reflected in
the findings of the 2020-2021 Global Entrepreneurship Monitor Report. Overall, fewer women than men
(55% or 59%) report knowing entrepreneurs personally. This highlights that although more women than
men started a business in 2020, overall there are still more male than female entrepreneurs. However,
women and men are more or less equally likely to have a positive perspective on entrepreneurship and to
believe that it is easy to start a business (91% of women compared to 94% of men. Narrowing gender gaps
regarding the perception of business opportunities - 89% of women compared to 92% of men perceive
these opportunities – underline that women are catching up. Similarly, 84% of women compared to 88%
of men state they have the capabilities for starting a business, and fear of failure is nearly equal for both
genders. Interestingly, while 31% of women reported having entrepreneurial intentions compared to 35%
of men, women are starting businesses at a slightly higher rate than men (17.7% vs 17%) (Global
Entrepreneurship Monitor, 2021[22]).

Key policy recommendations for financial inclusion


Facilitate women’s access to financial services and venture capital by making information
transparent and widely available, promoting access to and affordability and use of connected digital
devices, and promoting e-banking and mobile money as well as other digital tools, including in rural
areas.



Establish programmes and trainings to enhance women entrepreneurs’ financial and digital literacy,
to better support their business development



Promote female entrepreneurship in male-dominated sectors of the economy, including through
awareness-raising and role modelling of successful women entrepreneurs, using both traditional
and online communication channels.
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Collect better and comparable data on female entrepreneurs and women’s access to and use of
financial services to help identify the gender gaps, ensuring such data is representative of women’s
diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
Internationally comparable data are not available on the prevalence of non-partner sexual violence and
physical and/or sexual intimate partner violence (IPV) in the past 12 months and women’s lifetimes for
Saudi Arabia (Table 15.5). When it comes to child marriage, 6% of girls in Saudi Arabia reported being,
or having been married or in an informal union in 2019 compared to 2% of boys. Across the G20, the
average prevalence of girl child marriage was 12% in 2019.
A study from Saudi Arabia showed almost a 9% decrease in the self-reported experience of domestic
violence during confinement with 25% of respondents having experienced domestic violence before
COVID-19 and 17% reporting the same during the confinement period (Alharbi et al., 2021[24]). The majority
of women who reported experiencing violence experienced multiple forms of abuse (96%) while 88%
reported suffering from psychological/emotional violence, 38% from physical violence, and 17% from
sexual violence. Among those who experienced multiple forms of violence, 40% reported that the violence
increased in frequency and intensity since the confinement.

Table 15.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Saudi Arabia

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls
Prevalence of girl child marriage

2014
2019
2019

No data available
No data available
No data available

26%
13%

No data available
2014
2019

4%
6%

12%

Note: Please see annex for indicator definitions.
Sources: Sources: (UN Women, n.d.[25]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[26]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[12]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

240 
Legal framework

Table 15.6. Legal frameworks on violence against women and girls

Legal
Framework

Legal reforms
in 2020/21



The Law of Protection from Abuse (2013) covers physical, sexual, and psychological and economic
abuse. The law defines abuse as “any form of exploitation; physical, psychological or sexual, or the threat
thereof committed by an individual against another exceeding the limits of powers and responsibilities
derived from guardianship, dependency, sponsorship, trusteeship or livelihood relationship”.



Supreme Order No. 27808 established procedures for addressing cases of abuse and contains several
directives on domestic violence including raising awareness and targeted trainings for judges, experts
and court-based social services personnel.



In 2018, the Anti-Harassment Law came into effect, and criminalises harassment defined as “an
utterance, act or gesture with sexual connotations from one person to any other person that would harm
his/her body, honour or modesty, by any means whatsoever, including through the use of modern
technology”.



The Child Protection Law (2014) aims to protect children (any person under the age of 18) from abuse
and neglect experienced in their surrounding environment including exposure to sexual harassment and
exploitation.



There are no specific laws addressing rape or marital rape.



There is no legally defined minimum legal age of marriage in Saudi Arabia.



No legal reforms could be located.

National Action Plans & COVID-19 Response Policies
In Saudi Arabia, the Ministry of Labour and Social Development is tasked with implementing measures for
the Law of Protection from Abuse (2013). Among these are mechanisms including requirements that every
public or private body inform the Ministry of Labour and Social Development or the police of any cases of
abuse and the establishment of a centre to receive reports of cases of abuse opened in 2016 which can
be reached through the 1919 hotline (Kingdom of Saudi Arabia, 2019[9]). Saudi Arabia’s National Plan to
Combat Human Trafficking covers the years 2017-2020.

Social norms and practices
VAWG and the COVID-19 pandemic
The COVID-19 pandemic both concealed and often increased the prevalence of violence against women
and girls. A study on VAWG during COVID-19 in Saudi Arabia found that the likelihood of experiencing
violence increased when the respondents had more than three children potentially signalling that increased
demand for childcare during the confinement period was an important source of stress (Alharbi et al.,
2021[24]). Public attitudes data shows that people in Saudi Arabia believe more action to support
victims/survivors of gender-based violence should be an important part of the country’s COVID-19
recovery. In 2021, 30% of respondents said that allocating more support for women and girls who face
violence or abuse was one of the most important things Saudi Arabia could do to ensure that the
programme for recovery after the COVID-19 pandemic addresses issues facing women (Ipsos, 2021[27]).
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Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted. In Saudi Arabia, a study in
the southern region of the country showed that in 2014, 52% of female respondents reported that a man
can be justified in beating his wife (Dhaher, 2020[28]). The highest share of respondents regarded spousal
violence as justified in cases when a wife insults her husband (43%) or is disobedient to her husband
(33%). Secondarily, 20% regarded violence as justified if she neglects the children and 13% did so if she
goes out without telling her husband. The study found that education levels play an important role in
attitudes towards violence with lower levels of education being associated with higher acceptance rates
(Dhaher, 2020[28]).

Key recommendations to end VAWG


Support a culture of awareness of and zero-tolerance towards violence. Include educational
components on gender equality and gender-based violence in school curricula to equip students
with knowledge on resources and actions they can take to address violence when they witness or
experience it and to sensitize them to the issue.



Adopt legislation to protect women and girls from all forms of gender-based violence. Pass a law
that specifically aims to take a comprehensive approach in addressing violence against women and
girls in all of its forms. Include the creation of protection orders for victims/survivors of VAW as well
as legislation that specifically addresses rape and includes protections from marital rape.



Develop and implement policies to identify, prevent and prosecute violence, harassment and threats
of violence against women and girls online.



Sign and ratify the Convention on the Elimination of All Forms of Discrimination against Women
(CEDAW). Pass and reform national legislation to align with this international standard.



Pass legislation to protect against child marriage. Set the minimum age of marriage for men and
women at 18 years and include penalties for those facilitating this harmful practice.



Adopt a national plan to address and combat VAWG. Include specific actions to address all forms
of VAW including child marriage and support and protect survivors as well as prevent violence
through sensitisation campaigns.
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16 South Africa
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, South Africa achieves a score of 22 and ranks
46th among 120 countries (OECD, 2019[1]). It presents very low to medium levels of discrimination across
the four sub-indices of the SIGI, with the lowest discrimination in restricted physical integrity, and highest
discrimination in the family (see Figure 16.1).

Figure 16.1. Level of discrimination in the SIGI dimensions

Restricted Civil Liberties

Restricted Access to Productive & Financial Resources

Restricted Physical Integrity

Discrimination in the Family

SIGI Score

0

10

20

30

40

50

0 = no discrimination

60

70

80

90

100

absolute discrimination = 100

World

G20

South Africa

Note: Higher values in each SIGI dimension indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2019, the average labour force participation rate of women was 53%, representing a gap of 13
percentage points compared to that of men (see Table 16.1). With regards to the 25x25 target, between
2012 and 2019, the gender gap in the labour force participation rate decreased by one percentage point
from 14% to 13%. The gender pay gap in South Africa stood at 29% in 2015, meaning that on average, for
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each Rand earned by men, women earned only 71 cents. On average, women’s part-time incidence rate
is seven percentage points higher than for men. Furthermore, in 2017, women spend more than twice as
much time as men on unpaid care and domestic work. Between 2015 and 2020, women’s representation
in managerial positions has remained unchanged.

Table 16.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate

Progress towards 25x25
Gender pay gap
Ratio of time spent on unpaid care
and domestic work
Representation in managerial
positions

Years

South Africa
Women
Men

2012
2017
2018
2019
2012
2015
2017
2018
2019
2016
2017
2018
2019
2012
2018
2019
2006
2015
2017

49%
54%
53%
53%
15%
13%
13%
13%
13%
29%
30%
29%
31%

2015
2017
2018
2019
2020

31%
32%
31%
30%
31%

G20 Average
Women
Men

63%
66%
66%
66%
7%
6%
6%
6%
6%
25%
26%
25%
27%
14%
13%
13%
31%
29%
2.36
69%
68%
69%
70%
69%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

 247
Legal framework

Table 16.2. Key gender equality laws and international instruments
CEDAW
ILO conventions



South Africa ratified the Convention on the Elimination of All Forms of Discrimination against
Women in 1995 and its Optional Protocol in 2005



South Africa has ratified International Labour Organisation Convention 100 on Equal
Remuneration, 111 on Discrimination, and 189 on Domestic Workers.



The Employment Equity Act defines employment policies and mandates equal remuneration and
benefit for men and women in the same positions. Since 2017, South Africa is also a member of
the Equal Pay International Coalition.



Both the Promotion of Equality and Prevention of Unfair Discrimination Act (Act 4 of 2000)
and the Employment Equity Act (Act 55 of 1998) prohibit discrimination on the grounds of gender
and marital status and provide remedies for women who believe that they have been subjected to
unfair discrimination in employment policies and practices. The prohibition of discrimination allows
women to enter all professions, and to work the same night hours as men.



The Basic Conditions of Employment Act (BCEA) (Act 75 of 1997) mandates four months of
maternity leave for women, however, there is no legal requirement that it be paid. Women are
however able to access money from the Unemployment Insurance Fund (Unemployment Insurance
Act, Act 63 of 2001, Section 24). Women’s job security is maintained by the prohibition of
discrimination in termination practices in the Employment Equity Act.



Paternity leave is not legislated, apart from the parental leave provision in the Basic Conditions of
Employment Act for three days paid family responsibility upon the birth of a child. In 2016 a
campaign to increase paternity leave to a minimum of ten days was launched by Sonke Gender
Justice, an NGO in South Africa (Sonke Gender Justice, 2016). The new Labour Laws Amendment
Act was passed in November 2018. The Amendment Act entitles the fathers to take up to ten
consecutive days of parental leave after the birth of their children or when the adoption order is
granted.



Section 22 of the Constitution provides all South Africans with freedom of trade or profession. In
addition, the Matrimonial Property Act (Act 88 of 1984) does away with the requirement that a
wife must seek permission from her husband to contract and litigate.



Several formal institutions have been established to protect women’s equality in the workplace and
to investigate complaints. These remedies can include approaching the Commission for Gender
Equality, the Commission for Conciliation, Mediation and Arbitration, the Labour Court, or the
Equality Courts. Labour Courts may enforce penalties including compensation to an employee by
the employer, payment of damages, and an order directing an employer to take steps to further
prevent unfair discrimination (The Employment Equity Act, Section 50). If companies employ more
than 50 employers, they are required to produce employment equity reports each year that report
on their compliance with employment equity, and they are required to establish an employment
equity plan (The Employment Equity Act, Act 55 of 1998, Section 12-20).



No legal provisions could be located.

Legal Framework

Legal reforms in
2020/21

National Action Plans & COVID-19 Response Policies
Effective since 2012, South Africa’s National Development Plan 2030 “Our future – Make it work” stipulates
the countries holistic development strategy. It focuses on reducing inequality and eliminating poverty by –
inter alias – promoting inclusive economic development whilst acknowledging that women, particularly in
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rural areas account for a large percentage of the poor (Government of South Africa, n.d.[6]). Until 2020, the
Department of Women’s Strategic Plan 2015-2020 recognised the importance of mainstreaming gender in
socio-economic and governance programmes “to accelerate a just and equitable society for women”. In
addition, the strategy aimed at engendered policies across all sectors (Government of South Africa,
2015[7]). In line with this, the Women Empowerment and Gender Equality (WEGE) Strategy was launched
in 2021 to increase women’s participation in the energy sector. The strategy includes four operational
pillars: (i) creating an enabling policy environment to translate commitment into reality; (ii) equality of
opportunities; (iii) gender mainstreaming in the energy sector; and (iv) barrier-free workplaces including
the promotion of new attitudes, values and behaviours of all actors in the sector (South African
Government, 2021[8]).
South Africa responded to the economic crisis triggered by COVID-19 with several measures. Funding
was made available to provide workers with income support payments given that their employers were
unable to pay them. Tax subsidies were granted to employees with a salary below a certain threshold
(6,500 ZAR). In addition, distressed small-holder farmers – among many are women - were supported via
a specific programme providing them with vouchers and in-kind support. The programme prioritised
women, youth and disabled farmers (UNDP, 2020[9]). To support the unemployed who did not yet receive
any social grant of support from the Unemployment Insurance Fund, the COVID-19 Social Relief of
Distress grant was introduced for the period from 05/20 to 04/21. Moreover, social grants including the
child support, disabled or old age grant were increased and made available to the corresponding
beneficiary group. Government assistance for those ill or under lockdown was provided (Government of
South Africa, 2020[10]; Gentilini et al., 2020[11]).

Social norms and practices
Unpaid care and domestic work
In South Africa, women spend approximately four hours per day on unpaid care and domestic work
compared to less than one and a half hours for South African men (OECD, 2019[12]). This time burden on
unpaid care and domestic work disproportionally borne by women impacts female labour force participation
rates as well as women's ability to pursue education, employment and entrepreneurship. Social norms are
a key driver behind unequal divisions of care and domestic labour. In 2017, 54% of respondents reported
agreeing or strongly agreeing that “when a mother works for pay, the children suffer” (OECD, 2019[12]). An
important percentage (34%) also agreed that “if a woman earns more money than her husband, it's almost
certain to cause problems” (OECD, 2019[12]). Furthermore, a high percentage (55%) agree that “being a
housewife is just as fulfilling as working for pay. In addition, In 2020, 17% of respondents reported that it
is acceptable to let women do the majority of housework, childcare and elderly care while 65% said it is
unacceptable (Focus 2030 and Women Deliver, 2021[13]).

Labour force segregation and the gender pay gap
The norms that lead women to undertake the majority of unpaid care and domestic work are related to
those that encourage women to participate in some jobs and sectors of the labour force rather than others.
This labour force segregation remains a concern in South Africa fuelling gender pay gaps to the
disadvantage of women. In South Africa, in 2020, female workers constituted 84% of all service staff
compared with 65% of male workers. Furthermore, 29% of working men are employed in the industry
sector compared with 12% of all working women (ILO, 2020[14]). Beliefs about some professions being
suitable for men while others are suitable for women impacts the career aspirations of both, thus
reproducing segregation in the labour force. Data on social perceptions shows that overall, being a nurse,
care worker child care provider is a job most view as being done by women, while being an IT worker,
delivery driver, bankers and police officers are viewed as jobs being mostly performed by men (IPSOS,
2021[15]). In South Africa, in 2021, 80% of respondents consider that people who provide childcare,
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including nurses, childminders and nannies, is mostly made up of women and nearly 68% of respondents
think that that they are paid too little. In addition, 71% of respondents think that computer engineers are a
job that is mostly made up of men (IPSOS, 2021[15]).
Sectoral segregation is also an issue in the South African labour market that drives gender pay gaps which
in turn puts women at a financial disadvantage that can have lasting impacts throughout their lifetime. In
2021, in South Africa, 58% of survey respondents reported that “closing the gender pay gap is important
and should be one of our top priorities right now and the same proportion (58%) reported that “people
should have the right to know what other colleagues doing the same work are paid” (IPSOS, 2021[15]).

Key policy recommendations for labour inclusion


Mandate employers to have a clear sexual harassment policy and reporting process which is
communicated in full to all employees;



Encourage employers to provide trainings on sexual harassment which includes identifying it,
preventing it and supporting victims;



Promote a more gender-balanced distribution of unpaid care and domestic work in the household.

Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 16.3 reveals slight gender differences. Women and men
enjoy similar levels of account ownership at, respectively, 70% and 68% in 2017. Both women and men
have been able to save money in the past year in 2017, with 58% of women versus 61% of men.
In addition, the share of women that saved specifically to start, operate or expand a business increased
from 9% in 2014 to 11% in 2017. As to the female-to-male new entrepreneurial activity ratio, women enjoy
fewer opportunities than men: for every 100 men who were nascent entrepreneurs or owner-managers of
new businesses in 2019, there were 89 women in the same situation. The share of women business
owners remained constant at 19% when comparing 2017 and 2020.
With regards to the share of employed who are employers, there are more men than women in this
category, with 7% compared to 3% in 2017. The share of employed who are own-account workers was
the same for men and women in 2017 with 9%. For both categories, this has been consistent since 2012.

Table 16.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity
Women business owners

Years
2014
2017
2014
2017
2014
2017
2015
2017
2019
2017

South Africa
Women
Men
70%
70%
66%
58%
9%
11%

79%
68%
67%
61%
13%
15%

G20 Average
Women
Men
76%

81%

10%

16%

0.60
0.69
0.89
19%
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Share of employed who are
employers
Share of employed who are ownaccount workers

2018
2019
2020
2012
2017
2012
2017

19%
22%
19%
2%
3%
10%
9%

7%
7%
9%
9%

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[16]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[17]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[18]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[19]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

Legal framework

Table 16.4. Legal frameworks on finance and entrepreneurship


The Promotion of Equality and Prevention of Unfair Discrimination Act (Act 4 of 2000) forbids
discrimination based on sex, gender and marital status, and lists unfair discrimination in the
provision of housing bonds, loans, or financial assistance based on race, gender or other categories
as an unfair practice.

Legal Framework



Further, women’s equal access to bank accounts, credit and financial support are promoted by the
Broad-Based Black Economic Empowerment Act (Act 53 of 2003), The National Credit Act
(Act 34 of 2005) and the Home Loan and Mortgage Disclosure Act (Act 63 of 2000), which
encourage financial institutions to support women financially, in particular to previously
disadvantaged and black women.

Legal reforms in
2020/21



No legal reforms could be located.

National Policies & COVID-19 Response Measures
The government has had a National Development Plan 2030 “Our future – Make it work” since 2012, which
has among its milestones “Ensure that skilled, technical, professional and managerial posts better reflect
the country's racial, gender and disability makeup” and includes recognition of the important role that
women play in the transformation of the economy and as leaders in all sectors of society (South African
Government, n.d.[20]). South Africa also launched its Women Empowerment and Gender Equality (WEGE)
Strategy in August 2021, with a specific focus on women’s active involvement in the energy sector,
including as business owners and leaders, as well as investors, researchers and employees (South African
Government, 2021[21]). To address the historical exclusion of Black people from the economy and to
promote social cohesion, South Africa aims to increase “the extent to which Black women own and manage
existing and new enterprises, and increase their access to economic, infrastructure, and skills training”
through the 2006 Broad-Based Black Economic Empowerment Act (BBBEE). However, as of now, it seems
that the 2005 Codes of Good Practice and the Preferential Procurement Code do not align with the BBBEE,
in terms of differentiating between black men and women, which means that black women continue to be
marginalised (OECD, 2021[22]).
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South Africa put in place several measures and support services with priority given to women
entrepreneurs and female owned-enterprises in the context of the COVID-19 pandemic (Government of
South Africa, 2020[23]). To mitigate the pandemic’s effects on business operations of small, micro and
medium enterprises (SMMEs), a debt relief fund was established, especially for women-owned businesses
and those owned by youth and people with disabilities. A Tourism Relief Funding mechanism also
supported 4 000 businesses negatively affected by the sanitary crisis, particularly those located in rural
areas and townships and those owned by women (UNDP, 2020[9]).

Social norms and practices
Financial inclusion and decision making in the household
Women and men seem to benefit from the same decision-making power when it comes to household
finances in South Africa, as 56% say that, in a family, women and men have about the same influence
when it comes to making important decisions about household finances. In addition, 22% say that men
have more influence, and 20% say that women have more influence (Pew Research Center, 2020[24]).
When it comes to daily tasks such as paying bills and managing of finances, this is more widely associated
with men, with 24% of respondents reporting that this is a task almost exclusively performed by men,
compared to 7% reporting that it is mostly performed by women (IPSOS, 2020[25]). In terms of inheritance
practices, 17% of female respondents have declared that they have not or will not receive the same
inheritance as male relatives in their family (Focus 2030 and Women Deliver, 2021[13]). This seems to
indicate some discrimination related to inheritance practices, which is important because formal financial
institutions often require land or a property title to receive a credit application (OECD, 2019[1])

Entrepreneurship and support systems
The entrepreneurship landscape is rather favourable for women in South Africa. The percentage of the
population that is either a nascent entrepreneur or owner of a business, is 11% for men and 10% for
women, indicating a relatively low gender gap in 2019. From 2005 onwards, there has been an upward
trend in women’s entrepreneurial activity (Bowmaker-Falconer and Herrington, 2020[26]). In addition, in
2017, 66% of women early-stage entrepreneurs were motivated by opportunity in contrast to necessity. In
comparison, 82% of men were motivated by opportunity. Increasing unemployment may explain why more
women than men are motivated by necessity (Herrington and Kew, 2018[27]). According to the Mastercard
Index of Women Entrepreneurs, the situation of female entrepreneurs in terms of capitalising on
opportunities has improved from 2019 to 2020. According to the index, a positive cultural change and
perceptions of women entrepreneurs occurred, creating a friendlier start-up ecosystem for women
(Mastercard Index of Women Entrepreneurs, 2020[28]).

Key policy recommendations for financial inclusion


Facilitate all women’s access to financial services by making information transparent and widely
available, promoting access to and affordability and use of connected digital devices, and promoting
e-banking and mobile money as well as other digital tools, including in rural areas.



Increase the provision of training and support for small businesses, as well as advice and mentoring
for all women, with a focus on digital and financial skills.



Review the BBBEE Act Codes to differentiate Black men and Black women with respect to targets
for women-owned business in terms of the Preferential Procurement Codes.
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Ensure that support measures are inclusive and reach all women, including minority entrepreneurs,
especially in the context of COVID-19.



Collect better and comparable data on female entrepreneurs and women’s access to and use of
financial services to help identify the gender gaps, ensuring such data is representative of women’s
diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 21% of women in South Africa reported having experienced physical and/or sexual intimate
partner violence (IPV) at least once in their lifetime which was below the G20 average of 26% (see
Table 16.5). This prevalence rate observed in 2019 is higher than the rates reported in 2014 (13%).
Moreover, in 2019, in South Africa, 6% of women reported being subjected to IPV at least once in the prior
12 months, while 13% of women in G20 countries reported the same. When it comes to child marriage,
6% of girls in South Africa reported being or having been married or in an informal union in 2019 compared
to 3% of boys. Across the G20, the average prevalence of girl child marriage was 12% in 2019.
Internationally comparable data on the prevalence of non-partner sexual violence are also unavailable for
South Africa.
In South Africa, in the first week of the country’s national lockdown in 2020, there were at least 2,230
gender-based violence cases reported, representing an increase of more than 30% over the number
reported in the same week in 2019 (Doctors Without Borders, 2020[29]). Furthermore, data from the genderbased violence call centre (GBV CCC) also showed an increase (Nduna and Tshona, 2021[30]).

Table 16.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

South Africa

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls
Prevalence of girl child marriage

2014
2019

13%
21%

26%

2019

6%

13%

No data available
2014
2019

3%
6%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[31]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[32]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[12]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019..
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Legal framework

Table 16.6. Legal frameworks on violence against women and girls


South Africa’s Constitution provides the right to freedom and security of the person, including the right
to be free from violence, torture, and degradation (The Constitution of the Republic of South Africa, Act
108 of 1996, Chapter 2(12)).



The Domestic Violence Act (Act 116 of 1998) is the primary legislation governing domestic violence
and covers all persons in domestic partnerships. It criminalises abuse including physical, economic,
emotional, verbal, psychological and sexual abuse, harassment, intimidation, damage to property,
unauthorised entry and stalking.



The Criminal Law (Sexual Offences and Related Matters) Amendment Act (Act 32 of 2007)
criminalises sexual offences including rape, sexual assault, and other crimes. The definition of rape is
based on lack of consent rather than force and includes marital rape.



Sexual harassment is prohibited under several pieces of legislation, including the Promotion of Equality
and Prevention of Unfair Discrimination Act (PEPUDA) (Act 4 of 2000) and the Protection from
Harassment Act (Act 17 of 2011). Harassment is prohibited in all public and private spaces, including
online spaces.



The Employment of Educators Act, 1998 (Act No 76 of 1998) outlines measures against sexual
violence perpetrated against learners.



The Children’s Act (Act 38 of 2005) prohibits female genital mutilation (FGM) of children, but there is no
law regarding FGM and adult females. The Act (Section 305) provides that any person responsible for
committing FGM is guilty of an offence and may be subject to a fine or imprisonment of up to ten years,
or both.



The legal age of marriage for both women and men is 18 years, and the Children’s Act (Act 38 of 2005)
prohibits child marriage. For marriages where both or one of the parties is younger than 18, both parties
must consent to the marriage, and thereafter, a Commissioner of Child Welfare must grant permission.
If the Commissioner does not grant permission, further intervention may be sought from a judge of the
high court. The Minister of Home Affairs may also be required to condone the marriage if the girl is
younger than 15 (Marriages Act, Act 25 of 1961).



In June 2021, The National Assembly passed three bills in relation to the 2018 summit against genderbased violence and femicide:

Legal
Framework

Legal reforms
in 2020/21

o

The Criminal Law Amendment Bill expands the list of persons to be protected and increases the
period under which a sex offender must remain registered.

o

The Domestic Violence Amendment Bill regulates, among other elements, how to obtain
protection orders.

o

The Criminal and Related Matters Amendment Bill establishes new sentences for offenders of
vulnerable persons.

National Action Plans & COVID-19 Response Policies
South Africa’s Gender-based Violence and Femicide National Strategic Plan 2020-2030 aims to provide a
multi-sectoral framework to strengthen the national response to gender-based violence and femicide. The
Plan focuses on responding to and addressing the root causes of gender-based violence, violence against
children and violence against gender non-conforming persons (Government of South Africa, 2020[33]). The
plan features six outcomes including the enforcement, implementation and adoption of transformative laws
and policies, the provision of survivor-centred services, the strengthening of information to inform
responses and the prevention of violence before it happens. Moreover, in 2019, the government
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established the Emergency Response Action Plan on Gender-based Violence and Femicide (ERAP) with
a budget of R1.6-billion (Government of South Africa, 2021[34]). The plan’s focus was on ensuring access
to justice for victims/survivors, changing attitudes and strengthening the criminal justice process. Moreover,
the Gender-Based Violence Command Centre (GBVCC) was created under the Department of Social
Development and operates a national 24hr call centre that provides counselling support over the phone
(Clark, 2020[35])
In the context of the COVID-19 pandemic, the government of South Africa enacted a number of policies to
address gender-based violence against women and girls. For example, in March 2020 existing helplines
were strengthened with more lines and staff to handle greater call volumes at the GBVCC and through
Skype via “HELPMEGBV”. Furthermore, the Gender Commission continued work to provide support,
including shelters with 10 government, owned buildings being converted into shelters by the Department
of Social Development (UNDP, 2020[9]).

Social norms and practices
VAWG and the COVID-19 pandemic
The COVID-19 pandemic both obscured and increased the prevalence of gender-based violence,
especially domestic violence against women and girls. The lockdown period also limited victims’/survivors’
abilities to seek support through both formal and informal channels as community-based help services
were closed (Nduna and Tshona, 2021[30]). Furthermore, medical care providers also noted a decline in
the number of patients receiving help for domestic violence-related injuries indicating that individuals likely
faced barriers due to mobility restrictions when it comes to accessing medical help (Doctors Without
Borders, 2020[29]). In 2021, 52% of respondents said that allocating more support for women and girls who
face violence or abuse was one of the most important things South Africa could do to ensure that the
programme for recovery after the Coronavirus pandemic addresses issues facing women (Ipsos, 2021[36]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. There is a strong
relationship between the reported lifetime prevalence of intimate partner violence against women and the
percentage of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]).
In other words, where violence is more common, it is generally more widely accepted. In South Africa, the
percentage of respondents who reported that a man can be justified in beating his wife in the 2010-14
period was 61% (Haerpfer et al., 2020[37]). When it comes to beliefs about women’s sexual autonomy, data
shows that 11% of respondents in South Africa reported that it is unacceptable for women to refuse sexual
intercourse with their partner in 2020 (Focus 2030 and Women Deliver, 2021[13]). This signals norms
positioning men as the decision-makers over sexual activity in heterosexual relationships are likely strong
among these respondents and present within the overall population. Furthermore, these norms also extend
to practices around women’s freedom over personal decisions. In 2020, 29% of female respondents from
South Africa reported having their freedom of movement has been restricted against their will by family
members or partners (Focus 2030 and Women Deliver, 2021[13]).
Norms about decision-making power and violence are not confined to the domestic or private sphere
however, and norms and practices justifying violence in public spaces, workplaces and schools remain
important (OECD, 2021[38]). In 2020, 10% of respondents from South Africa reported that it is acceptable
“to whistle at a woman in the street, or to touch a woman without her consent” (Focus 2030 and Women
Deliver, 2021[13]). Gender-based harassment in public places, a form of violence itself, undermines public
safety and negatively impacts women’s and girls’ opportunities to participate fully in all aspects of public
life. Sexist jokes are among the multiple practices that contribute to making violence against women
acceptable in societies. In South Africa in 2020, 12% of respondents reported that they find it acceptable
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“to tell or share a sexist joke about a woman with friends or on social media” (Focus 2030 and Women
Deliver, 2021[13]). While these may be ‘only jokes’—sexist remarks promote negative gender stereotypes,
devalue women’s and girls’ abilities and accomplishments, objectify women and girls and/or support
gender-based violence.

Key recommendations to end VAWG


Strengthen comprehensive services for survivors of gender-based violence, which include
psychological support, shelter, medical care, financial assistance and counselling services, and
allocate sufficient financial resources for such specialist support services to function correctly.



Run awareness-raising and sensitisations campaigns to address sexist stereotypes that persist
and gender-based violence, including online violence.



Collect and report regular data on incidences of gender-based violence, at the local and national
levels, and ensure this data is disaggregated by important factors such as race, location, age
and more.



Develop and implement policies to identify, prevent and prosecute violence, harassment and
threats of violence against women and girls online.
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17 Turkey
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, Turkey achieves a score of 25 and ranks 59th
among 120 countries (OECD, 2019[1]). It presents very low to medium levels of discrimination across the
four sub-indices of the SIGI, with the lowest discrimination in restricted physical integrity, and highest
discrimination in restricted access to productive and financial resources (see Figure 17.1).

Figure 17.1. Level of discrimination in the SIGI dimensions

Restricted Civil Liberties

Restricted Access to Productive & Financial Resources

Restricted Physical Integrity

Discrimination in the Family
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World
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Note: Higher values in each SIGI dimensions indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2020, the average labour force participation rate of women was 35%, representing a gap of 40
percentage points compared to that of men (see Table 17.1). With regards to the 25x25 target, between
2012 and 2020, the gender gap in the labour force participation rate decreased by three percentage points.
The gender pay gap in Turkey was estimated at 7% in 2014, meaning that on average, for each Lira earned
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by men, women earned 93 Kurus. On average, women’s part-time incidence rate is ten percentage points
higher than for men in Furthermore, women spend four times more time than men on unpaid care and
domestic work. Between 2015 and 2019, women’s representation in managerial positions increased
slightly from 13% to 16%.

Table 17.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate

Progress towards 25x25

Gender pay gap
Ratio of time spent on unpaid care
and domestic work
Representation in managerial
positions

Years

Turkey
Women
Men

2012
2017
2018
2019
2020
2012
2015
2018
2019
2016
2017
2018
2019
2020
2012
2018
2019
2020
2006
2014
2017

32%
38%
38%
39%
35%
28%
19%
18%
16%
14%
14%
14%
17%
15%

2015
2017
2018
2019

13%
15%
17%
16%

G20 Average
Women
Men

75%
78%
79%
78%
75%
8%
6%
6%
6%
10%
10%
10%
13%
13%
43%
40%
40%
40%
3%
7%
3.6
87%
85%
83%
84%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/
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Legal framework

Table 17.2. Key gender equality laws and international instruments


Turkey ratified CEDAW in 1985 and the Optional Protocol in 2002. Turkey maintains
reservations to Art 29, para. 1 (on arbitration) and Art 9, para. 1 (acquisition, changing,
retention of nationality).



Turkey has ratified ILO Conventions 100 and 111 but has not ratified Conventions 156, 183,
or 189



Article 10 of the Constitution as well as article 5 of the Labour Law mandates nondiscrimination based on sex in employment (Criminal Law, Article 122; Law No. 6701 on the
Human Rights and Equality Institution, Article 6). The law specifically covers job
advertisements (Ministry Circular on Acting following the Principle of Equality in Employee
Recruitment), selection criteria, recruitment, and promotions (Article 6) but not hiring
processes. Article 5 of the Labour Law specifically covers non-discrimination based on sex
with regards to terms and conditions, and termination, as well as mandates, equal
remuneration for work of equal value.



The 2016 Law on the Human Rights and Equality Institution provides and extends the
principle of equal treatment to access to employment, vocational training, promotion, and
working conditions; and to access to all types and all levels of vocational guidance, vocational
retraining, and practical work experience (Art. 6/1).



Article 72 of the Labour Law prohibits women from entering certain professions, including
underground or underwater work such as in mining, cable-laying, and the construction of
sewers and tunnels.



Article 5 of Regulation No. 28717 of 24 July 2013 also prohibits women from working the
same night hours as men.



Article 74 of the Labour Law mandates a paid maternity leave of 112 days. Women are paid
67% of their wages, covered entirely by the government (Article 46; Law No. 5510 of 31 May
2006, Articles 16 and 18).



The law does not mandate paid parental leave. As of 2015, Law No.6645, amends the Labour
Law, granting five days of paid paternity leave to all working fathers. Moreover, male civil
servants are granted a paternity leave of ten days upon the birth of a child paid for by the
government (Law No. 6111, amended Article 104/B of the Civil Servants Law).



According to Article 22 of the Labour Law, an employer cannot make a substantial change in
working conditions without a worker’s consent. However, no specific reference is made
regarding the protection of women’s employment security when they are on maternity leave.
There are no specific laws prohibiting employers from asking about a woman’s pregnancy or
her intention to have children during the recruitment or promotion processes.



In February 2016, part-time working options were introduced for mothers returning from
maternity leave for two months for the first child, four months for the second child, and six
months for the third child (Law No. 657, Art. 104/F; Law No. 4447,61 53/B/g; Additional Art.
5).



In 2018, a new regulation required employers to pay nursery fees and daycare centres for
each child of female employees. In turn, these payments will be exempted from income tax

CEDAW

ILO conventions

Legal Framework

Legal reforms in
2020/21

No relevant reforms were located.
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National Action Plans & COVID-19 Response Policies
In Turkey, the Eleventh Development Plan (2019-2023) approved in 2019 sets as a priority to increase
women’s labour force participation through the implementation of effective flexible working arrangements,
the expansion of childcare services and the provision of greater access to quality tertiary education and
decent employment opportunities for women (Presidency of the Republic of Turkey, 2019[6]). The Plan also
stipulates that women's opportunities for vocational training and skills development will be strengthened,
in particular in the areas of technology production and transformation such as coding and software. In
addition, Turkey adopted the National Strategy and Action Plan on Women’s Empowerment (2018-2023),
which aims at mainstreaming gender, strengthening women in the socio-economic sphere, and ensuring
that women benefit from rights, opportunities and facilities on an equal basis (UN Women, n.d.[7]).
Furthermore, the New Economy Programme 2019-2021 sets measures that will be implemented at the
sectoral and local levels to increase women’s labour force inclusion and employment opportunities.
Moreover, enhancing women’s labour market participation and employment is among the goals of the
“Programme for Labour Market Activation” which is included in Priority Transformation Programmes
(Government of Turkey, 2019[8]).
In response to the economic crisis provoked by COVID-19, Turkey introduced several policy measures. In
early 2020, the government enacted a layoff ban and adopted an “Employment Shield” Programme to
prevent economic redundancies. The latter included a compensatory working and short-term work
allowance scheme, provided unpaid leave cash support to employees, as well as unemployment benefits.
These measures benefit working mothers in particular if they needed to stay home to take care of their
children as day-care facilities or schools were closed. In addition, health care staff, among which many are
women, was rewarded with the maximum performance payment, and teachers were guaranteed their
salary payments during school closures. Certain public sector employees benefitted from a 12-day paid
administrative leave. This measure applied to pregnant women, women on breastfeeding leave, disabled
people and people over the age of 60 years (Gentilini et al., 2020[9]).

Social norms and practices
Unpaid care and domestic work
In Turkey, in 2017, women spent approximately six hours per day on unpaid care and domestic work
compared to less than one and a half hours for Turkish men (OECD, 2019[10]). This time burden on unpaid
care and domestic work disproportionally borne by women impacts female labour force participation rates
as well as women's ability to pursue education, employment and entrepreneurship. Social norms are a key
driver behind unequal divisions of care and domestic labour, yet these are showing signs of positive
change. In 2020, 51.5% reported agreeing or strongly agreeing that “when a mother works for pay, the
children suffer” which, although still a high proportion, represents a 14 percentage-point decline since 2017
(Haerpfer et al., 2020[11]); (OECD, 2019[10]). Moreover, a smaller percentage (62%) of people in 2020 agree
that “being a housewife is just as fulfilling as working for pay” than did so in 2017 (70%) (Haerpfer et al.,
2020[11]); (OECD, 2019[10]). When it comes to valuing women’s work, social norms seem to be progressing.
In 2020, 47% agreed that “if a woman earns more money than her husband, it's almost certain to cause
problems” compared to 42% in 2017 % (Haerpfer et al., 2020[11]); (OECD, 2019[10]).

Labour force segregation and the gender pay gap
The norms that lead women to undertake the majority of unpaid care and domestic work are related to
those that encourage women to participate in some jobs and sectors of the labour force rather than others.
This labour force segregation remains a concern in Turkey fuelling gender pay gaps to the disadvantage
of women. In Turkey, in 2020, female workers constituted 61% of all service staff compared with 54% of
male workers. Furthermore, 31% of working men are employed in the industry sector compared with 17%
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of all working women (ILO, 2020[12])Beliefs about some professions being suitable for men while others
are suitable for women impacts the career aspirations of both, thus reproducing segregation in the labour
force. Data on social perceptions shows that overall, being a nurse, care worker child care provider is a
job most view as being done by women, while being an IT worker, delivery driver, bankers and police
officers are viewed as jobs being mostly performed by men (IPSOS, 2021[13]). In Turkey, in 2021, 81% of
respondents consider that people who provide childcare, including nurses, childminders and nannies, is
mostly made up of women and nearly 40% of respondents think that that they are paid too little. In addition,
59% of respondents think that computer engineers are a job that is mostly made up of men (IPSOS,
2021[13]).
Sectoral segregation is also an issue in the Turkish labour market that drives gender pay gaps which in
turn puts women at a financial disadvantage that can have lasting impacts throughout their lifetime. In
2021, in Turkey, 41% of survey respondents reported that “closing the gender pay gap is important and
should be one of our top priorities right now and 62% reported that “people should have the right to know
what other colleagues doing the same work are paid” (IPSOS, 2021[13]). Furthermore, 24% of survey
respondents consider that it is acceptable that “for the same job, men should be paid more than women”
(UN Women, 2020[14]).

Key policy recommendations for labour inclusion


Remove discriminatory legal provisions that prohibit women from entering certain professions
and working the same night hours as men, including discriminatory provisions concerning
minority women;



Strengthen the legal framework so that female employees are not asked about their family
plans in hiring or promotional processes;



Collect data about the prevalence of sexual harassment, especially in the workplace.

Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 17.3 reveals gender differences. Women and men enjoy
different levels of account ownership at, respectively, 54% and 83% in 2017. Both women and men have
been able to save money in the past year in 2017, with 40% of women versus 38% of men.
In addition, the share of women that saved specifically to start, operate or expand a business increased
from 3% in 2014 to 12% in 2017. As to the female-to-male new entrepreneurial activity ratio, women enjoy
fewer opportunities than men: for every 100 men who were nascent entrepreneurs or owner-managers of
new businesses in 2018, there were 0.42 women in the same situation. The share of women business
owners also remained constant at 9% (2017 to 2020).
With regards to the share of employed who are employers and own-account workers, there are more men
than women in this category, at 6% and 19% respectively for 2019, compared to 2% and 9% of women for
the same year. This has been consistent since 2012.
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Table 17.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators

Years

Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity
Women business owners

Share of employed who are
employers

Share of employed who are ownaccount workers

2014
2017
2014
2017
2014
2017
2016
2018
2017
2018
2019
2020
2012
2017
2018
2019
2012
2017
2018
2019

Turkey
Women
Men
44%
54%
37%
40%
3%
12%

69%
83%
45%
38%
3%
13%

G20 Average
Women
Men
76%

81%

10%

16%

0.45
0.42
9%
9%
9%
9%
1%
1%
1%
2%
10%
9%
10%
9%

7%
6%
6%
6%
21%
19%
19%
19%

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[15]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[16]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[17]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[18]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608

Legal Framework

Table 17.4. Legal frameworks on finance and entrepreneurship


Married women have equal rights as married men to open a bank account at a formal
institution, and do not need the signature or authority of their husbands or guardians (no
restrictions were found).



There are no specific laws that prohibit discrimination by creditors on the grounds of gender
or marital status when it comes to access to credit.



No legal reforms could be located.

Legal Framework

Legal reforms in
2020/21
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National Policies & COVID-19 Response Measures
The Eleventh Development Plan (2019-2023) approved in 2019 includes measures to promote the active
participation of women in the economy, such as consultancy and guidance services in business
development processes for women entrepreneurs, mechanisms to develop women’s economic activities
in digital spaces, training programmes to foster women entrepreneurs’ empowerment in e-commerce, as
well as supportive measures for women entrepreneurs in rural areas. It includes targets such as 10% of
women employers and 20% of self-employed women by 2023 (Presidency of the Republic of Turkey,
2019[6]). In 2019, The Ministry of Family Labour and Social Services in partnership with the Ministry of
Trade and Union of Chambers and Commodity ran the ‘Supporting Women Entrepreneurship via Ecommerce’ programme to safeguard women’s access, participation and leadership in all the areas of the
economic and commercial spheres through the commercialisation of their products on various digital
platforms (Government of Turkey, 2019[8]). Furthermore, the Women and Young Entrepreneurs
Department were created within the General Directorate of Export of the Ministry of Trade to encourage
and boost women’s entrepreneurship through tailored support from the government, identification of
women’s needs and sectors where they can gain competitive advantage and improve their international
competitiveness (Government of Turkey, 2019[8]).
Among measures adopted by the government during the COVID-19 pandemic, the Ministry of Trade
provided a grant programme for women cooperatives to alleviate the economic impacts during the sanitary
crisis. Each cooperative could appeal for up to 150 000 TL under the Cooperatives Support Programme
(UNDP, 2021[19]).

Social norms and practices
Financial inclusion and decision making in the household
Women in Turkey do not seem to have an equal say in financial decision-making in the household, with
54% of respondents to a survey saying that, in a family, men have more influence when it comes to making
important decisions about household finances. In comparison, only 11% say that women have more
influence, and 34% say that women and men have about the same influence (Pew Research Center,
2020[20]). This is in line with findings from another survey on the daily financial task of paying bills and
managing finances, in which 36% of respondents reporting this task is almost exclusively performed by
men, compared to only 11% reporting it is mostly a task performed by women (IPSOS, 2020[21]). In addition,
respondents to 2019. Gender equality attitudes study agree that it is easier for most men than for most
women to have control over their finances in Turkey: 73% say that most men have a lot of control over
their finances, compared to 47% saying that the same is true for most women (UN Women, 2020[14]). Some
areas of Turkey, such as Southeastern Turkey, still see men as household providers and women as main
caregivers, which influences financial decision making in the home. Further, among the main norms
identified in a study, it was found that “women should not have financial privacy from their husbands”, they
“should not have savings of their own”, they “should not have assets in their name” and “should not own
large businesses” (Scarampi, 2020[22]). However, in terms of women’s financial inclusion, there are some
variations in social attitudes in Turkey. CGAP’s research no social norms find that social attitudes on
women’s rights to earn assets vary from being very restrictive to some outliers who think that men and
women should have joint house titling for example (Bin-Humam, 2019[23]).

Entrepreneurship and support systems
Research in Turkey shows that many women entrepreneurs started their business by necessity, often due
to divorce or widowhood, rather than by opportunity. This reflects high societal pressures and restrictive
norms on women’s business activity (Bin-Humam, 2019[23]). The IFC partners with several Turkish banks
to provide on-lending to women-run SMEs, a business most banks do have not much previous experience

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

266 
in. Some banks match their financial services providers with non-financial skill development and training.
Banks adapting their services provided to women-run businesses needs is important and promising,
particularly given that 40% of Turkish SMEs are run by women but only 15% of those have access to
finance (IFC, n.d.[24]). In addition, partnerships between the private sector and academic institutions, such
as between Ozyegin University and the Goldman Sachs 10,000 Women initiative help train women in
entrepreneurship. In the context of COVID-19, 19% of respondents listed “access to finance for small and
micro-businesses” as an important issue to ensure that recovery after COVID addresses issues facing
women in Turkey. Moreover, 41% of respondents listed “more flexible working practices, such as working
from home and working part-time” as the most important priorities in Turkey (Ipsos, 2021[25]).

Key policy recommendations for financial inclusion


Make information and mentoring more widely available for women who aspire to become
entrepreneurs, in particular on how to start and develop a business, including in venture capital.



Close the digital gender divide to facilitate women’s access to financial services by promoting
access to and affordability and use of connected digital devices, and promoting e-banking and
mobile money as well as other digital tools, including in rural areas.



Establish training programmes for women entrepreneurs that boost their digital and financial
skills.



Address non-monetary barriers to entrepreneurship, such as child care, for women who wish
to become entrepreneurs, for example by improving the infrastructure to reduce the time spent
on unpaid care work and promoting flexible working practices.



Run awareness campaigns on gender-equal roles in the household, as well as on the
importance of gender diversity in businesses, including through both traditional and online
communication channels.



Collect better and comparable data on female entrepreneurs and women’s access to and use
of financial services to help identify the gender gaps, ensuring such data is representative of
women’s diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 38% of women in Turkey reported having experienced physical and/or sexual intimate partner
violence (IPV) at least once in their lifetime which was above the G20 average of 26% (Table 17.5). This
prevalence rate observed in 2019 is four percentage points lower than the rates reported in 2014 (42%).
Moreover, in 2019, in Turkey, 11% of women reported being subjected to IPV at least once in the prior 12
months, while 13% of women in G20 countries reported the same. When it comes to child marriage, 7%
of girls in Turkey reported being, or having been married or in an informal union in 2019 compared to less
than 1% of boys. Across the G20, the average prevalence of girl child marriage was 12% in 2019.
Furthermore, evidence from Turkey during the COVID-19 pandemic has revealed an increase in the
prevalence of VAWG (Adibelli, Sümen and Teskereci, 2021[26]).
Turkey does not have internationally comparable data on the lifetime prevalence of non-partner sexual
violence among women and girls.
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Table 17.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

Turkey

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls
Prevalence of girl child marriage

2014
2019

42%
38%

26%

2019

11%

13%

No data available
2014
2019

10%
7%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[27]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[28]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[10]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

Legal framework

Table 17.6. Legal frameworks on violence against women and girls

Legal
Framework

Legal reforms
in 2020/21



Turkey was the first country to sign and ratify the Istanbul Convention on Preventing and
Combating Violence and Domestic Violence against Women in 2012.



Law No. 6248 (2012) on the Prevention of Violence against Women and the Protection of the
Family defines the concepts of “violence”, “domestic violence” and “violence against women” in
such a way as to comprise physical, verbal, sexual, economic and psychological violence.



The Law on Protection of Family and Prevention of Violence Against Women (Law No. 6284),
provides for the creation of support services for victims/survivors, including Violence Prevention and
Monitoring Centres.



Sexual assault and rape, including marital rape, are criminalised under the Criminal Code which
defines rape as committed by “Any person who attempts to violate sexual immunity of a person”.



The Criminal Code provides for criminal penalties for domestic violence and was modified to
remove previous sentence reductions for murder in the name of honour, and honour killing is now
criminalized. The Criminal Code also criminalises sexual harassment, while the Code of Criminal
Procedure includes civil remedies. The Labour Code criminalises sexual harassment at the
workplace.



The Law of Obligations No. 6098 (2011), and Human Rights and Equality Institution Law of
Turkey No. 6701 (2016) defined the concepts “mobbing at work” and “harassment” for the first time,
forbidden as discrimination.



The Civil Code sets forth the legal age of marriage at 18 years for both men and women, however,
it stipulates that a 17-year-old may marry with parental consent, and a 16-year-old may marry with
the permission of a judge and legal guardian in ‘extreme situations’ or with Sharia Court Permission.
There are no sanctions for those facilitating a marriage of an individual under the minimum age.



As of July 2021, Turkey has officially withdrawn from the Istanbul Convention on Preventing and
Combating Violence and Domestic Violence against Women. Turkey was the first country to
sign and ratify the Istanbul Convention in 2012.
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National Action Plans & COVID-19 Response Policies
Following Turkey’s third action plan on violence against women which covered the period 2016-2019, the
Fourth National Action Plan and Strategy Document for Combating Violence Against Women (2021-2025)
includes plans to revise legislation, support effective implementation and increase awareness on the issue
(Government of Turkey, 2021[29]). Furthermore, “The Coordination Plan for Combating Violence against
Women (2020-2021)" entered into force within the framework of the "Protocol on Increasing Institutional
Cooperation and Coordination in Combating Violence against Women", signed by relevant Ministries and
the Presidency in November 2019. Turkey also has two strategies that aim to address the issue of early
marriage: the National Child Rights Action Plan and the National Action Plan for the Prevention of Violence
against Women for the period 2016-2019 (Government of Turkey, 2019[8]).
During the COVID-19 pandemic, the government of Turkey took action to address VAWG. In collaboration,
the Ministry of Family, Labour and Social Services, local governments, General Directorate of Migration
Management and NGOs ensured that there were no interruptions in the services available for
victims/survivors, including specifically women's shelters (UNDP, 2021[19]).

Social norms and practices
VAWG and the COVID-19 pandemic
Throughout the globe, the COVID-19 pandemic both concealed and often increased the prevalence of
VAWG. A study in Turkey showed that violence increased during the pandemic, and that emotional
violence was more likely to take place when women and their partners did not work during the crisis. This
finding attests to the important role that economic instability and unemployment play in domestic violence
in the COVID-19 context (Adibelli, Sümen and Teskereci, 2021[26]). Furthermore, public attitudes data
shows that people in Turkey believe more action to support victims/survivors of gender-based violence
should be an important part of the country’s COVID-19 recovery. In 2021, 56% of respondents said that
allocating more support for women and girls who face violence or abuse was one of the most important
things Turkey could do to ensure that the programme for recovery after the Coronavirus pandemic
addresses issues facing women (Ipsos, 2021[25]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[30]). In other
words, where violence is more common, it is generally more widely accepted. In Turkey, the percentage
of respondents who reported that a man can be justified in beating his wife in the 2017-20 period was 24%
(Haerpfer et al., 2020[11]). This figure was six percentage-points greater than the percentage of
respondents who reported having this belief, 18% in the 2010-14 period thus signalling a potential increase
in the prevalence of attitudes justifying violence (Inglehart et al., 2018[31]).

Key recommendations to end VAWG


Pass legislation to protect women and girls from sexual harassment. Legislation should cover
all spaces including educational establishments, public spaces and online.

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

 269


Develop and implement policies to identify, prevent and prosecute violence, harassment and
threats of violence against women and girls online. Reverse the decision to withdraw from the
Istanbul Convention.



Support a culture of awareness of and zero-tolerance towards violence. Establish
communications campaigns aimed at individuals and organisations (in both the public and
private sectors) that share information on the rights and services available to survivors of
violence. Support programmes that engage men and boys in unpacking masculine norms and
support them as allies against violence against women and girls.



Collect consistent and comparable data to measure the prevalence of multiple forms of violence
against women and girls. Ensure that data collected also account for women’s diverse identities
(including age, race, ethnicity, indigenous status, ability and more).
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18 United Kingdom
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, the United Kingdom achieves a score of 17 and
ranks 24th among 120 countries (OECD, 2019[1]). It presents very low to low levels of discrimination across
the four sub-indices of the SIGI, with the lowest discrimination in restricted civil liberties, and highest
discrimination in the family (see Figure 18.1).

Figure 18.1. Level of discrimination in the SIGI dimensions

Restricted Civil Liberties
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Restricted Physical Integrity
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SIGI Score
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Note: Higher values in each SIGI dimension indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2020, the average labour force participation rate of women was 75%, representing a gap of eight
percentage points compared to that of men (see Table 18.1). With regards to the 25x25 target, between
2015 and 2020, the gender gap in the labour force participation rate decreased by four percentage points
from 12% to 8%. The gender pay gap in the United Kingdom stood at 16% in 2020, meaning that on

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

274 
average, for every Pound earned by men, women earned 84 Pence. On average, women’s part-time
incidence rate is 25 percentage points higher than for men. Furthermore, women spend nearly twice as
much time as men on unpaid care and domestic work. Between 2015 and 2020, women’s representation
in managerial positions increased slightly from 35% to 37%.

Table 18.1.Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate

Progress towards 25x25
Gender pay gap

Representation in managerial
positions

Years
2015
2017
2018
2019
2020
2012
2017
2018
2019
2016
2017
2018
2019
2020
2020
2006
2017
2019
2020
2015
2017
2018
2019

United Kingdom
Women
Men
70%
73%
73%
74%
75%
49%
37%
36%
36%
5%
4%
4%
4%
4%

G20 Average
Women
Men

82%
82%
83%
83%
83%
16%
12%
11%
11%
5%
5%
4%
4%
5%
9%
22%
17%
16%
16%

35%
36%
36%
37%

65%
64%
64%
63%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.

Legal framework

Table 18.2. Key gender equality laws and international instruments
CEDAW
ILO conventions
Legal Framework



The United Kingdom ratified the Convention on the Elimination of All Forms of Discrimination
against Women in 1986 and its Optional Protocol in 2004



The United Kingdom ratified ILO Convention No. 100 and 111, but not 156, 186 or 189.



Sections 11 and 39 of the Equality Act mandate non-discrimination based on gender in hiring



Section 7 of the Labour Law stipulates that women can apply for and work the same jobs as men
Women also have the right to work the same night hours as men (Section 138).
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Legal reforms in
2020/21



Under Section 1 of the Equal Pay Act of 1970 and its Amendments, women are entitled to equal
pay for work of equal value. The United Kingdom is also a member of the Equal Pay International
Coalition (EPIC). Furthermore, the United Kingdom has instituted a pay reporting scheme; during
2017-2018, the first year of reporting, more than 10 000 employers reported their pay data
representing 100% compliance (OECD and ILO, 2019[6]).



The dismissal of pregnant workers is prohibited, and mothers are guaranteed an equivalent position
after maternity leave (Maternity and Parental Leave Regulations 1999, Regulation 20(3)).



Women are granted 39 weeks of paid maternity leave, and two weeks of paid paternity leave are
provided by law. In the United Kingdom, there is no paid parental leave.



The law protects women from sexual harassment at the workplace. Legislation, civil remedies and
criminal penalties exist in employment to protect against sexual harassment. Following Section 26A
of the Equality Act, the legislation provides legal protection from sexual harassment, including the
Sexual Offences Prevention Order and Risk of Sexual Harm Order.



No relevant reforms were located.

National Action Plans & COVID-19 Response Policies
In 2019, the United Kingdom established the roadmap Gender Equality at Every Stage: a Roadmap for
Change to eliminate deep-rooted gender inequalities (Government of the United Kingdom, 2019[7]). The
roadmap for action prioritises women’s inclusion in the labour market and the protection against genderbased discrimination at the workplace. Furthermore, the government sets a clear path for action by
identifying eight crucial issues: i) tackling limiting attitudes ii) women tend to work in lower-paid job sectors
and occupations and are less likely to advance iii) the working-age benefits system has not always tackled
disadvantages that women and those with caring responsibilities face iv) women take more time out of the
labour market to care for children v) women are providing more informal and unpaid work for others vi)
helping people to return to work after taking time out for caring vii) women are more likely to face financial
instability later in life. The roadmap specifies concrete commitments and measures in each of these key
areas and engages to report on the advancement of these actions on yearly basis to Parliament and the
Gender Equality Monitor (Government of the United Kingdom, 2019[7]). The third element of the gender
strategy is an analytical report - Case for change: how economic gender inequalities take hold across the
life course – that examines the underlying factors of gendered differences in work and pay. The insights
gained inform the roadmap for change (Government of the United Kingdom, 2019[7]).
To safeguard against the economic crisis provoked by COVID-19, the United Kingdom introduced several
measures. Most of the latter were grouped under an umbrella scheme allowing aid to be granted by UK
authorities at all levels and included, e.g. of direct grants, or equity, tax and payment advantages.
Specifically, a furlough or short-time work allowance scheme was introduced to prevent economic
redundancies. The scheme applied to employees able to work at least 20% of their regular working hours.
The wage subsidy for the forgone working hours varied between 80% at the beginning and 60% later on
during the pandemic. In addition, state grants amounting to 40% of the earnings were paid to the selfemployed who were unable to carry out their usual work. In general, the government facilitated access to
support allowances or Universal Credit for the self-employed and low-income earners. The latter group
also benefitted from a payment scheme when they had to self-isolate or were not able to carry out their
job. Moreover, all workers diagnosed with COVID-19 or in self-isolation were guaranteed paid sick leave,
granted by the employer and refunded by the government. To compensate for additional household costs,
tax reliefs were granted to those working from home (Gentilini et al., 2020[8]) (World Bank, 2021[9]). No
explicit gender-sensitive measures could be located (UNDP, 2021[10]).
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Social norms and practices
Unpaid care and domestic work
In the United Kingdom, women spend approximately three-and-a-half hours per day on unpaid care and
domestic work compared to less than two hours for men (OECD, 2019[11]). In 2020, 23% of respondents
reported agreeing or strongly agreeing that “when a mother works for pay, the children suffer” compared
to nearly 31% in 2017 (Haerpfer et al., 2020[12]); (OECD, 2019[11]). However, there has been a change in
attitudes to gender roles among the British public. The proportion of people agreeing that “a man’s job is
to earn the money; a woman’s job is to take care of the home and family” has decreased significantly over
time, from 43% in 1984 to 12% in 2012 and further to 8% in 2017. This has been mirrored by an increase
in the percentage of people disagreeing with the statement from 37% in 1984, to 65% in 2012 and 72% in
2017. However, there is still a way to go. For example, when a child was under school age, 36% of men
said that the woman should stay at home, compared to 30% of women (Government of the United
Kingdom, 2019[13]). In addition, in 2017, a high percentage (60%) agree that “being a housewife is just as
fulfilling as working for pay (OECD, 2019[11]).

Labour force segregation and the gender pay gap
The norms that lead women to undertake the majority of unpaid care and domestic work are related to
those that encourage women to participate in some jobs and sectors of the labour force rather than others.
This labour force segregation remains a concern in the United Kingdom fuelling gender pay gaps to the
disadvantage of women. In the United Kingdom, in 2020, female workers account for 91% of all service
staff compared with 71% of male workers. Furthermore, 27% of working men are employed in the industry
sector compared with only 8% of all working women (ILO, 2020[14]). Beliefs about some professions being
suitable for men while others are suitable for women impacts the career aspirations of both, thus
reproducing segregation in the labour force. Data on social perceptions shows that overall, being a nurse,
care worker child care provider is a job most view as being done by women, while being an IT worker,
delivery driver, bankers and police officers are viewed as jobs being mostly performed by men (IPSOS,
2021[15]). In the United Kingdom, in 2021, 86% of respondents consider that people who provide childcare,
including nurses, childminders and nannies, is mostly made up of women and nearly 79% of respondents
think that that they are paid too little. In addition, 78% of respondents think that computer engineers are a
job that is mostly made up of men (IPSOS, 2021[15]).
Sectoral segregation is also an issue in the British labour market that drives gender pay gaps which in turn
puts women at a financial disadvantage that can have lasting impacts throughout their lifetime. For full-time
employees, the gender pay gap decreased from 9.1% in 2017 to 8.6% in 2018 (Government of the United
Kingdom, 2019[13]). In 2021, in the United Kingdom, 28% of survey respondents reported that “closing the
gender pay gap is important and should be one of our top priorities right now and 54% reported that “people
should have the right to know what other colleagues doing the same work are paid” (IPSOS, 2021[15]).

Key policy recommendations for labour inclusion


Promote more gender-equal roles in the household and address social norms that view unpaid care
and domestic work as women’s responsibility;



Collect gender-disaggregated data about the various forms of workplace harassment and work with
employers to craft procedures for redress which protect victims from retaliation;
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End discrimination against women, especially that based on pregnancy and maternity, in line with
the recommendation provided in the Taylor Review of Modern Working Practices (2017) and
subsequently accepted by the government in 2018.

Financial and entrepreneurship
The financial and entrepreneurship pillar in Table 8.3 reveals slight gender differences. Women and men
enjoy similar levels of account ownership at, respectively, 96% and 97% in 2017. Both women and men
have been able to save money in the past year in 2017, with 72% of women versus 76% of men.
In addition, the share of women that saved specifically to start, operate or expand a business increased
marginally from 7% in 2014 to 8% in 2017. As to the female-to-male new entrepreneurial activity ratio,
women enjoy significantly fewer opportunities than men: for every 100 men who were nascent
entrepreneurs or owner-managers of new businesses in 2019, there were 60 women in the same situation.
The share of women business owners increased, from 26% in 2017 to 28% in 2020.
With regards to the share of employed who are employers and own-account workers, there are more men
than women in this category, at 3% and 15% respectively for 2019, compared to 1% and 9% of women for
the same year. This has been consistent since 2017.
To better understand these differences in the United Kingdom, a closer look at the legal framework as well
as norms and practices in this area can illuminate some of the gender dynamics and what actions may be
taken to ensure financial inclusion for women.

Table 18.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity

Women business owners

Share of employed who are
employers

Share of employed who are ownaccount workers

Years
2014
2017
2014
2017
2014
2017
2015
2017
2018
2019
2017
2018
2019
2020
2012
2017
2018
2019
2012
2017
2018
2019

United Kingdom
Women
Men
99%
96%
70%
72%
7%
8%

99%
97%
73%
76%
13%
10%

G20 Average
Women
Men
76%

81%

10%

16%

0.50
0.46
0.49
0.60
26%
25%
28%
28%
1%
1%
1%
1%
7%
9%
9%
9%

3%
3%
3%
3%
14%
15%
15%
15%
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Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[16]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[17]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[18]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[19]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

Legal Framework

Table 18.4. Legal frameworks on finance and entrepreneurship


Women and men enjoy the same rights to open a bank account and obtain credit (Equality Act, art.
29).



No legal reforms could be located.

Legal Framework
Legal reforms in
2020/21

National Policies & COVID-19 Response Measures
In 2019, the UK has published a roadmap “Gender equality at every stage: a roadmap for change”, which
includes various commitments towards gender equality It sets out a clear vision for gender equality,
intending to have both women and men’s contributions to the economy while ensuring balance of caring
responsibilities and a rewarding career. It notably announced the introduction of a new voluntary Investing
in Women Code, to increase transparency with regards to funding allocated to women entrepreneurs and
highlight the gender gap in investment (Government of the United Kingdom, 2019[20]). In the context of the
COVID-19, the UK put in place the Coronavirus Business Interruption Loan Scheme (CBILS), which aimed
to financially support smaller businesses that were losing revenue across the country as a result of the
outbreak (The British Business Bank, n.d.[21]).

Social norms and practices
Financial inclusion and decision making in the household
Financial decision-making in the household seems to be mostly the domain of men in the UK. While 61%
say that, in a family, women and men have about the same influence when it comes to making important
decisions about household finances, 25% say that men have more influence, and 13% say that women
have more influence (Pew Research Center, 2020[22]). In addition, daily tasks such as paying bills and
managing finances are more generally associated with men, with 13% reporting this task is almost
exclusively performed by men, and 7% saying it is most often performed by women (IPSOS, 2020[23])1.
Although 50% of women living with a partner say they manage their finances jointly, fewer women, 43%,
say that they make active decisions on where to invest or save their money (Fidelity International, 2021[24]).
This indicates that women would appear less financially savvy than men. When it comes to inheritance
practices, a small number of women may be affected in this regard when it comes to accessing capital, as
9% of female respondents have declared that they have not or will not receive the same inheritance as
male relatives in their family (Focus 2030 and Women Deliver, 2021[25]).

1

IPSOS data covers Great Britain.
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Entrepreneurship and support systems
Overall, women seem less confident than men when it comes to accessing finance to start their business.
Indeed, men are 1.7 times more likely than women to think that they can access start-up funds (LewisFrayne, Rabellotti and Subacchi, 2020[26]). While both women and men list risk of failure and too big a
financial risk as among the top reasons for not starting a business, the number one barrier for women is
access to funding while men mention this barrier problematic half as often (38% vs 21%) (Rose, 2019[27]).
In addition, more women than men cite low access & awareness of scale-up capital and limited professional
networks as barriers (Rose, 2019[27]). For women entrepreneurs, family and friends are a more relevant
source of information than for men (41% and 28% respectively) (Lewis-Frayne, Rabellotti and Subacchi,
2020[26]). This seems to indicate that women rely more on their closer circle of relationships than on
networks acquired professionally. As for barriers to scale up the business, more women than men reckon
difficulties in balancing personal commitments and business responsibilities (Rose, 2019[27]). This indicates
that gender roles in the household still have some degree of influence on women’s business endeavours
and their patterns. While the main motivation for both men and women to start a business is independence,
the second most important reason for women is to have a more flexible work-life balance (family) whereas
it is earning money for men (Rose, 2019[27]).
In terms of venture capital, less than 1% of venture capital funding goes to all-women teams, and 14% of
investment roles in private equity and 20% of those in the venture capital industry are held by women. This
is problematic as investors tend to invest in people who resemble themselves, meaning that men investors
tend to invest in men. Further, only 1% of early-stage women entrepreneurs receive angel investment
compared to 10% of men (Lewis-Frayne, Rabellotti and Subacchi, 2020[26]). As for grants, more women
than men use grant funding as start-up capital, partly because women tend to be more risk-averse but also
because women are less likely than men to receive capital from venture capital investors (Lewis-Frayne,
Rabellotti and Subacchi, 2020[26]).
Looking at the distribution of businesses by sector, women-led businesses are concentrated in the services
sector accounting for 37% of the health sector, 31% of education, 27% of other services, 22% of
accommodation and food services, and 21% of administration and support (Lewis-Frayne, Rabellotti and
Subacchi, 2020[26]). In addition, women account for less than 25% of entrepreneurs in high-value sectors,
such as Information and Technology, financial services or manufacturing. This can be partly explained that
women value flexible work time or personal satisfaction more than the financial return, as well as that
entrepreneurs are more likely to start a business in a sector they know well. This again highlights the
problem of gendered choices at the university level (Rose, 2019[27]).

Key policy recommendations for financial inclusion


Facilitate women’s access to financial services and venture capital by making information
transparent and widely available, promoting access to and affordability and use of connected
digital devices, and promoting e-banking and mobile money as well as other digital tools,
including in rural areas.



Establish training and programmes to improve women’s financial and digital literacy and skills
and build their confidence in decision-making over finances, including through women’s
networking and mentoring programmes



Challenge established stereotypes through awareness-raising campaigns and female rolemodelling, to counter gender segregation among businesses, through both traditional and
online communication channels.
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Collect better and comparable data on female entrepreneurs and women’s access to and use
of financial services to help identify the gender gaps, ensuring such data is representative of
women’s diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 29% of women in the United Kingdom reported having experienced physical and/or sexual intimate
partner violence (IPV) at least once in their lifetime which was above the G20 average of 26% (see
Table 18.5). Moreover, in 2019, in the United Kingdom, 5% of women reported being subjected to IPV at
least once in the prior 12 months, while 13% of women in G20 countries reported the same. In 2017, 7%
of women and girls aged 18–74 years reported being subjected to non-partner sexual violence. When it
comes to child marriage, 3% of girls in the United Kingdom reported being, or having been married or in
an informal union in 2019 compared to 1% of boys. Across the G20, the average prevalence of girl child
marriage was 12% in 2019.
Police data in England and Wales showed an increase in domestic abuse-related reports during the
COVID-19 pandemic as well as growing demand for domestic violence-related services (Government of
the United Kingdom, 2020[28]). Furthermore, a Crime Survey for England and Wales revealed a 7%
increase in recorded crimes of domestic abuse between March 2019 and March 2020, and between April
and June 2020, the number of calls to the National Domestic Abuse Helpline increased by 65% compared
to the first three months 2020 (UK Parliament, 2021[29]).

Table 18.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

United Kingdom

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls2
Prevalence of girl child marriage

2014
2019
2019

No data available
29%
5%

26%
13%

2017

7%

2014
2019

0%
3%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[30]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[31]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[11]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019

2

Proportion of women aged 18–74 years experiencing sexual violence perpetrated by someone other than an intimate
partner at least once in their lifetime.
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Legal framework

Table 18.6. Legal frameworks on violence against women and girls


The United Kingdom signed but has not yet ratified the Council of Europe Convention on preventing and
combating violence against women (the Istanbul Convention).



In Wales, the Violence against Women, Domestic Abuse and Sexual Violence Act 2015 seek to
improve the public sector’s response to violence against women, domestic and sexual violence.



The Serious Crime Act (2015) prohibits domestic abuse (sec. 76) including controlling or coercive
behaviour in an intimate or family relationship. The Domestic Violence Crime and Victims Act 2004
concerns the prosecution and support of victims of domestic violence and outlines criminal justice
procedures.



The Domestic Abuse (Scotland) Act 2018 came into force in 2019 creating a specific offence of
domestic abuse that covers physical and psychological abuse as well as coercive and controlling
behaviour.



Sexual violence is prohibited under the Sexual Offences Act (2003) and the Criminal Justice and
Public Order Act (1994) for England and Wales. This Act was replicated in Northern Ireland with the
Sexual Offences Order (2008). The law is based on a lack of consent. In Scotland, the legal prohibition
of rape can be found in the Sexual Offences Act (2009). The Sexual Offences Act mandates that rape,
including spousal rape, is a criminal offence (sec. 1). The legal definition of rape is based on a lack of
consent (sec. 1).



The Voyeurism (Offences) Act 2019 added new offences to the Sexual Offences Act (2003), that pertain
to filming or photographing someone underneath their clothing without their consent for sexual
gratification or to cause humiliation, distress or alarm (“upskirting”).



The Equality Act (2010) ((sec. 26A), the Sexual Offences Prevention Order, and Risk of Sexual Harm
Order provide legal protection from sexual harassment. The Equality Act distinguishes between gender
harassment (sec. 26 (1)) and sexual harassment (sec. 26 (2)). In Northern Ireland, the Sex
Discrimination (Northern Ireland) Order 1976 prohibits unwanted behaviour that is related to a
woman’s sex.



The Prohibition of Female Circumcision Act (1985) (sec. 1 (a) (b)) and the Female Genital Mutilation
Act 2003 (sec. 1 (5)) criminalize female genital mutilation as a harmful practice. The law includes criminal
penalties for the parents and medical practitioners (Serious Crime Act, art. 72), and victims may seek
legal redress under the Female Genital Mutilation Act (sec. 5).



Under the Marriage Act, the legal minimum age of marriage is 18 years old, and while child marriage is
prohibited, it is not penalized. Moreover, the law grants legal exceptions for marriage below the minimum
age with parental consent between the ages of 16 and 18 (sec. 2 and 3(1)).



In 2020 the Female Genital Mutilation (Protection and Guidance) (Scotland) Bill became law which
amends the Prohibition of Female Genital Mutilation (Scotland) Act 2005 to strengthen legal
protection for victims and persons at risk of FGM including for example protection orders.



The Domestic Abuse Act 2021 introduces a statutory definition of domestic abuse; a new offence of
controlling or coercive behaviour in an intimate or family relationship; a new offence of failing to protect
girls from FGM or forced marriage; protection mechanisms and special support measures in the justice
system; establishes anonymity for the victims of these harmful practices; and more.



The Domestic Abuse and Civil Proceedings Act (Northern Ireland) 2021, establishes domestic abuse
as a criminal offence. It covers both physical and psychological abuse (sec. 1-2).



In 2021, a bill to close legal loopholes enabling child marriage was introduced in parliament.

Legal
Framework

Legal reforms
in 2020/21
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National Action Plans & COVID-19 Response Policies
In 2019, the United Kingdom refreshed its Violence Against Women and Girls Strategy and pledged £100
million until 2020 to combat gender-based violence. The refreshed VAWG Strategy set new targets for the
national and local governments. The strategy covers prevention, the provision of services, partnerships
and pursuing perpetrators (Government of the United Kingdom, 2019[32]). The Welsh Government has a
five-year National Strategy on Violence against Women, Domestic Abuse and Sexual Violence which was
published in 2016. The strategy’s six objectives are designed to comply with the Istanbul Convention, and
a framework for the delivery of the objectives was published in 2018. In Scotland, “Equally Safe”, the
national strategy for preventing and eradicating violence against girls was published in 2014 and updated
in 2016. The strategy is accompanied by a Delivery Plan which aims to promote collaboration among
diverse actors working to address VAWG. Moreover, Scotland has a dedicated National Action Plan to
Prevent and Eradicate Female Genital Mutilation (FGM). In 2016, the Northern Ireland Executive published
its seven-year strategy entitled “Stopping Domestic and Sexual Violence and Abuse in Northern Ireland”.
The strategy guides initiatives run by the Department of Justice in Northern Ireland (Government of the
United Kingdom, 2019[33]).
In the context of the COVID-19 pandemic, the government of the United Kingdom enacted a number of
policies to address violence against women and girls. For example, in April 2020, the campaign
#YouAreNotAlone was launched by the Home Secretary to increase awareness of support services for
domestic abuse (UNDP, 2021[10]). Moreover, persons who needed to leave home to avoid injury or to
escape harm were exempt from the strict lockdown regulations to ensure that these social distancing
measures did not prevent help-seeking behaviour (Williamson, 2020[34]). Funding of 25 million GBP was
secured by the Ministry of Justice to support organisations working with vulnerable persons, including
survivors of sexual and domestic violence (Government of the United Kingdom, 2020[35]). Furthermore, in
Scotland, the government distributed funds to ensure that support services for survivors of violence were
maintained during the crisis, including reporting mechanisms through video, text and phone (UNDP,
2021[10]).

Social norms and practices
VAWG and the COVID-19 pandemic
Globally and in the United Kingdom, the coronavirus pandemic, and associated containment measures
both obscured and increased the incidence of violence against women and girls, especially domestic
violence. Public attitudes data shows that many people in Great Britain are in favour of more action to
support victims/survivors of gender-based violence as an important part of the country’s COVID-19
recovery. In 2021, 29% of respondents said that allocating more support for women and girls who face
violence or abuse was one of the most important things Great Britain could do to ensure that the
programme for recovery after the Coronavirus pandemic addresses issues facing women (Ipsos, 2021[36]).

Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted. In the United Kingdom, the
percentage of respondents who reported that domestic violence against women is acceptable under some
circumstances was only 1.5% in 2016 (EIGE, n.d.[37]). Moreover, 83% reported that domestic violence
against women is unacceptable and should always be punishable by law while 13% said it should not
always be punishable by law (EIGE, n.d.[37]).
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When it comes to beliefs about women’s sexual autonomy, data shows that only 7% of respondents in the
United Kingdom reported that it is unacceptable for women to refuse sexual intercourse with their partner
in 2020 (Focus 2030 and Women Deliver, 2021[25]). This signals norms positioning men as the decisionmakers over sexual activity in heterosexual relationships are not strong in the overall population.
Furthermore, norms also extend to practices around women’s freedom over personal decisions. In 2020,
10% of female respondents from the United Kingdom reported having their freedom of movement has been
restricted against their will by family members or partners (Focus 2030 and Women Deliver, 2021 [25]).
Norms about decision-making power and violence are not confined to the domestic or private sphere
however, and norms and practices justifying violence in public spaces, workplaces and schools remain
important (OECD, 2021[38]). In 2020, 11% of respondents from the United Kingdom reported that it is
acceptable “to whistle at a woman in the street, or to touch a woman without her consent” (Focus 2030
and Women Deliver, 2021[25]). Gender-based harassment in public places, a form of violence itself,
undermines public safety and negatively impacts women’s and girls’ opportunities to participate fully in all
aspects of public life. Sexist jokes are among the multiple practices that contribute to making violence
against women acceptable in societies. In the United Kingdom in 2020, 18% of respondents reported that
they find it acceptable “to tell or share a sexist joke about a woman with friends or on social media” (Focus
2030 and Women Deliver, 2021[25]). While these may be ‘only jokes’—sexist remarks promote negative
gender stereotypes, devalue women’s and girls’ abilities and accomplishments, objectify women and girls
and/or support gender-based violence.

Key recommendations to end VAWG


Continue and strengthen efforts towards the ratification of the Istanbul Convention and ILO
Convention 190.



Pass legislation closing legal loopholes that enable child marriage. Ensure that the law does not
allow for legal exceptions that enable children below the legal age to marry with parental consent.



Enact legislation that addresses and prohibits sexual harassment in public places, online and in the
workplace.



Support a culture of awareness of and zero-tolerance towards violence. Establish communications
campaigns aimed at individuals and organisations (in both the public and private sectors) that share
information on the rights and services available to survivors of violence. Support programmes that
engage men and boys in unpacking masculine norms and support them as allies against violence
against women and girls.



Collect consistent and comparable data to measure the prevalence of multiple forms of violence
against women and girls. This data should assess the prevalence of domestic violence—physical,
sexual, psychological, and economic—rape, sexual harassment (in public, at work, in education and
online), female genital mutilation, child marriage.
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19 United States of America
Introduction
In the Social Institutions and Gender Index (SIGI) 2019, the United States achieves a score of 18 and
ranks 26th among 120 countries (OECD, 2019[1]). It presents very low to low levels of discrimination across
all four sub-indices of the SIGI with lower discrimination in the restricted physical integrity and the restricted
access to productive and financial resources sub-indices, and highest discrimination in the sub-index on
discrimination in the family (see Figure 19.1).

Figure 19.1. Level of discrimination in the SIGI dimensions
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Note: Higher values in each SIGI dimension indicate a higher level of discrimination.
Source: (OECD Development Centre/OECD, 2019[2]), Gender, Institutions and Development Database, https://doi.org/10.1787/ba5dbd30-en.

Labour
In 2020, the average labour force participation rate of women was 68%, representing a gap of 10
percentage points compared to that of men (see Table 19.1). With regards to the 25x25 target, between
2012 and 2020, the gender gap in the labour force participation rate has decreased by one percentage
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point. The gender pay gap in the United States stood at 18% in 2019, meaning that on average, for every
dollar earned by men in the United States, women earned 82 cents. On average, women’s part-time
incidence rate is 9 percentage points higher than for men. Furthermore, women spend nearly twice as
much time as men on unpaid care and domestic work. Between 2015 and 2020, women’s representation
in managerial positions increased slightly from 39% to 41%.

Table 19.1. Dashboard of outcomes indicators for labour
Indicators

Labour force participation

Part-time employment

Unemployment rate

Progress towards 25x25

Gender pay gap

Representation in managerial
positions

Years
2012
2017
2018
2019
2020
2012
2017
2019
2016
2017
2018
2019
2020
2012
2019
2020
2006
2017
2018
2019
2015
2017
2018
2019
2020

United States
Women
Men
68%
68%
68%
69%
68%
25%
23%
17%
5%
4%
4%
4%
8%

G20 Average
Women
Men

79%
79%
79%
80%
78%
12%
11%
8%
5%
5%
4%
4%
8%
11%
11%
10%
19%
18%
19%
18%

39%
41%
40%
41%
41%

61%
59%
60%
59%
59%

Note: Please see annex for indicator definitions.
Source: (OECD, ILO, 2019[3]), Women at Work in the G20 countries: progress and policy actions since 2018,
www.oecd.org/g20/summits/osaka/G20-Women-at-Work.pdf; (OECD, n.d.[4]), OECD Labour Force Statistics Database,
https://stats.oecd.org/Index.aspx?DataSetCode=lfs_sexage_i_r; (ILOSTAT, n.d.[5]), Labour statistics for the Sustainable Development Goals
(SDGs), https://ilostat.ilo.org/topics/sdg/.
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Legal framework

Table 19.2. Key gender equality laws and international instruments
CEDAW



The United States is the only G20 country that has not ratified the CEDAW.



The United States is not a party to ILO Conventions No. 100, 111, 156, 183, which respectively
cover equal remuneration, discrimination, workers with family responsibilities and maternity
protection.



The Civil Rights Act of 1964 prohibits employment discrimination based on race, colour, religion,
sex or national origin in establishments with more than 15 employees (Title VII). The law is also
applicable to employment agencies and trade unions.



In addition, the Pregnancy Discrimination Act of 1978 establishes that discrimination in the
workplace based on pregnancy, childbirth or related medical conditions constitutes sex
discrimination under Title VII.



The Equal Pay Act of 1963 requires that men and women obtain equal pay for equal work in the
same workplace. An employee may file a civil suit in a federal court to enforce this act, and the
court may order the employer to change its wage policies and/or order back wages to the employee
who was discriminated against.



Women enjoy the same rights as men to work at night and have access to all sectors.



The legal framework protects from sexual harassment in the workplace. In employment, verbal or
physical sexual advances or propositions are illegal under Title VII of the Civil Rights Act (1964),
in addition to any act of sexual nature, which unreasonably interferes with an individual’s work
performance or creates a hostile workplace for women. To obtain relief under Title VII, a woman
must file a complaint with the Equal Employment Opportunity Commission (EEOC) within 180 days
of the last incident of harassment.



At the national level, there is no mandated maternity leave in the United States nor government
provisions for paternity leave. Nevertheless, Section 2612 of the United States Code allows up
to 84 days of unpaid family leave. The Family and Medical Leave Act of 1993 allows employees
to take an unpaid level of up to 12 working weeks in 12 months with the guarantee of keeping one’s
job.



The American Rescue Plan Act of 2021 (Public Law No.117-22) stipulates funding for Department
of Labor worker protection activities. It further extends the CARES Act (2020) unemployment
provisions in the context of COVID-19.

ILO conventions

Legal Framework

Legal reforms in
2020/21

National Action Plans & COVID-19 Response Policies
In March 2021, the Gender Policy Council (GPC) was established to advance gender equality both
domestically and abroad. It specifically focuses on barriers women and girls face concerning economic
security but also health, gender-based violence and education. The GPC, as a free-standing council within
the Executive Office of the President, will work with other White House policy councils to advance its
mission. Beyond discrimination against women and girls, the GPC will further focus on advancing
government policy for those who face “those who face discrimination and bias based on multiple factors—
including members of the Black, Latina, Native American, AAPI, and LGBTQI+ communities, as well as
persons with disabilities”. Concerning women’s economic security and opportunity, the GPC will address
the structural barriers that limit women’s participation in the labour market. It will also focus on reducing
wage and wealth gaps, as well as promoting female leadership (Government of the United States, 2021[6]).
In October 2021, the Government of the United States adopted its first-ever National Strategy on Gender
Equity and Equality aimed at advancing the full participation of all people - including women and girls in
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the United States and around the world. The National Strategy sets as a priority to improve women’s
economic security and labour force participation which is essential to advancing gender equity and equality
(Government of the United States, 2021[7]).
In March 2020, the Coronavirus Aid, Relief, and Economic Security (CARES) Act was passed and included
specific measures for low-income families and individuals impacted by the health and economic crises.
The funds of the Act could be used to make available continued payments and support to child care
providers in the case of reduced enrolment or closures related to COVID-19, and to guarantee that
providers can stay open or reopen as appropriate; deliver child care assistance, without regard to earnings,
to health care sector employees, emergency responders, sanitation employees, and other workers
deemed essential during the response to the COVID-19; allocate funding to child care providers who were
not participating in subsidy prior to the public health crisis (UNDP, n.d.[8]).

Social norms and practices
Unpaid care and domestic work
In the United States, women spend on average 60% more of their time on household and care work than
their male counterparts—4 hours and 11 minutes for women, compared to 2 hours and 38 minutes for men
(OECD, 2019[1]). The time demands of unpaid care work are one of the drivers behind women’s lower
labour force participation rate and higher uptake of part-time work (OECD, 2017[9]). Social norms underlie
the unequal division of labour in the household, yet these appear to be shifting in the United States. In
2017, 25% reported agreeing or strongly agreeing that “when a mother works for pay, the children suffer”
while in 2020 this percentage declined to 20% (OECD, 2019[10]; Haerpfer et al., 2020[11]). Moreover, in
2020, 69% agreed that “being a housewife is just as fulfilling as working for pay” compared to 75% in 2017;
(OECD, 2019[10]; Haerpfer et al., 2020[11]).
During the COVID-19 pandemic with families spending more time at home and children out of school, the
burden of this unpaid care and domestic work fell particularly hard on women and especially Black and
Latina women (Kalyanpur et al., 2020[12]). Single-parent families, 66% of which identify as Black and 44%
which identify as Latina/Latino, face particular challenges in navigating the increase in care demands
(Kalyanpur et al., 2020[12]). In addition, three in ten women say they are now more likely to spend less time
working and more time with their family compared to before the crisis began. Moreover, 29% of
respondents in the United States think that paid parental leave, childcare facilities or social assistance with
childcare should be taken into account for ensuring that the programme for recovery addresses issues
facing women (IPSOS, 2021[13]). In addition, 41% of respondents listed “more flexible working practices,
such as working from home and working part-time” as the most important priorities in the United States
(IPSOS, 2021[13]).

Labour force segregation and the gender pay gap
Labour force segregation, is also one of the important drivers of the gender pay gap in the United States.
While the gap has improved by 44% in less than 50 years, at its current rate the gap will not be closed until
2059 according to US Census calculations (Leisenring, 2020[14]). Social perceptions data seems to suggest
that Americans are aware of the unequal playing field when it comes to advancement and equal pay. In
2020, 60% of respondents in the United States reported that “when it comes to getting a high-paying job“
men have more opportunities while 38% said women and men have about the same opportunities (Pew
Research Center, 2020[15]). Furthermore, women continue to face discrimination in the professional and
economic spheres: 16% of female respondents in the United States considered that they did not have the
same access to promotional opportunities in their job as their male peers (Focus 2030 and Women Deliver,
2021[16]).
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Women’s pay also remains a sensitive issue for some (10%) who report that “if a woman earns more
money than her husband, it's almost certain to cause problems”, though a smaller percentage report having
this belief than did so in 2017 (more than 12%) (OECD, 2019[10]; Haerpfer et al., 2020[11]). According to a
recent global survey conducted by Focus 2030 and Women Deliver, 18% of women respondents in the
United States considered that they are paid as much as their male counterparts where they work (Focus
2030 and Women Deliver, 2021[16]). In addition, only 24% of respondents consider that “closing the gender
gap is important and should be one of the top priorities right now” and women are much more likely to
consider that it should be a priority than men; 27% of women compared to 20% of men reported having
this view (IPSOS, 2021[13]).
In the United States, there is increasing support for greater openness and transparency regarding pay. An
estimate of 40% of surveyed respondents support the right for people to know what colleagues who are
doing similar work are being paid and this view is more widely held among women than men: 47% of
women compared to 41% of men (IPSOS, 2021[13]).

Key policy recommendations for labour inclusion


Increase enforcement of anti-discrimination laws: legislation could be passed to strengthen the
Equal Pay Act of 1963 by requiring employers to justify wage differentials, while also strengthening
penalties for pay discrimination, mandating the collection of wage-related data by the Department
of Labour, providing training for relevant stakeholders, and preventing retaliation against workers
who request information regarding wage practices or disclose their wages.



Extend anti-discrimination laws: laws should protect against bullying and harassment based on
gender.

 Run advocacy campaigns. Such campaigns should address traditional gender stereotypes and
promote a more gender-equal distribution of roles in the household.

Financial and entrepreneurship
The financial and entrepreneurship pillar in (Table 19.3) reveals slight gender differences. Women and
men enjoy similar levels of account ownership at, respectively, 93% and 94% in 2017. Both women and
men have been able to save money in the past year in 2017, with 75% of women versus 83% of men.
In addition, the share of women that saved specifically to start, operate or expand a business increased
from 7% in 2014 to 11% in 2017. As to the female-to-male new entrepreneurial activity ratio, women enjoy
almost the same opportunities as men: for every 100 men who were nascent entrepreneurs or ownermanagers of new businesses in 2019, there were 91 women in the same situation. The share of women
business owners also increased, from 31% in 2017 to 34% in 2020.
With regards to the share of employed who are employers and own-account workers, there are more men
than women in this category, at 3% and 9% respectively for 2019, compared to 1% and 6% of women for
the same year. This has been consistent since 2017.
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Table 19.3. Dashboard of outcomes indicators for finance and entrepreneurship
Indicators
Account ownership
Saved any money in the past year
Saved to start, operate, or expand a
farm or business
Female-to-male ratio of new
entrepreneurial activity

Women business owners

Share of employed who are
employers

Share of employed who are ownaccount workers

Years
2014
2017
2014
2017
2014
2017
2015
2017
2018
2019
2017
2018
2019
2020
2012
2017
2018
2019
2012
2017
2018
2019

United States
Women
Men
95%
93%
73%
75%
7%
11%

92%
94%
78%
83%
12%
20%

G20 Average
Women
Men
76%

81%

10%

16%

0.60
0.64
0.77
0.91
31%
26%
35%
34%
1%
1%
1%
1%
7%
6%
6%
6%

4%
3%
3%
3%
9%
9%
9%
9%

Note: Data on accounts, saving money, saving money to start to operate or expand a farm or business has not been updated since 2018. For
the share of employed who are employers, data may not be comparable across countries as incorporated self-employed are only partly or nonincluded in the counts of self-employed in several countries. Please see annex for indicator definitions.
Data on accounts, saving money, saving money to start operate or expand a farm or business has not been updated since 2018.
Source: (Demirgüç-Kunt et al., 2018[17]), The Global Findex Database 2017, https://globalfindex.worldbank.org/; (Elam et al., 2019[18]), GEM
2018/2019 Women’s Entrepreneurship Report, https://www.gemconsortium.org/report/gem-20182019-womens-entrepreneurship-report;
(Mastercard,
2020[19]),
The
Mastercard
Index
of
Women
Entrepreneurs
2020
Report,
https://www.mastercard.com/news/media/1ulpy5at/ma_miwe-report-2020.pdf; (OECD, n.d.[20]), Gender Entrepreneurship Dataset,
https://stats.oecd.org/index.aspx?queryid=70608.

Legal framework

Table 19.4. Legal frameworks on finance and entrepreneurship


Women and men have the same rights to open a bank account, start a business, or sign a contract.

Legal
Framework



The 1974 Equal Credit Opportunity Act (Section 1691a) prohibits discrimination by creditors, with
regards to any aspect of a credit transaction, on the grounds of race, colour, religion, national origin,
sex, marital status, or age.

Legal reforms in
2020/21



No legal reforms could be located.

National Policies & COVID-19 Response Measures The Gender Policy Council (GPC), established in
March 2021 to advance gender equality both in the country and abroad, aims to guarantee women’s
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economic security by removing the structural barriers that limit their participation in the labour market and
addressing the wage and wealth gaps. It will also address gender stereotypes in education and foster
women’s participation in Science, Technology, Engineering, and Math (STEM) fields (Government of the
United States, 2021[6]). The United States adopted its first-ever National Strategy on Gender Equity and
Equality in October 2021, which includes as a priority the improvement of women’s economic security and
labour force participation, as essential elements to advancing gender equity and equality. In particular, it
outlines measures to promote economic competitiveness (Government of the United States, 2021[7]).
In the context of COVID-19, the Consolidated Appropriations Act 2021 extended the Waiver of matching
Funds Requirement under the Women’s Business Center (WBC) through 30 June 2021. WBC assist small
businesses mainly owned by women, in particular socially and economically disadvantaged women
(UNDP, 2021[21]). The above-mentioned GPC also aims to address responses to the effectiveness of
COVID-19 on women and girls, in particular those related to economic status, among others (Government
of the United States, 2021[6]).

Social norms and practices
Financial inclusion and decision making in the household
In the United States, social perceptions data shows that women are viewed as influential partners in
household financial decisions. In 2020, 63% reported that men and women have about the same influence
when it comes to making important decisions about household finances. In addition, 23% say that men
have more influence, while 13% say that women have more influence (Pew Research Center, 2020[15]).
Similarly, for tasks such as paying bills and managing finances, 15% of respondents to a survey reported
it is almost exclusively performed by men, while 10% said it was almost exclusively performed by women
(IPSOS, 2020[22]). Having control over finances for women is also important, as it testifies to the level of
decision-making power and autonomy that women have. However, respondents to a 2019 Gender equality
attitudes study agree that it is easier for most men than for most women to have control over their finances
in the United States (83% say that most men have a lot of control over their finances, compared to 75%
saying that the same is true for most men) (UN Women, 2020[23]). As for inheritance, only 6% of female
respondents have declared that they have not or will not receive the same inheritance as male relatives in
their family (Focus 2030 and Women Deliver, 2021[16]). This indicates that inheritance is not an important
factor limiting women’s access to capital and assets in starting their businesses. As for financial literacy, it
is generally low among women in the U.S. Results from the 2020 TIAA Institute-GFLEC Personal Finance
Index (P-Fin Index), which provides an annual measure of overall financial literacy among the U.S. adult
population, reveal that on average, women correctly answered 49% of the 2020 P-Fin Index questions,
compared to 56% of men (Yakoboski, Lusardi and Hasler, 2020[24]). In particular, women’s lowest financial
literacy concerns comprehending risk and uncertainty, which has been further aggravated with the COVID19 pandemic. This has significant implications for women’s ability to make financial decisions. The largest
gender gap in terms of financial literacy relates to functional knowledge in the area of investing, with a 13
percentage point difference, whereas borrowing and debt management are the greatest areas of
knowledge in terms of personal finance among women. However, knowledge on personal finance tends to
be lower among underrepresented minority women (African American and Hispanic women), as they
answered 38% of the index questions correctly, compared to 54% for their white peers (Yakoboski, Lusardi
and Hasler, 2020[24]).

Entrepreneurship and support systems
There seems to be an upward trend in terms of female-run businesses in the United States, and research
has shown the benefits of female-founded businesses: a company with a woman founder and a woman
executive will hire six times more women (West and Sundaramurthy, 2019[25]). In the U.S., the percentage
of start-ups with at least one woman founder has increased from 4% in 2000 to over 20% in 2018. However,
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more progress is needed in terms of funding and investments going toward female-run businesses. In the
same period, all-male founded start-ups continued to attract more venture investment than womenfounded start-ups. In 2018, in particular, for every dollar raised by a start-up with a female founder, maleonly start-ups raised 8.33 dollars (West and Sundaramurthy, 2019[25]). Venture funding continued to
decrease in 2020 for women, as evidenced by the 2020 Annual Report from All Raise: specifically, funding
to female-led and mixed-gender founding teams decreased to 14.4% in 2020 (All Raise, 2020[26]).
Furthermore, access to finance to start a business seems to continue to be a major obstacle for women.
In the current context of the ongoing COVID-19 pandemic, 18% of respondents to a 2021 Ipsos survey
listed “access to finance for small and micro-businesses” as an important issue to ensure that recovery
post-COVID addresses issues facing women in the United States.

Key policy recommendations for financial inclusion


Facilitate women’s access to financial services and venture capital by making information
transparent and widely available, promoting access to and affordability and use of connected digital
devices, and promoting e-banking and mobile money as well as other digital tools, including in rural
areas.



Build women’s financial and digital literacy through targeted training programmes and by integrating
financial and digital modules early on into the school curriculum



Support innovations in digital and mobile financial services to reduce transaction costs and facilitate
women’s use of such services and their digital financial inclusion, by boosting their digital literacy
through trainings.



Design mentorship and networking programmes to accompany women in starting and developing
their business or entrepreneurship activity, including personalised guidance when borrowing from a
financial institution.



Ensure that support measures are inclusive and reach women and minority entrepreneurs among
the SME population, especially in the context of COVID-19.



Collect better and comparable data on female entrepreneurs and women’s access to and use of
financial services to help identify the gender gaps, ensuring such data is representative of women’s
diverse identities (including age, race, ethnicity, indigenous status, ability and more).

Violence against women and girls (VAWG)
In 2019, 36% of women in the United States reported having experienced physical and/or sexual intimate
partner violence (IPV) at least once in their lifetime, which was above the G20 average of 26% (Table 19.5).
This prevalence rate observed in 2019 is on par with the rates reported in 2014 (36%). Moreover, in 2019,
in the United States, 6% of women reported being subjected to IPV at least once in the prior 12 months,
while 13% of women in G20 countries reported the same. When it comes to child marriage, 2% of girls in
the United States reported being or having been married or in an informal union in 2019 compared to 1%
of boys. Across the G20, the average prevalence of girl child marriage was 12% in 2019. Data on the share
of women and girls aged 15 years and older reporting being subjected to non-partner sexual violence are
not available for the United States.
Between March and April 2020—before staying at home orders and school closures—data revealed a 10%
increase in the number of domestic violence calls for service (Leslie and Wilson, 2020[27]). For example, at
the local level, the number of calls in Chicago tripled in March 2020 (OAS, 2020[28]). Stay at home orders
and associated social isolation further increased the risk of domestic violence. Data from multiple cities in
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the United States showed that incidents of domestic violence increased by 8% after lockdowns were
enacted (Bright, Burton and Kosky, 2020[29]).

Table 19.5. Dashboard of outcomes indicators for violence against women and girls
Indicators

Years

United States

G20 Average

Lifetime prevalence of intimate partner violence
(IPV) among women and girls
Prevalence of intimate partner violence (IPV) in the
prior 12 months among women and girls
Lifetime prevalence of non-partner sexual violence
among women and girls
Prevalence of girl child marriage

2014
2019
2019

36%
36%
6%

26%
13%

No data available
2014
2019

3%
2%

12%

Note: Please see annex for indicator definitions.
Sources: (UN Women, n.d.[30]) Global Database on Violence Against Women, https://evaw-global-database.unwomen.org/en; (OECD
Development
Centre,
2014[31]),
Gender,
Institutions
and
Development
Database
(GID-DB)
2014,
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2014; (OECD, 2019[10]), Gender, Institutions and Development Database (GID-DB),
https://stats.oecd.org/Index.aspx?DataSetCode=GIDDB2019.

Legal framework

Table 19.6. Legal frameworks on violence against women and girls


The 1994 Violence Against Women Act (H.R. 3335) is the overarching law that covers gender-based
violence in the United States. The law covers domestic violence, a range of sex crimes, intimate partner
violence and stalking. It was authorised with subsequent legislation in 2000, 2005 and 2013.



The Criminal Code (Title 18) classifies domestic violence as a criminal offence (Chapter 110A).



Each state has its laws on rape, often referred to by other terms, such as “sexual assault” or “forced
sexual intercourse” for example. Spousal rape is illegal across the United States, but some states treat
marital and non-marital rape differently.



The legal framework provides protection from sexual harassment within specific areas – in educational
institutions, in the workplace and in housing. Any public school, including college and universities that
receive federal funding, are subject to Title IX of the Education Act that bars sexual harassment. In
employment, verbal or physical sexual advances or propositions are illegal under Title VII of the Civil
Rights Act (1964), in addition to any act of a sexual nature, which unreasonably interferes with an
individual’s work performance or creates a hostile workplace for women. The Fair House Act (1968)
prohibits sexual harassment in housing.



Title 18 of the U.S. Code § 116 prohibits female genital mutilation or cutting (FGM/C) of a person that
has not attained 18 years of age. It is considered a crime punishable by a fine and/or imprisonment of up
to 5 years, and an update in 2013 made it illegal for a person to knowingly send a family member abroad
for FGM/C.



Though most states set the minimum age of marriage age at 18 years old, every State allows exceptions
for both male and female minors to marry with parental consent or with judicial approval. In some states,
the age of marriage conflicts with statutory rape laws: the consummation of a marriage with a minor could
be criminalised, even if the marriage itself was legal.

Legal
Framework
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In 2020, Savanna's Act (Public Law No: 116-165) amended the Violence Against Women and
Department of Justice Reauthorization Act of 2005 to include stipulations for the Secretary of Health and
Human Services, the Secretary of the Interior, and the Attorney General to solicit recommendations from
Indian tribes concerning enhancing the safety of Indian women from homicide.



In 2020, the CARES Act (Public Law No: 116-136) and the American Rescue Plan Act of 2021 (Public
Law No: 117-2) provided for additional funding for the prevention and support of survivors of family,
sexual, domestic violence in the context of COVID-19. Furthermore, the American Rescue Plan Act
created emergency vouchers for individuals or families fleeing domestic violence, dating violence, sexual
assault or human trafficking.



In 2021, the Strengthening the Opposition to Female Genital Mutilation Act of 2020 (Public Law No.
116-309) became Law. The “STOP FGM Act” amends the law criminalising FGM with an updated
definition of the practice, clarification for accountable parties under the law and reporting requirements
for federal agencies.

Legal reforms
in 2020/21

National Action Plans & COVID-19 Response Policies
The National Strategy on Gender Equity and Equality includes eliminating gender-based violence as one
of its strategic priorities. In order to achieve this priority the strategy commits the government to: i) “develop
and strengthen comprehensive policies to end gender-based violence”, ii) “address gender-based violence
through comprehensive service provision”, iii) “increase prevention efforts to reduce the incidence of
gender-based violence” (Government of the United States, 2021[32]). Moreover, in 2012, the White House
published the “Presidential Memorandum for the Heads of Executive Departments and Agencies on
Domestic Violence in the Federal Workforce” which includes guidance for agencies in intervening in and
preventing and addressing domestic violence by or against employees (The White House, 2012[33]). The
Federal government is the largest employer in the United States and the Memorandum aimed to make its
procedures for addressing domestic violence a model to other employers.
During the COVID-19 pandemic, some states and cities adopted policies to address violence against
women and girls. For example, In Washington D.C. and New York, temporary protection orders from
domestic violence cases were extended during the lockdown (UNDP, 2021[21]). This ensured that
survivors/victims would not able to petition to have them extended which would require their presence in
court. Furthermore, the state of Massachusetts expanded its toll-free and confidential domestic violence
hotline to also address sexual assaults (UNDP, 2021[21]).

Social norms and practices
VAWG and the COVID-19 pandemic
In the United States, and across the globe, the COVID-19 pandemic has both concealed and increased
the prevalence of violence against women and girls. The economic instability brought on by the pandemic
likely exacerbated factors typically associated with domestic violence, such as unemployment among men,
childcare-related stress, financial insecurity and poor coping strategies, including the use of alcohol and
other substances (Piquero, Jennings and al., 2021[34]). Financial insecurity merits special consideration as
the number of domestic violence calls in the United States decreased significantly after stimulus payments
were made; however, there was less change in areas with large Hispanic and noncitizen populations which
face greater barriers to the welfare system (Bourgault, Peterman and O’Donnell, 2021[35]). The COVID-19
has shed light on the importance of government actions to support victims/survivors. Indeed, in 2021, 27%
of respondents said that allocating more support for women and girls who face violence or abuse was one
of the most important things the United States could do to ensure that the programme for recovery after
the Coronavirus pandemic addresses issues facing women (Ipsos, 2021[36]).

ENDING GENDER-BASED DISCRIMINATION IN G20 COUNTRIES: A FRAME FOR ACTION © OECD 2021

 297
Restrictive gender norms and violence against women and girls
Social norms are an important driver of the persistence of gender-based violence. The correlation is strong
between the reported lifetime prevalence of intimate partner violence against women and the percentage
of the population that views a man to be justified in hitting or beating his wife (OECD, 2019[1]). In other
words, where violence is more common, it is generally more widely accepted. In the United States, the
percentage of respondents who reported that a man can be justified in beating his wife in the 2017-20
period was 11% (Haerpfer et al., 2020[11]). This figure was lower than the percentage of respondents who
reported having this belief, 13% in the 2010-14 period thus signalling a potential change in attitudes
justifying violence (Inglehart et al., 2018[37]). When it comes to beliefs about women’s sexual autonomy,
data shows that 10% of respondents in the United States reported that it is unacceptable for women to
refuse sexual intercourse with their partner in 2020 (Focus 2030 and Women Deliver, 2021[16]). This signals
norms positioning men as the decision-makers over sexual activity in heterosexual relationships are likely
strong among these respondents and present within the overall population. Furthermore, these norms also
extend to practices around women’s freedom over personal decisions. In 2020, 10% of female respondents
from the United States reported having their freedom of movement has been restricted against their will by
family members or partners (Focus 2030 and Women Deliver, 2021[16]).
Norms about decision-making power and violence are not confined to the domestic or private sphere
however, and norms and practices justifying violence in public spaces, workplaces and schools remain
important (OECD, 2021[38]). In 2020, 12% of respondents from the United States reported that it is
acceptable “to whistle at a woman in the street, or to touch a woman without her consent” (Focus 2030
and Women Deliver, 2021[16]). Gender-based harassment in public places, a form of violence itself,
undermines public safety and negatively impacts women’s and girls’ opportunities to participate fully in all
aspects of public life. Sexist jokes are among the multiple practices that contribute to making violence
against women acceptable in societies. In the United States in 2020, 17% of respondents reported that
they find it acceptable “to tell or share a sexist joke about a woman with friends or on social media” (Focus
2030 and Women Deliver, 2021[16]). While these may be ‘only jokes’—sexist remarks promote negative
gender stereotypes, devalue women’s and girls’ abilities and accomplishments, objectify women and girls
and/or support gender-based violence.

Key recommendations to end VAWG


Close legal loopholes that enable violence against women and girls. These loopholes include gaps
in sexual harassment legislation that fail to protect unpaid interns from sexual harassment in
employment and those that permit child marriage with parental or judicial permission.



Establish a National Action Plan to support the co-rdination/integration of legal, health and social
services for survivors. Co-rdination should take place systematically at multiple levels including
among multiple sectors such as the justice, health, labour, education and housing sectors.



Support a culture of awareness of and zero-tolerance towards violence. Establish communications
campaigns aimed at individuals and organisations (in both the public and private sectors) that share
information on the rights and services available to survivors of violence. Support programmes that
engage men and boys in unpacking masculine norms and support them as allies against violence
against women and girls.



Collect consistent and comparable data to measure the prevalence of multiple forms of violence
against women and girls. This data should assess the prevalence of domestic violence—physical,
sexual, psychological, and economic—rape, sexual harassment (in public, at work, in education and
online), female genital mutilation, child marriage.
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Ensure that data collected also accounts for women’s diverse identities (including age, race,
ethnicity, indigenous status, ability and more).
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Annex A. Indicator definitions

Table A A.1. Indicator definitions: labour
Indicator

Definition

Labour force participation

Share of the population aged 15-64 participating in the labour force.

Part-time employment

Share of employed in part-time employment, by sex and age group.
Part-time employment refers to persons who usually work less than
30 hours per week in their main job.
The number of unemployed people (aged 15-64) as a percentage of
the labour force who are without work, available for work, and actively
seeking work in the last four weeks.
Reduction of the gap in labour participation by 25% by 2025.

Unemployment rate

Progress towards 25x25
Gender pay gap

Unpaid care and domestic work
Representation in managerial positions

The difference between median earnings of men and women relative
to median earnings of men. Data refer to full-time employees on the
one hand and to self-employed on the other.
Female to male ratio of average time spent on unpaid domestic, care
and volunteer work in a 24-hour period
The female share of employment in managerial positions conveys the
number of women in management as a percentage of employment in
management. Employment in management is defined based on the
International Standard Classification of Occupations. This series
refers to total management (category 1 of ISCO-08 or ISCO-88).
There is another series referring to senior and middle management
only, thus excluding junior management (category 1 in both ISCO-08
and ISCO-88 minus category 14 in ISCO-08 and minus category 13 in
ISCO-88). This indicator is calculated based on data on employment
by sex and occupation. For more information, refer to the concepts
and definitions page.

Source
(OECD and ILO,
2019[1])
(OECD and ILO,
2019[1])
(OECD, n.d.[2])

(OECD and ILO,
2019[1])
(OECD and ILO,
2019[1])
(OECD, 2019[3])
(ILOSTAT, n.d.[4])

Table A A.2. Indicator definitions: women’s finance and entrepreneurship
Indicator
Account ownership

Saved any money in the past year

Saved to start, operate, or expand a farm or
business
Female-to-male ratio of new entrepreneurial
activity

Women business owners
Share of employed who are employers

Definition

Source

The percentage of respondents who report having an account (by
themselves or together with someone else) at a bank or another type
of financial institution (see definition for financial institution account) or
report personally using a mobile money service in the past 12
months.
The percentage of respondents who report personally saving or
setting aside any money for any reason and using any mode of
saving in the past 12 months.
The percentage of respondents aged 15 and above who report saving
or setting aside any money in the past 12 months to start, operate, or
expand a farm or business.
The percentage of the 18-64 population who are either a nascent
entrepreneur or owner-manager of a new business (running business
that has paid salaries, wages, or any other payments to the owners
for more than three months, but not more than 42 months).
Women business owners as % of total business owners.
Share of self-employed aged 15-64 years who have engaged on a

(Demirgüç-Kunt
et al., 2018[5])
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(Demirgüç-Kunt
et al., 2018[5])
(Demirgüç-Kunt
et al., 2018[5])
(Elam et al., 2019[6])

(Mastercard, 2020[7])
(OECD, n.d.[8])
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Share of employed who are own-account
workers

continuous basis one or more persons to work for them in their
business as employees during the reference period.
Share of employed aged 15 years or more who are own-account
workers, meaning they are self-employed and have not engaged on a
continuous basis any employees to work for them during the
reference period.

(OECD, n.d.[8])

Table A A.3. Indicator definitions: violence against women and girls (VAWG)
Indicator
Lifetime prevalence of intimate partner
violence (IPV) among women and girls
Prevalence of intimate partner violence
(IPV) in the prior 12 months among women
and girls
Lifetime prevalence of non-partner sexual
violence among women and girls
Prevalence of girl child marriage

Definition
Percentage of women who suffered intimate-partner physical and/or
sexual violence during their lifetime.
Proportion of ever-partnered women and girls subjected to physical
and/or sexual violence by a current or former intimate partner in the
previous 12 months, by age (%).
Proportion of women and girls aged 15 years and older subjected to
sexual violence by persons other than an intimate partner
Percentage of girls aged 15-19 years who have been or are still
married, divorced, widowed or in an informal union.

Source
(OECD, 2019[3])
(UN Women, n.d.[9])

(UN Women, n.d.[9])
(OECD, 2019[3];
OECD Development
Centre, 2014[10])
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