	
	


	
	



6
The returns from employment

	Key points

	· Greater attachment to the workforce and rising educational attainment of mature aged women over the past two decades has boosted their earning potential. 

· Many mature aged women have a strong preference for part time hours and more flexible working arrangements. Some mature aged women may be prepared to trade-off potentially higher wages for flexibility of hours and conditions of employment including the number of hours they work and start and finish times. 

· The availability of more flexible working arrangements is likely to have contributed to mature aged women staying in the workforce longer as well attracting women back into the workforce after child caring responsibilities decline.

· Mature aged women working in casual jobs are the most likely to be very satisfied with the level of flexibility of their job and the hours they work and mature aged women in permanent jobs report greater job security. Mature aged women on fixed-term contracts are the least satisfied in terms of the hours they work.

· Mature aged women are more likely to have participated in training than men of the same age and mature aged women working full time are more likely to be promoted than their male counterparts.

· Women’s and men’s wages initially increase at a similar rate as they age, but a gender wage gap begins to develop after 30 years of age.

· The size of the gender wage gap is influenced by factors such as differences in levels of educational attainment and the length and continuity of employment experience. The breaks in women’s employment to raise and care for children have an adverse impact on work experience, promotional opportunities and subsequent earnings capacity. Conversely, the wage profile of women without children more closely resembles that for men.

· The existence of a gender wage gap does not appear to have acted as a significant disincentive to the workforce participation of mature aged women. The participation rate for mature aged women has grown strongly over the past three decades despite the persistence of the wage gap.

	

	


Decisions to work or not are dependent upon individual and household assessments about the financial and other benefits arising from this activity. This chapter examines the relationship between wages and conditions of employment and mature aged women’s satisfaction with work. It also discusses the importance of wage and salary income in attracting entrants to the labour market and retaining workers in employment. As part of this analysis, the existence of the gender wage gap is examined and whether it has an impact on the labour force participation of mature aged women. 
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 SEQ Heading2 1
Basis of employment

People can be employed on a permanent, casual, temporary or contract basis. Employment conditions can also vary by the number of hours worked (full time or part time), by the need to work certain shifts at particular times, by access to flexible arrangements such as negotiable start and finish times and the degree of access to various leave arrangements such as recreation and personal leave. 

While legislation sets out the fundamental rights of workers, awards and collective agreements often prescribe the conditions of and returns to employment. This includes arrangements such as the size of the loading available to casual workers to compensate for their lack of access to leave entitlements.

If mature aged women are employed on a substantially different basis to other workers this may materially affect both their working conditions and wage levels. It then also raises the issue of whether the differing arrangements under which mature aged women are employed affects their satisfaction from work.

Job satisfaction of mature aged women by nature of employment contract

The basis for employment of mature aged women is not markedly different from women in other age groups, apart from women aged 15 to 24 years who have much higher part time and casual shares of total employment. Mature aged women are far more likely than mature aged men to work part time (43 per cent versus 12 per cent) and are slightly more likely to work as casuals (19 per cent versus 12 per cent) (table 6.1). 

Table 6.

 SEQ Table \* ARABIC 1
Employment contract status of selected employees, 2007

	
	Women
	Women
	Women
	Women
	Women
	Men

	
	15 to 24 yrs (% of total)
	25 to 44 yrs (% of total)
	45 to 54 yrs (% of total)
	55 to 64 yrs (% of total)
	45 to 64 yrs (% of total)
	45 to 64 yrs (% of total)

	Full time
	
	
	
	
	
	

	Fixed-term contract
	7.0
	6.5
	7.3
	5.6
	6.8
	7.8

	Casual
	4.7
	3.0
	3.8
	3.4
	3.6
	5.6

	Permanent
	28.9
	47.6
	48.0
	42.5
	46.3
	74.4

	Other
	0.1
	0.1
	0.1
	0.3
	0.2
	0.1

	Total full time
	40.7
	57.2
	59.2
	51.7
	56.9
	87.9

	
	
	
	
	
	
	

	Part time
	
	
	
	
	
	

	Fixed-term contract
	1.8
	2.9
	3.2
	4.2
	3.5
	0.8

	Casual
	47.1
	17.2
	14.8
	16.8
	15.4
	6.6

	Permanent
	10.5
	22.2
	22.7
	27.4
	24.1
	4.6

	Other
	0.0
	0.4
	0.1
	0.0
	0.1
	0.2

	Total part time
	59.3
	42.8
	40.8
	48.3
	43.1
	12.1

	
	
	
	
	
	
	

	Total employment
	
	
	
	
	
	

	Fixed-term contract
	8.8
	9.4
	10.4
	9.8
	10.2
	8.6

	Casual
	51.8
	20.2
	18.6
	20.1
	19.1
	12.1

	Permanent
	39.4
	69.9
	70.7
	69.8
	70.4
	79.0

	Other
	0.1
	0.5
	0.2
	0.3
	0.3
	0.3

	TOTAL
	100.0
	100.0
	100.0
	100.0
	100.0
	100.0


Source: HILDA (2007 Release 7.0).

Satisfaction with pay and conditions of employment by contract type can provide an indication of the value that mature aged women attach to their current employment and the aspects of employment that are important to them. On the other hand, lack of satisfaction with aspects of work may also provide an indication of what may be deterring other mature aged women from entering the workforce. The following section provides analysis of several indicators of job satisfaction which provide insights into the extent to which worker’s needs and wants are fulfilled by their existing employment conditions. 

Job flexibility

Mature aged women employed on fixed-term contracts were the least satisfied with the flexibility of their employment arrangements (51.2 per cent rated their satisfaction between 7 and 10) while casual employees were the most satisfied (73.8 per cent reported a satisfaction rating of between 7 and 10) (table 6.2). 

The availability of flexible working conditions, such as being able to negotiate start and finish times of work, is likely to have contributed to mature aged women staying in the workforce. It is also likely to have attracted some women back into the workforce after child caring responsibilities decline. 

Table 6.

 SEQ Table \* ARABIC 2
Job satisfaction among mature aged women aged 45 to 64 years by contract type, 2007a
	
	Fixed-term contract
	Casual
	Permanent
	All

	Pay
	
	
	
	

	0 to 3
	10.7
	9.3
	11.5
	11.0

	4 to 6
	37.2
	35.6
	36.3
	36.2

	7 to 10
	52.1
	55.1
	52.2
	52.7

	
	100.0
	100.0
	100.0
	100.0

	Flexibility to balance work and non-work commitments
	
	
	
	

	0 to 3
	14.0
	4.9
	12.9
	11.5

	4 to 6
	34.7
	21.3
	27.9
	27.3

	7 to 10
	51.2
	73.8
	59.3
	61.2

	
	100.0
	100.0
	100.0
	100.0

	Job security
	
	
	
	

	Not stated or don’t know
	0.0
	0.4
	0.1
	0.2

	0 to 3
	14.9
	16.4
	3.1
	6.9

	4 to 6
	30.6
	24.4
	13.9
	17.7

	7 to 10
	54.5
	58.7
	82.8
	75.3

	
	100.0
	100.0
	100.0
	100.0

	Hours of work
	
	
	
	

	0 to 3
	22.3
	10.7
	9.4
	9.8

	4 to 6
	42.1
	26.7
	34.4
	32.6

	7 to 10
	35.5
	62.7
	56.3
	57.6

	
	100.0
	100.0
	100.0
	100.0

	Overall satisfaction
	
	
	
	

	0 to 3
	12.4
	7.6
	3.0
	4.1

	4 to 6
	47.1
	28.9
	27.8
	28.4

	7 to 10
	40.5
	63.6
	69.2
	67.5

	
	100.0
	100.0
	100.0
	100.0


a Individual categories may not sum to 100 due to rounding.

A scale of 1 to 10 was used to measure levels of satisfaction with 10 being the highest level of satisfaction.

Source: HILDA (2007 Release 7.0).

Hours of work

Mature age women employed on a casual basis were more likely to indicate a high satisfaction rating for the hours that they currently worked (62.7 per cent reported a satisfaction rating of between 7 and 10) than women on other types of employment arrangements (table 6.2). This is probably due to the majority of casual employees being employed on a part time basis. As discussed in chapter 3, mature aged women who are part time employees are more likely to be satisfied with their working hours than those working full time.

Mature aged women on fixed-term contracts were far less satisfied with their current working hours — with 64.4 per cent reporting a satisfaction rating of 6 or below. Mature aged women employed on fixed-term contracts were fairly evenly split between full time and part time hours so the dissatisfaction may be more to do with lack of flexibility with hours of work rather than the number of hours worked.

Pay

Satisfaction with pay was fairly uniform for mature aged women on different employment arrangements with the highest rate of satisfaction reported among casuals — possibly due to the presence of a loading. Casual employees, unlike permanent employees, do not have an on-going contract with employers and do not have access to some leave entitlements. However, they receive a wage premium or loading on their hourly wage rate, usually between 15 to 25 per cent of wages in lieu of annual leave and sick leave.

This suggests that casual workers do not have to incur a pay penalty in the short-term in return for access to more flexible conditions of employment. However, as discussed later in the chapter, their longer term prospects for growth in earnings may be affected by prolonged periods of part time employment compared with those working full time. 

Job security 

Satisfaction with job security was highest for permanent employees with much lower satisfaction ratings recorded by mature aged women on fixed-term and casual employment contracts (table 6.2).

In terms of overall job satisfaction, mature aged women employed on a permanent basis were the most satisfied, with those on fixed-term contracts the least satisfied.

Access to training for mature aged women

Access to training and learning opportunities at work can also impact on worker retention and attraction and plays an important role in the development of human capital. Providing access to training gives an indication of the level of investment employers are willing to make in their employees in order to reap longer term dividends in the form of more highly productive workers. From an employee perspective, the greater the access to training, the greater is the likelihood of their having skills that are current and in demand.

Data from the HILDA survey shows that women aged 45 to 54 years are slightly more likely to have participated in some form of training in the workplace in the previous 12 months than men of the same age — 38.3 per cent versus 32.3 per cent. The same is true for women aged 55 to 64 years — 30.8 per cent versus 26.1 per cent (table 6.3). 

Training in the workplace is also more prevalent among workers employed full time. Nearly 43 per cent of women aged 45 to 64 years working full time hours were involved in work-related training in the previous 12 months compared with just over 30 per cent of women of the same age who worked part time (table 6.3).

Table 6.

 SEQ Table \* ARABIC 3
Involvement in work related training in the previous 12 months, 2007

	
	15 to 24 yrs (% of total)
	25 to 44 yrs (% of total)
	45 to 54 yrs (% of total)
	55 to 64 yrs (% of total)
	45 to 64 yrs (% of total)
	15 to 64 yrs (% of total)

	Women
	25.7
	33.5
	38.3
	30.8
	35.8
	32.5

	Men
	29.6
	32.2
	32.3
	26.1
	30.1
	30.9

	Women working PT
	22.1
	25.2
	33.3
	24.8
	30.2
	26.0

	Women working FT
	35.2
	41.8
	44.4
	39.1
	42.9
	41.1


Source: HILDA (2007 Release 7.0).

Research by Cully et al. (2000) found that the likelihood of receiving formal job‑related training, provided either internally or externally, was much lower for older workers than younger workers. However, it was only those in the oldest cohort, those aged 55 to 64 years, who were at a sizeable disadvantage relative to younger workers. The participation in training among 45 to 54 year olds was not substantially different from the participation of younger cohorts. This is discussed further in chapter 4 in regard to employer discrimination against older workers.

Career prospects and promotional opportunities

Promotional opportunities are also a factor in attracting and retaining mature aged women in the labour force. The HILDA data indicate two key patterns which are particularly relevant to mature aged women:

· the probability of being promoted is much lower for older workers 

· the rate of promotion for part time workers is much lower than that for full time workers.

For example, in 2005, 23 per cent of full time female employees aged 15 to 24 years and 12 per cent of full time female employees aged 25 to 54 years were promoted in the previous 12 months. However, only 7 per cent of full time female employees aged over 55 years were promoted in the same period. This is not unexpected as more mature aged workers with many years of experience are likely to be approaching the top of their work classifications than younger workers with minimal years of work experience. Other explanations may also include different employer attitudes towards workers of different age and is discussed in chapter 4.

The difference in rates of promotion between full time female employees aged over 55 years (7 per cent) and male employees in the same age group (2.2 per cent) suggests that female re-entry into the labour force at a later age could entail greater promotional opportunities for mature aged women relative to mature aged men.

There is also a marked difference in the rate of promotion for part time workers relative to full time workers in all age groups. For women aged over 55 years, less than 1 per cent of part time female employees were promoted in this period compared to 7 per cent of part time female employees aged 15 to 24 years and nearly 3 per cent of part time female employees aged 25-54 years (table 6.4).

Table 6.

 SEQ Table \* ARABIC 4
Promotions among full time and part time workers, 2005a
	
	Status
	15 to 24 years
	25 to 54 years
	55 years +

	
	
	(%)
	(%)
	(%)

	Men
	Part time
	8.5
	4.6
	1.4

	
	Full time
	23.0
	12.0
	2.2

	Women
	Part time
	7.0
	2.7
	0.3

	
	Full time
	23.0
	12.0
	7.0


a Per cent of workers in age, gender and work type group promoted in the previous 12 months.

Source: Abhayaratna et al. (2008).

There are a number of explanations for these differences. One is that people without a career focus are both more likely to work part time and choose employment with limited promotional opportunities and career prospects. In addition, it might be expected that long term part time workers would have slower career progression as result of fewer hours in employment (Abhayaratna et al. 2008).
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Wages

Individuals make decisions about how they allocate their time by comparing the financial benefits from paid work with the benefits from engagement in non-work activities such as leisure, education, caring and home duties (chapter 3). Examining the levels and movements of wages over time provides an indication of how the incentives to enter and remain in the workforce have changed.

Do higher education levels translate into higher wages for mature aged women?

In Australia, higher levels of education generally translate into higher wages. This relationship holds for mature aged women. Indeed the premium attached to education increases for older age groups. That is, higher levels of education attainment present women with career pathways which open up greater opportunities for earnings to grow as work experience accumulates.

For example, ABS data show that women aged 45 to 54 years working full time with a graduate diploma, graduate certificate or above had median weekly earnings of $1534 in 2009 compared with $789 for women in the same age group working full time with year 10 qualifications or below (figure 6.1). 

Similarly, for women aged 55 to 64 years those working full time with a graduate diploma or above had median weekly earnings of around $1800 in 2009 which compared with $828 for employed women of the same age group with year 10 education or below.

Figure 6.

 SEQ Figure \* ARABIC 1
Median weekly earnings for women by level of education and age, 2009
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Source: ABS (Education and Training Experience 2009, Cat. no. 6278.0, released March 2010).

Age and women’s wages

Women’s wages, as measured by the hourly wage rate, increase as they age. This is associated with the greater work experience of women as they grow older which in turn increases their productivity, allows them to seek promotions and be accordingly rewarded.

Figure 6.2 also indicates that the level and movement of wages for women broadly follows that experienced by men until 30 to 34 years. But the wages of women begin to decline over the ensuring two decades while men’s wage rates continue to rise generally until 35 to 39 year age group and then plateau before declining — remaining at a higher level than the wage rates for women of the same age.

In 2009, there was a wider gap between men’s and women’s wages than in the previous decade. This was due to the continued increase in men’s wages through to 45 years of age before levelling off and the sharper decline in women’s wages between the ages of 35 and 45 years (figure 6.2). 

Figure 6.

 SEQ Figure \* ARABIC 2
Average hourly wage rates for women and men by age, 1999 and 2009a 
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a( For full time non-managerial employees in main job. Average hourly wage rates are calculated as total weekly earnings divided by total hours worked.

Source: ABS (Employee Earnings Benefits and Trade Union Membership, Cat. no. 6310.0, unpublished data).

The lack of growth in women’s wages after 30 to 34 years compared to men gives rise to an earnings gap of around 20 percentage points in the mature age groups (figure 6.3). There appears to be no systematic change in the pattern over the last ten years. There is a relatively small gender wage gap until around the age of 30 after which it grows to around 20 per cent by the mid to late 40s. 

Figure 6.

 SEQ Figure \* ARABIC 3
Female to male average hourly earnings ratio by age a
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a(For full time non-managerial employees in main job. Average hourly wage rates are calculated as total weekly earnings divided by total hours worked.

Source: ABS (Employee Earnings Benefits and Trade Union Membership, Cat. no. 6310.0, various years).
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 SEQ Heading2 3
Why is there a gender wage gap and is it narrowing?

The pay relativities between men and women in Australia have been the subject of ongoing debate and research. This is not surprising given that a gender wage gap was institutionalised for most of last century through the conciliation and arbitration process, which set the female award wage as a percentage of the male award wage. It was not until the equal pay case in the Australian Conciliation and Arbitration Commission in 1972 that the principle of equal pay for work of equal value was established. That is, women on federal awards received 100 per cent of the male wage. Subsequently, state awards were also varied in this manner.

Evidence of the gender wage gap 

There are two major measures of the gender wage gap — average weekly earnings and hourly wage rates.

Weekly earnings

There is a large discrepancy in total average weekly earnings received by women and men. This is in part due to longer average hours worked by men and the greater likelihood of men engaging in paid overtime. To make a valid comparison the wages of men and women must be compared on a like basis.

Weekly adult full time ordinary time earnings (working at least 35 hours per week) eliminates the impact of overtime earnings (which usually attracts a higher hourly wage rate) and the earnings of workers aged under 21 who are paid below the full adult rate.

Based on adult ordinary full time earnings, the gap was 16.8 percentage points in August 2010, that is female average full time ordinary time earnings were 83.2 per cent of male average full time ordinary time earnings. This gap fell steadily from 17.6 per cent in November 1995 to 14.7 per cent in August 2004, before widening over the past five years rising to 17.9 per cent in February 2010 before declining slightly to 16.8 per cent in August 2010 (figure 6.4).

Figure 6.

 SEQ Figure \* ARABIC 4
Gender wage gap, August 1994 to August 2010a
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a( Refers to the gap between average weekly ordinary time earnings for male and female adult employees working full time in seasonally adjusted terms.

Source: ABS (Average Weekly Earnings, Cat. no. 6302.0, various years).

The gap per hour worked may be overstated as men tend to work slightly longer full time hours that women. For example in November 2009, men working full time worked an average of 41.9 hours per week, while women working full time worked an average of 37.8 hours per week (ABS 2010c).

Such a measure of the gender wage gap also does not take into account the differences in the industrial and occupational pattern of women’s and men’s employment. The widening of the gender earnings gap in recent years has been due in part to stronger growth in average full time weekly earnings in industries such as mining and construction which are dominated by men.

Hourly rate earnings

Using an hourly earnings measure removes differences in the number of hours worked between adult women and men working full time. The ratio of female to male hourly cash earnings (ordinary time earnings of adult non-managerial employees working full time) to male hourly cash earnings indicates a smaller gender wage gap. Using this measure, the gap was around 6 per cent in 1994 and gradually increased to 12 per cent in 2006, before declining slightly to 11 per cent in 2008 (figure 6.5).

Figure 6.

 SEQ Figure \* ARABIC 5
Gender wage gap, May 1994 to May 2008, hourly earningsa
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a Average weekly hourly earnings for full time adult non-managerial employees.

Source: ABS (Employee Earnings and Hours, Cat. no. 6306.0, various years).

Reasons for the gender wage gap

There has been extensive research on the gender wage gap in Australia using various methodologies and survey samples which has produced a range of findings. Much of the variation in the findings of these studies surrounds the part of the wage gap that cannot be accounted for by variables such as education, experience, occupation and industry differences. Some studies attribute the residual to discrimination against female workers (box 6.1).  

Work experience and the gender wage gap

Employment experience plays a large part in explaining gender wage differences. Women tend to have more career interruptions, particularly when they have children and take leave (either paid or unpaid or a combination of both) to care for young children before resuming employment. This has an adverse impact on work experience and subsequent earnings capacity and is highlighted by the difference in earnings between females with children and those without children (figure 6.6).

Figure 6.

 SEQ Figure \* ARABIC 6
Women’s earnings by age and children, 2007a
	[image: image6.emf]0.00

5.00

10.00

15.00

20.00

25.00

30.00

20 to 24 25 to 29 30 to 34 35 to 39 40 to 44  45 to 49 50 to 54 55 plus

Median hourly wage rate ($)

Women with no children

Women with at least 1 child

Age (years)




a Hourly wage rates were calculated by examining combined hours usually worked per week in all jobs by employees and imputed current weekly gross wages and salary in all jobs. Median hourly wage rates were used rather than average hourly wage rates as they are not subject to the distorting influence of those on very high wage rates in the sample.
Source: HILDA (2007 Release 7.0).

	Box 6.

 SEQ Box \* ARABIC 1
Some Australian studies on the gender wage gap

	· Langford (1995) found that in Australia in the 1990s between 40 and 50 per cent of the gender wage gap could be explained by human capital, personal and demographic factors while the remainder was due to employer discrimination. Miller (1994) found that hourly earnings were sensitive to the ‘maleness’ or ‘femaleness’ of an occupation. Using cross sectional 1989 data he found a gender gap of 6 per cent which was the result of unequal remuneration of otherwise comparable male and female jobs. 

· Wooden (1999) conducted research into relative wages of women and men in the late 1990s which found that, for young people under the age of 30 years where employment histories of men and women are much more closely aligned, there was little indication of a gender wage gap. The gender wage gap was very small — at 1.1 per cent — and was actually in favour of women. The gap became much higher for older women. For example, women aged 30 to 44 years faced a wage gap of 13.4 per cent in favour of men, while for women aged 45 years the wage gap was 13.9 per cent.

· Baron and Cobb-Clark (2008), in analysing the gender wage gap in private and public sector employment, found that the gap among low paid workers could be explained by gender differences in productivity-related characteristics. However, for higher paid workers the largely unexplained wage gap in the private sector and completely unexplained wage gap in the public sector suggested the presence of glass ceilings. In addition, differences in educational qualifications and demographic characteristics were generally unimportant in explaining the gender wage gap, while differences in labour market experience played an important role in explaining gender wage differences in the private sector, particularly for workers in the bottom half of the wage distribution.

· Kee (2005) found that, after controlling for demographic, educational, locational, employment, occupational and industry factors, the gender wage gap became larger at the upper end of the wage distribution suggesting a glass ceiling for women in the private sector. In contrast, in the public sector the gender wage gap is distributed more evenly across all wage percentiles. 

· NATSEM, using a simulation methodology, examined the determinants of the gender wage gap and concluded that 60 per cent of the gap was accounted for by simply being a woman (including personal attributes such as motivation and drive and direct discrimination towards women), 25 per cent was due to industry segmentation (with women being more likely to be working in industries that are dominated by women), 7 per cent was due to labour force history, 5 per cent by vocational qualifications and 3 per cent by firm size (employed women were more highly concentrated in smaller firms than men) (NATSEM 2009). 

	

	


Many other women remain in employment, but reduce the hours per week they work. Working part time may inhibit the accumulation of skills and the ability to take on managerial roles. However, while engaging in part time work does not necessarily mean lower pay on an hourly basis (box 6.2), it does substantially lower promotion rates (table 6.4).

The OECD notes that the job-related skills of women are often adversely affected by breaks in careers related to family responsibilities, and this may strongly affect the earnings capacity of even relatively educated mothers (OECD Economic Outlook 1999). 

	Box 6.

 SEQ Box \* ARABIC 2
Is there a pay penalty or premium associated with part time work?

	In Australia, there appears to be a pay premium attached to part time work rather than a pay penalty. This is unusual as in most OECD countries part time work attracts a pay penalty compared to full time work (Abhayaratna et al. 2008).

Studies undertaken to estimate the pay differential between full time and part time work in Australia, after controlling for workers and job characteristics, found that there was a pay premium for both men and women working part time in comparison to full time work (Abhayaratna et al. 2008). For example, Miller and Mulvey (1994) estimated that part time employees earned a pay premium of 15 per cent over full time employees. For women working part time, Rodgers (2004) estimated the pay premium to be 9 percent and Booth and Wood (2006) estimated it to be 10 percent.

For those women employed on a casual part time basis — receiving a wage premium or loading to compensate for the absence of sick leave and annual leave — the research indicates they are paid less than permanent part time female workers, but more than females working on a full time permanent basis. For example, Watson (2005) found that casual part time female workers were paid around 10 per cent less than permanent part time female workers. Booth and Wood (2006) found that for women employed on a casual part time basis, there was a pay premium (including casual loading) of around 14 to 15 per cent above those women employed on a full time permanent basis.

	

	


The lower earnings of women with children may also in part be explained by lifestyle choices. Where women with children decide to step back from higher paying employment opportunities and career progression to focus on family responsibilities, the effect of employment experience on female earnings is likely to be lessened. For example, it appears that women with children earn slightly less than women without children even when they have similar levels of employment experience. Indeed, the wage profile of women without children more closely resembles that for men with such women earning up to $4 to 5 per hour (or 20 to 25 per cent) more than women with children after 6 to 10 years of work experience (figure 6.7).

Figure 6.

 SEQ Figure \* ARABIC 7
Earnings by years of work experience and children, 2007a
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a Hourly wage rates were calculated by examining combined hours usually worked per week in all jobs by employees and imputed current weekly gross wages and salary in all jobs. Median hourly wage rates were used rather than average hourly wage rates as they are not subject to the distorting influence of those on very high wage rates in the sample.
Source: HILDA (2007 Release 7.0).

Personal choices by women as to work/family life balance may explain some of the difference between earnings of women with children and those without children with similar years of work experience. 

Female dominated occupations and industries and the gender wage gap 

There is no clear relationship between the proportion of female employees in an occupation or industry and the size of the gender wage gap. For example, gender wage gaps are high in community and personal services occupations where women account for nearly 70 per cent of employment and in technician and trades occupations where women only account for around 13 per cent of employment (see appendix B, table B.1). 

Similarly, gender wage gaps are high in female dominated industries such as health care and social assistance, where women account for nearly 80 per cent of employment, and in male dominated industries such as mining, where women only account for around 13 per cent of employment. In contrast, the gender wage gap is small in the education and training sector where women account for nearly 70 per cent of employment (see appendix B, table B.2).

How does Australia’s gender wage gap rank internationally?

Australia had the sixth narrowest gender wage gap among 20 OECD countries in 2007
. The gender wage gap narrowed considerably over the decade to 2007 in nearly all OECD countries, while in Australia, according to OECD data, the gap remained unchanged (figure 6.8). However, ABS data (figure 6.5) indicate that the gender wage gap in Australia initially decreased before increasing later in this period leaving the gap unchanged in the two years reported by the OECD.

Figure 6.
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Gender wage gap in 20 OECD countries — full time earnings, 1997 and 2007
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Source: OECD (2009).

Analysis conducted by the OECD in 2002 found that in countries where a higher proportion of low-educated women are employed, the gender wage gap will be wider, all other things being equal, due to the depressing effect this has on average weekly earnings of women. These results emphasise that compositional effects play an important part in explaining differences in the gender wage gap.

In the case of mature aged women, the existence of a gender wage gap does not seem to have acted as a substantial disincentive to their workforce participation given the increase in participation rates over the past three decades as shown in chapter 2. Indeed a number of Australian studies, discussed in chapter 5, suggest that while labour supply generally expands with increases in the wage level, for older women aged 55 to 64 years the response is muted or even non-existent that is, the wage elasticity of supply is inelastic.

�	The gender wage gap as calculated by the OECD is unadjusted and refers to the difference between median earnings of men and women relative to the median earnings of men.
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