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=
Data

e Appeal to administrative/income tax data to capture the highest incomes

e Use all earnings data from income tax data available in the Canadian
Longitudinal Worker Files (LWF, 1983-2010)

e Utilize similar annual earnings from administrative data from Sweden (LISA,
1990-2013) and for the United Kingdom (ASHE, 1999-2015)

e Toinclude additional covariates, the analysis is supplementedby hourly
wage data from public use Canadian (CAN-LFS, 1997-2015) and UK Labour
Force Survey (UK-LFS, 1993-2015)

e Focus on workers 25 to 64 years old, exclude self-employment income and
too low earners.

, Go to data details 3
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To capture the highest earnings, I will appeal to all earnings data from the Canadian Longitudinal Worker File (LWF, 1983-2010). I will show comparative analyzes for Sweden (LISA, 1990-2013) and for the UK using the Annual Survey of Hours and Earnings (ASHE, 1999-2015). Because unlike the LISA, the Canadian and UK administrative data sets have few covariates, I will turn to the Labour Force Surveys of these countries for more detailed analyzes. 

Pour le Canada, je vais faire appel aux revenus de travail annuels déclarés qui sont disponibles dans le Fichier de données longitudinales sur la main-d’oeuvre (FDLMO), de même qu’au salaire horaire calculé à partir des données de l’Enquête sur la population active (EPA) de Statistique Canada. Je présenterai également pour fins de comparaisons des analyses similaires effectuées à partir de données suédoises et britanniques.



ESlower Convergence in Share of Women

among Top Earners in Canada

Share of Women in Selected Percentiles of Annual Earnings
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The under-representation of women in top incomes groups and any progress therein is best illustrated by showing the evolution of shares of women in our four income groups. Now what is the share of women in our centile groupings? In Among prime-age workers, those between the ages of 25 and 64, their share in the 90% of the lowest income reaches 49% since the 1990s and crosses the 50% mark in the 2000s. The share of women in the next 9% reaches 26% at the end of the period, while the share of women in the next 0.9% is about 16%. Finally, the share of women in the top 0.1% (those who make more than $ 600,000 in 2010) of income is about 10%. So the numbers 50-25-15-10 characterize the representation of women in 2010 in our percentile groups. We also note that if the growth of female shares in the top 0.1% had kept pace with the growth in average earnings in this group, we would have seen female shares of 18% in the top 0.1%.


Maintenant quelle est la part des femmes dans nos 4 partitions de centiles supérieurs. Au Canada, dans le FDMLO parmi ces travailleuses dans la force de l’âge, entre 25 et 64 ans, leur part dans les 90% des revenus les plus bas atteint 49% dès les années 1990s et franchit la barre du 50% dans les années 2000s. La part des femmes dans les prochains 9% atteint les 26 % en fin de période,  tandis que la part des femmes dans les prochains 0,9% est d'environ 16%. Enfin, la part des femmes dans le dernier millième (ceux qui font plus de 600 000 $ en 2010) de revenus est d'environ 10%. Donc les chiffres 50-25-15-10 caractérisent la représentation des femmes en 2010 dans nos groupes de centiles. 




Similar Trends in Female Shares in Sweden and the UK

Share of Women in Selected Percentiles of Share of Women in Selected Percentiles of
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Here it is interesting to note that in 2010 we find the same female shares of 50 to 25 to 15 to 10 in our four percentile groups in these two other countries which also have high female participation in the labor market .

Ici, il est intéressant de noter qu'en 2010, nous retrouvons les mêmes parts féminines de 50 à 25 à 15 à 10 dans nos quatre groupes de centiles dans ces deux autres pays qui ont aussi de forts taux de participation féminine au marché du travail.


Here it is interesting to note that around 2010, we find the same 50-25-15-10 female shares in our four centile groupings in these two other high female labor force participation countries. 


®ncreasing Earnings Inequality in Top Incomes and

the Gender Pay Gap

Questions of interest:

1)  What are the consequences of the under-representation of women in top
jobs (top decile) for the overall average gender pay gap?

2)  Given recent starkling increases in top incomes, is this under-
representation contributing to the slowdown in the convergence of
female/male pay?

3)  Are the popular “Women on Board” policies and disclosures are effective
to improve this under-representation?
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So the questions of interest today are going to be: first what are the consequences of the under-representation of women in top jobs to the overall gender pay gap, second is this a factor in the slowdown of the convergence of male and female pay and third what kind of policies and firm practices would be effective to improve this under representation. This focus on the gender pay gap is justified by both the public attention to these numbers and the ensuing public policies which may or may not be so effective.


C’est dans ce contexte que je vais tenter aujourd'hui de répondre aux questions suivantes. Tout d'abord, quelles sont les conséquences de la sous-représentation des femmes dans les postes de haut niveau quant à l'écart salarial général entre hommes et femmes. Deuxièmement, s’agit-il d’un facteur important dans le ralentissement de la convergence des salaires des hommes et des femmes et troisièmement quelles seraient les politiques publiques et les pratiques en milieu de travail les plus efficaces pour améliorer la sous-représentation des femmes dans les postes de haut niveau.


®|ncreasing Earnings Inequality in Top Incomes and

the Gender Pay Gap

e Several papers (Blau and Kahn, 1992, 1994; Fortin and Lemieux, 2000) have
explored the consequences of rising wage dispersion (increased variance)
for the gender pay gap

e When residual inequality experienced stupendous increases in the 1980s,
Blau and Kahn (1997) coined the term “swimming upstream” to
characterize women’s pursuit of pay equality in the face of countervailing
currents.

e Have recent increases in top incomes (increased skewness) lead to similar
effects, therefore accounting for the slower progress in the gender pay and
growing unexplained (by traditional factors) share?
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Now we are not the first to ask what is the impact of increasing inequality on the gender pay. When residual inequality experienced stupendous increases in the 1980s, Blau and Kahn coined the term "swimming upstream" to characterize women's pursuit of pay equality in the face of this countervailing current. So what we're asking is whether the recent increases in top income inequality could be leading to similar countervailing effects. Therefore could it account for the slower progress in the gender pay and growing unexplained (by traditional factors) share? Naturally we could also question the sources of the stunning increases in top incomes and ask whether all these countervailing currents can be slowdown especially if rent seeking is involved.


Avant de considérer l’augmentation des inégalités de hauts revenus comme un facteur explicatif potentiel dans le ralentissement du progrès dans les écarts salariaux femmes-hommes, il est important de faire le parallèle avec les années 1980 quand une forte augmentation de l'inégalité résiduelle  s’est amorcée. Notons que par inégalité résiduelle on désigne celle qui demeure inexpliquée par le modèle du capital humain. Au milieu des années 90s, Blau et Kahn ont proposé le terme «nager à contre-courant» pour caractériser la poursuite féminine de l'égalité salariale en présence d’un fort courant à contre-sens. Donc, l’objectif ici est de savoir si les récentes augmentations d'inégalité des hauts revenus produiraient des contre-courants similaires. Mais alors que les changements technologiques des années 1990s sont largement considérés comme une force majeure derrière les augmentations d’inégalité résiduelle, dans le cas des envolées des hauts revenus, les causes ne font pas l’unanimité.  Aghion et al. (2017) ont établis certaines corrélations entre l’innovation et la part du 1% des plus riches à l’intérieur des États-Unis. Mais ils soulignent également la possibilité que l’augmentation de la part du 1% des plus riches provienne de la mise en place de barrières à l’entrée pour les nouvelles firmes. Sur ce point,  Philippe Aghion parle d’une inégalité à la « Carlos Slim » du nom du richissime homme d’affaires mexicain qui a bâti sa fortune en profitant de la privatisation du système de télécommunications et de sa transformation en un monopole privé peu régulé. Ce qui n’a rien à faire avec les effets innovateurs à la «  Steve Jobs ».


Larger Increases for Top Earners in Canada

Canadian Annual Average Earnings (SCAN 2010)
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Using these thresholds allows us to divide the earners into four distinct groups that add up: the bottom 90%, the next 9%, the next 0.9% and the top 0.1%.  What is clear in this picture and what is well-known is that there has been much higher increases for the top-end than in the bottom. Note that in this graph the top 0.1% is literally off-the-scale and thus has its own axis in blue on the right.
From 1983 to 2010, the top 0.1% has seen yearly increase of 6% per year, although following the great recession earnings were back at the 1999 level. The next 0.9 saw increases at 3% per year, the next nine saw increases of 1.25%, doubled that of the bottom 90% at only 0.6% per year.


L'utilisation de ces seuils nous permet de partionner les salariés en quatre groupes distincts: les 90% des revenus les plus bas, les 9% suivants, les 0.9% suivants et le 0.1%, i.e. dernier millième supérieur. Ce qui est apparent dans cette figure c'est qu'il y a eu des augmentations beaucoup plus élevées dans le haut de la distribution que dans le bas. De 1983 à 2010, les revenus du millième supérieur ont enregistré des augmentations annuelles de 6% par année en moyenne, bien que suite à la récession de 2008, leurs revenus ont reculé au niveau de 1999. Ceux de la prochaine tranche des 9 millièmes suivants ont connu des augmentations moyennes de 3% par année. Les neuf prochains centiles ont vue des augmentations de 1.25% par année, facilement le double des augmentations de 90% des revenus les bas à seulement 0.6% par an. Donc la croissance des revenus du millième des plus riches était dix fois supérieure à celle des 90% des revenus les moins riches.


Some Increases in Lower Groupings in Sweden

Swedish Annual Average Earnings (SEK 2010)
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In Sweden, income increases in the two top income groups in the highest centile of income are fairly comparable to those of Canada, but the lower groups experienced much higher growth. In particular, the 90% of the lowest income countries experienced average increases of 1.8% per year, three times higher than Canada's.

En Suède, les augmentations de revenus dans les deux groupes de du dernier centile des revenus sont assez comparables à celles du Canada, mais les groupes inférieurs ont connu une croissance beaucoup plus élevée. En particulier, les 90% des revenus les moins riches ont connue des augmentations moyennes de 1.8% par année, trois fois supérieures à celle du Canada.


In Sweden, increases in the two top earnings groups are quite comparable to the Canadian one, but the lower group experience much higher growth. In particular, the bottom 90% saw increases of 1.8% three times that of Canada.


Top Income Groups Hit by the Financial Crisis in the UK

United Kingdom — Average Annual Earnings (£2010)
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In the United Kingdom, the surge of the top 0.1% and the next 0.9% before the financial crisis was followed by such a large decline, that the average earnings level was only slightly higher in 2015 than in 1999. However, the earnings growth in lower percentiles was quite similar to that in Canada, namely a growth of 1.1% in the next 9%, almost twice that of the lower 90%, which is growing by 0.65%. So the evolution of average annual earnings in Canada in our upper percentile groups is broadly comparable to the Swedish experience, whereas this change in the lower groups is similar to that of the British.


Au Royaume-Uni, l’envolée du millième et du 0.9% suivant avant la crise financière a été suivie par un déclin aussi important. Si bien qu’en 2015, le niveau moyen des salaires y était à peine plus élevé qu’en 1999. Cela dit, la croissance dans les centiles inférieurs était assez semblable à celle du Canada, avec une croissance 1.1% dans les prochains 9%, soit presque le double de celui des 90% inférieurs qui affiche une croissance de 0.65%. Donc l’évolution des salaires annuels moyens au Canada dans nos groupes de centile supérieurs est largement comparable à l’expérience de la Suède, alors que cette évolution dans les groupes inferieures est semblable à celle des Britanniques.


®ncreasing Earnings Inequality in Top Incomes and

the Gender Pay Gap

e Apply the approach used in the analysis of earnings inequality in top
incomes (developed by Thomas Piketty, Emmanuel Saez, and co-authors) to
characterize top earners

e Use positional ranks to construct a proxy of vertical segregation at the top
of the earnings distribution (Fortin and Lemieux, 1998; Bayer and Charles,
2016)

e Apply reweighing techniquesa la DiNardo, Fortin and Lemieux (1996) [DFL]
to construct counterfactual gender pay gaps

e Caveat: Analysis remains an accounting “what if” exercise to quantify the
relative importance of the potential swimming upstream effects
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The approach that we use borrows from the literature on top incomes which document the evolution of top income shares, it uses the related positional ranks to construct a proxy of vertical segregation and apply reweighting techniques developed in DFL to construct counterfactual gender pay gaps. The important caveat here is that this analysis remains an accounting “what if” exercise.


Dans la conférence d'aujourd'hui, je vais appliquer l'approche utilisée dans l'analyse des inégalités de haut revenus pour construire une mesure de segmentation verticale tout au haut de la distribution des revenus. Je vais utiliser les techniques de repondération développé dans DFL, pour étudier les écarts salariaux homme-femme.




Measure of the gender pay gap

“Hourly Wage” ratio is the preferred measure to consider whether
employers treat women fairly and should be used in statements

“women earn 85 cents out (86 6re/82p) of every S1 (1kr/£1) men earn”
“Annual (Weekly) Earnings of Full-Time Workers” ratio
=~ 70% in Canada and = 64%* in the UK

e Because many women working fulttime full-year work less hours a week
than men mixes the number of hours worked with hourly pay

e But for the very top income groups, the “All Annual Earnings” measure is
the only one available (from tax data)

e “Annual Earnings” ratio = 65% in Canada, = 74% in Sweden, and 62%* in
the UK

e It gives a better idea of costs of women’s lower labour supply or impact of
bonuses

Source: Sweden: Eurostat (2015); *UK: Dias, EIming and Joyce (2016)
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Before talking about the gender pay gap, it is important to see how the basis of computation has a large impact on the actual numbers. When computed on hourly wages for all workers,  the gender ratio hovers around 85% for Canada, 86% for Sweden, and 82% for the UK.



Generational Effects in the Gender Pay Gap

Canada - Gender Ratio Hourly Wages Canada - Gender Ratio in Annual Earnings
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And the past 20 years, we see that for all cohorts (the black line in this picture) there has been all on continuing progress in the gender ratio in hourly wage of about 0.4 to 0.5 point a year. However considering generational effects, we see that part of a progress, certainly until on the early or mid 2000, was due to the selective retirement of other pre-Baby Boomer. Whereas the progress for younger cohorts is more mixed. Indeed turning to the gender gap in annual earnings, we see a decline in the gender ratio for younger cohorts during childbearing years.

En effet, lorsqu’on considère le ratio hommes-femmes dans les gains annuels, on constate un déclin du ratio pour les cohortes plus jeunes, ce qui pourrait signaler un échec ou une lenteur dans la progression des carrières féminines pendant les années de pic de fertilité.


=
Gender Gap in Top Incomes

e Follow Guvenen, Kaplan, and Song (2014) in using the thresholds of the
wage and earnings distribution for men and women combined

e Depart from the traditional literature on the glass ceiling which compares
the pay gap at percentiles of the gender-specific distributions

e Depart from most of the literature which uses the logarithm of wages or
earnings in order to emphasize the top end

e Allow for the construction of counterfactuals to study the under
representation of women in top income groups: what if women were
distributed in the top decile in the same way men are?
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We will follow a similar methodology to the one of Guvenen, Kaplan and Song who use thresholds of the wage and earnings distribution of men and women combined. So in that way, we're doing now departs from the traditional literature looking at the glass ceiling effect which usually compares the pay gap at percentiles of the gender-specific distribution. We will depart from the traditional literature use the logarithm of wages and use levels instead. This is needed in order to emphasize the top-end rather then using the logarithm which compress the top end. We construct counterfactual that will simulate alternative representation of women in top income groups. 

Nous suivrons une méthodologie similaire à celle de Guvenen, Kaplan et Song qui utilisent les seuils de répartition de la distribution des salaires des hommes et des femmes combinés. Notons que cette méthode est différente de celle utilisée dans la littérature sur l'effet du « plafond de verre » qui compare habituellement l'écart de rémunération aux percentiles des distributions spécifiques à chacun des genres. Nous allons aussi nous éloigner de la littérature traditionnelle qui utilise le logarithme des salaires pour utiliser plutôt les niveaux de salaires. C’est nécessaire pour mettre en évidence les hauts revenus plutôt que d'utiliser le logarithme qui lui comprime la partie supérieure des salaires. Nous allons construire un contrefactuel qui simulera une représentation alternative des femmes dans les groupes à haut revenu.


® Under-representation of women in top jobs

makes for a less favorable overall gender pay ratio

Female-Male Average Hourly Wages Ratios - Female-Male Average Annual Earnings Ratios -
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Now what are the consequences of this underrepresentation of women in top job? It makes for a less favorable overall gender ratio. As shown in the figure the gender ratio in hourly wages in the bottom 90% is around 90% while for the entire distribution, it's more around 85%, that is a 5 to 8 percentage points difference. For annual earnings, there is a larger 10 to 18 percentage points difference. This is the silver lining to the over-representation of men in the top 10%: for the bottom 90% of workers the gender wage ratio is only around 90%!

La sous-représentation des femmes dans les groupes a haut revenus implique que le ratio global des salaires horaires hommes-femmes, d'environ 85%, est moins favorable, comme le montre le graphique, que le ratio hommes-femmes, d'environ 90%, calculé pour les travailleurs dans les 90% des salaires. Il s’agit d’une différence de 8 pourcent.



® Similar Differences in Ratios in Sweden and the UK

No Upward Trend in Gender Earnings Ratio in Top 0.1%

Female-Male Earnings Ratios - Sweden Female-Male Earnings Ratios - United Kingdom
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Source: Fortin, Bell, and Boehm (2017), workers ages 25 to 64, LISA data for Sweden, ASHE data for the UK.
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 In Sweden and Great Britain, there are also more favorable female-male ratios in annual earnings in the 90% lower than global ratios: a difference of 10 percentage points in Sweden and 14 points in Great Britain In 2010. It should also be noted that any ceiling effect of glass among the top 0.1% does not seem to improve over time, quite the contrary.


En Suède et en Grande-Bretagne, on observe aussi des ratios femmes-hommes plus favorables, dans les salaires annuels dans 90% les plus bas que les ratios globaux: un différence de 10 points de pourcentage en Suède et 14 points en Grande-Bretagne in 2010. A noter également que tout effet de plafond de verre se manifeste uniquement dans le dernier millième de la distribution ou la situation ne semble pas s’améliorer dans le temps, tout au contraire.



Table 1. Average Professorial Salaries at UBCin 2010

Men All 968 100 134955 0.89 14332
Women All 419 100 30.2 120623
Men Full 501 51.81\152494 0.96 6446
Women Full 130 31 20.6 146048
Men Associate 297 30.7 121483 0.94 6888
Women Associate 184 43.9 ‘%‘114595
Men Assistant 170 17.6 1\106806 0.93 7097
Women Assistant 105 25.1 38.2 99709

If the proportion of women across professorial ranks was identical to men,
the overall counterfactual average female salary would be:
51.8/100%146048 + 30.7/100%114595 + 17.6/100x99709 =128259.3,
and the overall ratio would be 128382/134955(*100)=95%
» The salary gap explained by rank is 128259.3—-120623.1 =7636.2
» More that 53% of the gap is accounted for by the gender differences in the
proportion of faculty members across rank.
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Let me give you an example that will be on familiar, that is one that uses of the salaries of professors, and even close to home the case of professors at UBC are in 2010. The overall female-male ratio was of a less than 90%,  whereas the gender ratio in each professiorial rank, that is among Full, Associate, and Assistant Professors was closer to 95%. The proportion of male and female across the ranks was very different with 52% of men in the Full category vs. 31% of women, and correspondingly higher proportion of women at the Assistant level. So if we simply multiply the average female salary by the male shares, we obtain the average  counterfactual salary that women would have earned if they weren't distributed across  ranks as men are. Now this leads to an overall ratio of 95% and an explained gap of more than $7000 or 53 percent of the gap.


Permettez-moi de vous donner un exemple numérique qui sera familier, c'est-à-dire celui qui utilise les salaires de professeurs, et dans mon cas, ceux des professeurs à l'Université de la Colombie-Britannique en 2010. Le ratio salarial homme-femme global était inférieur à 90 %. Alors que dans chacun des échelons , parmi les professeurs titulaires, les professeurs associés et les professeurs adjoints, le ratio était plus proche de 95%. La proportion d'hommes et de femmes dans les différents échelons est bien différente, avec 52% des hommes parmi les titulaires contre 31% des femmes et, de manière correspondante, on voit une proportion plus élevée de femmes parmi les adjoints. Donc, si nous multiplions simplement le salaire féminin moyen dans chacun des échelons,  par la fraction des hommes dans chacun des échelons, nous obtenons le salaire contrefactuel que les femmes auraient gagné si elles avaient été réparties parmi les échelons de la même façon que les hommes. Cela conduit maintenant à un ratio global de 95% et à un écart expliqué de plus de 7 000 $ ou 53% de l'écart.






Table 2. Oaxaca-Blinder Decomposition of Average Professorial

Salaries at UBCin 2010
Variables: Model 1 % of gap Model 2
Raw Gender Salary Differentials 14332.24 *** 14332.24 ***
Accounted for by differences in characteristics
Professorial Rank 7636.226 *** 53.28% 6647.376 *** 46.38%
CRC, DUP 546.2663 * 3.81%
Years in Rank 1180.126 ** 8.23%
Departmental Dummies 3093.223 ** 21.58%
Total Unexplained 6696.018 *** 46.72% 2865.253 *** 19.99%

Note: Using female coefficients. *** p<0.01, ** p<0.05, * p<0.1 See UBC (2011) for alternative
specifications.

» The more complete specification accounts for 80% of the gap, 46% of which from
vertical segregation and 22% from horizontal segregation.
» This leaves an unexplained gender gap of 2.2% of average professorial salary
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Now how does this  measure of vertical segregation compares with other measures for example of horizontal segregation are captured by departmental dummies. We can turn to the familiar OB decomposition and we find that professorial rank still explain 46% of the gap while departmental dummies account for 22% of gap. So it is a quite successful decomposition, with only 20% of the gap remaining unexplained.

Maintenant, comment cette mesure de segmentation verticale se compare-t-elle à d'autres facteurs, notamment à la segmentation horizontale, qui est prise en compte par les variables indicatrices des départements. Nous pouvons nous tourner vers la décomposition OB et nous constatons que le classement des professeurs explique encore 46% de l'écart alors que les indicateurs départementaux expliquent 22% de l'écart. C'est donc une décomposition assez réussie, avec seulement 20% de l'écart salarial hommes-femmes restant inexpliqué.




s If the shares of women in percentiles grouping™ were the same as

men’s, the gap in annual earnings would be 20 point lower

Female-Male Annual Earnings Ratios - Canada
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Presentation Notes
When we apply the same reweighting techniques to the average of  all the annual earnings from the LWF,  we find that the gender ratio would be almost 20 points lower if women had the same distribution across for all four percentiles groupings as men. Interestingly, this correspond to a growing portion of the gap. For example in 2010,  58% of the 33 percentage points gap would be explained by this measure of vertical segregation.


Lorsque nous appliquons ces techniques de repondération à la moyenne des gains annuels dans le FDLMO, nous constatons que l’écart des gains annuels hommes-femmes serait presque 20 points de pourcentage plus bas si les femmes avaient la même répartition parmi nos quatre groupes de percentiles que les hommes. Fait intéressant, cela correspond à une part croissante de l'écart. Par exemple, en 2010, 58% de l'écart de 33 points de pourcentage serait expliqué par cette mesure de la segmentation verticale.




®l|f the shares of women in percentiles grouping™ were the same as

men’s, the gap would be 50% lower
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Presentation Notes
In Sweden, where the gender pay gap is lower, our vertical segmentation measure also accounts for more than 50% of the gap. And the same is true in Great Britain where the gender pay gap is comparable to that of Canada.


En Suède où l’écart salarial hommes-femmes est plus faible,  notre mesure de segmentation verticale explique aussi plus de 50% de l’écart. Et, il en est de même en Grande-Bretagne où l’écart salarial hommes-femmes est comparable à celui du Canada.



®l|f the shares of women in percentiles grouping™ were the same as

men’s, the gap would be 6-9 points lower

Counterfactual Hourly Wage Gender Ratio -

Canada
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Presentation Notes
Lorsqu’on considère l’écart des salaires horaires hommes-femmes, qui est plus faible étant passé de 19% en 1997 à 15% en 2015, on constate quand même qu’une part considérable et, en fait, grandissante de l’écart est attribuable à la segmentation verticale.  


For the hourly  wage ratio , the reweighting with male shares in percentile groupings brings us in the lower 90%. Although the number are less dramatic than for the all earnings ratio over this time period, consistent withs increasing top-end income inequality,  the percentiles grouping counterfactuals explain a growing portion of the gap.



® Against traditional factors in O-B decomposition, centile

groupings remain dominant and growing over time
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When we want to compare the explanatory power of our percentile groupings to more traditional factors, we have to turn to data sources that include more covariates. In the case of Sweden, the LISA provides us with enough information to include demographics, education, occupation, industry, and region. For Canada and the UK, we have to go back to labour force surveys, thus hourly wages and to get a similar range of covariates. With both types of earnings measure and all in all three countries,  the centile groupings, as a measure of vertical segregation, remain the single factor with overwhelming explanatory power that is also increasing over time, although it is not as large in Canada as in the other two countries.



Naturellement nous voulons comparer le pouvoir explicatif de nos groupes de percentiles à des facteurs plus traditionnels, pour cela nous devons nous tourner vers des sources de données qui incluent plus de variables explicatives. Dans le cas de la Suède, le LISA nous fournit suffisamment d'informations pour inclure la démographie, l'éducation, les professions, l'industrie et la région. Pour le Canada et le Royaume-Uni, nous devons revenir aux enquêtes sur la population active, donc aux salaires horaires, et pour obtenir une gamme similaire de variables. Avec deux mesures des gains, dans les trois pays étudiés, les groupes de centile, en tant que mesure de la segmentation verticale, restent le facteur unique prédominant  avec un pouvoir explicatif qui augmente également au fil du temps, bien qu'il ne soit pas aussi important au Canada que dans les deux autres pays.



®n provinces with Pay Equity, the explanatory power of

occupations, like education, has gone negative
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So this is a question on which we want to dig a little deeper given that on Canada’s two most populous provinces have implemented Pay Equity policies: Ontario in 1997 and Quebec in 2001. It appears that as a consequence of these policies, the explanatory power of occupations, like that of educational attainment, has gone negative. That is given their professional attainment,  women should actually be paid more than they actually are. To understand how this could happen in the context of pay equity, one has to remember that these policies are designed to adjust the pay in female- dominated jobs to that of comparable male-dominated jobs. So that women in male-dominated jobs likely continue to work at lower echelons of pay. Indeed, when we dig a little further we find that professions with the most negative explanatory power are senior management, administrator and regulator in the public sector, even professional in the arts and culture (noc47-1, 8, 13, 20).

C’est donc une question nous voulons donc approfondir  étant donné que les deux provinces canadiennes les plus peuplées ont mis en place des lois d’équité salariale : l’Ontario en 1997 et le Québec en 2001. Il semble que suite a la mise en œuvre de ces politiques, le pouvoir explicatif des professions, comme celle du niveau de scolarité, sont devenues négatives. Etant donne leur réussite professionnelle, les femmes devraient être mieux payées plus qu'elles ne le sont réellement. Pour comprendre comment cela pourrait se produire dans le contexte de l'équité salariale, il faut se rappeler que ces politiques sont conçues pour ajuster le salaire dans les emplois dominés par les femmes à celui des emplois comparables masculins. Les femmes dans des emplois à prédominance masculine ne bénéficient donc pas d’ajustement et continuent sans doute à travailler à des échelons inférieurs. En effet, lorsque nous creusons un peu plus, nous constatons que les professions ayant le pouvoir explicatif le plus négatif sont la haute direction, l'administration et la réglementation dans le secteur public, même les professionnels des arts et de la culture (noc47-1, 8, 13, 20).
 



O
Findings

In Canada (except for Quebec), Sweden, and the United Kingdom, the
under-representation of women in partitions of the top decile accounts for
a predominant and growing share of the gender pay gap.

o By itself, this under-representation accounts for 45% (circa 1990) to 58%
(circa 2010) of the gender earnings gap in the three countries

« Pitted against traditional explanatory factors, it stills account for 36%
(circa 2000) to 48% (circa 2015) of gap (Sweden and UK), from 17%
(circa 1985) to 37% (circa 2010) in Canada
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Presentation Notes
Our main findings are that indeed the under-representation of women in partitions of the top decile account for a predominant and growing share of the gender pay. By itself, it grows to more than half over time. When pitted against traditional of factors, it is the most important of all explanatory factors. How to improve this under-representation, our quick review of the impact of quotas for women on boards while pointing out sizeable direct effects of 50%, do not provide any evidence of trickle-down effects.



Increasing Women’s Representation in Top Jobs

e With increasing earnings inequality in top incomes, further improvements
in vertical segregation, “relatively more women in top jobs” will be likely be
even more important for further decline in the gender pay gap in the 21
century

¢ How do we get there?

e Country fixed effects DD models of the impact of quotas for “Women on
Boards” show direct effects of 50%, but no significant trickle down

e Leaving open how to improve women’s representation in top jobs?


Presenter
Presentation Notes
To summarize the under-representation of women in top job accounts for a growing share of the gender gap. It is the most significant explanatory factors and  reduces the unexplained portion of the gender gap, which have been growing over time home in a puzzling way.


Pour résumer, la sous-représentation des femmes dans les emplois supérieurs explique une part grandissante de l’écart salarial hommes-femmes au Canada (à l’exception du Québec), en Suède et au Royaume-Uni. Même lorsqu’on la compare au rôle de la segmentation industrielle ou de la séniorité dans les emplois, cette sous-représentation demeure le facteur le plus important. 



Women’s Quotas for Corporate Boards?

Women's work around the world Women on Boards and Employment Share
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As of 2014, twelve European countries had implemented female minimum or female quotas on the board of directors of firms on public stock exchanges and some emerging countries, such as Malaysia, are doing the same.



® Higher Representation of Women in Tops Jobs

Do Quotas Help?

e Yes, for
Women on Mean 11.14 12.12 29.73 29.86
Explanatory Variables
Boa rdS Quotas 5.22 5.48 0.15 0.83
(1.17) (1.25) (1.05) (0.94)
¢ bu_t no Disclosure Rules 2.15 231 (1.12) (1.05)
evidence of (0.95) (1.09) (0.69) (0.69)
. Relative Female 50.66 53.77 (6.87) (12.41)
trICkIe d own Employment Rate (20.38) (21.2) (37.81) (37.79)
in country- Log GDP per capita 2.57 5.64 (0.62) (0.25)
. (PPP) (4.26) (6.69) (3.61) (3.20)
fIXEd effe Cts R-square 0.27 0.36 0.13 0.29
models No. of observations 224 173 213 195
OECD only No Yes No Yes
No.of countries 40 29 27 23

Note: Dependent variables are the share of women on corporate boards from BoardEx data (European PWN, 2008) from 2006 to 2009, from GMI
data (Gladman and Lamb, 2013) from 2009 to 2014, and the share of women in senior management from ILO (2014). The data on the relative female
employment rate, computed as the ratio of female employment rate to the total employment rate, is from the World Bank. Estimates from country

Source: Fortin, Bell, and fixed-effects models with robust standard errors clustered at the country level. * p<0.01, ** p<0.05, * p<0.1.

Boehm (2017)
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Presentation Notes
Are quotas effective in meeting their primary goal of increasing women's representation on boards? Yes, in a simple country-specific fixed-effects model, we find that they increase the share of women on boards by 50%. However, we do not find any fallback effects downstream.

Les quotas sont-ils efficaces face à leur objectif principal d’augmenter la représentation féminine sur les conseils d’administration? Oui, dans un modèle à effets fixes par pays, nous trouvons qu'ils augmentent de 50% la part des femmes dans les conseils d’administration. Cependant, nous ne trouvons aucun effet de retombée en aval.


Are quotas effective at their primary objective, raising the representation of women on boards? Yes, in a country-fixed effects models we show that they raise the female share of boards by 50%. However, we do not find any trickle down effects. 


Thank you!




B Steep Growth in Women’s Labour Force Participation*

Followed by a Leveling-Off

Canadian Labour Force Participation Rate - Ages 25 to 64
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Presentation Notes
The steep growth of women's labour force participation in the mid 20th century has been replaced in the 2000s by a substantial leveling-off, but  nevertheless in Canada there has substantial convergence in labour force participation with male and female differences standing in the single digit.  



Less Convergence in Gender Gap in Hours

Canada - Gender Ratio in Average Total Weekly Hours
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Presentation Notes
This implies that more attention has to be paid to gender differences in hours of work. As this graph shows focusing only on those with positive hours, even for younger cohorts there is substantially less convergence between men and women in LFP at the intensive margin. The gender ratio in hours of work stands around 85% in Canada and around 82% in the UK. 

Cela implique qu'une plus grande attention doit être accordée aux différences de genre dans les heures de travail. Comme ce graphique le montre, en se concentrant uniquement sur ceux avec des heures de travail positives, on constate que même parmi les cohortes plus jeunes il y a beaucoup moins de convergence entre les hommes et les femmes dans la marge intensive de participation au marche du travail. Le ratio des heures travaillées hommes / femmes est d'environ 85%.


Canadian Data

Longitudinal Worker File (LWF) Labour Force Survey (LFS) public Use
o LWFisa10% random sample of all o Monthly survey on approximately
Canadian workers 100,000 individuals rotating 6-

e Years: 1983-2010

e integrates data from the T1 and T4
files of Canada (CRA) and the LEAP o Years: 1997-2015

(Statistics Canada) o Hourly wage of employees from
¢ Annual earnings from all jobs, main job
include bonuses, honorariums, etc.

e Selected if > half of minimum wage
earnings equivalent wage

e Select workers age 25 to 64 e Select workers age 25 to 64

months panel sample design

e Selected if > half the minimum
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Presentation Notes
Let me begin by giving you some details about the Canadian data that we will be using. The longitudinal worker file that we are using is 10% random sample of all Canadian workers. We have access to the years 1983 to 2010 and the earnings data come from T1 and T4 slips therefore we have annual earnings from all jobs including bonuses. This contrasts with more traditional data sources used to study the gender gap which focuses on hourly wages on the main job. We do some trimming at the lower end and exclude young adults who might still be in school. 

Permettez-moi de commencer en vous donnant quelques détails sur les données canadiennes que nous allons utiliser. Nous appliquons les mêmes restrictions aux données suédoises et britanniques. Le Fichier de données longitudinales sur la main-d’oeuvre (FDLMO) est un échantillon aléatoire de 10% de tous les travailleurs canadiens. Nous avons accès aux années 1983 à 2010 et les données sur les gains proviennent des feuillets d’impôt T1 et T4. Nous avons donc des revenus annuels provenant de tous les emplois, y compris les primes, ce qui est diffèrent des sources de données plus traditionnelles utilisées pour étudier l'écart entre les sexes qui se concentrent sur les salaires horaires sur l'emploi principal. Nous sélectionnons des travailleurs âgés de 25 à 64 ans pour éviter les problèmes avec les étudiants.





Canadian Data

Longitudinal Worker File (LWF) Labour Force Survey (LFS) public use

¢ No self-employment income e No self-employment income

o No labour supply information o Number of weeks worked
unavailable

e Top coded at P99.99= 52,000,000

in 1983 to =$10,000,000 in 2000 o Imputed > P99.9 from =595/hour in

1997 = $125/hour in 2015

e Available covar.iates: union o At 2080 (=52wk*40hrs) hrs/year,
coverage, age, industry from $200,000 to $260,000
o CPladjustedto 2010SCAN o Available covariates: age, union,

education, occupation, industry,
firm size, etc.
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Presentation Notes
The important disadvantage of the LWF is the absence of labour supply information, that being said even in the labor force survey the number of weeks work is unavailable. But an important limitation of the LFS survey is the fact that earnings or wage data is imputed beyond the percentile 99.9 but it has a wider set of the covariates that we take advantage off. 
All data are inflation adjusted using the CPI and in 2010 Canadian dollars.

L'inconvénient majeur du FDLMO est l'absence d'information sur l'offre de travail, contrairement à l’EPA, même le nombre de semaines de travail n'est pas disponible. D’autre part, une contrainte importante dans l'EPA est le fait que les données sur les salaires sont censurées à partir du percentile 99.9, cependant nous avons accès a un grand nombre de variables explicatives dont nous profitons. Alors que dans le FDLMO, le secteur industriel est la seule variable explicative que nous utilisons à ce stade. Toutes les données de salaires sont indexées en fonction de l'indice des prix à la consommation et sont en dollars de 2010.





=)
Swedish Data British Data

Longitudinell Integrationsdatabas for Annual Survey of Hours and
Sjukfors akrings-och Arbetsmarknadsstudier Earnings (ASHE)
(LISA) e 1% panel of workers based on

e Integrates datafrom Statistics Sweden, social secur‘l-ty numb-er
the Social Insurance Agency and the o Statutory filing required by

Swedish Agency for Innovative Systems employers
e Years: 1999-2015

e Annual earnings includes all cash
compensation, including bonuses

e annual earnings data are from the
largest source of income, include
performance pay and bonuses, exclude

etc.
self-employment income ) .
PIoY e Selected if > half of minimum
o Years:1330-2013 wage annual earnings equivalent
o Select workers age 25 to 64 e Select workers aged 25 to 64

e 2.5-3 million observations per year
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Presentation Notes
The Swedish data is our most complete dataset covering 2.5 to 3 million observations and includes a wide range of covariates. The UK data is 1% sample is based on employer filing. The time periods covered are also different: again the Swedish data cover the 1990s ramp up and the post-Great-recession perios. Iin Canada we miss the post- recession period. In the UK we missed on the 1990s ramp up in the earnings inequality. 
Now the measures all annual earnings are quite comparable, they do include bonuses for example, that we do not usually see in hourly wage  that will require that the law of thinking outside the box
We do some trimming at the lower end and exclude young adults who might still be in school. 
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Alternative Partitions

C.United Kingdom
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