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ABSTRACT 
 

The transition from school to work is a critical phase in the lives of young people that has 

lasting effects on their entire life courses. There is lack of empirical work on gender wage 

and labour supply differences in Zambia, especially during the first few years spent by young 

workers in the labour market. This paper analysed data from the School-to-Work Transition 

Survey (SWTS), conducted by the International Labour Organization (ILO) in Zambia in 

2014. The study seeks to explore the causes and the extent of the gender wage and labour 

supply gaps in the Zambian labour market among young people aged between 15-29 years.  

 

The study uses the Mincerian (1974) earnings equations to estimate the returns to human 

capital characteristics and the gender wage gap as a baseline framework. A decomposition 

approach of Oaxaca and Blinder (1973) that divides the wage differential into explained and 

unexplained components is also applied. To capture gender differences at different 

percentiles of the wage distribution, the study uses the Juhn, Murphy and Pierce (1993) 

decomposition. Further, the study implements the Yun (2004) decomposition technique to 

estimate gender differences in labour supply between men and women, the study also 

implements the Fairlie (2005) decomposition to establish how different covariates or 

determinants of labour supply affect women‟s participation in the labour markets. 

The findings reveal significant wage gaps between young men and women in Zambia. A 28 

per cent wage gap among those aged between 20-24 years is found and over 30 per cent in 

the prime age workers (25-29 years). Wage decomposition methods reveal that most of the 

wage gap appears to be at the lower and upper end of the wage distribution, among young 

adults (20-24 years) and the prime-age workers (25-29 years). The study also reveals 

significant gaps in labour supply in favour of men in all age groups, that is, 3 per cent in 

those aged between 15-19 years, 10 per cent in the older age group (20-24 years) and about 9 

per cent in the 25-29 years age group.  

 

The study concludes that there is an existence of wage and labour supply gap between young 

men and women in Zambia in favour of men. The gaps are more pronounced in older age 

groups than in teenagers below the age of 20 years, indicating that wage and labour supply 

differences begin to emerge as young people begin to make decisions about family life and 

work.  Results from the Oaxaca-Blinder decomposition and the Yun decomposition point 

towards the possibility of discrimination in the labour market, that is, the market hires and 

rewards men and women differently despite having similar human capital characteristics. 

Therefore, efforts to enforce adherence to existing policy on equal-pay-at work need to be 

strengthened.  
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CHAPTER ONE 

INTRODUCTION 

1.1 Background 
Although the gender wage and labour supply gaps among young workers both in developed 

and developing countries have dropped in the recent decade, the prevalence of wage and 

labour supply inequality is still very high, especially in South Asia, the Middle East and 

Africa  (African Development Bank, 2012). The World Economic Forum (2015) asserts that 

there is no country in the world, in which women and men receive equal pay for equal work. 

Wage differentials reflect the vast inequalities between women and men in the labour market 

and in society. Closing the gender wage gap would bring benefits to society and to the 

economy (World Economic Forum, 2015). According to the latest International Labour 

Organisation (2016) estimates, women worldwide earn on average 77 per cent of the male 

wage. The extent of the gender wage gap varies from country to country. An International 

Labour Organisation (ILO) study conducted on a sample of 38 countries in 2014 found that 

women‟s average wages ranged from 4 per cent lower than men‟s in Sweden to 36 per cent 

lower in the United States of America (ILO, 2014). The gender wage gap in emerging and 

developing economies is not necessarily higher than in Organization for Economic 

Cooperation and Development (OECD) countries, for example, in Rwanda, women earned 88 

per cent as much as men for the same work compared to 65 per cent in China (World 

Economic Forum, 2015).  

 

The International Labour Organisation (2015) asserts that, globally, men are more likely to 

participate in the labour force than women.  In 2015, 77 per cent of men and 50 per cent of 

women of working age (15+ years) were in the labour force. Women‟s labour force 

participation rate remained steady at 52 per cent from 1995 to 2006, declined to 50 per cent in 

2015, and is projected to remain in the range of 50- 51 per cent in 2017. The gender gap in 

labour force participation narrowed only marginally over the past 20 years due to the slightly 

larger decline in men‟s labour force participation rate than that of women. For Africa as a 

whole, differences in labour supply stood at about 69.2 per cent for men compared to 39.2 per 

cent for women (ILO, 2015). 

 

http://www.wikigender.org/countries/gender-equality-in-sweden/
http://www.wikigender.org/countries/gender-equality-in-the-united-states-of-america/
http://www.wikigender.org/countries/gender-equality-in-rwanda/
http://www.wikigender.org/countries/gender-equality-in-china/
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Empirical literature shows that  gender wage gaps evolve over time and that the first few 

years in the labour market, as young people transition from school to work, are an important 

determinant of the emergence of overall gender wage gaps (Pastore et al.,2013). One 

possibility is that young men and women have equal opportunities when they leave school 

and earn equal wages at the beginning of their career. However,  little is known about this 

possibility, particularly in developing countries (Assaad and Krafft, 2014). 

 

It is not clear whether there are large disparities between the wages of Zambia‟s young men 

and women, particularly during the first few years spent by young workers in the labour 

market. This study sort to contribute to the literature on gender wage and labour supply gaps 

in early career by focussing on gender wage and labour supply differences among young 

people in Zambia. The analysis was based on a nationally representative School-to-Work 

Transition Survey (SWTS) carried out in Zambia in 2014 on a large sample of young people 

aged 15 to 29 years by the International Labour Organisation. The study seeks to find out if 

there are gender wage and labour supply differences among young men and women in 

Zambia as well as establish factors that cause these differences. This study is unique as it 

focused on an area that has received little attention in the field of research in Zambia.    

 

This paper is structured as follows: In Chapter 2, the study presents some background 

literature. Chapter 3 gives a review of both theoretical and empirical literature. Chapter 4 

presents the methodology used in this study. Chapter 5 is devoted to the findings and 

discussion of the results. In Chapter 6, we conclude and present policy recommendations in 

line with the findings of this study.   

1.2 Statement of the Problem  

Studies on gender differences in Zambia have shown that in contrast to gender disparities in 

other developing countries, the females in Zambia are at a disadvantage compared to males in 

terms of their education, employment prospects as well as earnings (Klaveren et al., 2011). 

Nationally, the labour force participation rate for males is higher at 78 per cent than that of 

females at 60 per cent (CSO, 2012). The 2014 Global Wage Report indicates that females in 

Zambia are at a disadvantage in terms of earnings than their male counterparts who are 

usually employed in sectors that pay more than those occupied by females such as agriculture 

and the informal sector  (Global Wage Report, 2014). 
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The International Labour Organisation asserts that Zambia is facing daunting decent work 

challenges which include high rates of vulnerable employment and significant differences in 

labour opportunities for men and women (ILO, 2011). Women in Zambia experience lower 

wages and fewer employment opportunities than men do. Females without any education are 

the most affected as they earn less than half of their male counterparts, while women who 

reach the tertiary level of education earn better than those without education but less than 

their male counterparts. As a result, there is a disproportionate number of women employed 

in the informal sector. Zambia has an expanding youth labour force that is increasingly 

educated but lacks formal employment opportunities and young females are the most affected 

(Ibid). Female graduates suffer from comparatively high unemployment and 

underemployment and are predominantly working in other informal sectors where the 

earnings are low (ILO, 2011).   

 

Attempts to find relevant explanations for the gender wage disparities in Zambia have led to 

an extensive literature search. Comparatively, little attention has been given to gender 

differences in the early career wage development of young people, although it is known that 

the initial stages of a worker‟s career account for a large part of lifetime wage growth 

(Chester et al., 2011) 

 

Gender differences in access to economic opportunities in the labour market participation 

have been a topic of debate for academics and policy makers (Arbache et al., 2010). Despite 

its great significance, the issue of gender differences in earnings and labour supply in the 

labour market, especially among young people has not received much attention from 

researchers in Zambia.  Very little is known about the magnitude of this problem, hence, the 

need for this research to explore and examine the nature of labour market differentials in 

Zambia by using 2014 SWTS data for Zambia. 

1.3 Justification of the Study 

This study aimed to contribute to existing literature on gender wage and labour supply gaps 

in Zambia‟s labour market in early careers of young people. The analysis was based on a 

nationally representative School-to-Work Transition survey carried out in Zambia by ILO on 

a large sample of young people aged between 15 - 29 years. The age of individuals in the 

sample allowed us to observe the entire process of transition from school to work, including 
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the phase when the young people begin to experience differences in wages in the labour 

market up to a point when they get established family wise and have children. The awareness 

of this mechanism can provide guidance to policy makers to target those factors that can 

improve labour income and further boost economic growth.  

1.5 Objectives 

1.5.1 General Objective 

To assess gender wage and labour supply differences among the youth aged 15-29 years 

using the School-to-Work Transition Survey data. 

1.5.2 Specific Objectives 

Specifically, the study intends to: 

(i) Explore the existence and nature of labour market differentials in wages in Zambia 

(ii) Estimate the extent of the wage differentials in Zambia 

(iii) Estimate the extent of the labour supply differentials in Zambia 

1.6 Research questions 

(i) To what extent is the gender wage and labour supply differential for young people in 

the labour market of Zambia? 

(ii) Are the differentials explained by the differences in personal characteristics or human 

capital endowments? 

1.7 Research Hypothesis 

- Null: Women receive equal wages as men in Zambia 

- Alternative: Women receive lower wages than men in Zambia 

- Null: Women and men participate equally in the labour market in Zambia 

- Alternative:  Women are less likely to participate in the labour market in Zambia 

1.8 Significance of the study 

 The main aim of this study was to help fill the gap in current knowledge about the nature, the 

extent, and factors associated with gender disparities in the labour market in Zambia. This 

study will provide guidance to policy makers as well as encourage investment in those factors 

that can improve labour income, which can further boost economic growth. The study 
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focussed on the experiences of young people in the labour market by analysing 2014 SWTS 

data on Zambia from ILO in trying to determine the factors that lead to wage and labour 

supply differences among young people. The results of this study are useful to all the players 

in the labour market that include the workers, policy makers, as well as employers who may 

use the findings to address lapses in Zambia‟s labour market.    

1.9 Scope of the study 

The study focuses on the labour experiences of young people in their first few years of their 

careers. The study used data from the School - to - Work Transition Survey collected in 2014 

by ILO in Zambia. The data provides an opportunity to analyze the earnings differentials 

between men and women, particularly in their early labour market experience. 

1.10 Definitions of Key Terms 
In this section, we define the major concepts used in this study. These concepts include 

school-to-work transition, labour supply, the gender wage gap, labour supply gap, human 

capital, and employment and unemployment rate. The International Labour Organisation 

(2016) defines school-to-work transition as the passage of a young person from the end of 

schooling (or entry to first economic activity) to the first stable or satisfactory job. Stable 

employment is defined in terms of the employment contract (written or oral) and the contract 

duration (ILO, 2016).  Further, the International Labour organization (2015) defines labour 

supply as the number of workers willing and able to work in a given occupation or industry at 

a given wage rate. Labour supply gap is defined as the difference in labour force participation 

between men and women; the labour supply gap is measured as the difference between 

women and men‟s labour force participation rates. Total labour force comprises people aged 

15 years and older who meet the International Labour organization‟s definition of the 

economically active population, that is, all people who supply labour for the production of 

goods and services during a specified period (ILO, 2015). 

Mincer (1974) defines the gender wage gap as the average difference between a man's and a 

woman's remuneration or the difference between women‟s and men‟s earnings, expressed as 

a percentage of men‟s or women‟s earnings. Mincer (1974) further asserts that various factors  

cause  differences in earnings, these factors include differences in hours worked, occupations 

chosen, differences in education and job experience, discrimination and other demographic 

factors such as marital status and childrearing (Mincer, 1974).  
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Human capital theory is a term developed by Becker (1957) and Mincer (1958) that refers to 

the stock of knowledge or ones investment in acquiring knowledge, desirable work habits and 

personality attributes which are embodied in the ability to supply labour so as to produce 

economic value.  The use of the term in modern neoclassical economics literature dates back 

to Mincer‟s article "Investment in Human Capital and Personal Income Distribution" in the 

Journal of Political Economy in 1958.  

Employment rate refers to the number of people currently working in the labour force 

calculated as a percentage by dividing the number of employed individuals by the total labour 

force. Unemployment rate refers to the proportion of economically active persons who had no 

jobs but were available for work and/or were seeking work during a specified period (CSO, 

2012).  ILO (2015) defines unemployment rate as the number of jobless people who want to 

work, are available to work and are actively seeking employment. There remains considerable 

theoretical debate regarding the causes, consequences and solutions for unemployment. 

Classical economics and new classical economics argue that market mechanisms are reliable 

means of resolving unemployment. These theories argue against interventions imposed on the 

labour market from the outside such as unionization, minimum wage laws and other 

regulations that they claim discourage the hiring of workers (Kuepie, 2016).   
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CHAPTER TWO 

BACKGROUND ON GENDER WAGE AND LABOUR SUPPLY IN ZAMBIA 

2.1 Population and Employment 

Africa is experiencing a youth bulge, and Zambia is no exception. A large share of the labour 

force in Zambia consists of youths. According to 2010 estimates, 82 per cent of the Zambian 

population (roughly 5 million people) is 35 or younger, and about 3 million is 24 or younger 

(CSO, 2012). Youths also make up a large share of the total labour force. The total 

population in Zambia in 2014 was around 15.0 million, an increase from 3.1 million in 1960.  

Zambia‟s labour market characteristics are representative of Sub-Saharan African (SSA) 

labour market dominated by the agriculture sector and a high unemployment rate. The 

agriculture sector in Zambia employs around 73 per cent of the total labour force compared to 

an average of 60 per cent across the other SSA countries (ILO, 2011). Industrial sector 

employment makes up about 11 per cent of the SSA population but only 9 per cent in Zambia 

(ILO, 2011). The agriculture sector, even though large in terms of labour force, only accounts 

for around 20 per cent of Zambia‟s Gross Domestic Product (GDP), while the less populated 

industry and service sectors account for 34 per cent and 47 per cent, respectively (Ibid). 

 

Statistics show that out of the total labour force, 7.8 per cent was unemployed. Females made 

up 4.6 per cent of the unemployed while 3.2 per cent were males. Unemployment rate was 

highest in urban areas at 4.2 per cent compared to 3.5 per cent in rural areas (CSO, 2012). 

 

Zambia‟s population is one of the youngest in the world, with a median age of 16.6 years 

(compared to a global average of 29.2), and is projected to be one of the three youngest 

countries in the world. Zambia‟s youth unemployment is significantly high, ranging from two 

to five times higher than for adults. The African Economic Outlook (2017) argues that youth 

unemployment in Zambia is higher among urban youth than rural youth and is higher among 

young women (African Economic Outlook, 2017). With an estimate of about 300,000 young 

people entering the labour market in Zambia in an average year, Zambia is considered as one 

of the African countries facing overwhelming challenges of youth unemployment. Significant 

gender disparities in employment are also prevalent, with young women being the most 

disadvantaged group in access to decent employment (African Economic Outlook, 2017) 
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Chigunta et al. (2013) conclude that Zambia is facing “daunting decent work challenges,” and 

these challenges include high rates of vulnerable employment and significant differences in 

labour opportunities for men and women. Vulnerable employment refers to self-employment, 

unpaid employment and unpaid family workers. These workers are classified as “vulnerable” 

because their employment lacks the institutional structures to provide insurance at the time of 

shocks. Slightly more than 80 per cent of Zambian workers can be classified as working in 

vulnerable employment (CSO, 2012) 

2.2 Wage and Labour Supply Gaps 

Among the African countries, Zambia is one the countries with large difference between the 

male and female labour participation ratios, over 78 per cent and about 60 per cent 

respectively (CSO, 2012). In addition, the participation rates of both genders in the Zambian 

labour market are significantly lower than most developing countries. Out  of total labour 

force, 47 per cent of females are economically inactive compared to only 27 per cent inactive 

males (Central Statistical Office, 2010). Statistics show that out of the total labour force, 7.8 

per cent was unemployed. Females made up 4.6 per cent of the unemployed while 3.2 per 

cent were males (CSO, 2012). The 2014 Global Gender Gap Index shows that Zambia„s 

ranking in terms of gender is low, at 119 out of 142 countries around the globe (Global 

Gender Gap Index, 2014). The low ranking is suggests a need for researchers and policy 

makers to further examine this phenomenon. 

 

Traditional gender roles and marital responsibilities limit women‟s employment prospects. 

For example, more than 3 out of 4 labour immigrants to more populated areas are men, which 

greatly affect the availability of formal sector jobs for women, as the majority are located in 

larger urban centres (Ibid). A greater concentration of men in urban areas, coupled with a 

more difficult labour market for women in general continues to result in lower female 

participation in the labour market. Recent nationally representative labour force survey data 

has shown that even though labour force participation rates are similar for rural men and 

women, it is different in the urban area, where male participation was recorded at 75 per cent 

compared to female participation of 58 per cent (CSO, 2012) 
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Gender wage differentials are pronounced in Zambia but the gap has been reducing through 

increased access to education by women over the years since independence. Evidence shows 

that educated women have lower fertility rates and are better able to engage in productive 

activities, find formal sector employment, and earn higher incomes (UNDP, 2011).  

However, gender gap in educational achievement is big in Zambia. The literacy rate, which is 

an important indicator of access to education and an essential component of formal sector 

employment, is 60 per cent for women compared to 76 per cent for men. Enrolment in 

secondary school and university is much lower for girls. One third of boys attend secondary 

school compared to 28.7 per cent of girls in the same age group. Moreover, girls still 

constitute less than 30 per cent of the total student population at institutions of higher 

learning (World Bank, 2004).  

 

It should be noted that women‟s total labour contribution is always underreported in the 

traditional labour survey because many of the labour activities women participate in such as 

housework and subsistence activities are not recorded. Therefore, greater access to 

employment opportunities for women outside of the home will not only increase economic 

output, but also lead to a substitution of unrecorded female labour in the home with recorded 

female labour in the economy, making women‟s labour visible (World Bank, 2004). 

2.3 Youth Employment Trends in Zambia 
The International Labour Organisation (2013) report estimates Zambia‟s labour market 

working-age population at 6.8 million, of this figure; the labour force amounted to 5.4 

million. The young people aged between 15-29 years accounted for 4.4 million persons out of 

a working-age population of 6.8 million, representing 65 per cent of the working-age 

population (ILO, 2013). 

 

According to ILO (2013), 43.5 per cent of young people (aged 15-29 years) in Zambia were 

employed and 9.4 per cent were unemployed. The share of the female youth population who 

are employed and unemployed is 38.1 per cent and 9.1 per cent, respectively, and male shares 

are 49.0 and 9.6 per cent, respectively. Indicating, that young men are more likely to be 

employed than young women in Zambia. The proportion of young males that are employed is 

significantly higher than the proportion of young females (49.0 and 38.1 per cent, 

respectively), a variety of factors account for this gender difference, including access to 
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education and socio-cultural barriers to female employment. These variations affect young 

women negatively in terms of earnings and job experience (ILO, 2013).  

 

Chigunta et al. (2013) argue that there is a higher share of working youth in the prime age 

group (25–29 years) than younger age categories in Zambia. This is understandable given that 

older youth are more likely to have completed school and to have gained more work 

experience that helps them in attaining work. More young men (42.2 per cent) are in wage 

and salaried employment than young women (35.2 per cent). A lack of formal jobs and a 

large informal economy means self-employment is the only option for many young Zambians 

(Chigunta et al., 2013). Slightly more than one-half (57.6 per cent) of young Zambians are 

self-employed. Informal employment is a significant concern; informal employment is made 

up of two sub-categories: workers in the informal (unregistered) sector and paid employees 

holding informal jobs in the formal sector. The latter category do earn a salary but do not 

receive the other benefits, such as social security contributions or paid annual or sick leave, 

that would normally be associated with a formal job. Young women in Zambia have a higher 

chance of working informally than young men, young women also face a harder time finding 

employment in the Zambian labour market (Ibid).  

 

Zambia has nearly 1.8 million inactive young people, of which 43.3 per cent are men and 

56.7 per cent are women. The most common reason for inactivity include attending education 

or training, family responsibilities and to some extent pregnancy for young women and lack 

of desire to work as some youths may consider themselves too young to work. More young 

men than women are inactive due to school attendance in Zambia (76.2 and 58.9 per cent, 

respectively), while young women are more likely to cite family responsibilities and a lack of 

desire to work as reasons for economic inactivity (ILO, 2016). 
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CHAPTER THREE 

LITERATURE REVIEW 

In order to achieve meaningful comparability of findings, this study reviews various studies 

that have explored the issue of gender differences in earnings and labour supply. This section 

begins with the review of theories of both gender differences in wages and labour supply, the 

section further reviews empirical studies on both African Countries and those from outside 

Africa. The section then proceeds to review studies that have looked at the causes of the 

gender wage gap and studies on determinants of female labour force participation.  

The implication of recent trends in female employment in the developing as well as 

developed countries is a contentious issue under much consideration by both local and 

international forums. A number of theoretical and empirical studies have tried to explore 

global employment trends by highlighting gender differences in earnings and labour force 

participation in the formal and informal sectors. Such topics are still drawing relevant 

attention in the economics literature. In this section, we begin by presenting various theories 

that explain the existence of the gender wage and labour supply gap over the last century. 

Under theoretical literature review, the study looks at four main theories that explain gender 

differences in earnings, these theories include the Human Capital Theory, the theory of 

Equalizing or Compensating Differentials, Segmented Labour Market Theory and the 

Discrimination Theory.  Further, theoretical review section looks at theories that try to 

explain differences in labour supply between men and women. Specifically, the study looks 

at four main theories of gender differences in labour supply; these theories include the 

Neoclassical Theory, the Feminist Theory, Human Capital Investment Theory, and the 

Theory of Intentional and Statistical Discrimination.  Evidence from empirical literature on 

gender differences in wages and labour supply is presented in the next sub-section and it 

combines empirical studies on both issues, that is, gender wage gaps and labour supply gaps. 

3.1 Theoretical Review: Gender Wage Gap 

The gender wage differences have been attributed to a number of factors including human 

capital endowments, career interruptions of women, discrimination by employers, job 

characteristics and occupational self-selection. Different theories have been posited to explain 

factors that influence the wage gap. Four main theories used in literature include the Human 
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Capital Theory, the theory of Equalizing or Compensating Differentials, Segmented Labour 

Market Theories, and the Discrimination Theory.  

3.1.1 Human Capital Theory 

One early approach to explaining the gender wage gap is the Human Capital Model, 

developed by Becker (1957). According to this theory, human capital corresponds to any 

stock of knowledge or characteristics (either innate or acquired) the worker has that 

contributes to his or her “productivity.” This theory allows us to examine schooling in 

addition to the variety of other characteristics as part of human capital investments. These 

include school quality, attitudes towards work, work motivation and additional training. The 

incentive to invest in training is directly proportional to the time worked over a lifetime. The 

human capital theory contends that because females anticipate less time in the labour market 

due to child rearing or other career interrupting issues, they invest less time and money into 

education and training, and therefore do not reap rewards compared to males. As a result, 

employers anticipate this tendency and the resulting effects. This explanation provides an 

explanation for differences in earnings across workers that are not accounted by schooling 

differences alone (Becker, 1957).   

3.1.2 Compensating Wage Differential Theory 

The theory of compensating or equalizing differentials refers to observed wage differentials 

required to equalize the total monetary and non-monetary advantages or disadvantages 

among work activities and among workers themselves. This theory has been widely used as a 

theory of supply of workers to labour activities that are differentiated by various attributes 

such as working environments, worker skills, and other job requirements. Measurable job 

attributes on which compensating wage differentials have been shown to rise empirically 

include onerous working conditions such as health risks,  intercity and interregional wage 

differences associated with differences in climate or pollution and possible risks of layoff and 

subsequent unemployment (Rosen, 1985). Since one‟s chosen job may have different 

characteristics from other jobs that could potentially have been taken, wages act both as 

returns to human capital characteristics and compensation for the “disagreeable aspects of a 

job”. Consequently, the more undesirable a job is, the higher the wages an employer would 

have to offer for that job (Rosen, 1985). 
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 The theory of Compensating Wage Differentials is significant because it examines lifetime 

labour force participation and can be used to analyze incentives for working in a specific 

occupation. The theory of compensating differentials can help explain the gender wage gap in 

some cases, while it cannot in others. This theory is useful to the study of the gender wage 

gap because it can help determine what kinds of jobs women select, why they select them, 

and what types of policies (such as increased child care policies) can be used to aid women in 

the labour force. This theory can be used alongside the human capital theory and focus on the 

observation that women expect not to take up certain jobs and thus disadvantaging them in 

terms of earnings and career progression. In addition, this theory can be used to examine how 

political variables such as bargaining centralization and differences in female representation 

can affect negotiations for influential policies (Rosen, 1985).  

3.1.3 Segmented Labour Market Theory 

One of the most commonly cited explanations for the gender wage differences is the 

occupational segregation of sexes, where women tend to be in lower paid occupations than 

men. According to Reich et al. (1973), labour market segmentation is the historical process 

whereby political-economic forces encourage the division of the labour market into separate 

submarkets, or segments, distinguished by different labour market characteristics and 

behaviour rules. The theory of Segmented Labour Market argues that segmentation in the 

labour market leads to people in similar occupations or industries receiving different earnings 

or protection regardless of having the same levels of productivity. In this case, labour market 

segmentation would result in occupational sex segregation, which occurs because of certain 

jobs being characterized as „female‟ jobs and other jobs are characterized as being „male‟ 

jobs. Economists suggest that wages tend to be depressed in „female‟ occupations because the 

greater prevalence of part-time opportunities and labour market discrimination can result in 

an over-supply of female labour for these jobs (Reich et al. 1973). 

 

The feminist explanation suggests that occupational sex segregation comes as a result of the 

power dimensions in the wage-setting process, which have led to definitions of certain work as 

“women‟s work.” This type of work is devalued, deemed unskilled, and ultimately leads to less 

pay than men‟s work. As a result, women have, historically been given jobs that were secretarial 

and administrative, which resulted in lower pay. In comparison, jobs characterized as being male 

jobs were generally managerial or supervisory occupations  (Figart, 2005).  
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The theories of labour market segmentation are important because they explore elements of 

the gender wage gap in ways the human capital and compensating differentials theories do 

not. Studying labour market segmentation and the subsequent effects on the gender wage gap 

can help scholars fully understand why wage differentials exist within individual countries. 

However, examining levels of segmentation in each industry is not what this study will 

examine. A study of labour market segmentation and its effects on the gender wage gap 

would require case specific data.  

3.1.4 Discrimination Theory 

After examining human capital differences, occupational, and industrial structures, a portion 

of the gender pay gap remains unexplained. According to Becker (1985), it has been argued 

that this unexplainable portion is due to discrimination. Becker (1985) developed a theory of 

discrimination to formalize the racial discrimination found among male workers in the United 

States of America. Becker's (1985) model states that due to a „taste‟ for discrimination, the 

following three channels could exhibit discrimination: the employer, the employees or the 

customers. When someone has a „taste‟ for discrimination, he or she acts as if there was a 

non-pecuniary cost of hiring, working with or buying from the other person (Becker, 1985).   

In addition, the Theory of Statistical Discrimination developed by Phelps (1972) analyzes the 

perceptions of gender differences in productivity and ability, and suggests that if employers 

believe that certain workers (such as women) generally have low levels of productivity and 

ability, they are not likely to hire them or will pay them less.  

 

The theories of general discrimination and statistical discrimination are important to 

understanding part of the gender wage gap that cannot be clearly explained by previously 

discussed theories. Although vital to the absolute understanding of the gender wage gap 

(GWG), examining levels of discrimination in companies, and individual cases is not what 

this study will examine. A study on the effects of discrimination in the workplace on the 

GWG would require company specific survey data 

 

This study draws from the three major theories, namely, the Human Capital Theory, 

Segmented labour Market Theory and the Discrimination Theory. These theories are relevant 

for explaining wage differences in the case of Zambia. 
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3.2 Theoretical Review:  Gender Labour Supply Gap 
A number of theories have been developed to explain gender differences in labour supply. 

The theories attribute gaps in labour supply to various demographic and cultural factors that 

include pre-market discrimination, societal discrimination and many other social factors that 

influence women‟s decisions regarding the labour market.  The main theories of differences 

in labour supply include the Neoclassical Theory, the Feminist Theory, the Theory of 

Intentional and Statistical Discrimination, and Human Capital Investment Theory. 

3.2.1 The Neoclassical Theory  
The neoclassical economists‟ interpretation of segregated labour markets is based on the 

rationality of employers and workers. According to this theory, workers seek appropriate 

employment after taking into account their endowment levels, constraints and preferences; 

likewise as profit maximizing agents, employers will pay workers the worth of their marginal 

product. Interactions of these two factors result in competitive-efficient labour markets. 

According to this theory, women workers are paid lower wages because of lower human 

capital levels, truncated labour market participation, and minimal skill and training, acquired 

during employment. These factors make women choose economic activities that reflect their 

constraints and preferences, such as opting out of the labour market, low paying jobs and 

flexible work or part-time employment (Arrow, 1973).  

 

Becker (1957) argues that if an individual has a taste for discrimination, he must act as if he 

were willing to pay something, either directly or in the form of a reduced income, to be 

associated with some persons instead of others. The taste for discrimination is due to 

individuals‟ preferences and prejudices. Employers are prepared to sacrifice profit to avoid 

female workers, by paying higher amounts to higher male workers due to the perceived 

problems associated with employing women that include maternity leaves and inflexible 

nature (Becker, 1957). 

3.2.2 The Feminist Theory 
The feminist theory of labour supply takes into account a number of explanatory factors of 

professional segregation that have not been integrated in economic models and that are often 

considered by economists as exogenous. The principal hypothesis is that the position of 

women in society and the family has a negative impact on women‟s situation on the labour 
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market. These are consequences of the male-controlled system of social organization. The 

jobs occupied by the female workforce depend on gendered stereotypes and on discrimination 

(Anker, 1997). Social attitudes and cultural prejudices are undoubtedly the determining 

factors of labour market behaviour. Some employers consider that women are generally less 

qualified than men are; they attribute vacant jobs to men or they prefer to hire women without 

children because they are believed to invest more in their jobs. Employers may also believe 

women to show absenteeism or to be more likely to interrupt their careers (Lewis, 1991) 

3.2.3 The Theory of Intentional and Statistical Discrimination 
This theory offers a different perspective on gender differences in labour supply. Plassard 

(1987) asserts that discrimination occurs when an individual sharing identical characteristics 

with many others faces an unfair disadvantage, independently of productive characteristics. 

Such discrimination might be intentional or not. Intentional discrimination characterizes a 

situation where a voluntary discriminating behaviour results from biased preferences or 

personal interests (Plassard, 1987). According to this theory, an agent has perfect information 

regarding the market and does not want to be associated with persons who have 

characteristics that are considered as non-desirable. This principle can be applied to gender 

discrimination, where, to recruit a woman could imply a “psychological cost” for the 

employer in case he has a discriminating preference for men. Non-intentional discrimination 

questions the hypothesis of perfect information and relies on informational asymmetry. Non-

intentional discrimination is often called statistical discrimination, where an employer has 

imperfect information concerning the employee‟s productive characteristics. The employer 

recruits a person based on other signals that are supposed to approximate the information that 

is hidden or not observable such as gender or cultural norms (Phelps, 1972). 

3.2.4 The Theory of Human Capital Investment 
It is argued that the explanation for women‟s low relative pay and occupational status lies in 

their relative deficiency in human capital. Mincer (1958) developed this theory, which relates 

an individual‟s investment in education and training with his or her lifetime earnings. Mincer 

(1958) argues that the human capital investment theory stresses the relationship between the 

return on the investment of acquiring valuable skills and the time the person expects to work 

during his or her life. In other words, women‟s labour market participation outcomes are 

related to general skills acquired through their education and training. Indeed, those who are 
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planning to participate in the labour market as full-time workers are prompted to invest more 

in education and training  (Mincer, 1958). 

3.3 Empirical Literature Review 

Although women have more actively joined the labour force and have been well accepted 

since the 1960s, literature shows that there are still disparities in job opportunities and 

earnings between men and women. Numerous empirical studies focus on the reasons and the 

extent of these disparities. This section provides an empirical overview of the literature on 

gender wage and labour supply gaps. The section begins with empirical studies on African 

Countries and later reviews studies from outside Africa. 

 

Nielsen and Rosholm (2001) used quantile regression to study the evolution of the gender 

wage gap during a period of economic transition in Zambia during the 1990s. They found that 

the gender pay gap in the private sector was lower at the bottom of the distribution, but in 

1996, it was similar across quantiles. However, this study does not conduct a decomposition 

analysis of the wage gap; therefore, the factors driving the gender wage gap remain unknown. 

Overall, the application of quantile regression in the context of the gender wage gap in 

developing countries is still in its infancy. Nielsen and Rosholm (2001) argue that in 

developing countries like Zambia, the predominance of the informal activity together with the 

limited role of the public sector in providing stable jobs may give rise to significant selection 

effects when entering the labour market. The pattern of participation and sectorial distribution 

importantly differs across sectors, that is, women participate to a lesser extent than men in 

wage employment.    

 

Mulenga (2015 ) used data from the Living Conditions Monitoring Survey and Labour Force 

Survey in Zambia; he applied quantile regression to determine wage income inequality in 

Zambia. He finds that females in low wage earning groups earned about 7 per cent less than 

their male counterparts in the same category. The gender wage inequality was however more 

pronounced in higher income brackets especially at the top where women earned about 15 per 

cent less than what their male counterparts earned. Overall inequality due to sex as measured 

by the Gini coefficient was 0.6. The same value was reported for inequality across the 

different experience groups and rural/urban categories in Zambia. Although this study does 
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not apply detailed earnings and wage decomposition techniques, it does confirm the existence 

of earnings differentials in Zambia‟s labour market. 

 

In South Africa, Rospabe (2001) found that earnings increased as more education was 

obtained. However, there were no diminishing returns to education for both men and women. 

This means that at higher levels of education, returns to education also increased. Overall, the 

gender wage gap was 29 per cent. Of the overall gender wage gap, 44 per cent was explained 

by different human capital characteristics and the rest was attributed to different returns to 

these characteristics.  

 

Muller (2009) compared the gender wage gap among part-time workers and full-time workers 

in South Africa between 1995 and 2006. Overall, Muller (2009) found that the mean gender 

wage gap increased from 1995 to 1999 and it decreased between 2001 and 2006. Muller‟s 

(2009) results suggest that the increase in the gender wage gap between 1995 and 1999 was 

due to a depression in wages for part-time workers. For full-time workers the increase in the 

gender wage gap observed during this period was partly due to depression in wages and a 

deterioration of observed characteristics for women relative to men. The decrease in the 

gender wage gap between 2001 and 2006 was due both to an increase in women‟s productive 

characteristics and to a reduction in differential returns to men and women‟s characteristics –

in other words, a decrease in discrimination (Muller, 2009) 

 

Glick and Sahn (1997) analyze gender differences in earnings in Guinea Conakry. The 

authors find that differences in characteristics account for 45 per cent of the male-female gap 

in earnings from self-employment and 25 per cent of the differences in earnings from public 

sector employment, while in the private sector women actually earn more than men do. 

Appleton and Hoddinott (2012) investigate the gender wage gap in Ethiopia, Uganda and 

Cote d‟Ivoire by pointing to the importance of sectorial disaggregation when applying 

decomposition techniques. While for industrialized countries, a distinction is often made 

between unionized and non-unionized sectors, for Africa, a more important distinction is 

between the public and private sectors. While government pay policies may be insulated from 

competitive pressure, private-sector earnings may be less affected by the political economy 

influence determining public sector pay. The authors find a substantial gap in Ethiopia and 

Uganda (33 per cent and 24 per cent, respectively), mainly attributable to differences in 

returns to wage generating characteristics. However, the gender wage gap was narrower than 
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it would otherwise be observed because of the over-representation of women in the better-

paid public sector jobs. 

 

Glewee (1991) finds no wage discrimination against women in Ghana. On the contrary, 

females seem better off than males in the public sector. The author concludes that most of the 

wage gap in the public sector was due to differences in characteristics (especially education 

and training), while the private sector was associated with the wage gap which was due to 

discrimination (different rewards for the same characteristics). 

 

A group of studies on developing countries had a different approach by focusing on the 

manufacturing sector with matched worker-firm datasets providing extended information on 

firms and introducing controls for characteristics of workplaces.  Temesgen (2006) finds a 

significant gap in Ethiopia, where women employees in the manufacturing sector earn on 

average 73 per cent of men‟s earning, despite having higher average educational 

qualifications. The unexplained component is around 60 per cent, but controlling for 

establishment characteristics result into an even higher “discrimination” component against 

women. 

 

Nordman (2006) shows that the gender gap is in favour of males in the formal private and 

informal sector, while women seem to be better off than men in the public sector. Moreover, 

the weak representation of women in the higher paying public sector maintains the gap 

greater than it otherwise would be. However, very few studies have looked at this topic with a 

distributional approach, which is very much important given the high level of inequality that 

characterizes developing countries. Nordman and Wolff (2007) find that controlling for firm-

specific effects increases the value and significance of the gender dummy coefficient along 

the earning distribution in Morocco in favour of men, which is significantly different from 

women at different points of the distribution.  

 

Manning and Swaffield (2005) used United Kingdom data and found no gender gap at labour 

market entry but a gap of 0.25 log points emerges after 10 years. The gap was attributed to a 

number of factors, such as human capital differences, maternity leave, and psychological 

factors and, to a lesser extent, the lower degree of job mobility, which prevents women from 

finding higher-paying jobs. Although lower, a gap also emerges ten years from the beginning 

of the career of women without any children. 
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Del Bono (2008) finds that the gender wage gap appears not immediately but a few years 

after workers first join the labour market. Compared to Manning and Swaffield (2005), 

however, the author finds a greater impact of returns to job mobility on the gender wage gap.  

Del Bono (2008) used administrative social security data containing detailed information on 

job moves of men and women during the first ten years of labour market entry.   

 

Bertrand et al. (2010) examine a sample of graduates from an MBA class of a major 

American University. As such, the sample presents little heterogeneity and allows the 

comparison of men and women with very similar skill levels and motivation. The results of 

the analysis of this sample also suggest that a conditional gender wage gap emerges only after 

some time, after maternity and the ensuing childcare activities, which involve women more 

than men. Such findings are echoed in a recent literature on developing countries. Pastore 

(2006) finds that the gender wage gap, which is not statistically significant among young 

teenagers in Mongolia, becomes statistically relevant and sizeable among the adults and the 

prime-aged group. The paper uses a data set similar to the one used in this study and is 

particularly interesting for comparative purposes. 

 

Yasin (2010) estimates a Mincerian equation for both genders for the Punjab province of 

Pakistan by using the Pakistani Labour Force Survey, 2003-2004. He incorporates the 

personal characteristics, marital status, occupational and regional dummies as the main 

determinants of wages. The results indicate that females are not different from males in 

productivity. In the absence of discrimination, females can earn more than males in some 

cases. However, it has been observed that this study does not take into account the problem of 

sample selection bias through the Heckman (1979) procedure. 

 

 

Brainerd (2000) analysed several East European countries around the year when market 

reforms were introduced (for Poland, January 1990). In the case of Poland, the author used 

the household budget surveys for 1986 and 1992, with a sample of men aged 18-64 and 

women 18-59, including agricultural and self-employed workers. Brainerd (2000) found that 

women‟s relative wages had increased in all of the Eastern Europe countries surveyed 

because of improvement in gender specific factors, and Poland experienced the highest 

improvement in the region. Therefore, despite the difficulties of moving to a market 

economy, women have benefited relative to men in the labour market in that region because 
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the returns to human capital characteristics, especially education, have increased with the 

onset of the market economy. Differently, Russia and Ukraine experienced a substantial 

decline in female relative wages because of a tremendous widening of the wage distribution 

(Brainerd, 2000). 

 

Further, Newell and Socha (2007) find that the proximate causes of the rise in wage 

inequality after 1998 were shifts in returns to education, increases in private sector 

employment and rises in the share of young people in some low paid sectors of the labour 

market. The review of the evidence in transitional economies suggests that the pay gap 

between men and women is low by international standards and women have benefited 

throughout the systemic change from command to market economy. This fall in gender 

earnings differential was mainly due to the high productivity endowments held by women in 

these countries with respect to men. Indeed, a large part of the total differential can only be 

attributed to gender differences in the returns to their characteristics. 

 

Kunze (2005) finds a gender wage gap from labour market entry on, but this is probably due 

to the specific sample, which the author used of manual workers with education in vocational 

training. These workers are essentially employed in male-dominated professions, where men 

have a competitive advantage, which apparently pays off in terms of earnings. 

 

Grajek (2003) focused on the analysis of the earnings gap in Poland over the period1987-

1996. The author applied the Oaxaca and Blinder decomposition followed by the Juhn, 

Murphy and Pierce (1993) decomposition to a large dataset of Household Budget Survey. 

Grajek (2003) found that 1991 was a breakthrough in the relative improvement for women 

(the wage gap decreased by 10.2 log points) and the explained and unexplained factors in the 

decomposition analysis were roughly equally responsible for the falling pay gap. The returns 

to observed human capital were as important as other factors including returns to unobserved 

human capital, discrimination and sectorial shifts, when the state owned enterprises were 

reducing their costs. After 1992, the situation stabilized and even reversed in the following 

years due to discrimination practices and rising overall wage inequality offsetting the 

advantages of females due to observed skills. In addition, women suffered job and pay cuts, 

especially in the public service sector.   
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Tansel (2005) analyzed the wage differentials in Turkish Public and Private sectors by using 

individual-level data from the 1994 Household Expenditure Survey. The author starts the 

analysis from a traditional human capital model and develops a wage equation in which log 

wages are explained by human capital characteristics and location factors, indicating labour 

market and cost of living differences. Tansel (2005) used the following Mincerian earnings 

equation:  

 

                     

 

Where W denotes wages X is a vector of characteristics of workers. The results show that 

public administration wages are higher than private sector wages for women with the 

exception of university level education. At different levels of education, public administration 

wages are higher than private sector wages for both women and men. Similarly, at all levels 

of experience wages are higher in public administration than in private sector. The study 

finds a female-to-male wage ratio of 77 per cent in private sector in favour of men, while the 

ratio decreases almost to 84 per cent in the public sector. 

 

The author also implemented the Oaxaca and Blinder decomposition on public administration 

and the private sector workers separately. Tansel (2005) found that in the case of public 

administration versus private sector differential, the unexplained differential for women is 

0.315 (out of a 0.895 total wage differential) versus private sector differential of 0.457 (out of 

a 0.751 total differential). 

 

Ilkkaracan and Selim (2007) used firm-level data to provide an analysis of gender gap in 

wages in different sectors of the Turkish labour market. The authors find that the female-to 

male wage ratio was worse in the agriculture sector with 43 per cent. In non-agricultural 

sectors, the lowest ratio was calculated in manufacturing with a 70 per cent female-to-male 

wage ratio. In order to better understand the factors causing gender wage gap, the authors 

first developed the Mincerian basic regression equation in which the natural logarithm of 

monthly wages (W) was regressed on schooling (Si), experience (E), experience squared (E2), 

gender (G), and region (Rs). The authors further augmented the model by adding new 

variables, namely coverage of the workplace under a collective labour bargaining (C), and 

dummies for marital (Mj), industry (Ik), firm-size (Fm) and private sector (P).   
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From the basic model, Ilkkaracan and Selim (2007) found a statistically significant 

coefficient of 0.16 on the male dummy.  The authors also found that men earned 17.4 per cent 

more than women did after augmenting the earnings equations. In the Oaxaca-Blinder (1973) 

decomposition, the authors found the unexplained part of the gender wage gap of 43 per cent 

when controlled only for human capital variables. After including all variables, the 

explanatory power of the model increased, but there remained a 22 per cent unexplained 

portion of the wage gap. 

 

Cudeville and Gurbuzer (2007) investigates the gender wage gap  using the data obtained 

from the 2003 Household Budget Survey conducted by the Turkish Institute of Statistics, a 

wide range of variables were included in the model. The Mincerian human capital variables 

were incorporated in a vector (X) in the equation that was developed as follows: 

 

              

Where W denoted the monthly wage and u was the error term. X was augmented with various 

explanatory variables related to working time, job, firm and activity sector, and geographic 

location. The results of the Mincerian earnings equations indicated that components of human 

capital had a positive and significant effect on wages for both sexes, but the returns to 

education and experience were higher for men at all levels.  

 

In order to find out whether these gender differences in earnings were explained by human 

capital characteristics, or are unexplained, which reflects the discrimination practices, the 

authors used the Oaxaca- Blinder (1973) decomposition. The authors found 33.4 per cent 

gender wage gap in favour of men, of which the portion explained by human capital 

endowments ranged between 31.8 and 47 per cent and the discrimination component ranged 

between 50.5 per cent and 65.7 per cent. However, the study did not further explore other 

methods such as the Juhn, Murphy and Pierce decomposition to understand how the various 

covariates contributed to the wage gap as well as understand the actual causes of the gap.   

 

Kuepie (2016) argue that although many African countries have more women than men, 

females are less likely to enter the labour market and secure equivalent jobs to men. Indeed, 

when they are employed, women are generally in a less advantageous position than men are 

in the labour market, being over-represented in the informal sector and earning less in the 

formal sector. Married women are widely involved in the labour market as a strategy to 
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maintain household living standards, but as they might still be less educated and more 

capital-deficient than men, women have to face difficulties to get a new job (Kuepie, 2016). 

Gender equality in employment is a cornerstone of women‟s economic empowerment in 

Zambia and elsewhere. This section reviews some few studies that have looked at gender 

differences in labour supply. 

 

Since the pioneer work by Mincer (1962), there have been numerous studies on gender 

differences in labour supply. Hirsch et al. ( 2010) paper investigates women and men‟s labour 

supply to the firm within a structural approach based on a dynamic model of new 

monopsony. The authors found that women‟s labour supply to the firm is substantially less 

elastic than that of men. Hirsh et al (2010) further applied the Fairlie (2005) decomposition in 

which they conclude that marriage and childbearing reduce the probability of women‟s 

participation in the labour market. 

 

Some studies have found that married women, especially mothers, may face discrimination at 

labour market entry level. Correll (2007) argue that mothers are perceived to be less 

competent by employers. In their study, the authors first conducted a laboratory experiment 

in which they asked student evaluators to assess résumés of equally qualified job applicants 

(men or women) who differed only as to parental status. Evaluators perceived mothers as less 

competent and less committed to paid work and for those mothers who were recommended 

for employment, lower starting salaries were recommended for them. In contrast, the 

evaluators did not penalize men for being fathers; indeed, they perceived fathers to be more 

committed and for the fathers who were recommended for employment, higher starting 

salaries were recommended for them. 

 

Correll (2007) further confirmed their lab findings using a field experiment in which they 

sent résumés and cover letters from fictional, equally qualified, same-sex applicants to 

employers advertising for job openings. The author found that prospective employers called 

back non-mothers more often compared to mothers, while fathers were not disadvantaged in 

the hiring process, although, in contrast to the lab experiment, fathers were not advantaged 

relative to non-fathers. Findings from Correll (2007) suggest that women, but not men, face 

discrimination based on their parental status. Such a finding suggests discrimination against 

women based on parental status. 
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3.3.1 Studies on the Causes and Extent of the Gender Wage Gap 

In order to understand the extent and causes of the gender wage differentials, earlier studies 

focused on standard human capital variables, namely education and experience. O‟Neil and 

Polachek (1993) argue that gender wage gap substantially decreased in the United States of 

America throughout the 1980s because of the relative improvement of women‟s educational 

attainment and job market attachment.  Blau (1998) confirm such a relationship between 

gender pay gap and human capital characteristics of women from 1979 to 1988, yet, with a 

rising level of inequality in the labour market. The authors find that women‟s level of human 

capital explained almost one-third of the wage gap in 1988. 

 

Since education is the most important input of human capital, there is a considerable 

literature examining the return of education on wages. Educational attainment includes both 

the schooling prior to joining the labour force and on-the-job training. Schooling has two 

pillars in understanding wage differentials; total years of schooling and content of schooling. 

Although there is a well documented relationship between schooling and earnings, years of 

schooling cannot account for a sizeable portion of gender wage gap as women and men have 

similar years of schooling (Oaxaca, 1973). Rather, the content of schooling is regarded to be 

more important in explaining the wage gap. In contrast, Brown (1997) assert that coursework 

preferences at high school do explain little of the wage gap between women and men with a 

degree less than a college degree. For college graduates, however, they suggest a significant 

impact of college major. The authors find that 20 per cent of the gender wage gap among 

college graduates is explained by the differences in college major, after controlling for 

demographic characteristics and work experience. 

 

Experience, on the other hand, has an ambiguous influence on female wages and gender wage 

gap. The advocates of human capital theory deliberately highlight the return of work 

experience since on-the-job training is closely related to experience. Relying on this strong 

correlation, experience is expected to increase earnings. Similarly, lower return of experience 

to female wages is presumed to be associated with the intermittent labour force participation 

of women due to traditional division of labour at home (Polachek, 2004). Mincer and  

Polachek (1974) argue that women choose to invest less in on-the-job training than men do; 

hence, they have a lower return to work experience.  
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O‟Neil and Polachek (1993) point out the increasing rates of labour force attachment as the 

reason behind the closing wage gap between women and men in the 1980s. The  authors find 

that the increase in women‟s labour market experience contributed 28.5 per cent to the 

narrowing in the gender wage gap, and 46.7 per cent of the wage gap is explained by 

experience. In contrast, Myck and Paull (2001) argue that differences in experience levels 

explain a very little portion of the gender wage gap. Results of their study for United 

Kingdom show that accounting for differences in experience levels, either as a simple total of 

all years of employment or broken down into full-time and part-time employment, explains 

little of the gender wage gap.  

 

Occupation is another controversial issue concerning wages. Plenty of research has 

demonstrated that occupational segregation between women and men is an important factor 

of gender wage gap. Tam (1997) surprisingly demonstrates that occupational sex composition 

does not have a direct impact on wages. Using 1988 Current Population Survey he examined 

the “devaluation hypothesis” which assumes that general cultural tendencies devalue the 

work of women and this leads to gender pay gap as it lowers the earnings of women in 

predominantly female occupations. Yet Tam (1997) finds that female occupations pay less 

largely due to the lower requirements in occupation-specific training. In other words, he 

claims that it is specific human capital, rather than the occupational segregation, that results 

in differences between wages. In contrast, Macpherson and Hirsch (1995) demonstrate that 

female-dominated jobs pay lower wages not only to women but also men. They use the 

Current Population Survey, too, and construct a longitudinal wage change model for the 

period 1973-1993. Their model shows that occupational characteristics and unmeasured 

worker skills constitute two-thirds or more of the effect of gender composition on wages.  

 

Aisenbrey and Brückner (2008) examine the relationship between occupational segregation 

and gender wage gap on a very large population. They use individual level data from the 

German Life History Study to investigate occupational aspirations of individuals born 

between 1919 and 1971. They find that the reasonable proportion of the gender wage gap is 

due to the within-occupation gender stratification. Aisenbrey and Brückner (2008) point to 

the differences in evaluation of women‟s and men‟s assets and characteristics as the primary 

reason of the problem. Another study by Petersen and Morgan (1995) includes establishments 

into the analysis. The authors indicate the occupation-establishment segregation rather than 

the within-job wage discrimination as the main source of wage differences. Using industrial 
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level data, the authors find that occupational sex segregation per se accounts for almost 40 

per cent of the wage gap, and using individual level data the authors find a wage penalty 

ranging from 1 per cent and 5 per cent at occupation-by-rank-establishment level. 

Occupation-establishment segregation, however, accounts for 89 per cent of the gender wage 

gap in the case of blue-collar and clerical employees. 

 

Another variable on which wage regression analyses focus is collective bargaining or 

unionization. In a number of cross-country studies, Blau and Khan (2003) show that more 

centralization in collective bargaining system leads to less wage gap. In the United States of 

America and Canada, however, it contributes to the narrowing of the gender wage gap as it 

affects men more than. Antonczyk (2010) on the other hand, do not confirm such a direct 

correlation for West Germany. They assert that coverage by collective wage bargaining 

declined by 19.1 percentage points for female employees between the years 2001 and 2006. 

However, the gender wage gap remained virtually constant during this period, even with 

some small gains for women at the bottom and at the top of the wage distribution.  

 

Elvira (2001) underlines the gendered structure of industries and asserts that women in 

female-dominated industries do not benefit from union representation and collective 

bargaining as much as their counterparts in male dominated and more gender balanced 

industries. Public-private wage differentials are also taken into account within the context of 

gender wage gap. It is particularly important in developing countries where public 

employment constitutes the majority of wage employment. It is important in developed 

countries, too, since public sector growth due to welfare states played a significant role in 

increasing labour force participation of women. 

 

A number of studies report that female wages, most of the time, are negatively influenced by 

marriage, and always negatively affected from having children. Wages of mothers are lower 

than not only relative to men but also relative to women without children. This difference in 

wages is called the „family gap‟ (Lundberg and Rose, 2000). Waldfogel (1997) finds a wage 

penalty of 6 per cent for mothers with one child and 13 per cent for mothers with two or more 

children between the years 1968 and 1988. Lundberg and Rose (2000) find no evidence in 

support of a wage decline for mothers who remain attached to the labour force during 

childrearing years. They report a 5 per cent penalty for women‟s first birth, but without 

controlling for experience.  
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Marital status and parenthood are considered as exacerbating the gender wage gap not 

because of the diminishing effects on female wages but also because of the increasing effects 

on male wages (Hersch and Stratton, 2000). Both marriage and fatherhood have positive 

effects on wages of men as they are regarded to be a symbol of conformity to hegemonic 

masculinity. Glauber (2008) finds a larger marriage wage premium for men whose wives do 

not work. When children‟s effect on male wages is considered, the corresponding concept for 

„motherhood wage penalty‟ is the „fatherhood wage premium‟. Lundberg and Rose (2000b) 

find that the first child causes, on average, a 5 per cent decrease in mother‟s wage, while it is 

associated with a 9 per cent increase in father‟s wage. On the contrary, in the case of men, it 

increases by parenthood from 2.8 per cent to 5 per cent.   

3.3.2 Determinants of Women’s Participation in the Labour Market 

This section provides a review of the literature on global Female Labour Force Participation 

(FLFP) patterns with emphasis on the factors affecting women‟s participation in the labour 

market namely, human capital, socio-economic and demographic variables. Factors 

determining female‟s employment are very complex. Women‟s decision to work is subject to 

aspects such as their education level, skills and job availability at the individual level. On the 

other hand, FLFP rate is largely determined by factors that are in one form or the other, 

indicative of social, economic, cultural and demographic conditions of society as a whole. 

 

Labour force participation is a crucial factor in understanding developments in women‟s 

wages. This is the case because the receipt of wages is conditional on employment and 

because women‟s labour force attachment is a key factor influencing the gender wage gap. 

Women‟s labour force participation rates increased dramatically in the five decades following 

World War II and this increase, driven by rising participation rates of women, underlies what 

Goldin (2006) has termed the “quiet revolution” in gender roles that underlies women‟s 

progress in narrowing the gender wage gap and other dimensions of labour market outcomes.  

 

There is a voluminous literature on the determinants of female labour force participation, 

dating at least from Mincer's (1962) insightful analysis of the early post-World War II 

earnings and labour market differentials. Consistent with Mincer's (1962) original analysis, 

Blau and Kahn (2016) assert that rising real wages have played a major role in explaining the 



29 
 

rise in women‟s labour force participation. The substitution effect due to increases in wages 

more than outweighs the negative income effect for women. 

 

Bloom et al. (2009) finds that the market wage does not take conscious knowledge of the 

social benefits of women‟s education and employment. This implies that discrimination in 

households and in the labour market carries not only private costs for individuals and 

households, but social costs for society as well. FLFP is low on average compared to males 

because the opportunity cost of non-participation falls with lower offered wages. As a result, 

the unemployment rates are higher for females while the opportunity cost of job search is 

relatively low and discrimination in hiring leads to lesser job-prospects for females. Besides 

marital status and child rearing, education is considered the most important determinant of 

female labour supply amongst other socio-economic factors in empirical studies. The vision 

behind this perspective is that education increases the opportunity cost of housework for 

females by raising the potential for higher earnings and social status through labour market 

participation. However, the effect cannot be generalised and it is hard to detect the impact at 

the aggregate level (Bloom et al., 2009).      

 

Blau et al. (2014) argue that education raises the incentive to seek employment; this is 

because education is an investment, and given that, education and earning potential are 

positively related, the opportunity cost of not-working gets higher with education. The 

authors further argue that rising returns to skill underlie the much larger increases in labour 

force participation rates for highly educated women relative to their less educated 

counterparts.  

 

Cameron et al. (2001) explore a U-shaped relationship between female labour supply and 

education in Indonesia, Korea, Philippine, Sri Lanka, and Thailand. Primary education has 

either a negative or no influence on FLFP, whilst higher education has a positive association 

with participation. Moreover, the tertiary education is positively related to the probability of 

women‟s employment in each of the five countries. 

 

Demographic factors such as household structure are also considered an important 

characteristic that can affect the FLFP rate. Mackellar and Bird (1997) suggest that 

demography and labour force participation are inter-connected and should be considered 

jointly. Masaru (2002) studied the effect of family structure on FLFP in Australia, the author 
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observes that co-residence with one‟s own parents or in-laws have a positive and significant 

impact on the participation. This suggests that sharing a residence or living with extended 

family allows married women to share the household activities with other family members, 

thus, providing an incentive for women to participate in the labour market. However, it varies 

from country to country due to cultural and demographic differences. Chun et al. (2007) 

refute the argument that co-residence with parents has a significant positive effect on the 

labour supply of married females in Korea by using the 2004 Korean Labour and Income 

Panel Survey. 

 

Katz et al. (2005) identify a decline in female labour force participation during the 1990‟s, 

specifically among the well educated married women with children. The authors utilized the 

U.S Bureau of Labour Statistics to analyse labour market involvement of women over the last 

two decades, the author applied the Yun (2004) decomposition to estimate the difference in 

labour supply. The authors found that the unobserved and unpredictable factors are larger 

contributors towards a decline in the participation of women. Katz et al. (2005) further 

conclude that the possible explanations of this outcome shift might be the shift in women‟s 

preferences or social norms, worsening of opportunities at workplace, or the availability of 

more than one source of income for a family. 

 

Other factors, especially the presence of children and the elderly in the household, are often 

considered as key factors that shape individuals‟ incentives and opportunities to seek 

employment. Esfahani (2012) argue that, for women in traditional societies, the presence of 

children and the elderly in the household are often found to act as impediments for women. 

The presence of children particularly those under six years of age constrain married women‟s 

employment (Esfahani, 2012). 

 

This chapter has provided empirical studies covering the international and Zambian studies 

and provides an insight into a fundamental issue in labour markets. The chapter highlights 

theoretical and empirical studies, and the methods used in studies related to gender wage and 

labour supply differences. The studies reviewed in this section provide empirical support on 

the existence of gender pay gaps in wages in Zambia other countries. The gender wage and 

labour supply gaps have been explained using different theories, a number of which relate it 

to women‟s intermittent careers, human capital factors, discrimination as well as other 

determining factors of labour force participation and wages. The studies above suggest that 
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although the gender wage gap has decreased slightly since the 1960s, this has not been a 

sustained decrease.  

 

The limited number of empirical studies focusing on Zambia relied on quantile regression 

methods (for example, Mulenga (2015), and Nielsen and Rosholm (2001)) to analyze gender 

wage gaps in Zambia. This study seeks to fill the gap in this area by using methods that not 

only estimate the wage gap but also establish the causes of the gap as well as estimate the 

contribution of both human capital variables and other covariates to the size of the wage gap. 

The study further estimates differences in men and women‟s labour supply, an issue that has 

not yet been explored from the reviewed literature on Zambia. Another contribution of this 

paper is providing an update on the recent labour market situation in Zambia by using Unique 

SWTS data. This data is unique because of its better coverage of individual characteristics 

and because of its relatively large number of observations.  

 

Reviewed studies above reveal that the topic of gender disparities in the labour market has 

been deeply investigated in industrialised countries and consolidated evidence exists on the 

evolution of the wage gap since the late 1960s. Differently, in Zambia, the interest has 

developed quite recent and the problem of labour market differentials, especially among 

young people who are leaving the education system, has not yet been fully explored. 

Therefore, this study aims to provide some of the answers to the existence and extent of 

labour market differentials in earnings and labour supply in Zambia among the young people 

of the aforementioned age groups.  

 

Most of the discussions in the literature over the techniques or methods used to estimate the 

gender wage gaps range from the basic Mincerian earnings equations to the Oaxaca and 

Blinder (1973) decomposition of the wage gap. The above literature suggest that going 

beyond the basic earnings equations and the Oaxaca and Blinder decomposition  provide 

better conclusions to the size of the wage gap and the factors causing the gap. Therefore, this 

study adopts the basic Mincerian earnings equations (to estimate the gap due to individual 

characteristics or human capital endowments). The Oaxaca and Blinder decomposition (to 

disentangle the gap into explained and unexplained components) and the Juhn, Murphy and 

Pierce (1993) decomposition  to determine the causes of the wage gaps as well as determine 

the role of different covariates in contributing to the wage gap. The paper also goes a step 

further to adopt the Yun (2004) decomposition to estimate labour supply differences among 
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young men and women in Zambia and the Fairlie (2005) decomposition which estimates how 

different variables or determinants of labour supply affect women‟s probabilities of being in 

the labour market. 

 

Unlike previous studies on wage gaps in Zambia, the estimation process takes into account 

the issue of sample selection bias in the observed wage sample of females. Sample selection 

bias refers to the bias introduced by the selection of individuals, groups or data for analysis in 

such a way that correct randomization is not achieved, thereby ensuring that the sample 

collected is not representative of the population intended to be analyzed. It is sometimes 

referred to as the selection effect (Jiayuan et al., 2006).  Since the observed wage structure is 

affected by the decision people make about participating in the labour market as well as the 

wage offered to them, the wages are observed only for those who work for wages. If the 

sample is not random, the expected value of observed wages is not equal to zero. Therefore, 

the average observed wages is subject to selectivity bias (Reimers, 1983). More details on 

selection bias are discussed in the methodology section of Chapter 4.  

 

Taken all together, this suggests that a new systematic study in Zambia, such as this one, on 

gender wage and labour supply differentials among young people would be a valuable 

contribution to the literature and policy. In addition, a study of the first few years spent by 

young workers in the labour market as they transition from schools to the labour market is 

necessary given the importance of the relationship between education and employment. 

 

A small but growing international literature suggests that wage developments in this “early 

career” period are critical drivers of the overall gender wage gap. For example, a cross-

sectional study by Bertrand et al. (2010) of male and female young professionals in the 

United States of America  (U.S.A) financial sector suggests that although wages are 

essentially equal at the beginning of their careers, the women‟s earnings soon lag behind 

those of their male counterparts. Bertrand et al. (2010) find that the discrepancy in wages is 

due in part to differences in career interruptions (and large penalties associated with such 

interruptions) and differences in the number of hours worked, typically around the 

childbearing years. Therefore, a study of this early career period in Zambia‟s labour market is 

potentially important and informative. 
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CHAPTER FOUR 

METHODOLOGY 

While analysing earnings in the labour market, the question arises as to what factors 

determine wage differentials and why individuals receive different rewards for their human 

capital even though they have the same ability and productivity, though a different gender. 

The Human Capital Theory, discussed in the preceding chapter, provides the answer to these 

questions as; two similar agents can differ in their wages and earnings because of the 

differences in their age, level of education, experience and skills and if a wage gap remains, 

then it might be due to discrimination. From the reviewed literature in the previous chapter, 

we have found that the most frequently used empirical approach to measure the wage 

differential between two groups is the Mincerian earnings function. The Mincerian earnings 

equations determine the rates of returns to the human capital and identify their effect on the 

wages (Mincer, 1974).  

 

From reviewed literature, it is also evidenced that there is growing literature explaining the 

wage differential between men and women by using the wage decomposition measures. In 

contrast to simple mean comparisons, empirical literatures shows that decomposition 

techniques are key in exploring the factors responsible for the differences in earnings and 

labour supply. The Oaxaca-Blinder (1973) decomposition and the Juhn, Murphy and Pierce 

(1993) decomposition are the main decomposition techniques mostly used in the reviewed 

literature. Even though quantile regression models have been used in some of the studies in 

reviewed literature, it is worth mentioning that quantile regression models have many 

restrictions. One of the most cited restriction is that a change in the distribution of variables 

can change the interpretation of coefficients estimates due to their sensitivity in as far as 

ordering of covariates is concerned (Blau et al., 2014). Thus, this provides a valid reason for 

us to use the Oaxaca and Blinder (1973) approach and the Juhn, Murphy and Pierce 

decomposition.  

 

Therefore, in order to achieve its objectives, this study adopted the Mincerian earnings 

function to measure wage differences of young male and female workers as a basic model. 

The study further applied the Oaxaca-Blinder (1973) decomposition and, the Juhn, Murphy 

and Pierce (1993) decomposition to disentangle the different components of the wage 

difference. Further, the study adopts the Yun (2004) decomposition technique to estimate 
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gender differences in labour supply between men and women; the study also adopts the 

Fairlie (2005) decomposition to establish how different covariates or determinants of labour 

supply affect young women‟s participation in the labour market in Zambia. 

4.1 Data 

This study used ILO‟s nationally representative School-to-Work Transition Survey data 

collected in Zambia from a sample of young people aged between 15-29 years in 2014. The 

survey includes three age groups: “teenage workers” (aged 15-19 years), “young adults” (20-

24 years) and the “prime-age workers” (25-29 years). The sample size under consideration is 

3,225 of which 1,728 were men and 1,497 were women. This sample size is large enough for 

this segment of the labour force, which is generally under-represented in typical labour force 

surveys.  

 

In addition, the SWTS data provides information on personal characteristics, family and 

household characteristics that can be used as instruments in two-step procedures able to 

control for endogeneity and sample selection bias. They also provide detailed information on 

demographic and individual characteristics, including aspects of young people‟s labour 

market attitudes, such as aspirations and life goals, job satisfaction and job search methods. 

As such, the data provides an unusual opportunity to analyze the labour market experiences 

of men and women in the early stage of their careers in Zambia. 

4.2 Variables 

The natural logarithm of monthly wages is the dependent variable of the Mincerian earnings 

equations. Some studies in literature use hourly wages. However, we use monthly wage rate 

because hourly wage rates are not widely used in the Zambian labour market. The 

explanatory variables in the basic Mincerian equation include the gender dummy, level of 

education (Primary, Secondary and Tertiary), hours worked, age, experience and experience 

squared of the worker. Actual work experience was calculated by subtracting the year when a 

worker was first employed from the year (2014) when the survey was conducted. In 

particular, work experience was derived from the following question in the data: “When did 

you start your first employment experience?” Other variables included in the augmented 

Mincerian equation include dummy for marital status, dummy for location, dummy for being 

a parent, household size, number of children, union membership, labour force participation, 
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mother‟s education level and father‟s education level. Age squared is not included in the 

analysis because of the nature of the sample under consideration, which consists of young 

people who are still transitioning in the labour market. Table 1 presents a detailed description 

of the dependent variable and explanatory variables. 

Table 1: Description of Dependent and Explanatory Variables 

Variable Name Description Expected Sign 

Gender Dummy= 1 for males, 0 for women + 

Education 

 (Baseline: No Education ) 
  

Primary Worker attained Primary education level + 

Secondary Worker attained Secondary education level + 

Tertiary Worker attained Tertiary education level + 

   

Age Age in completed years + 

Hours worked Average number of hours worked per day  + 

Experience Total years of worker‟s experience + 

Experience
2
 Square of total years of worker‟s experience - 

Number of Children Total number of living children of the worker - 

Being a parent Dummy = 1 for parents and otherwise 0 + 

Married Dummy = 1 if married, otherwise 0 - 

Rural Dummy = 1 if living in rural area, otherwise 0 - 

Labour Force Participation Working for wage/salary + 

Union Membership Dummy= 1 if a member of union, otherwise 0 + 

Household Size  Number of people living in a household - 

Mother’s Education 

(Baseline: No Education ) 
  

Primary  Mother attained Primary education level + 

Secondary Mother attained Secondary education level + 

Tertiary Mother attained Tertiary education level + 

Father’s Education  

(Baseline: No Education ) 
  

Primary Father attained Primary education level + 

Secondary Father attained Secondary education level + 

Tertiary Father attained Tertiary education level + 



36 
 

4.3 Methods 

4.3.1 Mincerian wage equations 

The Mincerian approach to estimating the returns to human capital and the gender wage gap 

was used as a baseline framework. The basic Mincerian earnings equation is as follows: 

 

LnWi = β0 +β1Ei+ β2EXPi +β3AGEi+ β4Gi+µi.............. (1) 

In this Model, LnW is the natural logarithm of monthly wages for an individual i, wages 

consist of regular payments and irregular payments. E is education for an individual i, EXP 

stands for work experience for individual i. AGE is the age variable, G represents the gender 

dummy variable and µ is the error variable. Education is particularly important for 

developing countries where returns to education are expected to be higher (Schultz, 2004). 

With this specification, the introduction of a gender dummy may be interpreted as the effect 

of gender on log earnings at the various percentiles once one controls for any differences in 

observed labour market characteristics.  

 

The parameters of interest are clearly β1 and β4, namely the coefficient of the private financial 

return to education and the gender dummy or, equivalently, the proportionate effect on wages 

of incremental increases in E. The above earnings function is in fact a log-linear 

transformation of an exponential function and can be estimated by Ordinary Least Squares 

(OLS), with the coefficients requiring a semi-elasticity interpretation. The coefficients 

represent the percentage change in the dependent variable (monthly wages in this case) for 

any unit change in any independent variable, holding other things constant. Mincer (1974) 

argued that human capital variables (education and work experience) pull the wage gap 

towards zero, implying that these variables help close the gender wage gap.  

 

In order to determine the effect of other variables that influence the wage other than those 

specified in the earnings equation above, this study further  provided estimates of the 

augmented version of the Mincerian specification of the earnings equation: 

 

LnWi = β0 +β1Ei+ β2EXPi +β3AGEi+ β4Gi+∑     
 
    +µi.................... (2) 

Where∑     
 
   , is a set of other individual- level variables that affect earnings such as 

having children, location, marital status, union membership and household size.  
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4.3.2 Oaxaca Decomposition 

To disentangle the roles played by differences in characteristics and differences in 

coefficients (namely the way such characteristics are rewarded in the market) in determining 

the gender gap, the study uses the Oaxaca and Blinder (1973) decomposition. The Oaxaca 

and Blinder (1973) decomposition allows measuring and decomposing the gender wage 

differential into two components: human capital or productivity and returns to human capital. 

The latter part is referred to as discrimination effect and represents the focus of policy 

makers, providing information on the prevalence and magnitude of unequal treatment or 

compensation between men and women in the labour market.  

 

The decomposition technique involves two case scenarios, based on which men-women ratio 

would prevail in the absence of discrimination: (i) men would face the same wage structure 

currently faced by women; (ii) women would face the same wage structure currently faced by 

men. That is, in a situation of no discrimination, women would receive the same wage as 

men. However, if discrimination occurs, men would receive on average more than what they 

would be awarded in a non-discriminating labour market, vice versa, in a situation of no 

discrimination men would receive the same wage as women, but if discrimination arises, 

women would receive on average less than what they would be awarded in a non-

discriminating labour market. Therefore, it is possible to use either men‟s or women‟s wage 

prevailing structure as a base in order to calculate gender wage gaps. 

 

Once the earning function is run for men and women using equation (1), it is possible to 

estimate the average log of wages Ln(W ) for each gender group of the sample, by calculating 

the fitted value of wages or earnings at the means of the independent variables, indicated 

by    . The difference in the fitted values can be decomposed into “explained” and 

“unexplained” components in the two possible Oaxaca (1973) equations, denoted as follows: 

 

  (     
)         (   –   )     (    –   )………. (3) 

  (     
)         (   –   )     (    –   )………. (4) 

 

The explained part corresponds to the average difference in wage level that is expected based 

on the differences between women and men‟s human capital characteristics. The unexplained 
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part shows the differences in wages related to differences in returns to these human capital 

characteristics.   

 

In equation (3), the male wage structure is taken as the non-discriminatory benchmark and 

the male coefficient as the non-discriminatory wage structure. The first term on the right 

stands for differences in human capital characteristics, the endowment effect, evaluated at 

male returns, and the second term represents differences in returns to men and women 

evaluated at the mean of women‟s characteristics. Under discrimination, men are paid 

competitive wages but women are underpaid. 

 

In equation (4), the female wage structure is taken as the non-discriminatory benchmark and 

the female coefficient as the non-discriminatory wage structure. The first term on the right 

stands for differences in human capital characteristics, evaluated at female returns, and the 

second term represents differences in returns to men and women evaluated at the mean of 

men‟s characteristics. Under this scenario, women are paid competitive wages but 

discrimination arises under the form of men being over-paid. This study used the men‟s wage 

as a base for calculation of the wage difference between the two groups by implementing 

equation (3).  

 

Equation (3) and (4) provide the geometric means of wages derived by the earnings equation 

(Mincerian Equation) and represents the average qualifications of women and men, and are 

the estimated returns on these qualifications. Where,   and   are the means of men and 

women‟s earnings, respectively;   and   are vectors containing the respective means of the 

independent variables for men and women and    and     are the estimated coefficients 

(Oaxaca and Blinder, 1973). 

4.3.3 The Juhn, Murphy and Pierce (1993) Decomposition 

The Mincerian earnings equation and the Oaxaca and Blinder decomposition have limitations 

in explaining the wage distribution. The two methods focus on the average value of the wage 

distribution and do not allow for exploring the wage gap at different points of the wage 

distribution. The empirical literature provides compelling evidence of the different sizes of 

the gender wage gap at different points of the wage distribution. In addition, the Mincerian 

and the Oaxaca - Blinder decomposition do not provide for assessing the effect of quantity 
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and price differences at different percentiles of the wage distribution. To address these 

shortcomings, this paper implemented the Juhn, Murphy and Pierce (1993) decomposition 

analysis, which allows for examination of the gender wage gap and its components across the 

entire wage distribution. 

 

The Juhn, Murphy and Pierce (JMP) decomposition differs from the classical Oaxaca-Blinder 

decomposition because it decomposes the wage gap not only at the mean, but also along the 

entire wage distribution, thereby accounting for the role of the residual unexplained 

component, measured by the residual wage distribution. To capture gender differences at 

different percentiles of the wage distribution, two different equations were estimated as a first 

step, namely the male and the female wage equations, as shown below, but without the 

gender dummy. Intuitively the decomposition allows disentangling the following 

components: 

ΔLnWm= LnWm- LnWf =  ̂m (X 
p

m-X 
p

f) +X 
p

m( ̂m-  ̂f) + (  m-   f)........... (5) 

Where Wm and Wf represent men and women‟s wages, respectively,  
^

m and  
^

f denote 

estimated coefficients for men and women, respectively, X m and X f are vectors containing the 

respective means of the independent variables for men and women. The superscript p 

indicates the corresponding percentile of the wage distribution and   m and   f are the estimated 

residuals. The wage gap (ΔLnWm) is decomposed into the following: a) an endowment effect, 

measured by differences in observed characteristics weighted by the estimated coefficients of 

the male earnings equation; b) a remuneration effect, measured by the estimated differences 

in prices of the observed characteristics; c) an unobservable effect, measured by the 

difference in the estimated residuals. These are referred to as the observed quantity effect, 

price effect and residual wage distribution, respectively. This study used the male distribution 

as a reference category and findings are presented at the mean and at different percentiles of 

the wage distribution. 

4.3.4 Sample Selection Bias Correction 

Sample selection bias refers to the bias introduced by the selection of individuals, groups or 

data for analysis in such a way that correct randomization is not achieved, thereby ensuring 

that the sample collected is not representative of the population intended to be analyzed. It is 

sometimes referred to as the selection effect (Jiayuan et al., 2006) 
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In this scenario, sample selection bias is discussed in the context of the decision by women to 

participate in the labour force. Selectivity bias might be found at two stages of the 

employment process: 1) at the stage of joining the employed labour force and; 2) when a 

specific occupation or an occupation status is chosen. Occupation selectivity bias affects 

wage differential as occupations differ in average wage rates (even after controlling for 

workers characteristics) and barriers to entry of the subordinate group create another source 

of discrimination. In the presence of sample selection, both types, OLS estimation of the 

wage equations can yield biased and inconsistent estimators (Puhani, 2000).  

 

The decision by women to work may depend on various observed factors such as the number 

of children, marital status, work experience, age and location. Manski (1989) cautions that 

variables selected as instruments to identify the selection effect should not affect the level of 

the wage. 

 

Heckman (1979) modelled a solution to sample selection bias by identifying two equations: a 

selection equation, which models the probability of engaging in paid work, and an outcome 

equation, which applies only to those who are observed in paid work. Heckman‟s procedure, 

which has become known as “Heckit”, consists of first estimating a participation equation 

using standard probit or maximum likelihood technique model. Second, using the parameter 

estimates from the participation equation to compute a variable (the inverse Mills ratio, called 

lambda) which is then included in a second step, as an additional regressor in the outcome 

equation. 

 

Following the literature referring to Heckman (1979), this study models the labour 

participation equation as a function of education, age, marital status, number of children, 

being a parent, work experience and the dummy for location. These variables have a direct 

impact on the decision by women to participate in the labour market. 

 

Heckman (1979) proposed two estimation techniques to overcome the self-selection problem, 

one consisting of maximum likelihood (ML) estimation of selection model assuming 

bivariate normality of the error terms in the wage and participation equations. The other 

method proceeds in two steps, an estimation of the participation equation, and OLS 

estimation of the wage equations using participants only and the normal hazard λ estimated 
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from the first step as an additional regressor. Two reasons have been advanced to support the 

preference of two-stage estimation to the direct ML estimation of the Heckman model. First, 

ML relies on joint normality of the errors in the selection and level equations. Second, using 

OLS in the second stage has an advantage that the average of the residuals is zero, which 

does not hold for the ML estimation. For these reasons, this study used the two-stage 

procedure.  

 

Selection equation: Zi
*
 =   +vi................ (6), where Zi = 0, 1 

Earning equation:  LnWi =  Xi + µi................ (7), observed only if Zi=1 

Where µi~ N(0, 1),         vi ~ N(0, σ ),          corr(vi, µi)= ρ 

 

Equation (6) above shows the probability of an agent being in the labour market given the 

control variables that affect participation in the labour market, equation (7) shows the 

earnings equation. Sample selection arises when there is correlation between µ and v. In this 

case and assuming that µ is independent of   , namely the covariates of the selection 

equation, the expected value of log of wages will be:  

 

LnWi = β0 +β1Ei+ β2EXPi +β3AGEi+ β4Gi+∑     
 
   +ρλ(∑     

 
    )..................... (8) 

  

Where, ρ is the correlation between the error terms of equation (6) and (7), λ is the Inverse 

Mills Ratio evaluated at the mean of the covariates (  ). The equation shows that with 

sample selection bias, the term λ(  ) should be included as an additional regressor in order to 

obtain unbiased estimates of the parameters of interest. If ρ=0, λ(  ) does not appear in 

equation (8) and OLS will provide consistent estimates of the parameters of interest. 

4.3.5 Yun (2004) Decomposition 
In order to estimate gender differences in labour supply, this study uses Yun (2004)  

decomposition. Yun (2004) developed a systematic methodology for the detailed 

decomposition of differences in the value of the variable of interest between two groups. In 

the case of this study, the decomposition exercise consists of estimating differences in labour 

supply or Labour Force Participation (LFP) between men and women. The Yun (2004) 

decomposition technique is given as follows:   
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           ={ (    )   (    )}  { (    )   (    )} .................... (9) 

 

The basic idea is that, labour force participation, which is a dependent variable, denoted by 

LFP, is a function of several market-related and individual characteristics, such that it can be 

written as:     

 

 LFP = (  ) ............................... (10) 

 

Where F is a normally distributed cumulative density function, X is a set of regressors, which 

includes the main determinants of labour force participation, β is a vector of estimated 

coefficients and the subscripts m and w denote men and women, respectively.  

 

Differences in LFP can be expressed as a sum of two components. The first term in curly 

brackets on the right-hand side of equation (9) is the gender gap in labour supply that is 

attributed to differences in individual characteristics (the determinants of labour force 

participation included in X). The second term in curly brackets is the gender labour supply 

gap attributed to differences in estimated coefficients or discrimination (Yun, 2004). The 

decomposition in this study uses men as the reference category.  

4.3.6 Fairlie Decomposition 
To assess how the different covariates (determinants of labour supply ) affect the probability 

of women‟s participation in the labour market, the study further implemented a logistic 

regression from Fairlie (2005) decomposition. The Fairlie decomposition is expressed as:  

 

          =*∑
 (    )

  
    ∑

 (    )

  

 
     

   + +*∑
 (    )

  
    ∑

 (    )

  

 
     

   + ..... (11) 

Where,   ( ) is the cumulative distribution function from the logistic distribution, Nm and Nw 

indicate the sample size, which in this case represents the sample sizes for men and women 

respectively. X is a set of regressors, which includes the main determinants of labour force 

participation, β is a vector of estimated coefficients and the subscripts m and w denote men 

and women, respectively. The above expression refers to males as the reference group, which 

means that women are taken as the disadvantaged group.  
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Like the Yun (2004) decomposition, the Fairlie decomposition includes two key components 

shown in the square brackets on the right hand side of equation (11). The first term in square 

brackets represents that part of the labour supply gap that is „non-discriminatory‟ and due to 

group differences in characteristics and the second term represents the part of the gap that is 

„discriminatory‟ or the gap which is not explained by differences in determinants of labour 

force participation (Fairlie, 2005). This approach further gives probabilities on how the 

different covariates or determinants of labour force participation affect women‟s participation 

in the labour market, which is the main purpose of including this decomposition technique in 

this study. 
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CHAPTER FIVE 

FINDINGS AND DISCUSSION 

5.1 Descriptive Statistics 

From the sample of 3,225 observations in our data, 1,497 (46.2 per cent) were females and 

1,728 (53.6 per cent) were males. The survey was conducted in all the ten provinces of 

Zambia. The data shows that 66.7 per cent of men were in paid employment compared to 

only 30.3 per cent of women. However, there are more women (46.4 per cent) in self-

employment than in formal (30.3 per cent). 

 

Figure 1 shows that men receive slightly higher wages than women do; and that women are 

more likely to be employed in the lowest paying jobs than men. This implies that men are 

likely to be at higher wage distribution than women. 

 

Figure 2 shows the percentage of men and women and the average hours worked per day in 

their main job. The results show that men tend to work more hours per day than women. This 
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difference may be attributed to various factors such as household duties that make women 

work fewer hours than men. 

 

Table 2 of descriptive statistics shows that men had higher educational attainment at 

secondary school level than their female counterparts (37 per cent and 31 per cent, respectively). 

In terms of tertiary education, both men and women had an equal attainment of 3%. Additionally, 

the difference in the proportion of men and women with primary education is about 5 per cent 

(14 per cent for women and 19 per cent for men). As such, women are disproportionately 

represented among those with the lowest levels of educational attainment, particularly among 

those with no education and with primary education only. 

 

The data shows that women marry at an early age than men, the mean age at first marriage 

for women being 19 years and 22 years for men. The descriptive statistics in Table 2 show 

that 24.2 per cent of women are reportedly married against 12.9 per cent for men. Young 

women are also more likely to have more children than their male counterparts, men and 

women reported to have the mean number of children of 1.5 and 1.8, respectively. As the 

ensuing analyses will show, decisions regarding marriage and child bearing have important 
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consequences on labour supply. The actual work experience of women (about 1.1 years) is 

much lower than that of men (about 1.3 years). 
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Table 2: Descriptive Statistics by gender 

 All (N=3225) Men (n=1728) Women (n=1497) 

Variable Mean St. Dev. Mean St. Dev. Mean St. Dev. 

       

Log of wage 1.6635 2.711 1.9282 2.8501 1.3578 2.5071 

Hours worked 1.3926 2.0172 1.5781 2.1112 1.1784 1.8811 

Age 20.859 3.9166 21.025 3.7968 20.661 4.043 

Married 0.1817 0.3857 0.1291 0.3354 0.2425 0.4287 

Number of children 0.54326 0.9835 0.3183 0.7719 0.8029 1.1272 

Being a parent 0.3135 0.464 0.2031  0.4024 0.4409   0.4967 

Rural 1.3293 0.6066 1.3131 0.5971 1.348 0.6171 

       

Educational Level:       

Primary 0.1637 0.37 0.1372 0.3441 0.1944 0.3959 

Secondary 0.3467 0.476 0.3744 0.4841 0.3146   0.4645 

Tertiary 0.0366 0.1878 0.0341   0.1817 0.0394 0.1946 

       

Labour Force Participation 0.2043 0.4033 0.2396 0.427 0.1637 0.3701 

Household Size 5.7247 2.8997 5.4497 2.8068 6.0421 2.9727 

Work Experience 1.2 2.447 1.3 2.479 1.1 2.41 

 Work Experience
2 7.4753 24.6366 7.8067 26.0659 7.0929 22.8787 

       

Mother’s Education       

Primary 0.3668 0.482 0.3669 0.4821 0.3667 0.4821 

Secondary 0.262 0.4398 0.2575 0.4374 0.2672 0.4426 

Tertiary 0.0788 0.2694 0.0747 0.2629 0.0835 0.2767 

       

Father’s Education       

Primary 0.2099 0.4073 0.2297 0.4208 0.187 0.39 

Secondary 0.3312 0.4707 0.3403 0.4739 0.3206 0.4669 

Tertiary 0.1891 0.3917 0.1852 0.3886 0.1937 0.3953 
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Descriptive statistics of Table 3 show that early marriages are common among young women 

than young men in Zambia, of those that are under the age of 19 and married, 5 per cent are 

women, while less than 1 per cent of males are married. Table 3 shows that females tend to 

get married as early as 17 years as compared to males (18 years), and this is an important 

driver of gender differences in the labour market as well as of child health and well-being. 

Table 3 also shows the shares of young people who participate in the labour market by age 

group and gender. From the table, we clearly see the widening of the gender gap in labour 

supply decisions over the years of age. The gap is about 3 per cent among the teenagers (aged 

15 to 19), about 11 per cent among the young adults (aged 20 to 24) and about 9 per cent 

among the oldest age group (aged 25 to 29) in the sample. It suggests that the school-to-work 

transition path is dramatically different for men and women. 

 

To explore more in depth the statistics in Table 3, it has been found that the labour supply 

gap between men and women is strikingly small for teenage workers (aged 15 to 19) and, 

then, it starts increasing dramatically for the individuals aged 20 years and more. The gender 

gap in labour force participation is steadily above 10.7 per cent for those aged 20 years of age 

or more. There is a close correspondence between the negative gender gap in the labour 

supply of women and the positive gap in the cumulative shares of average age for marriage 

by gender. In other words, the larger is the gap in the share of married women, the larger is 

the expected share of men working. This is in line with findings in most literature that 

marriage affects positively the labour supply decisions of men and negatively those of 

women. This is the case for the workers aged between 20 and 24 years where the share of 

married women is more than double the share of married men, which is 13 per cent against 32 

per cent for men and women, respectively. 
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Table 3: Descriptive Statistics by gender and age group 

 15 – 19 Years 20 – 24 Years 25 – 29 Years 

    

 Men (n=708) Women (n=673) Men (n=666) Women (n=513) Men (n=354) Women (n=311) 

 Mean Mean Mean Mean Mean Mean 

Log of wage  1.158 0.7138 2.0918 0.4717 537.89 2.4391 

Hours worked 1.0282 0.789 1.6967 1.2748 2.4548 1.8617 

Age 17.438 17.016 21.73 21.669 26.8616 26.884 

Single 0.9816 0.9257 0.8348 0.5984 0.5537 0.3408 

Married 0.0085 0.0535 0.1321 0.3236 0.3644 0.5177 

Age married 18.125 17.2553 20.3478 19.1452 22.908 20.259 

Engaged 0.0071 0.0045 0.027 0.0389 0.048 0.0257 

Separated 0.0028 0.0149 0.003 0.0312 0.0339 0.1029 

Widowed 0 0.0015 0.0012 0.0078 0 0.0129 

Number of Children 0.0395 0.2259 0.2928 0.9084 0.9237 1.8778 

Employed 0.5 0.419 0.6532 0.5107 0.7712 0.6463 

Unemployed  0.0819 0.0669 0.1306 0.1248 0.0904 0.1286 

Health problem 0.4011 0.4859 0.2988 0.4172 0.3107 0.418 

Access to credit 0.1525 0.1709 0.2267 0.2183 0.3362 0.2894 

Educational Level:       

Primary 0.096 0.1129 0.1532 0.2495 0.1893 0.2797 

Secondary 0.2246 0.2169 0.4865 0.4055 0.4633 0.3762 

Tertiary 0.0141 0.0104 0.0315 0.0409 0.0791 0.0997 

       

Rural 0.8873 0.52 0.5706 0.5166 0.6102 0.5723 

Labour Force 

Participation 

0.1243 0.0862 0.2673 0.1637 0.4181 0.3311 

Household size 5.7246 6.4027 5.497 5.9766 4.8107 5.3698 

Unemployment rate 0.6596 0.74 0.3348 0.2259 0.2203 0.3312 

Work Experience 0.5 0.4 1.3 1.1 2.8 2.7 
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5.2 The Gender Wage Gap 

To explore the existence and nature of the wage structure of both gender groups in Zambia, 

this study estimates the basic wage equations for males and females by using the Mincerian 

wage equations approach. The logarithm of worker‟s monthly wage is the outcome variable 

regressed against the explanatory variables. The basic Mincerian equation includes human 

capital variables, which is, education, work experience, age of the worker and the gender 

dummy variable. Other variables included in the Augmented Mincerian regression include 

hours worked, number of children the worker has, dummy for marital status, dummies for 

union membership and location (rural or urban), household size of the worker, dummy for 

labour force participation, quadratic term for experience and, mother and father‟s level of 

education. However, because this study covered younger workers who are still transitioning 

in life and in the labour market, the quadratic term of age was not included among the 

explanatory variables. These equations have further been decomposed to calculate the 

contribution of explained and unexplained components of the wage difference between the 

male and female wages. 

 

 

 

  

 

 

 

 

 



51 
 

5.2.1 Basic Mincerian Earnings Equations 

Table 4: The Gender Wage Gap for all and by Age Group, dependent variable is log of monthly wage 

Panel (a): Unconditional and conditional 

wage gap 

All Teenagers 

(15-19) 

Young Adults 

(20-24) 

Prime Age 

(25-29) 

     

Unconditional 0.1742 * -0.0397  0. 2945** 0. .2807 * 

Conditional on: Hours of work 0.1526* -0.0557 0. .2857** 0.2393 

Conditional on: Education 0.1807 * -0.0879 0.2671* 0.335** 

Conditional on: Experience 0.1754* -0.0429 0.2881** 0.2793 * 

Conditional on: Age 0.1874* -0.1347 0.2804** .02806* 

Panel (b):         Basic Mincerian equation     

Conditional on: Education, Experience, 

Age 

    

Dependent Variable: Log of monthly  

wage 

    

Men 0.185* -0.1512 0.2523* 0.3371** 

Education (Baseline: No education):     

Primary -0.0727 -0.0468 -.0823 -0.2184 

Secondary 0.1789 0.4302* .1275 -0.1267 

Tertiary 1.5072*** 1.764** 1.6061*** 1.2715*** 

Experience 0.0521*** 0.0478 .0707*** 0.0474** 

Age 0.0713*** 0.1532* .0708 -0.0028 

Constant 3.7488*** 2.399 3.7554*** 5.8422*** 

Note: * p<.1; ** p<.05; *** p<.01 

 

Table 4 shows the coefficients of the gender dummy in basic Mincerian earnings equations, 

which includes the unconditional version, conditional on hours of work, educational 

categories, work experience and age. Table 4 also presents coefficients of variables used in 

the full basic Mincerian equation in panel (b). The results in panel (a) show that, the 

conditional gender gap in monthly wages fluctuates between about 15 per cent and 19 per 

cent. The unconditional gender wage gap in monthly wages suggests that without controlling 

for any individual characteristics, women tend to earn about 17 per cent less than men do. 

Adding hours of work sharply reduces the gap to 15 per cent; this is because women work a 

smaller number of hours per week compared to men as has been established in Figure 2 and 

Table 2 of descriptive statistics. Adding educational categories increases the gap to 18 per 

cent since women have similar educational characteristics to men, this means that they are 

rewarded less for similar educational characteristics to men. Including work experience 
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reduces the gap slightly to 17.5 per cent as women, particularly married women, have much 

less actual work experience than their male counterparts as found in descriptive statistics of 

Table 2. 

 

The conditional wage gap from the basic Mincerian equation (conditional on educational 

categories, experience and age) is about 18.5 per cent in favour of males. This finding shows 

differences in educational levels and work experience between Zambian men and women. 

Table 4 also shows that women under the age of 20 years (15-19 years) fare slightly better 

than their male counterparts, whereas women fare slightly worse than their male counterparts 

in terms of earnings, when they are in their twenties. The wage premium on tertiary education 

is over 100 per cent, indicating that education plays an important role in Zambia‟s labour 

market. However, due to the few observations in the tertiary category, the result needs to be 

interpreted with caution. 

 

The key finding reported in Table 4 is that the gap is statistically insignificant among the 

teenagers (15-19) but statistically significant among older age groups. This result points 

towards the decisions concerning family life and decisions to marry and have children that 

women in older age groups have to make as they transition in life, subsequently, these 

decisions affect women‟s performance in the labour market. The conditional wage difference, 

which is estimated by the basic Mincerian model among the young adults (20-24 years) and 

the prime-aged (25-29 years) is about 25 per cent and 33.7 per cent, respectively. The above 

findings suggest the existence of strong variability of wages in Zambia by years of age 

among young people and are consistent with literature that the wage gap between men and 

women has a tendency to widen over the years. 



53 
 

5.2.2 Extended Mincerian Earnings Equations 

Table 5:  Augmented Mincerian Earnings Equations for all and by Age Group, dependent variable is log wage 

Variable All 15-19 Years 20-24 Years 25-29 Years Women Men 

Men 0.1256 -0.1835 0.1120 0.2829* Omitted Omitted 

Education (Baseline: No Education )       

Primary -0.0067 0.0465 0.0618 -0.3194 -0.0213 0.0739 

Secondary 0.0568 0.0881 0.0933 -0.2727 0.1219 0.0702 

Tertiary 1.0566*** 2.2538** 1.3565*** 0.8402*** 1.4518*** 0.7045** 

       

Age 0.0591*** 0.1855** 0.0802* 0.0366 0.0064 0.0905*** 

Hours worked 0.0857*** 0.0791* 0.0756** 0.093*** 0.0884*** 0.0764*** 

Experience 0.1047*** 0.1589 0.0976* 0.1133** 0.0868 0.1072** 

Experience
2
 -0.0066** -0.0165* -0.0042 -0.0066 -0.0027 -0.0078** 

Number of Children -0.0587 -0.0349 -0.0036 -0.1278 0.0286 -0.0816 

Being a parent -0.0407 0.1175 -0.3802 0.2641 -0.2434 0.1178 

Married 0.0639  -0.0714 -0.0323 0.2447 0.2574 -0.1512 

Rural -0.1214 0.03769 -0.1492 -0.1764 -0.2183 -0.0920 

Labour Force Participation 0.4601*** 0.4643** 0.3746*** 0.4197** 0.5853*** 0.3638*** 

Union Membership 0.4030*** 1.0081*** 0.1467 0.4164* .4623585** 0.3352* 

Household Size  -0.0071 0.0143 -0.0064 -0.0403 -.0164644 -0.0009 

       

Mother’s Education       

Primary  0.0546 0.1851 -0.1686 0.2611 .1914244 -0.0427 

Secondary 0.1439 0.2919 0.134 0.0341 .2464907 0.1146 

Tertiary 0.4022** 1.0749** 0.6046** -0.1218 .3583125 0.4781* 

Father’s Education       

Primary -0.1337 0.0462 -0.0723 -0.2495 -.0529351 -0.1774 

Secondary -0.0222 0.0482 -0.0395 -0.0205 .1702806 -0.1266 

Tertiary 0.4239*** 0.9271*** 0.3399 0.2482 .4489232** 0.4118** 

Constant 3.6178*** 0.9893 3.4613*** 4.3971*** 4.599971*** 3.1706*** 

Note: * p<.1; ** p<.05; *** p<.01 
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Table 5 reports results from the augmented Mincerian earnings equations for all workers and 

by different age groups. As noted in the basic equations in Table 4, there is no gender wage 

gap among the youngest age group, though the gap is quite high among the young adults, 

about 25 per cent, and the prime-aged, about 33.7 per cent. Including other factors to the 

earnings equation in the augmented model confirms a significant wage gap (28 per cent) in 

favour of men in the oldest age group. This is attributed to the fact that married women in this 

age group tend to reduce the number of hours worked. Literature suggests that marriage and 

child bearing increases the financial responsibilities of men and household responsibilities of 

women (Ejaz, 2016). 

 

From the augmented model, a U-shaped relationship between the quadratic term of 

experience and earnings exists. It is justified because earnings improve with more work 

experience but start to decline later in life; in this case, earnings decline when one has a 

maximum of 8 years of work experience and about 9 years for the oldest age group.  

 

From the extended model, education coefficients show that holding tertiary qualifications 

increases wages by more than 84 per cent (for those aged between 24 and 29 years) with 

respect to those without any form of education. In the basic model, the coefficient for having 

a tertiary qualification and being in employment shows that tertiary education is associated 

with a wage premium of over 100 per cent, which implies quite a high rate of return to 

education. The premium is especially high and statistically significant in the case of women. 

This finding is consistent with Mphuka and Simumba (2012) who found that returns to 

education in Zambia were lowest at primary level and keep on increasing at higher levels. 

Mphuka and Simumba (2012) further conclude that returns to education are highest at tertiary 

levels and especially highest for women. 

Rewards to work experience are not very high.  The results show that one more year of work 

experience brings about a wage premium of 5 per cent and about 11 per cent for those in the 

oldest age group. In Table 4, the age coefficient is equally small; increasing earnings by 

about 7 per cent per year increase in age. The results show that the wage continues to increase 

as young people transition through life with young adults earning more by 8 per cent with 

one-year increase in age. Being in the rural area as compared to being in an urban area 

reduces wages by about 12 per cent. 
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In terms of work effort, working more than eight hours a day has a wage premium of about 

8.6 per cent for all and 9 per cent for the oldest age group. The coefficients are statistically 

significant for all the age groups but especially for older age groups (20-24 years and 25-29 

years); the coefficient for women indicates that women have higher returns to hours of work 

than men. Union membership is positive and significant as expected; being a union member 

is associated with a wage premium of about 40 per cent. The gains from being a union 

member are higher for women (46 per cent) than men (34 per cent). 

 

Being in the labour force is associated with a wage premium of over 46 per cent from the 

worker‟s main occupation and even more so for women (58 per cent). This may indicate 

better skill level and/or motivation of the workers who find employment.  Having a mother 

who has a higher education qualification is associated with a wage premium of about 40 per 

cent. The influence of mothers with tertiary education is more statistically significant for men 

than women. This is related to the fact that having a mother with a university degree likely 

encourages teenagers to continue with their education thereby obtaining higher qualifications 

and increasing their probability to work and earn more. 

5.2.3 Heckman sample selection procedure 

Finally, we run the Heckman model to check the existence of sample selection bias in the 

sample under consideration. The results from Heckman two-step version of the sample 

selection procedure in Table 6 do not detect the existence of sample selection bias in the 

sample. From Table 6, it can be seen that the coefficients of the Inverse Mills Ratio or 

lambda are insignificant across all age groups, indicating the absence of selection bias. Thus, 

selection problem is not apparent in both models above (basic Mincerian and augmented 

Mincerian model) and as a result, it is correct to estimate the wage equations using OLS. 

Byrne et al. (1996)  assert that if the estimated coefficient associated with the inverse mills 

ratio is statistically insignificant, then sample selection bias is not present in such a model. In 

general, the inverse mills ratio indicates that there is sample selection problem if its 

associated coefficient is significant. OLS would also produce downwardly biased estimates if 

the coefficient of the inverse mills ratio is significant and negatively signed (Byrne et al., 

1996) .  Therefore, this study considers previous estimates from earlier analyses as unbiased. 
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Table 6:  Correction for Sample Selection 

Variable All 15-19 Years 20-24 Years 25-29 Years 

Men  0.0862 -0.7657 -0.178 0.4124 
     

Primary 0.1131 0.1117 -0.4307 0.4328 
Secondary 0.3003 3.2664 -0.2976 0.6079 
Tertiary 1.2817*  0.9674 1.9722 
Age 0.0857 0.5542 0.0372 -0.1339 
Hours worked 0.0881*** 0.0728 0.0623* 0.0902 
Experience 0.21 1.6867 -0.0383 0.3132*** 
Experience

2
 -0.0093 -0.0618 0.0009 -0.011 

Number of 

Children 
-0.1102 1.717 -0.2834 -0.1102 

Married -0.0936 -1.008 0.263 -0.0701 
Rural 0.1418 0.1835 0.0291 0.3898 
Labour Force 

Participation 
-0.076 2.5015 -0.219 -0.1922 

Union 

Membership 
0.2355 0.695 -0.297 0.582 

Household size -0.005 -0.0116 -0.0336 -0.0342 
Mother’s 

Education 
    

Primary  0.0734 0.3644 0.0289 0.1375 
Secondary -0.0893 0.1847 0.1106 -0.3282 
Tertiary 0.0885 0.1623 0.7944* -0.4715 
Fathers Education     

Primary -0.118** -0.7193 -0.2153 0.0814 
Secondary -0.006** -0.4525 -0.1022 0.102 
Tertiary 0.3229 0.7547 0.0707 0.3363 
Cons. 1.9451 -20.255 6.6451 5.396 
     

Selection Equation: Dependent variable is Labour Force Participation 

Men 0.0827 -0.0533 0.1606 0.1476 
Education     

Primary 0.2611 0.0895 0.361 0.3081 
Secondary 0.2195 0.3935* 0.1139* 0.2949 
Tertiary 0.267 -5.1477 -0.0364 0.444 
Number of 

Children 
-0.0145 0.3524 -0.066 -0.0029 

Being a parent -0.1557 -0.3368 -0.2616 -0.108 
Married 0.0053 0.201 -0.091 0.0454 
Experience 0.0886*** 0.1717*** 0.1155*** 0.0624 
Age 0.0407*** 0.0388 0.078 -0.0575 
Rural 0.148* 0.3498* 0.1202 0.018 
Constant -1.487*** -1.6859 -2.2568** 1.169 
mills         

      lambda 
1.4841 10.6086 -1.007 3.86 

Note: * p<.1; ** p<.05; *** p<.01 
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5.3 Decomposition Analysis 
This study uses the wage decomposition analyses to investigate what determines the 

differences in earnings between young men and women in Zambia. The decomposition 

analyses try to find out if the wage gap is because of differences in the mean characteristics 

or differences in rewards to these characteristics hence going beyond the OLS estimations 

that only give mean differences in wages without establishing the various contributing factors 

to the wage gap. 

5.3.1 The Oaxaca and Blinder Decomposition 
The Oaxaca and Blinder decomposition breaks down the wage gap between males and 

females into two components; the explained and unexplained components. The main idea is 

that the unexplained component is due to discrimination and that the explained component of 

the wage gap is due to differences in human capital characteristics or individual 

characteristics. To examine this, Oaxaca-Blinder (1973) technique decomposes the explained 

component into the differences in endowments between the two groups, as evaluated by the 

high wage group equation and the difference between how the high wage equation would 

value the characteristics of the low wage group. The first part shows the amount attributable 

to the endowments and the second part shows the amount attributable to the coefficients. 

Oaxaca and Blinder argue that the second part, the unexplained component, reflects 

discrimination because the market evaluates differently the identical bundle of traits if 

possessed by members of different demographic groups and is thus a reflection of 

discrimination. 
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Table 7: Oaxaca and Blinder Decomposition 

Wage All Teenagers Young Adults Prime Aged 

     

     

Panel (a)     

     

Overall Difference     

     

Men 5.7615*** 5.1660*** 5.7919*** 6.2463*** 

Women 5.5873*** 5.2058*** 5.4974*** 5.9657*** 

Difference 0.1742* -.0397 0.2945* 0.2807 

Explained Component -1.8184 -6.9447 0.7661 -0.9101 

Unexplained 

Component 

1.2851 -.8092 0.7902 2.9636 

Interaction  0.7075 7.7142 -1.2618 -1.7728 

     

     

Panel (b)     

     

EXPLAINED:     

     

Education     
Primary 0.00817 0.0166 -0.0393 0.0638 
Secondary 0.0077 0.0553 0.0104 -0.0465 
Tertiary -0.0261 -0.0103 0.0043 -0.0679 
Age 0.0015 0.0127 0.0109 0.0020 
Hours worked -0.0245 -0.1156 0.0149 -0.0017 
Experience -0.0008 0.0081 0.0035 0.0057 
Experience

2
 -0.0001 -0.0379 0.0038 0.0060 

Number of Children -0.0008 -0.1172 0.0028 -0.037 
Being a parent 0.1002 0.1798 0.2077 0.0783 
Married -0.0335 -0.0098 -0.0284 -0.0358 
Rural -0.0030 -0.0314 0.0007 -0.0613 
Labour Force 

Participation 
0.0076 0.0273 0.0682 0.0218 

Union Membership 0.00003 0.0431 0.0157 0.0001 
Household Size  0.0023 -0.0291 0.01 0.0059 
Mother’s Education     
Primary  0.0028 0.0043 -.0054 -0.0154 
Secondary 0.0034 -0.0147 0.001 0.0193 
Tertiary -0.0052 0.0327 -0.0103 -0.0117 
Father’s Education     
Primary -0.0048 0.0572 -0.0118 -0.0101 
Secondary 0.0065 -0.0046 0.01 0.0129 
Tertiary -0.011 0.1778 -0.0202 0.0005 
Mills -1.8487 -7.189 0.5175 -0.8389 
     

Panel (c)     

     

UNEXPLAINED:     
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Education     
Primary 0.0249 0.0557 -0.149 0.1671 
Secondary -0.0183 -0.1994 -0.0286 0.0424 
Tertiary -0.043 0.0048 0.0207 -0.1559* 
Age 2.0381*** 4.6323 -0.0608 2.5461 
Hours worked 0.3422 2.3920 -0.4293 -0.4522 
Experience 0.0600 0.088 0.1710 -0.5293 
Experience

2
 -0.0787 0.0403 -0.1035 0.2685 

Number of Children -0.1251 -0.5039 0.0957 -0.4326 
Being a parent 0.2451 0.6323 0.1148 0.6093 
Married -0.1322* -0.007 -0.1508 -0.2502 
Rural 0.0776 -0.2657 -0.1391 0.3722** 
Labour Force 

Participation 
-0.0049 0.4344 -0.1519 -0.207 

Union Membership 0.0062 0.3219* -0.0757 -0.0265 
Household Size  0.069 -0.2119 0.1546 -0.1853 
Mother’s Education     
Primary  -0.0665 0.1058 -0.0102 -0.2567 
Secondary -0.0134 0.2391 0.0124 -0.1589 
Tertiary 0.0105 0.023 0.0441 -0.0886 
Father’s Education     
Primary -0.0158 -0.1563 0.0685 -0.0305 
Secondary -0.0909 -0.1034 -0.1098 -0.1724 
Tertiary -0.0140 -0.1224 -0.0935 0.1262 
Mills -0.3909 -2.8468 0.5944 1.1848 
Constant -0.5947 -5.3624 1.016 0.5929 

Note: * p<.1; ** p<.05; *** p<.01 

 

 

Table 7 presents the results of the Oaxaca and Blinder (1973) wage decomposition. The 

dependent variable is still monthly logarithm of wage of the worker, whereas, the control 

variables in the decomposition equation are age, a quadratic in experience, dummy for 

marital status, level of education, number of children and many other variables specified in 

the Mincerian augmented equation earlier. To get unbiased estimates and as a precautionary 

measure, this decomposition analysis incorporates the component of sample selection into 

labour market participation. 

 

The Oaxaca and Blinder (1973) decomposition output in Table 7 reports the mean predictions 

by gender and their difference. In the first panel, the mean of log of wage is 5.76 for men and 

5.59 for women, yielding a wage differential of 0.17 points. The findings signify that there 

exists a statistically significant and positive wage gap in favour of men. 

 



60 
 

Table 7 has three panels. Panel (a) shows the overall results of the Oaxaca-Blinder (1973) 

decomposition; panel (b) reports the role of each characteristic; and panel (c) shows the 

coefficients of such characteristics. Positive coefficients are interpreted as increasing the 

wage gap, whereas negative coefficients reduce the wage gap. Overall, the explained 

component reduces while the unexplained component increases the wage gap. This means 

that women have similar characteristics with men and therefore, if women were paid for 

those characteristics at the same rate as men they would receive the same wage as men, on 

average. This implies that in the market, the same characteristics may be paid at different 

rates by gender and men are paid more, on average in this case. This explains the gender gap, 

which therefore has a prevailing discrimination component in it. 

 

From panel (b) of Table 7, it can be seen that characteristics that increase the gap are not 

statistically different across gender, there are not remarkable differences by age or 

experience, for instance. These differences are quite stable for the young adults and the 

prime-aged, but not for the teenagers. As noted above, for the latter group, when child 

bearing is still not at play, differences are still irrelevant. From the unexplained component of 

the wage gap, differences in coefficients by gender are notable but not statistically significant 

except for age and marital status.  

5.3.2 Juhn, Murphy and Pierce (1993) Decomposition 

The gender pay gap can easily be studied using Juhn, Murphy and Pierce (1993) wage 

decomposition technique. This decomposition accounts for effects to the pay gap due to 

changes in overall wage dispersion beyond Mincer‟s earnings equations and Oaxaca‟s 

standard wage decomposition. The Mincerian earnings equations and the Oaxaca and Blinder 

decomposition have a number of limitations that prevent a full understanding of certain 

characteristics of the wage distribution. One such limitation is that the two methods examine 

the average value or mean value of the wage distribution, thus limiting the exploration of 

whether the wage gap varies at different percentiles of the wage distribution. In empirical 

literature, there is compelling evidence of the different sizes of the gender wage gap at 

different percentiles of the wage distribution. Additionally, the previous analyses do not tell 

us anything about the impact of quantity and price differences at different percentiles of the 

wage distribution. To address these shortcomings, the study uses the Juhn, Murphy and 
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Pierce (1993) decomposition analysis, which decomposes the gender wage gap and its 

components at different percentiles of the wage distribution. 

 

Table 8 presents the output from the Juhn, Murphy and Pierce (1993) decomposition analysis 

of the gender wage gap in monthly wages for the entire sample. Like the previous analyses, 

the procedure is also implemented for each age group.  

Table 8: Juhn, Murphy and Pierce Decomposition for all age groups 

 T Q P U 

Mean 0.1742 0.0022 0.1604 0.0116 

25
th

 percentile 0.4055 0.1119 0.1648 0.1288 

50
th

 percentile 0.47 0.1956 0.1214 0.153 

75
th

 percentile 0.1954 -0.0122 0.1758 0.0318 
Note:  

 T = total gender wage gap; 

 Q = impact on the wage differential of individual characteristics;  

 P = impact on the wage differential of prices to individual characteristics; 

 U = impact on the wage differential of the residual or unobservable wage distribution.  

The Men distribution is used as a reference category. 

Source: own elaboration on the 2014 ILO School-to-Work Transition Survey of Zambia 

 

The Juhn, Murphy and Pierce (JMP) decomposition confirms a wage difference of 0.17 log 

points in favour of men, most of this differential is due to the role of price effects, which is 

strong in all the estimates, generating most of the gender gap. This indicates that an important 

component of the gap is not so much the difference in characteristics of men and women, but 

the way similar characteristics are rewarded in the market in case of men and women. The 

price effect explains most of the wage gap at the mean and at different percentiles of the 

wage distribution, with only about 1 per cent being explained by unobservable factors. 

 

The JMP decomposition reveals that most of the effect of the wage gap seems to come from 

differences in prices or differences in the way the market rewards similar characteristics of 

workers, while differences in quantity or individual characteristics and the impact of the 

residual wage distribution seem to be immaterial. The impact of the price effect is higher at 

all percentiles (25
th

, 50
th

 and 75
th

) of the wage distribution but especially at the 75
th

 

percentile, where it is greater than 17.5 per cent in the direction of increasing the wage gap. 

 

Table 9 shows some quantity effects or worker characteristic effects on the wage gap, as 

disentangled by JMP decomposition. Factors that tend to increase the wage gap in favour of 

men include one having secondary education, one being married, having children, working 
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more hours and being a member of a union among other factors. This implies that men tend 

to work more hours due to responsibilities that come with marriage and having children and 

are more likely to be union members. On the other hand, women tend to be associated with 

factors and characteristics that likely decrease the gender wage gap, that is, disadvantage 

women. These factors include, among others, lack of work experience, marriage and being a 

parent. Overall, these factors offset or reduce earnings for women. 

 

As previously alluded to, the advantages of the Juhn, Murphy and Pierce (1993) methodology 

compared to the standard Mincerian earnings equations and the Oaxaca and Blinder (1973) 

decomposition is the possibility of decomposing the gap at different percentiles of the wage 

distribution. JMP results by age groups in tables 10, 12 and 14 show that the wage gap is 

either high at the lowest wage distribution (25
th

 Percentile) or the highest wage distribution 

(75
th

 Percentile). This is supportive of the sticky floor and glass ceiling hypothesis observed 

in other countries (for example, (Arulampalam et al., 2006). In other words, most of the 

gender gap reflects the disadvantage experienced by Zambian young women in lower 

positions or lowest wage distribution and higher positions or top ends of the wage 

distribution. 
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Table 9: Juhn et al. (1993) Quantity Effects for all age groups 

 Primary Secondary Tertiary Experience Married In rural No.  of 

Children 

Being 

parent 

Age Hours Labour 

Participation 

Household 

Size 

Union 

 

Mean -0.0184 0.0077 -0.0127 -0.0015 0.0171 -0.0012 0.0562 -0.0386 -0.012 0.0129 0.0176 0.0005 0.0001 

25th percentile -0.0416 0.0632 -0.0003 -0.0646 0.0534 -0.0322 0.0283 0.0026 0.0259 -0.0228 -0.0094 0.0006 0.0385 

50th percentile -0.0222 0.0185 0.0039 0.0117 -0.0150 0.0150 0.0372 -0.0476 0.0028 0.0222 0.0582 0.0017 0.0203 

75th percentile -0.0151 -0.0031 -0.0178 0.0875 -0.0131 -0.0453 0.1012 -0.081 0.0666 -0.0164 -0.0345 -0.0007 0.0224 

 

Table 10: Juhn et al. (1993) Decomposition-Teenagers (15-19) 

 T Q P U 

Mean -0.0397 0.1049 -0.1845 0.0399 

25
th

 percentile -0.19874 0.1505 -0.403 0.0538 

50
th

 percentile 0 .01137 -0.3443 0.2306 

75
th

 percentile 0.2523 -0.1168 0.2485 0.1205 

 

Table 11: Juhn et al. (1993) Quantity Effects -Teenagers 

 Primary Secondary Tertiary Experience Married In rural No.  of 

Children 

Being 

parent 

Age Hours Labour 

Participation 

Household 

Size 

Union 

 

Mean -0.0373 -0.031 -0.0124 0.015 -0.0032 0.006 0.3299 -0.3521 0 0.0157 -0.0178 -0.0059 -0.0492 

25th percentile 0.0158 -0.1228 0 0.1686 -0.0121 -0.0294 0.299 -0.2899 0 -0.0867 -0.0585 0.0187 0.1109 

50th percentile 0.0092 -0.2149 0 0.0979 -0.0002 0.036 0.1688 -0.171 0 0.1105 -0.0755 -0.0262 -0.0068 

75th percentile -0.0157 .003 -0.0101 0.0305 0 0.0196 0.2833 -0.4249 0 -0.0228 0.0082 -0.0071 -0.3501 

 

Table 12: Juhn et al. (1993) Decomposition-Young Adults (20-24) 

 T Q P U 

Mean 0.2945 0.1075 0.1644 0.0226 

25
th

 percentile 0.6405 0.3029 0.1954 0.1422 

50
th

 percentile 0.47 0.1749 0.1624 0.1327 

75
th

 percentile 0.47 0.1499 0.2475 0.0726 
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Table 13: Juhn et al. (1993) Quantity Effects –Young Adults (20-24) 

 Primary Secondary Tertiary Experience Married In rural No.  of 

Children 

Being 

parent 

Age Hours Labour 

Participation 

Household 

Size 

Union 

 

Mean -0.0129 0.0069 0.0083 0.0136 0.0355 -0.0024 -0.0607 0.1302 0.0114 0.0066

0 

0.0353 -0.0045 0.0004 

25
th

 percentile 0.0247 -0.0201 0.0423 -0.0182 0.0443 0.0287 -0.0695 0.1416 0.0326 0.0486 0.0296 0.0182 0 

50
th

 percentile 0.0003 0.0365 -0.035 0.1093 -0.0548 0.0226 -0.0694 0.1137 -0.0133 0.0006 0.1296 -0.0291 0 

75
th

 percentile -0.0176 0.0156 -0.0294 0.0566 0.0737 0.0062 -0.0495 0.1203 -0.0263 0.0214 0.0686 0.0161 0 

 

 

Table 14: Juhn et al. (1993) Decomposition-Prime Aged (25-29) 

 T Q P U 

Mean 0.2807 -0.0349 0.2885 0.0271 

25
th

 percentile 0.5108 0.0053 0.3937 0.1117 

50
th

 percentile 0.539 0.0545 0.4867 -0.0022 

75
th

 percentile -0.0211 -0.1113 0.1424 -0.0534 

 

 

Table 15: Juhn et al. (1993) Quantity Effects –Prime Aged (25-29) 

 Primary Secondary Tertiary Experience Married In rural No.  of 

Children 

Being 

parent 

Age Hours Labour 

Participation 

Household 

Size 

Union 

 

Mean -0.0379 -0.0115 -0.0109 0.0016 0.0034 0.0081 0.1034 -0.1153 -0.0025 0.0288 0.0238 0.0362 0.0001 

25th percentile 0.0115 -0.017 0.0031 -0.1033 -0.0472 -0.0268 0.11051 -0.0839 0.0603 -0.0778 0.0552 0.1126 0.0532 

50th percentile -0.058 -0.0295 0.0031 0.0686 0.0369 -0.0403 0.1503 -0.1488 0.0349 -0.1548 0.1758 0.0258 0 

75th percentile -0.048 0.0315 -0.047 0.0616 -0.021 0.0551 0.0548 -0.1377 -0.0327 0.1025 0.0655 -0.0287 0.0021 
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The Juhn, Murphy and Pierce Decomposition reveal that there exists a positive gender wage 

gap. The most important contributing factor to this gap is price effects. The positive 

coefficients of this variable clearly identifies that rewards in the labour market by employers 

play a key role in widening the gap between young men and women in Zambia. 

 

5.4 Labour Supply Decisions 

From previous discussions, it has been noted that labour supply decisions differ between 

Zambian men and women in their early careers. Young men and women begin to have 

children, for instance, at different points in time, which then affects their labour market 

outcomes differently. A number of factors determine the likelihood of young people‟s 

participation in the labour market; these factors include marital status, education levels, age, 

number of children and many other demographic factors.   

5.4.1 Yun (2004) Decomposition 

To assess the importance of the aforesaid factors on the labour market experiences of young 

people and to estimate gender differences in labour supply, this study uses Yun (2004)  

decomposition. Yun (2004) decomposition evaluates a nonlinear response function over the 

entire range of covariate values. This implies that results are valid for many demographic 

applications, such as for differences in probabilities of rare events. Therefore, this study 

applies Yun (2004) decomposition technique using logistic estimation command to estimate 

the labour supply gap and the impact of different covariates on the gender gap in labour 

supply. For the sake of brevity, the analysis of this decomposition has not been extended to 

age groups like in previous discussions but only for the entire sample. 

 

Table 16 presents the results from Yun (2004) decomposition. The difference in the 

probability in labour supply or labour force participation between men and women is about 

7.5 per cent in favour of men. The variables included as instruments in the model include age, 

work experience, mother‟s and father‟s educational level, education level of an individual 

(primary education, secondary education and tertiary education, the baseline category being 

not having any form of education). Demographic factors variables included are marital status, 

household size, number of children and being a parent as well as the dummy for location. As 

earlier alluded to, these variables have an impact on the decisions to participate in the labour 

market.  
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Table 16: Yun (2004) decomposition- differences in labour supply between Men and Women 

Variable All All 

   

   

Overall Difference   

Difference (Men – Women) 0.0759***  

   

Difference in Characteristics (Explained) 0.0094  

Difference in Coefficients  (Unexplained) 0.0665***  

   

   

   

 Characteristics Coefficients 

   

Age 0.0029** -0.1034* 

Education   

Primary -0.0046*** 0.0165*** 

Secondary 0.0041** 0.0389 

Tertiary -0.00028 -0.0032 

   

Experience 0.0041*** 0.0038 

Married -0.002 0.0287*** 

Rural 0.0007 -0.0194 

Number of children -0.0045 0.0029 

Being a parent 0.0033 -0.0114 

Household size 0.0071** -0.0106 

   

Father’s Education   

Primary -0.0011 -0.0127 

Secondary -0.0003 -0.0102 

Tertiary 0.0002 -0.01 

   

Mother’s education   

Primary -4.5741e-06 0.0072 

Secondary -0.00005 0.0116 

Tertiary -0.0002 0.0049 

   

Constant 0 0.1329 

Note: * p<.1; ** p<.05; *** p<.01 

 

The unexplained part accounts for a sizeable statistically significant share (about 6.6 per cent) 

of the gender gap in labour supply. This indicates a component of discrimination at labour 

market entry level; this means that women have similar characteristics as men and if the 

market hires or offers opportunities based on these characteristics, women would transition in 

the labour market at the same rate as men. Age and experience as well as the size of the 

household contribute to widening of the gap in labour supply by about 1.4 per cent altogether. 



67 
 

It is worth noting that positive coefficients are interpreted as increasing the labour supply gap 

and vice versa, for negative coefficients. 

5.4.2 Fairlie (2005) Decomposition 

In order to see how the above covariates in preceding decomposition affect the probability of 

women‟s participation in the labour market, the study implements a logistic regression from 

Fairlie (2005) decomposition. The labour supply gap obtained from this decomposition has 

been left out in this analysis for brevity purposes because it has already been reported in the 

preceding decomposition (Yun (2004) decomposition) and it is similar to the gap obtained 

above. 

 

Table 17 reports estimates from a logistic regression for the probability of participating in the 

labour market. Marginal effects and their standard errors are reported, standard errors are 

reported in parenthesis. Overall, young women are less likely to participate in the labour 

market than men; this is evidenced by the negative and significant coefficient for women 

across all age groups. Being a married woman has a negative effect on the probability of 

being in the labour market, reducing the probability of entering the labour market by 0.23. As 

expected, work experience increases the probability of being in the labour market. The 

coefficient of work experience shows that one more year of work experience translates into 

0.24 probability of being in the labour market. It is even higher for the youngest age group at 

0.52 and is lowest for the prime age group at 0.15 probability of entering the labour market. 

 

As expected, education is an important determinant of participation in the labour market. 

Each education level is associated with a substantially larger probability of being in the 

labour market. Individuals who have a tertiary qualification have a 0.81 higher probability of 

participating in the labour market than those with no education (the left-out category). 

Individuals who have a secondary school and primary school qualification have a 0.3 and 

0.47 higher probability, respectively, of participating in the labour market than those with no 

education. Being in a rural area is associated with about 0.3 probability of being in the labour 

force. Teenagers and young adults living in rural areas have 0.65 and 0.34 probability of 

being in the labour force, respectively, relative to being in a municipal town or city, 

suggesting that differences in job opportunities may exist between those living in Zambia‟s 

rural areas and those in urban areas. 
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Table 17: Fairlie (2005) Logistic Regressions for probability of being in the Labour Force, 

dependent variable is Labour force participation. 

Variable All Teenagers Young Adults Prime-Aged 

     

     

Women -0.4644*** -0.5174** -0.5768*** -0.3861** 

 (0.1067)  (0.2157) (0.174) (0.187)   

Age 0.0865*** -0.0021 0.1092** 0.01 

 (0.0155) (0.0778) (0.0555) (0.0627) 

Primary 0.4779*** 0.3308 0.5424 0.2537 

 (0.1448) (0.3036) (0.2288) (0.2646) 

Secondary 0.3096*** 0.7215 0.187 0.2122 

 (0.1177) (0.2521) (0.1851) (0.2208) 

Tertiary 0.8194*** -0.1430 0.4246 0.8824*** 

 (0.236) (1.0751) (0.415) (0.3379) 

Experience 0.2433*** 0.5265*** 0.2556*** 0.1577*** 

 (0.019) (0.0592) (0.0324)   (0.025) 

Married -0.2356* 0.1567 -0.0962 -0.3263 

 (0.1426) (0.5042) (0.2148) (0.2005)   

Rural 0.3007*** 0.6542*** 0.3422** -0.0938 

 (0.1018)   (0.2128) (0.1584) (0.1816) 

Number of Children 0.0598 0.3579 -0.049 0.1378 

 (0.0825)   (0.2567) (0.1762) (0.1015) 

Being a Parent -0.0242 -0.1133 -0.0201 -0.1982 

 (0.1779) (0.4903) (0.3025) (0.2736) 

Household size -0.1007*** -0.15*** -0.0946*** -0.0717** 

 (0.0186) (0.0387) (0.0284) (0.0338) 

Father’s Education     

Primary -0.0694 -0.2174 -0.4864** 0.553** 

 (0.1514) (0.283) (0.2439) (0.2778)   

Secondary -0.0438 -0.4296 -0.1091 0.444* 

 (0.1345) (0.2717) (0.2046) (0.2502) 

Tertiary -0.0884 -0.7403** -0.105 0.487 

 (0.1649) (0.3423) (0.2617) (0.2984) 

Mother’s Education     

Primary -0.2953** -0.1671 -0.442** -0.1349 

 (0.1289) (0.2611) (0.1984)  (0.2329)   

Secondary -0.0703 -0.0051 -0.2388 0.0473 

 (0.1375) (0.2765)   (0.2099) (0.2593)   

Tertiary -0.0045 0.1982 -0.1189 0.0732 

 (0.2159)   (0.4147) (0.3772) (0.3754)   

Constant -3.0917*** -1.77840 -3.2554*** -1.1249 

 (0.3539)   (1.3959) (1.2187)   (1.697)  

Note: * p<.1; ** p<.05; *** p<.01 

Notes:  

(1) The sample consists of young people of ages between 15-29 years. 

(2) (2) Marginal effects (sample average of individual marginal effects) and their standard errors are reported from the 

logit regression as part of the Fairlie Decomposition procedure. 

(3)  Standard errors are reported in parenthesis 
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From the above analyses, the decomposition of the factors affecting the labour supply of men 

and women in their early career suggests that labour supply decisions are noticeably different 

among women, likely due to a number of factors that prevent women from smoothly 

participating in the labour market. These hindrances may include the lack of services to 

support child rearing and childcare. In other words, the choices for women are stark: either 

start a family or start working. Demographic factors such as marriage and the size of the 

household affect women negatively in the labour market and account for a sizeable share of 

the gender gap in labour supply. 

5.5 Discussion 

The results from this study show that young people‟s labour market experiences are critical in 

their early stages of professional life. Around this stage of their lives, young people take vital 

decisions regarding their family life and the labour market participation. However, this study 

has shown that decisions concerning family life and the labour market have consequences for 

women for their work experience, earnings and labour market participation. The wage gap 

from Mincerian equations in favour of men, which appears in the adult age groups, indicates 

that demographic factors such marriage and child bearing generate a wage penalty for women 

as they transition from being teenagers to being adults, particularly in their early 20s.  

 

The analysis from the first basic Mincerian equation confirms a wage gap in favour men of 

0.25 log points for young adults and 0.33 log points for the prime aged. The Oaxaca-Blinder 

decomposition confirms a wage gap in the 20-24 years age group with most part of the gap 

being attributed to the unexplained component. This is a confirmation that there may not be 

significant differences in human capital characteristics of both men and women but that the 

differences in the wage maybe due to the way the market rewards these characteristics or 

simply due to discrimination against women in the market. This finding is similar to what 

Pastore, Tiongson and Sattar (2016) found in Azerbaijan using similar data and methods. 

Furthermore, Juhn, Murphy and Pierce decomposition also confirms positive differences in 

wages in favour of men with price effects (the way the market rewards human capital 

endowments) explaining most of the gap for the entire sample as well as for the older age 

groups (20-24 years and 25-29 years) .  
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The above analysis shows that the early stages of young people‟s labour market experiences 

in Zambia, especially women, are critical. It is at this stage that women are to take critical 

decisions concerning labour market and family life; these decisions have lasting 

consequences for their work experience and earnings. A significant gap in labour supply 

between men and women emerges among young adults in their early 20s, where the gap in 

labour supply goes up to over 10 per cent. The hours of work for women also keep reducing 

as they transition to adulthood. The gap in hours of work turns to negative for women  in the 

older age group, by about 4 hours on average, to positive for men in the same group 

consistent with what Bertrand, Goldin and Katz (2010) found using data for American young 

professionals in the financial sector. These differences have a direct immediate effect on 

wages of both gender groups. The unconditional wage gap, which is not statistically different 

from zero for the youngest age group (teenagers), turns negative for the young adults and 

prime-age women who work.  

 

In their late 20s, the gender wage gap in the augmented Mincerian equation approaches 28 

per cent, consistent with what Pastore (2006) found in Mongolia using SWTS data and what 

Bertrand et al. (2010) found in the United States of America. The presence of a statistically 

significant gender wage gap among the young adults (20-24) and the prime aged (25-29) in 

the sample is a confirmation of the significance of providing child-rearing facilities and other 

arrangements to prevent the emergence of the gap at a later age. Challenges that are linked to 

maternity affect the gender wage gap in part by eroding female‟s opportunities in terms of 

readiness to work and in finding a job (Edwards, 2006). Blau and Kahn (1992) emphasize 

that social policy affecting women's overall employment and government policy that 

influences the structure of wages throughout the economy are probably more promising 

avenues for promoting labour market advances for women (Blau and Kahn, 1992).  
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CHAPTER SIX 

CONCLUSION AND STUDY RECOMMENDATIONS 

6.1 Conclusion and Policy Recommendations 

To understand the nature and extent of the wage differentials in Zambia‟s labour market, this 

study utilized the uncommon SWTS data collected in 2014 in all provinces of Zambia by the 

International Labour Organization (ILO). This data is unique because it offered a rare 

opportunity to examine the experiences of young workers at the beginning of their career, as 

they left school and entered the labour market. The data is also valuable for policy, 

considering that very little was known about the gender gaps in wages and labour supply as 

well as the evolution of these gaps in Zambia, particularly the early labour market 

experiences of young people. This study finds that women are substantially less likely to be 

employed and less likely to earn more than their male counterparts. 

 

The empirical analyses show the existence of the wage gap between young men and women 

in Zambia. The individual characteristics such as age, marital status and level of education 

play a key role in explaining the size of this gap. From the Mincerian OLS regression results, 

the wage gap ranges between 17 per cent and 33 per cent. The basic Mincerian equation 

reveals that the wage gap is more pronounced in older age groups than in teenagers below the 

age of 20 years. This shows that wage differences begin to emerge as young people start to 

make decisions about family life and work.  Results from the Oaxaca and Blinder 

decomposition point towards the possibility of discrimination in the labour market. That is, 

the market rewards men and women differently despite having similar human capital 

characteristics. 

 

These findings imply that a wide wage gap in the labour market is not only explained by 

characteristics such as work experience, marital status and education but also that stereotype 

attributes may be the possible explanations for discrimination against women. However, it 

has been observed that female remuneration is not based on discrimination alone rather it also 

depends on other factors such as the education level and could be a potential reason to 

increase gender wage differential in the labour market. Occupation segregation or gender 

stereotype attributes may also be the possible explanations for discrimination against women 

in the labour market. 
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This study provides clear policy recommendations regarding the findings herein. The 

presence of a statistically significant gender wage gap among the young adults (20-24) and 

the prime aged (25-29) in the sample is a confirmation of the significance of providing child 

rearing facilities and other maternity services. By staying home and attend to household 

duties, women are disadvantaged in terms of work hours and work experience and 

subsequently earn less. It is, therefore, important to provide more maternity services than are 

currently available in order to reduce the tendency of women to work fewer hours than men 

or withdraw from the labour market. 

 

Findings from the Oaxaca and Blinder Decomposition show the existence of discrimination 

in the way the market rewards similar individual human endowments.  The market rewards 

the same characteristics or human capital endowments differently for men and women. This 

suggests that the existing policy on equal-pay-at-work measures needs to be better enforced 

and adhered to in order to grant the same pay for the same productivity characteristics 

regardless of gender.  

Results from Juhn, Murphy and Pierce decomposition by different age groups show that the 

wage gap is either high in favour of men at the lowest wage distribution (25
th

 Percentile) or at 

the highest wage distribution (75
th

 Percentile). To address the disadvantages faced by females 

at the bottom of the wage distribution as found in the Juhn et al. decomposition; there is need 

for policy makers to implement minimum wage legislations in an effective manner by 

penalising the employer for violating the rule. This will result in an increase in the offered 

wages that will induce both wage equality, decent pay as well as induce women to participate 

in the labour market.  

This study has also established that there is a significant gap in labour supply between men 

and women, which is in favour of men across all age groups and the entire sample. It is the 

recommendation of this study that, steps that focus on reducing barriers to female labour 

force participation and encourage young women‟s participation in the labour market are 

taken. This will not only increase women‟s participation in the labour market but will have a 

positive effect on Zambia‟s economic growth as well. 

To encourage women who decide to stay home due to discrimination in the labour market as 

found in the Yun (2004) decomposition, there is need to enforce legal rights that will protect 

women against the discriminatory practices in the labour market. This will ensure that women 
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actively participate in the labour market regardless of any apprehensions they may harbour 

about the job market. There is also the need to invest in childcare facilities (establish more 

early-childhood education facilities) so that women are not interrupted with their careers or 

prevented from entering the labour force because of childcare activities. 

6.2 Study Limitations  

Even though more needs to be done in this research area, as there is always a room for 

improvement, it is worth mentioning that despite limitations attached to this study 

specifically regarding the unavailability of other important variables such as the size of the 

firm and years of schooling, the study does attempt to explore an ignored issue in Zambia. 

The unavailability of these two important variables limited the analysis in the sense that we 

could not determine the role of the size of the firm on wages. Full information on years of 

schooling could also have helped to fully explore the returns to education. Related to the 

above, study also faced a limitation concerning a smaller number of respondents with tertiary 

education, thus limiting the number of observations with tertiary education at the higher end 

of the sample. 

 

It is also the limitation of this study that the results herein cannot be generalised to the entire 

labour force of Zambia as it restricts itself to young people who are just transitioning into the 

labour market in the age groups commencing from 15-29 years, thus limiting the analysis and 

interpretation of findings to the age groups in question. 

 

According O‟Neill (1998), individuals maximise their utility in an unconstrained 

environment. Females maximise their utility to participate in the labour market in a 

constrained environment with certain cultural or religious and pre-market constraints 

(O‟Neill, 1998). It is again the limitation of this study that the quantitative impact of these 

challenges cannot be captured in the analysis. We had no measure of the number of people 

who were supported by the worker‟s income. Hence, our data did not permit the construction 

of an income to needs ratio or per capita income; such measure might have reflected the 

impact of worker‟s income on the probability to be in the labour market. 

 

Despite these limitations, the study distinguishes itself by using unique survey data of young 

people capable of giving a reflective picture of the experiences of young people in the labour 
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market in Zambia. It is also worth mentioning that these limitations cannot affect the quality 

of this study and it is justified to use this data in theory and in practice as it specifically 

contributes towards improving the literature pertaining to Zambia.  

6.3 Areas for Future Research 

Future research should explore the pay gap that may arise from between-firm differences in 

employment practices in Zambia.  There is also the need for research that is inclusive of all 

age groups of Zambia‟s labour market, this will help determine affirmatively how various 

human capital characteristics, related individual attributes, and demographic factors such as 

marital status and child rearing contribute to differences in earnings and labour supply in 

Zambia. An analysis of the survey that includes all age groups may also help determine more 

concretely the issues around education, especially tertiary education and its effect on the 

wage gap and labour participation between Zambian men and women. This will give more 

clearly, how differences in educational levels, especially tertiary education, contribute to the 

widening of the wage gap as education is taken as the main determinant of labour force 

participation in the Zambian labour market. 
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