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Abstract

This study examines post-pandemic gender wage gaps in Indonesia using SAKERNAS data from
2018 to 2023. OLS and RIF-OLS regression results indicate that gender wage gaps widened post-
pandemic, with female employees earning 30 percent less than their male counterparts on
average, narrowing to 23 percent after controlling for wage-related characteristics. The gap is
most pronounced among low-paid workers, where women earned 40 to 50 percent less than
men. Decomposition analysis across the wage distribution reveals that the majority of the gap
is driven by unexplained factors, reinforcing the persistence of the "sticky floor" and "glass
ceiling" effects, indicative of on going gender discrimination in the labor market. While factors
such as lower work experience, tenure, and working hours contributed to the gap, women's
higher educational attainment, increased formal sector participation, access to training, and
representation in white-collar jobs helped mitigate it.
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1. Introduction

Progress toward wage equality between men and women has been slow over the past few
decades (ILO, 2018). This ongoing gender wage gap could hinder efforts to achieve Target 8 of
the Sustainable Development Goals (SDGs) focusing on decent wages and gender equality. This
issue is also evident in Indonesia, where the gender wage gap remains around 20 percent based
on official data (Figure 1).
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Figure 1. Gender wage gap di Indonesia (%), 2018-2023

Source: (BPS, 2020, 2021, 2022, 2023, 2024)

Between 2019 and 2021, the gender wage gap in Indonesia narrowed (Figure 1). However, this
decrease was largely attributed to the economic instability brought about by the COVID-19
pandemic, where the contraction in male earnings primarily contributed to the reduced gap
(Panjaitan, 2023). This period also saw an increased labor force participation of women, as many
sought to supplement household income (Halim et al., 2023). As the economy gradually recovered,
the gender wage gap widened once again, reaching higher levels by 2023. Although the COVID-
19 pandemic has officially concluded, its long-term impacts on the labor market continue to be
felt, including high rates of underemployment, widespread informal employment, reduced
working hours, declining productivity, and persistently inadequate wages (Doleschel & Manu,
2021; ILO, 2023, 2024).

This trend is not exclusive to Indonesia. Among 22 countries, nine experienced an increase
in the gender wage gap in 2021/2022 compared to 2019, with the largest increase reaching 6.3
percentage points (ILO, 2022). The widening gender wage gap in several countries has been
attributed to labor market disruptions caused by the COVID-19 pandemic (Alon et al., 2020;
Botello-Pefialoza, 2022; da Costa Silva & Shinkoda, 2021; Doorley et al., 2021).

The gender wage gap is driven by both explained and unexplained factors. According to the
ILO (2020), some of the explained factors include managerial roles being influenced by stigma,
differences in working hours, career breaks, education levels, and other personal characteristics.
Wage increases tend to be associated with factors such as age, education, job tenure, formal
employment, and professional training, while women's wages are often negatively impacted by
marital status (da Costa Silva & Shinkoda, 2021; Kafabih & Ridwan, 2022; Panjaitan, 2023).

However, a significant portion of the wage gap remains unexplained. Sukma & Kadir (2019)
found that nearly 8o percent of the wage gap in Indonesia in 2016 was attributable to unexplained
factors. Even within sectors traditionally considered female-dominated, such as healthcare, more
than 22 percent of the wage gap remains unexplained(WHO & ILO, 2022). Wage disparities persist
in high-level positions, often influenced by gendered stereotypes, such as assumptions that
women lack ambition, are unsuited for certain tasks, face microaggressions, or are perceived as
overly demanding (Field et al., 2023). Even highly educated women continue to experience wage

N
o
N



Decomposition of Post-Pandemic Gender Wage Gaps in Indonesia: an Analysis Across the Wage Distribution

gaps compared to men (Botello-Pefialoza, 2022). The largest unexplained wage gap is typically
observed among women of reproductive age, likely due to career interruptions related to
traditional gender roles (Alon et al., 2020; da Costa Silva & Shinkoda, 2021).

To effectively reduce the gender wage gap, it is crucial to identify the key contributors to
both the explained and unexplained components of the disparity. One widely used method for
analyzing these contributors is the Oaxaca-Blinder decomposition, which breaks down the wage
gap into its component factors (Blinder, 1973; Oaxaca, 1973). However, this approach only
provides decomposition at the mean, offering a limited view of the wage gap.

To obtain a more comprehensive understanding, particularly regarding wage disparities
across different points of the wage distribution, alternative decomposition methods, such as the
Recentered Influence Function (RIF)-Oaxaca, can be employed (Firpo et al., 2009). This approach
enables analysis of the wage gap across the entire distribution, shedding light on phenomena like
the "sticky floor" and "glass ceiling." The "sticky floor" refers to the disproportionate
concentration of women in low-wage, low-mobility jobs with limited opportunities for
advancement (Arulampalam et al., 2007), while the "glass ceiling" describes the barriers preventing
women from advancing to higher leadership or management roles, despite their qualifications
and capabilities (Cotter et al., 2001).

In the Indonesian context, most gender wage decomposition studies conducted before the
pandemic focused either on the mean e.g., Pirmana (2006), Sukma & Kadir (2019), Suharyono &
Digdowiseiso (2021) or across the wage distribution e.g., Potratke & Ursprung (2012), Taniguchi &
Tuwo (2014), Sohn (2015). These studies consistently found that the largest portion of the wage
gap remained unexplained, often due to gender discrimination that negatively impacts female
workers. Observable characteristics contributing to the gap included education, work experience,
and occupational segregation.

Research on the decomposition of gender wage gaps during the pandemic in Indonesia is
limited. For instance, Panjaitan (2023) only analyzed the gap at the mean. Moreover, to our
knowledge, comprehensive studies on the decomposition of post-pandemic gender wage gaps in
Indonesia are not yet available.

Our study seeks to fill these gaps by investigating and decomposing gender wage gaps in the
post-pandemic period, both at the mean and across the wage distribution. It aims to address the
following three research questions: 1) How has the gender wage gap evolved at the mean and
across the wage distribution following the pandemic? 2) What are the contributing factors to the
development of the gender wage gap at the mean and across the wage distribution post-
pandemic? 3) Do the glass ceiling and sticky floor phenomena persist in the Indonesian labor
market after the pandemic?
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2. Research method
2.1. Data and variable selection

Our study employs microdata from the Indonesian National Labour Force Survey
(SAKERNAS), conducted annually in August between 2018 and 2023 by Statistics Indonesia (BPS),
encompassing a representative sample of 300,000 households. This research seeks to address
three principal questions by analyzing a dataset of 1,186,269 individuals classified as employees,
including laborers, formal employees, and casual workers across both agricultural and non-
agricultural sectors. Notably, our estimation of the overall gender wage gap diverges from the
official figures reported by BPS (Figure 1), which exclude casual workers. The sample comprises
362,169 individuals from the pre-pandemic period (2018-2019), 618,848 from the pandemic period
(2020-2022), and 205,252 from the post-pandemic period (2023), with the pandemic period
defined in accordance with the official timeline established by the Indonesian government. A
comprehensive description of all research variables is provided in Table 1.

Table 1. Summary of research variables

Variable Definition Mean Std. Dev
Lwages The natural logarithmic of nominal wage 14.399 0.92
per week
Female o for male (reference category) 0.341 0.474
1 for female
Married o unmarried (reference category) 0.705 0.456
1 married
Household Number of household members in which 4.099 1.617
members an individual belongs to (person)
Household Number of household members who are 3.056 1.26
members 15+ 15 years old and above in which an
individual belongs to (person)
Education The highest education level completed 3.0926 1.8017
completed by an individual: 1- no
education/elementary school (reference
category), 2- junior high school, 3- senior
high school, 3- vocational, 4- diploma
1/2/3, 5- university
Age group Age of an individual: 1- 15-34 years old 1.0432 1.0702
(reference category), 2- 35-44 years old,
3- 45-54 years old, 4- 55-64 years old, 65
years old and above
Experience Working experience of an individual 20.917 13.749
(year)
Tenure Working tenure of an individual (year) 9.066 9.566
Working Hours The average working hours of an 39.651 15.79
individual per week (hour)
Full Employment status of an individual 2.6667 0.6033
Employment based on average working hours per

week: 1- severely underemployed
(reference category), 2- underemployed,
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Variable Definition Mean Std. Dev
3- fully employed
Trained Participation of an individual in work 0.213 o.41

training: o- untrained (reference
category), 1- trained

White collar o-blue-collar (reference category) 0.311 0.463
1-white-collar
Laborer Type of individual employment: 2.708 0.626

o- casual workers (reference category)
1- labourer/employee

Formal Formality status of employment: 0.801 0.399
o- informal (reference category)
1-formal

Urban The residential area of an individual: 0.542 0.498
o- rural
1- urban

Pandemic Pandemic periods: 1- pre-pandemic, 2- 1.8677 0.6788
pandemic, 3- post-pandemic

Industry The economic sector in which an - -
individual works, consists of 17
industries (agriculture as the reference
category)

Province Provincial dummy (Aceh Province as the - -
reference category)

2.2. Data and variable selection
2.2.1. Gender wage gaps and decomposition at the mean

This study uses SAKERNAS data from 2018 to 2023 to examine gender wage gaps before,
during, and after the pandemic. The analysis begins with a basic wage regression, using survey
weights to estimate gender differences in nominal wages (log-transformed) but initially only
captures the overall gap without controlling for other factors. To address this, we estimate the

Equation (1) below:
YVi=aG+X'if+¢ (1)

where Y, is the natural logarithmic of the nominal wages; G; is gender dummy variable (o= if
an individual is male, 1= if an individual is female); X; is a vector of covariates containing wage
determinants as well as a pandemic, industry, and provincial dummies in Table 1; and ¢; is an
error term that is assumed to be independently and identically distributed with mean zero and
constant variance. The regression coefficient of gender variable measures by how much the wage
of female employees on average is lower or higher than their male counterparts, which is
calculated using the formula:(e®* — 1) x 100%, and the existence the wage gender gap can be
checked by testing the significance of a. The. We also estimate the wage regression equation
separately for men and women. This setup isolates the gender effect on wages after accounting
for other variables. However, a Blinder-Oaxaca decomposition is used to identify specific factors
contributing to wage differences. This method splits the gender wage gap into "explained"
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components (differences in observable characteristics) and "unexplained" components
(differences in returns to these characteristics).

In our analysis, employees were labelled as groups of F for female employees and M for male

employees. The mean wage of the two groups is denoted as Y,, and ¥; respectively. Therefore,
AY = Yy — Y5 (2)
In the context of linear regression, Equation (2) can be rewritten as:
AY = Xy Py — XrBr 3)
where X} and X}, are the vectors of mean estimates for observable characteristics for the two
groups, respectively, while 8 and f,, are the vectors that contain the least-squares estimates of
the regression coefficients for the characteristics of each group, respectively. Equation (3) then

can be denoted as the decomposition of the gender wage differentials into two components,
which are explained and unexplained components as in Equation (4)(Jann, 2008).

AY = (Xy — )?F)’BM + )?I;'(BM - BF) (4)

where (X, — X)'By refers to the explained component of the wage differential that is
contributed by the gender differences in the levels of observable characteristics (endowment
effect), while X; (B, — f) accounted for the unexplained part of the wage gap that is contributed

by the gender differences in returns to the same set of observable characteristics (structural effect)
(Blinder, 1973; Jann, 2008; Oaxaca, 1973).

2.2.2. Gender wage gaps and decomposition across the wage distribution

The study applies the Recentered Influence Function (RIF) regression (Firpo et al., 2009) to
explore the wage gap across the wage distribution. This approach analyzes the effect of variable
distribution changes across different wage quantiles. The RIF decomposition extends Blinder-
Oaxaca across wage percentiles (Rios-Avila, 2020), allowing for a more nuanced view of how the
gender wage gap varies throughout the wage distribution (Rios-Avila & de New, 2022).

The dependent variable was replaced with the RIF of the relevant distributional statistic,
which is the unconditional quantile (Firpo et al., 2009). Specifically, if we consider the t* quantile
of the wage distribution, the method defines an Influence Function IF(y; q,) as a dichotomous
variable that takes on the value —(1 — 7)/f, (q;) when the dependent variable is smaller than or
equal to the quantile g, and 7/f,(q,) otherwise. Thus, the function can be written as

RIF(y;q,) = q, +IF(y;q,) = q, +—;y((+«)z) @

where 1(y < q) is an indicator function; f, (q,) is the marginal density distribution of the
dependent variable; and g, = Q. (y) is the population t-quantile of the unconditional distribution
of the dependent variable.

206



Decomposition of Post-Pandemic Gender Wage Gaps in Indonesia: an Analysis Across the Wage Distribution

3. Results and Discussion
3.1. Development of employees’ characteristics

The statistical overview provided in Table 2 reveals several consistent characteristics of the
workforce across the pandemic period. A significant portion of employees, regardless of the
pandemic's onset, tended to have lower educational qualifications (up to junior high school),
were relatively younger (under 45 years of age), lacked formal training, occupied blue-collar
positions, worked in full-time and non-casual employment (primarily as laborers), and resided in
urban areas. Furthermore, the majority were employed in the formal sector, particularly in the
services industry. However, a marked shift occurred during the pandemic, with a notable rise in
the proportion of employees working in the informal sector. Similarly, there was a significant
increase in the share of underemployed individuals (both moderately and severely
underemployed), casual workers in both agricultural and non-agricultural sectors, and
agricultural employees.

In contrast, the pandemic period saw a sharp reduction in the average weekly working hours,
the proportion of employees with lower educational attainment (junior high school or less), and
the share of workers in the manufacturing industry. Post-pandemic, there was a continued
decline in the number of employees in agriculture and manufacturing, while the services sector
expanded, highlighting a structural shift from traditional sectors such as agriculture and
manufacturing to the services sector as a result of the pandemic. These shifts had
disproportionate effects on male and female employees, with an increase in the concentration of
workers in lower-wage occupations and a corresponding decline in average wages during the
pandemic period.

From 2018 to 2023, the gender wage gap fluctuated, narrowing the most during the pandemic
years (2020-2022) but widening again in the post-pandemic phase (2023). This persistent wage
disparity underscores the enduring gender wage gap in the Indonesian labor market. Wage
distribution plots in Figure 2 demonstrate that the gender wage gap extends beyond average
wages, manifesting across the entire wage distribution. This is particularly pronounced at the
lower end of the wage spectrum, indicating the presence of a "sticky floor" effect, wherein female
employees are more concentrated in low-paying jobs. Male employees’ wage distribution is more
centrally concentrated, while female employees experience a left-skewed distribution across all
periods, with minimal variation between the pre-pandemic, pandemic, and post-pandemic
phases. This suggests that the gender wage gap remained relatively stable throughout 2018 to
2023.

While the initial summary of mean wage differences (as presented in Table 2) and wage
distribution plots (Figures 2) provide valuable insights, these analyses do not account for various
factors that could influence wage differentials between male and female employees. Thus, further
empirical investigation is necessary to adjust for other relevant determinants, such as employee
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characteristics, in order to obtain a more accurate estimate of gender wage disparities (Blau &
Kahn, 2017).

By conducting more detailed multivariate analyses, future research can offer a more nuanced
understanding of the underlying factors contributing to the persistent gender wage gap in
Indonesia, particularly in light of the structural labor market changes induced by the COVID-19

pandemic.
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Figure 2. The development of wage distribution by gender, 2018-2023
Source: Author’s calculation

[ 208




Decomposition of Post-Pandemic Gender Wage Gaps in Indonesia: an Analysis Across the Wage Distribution

jusmdordmwry g

(3Pam 12d smoty)

LSmrg +or'ge 6lzsy 109TF LT0T6 zhEgt tegk  Ogg6e LTS e 6g +Egttr  gFEzd smmoy Sunjiopn

LLoTT Q0T'g ELF6 LSor6 LS00 g6t'g £5H6 LETo L90g0 gl g o1g°L (1e2f) anua L

FIGT 6zT'gl fogror 65061 ool Seb gt toze  16T0%T LTI9T F1o-g1 gzgor  lglot (1e24) 20UALI2dxg
£oE'0- %) o 6F1T gFzz Foo- btz otz Likz TI0°0 FL6T 9361 7961 +S9
£fo0'0- £Feg €8 178'g LO1E0 tFo'g gt'g cSeg L0gl0 1669 gltd &L +g-2%
LT €Lzl SFegr gIrgl L9791 FEF-L1 [=ToR <) tzigr LIgET oro~Lt +rgr gbt-Lt +e-5F
LOcge £ETET 66'Cz  FCoST L195T tottz Szo'gr  19T'ST JFooz 19T°€T Clece gggtT tF-cE
LSOLE- 66/gF tooSt  oFToF Lot tig gt THE £z9'CF Loled- CElot 6StgF  goglit Fe-C1

(0g) sdnoany 28w
b grle togrzr Okl LS5 ET- 1546 66rTI 99991 LTO5TI- 155-€T 656t zllGt Ausraatun
LLEE- 70°g Stz 1Zg°E Ml 9T9'g LEST [sT-ToR JFrot- 6llig cclz 6lot £/z/t ewopdig
LJ00°E £667€1 +oglt Figrgn Lgge 6ge-cr olzlt ¥66°G1 LLFTE z8g'T1 666:Ct  Fobdr [Euogedo)
LFOLE [Tl gt gloTE LEFCE £okgr SFg1r  Ligoz LOLTE FO6-L1 Lz €6r0T  [ooy2s ySIY 101u2g
L05g°C £09'TI TgTll SoFSr L5896 Lozt Frl-ln 6Fg St LOLOF TCTET €751 €601 [ooyds YSIY Totun|

Lorot 6zie qlfgr  Efgbe WA Q€T gz¥gr  grdoT 553] puE
LSTTF 1L5Ct ggl6z  Fgr [ooyos Arejuamuary

(94) uoneonpy

paie[duron

g10°0- L6t 610'T bz GEoro- Gzo€ 66T Too'E (uosrad) +51

£roo- Ggrt ThTE cre quizy Pployasnoy

Lm0 glig F6g€ gSg 't L9600 6g8€ Lgbe gS6E (uosad)

L5000 ot cgr Ford quizy Pployasnoy
LgEFo1 10F 6% 6gg'6g Stkog LSLF T 6g 09 Sorzl  ©gtgo L8566 Sor1g oo 1l gglly paLLIely

LgEFror- 665 ot 19T'0¢ sl 53 LSl e 68 Ceglz gigit paLLIET
.856-0- cogge Lebgr  Tioet a3 /pauarely 10N

(96) patirepy

JoF 0 gbT 1 Logbr  SgSdr LLSEo Lirdt et gkt 09t FoT 1 €951 e (saBem)uy

VUYL e BN [EloL VUYL I[EWR EN EioL 0URIFIJ S[ewg AW [ElcL —
(z&zCoz=u) Jnuapued 1504 (gbg‘grg=u) (zrozT-0ToT) JNUApUR] (6g1'T9t=u) (6102T-g10T) JTW2pUR-21g .

smuspued Jo pouad a1 pue Ispuss Aq [qeLIeA 311 JO SONISTEIS ATPUIung T a[qe],

209



J-naker el Kby

LLTEE- kT 6g +16'tg  Soo'lg LLloT- 6otlg gtktg  Littg LIE9T- £EEgg toltg gtrto sDIAIRG
LS0°E- 6F6-61 66g'g1 6Lt L90g°€E- Szloz 6l Q08'gT «£28EE- £19'1T SzT'gr 6EC61 Ansnpuy
LSPET g6z o £FgT £lg1 Lz +rTo 95T €991 ooz Lozo 08T zolt Sururpy
otk s ot kot TTT'EL LIGTE £ToT Sgogr Tilbt LoThT gelm tgobt 1Tl 2mMousYy
(95) Ansnpug
LIT9E- L1769 6¥5Sg  [Elgg LFLE- £Slg 6L€g £zo'Sg 09075 g1g'Lg L¥lzg  Sibtg ueqin
LJTgE £g 0k 15+ FE foTEt JFLE LzE 1T°9E LIGFE L090°% Fgrze €oTrlE Cgt-cg ey
(%) weqin
LOrlg- g'9g8 ogll  zElog JIFTor- glCCg LeFcl 1glgl L099°g- cgtag gigll  Lggog [emiog
LOFlg 6gEtr Qfr'TT ggT 61 JIPTor kbt =T B o] e L099°g e e torze £EE61 [eULIOJUT
(96) Lameuzoguy
aaforduwra/121noqe]
LOrlg- g 9Q zggll  wElog JIFror- gltSg LEFCL  1glgl L099°g- Cgtog otg-LL Lggrog
I2MI0M [ENSED
.99€'q S99°% 1tobt lgTm LJLE6 juisge oSt gThHT LLE0D 16+ go6ft  gbbor 2IMMOUSE-UoN]
L850 Szl Lorg 196°L M rAS no'g gt 6 +OTH L0958 0- +gsg S1T'g LeEg I2YI0M [ENSED LSV
(05) 10qET
e v gt +T561 Tzl ge LTEO0T- Lisof €gL-01 Lgtgt LElorot- 105-6€ Q15 0T zOlgT IE[OD 2T AN
LIFOTE FECgs gitog glzel LLEO 0T ot 6% Citrog  E1SEL LElo6r 6ot og zgk'6l gorEl Ie[jo2 2nig
(96) xeqIoD 33TUM
LTEF L glTge trgor  6gTtT LOoFol- gbl-€z Lbggr  1E0"O1 Lot +Fogt FLETT j(slrad paurei]
LZEFL Fel1h olrol  1€Elgl Lorol tizgl fof'tg 6l60g Lot 9t6Eg grg'gg Oolg pauren 10N
(%) paute1L
LS9TEr 6zel +6F+g Slrog LIo6° €t tol¥g Soggl  TQoFL Lol €Cgel g9ftg ﬁm._m JjuRuriordurm [ng
3L 6- Firic 968 1T gel bt LLE0 G- 005z £gbCt  thogr LOrtg- gb-61 o 19°€1 Juauriordurarapun
Jauriojduraapun
L295°E- L6+L 606'E ggo§ JFogb- gtz ot TlES 9l6'g LE9TE- 999'9 109°E Clg+ 212425
Eplichei g T ek AR [E1oL VUG  I[EWRg RN [E10L 20U aeuI2 g Bl 0 [E10L —

(z5z'CoT=u) oTmapue 1504

(gFg‘gro=u) (zTToT-0TOT) JMUpUE]

(0gr'zot=u) (O10Z-g10T) JTWAPUR-21]

210



Decomposition of Post-Pandemic Gender Wage Gaps in Indonesia: an Analysis Across the Wage Distribution

wxyB5TOO v EQTO0 xx90TO0 Ly TRTO'0 aouanradxy
(zokoro) (STzoro) (obzo o) (6L10°0)
e OFE0 «xx0TE0 ey €TL0 w9050 +Sg
(geToo) (6510°0) (£910°0) (trora)
***waﬂ-o ‘.ﬂ.ﬂ\.ﬁ.w.h.m-o *%*NH.T-U **ﬁmﬂm.o mwlmm
{zC10°0) (1L60070) (olgoora) (oogooa)
ayPITO LxyTTO00 xxFOTO N ca o) +5-CF
(ttgoo-0) {gtgo00) {65S0070) (Lgtoo0)
£lgoo0 uy1OTO O LgSo00 FFgooro- Ph-CE
sdnoin a8y
L10'0 00
(9 ) (gmor0) (goto°o) (£L600m0)
ﬁw*w.@h.o ﬁu;&mw.o w.ﬁa.lwm.o #;&.T—wm.. o .m“_.mmhwb.mn:
(g6t0°0) (¥z10°0) (Lz1070) (Eot0°0)
wxx0LC0 way 2060 P o1 ] N 1] £/z /1 ewopdig
(ggboo o) (L&L000) (zogooro) {¥1900°0)
wxnPRTO cxxGVED wnnT8E0 nxDEED [euonedop,
(¥otoro) {ooloo o) (goloo o) (gzgoo'0)
ey IST0 wexEOE0 xx90E0 w9070 [00Y25 ySI1L] 10MU2g
(6+bo00) (¥zSo070) (SzCo0'0) (1o¥o0-0)
wexBF900 wxyl0b00 wxx 91000 Ly TLRO0 1o012s YSY Iotun{
uonjeonpyg pajerduo)
(€5£00°0) (Lofoo0) (€gzoo0) (£gto00) +5G1
LSEgooo- 0090070~ ny L0900 0- xyxTEQOO"O- Iaquiy plotasnoy
(gtzooo) (ob100°0) (S6100'0) (€moo-o)
£foo'o- wE9Fo0 - Glzooro- Ly ToE000- IRqunp ploy2snoy
{6gSoo0) (Egbooro) (L1€0070) (LLzoo0)
Laxlo¥oo wex0gto0 wenEiFO0 wxxo9FO0 pRuIEp
(9gtoo o) (gglooo) (0ltoor0) (06g0070) {E€too ) (€zS000) (o1€00"0) (glSo00)
i«iﬂhN.DI ;x*.—G.T.Ol *%!Mmﬂ....ul «ith_m.m.‘. a- ::-.HMN.Ou «*«WWM. 0- ﬂ.ﬁm@mﬂ.ﬁul i*imWM.Ou I[ETI2]
pR[[ou0)  PI[ONU0IU[)  PI[[olu0)  pI[omuodu[y  pIoauc) pa[onuoduy  PI[[OOU0)  PIA[[0LU0IU[] (35em)5o1
(£zoT) JnuRpued 1504 (TT0T-0TOT) JTWRPUE] (6102-q107) DTIIRpuURd-214 (EzoT-g10T) [B10L :a[qeLea Juapuadag

Ezotz-grot ‘syueuruLI=lsp pue des asem Jo Jusurdo[asa(] "€ s[qe],

211




J-naker el Kby

sasatpjuared aip) ut 10113

pIepuels Isnqol ‘qua312d 1 18 Juesyusis Juadiad ot e Jueaygusis |, Juaniad S e JueogruSis A[Eo1ISTIRIS | UOHBWIIIS? UL P2sn 2dam siySam A3AIng (230N

qgFo oo 1o¥ 0 1£0°0 alFo oo I£Fo [foo parenbs—y
ST SoT z8rCotT gha-gro gkg-gro SUOTIEAISSqO
6o Tot []=) g +13 6979911 6979911 JO Iaquunpy
(gtco0) (otIo"0) (FgEoro) (goto0) (£g9zo0) (1z10°0) (oozo0) (6oto-o)
K Wmh e iﬁﬁo.ﬁ..y ﬁ*ﬁwm..ﬂl_” Ll Wmm..—v.._” ﬁﬁi.vmuﬂl_” .s.,..:smm ..TH wiﬁw—w.ﬂl_” iw*__ﬁm..TH HHHEWEOU
a7 paxly
sak sak sak sak sad 53z sak sag Ansnpuj pue 2ouraoig
oN oN oN oN oN oN sak sax pouad srurapueg
(Selooto) (Lggo00) (SoSoo-0) (SzSoo0)
wx9480°0 58010 xuxE0T0 - ueqin
({1z0"0) (€l10-0) (gg10°0) (¥Ero o)
exx00T'0 cnsFOT'D wxnT0OO0'0 = 1 o] [euLIog
(€L10"0) (gT10°0) (t€1070) (zot0"0)
xnabgO0 wusCETO wxxIET0 enaFETO Ialoqe]
(gFrgoo-o) (£€S00"0) (z9%00°0) (zg€o0'0)
wxaPITO cyxE5TO 5 o cxxTPTO IE[[0D AT AN
(16S000) (¥itoo0) (Llgoo-0) (z6Eo00)
E..:smm—.o :x#mmﬁ.o xsth._”.o .sx;m.m._”._u paureil
(oozoro) (¥L10°0) (¥<1070) (€T1070)
wuy 150 w0190 cunTIG°0 cus 2850 juaurfofdwa g
(F610°0) (9510°0) (6E10'0) (6ot0°0)
xx99T°0 wxxEOEO «4x9TT0 wxgIEED Juaurfopdurarapun
juawfordury g
(SFzooo0) (grzooo-o)
(9gTo00°0) (€St000°0)
«29T500°0 «xx0Tl000 xyl99000 wxx 80000 smoy Sunjropy
(ggtoo o) (6moo-o) (g€10070) {otgooo-o)
wrnEEE0T0- wxnFTEO O- wuxOTEDO- wunLEE0T0- 00T/ 2INUA L,
(ofgoo00) (16tooo-0) (gb¥ooo-0) (€ELE€0000)
wxyLTTO°O < 9TTO0 wanOFTOO cnxFETOD Ry
(tg100"0) (eF100'0) (LE100°0) (€mooro)
vy EPQ0°0- «xx2890"0- wanEglo0- wxyO0l00- o01/-20uatradxy
(L€gooo-o) (ziLooo-0) (S6g90000) (SStoo00-0)
pa[omue)  PI[[OXUWOdU)  PaI[[0IUC])  PI[[ONU0dU)  PI[0OU0)  PI[[O0NAUOUN  paonuol  paI[[oaucdun) (8em)Bof

(£zoz) o1uRpued 1s0d

(zzoz-0T0T) DrUIRpuUeRg

(6107-g107) Jrepued-31d

(£Ezoz-groT) [e10L

:2[qeLea Juapuadacg

212



Decomposition of Post-Pandemic Gender Wage Gaps in Indonesia: an Analysis Across the Wage Distribution

3.2. Gender wage gap estimation and decomposition results

The estimation results for the wage equation, irrespective of the pandemic period, confirm
that education provides positive returns for both male and female employees, with higher
educational attainment strongly correlating with higher wages. Furthermore, wages increase
significantly with other factors such as age, work experience, tenure, working hours, formal sector
employment, urban residency, and white-collar occupations. These findings are consistent with
existing literature that highlights the significant role of human capital and employment
characteristics in wage determination (Blau & Kahn, 2017; Psacharopoulos & Patrinos, 2018).

The wage equation estimates, both uncontrolled and controlled for other factors, reveal
persistent gender wage gaps from 2018 to 2023, regardless of the pandemic period (as detailed in
Tables 3). On average, without adjusting for other wage determinants, female employees earned
30.79 percent less than their male counterparts. After controlling for observable characteristics,
this gap narrows to 22.82 percent, indicating that differences in characteristics between male and
female employees significantly explain a portion of the overall wage disparity. This is in line with
prior research, which has found that gender differences in work experience, sectoral employment,
and job characteristics contribute to the wage gap (Goldin, 2014; Olivetti & Petrongolo, 2016).

However, differences in the returns to these wage determinants between men and women,
as depicted in Figure 3, suggest that a portion of the wage gap remains unexplained by measurable
factors. This unexplained component points to potential discrimination or other structural
factors contributing to the gender wage disparity. Decomposition results using both the Blinder-
Oaxaca and Recentered Influence Function (RIF-Oaxaca) methods—at the mean and across the
wage distribution—confirm that the majority of the wage gap is driven by unexplained factors,
consistent with findings from studies that highlight the persistence of gender discrimination in
the labor market (Fortin et al, 2011; Jann, 2008). These unexplained factors may include biases
in hiring, promotion, and wage-setting practices, as well as broader societal norms that restrict
women’s full economic participation.

3.2.1. Pre-pandemic

Prior to the pandemic (2018-2019), female employees earned on average 30.79 percent less
than their male counterparts, without controlling for other employee characteristics (Table 3).
After adjusting for various factors, the gender wage gap significantly decreased to 22.20 percent.
The Oaxaca-Blinder decomposition in Table 4 reveals that approximately 31.79 percent of the
gender wage differential can be attributed to differences in characteristics between male and
female employees, commonly referred to as endowment factors. This finding is consistent with
the research of Sohn (2015) and Sukma & Kadir (2019), which similarly emphasize the role of such
endowment effects in explaining wage differentials. A substantial portion of the explained gap is
driven by industrial dummy variables, reflecting differences in the distribution of male and female
employees across industries with varying wage structures, suggesting occupational segregation.
Women are more concentrated in lower-paying industries, while men are more likely to be
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employed in higher-paying sectors. Other significant factors contributing to the explained

portion of the gap include differences in work experience, tenure, full employment status, and

average working hours, as indicated in Table 2, where female employees generally lag behind

their male counterparts, particularly in terms of tenure and work experience.
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Figure 3. The predictive margin of selective variables of wage equation by gender (pool

sample)

Source: Author’s calculation

The negative coefficient for education in the explained component of the wage regression

indicates that excluding education from the model would increase the gender wage gap by

approximately 9.14 percent. This suggests that education has played a critical role in reducing the

overall wage gap, as women in Indonesia tend to have higher educational attainment than men,
positioning them to access higher-paying jobs. Similar findings are reported by Budig et al. (2021),
who also emphasize the role of education in reducing gender disparities in earnings. Additionally,

other factors such as participation in job training, as well as women’s involvement in formal,

white-collar, and stable full-employment roles, have further contributed to narrowing the wage
gap during this period. However, despite these contributions, a significant portion of the wage

differential remains unexplained.
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The decomposition across the wage distribution reveals that the largest wage differentials
occur at the lower end of the wage scale, with the gap progressively narrowing at higher wage
levels. This pattern suggests that the gender wage gap is predominantly an issue for low-paid
workers, driven by factors such as occupational segregation, caregiving responsibilities, and
reduced bargaining power among women. Studies such as those by Blau & Kahn (2017) similarly
document that women, particularly in developing economies, are overrepresented in low-paying
sectors like caregiving, retail, and hospitality, which offer limited opportunities for upward
mobility. In contrast, men are more likely to occupy higher-paying jobs in industries such as

manufacturing and construction.

At the lower end of the wage distribution, 30-40 percent of the gap is explained by observable
characteristics such as work experience, where women generally have less experience than men.
However, at the upper end of the distribution, nearly all of the wage gap remains unexplained,
with negative signs in the unexplained component indicating that, even with better
qualifications, women continue to earn less than men in higher-paying positions. This reflects
both the "sticky floor" and "glass ceiling” phenomena, where women are disproportionately
confined to the lower end of the wage scale and face significant barriers to breaking into higher-
paying roles, despite their qualifications. The persistence of these structural barriers is well-
documented in the literature, with authors such as Arulampalam et al. (2007) and Goldin (2014)
highlighting the dual constraints of occupational immobility and gender-based discrimination
that limit women’s access to high-paying roles.

Table 4. Oaxaca-Blinder Decomposition of Wage Gaps, 2018-2023

Pre-pandemic (2018-2019) Pandemic (2020-2022) Post Pandemic (2023)
1. Gender
differential
Mean male 14.56™** 14.53*** 14.70***
log(wage) (0.0118) (0.0106) (0.0110)
Mean female 14.19*** 14.18*** 14.30%**
log(wage) (0.0164) (0.0157) (0.0157)
Log (wage) 0.368*** 0.357*** 0.401%**
difference (0.00623) (0.00671) (0.00779)
z.gffcfr%;ct)esition Endowment Structural Endowment Structural Endowment Structural
Total 0.17*** 0.251%** 0.0993*** 0.258%** 0.129™** 0.272%*%
(0.00366) (0.00473) (0.00443) (0.00432) (0.00578)  (0.00499)
Share of the total
gap (%) 31.79 68.21 27.82 7218 32.17 67.83
3. Detailed
decomposition

Married 0.00470*** 0.0822%** 0.00561%** 0.105"**  0.00425*** 0.101***

(0.000348) (0.00527) (0.000571)  (0.00602) (0.000631)  (0.00609)

3

Household -0.000263 0.0457***  -0.000444**  0.0581*** -0.000154  0.0619***
Member (0.000189) (0.0145) (0.000186) (0.0105) (0.000275) (0.0169)
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Pre-pandemic (2018-2019) Pandemic (2020-2022) Post Pandemic (2023)

Household 0.000158*  -0.0760*** - -
0.000207*  0.0823*** 0.000114  0.0647***
Member 15+ (8.91e-05) (0.0126) (0.000112) (0.0m4) (8.99e-05) (0.0201)
Education -0.0958***  -0.0877*** -
-0.112%** -0.110™** -0.11***  0.0952***
(0.00293) (0.0106) (0.00324) (0.0120) (0.00365) (0.0143)
Age Groups 0.00573*** -0.0610™** - -
0.00167***  0.0589*** -0.000114  0.0408***
(0.000874) (0.00942)  (0.000626) (0.018) (0.0010) (0.0135)
Experience & 0.0382*** -0.0313" 0.0427*** -0.0350 0.0444***  -0.0523**
Tenure (0.00142) (0.0186) (0.00165) (0.0223) (0.00246) (0.0221)
Working Hours 0.0302*** -0.0871*** 0.0380***  -0.140*** 0.0315%**  -0.154™**
(0.000978) (0.0125) (0.00124) (0.0146) (0.00147) (0.0173)
Full Employment 0.0408*** -0.107%%* 0.0505***  -0.00888 0.0478***  -0192***
(0.00120) (0.0244) (0.00160) (0.0158) (0.00179) (0.0289)
Trained -0.00642*** 4.42e-05  -0.00975*** -0.00150 -0.0102*** -0.00319
(0.000405) (0.00128)  (0.000494) (0.00161) (0.000619)  (0.00301)

White collar -0.0252%** -0.00749* -
-0.0320™**  0.00966™* -0.0273"**  -0.0165***
(0.00129) (0.00410) (0.00139)  (0.00390) (0.00198)  (0.00446)
Laborer -0.0109™** 0.133** -0.0142*** 0119  -0.00817*** 0.287***
(0.00118) (0.0662) (0.00140) (0.0738) (0.00165) (0.108)
Formal -0.00862*** -0.156*** -0.0106™** -0.114*%* -0.0140***  -0.185"**
(0.00146) (0.0299) (0.00177) (0.0312) (0.00196) (0.0478)
Urban -0.00523*** -0.0601*** - -
-0.00405"**  0.0509***  -0.00317***  0.0328***
(0.000386) (0.00479) (0.000376)  (0.00568) (0.000396)  (0.00694)
Industry 0.143%** 0.108*** 0.133***  0.0656*** 0.167***  0.0963***
(0.00299) (0.0171) (0.00267) (0.0171) (0.00362) (0.0208)
Province 0.00685*** -0.0891*** 0.0103*** -0.107%** 0.00787***  -0.0550**
(0.00157) (0.0189) (0.00118) (0.0183) (0.00184) (0.0247)

Fkk

Note: Standard errors in the parentheses; statistically significant at 1 percent level of significance. **

statistically significant at 5 percent level of significance. * statistically significant at 10 percent level
of significance; the weight of the survey was used for estimation

3.2.2. During the pandemic

The estimation results presented in Table 3 reveal a slight reduction in the wage gap during
the pandemic, with the unadjusted gap declining to 30.02 percent. However, after controlling for
observable characteristics, the adjusted wage gap increased to 22.74 percent. This observed
contraction in the wage gap is consistent with the findings of Panjaitan (2023) and can be
attributed to various factors, including employment losses in lower-wage sectors, government
wage subsidy programs, the transition to remote work, and reductions in high-income bonuses
and overtime pay.

The pandemic disproportionately affected industries with a higher concentration of lower-
wage jobs, which are often dominated by female workers. As these sectors experienced significant
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job losses, the remaining workforce—comprising both men and women—was concentrated in
higher-paying sectors, contributing to the narrowing of the overall wage gap. This outcome is
consistent with the broader literature that highlights how structural shifts in employment can
temporarily compress wage disparities during economic disruptions (Blundell et al., 2020).
Additionally, the wage subsidies provided by the Indonesian government, which supported
approximately 12.1 million employees by December 2022 (Liputan6.com, 2022), likely played a
role in mitigating income inequality during this period, as suggested in similar analyses of wage
subsidy impacts (Kohler et al., 2022).

The shift to remote work also introduced greater flexibility in the labor market, particularly
benefiting women, who are often burdened with disproportionate caregiving responsibilities.
Remote work arrangements allowed women to remain employed or avoid transitioning into
lower-paid positions, thereby improving or maintaining their relative earnings compared to men.
This phenomenon is supported by findings in the literature, which show that flexibility in work
arrangements tends to reduce gender wage disparities (Weeden, 2005), particularly during crises.
Additionally, reductions in bonuses, commissions, and overtime pay—more prevalent in high-
income, male-dominated roles—likely contributed to the contraction of the wage gap during this
period.

However, the pandemic also saw an increase in the unexplained component of the wage gap,
as shown in Table 4 and across the wage distribution in Figure 4. The rising dominance of
unexplained factors suggests that gender-based discrimination may have intensified during the
pandemic. Such forms of discrimination likely manifested through biased hiring, promotion, and
compensation decisions, as employers may have relied on stereotypes or perceived risks
associated with female employees. Similar findings have been noted in studies examining the
exacerbation of gender inequalities during economic downturns, where discriminatory practices
become more pronounced (Hupkau & Petrongolo, 2020; Reichelt et al., 2021).

(a) All periods 2018-2023 (b) Pre-pandemic (2018-2019)
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Figure 4. Gender wage gap decomposition across the wage distribution by the period of
pandemic

Source: Author’s calculation

3.2.3. Post-pandemic

After the pandemic, the gender wage gap not only returned to pre-pandemic levels but also
widened further. Our estimations reveal that the overall wage gap increased to 33.03%, and even
after controlling for relevant variables, it rose to 23.81%, both figures exceeding those observed
prior to the pandemic. This widening was evident both at the mean level and across the entire
wage distribution (Figure 4).

This deterioration in the wage gap can be attributed to several factors. One key explanation
is the uneven recovery of industries, with sectors in which women are overrepresented—such as
healthcare, education, and service industries—experiencing slower recovery or undergoing long-
term structural shifts, while male-dominated sectors, including construction and manufacturing,
recovered more rapidly. Research has shown that industries traditionally employing a larger share
of women have been slower to bounce back from the economic shock of the pandemic,
contributing to the persistence of gender wage disparities (Alon et al., 2020; ILO, 2022).
Additionally, the long-term career impact on women who took time off or reduced their working
hours to assume caregiving responsibilities during the pandemic has been profound, making it
more difficult for them to re-enter the workforce or regain pre-pandemic earnings, as also
evidenced in previous studies (Neetha, 2021).

The increase in the wage gap may also reflect the reinforcement of traditional gender roles,
with women disproportionately taking on household and caregiving responsibilities during the
pandemic. Studies indicate that such dynamics tend to depress women's labor market
participation and earning potential, as they may face greater barriers to career advancement
compared to men who did not take on the same level of caregiving responsibilities (Collins et al.,
2021).

Moreover, the contribution of the "explained" portion of the wage gap—differences in
observable characteristics between men and women—has grown compared to the pre-pandemic
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period (Tables 4). This suggests that while structural discrimination remains a critical factor,
disparities in measurable attributes such as education, work experience, and industry
representation have become more influential in driving wage inequality post-pandemic. Studies
examining post-pandemic labor market outcomes similarly highlight the growing role of
observable factors in explaining gender wage gaps (Hupkau & Petrongolo, 2020; Shibata, 2021).

In light of these findings, addressing both structural barriers and the disparities in industry
recovery and caregiving responsibilities will be essential in narrowing the persistent gender

wage gap.

4. Conclusion and Recommendations

This study analyzes the gender wage gap in Indonesia across three periods—pre-pandemic
(2018-2019), pandemic (2020-2022), and post-pandemic (2023)—both at the mean and across the
wage distribution. The results show that the gender wage gap decreased slightly during the
pandemic but rose post-pandemic, surpassing pre-pandemic levels. Despite fluctuations, the
wage gap remained significant, averaging around 30 percent, and narrowing to 23 percent after
controlling for wage determinants. Decomposition analysis reveals that most of the gap is driven
by unexplained factors, indicating persistent discrimination against women in the labor market.
Observable factors such as work experience, tenure, and hours worked contributed to the gap,
though women's higher educational attainment and increased participation in the formal and
white-collar sectors helped mitigate it. The wage gap is particularly prevalent among low-paying
jobs, with "sticky floor" and "glass ceiling" effects persisting post-pandemic.

To address the wage gap, this study recommends enhancing women's skills through
education and workforce training, particularly in STEM fields, and encouraging equal access to
leadership roles. Strengthening labor regulations, such as paid maternity leave, and providing
supportive workplace facilities are essential to retaining women in the workforce. Additionally,
promoting gender equality in caregiving responsibilities is critical for creating a more equitable
labor market.
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