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Abstract

This paper examines the gender pay gap among young people aged 15-29 in Egypt,
Jordan, and Palestine. Using data from the 2021 Labor Force Surveys (LFS) of the three
countries, the analysis explores the factors influencing wages for both young men and
women and estimates the extent of the gender pay gap. We use the Oaxaca-Blinder
decomposition to identify the portion of the wage gap due to observable characteristics
versus discrimination. To further understand how the gap changes across the income
distribution, we apply Melly’s (2005, 2006) quantile decomposition, analyzing wage
disparities from the 10th to the 90th percentile. The results of this study reveal a positive
correlation between youth wages and factors such as higher educational attainment and
professional experience. The findings also reveal a significant gender pay gap favoring
male youth in Egypt and Palestine, with Egypt showing the largest disparity. In Jordan,
the gap is minimal and statistically insignificant, with female youth slightly out-earning
male youth on average. However, the Oaxaca-Blinder decomposition across all countries,
including Jordan, demonstrates a significant positive discrimination effect, indicating that
disparities persist due to discrimination even after adjusting for observable characteristics.
Additionally, the quantile analysis uncovers “sticky floor" effects in Egypt, where the gap is
larger at lower wage levels, and "“glass ceiling” effects in Palestine, where disparities widen
at higher income levels. Lastly, the present study provides practical recommendations to
address these disparities and promote gender equality among young workers.
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1. Introduction

Achieving gender equality remains a significant challenge in the Arab region. According to the
Global Gender Gap Index 2023, the Arab region exhibits the most significant gender gap
worldwide, with a recorded parity of only 62.3 percent. It is estimated that achieving full gender
equality could take up to 152 years (World Economic Forum, 2023). An essential dimension of
this disparity lies in the labor market, where Arab women face considerable disadvantages. In
2022, the labor force participation rate of Arab women was the lowest globally, at 19.9 percent,
significantly below the global average of 46.6 percent (United Nations Economic and Social
Commission for Western Asia (ESCWA), 2022). In the same year, the female unemployment rate
in the region stood at 22.1 percent, significantly higher than the global average of 6 percent
(ESCWA, 2022).

The gender pay gap is a critical measure of income inequality and discrimination against women
in the workplace. Recent data reveal significant pay disparities favoring men across nearly all
sectors in the Arab region (ESCWA, 2021). On average, Arab women earn only around 12.5
percent of what Arab men earn; the lowest ratio globally (International Labour Organization (ILO),
2024). This gap is attributable to several factors that include, but are not limited to, occupational
segregation, cultural norms, family responsibilities, and undervaluation of women’s work. Many
women are also concentrated in vulnerable or informal employment, which offers lower wages
and poorer working conditions (Chen et al., 2017). Young women are particularly affected, earning
significantly less than young men (ESCWA, 2019). This can be attributed to the relatively low
share of young women in tertiary education and their limited participation in the labor force

(ESCWA, 2019).

It is essential to note that the region is home to over 100 million young people aged 15-29,
accounting for nearly 30 percent of the total population.! This significant youth demographic has
enormous potential to drive transformational change and support the achievement of the
Sustainable Development Goals (SDGs). However, this potential remains constrained by critical
labor market challenges. Youth unemployment in the Middle East and North Africa (MENA)
region is the highest in the world, reaching 24.4 percent in 2023, nearly double the global average

! https://arabstates.unfpa.org/en/topics/youth-participation-
leadership#:~:text=The%20Arab%20region%?20is%20characterized,reached%20the%20age%200%2030.



(ILO, 2024b). In countries such as Egypt, Jordan, and Palestine, which are the focus of this study,
youth unemployment rates exceed 30 percent (United Nations Development Programme (UNDP)
et al., 2019). The situation is even more alarming for young women, who face disproportionate
disadvantages. Their unemployment rate is more than 1.5 times higher than that of young men
(ILO, 2024b), and only one in eight young women participates in the labor force (UNDP et al.,
2019). In 2023, fewer than one in ten young women (6.4 percent) were employed, representing the

lowest rate globally (ILO, 2024b).

Such wage discrepancies, along with restricted income and employment opportunities, create
significant barriers to young women's economic advancement. Although there is extensive
literature addressing the gender pay gap in the Arab region, there is a notable lack of focus on the
wage disparities among young people/youth. This paper aims to fill this gap by examining the
gender pay gap among youth in three Arab countries: Egypt, Jordan, and Palestine. Specifically,
this paper explores the determinants of wages for both young males and females, estimates wage
differences between males and females among youth (ages 15-29) in the selected countries,
decomposes the gender pay gap to uncover its underlying reasons for the disparity, and investigates

how this gap changes across wage quantiles.

The remainder of this paper is organized as follows. Section 2 provides an overview of the relevant
literature. Section 3 outlines the data and empirical model. Section 4 presents and discusses the
empirical findings. Finally, in Section 5, we present concluding remarks and offer some policy

recommendations.

2. Literature

This section provides an overview of the relevant empirical and theoretical literature examining

the gender pay gap.
2.1. Estimating the Gender Wage Gap

Since Becker’s seminal work in 1957, a substantial body of empirical research has examined
gender wage disparities across different countries, sectors, occupations, and age groups. These
studies aim to assess the extent of wage inequality between men and women and explore the factors

contributing to these gaps. Findings consistently show that women earn less than men in both



developed and developing nations, even after accounting for individual characteristics. In the Arab
region, Jeddi and Malouche (2015) conducted a study to examine the gender pay gap in Tunisia,
finding a 19 percent gender wage gap. Moreover, in Morocco, Mounir and Hanchane (2023)
identified a significant wage gap favoring men in their study, which increased from 8 percent in
2012 to 18 percent in 2017. Similarly, Biltagy (2014) found that the wage gap between men and
women in Egypt was 25 percent. However, there is a noticeable lack of studies analyzing the
gender pay gap, specifically among youth in Arab countries. However, outside the Arab region,
some studies have examined the gender wage gap among young people/youth. For instance,
Pastore (2010) conducted a study about the gender pay gap among youth in Mongolia and found
little to no gender wage gap. In addition, Manning and Swaffield (2008) have reached a similar
finding in the United Kingdom, indicating that the gender pay gap is close to zero at the start of a
young person's career. On the other hand, Jagannathan et al. (2024) analyzed gender wage
differences among young men and women across 11 European countries. Their findings revealed

a substantial gender pay gap, ranging from 23.6 percent in Germany to 34.9 percent in Turkey.

Labor economists use various methods to analyze gender wage disparities and explore their
underlying causes, with the Oaxaca-Blinder decomposition (Blinder, 1973; Oaxaca, 1973) being
one of the most widely used approaches. This method divides the mean wage difference between
men and women in paid employment into two components: the explained portion, attributed to
observable factors such as education and experience, and the unexplained portion, often interpreted
as a potential indicator of discrimination. Initially, the method focused on estimating the gender
pay gap at the mean, which obscures variations in disparities across different wage levels.
Subsequently, extensions of the Oaxaca-Blinder decomposition have been developed, with recent
studies (e.g., Machado and Mata, 2005; Albrecht et al., 2009; Melly, 2005) utilizing quantile
regression techniques to examine gender pay gaps across various wage levels within the wage

distribution.
2.2. Individual Observable Characteristics Contributing to the Gender Pay Gap

Literature has identified different factors that contribute to gender wage gaps. These factors can
be grouped into three main categories: human capital characteristics (mainly education and
experience), job-related characteristics (including sectors, occupations, and industries), and

demographic and societal factors (such as marital status and place of residence).



I.  Human Capital Characteristics

Human capital factors play a significant role in explaining the gender wage gap. In labor
economics, “human capital” refers to the combination of characteristics and skills that improve an
employee's productivity, as described by Acemoglu and Autor (2011). Empirical research has
highlighted the influence of education on wages in general and gender-based earnings disparities.
For instance, Si et al. (2021), who conducted a study on 12 developing countries, found that
women's generally lower educational levels significantly contribute to the gender pay gap.
Regarding the returns on education for men and women, Kabubo-Mariara (2003) conducted a
study in Kenya and found that education generates positive and significant returns for both
genders, with a more substantial impact on women's wages across various sectors. Similarly, Jeddi
and Malouche (2015) reported in Tunisia that women's return on education often exceeds that of
men. However, Daoud (2005) reached contrasting results, noting that although women achieve
educational levels similar to those of men, women receive significantly lower returns on their

educational investments.

Previous literature has shown that work experience is another crucial factor contributing to the
gender pay gap. For example, Si et al. (2021) found that in sub-Saharan Africa, each additional
month of experience increases male hourly earnings by 1.49 percent, while female earnings
increase by 1.22 percent. Likewise, Yasin et al. (2010) reported that men receive higher returns
(5.02 percent) for each additional year of professional experience compared to women (3.81
percent). However, Biltagy (2014) observed a different trend in Egypt, where women receive
higher returns on experience. His study revealed that each additional year of experience is

correlated with a 1.91 percent increase in wages for men and a 3.56 percent increase for women.
II. Job Characteristics

Job characteristics, including full-time versus part-time work, occupational roles, and sectoral
segregation, play an important role in gender pay gaps (Manning, 2006; Mumford and Smith,
2008). Impacted by caregiving and household responsibilities, many women choose to work part-
time or withdraw from the workforce altogether, which negatively affects their income and
exacerbates the gender pay gap (Connolly and Gregory, 2008). In the context of the public and
private sectors, public sector jobs in most Arab countries are attractive to women for several

reasons: higher wages, greater prestige, better work environments, and enhanced job security
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(Salehi-Isfahani, 2012). Indeed, employees performing similar roles in the public and private
sectors often receive different levels of compensation. This disparity has been highlighted in
several empirical studies, including Alattas and Alimam (2022), who highlighted that public-sector
employees are anticipated to earn higher salaries than their private-sector counterparts. Similarly,
Gornick and Jacobs (1998) conducted a study to analyze the impact of public employment on
gender pay gaps in seven countries. They found that public sector workers, regardless of their
gender, typically earn more than private sector workers. However, they observed that public

employment has a limited effect on the overall gender wage gap in most countries.
III. Demographic and Societal Characteristics

Marital status plays a crucial role in impacting gender wage disparities. Bonnet et al. (2018) argue
that married men often benefit from a “marriage premium”, earning more than their single
counterparts, while married women may face a “marriage penalty”, earning less than single
women. This disparity could be attributable to the traditional gender roles, where married men are
seen as the primary breadwinners. In contrast, married women may face biases assuming that they
will prioritize family over work, which in turn might lead to lower salary offers and fewer
promotions. In addition, Winslow-Bowe (2009) notes that married men often earn higher salaries
while married women often earn lower wages. However, Breusch and Gray (2004) found in their
study that marriage has a positive impact on wages for both genders, but the effect is significantly
stronger for men than for women. Another variable that impacts wages and contributes to the
gender pay gap is the place of residence. Most research studies have shown that living in urban
areas is correlated with higher wages. For example, Jeddi and Malouche (2015), in their study on
wage disparities between men and women in Tunisia, found that living and working in urban areas

is associated with higher wages, with women experiencing relatively greater benefits than men.
2.3. Unexplained Part of the Gender Wage Gap

Even after accounting for observable factors and variations in worker and job characteristics,
women’s wages often remain lower than men’s, leaving a substantial portion of the gender pay gap
unexplained. This unexplained component is commonly interpreted as potential discrimination or
unmeasured factors contributing to wage disparities (Blau and Kahn, 2000). Many researchers
have utilized decomposition techniques to estimate this unexplained portion, with several studies

indicating that discrimination is a significant factor in the gender pay gap. For example, Ibrahim
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(2017) found that in Syria, only 17.19 percent of the earnings gap could be explained by observable
factors, while a substantial 82.81 percent was attributed to labor market discrimination.
Furthermore, Biltagy (2014) concluded that the wage gap in Egypt was entirely due to the
discrimination effect. Focusing on youth, Siddiquee et al. (2021) examined the gender earnings
gap among young workers in Bangladesh and found that around 41 percent of the gap remains

unexplained.
2.4. Gender Pay Gap Across the Wage Distribution

Several studies have examined and decomposed the gender wage gap across the wage distribution
and reached different results. For instance, Dah and Fakih (2016), employing the Machado-Mata
methodology, found that the raw wage gap is larger at lower wage ranges. Their analysis also
indicates that the unexplained component of the wage gap is more pronounced in the lower and
middle ranges of the wage distribution. In contrast, the explained component dominates the upper
end. Moreover, Kandil (2009) analyzed the wage gap at different quantiles and found evidence
that supports the glass ceiling hypothesis.? Their findings reveal that both the overall wage gap
and its unexplained discrimination component increase at the higher end of the wage spectrum.
Additionally, Badel and Pefia (2010) observed a substantial gender pay gap at both the lowest and
highest wage quintiles in their study in Colombia, providing evidence for both the glass ceiling
and sticky floor effects.® Moreover, Kecmanovic and Barrett (2011) identified a low and declining
gender wage gap across the wage distribution in their study of the Serbian labor market. When it
comes to youth, Andrés et al. (2023) analyzed the gender pay gap among young men and women
in Spain and found that at the lower end of the income distribution, the gender difference exceeds
30 percentage points; however, this gap gradually narrows until it reaches 5 percentage points at

the 90th percentile.

2 The term “glass ceiling” refers to a wider pay gap at the upper end of the wage distribution, indicating that women
in high-income positions earn considerably less than their male counterparts (Arulampalam et al., 2007).

3 A "sticky floor" describes a wider pay gap at the lower end of the wage distribution, where women in low-wage jobs
experience greater disadvantages than men (Booth et al., 2003).



3. Research Methodology
3.1. Data

To conduct this study, we use the 2021 Labor Force Surveys (LFS) for Egypt and Palestine,
obtained from the Economic Research Forum (ERF), and the 2021 LFS for Jordan, conducted by
the Department of Statistics (DOS).* These comprehensive cross-sectional datasets provide
detailed information on various labor market dimensions, including employment status, socio-

demographic characteristics, occupation, industry, sector, and wages.

The analysis focuses on paid employed individuals, specifically targeting the wages of workers
aged 15 to 29. This broader age range, compared to the narrower 15-25 range, was chosen to
enhance the robustness of the findings by increasing the number of observations. It also reflects
the fact that in many countries around the world, young people enter the labor market at

increasingly later ages. °
3.2.Variables
Dependent Variable

This study uses monthly wage data as the dependent variable, available as a continuous variable
in each country’s dataset. ® To ensure consistency and enable cross-country comparability across
the three countries, wages initially reported in local currencies were converted to United States

Dollars (USD) using each country's corresponding exchange rates for the year 2021.
Independent Variables
We categorized our independent variables into three groups:

Human Capital Characteristics: This category encompasses education and experience.
Education is represented as a categorical variable with three levels: no education, school education,
and university education, with “no education” as the reference group. Experience is a continuous
variable calculated in the three countries using the formula: age minus years of schooling minus

six years, following the methodology of Altonji and Pierret (1997).

4 Please note that we got access to this dataset from ESCWA.
5 https://www.ilo.org/media/7721/download
% In our analysis, we focused on primary jobs because of the significant missing data associated with secondary jobs.



https://www.ilo.org/media/7721/download

Job Characteristics: This group includes working hours, a continuous variable representing the
number of work hours per month. Another variable in this group is the public sector, which is a
binary variable that takes the value of 1 when the respondent is employed in the public sector, and
zero when the respondent is employed in the private sector. Occupations are grouped based on the
International Standard Classification of Occupations (ISCO), and dummy variables were created
using “Legislators, senior officials, and managers”™ as the reference category. Similarly, Industry
groups are classified according to the International Standard Industrial Classification of All
Economic Activities (ISIC), and we created dummy variables with “Agriculture, Forestry, and

Fishing” as the reference group.

Demographic and Societal Characteristics: This category includes marital status and area of
residency. Marital status is a binary variable that is equal to 1 if the individual is married and 0
otherwise. Additionally, 'rural' is represented as a dummy variable that takes the value of 1 if the

individual resides in a rural area and O if the individual lives in an urban area.
3.3. Descriptive Statistics

Table 1 provides the summary statistics by country of the variables used in this study. After
cleaning the data, the final sample includes 10,014 observations for Egypt, 13,819 for Jordan, and
5,190 for Palestine. Table 1 shows that the average monthly wage varies significantly across the
three countries, with Egypt having the lowest average ($173.25) and Palestine the highest
($848.14). Additionally, we can observe that male workers dominate the youth workforce in all
three countries, comprising more than 80% of the sample in each country. In terms of education,
the results demonstrate that Egypt has the highest proportion of youth workers with a university
education (33%). In comparison, the share of youth with no education is minimal in Jordan and
Palestine (2%) compared to Egypt (10%). Concerning working hours, it can be observed that youth
in Egypt work the most hours per month, followed by Jordan and Palestine. However, the average
work experience in our samples is similar across the three countries, around 6 to 7 years. Our
summary statistics indicate that public sector employment is most prevalent in Jordan (39%) and
least prevalent in Palestine (9%). Regarding occupations, it can be observed that service workers
are the most dominant in Jordan (41%), while elementary occupations are the most prevalent
among youth in Palestine (34%). Manufacturing and wholesale trade are the main industries for

youth in all three countries. Among societal characteristics, marriage rates among youth are



relatively similar across the three countries, while rural residency is most common in Egypt

compared to Jordan and Palestine.

Before examining the regression results, it is essential to investigate the educational composition
of the workforce in our sample. Figure 1 presents the distribution of youth workers across detailed
educational levels for males and females in Egypt, Jordan, and Palestine. The data reveal
significant gender differences. The percentage of young working women with university education
is remarkably high in all three countries, far exceeding the share among men. The highest
proportion is observed in Palestine, where over 80% of employed young women hold a university
degree. In contrast, male youth are more represented in lower educational categories, particularly

at the school level.

With the more detailed disaggregation, it becomes evident that men are distributed across primary,
middle, and high school levels, while women are underrepresented at the lower levels and
concentrated in high school and above. Youth with no education are rare, especially among
females. These patterns suggest a high degree of educational selectivity in female labor force
participation, where women are more likely to be employed only if they have attained higher levels
of education. This may indicate systemic barriers that restrict access to employment for less-
educated women, pointing to the need for higher credentials for women to access similar jobs as
men. These compositional differences are important to consider when interpreting gender wage

disparities.
3.4. Econometric Models

First, to examine the gender pay gap and its determinants in the selected three Arab countries, we
first estimate separate wage equations for each gender using the Ordinary Least Squares (OLS)

method. The equations for male (m) and female (f) workers in the sample are expressed as follows:
W™ = Bt + 3, B X" + & (1)
W = g + ¥, B x] + ¢ )

Here, In(W;) refers to the natural logarithm of monthly wages; x; denotes a set of observable
variables categorized into three groups: human capital characteristics, job characteristics, and

demographic and societal characteristics. 5; represents the vector of parameters to be estimated,
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and ¢&; denotes the error terms. The dependent and independent variables used in the regressions

are as detailed above.

Second, to analyze the gender pay gap, we employ the Oaxaca-Blinder decomposition method
(Oaxaca, 1973; Blinder, 1973). This decomposition method allows us to divide wage differentials
between men and women into two parts: the “explained” component that is due to observable
individual characteristics and the “unexplained” component that is due to discrimination. The pay

gap between young males and young females is expressed as follows:

W™ — W/ = gz — Bl =] 3)

4

Equation (3) represents the raw wage gap between the two genders. This equation can be

reformulated to incorporate individual characteristics and elements of discrimination. This can be

achieved by adding and subtracting ,[?lmflf to the equation, as shown below:
W — W/ = pr(xr — x/) + %[ B - B )

Looking at Equation (4), we can see that this equation allows for estimating the contributions of

individual characteristics and discrimination to the wage gap. The first component, ™ (flm — flf ),

corresponds to the gap explained by differences in the observable individual characteristics, known
as the endowment effect. The second component, fif (,[?lm — ,[?lf ), corresponds to the unexplained

wage disparity often linked to discrimination.

Third, we apply Melly's (2005, 2006) quantile decomposition method to understand the wage
differentials better. This technique decomposes the quantile regression coefficients across the
entire population, enabling us to analyze the gender pay gap from the 10th to the 90th percentiles.
This allows us to identify where the gender pay gap is most pronounced among youth and how it

varies at different income levels.’

7 Further details and the statistical properties of this method are extensively discussed in Melly (2006). Notably, this
approach is a specific application of the technique introduced by Machado and Mata (2005) for estimating
counterfactual wage distributions, with the key distinction being its use of the entire dataset for sampling. Furthermore,
Melly (2006) shows that as the number of simulations in the Machado and Mata (2005) method approaches infinity,
this approach converges numerically to the Machado and Mata technique for counterfactual wage distribution
estimation.
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4. Results

This section is structured into three parts. The first part examines the results of the OLS regression
analysis for the determinants of wages among young men and women in Egypt, Jordan, and
Palestine. The second part presents the findings of the Oaxaca-Blinder decomposition. The third

part explores how the gender wage gap varies across the wage distribution among young people.
4.1. Results of Wage Functions Estimation

Before examining the estimated wage gap and its decomposition, we first present and discuss the
regression results for wage determinants for each gender, as shown in Table 2 in the appendix. The
results underscore the significant role that education plays in determining wage levels for young
people. Across Egypt, Jordan, and Palestine, there is a consistent and statistically significant
positive correlation between educational attainment and wages for young men. Young individuals
with a school or university education earn significantly more than those without formal education,
with the difference being higher for those with university degrees. Interestingly, the impact of
education on wages appears to be even stronger for young women than for young men in Egypt.
This is consistent with findings from various studies, such as the study conducted by Jeddi and
Malouche (2015) and by Psacharopoulos (1985). Specifically, Psacharopoulos (1985), who
conducted a study on 56 countries to examine the returns to education, claims that women
generally see a higher return on their educational investments compared to men, both in developed
and developing countries. This suggests that education tends to offer greater economic benefits to
women, which could help close the wage gap at higher levels of education. However, it also implies
that women might need to achieve higher levels of education to earn wages comparable to those
of men, indicating a persistent gender bias in wage structures. In contrast, in Jordan, the return to
university education for young women is lower than for their male counterparts, which aligns with
the findings of Daoud (2005), who discovered that women tend to receive lower returns on their

educational investments.

Our results also show that professional experience plays a significant role in boosting monthly
wages for both young men and women in all three countries. However, the impact is not
statistically significant for women in Palestine. Similar to the trends observed in education, in
Egypt, young women generally benefit more from professional experience than their male

counterparts. This finding is consistent with previous research, such as Biltagy (2014), which has
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shown that each additional year of experience yields a larger return for women. However, this
observation requires a deeper interpretation, particularly given the unique challenges women face
in gaining work experience. Family responsibilities, such as childbirth and caregiving, often
interrupt women's careers, disrupting the continuous accumulation of professional experience.
While women may earn higher returns for each year of experience, their ability to consistently
build this experience is often limited by the demands of balancing work and family responsibilities
(Mussida and Patimo, 2021). In contrast, our results indicate that, in Jordan, the return to
experience is slightly higher or similar for young men, which aligns with the findings of Yasin et

al. (2010).

Moving to the job characteristics, we find that working hours have a positive and statistically
significant effect on wages for both young men and women in all three countries. Additionally,
working in the public sector generally correlates with higher wages compared to the private sector
across all the countries we studied. This is in line with existing research, such as the work by
Gornick and Jacobs (1998) and Alattas and Alimam (2022). When it comes to the occupation and
industry, our findings reveal varied impacts of working in different occupations and industries on

the monthly wages of both young men and women *

Regarding demographic and societal factors, our results show that marital status plays a significant
role in determining wages for both men and women. In most countries, married youth tend to earn
higher wages than their unmarried peers, which is consistent with other studies (Breusch and Gray,
2004). However, this finding contradicts the research by Bonnent et al. (2018), who argue that
married women may face a “marriage penalty,” earning less than their single female counterparts,
while men benefit from a wage premium. Additionally, we found that living in rural areas is linked
to lower wages for both young men and women in Egypt, as well as for female youth in Palestine.
This finding aligns with previous studies, such as those by Jeddi and Malouche (2015). The lower
wages in rural areas may be attributed to factors such as limited access to higher-paying jobs, fewer

opportunities in specialized or skilled fields, and a lower cost of living.

8 The detailed coefficients for the dummy variables related to occupation and industry are not included in Table 2
due to their large number. However, these results are available upon request.
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4.2, Results of the Oaxaca-Blinder Decomposition

The Oaxaca-Blinder decomposition results in Table 3 reveal the raw gender wage gap among youth
before accounting for individual characteristics. Egypt shows the highest raw gender pay gap
among youth at 22.5%, followed by Palestine at 10.2%, both statistically significant and favoring
young men. In contrast, Jordan exhibits a small negative gender pay gap, indicating that young
women earn slightly more than young men on average; however, this result is not statistically
significant. Linking these findings to the education composition of each country's workforce, as
shown in Figure 1, reveals that the raw gender pay gap favoring young men could decrease as
young women’s participation in higher education increases. For instance, in Egypt, where the
gender pay gap is the highest, young women’s university education participation is lower than in
Palestine, where the gap is smaller.

When examining the explained component, which refers to differences in observable
characteristics such as education, experience, and employment sectors, the results highlight
varying trends. In both Egypt and Palestine, the endowment effect is small and statistically
insignificant. This suggests that differences in observable characteristics between young men and
young women contribute little to the overall wage gap in these two countries. In contrast, Jordan
shows a negative endowment effect, which is statistically significant. This suggests that young
women in Jordan exhibit better observable characteristics than men, which may help explain the

overall negative raw wage gap.

Additionally, the Oaxaca-Blinder decomposition reveals a positive and statistically significant
discrimination coefficient across the three countries, including Jordan, with Egypt showing the
largest value. This suggests that even after accounting for observable factors that influence
earnings, a wage gap among youth persists, largely driven by discrimination. This highlights the
enduring presence of systemic biases that contribute to wage disparities between young women

and men in these countries.

In Egypt and Palestine, the unexplained portion of the gender wage gap among youth, likely driven
by discrimination, represents a significant share of the overall pay disparity. In Egypt,
approximately 99% of the gender wage gap among youth remains unexplained, suggesting that the
disparity is almost entirely due to discrimination. This finding aligns with Biltagy (2014), who

concluded that wage differences between men and women in Egypt were entirely attributed to
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discrimination. In Palestine, the unexplained portion stands at around 66%, indicating that while
observable factors explain some of the gap, discrimination still plays a substantial role. These
results are consistent with previous studies, such as those by Jeddi and Malouche (2015), Ibrahim
(2017), and Si et al. (2021), which highlight that a significant portion of the gender pay gap remains
unexplained. Hence, we conclude that discrimination is a significant factor contributing to wage

disparities among young people in these countries.
4.3.Results of Quantile Decomposition

Before examining the results of Melly's (2005, 2006) quantile decomposition, it is informative to
first examine the composition of income quantiles by gender. Figure 2 presents the proportion of
young men and women in each income quantile across Egypt, Jordan, and Palestine. The graphs
show that young men dominate all income quantiles in the three countries. Their representation
remains relatively stable and significantly higher compared to that of females. In contrast, female
youth exhibit significantly lower representation in higher income quantiles. Specifically, in Egypt
and Palestine, the gap between male and female youth representation widens significantly as we
move toward the upper quantiles, which reflect limited access for young women to high-paying
jobs. Jordan displays a slightly more stable male-female composition across quantiles but still
highlights a pronounced disparity. This observation highlights the structural inequalities in labor
market opportunities and the challenges women face in accessing higher-wage positions, which in

turn contribute to the overall gender wage gap in these countries.

Moving to the quantile decomposition, Figure 3 illustrates® the decomposition of the gender wage
gap across different wage levels in Egypt, Jordan, and Palestine, highlighting the raw difference,
the explained component (due to observable factors), and the unexplained component (commonly

attributed to discrimination).

In Egypt, the figure shows that the raw wage gap is largest at the lower quantiles, reaching its peak
at the 10" percentile. As we move up the wage distribution, the gap steadily decreases and

stabilizes toward the higher quantiles. The concentration of the raw gender wage gap at lower

9 Please note that the confidence intervals are not displayed in the graph for better clarity. However, the results are
statistically significant at the 1% level, except for the characteristic coefficient at the 80th quantile in Palestine.
Detailed results are available upon request.
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quantiles suggests that young women are disproportionately employed in lower-paying positions.
However, as jobs at different quantiles may not be comparable, this pattern may partly reflect
occupational and sectoral sorting rather than direct within-job wage disparities. The explained
component remains small and stable across all wage levels, suggesting that composition
differences (in respective quantiles of male and female wage distributions) explain a small part of
the wage gap. Meanwhile, the unexplained component, which likely reflects discrimination,
follows a similar trend to the raw gender pay gap. It starts high at the bottom of the wage
distribution and gradually declines as wages increase. This highlights that discrimination plays a
significant role in widening the wage gap at lower income levels, but its impact diminishes for
those in higher-paying positions. Therefore, the findings provide clear evidence of the sticky floor
effect, where young women in low-paying jobs face significant wage disadvantages. However, as
wages increase, these disparities diminish, indicating that barriers are less pronounced at higher

wage levels.

In Jordan, the raw wage gap follows a fluctuating trend across the wage distribution. It widens
slightly at the middle quantiles before narrowing at the higher quantiles. Interestingly, the
explained component is consistently negative, indicating that young women generally exhibit
better observable characteristics than young men across all wage levels. However, this advantage
is offset by the unexplained component, which consistently shows a positive trend and is the
primary driver of the wage gap among youth. The unexplained component peaks at the middle
quantiles, highlighting potential structural barriers or discrimination faced by young women in
mid-level roles. Although the unexplained component decreases slightly at higher quantiles, it

remains significant, continuing to influence wage disparities across the wage distribution.

In Palestine, the figure shows that the raw wage gap starts relatively low at the bottom of the wage
distribution and steadily increases as we move up the quantiles, reaching its peak at the higher end.
This indicates that wage disparities between young men and women become more severe in higher-
paying jobs. The explained component remains consistently negative across all wage levels,
suggesting that young women generally have better observable characteristics compared to their
male counterparts. However, this advantage does little to close the wage gap, as the contribution
of the explained component is minimal relative to the overall disparity. On the other hand, the

unexplained component, which likely reflects discrimination, plays the dominant role in driving
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the wage gap. It increases sharply at the lower quantiles, peaks around the middle of the wage
distribution, and remains significant at the upper quantiles. This pattern highlights that while
discrimination affects young women across the wage distribution, it becomes particularly
pronounced in higher-paying jobs. These findings provide evidence of the glass ceiling effect in
Palestine, where young women face increasing wage disadvantages as they progress to better-

paying positions.

5. Conclusion

In conclusion, young women in the Arab region continue to face persistent gender-based disparities
despite ongoing efforts to promote inclusivity and gender equality. While the gender pay gap in
the Arab region has been widely studied, there is a significant gap in the literature when it comes
to addressing wage disparities specifically among young people. Thus, this paper fills this gap by
examining the gender pay gap among youth in three Arab countries, namely, Egypt, Jordan, and
Palestine. Specifically, the study investigates the determinants of wages for both genders, estimates
wage differences among youth aged 15-29, decomposes the gender pay gap to identify its

underlying causes, and analyzes how the gap varies across different points of the wage distribution.

To achieve these objectives, the analysis relies on the 2021 LFS from the three countries. The
sample is limited to employed individuals earning wages, focusing on youth. Separate wage
equations for men and women were estimated to explore the determinants of earnings. The
Oaxaca-Blinder decomposition was applied to quantify the portion of the gender pay gap attributed
to observable characteristics versus discrimination. Finally, Melly's (2005, 2006) quantile
decomposition was employed to examine the variation in the gender pay gap across wage

quantiles, from the 10th to the 90th percentile, highlighting where disparities are most pronounced.

Our study demonstrates a strong positive relationship between wages and factors such as higher
educational attainment and professional experience across the countries analyzed, with these
benefits being notably greater for female youth in Egypt compared to their male counterparts. The
findings also underscore the importance of other wage determinants, such as public sector
employment and marital status. Egypt and Palestine show significant positive gender wage gaps
that favor young men, with Egypt having the largest disparity. Conversely, Jordan exhibits a small,

statistically insignificant negative gender wage gap, where female youth slightly out-earn men on
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average. Despite this, the Oaxaca-Blinder decomposition for all three countries reveals a positive
and significant discrimination component, indicating that gender-based wage disparities persist
even after adjusting for observable characteristics. Also, the results indicate that a substantial

portion of the wage gap remains unexplained and is often linked to discrimination against women.

Our results further show that in Egypt, the gender wage gap narrows at higher income levels, while
in Palestine, it widens significantly at the top of the wage distribution. This provides evidence of
the “sticky floor” effects in Egypt and the “glass ceiling” effects in Palestine. However, there is a
fluctuating wage gap across the wage distribution in Jordan. The results highlight variability in the
wage gap across the wage distribution in the three countries. This suggests that policymakers
should consider adopting policies tailored to specific career levels, as the factors driving the wage

gap vary across the distribution.

To address the persistent gender disparities in the Arab labor market among youth, this study offers
several policy recommendations grounded in its findings. First, policymakers should prioritize
investment in education and skills development programs specifically designed for young women.
Providing them with relevant qualifications and preparing them for high-demand industries would
open the way to better-paying job opportunities. Second, efforts should focus on creating work-
life balance initiatives to help young women manage family responsibilities and career growth.
This could include offering flexible work schedules, expanding parental leave options, and
ensuring women can continue to advance their careers while on maternity leave or through remote
work opportunities. Third, breaking down gender stereotypes and tackling workplace
discrimination are crucial. For example, employers can implement diversity training programs,
while public campaigns can showcase the importance of women in leadership roles, helping to

create a more inclusive and equitable work environment.

For future research, utilizing panel data to examine trends in gender pay disparities over time
would be beneficial, rather than relying solely on cross-sectional data. In addition, narrowing the
age range to 15-24 or dividing the 15-29 age range into smaller intervals can provide more accurate
insights, as the wider range might obscure important differences between subgroups. Additionally,
while the quantile decomposition reveals meaningful patterns in the gender wage gap across the
distribution, these results are based on unconditional comparisons. As such, they may partly reflect

occupational sorting or differences in job characteristics across quantiles. Future research could
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use conditional quantile regression to further disentangle these effects. Lastly, this study could be
extended by including additional countries in the region to ensure a broader perspective and better

understanding of the gender pay gap among youth in the Arab region.

19



References

Acemoglu, D., & Autor, D. (2011). Lectures in labor economics. Manuscript. http://economics.
mit. edu/files, 4689, 22.

Alattas, H., & Alimam, H. (2022). The Egyptian Labour Market, Determinants of Employment
and Wage Estimation. European Journal of Sustainable Development, 11(3), 207-207.

Albrecht, J., Van Vuuren, A., & Vroman, S. (2009). Counterfactual distributions with sample
selection adjustments: Econometric theory and an application to the Netherlands. Labour

Economics, 16(4), 383-396.

Altonji, J. G., & Pierret, C. R. (1997). Employer Learning and Statistical Discrimination. National

Longitudinal Surveys Discussion Paper.

Andrés, M. C. C., & Machi, M. C. M. (2023). Gender Gap Decomposition in Employment Rate
of Young People. Economics & Sociology, 16(1), 71-84.

Arulampalam, Wiji, Alison L. Booth, Mark L. Bryan. (2007) “Is There a Glass Ceiling over
Europe? Exploring the Gender Pay Gap across the Wage Distribution.” Industrial and Labor
Relations Review, 60(2): 163-86.

Badel, A., & Pefa, X. (2010). Decomposing the gender wage gap with sample selection

adjustment: evidence from Colombia. Revista de Anélisis Econdémico, 25(2), 169-191.

Biltagy, M. (2014). Estimation of gender wage differentials using Oaxaca decomposition

technique. Topics in Middle Eastern and North African Economies, 16.

Blau, F. and Kahn, L. (2000) ‘Gender Differences in Pay’, The Journal of Economic Perspectives,
14 (4), pp. 75-99.

Blinder, A. (1973) ‘Wage Discrimination: Reduced Form and Structural Estimates’, Journal of

Human Resources, 8(4), pp. 436-455

Bonnet, C., Jeandidier, B., & Solaz, A. (2018). Wage premium and wage penalty in marriage versus

cohabitation. Revue d'économie politique, (5), 745-775.

Booth, Alison L., Marco Francesconi, Jeff Frank. (2003) “A Sticky Floors Model of Promotion,
Pay, and Gender.” European Economic Review, 47(2): 295-322.

20



Breusch, T., & Gray, E. (2004, September). Does marriage improve the wages of men and women
in Australia. In Australian Population Association 12th Biennial Conference, Canberra (pp. 15-

17).

Chen, M., Harvey, J., & Network, W. 1. E. G. O. (2017). The informal economy in Arab nations:
A comparative perspective. WIEGO Paper for Arab Watch Report on Informal Employment in
MENA Region.

Connolly, S., & Gregory, M. (2008). Moving down: women's part-time work and occupational
change in Britain 1991-2001. The economic journal, 118(526), F52-F76.

Dah, A., & Fakih, A. (2016). Decomposing gender wage differentials using quantile regression:
evidence from the Lebanese banking sector. International Advances in Economic Research, 22,
171-185.

Daoud, Y. (2005). Gender gap in returns to schooling in Palestine. Economics of Education
Review, 24(6), 633-649.

United Nations Economic and Social Commission for Western Asia (ESCWA). (2019). Bridging
the Inequality Gap Among Young People in the Arab Region. Retrieved from
https://www.unescwa.org/sites/default/files/pubs/pdf/bridging-inequality-gap-youth-arab-region-
english.pdf

ESCWA. (2021). The Arab Gender Gap Report 2020: Gender equality and the sustainable
development goals. United Nations Economic and Social Commission for Western Asia. Retrieved

from https://www.unescwa.org/publications/arab-gender-gap-report

ESCWA. (2022). Survey of economic and social developments in the Arab region. Retrieved from

https://www.unescwa.org/sites/default/files/news/docs/survey-december2022-en.pdf

Gornick, J. C., & Jacobs, J. A. (1998). Gender, the welfare state, and public employment: A

comparative study of seven industrialized countries. American Sociological Review, 688-710.

Haas, S. (2007). Economic development and the gender wage gap. The Fifth Annual Carroll
Round, 126.
Ibrahim, A. (2017). Social, human and job characteristics as the determinants of wages and

gender discrimination in Syria: direct and indirect effects (Doctoral dissertation, Brunel
University London).

21


https://www.unescwa.org/publications/arab-gender-gap-report
https://www.unescwa.org/sites/default/files/news/docs/survey-december2022-en.pdf

ILO. (2024a). World Employment and Social Outlook: Trends 2024. International Labour

Organization Retrieved from https://www.ilo.org/publications/flagship-reports/world-

employment-and-social-outlook-trends-2024

International Labour Organization (ILO). (2024b). Global Employment Trends for Youth 2024
Middle East and North Africa. International Labour Organization. Retrieved from

https://www.ilo.org/publications/employment-trends-youth-middle-east-and-north-africa

Jagannathan, R., Camasso, M. J., & LaFleur, J. (2024). Gender pay gaps in the young adult labor
force: prejudice-based discrimination or misreading of the observed-to-offered wage

relationship?. Oxford Economic Papers, gpae009.

Jeddi, H., & Malouche, D. (2015). Wage gap between men and women in Tunisia. arXiv preprint
arXiv:1511.02229.

Kabubo-Mariara, J. (2003). Wage determination and the gender wage gap in Kenya.: Any evidence
of gender discrimination?. AERC.

Kandil, L. E. (2009). Gender wage discrimination in Egypt: A quantile regression analysis. Paris:
Université Paris I Panthéon-Sorbonne. https://espe.conference-

services.net/resources/321/1533/pdf/ESPE2009 0466 paper.pdf. Accessed 24 August 2014

Kecmanovic, M., & Barrett, G. F. (2011). The gender wage gap during Serbia’s transition.
Comparative Economic Studies, 53(4), 695-720.

Machado, J. and Mata, J. (2005) ‘Counterfactual decomposition of changes in wage distributions

using quantile regression’, Journal of Applied Econometrics, 20 (4), pp.445—466.

Manning, A. (2006). The gender pay gap (No. 200). Centre for Economic Performance, LSE.

Manning, A., & Swalftfield, J. (2008). The gender gap in early-career wage growth. The Economic
Journal, 118(530), 983-1024.

Melly, B. (2005). Decomposition of differences in distribution using quantile regression. Labour

economics, 12(4), 577-590.

Melly, B. (2006). Estimation of counterfactual distributions using quantile regression.

22


https://www.ilo.org/publications/flagship-reports/world-employment-and-social-outlook-trends-2024
https://www.ilo.org/publications/flagship-reports/world-employment-and-social-outlook-trends-2024

Mounir, F., & Hanchane, S. (2023). Understanding Gender Wage Gap in Morocco. Retrieved from
https://thedocs.worldbank.org/en/doc/2b42129187¢e0ea380c3b410913bf2a3 1-
0280032023/original/Understanding-Gender-Wage-Gap-in-Morocco-Mounir-Hanchane.pdf

Mumford, K., & Smith, P. N. (2008). What determines the part-time and gender earnings gaps in
Britain: evidence from the workplace. Oxford Economic Papers, 61(suppl 1), 156-175.

Mussida, C., & Patimo, R. (2021). Women’s family care responsibilities, employment and health:

a tale of two countries. Journal of family and economic issues, 42(3), 489-507.

Oaxaca, R. (1973) ‘Male-Female Wage Differentials in Urban Labour Markets’, International
Economic Review, 14(3), pp. 693-709.

Pastore, F. (2010). The gender gap in early career in Mongolia. International Journal of

Manpower, 31(2), 188-207.

Salehi-Isfahani, D. (2012). Education, jobs, and equity in the Middle East and North
Africa. Comparative Economic Studies, 54, 843-861.

Si, C., Nadolnyak, D., & Hartarska, V. (2021). The gender wage gap in developing
countries. Applied Economics and Finance, 8(1), 1-12.

Siddiquee, M. S. H., Islam, M. S., & Arman, M. R. (2021). Gender Earnings Gap among Urban
Youth Adults in Bangladesh: A Comparative Static Analysis. Research in Applied
Economics, 13(3).

United Nations Development Programme (UNDP), Coordination Group of Arab, National and
Regional Development Institutions (CG), Islamic Development Bank, & OPEC Fund for
International Development (OFID). (2019). Youth in the Arab Region: A special edition by the
Arab Development Portal (ADP). Retrieved from
https://arabdevelopmentportal.com/sites/default/files/publication/booklet final upload.pdf

Winslow-Bowe, S. (2009). Spousal wage gaps: income disparities in couples. Work and Family
Encyclopedia. S. Sweet and J. Casey. Chestnut Hill, Sloan Work and Family Research.

World Economic Forum. (2023). Global Gender Gap Report 2023. Retrieved from
https://www.weforum.org/publications/global-gender-gap-report-2023/

Yasin, G., Chaudhry, I. S., & Afzal, S. (2010). The determinants of gender wage discrimination in
Pakistan: econometric evidence from Punjab Province. Asian Social Science, 6(11), 239.

23


https://thedocs.worldbank.org/en/doc/2b42129187e0ea380c3b4f09f3bf2a31-0280032023/original/Understanding-Gender-Wage-Gap-in-Morocco-Mounir-Hanchane.pdf
https://thedocs.worldbank.org/en/doc/2b42129187e0ea380c3b4f09f3bf2a31-0280032023/original/Understanding-Gender-Wage-Gap-in-Morocco-Mounir-Hanchane.pdf
https://arabdevelopmentportal.com/sites/default/files/publication/booklet_final_upload.pdf
https://www.weforum.org/publications/global-gender-gap-report-2023/

Appendix

Figure 1: Distribution of Youth Workers Across Educational Levels for Males and Females
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Figure 2: The Proportion of Young Men and Women in Each Income Quantile
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Figure 3: Decomposition of the Gender Wage Gap Across the Wage Distribution
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Table 1: Summary Statistics of the Variables Used in the Regression

Variable Egypt Jordan Palestine
Male Female Male | Female Male | Female
Dependent Variable
Monthly Wage (USD) 179.336 142.163  462.659 463.581 838.295 915.946

Independent Variables

Human Capital Characteristics

No Education 0.11 0.032 0.023 0.008 0.024 0.002
School Education 0.624 0.297 0.8 0.349 0.797 0.179
University Education 0.265 0.671 0.177 0.643 0.178 0.819
Experience 7.37 4.975 7.187 5.085 6.435 4.236
Job Characteristics
Working Hours (per month) 186.429 170.301 180.44  174.252 171329 152.073
2
Public Sector 0.089 0.401 0.405 0.274 0.067 0.245
Occupation
Legislators, senior officials, and managers 0.01 0.00 0.00 0.00 0.00 0.01
Professionals 0.10 0.25 0.13 0.56 0.06 0.58
Technicians and associate professionals 0.08 0.35 0.03 0.09 0.02 0.13
Clerks 0.04 0.13 0.02 0.06 0.01 0.07
Service workers and shop and market sales 0.22 0.11 0.46 0.11 0.17 0.14
workers
Skilled agricultural and fishery workers 0.05 0.01 0.02 0.00 0.00 0.02
Craft and related trades workers 0.23 0.01 0.16 0.08 0.25 0.01
Plant and machine operators and assemblers 0.17 0.09 0.07 0.09 0.10 0.04
Elementary occupations 0.10 0.05 0.11 0.56 0.39 0.01
Industry
Agriculture, Forestry, and Fishing 0.05 0.01 0.03 0.01 0.07 0.01
Mining and quarrying 0.00 0.00 0.01 0.15 0.01 0.00
Manufacturing 0.27 0.12 0.12 0.00 0.18 0.06
Electricity, gas, steam, and air conditioning 0.02 0.01 0.01 0.01 0.01 0.00

supply/ Water supply, sewerage, waste
management and remediation

Construction 0.09 0.02 0.07 0.09 0.28 0.01
Wholesale and retail trade; repair of motor 0.22 0.13 0.15 0.01 0.21 0.13
vehicles and motorcycles

Transportation and storage 0.09 0.01 0.04 0.01 0.03 0.00
Accommodation and food service activities 0.09 0.01 0.06 0.04 0.06 0.02
Information and communication 0.017 0.03 0.01 0.05 0.01 0.04
Financial and insurance activities 0.01 0.03 0.01 0.07 0.09 0.05
Real estate activities / Professional, scientific 0.04 0.05 0.03 0.09 0.02 0.06

and technical activities / Administrative and
support service activities

Public administration and defense; compulsory 0.04 0.03 0.36 0.18 0.05 0.08
social security

Education 0.01 0.18 0.03 0.23 0.03 0.28
Human health and social work activities 0.03 0.35 0.03 0.08 0.02 0.22
Other service activities 0.04 0.03 0.05 0.01 0.02 0.06

Demographic and Societal Characteristics
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Married 0.271 0.305 0.205 0.22 0.25 0.271
Rural 0.523 0.396 0.238 0.183 0.353 0.298
Number of Observations 8,375 1,639 11,814 2,005 4,532 658
Table 2: OLS Estimates, Monthly Wage
Egypt Jordan Palestine
Male | Female Male | Female Male | Female
Human Capital Characteristics
School Education 0.177**%  0.420%**  (.138*** 0.006 0.371***  -0.083
(0.023) (0.152) (0.028) (0.050) (0.101) (0.325)
University Education 0.275***  0.698***  (.288***  (.128**  (.413%** 0.068
(0.028) (0.162) (0.031) (0.059) (0.111) (0.328)
Experience 0.014***  0.028***  0.009***  (0.008*** (.017*** 0.002
(0.002) (0.005) (0.001) (0.003) (0.004) (0.013)
Job Characteristics
Working Hours 0.001***  0.002%**  0.001***  0.002*** 0.006*** 0.007***
(0.000) (0.000) (0.000) (0.000) (0.000) (0.001)
Public Sector -0.015 0.302%**  (0.253***  (0.272*%*%*  -0.055  0.361***
(0.031) (0.044) (0.024) (0.024) (0.096) (0.104)
Demographic and Societal Characteristics
Married 0.078*** 0.067* 0.039%x** 0.023 0.029 0.150*
(0.012) (0.036) (0.008) (0.018) (0.037) (0.078)
Rural -0.024**  -0.127%** 0.002 0.013 0.179%**  -(0.122%**
(0.010) (0.032) (0.006) (0.017) (0.026) (0.058)
Constant 4.7759%%*k 3 73HRHE 5 593%Fk* 5 TA4Q**KE 4,626%FF 5, 173F**
(0.097) (0.397) (0.053) (0.138) (0.205) (0.679)
Occupation
Classiffcation Dummies Yes Yes Yes Yes Yes Yes
Indust
Classiﬁgtion Dummies Yes Yes Yes Yes Yes Yes
Number of observations 8,375 1,639 11,814 2,005 4532 658

Notes: Numbers in parenthesis are the robust standard errors. * p<0.100, ** p<0.050, *** p<0.010. The reference group for
the education variable is “No Education.” For the occupation variable, the reference group is “Legislators, Senior Officials,
and Managers.” For the industry variable, the reference group is “Agriculture, Forestry, and Fishing”.
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Table 3: Oaxaca-Blinder Monthly Wage Decomposition Results

Egypt Jordan Palestine
Total Gender Wage gap 0.225%%#* -0.002 0.102%%**

(0.016) (0.009) (0.036)
Endowments Effect 0.002 -0.080%** 0.035
(Explained) (0.012) (0.007) (0.024)

(0.223 %% 0.078*** 0.067*
Discrimination Effect (0.019) (0.009) (0.041)

(Unexplained)

Notes: *** p<0.01, ** p<0.05, * p<0.10. The numbers in parentheses represent the standard errors. “Explained” refers
to the portion of the gender wage gap that can be explained by differences in endowments. “Unexplained” refers to
the portion of the wage gap that may be attributed to discrimination or other unmeasured factors.
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