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Introduction

The pursuit of sustainable and inclusive economic growth necessitates the full integration and
equitable remuneration of women in the labour market.

Despite decades of global and regional commitments, including the Sustainable Development
Goals (SDGs) and the African Union’s Agenda 2063, persistent structural inequalities continue to
define the African labour market.

The inequalities are manifested acutely through the Gender Wage Gap (GWG) and entrenched
occupational segregation.

The African labour market is characterised by heterogeneity, with high levels of informality, deep-
rooted patriarchal structures influencing educational and career choices, and the disproportionate
burden of unpaid care work borne by women.

The objective of this empirical research is to evaluate the causal link between specific
government policy interventions and the subsequent reduction of gender wage gaps and
occupational segregation in Kenya, Rwanda, South Africa, and Zimbabwe.




Background

Globally, women continue to earn significantly less than men for work of equal value,
and their parficipation is often concentrated in lower-paying, less secure sectors (ILO,
2019).

The global gender pay gap is estimated to be approximately 16%, meaning women
earn 84 cents for every dollar earned by men, even when accounting for differences in
education and experience (UN Women, 2022).

This gap widens for women with children, ethnic minorities, and migrants, highlighting the
intersectional nature of disadvantage (Oxfam, 2020).

Women are overrepresented in sectors like care work, agriculture, education, health,
and administrative roles, which are often undervalued and underpaid (World Economic
Forum, 2023).

Women remain underrepresented in higher-paying fields such as Science, Technology,
Engineering, and Mathematics (STEM).




Background-continued

International frameworks such as the Sustainable Development Goals (SDG 5 on gender equality
and SDG 8 on Decent Work and Economic growth) and the Convention on the Elimination of all
forms of Discrimination Against Women (CEDAW) underscore the global commitment to
addressing these disparities, yet progress remains slow and uneven.

The gender wage gap in South Africa, particularly Black African women, earn substantially less
than their male counterparts, with the gap estimated to be between 23% and 30% (National
Minimum Wage Commission, 2021).

Women in Zimbabwe are highly active in the informal economy, primarily in vending, cross-border
trade, and small-scale agriculture, often due to limited opportunities in the formal sector
(Afrobarometer, 2021).

Occupational segregation is evident in Rwanda, with women concentrated in small-scale farming
and service industries (National Institute of Statistics of Rwanda, 2022).

In Kenya, women earn up to 30% less than men for similar work when factors like education and
experience are not fully controlled for (World Bank, 2021).




Methodology

The study adopted a mixed-methods approach, anchored by a critical realism research paradigm.

Critical realism is crucial as it acknowledges the existence of underlying structures and
mechanisms (like systemic gender biases and policy effectiveness) that shape observable
phenomena (wage gaps and occupational segregation), while recognising that these structures
are not directly perceivable and can be influenced by human agency and policy interventions.

The methodological framework, used desk review, integrated quantitative analysis of secondary
data (such as national labour force surveys, census data, and administrative records from Kenya,
Rwanda, South Africa, and Zimbabwe for a 12 year period to capture policy effects) to measure
the extent of gender wage gaps and occupational segregation.

Semi-structured interviews and focus group discussions with policymakers, employers, and
women in diverse occupations help to delve into the issues of policy implementation, perceived
barriers and enablers to women's economic empowerment, and contextual factors influencing
occupational mobility and wage outcomes. Thematic analysis was used for analysis.

Estimation of the gender wage gap and segregation in the African Labour Market was done using
Multi-Country Ordinary Least Squares (OLS) Regression Analysis.

Data from World Bank and ILO was used to identify and analyse the patterns of occupational
segregation by gender.




Findings
The study found that Rwanda demonstrates the greatest policy success in reducing the
formal wage gap, while South Africa maintains a persistently high gap, albeit slightly

reduced from 2022. The documented gap in Zimbabwe is misleadingly low due to

massive informalisation.

Country
=  South Africa

= Kenya

= Rwanda

= Zimbabwe

Overall gender wage gap

(2022) Sectoral Trends (2022)

2010 (30.2%) ; 2022 (27.5%) |

2010 (22.5%) ; 2022 (18.0%)

2010 (9.5%) ; 2022 (5.0%)

2010 (15.0%) ; 2022(13.5%)

Highest in Finance/Mining
(Vertical Segregation);
Persistent in management
roles.

Significant persistence in
the informal sector; lowest
in Public Administration.

Narrow gap attributed
primarily to formal sector
roles and high female
educational attainment.

extreme gendered
vulnerability in the informal
economy.

Official Use Only



Findings- continued
Horizontal segregation (clustering women into specific, often less-remunerated

sectors) remains universally high. However, Rwanda exhibits lower vertical
segregation, suggesting policy effectiveness in tackling the "glass ceiling”.

Horizontal Segregation (H Vertical Segregation (V
Country Index) Index)
South Africa Moderate (H=0.45) High (V=0.68)
Kenya High (H=0.55) Moderate (V=0.40)
Rwanda Moderate (H=0.30) Low/Moderate (V=0.35)
Zimbabwe Very High (H=0.65) Not reliably measured

Official Use Only



Findings — continued
Dominant Female Occupations (2022)

Country Occupations

South Africa = Services (Care), Education, Health. Severe
underrepresentation in STEM/Senior
Management.

Kenya

= Retail, Domestic Services, Primary Education.

= High representation in governance/parliament,
Rwanda some formal manufacturing/services.

= Health, education, cross-border trade, petty

Zimbabwe commodity production.

Official Use Only



Findings - continued

The impact of specific policy interventions:

In South Africa, Employment Equity Act (EEA) (focused on skills programs, basic conditions of
employment). Moderate to low impact. Lacked strong enforcement mechanisms; skills
programs often failed to match women to high-growth sectors.

In Kenya, Access to Government Procurement Opportunities (AGPO), SME financing programs,
MTP II/lIl initiatives. Low impact. Focused on entrepreneurship rather than structural wage
equity; minimal impact on formal sector wage gaps.

In Rwanda, Gender Quotas (30% minimum in decision-making), Land Rights Reform, mandatory
state-sponsored childcare pilots. High impact. Quotas and land rights drastically improved
women’s bargaining power and formal representation, strongly contributing to gap closure.

In Zimbabwe, National Gender Policy (largely unfunded), limited formal sector employment equity
laws. Gender Quotas (30% in parliament). Very low impact. Policies were largely aspirational,
failing to address the fundamental instability of the labour market. More women are into informal

trade.




Findings -continued
Factors contributing to gender pay gaps and occupational segregation:
Entrenched socio-cultural norms and gender stereotypes
Educational and skills gap disparities & discrimination
Labour market structures and discrimination
Limited access to resources and opportunities
Informal economy and lack of social protection
Institutional governance

Extent to which policy interventions reduced gender wage gaps and occupational segregation in Kenya,
Rwanda, South Africa, and Zimbabwe?

The study found that policy success is highly conditional on institutional strength and comprehensive
design.

Policy interventions, particularly robust quotas and structural reforms tackling land and political
representation, led to a significant and verifiable reduction in both wage gaps and vertical segregation.

Policy impact in Kenya and South Africa was marginal, failing to overcome deep-seated structural issues
(racial inequality in South Africa) or prioritising mismatched interventions (entrepreneurship over equity
in Kenya). Gaps persist primarily due to discrimination and implementation failures.




Findings -continued

Estimation of the gender wage gap and segregation in the African Labour Market focusing on Kenya,
Rwanda, South Africa and Zimbabwe:

The study found that as of 2022, women earned on average 12.5% less per hour than their male
counterparts, meaning women earned 87.5 cents for every dollar earned by men.




Conclusion

The comprehensive analysis across Kenya, Rwanda, South Africa, and Zimbabwe from 2010 to
2022 critically reveals that while policy interventions aimed at reducing gender wage gaps and
occupational segregation have been present, their aggregate impact on women's economic
empowerment has been largely nuanced, uneven, and often incremental, rather than
transformative.

The study found that despite efforts in skills training and affirmative action, women in Kenya and
Zimbabwe remain disproportionately concentrated in the informal economy and low-wage service
sectors, where policy reach and enforcement are weakest.

Childcare support programs, though crucial, have often been insufficient in scale or scope to
meaningfully alleviate women's care burden across all socio-economic strata, thereby continuing
to constrain their occupational mobility and earning potential.

While policy interventions have laid foundational groundwork and achieved isolated successes,
they have not yet fully dislodged the systemic drivers perpetuating gender pay disparities and
occupational segregation.

This suggest a critical need for more integrated, robustly funded, and context-specific
implementation strategies to achieve substantive change.




Recommendations

The primary policy implications stemming from the analysis of 2010-2022 trends across Kenya,
Rwanda, South Africa, and Zimbabwe are:

The critical need to transition policy interventions from symbolic de jure compliance to tangible
structural enforcement and behavioural change, particularly addressing the pervasive issue of
occupational segregation as the main driver of the persistent residual wage gap.

implement mandatory, subsidised, universal childcare support programs (a key "policy
intervention" factor) to reduce women's necessary reliance on part-time or flexible, low-wage

employment, thereby enabling their full utilization of human capital.

Introduce mandatory pay transparency and regular government-audited pay equity reviews for
firms above a certain size to actively enforce "equal pay for work of equal value" provisions.
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