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1. Introduction

In the affluent nations of Europe and the United States, the gap between men and women’s earnings has declined mean-
ingfully, but everywhere a sizeable gap persists (Blau and Kahn, 2000). In the U.S. in 2006, women'’s median hourly wage was
80% of men’s (End of Gender Revolution, 2009)." In the European Union in 2006, women’s median wage rates were 84% what
men’s were in Sweden, 84% in France, 82% in Denmark, and 76% in both the Netherlands and the United Kingdom (Eurostat,
2006).2 As in Europe and the U.S., women’s employment has increased in the industrialized nations of East Asia, with the in-
crease later and more dramatic in East Asia (Brinton, 2001a), and, where data are available, the earnings gap has gone down
as well (Monk-Turner and Turner, 2004; Hsu et al., 2006; Daly et al., 2006).

In this paper, we examine the contemporary sex gap in hourly wages in three societies in industrialized East Asia—Japan,
South Korea (hereafter referred to as Korea for brevity), and Taiwan. We use data from comparable, society-wide probability-
sample surveys simultaneously conducted in the three societies in 2006. Taking advantage of these new and comparable
data sources, we use regression decomposition techniques to identify how much of the gap in each society is explained
by gender differences in educational attainment, broad occupational categories, and in whether individuals work in regular
(vs. temporary, contract, or contingent) jobs. We will show substantial differences between the amount and determinants of
gender inequality in pay in the three societies, making clear that neither the common cultural heritage of the three societies
nor their similar levels of economic development have neutralized many of the cultural and structural differences that affect
gender inequality. Such cross-society heterogeneity within East Asia can be seen by comparing societies on the Gender
Empowerment Measure (GEM), a measure developed by the United Nations to summarize nations’ ranking on women’s
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status across a number of dimensions, including women'’s representation in elected parliaments and in managerial and pro-
fessional occupations, and women’s income relative to men’s (United Nations Development Programme, 2006). Taiwan is
ranked as the 24th, which is higher than either Japan or Korea in 2006 (National Conditions Statistical Bulletin, 2009).3

In her introduction to a collection of studies on women’s employment patterns in Japan, Korea, and Taiwan, Brinton
(2001b) points out that the three societies have substantial similarities. All share a legacy of Confucian ideology, with its
emphasis on respecting the authority of parents and the elderly and traditional gender arrangements. Both Korea and Taiwan
were under the colonization of Japan before the end of World War II for a long period.? As a result, Korea and Taiwan initially
adopted education systems similar to that of Japan. For instance, all three societies made 9 years of education compulsory sev-
eral decades ago. Moreover, all three have export-oriented development schemes. The success of these schemes led to further
investments in education in all three societies.

However, there are also differences among the three societies. Korea expanded its higher education system since the early
1980s (Park, 2007: 90-91) to the point where 23% of its adult population had a university degree by 2005, making its pop-
ulation somewhat more college-educated than that of Japan (Education at Glance, 2007). Taiwan has also expanded higher
education since the end of the 1990s because of demand from students and their parents. No parallel education expansion
occurred in Japan (Brinton and Lee, 2001). Although both Taiwan and Korea expanded education, having more education is
associated with women'’s employment in Taiwan but not Korea (Brinton, 2001b).

There are also important differences in how the gender system articulates with the organization of work in the three soci-
eties (Brinton, 2001b). One important difference is that a high proportion of employed Japanese women are in part-time and/
or non-regular jobs, but this is much less common among the women in the other two societies (Brinton, 2001b; Yu, 2009).
Yu (2009) argues that this is one reason that, in the mid-1990s, Taiwanese women were more likely than Japanese women to
remain in employment after marriage and childbirth (Brinton et al., 2001). In Japan, “regular” jobs in large firms with long-
term employment security have been largely reserved for men, although, as Daly et al. (2006: 169) point out, this seniority
system has been in decline in Japan since the 1990s. The economy is dominated by big business in both Japan and Korea, but
small firms predominate in Taiwan. SMEs employ close to 77% of the workers in Taiwan (White Papers of Small and Medium
Enterprises, 2008).> As the majority of Taiwanese workers find employment in small-and-medium enterprises (SME), the pres-
sure on women to quit might be lighter than in Japan.

Past studies of gender earnings differentials in East Asia suggest that Taiwan has the lowest gender inequality and Korea
the highest. In 1995, the hourly wages of women in Taiwan were 70% of men'’s, on average, while the analogous ratios were
60% for Japan and 55% for Korea (Brinton, 2001b: 17).°* Women earned 77% what men do in Taiwan in 2006 (Statistics of Fe-
male Labor, 2005).” The greater gender wage parity in Taiwan may reflect its higher rank (24th) on the Gender Empowerment
Measure (discussed above), indicating more gender equality than in Japan or Korea.

The sex gap in pay in Japan is not only larger than that in Taiwan, but also larger than in most other industrialized nations.
Blau and Kahn (2000) find that full-time women workers in Japan had median weekly earnings that were 64% what men
earned in 1997, and this was a lower ratio than found in other economically advanced nations they consider, which included
the U.S. (women earned 76%) and 15 European nations, where ratios ranged between 69% (Austria) and 90% (Belgium). Kum-
lin (2007: 208) compares the gap between Japan and Sweden in 2000-2001, using the ratio of women’s to men’s mean
hourly wages for all workers (full- and part-time), and shows that women earned 82% of the wage that men did in Sweden
and 56% in Japan.

Past studies show us the general level of wage inequality in the three countries. Only some of them examine reasons
accounting for the gender wage gap and none of them compare decompositions of the pay gap in East Asia using a compa-
rable data set. This paper will compare which factors explain more of the sex gap in pay across the three societies, and will
reveal the importance (or lack of importance) of human capital and occupation in contributing to the gap in each of Japan,
Korea, and Taiwan.

2. Explaining the sex wage gap: past research and theory
2.1. Approaches to studying the sex gap in pay and its explanations

Most economists favor human capital explanations of the sex gap in pay (Mincer and Polachek, 1974). In this view, be-
cause of women'’s home responsibilities, they invest less in schooling and accumulate less labor force experience, which re-
duces their market productivity. This lowers women’s wage rate relative to men’s. Decomposition methods developed by
Oaxaca (1973) and elaborated by Jones and Kelley (1984) have been used to assess how much of the sex gap in pay is ex-
plained by human capital. The basic approach is to start with a regression in which measures of human capital are indepen-

3 See also Lee and Hirata (2001) for evidence of greater gender equality in Taiwan.

4 Japan ruled Taiwan for 51 years (from 1895 to 1945) and ruled Korea for 36 years (from 1910 to 1945).

5 SME includes firms that employ less than 200 workers in manufacturing, construction, or mining and those that employ less than 50 workers in other
industries.

5 Figures for Japan exclude temporary workers.

7 All the statistics are calculated by dividing average monthly earnings of employed women by those of men. For Japan and Korea, the data include the
information for establishments with ten or more employees only. There is no such restriction for the Taiwanese data.
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dent variables predicting hourly wage, with separate regression analyses for men and women. The decomposition then as-
sesses how much sex differences in average amount of human capital and sex differences in returns to human capital affect
the sex gap in wages. (The method is explained in more detail below.) In research on the U.S., sex differences in average hu-
man capital have been found to explain between a quarter and a half of the gender gap in wages (England, 1992: 28-32;
Wellington, 1994). Most sociologists and some economists argue that discrimination by employers is also an important
cause of the sex gap in pay. One form of sex discrimination is a preference in favor of men (or women) in hiring or the wage
one is willing to pay, even when the employer knows the women are as productive as the men (Becker, 1971). Alternatively,
employers may engage in statistical discrimination (Phelps, 1972), wherein all women are treated as if they have the labor
force commitment of the average woman, leading women with unusual strong commitment to be paid less than commen-
surate with their productivity. However, as Aigner and Cain (1977) pointed out, if accurately assessed average differences
between men and women in productivity or its determinants are the basis of statistical discrimination, it will not create
average wage differences between the sexes controlling for their productivity differences. Another type of discrimination,
called “error discrimination” by England (1992: 60), occurs when employers have erroneous beliefs about gender differences
in productivity or one of its determinants; this will lead to pay gaps in excess of productivity differences.® Another type of
discrimination is when employers assign lower wages to some jobs based on the sex composition of those in the jobs (England,
1992; Kilbourne et al., 1994).

Decomposition methods have been used to estimate the contribution of human capital, occupation, and other factors in
the sex gap in pay (Oaxaca, 1973; Wellington, 1994; Kilbourne et al., 1994). If we make the (admittedly strong) assumption
that our models include all important human capital and other supply-side factors affecting pay, then we can attribute the
residual gap in pay not explained by these factors to discrimination. Using such methods, the fact that studies seldom find
even half of the gap explained by human capital suggests the presence of discrimination. (See Wellington (1994) and Blau
and Kahn (2000: 82) for the U.S.; we review studies for Japan, Korea, and Taiwan below.)

Decomposition techniques can also be used to assess the contribution of occupational segregation to the sex gap in pay.
This is of interest even when we cannot resolve the question of whether the segregation itself results from discrimination in
hiring and placement, supply-side choices, or both (Kilbourne et al., 1994). As Charles and Grusky (2004) have shown, occu-
pational sex segregation is pervasive in many societies.

2.2. Past studies of determinants of the sex gap in pay in Japan, Korea, and Taiwan

For each of our three societies, we have located one study of determinants of the gender pay gap that involved regression
analysis, used multiple explanatory variables, and included a decomposition assessing how much average gender differences
in independent variables contribute to the pay gap. As these studies utilize an approach similar to that we will employ, we
describe their findings below, and then discuss how our approach will build upon and go beyond them.

Kumlin (2007) decomposes the 2001 gender wage gap in Japan as part of a study comparing Japan to Sweden. The average
hourly wage of Japanese women was 56% of men’s in 2004 (Kumlin, 2007: 208). She estimates sex-specific OLS regression
models predicting (the natural logarithm of) wage, and then performs a decomposition of the gender wage gap. She finds
that gender differences in average amount of education explain 9% of the Japanese wage gap, while 11% is explained by
the greater tendency of men to be in supervisory positions, 6% is explained by men’s longer tenure on their current job,
and 9% is explained by women’s concentration in workplaces with a higher percent female (Kumlin, 2007: 213). She also
notes that women in Japan receive a higher rate of return to having a college degree than do men (but Daly et al. (2006) find
similar returns to Japanese men’'s and women’s education).’

Using 1988 Korean data on full-time, permanent workers, Monk-Turner and Turner (2001) find that women earned 48%
of the hourly wages of men. They find that Korean women'’s returns to education were greater than men’s. But women had
less education than men, and, depending on whether men’s or women’s slopes are used, 6-13% of the wage gap is explained
by men’s greater number of college degrees, and another 12-13% from education more generally. The data contain a measure
of total years of employment experience as well as years of tenure with one’s current employer. They find that gender dif-
ferences in experience explain 11-21% of the wage gap, with another 14-16% explained by tenure. When all factors con-
strued as supply-side differences were combined, mean differences between the sexes explained 48% of the wage gap
using female slopes and 60% using men’s. The authors treat any component unexplained by mean differences to be explained
by discrimination, and, on this assumption conclude that 40-52% of the Korean wage gap is explained by discrimination.

Chang (1995) examines explanations of the gender gap in wages among full-time workers in Taiwan in 1991, when wo-
men’s average wage was 68% that of men’s. As in the other two societies, women have higher returns to education (Chang,
1995: 215). She performs a decomposition from a model including age (to approximate experience), weekly working hours,
tenure with current employer, education, marital status, firm size, occupation, and industrial sector. Gender differences in
means on all these variables combined explain only 21% of the gender wage gap;'° of this, the largest portion (75% of the

8 Some authors use the term “statistical discrimination” for this type as well as the case where average gender differences are accurately perceived.

9 Kumlin (2007) uses male slopes to evaluate the effects of these mean differences; we will provide two alternative estimates using male and female slopes,
which, as discussed below, speak to two different “thought experiments.”

10 Chang (1995) uses male slopes to evaluate the effects of these mean differences; we will provide two alternative estimates using male and female slopes,
which, as discussed below, speak to two different “thought experiments.”
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21%) comes from the human capital and labor supply variables, while the remainder comes from gender differences in occupa-
tion and industry (Chang, 1995: 213). While gender differences in some human capital variables are important, women have
slightly more education than men, so that the gender difference in education advantages women, not men, and thus education
differences explain none of the gender gap in pay favoring men. Differential placement in large firms also explains none of the
gender wage gap; those who work in large firms earn more, but because women work in large firms more than men, this dif-
ference helps women rather than contributing to their lower pay. Chang (1995) interprets the 79% of the gap not explained by
gender differences in means on the measured variables as discrimination.

Our analysis builds upon but also differs from the three studies discussed above. Like the authors of these three studies,
we will examine determinants of men’s and women'’s pay, and decompose the gender gap. An important merit of our anal-
ysis is the use of contemporary and comparable data sets to examine the determination of sex earnings gap in Japan, Korea,
and Taiwan. The East Asian Social Survey data were collected in the same year in all three societies, and the data are very
recent—from 2006—whereas the previous three studies use older data at different time points (1988 in Korean case, 1991
in Taiwan’s, and 2001 in Japan’s). The East Asian Social Survey used a common questionnaire (written in English) drafted
cooperatively by research teams from the three societies, and then translated into the three languages. Thus, our analysis
will have the same variables for each of the societies, allowing us to compare the effects of particular factors on the sex
gap in pay across nations, something we cannot do with the three previous studies. For example, all three previous studies
include some measures of job or occupation, but operationalize it differently. Moreover, they differ in whether education is
measured in years attained (Chang, 1995), dummy variables (Kumlin, 2007), or a combination of the two (Monk-Turner and
Turner, 2001). These items are measured comparably here.

The three previous studies also differ in which workers they include, with Chang’s (1995) study of Taiwan using only full-
time workers, Monk-Turner and Turner’s (2001) study of Korea using only full-time and regular, permanent workers, while
Kumlin (2007) used all workers, full- or part-time for Japan. We will include part-time workers in the analysis, but make our
dependent variable hourly wage. Limiting the analysis to full-time (and full year) workers makes sense when analysts are
taking annual (or monthly or weekly) earnings as a dependent variable; in such analyses holding full-time status constant
in the sample by excluding part-timers serves to adjust out pay differences caused by women'’s greater tendency to work
part-time. However, as Hartmann et al. (2006) have argued, limiting analyses to only full-time workers leaves out a sizeable
large proportion of employed women in the U.S. This is particularly true for Japan.

We will use regression and decomposition techniques, described in the next section, similar to those used by the authors
of the past three studies. We will remain more modest than some of the previous authors in that we will not specify a precise
amount of the wage gap that is explained by discrimination. This is because, as we will discuss below, models never include
all relevant supply-side variables, and gender differences in some variables, such as occupation, may result from supply-side
choices, employer hiring discrimination, or some combination of both.

Given that past studies have found women’s returns to education to be higher than men’s, we expect this as well,
although we will add some needed interpretation, explaining that this does not necessarily indicate more favorable treat-
ment of women than men (it could, for example, simply indicate particularly low wages for women with low education rel-
ative to men with low education). We do not have priors about other slope differences across nations or gender, and, for
methodological reasons discussed below, will focus our decomposition on the part of the sex wage gap that is explained
by mean differences on independent variables.

We have expectations about which society will have larger gender differences in explanatory factors based on prior re-
search. International comparisons show that, in Taiwan, women are a higher percent of workers in either professional (44%)
or managerial and administrative (16%) positions than is true in Japan (46% and 10%, respectively), or Korea (38% and 7%)
(National Conditions Statistical Bulletin, 2007). Thus we expect that occupation may explain less of the sex wage gap in Tai-
wan and most in Korea. We also expect that sex differences in placement in non-regular (contingent or temporary) jobs will
explain more of the gender wage gap in Japan, as an international comparison during the 1980s showed 36% of Japanese
women in such jobs, but only 8% in Korea and 6% in Taiwan (Brinton, 2001b; see also Yu, 2009). As Chang (1995) finds that
Taiwanese women'’s educational attainment had already converged with Taiwanese men’s by 1991, we expect educational
differences to explain none of the gap in Taiwan, but a portion of the wage gap in Korea and Japan.

3. Data and methods
3.1. Data

The East Asian Social Survey (hereafter EASS) is a collaborative questionnaire survey project between the research teams
developing four surveys in the region: CGSS (Chinese General Social Survey), JGSS (Japan), KGSS (Korea), and TSCS (Taiwan
Social Change Survey). The first result of the collaboration is the 2006 Family Module, which is the data set we used to com-
pare respondents from Japan, Korea and Taiwan. China (PRC) is also included in the EASS. We do not include China in this
analysis, because the other three societies are more comparable to one another in terms of economic development and pop-
ulation size. The response rate was 60% in Japan, 66% in Korea, and 72% in Taiwan (East Asian Social Survey, 2006). While
most aspects of the survey procedures and sampling between the three societies were the same, we note two differences.
The survey was conducted by face-to-face interviews in Korea and Taiwan and by a combination of the face-to-face inter-
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views and self-administered surveys in Japan. The age range of sampled individuals in Japan is between 20 and 89, while
those in Korea and Taiwan are 18 years old and up without an upper age limit.

We include only the respondents who reported being employed at the time of the survey. Thus, the unemployed, as
well as those out of the labor force such as homemakers and retired persons are excluded. The self-employed are also
excluded from the analysis as they are not affected by employer actions and we are interested in both demand- and
supply-side determinants of the sex gap in pay. We include part-time workers as well as workers in non-regular (tem-
porary) jobs.

3.2. Variables

The dependent variable is natural logarithm of the respondents’ hourly wage in their respective currencies.!! The wage
rate pertains to the respondent’s current job.'? To get our best estimate of this wage rate, a respondent’s report of his or her
monthly earnings was divided by four times the number of hours per week the respondent reported usually working (including
overtime) for Korean and Taiwanese data. Another difference between surveys is that the Japanese survey asks about income
differently—asking for annual income (including both work and non-work earnings). We divide annual income by 50 weeks
(treating the remaining 2 weeks as holidays) and then by weekly working hours.!?

As described below, our regression models include an adjustment proposed by Heckman (1979) for selectivity into
employment. Variables included in the selection equation (predicting employment) include age, the square of age, marital
status, and the number of children. Age is measured in years. To measure marital status we use a dummy variable: married
with partners living together vs. all other situations.

To measure human capital, our earnings equations include education and potential employment experience. In the 2006
Family Module, the EASS uses six rank-ordered degrees to represent educational achievements of respondents: Below the
lowest formal education, the lowest formal education (approximately 6 years of elementary school education), above the
lowest formal education (approximately the level of finishing junior high school education), senior high school education,
above senior high education (junior-college or paraprofessional schools in Japan and Korea or vocational college in Taiwan),
and 4 year university education or more completed. We use this array of categories, taking senior high education completed
as the reference category in our regression analyses.'?

Another form of human capital is work experience. Since EASS asks neither tenure with the current employer nor total
years of work experience in the 2006 module, we use a conventional measure of potential working years as the closest
we can come to a measure of this important concept. It is calculated as age minus 6 minus years of education. The assump-
tion is that first grade starts at age 6 and that one’s potential years of experience start upon completion of schooling.

Our earnings regressions also include employment status, tapping whether the respondent has a regular, long-term work
contract vs. a non-regular type of job. In the EASS respondents are asked if their reported job at the time of the survey was a
permanent, regular employment status, an irregular employment status, an odd job, or some other situations. We combined
respondents reporting anything other than a permanent, regular employment status into a category we term “non-regular,”
and use the term “regular” for the remainder. Given the usage of the terms in the survey in these societies, our measured
concept of a “non-regular” employment status should include what Kalleberg (2000) refers to as “nonstandard” and “con-
tingent” jobs. It particularly denotes that the job is seen as temporary rather than permanent by the employees themselves.
Non-regular status does not necessarily imply part-time work since some of those workers claiming to hold non-regular jobs
actually worked 40 hours per week or more; however, there is a strong association between non-regular jobs and part-time
employment.

Larger metropolitan areas often pay higher wages, so any sex difference in geographical distribution could affect the sex
gap in pay. The EASS includes a variable representing the city size of respondents’ residence and it is used in our analysis as a
control variable.

Occupational sex segregation has been found to affect sex earnings gap in Japan, Korea, and Taiwan, as mentioned above.
The EASS survey uses the ISCO88 classification to code respondents’ occupations. We collapsed them into four categories:
upper non-manual, lower non-manual, upper manual, and lower manual, following the typology used by Charles and Grusky
(2004). Respondents identify themselves holding the managerial, administrative, or professional positions are classified as

1 Instead of taking the logarithm of hourly wage in each country’s own currency, we could convert to one nation’s currency. However, doing that would raise
the question as to whether to use the official exchange rate (and at what date) or whether to use purchasing parity equivalences. There are arguments to be
made for each method. We follow the procedure of Kumlin (2007) who used the logarithmic transformation as a way to create comparability between societies,
in that coefficients (when multiplied by 100) reveal the percentage change in wage associated with a unit change in the independent variable. We thus avoid the
problem of currency transformation.

12 Three cases are omitted from the Japanese data and one from the Korean data because they are extreme positive outliers on earnings.

13" Assumptions are required to convert to a wage rate. First, for all three societies, we assume that respondents worked the same hours per week that they
currently report for the whole time period for which they report their earnings (monthly in Korea and Taiwan, and yearly in Japan). Second, we assume that
respondents were employed the whole period (minus two weeks for vacation in Japan since the figure is annual). Thus, we are making more heroic assumptions
for Japan than the other two societies.

14 Although a logical possibility, there are no respondents in the category of below the lowest formal education in Japanese sample and no male respondents
in that category for the sample of Korea. Thus, this one dummy variable is left out of the equations for these groups only. The reference category remains senior
high education for these groups as well as the others.
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upper non-manual. Clerical workers, sales persons or service workers are classified as lower non-manual. Skilled workers or
technicians are classified into the upper manual, while operators or laborers are coded as lower manual.

3.3. Regression models and decomposition

Our analysis starts with earnings regressions. Separately for men and women within each of the three societies, we do
OLS regression analyses predicting the natural logarithm of hourly wage. These regressions are conducted simultaneously
with the Heckman selection equations. Independent variables included are those discussed above. To implement the selec-
tion-corrected earnings regression as well as the decomposition, we use a STATA program developed by Jann (2008).

Our decomposition analysis is performed to examine, for each society, how much sex differences in the means (averages)
on each factor explain of the average sex gap in hourly wage. We do not compute the proportion of the gap explained by
gender differences in slopes, as Oaxaca (1973) did. As Jones and Kelley (1984) have shown, arbitrary changes in the scale
of an independent variable (such as which reference category is used for dummy variables) will shift explanatory power be-
tween the slopes and the intercept, rendering suspect any calculations purporting to show how much gender differences on
any particular variable’s slope contribute to the wage gap.'> Thus past conclusions about how much of the gender wage gap is
to be explained by gender differences in rates of return to particular variables should be considered suspect. What can be dis-
cerned meaningfully is how much is explained by mean differences in independent variables (sometimes called “endow-
ments”), and the size of the remaining residual, which is due to the combined effects of differences in slopes and intercepts
(Jones and Kelley, 1984; Oaxaca and Ransom, 1999).

Our decomposition entails computing the sex difference in means on the dependent variable, the natural logarithm of
hourly wages, for each society; this is the total sex gap to be explained. The decomposition further computes the sex differ-
ence in means for each independent variable (these are found in Tables 2-4, for the three societies respectively). To see how
much of a gender gap in (In) wage is produced by the difference between the men’s and women’s mean on a particular var-
iable, we multiply the mean difference by the slope from the regression, since the slope tells us the rate of return to a unit
change in the variable. This raises the question of whether to use the male or female slopes in evaluating how much differ-
ence the mean differences makes. As Oaxaca (1973) and Jones and Kelley (1984) have pointed out, either computation is
meaningful. Each provides a different thought experiment. When we use the female slopes, we are asking how different
the average In wage of women would be if women retained their observed rate of return to the factor but moved to the male
mean. When we use the male slopes, we are asking how different the average In wage of men would be if men retained their
own rates of return, but moved to the female mean on the variable in question. To convert either of these two quantities to
the percent of the In wage gap explained by the mean difference in the variable, we take this product (mean difference times
the slope) as the numerator in a ratio where the mean difference between the two sexes in In wage is the denominator. The
resulting ratio (times 100) tells us what percent of the gap is explained by the sex difference on this factor. (In the case of a
series of dummy variables representing a concept, such as education, the portions explained by mean differences on all the
dummies in the set are summed.)

We present results of decompositions from regression models excluding and including occupations for two reasons. First,
one way that education affects wages is through what occupations it allows one to qualify for; thus, to see the full effects of
education on wages we use reduced-form models that leave occupation out and thus include this indirect effect of education
through occupation on the education coefficients, and hence in the decomposition. However, we also want to see how much
one’s occupation affects one’s wage, and how much sex differences in occupational distributions affect the sex gap in pay. To
answer these latter questions, we need to use regression models and decompositions that include occupational variables.

Our decomposition resulting from the models excluding occupations are summarized in Table 1a and those including
occupations in Table 1b. The more detailed decompositions for each society are in Tables 2a and 2b for Japan (2a excludes
and 2b includes occupation, and analogously for the other two societies), 3a and 3b for Korea, and 4a and 4b for Taiwan. The
detailed Tables 2-4 show the male and female mean on each independent variable and the male and female slope. They then
show the percent of the hourly In wage gap that is explained by mean differences in each explanatory variable, with two
estimates provided—one using female and one using male slopes.

4. Results
4.1. Comparing the pay gap across East Asian Societies

The ratio of women'’s average hourly wage to men’s is 79% in Taiwan, 63% in Korea, and 49% in Japan (Table 1a). Since
Japan became an affluent, industrialized nation several decades earlier than either of the other two societies, the fact that

it does not have the smallest gap reminds us that there is nothing automatic about moving toward gender equality with
industrialization and economic growth.

15 Oaxaca and Ransom (1999) later made this same point.
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Table 1a

Summary of decomposition of sex gap in hourly wages in Japan, South Korea, and Taiwan: percent of In wage gap explained by mean differences in independent
variables.

Independent variables Japan Korea Taiwan
% Explained using % Explained using % Explained using
Male Female Male Female Male Female
slope slope slope slope slope slope
Education 5.8 8.8 13.8 18.0 -3.8 -10.7
Employment status(regular [vs. non-regular]) 18.0 27.8 4.6 3.2 3.2 5.6
Potential work experience -0.1 -04 14.4 6.3 10.0 9.3
City size 0.4 0.02 -0.2 0.7 -04 -13
Total % explained by mean differences 24.2 36.3 32.6 28.3 9.0 3.0
Mean (In [male hourly wage|) -mean (In [female hourly 0.72 0.47 0.24
wage])
Mean female hourly wage/mean male hourly wage (%) 49 63 79
Number of cases 967 657 1,116
Table 1b

Summary of decomposition of sex gap in hourly wages in Japan, South Korea, and Taiwan: percent of In wage gap explained by mean differences in independent
variables, from models including occupation.

Independent variables Japan Korea Taiwan

% Explained using % Explained using % Explained using

Male slope Female slope Male slope Female slope Male slope Female slope
Education 2.4 8.0 9.7 14.8 -0.9 -9.9
Employment status(regular [vs. non-regular]) 15.0 25.2 2.4 2.7 2.4 5.7
Occupation 0.4 -0.3 53 7.4 -1.9 —13.8
Potential work experience -0.2 -0.3 12.6 5.8 8.8 9.1
City size 0.4 -0.1 -0.4 0.7 -0.1 -1.1
Total % explained by mean differences 17.9 325 29.5 313 8.4 -10.0

4.2. The role of education in the sex gap in wage rates

How much of the gender gap in pay comes from gender differences in education? As mentioned above, we expect edu-
cation to affect earnings in part through giving access to more skilled occupations, so we do not want to remove this indirect
path in our assessments of how much education contributes to the gap. Thus, to discuss education, we will use the models in
Tables 1a, 2a, 3a, and 4a, not controlling for occupation. Table 1a shows that education is a factor in the sex gap in pay in
Japan and Korea, but explains nothing in Taiwan, where women have more education than men.

In Japan, according to the detailed analysis in Table 2a, about the same percent of employed men and women have less
than a high school degree. But women are much more apt to have stopped at high school or some (but less than 4 years) of
college. So the main gender difference is that 37% of employed men are graduates of a 4-year university, while only 13% of
women are. Overall, the educational differences explain 6% of the wage gap if we use men’s slopes and 9% if we use women'’s
slopes (Table 1a).

Compared to Taiwan where education explains none of the wage gap, and Japan where it explains 6-9%, education
explains somewhat more of the gap in Korea—14% using the male and 18% using the female slopes (Table 1a). The de-
tailed analysis of Korea in Table 3a shows that, as in Japan, the major gender difference in the educational distribution is
that more women stop at high school, while more men than women complete junior or 4-year college. An astounding
42% of the Korean male labor force has completed college, with an impressive 35% of employed women having finished
college. This may well be the most educated labor force in the world (see also Park, 2007: 88).1°

In Taiwan, education explains none of the sex gap in pay (Table 1a). The negative percent of the sex gap explained for
education is telling us that women have more education than men, so if education was equalized, the sex gap would be
worse than it is—4-11% more, depending on whether male or female slopes are used (Table 4a). As the detailed analysis
in Table 4a shows, 27% of women in the labor force, but only 24% of men have completed college. Thus, in Taiwan, women’s
education relative to men is a force improving their earnings, not explaining any of their lower earnings.

In all three societies, women'’s return to college are the same (in the Japanese case) or larger than men’s (in the Kor-
ean and Taiwanese case) (see slopes in Tables 2a-4a). In Japan the increase in hourly wage associated with having a
college degree (relative to the reference category of having completed high school) is 35% for both men and women
(Table 2a). In Korea, the same returns are 78% for men and 82% for women (Table 3a). In Taiwan, they are 47% for

16 According to National Population Statistics provided by each member team of EASS from datasets other than EASS, when men and women are combined,
37% of the population obtained university or higher degrees in Korea (Population and Housing Census Report, 2005). The comparable percents are 25% in Japan
(Japan Population Census Report, 2000) and 34% in Taiwan (Statistical Yearbook of Interior, 2006). This gives us some confidence in the figures in these surveys.
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Table 2a
Detailed decomposition of sex gap in hourly wages in Japan: means, slopes, and amount and percent of In wage gap explained by mean differences in
independent variables.

Independent variables Mean Male slope % of gap explained using male Female slope % of gap explained using female
Male Female slope’ slope®

Education 5.84 8.81
No formal schooling®
Primary school 0.10 0.08 044" -1.14 —0.45""" -1.15
Junior high school®
High school (Ref.) 0.47 0.56
Above high school 0.06 0.22 0.20 -4.63 0.08 -1.83
Four-year university 0.37 0.13 035" 11.60 035" 11.80

Employment status 0.85 0.43 0317 17.98 048" 27.78

(regular [vs. non-regular])

Potential work experience —0.07 -0.36
Experience 26.04 25.57 0.05"" 3.53 0.03"™ 1.73
Experience square 877.46 828.61 —0.001"" —3.60 —0.0003 —2.09

City size 2.59 2.49 0.03 0.44 0.002 0.02

Total % explained by mean 24.19 36.25

differences
" P<0.05.
" P<0.01.
" P<0.001.

1 Calculated by dividing [(male mean-female mean)*male slope] by total difference between male and female mean of (In wage).
2 Calculated by dividing [(male mean-female mean)*female slope] by total difference between male and female mean of (In wage).
3 There are no Japanese respondents in this category, so this dummy variable left out of Japanese regressions.

Table 2b
Detailed decomposition of sex gap in hourly wages in Japan: means, slopes, and amount and percent of In wage gap explained by mean differences in
independent variables, from models including occupation.

Independent variables Mean Male % of gap explained using male  Female % of gap explained using female
m slope slope! slope slope?
Education 2.40 8.03
No formal schooling?
Primary school 0.10 0.08 -0.38"" —-1.02 -0.39" —1.04
Junior high school®
High school (Ref.) 0.47 0.56
Above high school 0.06 0.22 0.19 —4.53 0.03 -0.62
Four-year university 0.38 0.13 0.23™ 7.95 0.28"" 9.69
Employment status 0.85 0.43 0.25" 14.96 042" 25.17
(regular [vs. non-regular])
Occupation 0.37 -0.31
Upper non-manual (Ref.) 0.16 0.08
Lower non-manual 0.43 0.66 —0.22° 7.30 -0.21" 6.82
Upper manual 0.15 0.07 -0.26 -2.74 .29* —-2.99
Lower manual 0.26 018 -039"° —4.19 -0.39" —4.14
Potential work experience -0.19 -0.27
Experience 26.00 2557 0.05"" 3.21 0.02" 1.48
Experience square 874.15 828.61 —0.001" —3.41 —0.0003 -1.75
City size 2.59 2.49 0.03 0.39 0.01 -0.12
Total % explained by mean 17.92 32.50

differences

1, 2, 3: see Table 2a.
* P<0.1.
“ P<0.05.
" P<0.01.
" P<0.001.

men and 79% for women. These differences in slopes are why education explains more of the gap if we use female
slopes. Higher returns to education for women are seen in U.S. literature as well (e.g., Wellington, 1994). Of course,
the fact that women have higher returns to college than men does not imply that women college graduates earn more
than male college graduates. Results not shown indicate that this is not true in any of the three societies. Women'’s high-
er slopes mean that, after adjustment for other variables, the proportionate gain for college is greater for women even
though women'’s earnings at all educational levels are lower than men’s. The higher returns also imply that the adjusted
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Table 3a
Detailed decomposition of sex gap in hourly wages in South Korea: means, slopes, and amount and percent of In wage gap explained by mean differences in
independent variables.

Independent variables Mean Male % of gap explained using male  Female % of gap explained using female
m slope slope! slope slope?

Education 13.75 18.04
No formal schooling® 0.02 —0.60" 2.33
Primary school 0.04 0.03 -0.26 —0.66 —0.40 -1.04
Junior high school 0.06 0.07 -0.05 0.17 -0.31" 1.14
High school (Ref.) 0.27 0.35
Above high school 0.21 0.18 0.35""" 2.10 046" 2.73
Four-year university 0.42 0.35 0.78""" 12.14 0.82°"" 12.89

Employment status 0.91 0.80 0.19* 4.58 0.13 3.18

(regular [vs. non-regular])

Potential work Experience 14.42 6.32
Experience 2048 18.74 0.08™" 29.00 0.03" 12.71
Experience square 552.25 49924 —0.001"" —14.57 —-0.001" —6.39

City size 3.52 348 -0.02 -0.18 0.09" 0.74

Total % explained by mean 32.58 28.28

differences

1 and 2: see Table 2a. 3: there are no Korean male respondents in this category, so this dummy variable left out of Korean male regressions.
T P<0.1.
" P<0.05.
“ P<0.01.
™ P<0.001.

sex gap in wages is smaller at higher educational levels. This is consistent with past research in Korea (Monk-Turner and
Turner, 2001'7), Taiwan (Chang, 1995), and Japan (Ono, 2004: 145).

4.3. The role of employment status and potential experience in the sex gap in wages

Gender differences in whether one holds a regular, permanent (as opposed to temporary, contingent) job is an important
factor in the wage gap in Japan only. It explains 18-28% of the wage gap in Japan, depending on whether men’s lower or
women'’s higher slopes are used (Table 1a). Women's higher slope indicates that women are penalized proportionately more
for being in non-regular jobs. It is a big factor in Japan because it shows a large return and a large gender difference in means;
85% of men but only 43% of the women are regular workers, and such workers earn 31% more among men and 48% more
among women (Table 2a).

By contrast, in Korea and Taiwan, regular job status is not important in the sex wage gap. This is partly because the re-
turns to being in a regular job are lower in Korea and Taiwan than in Japan, and not statistically significant (at P < 0.05) for
Korean men or women (Tables 3a and 4a). The other reason is that, while in each society men are in regular jobs more than
women, the gap is small in Korea and Taiwan; in Korea 91% of men and 80% of women hold regular jobs (Table 3a), while in
Taiwan the figures are an even closer: 86% of men and 82% of women (Table 4a). Thus, the wholesale placement of women in
non-regular jobs is a sizeable factor in the gender gap in pay in Japan and appears distinctive to the Japanese system.

Potential experience differences are unimportant in Japan, explaining less than 1% of the wage gap, but explain 6-14% of
the gender gap in earnings in Korea and 9-10% in Taiwan (Table 1a). In all three societies men have more potential experi-
ence. Recall that potential experience is measured as age minus 6 minus years of education; it is a measure of how many
years it has been since one completed schooling. Thus, if one had been employed continuously since ending school, it would
be an accurate measure of experience, but we know that many more women than men have not been. One thing the measure
reflects is gender differences in the age structure of the employed (if there were no gender differences in education it would
reflect only this). Given that men have more education everywhere but Taiwan, which reduces their potential experience,
their greater potential experience implies that employed men are older than employed women, probably because recent co-
horts of women have more continuous employment. It is to be expected that if gender differences in continuous employment
continue to erode, this component of the gap will get smaller.

4.4. The role of occupational segregation in the sex gap in wages
To examine how much women and men'’s differential placement across broad occupational groups affects the gender pay

gap, we turn to Tables 1b, 2b, 3b, and 4b, which provide findings from models including occupation. First, let us examine how
much men and women are in different occupations. In all three nations, more men than women are in the upper non-manual

17 By contrast, Monk-Turner and Turner did not find this in their 2004 study.
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Table 3b
Detailed decomposition of sex gap in hourly wages in South Korea: means, slopes, and amount and percent of In wage gap explained by mean differences in
independent variables, from models including occupation.

Independent variables Mean Male % of gap explained using male Female % of gap explained using female
m slope slope! slope slope?
Education 9.66 14.76
No formal schooling® 0.00 0.02 0.00 0.00 —0.58 2.18
Primary school 0.04 0.03 -0.12 -0.31 -0.41" -1.01
Junior high school 0.06 0.07 0.07 -0.25 -0.26" 0.92
High school (Ref.) 0.27 0.35
Above high school 0.21 0.17 0.26"" 1.62 0.39"" 2.49
Four-year university 0.42 0.35 0.58"" 8.60 068"  10.16
Employment status 0.91 0.80 0.10 2.39 0.12 2.72
(regular [vs. non-regular])
Occupation 5.27 7.39
Upper non-manual (Ref.) 0.33 0.16
Lower non-manual 0.38 0.60 -0.23"" 10.35 —0.25 11.22
Upper manual 0.09 0.03 -0.53"" —6.22 -0.41* —4.78
Lower manual 0.20 021 -0.50"" 1.13 -0.42" 0.95
Potential work experience 12.57 5.75
Experience 2048 18.79 0.07""" 25.37 0.03™ 10.86
Experience square 552.25 500.87 —0.001"" —12.80 —0.0005* —5.11
City size 3.52 348 -0.05 —-0.40 0.08 0.67
Total % explained by mean differences 29.50 31.28
1 and 2: see Table 2a; 3: see Table 3a.
" P<0.1.
* P<0.05.
" P<0.01.
“* P<0.001.

jobs—16% of men compared to 8% of women in Japan, 33% of men vs. 16% of women in Korea, and, the smallest difference,
19% of men vs. 15% of women in Taiwan (Tables 2b-4b). However, men’s occupational placement is not advantageous
throughout the hierarchy; in all three countries, if we take upper non-manual and lower non-manual jobs together, more
women than men are in non-manual as opposed to manual jobs. Charles and Grusky (2004) have shown that this pattern
is common across many industrialized nations—men are disproportionate in the top non-manual jobs (managerial and pro-
fessional), but also disproportionate in manual jobs, while women are disproportionate in lower non-manual jobs (clerical,
sales, and service).

What is the relative pay of these occupational categories? We find the expected patterns: upper non-manual jobs pay the
most, and, generally, the order of the other three is lower non-manual then upper manual then lower manual (Tables 2b-4b).
Occupation, at least using these broad categories, explains virtually none of the gap in either Japan or Taiwan, and only 5-7%
in Korea (Table 1b). The detailed analyses in Tables 2b-4b show that this is because, while men’s disproportion in upper non-
manual jobs contributes heavily to the gap, their dominance in manual jobs works against them, and sometimes the latter
effect is even larger, leading occupation to make a negative contribution to the gap on balance. Occupation explains more of
the gender gap in Korea because men are more concentrated in top non-manual jobs there than anywhere else.

4.5. How much of the wage gap is explained by supply-side sex differences?

We can now compare the three societies in how much of the gender gap in hourly wages is explained by average gender
differences in all the factors that we interpret as coming (at least in a proximate sense) from the supply side: education, reg-
ular vs. non-regular employment status, and potential experience. (We also include the size of one’s place of residence on the
supply side; however, this factor always has trivial effects because men and women'’s geographic placement differs little.)
Table 1a shows that 24-36% is explained in Japan (the larger estimate if female slopes are used), with a moderate share com-
ing from education differences and a large share coming from women’s concentration in non-regular jobs. Japan is the only
society where placement in non-regular (vs. regular, permanent) jobs was important to the gender gap. If we consider this
placement to come entirely from demand-side discrimination rather than supply-side choices, then the portion explained by
supply-side differences is 18-28% points less (i.e. instead of 24-36% being explained, 6-9% would be explained). In Korea,
whether we use male or female slopes makes little difference, and 28-33% is explained by these factors combined, with edu-
cation the largest factor, followed by potential experience and regular vs. non-regular jobs. In Taiwan, very little (3-9%) is
explained by supply-side factors, with only potential experience having sizeable effects. If we interpret all the portions of
the gap not explained by mean differences in our supply-side measures to be discrimination, this would imply that a higher
portion of the smaller gap is explained by discrimination in Taiwan. We cannot, however, confidently make an assessment of
the amount explained by discrimination, since we lack measures of some important supply-side factors, such as work expe-



C.-f. Chang, P. England /Social Science Research 40 (2011) 1-14 11

Table 4a
Detailed decomposition of sex gap in hourly wages in Taiwan: means, slopes, and amount and percent of In wage gap explained by mean differences in
independent variables.

Independent variables Mean Male % of gap explained Female % of gap explained
—_— ; 1 : 2
Male Female slope using male slope slope using female slope
Education -3.82 -10.67
No formal Schooling 0.01 0.02 -0.52" 3.11 —0.50" 2.95
Primary school 0.07 0.09 -0.38™" 2.71 —-0.33" 2.37
Junior high school 0.16 0.13 -0.26™" —3.57 -0.39""" —5.37
High school (Ref.) 0.31 0.28
Above high school 0.22 0.22 0.16 —0.36 047" —-1.10
Four-year university 0.24 0.27 047" —5.71 0.79"" —9.52
Employment status(regular [vs. non-regular]) 0.86 0.82 017" 3.20 0.29"" 5.60
Potential work experience 9.99 9.30
Experience 20.29 19.03 0.07""" 37.99 0.05™"" 27.93
Experience square 572.31 519.70 —-0.001""" —28.00 —-0.001"" —-18.64
City size 3.01 3.04 0.03 -0.42 0.09”" -1.27
Total % explained by mean differences 8.95 2.96
1 and 2: see Table 2a.
T P<0.1.
* P<0.05.
" P<0.01.
' P<0.001.
Table 4b

Detailed decomposition of sex gap in hourly wages in Taiwan: means, slopes, and amount and percent of In wage gap explained by mean differences in
independent variables, from models including occupation.

Independent variables Mean Male % of gap explained Female % of gap explained
m slope using male slope! slope using female slope®
Education -0.90 -9.86
No formal schooling 0.01 0.02 —0.49* 2.98 -0.35 2.16
Primary school 0.07 0.09 —-0.29" 2.17 -0.22 1.63
Junior high school 0.16 0.13 -0.22"" —3.06 -0.30" —4.26
High school (Ref.) 0.31 0.28
Above high school 0.22 0.22 0.06 —0.11 042" —0.75
Four-year university 0.24 0.27 0.23" —2.88 0.68""" —8.64
Employment status(regular [vs. non-regular]) 0.86 0.82 0.12 2.44 0.29""" 5.69
Occupation -1.86 -13.81
Upper non-manual (Ref.) 0.19 0.15
Lower non-manual 0.43 0.65 -0.38"" 34.88 -0.17" 15.36
Upper manual 0.19 0.04 —0.45"" —29.28 —-0.39" —24.84
Lower manual 0.19 0.16 -0.64"" -7.47 -037" -4.33
Potential work experience 8.82 9.10
Experience 20.29 18.99 0.07"" 36.84 0.05"" 29.00
Experience square 572.31 517.65 —0.001""" —28.02 —-0.001""" -19.90
City size 3.01 3.04 0.01 —0.09 0.08™ —-1.08
Total % explained by mean differences 8.40 -9.95
1 and 2: see Table 2a.
T P<0.1.
" P<0.05.
“ P<0.01.
™ P<0.001.

rience and tenure, and since some part of occupational placement may result from supply-side preferences and skills flowing
from differential socialization, networks, and pre-market opportunities.

If we consider occupational placement to be entirely on the supply side (undoubtedly an unrealistic assumption), then
Table 1b shows that gender differences in means on supply-side factors have explained 18-33% of the gap in Japan, 30-
31% in Korea, and still very little in Taiwan (between 8% and —10%). What is clear is that the gap in Taiwan is smallest
and explained proportionately less by the combination of factors that we have considered.

5. Conclusion

Using new, comparable survey data on three industrialized societies in East Asia, our contribution has been to decompose
their gender wage gaps and compare which factors contribute to the gap in the three societies. While the literature is replete
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with analyses of the pay gap in the United States and some European countries, wage gaps in these societies are less well
studied.

5.1. Limitations

Before summarizing our empirical findings, we must acknowledge limitations of our analysis that we hope can be rem-
edied in future research. First, while the EASS datasets are largely comparable, we acknowledge that a difference in how
earnings were measured between societies may have affected our findings. In Japan, respondents were asked their total in-
come last year, while in Korea and Taiwan they were asked about work earnings in the last month. No question was asked
about number of weeks worked in the period. We considered the period to be a year minus 2 weeks for Japan, to assume a 2
week vacation. To convert to an hourly wage, we divided by the number of weeks in the period times hours per week re-
ported for the current job. For those out of work some of the last year, especially likely for women, this would create more
of an underestimate of hourly wage in Japan than the other societies. This may explain why we found a higher wage gap in
Japan than Korea, when past studies found the reverse order. However, as our interest was not in the absolute size of the gap,
but decomposing it and comparing societies in the factors explaining the gap, we believe that our study is nonetheless a
contribution.

Limitations of our supply-side measures should also be noted. While our measures of amount of education are extremely
detailed, we do not have measures of the field of study of those going to college. College majors are quite sex segregated in
most societies, and, at least in the U.S., this has been shown to contribute to the gender gap in pay from the supply side
(Brown and Corcoran, 1997), but this component is not included in our assessment of the role of education. Moreover,
our occupational categories are very broad; if we had more detailed occupational categories, more of the gender gap would
undoubtedly be shown to be explained by occupation, while still leaving us unsure how much gender differences in occu-
pation come from the supply vs. demand side.

Another limitation is our lack of a direct measure of years of labor force experience. We used potential experience instead,
as is common in many past studies. Potential experience accurately reflects actual experience only to the extent that indi-
viduals have been employed continuously since they finished school, and we know that this is less true for women than men.
Thus, our decomposition will probably underestimate the extent to which the experience gap explains the sex wage gap. It
may do so to the greatest extent in Japan, where women'’s employment in full-time work is the lowest among the three coun-
tries. We also lack a measure of tenure with the current employer, which past U.S. studies showed to explain some of the pay
gap (Wellington, 1994).

Given these missing supply-side measures, some of the residual gap not explained by mean differences on any of our vari-
ables may in fact be due to gender differences in average experience, tenure, and college major. This makes it impossible to
attribute the residual gap entirely to discrimination. To put the problem more generally, there is no definitive way to par-
tition the sex gap in pay into the part coming from supply-side factors vs. from demand-side discrimination because if our
measures of supply-side factors incomplete, the residual portion of the gap will probably overestimate the true amount of
discrimination, but if some of the variables we consider to be on the supply side were themselves influenced by prior em-
ployer discrimination, we may underestimate discrimination.

Because of these issues, we do not claim to have measured with precision the amount of gender discrimination in labor
markets in these three societies. Our goal has been more modest—to consider factors that we know from past literature to be
part of the processes generating the gender gap, and, using comparable data, compare the three societies in terms of how
much these factors explain gender differences in wages. With that in mind, we summarize some of our major findings.

5.2. Summary and implications

Our models and decomposition were better able to explain portions of the gap in Japan and Korea. In both, especially Kor-
ea, men’s higher college graduation is an important factor. It is not that Korean women have less education than women in
the other two nations (actually they have more), but that Korean men have an extremely high educational level. Occupa-
tional differences between men and women are also most pronounced in Korea, and this explains 5-7% of the wage gap,
whereas this factor is unimportant in the other two societies, at least using the broad categories we employ. Japan, like Korea
has some amount of the gap explained by men’s higher college graduation rates. What is distinctive about Japan is that wo-
men’s consignment to non-regular jobs is especially important, explaining 15-25% of the wage gap; this factor is unimpor-
tant in the other two societies.

Taiwan not only has a smaller wage gap, but the gap is poorly explained by the variables we used. Education explains
none of the gap because women have more education than men. We lack data on whether some portion of the remaining
gap comes from women majoring in fields that lead to lower paying jobs. The broad occupational categories we have used
here also explain nothing in Taiwan as women are actually more favorably placed. Women’s consignment to non-regular
jobs is also unimportant. Employed men are older than women, causing a difference in potential experience, and this ex-
plains 9% of the gap, probably reflecting the fewer years of experience of employed women compared to men. This portion
of the gap is likely to change in all the societies if women’s employment continues to increase. The remaining unexplained
portion of the gap may be due to gender differences in occupations that would only show up with more detailed categories
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than those used here, caused by either hiring discrimination or supply-side preferences. Alternatively, the remaining unex-
plained portion of the gap may reflect discriminatory wage differences between men and women in the same occupation.

Our more general conclusion is that some combination of cultural or institutional differences between the societies is
quite important. We found large differences in the size of the gender gap in wage as well as differences in the explanatory
power of specific factors to explain the gender wage gap across the three societies, despite their being in the same region,
sharing a certain degree of historical-cultural background, and all having export-oriented economies. Thus, when it comes to
gender inequality, the heterogeneity within industrialized East Asia needs to be recognized.'®
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