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Abstract
Today, China is facing an increasingly serious aging population, and pensions
have become the main source of income for more retirees. However, under the
current pension system, women are generally at a disadvantage in terms of
pension rights and interests. Because women retire earlier, they often receive
less pension income than men, resulting in a gender pension gap. This thesis
mainly discusses the question of “ how gender affects pension rights and
interests, ” combing through research results and perspectives on the gender
pay gap and the gender pension gap in China and abroad, analyzing the
current design and status quo of China's pension insurance system, and further

bH

analyzing the connection between women's “career ceiling,”*motherhood
penalty,” and pensions. This paper argues that China's future pension system
reform should take gender factors into account more, not just unifying the
retirement age. More importantly, it is crucial to face up to the “institutional gap”
that women face when switching between work and family, so as to promote
research from “equality of results” to a focus on “fairness of process” and

further optimize the design of China's pension insurance system.
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Introduction
In the last hundred years, gender equality has been a key issue in social

development, with gender pay gaps and gender pension gaps acting as
key indicators of progress. In most countries, women have achieved
notable improvements in education attainments and labor market
participationi??l . For example, Chinese women now exceed men in higher

education enrollment, this educational advantage has not appropriately

translated into workplace advantages. In most countries, including China,
Women experience structural disadvantages in the workplace, such as
employment interruptions, occupational segregation, and childcare

responsibilities, which lead to gender pay gaps. These gaps are deepened
through dynamic cumulative effects and pension system design, causing
the prominent gender pension gaps and increasing women's vulnerability
to economic insecurity.

Gender pension gaps exist to varying level in both developing and
developed countries. For example, in Japan, where traditional gender
roles remain prevalent the gender pension gap is approximately 47.4%.
Even in Nordic countries with advanced welfare systems, the gender
pension gap remains around 20%. China also experiences a
considerable gender pension gap, with rising pressures from an elderly
population. Pension income is the direct source of livelihood for retired

people; however, it often fails to ensure a satisfactory quality of life for the
elderly. Data reflect that among individuals aged 60 and over,

approximately 15.9% of men live in poverty, while the data for women is

17.3%. Among individuals aged 75 and over, the poverty rates for men

and women are 15.5% and 19.2%, respectively. With age rises, the
poverty rate gap increases.

This situation is not only caused by gender pay gaps but is also strongly
associated to the design of the pension system. The current pension

system is contribution-based, with individual pension accounts connected
to the employee’s contribution wage base. It is also associated with



factors such as the duration of contributions. However, women tend to
experience disadvantages such as career interruptions and occupational
segregation, which are often neglected, leading to lower wages
compared to men, few promotion opportunities, and other factors that
affect the contribution base and duration of contributions to the pension
system. Besides, the gender gap in retirement age within the pension
system additional impacts the accumulation of pension accounts,
widening the gender gap in pension benefits. Firstly, this thesis will
discuss the current status and causes of gender pay gaps and gender

pension gaps, secondly analyze the current status of China's pension

system, benefit from experiences from other countries in pension reform,
and design effective policy recommendations to reduce gender pension

gaps, maintain the quality of life and wellbeing and dignity of elderly

women, and further promote gender equality.



Chapter 1. Gender Pay Gap

1.1What is Gender pension gap?
The gender pay gap is, in the labor market, the difference in average wages

earned between women and men for the same or similar work, generally
represented as the percentage of women's wages relative to men's. This
concept first was mentioned as a core indicator in feminist economics and
empirical research on wage income disparities in labor economics in the
1960s.

Unadjusted Gender Pay Gap: Without adjusting for industry, educational

background, and work experience, the overall differences in average

wages between men and women? .

Adjusted Pay Gap: After controlling for industry, educational background,
and work experience, the differences in average wages between men and

women
Controlled wage gap: After controlling for determinants such as age,

educational background, and work experience, the average wage gap

between men and women in the same or similar positions.

Gender wage gaps exist in both developed and developing countries, but

it impacts varies by country, economic sector, and measurement method.

1.2 What is the current situation of the gender pay gap?

Although the global gender pay gap is mitigating, structural inequalities in
wage levels remain. Firstly, in most countries, women have higer low pay
rates than men due to occupational segregation. Secondly, even in
professional sectors, women also generally earn less than men, and
implicit discrimination in the workplace persists widely. Finally, the gender
pay gap is narrowing in OECD countries and some other nations, however,

substantial differences persist in some countries and regions.



LOW PAY RATE BY GENDER IN
2022
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Data source:from

International Labour Organization (ILO). (2023). Low pay incidence by
gender. ILOSTAT.

The chart above shows that the low pay rate by gender for 2022.
According to the International Labor Organization's definition of lowwage

employment, this is defined the proportion of workers whose hourly

wages are less than two-thirds of the median wage in each country. This
indicator is sourced from the ILO's Wages and Working Time Statistics

(COND) database, which measures the extreme wage income

distribution and the extent of gender inequality. As shown in the chart,

women have higher low-wage employment rates than men in all five

countries, which means that gender wage disparities remain. Apparently,

the disparity is most substantial in South Korea and the



United States. In South Korea, 26.1% of women are in low-wage
employment, while only 11.2% for men, a gap is approximately 15%,
which reveals that women are in a disadvantaged position in the labor

market. In the United States, the low-wage employment rate is 27.4% for
women, while it is 18.9% for men, the gaps is closely 9% .Besides,

Japan's gender low pay rate is higher than the United States, with rates
of 6.1% for men and 17.6% for women, a gap of 11.5% Correspondingly,
Chile in Latin America also has a gender low pay rate, with 12.3% for

women and 5.0% for men. Even in Norway, a highly developed welfare
country in Northern Europe, a gender pay gap still exists, but the gap is
the smallest in the five countries, at 1.8%, with 8.2% for men and 6.4%
for women. The data in the above chart not only stresses the unbalanced
distribution of gender-based income but also means that women face the

structural disadvantages in the labor market, resulting in women more

likely to work in low-paying industries, for example, part-time or

temporary jobs.



GENDER WAGE INEQUALITY IN
PROFESSIONAL SECTORS
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Data source:from
International Labour Organization (ILO). (2023). Gender wage inequality

in professional sectors (2018-2022). ILOSTAT database.

The gender pay gap is not only illustrated in low pay rate for women, but
also is closely connected to gender inequality in professional sectors. The
data in the above chart is from the ILO Gender Equality and

NonDiscrimination Indicators Database. This indicator data has not been
adjusted, which means it has not been controlled for variables such as
age, educational background, or work experience. The calculation
formula is: (Average wage for men - Average wage for women) / Average
wage for men x 100%. A positive values means that women's wages are
lower than men's. As shown in the chart, over the past five years, the

gender wage gap in professional sectors in South Korea has shown a

decreasing trend but has remained stable over 35%, which makes it the

country with the largest gap in the chart. This shows the long-term



systemic disadvantages faced by women in professional sectors in South
Korea. However, Brazil's gender pay gap in professional sectors has

displayed pronounced fluctuations. In 2018, the disparity was 26%, rising
to 28% in 2019, then decreasing in 2021 before increasing again to
approximately 27% in 2022. Overall, the gender pension gap remains
high and volatile. Countries with similar fluctuating trends include
Argentina and the United Kingdom. In 2019, there was the lowest gender
pay gap in professional sectors in Argentina, at approximately 7.90%,
which rose to 20.30% in 2020 before declining to 10.8%. The United
Kingdom's gap remained stable with minimal fluctuations in the early
years but rose by approximately 18.60% in 2021 before declining to

16.3% in 2022. Countries such as Switzerland and Vietham are among

the countries with relatively smaller gender pay gaps, both of which

maintain gaps below 15%, with Switzerland already dropping below 10%
in 2020. Vietnam's gender pay gap in professional sectors has

consistently remained between 12.3% and 15%. However, it is important
to be mentioned that a smaller gender pay gap does not mean gender

equality in the labor market; it may also reflect overall lowincome levels.
Overall, professional sectors are commonly considered well-paying
industries in high-tech and knowledge-intensive fields, however, still
cannot avoid the existence of gender pay gaps, which vary greatly across
countries. The larger gaps in South Korea and Brazil may be ascribed to

more traditional occupational structures or gender role divisions.



Data source:from OECD. (2023). Gender wage gap (indicator).
OECD.Stat.

Gender pay gaps can be noticed in both gender-based wage rates and
gender pay differences in professional sectors, with women generally
earning less than men. However, gender pay gaps are also highly
correlated with policy frameworks between countries and regions. In high-
welfare nations with relatively widely accepted policies, gender pay gaps
are generally narrower. Conversely, in societies with highly traditional
gender-based division of labor, gender pay gaps are typically wider.
In 2022, the map shows that the gender pay gap between OECD and some
non-OECD countries. The data is unadjusted raw data, based on full-time
employees, and the gender pay gap is calculated using the median. From
the map, gender pay inequality exists to varying levels in most countries.
The redder the color, the wider the gender pay gap. Countries with

relatively high gender pay gaps globally include South Korea, India, and




Japan, with gaps of 31.24%, 28.57%, and 21.35%, respectively. This
reflects structural disadvantages, such as gender segregation in the labor
market, limited promotion opportunities for women in these countries.
Despite high female labor participation rates in North America, significant
gaps persist, such as 16.98% and 17.14% in the United States and Canada,
respectively. Gender pays gaps vary prominently in the European countries.
Finland has a relatively high gap of 17.52%, while Belgium, Bulgaria, and
Malta are lower gaps of 0.91%, 0.57%, and 0.06%, respectively. However,
a small gender pay gap does not mean the true gender equality, as women
in some countries may be concentrated in low-paying industries, resulting
in overall lower wage levels. In Oceania, New Zealand and Australia
reported figures of 6.26% and 9.88%, respectively, with New Zealand
having a relatively lower gap compared to Australia. In Latin America,
Colombia and Costa Rica also have smaller gaps at 1.86% and 1.45%,
respectively. However, Peru and Chile have higher gaps at 18.73% and
15.37%, respectively. Overall,Although gender pension gaps remain
widespread globally, while there is a trend toward narrowing gender pay
gaps in many countries. Factors influencing gender pay gaps include not
only social and cultural traditions, but also employment structures and

government policies.
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Data source:from OECD. (2023). Gender wage gap (indicator).
OECD.Stat.

The above map shows that the gender pay gaps in OECD countries in

2022 , there are varying levels of gender pay gaps in every country, while

this chart shows that the trends in gender pay gaps in some
representative countries in the five years. First, the data in the figure

above shows that the gender pay gap in selected OECD countries from

2018 to 2022. The data is based on the median wages of full-time

employees and uses an unadjusted gender pay gap method to calculate
the figures, without adjusting for potential influencing factors such as

occupation, educational background, and wage experience. This indicator
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represents the proportion of the gender pay gap to the median wage of
men.

South Korea's gap dropped from 34.1% in 2018 to 31.2% in 2022.
Although the gap has been narrowing in the five-year period, remains the

country with the largest gender pay gap. Japan, which also in the East
Asia, the gender pay gap has maintained relatively stable between 22%
and 23.5% in the past five years. The data from South Korea and Japan
highlight the substantial challenges faced by East Asian countries with
respect to traditional gender roles and women's career development
pathways. In contrast, gender pay gaps in Nordic countries and the
United States have remained relatively stable, with some countries
showing a trend toward narrowing gaps. The gender pay gap in the
United States decreased from 18.9% in 2018 to 17.0% in 2022;
Germany's gender pay gap dropped from 16% in 2018 to a low of

12.1% in 2020, but slightly increased to 14.2%.Among Nordic countries,
Sweden, Denmark, and Norway have consistently kept low gender pay
gaps, with figures of 7.0%, 5.8%, and 4.5% respectively as of 2022.At the
EU level, the gender pay gap has remained relatively stable and shown a
slow decline: from 10.8% in 2018 to 9.0% in 2021, and to 9.1% in the
latest data from 2022. Overall, countries with wider gender pay gaps are
gradually narrowing the gap, while those with smaller gaps are remaining
relatively low levels.

As shown in the four graphs above, there are gender pay gaps to varying
levels in every country and region, though each country and region has
its own unique characteristics. Overall, compared to other regions,
Europe has made relatively better progress in narrowing gender pay
gaps, with smaller gaps, particularly in Nordic countries, which have

implemented policies, for example, the government’s legal guarantees
that equal pay for equal work and parental leave support to reduce

disparities. In Oceania, Australia, New Zealand, the United States and

Canada, the gender pay gap is larger than in Europe, despite relatively
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well-established gender equality policies and female have better

education background. However, women still experience challenges,

such as the “glass ceiling” throughout their careers. However, in Latin

America area, despite an increase in labor market participation rates, the
gender pay gap remains prominent due to the high proportion of women
participated in informal occupations. The gender pay gap in East Asia

and South Asia is as large as that in Latin America. In East Asia, Japan
and South Korea, despite their relatively developed economies,

traditional gender norms exist, resulting in gender pay gap still higher

than the global average. In the last, the gap is primarily due to a shortage
of female labor in South Asia.B4

North America

United States: In 2022, there was the gender pay gap in the United

States, at nearly18%, with a relatively large overall gap. The differences
between industries are typically notable. Especially in the finance and

technology sectors, compared to their early careers , the gender pay gap

for married women with children has widened by 30% .Besides ,
married women with children generally reduce their work hours due to

childcare responsibilities. Research shows that data tracking ¥ MBA

graduates from the University of Chicago observed that married women
with children work approximately 24% fewer hours per week than men,
they are also more likely to transfer to flexible part-time work or leave full-
time employment® .

Canada: Another North American country, Cafiada, the gender pay gap

was at approximately 13% in 2022, slightly smaller than that in the United
States. However, data shows that the average hourly wage for

Indigenous women is 20.1% , which is lower than that of Canadian born

men. Besides, women from minority groups of average wage is
approximately 32%, which is lower than women from non-minority

groups. Moreover , in Canada's resource extraction industries, such as

oil and mining, Indigenous women not only earn less than white men ,

12



but also work under harsh working conditions, limited career development
opportunities, and restricted promotion prospects, struggling from multiple
forms of discrimination. This also means that intersectional inequality

includes gender pay gaps and race, socioeconomic status.
Europe

Nordic countries: Compared to the North America countries, gender pay
gaps in Nordic countries are relatively smaller, owing to effective policies.
In, Nordic countries like Sweden, the gender pay gap is nearly 9%".

Through policies such as “quota-based parental leave,” which requires
fathers to take at least 90 days of leave, and a advanced public childcare

system, gender pay gaps are kept at relatively low levels. However,

occupational segregation still exists, particularly in sectors such as

technology and engineering, the women's employment rates remain not
very high. In some Swedish technology startups, despite companies
taking some effective measures to deal with gender equality policies,
women’s limited involvement in traditional engineering education led to
gender imbalances in technical roles in some technology firms, thereby

impacting women's pay levels in these sectors.

Western Europe:
As of 2022, the gender pay gap in Germany was 14.4% F(unadjusted),
higher than the EU average of 9.1%. This gender pay gap is not only

influenced by traditional family values, but also closely related to the
segmentation of the labor market. In many German households, women
are still expected to take on childcare and household responsibilities,
resulting in limited career opportunities for women, who are mainly work
in administrative, logistics, and other support sectors. This has
contributed to the gender pay gap. Austrian research indicates that
extending parental leave alone reduces the gender pay gap by only 2
percentage points, highlighting the limitations of single-policy approaches
However, in France's fashion industry, there is a high proportion of female

workers, women is still lower proportion of highpaying positions, such as

13



directors and senior management roles, with men still dominating these
positions. Power and resources are skewed toward men, and the “glass
ceiling” phenomenon to some extent limits women's career development
opportunities, widening the overall gender pay gap.

Other European countries: In 2022, the gender pay gap (unadjusted) in
the UK was approximately 14% Githere is a particularly notable gender
pay gap in London's financial district, female senior financial

professionals earn 20%—-30% less than their male counterparts in the

same position. Women hold a low proportion of positions in core business
departments, such as asset management and investment banking. ltaly's
gender pay gap is approximately 4.6%", which is relatively low among

Southern European countries. However, this figure hides deeper

underlying issue about gender inequalities. The average income of young
women with higher education is only 58% of male peers, making ltaly the

country with the largest gender pay gap based on education among all

OECD countries. Italy's economy is primarily based on a family business
model, where women lack decision-making power in family-owned

enterprises, and women generally earn less pay than men in traditional
manufacturing sectors. Spain’s gender pays gap stands at 5.7%%,
according to OECD (2022). Gender wage gap (indicator). Among
Southern European countries, this gender pay gap is not too high,
reflecting Spain's proactive efforts toward gender equality, including
increasing the minimum wage and promoting wage transparency.
However, women are mainly employed in the service sector, such as
hotels and restaurants, where work is physically demanding, wages are
extremely low, and opportunities for advancement are very limited. This
means the rising labor participation rate of women in Spain, but women

remain underrepresented in senior management positions, particularly in

high-paying technology industries.

East Asia
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Japan: As of 2022, Japan's gender pay gap is approximately 21.3%" ,
which is relatively high compared to developed countries in Northern
Europe. This gender pay gap not only represents the gender imbalance in
the labor market but also stresses deeply rooted gender role division

norms. The social cultural norm that “men work outside the home and
women work inside the home” leads to 40% of women choosing to leave

the workforce after childbirth, impeding their career development paths.
Besides, corporate promotion systems prefer the standard male profiles,
which is highly disadvantageous for women returning to the workforce
after interruptions due to family care responsibilities. Despite the
government's introduction of the “Act on the Promotion of Women's Active
Participation in the Workplace” in 2016, the proportion of women in
managerial positions is still very low at approximately 8.1% as of 2023.In
Japanese automotive companies, men mainly work in core departments,
such as production and R&D, however, women are focused on support
sectors such as administrative and customer service, resulting in
prominent gender pay gaps.

South Korea: South Korea's gender pay gap is approximately 31.2%",
far exceeding the OECD average of 11.4%, the gap among young

women aged 25-34 is relatively small, at around 10%, however, it widens
rapidly after marriage. This is because most women leave the labor

market after childbirth and transfer to part-time or flexible employment.
This situation not only influences women's career continuity but also limits
their long-term wage growth level. In recent years, large companies such
as Samsung and LG have begun piloting “flexible work arrangements”
and women's re-employment support programs to address career

interruptions during child-rearing, but the actual effects have been limited.
Firstly, women returning to the workforce after child-rearing often

experience reassignment to positions with limited promotion prospects or
low pay sectors. Secondly, South Korean corporate culture remains
dominated by a male-centric mindset that requires long working hours

15



with high commitment, thereby excluding women who need to balance
family responsibilities in the long term.

Australia and New Zealand
Australia: Although Australia's gender pay gap is relatively low,
approximately 9.9%", structural gender pay inequality still exists,

especially in industry distribution. men dominate resource-intensive

industries such as mining and construction; however, women earn 20%—

25% less than men in the same or similar positions. Besides, women
account for a prominent proportion of the workforce in the education

sector, however, their representation in senior management positions,

such as school principals are still not very high. This phenomenon of

horizontal segregation and vertical segregation is also commonly in other
public service sectors, leading to prominent gender pay gaps. New
Zealand: The gender pay gap in New Zealand is approximately

9.2%" . In traditional industries such as agriculture and livestock farming,
men’s participation exceeds women'’s participation, and women in these
sectors earn 15%—20% less than men. Besides, in New Zealand’s film

industry, there are high penetration rates of women across multiple

subsectors, such as graphic design and cultural management. However,
in high-income sub-sectors like film and television production, key roles
such as directors, producers, and cinematographers remain

maledominated. According to the New Zealand Film Commission found in
its 2023 survey that the wage gap for women in technical roles in film
photography was as high as approximately 53%, and approximately 46%
among producers. Although women have a high penetration rate in the
film and television industry, men still outhnumber women in highpaying

positions such as directors, cinematographers, and producers.
Latin America

There is a prominent gender pay gap of approximately 25% in Latin
America, associated with gender structural segmentation. The most

notable is the “childcare penalty,” which reaches 38% In Brazil and
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Mexico, women labor force participation rates decrease approximately

20% due to lack of childcare support after childbirth, therefore women are
more likely to engage in unpaid domestic work, which are not included in

national statistics, underestimating women's actual economic

contributions. Women mainly engage in harvesting work, such as coffee
industry, earning only 60% of men's wages, without formal contracts and
lacking social security. In Sdo Paulo's financial sectors, while the number
of women in entry-level positions has increased, women still experience

greater challenges in advancing to managerial positions, resulting in

wages that are approximately 15% to 20%, still lower than those of men.
Similar situation are also observed in Mexico's manufacturing sector,

where women account for the majority of frontline workers in factories,

mainly work in assembly and quality control positions, however, men are
more likely to work technical positions ,such as programming and quality
assurance, therefore, women’s wages are generally lower than men's,
leading to a phenomenon of wage segregation in low-paying jobs. In
Argentina, the gender pay gap is approximately 22%, with women mainly
employed in light industries, such as garment manufacturing and food

packaging. The lack of standardized labor contracts and poorjob stability

aggravate gender inequality.

Africa
The gender pay gap in sub-Saharan Africa ranges from 10% to 25%, with

notable variations among countries. In South Africa, the unadjusted

gender pay gap is 20.1% per hour and 32.5% per month. The country has
long been affected by dual discrimination based on race and gender,

which leads to highly unequal income structures; In Nigeria, the oil and
gas industry is the main source of the national economy, with these jobs
almost totally dominated by men, however, women mainly work in
lowpaying sectors, such as services and retail, contributing to women

earning an average wage 25% lower than men. In Kenya, the gender pay
gap is approximately 17.7% in hourly wages and 31.3% in monthly wages.
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Gender Pay Gap and Labor-Market Inequalities in Kenya) In Kenyan,
women experience a prominent burden of agricultural labor, besides, lack
land ownership and property rights, which creates barriers to access
government support. They often rely on informal channels to obtain seeds
and tools, leading to lower labor productivity and overall income that is
much lower than that of men. However, Rwanda's gender pay gap is
approximately 10%, it is one of the smallest gaps among African
countries, because of the Rwandan government's mandate that women

must occupy at least 30% of parliamentary seats, with women accounting
for 61% of parliamentarians. Besides, reforms to land inheritance laws

have increased women's land ownership, which enhances their status and
making Rwanda a benchmark for gender equality in Africa.

South Asia

Some South Asian countries shows that there’s is a notably low overall
labor participation force rate among women, resulting in prominent
gender pay gaps. In 2022, India's gender pay gap was approximately
21.6%, due to the relatively low labor participation rate among women.
Additionally, married women experience a further 15% decline in labor
force participation due to the “marriage penalty? ” .Moreover, in the
information technology outsourcing sectors, female programmers
generally earn approximately 18% to 25% less than male peers
counterparts in the same positions, and women also account for a low
proportion of mid-to-senior management positions. Pakistan’s gender pay
gap is approximately 34%, while the female labor force participation rate
is only approximately 22.8%, far below the male rate of 82.7%. Although

women in Pakistan are mainly work in the agricultural and textile

industries, they experiencer poor wages and harsh working conditions.
Besides their labor work is often not formally recognized or valued in the
economy. However, Sri Lanka's gender pay gap is approximately 1.3%,
which is not only relatively low among South Asian countries, but also

under the global average. Although the female labor force participation
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rate is only around 30%, women's educational attainment has surpassed
that of men, and they mainly work in public services or government
departments. Women participating in the labor market are generally
highly educated and work in professional or specialized positions, thereby

reducing the overall gender wage gap. However, in female-dominated

agricultural sectors, such as tea cultivation, particularly in entry-level tea-
picking positions, average wages are still 20-30% lower than those of
men, with virtually no opportunities for promotion.

Russia and Ukraine
The gender pay gap in Russia and Ukraine are approximately 23.7% and
16%, respectively. Russia's energy sector, dominated by oil and natural

gas companies, provides relatively high wages. These industries are

mainly dominated by men, instead of women. Besides, women account for
less than 15% of positions in engineering and technical management

roles, and the wages are generally lower than those of their male
counterparts. Although women account for over 70% of employment in
public sectors, such as education and healthcare, they remain
inadequately represented in decision-making positions, leading to a “glass
ceiling” influence and further widening the overall gender pay gap. In
Ukraine, men are mainly work in heavy industries such as machinery
manufacturing and steel production, while women mainly participated in
light industry and services. In the clothing industry in Kyiv, female workers
earn an average of 12% to 18% less than their male counterpart, with
limited opportunities for promotion. There’s a same situation as in Russia,
women working in the education sector also earn less than their male
counterparts in the same positions.

Kazakhstan’s gender pay gap is approximately 17%. Women’s

employment is like most countries, mainly employed in administrative,
logistics, and other support sectors. In financial institutions in Almaty,
women are mainly participated in entry-level teller positions, with few

women in senior financial management positions Women in financial
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institutions earn approximately 15% less than men, and this occupational
segregation not only limits women’s career trajectories, but also

aggravates the gender pay gap.
1.3 Why does the gender pay gap exist?

After reviewing the current state of the gender pay gap globally, overall, in

most countries, women's average pay is lower than men's, and they

experience limited promotion opportunities and occupational segregation.
The reasons behind the gender pay gap range from country to country.
This section discusses gender differences in human capital investment,
differences in human capital investment in the life cycle, occupational
segregation, and sociocultural factors to further analyze the issuel!
Human capital theory is the economic foundation of the gender wage

gap. This theory argues that an individual's wage income is closely
related to human capital. Human capital includes knowledge, skills, and
abilities acquired through education, training, and work experience. In
traditional gender role division within families, men generally act as the

primary income providers and women as housewives. This traditional
family structure also influences educational choices in both the family and
societal levels. Due to the implicit differentiation in educational choices
and the resulting lock-in of career development paths, women’s
professional choices during higher education are influenced by social

norms, which leads to a vicious cycle of “preference for low-paying

industries. “Data shows that global women's participation rates in STEM
fields are generally low, with women accounting for 18% of engineers in
the United States. The low proportion of women in engineering fields may
be due to their being guided toward education and nursing, which

generally offer lower salaries than STEM fields. The reasons for this
phenomenon are twofold: on th one hand, societal and cultural factors
perpetuate gender stereotypes, leading women to believe that they are
unsuited for studying engineering and deterring them from pursuing

related fields. On the other hand, the education system may not actively
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promote STEM education for women, resulting in fewer women entering
these high-paying industries. This phenomenon is not entirely driven by
personal preference, but rather the product of societal norms and

stereotypes. Since family and educational systems often guide women
toward “suitable” stable industries, such as education and nursing,

women are more likely to study in these fields when they choose the

major in the university. These industries generally have average salaries
are 20%-30% lower than those in technology and finance, thereby

gradually widening the gender pay gap. Even if some women choose
STEM fields, while the return on education is improving, they still face
challenge, such as ‘overeducation’ and “mismatch between education
and career. “For example, in Japan, 30% of highly educated women work
in low-skilled or low-paying positions, such as administration or sales,
their wages are only 75% of those of men with the same educational
background. Gender differences in educational achievement translate

into differences in human capital. Education is a key factor in labor force
market productivity. Higher levels of education generally correlate with

higher labor productivity, as individuals with more education possess the
skills and knowledge required to perform complex tasks. In the labor
force market, highly educated men choose careers in finance and

technology, which are generally concentrated in high-growth, high-paying
industries. Men are more likely to obtain well-paying jobs and contribute

greater value to the production process, leading employers to offer them

higher wages.

Investment in women’s human capita is very important, however, work

experience is a also key component of human capital. Women often
experience career interruptions due to family responsibilities. These
interruptions not only result in lost opportunities to accumulate work

experience during this period but also influence traditional gender-based
division of labor in the family leads women to face a “trade-off between

family and career” during critical periods of their careers. The “expected
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human capital stock” theory suggests that working women, due to
societal expectations to take on more family responsibilities, may
intentionally reduce their investment in their own human capital during the
early stages of their careers, avoiding career training, forgoing training
opportunities, and declining promotions opportunities. For example,

women in the U.S. financial industry experience career interruptions due
to child-rearing, resulting in an average promotion cycle that is 2—-3 years

longer than that of men. Besides, the gender pays gap reaches to
approximately 60% after 10-16 years of work. Childbirth affects women’s
human capital accumulation, which means that women not only

experience the challenge of career interruptions but also experience skill
depreciation after returning to the workforce, resulting in lower wages

compared to men in the same positions. In high-income countries, the
“motherhood penalty” accounts for 84% of the gender pay gap. This
suggests that the gender pay gap is not merely a result of workplace
discrimination but comes from the unequal distribution of childcare
responsibilities. In contrast, men benefit from the “fatherhood premium,”.

The data shows that married men earn 10%-15% more than unmarried

men, as employers supposes married men as more stable and
responsible workers2’1. However, women experience a 15%-20%
reduction in earnings due to the “motherhood penalty”, as socio-cultural
expects women to focus on family care. This patriarchal preference
mechanism has gradually formed a culture of hiring and promotion in the
workplace, further reinforcing the gender inequality structure in the labor
market. Behavioral differences in human capital investment, employers'
cognitive gender biases, long-term occupational segregation are
contributed to widening gender pay gap.??

Structural barriers in the labor market are another factor to influencing
women's careers. There are two occupational segregation, vertical
segregation and horizontal segregation, respectively. Occupational
gender segregation not only reflects the division ofjobs by gender, but
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also reflects social structures and employment mechanisms. “Vertical

segregation” presents as two challenges: the “glass ceiling” and the

“sticky floor.” . The “glass ceiling” means that the limited opportunities for
outstanding women to advance to managerial positions, even when their

educational attainment and work performance are the same as men.

Employers' gender stereotypes about “family roles” exclude women from
promotion. The “sticky floor” means that women face difficulty in escaping

low-paying entry-level positions is not easy, lacking sufficient career

development opportunities and resources, and remaining stagnant in low-
paying roles in the long term. For example, In Japan, women account for
only 8.1% of senior management positions. Besides, the average salary
of female senior managers is approximately 30% lower than that of their

male counterparts. From the perspective of “horizontal segregation,”

women tend to pursue careers in public services, education, and other
industries, because these positions offer relatively flexible work

schedules, making it easier to balance childcare responsibilities and
work.

In India, roughly 80% of women worked in agricultural labor, however,
their wages are only 60% of men, and they lack basic social security and
opportunities for promotion. Occupational segregation is not only a

characteristic of gender inequality, but also a key factor influencing the

gender pay gap. Shifting the focus to global level, over 50% of women

choose to work in low-paying sectors, such as education, healthcare, and
administration. The average wages in these sectors are 40% lower than
those in male-dominated high-tech industries. In the labor market,

structural barriers include not only gender segregation in the workplace,
but also gender bias in compensation systems. Gender bias in

compensation systems can be categorized into direct discrimination and
indirect discrimination. Direct discrimination presented as unequal pay for
equal work, which means women receive lower compensation than men

even when they were the same position and have similar work
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experience. Indirect discrimination is more subtle, which often presents
through gender biases in performance evaluations and promotion criteria.
For example, quantitative metrics in performance evaluations tend to
favor male-dominated traits, such as overtime work, frequent business
trips, and project leadership. However, female strengths like teamwork
and communication skills are overlooked and not translated into
performance metrics. For example, tech companies in United States,
women are undervalued for “non-tangible skills” like communication and
teamwork, which are not included in formal evaluation systems, resulting
in women’s bonus approximately 25% less than men. Besides, the lack of

salary transparency of companies aggravate gender pay gaps to some

extent. When salaries are not transparent and compensation policies are
vague, female employees lack an accurate understanding of the fairness
of their salaries, which makes it difficult for them to request adjustments.
Especially in countries without legal protections in employment, the
absence of salary transparency means that discrimination persists,
further accumulating and forming significant gender pay gaps.

The “income penalty” effect of marital status and household is the fact

that married women often take care of child and elder people, with unpaid
household labor due to family responsibilities, which influences their

career growth and leads them to exist the labor market or earn lower
wages than unmarried women or male colleagues, therefore, further
aggravating gender pay gaps in the workplace.

Marriage has completely opposed effects on the career development

paths of men and women; Men often benefit from the “marriage premium’
by gaining more promotion opportunities and training opportunities.
However, women experience the “marriage penalty,” losing promotion
opportunities, and so on. Data shows that the labor force participation

rate of married women in India is 15% lower than that of unmarried
women, and the gender wage gap has widened to 34%; In Germany,
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married women earn approximately 2% less than unmarried women,

while men's earning growth by 6%-8% compared to when they

are unmarried, indicating that marriage exacerbates gender stratification
in the workplace. Generally speaking, economic advantages can also be
converted into advantages in family decision-making power to some
extent, further strengthening the patriarchal system. Patriarchal cultures
dominate in some countries and regions, such as the Middle East and

South Asia, women often prioritize family interests when choosing a

career, which leads to the limited career options. This also leads to a high
proportion of women aged 25-30 leaving the workforce due to marriage

and childbirth, reaching as high as 40%. This period is one of the critical
periods for human resource accumulation and career development,

however, it is frequently interrupted by marriage, exerting a profound
impact on women's lifetime earnings. This “family-first” gender norm not
only restricts individual development but also reinforces gender division
of labor through intergenerational transmission. Under the influence of

traditional gender roles, women tend to lower their expectations for

career development. It may even prioritize sons over daughters when
facing family expenses related to children's education. This leads to a
vicious cycle of “low human capital investment - low occupational

returns.” The “income penalty” effect of household labor

While the “marriage penalty” also influences women's wage structures to
a certain extent, unpaid household labor and the “motherhood penalty”

further aggravate gender wage distortions. Data shows that women

account for 78% of unpaid household labor globally. Unpaid household
labor has become women's “second job,” directly reducing the effective
work time in the labor market, affecting women's promotion opportunities,
and limiting their potential income and career development. There’s
research indicates that in Netherlandsi. for every additional hour of
household work performed by a full-time married woman, which

decreases average wages , while for married men, the decrease is
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relatively lower. Moreover, women not only do unpaid household chores,
but also take responsibility of caring for young children and the elderly,

further compressing their effective working hours. This unequal division of
labor within the family is not limited to developing countries. Even in well-

developed welfare regions, which is not uncommon. Data shows that
women in Sweden still perform approximately 60% of household chores,
indirectly leading to a 15% lower labor force participation rate among
women in high-paying industries compared to men. The “childcare
penalty” is the core mechanism by which family responsibilities impact
women's wages. In the United States, women work 24% fewer hours per

week after childbirth than men and are more likely to transfer to flexible

work, non-regular employment or part-time work, further affecting their

career development paths[31] ; The “childcare penalty” not only comes

from women's time and effort invested in childcare but is often linked to

employers' “signaling perception” mechanisms. Employers suppose that

women's childcare and family responsibilities as signals of future job
instability, which might make them to be more careful when it comes to
promotions or raises the wages. Gender stereotypes and workplace
culture also reinforce this punishment mechanism. Moreover, some
companies deeply believe in the notion that women are “secondary
labor,” the institutional biases make it difficult for highly capable women to
obtain promotions. Furthermore, the lack of government-provided family-
friendly policies places the burden of childcare almost totally on women,
eventually creating a vicious cycle of gender inequality. Traditional gender
norms not only influence individuals through family upbringing, but are
also maintained and reinforced through education, media, and other
channels, further impeding women's career advancement pathways. In
Japan, the deeply rooted gender role norm of “men working outside the
home and women managing household affairs” leads 40% of working
women to exist the labor force market after childbirth, and corporate

promotion systems generally favor men. Gender inequality is even more
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prominent in rural China, where approximately 68% of households are
male-headed, and educational investment for women often takes a
backseat to that of their brothers, maintaining a generational cycle where

“male education is prioritized, and women choose to return to the home.”
Besides, media narratives and the education system further reinforce
occupational gender stereotypes. For example, in the UK, male figures
account for 92% of images in science textbooks, with virtually no female
scientists depicted. Finally, mainstream TV shows and social media often

portray women as “good wives and mothers,” while men are more often

depicted as “rational leaders.” This long-lasting gender narrative not only
influences individual career choices , but also guides women toward

“feminized” industries, such as administration and education and further
strengthen gender roles in society.

Government intervention and corresponding policies can alleviate
employment discrimination and wage inequality coming from traditional
gender roles and perceptions. Take Sweden as example, a Nordic
country, as an example. The implementation of a “quota system for
parental leave,” which requires fathers to take 90 days of exclusive

paternity leave, which increases men’s participation in childcare,

alleviated women's childcare responsibilities to some extent, and kept the
gender pay gap within 13%. However, even in countries with relatively
well-developed systems, occupational gender segregation persists.
Women account for less than 25% of the workforce in high paying
industries such as technology and engineering, which indicates that
structural barriers to gender pay gaps cannot be fully addressed through
childcare policies alone. However, the Austrian government only
extended parental leave, the lack of institutional incentives for men. This
leads to childcare responsibilities remaining concentrated on women,
which reinforcing the perception of “maternal responsibilities” and leading
to a decline in women's short-term wages. Eventually, gender pay gap

fails to decrease. Besides, many countries have enacted legislation to
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ensure pay equality, but in practice, they often face challenges, such as

information asymmetry and corporate regulatory arbitrage. For example,

the Equal Pay Act enacted in the United States has achieved some

success since its implementation. However, some businesses have

circumvented legal constraints by adopting complex salary structures and
vague job descriptions. This practice has deduced the effectiveness of

the policy and failed to address the fundamental discrimination in the
labor force market.

The global gender pay gap is one of the reasons for gender inequality,
and the gender pension gap is the accumulation and widening of

unequal career cycles. Women are more likely to experience factors
such as glass ceilings, employment disruptions, occupational

segregation, etc., which affect salary levels, which are further

exacerbated during retirement through the pension system. In most
countries, the pension system is based on the employee's

remuneration contribution mechanism, and the amount of individual
pension contributions depends on the salary level and the number of

years of contributions. Women tend to take on family care

responsibilities, career interruptions and other reasons lead to lower
salary levels, coupled with the compounding effect of the pension

system. Over time, a small gender pay gap can become a significant
gender pension gap.

Therefore, the gender pay gap is a performance of current salaries and a
key factor in the gender pension gap.
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Chapter 2. The Gender Pension Gap

2.1What is Gender Pension Gap?

The gender pension gap is that the difference between men and women in
pension income, generally compared by the ratio or difference of women's
pension income to men's pension income. The indicator represents the
cumulative consequences of gender differences in labour market
participation, wage levels, years of service, insurance contributions, etc.,

throughout the life cycle.

The pension gender gap can be divided into two main forms

1. Absolute gap (average): Gender Pension Gap = average pension for
men - average pension for women

2. Relative gap (average): Gender Pension Gap = 1 - average pension
for women / average pension for men * 100%

1. Absolute gap (median): Gender Pension Gap = median pension for
men - median pension for women

2. Relative gap (median): Gender Pension Gap = 1 - median pension for
women / median pension for men

The characteristics of the pension system determine that the gender pay
gap will turn into a gender pension gap over time, and this transformation
is transmitted through a variety of mechanisms. Dissecting the
transmission path is conducive to identifying policy issues and providing a
basis for decreasing the gender pension gap. The current pension system
is highly related to the employee's own contribution base, contribution

years and enterprise annuity, etc.

Extending the gender pay gap in the labor force market to the level of
pension benefits, resulting in a gender pension gap.

The payment base mechanism is the most direct and critical transmission
path in the pension insurance system. In general, the pension contribution
base is positively correlated with wage. In the United States pension
system, within a limited contribution base, the employer and the employee

contribute 6.2% of the remuneration[®.Men earn higher than women, and
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the men’s pension contribution base is higher, which reflects the translation
of the gender pay gap in career into a gender pension gap in retirement.
Besides, the pay gap will widen in contribution period. With the same
number of years of contributions, wage growth rate and contribution rate,
the gender pay gap will lead to a lower cumulative effect on women's
pension accounts than men. In general, men earn higher than women, then
with a higher contribution base, and obtain higher pension income through
the contribution system, which has become one of the mechanisms to

perpetuate income inequality.

The contribution period mechanism is an important transmission path in
the pension system. Although in most countries it is the same age
retirement for men and women, there are still some countries where the
retirement age of women is earlier than that of men, for example, in China,
the age of men is 60 years old, female manager are 55 years old, and
female workers are 50 years old. Some data show that the average
working years of women in China are 5-10 years less than thoes of men,
which means that women’s contribution period 5-10 years less than men.
The contribution period is positively correlated with the funds of the basic
pension account, and the amount of the basic pension account decreases
by 1.5%-2% for each year of reduction in the payment period. It is worth
noting that the final period of the career will be characterized by a peak pay
level, and the early entry of women into the retirement stage not only
reduces the contribution period but also reduces the contribution base of
the peak pay level. Under the dual constraints of shortening the
contribution period and the lack of peak pay, the level of women's pension

benefits has been systematically weakened ©:

Pension replacement is the ratio of pension income after retirement to pay
before retirement, which is a key indicator to measure the retirement of the
elderly. Studies shows that if the average career employment of men and
women is controlled by 40 years until the age of 65, the pension

replacement rate for women increases. In general, the longer a woman's
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career and the longer the pension contribution period, the higher the level
of pension benefits; Conversely, the younger the standard pension age for
women due to the early retirement age, the lower the pension replacement
rate. However, women often have a shorter career cycle than men, which
leads to a decline in the pension replacement rate and a certain impact on

the gender pension gap.

Enterprise supplementary annuity and occupational annuity is an another
important transmission path of the pension system, enterprise annuity is
the cause of total income inequality in later years and an important
transmission path of the pension system, and the gender coverage gap is
large. Data shows that in the United Kingdom, only a quarter of women (O-
69 years old) have an enterprise annuity or occupational annuity. However,
three-quarters of men (65-69 years old) have an occupational pension or
a corporate pension. In addition, the proportion of single women and
married women receiving occupational pensions in continuous
employment is 86% and 28% respectively, and the continuity of
employment greatly influences the gap in occupational pensions. Because
the interruption of employment is likely to lead to the loss of enterprise
annuity or occupational annuity, which are part of the composition of the
pension income, the long-term pension system disparity further widens the

gender pension gap.

The urban-rural dual system is an important transmission mechanism of
the pension system. In China, there are differences between Urban

Employees’ Basic Pension Insurance and Urban (UEBPI) and Rural

Residents’ Basic Pension Insurance (URRBPI). The contribution methods,
contribution tiers and the level of pension benefits received are also
different. Rural women are generally participated in informal employment
or unpaid domestic work, so most of them are paid to URRBPI systems
with low levels of pension benefits. Data shows that the average pension
of basic pension insurance for urban employees will be 3,326 yuan/month
in 2022, and the per capita pension income of URRBPI will only be 179
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yuan/month. In addition, the participation rate of rural women is lower than
that of men, about 6%-8%, and women choose to pay at a lower level than
men. In the case of the same basic pension account and same contribution
period, the difference in individual accounts is one of the reasons for the
gender pension gap. These five transmission mechanisms do not operate
alone, but may work together at the same time, interact with each other,
and run through the career life cycle of women. Because women may
experience both a reduction in the number of years of contributions and a
reduction in the number of years of contributions, the multiplier effect of the
pension calculation formula will lead to a further widening of the gender

pension gap.s

The shift from the gender pay gap to the gender pension gap is a longterm
process that gradually accumulates as a career progresses. This process
is affected by the compounding effect, career paths, employment
interruption, and differences in human resource investment, gradually
forming a mechanism of cumulative inequality. Further analysis of the
accumulation mechanism can lead to a clearer understanding of how the
gender pension gap should not be amplified, and eventually a huge gender

pension gap will be formed28!

The core of the accumulation of pension personal accounts is a longterm
savings process, which makes the pay gap amplify under the effect of time
value and compound interest. Studies have shown that the gender pay gap
continues to widen with the contribution for the same wage growth rate and
contribution ratio. This dynamic accumulation process is not prominent in
the early period of women, and a small pay gap can evolve into a prominent

gender pension gap over time.

The cumulative effect is further strengthened by gender differentiation in
career paths. Studies have shown that women generally have slower
career paths than men, with fewer opportunities for advancement and
fewer advancements to senior management positions. According to data,

in 2021, Chinese women accounted for about 19% of senior management
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within enterprises, and they were basically in functional rather than core
departments, such as human resources, administration, etc. Vertical
segregation has led to a slower trend in wage growth for women, especially
in the 35-45 age group. Longitudinal data show that the average wage
growth rate for male workers between the ages of 35 and 45 is about 7%-
9%, while for women it is in the range of 5%-7%. The wage growth rate
affects the pay level, and the pay level determines the contribution base,
and this salary increase during the critical period of career development
will also accumulate in the pension account, thus evolving into a significant

gender pension gap.

Employment interruption is an important factor affecting pension
accumulation, but due to the employment interruption during familily
responsibilities and childcare periods, women's career cycles are much
shorter than men's. According to some data, the average employment time
of women is about 27 years, accounting for 57% of the total employment
period, while the male employment period is about 43 years, accounting
for about 97% of the total employment period, the difference is about one-
third. In addition®, the gender gap in full-time working hours is greater than
the gender gap in employment time, with women working about 17 years
full-time and 8 years part-time, with only 70 percent of full-time working
hours. However, the average proportion of men working full-time is about
99 percent. From the perspective of career cycle, frequent employment
interruptions affect the promotion of middle and senior management
positions or are in a disadvantaged position in the labor market, resulting
in the interruption of pension contributions and a low contribution base,

which greatly widens the gender pension gap.

Gender differences in human capital Investment, In most countries,
although the current proportion of women in higher education is slightly
higher than that of men, the advantage of academic qualifications has not
been effectively translated into a competitive advantage in the workplace.

According to some data, male employees are 23% more likely to receive
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training than female employees, and the training time is 15%-20% more,
the main reason for this difference is the concern of enterprises about
women's workplace stability, and secondly, it is difficult for women to
participate in full-time training due to childcare responsibilities. In addition,
the devaluation of job skills is more prominent in industries where
technology is rapidly changing, and women's lack of training opportunities
leads to a lack of skills, which affects wage growth rates and promotion
opportunities. This dynamic accumulation mechanism becomes even more
important after the age of 45, when the prime period for the accumulation
of income from retirement occupations is 1%-2% lower than that of men of
the same age. This difference in wage growth rates has led to a reduction

in the female pension contribution base.

The retirement age policy is another key factor in the accumulation
mechanism. At present, China's retirement age policy, women retire 510
years earlier than men, which not only directly shortens the contribution
period, but also terminates the process of wage growth in advance. The
last period before retirement is generally the peak of the employee's
personal wage growth peak, and it is also the period with the highest
contribution base. Women systematically lose the peak accumulation
period of the contribution period and the contribution base compared with
men, and the female pension accumulation account is reduced by 18%-
22% compared with men under the same conditions. These accumulation
mechanisms do not operate in isolation, but reinforce each other, forming
a cumulative cycle of institutional disadvantage. The combined effects of
multiple factors, such as employment interruption, insufficient vocational
training and early retirement policy, are far greater than the sum of the
individual factors. Under the combined influence of multiple disadvantaged
factors, the level of women's pension benefits has been systematically

reduced, as the careers progress.
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2.2What is the current situation of the gender pension gap?
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Data source : OECD. (2021). Pensions at a Glance 2021: OECD and G20
Indicators. OECD Publishing.
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B The rate of gender pension gap

The figure above shows the gender pension gap between OECD countries
and non-OECD countries in 2020, and the data is for the elderly over 65
years old who are receiving pensions. It shows that the gender pension
gap is still widespread. The average gender pension gap in the 34 OECD

countries is 25.6%. The countries with large gender pension gaps are
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Japan, Mexico, Austria, the United Kingdom, Luxembourg, and the
Netherlands, with gaps of 47.4%, 42.3%, 40.6%, 40.5%, and 40.4%,

respectively. 40.1%,

Japan is a country with a traditional family division of labor and many
employment interruptions, and the pension system depends on the
contribution period and the level of wage, so the gender pension gap is the
largest. The pension systems of other countries emphasize individual
pension contributions and working year, which cannot effectively
compensate for the women's employment interruption during the
childbearing stage, resulting in a large gender pension gap. The gender
pension gap in the United States, France, ltaly, Germany, and Spain is
33.7%, 32.5%, 31.9%, 31.7%, and 31% respectively. The gender pension
gap in Sweden and Norway is 28.1% and 26.8%, slightly higher than the
OECD average of 25.6%.

The countries with a smaller gender pension gap are Lithuania and
Slovenia at 16.5% and 20.9% respectively, and the lower gap is since
these two countries have a higher proportion of basic pensions. Colombia's
gender pension gap of 16.6% is due to the large coverage of public

pensions

United States

The United States pension system consists of two parts: government-led
social security and private pension plans in which corporate employers or
individuals participate. The system has advantages in reaching and
protecting low-income people. Judging from social security data, in 2022,
the average monthly pension received by men and women over 65 years
old will be $1,838 and $1,437 respectively, and the gender pension gap will
be about 33.7%. Among the pensioners, women outnumber men, but
women's pension income are lower, especially in the elderly group over 75

years old.

There is also a gap between whether a private pension plan is a plan in
which a business, employer or individual participates. Data shows that as
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of 2022, only 45% of female workers participate in employer-provided
pension schemes, and the proportion of women participating in schemes
is 10% less than that of men. Not only do women have less money from
participating than men, but they also have less money in their pension
accounts than men in the participation plan. In addition, a variety of factors
such as different ethnic and educational backgrounds in the United States
have widened the gender pension gap. African and Latino women are not
only lower than men of the same ethnicity, but also far lower than white
men. Divorced or widowed women may have a higher poverty rate due to
the interruption of their careers to take care of children, resulting in lower

levels of pension benefits.

In general, the pension system in the United States is based on gender
neutrality, and the pension income of the elderly female group with low
income and the elderly who rely on pension is generally low, and the quality
of life of the female group after retirement has a certain negative impact.
Japan

Japan has long been affected by the unequal employment structure and
the traditional family division of labor, and the gender pension gap is
particularly significant, with a gap of about 47.4%. Japan's pension system
consists of two parts: basic pension and employees' pension. The second
pension is paid by the employer for the employee, so this part of the
pension is related to the employee's contribution period. Japanese

women's pensions have been at a relatively low level for a long time,.

The first reason is mainly because some married women will choose to quit
the job and become full-time housewives. Under the current pension
system, a full-time housewife can act as her husband's "third insurer" and
does not need to pay pension contributions, and when a woman reaches
retirement age, who automatically receives a basic pension benefit through
her husband's welfare pension qualification, also known as a spousal
benefit, and receives 50% of her husband's pension income. Therefore, if

a woman is a full-time housewife, her pension income is necessarily lower
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than that of her husband. Housewives' pensions are completely dependent

on the employment situation of men and lack financial independence.

The second reason is that women who choose to work instead of relying
on the housewife, experiencing inequality in the employment structure. The
career development of female employees in enterprises is often limited by
the "career ceiling", the promotion opportunities are limited, and the
proportion of women in middle and senior management positions is low,
and the length of working years is shorter than that of men. As a result,
women's employees' pension accounts are lower than men's. In addition,
53% of Japanese women are engaged in informal employment. This is
because informal jobs often do not provide for employees' pensions. In
general, Japan's employment structure and social culture make women at

a disadvantage in pension accumulationt®-

South Korea

Among the OECD countries, South Korea has a large gender pay gap and
a gender pension gap, with the latest data on the gender pension gap being
40%. This gender pension gap not only reflects the gender inequality of
South Korea's pension system, but also reflects the systemic
disadvantages faced by women in employment and pension. Causes of
gender imbalance in pension income: traditional division of labor model
and employment structural problems. The structure of employment makes
women's labor force market participation unstable. According to data, only
30% of Korean women return to full-time jobs after childbirth, and most
women turn into informal employment or directly exist the labor market,
which not only affects women's long-term career development, but also
directly affects the pension contribution period and pension account funds.
After the age of 40, only 55 percent of women are employed, which reflects
the formal employment system at the stage of competition for middle and

senior management positions '

In the informal employment that women choose after childbirth, the national
pension does not oblige the employer to pay the pension of the non-regular
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worker. According to some data, only 60 percent of nonregular workers
participate in the National Pension System, while the participation rate of
women is even lower, and even if they participate in the National Pension
Scheme, their contributions are much lower than those of men. In addition,
women in South Korea have long been regarded as the main bearers of
family care, and the withdrawal of married women from the workforce is a
normal phenomenon, leading to the marginalization of women in the

workplace.

Germany

The gender pension gap in Germany is about 27.8%, The pension system
in Germany is a two-track system consisting of points for mothers. The
dual-track pension system consists of a social insurance pension system
for ordinary employees and a national financial system for civil servants,
but Germany has long been dominated by a social insurance system,
which is characterized by years of service, payment amount and points.
The "mother's pension" system aims to make up for the pension gap
caused by maternity for women. The policy is that women who gave birth
to children before 1992 receive an additional two years of credits, which is
equivalent to an increase of 70-90 euros per month in the pension account.
However, women's average pension income is still significantly lower than
that of men. The main reasons for this are that women are more likely to
experience employment interruptions, flexible employment, and limited
opportunities for advancement. Statistics show that married women are
more likely than unmarried women to leave the workforce during childcare
or to switch from formal employment to informal employment. In Germany,
besides, in informal employment, employers are not required to pay
pensions. In addition, women may not be able to return to full-time
employment or work in informal jobs when their children are older. Women
who return to the workforce or work in informal occupations are paid lower
than those of men who are normally employed, and their contribution base

are low, which makes a gender pension gap.izs
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Brazil

The gender pension gap in Latin American countries is relatively large,
especially in Brazil, where the gap is around 30%. Brazil's pension system
covers both urban and rural areas, and although the constitution explicitly
guarantees the right of men and women to retire, in fact, women have long
been in a disadvantaged position in the labor force market, and the pension
system has limited protection for informal employment, making women
more likely to experience more economic insecurity in the retirement period.
First, the relatively high proportion of women in informal employment and
the lack of pension contribution channels in informal employment reflect
the fact that women do not effectively accumulate individual account in the

labor market, or the amount of pension contributions base is very low.

Secondly, Brazil's pension system sets a minimum contribution period of
20 years, and only those who have paid enough years can receive the full
pension calculated according to the contribution ratio, otherwise they can
only receive the minimum guaranteed pension income. However,
occupational interruptions in maternity and family care for women lead to

cumulative interruptions in pensions, and men retire later than women.

This widens the gender pension gap.

From the region, the problem of rural women's pension is more severe.
Rural areas have a higher proportion of informal employment than urban
women and are less educated and less financially capable. Although the
Brazilian government has implemented a policy of non-contributory
benefits for rural women, the minimum guarantee is extremely low, making
it difficult to maintain a normal life. Overall, the large gender pension gap
in Brazil is not only a gender imbalance in the employment structure, but

also closely related to the design of the systems.

Nordic countries
In the Nordic countries, there are better gender equality policies, such as
"paternity quota" holidays and public childcare services. For example, both

countries are entitled to "parental leave"?® . Sweden has a 90-day paternity
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quota and Norway has a 10-week paternity quota. However, the holiday
usage rates in both countries are 30% and 70%, respectively. Even in a
relatively well-developed welfare system and gender equality policies, the
gender pension gap cannot be avoided. The gaps in Sweden and Norway
are 25.1% and 19.4%1" respectively. The main reason for the gender
pension gap is the gender imbalance in the structure of the labor market.
Women are more likely to be employed in administrative positions such as
education and public service sectors, and their pay are much lower than in
the male-dominated fintech industry, and women are more likely to work
part-time than men. Low wages and reduced working hours can directly
affect pension contributions base and contribution periods, and the
cumulative effect leads to lower pension benefits for women after
retirement than men. In fact, there is still a gender pension gap, but not too
large compared to most countries, which means that effective equality

policies can alleviate the gender pension gap to some extent!®:

2.3 Why does the gender pension gap exist?
In a comprehensive analysis of the current situation of the gender pension

gap, combined with the analysis of the current situation in other countries,
the formation of the gender pension gap is not only the pay gap at the
individual level, but also the gender inequality in institutional design and
social structure. Among them, wage is the key variable of the pension
contributions base, and the gender pay gap affects the accumulation of
pension accounts to some extent, which leads to the formation of the
gender pension gap. The cause of the gender pension gap is
multidimensional institutional and structural inequality. Firstly, women tend
to be paid lower than men at the beginning of their careers, have limited
opportunities for advancement, and wage growth is slow, resulting in a low
contributions base for pension income. Secondly, due to the gender
differences in the employment structure, women are mainly engaged in
low-pay sectors, such as education and public services. The differentiation

across sectors cannot be ignored. Finally, problems such as the women's
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employment interruption and life expectancy further exacerbate the
problem of gender inequality. The impact of wage differentials on pension
accumulation is long-term. Due to implicit workplace discrimination and
socio-cultural factors, women are more likely to work in low-paying
industries such as education, retail, and services, which tend to have
relatively low pay®? , relatively low contributions base, and limited coverage.
Men are more engaged in high-paying industries such as finance and
technology, with more generous salaries and better pension systems.
Studies have shown that the proportion of men in state-owned enterprises
such as state agencies and institutions is 23% higher than that of women,
and the pension contribution base and financial subsidies for these
positions are generally higher than those in other industries. Occupational
segregation not only affects women's career paths but also affects pay
levels and thus the pension contributions base. Besides, there are notable
differences in wage growth rate. Even when women are in the same job
background as men, women's wage generally grow more slowly than
men's. Studies have shown that the salary increase of female middle and
senior managers is 2-3 percentage lower than that of men in the same
position, which leads to a further expansion of the salary contribution base
when retirement is approaching. In addition, women's coverage of
corporate pensions and supplementary health insurance is also
disadvantaged, especially in the private sector, where only 12 percent of
female employees have corporate pensions, compared to 21 percent of

men.

In addition, women are more likely to face the "glass ceiling" effect in the
workplace, and the promotion space is limited, and some data can show
that women account for less than 30% of the middle management within
the enterprise, and there are very few senior management positions, and
the position level disadvantage is transformed into a gender wage

disadvantage, which leads to the disadvantage of women's pension. It is
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eventually reflected in the level of pension benefits after retirement,
causing a gender pension gap.

The phenomenon of employment interruption is a continuous
reinforcement of differences in the accumulation of gender pensions,
because women take most of the responsibility for childcare and care for
the elderly at home. Studies have shown that women perform similarly to
men in the labor market before having their first child, but after women have
their first child, they spend significantly less time in the labor force market,
while men do not change at all. Seven years after childbirth, women's
earnings fell by about 21.4 per cent, the labor market participation rate fell
by 14.1 percent, and the number of hours worked decreased by about 17.9
percent, which indirectly leads to a decrease in the pension contribution
base. This wage loss has a negative effect of "compound interest" on
pension accumulation. Because the basic pension is linked to the number
of years of wage contributions, the level of pension benefits increases by
0.7% for each additional year of paid service. More importantly, women are
more likely to experience marginalization difficulties such as downgrading
in career, when they return to the workplace after childbirth and some data
show that about 40% of women are transferred to lower-paid positions or
temporary positions after returning to the workplace, further weakening the

contribution base of women's pensions!' .

The impact of industry characteristics on gender pensions cannot be
ignored. Men are mainly concentrated in fast-growing industries, such as
finance and technology, which are characterized by strong economic cycle
resilience and provide greater opportunities for wage adjustments. In
contrast, the female labor force is concentrated in traditional industries,
restaurants, retail and other industries, which are highly volatile, have
obvious economic vulnerabilities, small profit margins, and unstable
incomes. During the epidemic, about 43% of women in the service sectors

experienced pay cuts and layoffs, resulting in pension benefit cuts. In
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addition, there are more part-time workers in these industries, and
employers generally do not pay pension insurance to their employees.

Wage negotiation is also an important factor in the wage growth rate, which
affects the gender pension gap. Female workers are about 30% less likely
than men to ask for salary increases, and when women ask for salary
adjustments, they are less responsive to salary adjustments, which reflects

the social and cultural expectations of gender role normsf24!

Because women are often encouraged to be a "humble" and
"cooperative" person, while taking the initiative to fight for legitimate
interests may be seen as an "aggressive" person. As a result, many women
are more conservative in wage negotiations. In addition, institutional bias
at the organizational level within the enterprise should not be
underestimated. Blau and Kahn's researcht shows that "similarity bias" is
prevalent in performance evaluation, with male managers more likely to
motivate employees with similar work patterns. With a male majority in
management, this unconscious bias can lead to an underestimation of the
work contributions of female employees. In addition, pay secrecy makes it
much more difficult for women to detect the pay gap between their
colleagues. Driven by a combination of factors, the annual pay increase
range for female employees is on average 1.5-2 percentage points lower
than that of men with the same work experience, this seemingly small gap
is compounded over the career life cycle to create a significant gender
pension gap.

Through empirical data, it can be found that the contribution rate of the
gender wage gap to the gender pension gap is very significant.

According to the results of the Oaxaca-Blinder decomposition, the
contribution rate of the salary level gap to the pension gender gap is about
20%-25%. The study shows that after controlling for variables such as
years of service, education level, industry background and occupation type,
the gender pay gap can still explain 33% of the gender pension gap,

reflecting that wage discrimination in the Ilabor market is one of the
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institutional roots of the gender pension gap. In the case of the same
number of years of contributions and the same proportion of contributions,
due to the low average level of wage, the pension accumulation in the
personal accounts of female employees is about 18% less than that of men.
The long-term accumulation of the gender pay gap over the course of a
career can have a significant "Matthew effect" - the initial pay gap widens
under the compounding effect, eventually leading to a large disparity in the

level of gender pension benefits at retirement® .

From a deeper analysis, there are obvious age differences in the impact of
gender pay gap on pension accumulation. The gender pay gap contributes
around 15% to the pension gap at the beginning of a career between the
ages of 25 and 35, and by the middle and end of a career, at the age of 45-
55, the proportion rises to more than 30%. This trend of expanding over
time is mainly due to two mechanisms: first, women after childbirth often
face maternal punishment, and their wage growth is slowed down;
Moreover, with the increase of age, there is an obvious gender imbalance
in enterprise management positions, resulting in a serious shortage of
middle and high-level female representatives In addition, there are
differences in performance across different industry. In state-owned
enterprises, the gender pay gap contributes 18-22% to the pension gap,
while in the private sector it is as high as 25-30%. This difference means
that compared with state-owned enterprises with a well-developed
regulatory framework, gender pay discrimination in enterprises with a
higher degree of marketization will have a more

significant erosion effect on pension benefits

The difference in employment structure is one of the key factors affecting
the accumulation of pensions, which is reflected in informal employment.
Besides, the difference in enterprises and the dual structure of urban and

rural areas also play important role.

The proportion of women in informal employment is much higher than that
of men, especially in casual work such as flexible employment and part-

time work. 62 percent of rural women and women with low education are
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employed in informal positions such as part-time and domestic service,
compared with 37 percent of men. There is a huge gap between less than
40 percent of the pension coverage rate for the non-regular employed and
about 80 percent for the formally employed. There are two aspects that

can explain the limited pension coverage of informal workers:

Firstly, informal workers will face frequent job changes, resulting in
interruption of contributions, and some data show that the average number
of months of contributions per year for informal workers is about 4 months
less than that of regular workers; Secondly, the contribution base is low,
due to the instability of informal workers, employees themselves prefer to
pay pensions according to the minimum standard, resulting in less
personal account rights and interests than formal employees. 31% of
women in informal employment do not participate in any pension insurance

system, which directly weakens women's pension accumulation ability.

To a certain extent, the nature of the employer directly determines the level
of pension benefits. The difference in benefits between government
enterprises and private enterprises further exacerbates pension inequality.
In general, there are more men than women in government institutions and
institutions. For example, the pensions of employees of subordinate
organs and institutions usually provide a more complete pension payment
system, occupational annuity and supplementary pension security of
financial subsidies. Compared with private enterprises, the gender pension

gap in government enterprises is relatively small.

From the perspective of enterprise scale effect, the proportion of female
employees in small and medium-sized enterprises has reached 57%, but
the average contribution base of small and medium-sized enterprises is 35%
lower than that of large enterprises, and the proportion of social insurance
arrears is 28%, resulting in women being at a systemic disadvantage.
Finally, through the analysis of the annuity coverage rate, the occupational
pension coverage rate of female employees in government institutions is

as high as 96%, while the coverage rate of female employee annuity in
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private enterprises is only 8%. In addition, differences in the nature of the
industry will further amplify the gender pension gap. The average
contribution base of industries such as education, health care, and public
services, where female workers are concentrated, is 80% of the average
wage, while the average contribution base of industries where men are
mainly in high-wage fields is 120% of the average wage. This structural
disparity makes women at a disadvantage in the process of accumulating

pensions.

The constraints of the urban-rural dual structure on rural women's
economic security in old age are particularly prominent, and this group
experience multiple institutional exclusions: Firstly, the phenomenon of
employment segregation is prominent, mainly engaged in agricultural
employment, of which the non-agricultural employment rate of rural women
is 38%, in addition, 61% of rural women are engaged in flexible
employment without social security, resulting in a small coverage of formal
old-age insurance for rural women; secondly, the level of old-age insurance
treatment for urban and rural residents is poor, with the average monthly
pension insurance for urban and rural residents in 2022 being only 179
yuan, less than 1/10 of the pension for urban workers , forming a gap in
pension insurance protection; In addition, rural women have participated in
formal employment for a short period of time, have limited cumulative
effective contributions, and their pension replacement rate is only 11%,
which is significantly lower than that of rural men of 21%. The pension of
60-year-old rural women in the same area is 148 yuan, while the average
monthly pension of urban female workers is 2876 yuan, the gap is 19.4
times larger. A deeper structural contradiction is the bundling of the hukou
system and the social security system, where rural women who go out to
work are employed in the city and their employers also pay pension
insurance, but once they choose to return to the township, they experience
restrictions on the place of insurance and obstacles to the transfer of

pension accounts, and the pension discontinuation rate of rural women
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who go out to work is as high as 43%. These problems highlight the
systemic exclusion of rural women in the design of pension insurance

systems|[™!.

Female workers often experience employment interruptions due to
childbirth and family care, further reinforcing the cumulative disadvantage
of pension accounts over the life cycle. This phenomenon is particularly
severe under the current pension insurance system in China, because the
current pension insurance system has a serious "care blind spot", and the
unpaid housework in the family is mainly borne by women, about 76%, but
these domestic tasks cannot be counted as formal labor, let alone seniority.
In addition, married women with children are unable to contribute to
pensions due to occupational interruptions caused by childcare and elderly
care, and there is no relevant institutional guarantee. Studies have shown
that women who face career interruption due to having a second child are
less likely to return the workforce. It is further pointed out that the longer
women have been interrupted in their previous employment, the less likely
they are to return to the workforce, the more limited the opportunities for
career advancement, and even when they return to the workforce, they will
face a common phenomenon of moving to low-paid jobs. "Motherhood
penalty" directly undermines women's economic independence and
widens the gender pay gap. The gender pension gap is further aggravated
by a reduction in contribution period due to career interruption and a
reduction in the contributions base due to a reduction in the pay level of a

downgraded position™.

The impact of career development differences on pension benefits The
occupational level has formed an institutionalized gender stratification
phenomenon for pension accumulation, and there are differences in the
pay level and enterprise annuity coverage rate of employees at different

levels, which leads to the difference in the level of pension benéefits.

In most enterprises, there is a notable gender imbalance among middle
and senior managers, resulting in a disadvantageous position for female
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employees in terms of pension accumulation. According to data, about 15%
of the senior executives ofA-share listed companies are women, generally

concentrated in human resources and administrative departments, and

almost not in core departments. Men are mainly engaged in core decision-
making departments such as asset management and risk management.
There is a gender imbalance in top management positions: the average
annual salary of senior managers in core departments is 2.3 times that of
support departments. In addition, the equity incentives and awards for the
remuneration of middle and senior managers are higher than those of
ordinary employees, while the proportion of men in middle and senior
positions is higher, besides, enterprise annuity plans are generally to
motivate middle and senior management positions, which means that the
pension base of men in the later stage of their careers is generally higher
than that of women. According to some data, the average age of female
employees in scientific research, education and other industries to obtain
senior professional titles is 3-3.5 years later than that of men, resulting in
the slower growth wage rate of women 's in their careers than men, thereby

widening the gender pension gap.

As of 2023, there is a disparity in China's statutory retirement age system.
Chinese women work retire at the age of 50, female cadres retire at 55,
men retire at 60. The current pension system is that women have the
shorter the contribution period, the less the contribution base, and the
lower the pension received after retirement. The institutional arrangement
of the gender of the retirement policy has a direct impact on the pension
benefits of retired women, resulting in a small contributions base for
women's pension personal accounts and basic pensions. Besides, the
cumulative period of women's pension accounts is shorter, which also
means that the time for compound interest growth of pension account
funds is reduced. Through the simulation method, it is concluded that even
if the contribution base and contribution rate of men and women are the

same, due to the difference in retirement age, the pension income of
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women is about 20%-30% lower than that of men. According to the
National Bureau of Statistics in 2020, the average life expectancy of
Chinese women is about 5 years longer than that of men, and the average
life expectancy of men and women is about 75.57 years and 80.88 years,
respectively. Gender life expectancy differences in pension systems are

one of the structural causes of the gender pension gapus .

From the perspective of life cycle, a longer life expectancy for women
means that they receive a pension for a longer period of time, and the
system designers also take into account the gender expectation difference,
so the pension system based on actuarial principles ignores the life cycle
of women, and the balance of the pension personal account calculates the
monthly pension income according to the life expectancy of the recipient
divided by the total number of months of payment. Because women have
a longer life expectancy than men, they also have more months of life than
men. With the same amount of pension account, the average monthly
pension income of women will also be lower than that of men. This system
design is "seemingly fair in form, but unfair in substance", which further
exacerbates the gender pension gap and makes it easier to face the

dilemma of economic insecurity.

50



Chapter 3. The gender pension gap in China

As China has entered an aging society, the proportion of the elderly
population is increasing, and the main source of the elderly group is
pension income, but the current level of pension benefits in China varies
greatly, especially between genders. This chapter discusses the current
situation of China's gender pay gap and gender pension gap, reviews the
history and structural pillar of China's pension, analyzes the disparity of the
pension system based on the gender pension gap and causes in other
countries, and puts forward effective policy recommendations to improve

China's pension system and promote gender equality and social inclusion.

3.1The gender pay gap in China
The overall gender pay gap in China is 29.43%, and whether it is between

the public sector or the private sector, or between urban and rural areas, it
shows that women's pay is generally lower than that of men. In general,
women are mainly worked in low-wage industries, such as education,
public healthcare, etc., Women are more likely to face difficulties such as
“glass ceilings”. However, men are mainly worked in high-paying sector.
From the perspective of industry differentiation, firstly, women are mainly
engaged in low-wage industries such as education and public service,
accounting for as much as 75% of employment, of which women account
for 68% of primary and secondary school teachers. Despite the high
proportion of women in education, only 45 per cent of women hold senior
titles. In addition, women's job titles are promoted considerably more
slowly than men's, resulting in slower wage growth rate. Secondly, in high-
paying sectors such as banking and securities, women are generally
worked in grassroots positions in the front office of institutions, accounting
for more than 50%, but women in core departments such as investment
banking and asset management are not very high, about 22%. Finally, only
15% of high-paying jobs, such as engineers and programmers, are women.
Women not only face occupational segregation when choosing

employment but are also more likely to experience the 'marriage penalty’
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when they are married. On the one hand, the salary of married women with
children is about 18% lower than that of unmarried men in the same
position, and the gap between unmarried women and unmarried men in
the same position is 5%. In addition, female employees who choose
flexible working after childbirth, which often comes with hidden costs, have
an average performance bonus that is about 30% lower than that of full-
time men. On the other hand, career interruptions due to childcare
responsibilities generally result in women's promotion cycles generally 2.3
years longer than men's, and the proportion of middle and senior managers
over the age of 35 is no more than 30%, and the gender pay gap is 25%.

In addition to the gender pay gap between industries, there is also a gender
imbalance in regional development. For example, the average salary of a
full-time woman in urban areas is 83 percent of that of a man, while that of
a woman in rural areas is 68 percent of a man. In addition, the average
number of years of education for women in townships is 2.1 years less than
that of men, and 70% of rural women are engaged in agricultural work or
unpaid domestic work that is not included in economic value, and there is
no formal labor contract. Gender and hukou discrimination results in rural
women being at the bottom of the labor force market. According to a survey,
more than 75% of female migrant workers work overtime, but the overtime
pay rate is 22% lower than that of men. This remans the more serious
difficulties faced by rural women in the protection of their labor rights and
interests. In addition to the large gap between urban and rural areas, the
gap between the eastern coastal region and the northwest region is also
large. For example, 68% of rural women in Gansu and Yunnan agree with
this concept, and the proportion of women who voluntarily quit the
workplace after marriage is 15% higher than that in the eastern coastal

areas.

The gender pay gap in the Yangtze River Delta and Pearl River Delta
regions is about 16% due to the concentration of foreign-funded
enterprises and multinational companies, which is lower than the national
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average, owing to the relatively perfect remuneration mechanism of
foreign-funded enterprises. In recent years, the Shanghai Free Trade Zone
has piloted a "corporate gender equality reporting system" policy that
requires multinational companies to disclose gender pay gap data on a
regular basis each year. Three years later, the policy was implemented, the
gender pay gap for multinational companies has narrowed by about 4%.
At the beginning of the workplace, unmarried women aged 25-30 earn 91%
of the income of men in the same position, and the gender pay gap is close
to equality. The gender pay gap for women widens to 18 percent after one
child and 25 percent after two. "This kind of motherhood punishment" is
especially pronounced among women with high education, and the
average salary of women with a master's degree or above has decreased
by 2.3 times that of women with a high school degree or less®. In addition,
the impact of childbearing on women's career development is long-term.
Studies have shown that women's labor force participation rate and labor
productivity decline significantly in the 0-3 years after childbirth, and it is
not until the child is 4 years old that it can gradually reach the salary level

before childbirth.
3.2The gender pension gap in China
The development history of China's pension systemf*! can be divided into

four main stages: the old-age security stage under the planned economic
system with the enterprise as the core, the system experiment stage in the
early stage of market-oriented reform, the construction stage of the
standardization and legalization of the old-age system, and the integration
stage of universal coverage and long-term sustainable system. Each stage
of the pension insurance system is in line with the specific economic and
social development background and demographic changes, reflecting the
social security transformation of "from welfare to insurance, from enterprise

security to social coordination".[2"

From the 1949 to the early 1980s, China built a social security system with

"state-owned enterprise" as the core under a highly centralized planned
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economic system. In 1951, the Labor Insurance Regulations were officially
promulgated, which meant the establishment of a social insurance system
based on state-owned enterprises. The core of the system is to ensure the
work-related injury, maternity, medical benefits and pension benefits of
employees of state-owned enterprises. Pension income during this period
is closely related to on-the-job wages, and the level of social security is
relatively high, with high welfare and high dependence on state-owned
enterprises. However, this "state-owned enterprise" old-age security model
has narrowness: first, the coverage is small, limited to state-owned and
collective enterprises, and the rest of the individual workers, rural people
and private sector practitioners cannot participate in the system, which has
serious system exclusivity; Second, the part of the pension is also borne
by state-owned enterprises, when the number of retirees increases, the
traditional pension system is facing the pressure of "state-owned
enterprises have limited ability to pay, and the contributions benefits of
employees cannot be guaranteed"; Third, the lack of a unified insurance
payment process and standardized pension mechanism has led to
significant differences in the level of pension treatment, and the fairness

and efficiency of the system have been affected.

From 1980 to 1990, in the face of the increasingly serious trend of
population aging, the coverage of the pension system is small, and the
source of funds is limited, the security system established under the
traditional planned economy is increasingly prominent, and the "enterprise-
centric" security model is unsustainable. Therefore, in 1986, China's State
Council established a pilot implementation of an old-age insurance system
featuring ‘"integration of accounts" in some cities and regions. The
characteristic of this system is that after the state-owned enterprises pay
the pension insurance premiums in proportion to the total salary, they will
enter the overall account of the local social security institutions, and the
social security institutions will unify and pay the pensions of retirees and

gradually move from the "state-owned enterprise package system" to the
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social overall planning system. In the first stage, the people covered are
still employees of state-owned enterprises and collective enterprises, and

other people are still unable to participate.

At the same time, some areas have carried out pilot pension personal
accounts and gradually introduced the financing mechanism of "enterprise
and individual joint payment". At this stage, in addition to the state-owned
enterprises paying a certain proportion of pension insurance premiums for
employees, employees themselves can also pay into their personal
accounts in proportion to their total wages, gradually accumulate pension
accounts, and gradually "provide welfare" to "social insurance".

From 1997 to 2010, China's pension system entered the stage of
standardization and rule of law. In 1997, the State Council of the People's
Republic of China officially promulgated the Decision of the State Council
on the Establishment of a Unified Basic Pension Insurance System for
Enterprise Employees. The system is a pension insurance system of
"individual payment + enterprise payment", which is uniformly promoted
around the country. The model of the pension system is to implement a
combination of personal accounts and social pooling. From this stage, the
pension system is no longer limited to employees of state-owned
enterprises and collective enterprises, and employees of private
enterprises can also participate in pension plans. The long-term
implementation of different pension insurance systems between
government agencies, enterprises and enterprise employees, that is, the
so-called "dual-track system", has led to differences in the level of pension
benefits, resulting in the public's doubts about the fairness of the pension

insurance system.

From 2010 to the present, China's pension system has entered a stage
with the goal of comprehensive coverage and long-term sustainability, and
the Chinese government has solved the long-standing problem of dual
pension system in towns and towns. In 2009, the government piloted the

"New Rural Social Pension Insurance Measures" policy in some areas, and
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from 2011 onwards, the old-age insurance system for urban residents with
flexible employment was integrated into the "Social Pension Insurance for
Urban and Rural Residents", which achieves a major breakthrough in the
unified policy of urban and rural areas. In 2014, China officially changed
the pension system to "basic pension insurance for urban and rural
residents". At this time, in addition to government agencies, state-owned
enterprises, and private enterprises, who can participate in the pension
system has also been increased to be selfemployed and workers in new
forms of employment. At the same time, the independent old-age pension
system of government agencies and institutions has also been
incorporated into the basic old-age insurance for urban workers, officially
shifting from the "dual-track" reform. In addition, an occupational pension

system has been established as a supplementary security system.

In 2022, in order to improve the pension system, the government will
launch a program of the personal pension system in some urban areas to
encourage employees to make voluntary pension reserves. The
establishment of the system emphasizes the voluntary payment of
employees, closed account management, tax deferred benefits and other
characteristics, its purpose is to provide a variety of pension financing
methods for middle and high-income groups, and promote the extension
of the pension  securitysystem from  "government" to
"government + market + individual".
There are three types of overall structural models of China's pension
system:the first pillar is the basic pension insurance, which is
characterized by basic security and large coverage. The second pillar is

the enterprise annuity and occupational annuity, which is characterized

by supplementary security and increasing the pension replacement rate,
andthe third  pillar is personal savings pension and

commercial insurance, which is characterized by voluntary

participation, personalized reserves, and tax incentives.
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The basic pension insurance is the first pillar, and its operating mechanism
is pay-as-you-go, which is composed of the basic pension insurance for
urban employees and the basic pension insurance for urban and rural
residents. The purpose of this system is to ensure that the minimum living

standard is guaranteed, and it is mandatory and extensive.

The payment mechanism of the basic endowment insurance for urban
employees is jointly paid by the enterprise and the employee himself, and
the enterprise pays 16% of the total salary of the employee, and is included
in the social security overall account to pay the pension of the retirees of
the current period, and the employee pays 8% of the total salary, which is
included in the personal account and used to accumulate the personal
pension account in the future. The payment mechanism of basic old-age
insurance for urban and rural residents is combined with government
subsidies and individual contributions, and the payment grade is
independently chosen by the person. The conditions for receiving pensions
require employees to reach retirement age and have a pension payment
period of at least 15 years, and receive two parts of pension income
monthly, namely "basic pension" and "personal account pension". At
present, the first pillar covers a large area, with a population of about 1.06

billion, accounting for 75.2% of the total population

Enterprise annuity is a supplementary pension security system set up by
the enterprise for employees, which is voluntary, jointly participated by the
enterprise and the employee , and the pension account funds of the
enterprise annuity are entrusted to the management and operation of
professional institutions, and the payment mechanism is not more than 8%
of the total amount of wages by the enterprise, and the upper limit of the
voluntary payment of the employee himself is 4% of the total wage
Occupational pension is a supplementary pension security system
established by government institutions for employees, with semimandatory
characteristics, the enterprise pays 8% of the wage, and the employee

himself pays 4% of the wage, and the funds of the pension account of the
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occupational annuity are entrusted with management and investment
operation. The investment scope includes capital markets, funds and other
fields. In terms of receiving enterprise annuity, employees can choose to
receive a lump sum or a monthly pension according to their own wishes
after reaching the retirement age. The occupational pension is calculated
and paid together with the basic pension insurance. At present, the
coverage of enterprise annuity is relatively small, and the total number of
employees and occupational pensions covered is about 120 million,
accounting for about one-tenth of the total employment.

Personal savings pension is an important supplementary part of the
pension system, which belongs to the voluntary participation of the
personal pension plan. This pillar is in the form of "personal account system
+ tax incentives". Employees can open personal pension accounts in
commercial banks, and each person's contribution shall not exceed 12,000
yuan in a natural year. The deposited funds can be used to purchase
financial wealth management products, including commercial banks'
pension wealth management and pension target funds and insurance.
When the insured reaches retirement age, they can choose to receive it in
one lump sum or monthly. In addition, participants are allowed to deduct
the taxable income of the current year within the quota for the purchase of
wealth management products during the payment period, thereby reducing
individual income tax. The account is exempt from taxation during the
investment period and is not taxed until it is collected. As of 2024, 60 million
people in China have participated in the opening of pension accounts, with
a capital scale of about 80 billion yuan, but the participating groups are
mainly concentrated in middle and high-income people and young people
in economically developed cities. At present, the public's awareness of the
third pillar is still very low, and the preferential tax quota is limited, and the

financial wealth management products are not rich enough.

In recent years, China's pension system has been dominated by basic
pension insurance, covering a wide range of people. Secondly,
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supplementary pensions and personal pensions are used as supplements
and improve the pension system. As pension coverage becomes more
extensive, there is still a large gap between groups. According to the data,
as of 2018, the pension rate of urban male elderly groups was 91.5%, and
the proportion of urban women was only 82.6%. However, the participation
and enrolment rate of rural women is very low, especially among women
over the age of 50 who are flexibly employed or unemployed. A large
number of rural women have no pensions due to ‘institutional
disconnection". The main reasons for this difference are the
precariousness of women's participation in the labour market and the
unequal design of institutional arrangements. The basic old-age insurance
for urban workers has long been closely related to formal employment,
while women are more likely to employment interruption, part-time work or
engage in informal work due to factors such as childcare and family care,
thus losing the contributions period and payment. Especially in the basic
old-age insurance for urban and rural residents, women often have a low
contribution base, resulting in lower final pension benefits than men or
even may not be able to receive them, which exacerbates the economic

vulnerability of the elderly female group.[*®!
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Male-to-Female ratio in the senior
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Data source : National Bureau of Statistics of China. (2020-2024). China
Statistical Yearbook 2020. Beijing: China Statistics Press.
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AVERAGE LIFE EXPECTANCY
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Data source : National Bureau of Statistics of China. (2020). China
Statistical Yearbook 2020. Beijing: China Statistics Press. At

present, China has entered an aging society, and the figure above shows
the proportion of men and women in China's elderly population from 2019
to 2023, respectively, and in general, the number of female elderly people
has always been higher than that of male elderly people. In 2019, male and
female elderly accounted for 10.23% and 8.73% of the total population,
respectively, with a gap of about 1.5%; In 2023, the proportion of male and
female elderly people will be 10.13% and 10.97%, respectively, with a gap
of about 0.84%. Figure 2 shows the average life expectancy, from 72.38
years in 2010 and 77.37 years for women in 2010, a difference of 4.99
years, to 75.37 years and 80.88 years in 2020, a difference of 5.51 years.
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From the data of the two figures, it can be seen that the life expectancy of
both men and women is increasing, but the proportion of women living
longer in older women is always higher than that of men. However,
women's ability to accumulate pensions is relatively low compared to men,
and this structural difference in ageing determines that older women may
face longer retirement periods and are more likely to be at risk of economic
poverty. The elderly need to rely on pensions for a longer period of time
after retirement, while pension accumulation is greatly discounted due to
short working years and low contributions bases, facing the dual dilemma
of "longevity risk" and "insufficient pension".

3.1.2 Widowhood rate and pension security for elderly women

Widowhood Rates Among Eldery Men and Women
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Data: National Bureau of Statistics of China. (2001, 2011, 2021). Tabulation
on the 2000, 2010, and 2020 population censuses of the People,s Republic

of China. China Statistics Press.
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The level of pension benefits is not only related to personal economic
accumulation, but also closely related to marital experience. The figure
above shows the widowhood rate of the elderly over 60 years old in the 5th
Population Census (2000), the 6th Population Census (2010), and the 7th
Population Census (2020). It can be seen from the figure that the
widowhood rate of women in these three periods is much higher than that
of men, and there is a relatively stable gap between the two data. In 2000,
the widowhood rates of female and male elderly were 70.73% and 29.27%,
respectively, with a gap of 41.46 percentage points, the widowhood rates
of female and male elderly were 70.45% and 29.55%, respectively, with a
gap of 40.9 percentage points, and the widowhood rates of female and
male elderly were 73.12% and 26.88%, respectively, in 2020. The gap is
46.24 percentage points, and the widowhood rate of the elderly women
decreased from 2000 to 2010, but increased to 73.12% in 2020, which may
be due to the change in life expectancy caused by the new crown epidemic.
The male widowhood rate increased from 29.27 in 2000 to 29.55%, but it

still decreased in 2020, with little overall change and a stable trend.

The main reason for the difference in the widowhood rate among the
elderly is that women generally live longer than men, and the age
difference between couples is usually longer than that of men. Older
women face a higher risk of widowhood, live alone for longer periods of
time, and face the risk of economic poverty and caregiving pressure, which
puts forward higher requirements for the pension security and policy

system.

The proportion of the source of living of the elderly group in the pension
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Proportion of eldery population relying on
pension as a source of livelihood by region and
gender
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Data source :Source: The Seventh National Population Census Yearbook
The above figure is from the seventh national census yearbook of the
elderly group over 60 years old pension as a source of livelihood ratio, from
the figure can be seen in the urban elderly group male and female pension
income as the source of living the highest proportion, higher than other
regions, means that the coverage of the urban social security system is
more sound pension system. The proportion of elderly men and women in
urban areas is 72.4% and 67.6% respectively, reflecting that men's pension
income accounts for a higher source of living than women. The proportion
of elderly men and women in towns and villages is 35.8% and 28.1%
respectively, compared with the city, the urban elderly group has
decreased by nearly 1 times, and the gender pension gap has also

widened, which means that the coverage of urban pension is smaller than
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that of the city, and women may be due to the low participation rate of the

labor force market, resulting in a lower source of female pension than men.

The most striking phenomenon is the disparity in rural areas, where the

pension income of older men and women is very low, with 12.1 percent

and 8.8 percent of women respectively. It is possible that most of the rural

elderly groups participate in the basic oldage insurance for urban and rural

residents, rather than the basic oldage insurance for urban workers, and

the pension income is extremely low.

The above figure not only reflects the differences between cities, towns

and towns, but also reflects the need to improve the gender equity of

China's pension system in the region, especially for rural elderly women.

Regional differences in the gender pension gap

The gender pension gap is a manifestation of inequality in institutional
design. As the main source of income for the elderly, the fairness of

pension income influences the income difference and quality of life

between different groups, especially gender groups. In China, there is a

superimposed effect of unbalanced regional development and urbanrural

disparity.
Average annual income of gender pension In 2020
Aged Group Male Female Pension Gap The rate of
(¥/Month ) (¥/Month ) (¥/Month ) Gender
Pension Gap
60-69 14066 9878 4188 29.8%
70-79 18300 10725 7575 41.4%
80 and above 21487 12709 8778 40.9%
Total 15940 10374 5566 34.9%

Data source:2020 China Health and Retirement Longitudinal Study
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(CHARLS)
The content of the above figure is the data of the average annual pension
gap between the genders in 2020, which shows that the overall pension
income in China is not high, and it may be that the basic insurance for
urban and rural residents and the basic insurance for urban employees are
added to the calculation, because the pension security of basic insurance
for urban and rural residents is very limited. As can be seen from the chart
above, men at all stages always have higher pension incomes than women,
with an overall average difference of 34.9%. 6069 years old, 70-79 years
old, 80 years old and over 80 years old group gender pension data are
29.8%, 41.45%, 40.9% respectively, this trend reflects the gender pension
gap with the increase of age but also reflects the gender pension gap has
a cumulative effect. This disparity is mainly due to the long-standing
disadvantaged position of women in the labor force market. First, the
overall pay level of women is lower than those of men, which affects the
pension contribution base. Second, women encounter employment
interruptions during the childbearing stage and turn to informal
employment, which generally does not pay basic pension insurance, which

further affects the level of women's pension accumulation.
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GENDER PENSION DIFFERENCES IN
DEVELOPED REGIONS

6000 ® Male ® Female
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Beijing Shanghai

Data : Beijing Municipal Human Resources and Social Security Bureau.
(2023). 2022 Social Insurance Operations Report

Shanghai Academy of Social Sciences. (2023). Shanghai Social Security

Green Book 2023
Jiangsu Provincial Department of Human Resources and Social Security.

(2023). Jiangsu Social Insurance Statistical Yearbook 2022
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GENDER PENSION DIFFERENCES IN
CENTRAL AND WESTERN REGIONS
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Social Security. (2023). Henan Social Insurance Operations Bulletin 2022
Sichuan Provincial Bureau of Statistics. (2023). Statistical Bulletin of

Social Security Development in Sichuan 2022
Research Center for Aging Development, Lanzhou University. (2023).
China Western Rural Pension Development Report 2023
Women's pension income in China is generally lower than that of men,
with a national average of about 3,500 yuan/month, while men are about
3,800 yuan/month and women are about 2,700 yuan/month, and women's

pension income is about 71% of that of men. Beijing, Shanghai, Jiangsu

and other developed provinces and cities have a higher overall level of

urban pensions, Beijing, Shanghai, Jiangsu male average pension is 5180
yuan / month, 5126 yuan / month, 5087 yuan / month, female average

pension is 4020 yuan / month, 3984 yuan / month, 3862 yuan / month, the
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gender pension gap is 22.4%, 22.3%, 24.1% respectively. In Henan,
Sichuan and Gansu in the central and western regions, the average
pension of men is 2980 yuan/month, 2860 yuan/month and 2650
yuan/month respectively, and the average pension of men is 2150

yuan/month, 2080 yuan/month and 1850 yuan/month respectively, and the
gap ratio is 27.9%, 27.3% and 30.2%; All in all, the pension level in

developed provinces and cities is relatively high, and the elderly are more
than 4,000 yuan for both men and women. However, the overall pension
level in the central and western regions is low, especially the average

pension of women is less than 2,200 yuan/month. However, economically
developed provinces and cities have also failed to effectively decrease the

gender pension gap. Gender pension differences between UEBPI and

URRBPI

GENDER PENSION DIFFERNCES
BETWEEN UEBPI AND URRBPI
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Data source : Ministry of HRSS. (2023). China Social Insurance Annual
Report 2022. Beijing: China Labor Press.

UEBPI : Urban Employee Basic Pension Insurance

URRBPI : Urban and Rural Residents Basic Pension Insurance
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The basic pension insurance for urban employees mainly covers the
regular employees who have signed labor contracts in urban areas, and
the system is highly related to labor relations, and the level of payment and
pension benefits is relatively high. The basic old-age insurance for urban
and rural residents covers urban and rural non-employees who have not
participated in the employee pension insurance, such as the elderly in rural

areas and temporary workers.

The basic old-age insurance for urban workers and the basic old-age
insurance for urban and rural workers are the largest basic old-age
insurance systems in China, and the gender pension gap between the two
is quite significant. From the above figure, in UEBPI and URRBPI, women's
pension treatment is much lower than that of men, reflecting gender
inequality in the pension system. In UEBPI in 2022, the average monthly
pension of men and women is 3,800 yuan/month and 2,700 yuan/month
respectively, and the gender pension gap is 28.95%; However, the average
monthly pension for men and women in the URRBPI is 220 yuan/month
and 160 yuan/month respectively. The difference is 27.27%; From the
perspective of these two pension systems, women's pensions are at a
disadvantage, probably because women's employment is unstable and
they are more likely to suffer from interruptions in insurance.

Gender Pension Gap by Industry (2022)

Sector Male(¥/Month) Female(¥/Month) Gender Gap
Manufacturing 3200 2200 31%
Finance 6500 5100 22%
Education 4800 4300 10%
Healthcare 5200 4600 12%
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Construction 3500 1900 46%

Wholesale Retail 2300 1600 30%

Data source: Chinese Academy of Social Sciences. (2023). Pay and
Pension Gaps Across Industries. Beijing: Social Sciences Academic
Press.

The data in the figure above is the gender pension gap in different
industries in China in 2022, and overall, there are significant differences
between industries, with women's pension income lower than men in all
industries, especially in traditional industries dominated by men or with
high labor intensity, the gender pension gap is more obvious. The largest
gap is in the construction sector, with a gap of 46%, likely due to the male-
dominated sector and the fact that women are more likely to prefer low-
paid support jobs. However, the education sector has the smallest gap of
10 per cent, but there is still a gender pension gap due to the higher number
of women working in the education sector. In the manufacturing industry,
the average pension income of men and women is 3,200 yuan/month and
2,200 yuan/month respectively, and the gender pension gap is 31%. In
addition, women are mainly concentrated in auxiliary positions, and the
salary contribution base is relatively low, so the gender pension gap is large.
The average monthly pension of men and women in the financial industry
is 6,500 yuan/month and 5,100 yuan/month respectively, and the absolute
gender pension gap is the largest, with a gender pension gap of 22%,
which may be a gender imbalance in high-paying industries. Although the
gender pension gap in the medical industry is small, about 12%, female
doctors retire 5 years earlier than men and also pay 5 years less for the

contribution period.

4.4 In-depth comparison of the differences between China and other

countries' pension systems
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Compared with other developed countries, China's pension system has
institutional multi-level differences, such as redistribution function,
retirement age, payment mechanism, and system coverage. These
differences affect the fairness and sustainability of pensions, and also

invisibly widen the gap between gender pensions.

For example, Germany, which has a statutory pension insurance coverage
rate of about 87 per cent, alleviates the under-contribution caused by the
interruption of women's employment through a redistributive function, and
its statutory pension replacement rate is about 50 per cent. However,
China's pay-as-you-go model only covers the basic pension component.
According to data, the replacement rate of basic pensions for urban
workers is about 35%, which is significantly lower than that of Germany.

From the perspective of the personal accounts of the pension system, the
Chilean pension mechanism is a complete accumulation system of the
personal account system, and its real return on investment is about 5.8%
per year. However, due to historical reasons, the actual rate of return of
personal accounts in China does not exceed 2.5%, which directly affects

the level of personal account accumulation.

China has implemented a policy of a rare difference in retirement age,
which is 60 years for men, 55 years for female management cadres, and
50 years for female workers. Women generally have 5-10 years of service
less than men, and women have 5-10 years less pension contributions
than men. However, most of the OECD countries have achieved the same
retirement age for men and women, and some countries can even choose
flexible retirement in the retirement range, such as Germany and Denmark,
which gradually raise the retirement age for men and women to 67 years
old. Sweden has a flexible retirement system, which allows you to retire in
the 61-67 age range, which effectively mitigates the adverse effects of the

fixed retirement age gap.i7

The family equity points in the French pension system are designed to
compensate women for the interruption of childcare employment, and the
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childcare period is included in the calculation of women's pension
insurance benefits. However, in China, there is only a maternity allowance,
which is characterized by short-term compensation and only covers
working female workers who participate in maternity insurance, and does
not cover informal employment groups. Some data show that having a child
will cause women to pay about 3.2 years less pension insurance on
average, and 5.7 years less after giving birth to a second child. This further

affected the accumulation of pensions.

Differences in the coverage of pension systems are also negligible. Some
high-welfare countries have universal coverage pension systems that
include people in informal employment. In Norway, for example, the
pension system is based on universal social insurance, and both regular
and irregular employees can receive a basic pension as long as they have
legally resided in Norway for a certain number of years. This payment
guarantees a minimum subsistence guarantee for all the population.
However, China's basic pension insurance system is mainly for enterprise
employees, and the coverage groups are mainly urban formal employees.
Although the pension insurance for urban and rural residents is a
government participation subsidy, the participants are still not 100%
covered, and the level of treatment received is extremely low, 179 yuan per
month, which cannot provide substantial old-age security. From the
perspective of redistribution function, the pay-as-you-go system in the
pension system has a strong redistribution function. In Sweden, 65% of
retirement income comes from basic pensions, which are not linked to
personal income, narrowing the gender pension gap to a certain extent.
China's social pooling account also has a redistributive function; high-
income people subsidize low-income groups. However, the social pooling
account is managed by the provincial level and the city, and the number of
employed people in developed areas is large, the number of contributors
is also large, and the pension fund accumulates Fastly, so the level of

pension benefits is higher than that of economically backward areas.
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Uneven regional development will also affect the redistribution function.
The "regional" management of the social pooling account has magnified

the disparities between regions and indirectly affected the gender gap.

The difference in the way pensions are calculated is also an important
factor. In Germany, the pension system is calculated according to the "point
system", and after the employee pays the pension insurance, it is
converted into pension points according to the ratio of the current year's
income to the national average income. Monthly income at the time of

retirement = accumulated pension points *current pension value

*adjustment coefficient (pension value is announced by the government
every year; The adjustment factor reflects early retirement, normal
retirement, and extended retirement. There are institutional compensatory
for the benefits of the "points system", such as childcare points. However,
in China, the pension system is a method of calculation and payment of
benefits. The monthly pension income is the basic pension + personal
account pension, and the personal account determines the personal
account pension each month by the method of "account balance/number
of months". According to the Ministry of Human Resources and Social
Security, the number of months of payment for female workers who retire
at the age of 50 is 195 months, the number of months for female
management cadres who retire at the age of 55 is 170 months, and the
number of months for men who retire at the age of 60 corresponds to 139
months. This system is based on the fact that women have a longer life
expectancy and a longer contribution period. However, this system ignores
the lack of pension accumulation due to the interruption of women's
participation in the insurance and the difference in retirement age. In the
case of insufficient pension accumulation and the double shackles of long

calculation months, the gender pension gap will inevitably widen.

In general, to achieve gender equity and efficiency in the pension system,
China should incorporate childcare compensation mechanisms, flexible

retirement ages, increase the coverage of the second pillar in the system
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design, and reform the overall management method of the region to

improve horizontal equity and gender balance.

3.3Implications
In the design and implementation of China's current pension system,

women do not fully consider the disadvantages faced by women in their
careers, such as occupational segregation, interruption of childcare, and
differences in retirement age. These factors not only affect women's
working years, salary level, payment years, and the payment base is
generally lower than that of men but also weaken the accumulation ability
of pension rights and interests to a certain extent. What's more, low-income
women often have heavier family care responsibilities and are unable to
secure stable and sustainable job opportunities in the labor market, leading
to the risk of lack of financial security after retirement. To this end, the
reform of the pension system should be promoted at multiple levels. In the
first pillar of pension insurance, compensation mechanisms such as
"childcare responsibility" compensation or "care points" are introduced,
and the period of interruption of childbirth and care for women is included

in the payment period, to enhance the fairness of the system.

Firstly, it is recommended to include the "employment interruption
coefficient" and "gender adjustment coefficient" in the calculation of the
basic pension, to make up for the pension gap caused by the short
contribution period and low wage level of women through the
compensation mechanism. Specifically, for women who have paid for 15
years but less than 20 years, the basic pension calculation coefficient can
be increased by 0.1 percentage points for each year of underpayment, and
the maximum is not more than 0.5%. For women whose annual
contribution wage base is less than 70% of the local average social wage,
the basic pension calculation and payment coefficient shall be increased
according to the following standards: if the wage level is 60%-70% of the
local social average wage, the basic pension calculation and payment
coefficient will be increased by 0.1 percentage points, and if the wage level

is between 50% and 60% of the local social average wage, the basic
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pension calculation and payment coefficient shall be increased by 0.2
percentage points, and the cumulative increase shall not exceed 0.5

percentage points.

Secondly, the formula for calculating the monthly pension in the personal
account is based on the cumulative amount of the personal account at the
time of retirement of the insured person divided by the number of months.
Because women have an earlier retirement age than men, their life
expectancy is longer than that of men, so the number of months of payment
is longer than that of men, resulting in an unfavorable monthly amount. It
is suggested that the mechanism for calculating the number of months of
payment should be appropriately reduced in the part of the personal
account: for insured women with care responsibilities and childcare
responsibilities, who have paid contributions for more than 20 years and
whose personal accounts meet a certain standard, the number of months
of calculation and payment can be appropriately reduced by 5%. To a
certain extent, this mechanism alleviates the systemic disadvantages of
the early retirement system on the level of women's pension benefits, so
that it can better reflect the real contribution of care in terms of pension

benefits.

Thirdly, for women who have received childcare allowance or maternity
insurance subsidies in accordance with the law during their employment,
the number of months of payment can be further reduced, to consider the
policy orientation of incentive and compensation functions. Through such
mechanisms, we can ensure that personal account pensions are fairer and
more reasonable and strengthen the institutional recognition of women's
long-term contributions and childcare and care responsibilities. The current
pension system is suitable for women who have not reached the
contribution period of 15 years, on the one hand, due to childcare and care
responsibilities, informal employment, or household registration reasons,
resulting in low personal account accumulation. On the other hand, the

level of pension benefits is low, for example, the average monthly income
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of urban and rural residents' pension insurance is lower than the minimum
living guarantee. Therefore, it is very necessary to add a "subsistence
supplementary mechanism" in the pension system as a back-up
arrangement for basic pension insurance. The subsidy is jointly borne by
the central and local governments in proportion, and an additional 30%
subsidy of not less than the local minimum living security standard will be
issued to women who are identified as having very low pension income on
a monthly basis to ensure that the level of pension treatment is not lower

than the minimum living bottom.

The subsidy mechanism should establish a transparent, reasonable and
fair review mechanism, based on the total family income, the real pension
treatment level, living conditions, etc. At the same time, data sharing is
realized with social assistance departments and urban and rural residents'
families, so as to achieve accurate identification and reasonable protection
for the elderly and poor groups, to prevent them from falling into a cycle of

poverty within the system.

At the same time, to encourage continuous participation and moderate
contributions, the subsidy mechanism should be based on a subsidy
regression mechanism. For groups with a longer payment period, higher
payment grades, and higher personal account balances, the subsidy will
be less, to avoid "reverse incentives" and ensure reasonable, fair, and
efficient parallel. Through subsidies in the pension system, the
inclusiveness of low-income women will be effectively improved, and the
goal of "everyone enjoying basic old-age security" will be further promoted.
Fourth, in order to reduce the impact of women's work interruption due to
caregiving responsibilities and promote gender equality and family
development, the government needs to provide effective caregiving
support policies for women to reduce the negative impact of childcare and
caregiving responsibilities on employment and pension accumulation.

There are several measures to be taken:
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The first is to establish a unified and perfect childcare allowance system.
Drawing on the experience of Germany, the childcare period is directly
included in the entire pension insurance system. For each woman raising
a child aged 0-3 years, 5% of her average contribution salary for the first
six months of childbirth is converted into a 1.5-year pension insurance
contribution record, or 25% of the local average salary level is credited to
her personal account. In order to encourage families with many children,
for raising two children, an additional 5% of the rights and interests can be
added on the above basis, and the maximum number of rights and
interests shall not exceed 10%.

The system needs to be equipped with the following mechanisms: first, the
evaluation of the qualification mechanism, through the medical insurance
birth records, pension insurance payment records, household registration,
etc. to verify the authenticity of the declaration content; Rather, it is a
flexible adjustment mechanism, and the subsidy changes with the change
of the average social wage level; The third is the fund operation
mechanism, which is recommended to be allocated from maternity
insurance funds, pension insurance funds, and central and local special
allocations. This policy can effectively make up for the loss of women's
pension rights and interests due to the interruption of childcare, and
improve the enthusiasm for childbearing, and the social security and

population policies develop together.

Second, it is proposed to add a nursing allowance system. In the traditional
division of gender roles in the family, women have long assumed most of
the responsibilities of family care, not only during childcare, but even when
facing sick elderly and disabled family members. Women's caregiving
responsibilities are often interrupted in formal employment and shifted to
flexible informal employment, which in turn affects the number of years of
pension contributions. Therefore, it is recommended to add an
institutionalized "care allowance" system, which provides a "contribution

allowance" for long-term care women, and it is recommended that the
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family care period reach more than half a year, that is, the pension
insurance contribution is included in the 0.5year payment period, and the
payment base is the average contribution salary of the previous year, and
each woman shall not receive the "care allowance" for more than three
years. The allowance is shared by the central and local governments,
ensuring that the accumulation of pension rights and interests in the future

will not be weakened by family care.

The third is to improve the maternity leave and nursing care system. The
current maternity support policies include statutory maternity leave,
paternity leave and parental leave (only in a few areas), and overall, the
responsibility for childcare is still dominated by women, and the
participation rate of men in childcare is low, and the system at the
institutional level is not perfect. To better strengthen men's awareness of
family responsibilities, it is recommended to implement a system of male
parental leave based on the current system and include the policy of direct
linkage between insurance participation and contributions. Parental leave
should be extended appropriately and shared by both parents, and should
be used independently at the specified time, men should be encouraged
to participate in childcare responsibilities, and at least 30 days of non-

transferable leave should be set. Shared childcare leave period.

Fifth,a the same time, the government guides and encourages enterprises
to provide women with effective care responsibilities and teleworking
options, allowing women to continue to work part-time, flexible working
hours or teleworking during childcare leave, and participate in pension
contributions on an hourly or proportional basis during childcare leave. This
is conducive to the maintenance of women's work skills and experience in
the workplace and also prevents the risk of interruption of pension
contributions due to long-term absence, and alleviates the phenomenon of
insufficient pension accumulation to a certain extent. For those who are
employed under flexible conditions, a certain percentage of the holiday

allowance will be given according to the payment situation.
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Lastly, by establishing a more humane and gender-balanced parental
leave policy, the government is conducive to strengthening men's
awareness of family responsibilities, sharing childcare responsibilities,
reducing the institutional risk of women's interruption of maternity and care
insurance, and promoting gender equality and sustainable social

development of the pension system.

Nowadays, women bear too much care burden during the childbirth and
childcare stages, especially in the period of 0-3 years old, and the lack of
resources for public childcare services has forced many women to choose
to withdraw from the labor market at this stage, resulting in the interruption
of participation, which in turn exacerbates the gender pension gap.
Therefore, starting from the design of the system, the government should
speed up the establishment of inclusive childcare services, and improve
the coverage of childcare services through fiscal expenditure, operating
subsidies and other measures, so that women with children can also
maintain the connection to the labor market, to avoid the risk of interruption

of pension insurance contributions.

Forward-Looking Recommendations
In the face of the social phenomenon of population aging and gender

imbalance, the reform of the pension system in the future is indispensable,
and gender equality is incorporated into every aspect of system design. In
addition to gender adjustment in the payment mechanism and pension
calculation method, it should also respond to the system of women such
as childcare and nursing care. The "gender impact" should be assessed at
the legal level as a rationale for the reform of the social security system.

At the same time, improve data statistics and analyze the principles of the
system, promote the evaluation system of pension treatment level with the
goal of gender equality, and formulate more inclusive policies. Only by fully
integrating the gender perspective in the whole cycle can we truly achieve

the sustainable development of pensions.
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In China's pension system, women retire 5-10 years earlier than men. This
difference shortens the number of years of women's contributions, affects
the level of pension accumulation, and is one of the key factors causing
the gender pension gap. Therefore, it is suggested that in the future reform
of the pension system, the policy of "gradual + flexible" should be adopted,
and the retirement age of women should be gradually postponed, and a
flexible retirement age policy should be established. For example, set the
age range of 55-65 years old, and choose a specific retirement time
according to your own wishes, physical condition, type of occupation, etc.
For those who choose to delay retirement, positive incentives such as the
basic pension adjustment coefficient can be used. In addition, while
promoting the flexible retirement age policy, it is also necessary to consider
the physical condition and occupation type of employees and provide the
option of "early retirement" for high-intensity manual workers, reflecting the
humanistic care and inclusiveness of the system. Promoting the flexibility
of the retirement age, on the one hand, is conducive to prolonging the
employment cycle of women, and on the other hand, it is to increase the
number of years of pension contributions and the level of accumulation.

Most importantly, it helps to improve the current gender pension gap.

At present, the coverage of the second and third pillars in China is limited,
and the second pillar mainly covers large enterprises and multinational
enterprises, and the participation of women in small and micro enterprises,
service industries and other industries is insufficient. Therefore, it is
recommended to promote the second and third pillar systems based on
covering the basic pension insurance of the whole people as much as
possible. Specifically, it is recommended to implement inclusive supporting
policies, and in order to improve the penetration rate of enterprise annuities,
it is recommended to give policy preferences to industries with a high
proportion of female employment and encourage enterprises to establish
annuity systems through incentive mechanisms such as financial subsidies

and tax incentives. In addition, we should also actively promote the third
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pillar of personal savings pension insurance and commercial pension
wealth management products and encourage financial institutions to
develop pension financial products that meet the characteristics of
women's life cycle to improve the attractiveness of products. In short, the
construction of a multi-pillar old-age security system is conducive to
improving the resilience of the system and ensuring the quality of life of the
elderly and will also provide a more stable source of pension for women,
effectively alleviating the pension risk caused by the interruption of

insurance participation under the single system.

In the reform of China's pension system, the gender dimension is often
marginalized, and some gender-neutral institutional arrangements have
produced gender differences in the implementation process, resulting in
structural disadvantages in terms of women's participation in pension plans
and contribution bases. In order to achieve fair system design, it is very
important to embed gender factors in the formulation, evaluation and
implementation of pension policies, systematically identify the impact of
different policies on male and female groups, and promote gender equality

in every aspect of pension security.

First, establish a regular gender impact assessment mechanism. In view
of the major policies of the reform of the pension system, the adjustment
of payment rules, etc., the gender impact assessment should be carried
out before, during and after the implementation of the policy, to identify the
potential impact of the policy on gender factors, and at the same time, to
carry out structural analysis of the participation rate and payment of
different genders, so as to provide data support for improving the policy.

Secondly, the introduction of a gender-equal participatory mechanism in
the pension reform system. Encourage female representatives, women's
federation organizations, gender research experts, etc. to be included in
the decision-making of pension policies and ensure that women's rights

and interests are absorbed in the design of the system.
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Finally, in individual provinces and cities, we will create a policy experiment
of "pension gender equity pilot areas", for example, childcare allowance is
regarded as the number of years of payment, flexible retirement age for
women, etc., if the trial effect is good, and then extended to the whole
country, to avoid inefficient resource allocation due to improper policy

design.

Only by incorporating gender factors into the evaluation and monitoring of
the pension system can the policy effect be more accurately identified, and
the level of women's pension benefits can be guaranteed by optimizing the

system design.

There is a lack of public awareness of the causes of the gender gap in
pensions, and the dissemination of gender equality in the field of pension
security is limited. Under the traditional family division of labor, women's
childcare and care responsibilities are taken for granted, while men's roles
in childcare responsibilities are inadequate. Therefore, through multi-
channel public publicity and education actions, a fair and rational gender

awareness of pension should be formed.

First, enterprises should carry out policy guidance on gender equality and
pension security responsibilities, such as the establishment of "parental
leave" regardless of gender. Establish remote or return-to-work support
programs to create a good working environment and ability for women to

participate in their careers.

Second, integrate gender equity and pension knowledge into the
commentaries education system. The government, in conjunction with
women's federations, enterprises and other departments, has formulated
publicity knowledge for different groups of people, popularized the
knowledge of the pension system and the reality of the gender pension gap,
and enhanced men's awareness of care responsibilities. In short, only by
constructing a common understanding of gender equity and pension
security mechanism in the whole society can we promote the further

development of gender equality in pensions.
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Conclusion

The gender pension gap is a structural contradiction in the social security
system, which deeply manifests the gender inequality of the labor force
market, the traditional family division of labor model, and social factors.
Through the analysis of the current situation and causes of gender
pensions, there are prominent gender differences in China's pension
system, and the level of pension benefits for women is lower than that of
men due to the interruption of employment caused by childcare
responsibilities, the difference in retirement age, and occupational
segregation. Especially in rural areas and on low incomes, elderly women
are unable to maintain even a minimum standard of living. If the
government wants to properly solve the problem of gender pension gap, it
needs to start from the pension system, social culture, policy support and
other aspects. First, the pension system should introduce a compensation
mechanism for women's care responsibilities, a flexible retirement policy,
and an optimized pension calculation and payment method. Firstly, women
who have interrupted their employment due to taking care of family should
be appropriately given supplementary contribution periods. Secondly, it
should implement a flexible retirement policy instead of delaying the
retirement age alone, appropriately increase the number of years of
pension contributions for women who is intended to retire later, and reduce
the physical injuries of women who is intend to retire early in some manual
work. Thirdly, optimize the calculation and distribution of personal accounts
in pensions to avoid unfair pension treatment caused by life expectancy. At
the same time, it's necessary to learn from the experience of other
countries, such as promoting male parental leave and cultivating men's
awareness of family responsibilities; The government subsidizes childcare
services to reduce the burden of women’s childcare responsibilities;
Establish old-age allowances for extremely low-income women to maintain

a minimum standard of living.
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Moreover, the government  should strengthen public publicity

and education andcarry out public welfare activities. Disseminate
the concept of gender equality through various media channels and raise

the attention of all sectors of society to the issue of elderly women's

pension; Guide enterprises to establish gender-equal employment
policies, ensure that women are employed in a fair environment, and

reasonably allocate career development resources.

In the process of reducing the gender pension gap, it is essential for the
government to lead, enterprises to cooperate, social coordination, and
family cooperation to fundamentally solve the problem of gender inequality

and ensure that the elderly women can live a dignified and secure life.
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