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Abstract

:

This research aims to assess the household and individual-level factors, specifically education, that affect the probability of women being engaged in decent work activities in the labor market. The study utilized the most recent labor force survey data from Pakistan with a sample size of 64,009 women. The research exploits the multinomial logit model (MNL) for data analysis. Several studies exist on the causes of female labor force participation nationally—in Pakistan—and internationally. However, there is a lack of research exploring the link between women’s access to decent work and various household and individual-level characteristics. This study intends to fill this literature gap by exploiting the largest nationwide labor force survey and exploring how household and individual-level factors, specifically focusing on women’s education level, relate to women’s employment status categories. The study’s findings reveal that education plays an essential role in uplifting women for better employment opportunities, i.e., educated women are more likely to be engaged in decent labor market activities such as paid employees and employers. The findings of the study propose some significant policy implications. E.g., (i) since education is the key to open better and decent work opportunities, it is crucial for women and their household heads to invest in education and vocational training; (ii) there is a dire need to have a policy shift in providing women access to at least a higher secondary (HS) level of education in Pakistan. The rationale is that less educated and illiterate women are concentrated in vulnerable employment; and (iii) at a micro level, there is a need to bring awareness among male household heads, specifically in rural areas, to realize that working women should not be considered a social stigma for the household.
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1. Introduction


The idea of decent work was initiated by International Labor Organization along with United Nations two decades ago (UN 1997). These organizations have been working on setting the minimum standards for promoting decent work and its evaluation. According to the ILO (2008), decent work is central to reducing poverty and achieving sustainable development. On these lines, decent work deficits include different forms of underemployment, poor quality jobs, insecure income, rights that are denied, and gender inequality. The fact that women have a higher share of agricultural employment than men in Pakistan raises the issue of persistent more inferior quality of jobs for women and lower labor force participation which is considered as one of the significant indicators to measure the socio-economic development of any country (Lechman and Kaur 2015). Specifically, an increasing trend in female labor force participation (FLFP) indicates an improvement in economic as well as the social condition of a nation because it aids to empower women, reduction in gender-based disparities and enhances the utilization of the workforce (women) as well as boost the economic growth of the country (ILO 2016). Several constructive outcomes are directly related to women’s economic participation, such as educational attainment, improvement in food and nutrition, and decision-making at the household level (UN Women Pakistan 2016).



The employment status of an individual describes an individuals’ socio-economic condition and conditions of work. The employment statuses are segregated into four broader categories, “employer” (EMP), “paid employees” (EMPLEE), “own-account workers” (OAW), and “contributing family worker” (CFW). Unfortunately, many women are concentrated in vulnerable employment that is comprised of two categories of OAW and CFW (GoP 2018). It is important to discuss different policy choices for resource-constrained countries such as Pakistan to uplift a sizeable proportion of the female labor force from vulnerable employment to non-vulnerable employment categories. Education is the most critical channel. As such better-educated women can apply and opt for better employment opportunities. We can find evidence from the literature that education is positively associated with female labor market outcomes (Faridi et al. 2009). Apart from education, women’s fertility may also interrupt their career progression and the availability of decent work opportunities for them. Moreover, societal gender norms make women face the burden of childbearing and child-rearing, which in turn lowers their availability for decent work (Finlay 2021).



Concerning the gendered division of the labor force in Pakistan, it is observed that there are 22% women in the labor force and 78% are out of the labor force. In contrast, for men, this distribution is 68% and 32% for those who are in the labor force and not in the labor force, respectively. However, there are 5% unemployed men and 9% unemployed women (GoP 2018). According to the World Bank (2017), the FLFP rate is the lowest in Pakistan among South Asian Countries. FLFP not only varies on a national basis but also, there are substantial variations at the rural-urban and provincial levels. The data for regional and provincial FLFP rates shows that females’ inadequate access to labor market opportunities and social and cultural constraints are the most significant causes of the lower rate of FLFP in urban areas and rural areas of Pakistan (GoP 2018).



Figure 1 shows the regional situation of the female labor force participation rate in Pakistan. It is observed that the FLFP rate shows an increasing trend. During 2001–2002 FLFP rate was 14.4%, and in 2014–2015 it was 22.2%, which is considered a sluggish and fixed rate of increase in FLFP. In 2001–2002 the FLFP rate for rural areas was 16.8%, and in 2014–2015 it was 28.8%, whereas, in urban areas, in 2001–2002, the FLFP rate was 10%, and in 2014–2015 it was 10% which is the constant trend. One of the main reasons behind the rural FLFP rate is the presence of a high rate of unpaid workers, almost 55% of the total FLFP in Pakistan. In Figure 2, we plotted the year-wise trends of four employment statuses for women. We observed from the figure that most of the women are working as CFW.



Figure 3 shows the FLFP rate in South Asia. With 22% FLFP, Pakistan ranks the lowest among countries in South Asia. There are several reasons for the low rate of FLFP, which are essential to understand to improve the situation. Gender disparity, low levels of education, and lack of women’s empowerment are the most significant variables directly associated with women’s participation in the labor force (Qian 2008). For women to participate actively in the labor force, it is necessary to control the social, structural, and cultural barriers. It is imperative to focus on the education of women to increase female labor force participation. In addition, education helps women to opt for better and well-paid employment opportunities. This study mainly aims to highlight how different levels of education are associated with varying statuses of employment in Pakistan. Besides, the other objective of the study is to figure out various factors at the individual and the household level that relate to different employment statuses of women at the regional and provincial levels in Pakistan. For this purpose, we utilized the latest available data from the Labor Force Survey of Pakistan.



The basic theme of the paper is that Section 2 emphasizes the extant literature present at the national and international level related to the topic of discussion. Section 3 explains the main methodology adopted in the study. Section 4 focuses on the operationalization of variables, their relations, and the data taken from various sources. Section 5 presents the empirical findings. Section 6 includes the summary of the study in the form of a conclusion and provides some policy implications to improve the quality of employment among women in Pakistan.




2. Literature Review


In the prior literature, two complementary theoretical approaches support the proposition of the FLFP. However, both of these approaches focus on different aspects of labor supply decisions. On one hand, the neoclassical model of allocation of time, (Becker 1965) illustrates that a woman will compare two alternative uses of time, whether a woman enters the labor market or stays at home and spent her time in domestic activities. On the other hand, the human capital investment theory (Becker 1975) stresses the relationship between the returns on the investment of acquiring valuable skills and the time the person, in a particular context a woman, expects to allocate in labor market activities during her entire life span. In other words, labor force participation outcomes are related to general skills acquired through education and training (Blundell et al. 1999). Indeed, those who are planning to participate in the labor market as full-time workers are prompted to invest more in education and training. Moreover, the human capital model emphasizes the role of women’s preferences and the choices they may make to invest in education and training (Mitra and Singh 2006), as well as to spend a smaller share of their adult years in the labor force (Blau et al. 2005). Other factors include premarket discrimination, or societal discrimination, in which various types of social pressures influence women’s choices adversely (Khoudja and Fleischmann 2015).



There is ample empirical evidence available in the literature that examines the factor affecting women’s labor market participation. In this section, we present the review of this available literature with a specific focus on the role of education, household and individual characteristics in affecting FLFP in general and decent work in particular. Aly and Al-Quisi (1996) observed different factors at the individual and the household level that have a significant impact on FLFP in Kuwait. It is concluded that wage rate and women’s education positively influence women’s decision to labor force. On the other hand, marital status, number of children, old persons in the home, and their age negatively impact FLFP decisions in Kuwait.



Hafeez and Ahmad (2002) conducted a study on Pakistan and found that women’s education levels, age, and household size have a positive relationship with the FLFP rate. In contrast, the household’s income and the value of the financial assets negatively impact females’ participation in the labor force. Assaad and Zouari (2003) observed that marital status, young children, and old age family members are significant obstacles in the way of women’s employment decisions. Moreover, Ejaz (2007) are of the view that marital status, husbands’ earning, age, education of the women, access to vehicle facility, and the number of young and school-going children are the most significant factors which influence women’s decisions to participate in job activities.



There is a diminishing trend in the FLFP rate among married and educated women who belong to 25–54 age groups from 1994 to 2004 in the USA (Bradbury and Katz 2005). It is observed that the most significant factor behind this low rate of FLFP includes the number of kids in the household, household head income, and low wages offered to the women as compared to their male competitors. Similarly, cultural norms and trends also play a significant role in the low rate of female participation in the labor force. Ntuli (2007) mainly focuses on the influential factors affecting the FLFP decision in South Africa. The study results show that female education levels are significantly associated with women’s decisions for labor market activities in South Africa. Whereas income from other sources, number of children at home, the geographical situation of the area, and marital status of the women have a significantly negative effect on female’s decision to enter the labor force. It is also stated that women have more chances to indulge in job activities if they belong to nuclear families.



The area of residence of a woman is also critical to women’s engagement in Labor market activities. Uraz et al. (2010) observed that women from urban areas are more likely to have an interest in the labor market than females from rural areas. Highly educated women are more likely to contribute to the labor market. With an increase in household head education and wealth, women are less likely to be part of the job market. Lee et al. (2008) examined the relationship between the marital status of women and the rate of FLFP in Korea. According to the findings of the study, it is observed that there are two major obstacles that women are facing to participate in labor market activities (1) most women do not take part in labor market activities because of the non-availability of daycare facilities and (2) employment status of spouse also determines women’s employment preferences. The study also explains that the decline in FLFP rate among married females results from demand-side factors.



Bhalla and Kaur (2011) examined various aspects of the low rate of FLFP in the region of India. The study’s findings suggest some significant conclusions for the policymakers, and these include an increase in the wage rate has positive and significant impacts on the FLFP rate. The study offers an inverted U-shaped association between wages and FLFP. The higher level of female education has positive effects on FLFP but, the higher level of male education has negative consequences on the FLFP rate in India. If male partners earn well, females are less likely to choose to work. In another study by Klasen and Pieters (2015), it is observed that the key reasons behind the low FLFP rate in the urban areas of India are both demand and supply-side factors. Factors included on the supply side are the higher level of the husband’s education and having a satisfactory job. On the other hand, demand-side factors include low expansion of appropriate job opportunities for females which cause most of the urban women to stay away from the labor force in India.



Saha and Kalita (2015) analyzed the most significant reasons that directly impact women’s decision to employment in Tripura. It is found that women’s decision to participate in the labor force is negatively associated with the income of the other family members. In addition, marital status and large family size negatively affect the FLFP rate in India. Pignatti et al. (2017) examined FLFP for young women of age between 15 to 25 years in Georgia from 2003 to 2015. It is observed that marital status negatively impacts female participation in the labor force. It is found that migrant women are more likely to be in the labor force. However, large family size and the number of young children exert negative impacts on the female’s decision to participate in the workforce.



Concerning women’s access to decent work, research on pre-and-post policy analysis of Jordanian Decent Work Country Programme (DWCP) found that the program has remained ineffective in increasing female participation in the labor market and increase in social security corporation because of decent work deficiency (Abu-Hummour 2021). The availability of decent work among women is also analyzed concerning how a particular sector is positioned globally. In Indonesia, it is found that characteristics of firms related to their share in global production affect decent work outcomes for men and women and that foreign direct investment (FDI) and exports have different effects on men and women (Osterreich 2020).



Based on our previous illustration of different theories and empirical work performed by different researchers. Now, we are able to formulate a different hypothesis that we are intending to check in our study.



Hypothesis 1a.

Education exerts a positive influence on decent employment.





Hypothesis 1b.

Education does not exert a positive influence on decent employment.





Hypothesis 2a.

Head of the household’s education exerts a positive influence on decent employment.





Hypothesis 2b.

Head of the household’s education does not exert a positive influence on decent employment.





Hypothesis 3a.

Region and province of residence of women influence decent employment.





Hypothesis 3b.

Region and province of residence of women do not influence decent employment.





We specified three hypotheses; our first hypothesis is related to the education of women and its interconnectedness with decent employment. The previous literature elucidates that education is the most effective way for an individual woman to opt for better occupations, thus it helps to obtain decent employment among women (Andlib and Khan 2019). Further, our second hypothesis is concerned with the head of the household characteristics. We included the head of the household’s education. If the head of the household is highly educated then there are more chances that he/she must be earning well. It has put two different effects on women’s employment decisions. Highly educated heads most likely encourage women to take part in labor market activities but on the other hand, highly educated heads are more likely to earn well and they do not encourage women to take part in labor market activities (Che and Sundjo 2018). In addition, the place of residence exerts a significant influence on women’s employment status. Most urban women are more likely to opt for white-collar jobs as they have come across many opportunities. On the contrary, rural women have to face many challenges to opt for better employment statuses. As in Pakistan, the majority of the rural women are engaged in the agriculture sector as OAW (Andlib and Khan 2018).



This research is primarily based on the neoclassical model of allocation of time, (Becker 1965) and human capital investment theory (Becker 1975). These theories were tested by several empirical studies such as (Aly and Al-Quisi 1996; Hafeez and Ahmad 2002; Ntuli 2007; and Andlib and Khan 2019). The results of these studies are essentially in line with the prediction of two theories presented by Becker.



By looking at the previous literature, we can conclude that several studies on causes of female labor force participation nationally in Pakistan and internationally. However, there is a lack of research exploring the link between women’s access to decent work and various household and individual-level characteristics. This study intends to fill this literature gap by exploring how household and individual-level factors, with a specific focus on women’s education level, relate to women’s employment status categories.




3. Methodology—The Multinomial Logit Model


As the variable of interest in this research is women’s employment status, which is a discrete variable, therefore, we employ the multinominal logit (MNL) model to analyze the employment status of women. There are four categories of employment status, i.e., EMP, EMPLEE, OAW, and CFW, with the base category of woman who is neither currently working nor looking for work in the labor market. A selected woman i is considered to choose among these four employment choices j = 1, 2, 3, and 4, conditional on a set of explanatory variables x, as given in the expression below:


   y  i j   =    x ´    i j   β +  e  i j    



(1)







Xij is a vector of explanatory variables of the given four alternative employment statuses, 1 to 4, that influences the utility of the selected woman who is participating in labor market activities. The    e  i j     Represents the error terms that explain those characteristics that are unmeasured in our econometric model. In the MNL model (Greene 2000)1 , we will estimate coefficients    β   ( 0 )     ,    β   ( 1 )     ,    β   ( 2 )     ,    β   ( 3 )      and    β   ( 4 )     . These coefficients are related to each employment status. The dependent variable will take one out of four mutually exclusive and exhaustive values j = 1, 2, 3, and 4:


  P r o b  (  y = 0  )  =    e   β   ( 0 )  ′   x      e   β   ( 0 )  ′   x   +  e   β   ( 1 )  ′   x   +  e   β   ( 2 )  ′   x   +  e   β   ( 3 )  ′   x   +  e   β   ( 4 )  ′   x      



(2)






  P r o b  (  y = 1  )  =    e   β   ( 1 )  ′   x      e   β   ( 0 )  ′   x   +  e   β   ( 1 )  ′   x   +  e   β   ( 2 )  ′   x   +  e   β   ( 3 )  ′   x   +  e   β   ( 4 )  ′   x      



(3)






  P r o b  (  y = 2  )  =    e   β   ( 2 )  ′   x      e   β   ( 0 )  ′   x   +  e   β   ( 1 )  ′   x   +  e   β   ( 2 )  ′   x   +  e   β   ( 3 )  ′   x   +  e   β   ( 4 )  ′   x      



(4)






  P r o b  (  y = 3  )  =    e   β   ( 3 )  ′   x      e   β   ( 0 )  ′   x   +  e   β   ( 1 )  ′   x   +  e   β   ( 2 )  ′   x   +  e   β   ( 3 )  ′   x   +  e   β   ( 4 )  ′   x      



(5)






  P r o b  (  y = 4  )  =    e   β   ( 4 )  ′   x      e   β   ( 0 )  ′   x   +  e   β   ( 1 )  ′   x   +  e   β   ( 2 )  ′   x   +  e   β   ( 3 )  ′   x   +  e   β   ( 4 )  ′   x      



(6)







However, the model is unidentified because there is more than one solution to    β   ( 0 )     ,    β   ( 1 )     ,    β   ( 2 )    ,  β   ( 3 )      and    β   ( 4 )      which leads to the probabilities y = 0, y = 1, y = 2, y = 3 and y = 4. To make the model identified, we will have to define a base category; set    β   ( 0 )      = 0 (the selected woman is not currently working in the labor market). The rest of the coefficients    β   ( 1 )     ,    β   ( 2 )     ,    β   ( 3 )      and    β   ( 4 )      find out the relative change to the y = 0 which is when a woman is not working. Hence, setting    β   ( 0 )      = 0 the equations become:


  P r o b  (  y = 0  )  =  1  1 +  e   β   ( 1 )  ′   x   +  e   β   ( 2 )  ′   x   +  e   β   ( 3 )  ′   x   +  e   β   ( 4 )  ′   x      



(7)






  P r o b  (  y = 1  )  =  1  1 +  e   β   ( 1 )  ′   x   +  e   β   ( 2 )  ′   x   +  e   β   ( 3 )  ′   x   +  e   β   ( 4 )  ′   x      



(8)






  P r o b  (  y = 2  )  =  1  1 +  e   β   ( 1 )  ′   x   +  e   β   ( 2 )  ′   x   +  e   β   ( 3 )  ′   x   +  e   β   ( 4 )  ′   x      



(9)






  P r o b  (  y = 3  )  =  1  1 +  e   β   ( 1 )  ′   x   +  e   β   ( 2 )  ′   x   +  e   β   ( 3 )  ′   x   +  e   β   ( 4 )  ′   x      



(10)






  P r o b  (  y = 4  )  =  1  1 +  e   β   ( 1 )  ′   x   +  e   β   ( 2 )  ′   x   +  e   β   ( 3 )  ′   x   +  e   β   ( 4 )  ′   x      



(11)







Ultimately, the relative probability of a woman being employed concerning the reference category (not working and neither looking for work) is as under:


    P r o b  (  y = 1  )    P r o b  (  y = 0  )    =  e   β   ( 1 )  ′   x    



(12)







The prime reason for applying the MNL model is that it directly estimates the probability of a woman being in a particular labor market state as a function of the observed characteristics.


  P r o b  (  y = j  )  =    e   β  j ′   x       ∑   k = 0    e   β  k ′   x     j = 1 , 2 , .. , j  



(13)







In case of only one choice when j = 1, we have the binomial logit model:


  P r o b  (  y = 1  )  =    e   β  j ′   x     1 +  e   β  k ′   x      



(14)







The derivation of the log-likelihood function when    d  i j   = 1   is defined as; if the individual i chooses an option j, and 0 if not, for the remaining j − 1 outcomes. It means for each individual, only one of the    d  i j   ′ s   is 1. The log-likelihood is a generalization of the binomial logit model:


  l n  ( L )  =   ∑   i = 1  n    ∑   j = 1  j   d  i j   × l n  



(15)







This analysis will consider five possible outcomes (employment statuses of a woman, i.e., paid employee, employer, own-account worker, and contributing family worker whereas women not working neither looking for work is the base category) for women workers. Although the MNL model is useful for analyzing the multiple response categorical variables, however, the model does not consider the true causal relationship between the dependent and independent variable of interest.



3.1. The Marginal Effects (MEs)


As opposed to ordinary least squared regression, the coefficients of MNL models are challenging to interpret. However, we will calculate the MEs to interpret the regression results. The ME is the derivative of the probability concerning the different explanatory variables.



  P r o b  (  y = j  )  =    e   β  j ′    x i        ∑   k = 0    e   β  k ′    x i        with respect to x to find


    ∂  P j    ∂  x i    =  P j   [   β j    ∑   k = 0  j   P k   β k   ]  =  P j   [   β j  −  β ´   ]   



(16)







The ME is defined as “the effect of a one-unit change in an explanatory variable from its sample average on the probability of being in each of the employment statuses, holding all other variables at their average value”. (Gray et al. 2002).



The general form of the model of employment statuses of women is:


   y i  = α + β X + ε  



(17)




whereas    y i    will take different values for each category of employment status (1 for EMPLEE, 2 for EMP, 3 for OAW, and 4 for CFW), and it is 0 if she is neither working nor seeking work.  X  represents the vector of regional and household level characteristics of selected women, and  ε  is the error term.




3.2. Data and Operationalization of Variables


Labor Force Surveys are an essential source of data for any analysis based on the labor market. In this study, we use the latest available dataset of LFS 2017–2018, from where we obtained the data for our variable of interest and other control variables. We followed the standardized categorization of the employment status of women into four categories, namely EMPLEE, EMP, CFW, and OAW. In contrast, the reference category is those women who are neither working in the labor market nor looking for work. We exclude women currently enrolled in primary, secondary, or tertiary level education. The final sample for the analysis of decent work deficit determinants among women comprises 64,009 women. A detailed description of dependent variables and other control variables used for the analysis is presented in Table 1.





4. Results Interpretations


Table 2 presents the summary statistics of variables used for examining the employment statuses of women. The average age of women with the employment category of “paid employee” and “contributing family worker” is 33 years in our selected sample. However, it is higher, i.e., 36 years in women EMP, which is justified because it takes time and experience for any individual woman to become an employer. For own account worker average age of the selected woman is 35 years. Almost 85% of ever-married women work as own-account workers, and nearly 80% of ever-married women are working as CFW. Ever married women are predominantly engaged in these two employment statuses.



Education is one of the crucial determinants of FLFP. Unfortunately, the bulk of the women with no formal education is working as EMPLEE (50%), thus causing a further increase in vulnerable employment. From the rest of the 50% women, only 10% and 11% women with graduation and a higher level of education, respectively, are working as EMPLEE. Even though the employer’s category carries only a 2% share in overall employment statuses, it is presenting an optimistic picture as compared to other employment statuses, such as a sizeable share of 43% of women with higher education is working as EMP in our selected sample of the employment status of women. In the rest of the two employment statuses, a vast majority of women (70% and 82%) with no formal education are working as OAW and CFW.



41% of women in the sample who are OAW have received technical/ vocational training, whereas this percentage is 24% of women working as paid employees. In case of migration, 16% EMPLEE women have migrated to a province where they are currently working and residing. In contrast, the proportion for migrated women is 12% in the case of EMP and own-account workers. Only 8% of women have migrated from other provinces and are working as unpaid/contributing workers in our selected sample.



Concerning household head gender, for every employment status of women, most households are headed by a male member of the family. In a traditional society such as Pakistan, a male is supposed to be the head of the household. If a woman becomes an orphan, widowed, or divorced, the youngest brother or son is most likely to take the position of his father. Still, there is less social acceptability for a woman to become the head of the household.



We also included the household head education in our analysis of the employment status of women. We come to know that majority of the heads possess no formal education in our selected sample, i.e., 47% in case of women EMPLEE, 51% in case of own-account workers, and 60% in case of females CFW, but the situation is different for women who are working as EMP in our selected sample, a vast majority of heads of the households possess matric and above levels of education.



In the descriptive analysis, we found few interesting insights concerning the father’s employment status. In the case of women working as EMPLEE, most of their heads of the household are also working as EMPLEE. In contrast, if women are engaged in labor market activities either as OAW or CFW, then a sizeable proportion of their household heads are also working as OAW.



The average household size is seven for women who are working as OAW or CFW. The number of the youngest children at home also affects women’s availability for labor market activities. In our selected sample majority of the employed women who are working either as OAW or as CFW has the youngest children at home. With respect to the type of family women belong to, almost 58% of paid employed women are living in the nuclear family system. On the contrary, only 38% of women working as EMP live in a nuclear family system, whereas this proportion is 60% and 55% for OAW and CFW women, respectively.



A vast majority of women working as EMP; are from urban areas, whereas 96% of CFW are from rural areas. According to the data, 75% of EMPLEE women reside in Punjab province while 8% are residing in KPK, 12% live in Sind province, and 2% live in Balochistan. The descriptive statistics reveal that Punjab and Sind are those provinces where most of the women who are working as EMPLEE reside. The same pattern is seen in the case of EMP too, where many women working as EMP are living in the Punjab province. In the case of own-account workers and unpaid/CFW, 61% and 59% of women living in Punjab province, whereas 23% of CFW are from Sindh province and 16% women are working as own account working are residing in the KPK province.




5. Discussion and Findings


The results of the multinomial estimation are presented in Table 3. As compared to a woman who is not working nor seeking work, for every other employment status as the age of a woman increases, then there is more probability that she will be working as a paid employee, employer, own-account worker, or contributing family worker. Age squared has a negative sign in every employment status; it means that age has an inverted U-shape pattern for every employment status. As the age of the woman increases, then there is less probability for her that she will be working in any of the above-mentioned employment statuses (Faridi et al. 2009; Shaheen et al. 2015; Usman and Sanusi 2016).



There is a vast literature on the effect of marital status on FLFP, for example, Faridi et al. (2009); Ntuli (2007); Shaheen et al. (2015). Compared to a never-married woman, if a woman is ever married, there is less probability that she will be working as a paid employee or an employer, but there is more probability that she is working as an own-account worker or an unpaid/contributing family worker. Similar results are presented by other studies such as (Ejaz 2007; Varol 2017).



To see the impact of residential status on the employment statuses of women, we included regional and provincial distributions in our analysis. The analysis shows that as compared to those women who are not working, in the case of EMPLEE and EMP there is more probability that women are residing in urban areas as compared to the base category rural areas. In contrast, in the case of OAW and CFW, there are fewer probabilities that women live in urban areas than in the base category rural areas.



Punjab province is performing better in terms of human development indicators than the rest of the three provinces in the country, whereas Balochistan province is the worst in this regard (UNDP 2017). The same is true in our provincial analysis. As compared to not working women, most women who are working as EMPLEE, OAW, and CFW are residing in province Punjab. In the case of EMPLEE, as compared to the base category, not working women, there is less probability that women live in the province of KPK and Sindh as compared to the base category province Balochistan, but it is insignificant. The empirical findings also revealed heterogeneity among women with respect to region and province of residence and their decent employment status. Urban women are more likely to work as paid employees or employers whereas rural women are engaged in vulnerable employment. It is generally observed that in developing economies, most of the women are engaged in the informal sector thus they have to suffer from decent employment deficit. Similarly, like Pakistan, in many other developing economies, every state or province is different in terms of development. There are states or provinces which are developed as compared to others. In Pakistan, the same notion is true. Punjab is the most developed province of the country therefore we have seen that most of the women are fulfilling the requirement of decent work in the Punjab province as compared to three other provinces.



There are interesting insights concerning the gender of household heads that in female-headed households, there is more probability that women are working as “EMPLEE” and OAW. Still, there is less probability that they are working as EMP or CFW. The total number of kids of age five years or less negatively affects a woman’s employment status as a paid employee and a contributing family worker. Our findings align with the previous studies such as (He and Zhu 2016; Varol 2017). However, it is positively correlated with women’s employment status if women work as CFW or EMP.



Family setup in Pakistani society plays a critical role for working women. In every employment status as compared to base category nuclear family system, the joint family system is positively associated with women’s employment status. This may happen because women can share household responsibilities with other members of the family, and they can spare more time for the labor market activities (Naqvi and Shahnaz 2002; Faridi et al. 2009).



Education is an essential determinant of women’s employment status. We found a vast literature supporting this notion (Kanjilal-Bhaduri and Pastore 2018; Klasen and Pieters 2015; Sefiddashti et al. 2016). We divided the education of women into seven categories to see the impact of every level of education on every employment status for effective policy outcomes. In the case of EMPLEE, compared to the base category of no formal education, there is more probability that women with higher secondary, graduation, and above graduation levels of education are working as EMPLEE.



Compared to the base category of no formal education, women have matric, above intermediate graduation, or higher levels of education. There is a more probability that women are working as EMP. The situation is quite the opposite in the case of OAW and CFW. In both employment statuses, compared to any other level of education, women with no formal education have more probability that they work either as OAW or as CFW as compared to the base category. Our empirical findings are aligned with the human capital theory (Becker 1975), which illustrates that investment in education is connected with better employment opportunities and higher earnings. Further, our results are providing few important insights with respect to decent employment. From the empirical findings, we infer that education is an essential channel to empower women and help them to opt for better employment statuses. Besides Pakistan, these empirical findings are equally valid for other developing economies. If developing economies intend to adapt the decent work agenda of the ILO, then they must initiate different policies to encourage women to invest in education.



The household head has a critical role in women’s decisions to opt for any employment status. If the household head education is ten years or higher, women are more likely to be engaged in paid employment. The same is true for those women who are working as EMP. Still, if the heads of the households possess no formal education as compared to any other level of education, then there are more chances that women are engaged either as CFW or as OAW as compared to their not working counterparts. Our second hypothesis is related to the head of the household’s level of education. We can infer from the empirical findings that if the head of the household is highly educated then there are more chances that women are engaged in non-vulnerable employment. The reason behind these findings is straightforward. More educated heads of the household encourage women to opt for better employment status. On the contrary, if the head of the household is working in vulnerable employment then there are more chances that a woman is also engaged in vulnerable employment. Therefore, the education of the head of the household is playing an important role for a woman to be engaged in decent employment.



Moreover, it is evident from the analysis that there is a more probability for women to be engaged as EMPLEE if their household heads are also working as EMPLEE. If women work as EMP then there is more probability that their heads of the households work as CFW. Women with the employment category of OAW and CFW have more chances that their heads of the households are either working as OAW or CFW. The analysis reveals that the head’s employment status is essential in Pakistani society because most women opt for the same employment status as their fathers or heads.



As to the impact of migration on the employment status of women, it is found that migration is only significantly affecting women’s employment status when women are working either as OAW or CFW (Fuchs et al. 2016; Sefiddashti et al. 2016). On similar lines, we see that technical/vocational training positively affects the choice of any employment status of a woman (Aslam and Rawal 2013; Torun and Tumen 2019). Compared to not working women, household size negatively affects the women’s choice of opting for any employment status except for CFW in our selected sample (Usman and Sanusi 2016).




6. Research Implication, Limitations, and Conclusions


In this research, we analyzed the crucial factors that are associated with different employment statuses of women. We adapted the standardized categorization of women’s employment status into four categories, EMPLEE, EMP, OAW, and CFW. In contrast, our base category is women not working nor seeking work. Our study concluded that the woman’s age is following an inverted U-shape pattern in each of the employment statuses. Married women are more likely to work as OAW and CFW. However, there is a lower probability for women to be EMP or EMPLEE if they are married. As married women are required to spend more time in the household due to child-rearing and other household responsibilities, therefore, there is a reason to believe that married women are less likely to take up decent work opportunities because of the extra care they need to provide to the household as a married woman. On the other hand, there is a higher probability of married women being part of vulnerable employment groups.



Education is the key explanatory variable in this research to analyze the model of the employment status among women. Based on the results presented in the previous section, it is concluded that a higher level of education—more than higher secondary education—leads to women being engaged in decent work categories of employer and paid employee. However, women with a lower level of education, i.e., secondary education and below, are less likely to be part of any of the employment categories. This finding leads us to confirm that a higher level of education among women is essential in making them part of decent work categories. The reason is straightforward that a higher level of education is considered an indicator of high human capital. Therefore, if a woman possesses higher education, she is more likely to be offered opportunities to be part of a decent work where she can enjoy equitable working rights such as equal wage and access to social security contributions.



Concerning technical/vocational training, which is also one of the indicators of human capital, it is positively associated with all the employment statuses of women. It is more likely for locally residing women to be engaged as EMPLEE, OAW, and CFW than those who migrate from other provinces. In female-headed households, employed women are more likely to work as EMPLEE and unpaid/CFW. We also included the education and employment status of the head of the household. We find that as the head’s education level increases, there are fewer chances that women are engaged as OAW or CFW. If heads of the households work as EMPLEE then there is more probability that women also work as EMPLEE. In the case of women work as EMP, then there is more probability that their heads of the households work as CFW. For women who are working as OAW and CFW, there are more chances that their heads of the households are also working as OAW or CFW. Household size is negatively affecting the women’s choice of opting for any employment status except for CFW. Urban women are more likely to be engaged as EMPLEE or EMP. Compared to not working women, most women working as EMPLEE, OAW, and CFW are residing in the Punjab province.



On the policy front, the study offers two policy recommendations based on empirical results. Women need to invest in education and vocational training as education is the key to open better and decent work opportunities. Secondly, it is essential to change the perception of women’s education at the household level. In the long run, it should be made possible through policy change that every woman should have access to at least a higher secondary level of education in Pakistan. The rationale is that less educated and illiterate women are concentrated in vulnerable employment. Moreover, most of the time head of the household who is earning well does not allow women to explore labor market opportunities. Therefore, it is vital to initiate a campaign through social and mass media where the male head of the household is the target to make them realize that it is important to encourage women to take part in labor market activities.



The empirical findings of this research are subject to a few limitations. The first limitation is concerned with the identification of the true causal effect of education on employment outcomes. Our empirical model may be susceptible to endogeneity bias due to the presence of reverse causality between education and employment, i.e., women engaged in decent work categories may be tempted to acquire higher education in pursuit of further growth in their careers. In other words, this study finds a strong positive association between education and employment outcomes for women, however, the available data do not permit us to identify the true direction of this relationship. There may be the case that a woman’s choice to get involved in decent work motivates her to get higher education, or a highly educated woman is more likely to be employed as a decent worker. The issue can be resolved by employing methodological techniques of causal inference such as the Instrumental Variable (IV) or quasi-experimental Regression Discontinuity Design (RDD) in future research. The researcher can exploit IV with a strong instrumental variable that fulfills the relevance and exclusion restriction as proposed by Wooldridge (2013). Second, the dataset used for analysis is cross-sectional labor force survey data. The results would have been more consistent if the results were estimated through longitudinal data. This is because longitudinal data allows the effect of a certain phenomenon on a consistent sample across several time periods. Moreover, the policy implications derived from longitudinal data are strongly applicable.
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Figure 1. Region-wise and overall trends in the FLFP rate. Source: LFS survey various reports. 
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Figure 2. Trends in female employment statuses by LFS survey years. Source: LFS various reports. 
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Figure 3. South Asian FLFP rate. World Bank (2017). 
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Table 1. Definitions of variables.






Table 1. Definitions of variables.





	
Variables

	
Definition






	
Dependent variable




	
Employment Status

	
=1 if the paid employee




	
=2 if the employer




	
=3 if own account worker




	
=4 if contributing family worker

(reference category: neither working nor seeking work).




	
Main explanatory variables




	
Women’s Characteristics




	
Age

	
Woman’s age in years




	
Age squared

	
Square of age




	
Married

	
=1 if ever married (reference category: never married)




	
Prim

	
=1 if primary education.




	
Mid

	
=1 if middle education




	
Secondary

	
=1 if matric education




	
HS

	
=1 if higher secondary education




	
Grad

	
=1 if graduation




	
Tertiary

	
=1 if above graduation; (reference category: No formal education).




	
TVT

	
=1 if technical/vocational training




	
Local

	
=1 if living in the province since birth.




	
Migrated (inter/intra province)

	
=1 if migrated inter-province or intra-province




	
Household Head Characteristics




	
Female Head of HH

	
=1 if the female is HH head (reference category: Male HH head)




	
Age

	
Age of HH head




	
No formal education

	
Head has no formal education




	
Some Education

	
Some Education




	
Emp

	
=1 if the head is an employer.




	
Emplyd

	
=1 if the head is paid, employee




	
Self emplyd

	
=1 if the head is self-employed.




	
Own account

	
=1 if the head is own account worker




	
Contributing Worker

	
=1 if the head is contributing family worker. (reference category: head neither working nor looking for work).




	
Family Characteristics:




	
Household size

	
HH size




	
Kids

	
Number of kids of 0–5 years




	
Extended family

	
=1 if extended family (reference category: nuclear family).




	
Region




	
Urban

	
=1 if woman belongs to urban area. (reference category: rural area).




	
Punjab

	
=1 if belongs to Punjab




	
Sindh

	
=1 if belongs to Sindh




	
KPK

	
=1 if belongs to KPK (reference category: Balochistan).
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Table 2. Summary statistics of variables.






Table 2. Summary statistics of variables.





	
Explanatory Variables

	
EMPLEE

	
EMP

	
OAW

	
CFW






	
Women’s Characteristics




	
Age

	
33.201

	
36.938

	
35.196

	
33.278




	
Agesq

	
1236.782

	
1532.188

	
1369.577

	
1265.982




	
Never married

	
0.294

	
0.313

	
0.147

	
0.202




	
Married

	
0.706

	
0.687

	
0.853

	
0.798




	
No formal education

	
0.505

	
0.063

	
0.708

	
0.828




	
Prim

	
0.094

	
0.001

	
0.136

	
0.101




	
Mid

	
0.046

	
0.001

	
0.06

	
0.037




	
Secondary

	
0.074

	
0.121

	
0.055

	
0.024




	
HS

	
0.065

	
0.063

	
0.018

	
0.006




	
Grad

	
0.106

	
0.313

	
0.014

	
0.003




	
Tertiary

	
0.11

	
0.438

	
0.009

	
0.001




	
TVT

	
0.244

	
0.188

	
0.418

	
0.185




	
No TVT

	
0.756

	
0.812

	
0.582

	
0.815




	
Local

	
0.833

	
0.875

	
0.879

	
0.917




	
Migrated (inter/intra province)

	
0.167

	
0.125

	
0.121

	
0.083




	
Household Head Characteristics




	
Male

	
0.86

	
0.937

	
0.828

	
0.976




	
Female

	
0.14

	
0.063

	
0.172

	
0.024




	
Age

	
46.967

	
50.250

	
44.725

	
46.815




	
No formal education

	
0.47

	
0.02

	
0.51

	
0.59




	
Some Education

	
0.23

	
0.06

	
0.30

	
0.29




	
10 years or more Edu

	
0.28

	
0.92

	
0.11

	
0.11




	
Emp

	
0.010

	
0.250

	
0.005

	
0.003




	
Emplyd

	
0.5

	
0.131

	
0.35

	
0.111




	
Own account

	
0.339

	
0.22

	
0.526

	
0.835




	
Contributing worker

	
0.007

	
0.125

	
0.008

	
0.012




	
Neither working nor looking for work

	
0.154

	
0.524

	
0.111

	
0.042




	
Family Characteristics:




	
Household size

	
6.735

	
6.250

	
7.113

	
7.635




	
Kids

	
0.873

	
0.937

	
1.207

	
1.297




	
Nuclear Family

	
0.577

	
0.375

	
0.596

	
0.545




	
Extended Family

	
0.422

	
0.625

	
0.403

	
0.455




	
Region




	
Urban

	
0.372

	
0.750

	
0.187

	
0.036




	
Rural

	
0.628

	
0.250

	
0.813

	
0.964




	
Punjab

	
0.755

	
0.699

	
0.612

	
0.592




	
Sindh

	
0.129

	
0.156

	
0.055

	
0.237




	
KPK

	
0.088

	
0.142

	
0.165

	
0.054




	
Balochistan

	
0.028

	
0.003

	
0.168

	
0.117








Source: LFS 2017–2018.













[image: Table] 





Table 3. Multinomial Logit estimates of the employment status of women aged 15 to 65.
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Explanatory Variables

	
EMPLEE

	
EMP

	
OAW

	
CFW






	
Women’s Characteristics




	
Age

	
0.165 ***

(0.044)

	
0.106 **

(0.079)

	
0.178 ***

(0.042)

	
0.075 ***

(0.020)




	
Agesq

	
−0.001 ***

(0.000)

	
−0.001 ***

(0.000)

	
−0.002 ***

(0.001)

	
−0.001 ***

(0.000)




	
Married

	
−0.724 ***

(0.241)

	
−0.651 ***

(0.216)

	
0.360 ***

(0.072)

	
0.329 ***

(0.066)




	
Prim

	
−0.479 ***

(0.133)

	
−0.682

(0.517)

	
−0.387 ***

(0.097)

	
−0.301 **

(0.151)




	
Mid

	
−0.595 ***

(0.163)

	
−0.712

(0.561)

	
−0.525 ***

(0.111)

	
−0.336

(0.271)




	
Secondary

	
−0.195 ***

(0.050)

	
0.521

(0.469)

	
−0.702 ***

(0.181)

	
−0.431 **

(0.201)




	
HS

	
0.713 ***

(0.178)

	
0.412

(0.375)

	
−0.810 ***

(0.166)

	
−0.551 **

(0.274)




	
Grad

	
0.722 ***

(0.187

	
0.331 ***

(0.107)

	
−0.828 ***

(0.180)

	
−0.591 **

(0.290)




	
Tertiary

	
0.861 ***

(0.168)

	
0.672 ***

(0.165)

	
−0.870 **

(0.395)

	
−0.634 ***

(0.164)




	
TVT

	
0.133 ***

(0.029)

	
0.503 **

(0.228)

	
0.333 **

(0.162)

	
0.129 ***

(0.033)




	
Local

	
0.133 *

(0.071)

	
0.691

(0.684)

	
0.210 ***

(0.070)

	
0.436 ***

(0.099)




	
Head of Household Characteristics




	
Female

	
0.761 ***

(0.171)

	
−0.505

(0.417)

	
0.632 ***

(0.172)

	
−0.672 ***

(0.184)




	
Age

	
−0.004 ***

(0.001)

	
−0.002

(0.002)

	
−0.007 ***

(0.002)

	
−0.001

(0.001)




	
Some Education

	
−0.201 ***

(0.039)

	
0.527 ***

(0.175)

	
−0.089 *

(0.051)

	
−0.234 ***

(0.053)




	
10 years or more Edu

	
0.330 ***

(0.096)

	
0.644 ***

(0.161)

	
−0.522 ***

(0.130)

	
−0.579 ***

(0.145)




	
Emp

	
−0.318 *

(0.186)

	
0.524

(0.468)

	
0.118

(0.110)

	
0.211 *

(0.119)




	
Emplyd

	
0.552 ***

(0.138)

	
0.256

(0.210)

	
0.230

(0.202)

	
0.277

(0.192)




	
Own account

	
0.483 *

(0.267)

	
−0.518 *

(0.303)

	
0.294 ***

(0.060)

	
0.666 ***

(0.177)




	
Contributing workers

	
0.418 **

(0.204)

	
0.661 ***

(0.193)

	
0.217 **

(0.108)

	
0.688 ***

(0.229)




	
Family Characteristics:




	
HH size

	
−0.016 ***

(0.004)

	
−0.159

(0.143)

	
−0.008

(0.006)

	
0.007 *

(0.004)




	
Kids

	
−0.149 ***

(0.027)

	
0.321 *

(0.174)

	
0.002

(0.002)

	
−0.037

(0.033)




	
Joint

	
0.192 ***

(0.048)

	
0.473

(0.468)

	
0.025

(0.020)

	
0.075 ***

(0.017)




	
Region




	
Urban

	
0.386 ***

(0.077)

	
0.113

(0.093)

	
−0.569 ***

(0.100)

	
−0.555 *

(0.308)




	
Punjab

	
0.661 ***

(0.090)

	
0.207*

(0.111)

	
0.143 ***

(0.024)

	
0.844 ***

(0.253)




	
Sindh

	
0.459 ***

(0.096)

	
−0.089

(0.080)

	
0.711 **

(0.354)

	
0.013

(0.011)




	
KPK

	
0.350 ***

(0.116)

	
−0.196

(0.194)

	
−0.140 **

(0.070)

	
−0.608 **

(0.297)








Source: LFS 2017–2018. Not working nor seeking work is the base category. ***, **, * significant at 1%, 5% and 10% respectively. Standard errors in parenthesis.
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