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Addressing context-specific barriers to female labor force
participation in decent work in Senegal

Abstract

Despite the government's efforts, the availability of decent employment opportunities for
women remains a major issue in Senegal. This paper seeks to identify and examine the
specific barriers that impede women from accessing decent work in Senegal. We based
our analysis on the country’s first and most comprehensive labor force survey, the
2015 National Employment Survey (ENES). We constructed a decent work index and
applied Heckman's selection model to determine the main constraints hindering women
from accessing decent work. We complemented our quantitative analysis with in-depth
interviews and organized focus group discussions to gain a deeper understanding of the
constraints women face when seeking access to decent work. The descriptive statistics
reveal that the overwhelming majority of female employees do not receive the benefits
they are legally entitled to. Furthermore, they often work in hazardous conditions and have
little involvement in decision-making. The findings from the econometric analysis indicate
that women are less likely to secure decent work when they have a lower level of
education, work in the agricultural sector, or reside in a household that is headed by a
woman or a more educated member and contains more children and few women
employed in decent jobs. Moreover, the findings from the qualitative analysis show that
women face several other barriers to obtaining and retaining decent employment. These
barriers include an absence of formal childcare services, security concerns when
commuting to work and on public transportation and prevailing social norms within and
outside the workplace. Overall, the findings indicate that women face a range of barriers
to obtaining and retaining decent work and highlight the need for more effective
interventions to promote gender equality in the labor market.
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l. Infroduction

In Senegal, women represent nearly half (49.4%) of the population and are
therefore a strong asset for driving economic growth and reducing poverty (ANSD, 2023).
However, most women in Senegal work at low-yield jobs. It has been reported that over
the past three decades, approximately seven out of ten women in Senegal have been
employed in vulnerable jobs (World Bank, 2023), which indicates that the majority of

women work in precarious conditions with little or no access to social security.

The purpose of this paper is to identify and examine the specific barriers that
impede women from accessing decent work in Senegal. Decent work satisfies people's
aspirations for their working lives. It features fair income, safe and healthy working

conditions, job security and equal opportunities and treatment for all (ILO, 2013).

Senegal is a particularly important case to study for several reasons. In recent years,
the Senegalese government has taken numerous initiatives to facilitate women's access to
decent job opportunities. The country has ratified several regional and international
conventions, including the Convention on the Elimination of All Forms of Discrimination
Against Women (CEDAW) and the Maputo Protocol. It has also implemented the
International Labour Organization’s (ILO’s) Decent Work Country Programme (DWCP
2018-2022) that emphasizes the promotion of decent work for both men and women. At
the national level, the Constitution that was adopted in January 2001 marked an important
step towards gender equality by giving women and men equal rights in all areas, including
the civil, political, economic, and social spheres. Various strategies have also been
developed in the country to facilitate women'’s access to decent job opportunities, with
the two most recent being the National Strategy for the Economic Empowerment of
Women and Girls (SNAEF 2020-2035) and the National Strategy for Gender Equity and
Equality (SNEEG 2016-2025). Despite these efforts, women still lag behind men when it
comes to accessing decent job opportunities. Between 2015 and 2019, approximately
80% of employed women performed informal work, which is often characterized as
providing less job security and lower income (ILO, 2023). According to the World
Economic Forum (2022), Senegal is one of the lowest-ranked countries in the Global

Gender Gap Index, especially in the area of economic participation and opportunity (131st



out of 156 countries). This situation underscores the necessity of identifying and examining

the primary barriers that hinder women from securing decent jobs.

We used a mixed method approach comprised of qualitative and quantitative
investigations to identify and examine the barriers. The findings from our quantitative
analysis reveal that women are less likely to obtain decent work when they are less
educated, work in the agricultural sector, or live in a household that is headed by a woman
or a more educated member and contains more children than women employed in decent
jobs. The qualitative analysis shows that women face several other barriers to securing
decent employment. These barriers include an absence of formal childcare services,
security concerns when commuting to work and on public transportation, and prevailing

social norms within and outside the workplace.

This study makes three contributions to the literature. First, while a large body of
empirical work has documented the drivers of female labor force participation in
developing countries (e.g., Omotoso and Obembe, 2016; Erten and Metzger, 2019; Ngoa
and Song, 2021; Nikolova and Polansky, 2022; Asongu et al., 2023), little is known about
the barriers that prevent women from accessing decent jobs. This study aims to fill this
gap by providing new evidence regarding the effects labor supply- and demand-related

factors have on women'’s access to decent work.

Second, we investigate the context-specific barriers that prevent women from
participating in decent work in Senegal using both qualitative and quantitative data. This
mixed-method approach enables us to fill in the data gap regarding obstacles that hinder
women from accessing decent employment. Although a wide range of information has
been collected by an array of national-level datasets, existing datasets rarely contain all
the information needed to study the factors that impede women from participating in
decent work. Employment-related information, such as perceptions of social norms and
safety at work and on public transportation, especially for women, is still quite limited in
Senegal. For example, the amount of time women spend caregiving can be a major
deterrent to economic activity. However, this information is available only from a survey
that is not related to the labor force. We fill this data gap by conducting focus group
discussions and key informant interviews with women, feminist organizations, and
nongovernmental organizations working on gender issues, as well as social sciences
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researchers, human resources managers, lawyers, and labor inspectors.

Third, by investigating the barriers that impede women from accessing decent work
in Senegal, we aim to contribute to the development of strategies and policies that
promote gender equality and empower women to achieve their full potential. This is
important, as doing so will help policymakers identify and address the underlying structural
issues that prevent women from having the same opportunities as men to access decent
work. This study’s findings also provide evidence for policymakers to develop evidence-

based policies that address gender inequality in the labor market.

The remainder of this study is structured as follows. Section 2 contains the literature
review. Section 3 presents the analytical framework used. Section 4 describes the data and
the empirical framework used. Section 5 presents the descriptive and econometric results.
Section 6 presents the main results of the interviews and focus groups discussions. Finally,

Section 7 concludes the study.

1. Literature review
2.1 Measuring decent work

Since the inception of decent work, several indicator- and index-based measures
have been proposed for it in policy, economics and law at the organizational, regional and
national levels (Pereira et al., 2019). The proposed indicators gained momentum in 2003
when the International Labor Review, an academic journal published by the ILO, devoted
a special edition to the measurement of decent work (Burchell et al., 2014). The measures
have led to increased focus on poverty reduction and international alignment with the
ILO's development agenda, and have helped guide national-level decent work policies in

several countries (Ferraro et al., 2016; Pereira et al., 2019; Mackett, 2020).

Anker et al. (2003) were among the first to develop a set of core indicators of decent

work. In their widely recognized article entitled "Measuring decent work with statistical



indicators", they suggest eleven major indicators of decent work, namely employment
opportunities; unacceptable work; adequate earnings and productive work; decent hours;
stability and security of work; balancing work and family life; fair treatment in employment;
safe work; social protection; social dialogue and workplace relations; economic and social

context of decent work.

In their paper "Seven indicators to measure decent work: An international
comparison"”, Bescond et al. (2003) present seven specific indicators that can be measured
for many of the countries for which national labor force survey data have been compiled.
Their indicators are defined slightly differently than those of Anker et al. (2003 . They
actually measure decent work deficits related to low hourly pay, excessive hours of work
for economic or involuntary reasons, national unemployment, school non-attendance as
an indicator of child labor, youth unemployment, the male-female gap in labor force
participation, and being in old age without a pension. In addition to these seven indicators,
Bescond et al. (2003) attempt to make international comparisons. The authors suggest that
with the exception of youth unemployment, which appears to be the only indicator that is
universally high, the decent work indicators they measure are closely related to economic
development and that developing countries generally score lower than industrialized
countries on decent work indicators, with transition economies generally falling in between

them.

In the same vein, Bonnet et al. (2003) opted to construct decent work indexes at
three levels—macro (global level), meso (workplace) and micro (individual)—in their article
"A family of decent work indexes". They constructed their indices by prioritizing income
security and "voice" or representation security because they believe that without income
security people do not have true freedom to make rational choices and be socially
responsible. Similarly, without collective and individual "voice", the vulnerable remain

vulnerable.

Other authors such as Ghai (2003) also propose indicators of decent work.
However, they acknowledge that the measurement of decent work is severely limited by
the availability of internationally comparable data on employment conditions.
Internationally comparable data on issues related to decent work in developed and

developing countries are almost non-existent (Burchell et al., 2014).



2.2 Investigating barriers to decent work

Despite the positive steps that have been taken and the global commitments that
have been made to further reduce gender inequality, there is still a large disparity between
women and men in terms of labor market opportunities (ILO, 2018a). Women continue to
face many barriers to entering the labor market and accessing decent work, including
family responsibilities, a lack of skills, limited mobility, and safety concerns (Chaudhary and
Verick, 2014). Certain characteristics particularly affect men's and women's labor market
outcomes. These include education level, household structure, race, social class, and
political environment (Floro and Meurs, 2009). Kabeer et al. (2019) focus on the MENA
region and South Asia, and point out that the factors that contribute to low female labor
force participation include the burden of domestic chores and caregiving, restrictions on
women's mobility outside the home, discriminatory laws and policies, and cultural norms

and institutional constraints.

Women are subject to mobility restrictions in many developing countries
(Jayachandran, 2015). Commonly cited reasons for these restrictions include concerns
about women's safety, family status and male honor (Chen, 1995). According to Roy (2019),
there is a negative correlation between laws that restrict women's mobility and women's
labor market outcomes. Mobility restrictions primarily relate to choice of residence and
travel outside the home (Roy, 2019). According to Kabeer et al. (2019), gender norms
dictate which forms of outside work are considered socially acceptable and which are
considered dishonorable for women who choose to work outside the home. These authors
(Kabeer et al., 2019) consider formal wage employment, particularly in the public sector,
to be the most respectable form of employment and the form generally preferred by
women themselves. In their study of about 60,000 firms in 94 economies, Islam et al. (2018)
show that restrictions on women's travel were negatively correlated with female ownership
of firms. Furthermore, Htun et al. (2019) find cross-country evidence of a negative
correlation between restrictions on legal capacity and women'’s asset ownership and labor
force participation. Hallward-Driemeier and Gajigo (2015) found that reforms that removed
restrictions on women's work outside the home in Ethiopia increased the proportion of
women performing occupations that involve work outside the home, paid work, or work

that requires higher education.



Another important factor that may explain differences in women's access to decent
work is domestic work and care responsibilities. As Kabeer et al. (2019) and Floro and
Meurs (2009) point out, women take on a significantly larger share of household tasks than
men do, which impacts the amount of time and energy they can devote to paid work and
their mobility to perform said work. According to ILO (2017a), the highly unequal burden
of family and care responsibilities that falls on women continues to fuel labor market
inequalities in terms of the types of jobs they can access and retain. According to Floro
and Meurs (2009), this may be due to household structure. In households with more
children or other dependents, more time must be spent on caregiving and other
household tasks, which may reduce women's ability to access or retain decent work, while
in households with more adult women, the burden of household tasks maybe be shared

and labor market access in turn increase (Floro and Meurs, 2009).

The unequal distribution of assets also affects women's access to decent work in
several ways. According to ILO (2017a), the vast majority of women entrepreneurs in
developing and emerging countries run micro and small businesses in the informal
economy because of barriers related primarily to difficulty accessing land or land
ownership and a lack of access to formal financing. Indeed, land ownership may enable
women to become self-employed rather than have to accept employment in the informal
sector or at home, or migrate to a city in search of alternative employment, which is often
informal (Floro and Meurs, 2009). Hallward-Driemeier et al. (2013) show that across 98
economies, female labor market participation is greater when women have equal access
to property as men. Similarly, Gonzales et al. (2015) found that granting property rights to
women is associated with narrowing the gender-based gap in labor market participation
in 143 economies. Similar results were found in rural Tanzania by Peterman (2011), who
showed that improving women's property rights is positively correlated with women's
earnings and employment. Other forms of assets may also increase women's opportunities
to access decent work, as was demonstrated by Hallward-Driemeier and Gajigo (2015).
These authors found that women's access to marital assets in Ethiopia increased their
likelihood of securing occupations that involve work outside the home, paid work, or work

that requires higher education.

On the other hand, a lack of childcare poses a problem for the entire household,



but its impact is actually disproportionately felt by women due to their role in providing
such care (Badgett and Folbre, 1999; Gammage et al., 2020; Finlay, 2021). It was found
that more than 31.5% of women in Senegal were not working or seeking employment in
2011 due to family responsibilities, parental or child care, childbirth, or pregnancy (ILO,
2018b). Therefore, the implementation of public policies such as family support policies
that aim to improve work-life balance, the right to take paid leave and return to equivalent
employment, and access to affordable childcare for working parents can contribute
significantly to increasing female labor force participation rates and in particular labor force
participation by mothers as has been demonstrated by ILO (2016), Thévenon (2013) and
Vuri (2016) in developed countries. Also, discrimination directly generates gender
inequalities through the disadvantageous treatment of women in terms of pay, hiring or
promotion (Grimshaw and Rubery, 2015). Fabry et al. (2022) to document these gender-
based wage gaps by providing quantitative evidence of the inclusiveness of wage
employment in the horticultural sector in Senegal, the quality of that type of employment
and disparities among vulnerable groups of workers. They performed bivariate and
multivariate analyses on survey data collected from 525 workers and found that in the
agribusiness sector, women are slightly more likely than men to have decent work and
score similarly to men on non-wage dimensions of job quality, however, women's wages
are 24% lower on average than men's. According to ILO (2018b), gender-based gaps in
pay and treatment remain among the most concerning dimensions in Senegal. The
ineffectiveness or lack of labor market institutions and policies pertaining to, for example,
collective bargaining and minimum wages, may be partly to blame for persistent gender-
based wage inequalities (ILO, 2017b). Beyond those inequalities just mentioned, there
also exist are other barriers related to inadequate legislation (ILO, 2017a), such as a lack
of security, and unfair treatment at work due to abuse, harassment, or discrimination, that
reduce women's likelihood of participating in the labor market in developing countries

(ILO, 2016).

Education also plays an important role in women's access to decent work. Those
with more education are less likely to be unemployed, are more likely to work in the formal
sector, and generally earn higher wages than those with less education (Floro and Meurs,

2009). This was confirmed by Sarfraz et al. (2021), who sought to assess factors that may



affect women's likelihood of obtaining decent work in Pakistan. Similarly, Malta et al. (2019)
found that improvements in education level can explain up to 44% of the increase
observed in the employment ratio of women relative to men in Senegal. However, an
increase in gender parity due to educational attainment does not preclude women from
being concentrated in medium- and low-paying occupations (ILO, 2016). The fact that they
are concentrated in medium- and low-paying occupations may be tied to some extent to
gender-based disparities in subject choices in school and women having less access to
technical and vocational training that could improve their skills and labor market outcomes

(ILO, 2016).

The prevalence of informal employment is increasingly a barrier to women
accessing decent work. Women remain concentrated in informal labor positions, such as
domestic work and assisting in small family businesses, which are precarious jobs that are
often characterized by low, irregular, or no pay, and limited or no access to social security
or social protection (Chant and Pedwell, 2008). According to ILO (2018a), women are
overrepresented in informal employment in developing countries, and in nearly one-third
of Sub-Saharan African countries, over 90% of women and about 82% of men work in non-
agricultural and informal employment. In Senegal, overall, 94.1% of women work in the
informal sector compared to 86% of men, and these women work mainly in the restaurant,
trade, food processing and fishing sectors (ILO, 2020). In addition, women with lower
levels of education are more likely than men to work in the informal sector. Malta et al.
(2019) found that the increase in education levels observed in Senegal between 2006 and
2011 induced women in the 4th to 10th deciles of the income distribution to shift some of
the time they spent working in the informal sector to the formal sector, which increased

the total number of hours worked in the formal sector by 7.8%.



ll. Analytical Framework

While Senegal is making good progress in promoting gender equality, women still

lag behind men in terms of access to economic opportunities.

The country's female labor force participation rate is very low compared to that of
low- and middle-income as well as high-income countries. Moreover, it has barely changed
since the 1990s, stagnating slightly over 30% (see Figure 1). This low rate reflects a lack of
access to economic opportunities for women in Senegal. Furthermore, the proportion of
women in Senegal who work in informal employment has consistently exceeded 80%. This
proportion is higher than the average for low-income countries as well as lower and upper
middle-income countries. This implies that informal employment is more prevalent in
Senegal than in other similar countries and that a large number of Senegalese women do

not have access to decent employment opportunities (Figure 2).

Figure 1. Labor force participation rate, female (% of female population aged 15+)
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Figure 2. Proportion of female informal employment in total employment (%)
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As the literature suggests, women's access to (decent) employment can be affected
by a combination of cultural, socio-economic, and legal constraints that arise from
prevailing patriarchal norms. These three overarching types of barriers help to determine
female labor market outcomes in terms of both the availability and the quality of jobs

(Figure 3).

Cultural constraints represent individual beliefs or societal expectations about
women’s role in society. In response to the question “Would you prefer that the women
in your family work at paid jobs, or that they stay at home and take care of your family and
the housework, or would you prefer that they do both?”, 15% of female respondents,
versus 21% of male respondents, would prefer that women stay at home. A greater share
of Senegalese men responded this way than did Rwandan men or Mauritian men'. The
Afrobarometer data also provides evidence that cultural norms play an important role in

shaping the preferences and expectations of women and men in the labor market. In fact,

1 1LO and Gallup (2017). Towards a better future for women and work: Voices of women and men.
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the survey indicates that 52% of Senegalese agree with the statement "When jobs are
scarce, men should have more right to a job than women", although women (at 43%) are

less likely to feel this way than men (at 61%)2

Figure 3. Analytical framework of female labor market outcomes
Main labor barriers
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Source: Authors' own illustration

The legal system also plays a major role in constraining women's access to (decent)
work. The World Bank's "Women, Business and the Law (WBL)" project, which compiles
data on laws and regulations that impede women's access to economic opportunities,
gave Senegal a score of 66.9 (out of 100) in 2022. The country thus performs poorly
compared to the Sub-Saharan African average (71.5) and lags significantly behind the
global average (76.5). Senegal’'s low ranking is reflected in its legal and regulatory
frameworks (see Figure 4 for a selection of gender inequality indicators). For example,
there is no law against gender discrimination in employment. As a result, women are often
denied access to certain jobs (such as mining) that are deemed too dangerous or strenuous
for women to perform. There are also no provisions mandating equal pay for women and
men for work of equal value, nor laws prohibiting gender-based discrimination when
accessing credit. Furthermore, Senegal scored 0.37 in the 2019 Social Institutions and
Gender Index (SIGI)3, which is slightly higher than the African average (0.4) but notably
lower than the global average (0.29). Discrimination in the family and women’s physical

integrity remain the greatest areas of concern in Senegal among the four dimensions

2 Isbell, T., Jacobs, D., Scheller, C. (2019). For Senegalese women, advancement is real but uneven.
Afrobarometer Dispatch No. 305.

3 OECD (2019). SIGI 2019 Global Report: Transforming Challenges into Opportunities, Social Institutions and
Gender Index. OECD Publishing, Paris.
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considered by the SIGI.

Senegalese women are also disproportionately affected by socio-economic
constraints that hinder their ability to access economic opportunities. Senegal’s Gender
Inequality Index (Gll) score is particularly low (130th out of 162 countries) due to lower
education levels (with 26.5% of men having completed at least secondary education,
versus 10.3% of women) and lower labor force participation rates (57.5% of men compared
to 35% of women)4. The country also ranked 104th out of 156 countries in the World
Economic Forum's 2021 Global Gender Gap Index (GGGI)5, scoring 0.599, which is below
both the global and Sub-Saharan African averages. The GGGl also shows that Senegal is
one of the lowest ranked countries in the world in terms of economic participation and

opportunity (131th) and educational attainment (136th).

Figure 4. Gender Inequality Indicators for Senegal
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the two; 1 indicates performance above both.

Source: Authors' own illustration.

* UNDP (2020). Briefing note for countries on the 2020 Human Development Report. Senegal.
Available at https://hdr.undp.org/sites/default/files/Country-Profiles/SEN.pdf.

> World Economic Forum (2021). Global Gender Gap Report 2020.

Available at: https://www3.weforum.org/docs/WEF_GGGR_2021.pdf
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IV. Data and Empirical Framework

4.1 Data

We used data from the first nationally representative and most comprehensive
survey of Senegal's labor force, the Enquéte nationale sur I'emploi au Senegal (ENES) for
our study. The ENES was conducted in June and July 2015 by the Senegalese National
Bureau of Statistics (ANSD). Its main purpose was to measure labor supply and collect
information on labor employment outcomes. Its labor-focused design offers an advantage
over household surveys, which typically cover several aspects of household living
standardss. It follows ILO guidelines and is more comprehensive in terms of coverage and
content than the quarterly labor force surveys that have been conducted since. A multi-
stage stratified sample selection process was used for the ENES. In the first stage, a sample
of approximately 426 enumeration areas (EAs) were selected throughout the country, 282
of which were in urban areas and 144, in rural areas. In the second stage, the last general
population and housing census was used as the basis for sampling, and 18 households
were selected with equal probability in each rural EA and 12, in each urban EA. This
yielded a total sample size of 5,976 households, 3,384 of which were in urban areas and
2,592, in rural areas. The sampling weights were set to produce nationally representative
statistics from the data. The resulting final sample contained 14,103 men and 16,523

women aged 15 and over.

4.2 Measuring the decent work index

We measure the decent work index to investigate the context-specific barriers to
female labor force participation in decent work in Senegal. We do so by first creating a
composite index of decent work. Our approach was motivated by the fact that decent
employment is a concept that encompasses several dimensions (ILO, 2013). We include in

the index wage and monetary indicators of employment as well as non-wage and non-

¢ The labor-focused design refers to surveys that specifically target and collect data on labor-related aspects, such
as employment, wages, and working conditions. This targeted approach allows for a more in-depth and accurate
understanding of labor dynamics, which is crucial for informing policy decisions and addressing labor market
challenges.
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monetary indicators. The index was compiled in accordance with the guidelines set out by
the ILO (ILO, 2013) and focuses only on individual-level variables. The decent work index

is composed of twenty-two variables as illustrated in Table A1 in the Appendix.

In essence, the decent work index can be expressed as the sum of the weighted

employment indicators as follows:
DWIL = WlEl,i + W2E2'i + -+ WkEk,i (1)

where the decent work index of worker i is the sum of all the individual employment
indicator dummies and E}, is weighted by an employment-specific weight wy,. All indicators
are dummy variables equal to zero or one. Weights can be assigned in various ways. A
simple but arbitrary method is to assign each indicator an equal weight. However, this
method disregards the indicators' importance to the overall analysis and can lead to
biased results. It is also inefficient, as the same weight is given to indicators having different
levels of variability. We arrived at the indicators' weights by applying the multiple
correspondence analysis (MCA) technique, which assigns weights based on the relative
importance of each indicator. The MCA approach enabled us to identify a principal
component that covers all aspects of job quality and serves as a composite index of decent

work.

Table A2 in the Appendix shows the eigenvalues derived from the MCA. It
illustrates the distinction between the first factorial axis and the subsequent axes (labeled
"Dim" in Table A2). The first factorial axis alone explains more than 0% of the total inertia
of the cloud of variables, since the explanatory power drops to 0.36% for the second axis
and 0.08% for the third. The results of this analysis indicate that the first axis captures most
of the variance of the set of variables used for decent work. Table A3 in the Appendix
reports the inertia of each decent work indicator and modality on the first axis. The decent
work index is captured by the indicators that are positively correlated to the first axis. A
review of the indicators that are the most positively correlated to the first axis makes it
possible to identify the ones that weigh the most in the index. As shown in Table A3,
decent work is primarily determined by access to fringe benefits (such as paid leave,
retirement insurance, social security contributions, and maternity or paternity leave), job

stability and participation in decision-making.
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4.3 Modelling access to decent work

To identify the main constraints that limit access to decent work, we estimate the

following regression model separately for employed females and males aged 15 and over:
leaXl‘}‘ le+y51+8R+£l (2)

where Y is the decent work index of individual i; X represents a vector of individual
characteristics, including age, age squared, marital status, and education level dummies;
and Z is a vector of household characteristics, including household living conditions and
the number of children under age 5. To explore how the quality of other household
members' jobs may be correlated with the respondent's decent work status, the household
characteristics also include gender-specific dummy variables for whether any other male
or female household members have a decent job. In addition, we control for sectoral and

regional heterogeneity by including sector fixed effects (§) and region fixed effects (R).

Because job quality is observable only for the employed, selection on
unobservables in the participation decision will likely correlate with decent employment
status. We apply Heckman'’s two-step approach to remove this potential sample selection
bias. The selection equation (the first step) is used to identify factors that affect selection
for employment. The outcome equation (the second step) is then used to examine the
factors that determine selection for decent work. The statistically significant inverse Mills
ratio (IMR) value means that unobservable factors jointly affect the selection and outcome
equations. To address the selection bias problem, we include community-level female and
male labor force participation rates as exclusion restrictions. The a priori hypothesis is that
these variables do influence workers' selection for employment, but not their selection for
decent employment per se. Thus, they are considered only in the first step. The rationale
for including the exclusion restriction is that while the community-level labor force
participation rates may affect labor force participation, they do not constitute a barrier to
accessing decent employment, particularly when there is little reason to believe a priori
that the proportion of people employed in a community directly affects job quality. That
being said, we acknowledge that exclusion restrictions can be challenging to identify, as

many variables that could be used as exclusion restrictions often have a direct impact on
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the outcome variables. Finally, it is important to point out that the estimated coefficients

are correlations and do not indicate causal relationships.

V. Descriptive and econometric results
5.1 Descriptive results

Table 1 describes the quality of employment. The average decent work index is
0.123 for men, versus 0.081 for women. When it comes to working decent jobs, 78.4% of
men are classified as having decent work, versus only 46.9% of women. This indicates that
the quality of employment is much better for men than for women. A comparison of
women and men across all indicators reveals important differences. Women score lower
than men do on all decent work index indicators except maternity/paternity leave. An
analysis of the decent work indicators also reveals that the labor conditions of the women
and men in the sample are relatively poor. The overwhelming majority of working men and
women do not receive the benefits to which they are legally entitled (e.g., fringe benéfits,
childcare facilities, social security contributions). Furthermore, only 16.3% of men work
between 35 and 48 hours per week, versus 10% of women. As shown in Table 1, only
29.2% of men and 19.8% of women occupy permanent positions. The work environment
is relatively unsafe, with very few men and women having access to health care facilities,
occupational accident insurance and personal protective equipment. The results also
reveal that workers, especially women, are marginally involved in decision-making

structures and positions.
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Table 1. Descriptive statistics for the decent work indicators

Men Women T-test
(1) (2) difference

Indicators Mean/SE Mean/SE (1)-(2)

Decent work index 7.309 0.123 4,991 0.081 0.042%**
[0.006] [0.004]

Decent work incidence 7.309 0.784 4,991 0.469 0.315%**
[0.044] [0.048]

Transportation allowance 7,309 0.068 4,991 0.050 0.018**
[0.005] [0.009]

Meal subsidy 7.309 0.081 4,991 0.080 0.001
[0.005] [0.006]

Annual paid leave 7.309 0.079 4,991 0.052 0.027***
[0.005] [0.005]

Paid sick leave 7.309 0.074 4,991 0.049 0.025***
[0.005] [0.005]

Retirement (old-age) insurance 7,309 0.068 4,991 0.044 0.024***
[0.004] [0.005]

Dismissal/end-of-service

allowances 7.309 0.042 4,991 0.027 0.016***
[0.003] [0.004]

Payment of overtime 7,309 0.052 4,991 0.030 0.022%**
[0.004] [0.004]

Performance bonus 7.309 0.041 4,991 0.022 0.019***
[0.003] [0.003]

Social security contributions 7,309 0.068 4,991 0.045 0.023***
[0.004] [0.005]

Training 7,309 0.041 4,991 0.025 0.017%**
[0.003] [0.004]

Childcare facilities 7.309 0.010 4,991 0.005 0.006**
[0.002] [0.002]

Maternity/paternity leave 7,309 0.040 4,991 0.054 -0.013**
[0.003] [0.005]

Family benefits 7.309 0.047 4,991 0.034 0.012**
[0.004] [0.004]

Decent working time 7,309 0.163 4,991 0.100 0.063***
[0.006] [0.006]

Work stability 7,309 0.292 4,991 0.198 0.094***
[0.007] [0.009]

Tenure 7.309 0.013 4,991 0.006 0.007**
[0.002] [0.002]

Health insurance 7.309 0.061 4,991 0.039 0.022%**
[0.004] [0.005]
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Work accident insurance 7.309 0.058 4,991 0.035 0.022***

[0.004] [0.004]

Workplace safety 7,309 0.056 4,991 0.025 0.0371%***
[0.004] [0.003]

Social dialogue 7.309 0.065 4,991 0.040 0.025***
[0.004] [0.004]

Decision-making process 7.309 0.186 4,991 0.093 0.093***
[0.006] [0.00¢]

Note: The t-test values displayed are the differences between the means of the two groups. ***, ** and *
indicate statistical significance at the 0.1%, 1% and 5% levels.

5.2 Econometric results

In what follows, we examine the main barriers to accessing to decent work. The IMR
value is significant and positive for both women and men, which means that the error terms
in the selection and outcome equations are positively correlated (Table 2). This
observation also indicates that sample selection bias is present and justifies the use of

Heckman'’s two-step approach.

The results of the first step, i.e., the correlates of female and male labor market
participation, are presented in Table 2. The estimates indicate the relationship between
age and labor force participation is concave for both women and men. This means that
young women and men are marginally more likely to participate in the labor force than
their older peers. The probability of being in the labor force increases by 20.05 percentage
points for married men and by 4.22 percentage points for married women. This difference
in labor force participation can be attributed to the fact that married women are more
likely to stay home to take care of their family. More education is associated with less labor
force participation for both men and women. For instance, a woman with secondary
education is 11.9% less likely to participate in the labor force than a woman with no
education. While this result may seem surprising, it could be due to the fact that more-
educated individuals are more likely to have higher aspirations or expectations for their
career and may be less likely to settle for lower-paid or less-skilled jobs. Unlike men,
women are more likely to participate in the labor force if they belong to a household that

is headed by a woman. However, both men and women are more likely to be in the labor
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force if they live in a household that is headed by an elder or a more educated member.
This suggests that women are more likely to challenge traditional gender roles and join
the workforce if they belong to a household in which there is a member who is more
educated and has more progressive views on gender roles. As expected, the community-
level labor force participation rate is strongly associated with labor force participation for
both women and men, which indicates that the community's overall economic conditions
have an effect on the labor force participation rate of both genders. These results should

be interpreted with caution, however, since correlation does not prove causation.

The results of the second step of Heckman'’s two-step approach, which investigates
the barriers to women accessing decent work, are presented below. As shown in Table 2,
being young is associated with higher decent work scores for both women and men. While
the number of children under age 5 does not significantly affect women's participation in
the labor force, it does negatively impact their access to decent employment, decreasing
their decent work score by 0.57 percentage points. The presence of children can be
viewed as a constraint on women'’s mobility due to the gender-based division of labor in
the household. Marriage is associated with higher decent work scores for women and men,
but the effect is stronger for men. This can be explained by the fact that women are more
likely to take on the role of primary caregiver when married, and this role often requires
sacrificing one's career goals. Men, on the other hand, are able to continue on their career
paths while married and are more likely to be hired or promoted. Less-educated women
and men are more likely to have low decent work scores, which shows education level is
important for accessing decent work. This finding also indicates that people with higher
education levels are more likely to be employed in higher-paying occupations. As a result,
they may choose to enter the labor market later and pursue higher-paying jobs that may

require more education.

For both genders, working in the agricultural sector correlates with low decent work
scores. This could be because agricultural jobs are often seasonal and are characterized
by low wages and poor working conditions. Having a woman with a decent work in the
household is also associated with higher decent work scores. This shows that networking
is essential in the job market and that a household member who has a decent job can be

a great source of support and mentorship.
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The household head's characteristics also impact job quality. Women have a higher
decent work score when they belong to a household that is headed by a woman or a more
educated member, whereas men do not experience the same boost. Hence, households
headed by women or by more educated members may provide more supportive
environments for women to pursue their professional aspirations. This also suggests that
increased education levels and female leadership can be beneficial when it comes to

providing women with access to decent work.

As previously stated, the estimated effects are only correlations and do not allow

for a causal interpretation.
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Table 2. Estimation Results

Male Female

Decent work index Labor force Decent work index Labor force
participation participation

Individual characteristics:

Age 0.0487** 0.0303*** 0.0163*** 0.0264**
Age squared -0.0005*** -0.0003*** -0.0007 *** -0.0003***
Married 0.4295%* 0.2005*** 0.1247 % 0.0422%*
Education level (ref: None):

Primary 0.0621 -0.1448*** 0.0853*** -0.0719**
Secondary 0.4312%* -0.2079*** 0.3998%** -0.1192%**
Tertiary 2.472%%* -0.0567* 2.491 9% 0.0300
Economic sector (ref: Agriculture):

Mining & Manufacturing 1.2118%** - 0.9055*** -—--
Services 0.9659** 1.1526***
Household characteristics:

Number of children 0-5 years old -0.0177%** 0.0009 -0.0057** 0.0044
Household living conditions (ref: Very Good):

Good -0.2514 0.0551 -0.3272 -0.0680
Fair -0.3859 0.1091 -0.4336 -0.0603
Poor -0.4025 0.1257* -0.4214 -0.0488
Very Poor -0.4072 0.1180* -0.4011 -0.0439
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Male Female

Decent work index Labor force Decent work index Labor force
participation participation

Other female member with decent job 0.2188 0.0154 1.5091%** 0.1759***
Other male member with decent job 1.7479%* 0.1063*** 0.0332 -0.0053
Age of household head -0.0847*** -0.0260*** 0.0713** -0.0200*
Age squared of household head 0.0005** 0.0002** 0.0005** 0.0001*
Female household head -0.147 4% -0.0643** 0.1326*** 0.0382**
Education level of household head (ref: None):
- Primary 0.1311 0.0408 -0.0699 -0.0228
- Secondary 0.9430*** 0.1125% 0.1122 0.0719*
- Tertiary 1.3178%* 0.1050** 0.7555** 0.0956**
District labor force participation rate 0.9118*** 0.9354***
Region dummies Yes Yes Yes Yes
lambda 0.2285*** 0.0643***

Nofte: ***, ** and * indicate statistical significance at the 0.1%, 1% and 5% levels. The standard errors are clustered at the enumeration area level to account for
heteroskedasticity.
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VI. Main Findings from the Focus Group Discussions and
Key Informant Interviews

We incorporated qualitative data to complement our quantitative analysis and gain

a better understanding of the context-specific barriers that hinder gender equality when it
comes to accessing decent work in Senegal. We used a combination of focus group
discussions (FGDs) and key informant interviews (Klls) to collect qualitative data because
each method reveals different information. We organized FGDs in the regions of Dakar,
Thies and Saint-Louis to reach different categories of participants. We purposely selected
these three regions to reflect the social and economic differences that exist in the country
for practical reasons: 1) the project's time and financial constraints; 2) our knowledge of
the context; and 3) the regions' representativeness. Dakar alone represents nearly a
quarter of the national population (23%), followed by Thies, Diourbel, and Saint-Louis, at
12.9%, 11.1%, and 6.5% of the population, respectively (ANSD, 2020). Participants were
mostly women with at least one child aged 5 or under as we wanted the sample to be
homogeneous so that we could ask everyone similar questions. Three FGDs were held in
each region: one with unemployed women, one with women employed in the informal or
formal sector, and one with women employed in e-commerce. The FGDs were conducted
in December 2022 and January 2023. Prior to the FGDs, the focus group guide that was
initially prepared in English was translated into the national language of Senegal (Wolof)’
to ensure maximum participation by all participants (see the focus group guides in the
Appendix). All FGDs were recorded with the participants' consent and then translated into

English.

In total, there were 101 participants across the 9 focus groups conducted (see Table
A4 in the Appendix). Over a third (35.7%) of the participants were unemployed and actively
seeking work. In addition, 21.8% of the participants worked in the informal sector, and
8.9%, in the formal sector. The proportion of women working (formally or informally) in e-

commerce was 33.6%.

Table A5 in the Appendix shows that more than 70% of the women who took part

7 Senegal is a multilingual country with over 30 ethnic languages spoken within its borders. However, Wolof is the
language most frequently used in government offices, as well as in everyday activities across the country.
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in the FGDs had at least one child age 5 or under . This is an important feature of the data
that can be used to analyze the impact access to childcare has on women's access to
decent employment opportunities. Furthermore, Table A5 reveals that 34.7% of
participants were between 20 and 30 years old, 41.6% were between 31 and 40 years old,
and 23.7% were between 41 and 50 years old. Most participants (54.6%) had primary or
less education. Those with secondary and tertiary education represented 31.6.% and

13.8% of participants, respectively.

The FGD results were cross-checked against the data collected during the key
informant interviews (Klls) to gain a more complete picture of the context-specific barriers
that hinder women from accessing decent work in Senegal. The Klls were also purposely
held in Dakar, Thiés and Saint-Louis, between November 2022 and January 2023. We
conducted 15 interviews with feminist associations and NGOs working on gender issues,
7 interviews with researchers, 3 interviews with human resources managers, and
9 interviews with lawyers and labor inspectors. The key informants were assured that all
interview notes would remain confidential and would be used strictly for research
purposes. The interviewers used interview guides that were adapted to each type of

stakeholder (see the key informant interview guides in the Appendix).

The FGDs and KlIs were analyzed using the qualitative processes of transcription
and theme identification. The data were transcribed, and the transcriptions were read
several times to familiarize ourselves with their content until patterns began to emerge.
Transcriptions were then used to identify themes, which formed the unit of analysis. The
findings are based on the themes, descriptions, and quotes provided. The various

discussion topics that emerged from the FGDs and Klls are grouped into four main themes:

e Definition of decent work from women's perspective

* Impact of access to childcare and insecurity on women's access to decent work

* Impact of social norms (outside the workplace) on women's access to decent work
* Impact of social norms (within the workplace) on women's access to decent work

The findings of the FGDs and Klls are summarized in Tables 3 and 4, respectively.

Definition of decent work from women's perspective. Most women who

participated in the FGDs did not have a good understanding of decent work. They defined
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decent work as work that provides a very high salary each month, which is very restrictive
compared to the ILO's definition. Participants were primarily focused on the income
criterion, ignoring the other components, such as social protection and freedom of
association. Yet, many in both the formal and the informal sectors reported their working
conditions were harsh and their jobs were precarious. Only one participant from Dakar, a
woman who worked in the formal sector, mentioned the importance of social protection
in her definition of decent work.

Impact of lack of access to childcare on women's access to decent work. The
majority of the participants maintained that domestic care work, especially childcare, is a
constraint to accessing decent work. As an unemployed woman in Dakar remarked, “Even
with someone to help us, it can be very challenging to reconcile work and childcare
because in general, we are required to do most of the caring before entrusting our child

to someone else.”

Women, however, use different strategies to balance childcare and work. For
example, most working women reported that they often leave their children with their
mother or mother-in-law when they go to work. Those working in the formal sector mainly
leave their children with their parents or sisters. They are less likely to send their children
to nurseries due to financial constraints. Women entrepreneurs, especially those working
in the informal sector, reported having more flexibility. Most of them indicated that they
could complete most household chores before going to work or following their return from
work. As one participant from Dakar stated, “In the morning, | take the children to their
grandmother's house before | leave for work. Since | work door-to-door, | cannot take the

children with me.”

However, not all women have this opportunity. A street vendor confided, " We carry
the child to work because we do not have anyone to care for it at home." Only two women
working in the informal sector talked about alternating the custody of children between
the two spouses. One of them said: "I work in a restaurant and my husband runs a store.
Our strategy is to alternate custody of the children. | do the housework and look after the
children until 5 p.m., when | have to leave for work. My husband stops his work at that time
to come back home to take care of the house. | finish my work at Tam". The FGDs revealed

that childcare is not a problem for women working in e-commerce, as most of their work
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activities can be performed at home.

The key informants all agreed that women should have access to childcare services,
especially formal services, to be able to more effectively focus on their work. In their
opinion, informal childcare services, such as family daycare and nannies, are not always
reassuring. According to a regional director of community development, women do need
formal childcare services to focus properly on their work. He said formal childcare is a
requirement of modernity and a means of promoting gender equality. He stressed the
need to ban informal childcare because it creates trauma in children, which can lead to a
variety of negative outcomes. During the Klls, a coordinator of an NGO said, “...A formal
childcare service is particularly important for women, since nannies do not typically have

experience caring for children.”

Insecurity on the way to work and on public transportation. Participants in the
FGDs expressed a great deal of interest in issues related to women's safety on their way
to work. Many women reported feeling unsafe several times along the route between their
home and the bus stop. Almost all women who go to work early in the morning are victims
of assault or snatching. A fish seller from Dakar said, “I have to go every day, early in the
morning, to the fishing pier. My house is far from the stop where | have to take the bus.
One day | was almost assaulted by someone because | was alone. | ran to the bus stop.

Sometimes it is my husband who accompanies me to the bus stop.”

Several women also reported sexual rubbing and assault on public transportation.
Some women to abandon public transport in favor of other means of transportation such
as cabs, which are relatively more expensive, due to this situation. The information that
emerged in relation to this theme indicated that none of the cases of rubbing or
harassment on public transportation have been prosecuted. While some victims said that
they have taken offense at these practices, for most of those concerned, this has been

limited to shouting at or berating the person responsible.

Klls with representatives of feminist associations and NGOs revealed that public
transportation is often overcrowded, which leads to disrespectful behavior towards
women. According to a member of an NGO, this issue is more palpable in large cities like

Dakar. She said, "Women who use public transport are often subjected to disrespectful
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treatment, particularly by apprentice drivers who frequently make inappropriate comments

and unwanted advances.”

Impact of social norms (outside the workplace) on women's access to decent
work. The majority of the FGDs participants (unemployed women, employed women and
women working in e-commerce) stated that they had the support of their husbands or
other family members in their occupation, in their job search, or even financially in order
to carry out income-generating activities. That being said, social norms still have a
detrimental effect on women's job prospects, particularly in fields that are traditionally
viewed as being off-limits for women. During the FGDs, many working women shared that
certain types of jobs, despite being performed with dignity, are often viewed negatively
by society. Four employed women in Dakar and six in Thiés said that even if husbands do
not prohibit their wives from working in hotels or bars, jobs in these establishments are
generally regarded as undesirable by society, and married women should avoid them. This
is because many people perceive married women working in these industries as engaging
in improper or unethical conduct, and they may be subjected to criticism from their family,
peers, and wider society. Additionally, many men do not want their wives to work time-
consuming jobs because they believe that women should devote their time and energy to
caring for their family and home. The following quote from an employed women in Thies
supports this finding: “My two previous marriages ended in divorce because my spouses
didn't accept that | was a community relay8 worker. They didn't have the courage to tell
me to stop doing this job and preferred to leave. Being a community relay worker and
maintaining a marriage can be complicated, because you spend a lot of time away from

home doing your job. If your partner doesn't understand you, you risk divorce.”

Representatives of feminist associations and NGOs indicated in their interviews that
despite considerable change, Senegalese society still holds on to traditional values. These
interviewees pointed out that social and cultural values that prioritize marriage over work
and religious obligations that require submission to one's husband can sometimes be a
real impediment to securing decent work. One member of a feminist organization had this

to say: “When a woman has to choose between her work and her home, she prefers to

& Community relay workers are responsible for increasing awareness about HIV/STls and sexual health in their
communities by educating people and providing information.
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sacrifice her work. Moreover, when a job opportunity comes up, she thinks about her

husband and family members who may or may not agree, which is not how it should be.”

Key informants’ responses also indicated that traditional gender roles impede
women's access to decent employment opportunities. Women are often expected to take
on more domestic responsibilities such as childcare and housework, which can limit their
ability to pursue meaningful employment. This is evidenced by the following quote from

a female member of an NGO:

“...Some husbands refuse to let their wives work. One of my recent cases involved
a woman who worked to earn her living. Shortly after getting married, her husband insisted
that she quit her job because in their family tradition, women are expected to remain in

the home.”

Impact of social norms (within the workplace) on women's access to decent work.
The majority of the researchers interviewed responded affirmatively when asked whether
men are more likely to be promoted than women. One of them said, “For me, recruitment
or promotion depends on skills and know-how. There are many people who think that
women don't have enough time and that they are lazy. However, there is a lot of research
that has now proven that companies run by women are likely to be more productive. This

is because women are more serious and diligent in their work.”

Maternity leave and pregnancy also discourage employers from giving women
positions of responsibility. In the opinion of a feminist representative, companies prefer
to hire someone who can be counted on at all times rather than someone who is often
absent from work. Yet, according to an labor inspector interviewed, if Decree 89-11-22,
which was amended by Decree 90-126, is properly implemented, it should allow a woman
to resume her job after maternity leave. He noted that many companies disregard the law
by unfairly dismissing pregnant women. He acknowledged that employers are not
complying with the Labor Code, and that the State lacks the power to enforce penalties
for breaches. A sociologist researcher interviewed also stated that positive discrimination
towards women remains a principle but can only prevail in the case of equal competence.
He stressed that men usually have higher qualifications and skill levels than women, and

this has a negative impact on women's chances of securing a decent job. The human
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resources managers interviewed noted that experience and skills are the primary
considerations when hiring. They also mentioned that they are actively striving to create
an equal and diverse workplace and are actively looking for ways to reduce gender bias in

hiring decisions.

Most feminist organizations and NGO representatives who were asked about
gender disparities in recruitment processes concluded that men were more likely to be
recruited than women. According to them, one reason for this is lack of compliance with
international conventions, which have limitations since it is not possible to force a company
to recruit women. Yet, according to the various lawyers and inspectors interviewed, no
discrimination in employment should occur on the basis of gender, origin or opinion. In
the words of the labor inspectors interviewed, they often encountered labor and social
security regulation violations in the course of their inspections. In most cases, the
employers cited a lack of knowledge of the regulations or onerous costs, and some
employers who believed they could get away with bribery willful didnt comply. A labor
inspector observed, "There is a notable absence of a supervisory policy in Senegalese
firms. Generally, men are preferred for certain categories of jobs, and employers tend to
justify this by pointing out that some jobs are physically demanding." Another problem is
how women manage to balance their unpaid and paid work. A woman lawyer who took
part in the interviews said that "Discrimination in the workplace is often due to the fact

that employers rely on the availability of men over women who are married and have

children.”
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Dimensions

Table 3. Key findings of the FGDs

Unemployed

Employed in the formal and

informal sectors

Employed in e-commerce

Women's
perception of
decent work

Access to
childcare

Social norms

Insecurity on
the way to
work and on
public
fransportation

- Women in this category do
not have a good
understanding of decent
work;

Some of them define decent
work as any work that allows
them to earn a substantial
income;

Others believe that decent
work should enable women
to balance work and family
obligations.

A lack of formal childcare
services impedes most
women in this category from
searching for employment.

Women in this category find
that their primary caregiver
role has historically impeded
their employment prospects,
however, with changes in
attitudes, this is no longer the
case;

For some, their husbands
were supportive when they

sought employment, while for

others, their attempts to
become entrepreneurs led to
a divorce.

Despite the risk of sexual
harassment and assault,
many women have no
choice but to use public
transportation to look for
work;

They feel threatened and
unsafe while on their job
search, even in broad
daylight.

- They see decent work as a
job that enables people to
meet their needs;

- They value income more and
consider Senegalese jobs to
be precarious;

- Due to this precariousness,
they combine formal and
informal employment.

A lack of childcare services,
especially in the workplace,
prevents women from
obtaining or retaining decent
employment.

Employed women reported
that society's fraditional view
on women's role as mainly
responsible for household
care has changed, and even
families and in-laws now
support women and
encourage them to pursue
employment outside the
home;

While some women attribute
their professional success to
the moral and financial
support of their husbands,
others have divorced due to
the demands of their jobs.

Employed women reported
experiencing sexual
harassment while at work,
while on public
transportation, and even
while commuting.

Women in this category
perceive e-commerce as
decent work;

E-commerce gives them the
opportunity to earn more
income than they would if
they were employed by a
company;

They see e-commerce as a
decent job, as it allows them
to have a full-time job and
look after their children at the
same time.

A lack of formal or informal
childcare is not an obstacle
for this category of women;
Women in this category have
no difficulty balancing their
work activities and childcare
responsibilities.

Women employed in e-
commerce agree that
societal limitations can make
it hard for them to find
decent employment;

Some noted that husbands
can be possessive and restrict
their wives from working, but
this is viewed to be slowly
shifting as the difficult
economic climate makes it
impossible for one person to
do everything.

Women working in e-
commerce reported
experiencing sexual
harassment, particularly while
commuting.

Most women in this category
feel unsafe when making
deliveries, and have even
suffered assaults and scams;
As aresult, some of them
have been forced to hire
other people to deliver their
goods.
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Table 4. Key findings of the Klis

Dimensions Researchers Feminist organizations and NGOs Human resources managers

- According to feminist and non-
governmental organizations,
women need access to formal

Access to . . . .

childeare childcare serwce; in frhew
workplaces, as this will enable
them to concentrate properly
on their work.

- - Social and cultural - - The main constraints - Family constraints such as
constraints, such as preventing women from domestic chores, childcare,
marriage and childcare, accessing decent work are marriage and maternity
limit women’'s access to often social and cultural in leave prevent women from
decent work; nature; accessing decent

- The fact that women have - Women are generally employment.

Social norms to take time off work for expected to take care of the
pregnancy and maternity home, the children, and
leave often has a elderly relatives, while men are
negative impact on their generally seen as the provider
careers, leading for the family and the one who
employers to prefer hiring financially supports them.
men over women.
- - According to feminist
) organizations and NGOs,
Insecurity on women are not safe while
the way fo using public transportation, as
work and on they are routinely the target of
public sexual harassment, physical
transportation assaults, robberies, and verbal

abuse on their way fo work.

VII. Conclusion

In this study we investigated the main constraints that limit women’s access to
decent work in Senegal using both quantitative and qualitative approaches to data
analysis. We found that the quality of employment is much better for men than for women.

A comparison of men and women across all indicators reveals that women score lower
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than men on almost all decent work index indicators. We also found that women are less
likely to obtain decent work when they are less educated, work in the agricultural sector,
or live in a male-headed household with more young children and few women in decent
jobs. Additionally, our findings indicate that women face several other barriers when it
comes to obtaining and retaining decent employment, including a lack of formal childcare
services, insecurity on the way to work and on public transportation, and prevailing social

norms both within and outside the workplace.

To improve the situation, policies should focus on increasing women's access to
education. Furthermore, policies should be implemented un such a way as to ensure that
women working in the agricultural sector have access to decent working conditions and
are paid fairly for their work. As our study found, women need access to formal childcare
services to be better able to concentrate on their work, and childcare facilities should be
set up in companies. This would provide mothers with a more supportive working
environment. Companies would also benefit from incorporating childcare facilities, as
doing so would result in increased productivity and morale among female employees. To
reduce the insecurity felt by women on the way to work and on public transportation, the
State should provide adequate public lighting, ensure increased police presence in high-
risk areas, and implement stricter rules against harassment in public spaces. Introducing
public transportation that is reserved exclusively for women could also reduce harassment
and increase women's safety. It would also help to increase the number of women using
public transportation, as women would then feel more comfortable and safer. Moreover,
to limit the negative impact of social norms on women's access to decent employment,
the State should introduce and enforce laws that promote gender equality in the
workplace and encourage employers to provide non-discriminatory working conditions
and flexible work arrangements. Society also needs to be aware of the need for gender
equality and work towards eliminating restrictive social norms. This could be done by
focusing on increasing awareness of how gender norms limit women's occupational
choices and cause them to be paid less than their male counterparts. This awareness

should be coupled with tangible strategies to create more gender-inclusive workplaces.
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Appendices

Appendix A

Indicator

Minimum wage

Transportation allowance

Meal Subsidy

Annual paid leave

Paid sick leave

Retirement (old-age) insurance

Dismissal/end of service allowances

Table A1l. Indicators and dimensions of decent work

Computation

1 if the woman's monthly income is at least the monthly minimum wage (58900 FCFA)
0 otherwise

1 if the woman receives transportation allowance

0 otherwise

1 if the woman receives meal subsidy

0 otherwise

1 if the woman has annual paid leave

0 otherwise

1 if the woman has paid sick leave

0 otherwise

1 if the woman has retirement (old-age) insurance

0 otherwise

1 if the woman has dismissal/end of service allowance

0 otherwise
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Payment of overtime

Performance bonus

Social security contributions

Training

Childcare facilities

Maternity/Paternity leave

Family benefits

Decent working fime

Stability of work

Health insurance

1 if the woman receives payment of overtime

0 otherwise

1 if the woman receives performance bonus

0 otherwise

1 if the woman is entitled to social security contributions
0 otherwise

1 if the woman receives training

0 otherwise

1 if the woman has access to childcare facilities

0 otherwise

1 if the woman has maternity leave

0 otherwise

1 if the woman has family benefits

0 otherwise

1 if the woman works between 35 and 48 hours per week
0 otherwise

1 if the woman has a permanent job

0 otherwise

1 if the women health insurance

0 otherwise
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Work accident insurance 1 if the woman has a work accident insurance
0 otherwise
Workplace safety 1 if the woman has a protective equipment
0 otherwise
Social dialogue 1 if the woman is member of a union
0 otherwise
Decision 1 if woman is involved in the decision-making process in the company

0 otherwise

Table A2 Multiple Correspondence Analysis

Dimension Principal inertia Percentage Cumulated percentage
Dim1 .1811833 97.01 97.01
Dim?2 .000667 0.36 97.37
DIim3 .0001406 0.08 97.45
Dim4 6.47e-07 0.00 97.45

Total .186759 100



Table A3. Multiple Correspondence Analysis weights

Dimensions

Indicators

Modality

coordinates

Adequate earnings and
productive work

Fringe benefits

Minimum wage

Transportation allowance

Meal Subsidy

Annual paid leave

Paid sick leave

Retirement (old-age)
insurance

Dismissal/end of service
allowances

Payment of overtime

Performance bonus

Social security contributions

Training

Childcare facilities

Maternity/Paternity leave

Family benefits

Yes

No
Yes
No
Yes
No
Yes
No
Yes
No

Yes

No

Yes

No
Yes
No
Yes
No
Yes
No
Yes
No
Yes
No
Yes
No
Yes

No

0.001

-3.884
0.083
-9.455
0.070
-5.366
0.141
-11.800
0.134
-11.864
0.130

-12.547
0.092

-14.429
0.094
-12.952
0.071
-11.999
0.131
-12.698
0.082
-12.587
0.025
-17.235
0.103
-12.869
0.092
-13.995

36



Decent working time Decent working fime Yes 0.117
No -4.052
Stability and security of work Stability of work Yes 0.195
No -3.410
Tenure Yes 0.010
No -4.937
Safe work environment Health insurance Yes 0.124
No -13.130
Work accident insurance Yes 0.111
No -13.076
Workplace safety Yes 0.093
No -11.336
Social dialogue and collective  Social dialogue Yes 0.108
representation
No -8.322
Decision-making process Yes 0.138
No -4.392
Table A4. Structure of the overall sample
Women Freq. Percent
Unemployed 36 35.7
Employed in the informal sector 22 21.8
Employed in the formal sector 9 8.9
Employed in the e-commerce (Both formal & informal) 34 33.6
Total 101 100.00
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Table A5. Characteristics of the participants

Unemployed Employed in the informal sector Employed in the formal sector Employed in the e-commerce

Dakar Thies Dakar Thies SO”?T’ Dakar Thies SO”?T’ Dakar Thies SO”?T’ Overall
Louis Louis Louis

Children under the age of 5

Yes 10 10 11 7 9 6 1 9 2 0 8 10 75
No 1 0 4 4 0 0 1 0 0 13 3 0 26
Overall 11 10 15 I S5 6 2 S5 2 13 11 10 101
Age

20-30 4 3 5 3 1 2 0 1 2 6 5 3 35
31-40 5 2 7 3 3 4 1 3 0 5 6 3 42
41-50 2 9 3 9 1 0 1 1 0 2 0 4 24
Overall 11 10 15 11 5 6 2 5 2 13 11 10 101
Education

/T%”;C"r 3 ] 2 3 2 0 ] 2 0 0 0 2 16
Primary 4 7 7 5 2 2 1 4 1 0 2 4 39
Secondary 3 1 6 3 0 3 0 0 1 8 4 3 &2
Tertiary 1 1 0 0 0 1 0 0 0 5 5 1 14
Overall 11 10 15 11 4 6 2 6) 2 13 11 10 101
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Appendix B

Focus group guide
This guide is designed for the focus groups with women workers and women looking for work.

Thank you for volunteering for this Focus group discussion. You have been asked to
participate because your views are essential. We appreciate your availability despite your
busy schedule.

Purpose: The purpose of this focus group is to discuss the female labor market outcomes,
and how women can be best supported to access decent work. The discussion will last
about 1 hour.

The focus group discussion is part of a study whose primary objective is to address
contextually specific barriers that hold back progress on gender equality in access to decent
work

Anonymity: We want to assure you that the discussion will be anonymous. The transcribed
notes of the focus group discussion will not contain any information that would link individuall
subjects to specific statements. We would be grateful if you would respond and comment
as accurately as possible. If there are questions or discussions that you do not wish to answer
or participate in, you are not obliged to do so; however, please try to answer and be as
involved as possible.

Questions and start-up:
- Do you have any clarifying questions about the process?
- Can we get started?

Section 1. Definition of Decent Work

(1) What characterizes decent work for you?
(2) To what extent do you consider that a work is decent?
(3) How is decent work important to you?

Section 2. Social infrastructure to facilitate work-life balance

(1) What kind of childcare related support would help women to enter the labor
market?e

(2) Is the lack of access to child care a barrier to female access to decent work?

(3) Is the lack of access to electricity and internet a barrier to female access to decent
work?e

(4) Is the lack of access to safe and secure public fransport a barrier to female access
to decent worke

(5) Do women experience harassment [any unwelcome sexual advance, request for
sexual favor, verbal or physical conduct or gesture of a sexual nature that was done
to cause offence or humiliation] in public transport?

(6) How safe do women feel when they are going to and coming from work?

Section 3. Social norms -outside workplaces
(1) How do the perceptions on women doing higher studies constitute a barrier to

female access to decent work?
(2) What do you perceive are the main social/cultural constraints to female access to
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decent worke

(3) Have you had any job opportunities that you have not been able to take because
someone in your household did not want you to take ite Please explain

(4) Do you have support from family/husband for engaging in work?
(5) Have you faced any concerns or disagreements? Please explain

Section 4. COVID-19 impact
(1) Did the COVID 19 pandemic affect your work? If yes, how?
2) How the work arrangements changed with Covid-192
3) How has Covid-19 affected your chances of getting a decent job?
4) What were the main challenges in terms of work you faced during this period of time?
5) How were you able to overcome them?2

(2)
(3)
(4)
()

Section 5. Technology impact
(1) Is your work affected by changes in technology (for example: automation / ICT)2

(2) Have you encountered any technology-related difficulties in your work?

Focus group guide

This guide is designed for the focus groups with women working in e-commerce.

Thank you for volunteering for this Focus group discussion. You have been asked to
participate because your views are essential. We appreciate your availability despite your
busy schedule.

Purpose: The purpose of this focus group is to discuss the female labor market outcomes,
and how women can be best supported to access decent work. The discussion will last
about 1 hour.

The focus group discussion is part of a study whose primary objective is to address
contextually specific barriers that hold back progress on gender equality in access to decent
work

Anonymity: We want to assure you that the discussion will be anonymous. The transcribed
notes of the focus group discussion will not contain any information that would link individuall
subjects to specific statements. We would be grateful if you would respond and comment
as accurately as possible. If there are questions or discussions that you do not wish to answer
or participate in, you are not obliged to do so; however, please try to answer and be as
involved as possible.

Section 1. Definition of Decent Work
(1) What characterizes decent work for you?
(2) To what extent do you consider that a work is decent?
(3) How is decent work important to you?

Section 2. Social infrastructure to facilitate work-life balance

(1) What type of childcare-related support would women working in e-commerce
need?

(2) Is the lack of access to child care a barrier to female access to decent work?

(3) Is the lack of access to electricity and internet a barrier to female access to decent
work?e

(4) Is the lack of access to safe and secure public transport a barrier to female access
to decent work?e
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Section 3. Social norms -outside workplaces

(1) How do the perceptions on women doing higher studies constitute a barrier to
female access to decent work?

(2) What do you perceive are the main social/cultural constraints to female access to
decent work?e

(3) Have you had any job opportunities that you have not been able to take because
someone in your household did not want you to take ite Please explain

(4) Do you have support from family/husband for engaging in work?
(5) Have you faced any concerns or disagreements? Please explain

Section 4. Technology change impact
(1) Have you experienced any challenges with technology?2

(2) Do you think technology is having, or will have, transformative effects, positive or
negative, on women'’s access to decent work?

(3) Is technological change making it harder or easier for women to get decent
jobs?2

(4) Have you adopted any new technologies to improve the functioning of your
activities?

(5) What are the pros and cons of being in the e-commerce?

(6) Do you feel the female workers are adequately prepared to address the
challenges of changing labor markets?

Section 5. COVID-19 impact
(1) Did the COVID 19 pandemic affect your work? If yes, how?
2) How the work arrangements changed with Covid-192
3) How has Covid-19 affected your chances of getting a decent job?
4) What were the main challenges in terms of work you faced during this period of time?
5) How were you able to overcome them?2

(2)
(3)
(4)
()

Since you are doing a focus group with women in e-commerce, it would be great if you can
add the social infrastructure and social norms outside the workplace questions to this focus
group too. Might give you interesting data.

Interview guide
This guide is designed for the interviews with Government officials and Labor lawyers.

Thank you for volunteering for this Interview. We appreciate your availability despite your
busy schedule.

Purpose: The purpose of this interview is to discuss the female labor market outcomes, and
how women can be best supported to access decent work. The discussion will last about 1
hour.

The interview is part of a study whose primary objective is to address contextually specific
barriers that hold back progress on gender equality in access to decent work

Anonymity: We want to assure you that the discussion will be anonymous. The transcribed

notes of the interview will not contain any information that would link individual subjects to
specific statements.
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Questions: Legal dimension

(1) What are the legislations that pertain to female labor force participation in
Senegal?

(2) What are the main laws, if actually implemented, would enable more women to
access decent work?e

(3) Are there barriers to their implementation?

(4) Do laws governing working conditions, working hours and holidays, social
security (i.e., maternity leave), anti-discrimination laws affect men and women
differently2 How?

(5) Does labor and employment protection legislation promote or inhibit female
access to decent worke Why?

(6) Is there any laws that (dis)incentivize informal SMEs that are owned from
becoming formal?

Interview guide

This guide is designed for the interviews with NGOs working on gender issues and Officials
from the ministry of labor.

Thank you for volunteering for this Interview. We appreciate your availability despite your
busy schedule.

Purpose: The purpose of this interview is to discuss the female labor market outcomes, and
how women can be best supported to access decent work. The discussion will last about 1
hour.

The interview is part of a study whose primary objective is to address contextually specific
barriers that hold back progress on gender equality in access to decent work

Anonymity: We want to assure you that the discussion will be anonymous. The transcribed
notes of the interview will not contain any information that would link individual subjects to
specific statements.

Section 1: Social infrastructure

1) What kind of childcare related support would help women to enter the labor
market?e

2) Is the lack of access to child care a barrier to female access to decent work?

3) Isthe lack of access to electricity and internet a barrier fo female access to decent
work?

4) Is the lack of access to safe and secure public transport a barrier to female access
to decent work?

5) Do women experience harassment [any unwelcome sexual advance, request for
sexual favor, verbal or physical conduct or gesture of a sexual nature that was
done to cause offence or humiliation] in public transporte

6) How safe do women feel when they are going to and coming from work?2

Section 2: Social norms - outside workplaces

7) How do the perceptions on women doing higher studies constitute a barrier to
female access to decent work?

8) What do you perceive are the main social/cultural constraints to female access to
decent work? For example, is the women’s role as the primary care giver (mother,
wife, daughter etfc.) in household, act as a barrier to finding decent work?2
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Interview guide

This guide is designed for the interviews with Human resource managers, Labor unions, and
Researchers

Thank you for volunteering for this Interview. We appreciate your availability despite your
busy schedule.

Purpose: The purpose of this interview is to discuss the female labor market outcomes, and
how women can be best supported to access decent work. The discussion will last about 1

hour.

The interview is part of a study whose primary objective is to address contextually specific
barriers that hold back progress on gender equality in access to decent work

Anonymity: We want to assure you that the discussion will be anonymous. The transcribed
notes of the interview will not contain any information that would link individual subjects to
specific statements.

Section 1: Social norms - within workplaces

1)
2)

3)
4)

5)
6)

7)

What are the main difficulties encountered by women to progress in their careers?

If women wish to move up in your career, how easy or difficult would that be? If
difficult, why?

To what extent are women treated similarly or differently to men in your workplace
in respect of careers (development, progression, practices)?

Do women feel comfortable speaking up in public to ensure proper payment of
wages in the workplace?

Do women have the opportunity to participate in collective representation?

To what extent were women freated similarly or differently to men during the
recruitment process)?2

To what extent are women likely to lose a job, not get a job, or not get promoted
because of veiling practices?

Section 2: COVID-19 impact

1) Did the COVID 19 pandemic affect your work? If yes, how?

2) How the work arrangements changed with Covid-192

3) Did the new world arrangements promote or deter female participation in
decent work?

4) What kind of relief has the government given to the workers2 Were any special
considerations given to improve female labor force participation?

5) What were the main shortcomings in the labor market institutions that were
exposed by the emergency?

Section 3: Technology change impact

1) Have you adopted any new technologies to improve the functioning of your
firme

2) How has these changes affected the worker profile?

3) How has these changes affected the types of skill needs?

4) How has these changes affected recruitment and promotions of females?

5) What types of workers are most likely to benefit from any new jobs that are
created?

6) Have some jobs being obsolete due to technological change?
7)  Whois most likely to loose from such changes?
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8) Is technological change making it harder or easier for women to get decent
jobs?2

9) Are there any government policies for preparing workers for the changing
labor markets? (i.e., training, facilities)2 Do they give special attention to
females?
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