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gender-based violence  Acts of physical, mental, or social abuse (including sexual violence) that 
is attempted or threatened, with some type of force (such as violence, 
threats, coercion, manipulation, deception, cultural expectations, 
weapons, or economic circumstances) and is directed against a person 
because of his or her gender roles and expectations in a society or 
culture. Forms of gender-based violence include sexual violence, 
sexual abuse, sexual harassment, sexual exploitation, early marriage 
or forced marriage, gender discrimination, denial (such as education, 
food, freedom), and female genital mutilation.1 

ger     Traditional dwelling of Mongolians.
herders    People whose main activity is animal husbandry and earn livelihoods 

from animal productivity throughout four seasons of the year.

GLOSSARY 

1   UN Women. 2013. The costs of the violence. Thailand.

https://asiapacific.unwomen.org/en/digital-library/publications/2014/1/the-costs-of-violence


The participation of women in the labor force is an important social and development goal. This working 
paper shows that it is also crucial for a country’s economic prospects. Only 53.4% of working-age women 
in Mongolia participate in the labor force compared to 68.3% for men, and women dominate unpaid 
work.2 Asian Development Bank estimates show that eliminating gender inequality in Mongolia could 
increase the female labor force participation rate to 63.2%, which would boost Mongolia’s annual per 
capita growth rate by 0.5 percentage points. The experiences of other countries show that the female 
labor force participation rate increases when the time spent on unpaid care work is reduced and shared 
more equally with men, and when workplace practices and norms are more compatible with gender 
equality and family-friendly cultures. Government policies that promote increased participation of 
fathers in child-rearing and promote gender equality in the labor market can boost the female labor force 
participation rate. Increasing the labor force participation rate has high economic returns and should be 
prioritized by policy makers in Mongolia. This working paper provides a set of recommendations to boost 
female labor force participation in the country.

Keywords: female labor force participation, economic growth, gender equality, Mongolia, labor market, 
unpaid care work, time use 

ABSTRACT

2   In 2020, labor force participation fell further to 50.0% for women against 65.1% for men. This working paper continues to 
use and refer to 2019 labor force participation as this was the data used in the model for alignment with the 2019 Time 
Use Survey. 



I. INTRODUCTION

The participation of women in the labor force is an important social and development goal and is also 
crucial for a country’s economic prospects. Removing barriers faced by women in the labor market can 
substantially increase productivity and economic performance. Nevertheless, female participation in 
the labor market in developing Asia remains low, with about 49% of working-age women participating in 
the labor force compared to 80% of men.3 Before the coronavirus disease (COVID-19) pandemic, this 
gender gap in labor force participation was increasing across Asia and the Pacific—the only region where 
this is the case. It is expected that the pandemic has made this worse with the additional burdens placed 
on households, mostly falling on women’s shoulders. In Mongolia, the female labor force participation 
rate (LFPR) has fallen by 10.7 percentage points since 1999. This is in contrast to men, whose participation 
has remained largely stable, falling only by a single percentage point. This declining female LFPR drags 
down the country’s overall LFPR, dampening development potential and economic growth. 

Women in Mongolia suffer from a “double burden” that constrains their labor market participation 
and affects their perceived ability to undertake high-skilled jobs. Lower labor market participation for 
women is primarily explained by their disproportionate responsibility for unpaid domestic and care work, 
gender segregation in higher-paid occupations, the earlier retirement age for women, as well as deeply 
rooted social norms and gender stereotypes. Working women spend approximately three times more on 
caregiving duties and household chores than working men, and account for 75.9% of non-paid work in 
family-owned businesses.4 Despite having higher educational attainment than men, Mongolian women 
are less likely to be active in the labor market and earn less than men on average. As of 2019, the LFPR 
of women with master- or bachelor-level degrees is 17.1 and 16.8 percentage points lower than for men, 
respectively, and the national average monthly wage is 19.7% higher for men than for women.5

Both male and female LFPRs have fallen since the outbreak of COVID-19. Entering 2021, female LFPR 
fell by 3.2 percentage points to 50.0%, and male LFPR fell by 3.9 percentage points to 65.1%. Women 
dominate employment in trade, services, and hospitality sectors, all of which have been deeply impacted 
by COVID-19. Unpaid care work for women has increased due to the closure of schools and kindergartens 
and heightened care needs for the elderly due to overwhelmed health services. Evidence also suggests 
that women have been disproportionately affected by COVID-19 in other ways. Police records show 
an increase of 15.5% in reported domestic violence cases nationwide in 2020 compared to 2019. Most 
cases included physical violence, and women constituted 92% of the victims. 

The issue of the role of women in the economy is not unique to Mongolia and has been debated 
extensively globally. There are several estimates on the impact of closing the gender gap on economic 
growth. The main transmission channel for a smaller gender gap impacting economic growth is through 
increased the labor force participation of women (Kochhar, Jain-Chandra, and Newiak 2017; Ostry et al.  
2018; and Kim, Lee, and Shin 2016). The McKinsey Global Institute projects that a “full-potential” 
scenario where female participation is equal to male participation would add $28 trillion, or 26%, to 
annual global gross domestic product (GDP) in 2025.6 

3  ADB. 2020. Asia’s Journey to Prosperity: Policy, Market, and Technology Over 50 Years. Manila.     
4  National Statistical Office. 2020. Labor Force Survey–Q1 2020. Ulaanbaatar. 
5  National Statistical Office. 2020. Labor Force Survey–2019. Ulaanbaatar.
6  McKinsey Global Institute. 2015. The Power of Parity: how advancing women’s equality can add $12 trillion to global growth. 

Washington, DC.
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Agénor (2012) developed an overlapping generations economic growth model that accounts 
endogenously for women’s time allocation for home production, child-rearing, and market work. The 
model also accounts for bargaining between spouses, gender bias in the workplace, and the allocation 
of parental time to daughters and sons. Kim, Lee, and Shin (2016) estimated models based on Agénor 
(2012) to estimate the impact of gender inequality on economic growth and developed a calibrated 
model using micro-level data from Asian economies. Their analysis shows that achieving gender equality 
can contribute significantly to economic growth by changing women’s time allocation and promoting 
human capital accumulation. They found that if gender inequality is completely removed at home and 
in the workplace, aggregate income will be about 6.6% higher than the benchmark after one generation, 
while per capita income will be 30.6% higher.7 

Using data from the Republic of Korea (ROK), Kim, Lee, and Shin found that policies that lower gender 
discrimination in the labor market or increase the time spent by a father on child-rearing can positively 
contribute to female labor market participation and per capita income growth.8 Their analysis shows 
that when there is no inequality between men and women at home or in the labor market, the female 
LFPR increases from 54.4% to 67.5%, and the annual per capita income growth rises from 3.6% to 4.1% 
on average for 30 years.9

The model we are presenting in this working paper builds on a model presented by Kim, Lee, and Shin 
(2016a, 2016b). It accounts endogenously for the allocation of women’s time between home production, 
child-rearing, and market work, and then analyzes how gender inequality at home and in the labor market 
affects female labor force participation and economic growth. We calibrated the model to fit its steady-
state values to the observed values from Mongolia and conducted simulations to quantitatively measure 
the opportunity cost of gender inequality in terms of foregone output. 

This working paper proceeds as follows: Chapter II describes the factors constraining female labor 
force participation in Mongolia; Chapter III describes the model and the results; in Chapter IV, we share 
international good practices of increasing women’s labor force participation; and Chapter V provides a 
set of practical and contextualized policy recommendations to increase female labor force participation. 

II. FEMALE LABOR FORCE PARTICIPATION IN MONGOLIA

A. Women’s Educational Attainment 

Mongolian women are less active than men in the labor market despite having higher educational 
attainment. The proportion of women in the population with secondary, vocational, and tertiary 

7  J. Kim, J. Lee, and K. Shin. 2016. A Model of Gender Inequality and Economic Growth. ADB Economics Working Paper.  
No. 475. Manila: ADB.  

8  J. Kim, J. Lee, and K. Shin. 2016. Impact of Gender Inequality on the Republic of Korea’s Long-Term Economic Growth:  
An Application of the Theoretical Model of Gender Inequality and Economic Growth. ADB Economics Working Paper.  
No. 473. Manila: ADB. 

9  Other studies show that (i) gender discrimination in social institutions causes up to $12 trillion, or 16%, of global income 
loss. By contrast, a gradual dismantling of gender-based discriminatory social institutions by 2030 could increase the  
annual income global growth rate by 0.03 to 0.60 percentage points over the next 15 years, depending on the scenario  
(G. Ferrant and A. Kolev. 2016. Does gender discrimination in social institutions matter for long-term growth? Working 
Paper No. 330. Paris: OECD); and (ii) among countries where gaps in participation rates are the largest, closing them adds 
35% to GDP, on average (E. Dabla-Norris and K. Kochhar. 2019. Closing the Gender Gap). 
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Figure 1: Education Level, by Gender  
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education is 0.8, 0.5, and 6.7 percentage points higher than for men (Figure 1). However, women’s LFPR 
is lower than that of men at all levels of education with the exception of those with doctoral degrees 
(Figure 2). A further matter of concern is the extent of the gap at certain education levels—the LFPR of 
women with master and bachelor level degrees is 17.1 and 16.8 percentage points lower respectively than 
that of their male counterparts. 

Figure 2: Labor Force Participation Rate, by Education Level  
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In Asia and the Pacific, there is gender bias against women across social, institutional, and economic 
spheres. This bias is reflected in significant unpaid care and domestic work, resulting in lower female 
LFPRs, women’s disproportionate engagement in informal work, consistent difference in male–female 
wage ratios, sex segregation in certain markets and occupations, and low levels of political representation. 
Behind this bias, there are overarching societal norms that often define the position of women in 
households, firms, labor markets, and politics.10 A 2016 ADB study in Mongolia shows how social 
norms and gender stereotypes play out.11 The research shows strong societal biases around the role of 
women, which were particularly profound in rural areas, among older generations and in less educated 
households. The biases strongly influence how women are viewed in the workplace and the choices that 
women make when choosing their career. Social norms and gender stereotypes also affect the length of 
time women are expected to participate in the labor market and when they are expected to attend to 
unpaid domestic care work.

B. Labor Force Participation Trends for the Last 2 Decades  

Women in developing Asia are, on average, 30% less likely than men to be in the workforce, though there 
is considerable cross-country variation. On average, the female LFPR in Asia fell from 57.2% in 1990 to 
50.3% in 2017, with marked variations across countries and subregions. Between 1990 and 2017, female 
LFPR fell sharply in East Asia and the Pacific, and the gap between the LFPR of women and men in East 
Asia widened. This gap has persisted and even widened, despite it being a period of economic growth, 
decreasing fertility rates, and increasing education.

In 2019, only 53.4% of working-age women in Mongolia participated in the labor force compared to 
68.3% for men. Overall (male and female) labor force participation has by fallen 6.2 percentage points 
since 1999. It is the decline in the female LFPR that has dominated. During this period, the male LFPR 
only fell by 1 percentage point, whereas the female LFPR decreased by 10.7 percentage points (Figure 3). 
Figure 3 also shows that the LFPR gap between women and men has been increasing since 2009. The 
LFPR gap between men and women rose to 14.9 percentage points in 2019 compared to 1.4 percentage 
points in 2009. 

The key constraints that underlie gender disparity in the labor market include traditional norms and 
social expectations for men and women regarding marriage, household and care duties, and career 
choices. The lack of an enabling political and social environment to change these expectations and other 
constraints, such as the lack of elderly care and childcare facilities, further constrain female labor force 
participation. Unsurprisingly, the highest LFPR gap is among women of typical childbearing age (20–39), 
reflecting the expectations that women primarily take childcare responsibilities (Figure 4). Moreover, the 
fact that women retire 5 years earlier than men at the age of 55 leads to another significant LFPR for the 
age group of 55–59. 

10 ADB. 2020. Asia’s Journey to Prosperity: Policy, Market, and Technology Over 50 Years. Manila. 
11  ADB. 2016. Technical Assistance to Mongolia on Gender-Responsive Sector and Local Development Policies and Actions.  

Manila.

https://www.adb.org/projects/documents/mon-gender-responsive-sector-and-local-dev-policies-and-actions-tar
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Figure 3: Labor Force Participation Rate of Women and Men, 1999–2019
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C. Women’s Employment and Key Constraints 

(i) Women’s Employment: Sector Concentration, Wage Inequality, and Workplace Protection 
As of 2019, 54.0% of women in the labor force are salaried employees, 21.6% are herders, 17.4% are 
self-employed, 5.9% are non-paid workers in family-owned businesses, and employers account for 
1.0% (Figure 5). Women make up 76% of non-paid work in family-owned businesses, three times the 
proportion of men (24%). This is reinforced by the high proportion of men in the categories of salaried 
employees, employers, self-employed, and herders, suggesting that women are more engaged in non-
paid work and unpaid care and domestic work and less present in the formal labor market. 

Figure 4: Labor Force Participation Rate, by Age Group, 2019
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Furthermore, women are less likely to be in high-demand and higher-paid sectors, such as mining,  
manu facturing, and construction. By contrast, women are highly concentrated in lower-earning sectors, 
such as social services, health, food production, and trade. This suggests that gender norms on occupation 
and industrial sectors are affecting career choices for women and girls. This is reinforced by the data of 
university graduates where men comprise 73% of graduates in information technology, while women 
comprise 85.5% of graduates in teaching and 83.6% in medical science. 

In terms of employment by economic sectors, majority of employees in the mining, construction, 
transportation and storage, public administration and defense, agriculture, forestry, fishing, and hunting 
sectors are male (56.5%–86.5%), whereas women dominate welfare, education, wholesale and retail 
trade, and hospitality (52.3%–84.3%) (Figure 6). 

Figure 6: Employment by Economic Activity, Sector Classification, and Gender
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Figure 5: Employment Status, by Job Category and Gender
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Occupational gender segregation results in much lower wages for women than for men. As of 2019, the 
national average monthly wage was 19.7% higher for men than for women, with MNT1,222,600 for male 
employees against MNT1,021,300 for females. Compared to 2009, this shows that the wage gap increased by 
4.4 percentage points.12 In terms of economic activity, the wage gap is widest in finance and insurance (75% 
female–male wage ratio), information and communication (82%), and manufacturing (84%).13

There is ample evidence that harassment in the workplace is costly for both victims and employers and 
can be particularly damaging for women’s labor market outcomes. Weak grievance redress mechanisms 
in both the public and private sector accentuates the problem further. A study by the National Human 
Rights Commission of Mongolia in 2020 shows that one in five women have experienced sexual 
harassment in the workplace in Mongolia.14 The Law of Mongolia on Promoting Gender Equality prohibits 
sexual harassment in the workplace, but the law does not define how and to what extent a perpetrator 
can be made accountable and brought to justice. Against this background, the recent amendment to 
the Labor Code (2 July 2021), effective 1 January 2022, has brought the following progressive measures: 
(i) entitlement of 10 days paid paternity leave; (ii) prevention and redress mechanisms for workplace 
harassment, in particular, sexual harassment, to create harassment-free workplaces; and (iii) recognition 
of the part-time employment and work from home or remote work. 

Furthermore, there is a link between female labor force participation and gender-based violence. Global 
studies show that when women have access to income-generation opportunities, they have more 
bargaining power within the household, reducing the risk of gender-based violence, including intimate 
partner violence.15 The study on risk factors of domestic violence in Mongolia revealed that better 
opportunities for income generation serve as a protective factor for most women.16 

An enabling environment with more female policy makers can foster more gender-inclusive policies 
and increases the chance that women’s specific needs and priorities are reflected. In practice, once 
women are in leadership positions, they can also significantly change public attitudes toward women, 
and importantly, raise the aspirations of teenage girls. However, in response to the COVID-19 crisis, 
for example, far from being equally represented in national political and scientific task forces, women 
account for only 25% of the experts leading the response to the virus.17 Similarly, in Mongolia, only three 
women are represented on the State Emergency Commission out of 26 members (11.5%).

(ii) Legal and Policy Framework and Implications on the Ground  
According to Mongolia’s Vision–2050, the country aims to increase the LFPR to 65% by 2030 and 70% 
by 2050.18 To achieve this goal, progress on female LFPR will be essential. Vision–2050 also promotes an 
improved work–life balance through the introduction of more flexible working hours for working parents. 
In addition, the National Program on Gender Equality (2017–2021) aims to promote women’s labor 
force participation by increasing economic opportunities for women and through raising awareness to 
address gender stereotypes. 

12 The national average monthly wage for men was 15.3% higher than that of women in 2009.
13 NSO. 2020. Statistical Yearbook-2019. Ulaanbaatar.
14  National Human Rights Commission of Mongolia. 2020. 19th Status Report on Human Rights and Freedom in Mongolia. 

Ulaanbaatar. 
15  However, the causality between income generation and intimate partner violence should be taken cautiously, given recent 

studies showing that women working outside of the home earning an income can cause higher levels of stress within 
households and/or intimate partner violence as it can challenge the power status quo. 

16  Millennium Challenge Account-Mongolia. 2013. Strengthening Women’s Land Ownership in Mongolia: A Survey of Impacts 
on Women’s Voice, Bargaining Power and Household Well-Being. Ulaanbaatar.

17  International Labour Organization (ILO). 2020. Policy Brief. The COVID-19 response: Getting gender equality right for a  
better future for women at work. Geneva. 

18  Parliament of Mongolia. 2020. Vision-2050, long-term development policy of Mongolia. Ulaanbaatar. 
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Maternity leave and retirement age policies contribute to decreased years of employment and earnings for 
women. Paid maternity leave is currently 120 days,19 but it is unlikely to be available in the informal sector, 
where more than 60% of women work.20 Employers are often reluctant to recruit women of childbearing age 
and those who are above 45 years old. Bias against women, particularly for women with small children, is also 
another factor leading to the low female labor force participation. For instance, Nikolova (2016) shows that 
respondents with small children were more likely to agree that chores should be done mostly by women even 
if their husbands do not work. Female respondents were more likely to agree that women are as able as men 
to serve as business executives and politicians, revealing a possible male bias against women.21 

A 2019 ADB study in Mongolia reveals that women above the age of 40 face various challenges in getting 
employment due to social stigma and the absence of programs to facilitate learning new skills, which are 
appropriate for their age, physical capacity, and career re-orientation.22 Furthermore, the legal age of 
retirement for women is 55, which is 5 years earlier than for men, resulting in a significant gap in the LFPR 
for the age group 55–59.23 While these retirement ages are voluntary guidelines, it is widely believed 
that employers seek to dismiss women at minimum retirement age due to a desire to fill their positions 
with younger employees. This early retirement affects the professional development and advancement 
potential of women, resulting in lower earnings and pensions. Unsurprisingly, women’s early retirement 
and lower pension are the leading causes of poverty among older women.24 As of 2015, the average 
pension for women was 18.6% lower than for men.25

In January 2018, the Government of Mongolia launched a program called “Mothers with salary” to provide 
a monthly allowance (MNT50,000 or equivalent to $17.5) for mothers who take care of children under 
3 years old to ensure their social security. This allowance was not paid to fathers nor to working mothers 
with children under 3 years old, including those who worked intermittently or part-time. The design of 
this allowance created a disincentive for women considering re-entering the labor market. Against this 
background, the law on allowances for mothers and single mothers and/or fathers with many children was 
amended on 6 May 2021 to allow the allowance payment to be made to fathers taking care of children 
under 3 years old.26 While it is a gender-sensitive way of promoting the father’s role in childcare, it may take 
time to have an impact. The data show that there are 20,000 fathers nationwide eligible for this kind of 
allowance compared to 167,041 mothers receiving the allowance as of May 2020. 

(iii) Women’s Disproportionate Burden of Unpaid Care and Domestic Work 
In Asia and the Pacific, women spend 4.1 times more doing unpaid work, second only to their counterparts 
in the Arab states (4.7 times). As a result, women dedicate less time than men to paid work: in Asia and 
the Pacific, 0.57 women are in paid work for each man, although women work longer hours than men 
when unpaid care work and paid work are added together. In Asia and the Pacific, women aged 15 and 
older spend 262 minutes per day for unpaid care work and 201 minutes per day for paid work, while men 

19  For mothers with twins, it is 140 days. 
20  Mongolia has not ratified the ILO’s Maternity Protection Convention, 2000 (No. 183), which entitles women to at least  

14 weeks paid maternity leave.  
21  University College London. 2016. Research by Elena Nikolova. Children and Female Employment in Mongolia. 
22  ADB and National Committee on Gender Equality of Mongolia. 2019. Mongolia Gender Situational Analysis: Advances, 

Challenges and Lessons Learnt since 2005. Ulaanbaatar.  
23  According to the Social Insurance Law, the retirement age for men is 60 years old, while it is 55 years old for women who 

wish to retire. If a woman has four or more children, she is entitled to retire at the age of 50. 
24  U. Suren. 2014. Gender equality and decent work priority and capacity review of ILO constituents and gender and human rights 

organizations in Mongolia. ILO Consultant Report. Ulaanbaatar.
25  National Committee on Gender Equality. 2017. Booklet on the Law on Promotion of Gender Equality and National Program on 

Gender Equality and Action Plan (2017–2021). Ulaanbaatar. 
26  Parliament of Mongolia. 2017. Law on allowances for mothers and single mothers/fathers with many children. Ulaanbaatar. 

Amendment to the law 6 May 2021. 
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spend 64 minutes per day for unpaid care work and 353 minutes per day for paid work. The female–male 
ratio of total work (paid and unpaid) is 1.11 in Asia and the Pacific.27

In Mongolia, according to the 2019 Time Use Survey (TUS),28 working age (18–59) women spend 291 
minutes per day on unpaid domestic work and care work, compared to 103 minutes for men (Figure 7).29 For 
adults aged 25–39, men spend 84% of working hours in paid work compared to women who spend 46% of 
their working hours doing paid work and the majority (54%) in unpaid work. Furthermore, women aged 25–
39 spend 3.3 times more than their male counterparts in unpaid domestic and care work.30 The gap is often 
larger in rural areas. Consequently, women spend less time on paid work, resulting in lower female LFPR.31

In addition, while working-age men spend 23 minutes per day for childcare, women spend 71 minutes 
(Figure 8). The average time spent on doing household chores and providing unpaid assistance and 
services to family members, such as cooking, cleaning, and washing clothes, increases for rural women—
women in urban areas spend an average of 85 minutes per day preparing food, whereas women in rural 
areas spend 127 minutes. 

As an ADB survey reveals, in 2020, during the COVID-19 pandemic, women spent 54% of their daily 
time on unpaid care and domestic work while men spent 24% of their daily time (i.e., women spent 258 
minutes per day while men spent 115 minutes per day). More specifically, women spent three times more 
daily time on cooking, twice more for cleaning, and twice more for childcare and education than men. 
Men spent 2.4 hours more than women for paid work per day.32 

A study on the correlation between the presence of small children (aged 0–4) in a family and female 
employment in Mongolia shows that each small child decreases the probability of female labor force 
participation by 14.7 percentage points relative to women with no small children. Time allocation decisions 
are influenced by deep structural factors related to gender roles and social norms on household chores 
and care work. In addition, the limited availability of public childcare services leaves no other choice for 
young mothers than to directly look after their children up to primary school age.33 The Organisation 
for Economic Co-operation and Development (OECD) has examined a broad range of employment 
barriers and found that unmet care responsibilities affect up to one-quarter of all jobless people and 
much higher shares of jobless women.34 In Mongolia, statistics show that for women with children up to 
2 years old, childcare is the primary reason for not participating in labor market due to the absence of 
childcare services for children. Furthermore, only a handful of public kindergartens can accommodate 
children with disabilities. The children of herders, disabled children, and the urban poor remain the 
hardest-to-reach groups.

27  ILO. 2018. Care Work and Care Jobs for the Future of Decent Work. Geneva. 
28  According to the Law on Statistics of Mongolia, the NSO conducts the TUS every 4 years to identify the lifestyle of the 

population and estimate the time spent on paid and unpaid work by sex following international methodologies. The main 
and parallel activities, and other contextual information (e.g., location, with whom), follow the international classification 
of activities for the time use statistics (ICATUS 2016). Mongolia’s latest TUS dates to 2019. 

29  This computation was made using the TUS raw data (not accounted secondary activity) from the NSO. 
30  While any model must make broad assumptions and some detail gets lost, there is a growing recognition in the TUS 

community that time is never 100% dedicated to one activity, in particular, when it relates to care work. The US TUS, for 
example, is now looking to capture multiple activities in recognition that women may be “watching TV/enjoying leisure,” 
but this is in the context of babysitting children or even cooking, and other activities. 

31  NSO. 2020. Time Use Survey–2019. Ulaanbaatar. 
32  ADB and Mongolian Marketing Consulting Group LLC. 2020. Rapid Assessment (Time Use Survey) during COVID-19  

Pandemic (unpublished). Ulaanbaatar. 
33  While a common choice is grandparents, according to the TUS, women aged 60 and above spend 31 minutes per day for 

childcare while men spend 19 minutes daily. No data is available on the number of children who are taken care of by their 
grandparents. 

34  OECD. 2020. Is Childcare Affordable? Policy Brief on Employment, Labour and Social Affairs. Paris. 
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Due to limited capacity of childcare facilities across the country, only 40% of children who are supposed 
to be going to kindergarten are enrolled.35 Currently, 45.2% of herders’ children are not enrolled in early 
childhood education. Therefore, increasing the capacity and improving standards of the mobile (or ger) 
kindergartens are critical to promote rural women’s employment.36 

As stipulated in Mongolia’s Vision–2050, Mongolia aims to increase the capacity and access to social 
services including kindergartens.37 While the government plans to establish 60 new public kindergartens 
in 2021–2022, supply has not kept up with demand. The private market in Ulaanbaatar has seen the 
fastest growth in Mongolia and as of 2018–2019, there were more private (441) than public kindergartens 

35  MONFEMNET National Network. 2015. Shadow Report on the Implementation of the UN Convention on the Elimination of 
All Forms of Discrimination against Women (CEDAW) in Mongolia. 

36  Ministry of Education, Culture, Science and Sports, and World Bank. 2020. Towards Mongolia’s Long-term Development 
Policy Vision 2050: Advancing education equity, efficiency and outcomes. Ulaanbaatar. 

37  Parliament of Mongolia. 2020. Vision-2050, long-term development policy of Mongolia. Ulaanbaatar.

Figure 7: Paid and Unpaid Work, by Gender  
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Figure 8: Intra-Household Responsibilities, by Gender  
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(241).38 While increased private provision may be part of the solution, it poses further challenges for the 
government around affordability and service quality. A lottery system has been put in place in Ulaanbaatar 
city since 2016 for the new entrance of children 2 to 5 years old to public kindergartens. In 2019, for 
example, 31,340 children aged 2 to 5 years old were registered for the lottery, of whom 57% (18,000) 
were enrolled. Moreover, there is a quality issue given the fact that there are 33 children on average per 
teacher in those kindergartens. This has also impacted corruption in the education sector. According to 
a report on corruption in the education sector survey, most parents bribed kindergarten administration 
to enroll their children.39 

There is no facility that cares for children below 2 years old. Due to the high demand for childcare facilities, 
the Government Action Plan, 2020-2024 has identified the need (provision 2.3.1) to revive the national 
nursery system for children aged 1-2 years and childcare services for children aged 2-3 years.40 In line 
with this, the government issued a resolution on 16 December 2020 to re-introduce the nursery services 
for children aged 1-2 years starting from 1 September 2021 through a phased approach.41 However, due 
to the COVID-19 restrictions for the academic year 2021-2022, this plan has not materialized, and only 
children aged 4-5 years are allowed to attend public and private kindergartens.

The study in Mongolia shows that offering free public childcare increases mothers’ employment by 4.5 
percentage points.42 Moreover, international studies show that childcare and flexible hours for parents 
with young children are associated with reduced parental stress, absenteeism, and staff turnover, as well 
as increased staff satisfaction and commitment.

(iv)  COVID-19 Impact on Women’s Employment 
Another generation of women will have to wait for gender parity, according to the World Economic 
Forum’s Global Gender Gap Report 2021.43 As the impact of the COVID-19 pandemic continues to 
be felt, the estimated time to close the global gender gap has increased by a generation from 99.5 
years to 135.6 years. International studies show that COVID-19 increases income and non-income 
inequalities, including gender inequality in the economy, education, and livelihoods of communities 
in urban and rural settings. For instance, women and girls have unique health needs, but they are less 
likely to access quality and timely health services, essential medicines and vaccines, and maternal 
and reproductive health care. This is typically worse in rural areas and marginalized communities.44 
These rising inequalities could threaten the progress and achievements made toward the Sustainable 
Development Goals. 

The International Labour Organization has rated four sectors as being at high risk of severe job losses 
and declining working hours due to COVID-19: (i) accommodation and food services; (ii) real estate, 
business, and administrative activities; (iii) manufacturing; and (iv) wholesale and retail trade. In 2020, 
527 million women, representing 41% of total female employment, are employed in these sectors 
globally, compared to 35% of total male employment. This suggests that women’s employment is likely 
to be hit more severely than men due to the COVID-19 crisis.45 Moreover, during the first quarter  

38  Ministry of Education, Culture, Science and Sports, and World Bank. 2020. Towards Mongolia’s Long-term Development 
Policy Vision 2050: Advancing education equity, efficiency and outcomes. Ulaanbaatar. 

39  The Asia Foundation. 2017. Transparency, Ethics, and Corruption Issues in Mongolia’s Education Sector. 
40  Government of Mongolia. 2020. The Government Action Plan for 2020–2024. Ulaanbaatar.
41  Government of Mongolia. 2020. Resolution No. 223. Launch of the nursery classes. Ulaanbaatar. 
42  A. Gantungalag et al. 2019. The impacts of access to free childcare on women’s labor market outcomes and children’s  

development and health. Ulaanbaatar. 
43  World Economic Forum. 2021. The Global Gender Gap Report 2021. Geneva. 
44  United Nations. 2020. Policy Brief: The Impact of COVID-19 on Women. Geneva.
45  ILO. 2020. Policy Brief. The COVID-19 response: Getting gender equality right for a better future for women at work. Geneva.
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(Q1) 2020, an estimated 5.4% of global working hours were lost relative to Q4 2019, equivalent to 155 
million full-time jobs. Given the earlier spread of the virus in the People’s Republic of China and other 
countries in Asia and the Pacific, the region accounted for approximately 80% of the global reduction in 
working hours during Q1 2020.46

As a study by United Nations Development Programme (UNDP) with ADB support in Mongolia reveals, 
preexisting poverty and inequality are likely to increase due to the COVID-19 crisis with substantial 
adverse impacts on vulnerable women and girls. Women and girls in rural areas, herders, migrants, elderly 
women, and those with disabilities are likely to feel the worst effects. Consequently, many of them are 
at high risk of falling into deeper poverty due to unemployment, underemployment, and income loss.47 
National statistics show that the Mongolian economy contracted by 5.3% in 2020 due to the pandemic. 
As of Q1 2021, the female LFPR has fallen by 3.2 percentage points to 50.0%, while the male LFPR has 
fallen 3.9 percentage points to 65.1%.

Women work in sectors that have been disproportionately affected by the COVID-19 crisis in Mongolia. 
More specifically, the trade, service, and hospitality sectors have experienced a sharp decline in sales and 
revenues and the number of employees. In 2020, the total revenue in the food service sector decreased 
by 7% compared to 2019, while the number of employees decreased by 23.8%. As for the hospitality 
sector, revenue decreased by 55.9% and employees decreased by 29.1%. 

Unpaid care work for women increased due to the closure of schools and kindergartens, and 
heightened care needs for the elderly due to overwhelmed health services. In addition, the increased 
work burden in the home may have impacted girls’ educational attainment. Girls living in ger districts 
or remote areas tend to perform more domestic work, which limits their well-being and study time.

According to ADB’s study (2021), due to the COVID-19 crisis, more women-led businesses, particularly 
micro, small, and medium-sized enterprises or MSMEs, cut jobs (23%) compared to men-led businesses 
(8%). Moreover, freelance workers with less or no income have been struggling with loan repayments, 
social insurance, taxes, and rent. This was most commonly observed in the trade and service sectors, 
where most female informal workers are employed.48 In addition to financial difficulties, women 
entrepreneurs were doubly burdened with domestic and care work due to the closure of kindergartens 
and schools and a shift to distance and online learning from November 2020 through June 2021. The 
ADB study (2021) covering 120 micro and small enterprises revealed that 82.5% of the total respondents 
had children aged 0–18 years and 61% had two to three children, and the majority of respondents (69.7%) 
said that businesses of women entrepreneurs, who had children of kindergarten and school ages, have 
been substantially affected.49

46  ILO. 2020. ILO Monitor: COVID-19 and the world of work. Fifth edition. Updated estimates and analysis. 
47  UNDP, National Committee on Gender Equality, and ADB.2021. COVID-19 Impact on Women and Girls in Mongolia.  

Ulaanbaatar.
48  ADB. 2020. Sustainable Recovery Options for Mongolia’s Micro, Small, and Medium-Sized Enterprises. ADB Briefs.  

No. 160. Manila.
49  ADB. 2021. Rapid Impact Assessment of the COVID-19 Rapid Response Program for Micro and Small-Sized Enterprises.  

Ulaanbaatar (unpublished). 
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III. THE MODEL

In this working paper, we have used a model developed by Kim, Lee, and Shin (ADB 2016) for the 
Republic of Korea (ROK). We have calculated specific values for Mongolia where these were available, 
and have drawn on the parameters applied in the original model where similar data is unavailable for 
Mongolia. The applied theoretical model has a three-period overlapping generations structure where 
various aspects of gender inequality are related to the economy’s growth performance. Kim, Lee, and 
Shin (2016) have shown that improving gender equality can contribute significantly to economic 
growth by changing female time allocation and promoting the accumulation of human capital. We will 
now explain briefly how gender inequality was added to the model, the calibration we applied to the 
model, and the results.50 

A. Model Structure

In the model, there are three agents represented in the economy: households, firms, and the government. 
According to the model, each individual lives in three periods: childhood, adulthood, and retirement. In 
retirement, time is allocated entirely to leisure. All individuals, men and women, work in adulthood. The 
wages earned in the adulthood period are the only source of income for individuals in the model. Adults, 
both male and female, supply their time to the labor market and receive wages, dividing their time toward 
four uses: (i) market production, (ii) home production, (iii) child-rearing, and (iv) child education. Each 
individual is either male or female and is endowed with one unit of time in each period of life. Children 
devote all their time to education in the first period of childhood. It is assumed that the total time in 
childhood is fixed and that children must spend a given fraction of it in school. 

Children’s education depends on the educational attainment of the parents and the time they spend 
teaching their children. Boys and girls have the same innate abilities and, thus, the same intrinsic capacity 
to acquire human capital, making education critical for labor efficiency. There are survival rates from 
childhood to adulthood and from adulthood to retirement age, which are treated as distinct. Males 
and females have the same survival probabilities in childhood. However, women have a higher survival 
probability in adulthood, based on data for male and female mortality rates.  

Adults divide their time for four uses: market production, home production, child-rearing, and child 
education. Thus, the time constraint for a female adult is as follows:

ht
w + ht

q + ht
R + ht

e = 1

where ht
w, ht

q, ht
R, and ht

e are the amount of time an adult female allocates to market production, home 
production, child-rearing, and child education, respectively. 

The model assumes that:

ht
mq = f1 ht

q

where ht
mq is the male adult’s time allocated to home production and f1 presents the bargaining power 

of the female partner with respect to home production, and we assume it is exogenously determined 
and constant. When there is perfect equality in home production, this coefficient is equal to 1.  

50  See Kim, Lee, and Shin (2016) for more details. 
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The model assumes that ht
R = (2 − f2  ) nnt where 2n is the time needed to rear a child. Therefore, the time 

a male adult allocates to child-rearing is:

ht
mR = f2 nnt

where f2 represents the bargaining power of a female adult with respect to child-rearing. 

The model assumes that ht
e =ntet

e where et
e is the average time spent by a female adult educating each 

child. The male adult’s time allocated to child-rearing is determined by:

ht
me = f3 ntet

e

where f3 represents the bargaining power of a female adult with respect to a child’s education. 

The education level of children, which will determine their productivity when they become adults, is 
determined by average government spending on education per child, the mother’s human capital e tf, 
and the time allocated to each child’s education by the mother. In the model, it is assumed that mothers 
choose how much time to allocate to home production, child-rearing, and child education. By contrast, 
the bargaining power of female adults determines the amount of time male adults allocate to those 
activities. 

Firms produce market goods using capital, male labor, and female labor. They fully distribute the marginal 
product of male labor to men in the form of wages, but only a portion of the marginal product of female 
labor is distributed to women to reflect discrimination against women in the labor market. The level 
of discrimination is represented by a coefficient d in the model, which equals 1 if there is no gender 
discrimination in the workplace.

B. Model Calibration

One of the objectives of this research was to measure the opportunity cost of gender inequality in 
Mongolia. Therefore, we calibrated the model and found the steady-state values of the economy. We 
then simulated a scenario with no gender gap and compared this simulation with the current steady-
state values. 

The sources used for calibration include Mongolian data reported in the World Development Indicators 
by the World Bank, United Nations, United Nations Children’s Fund (UNICEF), National Statistical 
Office of Mongolia, and Mongolia’s TUS–2019. Some parameter values are based on the studies by Kim, 
Lee, and Shin (2016b) and Agenor (2012). The full list of parameters and their sources are presented in 
the appendix to this report. 

In the model we presented in the previous chapter, there are parameters on the gender gap, and inequality 
at home and in the workplace. Gender inequality at home is derived from the difference in time spent by 
men and women on home production and childcare. According to Mongolia’s TUS–2019, women aged 
18–59 years spend 57 minutes per day on child-rearing and 14 minutes on child education, while their 
male counterparts spend 17 minutes on child-rearing and 6 minutes on child education. Therefore, in 
Mongolia, women spent 71 minutes, and men spent 23 minutes per day on average for childcare in 2019. 
Time spent by Mongolian women for child-rearing is on average 3.4 times longer than for men. The time 
spent each day by Mongolian women on the education of children is on average 2.3 times longer than 
that of men. 
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Table 1: Time Spent on Childcare, Minutes per Day, by Gender

Time spent on Male (aged 18–59) Female (aged 18–59)
Child-rearing 17 57
Child education 6 14
Childcare, total 23 71

Source: National Statistical Office. 2019. Time Use Survey-2019. Ulaanbaatar.  

Coefficients on the bargaining power of a Mongolian female adult in child-rearing (f2) and child 
education (f3) can be derived from time spent on child-rearing and child education by gender  
(see equations 4 and 5 in Chapter III). These are 0.46 and 0.43, respectively.51 The coefficient on 
the bargaining power of a Mongolian female in home production ( f1) is 0.75,52 which is endogenously 
determined by the model.

As mentioned in the previous chapter, gender inequality in the workplace is measured by the parameter 
d, which is the proportion of their marginal product that female workers receive in wages (for male 
workers, wage equals their marginal product). There is no data on the gender gap in the workplace in 
Mongolia. Consequently, we assume that the gender gap in the workplace, d, equals 0.6 in Mongolia 
which is the same in the ROK. 

For some steady-state parameters, we used period averages. The fertility rate is 2.8, which is the average 
rate fertility rate from 2009–2018 in Mongolia. The gross savings rate is 30%, which is the average 
savings rate from 1991–2018, and we used an assumption that the depreciation rate is 8%.53 The steady-
state annual per capita growth rate is 3.9%, which is the average rate from 1991–2018 (see Table 2 in the 
appendix on steady-state solutions for more details).

For some calibrated parameters, we used the latest available annual data. Mongolia’s adult survival rate 
(survival probability for adults to reach retirement age) is 0.786 using 2017 data. We assume that there 
is complete gender equality in education even though data show that the average years of schooling for 
males is 9.9 and females is 10.5, indicating a reverse gender gap in education in Mongolia. The LFPRs of 
males is 69.5% and females is 53.4%. We use the annual LFPR of 2019 for the model simulation to be 
consistent with the latest TUS data from 2019. 

C. Model Results

We estimate the impact of gender inequality on the economy by comparing the performance of the 
baseline scenario with an alternative scenario where there is complete gender equality. In the alternative 
scenario, males and females have the same opportunities and power at home and in the labor market. 

The alternative scenario assumes that changes in social norms regarding the role of women lead to 
autonomous increases in women’s bargaining power within the household. This results in an increase 
in f1 from an initial value of 0.75 to a value of 1.0, which means the husband and wife spend the same 
amount of time on housework (home production). It results in an increase in f2 from an initial value of  

51 

  
52  1=ht

mw+f1 ht
q +f2 vnt+f3 nt  et

e which is time constraint for male combined with equation 4, 5, and 6 where ht
mw  

is the LFPR for male. 
53  Kim, Lee, and Shin (2016b) use 6% of depreciation rate for the ROK, and Bank of Mongolia DSGE model uses 13% of 

depreciation rate for Mongolia. In this research, we assumed 8% of depreciation rate. 
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0.46 to a value of 1.0, which means the husband and wife spend the same amount of time on child-
rearing. It also means an increase in f3 from an initial value of 0.43 to a value of 1.0, which means the 
husband and wife spend the same amount of time on child education. The assumption f1 = f2 = f3 = 1 
means that complete gender parity is achieved between husbands and wives. In this scenario, women 
can spend more time participating in the labor market (or more time on market production) by reducing 
their time on home production and childcare at home with the help of their male counterparts. 

The alternative scenario also assumes that there is no discrimination against female workers in the labor 
market. In the model, this means an increase in d from the initial value of 0.6 to a value of 1.0, which 
means male workers and female workers receive wages equal to their marginal product. Therefore, if 
women receive the same wage as their male counterparts for doing the same job, women will have more 
incentives to participate in the labor market. 

As to be expected, enabling women to choose to spend more time in the labor market and improving the 
equity of remuneration results in much greater female labor force participation. The simulation results 
show that eliminating gender inequality at work and home would increase female labor participation in 
Mongolia from 53.4% to 63.2%. This increase in labor force participation acts as a permanent increase in 
the labor supply, which increases economic output, resulting in an increase of the annual growth rate per 
capita by 0.5% (from 3.9% to 4.4% on average). 

This working paper does not measure the impact of individual policies to support gender equality, nor 
does it measure the impact of incremental change. However, the model result strongly suggests that 
there are significant and long-lasting economic benefits to reducing gender inequality which, in turn, 
underlines the likely highly positive returns to policies and actions that boost gender equality in the 
workplace and in the home. This result has major policy implications, and the focus of the next chapters 
is to consider the international experience of available policy options and use these to frame a set of 
concrete policy recommendations for consideration in Mongolia moving forward.   

Female Labor Force 
Participation Rate

Per Capita
Output Growth Rate

Current level 53.4 3.9
Alternative scenario with complete gender equality at home 
and in the workplace, f1 = f2 = f3 = 1, d = 1 

63.2 4.4

IV. FOSTERING WOMEN’S LABOR FORCE PARTICIPATION:  
INTERNATIONAL PERSPECTIVES

This chapter discusses international experience on childcare policies, budget policies, and gender-
inclusive infrastructure that can support women’s economic empowerment and participation in 
decision-making.    

A. Advancing Gender Equality in the Workplace    

There are many examples of countries that have adopted policies to promote gender equality in the 
workplace that have had real impacts on the ability of women to participate in the labor market. The 
ROK has helped to boost female employment by facilitating more part-time work opportunities and 
amending the tax code to encourage second earners in households. 
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Another example is in Italy, where working parents with children can take 15 days of parental leave at 
50% of pay if the children are below the age of 12, and unpaid if they are older. This is open to both 
employees and those who are self-employed. 

Many countries, including half of the Group of Twenty countries, have established quotas and other 
special measures to promote women’s political participation and representation. Such measures can be 
complemented by promoting a more positive image of women, providing training programs for women 
who wish to pursue a political career, and mentoring programs to improve women’s leadership on 
corporate boards. Some countries have taken dedicated steps to eliminate the gender pay gap—Iceland 
is a good example where the government requires employers with 25 or more employees to certify their 
salary structures annually according to equal-pay-for-work-of-equal-value principles.

Kazakhstan has adopted several policies to encourage firms to invest in the skills of older workers, such 
as tax allowances and tax credits to deduct the training costs of workers. Policies like these can be crucial 
at getting women above the age of 45 (who commonly face age and gender discrimination) into the 
labor market. Training is important more generally, with data from Indonesia revealing that women who 
undertake vocational training are more likely to join the labor force. 

B. Advancing Gender Equality at Home     

Another area where well-targeted policies can have real impact is in the home. Several international 
studies and surveys have concluded that more affordable childcare leads to higher female labor force 
participation.54 Recognizing, reducing, and redistributing unpaid care and domestic work, and providing 
quality affordable childcare increases women’s labor participation and benefits the economy. It has been 
estimated that increasing the number of women in the workforce would raise GDP in OECD countries by 
12% by 2030 from 2010 levels.55 By positioning care as a joint responsibility, OECD research has shown 
that it can promote a more equitable distribution of unpaid care work and can also increase employment 
among mothers. 

Successful initiatives, such as in Finland and Norway, include public policies ranging from the provision 
of childcare facilities to statutory rights for paternal paid leave. For instance, Nordic countries invest 
in early childhood education and provide comprehensive and flexible childcare services, which result 
in employees with small children taking fewer absences from work. In Sweden, parents can stay 
home for a total of 120 days per child per year until the child turns 12 years old, receiving 80% of their 
regular income. Norwegian parents are entitled to 10 paid leave days per year until the child turns  
12 years old, with single parents entitled to 20 days.56 

There is a strong correlation between mothers’ labor force participation and the enrollment of children 
in childcare services in OECD countries. There is also emerging evidence suggesting that childcare 
allows for longer working hours, higher productivity and income, and employment in the formal sector, 
rather than in the informal sector. In Viet Nam, the provision of childcare is associated with 41% higher 
rates of wage employment among women and 26% more women working in the formal sector.57 In a 
comparative study of Japan and the ROK with Norway and Finland, researchers show, among other 
results, that public spending on childcare for ages 6–11 is critically important in helping women to continue 
to work. In the United States, up to an additional 10 weeks of paid leave can be granted to people caring 
for children whose schools are closed or whose childcare provider is unavailable because of COVID-19. 

54  Blau and Currie 2006, Gathmann and Sass 2012, Fong and Lokshin 2000, and Lokshin 1999.
55  OECD. 2012. Closing the Gender GAP: Act Now. Paris.
56  Nordic Council of Ministers. 2019. The Nordic Gender Effect at Work. Copenhagen.
57  World Bank Group. 2020. Better Jobs and Brighter Futures: Investing in Childcare to Build Human Capital. Washington, DC. 
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In Japan, subsidies are being provided to compensate enterprises that have introduced family leave 
for workers affected by school closures to ensure continued salaries. Australia has expanded access to 
income support payments to persons taking care of someone affected by COVID-19.58 Furthermore, 
childcare subsidies have been expanded to cover early childhood educators and parents stranded due 
to extended quarantine or isolation during the pandemic.59 

Mexico has developed the Household Satellite Account since 2011 to provide information about the 
economic value of unpaid care work. The results of the Household Satellite Account have informed 
public policy related to gender equality, care services, and household expenditure and consumption. 
These results have been used to design development indicators for national policy—the National 
Program for Equal Opportunity and Non-Discrimination Against Women 2013–2018—which include 
estimates of women’s contribution to GDP by the economic value of unpaid household work. This type 
of approach has also been taken in other countries, such as Canada, the United Kingdom, and the United 
States. ADB has estimated the value of unpaid care work in Bhutan by showing the pros and cons of 
various approaches and their equivalent measures of unpaid care work as a share of GDP.60 

Investing in quality infrastructure, particularly in rural areas, can potentially free up women’s time to 
pursue economic opportunities. A study in Pakistan reveals that water sources closer to home decreased 
time devoted to housework and increased female employment. In Nepal, ADB supported rural 
women’s economic empowerment by combining increased access to income, assets, and employment 
opportunities with social empowerment initiatives addressing women’s time constraints. Over 3,500 
small community infrastructure projects were introduced, including access to water, sanitation, 
transportation, and time- and labor-saving technologies. The introduction of water taps was particularly 
beneficial, reducing women’s time spent on related tasks by 41 minutes per day on average. These 
initiatives have had positive spillover effects for households, of which 67% were able to dedicate the 
time saved to income-generating activities.

V. CONCLUSIONS AND POLICY RECOMMENDATIONS

Increasing the LFPR of women has high economic returns for the entire economy and should constitute 
a core policy for the Government of Mongolia. This working paper aims to demonstrate the impact of 
eliminating gender inequality in the workplace and at home on Mongolia’s economic growth. Building on 
the international practices outlined in the previous chapter, this working paper concludes with a set of 
recommendations that can increase female labor force participation and boost Mongolia’s economic growth.

To accelerate an inclusive recovery from the COVID-19 crisis, increased female participation in the labor 
force can ultimately boost Mongolia’s economic prospects. There are several avenues that can help 
increase female labor force participation, including labor market policies, increased public awareness 
and capacity building on gender issues, and targeting gender design features in investment projects. At 
the core of this is the need for a “whole-of-government” approach to address gender disparities in the 
labor market by ensuring the timely collection and use of gender-disaggregated data on employment 
for policy making and budgeting purposes. More specifically, the following measures are recommended:   

58  Government of Australia, Department of Education. Child Care Subsidy. 
59  Government of Australia, Ministers of the Education, Skills and Employment Portfolio. 2023. Targeted assistance for child-

care services during COVID lockdown. News release. 23 August. 
60  J. Suh et al. 2020. Valuing Unpaid Care Work in Bhutan. ADB Economics Working Paper Series. No. 624. Manila: ADB.
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A. Enabling Environment 
Adopt relevant International Labour Organization conventions including the Workers with Family 
Responsibilities Convention (C156), the Part-time Work Convention (C175), the Home Work Convention 
(C177), and the Maternity Protection Convention (C183).61 To address harassment in the workplace, 
it is recommended that Mongolia adopt the Convention No. 190 and Recommendation No. 206 that 
recognize the right to work free from violence and harassment, including violence and harassment linked 
to gender-based violence. 

Ensure the enforcement of legal and policy frameworks. To prevent age and gender discrimination 
and protect the rights of women, in particular, young women and women aged 45 and above, it is critical 
to ensure effective implementation of the Law on Promotion of Gender Equality (article 11); Labor 
Code (provision 7.2); National Program on Gender Equality, 2017–2021 (clauses 3.1.1–3.1.4); and sector 
gender policies.62 More specifically, it is critical to monitor and undertake measures against the entities 
making female employees retire against their will. Furthermore, to materialize the recent amendment 
to the Labor Code, effective 1 January 2022, more efforts should be taken toward creating an enabling 
policy environment and ensuring enforcement actions in both public and private entities.63 In addition, 
accounting for women’s longer average life expectancy, the government should consider equalizing the 
retirement age for women and men. 

B. Economic Measures  
Introduce gender-responsive policy options and incentives as part of the COVID-19 recovery and 
beyond to avoid the further decline of female LFPR. To enable more women to work and access higher-
paying sectors of the economy, gender-responsive fiscal policies should be designed to create conditions and 
incentives for women to work. This may include tax regimes that can be more favorable for working families 
and the provision of subsidized childcare. The introduction of tax allowances and tax credits to encourage 
business entities to adopt re-skilling programs for mothers wishing to re-enter the labor market and female 
employees aged 45 years and above could also be considered. These actions should be complemented 
by more flexible and family-friendly work arrangements to reduce the constraints to female labor force 
participation from domestic responsibilities. These arrangements could include shorter hours or working 
weeks, remote working, part-time jobs, and working from home. These efforts must be accompanied by the 
provision of sufficient affordable and quality childcare services. The government should also prioritize the 
funding of research and evidence-building to formulate policies that will increase female LFPR. 

Increase investment in early childhood education and care. Provide carefully designed targeted support 
measures to preserve equity and boost work incentives, including increasing access to and availability of 
early childhood education and care services to free up the time of parents. Due consideration should 
be given to ensure that the cost of such services is affordable and available to the parents who need it 
most.64 

61  These conventions require governments to (i) take into account the needs of workers with family responsibilities in community 
planning and develop community services, such as childcare and family services and facilities; (ii) ensure that part-time  
workers benefit from equivalent conditions in relation to maternity protection, termination of employment, and other terms and 
conditions of employment; (iii) promote equality of treatment between homeworkers and other wage earners (e.g., in relation to 
protection against discrimination, remuneration, and social security); and (iv) provide at least 14 weeks paid maternity leave.   

62  Government of Mongolia, Ministry of Education, Culture, Science and Sports. 2018. Gender-Responsive Policy for  
Education, Culture, Science and Sports Sector, 2017–2024; Government of Mongolia, Ministry of Labor and Social  
Protection. 2018. Gender-Responsive Policy for Population, Labor and Social Protection Sector, 2018–2024; and  
Government of Mongolia, Ministry of Food, Agriculture and Light Industry. 2018. Gender-Responsive Policy for Food, 
Agriculture and Light Industry Sector, 2018–2025.

63  Measures such as entitlement of 10 days paid paternity leave; and prevention and redress mechanisms for workplace 
harassment, in particular, sexual harassment.

64  OECD. 2020. Is Childcare Affordable? Policy Brief on Employment, Labour and Social Affairs. Paris.  



20   ADB East Asia Working Paper Series No. 56

In the COVID-19 era, employers should regularly check in with their employees regarding their 
childcare and family needs, concerns, and possible solutions. There are several ways in which 
employers can respond to the needs of their employees and offer family-friendly support, such as  
(i) providing childcare services to essential staff, including those in working in health care; (ii) allowing 
home-based work where possible; (iii) offering flexible work options (even during home-based work); 
and (iv) allowing staff to take paid family and emergency leave.65  

Promote gender-sensitive career guidance for adolescent girls and boys to address occupational 
gender segregation. It is crucial to encourage women to enter nontraditional employment and revenue-
generating roles to promote their empowerment in the workplace, marketplace, and community.66 
Moreover, further studies need to be undertaken to assess which sectors are the least conducive to the 
participation of women, so that policy making can be adapted to the specific needs of these sectors and 
the women interested in looking for employment in these sectors. 

Strengthen the client orientation of labor market intermediation services and improve the 
responsiveness of employment promotion programs to gender-specific constraints. It is crucial to 
develop job-matching services to help women find opportunities, receive career counseling, increase 
their employability and social networks, and learn how to negotiate better working conditions and wages. 
It is also critical to promote lifelong learning to enable women, particularly those returning to work after 
a period of absence, to keep up with technological changes in the rapidly changing workplace.

Promote women’s political participation, agency, and leadership. Mongolia ranks 120th out of 153 
countries in the gender gap subindex on political empowerment.67 Only 22.8% of political appointees are 
women despite representing 60.4% of employees in public services. When women are involved in decision-
making, gender concerns are better addressed in policy making and budgeting. In line with the UN Women’s 
Empowerment Principles, it is important to implement gender-sensitive recruitment and retention practices 
and proactively recruit and appoint women to managerial, executive, and board positions. 

Promote the guidelines on gender-inclusive workplace for private sector entities. Expanding female 
entrepreneurship could help promote women’s labor force participation more broadly, as women 
entrepreneurs are more likely to hire other women as employees. Furthermore, to make the workplace 
gender-inclusive and family-friendly, it is crucial to disseminate and implement the guidelines on gender-
inclusive workplaces in private sector entities developed with ADB support.68 To do so, the government 
should consider incentives to recognize and/or incentivize employers to introduce gender-inclusive 
workplace practices. This should be supported by systematic training of administrative and human 
resource staff on gender disparities in employment, gender-inclusive workplaces, and the implications 
for human resource policies and internal labor regulations. 

Challenge the normalized understanding of organizational culture and work environment. Public and 
private entities should (i) survey their employees to find out what they truly need during the pandemic, 
(ii) re-examine the existing policies and corporate activities to see if they are providing the necessary 
support for women and caregivers, and (iii) implement flexible policies to meet the specific needs that 
women and families have.69     

65  International Finance Corporation. 2020. Childcare in the COVID-19 Era: A Guide for Employers. Interim guidance for  
employers in a rapidly changing global situation. Washington, DC. 

66  There are multiple frameworks and initiatives to support gender equality in the private sector and in the workplace,  
such as ILO conventions and normative instruments by the UN Global Compact, UN Women, EDGE, and others  
(e.g., Women’s Empowerment Principles; and ILO’s Convention on Violence and Harassment, No. 190).

67  World Economic Forum. 2021. The Global Gender Gap Report 2021. Geneva. 
68  ADB. 2016. Technical Assistance to Mongolia on Gender-Responsive Sector and Local Development Policies and Actions. Manila.
69  M. Price. 2021. How to Champion Women in a Hybrid Workplace. Opinion published in HR Dive.   
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C. Social Norms and Childcare: Investing in the Care Economy and Care Infrastructure

Transform the inequities of unpaid care work into a new, inclusive care economy that works for 
everyone. Unpaid care work performed in the household is typically precious to society—for example, 
children’s education. In the long run, it is recommended to explore options for valuing unpaid work 
through policies to (i) reward activities or offer incentives to men and women who perform unpaid work, 
and (ii) change societal perceptions and behavior toward unpaid care work. 

Assure universal access to quality affordable childcare. Following the recommendations of 
international organizations, including ADB, the government, in collaboration with businesses and civil 
society should conduct an assessment of the care economy, including affordability of quality care costs 
and infrastructure needs to (i) identify entry points for policy and investment, and (ii) meet the needs of 
working families in both the formal and informal sectors. Building upon government policies, businesses 
should (i) assess any remaining employee childcare needs, in collaboration with worker representatives 
and labor unions; (ii) invest in solutions to meet these needs; and (iii) where appropriate, support 
meeting any remaining needs of the surrounding community.70 

Ensure sustainable capacity development of the childcare workforce. The government should 
allocate public funds and seek the support of the private sector and donor agencies to develop the 
capacity and sustainability of the childcare workforce, particularly to address the needs of children 
with disabilities.71

Increase public awareness on gender equality to change prevailing gender norms. This could 
begin with a national debate on women’s unpaid care work using the Time Use Survey of the National 
Statistical Office. This is an important step in understanding the need to rebalance female unpaid 
care work by recognizing and rewarding unpaid work. In the long run, it is recommended to explore 
options for valuing unpaid care work, such as child-rearing and education. To further increase public 
awareness, evidence-based and targeted communication efforts are critical to sensitize the general 
population. Specific emphasis should be placed on the inclusion of men and boys in these programs. 
The use of television and social media channels are effective ways of awareness-raising, but these 
need to be reinforced by tailored community-based communication campaigns and workshops. 

Integrate gender design into infrastructure projects to address women’s time poverty. Project 
experiences show that proactive gender-friendly design features in infrastructure projects can support 
women’s participation in the labor market. Designing infrastructure interventions in urban development 
that consider the location of water points or latrines can significantly benefit women. In transport, design 
features in bus stops and street lighting can foster the use of public transport by women and, ultimately, 
their ability to participate in economic activity. In some electrification and road connection projects, 
facilities such as marketplaces and training programs are provided to improve income opportunities 
for women. In the energy sector, professional networks can be promoted to help women access 
nontraditional occupations, such as frontline engineers. 

70  UNICEF. 2019. A Policy Brief. Family-Friendly Policies: Redesigning the Workplace of the Future. New York.
71  ADB, ILO, UNDP and UN Research Institute for Social Development have started a joint regional study in 2022 on  

promoting investments in sustainable childcare in Asia and the Pacific, which includes Mongolia.
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APPENDIX: PARAMETERS USED IN MODEL ESTIMATION

The calibration parameters and steady state solutions are presented as follows: 

Table A.1: Calibrated Parameters

Parameter Value Description Source
Households
ρ 0.2843 Annual discount rate, time discount Endogenously determined in the model
σ 0.8 Inverse of elasticity of substitution,  

intertemporal elasticity of substitution 
J. Kim, J. Lee, and K. Shin. 2016. Impact of Gender 
Inequality on the Republic of Korea’s Long-term 
Economic Growth: An Application of the  
Theoretical Model of Gender Inequality and 
Economic Growth. ADB Economics Working 
Paper. No. 473. Manila: ADB.

PA,PC 0.786 
0.9795

Average adult, 
Child survival probability 

Adult mortality rate is 1 minus probability of 
dying between ages 15–60. Source: UN. World 
Mortality 2017 Data Booklet. 
https://www.un.org/en/development/desa/
population/publications/pdf/mortality/World-
Mortality-2017-Data-Booklet.pdf.
Child survival probability is 1 minus probability of 
dying at ages up to 5 multiplied by * that of ages 
5–14. 
https://data.unicef.org/topic/child-survival/child-
survival-sdgs/.

δ 1.05 Preference parameter for number of 
children

Same as in Kim, Lee, and Shin (2016)

ηe 0.2 Preference parameters for children’s 
education

Same as in Kim, Lee, and Shin (2016)

ηq 12 Family preference parameter for home 
production output

Same as in Kim, Lee, and Shin (2016)

ηc 3.5 Preference parameter for consumption Same as in Kim, Lee, and Shin (2016)

υ 1.2731 Rearing time needed per child  Endogenously determined in the model
ε et Average education time spent for each 

child
Endogenously determined in the model

Home output
γ 0.122 Curvature of production function Same as in Kim, Lee, and Shin (2016)
f1 0.62 Bargaining power of a female in home 

production
Researcher’s calculation based on raw data of 
Time Use Survey Mongolia (2015)

f2 0.73 Bargaining power of a female in  
child-rearing

Researcher’s calculation based on raw data of 
Time Use Survey Mongolia (2015)

f3 0.75 Bargaining power of a female in  
child-rearing

Researcher’s calculation based on raw data of 
Time Use Survey Mongolia (2015)

q 55.0195 Endogenously determined in the model
χ 0.8 Output elasticity of female and male 

education 
Same as in Kim, Lee, and Shin (2016)

continued on next page

https://www.un.org/en/development/desa/population/publications/pdf/mortality/World-Mortality-2017-Data-Booklet.pdf
https://www.un.org/en/development/desa/population/publications/pdf/mortality/World-Mortality-2017-Data-Booklet.pdf
https://www.un.org/en/development/desa/population/publications/pdf/mortality/World-Mortality-2017-Data-Booklet.pdf
https://data.unicef.org/topic/child-survival/child-survival-sdgs/
https://data.unicef.org/topic/child-survival/child-survival-sdgs/


Market output
α 0.4 Elasticity with respect to labor input Same as in Kim, Lee, and Shin (2016)
d 0.6 Gender bias in the workplace Same as in Kim, Lee, and Shin (2016)
Y 1 Same as in Kim, Lee, and Shin (2016)
Human capital
ν1 0.4 Elasticity with respect to public spending 

in education
Same as in Kim, Lee, and Shin (2015)

ν2 0.3 Elasticity with respect to public-private 
ratio

Same as in Kim, Lee, and Shin (2016)

e 9.8180 Endogenously determined in the model
Government
τ 0.163 Tax rate on marketed output Same as in Kim, Lee, and Shin (2016)
μ 0.39 Education spending efficiency parameter Same as in Kim, Lee, and Shin (2016)
φ 3 Factor of unproductive, exogenous 

government expenditure to educational 
expenditure

Same as in Kim, Lee, and Shin (2016)

Table A.2:  Steady-State Solutions

Variables Value Description Source
n n=2.8 Fertility rate Average fertility rate for 2009–2018 was 2.8  

according to National Statistical Office (NSO) 
statistics. 
https://www.1212.mn/tables.aspx?TBL_ID=DT_
NSO_0300_029V1.

hm 0.695 Labor force participation rate of 
males 

Labor force participation rate of males in 2018, 
NSO.

hw 0.534 Labor force participation rate of 
females

Labor force participation rate of females in 2018, 
NSO.

em/ef 9.9/10.5
B=0.5

Male–female ratio of total 
schooling years 

We assume same for schooling years as in J. Kim,  
J. Lee, and K. Shin. 2016. Impact of Gender 
Inequality on the Republic of Korea’s Long-term 
Economic Growth: An Application of the  
Theoretical Model of Gender Inequality and  
Economic Growth. ADB Economics Working  
Paper. No. 473. Manila: ADB. Mongolian data  
shows 9.9 years for male, 10.5 for female. 

θ 0.22 Net savings rate Net domestic savings rate is gross savings rate minus 
depreciation rate. Average gross savings rate was 30% 
for 1991–2018, according to World Bank data. 
https://data.worldbank.org/indicator/ny.gns.ictr.zs. 
We assume depreciation rate to be 8%. Kim, Shin, 
and Lee (2015) have depreciation rate of 6% and 
BoM DSGE assumes depreciation rate of 13%. 

γ Y/N 3.16
(=(1.0391)30-1)

Per capita growth rate Average per capita income growth for 1991–2018, 
NSO.
https://www.1212.mn/tables.aspx?tbl_id= 
DT_NSO_0500_012V1&13999001_ 
select_all=0&13999001SingleSelect=_T3_T2_
T1&GDP_03_select_all=0&GDP_03SingleSelect
=_1&YearY_select_all=1&YearYSingleSelect=&vie
wtype=table.

Table A.1: continued
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https://www.1212.mn/tables.aspx?TBL_ID=DT_NSO_0300_029V1
https://www.1212.mn/tables.aspx?TBL_ID=DT_NSO_0300_029V1
https://data.worldbank.org/indicator/ny.gns.ictr.zs
https://www.1212.mn/tables.aspx?tbl_id=DT_NSO_0500_012V1&13999001_select_all=0&13999001SingleSelect=_T3_T2_T1&GDP_03_select_all=0&GDP_03SingleSelect=_1&YearY_select_all=1&YearYSingleSelect=&viewtype=table
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Impact of Gender Inequality on Long-Term Economic Growth in Mongolia 

Increasing the participation of women in the labor force can help boost overall economic growth in Mongolia, 
where the participation rate for working-age women is 53.4%, compared to 68.3% for men. The coronavirus 
disease pandemic is expected to have worsened this gender gap. Asian Development Bank estimates show 
that eliminating gender inequality at work and at home would increase female labor force participation in 
Mongolia to 63.2%, which would boost the annual per capita economic growth rate by 0.5 percentage points. 
The paper provides recommendations such as enforcing gender-responsive legal and policy frameworks and 
investing in childcare and education.
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