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Introduction:
The topic that will be discussed in this report is about the ongoing issue about gender pay gap in the UK. Latest data will be used in relation to gender pay gap and logical implications will be made from it. There is a huge debate surrounding the higher paid jobs and so-called CEO’s which is male dominated in comparison to females. This could be considered as unfair because women are not given the fair chance for the possibility of promotion to senior roles by the upper hierarchy. An argument is also presented that part of major contracts, males have the chance to secure higher paid bonuses than women which shows the favouritism they may have. In addition to this argument, arguably there is no sector that pays women more than men (BBC, 2018). This proves the unfair advantage women have compared to men today as no platform is provided for them to have an upper advantage. Further in this essay, there will be a continuing debate to what results in the gender pay gap.    
Main Body:
Gender pay gap exists widely in the UK industries. One explanation that this takes place is because within the senior hierarchy in most companies, there is male control in the panel (Financial Times, 2018). Due to the lack of representation of women in these senior roles, the men at the hierarchy will be more likely to stick with the existing structure that is working. There is no need for change and making a risky decision which may involve uncertainty regarding how women would handle these high-pressure roles. Women not having many role models to look up to in senior roles makes their life more difficult as the access to these positions are severely limited. 
According to the Independent (2018), “analysis of the top jobs in the art, business and public sectors found men made up more than 50 per cent of the workforce in every position apart from two”. This shows that organisations are being heavily biased towards men and vast levels of inequality exists between the two genders. For this to change, laws and policies needs to be introduced to increase the female representation to have a better chance of achieving these higher paid jobs. These laws need to be enforced so they are given the chance to perform and having women given the opportunity can improve the brand image in the media which can only help the reputation. Employers are to blame for this ongoing issue as they are not willing to have a diverse hierarchy and are strictly sticking to their current all-male pecking order.
One reason to blame for the gender pay gap is the attitude that people have regarding the issue of gender pay gap. People that contain power within firms have a negative attitude towards women’s rights in the workplace as there should be male domination (Janssen et al., 2016). They may perform actions which are considered as discriminatory behaviour. Wages in comparison to both genders may differ because men are given the benefit over women. An additional reason is that in some workplaces, occupational segregation may take place in firms. This means that females are consistently working with each other and males are given higher priority regarding the importance of the tasks. The opportunity for females to be given roles where it is more significant isn’t given as this shows that the hierarchy in some companies do not trust their skills and attributes to perform at a high level. This could be considered as sexism from the upper hierarchy at organisations since they believe women do not have the nerve to take on high pressure related jobs. The awareness of occupational segregation needs to be evident within all businesses so women can be equal to men as it is about equality and not one gender being above the other (Beyer, 2018). These common stereotypes about women are stalling their progress in the workplace and chances are not being provided as they are being held to a halt. 
Another reason that is to blame for the gender pay gap is that men are more likely to be hired for jobs that are involved with higher wages compared to women. These jobs require high intensity levels which means that individuals must be concentrated for long periods without making any errors (Lindley, 2016). Certain tasks will include work to be completed according to deadlines which will involve stress. These types of industries will contain most of men as women have other factors which may possibly lead them to not handling the pressure which is what the hierarchy believes such as: having children, prioritise on family. Some of the factors that have been stated can be considered as discrimination towards women. One reason is that there are confidence issues in relation to women compared to men. Confidence is a major factor in job positions because men that are highly confident which is a positive characteristic translates into their behaviour of getting to higher positions that they desire (Santos-Pinto, 2012). Some women do not display that type of confidence which may show their incapability’s towards the hierarchy as they are not ready yet to take bigger and better responsibilities in the firm. If the majority of women were superbly confident and challenging men in the hierarchy to why they are not receiving the best jobs then a different argument can be created with evidence.  
[bookmark: _Hlk512943451]The secondary data that has been collected which contains evidence of the existence of gender pay gap will be included. One statistic according to the Parliament (2018), “median hourly pay for full-time employees was 9.1% less for women than for men at April 2017”. This figure shows that there is a significant difference between both genders’ pay regarding their full-time positions. Women are outraged by the fact that they are performing the same role as men in certain positions but are receiving a lot less in comparison which seems disappointing for them. The concept of the gender pay gap needs to be addressed in the media as if the journalists in newspapers are highlighting the issue non-stop then actions can be taken from the following government in charge (Khoreva, 2011). If the media were to increase the issue of gender pay gap then the awareness would increase as women can perform several actions such as: potential protests so their voices are heard within the UK. However, from the male’s perspective, there is a case that men contain more stability in one job than women as they are more likely to plan long-term. This is because from a firm’s perspective, they can perceive women to have short-term plans regarding their plans to expand their own families which may be risky from the hierarchy’s view. It is more likely that women as they grow older may view their career as secondary with their children being the primary focus since they would invest more hours of the day to be with their close ones rather than be at the workplace. Mothers are more likely to spend valuable time with their children as they would be more inclined into part-time employment where the hours in the workplace are restricted in comparison to full-time. This shows that the balance between both professional and personal is a difficult one to maintain as flexibility is the issue where both commitments would need to be made equally.
Another figure from the Parliament (2018), “median hourly pay for part-time employees was 5.1% higher for women than for men”. This is very fascinating from an organisation’s perspective because women are highly valued for part-time positions as the senior hierarchy would want to pay part-time roles lower pay than people in full-time positions. There is also the suggestion that more women compared to men apply for more part-time positions due to their timetable as they may have other priorities on their list which organisations may view differently.    

  
The primary data has been collected from a first-hand basis in a classroom full of students that have experienced the surroundings of the workplace environment. The findings of the survey have resulted that they have seen their female colleagues’ earnings which are significantly lower than what males earn in their respective jobs as part-time positions. This shows that the gender pay gap exists in different age groups including the younger generation. Organisations are taking advantage of the fact that they are female and are content with the differential pay between both genders. The upper hierarchy are to blame for the major gap between both genders’ pay as they are not willing to accept equality regarding both genders. Other results of the questionnaire show that females are highly unsatisfied with their treatment by their organisation including managers. This supports that females are being discriminated by the upper levels of the hierarchy and feel that some male co-workers have a closer relationship with them as they are given more opportunities to shine. Favourable treatment towards the male workers allows them to have more meaningful roles with bigger responsibility to perform high-pressure tasks which are crucial for the business. Female workers would feel very unhappy with these decisions because they are not being given the chance to progress through the ladder in the firm and would be encouraged to move away. Their confidence levels will be hit with a severe blow with the next challenges that they undertake because their mentality will be negatively affected as their mindset may involve with the thinking that the hierarchy doesn’t believe in their abilities. The individual may be downbeat and feel that they are not good enough to take on higher risk roles. The hierarchical authorities can have an important impact on the psyche of female staff. 
Another factor to blame for the supposed gender pay gap is the housework myth (Guardian, 2018). In the past, women were housewives and to look after the children by staying at home. While, men were supposed to earn a sufficient income to support the family including their wife and children. Policies need to be enforced which organisations must follow to avoid any fines or violations of conduct so women and men can be on equal terms. One reason for the ongoing issue is that women find themselves doing professions which are lowly skilled that are involved with low incomes. These issues will need to be addressed immediately via the media and government for both genders to be treated equally in organisations.
Conclusion:
Overall, there are many reasons which contribute to the fact to why gender gap exists in many industries within the UK. One reason is that within the senior hierarchy, many females are not in senior positions so there is not a platform to look up to. The male dominated authorities will be intimidating for females as they feel that it will be a tough ask to progress up the pecking order. Another reason is that some organisations may have a negative attitude towards women and their rights within the workplace. Women may feel disheartened with their treatment as it would be evident of the discrimination that takes place with the female workers. An additional reason is that men have a higher probability to be employed for jobs that involve higher pay than women because these jobs often come with high pressure as tight deadlines need to be met accordingly. High intensity is required as there is no room for any costly mistakes. The secondary data in support of the gender pay gap is that according to the Parliament (2018), “median hourly pay for full-time employees was 9.1% less for women than for men at April 2017”. This figure needs to be addressed widely in the media as the UK needs to see that in a western society, there are huge gaps between both genders. The national government and with the Conservatives in charge, they can enforce laws to protect women as organisations must pay both equally if they are performing identical roles. The primary data has been collected by participants in a University which states that females are not in the right state of mind at the company that they currently work for. Lastly, the housework myth has a part to play which history suggests that men are overwhelming dominant in senior positions in major organisations. For this common stereotype to be removed from their minds, it is the 21st century where equality needs to be addressed at a larger extent so organisations are no longer stubborn regarding the dominance of men and are willing to adapt to newer changes where women can be considered as equal to men.  
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