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The Present Scenario of Gender Pay Gap



Executive Summary
The gender pay gap is a delicate and complex issue. This depends more on women's work. The biggest difference is in the salaries of financial advisers in the profession. In fact, four of the top ten positions with the largest pay gap are financial advisors. The sector continues to be managed by men, which are part of the reason why their salaries are higher than those of women. Despite the fact in the United Kingdom, the majority of men share the same salary as women. The gap is caused by unconscious biases, inconsistent salary practices and new employees according to their previous positions. Moreover, the pay gap between genders has a great impact on the economy.
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Introduction
The wage gap between the genders clearly demonstrates the current inequalities and barriers to entry into the labor market for women. Unequal pay is an important factor that affects current job sector in United Kingdom. Almost a quarter of the women surveyed believe that their salaries are unfair compared to men. British women earn 79 cents for every dollar that men earn, but for women this field is much worse. Overcoming this is important to keep women in the workplace. If an employee detects that a colleague is earning more, approximately half of the employee will leave.
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The company's salary premium is a common and economically important feature of labor market performance. If a woman can work in a company that provides a low premium, or if the employee's premium is lower than the premiums compared to a male employee of a company with high wages, these premiums lead to a gender difference in wages (Card, Cardoso and Kline, 2015). In high-margin companies, women employees receive approximately 90% of male wages. It is unlikely that both will work in less efficient companies that pay lower premiums.
During the payroll process, the treatment to women varies from company to company, which may explain the unequal pay approach. The EU practice laws prohibit unequal treatment between gender and race within the company. Companies with more market power differentiates women more during pay (Brynin and Güveli, 2012). The policies of employment and dismissal can play an important role in reducing the wage gap between genders. On the supply side, men and women can establish different values ​​for the non-wage aspects of the salary, which can lead to some differences in the salary component.
The traditional factors of the integration of women and men in human capital play an important role in reducing the gender wage gap. Through women not only reduce men in education, they are lagging behind in terms of equal pay (Blau and Kahn, 2017). The gender difference in the upper part of the wage distribution seems to be slower than the middle and lower part. The psychological or non-cognitive capacity is one of the new interpretations of gender differences.
The different skill levels and positions in the economy can have a significant impact on the gender gap in general labor market prices. In particular, given the more important role played by unions and other central payment agencies in the countries, the wage structure of many OECD countries declined, in contrast to helping to reduce wage distribution by increasing total wages by gender (Bargain, Doorley and Van Kerm, 2018). Within the United States, compared to men, this also seems to decrease the employment rate of women and increase the unemployment rate of women, because the expected high level of wages is binding.
Working hours became the most important factor in recognizing wages between genders, and then there was labor discrimination (Mandel and Semyonov, 2014). Personal characteristics and human capital resources, especially in recent years, constitute only a small part of the differences. In addition, the main factor that caused the wage gap between the two sectors to be reduced was the reduction of the salary fines that women incurred in the labor market. While the reduction in fines can be attributed to some unrealized characteristics, it also reflects a reduction in income discrimination based on gender.
The gender gap in the public sector is much greater than what the private sector cannot explain. The gender gap in the private sector narrowed more than the public sector. The decline in the private sector continued until 2010, but in 2000 the public sector came to a complete halt. Although working hours have become the most important factor in gender wage inequality in both sectors, their impact is dominant in the private sector (Bargain, Doorley and Van Kerm, 2018). Obviously, the increase in the salary distribution of women is not enough to overcome the difference in wages, since the hours of work for the determination of wages are increasingly important. Over time, the decrease in gender discrimination may explain the impact on the wage gap in the gender sector in the professional sector. 
After 15 years of parenting, the percentage of gender differences in the income of men and women increased by thirty five points compared to preschool education. The corresponding increase in the gender difference in the rates is 10% (Angelov, Johansson and Lindahl, 2016). The effect of parents on gender differences increases without increasing the income and salary gap between husband and wife. Husband and wife are important in the degree to which fathers affect income and wages. In other words, an important determinant of the negative effects of parents on women's income and wages are the potential earnings expectations of women. 
Although the rates of education and labor participation of women in the world have increased in the last decade, the differences between the income of women and men remain different. In sub-Saharan Africa, women earn between 6% and 30% less than men, even though women make up more than 60% of the workforce (Nopo, Daza and Ramos, 2012). Gender differences in the labor market can exceed income, including job satisfaction and promotion opportunities. It is necessary to understand the sources of gender differences in the labor market to increase the income associated with women's outcomes. 
In Portugal, women are paid more than men. The leadership of women is determined by the proportion of women who belong and are managed. The Italian both public and private sector reduced the wage gap for the distribution of salaries of key workers (Shen, 2013). The proportion of women in senior management is related to the low salaries of male and female employees, but this result is not strong for fixed effects and trends that involve specific times of the company. As a result, the displaced workers follow the men and women who work in the same factory and become employees of the same company after the closure of the factory.
Compared to men, women's wages are lower, but the difference between men and women is lower than wage losses. If the Board of Directors constitutes more women and the main actor is a woman, she is more likely to support or favor other women. After training courses for male and female supervisors, a male or female trainee was randomly assigned to the production line of the Bangladeshi Garment Factory (Card, Cardoso and Kline, 2015). Companies that want to hire more female managers can make a lot of money because male managers do not perform as well as men in other positions at the beginning (although they will do so in the future) and male employees lose their motivation.
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To conduct the research, twenty business women were selected to gather their opinions on the gender pay gap in the corporate sector of United Kingdom. Their age ranges are between twenty-five and thirty-five years old. They answered 10 questionnaires, including multiple choice answers and public answers, to expand their beliefs and real life experiences. The data collected was analyzed and formed the basis of the gender pay gap. The results are very interesting and informative according to the businesswomen of today.
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Type of gender in power positions 
	Type 
	No of responses

	Male
	12

	Female
	6

	Equal amount of both
	2




Fair Representation
	Type 
	No of responses

	Yes
	8

	No
	12




Crucial in being a power position
	Type 
	No of responses

	Yes
	16

	No
	4




Equal pay
	Type 
	No of responses

	Yes
	14

	No
	6




Gender Type of Chief Executive Officer 
	Type 
	No of responses

	Yes
	14

	No
	6






Gender Type of Chief Financial Officer 
	Type 
	No of responses

	Yes
	18

	No
	2




Gender Type of Chief Operation Officer 
	Type 
	No of responses

	Yes
	12

	No
	8




Gender of majority in Board of Directors 
	Type 
	No of responses

	Male
	14

	Female
	0

	Equal amount of both
	6




Business affected most by gender pay gap
	Type 
	No of responses

	Finance/ Accounting
	10

	Management
	8

	Human Resources
	0

	Marketing
	2

	Information Technology
	0




Business affected less by gender pay gap
	Type 
	No of responses

	Finance/ Accounting
	0

	Management
	2

	Human Resources
	12

	Marketing
	6

	Information Technology
	0
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The findings from the research are summarized below:
· Most people responded that there is more men when they are asked if there are more men or women in power positions in the company they work for.
· Most people also believe that women are not adequately represented in the company.
· Fourteen women responded that their CEOs are men and six said they are women. Similar is the case for the positions of CFO and COO. It is clear that women fall behind men in these positions, and they also dominate the financial sector in these companies and in many other companies.
· When the composition of the Board is asked specifically from a gender perspective, the results are as expected. Fourteen women said there were more men than women, four women responded women and two women did not respond.
· Increasingly, companies are not led by women to collect new ways of thinking.
· One of the most interesting parts of the study was when four women were not asked if they believed that the presence of women in positions of power was important for success. Their reactions are very surprising. They think that women are not always necessary and have been successful in the past while performing at power positions. However, in some cases, women offer different opinions and ideas that are fundamental to the success of the company.
· As twenty women work in the business world and maintain their careers, they were asked about the most affected areas and the least affected areas of gender pay gap. With respect to the most effective areas, it is clear that financial / accounting positions and managerial positions are highly influenced by the gender wage gap. From these answers, it is clear that stereotypes and gender roles have a great impact in the field of business and that men and women choose to work and get used to working. This difference also shows that it is impossible to resolve the gender wage gap.
· Finally, when asked if they thought it was necessary to eliminate the gender and wage gap, all participants thought that there should be very good signs.
In general, 20 women entrepreneurs have been very helpful and have presented a very interesting topic regarding the difference in wages between genders and they expected to participate actively in the survey. 
Gender pay gap not only demonstrates the difference between the genders, but it is also an alarming problem for women who believe that there are better opportunities for equal treatment in these areas. To eliminate wage differentials between genders, more women need to enter typical areas where men are dominant. In addition to the world of business, women, including all professions, are less than men in all professions. 
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The following recommendations focus on the transparency of payment, which is essential for the effective implementation of the principle of equal pay at work. If implemented, it will be a toolkit for special measures that help employers take a specific approach to improving payroll transparency, which includes:
· Employers should ensure that employees are not classified according to gender and provide them information on salary levels for job categories in the same or equal value;
· They should regularly report the salary structure according to gender or employee category (applicable to both large and medium businesses);
· They should perform pay audits, especially in large businesses and
· They should include equal pay for equal work in collective bargaining.
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Reducing the gap is advantageous to the businesses. Employers through supporting gender equality can help improve working conditions for all. Paying the real skills of women and men and caring about their contributions will also help to recruit the best and most talented employees. The use of women's skills is a valuable resource for the entire economy and society. Wages that do not comply with the training and experience of employees can prevent the labor market from entering or remaining in the labor market that is less efficient than the labor market with the most favorable conditions. Finally, reducing the wage gap between the genders helps create a more just society that provides financial and economic independence for all.
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Questionnaire on Unequal Pay
1. What is the type of gender in power positions at your organizations?
· Male
· Female
· Equal amount of both
2. Are women at your organization fairly represented?
· Yes 
· No 
3. Is it crucial for women to be in power positions at the organizations?
· Yes
· No
4. Are women at your organization paid equal as paid to the men in the equal position?
· Yes
· No
5. Is the Chief Executive Officer of your organization female?
· Yes
· No
6. Is the Chief Financial Officer of your organization female?
· Yes
· No
7. Is the Chief Operation Officer of your organization female?
· Yes
· No
8. What is the type of gender of the members in the Board of Directors at your organization?
· Male
· Female
· Equal amount of both
9. What is the type of business affected most by the gender pay gap?
· Finance/ Accounting
· Management
· Human Resources
· Marketing
· Information Technology
10. What is the type of business affected less by the gender pay gap?
· Finance/ Accounting
· Management
· Human Resources
· Marketing
· Information Technology






Percentage of Responses	Yes	No	0.8	0.2	

Percentage of Responses	Yes	No	0.7	0.3	

Percentage of Responses	Yes	No	0.7	0.3	

Percentage of Responses	Yes	No	0.9	0.1	

Percentage of Responses	Yes	No	0.6	0.4	

Percentage of Responses	Male	Female	Both	0.7	0	0.3	

Percentage of Responses	Finance/ Accounting	Management	Human Resources	Marketing	Information Technology	0.5	0.4	0	0.1	0	

Percentage of Responses	Finance/ Accounting	Management	Human Resources	Marketing	Information Technology	0	0.1	0.6	0.3	0	

Percentage of Responses	Male	Female	Equal amount of both	0.6	0.3	0.1	

Percentage of Responses	Yes	No	0.4	0.6	
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