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GENDER PAY GAP
The auto upholstery industry where I have been working for over a year now has revealed the pertinent problem of gender pay gap as it is a predominantly male industry. While this subject has been ongoing for centuries and has been widely debated, very little progress has been made. Wisniewska et al (2020) states that “more than three out of four UK companies pay their male staff more than their female staff, and in nine out of 17 sectors in the economy, men earn 10 per cent or more on average than women”.

[bookmark: OLE_LINK7][bookmark: OLE_LINK8][bookmark: OLE_LINK5][bookmark: OLE_LINK6]The gender wage gap is a measure of pay disparity between women and men. That is simply the “measure of what women are paid relative to men. It is commonly calculated by dividing women’s wages by men’s wages, and this ratio is often expressed as a percent or in dollar terms” (Gould et al, 2016). The United Kingdom has recorded the highest gender pay gap amongst the nations in the European Union. This issue, although a nuisance, was not illegal in the UK until 1963. The awakening happened in the UK following the proposition of the Equal Pay Act of 1963 by the USA. The Equal Pay Act was subsequently formed in 1970 and was an Act of the Parliament of the United Kingdom that banned any less favourable treatment between men and women in terms of pay and employment conditions. There was a sturdy reduction in the pay gap from 1972 to 1992. There has, however, been slow progress since 1992. The Equal Pay Act since 2010, has been superseded by Part 5, chapter 3 of the Equality Act 2010.  

“The average gender pay gap across all medium and large-sized company was 8.2% as measured by median pay” as of 2018 (Office for National Statistics, 2020).  In 2019, the gender pay gap was 17.3%, that is, for every £1 paid to men, women were paid approximately 83p. In the UK, airlines such as Tui and EasyJet, have been identified to have one of the largest pay gaps. EasyJet ascertained that its pay gap was as wide as 45.5% and Tui airways stated theirs was 48% justified it by stating that it was because most of the air force were male. These are however not only limited to these two companies as over three-quarters of UK companies pay men more as BBC 9% pay gap was recently revealed (Office for National Statistics, 2020). The majority of medium and large companies are known, according to recent government figures, to pay higher wage rates to men than to women. “The government data showed 74% of firms pay higher rates to their male staff. Just 15% of businesses with more than 250 employees pay more to women. As many as 11% of firms said there is no difference between the rates paid to either gender” (BBC News, 2018). 
Currently, the average pay disparity between full-time male and female workers is around 13 percent. Statistics show that average female workers will earn around £260,000 less than male counterparts over the course of their careers. It is therefore critical that companies monitor diversity in the workplace (Dawson, 2020). 
As of 2020, that is in this period of the pandemic, the Annual Survey of Hours and Earnings (ASHE) noted that even with the furlough there was no notable impact on the gender pay gap although the pandemic had a substantial impact on labour market hours and pay. This is because the gender pay gap is based on medial pay. “In April 2020, among full-time employees, the gender pay gap was 7.4% down from 9.0% in April 2019. The gender pay gap among all employees was 15.5% in 2020, down from 17.4% in 2019” (Office for National Statistics, 2020). 
CAUSES OF GENDER PAY GAP
Over the years, reasons and justification have been made as to why the gender gap exists. These factors include race and age, ethnicities, immigration, pay level, work experiences, work hours and schedules, motherhood, educational and occupational characteristics, location, retirement security, and sex segregation. A few would be discussed. 

· Work hours and schedule
Part-time employees are among the least paid people with the highest pay gap, especially women. This is because women most often do not have the opportunity to pursue their careers due to motherhood. From experience, I do not have the opportunity to pursue my career full-time because I have siblings who are fully reliant on me. This greatly affects my career as I do not get to enjoy the full benefits like promotions and incentives. 

· Age
It has been noted that the gender pay gap is smaller among full-time workers under 40 years old. The gender pay gap for the age group between 20-29 is 1.2 percent. With a percentage of 0.7, the 30-39 age group is also relatively low. For full-time workers over 40, however, the gender pay gap is higher thus, the 40-49 age group has a gender pay gap of 11.2% while 50-59 has a 12.8 percent gap. At 12 percent, full-time workers over 60 have the largest gender wage disparity (Office for National Statistics, 2020).   

· Motherhood gap
This is also known as the motherhood penalty. It refers to the drawbacks that after raising children, many women face in the workplace. Due to the many responsibilities’ mothers have such as childcare, mothers may opt for part-time jobs (Petter, 2020). That is, they may settle for any job as long as it is closer to home. This reduces their prospects of working at higher-paying firms. It is a known cause for the gender pay gap and may even lead to bigger problems such as a wider pension gap.  

· Failure to negotiate salary 
[bookmark: OLE_LINK1][bookmark: OLE_LINK2][bookmark: OLE_LINK3][bookmark: OLE_LINK4]According to CV Library Recruiter (2019), men are more likely to negotiate salary (83.1%) than women (73.1%) in a workplace. Also, over half of women (55.1%) admit that relative to one in four men (40%), they have never discussed their salary. This greatly affects the pay gap as more than half (51.3%) of women were most likely to get a pay rise of up to 2 percent compared to 29.8 percent of men. Disturbingly, men were consistently more likely to get a pay rise or more of 3-5 percent. 

(See Appendix for Fishbone analysis)



















ALTERNATIVE SOLUTIONS TO THE GENDER PAY GAP
Over the years factors to consider in addressing and solving this problem of the gender pay gap has been thoroughly discussed. Factors that have been suggested to reduce this gap include equal pay, better childcare and paternity leave, better early training and salary transparency and negotiation. 

· Equal pay Act of 1970/Equality Act of 2010
The Equal Pay Act, which was assented 50 years ago and which has since been superseded by the Equality Act of 2010, prohibits employers from paying women less than men for the same job. The government currently mandates businesses with more than 250 workers to report their data on 
the gender wage gap (CIPD, 2020).    

· Better childcare and Paternity leave
Fathers should be given paternity leave in order to release the stress on mothers during their maternities. This will allow mothers to resume work on time and be viable for promotions. 

· Encourage salary negotiation and transparency 
Women should be encouraged to negotiate their salaries, work hours, and ask for a pay rise and to do it with confidence. Employers should also be transparent with salary ranges so as to allow all workers to discuss their salaries during assessments and advertise internal posts with a pay scale to rectify this. This will encourage all colleagues to challenge the salary on offer and give them a reasonable expectation of the available salary for a certain position (Dawson, 2020). 

· Narrative report
Companies should consider releasing an accompanying narrative report, that is in addition to the mandatory pay gap report required by law. This provides a comprehensive overview of employee compensation, including a summary of the position, hours and advancement statistics for both genders. This will allow businesses to recognise their shortcomings when planning a report of this nature and thereby draw a time-bound and target-driven action plan to close any identifiable gap (Petter, 2020). 
                                            
·   Flexible working hours
Work should be able to fit around important family ties and engagements. It is a well-known fact that women are unable to commit to full-time work due to their family commitments. This inevitably reduces their income and causes them to lose promotion opportunity or substantial career development. Incorporating flexible working hours into a business’s policy will give women the confidence to apply for higher positions without jeopardising important family time. This has been acknowledged by both the House of Commons and the Women and Equalities Committee as an effective way of closing the gender pay gap. 
         
(See Appendix for Fishbone analysis)


IMPLEMENTATION OF THE MOST APPROPRIATE SOLUTIONS
Using the fishbone analysis to determine the root causes and subsequent effects of the gender pay gap, these solutions are the most appropriate in closing the gap. 
· Pay transparency 
From the points thoroughly discussed above, the most effective of them all is pay transparency. This is the practice of allowing a company’s employee compensation figures to be visible to other people internally or externally or both (Dawson, 2020). This ensures the interviewee or applicant, is given free room to negotiate salaries. Employers should encourage women to negotiate salary by being upfront with salary ranges, job flexibility, promotions and rewards. 
 
· Recruitments and promotions
More women should be included in the shortlist so as to increase their chances of getting the job. As stated by Inge Woudstra, a specialist in gender difference at work, recruiters have, as of 2016, resolved to explicitly request shortlists with 30% or 50% of women (CV Library Recruiter, 2016). This will ensure fairness in the selection process after a job interview and will ensure that women are given equal opportunity. In senior management positions, senior employees have the greatest control over promotions and salary raises, so businesses can begin by evaluating the male-to-female ration in senior management positions (Dawson, 2020). Businesses should thereby adopt a clear and comprehensive equal opportunity strategy.  

· Accountability to government
From 2017 it has been mandated by law that all businesses with over 250 employees report an annual record of their gender pay gap. This must be done by publishing the gender pay gap data and a written statement on a business’s public website. This report will then be sent to the government. A business’s failure to do so or present accurate data will face legal actions from the Equality and Human Rights Commission (EHRC). Organisations with fewer than 250 employees are not obliged to participate however doing this will send a powerful message about an organisation’s ethics for transparency and equality (Government UK, 2020). As averred by the CIPD (2020), “it is important for people professionals to put the figures into context for customers, employees and other stakeholders, and set out the action they plan to take to address the gap.”  






COMMUNICATION OF PLAN TO STAKEHOLDERS AND ASSESSMENT.
The gender pay gap is a grave problem that affects women worldwide. It is being eclipsed by many emerging world problems as women suffer in silence. As of 2020, the pandemic has greatly shifted the attention off this matter as the UK government has permitted businesses to hold out the gender pay gap report for this year. As of April 2020, the gender pay gap was 15.5% as stated earlier, thus being reduced by 1.9% from last year. It is evident that although there has been a substantial drop in the gender pay gap since last year, “we only have a partial picture because the impact of coronavirus means a quarter of employers are missing from the data set”. Sam Smethers, Chief Executive at the Fawcett Society, continues her argument by stating that those who have been omitted are likely the ones hit hardest by the pandemic. Therefore, next year’s figures will be the determinant; thus, if the significant reduction is permanent or otherwise as this year’s figures is being somewhat affected by the furlough. This year could, in the words of Sam Smethers, “turn the clock back for generations” in regard to the progress made in closing the Gender Pay Gap (Owen, 2020). 
It is my opinion that more light is shed on this issue to bring men and women to an awareness and bring businesses to accountability, as the only way to deal with this issue is together. 




















APPENDIX
Fishbone analysis for Gender Pay Gap. 
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