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WHY DO WOMEN GAIN LESS THAN MEN?
1. Introduction
[bookmark: _Toc6320406]1.1 Definition
The Equality Act 2010 has been created to protect workers from discrimination at their workplace and in the society. The feminist movement and the increasing preasure given by women has force the working environment to be unionized and give the same for men and women. In recent times it has been noticed that women have an interested in performing the same tasks as men with eve more capability them men, therefore the UK government has worked harder to introduce an equity law which will avoid gender discrimination in the work place (Anenson,2016). However even until now, there is evidence that women are paid less than men. 

[bookmark: _Toc6320407]1.2 Problem Statement
Gender wage gap is related to the average difference in payment that men and women get in a working environment. Women get paid less than a man. This can be related to the annual remuneration that a woman who works full time all year round gets, and this compared to what a man is paid the difference can be noticed very easily. Some can also be applied according to their weekly or hourly earning and might even be applied to a group of women. According to studies, in 2017 the median hourly wage for women working full time was 9.1% less than an average hourly wage for men which means that it is around  £1.32 less per hour. Also women tend to work more part time jobs than men so if you count theses part time wages too, the gender pay gap rises to 18.4% which is £2.52 less than men once again.   (Team, 2017)
There are many reasons why these gender earning gaps happen, they are mostly due to women professional and personal reasons, women tend to take into account the distance that has to be travelled to their work place which represent their choice of flexibility. With in this choices it is also found the fact that women do not choose to work on the weekends or during holidays, in addition to this there is also the maternity leave period which becomes a massive concern for industries as it is considered as a long paid leave. In contrast to men who also have paternal leave but nevertheless it is a short period of time. 
[bookmark: _Toc6320408]2. Background
[bookmark: _Toc6320409]2.1 Earning gap explanation

There are facts that create important negotiable role or promotions for women in the workplace. And because of this the earning gap is seen as men taking 48% fewer unpaid hours off and 85% more overtime hours per year than women (Bolotnyy and Emanuel, 2018). The reason for this huge performance difference is not because women select their tasks but it is due to the demand of flexibility in the workplace avoiding overtime tasks that men are usually happy to do 
All of this statements are agreed by Usman el al. (2019) in which it is stated that women in higher positions use their influence to choose their work opportunities. In many industries if not all give set of work schedules, holidays and overtime to all their workers without discrimination, however women who are told about it in advance or at least 3 months earlier are happier to do the work nevertheless 7% more men do it any way and they will even accept to do so regardless of being told at a short notice.  
Moreover, when overtimes are announced overnight it is usually seen that male workers’ acceptance is higher than women. Therefore, it is once again proved that women bargain their flexibility at work. 
It has been evidenced that women avoid risky operations and also avoid tough route to reach their workplace (Weinberg and Kapelner, 2018).
[bookmark: _Toc6320410]2.2 Impact on women´s earning due to Family and Medical leave act (FMLA) UK, 
FMLA act in UK provides employees to take unpaid leave with security of jobs for particular family and medical reasons (Dias et al., 2018). In case the worker does not take their leave this also covers group insurance under the same policies and conditions. 
This 1993 UK act lets employees take nearly 12 weeks off work, many of them use it as heir maternity or paternity leave. This method has been seen in many companies from the UK in which male employees use it to substitute their unpaid hours for overtime hours and like this increase their earnings by working on shifts, weekends and holidays. It is also proved that single women tend to have the same tendency tan married female workers. As considered by Klasen (2018), married women used to take more excused leave through FMLA act. All of these leaves without cause lead to disruptions in services provided by the organisations and finally end up in suspension or discharge from the job. 
[bookmark: _Toc6320411]2.3 Strategies to get over the earning gap
To get over the earning gap UK companies have introduced different policies, one of this has been making it difficult for people to obtain FMLA certificate. In addition to this companies have revised the overtime policy and according to new policies any hours after the 8 hours of work in the workplace are meant to be considered as overtime. 
All of these policies are trying to reduce the flexibility in the workplace though the first policy delivers huge difficulties for women (Klasen, 2018). Additionally, as opinions by Anenson (2016), UK industries have also considered other strategies to decrease earning gaps. In regards to the first one if workers are allowed to transfer shifts or exchange them, unforeseen absence could be occurred and according to the second one increasing the amount of workers to cover the absent employees. These two strategies have also reduced expenses of overtime and earning discrepancy, with decreasing earning gaps.
[bookmark: _Toc6320412]3. Aim and Objectives
[bookmark: _Toc6320413]3.1 Aim
The aim of this report is to verify the reason of earning gaps in companies taking into account gender discrimination. Gender discrimination forces women workers to make more of an effort to gain a higher salary or a promotion in their workplace. Through this investigation we shall be able to analyse the factors that influence this outcome and the steps that need to be taken to avoid this situation. 
[bookmark: _Toc6320414]3.2 Objectives
· To detect the factors that generate effect on earnings of women
· To assess the negative aspects that forced women into this situation
· To mention strategies to get over these issues
[bookmark: _Toc6320415]4. Methodology Framework
[bookmark: _Toc6320417]4.1 Reasoning
Deductive reasoning is more suitable for this research study. This helps the research reach a conclusion in a logical way, it is base in a hypothesis that can be produced from the general statement in the topic (Creswell and Poth, 2017).
As was mentioned before the purpose of this research is to evidence the earning gaps in industries in the UK among women and men. Deducting reasoning helps make a connection between the factors related to the problem presented and in that way finally come to a better conclusion. 
[bookmark: _Toc6320419]4.3 Data Collection Method
During this work all the data that will be collected will be done through primary and secondary sources as it will give first hand answers and data. By using surveys towards women employees in the UK a quantitative data will be collected. By collecting statistical data from government and even company records will be labelled as a secondary resource (Palinkas et al., 2015).
[bookmark: _Toc6320420]4.4 Target Sampling
To collect different kind of samples a range of 50 women employees will be surveyed from different companies in the UK. All these women will be selected without prejudice to their age range or marital status, this will help to provide helpful answers and receive a range of data to validate this research. 
[bookmark: _Toc6320421]5. Results
A primary questionnaire was formed in order to verify the pay gap between men and women employees in the UK so it can be presented in the following manner: 








Question1
To what extend do you think that women in the UK do not receive an equal pay  in comparison with men employees?

	Response Options
	Total Number of Respondents 
	Response Rate
	Response Percentage (%) 

	Very High 
	

  50
	23
	46

	High 
	
	13
	26

	Neutral 
	
	2
	4

	Low
	
	4
	8

	Very Low
	
	8
	16



Table 1: Questionnaire Survey
(Source: Created by Author)

Figure 1: Graphical Representation of Response Rate
(Source: Created by Author)




Question 2
Are men and women employees usually given the same types of work and to which extend does the salary differ between them?

	Response Options
	Total Number of Respondents 
	Response Rate
	Response Percentage (%) 

	Very High 
	

  50
	14
	28

	High 
	
	18
	36

	Neutral 
	
	4
	8

	Low
	
	10
	20

	Very Low
	
	4
	8



Table 2: Questionnaire Survey
(Source: Created by Author)

Figure 2: Graphical Representation of Response Rate
(Source: Created by Author)




Question 3
Which of these do you think are the most valid reason behind the wage gap that exists in the UK?

	Response Options
	Total Number of Respondents 
	Response Rate
	Response Percentage (%) 

	Perspective of Managers
	

  50
	20
	40

	Skill Difference
	
	10
	20

	Leave act
	
	8
	16

	Women have to take care of their home
	
	4
	8

	Competitive Work Environment 
	
	8
	16



Table 3: Questionnaire Survey
(Source: Created by Author)

Figure 3: Graphical Representation of Response Rate
(Source: Created by Author)


Question 4
To what extend do you believe that women employees are not granted with job acknowledgements and therefore do not obtain a fair pay?

	Response Options
	Total Number of Respondents 
	Response Rate
	Response Percentage (%) 

	Very High 
	

  50
	14
	28

	High 
	
	20
	40

	Neutral 
	
	4
	8

	Low
	
	6
	12

	Very Low
	
	6
	12



Table 4: Questionnaire Survey
(Source: Created by Author)

Figure 4: Graphical Representation of Response Rate
(Source: Created by Author)




Question 5
To what extend do women workers get held back from getting a pay rise due to inequality of job responsibilities and opportunities in the organizational ladder?

	Response Options
	Total Number of Respondents 
	Response Rate
	Response Percentage (%) 

	Very High 
	

  50
	18
	36

	High 
	
	17
	34

	Neutral 
	
	4
	8

	Low
	
	6
	12

	Very Low
	
	5
	10



Table 5: Questionnaire Survey
(Source: Created by Author)

Figure 5: Graphical Representation of Response Rate
(Source: Created by Author)


[bookmark: _Toc6320423]6. Conclusion
Through this research and report it can be said that flexibility plays a main factor for women to get less payment than men in the UK. However, it can be argued that women do not fight only for the payment itself but the opportunities that are not being offered to them as to grow with in the company and get a promotion or rewards and therefore feel neglected by the organisation. 
Due to the practice of prioritisation by managers the FMLA act has been misused and used most of the time for maternity leave by married women, it is this group of women that demand a greater flexibility due to their household responsibilities and it can be said that in some way it is being taken advantage of. 
All of this research gives us the overall conclusion that in some way women do not get a fair pay but it is as a consequence of their own decisions on how they work and the options that they do not take like working overtime, shifts or working on holidays. 
Using positivism philosophy helped this report to get down to earth data, deductive reasoning and descriptive design was also used in the research method because this allows the research to collect and analyse true data to come to a conclusion. 
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