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INTRODUCTION
The principle of equal pay for equal work between men and women became
law in the United Kingdom in 1970 and in the United States in 1964. Yet, whilst
there has been much progress, women overall continue to earn less than their
male counterparts in both nations. Projections suggest that, under current
policies, the gender pay gap will not entirely close for at least another 37 years
in the US (Spiggle, 2021) and as many as 200 years in the UK (Scott, 2020).

This paper seeks to illuminate why that is, who is most affected by the gap, and,
finally, what the potential policies to resolve it are.
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THE STRUCTURE OF THE GAP IN 2022
To understand the gender pay gap, it is important to understand how it is
measured. There are two main methods of evaluating the gender pay gap:
controlled and uncontrolled. The controlled gender pay gap measures the
median pay for all women and men when factors such as: job title, years of
experience,

education,

industry

type,

geographic

location,

and

other

compensable factors are equal. Under this method, women in the US on
average earn 98 cents for every $1 men earn (Payscale.com, 2021). This suggests
that while full equality has not yet been achieved, outright illegal pay
discrimination against women as a whole is relatively small and legislative
efforts to impose equal pay requirements in the US have been largely
successful. This is more difficult to assess in the UK as governmental
authorities appear not to report statistics under the controlled method (Office
for National Statistics, 2021). Nonetheless, it is safe to assume that the figures
are similar.

However, focusing solely on the controlled gender pay gap fails to illuminate
the entire situation. The uncontrolled gender pay gap measures the median
pay for all women and men without regard to job type or seniority. In the US, as
of 2021, under the uncontrolled gender pay gap method, women earn 82 cents
for every $1 men earn (Payscale.com, 2021). In the UK, as of April 2021, there was
an uncontrolled gender pay gap on a median basis for full-time employees of
8%, having fallen slightly from 9% in April 2019 (Office for National Statistics,
2021). The overall difference in median gross hourly earnings in the UK has
been estimated to be 15.4%, (Statista.com, 2021; Atkinson, 2021; Milliken, 2021). It
is this measure of the gender pay gap which is so substantial and is expected
to take so long to close. This measure reveals the problems inherent in the
American and British workforce. It is thus on this measure that we will focus o-
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ur discussion and all references, unless otherwise stated, of a ‘pay gap’ will be
concerning this metric.

Figure 1: US gender pay gap 2014-2021 (Payscale.com, 2021)

Whilst substantial on the aggregate, this pay gap differs depending on the
characteristics of the women in question. Firstly, it differs significantly by job
level and occupation as shown by Figure 2 and Figure 3 below. For example, in
the UK, the gap is the greatest in the skilled trades occupations where,
although diminishing, it

persists at about 20% with respect to full-time

median gross hourly earnings. It is the least in the sales and customer service
occupations where it has been reduced to approximately 2%. In the US, the gap
is the greatest in the legal profession, at approximately 37%, and least in the
healthcare support industry, where there is no gap at all.
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Figure 2: Gender pay gap for full-time median gross hourly earnings (excluding
overtime), UK, April 2018 to 2020 (Statista.com, 2021)
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Figure 3: US gender pay gap by occupation (Payscale.com, 2021)
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Secondly, the gender pay gap is affected by the employee’s age. As seen from
Figure 4 below, there is a downward trend in the pay gap in most age groups
in the UK, with the age group 22-29 having a negative pay gap from 2009 to
2015. However, there has been a rise in the pay gap in the over 60 group since
2004. Moreover, according to one study, the pay difference between men and
women of the same age in the UK was very small for full-time workers under
40 years of age but 12% for women above 40 (Milliken, 2021). Thus, older women
are likely to experience a greater gender pay gap than younger women.

Figure 4: Gender pay gap for full-time median gross hourly earnings in the
United Kingdom from 1997 to 2021, by age group (Statista.com, 2021)

In addition to women of certain occupations and older women, the gender pay
gap is worse for sexual and ethnic minorities. This disparity is recognized in the
US through “Equal Pay Day,” the day of the year that represents the additional
number of days that the average woman must work to make what the average
man made the prior year (Jones, 2021). For 2021, Equal Pay Day for the average
American woman was March 24, meaning almost a quarter of a year of extra wK., EMRICH, A., AGARWAL, J., KHANDEKAR | MIND THE GAP
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ork. However, according to the U.S. Department of Labor, Equal Pay Day is not
until August 3 for Black women, September 8 for Native American women, and
October 21 for Latina women (Jones, 2021). Thus, the gender pay gap does not
affect all women equally, as the pay disparity is much larger for women of color
(Morad, 2021). Women of the LBGTQ+ community are also disproportionately
affected (Carrazana, 2021). For example, according to a recent Human Rights
Campaign report, within that community in the US, as compared to a typical
worker, cis-gendered women make 13% less, trans women make 40% less, and
non-binary, genderqueer, genderfluid, and two-spirit workers make 30% less
(HRC Foundation, n.d.).

Based on the foregoing, it is clear the uncontrolled pay gap remains significant
in both nations and affects women in certain occupations, job levels, and
demographic groups substantially differently. Focusing solely on aggregate
statistics therefore is not sufficient to understand the extent of the problem,
because

it

risks

ignoring

the

disproportionate

challenges

faced

by

marginalized individuals. Policies, discussed in depth in Section 5 of this
research paper, should be designed to ensure they cater to a greater extent to
these types of women.
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THE CAUSES OF THE GAP
The British government has found that the principal contribution to the
gender gap “is the gender distribution of the workforce” (Department for
International Trade, 2020) where women find themselves in lower-paying
positions and careers. This can be attributed largely to “glass ceilings” and
“sticky floors” with a paper by the OECD reporting that the gender pay gap is
made up 60% of glass ceilings and 40% of sticky floors (Spiggle, 2021).

“Glass ceilings” are obstacles and problems that affect women and keep them
from advancing in their career such as child-rearing responsibilities. For
example, the lack of a flexible working environment disadvantages women
because many of them need to take time off to have children and are more
likely to have to shoulder the burden of caring for children, elderly parents, and
other sick or dependent relatives (Equal Pay Portal, 2020). Indeed, according to
an assessment by the Equal Pay Portal, pregnancy alone causes one-fifth of all
women in the UK to either lose their job or lose out on compensation or
promotion (Equal Pay Portal, 2020). Women are also often forced to look for
lower-paying part-time work to balance their domestic and job responsibilities
(Equal Pay Portal, 2020). Shifting to part-time work not only reduces shortterm compensation but “also has a long-term scarring effect on women’s
wages, even if they return to full-time work” (Equal Pay Portal, 2020).

Alongside these “glass ceilings”, women’s pay is kept low by the concept of
“sticky floors”. These are disadvantages women face in their career which
include social and cultural norms, gender stereotyping and discrimination
(Spiggle, 2021). Traditional stereotypes with respect to women’s capabilities
and skill sets cause women to be “clustered into predominantly female
occupations that are associated with low pay”. It has also been suggested that
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women often face conscious and unconscious bias in the workplace, where
their employers consider them to be less efficient and less authoritative,
labelling them as inferior to men (Spiggle, 2021). They are thus less likely to be
awarded additional work or career advancements. In addition, some
discrimination appears to be a product of pay and evaluation systems that
favor men by giving them preferential treatment. For example, according to
the Equal Pay Portal, men are more likely to be assigned higher points on the
pay scale, receive better jobs and grade titles for virtually the same jobs that
women do, have more access to bonuses, have more access to high-paid shift
and overtime work, receive preferential performance-related compensation,
have preferential access to training, and have their jobs graded higher in job
evaluations (Equal Pay Portal, 2020). Thus, structural mechanisms such as
these continue to prevent closure of the pay gap.

Furthermore, two novel forces have come into play over the last few years
which have had a mixed effect on efforts to close the gender pay gap: the rise
of the #MeToo movement and the Covid-19 pandemic.
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CONTEMPORARY INFLUENCE:
#METOO MOVEMENT
The #MeToo movement is a worldwide social movement calling attention to
sexual assault and harassment by people speaking out against their offenders.
In 2017 the #MeToo movement gained traction and along with it came various
positive and negative unintended effects.

According to Mahdawi (2019), several factors unintentionally put a negative
pressure on women’s compensation, notably the reluctance of men to interact
with their female co-workers for fear of being accused of sexual harassment.
According to that report, 27% of men shied away from one-on-one interactions
with women, including mentoring and socializing, which proved to be a big
disadvantage for female interns and employees as they were not offered the
same opportunities as their male counterparts to gain experience and hone
their work skills. The Mahdawi report also noted that 21% of men and 12%
women had reported that they are personally more averse to hiring women for
jobs that require close interpersonal interaction with men such as business
travel. As observed, this is naturally counteractive to women’s equality in the
workplace because the only way in which women can achieve parity in the
workplace is if they have full participation (Elsesser, 2019). Indeed, to the extent
that women are excluded from workplace interactions and socializing, it is
inevitable that this would have a bottom-line impact on their overall career
path and compensation. The building and maintenance of a strong business
network based upon internal and external contacts has long been a key driver
of employee compensation (Wolff and Moser, 2009). Similarly, mentoring also
plays a substantial role in career advancement and compensation (Duvall,
2016). A lack of this from, predominantly male, managerial classes would
prevent the development of skills needed for women to move up the
corporate hierarchy. Finally, a reduction in the desire for women to be hired is
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naturally going to reduce women’s career prospects.

On the other hand, the #MeToo movement appears to have led to a growing
demand for female leaders. For example, during 2017 and 2018, which coincides
precisely with the rise of the #MeToo movement, 80% of job recruiters across
America reported an increase in requests for executives who were female
(Parramore, 2018). According to a report by Calfas (2018), the #MeToo
movement caused companies to begin firing those employees who used their
power and position to sexually harass or assault their colleagues and promote
women to these posts. It also resulted in a 41% increase in cases where women
prevailed

over

men

for

executive-level

jobs

(Parramore,

2018).

These

developments inevitably helped at least to some extent to bridge the gender
pay gap. Furthermore, the spotlight placed on gender inequality as a result of
the #MeToo movement appears to be a principal reason why an increasing
number of state and local equal pay laws have been enacted in recent years
(Janisch, 2020) and why large employers are required to increase their
transparency with respect to pay data (Noguchi, 2019).
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CONTEMPORARY INFLUENCE:
COVID-19 PANDEMIC
The Covid-19 pandemic has disproportionately affected women as they have
been more likely than men to lose their jobs and earnings (Connley, 2021;
Timmins, 2021). Within one year of the pandemic, over 2.5 million women left
the workforce in the US due to job losses and lack of child-care. Indeed, a
report by the Center for American Progress indicates that during the
pandemic women in the US have lost almost 1 million more jobs than men
(Boesch and Phadke, 2021). Moreover, in February 2020, before the pandemic,
approximately 5 million women were business owners. By April 2020, 1 out of 4
of these businesses had shut down (Harris, 2021). Although the US gender
wage gap narrowed from 18.5% to 17.7% between 2019 to 2020, this temporary
improvement only occurred due to a disproportionate number of low-wage
female workers losing their jobs due to Covid-19 (Spiggle, 2021). The World
Economic Forum’s Global Gender Gap Report 2021 has declared that because
of the Covid-19 pandemic, the number of years until the global gender pay gap
will close has increased from 99.5 years to 135.6 years (Haynes, 2021). In other
words, because of Covid-19, the time it will take for the gender pay gap to close
grew by 36 years in 12 months (Zalis, 2021).

The pandemic has also affected the pay of women who have retained their
jobs as a result of their increased child-rearing responsibilities (Haynes, 2021).
The closure of schools, resulting in children staying at home under the
supervision of their mothers, reduced an average of five hours from a woman’s
work week (Lacey and Bricker, 2021). From 2020 onwards, mothers have spent
approximately 31 hours per week on childcare, rather than their customary 26
hours (UN Women, 2021). As a result, their childcare responsibilities increased
by approximately 5.2 hours per week reducing their ability to work and thus
acquire career advancements (Lacey and Bricker, 2021). The increased childca-
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re responsibilities at home have also adversely impacted the mental health of
women. Working women have been experiencing more and more stress due
to changes in routines – both of children and work, and increased anxiety
around job security (Lacey and Bricker, 2021). It has been reported that women
working at home with children in the household are also more likely to spend
their day with the children and work at night, compromising their physical and
mental health (Lacey and Bricker, 2021). Indeed, one year into the pandemic,
27% of women reported the worsening of their mental health as compared to
18% of men (Lacey and Bricker, 2021). Poor mental health generally leads to
negative consequences that are likely to impact job performance and
evaluations, such as increased absenteeism and a decrease in productivity and
efficiency (Rajgopel, 2010).

As for the UK, the Times of London has reported that the gender pay gap
widened across the economy in 2020-21, reaching 11.1%, as compared to 10.6% in
2019 (Bradley, 2021). Due to expensive childcare in the UK, before the pandemic,
40% of women were employed part-time. However, when 70% of part-time jobs
fell in the first 11 weeks of the pandemic, many working women were hit hard.
Mothers were more likely to lose their jobs than fathers and were more likely to
be furloughed and have their hours cut back. This can be partly attributed to
the “motherhood penalty” which describes employers’ propensity to judge
pregnant women and mothers to be less dependable, less authoritative, and
more emotional and irrational as compared to others (Scott, 2020). Though
British fathers are picking up more household responsibilities than they did
before the outbreak, mothers are still more likely to be interrupted by their
children while trying to do paid work (Scott, 2020). This is likely to reduce their
performance and productivity in their careers, harming their ability to win
higher-earning jobs.
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THE LONG-TERM EFFECTS OF THE
GAP
Although quantifying the gender gap based on median cents-on-the-dollar
differences on an annual basis is a useful starting place, it fails to adequately
convey the severity of the problem. The gender pay gap results in serious
economic consequences for the affected women over the course of their
lifetime. According to one estimate that was based upon median pay over a
40-year working career of American men and women, the difference in
compensation between men and women on average is $850,000 (i.e.
$4,680,000 for men vs. $3,830,000 for women) (Payscale.com, 2021). Even if we
consider just the controlled gender pay gap, women earn $80,000 less
(Payscale.com, 2021). Moreover, this does not account for the very substantial
effects of compounding interest on compensation that might be invested over
that 40-year period, or the dramatically larger wage gap faced by women of
color, older women, or women in certain occupations, industries, or locations.

This inequality contributes to higher levels of poverty for women and the
families they support (Equal Pay Portal, 2020). Single parent households
headed by a woman are particularly vulnerable. The financial and work-related
difficulties faced by single mothers place a strain on them that directly affects
the welfare of their children and other dependents such as elderly parents.
Accordingly, when considering the gender pay gap and remedial actions that
need to be implemented, one needs to take a broader view of its overall
impact on the family unit.

The gender pay gap also has negative consequences for the public at large
and the national economy (Equal Pay Portal, 2020). Women stuck in lowpaying jobs are a drain on public finances as they are eligible for greater supp-
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ort from the government for them and their children (Dabla-Norris and
Kochhar, 2019). Moreover, forcing women to remain in jobs below their skill
level is a severe mismanagement of public resources as they could be better
employed and more productive in jobs that better match their abilities.
Additionally, lower income for women inevitably results in lower tax payments
to the national, regional, and local treasuries, and thereby has a wider adverse
effect on the public. Thus, employer-owners benefit at taxpayer expense by
effectively receiving a subsidy, at least to the extent of the controlled gender
gap, as a result of their ability to get away with paying women less than men.
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POLICIES TO REDUCE THE GAP
Before we propose policies, it is important to survey the achievements of
policies in the past. Laws outlawing outright discrimination, and so aimed at
closing the Controlled Gender Pay Gap, have been largely successful. Acts and
laws like Title VII of the Civil Rights Act of 1964 (Equal Rights Advocates), the
Equal Pay Act in the US (U.S. Equal Opportunity Employment Commission), the
Equal Pay Act of 1970 in the UK (Francis-Devine and Ferguson, 2020)), and the
Equality Act of 2010 in the UK (Legislation.gov.uk), have all, at least to a
considerable extent, achieved their desired impacts.

The primary challenges going forward are thus to find ways to eliminate the
uncontrolled gap as well and to close it quicker than forecast. As a result,
policies should be focused on aiding women in obtaining promotions, aiding
women in entering male-dominated fields that offer higher-paying jobs and
retaining them in the workforce (i.e., dealing with problems associated with
child-rearing), and finding ways to specifically cater policies to women of the
demographics most affected by it. The policies discussed now are not
exhaustive but provide the primary ways to do this.

Firstly, priority should be given to creating additional ways to promote
workplace flexibility so that mothers can balance work and domestic life
without jeopardizing their careers. These efforts could include governmentsponsored universal childcare which facilitate a rapid return of mothers to the
workplace to continue pursuing their careers (Warren, 2021). Another area of
focus could be in providing or increasing child benefits, such as the weekly
government subsidy payments offered to qualifying adults in the UK (Gov.UK,
n.d.) and the tax credits offered to qualifying taxpayers in the US (Saunders and
Rubin, 2022). These would provide funding for parents to purchase child-care
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of their own or hire nannies and babysitters. Additionally, fathers could be
given increased paternity leave, which theoretically would free up more time
for mothers to work and reduce any sabbaticals in their careers.

Secondly, ways need to be found to further diminish stereotypes and reduce
the division between work that has historically been considered “men’s work”
and “women’s work.” These efforts could include more pervasive efforts at
diversity and unconscious bias training. Although, historically, such efforts have
not worked in isolation, it has been suggested that they would be more likely
to succeed if it is made part of a wider program of change by the employer
(Dobbin and Kalev, 2018).

Thirdly, further efforts should focus on financially assisting and otherwise
encouraging women to enter historically male-dominated science, technology,
engineering, and mathematics (“STEM”) fields, fields which tend to have
greater wage-rates. Finally, the ability of women to protect their economic
interests depends on them having sufficient information about what their
colleagues are earning. To avoid the issue of men being given different work
titles, despite doing the same job as their co-worker, and getting a greater
salary,

and

therefore

subverting

wage-discrimination

laws,

greater

transparency between co-workers should be encouraged.
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CONCLUSION
Governmental enforcement of equal pay laws has come close to eliminating
the controlled gender pay gap. However, the uncontrolled gender pay gap
persists, significantly harming the economic outcomes of women in the UK
and US. Thus, greater policy should be aimed at closing this gap. A further
issue is to find ways to eliminate the substantial disparities faced by members
of marginalized demographic groups. Simply stated, the gender pay gap
problem is especially bad for ethnic and sexual minorities and for older
women, so solutions need to be developed with them and their unique
circumstances in mind.

Ways need to be found to ensure that women are (i) promoted when they
deserve to be promoted, (ii) encouraged to enter traditionally male-dominated
fields (such as STEM fields) that are higher paying, (iiii) encouraged to ascend
higher-paying leadership positions, and (iv) not prevented by domestic
responsibilities from advancing their careers. Various policies should be
attempted such as promoting workplace flexibility, offering universal childcare,
enhancing government-sponsored child benefits, offering paternity leave to
fathers, and combating stereotypes by eliminating the perception that work
can be characterized as “men’s work” or “women’s work”. Towards this end,
businesses should be encouraged to undertake more comprehensive and
better integrated attempts at diversity and unconscious bias training.

All potential solutions should be assessed because the converse, inaction, will
not solve this long-standing problem. Constant surveillance of implemented
policies will be needed to ensure there is no rise in the Controlled Gender Pay
Gap for which so much work has been put into closing. In this we can
conclude, that in order to fix the gap, one needs to mind the gap.
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