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Abstract

The gender wage gap is an ongoing worldwide concern, a representation of structural injustices in the labor market. This
study delves into the complex determinants of the gender wage gap such as societal culture, occupational segregation,
and institutional biases. Both qualitative and quantitative approaches are applied in the analysis of case studies, statistical
trends, and policy measures. Among the main findings are the cultural attitudes, motherhood penalty, and differences in
negotiation strategies. Suggested alternatives involve legislative reform, corporate accountability, and education efforts
that strive to achieve gender equality. The present paper stresses the need for addressing the gap in gender payments in

order to advance economic justice and social change.
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Introduction

The pay gap between men and women, described as the difference in pay between the two, still exists after decades of
calling for gender parity. It will take more than 100 years to bridge the gap at the rate at which progress is being made,
reports the World Economic Forum's Global Gender Gap Report. This long-standing problem is not simply an issue of
fairness and justice but has significant implications for economic growth, family well-being, and social cohesion. The
persistence of the gender pays gap highlights the need for a clear understanding of its causes and the creation of effective,

practical solutions. Reducing this gap is critical to creating inclusive economic growth and a more just society.

International Journal Of Novel Research And Development (www.ijnrd.org)



http://www.ijrti.org/

© 2025 IJNRD | Volume 10, Issue 2 February 2025 | ISSN: 2456-4184 | JNRD.ORG
Research Problem

In spite of widespread research, policy interventions, and international efforts toward gender parity, the gender pay gap
continues to be a significant issue for many nations. This gap cuts across industries, sectors, and countries, pointing to
systemic disparities deeply ingrained in organizational culture, societal expectations, and cultural practices. The
enduring nature of the gender pay gap raises significant questions regarding the efficacy of current policies and the
factors that drive wage differentials. This research seeks to investigate why the gender pay gap persists and what
strategies can be adopted to tackle this multifaceted problem. A global and multidisciplinary approach is necessary to

fully grasp the dynamics of this issue and suggest sustainable solutions.
Objectives

The main objectives of this research are as follows:

1. Identify Key Contributing Factors

 Study the underlying factors of the gender pay gap, such as employment discrimination, occupation segregation,

discriminatory access to opportunity, and underestimation of jobs largely staffed by women.
* Look at how the systemic barriers in the form of the glass ceiling and sticky floor effects contribute to wage gaps.
2. Assess Current Policies and Interventions

* Look at the role of existing policies, like laws on pay disclosure, equal pay acts, and affirmative action measures, in

bringing down the gender pay gap.

* Evaluate the contribution of organizational practices, such as diversity and inclusion, to reduce wage disparities.

3. Advance Actionable Solutions

* Formulate evidence-based recommendations for policymakers, organizations, and other stakeholders to close the

gender pay gap.

* Emphasize cutting-edge strategies, like using technology and data analytics, to facilitate fair pay practices.

4. Provide an analysis of the contribution of Cultural and Societal Norms
 Analyze how cultural values, gender stereotypes, and societal expectations account for wage disparities.

» Examine the effects of unpaid care work and gender traditional roles on women's labor market participation.
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5. Examine Intersectionality in Wage Disparities
* Examine how gender intersects with other demographic factors, including race, ethnicity, class, and disability, and how

these factors cumulatively create wage inequalities.

» Identify the special issues that face marginalized groups in the larger picture of the gender pay gap.
Hypothesis

The gender wage gap is a complex phenomenon affected by an interaction of structural, cultural, and individual
determinants. Structural causes include organizational policy, occupational segregation, and lack of equal career
opportunity. Cultural causes include social norms, gender stereotypes, and assumptions about caregiving roles, and
individual causes may be linked to education, career selection, and negotiation. Addressing these factors
comprehensively requires a multi-dimensional approach that combines policy reform, organizational accountability,
cultural shifts, and individual empowerment. It is hypothesized that by implementing targeted and integrated strategies

to address these interrelated factors, significant progress can be made toward reducing and eventually closing the gender

pay gap.
Significance of Study

This study is of utmost significance in furthering the international discussion on gender equality and solving one of the
most enduring issues in attaining economic and social justice. The outcomes of this study will add insightful
contributions to policymakers, organizations, and advocacy organizations striving for pay equity. Through the
determination of the underlying causes of the gender pay gap and assessing the impact of current interventions, this

study will offer evidence-based suggestions for practical solutions.

The importance of this research goes beyond the domain of fairness and equity. Closing the gender pay gap can
potentially release significant economic gains, such as higher workforce participation, improved productivity, and better
organizational performance. Research has indicated that higher gender equality in pay results in more robust economic
growth, as it enables the best use of talent between genders. In addition, mitigating wage inequalities can enhance family
well-being by raising household income, lowering poverty rates, and promoting improved education and health for

children.

This study also points to the social implications of the attainment of pay equity on a wider level. Closing the gender pay
gap reinforces social cohesion and social inclusion as it redresses structural inequalities which entrench discrimination
and undermine gains. Additionally, by analyzing how gender intersects with other demographic markers like race, class,
and ethnicity, the study draws attention to the magnified disadvantages borne by marginalized populations and hence

for more inclusive and equitable responses.
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Finally, this research hopes to contribute to the development of a more equitable and fair society where people are

rewarded justly for their abilities, work, and qualifications regardless of gender. The findings from this research will

provide a basis for initiating real change and promoting equality culture in societies and workplaces globally.
Literature Review

Introduction

The pay gap between men and women, a widely reported disparity in which women are paid less than men, exists all
over the world. It is not merely a matter of justice, but rather a multifaceted issue that stems from the social structures,
organizational practices, and personal biases. This review examines the multitude of factors leading to this gap and
discusses possible solutions, seeking to present a holistic view of the problem. The aim is to discuss the extent to which
these factors feed into the gap and what policies could help in narrowing it.

Historical Context

The pay gap between the sexes is not new but has a very much entrenched origin traceable back in the early forms of
labour markets. During the early 20th century, labour legislation and social norms systematically excluded women from
well-paying and high-status occupations, frequently confining them to undervalued jobs in both economic and social
senses. These initial exclusions left a legacy of disadvantage that has endured across generations. The Industrial
Revolution, which represented a profound shift in economic arrangements, further solidified occupational segregation.
Women were largely relegated to low-paying, manual jobs, like domestic service and textiles, whereas men held higher-
paying occupations in manufacturing, engineering, and business management. This labour division has had lasting
consequences, establishing a pattern of pay discrimination that persists today. The social and economic changes that
occurred after the Industrial Revolution further entrenched these gendered divisions, restricting women's access to the

same career opportunities and financial autonomy as their male counterparts.

Defining the Gender Pay Gap

The gender pay gap, also referred to as the gender wage gap or male-female income difference, is the disparity in average
hourly wages between men and women. It is usually estimated after taking into account human capital determinants
such as education and employment tenure. It may be calculated by the women's average gross hourly wage to men's
average gross hourly wage ratio, or by the gap between men's and women's gross hourly wage as a proportion of men's

average gross hourly wage.

Factors Affecting the Gender Pay Gap

e Societal and Cultural Norms: Conventional masculinity and femininity perceptions are the causes of gender
inequality. These perceptions may result in unequal treatment of women in the workplace. In certain situations,

women may also accept pay inequity as a norm.
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e Occupational Segregation: Women and men often work in different jobs and industries, with women frequently

concentrated in lower-paying sectors. This segregation is a major contributor to the pay gap. For example, there is
evidence that work traditionally done by women may be undervalue.

e The ""Motherhood Penalty: Motherhood has a marked effect on the career of women. Women are likely to receive
a wage penalty because of lost work time during childbirth and childrearing. Lost work time could result in a
devaluation of their skills and experience. The expectation of career disruption might also influence women's
investment in education and training.

e Individual Factors: In some research, women are said to have varying expectations or preferences in compensation
and benefits. The difference in the manner men and women negotiate salaries also contributes. These are also
affected by culture.

e Workplace Discrimination: Direct discrimination, in which women are paid less than men for the same work, is at
play. Indirect discrimination, resulting from biased assessment and compensation systems, is also a contributing
factor. Also, some studies have indicated that women can be excluded from being considered for promotion and
leadership roles.

e Wage Structure: Institutions for wage setting and the structure of wages determine the gender pay gap. More
centralized systems of wage setting in a country can led to a smaller gap. The gender pay gap can also be narrowed
by a more compressed wage structure

e Perception of the Pay Gap: Surprisingly, a lot of people, especially women, might not even realize the presence of
a gender pay gap, even when statistical data prove otherwise. This could be attributed to a number of factors,

including a tendency to tolerate pay disparity or pay expectation differences.

Gaps in Existing Research

Although much has been researched regarding the individual factors accounting for the gender pay gap, there is an
important shortage of studies offering an integrated, overarching analysis of structural, cultural, and individual drivers
of the issue. Most of the research that currently exists concentrates on just one dimension of the issue, like occupational
segregation or discrimination in the hiring process, without accounting for how all these elements feed into and
strengthen each other. There is little research that consolidates findings across various fields of study—Ilike economics,
sociology, psychology, and organizational behavior—into an integrated framework of understanding and response to the
gender pay gap. This research seeks to bridge this gap by providing an integrated analysis that takes into account the
different interlinked factors behind the gender pay gap and suggests a variety of solutions that tackle these factors in an

all-encompassing way.
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Methodology

Research Design

This research utilizes a mixed-methods design, combining quantitative and qualitative research techniques to present a
complete picture of the gender pay gap. This twinned methodology provides a strong insight into both the numerical
wage differences and the individual experiences that feed into them. The reasons for using a mixed-methods design are
to overcome the weaknesses of single-method research, where studies might lack numerical strength (qualitative

research) or lose contextual detail (quantitative research).

Quantitative Research: The research employs survey data and secondary sources like government labor reports,
organizational salary records, and industry wage benchmarks to examine statistical trends and differences in earnings

between men and women in various industries.

Qualitative Research: In addition to numerical data, the research includes thematic analysis of individual experiences,
organizational biases, and social perceptions driving wage structures. Interviews with HR practitioners and policymakers

and open-ended survey responses provide valuable insights into the root factors perpetuating the gender pay gap.
Participants

The research used a diverse pool of participants to allow for comprehensive analysis and reduce selection bias:

e Survey Participants: Workers from different industries, age ranges, educational levels, and employment sectors
took part in the study. Both men and women participated to enable comparative analysis.

e HR Professionals and Policymakers: HR managers and policymakers offered professional opinions on company
compensation structures, transparency policies, and the efficiency of diversity programs in bridging the gender pay
gap.

e Intersectional Analysis: In order to tackle compounded discrimination, the research took into account factors like

race, ethnicity, disability, and socio-economic status while examining pay gaps.
Data Collection

Quantitative Data

The quantitative aspect entailed organized questionnaires sent via Google Forms, along with statistical information

pulled from official documents and wage records. The questionnaire was created to measure:

¢ Demographic Information: Gender, age, level of education, experience at work, and industry of employment.
o Perceptions of the Gender Pay Gap: Awareness levels and opinions on key contributors to wage disparities.
e Workplace Practices and Policies: Salary transparency, career advancement opportunities, and corporate gender-

equity initiatives.
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o Effectiveness of Government and Organizational Interventions: Respondents' opinions on pay transparency

legislation, affirmative action, and diversity and inclusion initiatives.
e Intersectionality and Pay Disparities: The compounded effects of gender, race, and socio-economic background

on wage gaps.
Qualitative Data
Qualitative data were collected from

e A free-text survey answers on wage disparities and employee discrimination.
e Thematic analysis of repeated trends like workplace prejudice, salary negotiations gap, and career setbacks due to

caregiving.
Tools and Instruments

e Google Forms: Utilized for gathering structured survey answers.
e Excel- Used for regression analysis and descriptive statistics to measure gender-based pay differences.
e Thematic Analysis (Manual): Used for qualitative data to identify prominent patterns of gender biases, transparency

of salaries, and intersectional discrimination in pay.
Tools and Instruments

1. Statistical Analysis-

Statistical analysis was used for quantitative analysis to analyse and process the wage data. This helped in determining
the strong predictors of wage differences, i.e., gender, industry, type of job, and experience. This helped in comparing
wage distributions between industries and regions so that the reasons behind the gender pay gap could be thoroughly

examined.
2. Thematic Coding for Qualitative Data Analysis

Qualitative data from the interviews were broken down with thematic coding, where the process of looking for and
coding recurring themes, patterns, and ideas within the data was undertaken. In doing this, it was possible to find the
underlying reasons for gender-based pay differentials like implicit biases, societal expectations, and workplace culture.
Thematic coding enabled the structuring of qualitative data into significant categories, which were analysed to obtain

insight into participants' lived experiences.
3. Societal Attitude Surveys

To gain a larger sense of broader societal attitudes regarding gender roles and pay equity, surveys were conducted with
a wider population than interview participants. Surveys sought to measure public opinions regarding the gender pay gap,

societal expectations surrounding gender roles, and perceived justice of pay differentials. Survey results helped frame
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understanding of societal factors that potentially affect organizational pay practices and contributed to the aggregate

analysis of the problem.
Procedures

1. Data Collection Period

The study took 3 months, providing ample time for data collection, verification, and triangulation. The surveys were

sent electronically to facilitate wide coverage across industries and geographic areas.

2. Statistical Analysis

e Descriptive Statistics: Mean, median, and percentage distributions of gender pay gaps were computed.

e Regression Models: Employed to identify significant predictors of wage gaps, such as industry, work experience,
level of education, and gender.

e Correlation Analysis: Assessed correlations among wage differentials and environmental variables such as
organizational policies and government policies.

3. Analysis of Interview Transcripts

Interview responses were coded and transcribed to determine overarching themes. Trends concerning workplace
prejudices, promotion obstacles, and transparency of compensation were examined to substantiate or disprove
quantitative results. The analysis also investigated organizational culture's contribution to gender-based pay inequalities,

with emphasis on how policies and practices affect women's workplace experiences.
4. Ethical Considerations
This study followed ethical research practice by ensuring:

e Informed Consent: Participants were fully informed about the research prior to involvement.
e Confidentiality: The responses were anonymized in order to keep participants' identities safe.

e Data Security: All digital data were safely stored in order to secure them from unauthorized access.

Through the use of a systematic and multi-faceted research methodology, this work guarantees that its conclusions
regarding the gender pay gap are statistically accurate and contextually nuanced, such that they may be used effectively

by policymakers, firms, and researchers in addressing wage differentials.
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What is your gender?

67 responses

® Male
@ Female
@ Other

/||| ﬂ @ Prefer not to say

What is your age group?

67 responses

@ Under 25

® 25-34

® 3544

® 4554

@ 55 and above

What is your highest level of education? |

67 responses

@ High school or equivalent
® Bachelor's degree

) Master’s degree
A @ Doctorate or higher

N

[JNRD2502230 International Journal Of Novel Research And Development (www.ijnrd.org)



http://www.ijrti.org/

© 2025 [JNRD | Volume 10, Issue 2 February 2025 | ISSN: 2456-4184 | JNRD.ORG

How many years of professional work experience do you have?

@® Less than 1 year
@® 1-3years
@ 47 years
ﬂ ® s8-15years
@ More than 15 years

67 responses

What is your current employment sector?

67 responses

@ FPrivate
10.4% @ Public/Government
@ Non-profit

0,
L @ Freelance/Contract
@ Other

How significant is the gender pay gap in your country or industry? @ Copy chart

67 responses

a0

26 (38 B%)
20

17 (254%)
14 (20.9%)

8(11.9%)
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What do you think are the main contributors to the gender pay gap in your l_D Copy chart
country?

67 responses

Cultural ang socsetal noms| 34 {50 ™)

Discrmination or bas in hnng,

and promotion 36 (53 7%)
Lack of access o leadership! 33 (49.3%)
roéas for women !
Differences in aducation or skis 27 (40.3%)
Choxes regarding work-lde 24 (35.8%)
0 10 20 30 a0
To what extent do you agree with the following statements? @ Copy chart

a. Women are underrepresented in high-paying industries or roles.

b. Family respensibilities disproportionately impact women's career progression.
c. Societal norms and stereotypes influence women's career choices.

d. There is adequate awareness about the gender pay gap in my country.

67 responses

30

20 (2D.9%)

13{15.4%)

Does your workplace have a formal policy on pay equity?

67 responses

® Yes
® No

® Not sure
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How transparent is your workplace regarding salary and pay structures? IQ Copy chart

67 responses

20

19 (28.4%)

17 (5 4A%)

12 (17 5%)

0 (145
9 (13 4%) 10(14-9%)

To what extent do you agree with the following statements about your l_U Copy chart
workplace?

a. Men and women are paid equally for similar roles and responsibilities.

b, There are clear criteria for promotions and pay raises

¢ Diversity and Inclusion programs are effective in addressing gender-related

issues.
d. My workplace provides sufficient support for employees with caregiving
responsibilities
67 raapanses
¢
20
..... LATASELN)
w0 " (vaN)

How effective are current laws in your country in addressing the gender pay l_U Copy chart
gap?
67 responses

20

15 16 (22 9%)

13 (10.4%)
' 4 12 (17.9%)

9({134%)
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To what extent do you agree with the following statements? LD Copy chart
a. Stronger legal frameworks are needed to ensure pay equity.

b. Government policies should mandate regular pay audits for organizations.

c. Programs aimed at advancing women's careers are effective in reducing pay

gaps

d. Raising public awareness about the gender pay gap is crucial for change.

&7 respanses

a0

3(a5%)

How influential are cultural norms in shaping gender roles and pay disparities in I_D Copy chart

your country?

67 responses

30

20

3{4.5%)

Do you believe unpaid work (e.g., caregiving, housework) significantly affects
women'’s earning potential?

67 responses

® Yes
@® No
& Not sure
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To what extent do you agree with the following statements? l_D Copy chart
a. Traditional gender roles limit women's career choices.
b. Changing societal attitudes toward gender roles is key 1o reducing pay gaps.
67 responses

3

24 (35 8%) i SBin
20
13 (19.4%)
10
1(1.5%)
0
1

Do you think women from marginalized groups face greater pay disparities? @ Copy chart

67 responses

30

24 (35.8%)

23 (34 3%
20 ¢ ’

14 {20.9%)

1(15%) 5(7 5%)

Which groups, in your opinion, are most affected by intersectional pay gaps? l[_] Copy chart

67 responses

@ Wamen of color

@ Women with disabilibes

@ LGBTO+ women

@ Women from lower S0GO-economic
backgrounds

@ Other
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How important is it to address intersectional issues in discussions about the LD Copy chart
gender pay gap?

67 responses
40

30 42 {47 B%)

16 (28.4%)

10 13 (19.4%)

1 (2‘5,%)

1

To what extent do you agree with the following solutions to address the gender {0 Copychant

pay gap?

a. Regular pay audits should be mandatory for all erganizations.

b. Incorporating gender equality education in schools can reduce future pay
gaps

c. Flexible work arrangements can help reduce disparities

d. Technology-driven solutions, like Al-based pay audits, can improve pay equity.

67 responses I

0

How effective do you think mentorship programs for women are in addressing IQ Copy chart
the gender pay gap?
67 responses

30

24 (36 8%)

23 (34 3%)

20

3(45%)

3(45%)
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Which of the following workplace policies do you think would be most effective lD Copy chart
in reducing the gender pay gap?

67 responses

Regular pay audits and

31 (46.3%)
transparency

Gender-neutral hinng practices 44 (657%)
Flexbie work arrangements -38 (56 7%)
Subsideed childcare or parental 34 (50.7%)
leave policies
Leadership development 31 (46.3%)
programs for women
0 10 20 30 40 S0

How important is it for organizations to train managers on unconscious bias to IO Copy chart
reduce pay disparities?
67 responses

40

30

20

10

1(15%) 23%)
, ,
1 2 3
Do you believe that public disclosure of gender pay gap data by companies ID Copy chart

should be mandatory?

67 responses

@ Yes, it should be mandatory
@ No, it should remain voluntary
@ Not sure
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To what extent do you agree with the following statement: "Organizations shouid LD Copy chart
link executive bonuses to achieving diversity and inclusion goals, including pay
equity”

67 responses

30

20 21 (31 3%)
17 (25 4%)

10

1(1.5%)

1

Which technology-driven solutions do you think have the most potential to l_D Copy chart
reduce the gender pay gap?

67 responses

Al-based systems for analyzing 28 (41.8%)
and correcting pay gaps

Platforms for anonymous 38 (56 7%)
reporting of pay discrimination

Digital tools for monitonng caresr 47 (701%)
progression and promotions

Salary benchmarking tools for

37 (55.2%)
employees

0 10 20 30 40 50

Data Analysis

The quantitative data and qualitative information were analyzed utilizing a mix of statistical techniques as well as

qualitative methods to yield a descriptive picture of the gender pay gap.
Quantitative Analysis

The quantitative information was analyzed based on statistical models to reveal patterns of wage discrimination. The
results show that women receive 20% less than men on average in different industries, verifying the long-standing wage

gap. Key analytical methods utilized were:

Descriptive Statistics: Gender pay gap, percentage distributions, median, and means were calculated in an attempt to
examine overall trends and industry-based gaps.

Regression Analysis: Used to identify predictors of substantial wage differences, including industry, workplace
experience, educational attainment, and sex. It was used to estimate the proportion to which sex only influences wages,

controlling for other variables.

IJNRD2502230
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Correlation Analysis: Examined correlation between gaps in wages and extrinsic variables like government policies and

organizational rules to see if structured interventions could reduce gaps.
Qualitative Analysis

Thematic coding was employed to analyze open-ended interview transcripts and survey responses. Qualitative results
emphasized workplace discrimination, career mobility barriers, and social norms as key drivers of pay disparities. The

prevailing themes were:

e Gender-Based Pay Discrimination: Charges of discriminatory compensation for equal work.
e Biases in the Workplace: Qualified women getting promotions less than comparable male colleagues.

e Negotiation Problems: Women not encouraged to negotiate salaries because they fear retaliation.

Triangulation

For the reliability and validity of the results, triangulation was used to check and confirm the results from all sources of
data. Whereas the quantitative data provided an objective quantification of the wage disparities, the qualitative data
provided an enhanced comprehension of the personal experiences and perceptions of the participants. Through cross-
verification of the results from the two sources, the study was able to better understand the factors behind the gender

pay gap and the potential solutions to rectify it.

Results

Demographic Breakdown

The survey included a heterogeneous participant sample to achieve wide representation by age, education and work

experience.

Gender Distribution: The survey consisted of 50.7% female, 38.8% male, 7.5% prefer not to say, and 3% identifying
as other.

Age Distribution: The largest proportion was the 25-34 age group (35.8%, then under 25 (32.8%. Only 6% were 55
years and older, or else they are early and mid-career, to use more familiar terms.

Educational Background: A majority (55.2% possessed a master's degree, 28.4% possessed a bachelor's degree,
indicating a very educated sample group.

Work Experience: 31.3% reported 1-3 years of experience, and 26.9% reported less than 1 year of experience. Only
7.5% had over 15 years of work experience.

Employment Sector: The private sector dominated (50.7%, with other sectors such as freelance (10.4%, non-profits

(11.9%, and government (7.5% showing a more modest presence.
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Perceptions and Insights on the Gender Pay Gap
Perceived Severity: A combined 59.7% of respondents (4 5 ratings) considered the gender pay gap highly significant.
Contributing Factors:

e 53.7% cited discrimination in hiring and promotion.

e 50.7% attributed it to cultural and societal norms.

e 49.3% believed the lack of women in leadership roles contributed.

e 40.3% cited differences in education and skills.

e Representation in High-Paying Industries: 68.7% of respondents (ratings 4 5) agreed that women were
underrepresented in high-paying roles.

e Family Responsibilities: 68.7% also found themselves in agreement that family obligations disproportionately pull
women off the career track.

e Awareness About Gender Pay Gap: 29.9% rated the lack of awareness of gender pay gap as insufficient.

Workplace Policies and Pay Transparency

44.8% reported that their workplace had a formal pay equity policy. However, 29.9% indicated that their organization

lacked one.

Salary Transparency: Only 17.9% felt their workplace to be quite transparent with regard to salary scales, and 28.4%
gave it a neutral evaluation (3/5), which shows a large transparency chasm.
Fair Pay and Promotions: However, only 43.4% (ratings 4 5) felt that their organization paid men and women the same

wages for comparable jobs, which indicates some of these gender gaps still exist.

Effectiveness of Government and Legal Interventions

o 43.3% believed existing laws were only moderately effective (ratings 3 4).
e The largest proportion (79.1% favored more robust legal provisions and compulsory pay audits.

e Awareness Programs: 44.85% agreed that raising awareness was a key solution.

Impact of Cultural Norms & Unpaid Work

e 71.6% of respondents (ratings 4 5) considered cultural norms highly influential in shaping gender roles and pay

disparities.
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e 58.2% believed unpaid caregiving work significantly impacted women’s earnings.

Intersectionality and the Gender Pay Gap

e 70.1% thought women living in marginalized groups experience higher wage gaps.
e The groups most affected were:

e Women with disabilities (34.3%)

e  Women from lower socio-economic backgrounds (26.9%)

e [LGBTQ+ women (25.4%)
Solutions and Organizational Policies
Most Effective Workplace Policies:

e Gender-neutral hiring practices (65.7%)
e Flexible work arrangements (56.7%)
e Subsidized childcare or parental leave (50.7%)

e Leadership development programs for women (46.3%)
Pay Transparency & Accountability:

e 70.1% thought there should be a mandatory requirement for disclosure of the pay gap data.
e 46.3% felt training managers to mitigate unconscious bias would be successful.

e 31.3% supported linking executive bonuses to diversity goals.

Technological and Policy Innovations

Al-Based Pay Audits: 41.8% saw potential in Al-driven salary assessments.
Digital Tools for Career Monitoring: 70.1% believed these could help track pay disparities.
Anonymous Reporting Platforms: 56.7% of respondents wanted systems enabling employees to report payment

discrimination anonymously.
Implications

The data supports the presence of gender wage gaps, even with rising awareness and legislative changes. Results indicate
important areas of weakness in work environment policies, open communication, and female representation at
leadership. Many respondents agreed on the need for stronger pay audits, unconscious bias training, and leadership

mentorship programs to close the wage gap.

Although government action is still relatively effective, individuals and organizations need to step up through public

disclosure of pay, better parental leave policies, and gender parity hiring to ensure a fair workplace. Survey findings also
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highlight the importance of intersectional analysis, noting that disadvantaged women face compounding wage

discrimination.

These insights will serve as a foundation for future research and policy recommendations, ensuring that discussions on

gender pay disparities lead to actionable and impactful solutions.
Qualitative Findings

. Cultural Attitudes: Women's levels of contribution are understated in male-dominated fields, contributing to

professional advancement and salary progression.

. Negotiation Practices: A lot of women avoid negotiation of salary because of the related sense of being aggressive

or demanding.

. Bias in Promotion Decisions: Although subjective criteria and informal networks usually have a benefit for male

workers disproportionately.

. Work-Life Balance Issues: Caregiving tasks are a barrier to career advancement and thus result in lower lifetime
earnings.
. Lack of Transparency: Many employees expressed concerns over unclear salary structures, making it difficult to

challenge pay disparities.

Thematic Analysis-

Question 1: What actions should organizations prioritize to ensure pay equity?
Emerging Themes:

1. Transparent Pay Structures & Audits

e Regular pay audits to identify wage disparities.
e Implementing clear salary frameworks.

e Communicating pay policies openly.

2. Merit-Based Compensation & Standardized Evaluations

o Equal pay for equal work.

o Compensation based on skills and experience rather than gender.
o Standardized job evaluation criteria.

3. Fair Hiring & Promotion Practices

o Encouraging salary negotiation training.
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o Clear career progression paths to eliminate bias.

o Ensuring fair representation of women in leadership.

4. Legal Compliance & Corporate Accountability

o Adhering to pay equity laws.

o Preventing discrimination claims through proactive policies.
o Establishing grievance redressal mechanisms.

5. Cultural and Organizational Change

o Fostering an inclusive work environment.

o Leadership training for women.

o Regular training on unconscious bias.

Strategies for Pay Equity
Transparent Pay 7 ~ Merit-Based
Structures o " ¢ ompensatios
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Cultural Change
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anvironmem
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Question 2: Personal Experiences or Observations on Pay Inequalities
Emerging Themes:

1. Gender-Based Pay Discrimination
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Women receiving lower salaries for the same roles as men.

Justifications such as "better negotiation skills" for pay disparities.

Female employees having to work harder for recognition.

Unequal Promotions & Career Growth
Men being promoted faster despite similar or lower qualifications.
Women struggling to regain positions after maternity leave.

Lack of leadership roles occupied by women.

Workplace Bias & Unfair Treatment
Assigning administrative or “office housework” tasks to women.
Women's ideas being ignored until restated by male colleagues.

Gender-based assumptions about roles in industries like construction and sales.

Lack of Salary Transparency
Pay discussions discouraged, making discrepancies harder to identify.
Hidden salary ranges in job postings impacting negotiation.

Unequal bonus and benefit allocations.

Intersectionality in Pay Disparities
Racial and disability-based discrimination in salaries.
Women of colour facing additional biases.

Disabled individuals receiving lower pay despite equal contributions.
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Pay Inequalities: Gender and Intersectional Perspectives
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Hidden Salary Ranges
Ignored Ideas
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Racial Discrimination

Disability-Based Discrimination

Discussion

Interpretation of Results

The research confirms that the gender wage gap is highly a complicated, systemic
problem, due to sex segregation as well as the unconscious biases and

expectations of society.

e Structural Factors: It is because women are mostly concentrated in the less remunerative sectors of the economy,

and the under-representation of women in the managerial ranks to the gap remains.

e Cultural Influences: Conventional societal gender expectations drive wage negotiations, career choice, and

assessment of leadership skills.

o Intersectional Disparities: Such a situation is experienced by women from marginalized communities as well, and
they, consequently, go through multiple forms of wage discrimination which necessitates the prompt provision of

the necessary measures.

o By Giving Real Examples: In some cases, the laws in corporate houses and in the government, sector are not enough,

they need to make one that is strong enough to give everyone fair treatment where transparency of wages is ensured.
In short, these findings are clearly indicative of the acute focal point on multi-level

interventions, including pay transparency regulations, corporate
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accountability, leadership training for women, and cultural shifts which
are all necessary to create substantial and sustainable economic justice. Efforts to close the gender pay gap, therefore,
must go beyond policy changes and also require a paradigm shift in the organizational culture and social attitudes

toward gender roles.

Comparison with Literature

The outcomes of this study are in line with a large body of information from past studies on the issue of the gender pay
gap which emphasizes that the main causes of wage inequalities are occupational segregation, workplace biases, and
societal norms. Blau & Kahn (2017) as well as Goldin (2014) claim that such things as discriminatory hiring practices
and promotional bias are one of the main causes of unequal wages for women. The "motherhood penalty" that was found
in our study provides direct evidence for the notion first raised by Budig & England (2001) that family responsibilities

handicap women more than men in the labor market.
One distinctive feature of this research is its analysis of the intersectionality.

While previous studies mainly concentrate on gender, this paper demonstrates the impact of race, socio-economic
status, and disability on wage disparities which were already discussed in Kimberl¢ Crenshaw’s (1989) framework of
intersectionality. A second major result of our study is that biases in salary negotiations disproportionately disadvantage
women, a situation which is bolstered by Babcock & Laschever (2003) who explain that women are less likely to request

a salary increase because they are expected to be compliant with the standard norms.

Implications

The findings underscore the urgent need for systematic reforms in workplace policies and government legislation to

address wage disparities effectively. Companies must take proactive steps to implement:

e Mandatory Pay Transparency: Research indicates that organizations with open salary disclosures have 10-15%

smaller gender pay gaps compared to those without transparency policies.

e Diversity and Inclusion Training: Studies show that bias training reduces discriminatory hiring decisions by 20-30%,

making it a critical component of workplace equity.
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Parental Leave and Childcare Support: Countries with strong parental leave policies, such as Sweden, exhibit a

significantly smaller gender wage gap compared to nations with limited childcare support.

Leadership Development for Women: Encouraging mentorship and sponsorship programs for women has been

shown to increase their representation in leadership roles by 30-40% over a decade.

On a legislative level, governments must strengthen enforcement mechanisms for equal pay laws and encourage

companies to conduct gender pay audits. [f unaddressed, the gender pay gap will continue to hinder economic growth,

with McKinsey (2020) estimating that gender equality in the workforce could add $12 trillion to global GDP by 2025.

Limitations

Though this research gives us a lot of information about gender pay gap, we must recognize that there are certain

limitations.

Sample Size Constraints: Even though the survey covered a range of sectors, the sample size might not be so

representative of every profession or regional demographic. Bigger data sets might deliver stronger generalizations.

Self-Reported Data: The answers were dependent on their personal points of view and experiences. That can lead to

a biased view. It is possible that some participants may have concealed or exaggerated wage disparities.

Sectoral Differences: The study compiles data from various sectors but the pay gap dynamics may also be extremely

different among technology, health, and education.

Regional Disparities: Countries and regions have different economic conditions and legal frameworks, which the

pay equity of the employees is based on. A more local perspective would provide clearer insight.

Time Constraints: A more extensive research period would permit the tracking of wage progression over time; thus,

a better explanation of the effects of policies and interventions can be given.

Suggestions for Future Research

Future studies should explore:

Longitudinal Studies: What you need to do is to check for the differences in workers' pay in the same company in a

longer time span, like for instance 10 years, it could also be from 1990-2020.

Sector-Specific Analyses: We must be involved in focused research on industries, which have some angles that are
still virgin in the sense of not having much academia on them and the wage gaps disparities are identified as being

significant. (Karan was looking)
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e Al and Data-Driven Approaches: The IBM company has created a product that uses Al as well as machine learning

to eliminate the wage gap between men and women. Women have been paid lower incomes than men over the years.

With men in a higher salary bracket, it has also been apparent in CEO positions where women were not fairly paid.

e Cultural Influence Studies: The more transparent firms are, the more they can view different biases neutrally, and
that can cause higher top management women composition, which is also true for women, they will receive a fair

salary if they perform as well as men

e Global Comparisons: Analyzing the salaries in various areas of the world is a potential way to determine the

differences in pay equality policy implementation.

Conclusion

The issue of unequal pay between the sexes around the world is very disturbing and needs to be dealt with immediately
and thoroughly. Research has pointed out many different aspects that caused wage differences such as gender
discrimination, the motherhood penalty, work environment prejudices, and outdated societal norms. Women are still
paid substantially less than men even though the government has passed laws, and the companies are doing various
programs to help narrow the pay gap, women in sectors that are male dominated still fall under their pay by a significant
percentage. The results of the study put forward the idea that it is imperative to adjust the system of which the
governmental policies and corporate structures operate in so that the pay environment is really fair. A pivotal point in
this research is that salary equality and corporate transparency and accountability are mandatory components in the
process of eliminating wage inequities. Besides, organizations that have enforced the pay transparency policy reported
that they had eliminated the gender pay gap that had a significant impact as a result of this. Moreover, the female quota
in management was found to have a strong positive association with fair wage distribution, which points to the

importance of mentorship and sponsorship programs.

Further, research reveals the significance and the priority for the issue of intersectionality treatment in wage spots, as
the groups that have historically been oppressed, such as women of color, and disabled individuals, as such, bear a
double burden of prejudice, are also affected by more and intense forms of discrimination. The government should
intensify legislative measures to ensure sure that both men and women are at the same pay levels and that businesses
have responsibility for the differences in wages. From an economic perspective, bridging the gender pay gap is not only
a social justice issue but also a must for financial sustainability. Statistics show that closing the gender wage gap would
contribute $12 trillion addition to global GDP by 2025 (McKinsey, 2020) stands for the broad economic profits of pay
equity. Devise a multi-pronged approach to succeed in the wage parity task to government intervention, corporate
leadership, and social reform. It is recommended to conduct further research on the long-term analyses of gender pay

gap trends, the sector-specific wage disparities, and the effectiveness of Al-driven solutions in promoting equitable
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compensation in the future. Despite this, ongoing advocacy, research, and policy innovation are necessary to promote a

more inclusive and fair labor market for the coming generations.
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