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Abstract

The gender wage gap is an ongoing worl dwide concer
study delves into the complex determinants ®9©égt bdga
and institutional biases. Both qualitative and gqala
trends, and policy measures. Among the main findiin
negotiation strategies. Suggested alternatives inv
that strive to achieve gender equality. The presen
orderadvance economic justice and social <change.

Keywor ds:
Pay I nequity, Gender Pay Gap, Human Capital, Pay A
Il ntroducti on

The pay gap between men and women, described as th
calling for gender parity. 't will take more than
report sd tehceo womilc Forum's Gl obailst@Gendenyg @EapwbRepoir ts
fairness and justice but has signif-beang, i mpti sati
persi stenceagf ptlhiéeggitesr dtehre need for a cl ear under st

practical solutions. Reducing this gap is critical
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Research Probl em

Il n spite of wpdkespyeadteeseattcbns, and internation
continues to be a significant 1 ssue for many natic
systemic disparitieasnicaeploynal ngmudituedc, i moor gt al 1

enduring nature of the gender pay gap raises sighn
factors that drive wage di fsftergeantei awhsy. tThhd sg e nedseera
strategies can be adopted to tackle this multifaceé

fully grasp the dynamics of this issue and suggest

Obj ectives
Thmain objectives of this research are as foll ows:
1. |l dentify Key Contributing Factors

ASt udy the wunderlying factors of the gender pay ¢
di scrimnatory access tom ofppjoobsnliarygelandstuafdfee & sh

ALook at how the systemic barriers in the form of
2. Assess Current Policies and I nterventions

ALook at the role of eyisdiiscggoparieci eguali payl aws s
bringing down the gender pay gap.

AEvaluate the contribution of organi zraetdwoangael dpirsapcatr

3. Advance Actionable Solutions

AFonrul ate -easedéncecommealdiady, madgeghbsoti zati ons, and ot
gender pay gap.

AEmphasi zedgetsti mayt egi es, | i ke using technology anc
4. Provi de samfandaley contri bution of Cultural and Sc
AMnalyze how cultural val ues, gender stereotypes,

AExamine the effects of unpaid care wor kaand cderadae
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5. Examine I ntersectionality in Wage Disparities

AExamine how gender intersects with other demograpt
these factors cumul atively create wage inequalitie
Aldentspgcithle i ssues that face marginalized groups

Hypot hesi s

The gender wage gap is a complex phenomenon affe:
determinants. St rucntiuzraatli omau s epsoliicgl, ude campgada i on al
opportunity. Cul tur al causes include social nor ms
i ndi vidual causes ma y be |l i nked otioateadouncat Adcar e sc

comprehensivelyi meqgqsioeal aampt obach that combines

cul tural shifts, and individual empower ment .d Istt riad
to address these interrelated factors, significant
pay gap.

Signi f iSctaundcye of

This study is of utmost significance eqQquabuirtphweandg
mo st enduring issues in attaining economic and s
contributions to policymaker s, organizations, anc

deermination of the underlying causes of the gend

study wil |l -bafsfeedr sauwygigkeesndeons for practical soluti or
The i mportance of this researchqgqgoeg. bElyosnidng hteha
potentially release significant economic gains, su
organi zational perfor mance. Research hamoredrochused
growth, as it enables the best use of talent betwe
we-bkeing by raising household i ncome, | oweri ng pov
chil dren.

This study also points to the soci al i mplications
gap reinforces soci al cohesion and soci al i nclusi o
and under mine gains. Additionally, by analyzing ho
and ethnicity, the study draws attention to the m:

for mor e d necquwistiavhel eanr esponses.
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Finall vy, this research hopes to contribute to the
rewarded justly for their abilities, wor k, andwiqlk
provide a basis for initiating real change and pro

Literature Review

Introduction

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

Historical Context

The pay gap between the sexes is net hat has a very much entrenched origin traceable back in the early form:
labourmarkets. During the early 20th centulabourlegislation and social norms systematically excluded women frol
well-paying and higkstatus occupations, frequently confinitiggm to undervalued jobs in both economic and socie
senses. These initial exclusions left a legacy of disadvantage that has endured across generations. The I
Revolution, which represented a profound shift in economic arrangements, furthdresbbidcupational segregation.
Women were largely relegated to lgaying, manual jobs, like domestic service and textiles, whereas men held hig
paying occupations in manufacturing, engineering, and business managememabdhiglivision has had lastg
consequences, establishing a pattern of pay discrimination that persists today. The social and economic chan
occurred after the Industrial Revolution further entrenched these gendered divisions, restricting women's acces

same career opptunities and financial autonomy as their male counterparts.

Defining the Gender Pay Gap

The gender pay gap, also referred to as the gender wage gap-demale income difference, is the disparity in average
hourly wages between men and women. lissally estimated after taking into account human capital determinal
such as education and employment tenure. It may be calculated by the women's average gross hourly wage 1
average gross hourly wage ratio, or by the gap between men's and wgiss'sourly wage as a proportion of men's

average gross hourly wage.

Factors Affecting the Gender Pay Gap
1 Societal and Cultural Norms: Conventional masculinity and femininity perceptions are the causes of gen
inequality. These perceptions may result in unequal treatment of women in the workplace. In certain situe

women may also accept pay inequity as a norm.
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1 Occupational Segregdon: Women and men often work in different jobs and industries, with women frequen

concentrated in lowegpaying sectors. This segregation is a major contributor to the pay gap. For example, the
evidence that work traditionally done by women maybédervalue.

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

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

1 Workplace Discrimination: Direct discrimination, in which women are paid less than men for the same work, i
play. Indirect discrimination, re#ing from biased assessment and compensation systems, is also a contrib
factor. Also, some studies have indicated that women can be excluded from being considered for promotic
leadership roles.

1 Wage Structure: Institutions for wage setting and the structure of wages determine the gender pay gap.
centralized systems of wage setting in a countryledto a smaller gap. The gender pay gap can also be narrow
by a more compressed wage structure

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

including a tendency to tolerate pay digpaor pay expectation differences.

Gaps in Existing Research

Al though much has been researched regarding the I

i mportant shortage of studies offsgetrangtamnal htegkhktt

of the issue. Most of the research that currently
segregation or di scrimination in thehdsei abeipe nice
strengthen each other. There is |little r edleiak & hed
sociology, psychol ogydi mmtnal am giamti gqrt d toendh | f rberoeaw@rok

gender pay gap. This research seeks to bridge thi:
di fferent interlinked factors behind the gender pa

a-ncompassing way.
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Met hodol ogy

Research Design

This resear chmeuthioldisz edse sa gmi,x ecdo mbi ni ng quantitati v
compl ete picture of the gender pay gapghtThingd ot Wwion |
wage differences and the individual expeme¢moas tdle
to overcome the -wetkhodsseseafctlts,i nghere studies emi

research) or | ose contextual detail (quantitative

Quantitati vieh eRerseesaeacrhcch empl oys survey data and s

organizational sal ary records, and riemdlss tarnyd vda g & el
bet ween men and women in various industries.

Qual i tati vilen Raedsdeiatricchon t o numeri cal data, the reseal
organizational biases, andtrswct @adepericretpen winsws r wivi
and -epdad survey responses provide valuable insigh

Participants
The research used a diverserepbehsofvepamtil gispantasdt

T Survey PaMbr&epantsom di fferent industries, age
took part in the study. Both men and women part.i

T HR Priobealks and PF®&I maymglkessand policymakers off

compensation structures, transparency policies,
gap.

T I'ntersecti dmalorAdtesleytmioshhmacunded di scri mination, t
race, et hni ci t yecodnosmibc |sttayt,u sa nwhisloeciexami ni ng pa
Data Coll ection

Quantitative Dat a

The quantitative aspect ent &iologd eorFgpamsz edal punegs twi

pull ed from official documents and wage records. T

1T Demographic Gehdemataoga, | evel of educati on, e xXpe
T Perceptions of tAwarGemeaess IPawelGapand opinions on
T Wor kpl ace Practbakarpandr osparency, career advan:

equity initiatives.
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1T Effecti vesesmewontf &od Organi z&eispoaldehnhser opnni om

|l egi sl ation, affirmative action, and diversity al
T I'ntersectional i tyl haen d oRmgpy ubidspda reiftfieecst:ecoh bpEe & d € I

on wage gaps.
Qualitative Dat a
Qualitative data were collected from

T A freet survey answers on wage disparities and er
T Thematic analysis of repeated trends | i keewbakpk

caregiving.
Tool s and I nstrument s

Googl e For ms: Utilized for gathering structured
Excdgsed for regression anal ysi s abnads edde spcaryi pdtiifvfee rs
Themati c Anal ysi sudIMatnaitail Ve dJstead tfori dgenti fy prom

of sal ari es, and intersectional di scrimination il
Tool s and I nstrument s

1. Statistical Analysis

Statistical anal ysi s waasnalaywpde poocgsesant heawage daht
the strong predictors of wage differences, i . e., C
wage distributions between industgeadeangdayegapnsc

exami ned.
2. Thematic Coding for Qualitative Data Anal ysi s

Qualitative data from the interviews were broken

coding recurring thehmens,t hpeatdaetran swa sa nudn d edretaask ewni .t |
under |l yi ng r ebaascends pfaoyr dgegnfcarent i als | i ke implicit
Thematic coding enabled the siguncfuciang ahidiyasliob:?

insight into participants' | ived experiences.

3. Societal Attitude Surveys

To gain a |l arger sense of broader societal attitud
a wider population than interview participants. Su
soci et ali oenxsp escutrar oundi ng gender roles, and perceiyv
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under standing of societal factors that potential |\

analysis of the probl em.

Proaoeds

1. Data Collection Period
The study took 3 mont hs, providing ample time for
sent electronically to facilitate wide coverage ac

2. Statistical Analysis

1T Descripti vMe aSt,atmesdiiacns,: and percentage distributd.i
1T Regressi obmpMoaydd :t o identify significant predict
|l evel of education, and gender.

T Corr elAantailoyAssisse:ssed correlations among wage di ff
organizational policies and government policies.

3. Analysis of Interview Transcripts

|l nterview responses were coded and Ttrreanndssc rd dorecde rtne

prejudices, promotion obstacl es, and transparency
guantitative results. The analysis al so-baseds patgiaels
with emphasis on how policies and practices affect
4. Et hi cal Considerations

This study foll owed et hi cal research practice by e
T I'nformed Consent: Participants wereméotly inform
T Confidentiality: The responses were anonymized i |
f Data Security: Al l di gital data were safely stor

Through the use of-f ac estyasdicemmmasidtch oadnod omgwl, t it hi s wor |
regarding the gender pay gap are statistically acc

by policymakers, firms, and researchers in address

LYGSNY I a2yl f WEENPKD | yR BE@SK wdrSy2[eE



http://www.ijrti.org/

¢mgu )*.2%$ s 611 0IA pnnh YDOPA s &A.

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
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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

20

3(a5%)

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

67 responses

30

24 (35 8%) 24 (35.8%)

20

4 209%)

3{4.5%)

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

67 responses

® Yes
® No
& Not sure

Y DODA s &A.
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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

20
10
2(3%)
0
1 2
How effective do you think mentorship programs for women are in addressing IQ Copy chart
the gender pay gap?
67 responses
30
et 24 (35 8%)
20 23 (34 3%)
10
3 (4.5%) 3 (4.5%)
0
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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 shoulid [L:] 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 I_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 carest

progression and promotions 47 (T1%)
Salary benchmarking tools for 37 (55.2%)
employees g
0 10 20 30 40 50

Data Anal ysi s
The quantitative data and qualitative information
gualitative methods to yieldagp.descriptive picture
Quantitative Anal ysi s
The quantitative information was analyzed based or

results show that women receive 20% | ess t hsamgnlava g

gap. Key analytical met hods wutilized were:
Descriptive St agtaipetricesnt aGgendlerstpayuti ons, medi an,
examine overallbasedmdgagand industry

Regression Analysidi ctUsresd dfo dulesnttantyi agr ewage di f
experience, educational attainment, and sex. It wa

controlling for other wvariabl es.

LYdiSNy o2yl t wSdzNPKE ! YR 6565 aus Sy eI



http://www.ijrti.org/

¢gmgu )*.2%$ s 611 01IA pnh )DODPA s &A.

Correlation Anarlryesliast:i cErx abma thnveedec gaps i n wages and
organi zational rules to see I f structured interven
Qualitative Anal ysi s

Themati ¢c coding was -empédyiedt ¢ 0vnadn ad Wwmz\eany® preenPpp cn | e

emphasi zed workplace discrimination, career mobi li
prevailing themes were:

1T GendBarsed Pay Discrimination: Chfaarg eesq wdl dwaosrck .i mi
T Biases in the Workplace: Qualified women getting
T Negotiation Problems: Women not encouraged to ne:¢

Triangul ati on

For the reliyabofl itthye arneds uwlatlsi,dittri angul ati on was Uus:
dat a. Wher eas the quantitative data provided an o
provided an enhancedadr complr edemearn ioean ods tahred pper ce-pt
veri fication of the results from the two sources,

pay gap and the potential solutions to rectify it.

Resul ts

Demographic Breakdown

The survey included a heterogeneous participant s

experience.

Gender Di slthrei bswtriveery: consi sted of 50. 7% femal e, 38.
as ot her.

Age DistThédukaogest pr8gomrmgieomgrwap (B&E. 3%, then urt
year s analrod dteheypdawerdearl, yta@ use more familiar te
Educational Background: A majority (55.2% possess
indicating a very educated sample group.

Wor k Exp&8rli. 88 e . 8p oyretaerds 1of e Opreriepmec e edamesad6.t han
7.5% had over 15 years of work experience.

Empl oymentThege@ptrowvate sector dominated (50. 7%,-prwofti

(11.9%, and government grieddm csh.owi ng a more modest

L Wb w SHHOp
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Perceptions and I nsights on the Gender Pay
Percei vedA Seovnebriinteyd: 59 . 74%r5af i ngspondenst defed the gc¢
Contributing Factor s:

1T 53.7% cited discrimination in hiring and promot i
1T 50. &%t ri buted it to cultural and societal nor ms.
T 49. 3% believed the | ack of women in | eadership r
1T 40. 3% cited di fferences in education and skills.
T Representat-Pawni ngn IHBABNS7t% i @fs: respdndeagrse e(dr ativie an tg
underrepr esganytiedy irm | kisgh

T Family Respo68i B%wl atsesfound themselves i n agreert
women off the career track.

T Awareness About 26e.nd% rr aPtaegyd Gahpe d mdce&r opaya wpa pe neess s

Wor kpl ace Policies and Pay Transparency

44. 8% reported that their workplace had a for mal [

|l acked one.

Sal ary Tr aGrslpyarkeh.cyY% f el tbh et atiirt ewd rrlkamlsgppaeg ethda wi t h
gave it a neutral evalwuation (3/5), which shows a
Fair Pay anddHoRweormeat,i omd vt )Hb3f.edl% (trhaatti ntghsei r or gani z:
wges for comparable jobs, which indicates some of

Effectiveness of Government and Legal | nt e

T 43. 3% believed existing | aws3wdre only moderatel"
T The | argest proportiobunst(79eg®l f pvrovedi maseand co

T Awareness Programs: 44.85% agreed that raising a\

| mpact of Cul tur al Norms & Unpaid Wor k

T 71. 6% of resplondeaoansi demaeédngsel turabhaprmg bgegdeéey

di sparities.

L Wb w SHHOp
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T 58. 2% believed unpaid caregi v ngamwoirkgsi gni ficani
|l ntersectional ity and the Gender Pay Gap

T 70. 1% thought women | iving in marginalized group:
T Thegr oup a fmhevwdreed

T Women with disabilities (34. 3%)

T Women fr om-doovwveamisoocdackgrounds (26. 9 %)

T LGBTQ+ women (25. 4 %)

Solutions and Organi zati onal Policies

Most Effective Wor kplace Policies:

T Genderutr al hiring practices (65. 7 %)

T FIl exi bl e ewmwernkt sa r(r5aén g7 %)

f Subsi di zed childcare or parental | eave (50. 7 %)

T Leader ship development programs for women (46. 3%

Pay Transparency & Accountability:

T 70. 1% t hought there should be a mandatory requir

1T 46. 3% rfaeilnti ng managers to mitigate unconscious bi

T 31.3% supported |Iinking executive bonuses to di v
Technol ogi cal and Policy I nnovations
AlBased Pay Audits: 4dlr.i8v% ns aswa | paortye natsisael s sinme nAtl s .

Di git aflorTowdrseer Monitoring: 70.1% believed these
Anonymous Reporting Platfor ms: 56. 7% of responder

di scrimination anonymously.
| mplicati ons

The data suppogensddrh ewapg e sgeanpcse, oefven with rising aw
i mportant areas of weakness in work environment
| eader shi p. Many respondenpay agueietds,onunden sneieau sf

ment or ship programs to close the wage gap.

Al t hough government action is stil!/l relatively eff
di sclosure of papyqgl ibeitde,r gprad eqpdraderl emparrei ty hiring
LYGSNylIa2ylt WBdNPKE | YR ES@SH s Sy eI
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hi ghlight the I mportance of i ntersectional anal y.

di scri minati on.

These insights willteeeveeasanchoandapobncyoretamn
gender pay disparities | ead to actionable and i mpa
Qualitative Findings

A Cul tur al Attitudes: Women' s | ev edlosmi mmfat e dmnttfrriiiddbud t

professional advancement and salary progression.

A Negotiation Practices: A |l ot of women avoid negec

or demandi ng.

A Bias in Promotion Deci si odnsi:nfAdrtnmnaolu gnhe tswobrjkesc tu svu

workers disproportionately.

A Worlki fe Bal ance | ssues: Caregiving tasks are a b

earnings.

A Lack of Transparency: mMaeryn® mpV @ry elersc lexgpmr esaslear )

chall enge pay disparities.

Themati c- Anal ysi s

Question 1: What actions should organizations prio
Emerging Themes:

1. Transparent Pay Structures & Audits

Regul anmdpay to identify wage disparities.
| mpl ementing cl ear salary framewor ks.

T Communicating pay policies openly.

2. Mer-Based Compensation & Standardized Evaluations
o Equal pay for equal work.

o Compensation based on skills and experience rathi
o Stdhardi zed job evalwuation criteria.

3. Fair Hiring & Promotion Practices

o Encouraging salary negotiation training.

L Wb w SHHOp
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o Clear career pr
o Ensuring fair r
4, Legal Complianc
o Adhering to pay
o Preventing disc
o Establishing gr
5. Cul tural and Or
o Fostering an in
o Leadership trai
o Regulrari ni ng on

¢gmgu )*.2%$ s 611 01IA pnh )DODPA s &A.
ogression paths to eliminate bias.
epresentation of women in | eader s|
e & Corporate Accountability

equity | aws.
rimination c¢claims through proacti:?
i evance redressal mec hani s ms.
gani zational Change
clusive work environment
ning for women.
unconscious bias.

Transparent Pay ' x~7

Structures o~

Promaoting unbiased

ninng and

d promation

processes

Cultural Change

Strategies for Pay Equity

Ensuring pay s based o

skills and expenence
not gender

(B78)

Legal Compliance

Adhering to laws and

Question 2:

Emerging Themes:

1. GendBaased Pay Di

Per sonal

Experiences or Observations o

scriminati on

L Wb w 5HHOp
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Women receiving | ower salaries for the same rol e:

Justifications susckhi lalss " bfeotrt epra yn edgi ostpiaartiitoine s .

Femal e empl oyees having to work harder for recog

.Unequal Promotions & Career Growth
Men being promoted faster despite similar or | ow
Women struggling to regain positions after mater:

LacWK emfder ship roles occupied by women.

. Wor kpl ace Bias & Unfair Treat ment
Assigning adinf fhi cé¢ r btbtalwkesvotr&k wo me n.

Women's ideas being ignored until restated by mal

Gendarsed assumpti ons ahbcoounts trroulcetsi oinn ainndd ussatl reise s |

.Lack of Salary Transparency

Pay di scussions di scouraged, making discrepanci e
Hi dden salary ranges in job postings impacting n
Unequal bonus and benefit allocations.

.l ntersectionaliey in Pay Disparit

Raci al a nbda sde ds acbiidartiymi nati on in salari es.

Wo me nc oolfoaaci ng additi onal bi ases.

Di sabled individuals receiving | ower pay despite
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