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Abstract. For many years the gender gap has been a complex reality having economic implications and social decisiveness. No matter the percentage recently decreased, we still confront with social discriminations. In this paper we focused on the UK labour market so we developed a case study for a logistics company, using classification of the employees in different pay bands. Based on this study we created a state of the art human resource tool that can be applied worldwide and that help firms to analyse the root causes and to reduce the gender gap.
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Introduction 

The gender pay gap has fallen by the largest amount since 1997, to just 10.2 per cent in April 2010, according to the UK Government's preferred measure. These days, the salary gap reaches 24%, showing that during the work life, females get 300,000 GDP than the males.

In this study we look at the picture behind the headline statistics, and explain what the root causes of the gender gap are and what solutions can be applied when it comes to payment discrimination.
The figure on which the Government prefers to base its analysis of the gender pay gap shows that in April 2010, the gap fell to 10.2 per cent, down from 12.2 per cent a year earlier. This is based on the median hourly earnings of full-time employees, as recorded by the Annual Survey of Hours and Earnings (ASHE) in April 2010.

The Government's preferred measure provides the lowest figure for the gender pay gap, but included in the ASHE release are a number of measures of the difference between the earnings of men and women. These range from 10.2 per cent to 19.8 per cent depending on the measure used (the latter figure is the difference in male and female median earnings including both part-time and full-time workers). Analysis of this range of figures suggests that median full-time earnings may not be the most useful measure of the extent to which, across the whole economy, women's earnings are lower than men's. [IDS Pay Report 2011]
Which statistical methodology should be used - median or mean?

The first choice to be made when deciding on the appropriate measure of the gender pay gap is that between two different measures of averages: the median and the mean, since ASHE includes both median and mean earnings figures. Both measures have their merits, and both are useful in different situations, depending on what is being measured [Delistavrou, Tilikidou, 2014].
Where averages are to be used for comparative purposes it is not desirable for the results to be affected by unusually high or low results. The median is therefore the most appropriate measure in cases such as these, since it is simply the middle value, and takes little account of the extent of differences between figures in the sample. However, when calculating the gender pay gap, it is precisely these variations that we intend to measure. 
The mean is therefore a more appropriate measure, in that it takes greater account of these differences. If a small number of high earners distort mean earnings upwards, but these highest earners are predominantly male, then that is part of the picture we are trying to capture. Regardless of the measure used, the gender pay gap has narrowed in 2010, and this is linked to the differential and time-lagged impact of the recession on the private and public sectors respectively. 

The gender pay gap in 2010

The extent of the gender pay gap varies depending on the type of employment considered. Among full-time employees, mean male hourly earnings were £16.25 in April 2010, while the figure for women was £13.73. This represents a gap of 15.5 per cent, down from 16.4 per cent in 2009. Until recently, the Office for National Statistics (ONS)produced only a figure for the gender pay gap based on full-time earnings, so in order to examine change in the gender pay gap over time, the figure below would be the  most appropriate to use. The graph shows that since 1997, progress in closing the gender pay gap has been slow, and though the gap has narrowed slightly over this period, this has only been by about 5 per cent on the mean earnings measure.

          Charter 1. Gender Pay Gap 1997-2010, full-time hourly earnings excluding overtime
[image: image1.emf]
Among part-time workers, the mean gender pay gap is slightly lower than it is for full-time employees, standing at 11.7 per cent in April 2010, down from 11.8 per cent a year earlier. Men's hourly earnings were £12.06, compared to £10.64 for female part time workers. That the difference between male and female earnings for part-time workers is lower than that for full-time workers is in part explained by the fact that a significant number of women work part time in relatively well-paid jobs, as they often return to work on a part-time basis following the birth of a child. A further factor is that at the bottom end of the part-time earnings distribution, many of the lower-paid part-time jobs are filled by young people, among whom the gender pay gap tends to be narrower or even negative (i.e. in favour of women) [Blumberg, 1991].
Possibly the most useful measure for determining the extent of the gender pay gap in its broadest sense, across the entire workforce, is the mean figure for all employees, which includes both full-time and part time workers. On this measure the gender pay gap is much higher, standing at 19.3 per cent in April 2010, down from 20.1 per cent a year earlier. This measure captures a number of the elements feeding into the real differences in take-home pay between men and women, such as the fact that many more women than men work part-time. The main reason why the figure is so high, higher even than the figures for part-time or full-time employees separately is that the proportion of women working part-time is much higher than the proportion of men doing so. Since part-time work is lower-paid than fulltime work, this drags down the mean hourly wage for women to £12.92, compared to a mean figure for all male workers of £16.00 an hour. The difference between these two figures is the basis for the gap.
Why does the gap persist?

Two main factors contribute to the gender pay gap. The first is the difference between the earnings of men and women in the same jobs, as indicated by the table hereunder. Of the 289 occupations for which it is possible to calculate the gender pay gap using ASHE data, 251 shows a pay gap in favour of men. The remaining 38 occupations show a pay gap in favour of women, though in all but 12 of these either the number of men or the number of women employed in the role in the ASHE sample is so small that it is statistically insignificant. Many of the jobs in which the gender pay gap is in favour of women are relatively low-paid, such as security guards and kitchen assistants.
Table 1. Gender Pay Gap in selected occupations in 2010
[image: image2.emf]
                                Source: Annual Survey of Hours and Earnings (ASHE), April 2010

Long pay scales and pay systems using broad bands are thought to exacerbate this problem. Women are still much more likely to take lengthy career breaks than men, meaning that men continue to progress through the grade while women’s progression is stalled [Zacharakis, et al, 2001]. 

Employers can avoid contributing to a worsening of the gender pay gap by shortening lengthy pay scales, reducing the number of years typically taken to get to the top of the grade. This allows women's earnings to catch up with those of their male colleagues even following a career break of one or more years.

Occupational segregation

The second main factor contributing to - the gender pay gap is occupational segregation, whereby women tend to dominated the lowest-paid jobs while the highest-paying roles tend to be male-dominated. The table 2 shows that in the 10 highest-paying occupations, women are significantly underrepresented in the ASHE sample, with the number of women employed in five of these roles so small as to not be considered statistically significant. Looking at the ten lowest-paid occupations on the other hand, women are over-represented in the sample, making up well over half of the workforce in eight of the ten roles.

Table 2. Highest and lowest-earning occupations
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Source: Annual Survey of Hours and Earnings (ASHE), April 2010

Earnings distribution

The two graphs opposite show the distribution of gross weekly earnings for men and women, indicating the number of workers whose weekly earnings fall within each £10 interval. Female earnings reach their peak much lower down the distribution than male earnings, with the highest point on the graph of female earnings at around £330 a week. The peak in the male earnings distribution is less pronounced, but is around the £390 a week mark.
Further up the earnings distribution, the number of women in each £10 interval rapidly declines, while a longer 'tail' of populous, high-paid jobs, is visible on the male earnings distribution. Just 2.9% of women earn over £1000 a week, compared to 12.1% of men. Above this level, the number of women earning over £2,000 a week in the ASHE sample is so small that it does not show up in the figures, while 1.6 per cent of males earn over this amount.

           Charter 2. Distribution of gross weekly earning for full-times female employees, April 2010
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Source: Annual Survey of Hours and Earnings (ASHE), April 2010

               Charter 3 Distribution of gross weekly earning for full time male employees, April 2010
[image: image5.emf]
Source: Annual Survey of Hours and Earnings (ASHE), April 2010

Case study for a UK logistics company
     Taking into consideration the advantages and disadvantages of using either median or mean way of calculation for this case study we decided to use both methods. Where averages are to be used for comparative purposes it is not desirable for the results to be affected by unusually high or low results. 

The median is therefore the most appropriate measure in cases such as these, since it is simply the middle value, and takes little account of the extent of differences between figures in the sample. However, when calculating the gender pay gap, it is precisely these variations that we intend to measure.

For in depth analysis we studied the independent variables using a regression. Data based used: Oracle UK salary database.
Our findings:

 SHAPE  \* MERGEFORMAT 



In column “Differences DHL vs. UK labour market” we noted in red all the percentages that are above the percentage of the UK labour market gender gap. 

Regression for this population:
 SHAPE  \* MERGEFORMAT 



Independent variables that have an impact on salary are: age, starting date of the current job position and normal hours (working hours).  
Outcome and conclusions:

For this particular logistic company there are differences [Angheluta, Costea, 2011] between the earnings of men and women on the same jobs due to following factors:

· There is an age gap: 36% of the male population are age between 17-33 years old, while 51% of females are in that range (less working experience);

· 53% of the male population are on the current job before 2007, compared with 41% females that are in the same range (more working experience);

· 41% of the total male population are working between 40-50 h/week compared with 31% of the female population;

· Other reasons: DHL industry or customer [Angheluta, Costea, 2010] (17% more females are working in Department store and Fashion), performance

In order to understand better the root cause of the gender payment discrepancies we focused on grade 10 population, function operations, date of starting position 2008, employee category 20 (warehouse operatives) [Costea, Angheluta, 2010]:

· For age 26, 28 and 30 salaries were the same for males and females;

· In some cases males were paid less than females, but not the other way around

· The salaries’ gap was due to affiliation of the organization.
However we compare salaries of females vs. those of males, and take into consideration the same independent variables with the same range values and we can’t see gender payment gaps. This is very difficult to put into practice [Budlender, Hewitt, 2003] for all roles since when a role becomes more complex the independent variables increase in number and complexity so the comparison it’s almost impossible to be done. 
UK benchmarking tool 2011

       In order to eliminate or at least reduce gender pay gaps we developed a tool that can be used to benchmark the similar positions in the UK labour market:
 SHAPE  \* MERGEFORMAT 



           It contains some mandatory fields that should be filled in like: RCS grade, function, role, region, base pay, maximum bonus. This tool enables the users to evaluate the company’s salary against the UK labour market. Nevertheless this model can be used worldwide because it has a database that can be updated at any country level. 

This state of the art tool will give companies competitive advantages since nowadays human resources are the most valuable and important resources for firms. This is the reason why you need to have motivated employees in order to increase retention rate and human productivity.
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UK Benchmark Tool 2011

Health and Safety Assistant conducting safety checks, co-ordinating training courses and providing training and advice on 

straightforward issues.  Will be responsible for maintaining necessary health and safety records, and implementing 

procedures as set.  This is a technical rather than administrative role 

Reports to the Head of HR or Head of Division and is responsible for ensuring Health & Safety at work requirements are 

met and for educating management and employees on the necessary procedures.  Carries out safety checks, heads 

safety committees (at the more senior levels) and liaises with safety representatives to ensure relevant safety checks are 

conducted.  Keeps abreast of latest legislation and research on hazards at work.  At the more senior levels will be a Fellow 

of the Institute of Occupational Safety & Health.



Current Base Pay 

Internal Benchmark RCS Pay Band
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Standard Error

t Stat

P-value

Intercept

70392.39451
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5.049538

4.5E-07

Gendre

709.9276191

50.83816483

13.96446

6.42E-44

Age

10.71125543

1.755846628

6.100337

1.1E-09

Date start

-29.16561688

6.929857247

-4.208689

2.59E-05

Normal Hours

0.935439704

0.141673612

6.60278

4.23E-11

Working Days

460.6001668

30.69485252

15.00578

2.28E-50

Employee category

9.822132137

1.088979307

9.019576

2.22E-19
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