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Should Men and Women be paid the same?
Despite progress, legislations, debates, and protests, the wage gap between men and women is persistent. The World Economic Forum (WEF) has reported that for every dollar earned by a man, a woman earns 54 cents (Tyson, 2021). As a consequence, current projections have indicated that it will take the developed and developing worlds approximately 202 years to close or bridge the gender-based wage discrepancies. Economists have established a wide variety of factors that commingle to cause the wage discrepancy: outright discrepancy, motherhood and parenthood, educational attainment, occupational choices, and stereotypes. For example, equal pay advocates have postulated that mothers take a wage penalty when parenting while fathers across the world are increasingly enjoying a premium. By contrast, opponents firmly believe that significant progress has been made with regard to the gender wage gap, and justify the differences based on a wide range of factors, such as the fear of technical jobs among women (EHRC, 2020). While critics have cited multiple reasons, including educational and occupational differences to oppose equal pay, their arguments fail to recognize that it remains a basic principle and fundamental element of fairness that plays a central role in giving men and women the much-needed economic opportunities in society and life. 
The pro-equal pay movement comprises people who believe that the paying men and women the same wage for work or role of equal value and dimensions has radical potential. Proponents argue that equal pay is believed to benefit the employee, employer, and government. In particular, equal pay is a crucial step towards creating a fairer country, which means it should not be overly seen as a legal requirement, but also social responsibility (EHRC, 2020). Paying men more than their female counterparts has far-reaching negative implications for women and society because it broadens the retrogressive gender wage gap, causes the higher poverty incidence among women, and explains their lower pension contributions (Litman et al., 2020). Concisely, business and non-governmental organizations should prioritize equal pay as long as male and female employees possess the right qualifications and perform the same tasks. 
Equal pay benefits the business in a wide variety of ways. Specifically, paying men and women the same plays a pivotal role in sending a positive message regarding the organization’s values. For instance, paying all employees equal confirms that the organization that organization values integrity, fairness, accountability, and trustworthiness (EHRC, 2020). Besides values, equal pay goes a long way in increasing organizational productivity, effectiveness, and efficiency because it enhances the organization’s ability to attract the best talents while at the same time reducing negative occurrences, such as absenteeism and turnover. Employees that feel valued work hard and smart and align their personal and professional objectives with the already established organizational goals. In other words, paying employees equally improves their morale and relations (Tyson, 2021). Concisely, equal pay have shown that it is a critical component of a firm’s corporate social responsibility (CSR), which is important for employees, stockholders, the customer, and many other stakeholders. 
In addition to increased productivity and positive public image, providing the same wages for all employees decreases the risks of equal pay claims. Available literature shows that an employee that feels discriminated against when it comes to compensation would most likely sue their employers (Litman et al., 2020). Fortunately, equal pay helps the company to avoid claims-based issues and expensive and burdensome legal feels that accompany these cases. Legal claims also contribute to lost productivity because the management would be required by the courts to gather evidence while at the same time dealing with long, tedious, and complex tribunal hearings. Biased compensation related issues damage employee relations and reputation with potential employees, customers, and future investors. The company also risks further audits based on the tribunal’s orders. Additionally, tribunal decisions come at a cost, including paying the claimants a given amount as a financial reward, pay back, and legal fees (EHRC, 202). Ultimately, equal pay increases employee motivation or morale, improves work relationships, enhances commercial success, suggesting the need to conduct equal pay audits and reward male and female employees equally and fairly.
Apart from equal pay’s role in helping organizations to meet their fundamental legal obligations, reviewing it has additional beneficial effects. In particular, an equal pay review could reveal hidden equality issues affecting the organization, including under-representation, stereotypes, and job segregation, especially when employing and delegating tasks to people with protected characteristics (Whitehouse & Smith, 2020). Protected characteristics include sexual orientation, age, religion, sex, gender reassignment, pregnancy and maternity, marriage, race, and ethnicity. Equal pay audits allow the organization to uncover and investigate all employment practices, including the recruitment process, succession planning, promotion, and training and development to ensure each practice is free from biases and discrimination. 
A typical case in point is the United Kingdom’ (UK) Transport for London (TfL), which conducts reviews or audits its equal pay policy after every two years. The audit revolves around comparing what every employee earns for doing a given job. The auditing process looks at a myriad of factors, including sex, part-time, full-time, ethnicity, gender, race, rewards for managers and other employees, and performance-related pay (EHRC, 2020). Fair pay has resulted in significant benefits to the TfL. Specifically, its employees feel highly motivated and valued, they are loyal and trust the company, and work towards the organization’s success. Additionally, regular pay reviews at TfL have allowed the firm to spend little time and resources in compensation-related legal actions (EHRC, 2020). Therefore, companies should emulate TfL’s approach to equal and fair pay by embedding the employment practice into their business cultures and functions. 
Although equal pay has infinite benefits to organizations that have embraced it, critics have justified their position by asserting that women tend to choose occupations that attract less wages than men. Additionally, these opponents of equal pay have also postulated that bridging the discrepancy is unattainable because of a confluence of other factors, including differences in educational attainment and work arrangements. Broadly speaking, persistent earning discrepancies between men and women have been attributed to women shying away from occupations like engineering, piloting, and software development, which pay more. Critics believe that occupational choice’s gender differences have a trickle-down effect on earnings. For example, women are most likely to go for teaching jobs that pay less. Regarding work arrangements, women occupy 57 percent of all part-time work while the majority of male workers work full-time (Tyson, 2021). Likewise, while the world has tremendously reduced the educational attainment gap, many women in workforce are less qualified than men, explaining why the latter earn more than the former. Concisely, opponents of equal pay remain convinced that women are less advanced occupation wise and should not be paid the same as men. 
In conclusion, men and women employees should receive the same wage for doing the same amount of work. Equal pay brings a wide range of benefits to the employee, employer, government, and society because it reduces poverty, increases pension contributions, and ensures productivity. Critics believe that paying men and women equally is unachievable and unjustified because the male employees are more qualified than their female counterparts. However, these arguments fail to recognize that even more qualified women earn less than women across sectors in the developed and developing economies. Moreover, these critics have not considered various barriers to female employee professional development, such as pregnancy, maternity, and parenting. Therefore, future employment policies should make it mandatory for firms to pay their male and female employees the same and conduct regular pay audits. 
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