It’s Not About the Money, but it Kind of is. 


1.Imagine hosting a really lame birthday party and sending out invitations promising fun but only for 80% of the guests. How actually promising is that? What is enticing about a lame birthday party? Now imagine that party being an entire industry.80% of senior executives in the finance industry are male, leaving the small 20% for females (Hutchinson et al., 2017).So, tell me, what is enticing about an imbalanced workplace that might infringe the progression success of a woman? While the existence of gender imbalance in the finance sector is undeniable, the effective means to closing the gap and reaching equality subjectively varies across the industry. Some say that educating young females and encouraging them to pursue a financial career is the most efficient way to closing the gap, but I disagree. I think, right now, what’s more important is equalizing the current state of the sector before we send out any invitations. 

Counterargument 

2. According to an article published by Deloitte, the finance community should focus on “cultivating female talent much earlier, among precareer young women who are just starting to form career ambitions and those entering the workforce” (Rogish et al., 2019). Shining a light on financial careers is never a bad thing and yes, the industry can benefit from more female participation. It’s actually proven that “the percentage of female executives is expected to grow from 22 percent today to 31 percent by 2030” (Rogish et al., 2019). However, starting early and painting a picture for young females is essentially offering blind optimism. We shouldn’t sprinkle glitter all over the finance sector if it, truthfully, is a little dull. If we want more females in the field, we have to make it one that a female will not only be comfortable in, but will want to be in. Simply forcing young female adults to join and decrease the actual difference in the numbers between the genders is not enough. That is not equalizing anything. That’s just confirming that there is a male for each female.There is no guarantee that the playing field will be even once they get there. Because as of right now, the playing field is atrocious. 
Explanation of the Gap
3.The gender imbalance is present in all corners of the industry, but it’s especially evident in the pay. An analysis of the gender gap pay was examined by three different business professionals. They provide a data and research model that indicates how “females receive on average $56,906 less in base salary than males in similar firms” (Hutchinson et al., 2017).In addition, the study expressed how “females also receive an average $24,920 less in cash bonus than males, a difference of 28 percent” (Hutchinson et al., 2017). Economic stability is not only a male’s dream; it applies to all genders, races, and social classes. This issue is not only financial, it’s social. How do we expect to push younger females towards an industry that doesn’t supply the sufficient amount of economic support as it does for their male counterparts? Match the numbers first, then use that as bait for young professionals. 
4. Beyond the paycheck, progression in the workplace is another area of difference
. Three economists wrote a scholarly article based on the dynamics of the gender gap. Within this article, it was discovered how the earnings of women and men in the finance sector may be comparable at first, but as the years go on, the gap widens. It revealed that “women earn $115K on average at graduation, and $250K nine years out; men earn $130K on average at graduation, and $400K nine years out” (Bertrand et al., 2010). The salary of women increased by $135K while the salary of men increased by $270K. This isn’t because men do more or provide higher quality work, it’s because the accessibility to leadership positions is far greater for men. Women watch on the sidelines while men run the race. 
Granted
, there is one particular reason why career growth is stunted for women and usually not for men: motherhood. Most job interruptions are from children and the parent who typically stays home to care for the child is the mother. Thus, women in the industry have been forced to choose either children or career. As one article published by IMF illustrates, it shouldn’t and doesn’t have to be this way. If finance firms offered more flexibility, affordable childcare, and basically “push for greater parity between maternity and paternity leave”(Dabla Norris and Kochhar, 2019) then women would be more encouraged to not only join the field, but to stay in it. 
Examples of action
5. Standardizing the pay and ensuring career growth for women is great, but where do we start? Well, we start in the firms itself. Current executives should motivate current female employees to join the board and take part in frequent meetings. This gives the woman a sense of importance, value, and will ultimately help her recognize her worth in the company. Her voice and opinions will be heard. Young females will admire her, look up to her, and wish to be similar. We
 need to have meetings, conferences, or surveys that current employees can attend or fill out to vocalize their concerns about the unjust friction. Women have that right. They have the right to equal pay, equal opportunity, and equal treatment. They are not any less capable or provide any less quality, so why are we still witnessing the financial and social differences between the genders? This will benefit, not only the size the of female applicant pool, but the company as a whole. Conducted studies have shown that “gender diversity on boards…is also associated with greater financial stability” (Dabla-Norris and Kochhar, 2019). Not just on the board though, in managerial positions as well. So much so, that “the financial results of companies in which women manage are likely to be higher by up to several dozen percent” (Rozycka, 2018)).Having more female participation in the decision-making process will present a wide array of perspectives, skills, and ideas. Men and women don’t think alike, so it is completely absurd to have an executive board that consists of only one or the other.  
Conclusion 
6.The
 most important thing we can do right now to help close the gap is make sure that the business you run, work for, or purchase from is fair in all meanings of the word. We
 shouldn’t sprinkle glitter all over the finance sector if it, truthfully, is a little dull. If we want more females in the field, we have to make it one that a female will not only be comfortable in, but will want to be in. Simply forcing young female adults to join and decrease the actual difference in the numbers between the genders is not enough. That is not equalizing anything. That’s just confirming that there is a male for each female. We 
need to have meetings, conferences, or surveys that current employees can attend or fill out to vocalize their concerns about the unjust friction. Women have that right. They have the right to equal pay, equal opportunity, and equal treatment. They are not any less capable or provide any less quality, so why are we still witnessing the financial and social differences between the genders?
7.Before we sign, seal, and deliver, we need to think about who these invitations are going to. Wide-eyed young girls that have a heart full of passion and an unmatched ambition. So, if we’re going to invite them to our birthday party, it’ll have to be the coolest party on the block.  
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