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The Men-Women Pay Gap Problem
The men-women pay gap refers to the disparity between the average wages of men and women per hour. This problem continues to be a topic in the news agenda. Any time companies are questioned about it, they always try to put a context to the fact that they have such a problem. In other words, companies trying to explain their men-women pay gap problems always try to give a reason for it as if to justify it. In some cases, these companies try to explain this gap away as if to dismiss it suggesting that it is not really a problem basing on the fact of life. Research shows that there are three major causes of the existence of the men-women pay gap.  For the three causes, there are straightforward solutions. This paper analyses the causes of men-women pay gap and offers solutions that can help resolve this problem. 
Causes
[bookmark: _GoBack]The number one cause of the men-women pay gap is that more men are in the higher positions as compared to women. It is undeniable that in the higher positions in the workforce, men outnumber women by far. People in senior roles are highly paid as compared to those in junior positions. This has an adverse impact on the men-women pay. The key factor in this problem is the supposition that higher positions require long working hours as well as constant availability. This means that the senior jobs cannot be done part time or rather they are not flexible (Costa Dias, Joyce, & Parodi, 2020).  It is prudent to argue that this assumption is largely attributed to the 1950s norm of men going to work while they left women at home to take care of domestic chores. This enabled men to highly focus on working and exclude everything else in their life. This has also been worsened by globalization in numerous sectors and mostly by the technology which has led to the increment of the working day from 10 to 12 hours a day. The long working hours have proved to be inherently gendered and to worsen the men-women pay gap even further. 
The second cause of the men-women pay gap is the fact that the caring tasks and part time jobs are unequally shared. The key argument here is that it is the “choice” of women to care for their children As such, they find themselves in part time jobs that are below their skills where they have very limited opportunities to progress. It is imperative to note that the gender pay gap begins after child birth. In this regard, by the time their first child attains the age of 20, the women hourly pay is almost a third below that of men. It has been projected that the men-women differences in part time and full time work is responsible for more than half of the gap (Miller & Vagins, 2018). It is important to note that this problem is equally based on the same assumption as the first cause of the men-women pay gap. The assumption is that part time occupations are perceived as obviously less senior. For this reason, they are automatically downgraded. Also, branding part time jobs as a “choice” by women it does not only suggest that it is the choice of women to have lower wages but it also relieves the employers off the pressure to act on it. Also, it is important to note that the societal expectations play a big role in this problem. For example, in the UK, men find it difficult to apply for part time occupations (Auspurg, Hinz & Sauer, 2017). In the Nordic states where the administration has solved the issue of gender role expectations, change is taking place much faster. Even though men in the UK are willing to take part time jobs, research has indicated that younger fathers would opt to take a pay cut so that they can work for less hours and spend that time with their family. 
The third cause of the men-women pay gap is the concept that women “choose” to work sectors that pay less. It is evident that majority of the low paying sectors in the workforce are those that are perceived to be traditionally done by women. These sectors are perceived to require low skills and are traditionally referred as “feminine” with skills such as people skills and caring skills. The argument in this case is that women “choose” to work as educators, nurse and shop aides while on the other hand men “choose” to be surgeons, engineers and construction workers. The issue in this case is that people undervalue traditionally female skills. Also, there is a perception that women choose to work in these low paying job because they offer the flexibility that they require or that these jobs are family friendly (Fortin, Bell & Böhm, 2017). Family friendly in this regard means that women prefer to care for their children over using that time to do paid work which plays a significant role in the exacerbating the men-women pay gap.    
Solutions
For the problem of more in senior role than women, the solution is to design senior roles to work for all (Brown & Rickard, 2018). Instead of assuming that the senior jobs can only be handled by people who do not have any other duties besides work or that women in the senior roles need to be “accommodated” in order to succeed, it is better to have senior roles designed for the current workforce. This will attract more women in the senior role and will reduce the gender pay gap and eventually balance it. The reasons that employers come up with as excuses for why it is impossible for senior roles to be flexible should not be a barrier. All jobs can be planned in a different manner when collaboration and imagination are incorporated. 
The solution for the problem of the perception that caring tasks and part-time jobs are unequally shared is to design flexible jobs that are quality and ones that allow men and women to have a balance between the caring responsibilities and ambitions (Brown & Rickard, 2018). Employers should overcome cultural predispositions which make it difficult for men to apply for part time jobs. A part of the resolution in this case is to make the part time and flexible jobs more attractive to everyone one and this will help narrow the gender pay gap.  
As for the perception that it is the choice of women to work in low paying sector, the solution is to open up all the roles and sectors to part time and flexibility (Brown & Rickard, 2018). When conventionally male sectors and roles are opened to flexible working, it will attract more females to work in those sectors. Also, it will attract more men to switch to work part time. Generally, when flexibility is opened to these roles progressively, it will allow part time workers to equitably develop their careers. 
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