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Article Synthesis
According to Webb (2015), the fact that women receive low wages compared to men is known in many economies of the world. He bases his assertions on a research that as carried out by Procurement Leaders that found out that male buyers were paid more than female buyers. The research organization based its responses on at least 2,000 procurement professionals in various countries and industries. The study analyzed their salaries of these professionals and unpacked the different pay offered to men and women. The data obtained clearly demonstrated that men earned more wages than women counterparts in the same job position. 
According to Webb (2016), there are two main things that hold the salaries of women. First, is the glass-ceiling effect. It is where females find fewer opportunities to advance to senior positions. Today, few women are in senior job positions while more men are in these positions. As a result, it is difficult for women salaries to match men salaries. Second, direct discrimination on the job is another cause of wage differences between men and women in the workplace. It is often difficult to prove that women are getting paid less for the work they do. Salary remains a function of various factors such as knowledge, capabilities, and experience amongst others.
From this article, it is apparent the glass ceiling effect majorly explains why women are suppressed in terms of pay. Women have difficult child-rearing roles that take them out of the labor market for a prolonged period of time. The impact of temporary absence is normally associated with the low wages women receive in the workplace. The phenomenon may be considered a stymie promotion as women are seen as less available compared to men. The aggregate effects of missing these opportunities mar the gender balance as men ascend to the top while their women counterparts are stuck at the bottom, an action that has an indirect effect on the latter’s salaries. 
According to Moore (2015), women are yet to reduce the income gap even when they are employed in similar job positions as men. According to a study by Bloomberg News, women who successfully completed business school and landed jobs in the financial services sector earned 21,872 dollars less than males with the same degree in 2014. A further analysis of the numbers revealed that the salaries for both men and women were also influenced by the type of financial companies where they worked, but the gap was apparent even when women were employed in identical financial subsectors as men. In a survey done for Bloomberg 
Businessweek in 2014, 9,965 MBA graduates were sampled. The survey found that a series of compensation inequalities that was common in financial services. Out of 1,024 respondents who landed jobs in the financial services, they did not only dominate lucrative positions of finance but also landed the most paying industries compared to women.  Approximately 49 percent of men with MBAs who received a finance degree was absorbed into investment and commercial banking compared to 39.8 percent of women with MBAs. Women were majorly absorbed into brokerage, insurance, and pension industries and were paid less compared to men in investment and commercial banking industries. 
From the article, it is possible to claim that majority of women are often put off when applying for lucrative job positions at Wall Street owing to the prevalence of stereotypes about them. these lucrative jobs are male dominated because they demand the attributes that most men have while few women do not possess. For instance, an investment banker is pictured to be aggressive, money-oriented, and self-centered, which are attributes that few women possess. However, these are only stereotypes as there are women who succeed in these profitable industries without straining at work.
As noted by Waller (2016), both women and men work together in the same working environment, tackle the same business duties, tasks, and challenges, and attend similar meetings, and walk on similar highways, but they experience totally different workplaces. A new study released in 2016 found that men and women experience different workplaces because the odds for advancement vary, while corporate careers are gendered as organizations prefer men in different job positions than women. The data demonstrated that men earned more promotions, challenging assignments, and access to top management than women. 
Moreover, men were more likely than women to ascend to an executive role or feel confident that their efforts were rewarded appropriately by the employer. However, women perceived a steep trek to lucrative job positions and less than half felt their efforts were awarded fairly or that the best opportunities went to the worthiest employees. Moreover, many women felt that gender was a major factor that explained missed promotions and raises and that they gender would make it difficult to make future advancements in the job market. 
The study was done by McKinsey & Co and LeanIn.Org was one of the largest studies on the gender pay gap. The first part of the study gathered data on the attrition, promotions, and career outcomes in 132 companies, which surveyed at least 34,000 employees including both men and women on their experiences at the workplace. According to their findings, wage disparity starts at the job entry level, where men were 30 percent more likely to get promotions than women counterparts in the same job position. The trend continues in the entire careers, as men made up the majority share external hires and moved up the ladder. Though the number of men in the industry grew slowly, women continued to hold less than one quarter of senior job positions and less than a fifth of C-Suite roles. 
Campbell (2016) also noted that in the past decades, the income gap between men and women working in the federal government narrowed down, but the private sector failed to offer proportionate compensation to women, which explained the widening gender gap in the private sector. The Office of Personnel Management presented numbers that demonstrated the gap had closed amongst senior executives. In fact, women executives earned 175,000 dollars on average, which was somewhat higher than male their executives by roughly 400 dollars. However, Campbell (2016) warns that this does not imply that women are fairly represented in federal executive positions. 
Moreover, it also does not mean that they receive equal pay across the board because, in lower-level positions, women probably make 90 cents for every 1 dollar earned by a man. However, women in government have a slightly better chance to advance up the ladder in terms of promotions and pay compared to women in the private sector. In the private sector, a mere 15% of senior job positions are occupied by women. Moreover, a study by Wall Street Journal shows that female employees with a bachelor degree earn 76 cents for every 1 dollar earned by a male. 
After an analysis of the article by Campbell (2016), it is apparent the private sector should learn from the public sector on how to address the gender pay gap. In the federal government, the majority of white-collar positions are directed by the General Schedule that contains 15 pay levels that are grounded in education, skills, and expertise that is demanded a particular position. The pay system was applied in 1949 as the federal government sought to ensure employees in the same job position got equal pay. Moreover, the private sector should ensure it gets more women into senior job positions as a way to address the widening wage gap.
Lips (2017) agrees that the gender pay gap, especially in the private sector, has persisted in America, but lately, a new study found out that women CEOs earned more than men CEOs in 2016. The study compared the median pay packages leaders of S&P who held the position for at least a year. From the sample, 21 CEOs had a median income of 13.8 million dollars compared to 11.6 million dollars earned by 382 male CEOs in the same year. The trend is not new because, in the last seven years, women CEOs have earned more than men CEO for six consecutive years. Moreover, the Wall Street journal attested to this finding but insisted there was more to the narrative than what their headline had suggested. 
When female CEO salaries are mentioned, it is important to realize that it is only a small pool that cannot tell much more apart from the fact that women CEOs have earned a lot in the last six years. Moreover, the data only mentions median incomes and fails to consider that CEO pay is influenced by numerous variables such as performance and company transformation. The Bureau of Labor Statistics also gauges median incomes of men and women in full-time salary job to explain the wage gap but does not compare the salaries of two individuals in a similar job. Therefore, it fails to account the choices that men and women make such as hours worked, years of experience and education. 
Miller & Adkins also employed findings from a Gallup Poll that offered the reality of the wage gap between men and women in the workplace in an attempt to explain why men earned more than women in the same job position. According to the U.S. Bureau of Statistics, women earned 883% of what men earned in a similar job position. Moreover, the bureau confirmed that the gap is wide in Latin American and African-American women who earned 54 cents and 64 cents respectively of what men earned in full-time employment. There was no single explanation for the gender pay gap between men and women, but the Gallup Poll identified two underlying factors. First, men worked more hours on a weekly basis than women. In the United States, 47% of men agreed that they worked at least 40 hours on a weekly basis while 30% of women said they worked more than 40 hours per week. 
In lucrative job positions, 29% of men said they worked between 50-59 hours a week, compared to 16% of women in similar positions. In hourly job roles, 10% of men and 3% of women said they worked 60 hours per week. Second, perceptions about the number of hours worked also had an influence on pay. Compensation and time are directly related because since men were perceived to spend a lot of time in the office, they were paid more compared to women who were perceived to spend less time in the office. According to a 2016 poll by American Payroll Association, 36% of participants worked for a company that did not need them to record the number of hours worked in the office.  However, many company cultures tended to offer more rewards to employees who spent more time in the office.
However, from the article by Miller and Adkins (2016), it is apparent that working more hours per week does not mean that men worked harder than women. In many circumstances, women worked double jobs as either full or part-time employees, and as mothers. Working mother often has few hours to work in a day as they are required to pick up children from school, supervise their homework, fold laundry, and feed the family. Moreover, managers often award their employees based on misguided notions and their individual perceptions. They believe that people who spend more time in the office are more productive, but it apparently working 40 hours a week can also lead to productivity. 
In 2014, the European Union released a report about the gender pay gap in Europe. According to the Union, the gender pay gap refers to the difference between women’s and men’s pay based on average differences in aggregate hourly earnings of every employee. In the EU, women earned 16% less than men. The gender pay gap persists though women perform better than men at school and university. On average, at least 83% percent of women attained an upper secondary education in 2012 compared to 77.6% of men. Moreover, women also accounted for 60% of graduates in universities in the European Union.  
From the report by the European Union, it is apparent women should have better employment prospects than men owing to their academic qualifications as the labor market employs people based on merit. However, there is the underlying cause of the gender pay gap that explains why women are yet to compare with men in terms of pay. First, the prevalence of gender discrimination in workplaces may explain the gender pay gap. In various circumstances, men and women are not paid equally because of direct discrimination that sees women as less favorable than men in the workplace. Moreover, many organizations undervalue the abilities and skills of women, especially in male-dominated workplaces. For instance, physical tasks are often more valued more favorably because they are completed by men, which explains why a female cashier at a supermarket earns less than a male working in the stockroom. 
In another article, McElhaney & Smith (2017) also explored gender inequality and equal pay in the United States through a study of Gap Inc.  Today, approximately half of the country’s workforce are women. In 2014, US Census Bureau unveiled a report that argued that the female to male earnings ratio was 0.79. Even in situations when women do the same job as men, the gap still persisted as women earned between 93-95 percent of what their male counterparts earned in 2014. The widening gap is the result of unconscious bias, cultural norms, and social norms that lead to considerable loses in wages that aggregate during a woman’s lifetime at work. These factors later contribute to gender inequality that hinders the country’s human development and growth of the economy. 
However, the authors insist that company’s seeking to reduce the gender wage gap can employ the strategies used by Gap Inc. The company became the first Fortune 500 corporation that announced it paid male and female employees equally for equal work done throughout its global organizations as the female to male earnings ratio reached its parity. The score signified that there exists equal representation of men and women at all leadership and managerial job positions. Various factors led to success at Gap Inc. The company has a strong culture that allows women to ascend the ladder in terms of ranks as it reduces psychological barriers through mentorship, sponsorship, and role models. Moreover, the corporation has a robust system that analyzes pay data on an annual basis, and offer insight to managers for the purposes of empowerment, which means it is possible to address the gender pay gap that has persisted in America for decades. 
Blau & Khan (2016) also carried out an exploration of the extent, trends, and explanations for the gender gap. In their study, they applied the PSID microdata between 1980-2010 to offer empirical evidence of the greater gender pay gap that they reported had declined significantly over those decades. By 2010, the predictable human variables that were aggregated explained the gender pay gap minimally, while differences in gender in terms of industry and occupation were important for the study. Moreover, Blau & Khan (2016) saw that the gender pay gap had declined more slowly at the summit of wage distribution than at the bottom or low levels of the wage distribution. They also surveyed existing literature to assist in identifying the explanations for the gender pay gap. 
The authors concluded that majority of traditional explanations for gender wage gap were still relevant in explaining the declining trends. However, they also discovered that human capital factors had lost relevance over the decades, shorted hours and women workforce interruptions remained relevant in highly skilled job positions owing to compensation differentials. Moreover, differences in gender in industries and occupations, as well as gender division of labor and gender roles remained important. The authors also out found that majority of evidence-based research suggested that discrimination in the workplace could not be discounted. Non-cognitive skills and Psychological characteristics offer new explanations for differences in gender outcome thus it is important for future research to focus on the two factors when examining gender wage gap.   
Scheider & Gould (2016) also carried out a study to determine how discrimination, social norms, and other factors affected the occupational choices of women and their pay. According to their findings, women were paid 79 cents for every dollar a man received as pay. Even though many women have entered the job market in recent decades and made notable gains in intellectual attainment, these are yet to reflect in the payment they receive from employers. Emerging research insist that the wage gap is the result of statistical differences caused by a failure to adjust factors that drive differences in earnings instead of discrimination. However, Scheider & Gould (2016) insist that the occupational factors between men and women are in fact driven by gender bias. 
For instance, by the time women earn their first dollar, their occupational choice is already a result of many years of education, guidance from mentors, expectations from parents and guardians, hiring practices of companies, and family-work balance. Even though many women are disproportionately represented in low-income, female-oriented occupations, their decisions are often influenced by social norms, discrimination and other factors beyond their control. From the above article, it is apparent that the gender pay gap is real and continues to hurt women by destroying their incomes, which makes it difficult to achieve a work-life balance. As a result, serious attempts should be made to understand the gap and desist from blaming women for earning less in the labor market. 
Boheim, Himpele, Mahringer, & Zulehner (2010) also did a study to evaluate the gender pay gap in Austria using a harmonized employee-employer data obtained in 2007.  The authors investigated the mean gender gap and the quantiles contained in the causal distribution of men and women and decomposed the gender pay gap into various parts that were associated with different characteristics or differential returns to the characteristics. From their study, the authors found that females earned 12% less than males for specified characteristics as approximately 50% of the wage differences could not be accounted by observable characteristics. 
The study by Boheim, Himpele, Mahringer, & Zulehner (2010) is in line with the gender wage gap in OECD countries that is between 10-25%.  Much of the wage differences between men and women is not attributed to measurable characteristics such as education or experience but may research studies insist that discrimination plays a major role in explaining these differences in pay. However, this interpretation is contested owing to the methodological arguments offered by many research studies. Since it is difficult to accurately determine the characteristics of employees, wages, and relationships between wages and unobserved characteristics like discrimination, it is doubtful whether the gender wage gap exists at all. 
According to Muench et al. (2015), the gender salary gap narrowed down since the enactment of the Equal Pay Act, but it is apparent wage inequality persists in particular occupations such as nursing and medicine. Numerous studies continue to document salary differences in clinical settings for various cohorts of healthcare providers, but the majority of analyses do not consider the employment factors that explain these differences. As a result, the authors carried a study to determine the factors that explained salary difference between female and male RN nurses in America They used national data between 1988-2008 to determine salary trends and surveyed participants to gather perspectives about the causes of salary differences between male and female RNs. 
The authors found out that men RNs earned higher than women RNs across various settings, positions, and specialties with not reductions in gender wage gap over time. Moreover, approximately half of gap was explained by employed and other measurable parameters, and it was similar in magnitude to the salary gap for physicians. However, this does not reflect well on the healthcare industry as the majority of personnel are women. Therefore, the wage gap affected more than 2.5 million women between the study period thus offers insight about the need for nurse employers to address inequalities in the healthcare industry. 
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