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Introduction
This paper aims to discuss the issue of women in the workforce around the globe and
gender wage gaps, with particular attention to two chosen developing countries being Mexico
and India, and to analyse the cause of such triggering problem that kept persistent for years.
The dissertation is organised in two chapters. The first chapter provides the reader with general
information about the phenomenon of gender wage gaps as well as the theories that study it.
Whilst this chapter tackles the topic with a much more theoretical view, the last chapter takes
a different toll in the sense that it focuses on two countries with real data which is considered
to be the practical part of the paper.
The first chapter aims at providing the reader with some preliminary data on the topic
following up with some statistics of the concentration of gender wage gaps by industry and by
country. We will go beyond the traditional method in explaining such a sensitive topic and an
alternative approach will be adopted to make it easier for the reader to understand the concept.
In addition, as per the Global Gender Report, the rankings of gender pay gaps as per the last
recorded year are shown along with a detailed explanation of the illustration. Some major
theories regarding the topic will be presented in order to help understand further discussions
and results. In order to extensive look at the issue, we will also be demonstrating the role of
women from the beginning of time for a background perspective finishing up with some
policies and measures both the government and the employer ought to take in reducing this
gap.
The second chapter takes a more detailed and focused approach: we will make an
economic analysis of two developing countries; Mexico and India. A descriptive comparative
analysis will be opted over thirty years of data, with the latest data available. Such a comparison
has been chosen with the purpose of giving statistical data a background story. The results are
sectioned according to the dimension of the variable. These are then linked to the theories
which have been discussed in the previous chapter, intertwining the general knowledge of
gender wage gaps with a practical example.
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Chapter 1 – Gender Pay Gap Analysis: The Root of the Problem
and Theories
1.1 – Introduction
The study of gender pay gaps is of particular importance as it does not impact a woman
only once in her life, but it basically impedes on a woman’s earnings capacity throughout her
working life. Rather than treating gender wage gaps just as a calculation, it is important to
realise the symbolism it brings with it, mainly that of gender inequality. Income inequality is
directly linked with gender inequality. As women, on average, get paid inferiorly to men, it is
explicitly contributed to income inequality which in turn results in higher gender gaps in the
labour participation rates. Consequently, such imbalance of participation rates between the two
genders eventuates in higher income disparity, unequal pensions and savings. Studies carried
out by the Institute for Women’s Policy Research has also shown that had women been paid
equally as men, the poverty rate amongst women who are active in the labour force can
potentially decrease drastically. Naturally, this would have a positive reinforcement on the
children of these women too. The same study declares that out of the 5.6 million children there
in poverty, 2.5 million would escape the poverty trap if the gap is closed (Whaley, April 2018).
Linked to all of the costs that gender pay gaps brings about, it also profoundly hinders
global economic growth. Based on the data published in 2016 by the Institute for Women’s
Policy Research, paying women equally would have added $512.6 billion to the U.S.’s National
Income. Thus, linking poverty to economic growth – as less women would be unemployed,
poverty would be on the decrease. Following this, larger gains in economic welfare would be
recorded bringing about modifications in consumption of goods and services, home production
and time off. Particularly, these welfare gains exceed 20% in South Asia and the Middle East
as well as in North Africa (Kochhar & Dabla-Norris, March 2019).
This Chapter will be dedicated to the normative analysis of gender-wage gaps in both
developed and developing countries. Our aim is to analyse the existence and remedies of such
gender pay gaps. First of all, we will introduce some general aspects of what gender pay gap is
as well as the root of the problem i.e.: some of main factors that play a role in causing such
gaps. Then, we will particularly be focusing on how this issue is concentrated, namely by
country and by job sector/industries where we will be examining closely the rankings of the
highest and lowest pay gaps. To complement this further, the following section will tackle wellknown gender-wage gap theories which will explain in further detail the base arguments of the
5

causations of how these gaps could have evolved. This paper will mainly be focusing on the
Human Capital Model, Gender Role Theory, Labour Market Discrimination, Occupational
Segregation and the Undervaluation Theory.
After having examined in detail these theories, we will be thoroughly scrutinising the
role of women in the economy and to what extent and direction development has taken place,
if any. Moreover, this section will be fixating on Feminist Economics and will be linked to the
subject in question and will be linked to the theories explained in the previous section. The
second part of the Chapter will then be discussing state interventions that are currently being
enacted in order to reduce these gender-wage gaps through policies and legal frameworks. The
statistical effects of these policy implementations from different nations will also be
considered. What is more, we will also be exploring other remedies that employers can take
into account in order to reduce these gender-wage gaps which can instil benefit in both parties.

1.2 – Some Preliminary Data on Gender Pay Gaps
The unadjusted gender wage gap is the difference between the average gross hourly
earnings of men and women expressed as a percentage of the average gross hourly earnings of
men. This, however, shall not be confused with equal pay. Whilst equal pay refers to the means
that men and women in the same employment performing equal work must receive equal pay,
gender pay gap is a measure of the difference between men’s and women’s income across the
labour market. Moreover, the latter is expressed as a percentage of men’s earnings, shown by
the equation below, where:
•

Ww = average hourly pay rate for women

•

Wm = average hourly pay rate for men
𝑀𝑒𝑎𝑛 𝐺𝑒𝑛𝑑𝑒𝑟 𝑃𝑎𝑦 𝐺𝑎𝑝 =

𝑊𝑚 − 𝑊𝑤
× 100
𝑊𝑚

Equal pay has been a legal requirement since the Equal Pay Act was introduced in 1970
in the UK and adding on to this, the US federal law now states that “employers may not pay
unequal wages to men and women who perform jobs that require substantially equal skill,
effort and responsibility, and that are performed under similar working conditions within the
same establishment.” However, as per the Gender Pay Gap Statistics for 2020, controlled
gender pay gap, which refers to the measures median salary for men and women with the same
job qualifications, still earn 2% less than men and no significant improvements have been
followed up since 2015.
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Table 1.1: Unadjusted Gender Pay Gaps over time
Source: https://www.payscale.com/data/gender-pay-gap

Year

Unadjusted Gender Wage Gap

Figure 1.1: Women's controlled earnings relative
to Table 2.1: Unadjusted Gender Pay Gaps over
$0.97
time

2015
2016
2017
2018
2019
2020

$0.98
$0.98
$0.98 controlled earnings relative
Figure 1.1: Women's
to men in 2020
$0.98
Source: https://www.payscale.com/data/gender$0.98
pay-gap

According to the Gender Pay Gap Statistics for 2020, women in the US earn $0.81 for0
every dollar earned by men. This naturally leads to a lifetime of income inequality with more
women retiring into a state of poverty and deprivation. This obstinate inequity between both
Figure
Women's controlled
earnings
relative
genders is evident across all countries and in every sector
and1.1:
is usually
caused by
the fact
that
to Table 3.1: Unadjusted Gender Pay Gaps over

time
women tend to specialise in different sectors than men. However,
even if the job requires equal

or substantially more effort, it is undervalued and ill-remunerated.

Gender Pay Gap Across Women

Figure 1.1: Women's controlled earnings relative
to Table 4.1: Unadjusted Gender Pay Gaps over
oftime
Different Ethnities

$6.00M
$590K
$5.00M
$4.00M

$5.24M
$4.65M

$520K

$490K

$500K

$4.13M

$4.16M

$4.15M

$210K
$4.44M

$180K
$4.47M

$900K
$3.75M

$3.00M
$2.00M
$1.00M
$.00M
ALL MEN

American
Indian &
Alaska Native

Asian

Black or
African
American

Uncontrolled Earnings $

Hispanic

Native
Hawaiin and
Other Pacific
Islander

White

ALL WOMEN

Uncontrolled Difference $

Figure 1.1: Women's controlled earnings relative to men in 2020
Source: https://www.payscale.com/data/gender-pay-gap
Source: https://www.payscale.com/data/gender-pay-gap

To add insult to the injury, the gap spreads even more for women of colour, immigrant0
women and Hispanic women. As depicted in theSource:
figurehttps://www.payscale.com/data/gender-pay-gap
above, American Indian & Alaska
Native followed by Hispanic women earn between $500-$520,000 less than the average
Figure 1.1: Women's controlled earnings relative to men in 2020
lifetime earnings of men. On average, these
women
earn $0.75 for every dollar a white man
Source: https://www.payscale.com/data/gender-pay-gap
Source: https://www.payscale.com/data/gender-pay-gap

makes. Asian women, on the other hand, earn $0.95 to the dollar, an improvement of $0.020
Source: https://www.payscale.com/data/gender-pay-gap
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Figure 1.1: Women's controlled earnings relative to men in 2020
Source: https://www.payscale.com/data/gender-pay-gap

from 2019. For such “motherhood penalty”, women are pressurised into working on a parttime basis. This tends to be larger in developing countries than in developed countries.
Moreover, this gap widens as women progress in their career, with women at the executive
level making $0.95 to the dollar.
Persistent gender gaps may be justified by measurable factors such as breaks from the
labour market. More elaborately, it is usually more difficult for women to be awarded a
promotion when they re-enter the labour market after taking maternity leave, for example, to
raise a family. Consequently, this has an impact on their future potential earnings. Related to
this is the age at when women take a break from the labour market – this plays a significant
factor as more often than not, this happens when they are taking advancement in their careers
and their wages are rising at a faster pace. This gap in career progression is also known as the
opportunity gap. To take an example, from ages 20-29, 75% of men and 76% of women begin
their careers as individual contributor roles.

Career Progression in Women

Career Progression in Men
1%

100%
90%
80%
70%

60%

4%
7%

36%

8%
11%

36%
22%

100%
90%
80%

37%

40%

40%
53%

20%

8%

30%

29%

60%

60%

Age 30-44

Age 45+

21%

60%
50%

75%

4%

8%

3%

70%

50%
30%

2%

1%

76%

30%
45%

10%

20%
10%

0%

0%
Age 20-29

Age 30-44

Age 45+

Age 20-29

Individual Contributor

Manager

Individual Contributor

Manager

Director

Executive

Director

Executive

Figure 1.2(a): Career Progression in Men

Figure 1.2(b): Career Progression in Women
Source: https://www.payscale.com/data/gender-pay-gap

However,
in1.2(a):
the range
of 30-44,in Men
36% of men progressed
to becoming
managers
or
Figure
Career Progression
Figure 1.2(b):
Career Progression
in Women
higher executive roles whilst only 30% of womenSource:
did. https://www.payscale.com/data/gender-pay-gap
Even further, by the age of 45, men
would have progressed
theirProgression
career path
by 8% whilst women
would have only moved by
Figure 1.2(a):inCareer
in Men
Figure 1.2(b): Career Progression in Women
Source: as
https://www.payscale.com/data/gender-pay-gap
4%, generally speaking – this implies that men are twice
likely to be directors than women1.
Figure 1.2(a): Career Progression in Men

Figure 1.2(b): Career Progression in Women
Source: https://www.payscale.com/data/gender-pay-gap
1 The statistics that are provided in this sub-section ‘1.2- Root of the Problem’ and ‘1.3.1 – Gender Gaps by Industry’ are
taken from https://www.payscale.com/data/gender-pay-gap
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Looking at the patterns of employment can also help us in discovering the existence of
pay gaps. In developed countries, especially, women are disproportionately represented in parttime work and an additional feature that is present is that many women tend to be clustered in
service occupations that are generally paid less. For example, catering and clerical work.
Furthermore, many women tend to do vocational work where wages are relatively lower than
in other sectors – a phenomenon known as occupational segregation. Such jobs include
teaching in primary schools and the care sector. Therefore, fewer women are less likely to hold
a higher-earning role ultimately resulting in a gender pay gap. However, there still exists other
factors that are difficult to measure such as continued employer discrimination and as female
participation rates rose over the years, the supply of labour may have shifted outwards
contributing to a lower wage relative to men who have already been in the labour market (Riley,
2019).
Another factor which may contribute to such gaps is access to education. In many
developing countries, opportunity for women to pursue proper education and gain experience
is restricted. The main reason for this is social norms and the culture of the society as well as
high fertility rates. It is safe to say that the discrepancy is present amongst all educational levels
as shown in the Figure below. However, ironically enough, this gap is at its worst amongst
those men and women who possess a college degree. Recent years have shown that the
increasing level of college graduates is positively correlated with higher pay for both genders.
However, such pay has increased at a faster pace for men than for men. This median weekly
earnings’ rift shows that in 2015, a woman earned $0.75 to the dollar that men earned
(Mercadante, December 2019).

Earnings of full-time wage by Educational Attainment
$1,064

Bachelor's degree or higher
$664

Some college degree

$586

High school graduates

$1,420

$883

$759

$418
$520

Less than a high school diploma

$761

Total, all education levels
$-

$200

$400
Women

$600

$800

$947
$1,000

$1,200

$1,400

$1,600

Men

Figure 1.3: Earnings of full-time wage and salary workers by educational attainment and gender, 2015 annual averages
Source: https://www.moneyunder30.com/the-gender-paygap-in-the-21st-century
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It is of utmost significance to point out that despite the fact that women have shifted to
jobs that were normally associated with men, women in general still end up being
overrepresented in lower-paying occupations. Even though this disparity has narrowed since
1980, it has remained relatively in the same position over the past years. For the year 2018,
women earned 15% less of what men earned. This meant that for women to earn as much as
men for the year 2018, they had to work 39 extra days (Graf, et al., 2019). OECD countries
have undergone similar narrowing of the gender pay gap – with the same problem of it being
stalled out in recent years. According to the World Economic Forum, the global pay gap will
take years to close because “it is so vast and the pace of change [is] so slow” (Neate, December
2018).

1.3 – Gender Wage Gaps by Industry and by Country
1.3.1 – Gender Pay Gaps by Industry
The gender pay gap occurs across almost all sectors and industries. This is highly
contributed by male-dominated industries having higher wages than industries which is mostly
made up of women. As per the data published by the US Bureau of Labor Statistics shows that
women are dominant in customer service, well-being related industries such as social services
and healthcare and office administration. Out of the 15 concentrated industries that are depicted
in Table 1.1 below, women dominate 6 industries whilst dominating 9 occupations out of 22 in
total.
Amongst other occupations, Finance and Insurance, Agencies and Consultancies and
Healthcare have the largest gender pay gap whilst Arts, Entertainment and Recreation and Real
Estate and Rental/Leasing are amongst the minority of the industries with the smallest
uncontrolled pay gaps as portrayed accordingly below.
Table 1.2: Gender Wage Gaps by Industry
Source: https://www.payscale.com/data/gender-pay-gap

Industry
Accommodation and Food Services
Agencies and Consultancies
Arts, Entertainment and Recreation
Construction and Extraction
Education
Energy and Utilities

Uncontrolled
Gender Wage
Gap
$0.87
$0.81
$0.93
$0.89
$0.88
$0.85

% Men
Dominating
the Industry
47%
44%
54%
90%
30%
82%

% Women
Dominating
the Industry
53%
56%
46%
10%
10%
18%
10

Engineering and Science
Finance and Insurance
Healthcare
Manufacturing
Non-Profits
Real Estate and Rental/Leasing
Retail and Customer Service
Tech
Transportation and Warehousing

$0.85
$0.76
$0.83
$0.87
$0.87
$0.92
$0.83
$0.88
$0.84

62%
45%
24%
71%
33%
52%
49%
71%
75%

38%
55%
76%
29%
67%
48%
51%
29%
25%

In some professions, women are receiving billions less than they would have had there
been equal pay. For example, even though women dominate the legal occupation by 53%, it
ranks amongst the highest gender inequality pay amongst all of the other occupations, with a
despicable rate of $0.64 earned to the dollar. Studies have shown, however, that the discrepancy
of this number might be partially due to the genders not holding the same positions within the
legal profession.
Table 1.3: Gender Wage Gaps by Occupation
Source: https://www.payscale.com/data/gender-pay-gap

Occupation
Architecture and Engineering
Arts, Design, Entertainment, Sports and Media
Building and Grounds Cleaning and Maintenance
Business and Financial Operations
Community and Social Services
Computer and Mathematical
Construction and Extraction
Education, Training and Library
Farming, Fishing and Forestry
Food Preparation and Serving-Related
Healthcare Practitioners and Technical
Healthcare Support
Installation Maintenance and Repair
Legal
Life, Physical and Social Science
Management
Office and Administration Support
Personal Care and Service
Production
Protective Service
Sales and Related
Transportation and Material Moving

Uncontrolled
Gender
Wage Gap
$0.94
$0.93
$0.80
$0.87
$0.95
$0.92
$0.87
$0.72
$0.80
$0.88
$0.91
$0.96
$0.89
$0.64
$0.94
$0.78
$0.94
$0.92
$0.86
$0.86
$0.81
$0.88

% Men
Dominating
the Industry
84%
51%
58%
46%
33%
74%
97%
26%
75%
46%
25%
13%
96%
47%
51%
60%
29%
23%
71%
78%
51%
82%

% Women
Dominating
the Industry
16%
49%
42%
54%
68%
26%
4%
74%
25%
55%
75%
87%
4%
53%
49%
40%
71%
77%
29%
22%
49%
18%
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When it comes to political and economic leadership, the world still has a long way to
go – only 25% of over 35,000 global seats in the parliament are occupied by women and only
21% of the 3,000 ministers are female. What is more, in some countries such as Papa New
Guinea and Yemen having no female representation as per the most recent data published by
World Bank 2019. Over the past half a millennium, out of 153 countries, 85 of them has never
had a female head of state. On the other hand, Rwanda, Cuba and Bolivia have the highest
women representation in Parliament2. For instance, Rwanda holds such progressive numbers
with regards to female representation in Parliament because a new constitution that was written
and ratified in 2003 stated that women shall hold no less than 30% of political seats (Elliott,
October 2019).
1.3.2 – Gender Pay Gaps by Country
Along the years, some countries have made a notable progress in narrowing gender
wage inequalities such as in the healthcare and education industry. However, this still stands
as a global issue and work towards equality needs to be affected in both developing and
advanced economies.
The Global Gender Gap chart that can be found overleaf clearly illustrates that the wage
gap is most pronounced in Yemen, having a 50.6 percentage point difference in pay between
the genders followed by Syria, Pakistan and Iraq. The United States hovers at around a 27.6
percentage point disparity whilst Canada lies at rank 19 with 22.8 percentage point difference.
At the top of the world ranking, one can find Iceland, having the lowest disparity at 12.3%3.
As per the 2020 statistical data, the world median would be at the 76.5th country which
corresponds to Italy and Suriname being at the midpoint ranking. Well above the world median,
we can find Colombia, United Kingdom and the United States whilst Korea, China and Turkey
still remain well below such median. In comparison with 2018, Suriname, being at the midpoint
of the data, moved up by #2 whilst Italy moved back from being the 70 th country to being the
76th country in 2020, moving down the rank by 6.
One of the most important key findings that was pointed out from the Global Gender
Gap Report is that globally, the distance completed to parity is at 68.6% which is an

2

For more information regarding the ranking of female representation by country, all statistical data produced by World
Bank in 2019 can be found on https://data.worldbank.org/indicator/SG.GEN.PARL.ZS?most_recent_value_desc=true
3 All of the statistics that are stated on pages 9 and 10 under the sub-section ‘1.3.2 – Gender-pay gaps by country’ are all
taken from the Global Gender Gap Report 2020 World Economic Forum which can be found on:
http://www3.weforum.org/docs/WEF_GGGR_2020.pdf
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improvement since 2018 as it stood at 68%. Thus, there is still an average of 31.4% average
gender gap that remains to be sealed. Moreover, 89 countries registered a positive average trend
since 2019.
Analysing these countries by their continent, Western Europe is, approximately, the
region with the highest level of gender parity, at 76.7%. Close second is Northern America
with 72.9% and Latin America and Caribbean (72.2%) ranking in third. These are then
followed by Eastern European and Central Asia, East Asia and the Pacific, Sub-Saharan Africa
and South Asia. At the bottom, with a 60.5% gender parity lies Middle East and North Africa.
On average, assuming that this current pace is maintained in the future, it would take
the world on average 105 years in order to close the gender disparity completely. This,
however, can fast-pace itself forward with stronger actions in the coming years.

Figure 1.4: 2018 Statistical Data of Selective Countries
Source: https://tcdata360.worldbank.org/indicators/af52ebe9?country=BRA&indicator=27959&viz=bar_chart&years=2018
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Figure 1.5: Gender-pay gaps by country

Source: Global Gender Gap Report 2020 World Economic Forum

1.4 – The Role of Women in the economy and its development
"In 1950 about one in three women participated in the labour force. By 1998, nearly three of
every five women of working age were in the labour force. Among women age 16 and over,
the labour force participation rate was 33.9 percent in 1950, compared with 59.8 percent in
1998.” (Heathfield, June 2019)
Historically, as stated by the US Department of Labour, women working in the
agricultural, industrial and service components of the market comprised only a small proportion
of the labour force and within the agricultural sector, there was an exceptional difference
between the wages of females relative to men. However, as the industry started expanding, the
relative wages started balancing out. The gravity of women’s earnings differs also according
to the race; even though data on the economic behaviour of white women is limited, the
participation of black women in the labour force differs according to education, family size and
income. Therefore, most studies concluded that the labour supply functions of these two
extreme races differ significantly; specifically with an employment difference of 26%
employment difference, favouring women (Bowne, April 1997).
As certain jobs that were continually taken up by mostly women, they were referred to
as “feminised” and this specifically contradicted women’s labour participation; as this did
increase steadily in almost every country, but the majority of the jobs being in the agricultural
sector. Industrialisation did not wipe out the home industries in which most women worked in
and women’s participation did not decline. However, despite the increase in women’s
employment, it is safe to say that women still remain in the lower part of the hierarchy with
regards to pay. Moreover, they still dominate the sectors in which it does not require highly
qualified individuals and hence, the pay is quite poor.
Worse yet, the gendered specialisation was used to legitimise discrimination against
women in the labour work force. If women are paid lower salaries than men, it was as a
consequence of lack of investment in human capital i.e.: education and experience. This,
therefore, gave women more incentive to opt for unpaid labour work; as the opportunity cost
of working is small.
According to Boserup’s analysis in her book “Woman’s Role in Economic
Development”, she clearly describes how these gender relations in the labour force are affected
by the cultural and religious values within an economy. These institutional and social factors

can explain the majority of these feminised jobs. It does not only affect the labour force, but it
also directly affects the type of education respective to the type of society and its innate cultural
influences. For example, Islamic religious values could result in Muslim women in taking up
jobs in the agricultural industry especially in African countries. Therefore, some gender pay
gaps in highly influenced cultures can be explained by the social factor argument.
As the female’s economic role has gone through changes and developments throughout
the years, the traditional social norms that have been established before now seem to be less
obvious than before. W. Arthur Lewis “Economic Development with Unlimited Supplies of
Labour” commented that “transfer of women’s work from the household to commercial
employment is one of the most notable features of economic development” (Lewis, May 1954).
For example, whereas before women were automatically directed as the child rearer of the
family, nowadays nuclear type families are taking upon changes in family roles such that even
a legislation on parental leave is being made effective in most countries.
That being said, even though progress has been made throughout the years, women are
still inferior when it comes to tech industries and other male-dominated occupations. In fact,
only 26% of computing jobs are held by women (Lynkova, May 2019). To elaborate this
further, in 2014, one of three employees in the most prominent tech companies in the world,
namely Apple, Facebook and Google were females. This justifies that employment of women
has lagged in most of the high-tech occupations that show promise in sustainable future growth
in their careers.
According to a survey that has been done, it seems that females find it even harder to
climb the social ladder in an organisation due to the lack of female role models higher up in
the organisation and lack of sponsors to provide opportunities which male colleagues have.
This is why the number of women applying for managerial positions drops from 53% (of new
hires) to 37%, going even further downhill with higher organisational positions (Lynkova, May
2019).
With women’s emancipation and development in their career, they have been a
concurrent contributing factor to the US economy since the 1970s. As a result of their additional
participative attitude in the labour market, the US’s GDP has been on the rise for the past 40
years. Additionally, without this participation throughout these 30 years, the US economy
would have been a quarter less than it is today. On an encouraging and prospective note, as
more women are being given the same opportunities as men, millennial women are changing
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women’s role in the workplace. In fact, a study shows that women are found to be more
concerned with their career success than millennial men (Pew Research Center, December
2013)

1.5 – Theories that explain why Gender Wage Gaps Exist
1.5.1 - Human Capital Model
Generally speaking, human capital is a stock of knowledge or experience that is found
in a workforce and that directly contributes to the his/her productivity. Putting into different
words, “the human capital theory explains how one’s incentive to invest in training is directly
correlated to the time one expects to work over one’s lifetime” (Polachek, April 2004). Even
though experience, qualifications and training may result in different earnings, there are some
cases in which the difference in remuneration is not subject the skill of the worker but rather
there being numerous exceptions as to why this difference might hold. One of these exceptions
is taste-based discrimination; whereby an employer may pay a lower wage to a worker because
of the worker’s gender, race or ethnicity.
The human capital model associates the person’s expected lifetime participation in the
labour force with the incentive to obtain the necessary training that affects your productivity.
Since, on average, women work fewer hours throughout their lives than men, according to the
human capital model, women are expected to acquire less human capital investments which
translates into lower wage rates per hour for women. As a person gets older, their respective
earnings rise each year – of course, the rate at which it increases differs with the person’s age.
This, therefore, explains how this model assumes flourishing earnings over the one’s lifecycle.
Since a family-oriented woman usually undergoes an intermittent phase due to child
rearing, women’s lifecycle earning profiles are expected to be flatter than men’s due to the
what is known as “the midlife dip”. Arguably, the variable which mostly influences women’s
lifetime work behaviour is fertility. As we thoroughly discussed before, the older the person is,
the more likely the person would have accumulated wealth and have higher wages. As a result,
women in countries with larger husband-wife gaps are likely to have a lower incentive to invest
in the labour market. Based on this argument, “it is expected that the gender wage gap is likely
to be smaller in countries where the difference in a husband’s and wife’s ages are smallest
holding all factors constant.” (Polachek & Xiang, October 2014)
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In fact, the gap between single males and females is the narrowest. The most significant
difference is between married women and married men as married women participate between
1⁄
4

and

1⁄
3

less than married men (Polachek & Xiang, October 2014). A recent data from the

University of Minnesota and IPUMS-USA showed that married men outperform both single
women but mostly married women. Whilst they are making in the ballpark of $80,000 per
annum, other groups are barely exceeding $50,000 on a yearly basis (Fottrell, November 2019).
Moreover, women with children make significantly less than men with children. This is often
known as the motherhood penalty.
According to the human capital theory, this is contributed mainly by the division of
labour within the family which causes distraught in gender work patterns. In consequence of
this, male earnings exceed women’s earnings. However, in recent years, the division of labour
is moving away from the traditional perspective but rather taking on a more modern one;
whereas in former decades, women usually took the family role whilst men kept on working,
nowadays even men are choosing to take on the family role giving up his career for a while.
Historically, gender pay gap was predominantly the result of women having lower
“human capital” than men i.e.: less knowledge, skills or job experience giving rise to lower
productivity and lower wages for women. However, the comparative advantage that the male
possessed started weakening over time as women’s education was given a boost. This
drastically has a positive impact on the decline of gender pay gap.
1.5.2 – Gender-Role Theory
The social role theory states that the societal division of labour produces diffuse gender
roles i.e.: one would belong to a social category according to the gender. It is because of this
that gendered division of labour ‘forces’ men and women to occupy specific roles that fit their
respective genders. Sex roles lead to certain expectations and norms related to primitive
societal conceptions that are linked between being male and female. For example, women are
expected to take on central family roles such as rearing children or taking a job that involves
children like carers and teachers. Therefore, it can be concluded that those individuals who are
imposed stronger gender identities tend to behave more consistently within their gender role.
The gender stereotypic expectation is a fulfilling concept to the gender role theory as it
explains the process within social role framework that is based on gender expectations and the
behavioural influence of men and women. Furthermore, segregation into traditional gender
roles is an unconscious decision for both genders more often than not (Brynin, August 2017).
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Rather, these choices are psychologically exerted by social pressures and expectations which,
as an outcome, results into gender gaps as women tend to delve into sectors that pay. The endto-end process can be clearly illustrated by Figure 1.6 below.

Figure 1.6: Social Role Framework for understanding gender-differentiated political attitudes
Source: SAGE Journals: A Social Role Theory Perspective on Gender Gaps in Political Attitudes
https://journals.sagepub.com/doi/pdf/10.1111/j.14716402.2010.01598.x?casa_token=02reso1ch3EAAAAA:e2hAtXdocyFduiIodpUJ-gDzdSPiJIHEw1hhu5A87u5Fejdr8nkTwbhjh4tABdTqypexjF-DZ5P

1.5.3 – Occupational Segregation
Occupation segregation by sex deals with the tendency of men and women working in
different industries and sectors according to their respective gender. Professions that usually
have high proportions of women are usually seen as “feminised”. In addition, these occupations
are generally paid lower than average. Both genders that work in these sectors experience lower
pay – however, women outnumber men that choose that particular line of work and thus, the
gender wage gap is disproportionately affected.
However, the reason as to why these so-called ‘feminised occupations’ are paid less
than in other sectors still remains unclear (Brynin, August 2017). It possible be the cause of
family and social pressures that results women to accept low-paid occupations as a second-best
option to taking care of a family. This implies that more women than men end up working in
these types of occupations and could help in explaining why these jobs tend not to pay well.
We must analyse the difference between vertical segregation and horizontal or
occupation segregation. Whilst the former refers to men occupying senior positions acting as a
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promotional barrier to women in reaching such high positions, horizontal segregation refers to
men and women usually taking upon different occupations according to their gender.
Moreover, since the feminised occupations are paid less, it suggests that ‘women’s work’ is
often undervalued. The concentration of jobs that women work in usually require, if any, low
qualifications such as in catering and care-taking and part-time jobs which lower the average
pay for women.
1.5.4 – Undervaluation Theory
The persistence of such gender gaps may also be a contribution of the underlying stigma
associated with feminised occupations i.e.: that the work that is produced by women is socially
and economically undervalued. It is of utmost importance to point out that since job pays are
“socially constructed” by pressures and norms, as well as by actions of employers, governments
and unions, women’s work is being undervalued. Often, pay is determined by typical male
behaviour. For example, the longer the hours and continuous working is associated with a
higher wage. Since work that is usually occupied by women does not conform to such norms
and the fact that society portrays them as secondary earners as well as being more inclined to
work that has intrinsic rewards is justified by lower salaries compared to men (Brynin, August
2017).
However, this has proven to be a highly complex procedure since pay setting is linked
with wider societal and economic trends. The concept of “levelling down” may in fact reduce
gender inequality but it polarises incomes as whole. This measure is where men’s pay is
reduced by the employers to the same level as women’s pay. In this scenario, those on lowand middle-income experience wage stagnation while those on high incomes have a higher
growth rate (Brynin, August 2017).

1.6 – Policies and Actions against Gender Pay Gap
1.6.1 – Intervention of the State
Policies and laws are currently being implemented and closely supervised so that this
gender gap issue is reduced to the bare minimum or even, by time, extinguished. The theories
that have been discussed in the previous section help in giving an outline to the policy makers
on how these legislatives could be made. These legal frameworks will not only mandate equal
pay for comparable work but also ensure and encourage women representation within the
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company and also to boost female labour force participation. These policies are mainly being
put into action to support the engagement of women in senior positions.
Amongst the plans of action that are being put into practice are those policies aimed at
aiding in the work-life balance aspect such as the provision of early childhood education and
free-of-charge childcare services during working hours. The implementation of this policy will
provide the person with an adequate balance between work and personal life without
jeopardising the economic activity and giving more incentive for women to continue working
while still pursuing a family. As discussed in detail in the previous section, The Human Capital
Theory justifies that one of the reasons why gender pay gaps could exist is because of the
midlife dip that women undergo during the peak of their career. This policy aims to reduce this
midlife dip in such a way that the woman’s earnings would not be impacted by this career break
by providing high-quality, affordable childcare services. Thus, such a measure tries to reduce
the impact of the Human Capital Theory.
In Malta and in Armenia, for instance, the government provides high-quality, free-ofcharge childcare centres for families whose both parents work. The provision of formal
childcare varies across developing and developed economies. In less-developed countries,
more informal and family-based systems of childcare is available at lower costs or for those
parents who are engaged in informal activities might be able to work remotely but this is usually
paid less. On the other hand, developed countries, formal childcare is considered as an
important assist of women’s employment – in fact, it is more available and used. Studies have
shown that affordable and high-quality childcare could increase the number of young mothers
in the labour market by 10% (Tambon, March 2019).
In both advanced and developing countries, some of the policies that are being
implemented to help reducing wage gaps include the offering of publicly financed parental
leave schemes. Childrearers of the family usually undergo long absences from the workforce
to fulfil their duties as the child’s primary guidance. The 2010/18/EU Directive on Parental
Leave (Rubery & Koukiadaki, 2016) provides the working parents the right to take time off for
domestic reasons. Other directives on part-time work, fixed-term work and on agency work
further protects worker referred to as “atypical”. These are mainly including workers of whom
are women and are seeking to maintain the work-life balance. This automatically impacts
negatively their earnings upon returning to work as well as reduced skillset. In promoting
gender equality, several countries have included “family responsibilities” as grounds of
discrimination in their national legislation when it comes to recruitment of the individual.
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Complementing this, paying particular attention to Directive 2003/88 on Working Time
(Rubery & Koukiadaki, 2016) elaborates on the working time limits in order to give space for
the new parents to spend time with their families. This course of action is aimed at mitigating,
again, the Human Capital Theory, as well as, also tackling the Social Role Theory whereby
both parents are entitled to this long leave directive and gendered division of labour is
diminished. Additionally, apart from normally taking a larger share of childcare duties relative
to men, women are also often more involved in adult care. Therefore, these policies and
legislative frameworks are vital in supporting these individuals that take on such care
responsibilities for close relatives. The 2012 Family Care Leave Act in Germany (Bisello &
Mascherini, 2017) tackles the situation of an employee’s position in a company by allowing a
reduction of working hours.
A novel policy which has proved to be effective in Georgia is the greater support and
encouragement for young women in following STEM. This policy increases women’s
participation in high-paying industries and occupations – potentially shifting the overall
women’s participation from low-earning industries to higher-end industries. By the
Occupational Segregation Theory, women have a tendency to work in lower-paid industries
which negatively impacts the gender pay gap. This statute’s objective is to alleviate some of
this occupation segregation that is found in the market with the hope that it directly weakens
the Undervaluation Theory; a theory which states that the work that is produced by women is
socially and economically undervalued. It is considered to be a long-term policy which should
have a radical positive effect on the gender pay gap.
Yet another legal framework that has recently been put into effect is the removal of tax
burden for secondary earners which are mostly females. This type of tax credit shifts family
taxation to individual taxation so that only the primary earner’s income is taxed and the
secondary earner will have more incentive to return to the labour force. Ultimately, the net tax
liability is reduced and the net income gain is increased from accepting your previous job or
position. Moreover, such tax relief for low-income families have also suggested a rise in
employment rates for women as this increases after-tax earnings for women (Kochhar & DablaNorris, March 2019). For instance, Belgium incorporate a combination of tax credits and tax
transfers as in Germany and the United Kingdom.
Whilst developed economies should put the aforementioned policies into practice,
emerging markets, developing economies should first put into practice the following measures.
Investing in infrastructure is one of the first steps to gender pay gaps reductions. For example,
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the electrification in the less developed part of South Africa increased female labour force
participation by 9% whilst the building of adequate sanitation facilities in India noticeably
narrowed gender gaps in education and increase in labour force participation. Furthermore,
IMF Research indicates that if the Indian government increased public spending in education
by 1% of GDP, an increase of 2% of the female labour force participation would be seen
(Kochhar & Dabla-Norris, March 2019). Mexico also provided public transportation solely for
women to ensure travel safety.
Female entrepreneurs often face more restrained terms and conditions when trying to
acquire capital including more restrictive collateral requirements, shorter maturity loans and
higher interest rates than men. By loosening up such unnecessary gender-specific restrictions,
it would greatly help in reducing such gender pay gaps whilst promoting equal opportunities
to everyone. Echoing throughout above policies, is ultimately the revision of legal frameworks
in promoting equal rights for men and women and for everyone to be treated equally. Such an
obstacle loose gives both genders the same opportunity in starting their own business and
striving for their own career development.
1.6.2 – Other Remedies Employed by the Private Sector4
Other actions that employers are adopting when hiring a new candidate is to incorporate
more than one woman in shortlists for recruitment and internal promotions. If this elimination
process only has one female, the chances of the female candidate getting chosen are very faint.
Hence, in order to mitigate this, selection processes should also be transparent whereby both
the employees, clearly understand their role and what it entails, and managers take rational,
evidence-based decisions which can be reviewed by their colleagues. These actions of
transparency to promotion and pay can drastically reduce said gender pay inequalities.
In light of this, employers should conduct regular pay audits, make transparent salary
ranges and eliminate the use of salary history to set wages and prohibit retaliation against
employees for discussing, disclosing or inquiring about their wages. The Pay Equity for All
Act, in fact, clearly forbids the employer from using salary history to set pay whilst the Fair
Pay Act mandates that the employer is ought to provide equal pay for equivalent jobs to help
the minimising of gender-wage gaps by occupational segregation. Moreover, since women
have been proven to be less inclined to negotiate their wage, a salary negotiation course could
4

The information that was used in sub-section ‘1.6.2 – Other Remedies employed by firms’ was referenced from
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/731288/Gender-PayGap-actions_.pdf
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aid in solving such a problem both in-person and online. By improving this measure, the
workers’ collective wage bargaining is safeguarded.
Another measure that can be actively applied within the workplace to ensure fair
candidacy is to not only rely on interviews but also present tasks that they would be expected
to carry out in the role that they are applying for. In addition to this, using structured interviews
allows less room for unfair bias to have power over making such decisions. These types of
interviews mainly imply asking the same standard questions and grading the responses using
pre-specified, standardised criteria. Furthermore, designating diversity managers may further
reduce pay gaps as they review decisions made by internal employees on promotions and
recruitment which may in turn improve the representation of women in the company.

The

above areas of intervention are evidence-based, meaning that these have been tested in the
physical world and resulted in positive contributions towards alleviating the gender pay gap.
In order to eradicate the fact that women are predominantly at lower-paid levels in the
organisation, the employer should formulate a positive action plan to stimulate in taking upon
more senior roles and higher-paid roles. This will eliminate barriers to entry for women when
entering higher-paid jobs in male-dominated fields. Other promising remedies that can be
introduced in the workplace include the flexibility of hours for men and women, encourage the
uptake of Shared Parental leave, recruit returners and setting internal targets. Most
governments already have some of these policies in place supporting some of the
aforementioned medicines to improve women’s participation in the workforce. However,
further research needs to be made to have solid actions that are certain of their outcome.
In the above analysis, one can see that in the light of these legislative frameworks and
policies that are being implemented, such actions could have promising effects in one country
but could have hardly any impact in another. This is because the topic of gender wage gap
cannot be thrown all under one hat, thus, depending on the national context. The cultural norms
and values of a society highly influences the behavioural shift that such implementation of
policies have on the families. In some cultures, for example, it is unpopular for another person
other than the woman to take care of the family – therefore increasing the participation of men
in caregiving is quite challenging. However, more countries and states are taking action and
are paying close attention in building new equity laws and enforcements. One last point that
the thesis aims at contributing to this section is the close linkage between the theories behind
the gender pay gaps and the policies that are acting as a solution to this problem. In fact, the
legislative frameworks implemented by the government try to hit all of these theories whilst
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the firm’s policies mainly target the Occupational Segregation Theory and Gender Role Theory
where the so-called “feminised occupations” are tried to be eradicated by giving both genders
equal opportunities to promotions and career progression.

1.8 – Conclusion
This Chapter has structurally extracted the theoretical as well as the practical aspects of
the Gender Wage Gap around the world. This topic has strong links to other areas such as social
justice and equity, economic mobility and woman emancipation. We looked at the existence
of gender pay gaps with close attention to the root of the problem and analysed how this
inequality gap has a lasting negative impact on the global economy. Had gender equality been
realised and maintained, this would positively be reflected on the macroeconomy.
Notwithstanding the Equal Pay Act that had been made into effect around half a century
ago along with other state intervention to eliminate this issue, women still lag significantly
behind men with respect to remuneration for their services. The smaller, but persistent gaps
that have been recorded throughout these past few years, might be originating from the “midlife dip” causing a wide opportunity gap, discrimination, undervaluation and differing
occupational choices in lower-paying industries. To narrow the wage gap, a range of legal
frameworks, public policy and Human Resources measures should be given careful
consideration (Aly, 2017). According to the International Labour Office, social policy on
parental leave, flexible work hours and compensation in social protection for unpaid care work
has the most positively direct impact in closing gender pay gap, with special attention to
motherhood pay gap. The effects of such gender-specific social policies are dependent on the
country along with its cultural and family systems.
Closing the gap would also lead to a large decrease in unemployment. The study
forecasts an increase of 3.5 to 6 million jobs in 2050 as a result of the additional women
entering the labour force5. Due to higher wages, as a consequence of the economy flourishing,
women are more encouraged to enter the labour force leading to a noticeable increase in the
productive capacity of the economy and therefore increased employment.

5

https://eige.europa.eu/gender-mainstreaming/policy-areas/economic-and-financial-affairs/economic-benefits-gender-

equality/activity-pay
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Chapter 2 – A Comparison between the Gender Wage Gap in
Mexico and India
2.1 – Introduction
As an accompaniment to the previous chapter, this part of the research will be dedicated
to a more practical point of view of the scrutinization of gender wage gaps. The purpose of this
chapter is to link the theories that have meticulously been examined in the previous section,
with a close eye to sub-section ‘1.5 – The Theories that explain why Gender Wage Gaps Exist’
and apply them to real-life statistics that has a potential in giving a further in-depth explanation
concerning this topic. The intention here is to justify these already established theories and
what is more to provide additional explanation over and above the theories that have already
been studied regarding this matter.
In order to provide a comprehensive and detailed evaluation, this chapter will focus
solely on two countries: Mexico and India. These two countries have been chosen as even
though both countries are of emerging market nature, their respective country rankings
concerning gender wage gaps presented a significant difference which is rather curious to
investigate. Undoubtedly, the most crucial part of this chapter is the set of indicators that are
going to be brought into question. The analysis between these two countries will be based upon
the upcoming quantitative variables which are thought to be of direct relevancy to the solicit
gender wage gap matter. The direct variables will be some proxies of gender, human
development index, income and employment. Other variables which are not considered to be
direct but possess critical pertinence include the type of education provided in that specific
country and the standard of living of the respective country. A close assessment on these
indirect variables is intended to be done to observe how these variables could have a rippling
effect on the progression of eliminating pay gaps.
Moreover, this chapter will comprise of six sub-sections, including the Introduction and
Conclusion which will dictate the expectations of the research, the system of methods that will
be used throughout as well as the results jointly presented with their respective analysis
explaining the statistics. Since this research is dependant entirely on secondary data, the
disclosure of the data source as well as the selective indicators that were thought to be relevant
to the subject will also be included.
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2.2 – Hypotheses
The two countries under discussion; Mexico and India are two nations that are found
on completely two different continents with immense differences in cultural backgrounds and
beliefs. Despite such a difference in geography, they are both markets which are considered to
be not fully developed but rather emerging. However, having said this, even though both
Mexico and India fall within the developing country agenda, they are not subject to the same
spectrum within this agenda. In other words, it is being implied that even though both countries
are considered as economically developing nations, one country is more progressive than the
other. From a macroeconomic perspective, the North American continent is statistically more
socially and economically developed than the Asian continent. Applying this on a micro level,
this is supported by the Social Progress Index Report for 2019. In this case, this source, which
is known to be reliable, has shown that Mexico is more developed than India as per the Social
Progress Index published in 2019 with India ranking 102th and Mexico ranking 55th out of 149
countries (The Social Progress Imperative, 2019).
In order to have a more detailed overview about the countries’ cultural differences, the
Hofstede’s Cultural Dimensions Theory was used to indicate more accurately the expectations
of the results. Hofstede identified six categories that define culture including the Power
Distance Index, Collectivism vs. Individualism, Uncertainty Avoidance Index, Masculinity vs.
Femininity, Short-Term vs. Long-Term Orientation and Restraint vs. Indulgence. Taking into
consideration the most relevant dimensions for the gender wage gap study, the power distance
index (PDI) considers the extent to which inequality and power is tolerated. In this regard,
Mexico has a much higher PDI than India with rankings 81 and 77 respectively. This means
that Mexico indicates a higher level of inequality of power and wealth within society than India.
Furthermore, the masculinity vs. femininity dimension is also referred to as “tough vs. tender”
and considers the preference of society for achievement, attitude towards sexuality equality
and behaviour. Mexico values the gap between men and women as more important. It may also
generate a more competitive and assertive female population, although still less than the male
population (FLG Consulting, 2011).
The overall interpretation of the cultural and background overview of the two countries
show that whilst Mexico is a developing country which still lacks behind in many indicators of
gender equality, it is, as the majority of the countries, been in constant progression throughout
the years. However, whilst Mexico is a more lenient country with average positive results, India
is a more difficult case to be studied. India, as a nation, can be split into two for the sake of
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explaining it clearly. Whilst one part, which makes up the majority of the population in India,
still lags behind as a consequence of cultural barriers and prevents labour female participation,
the other part, which represents the minority of the population, is mainly composed of educated
people that work towards equality and to improve their quality of life. This so-called
‘progressive’ part of the Indian population is not conditioned by the cultural differences that
India, as a whole, imposes. Moreover, the Indian culture creates many disparities and,
therefore, it is a more difficult case in obtaining gender balance. These conflicting variables
inflict uncertainty on how the cross-section analysis will turn out.

2.3 – Data Source and Variables in Question
All statistical data that will be presented in Section ‘2.5 – Results’ and ‘Appendix’ is all
secondary obtained data and no primary quantitative data was obtained due to the complicated
nature of such gathering of data. All data is obtained from two reliable sources that publish
world data; ‘World Bank Data’ and the ‘United Nations Development Programme’. The source
of the data will be disclosed after every result that will be presented.
The data will take a time period range of 29 years for most indicators i.e.: from 19902018. However, this has not been found available for all dimensions that will be portrayed.
Some data sets or indicators are only available from the year they were initiated. For example,
in the case of Graduates in Science, Technology, Engineering and Mathematics, takes a range
of 5 years. This is mainly due to the variable, i.e.: STEM, being a relatively new statistical
variable that could be measured. In Table 2.1 below, these time period ranges are specified.
Table 2.1: Time Period Ranges

Variables for comparison
Gender Inequality Index (GII)
Gender Development Index (GDI)
Human Development Index (HDI)
Human Development Index, Male and Female
Estimated GNIs per capita
Shares of Seats in Parliament (% held by women)
Mean Years of Schooling, Male and Female
Graduates in STEM, Male and Female
Secondary School, Male and Female
Labour Force, Female (as a % of total
participation)

Dimension
Gender
Gender
Human Development
Index
Human Development
Index
Income/Composition of
Resources
Employment
Education
Education
Education

Time Period
1995 - 2018
1995 - 2018

Employment

2018

1995 -2018
1995 - 2018
1995 - 2018
1995 - 2018
1990 -2018
2013 - 2018
1990 -2018
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The main variables that this cross-country comparison will tackle in light of the
explanation of gender wage gaps are Gender, Human Development, Education, Composition
of Resources/Income, Poverty and Employment. More specifically, Mexico and India will be
compared throughout the years on the basis of Gender Inequality Index (GII) and Gender
Development Index (GDI) as well as the % of Seats held by women in Parliaments and the
possession of female senior roles in both countries. In addition, the Human Development Index
(HDI) will also be a direct indicator of the progression in gender wage gaps in said countries.
As for income, the estimated GNIs per capita of both genders will be compared time serially
to observe the yearly development that took place in these countries separately and then
proceed by contrasting the progress there has been cross-sectionally. Labour Force
Participation will also be taken as a direct measure of gender wage gaps whereby the aim of
this variable is to give a clear view of the reason behind such numerical findings. These are the
direct measures for gender wage gaps that this study will tackle.
As for other variables which do not have a direct impact on the gender wage gap but
are of utmost significance to this study are Education and Poverty. Mean years of Schooling,
Completion of Secondary Schools and Graduates in STEM between both females and males in
their respective countries will be considered. Lastly, the Poverty dimension will be compared
cross-sectionally and give relevance to this indirect variable to link it with the explanation od
the differences in pay gaps in Mexico and India.

2.4 – Methodology
2.4.1 – Introduction
This chapter provides for a theoretical analysis of the approaches and methods used in
the research. It is stated that both quantitative and qualitative methods were used and
complemented by solely secondary sources to sustain the arguments. With regards to
quantitative methods, ‘World Bank Data’ and the ‘United Nations Development Programme’
will be used for the statistical reinforcement of the study. On the other hand, the qualitative
part of the results will be used in order to provide an explanation and support the quantitative
research that is applied.
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2.4.2 – Research Questions
The penultimate sub-chapter will be answering two research questions:
•

Why are there significant differences in gender wage gap progress given that
both Mexico and India are developing countries?

•

How are cultural differences and religion affecting this work on eliminating the
pay gap?

The first research question seeks to acknowledge and give proper understanding to the
reason behind the noticeable divergence between the progression made by Mexico throughout
the last 20 years with India given that they are both emerging markets. The results gathered in
this study aim to give a detailed and clear overview of the rationale and meaning to such
dissimilarity in statistical figures.
The second research questions will be linked to the first question. However, this aims
to closely study how cultural differences and beliefs as a country affects gender pay gaps. The
objective is to analyse whether the power that culture and religion has on the country affects
the elimination of wage gaps positively or negatively.
2.4.3 – Descriptive Research Data
The research that will be analysed will mainly be analysed by descriptive means. It is
essential to use this kind of method in these types of research analysis since this is found to be
the most ideal approach in explaining the kind of research questions. This is, therefore, an
inevitable part of the research since it is the most applicable measure in this case.
The approach that will be adopted in this study is to take the aforementioned dimensions
stated in the previous section ‘2.3 – Data Source and Variables’, take the years for which the
information data is available and these will be compared time serially to give an observation
of the progression made by the two countries. Hence, the percentage of total development will
be calculated and juxtaposed cross-sectionally. In order to give the results a more
comprehensible view to them, a chart for each indicator will be illustrated followed by a
descriptive meaning to the quantitative data. Subject to relevancy of the dimension, the
descriptive analysis will contain reliable research on the culture, lifestyle and polity of the two
countries with the aim of bringing the numbers alive in the sense to provide supplementary
justification of the difference in gender wage gaps.
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2.4.4 – Limitations of the Study
A dominant limitation that this study faces is that even though the majority of the data
is made available to the public, some data is missing for either both countries or it is accessible
only for one country. This factor presents some limitations in analysing the level of
development throughout the years and also with cross-sectional research. Although the missing
data presents the minority of the whole empirical data that is being used, this makes it more
challenging in comparing certain indicators between both countries.
Another constraint that is present throughout this research is that since it tackles two
specific countries, the study cannot be applied on a macro level and, thus, it will not give an
indication of how gender wage gaps work in other countries but rather for the sole purpose to
scrutinise the reason of the discrepancy found in gender wage gaps between two comparable
markets i.e.: in this case emerging markets.

2.5 – Results6
This section will present the reader with all of the results structured by their dimension.
The so-called human indexes, employment and composition of factors are directly related to
the explanation of gender wage gaps whilst education and other factors act as secondary
variables and even though they do not directly affect pay gaps, they still contribute greatly to
this subject.
2.5.1 – Human Indexes
The Gender Inequality Index (GII) is an index which measures gender disparities.
Moreover, it measures the human development costs of gender inequality. Thus, a country with
a higher GII value experiences more disparities between males and females and thus, more loss
to human development. In the time period taken, from 1995 to 2018, the World Average for
the GII Index declined gradually from 54.7% to 43.9% over the time frame of 29 years. This
brings about an overall percentage decline of 19.47%. Taking the World Average as an
indication, it is evidently portrayed in the Figure 2.1 overleaf that Mexico is well-below this
average whilst India is still found to be significantly above this index.

6

All data that is presented in this sub-section is taken from World Bank Data and the United Nations
Development Programme
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Even though Mexico affected more changes towards Gender Equality throughout the
years, in recent years, the percentage decrease from 2017 to 2018 was more evident in India
than in Mexico with Mexico holding a 3.47% decline and India with a 4.02% decline. This
means that even though India has still a higher value in human development costs i.e.: a higher
GII value, more rapid changes are being recorded in India than in Mexico. In fact, the average
% decline in the last 5 years that has recorded (i.e.: taking years from 2013 – 2018) was found
to be 2.02% and 3.19% for Mexico and India respectively. This indicator implies that assuming
India maintains this progression towards the gender equality, it could potentially reach Mexico
in a couple of years.
In fact, this factor is also reflected in Figure 2.2 Gender Development Index (GDI).
This dimension specifically measures gender gaps in human development achievements by
accounting for disparities between the two common genders in three basic dimensions of
human development – health (measured by female and male life expectancy at birth),
knowledge (measured by female and male expected years of schooling for children and mean
years of adults aged 25 years and older) and living standards (measured by female and male
GNI per capita) (United Nations Development Programme, 2019). The graph clearly illustrates
that while Mexico has reached a ‘stagnation’ towards gender development, India has recorded
a much higher positive change in gender development score in recent years. Whilst the World
Average is at 94.1%, Mexico records a 95.7% GDI in 2018 whilst India documents a value of
82.9% in the same year. Despite this, over 29 years Mexico only managed to improve this index
by 5.1 percentage points whilst India recorded a positive change of double the amount Mexico
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recorded, that of 12.7 percentage points. This trend is typical since any additional effort that is
made by countries that would have previously made the most significant changes in
contributing to this index, like Mexico, will only result in minimal changes to the GDI.
njnjkn

Human Development Index (HDI) is an index that measures key dimensions of human
development. Similarly, GDI uses the same indicators as HDI; a long and healthy life, access
to education and a decent standard of living. As seen more evidently in the illustration below,
Mexico is above the world average with 0.767 and India is still 0.12 below this, ranking at
0.647. Similarly, we also see a bigger percentage change of human development in India than
in Mexico since the scatter graph conveys a relatively flat line than the steeper one which India
reports. The HDI complements the previous two indicators, with the same rapidity and gradual
increase in both countries.
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Looking at the Human Development Indexes by gender, one can easily point out that
the Human Development Index for women is found to be smaller than that of men in both
countries going even below the World Average. Such indication already gives a clear indication
of the dire improvements that need to be made in order for both genders to be considered equal.
As suggested clearly by the vertical gaps found on the charts above, there is a greater gap
between the genders in India than there is in Mexico. In fact, for the year 2018, India records a
gap between females and males of 0.118 whilst Mexico only records a gap between the sexes
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of 0.034. This suggests that the latter has a more gender equal human development. To give an
idea of the situation, according to this statistic, a female in 2018 has more or less the same HDI
as a male in 2005.
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2.5.2 – Employment
This sub-section from the Results will tackle the employment dimension which is a
direct variable to the explanation of gender wage gaps. The first indicator that this study will
analyse is the share of seats in parliament that are held by women.
In the 1990s, Mexican women were largely unpresented in politics shown by the low
numbers in the Figure below. In fact, they held less than 15% of the seats in the Chamber of
Deputies. In 2012, after having established a gender quota policy, the number of women in the
Chamber of Deputies rose about four times higher, standing at nearly 50% two decades and a
half later. In fact, the dramatic increase recorded in the share of seats in parliament held by
women put Mexico in a top 20-position in the world as of 2015 (Schwindt-Bayer, 2018). For a
country that conveys a rather ‘machista’ society, and in which women were hardly taken into
consideration in formal decision making, it is a rather remarkable achievement. Women in
India, on the other hand, are still under-represented with the latest statistic recording only
11.7% of the seats in parliament held by women in 2018; this is a slight increase over 24 years,
an absolute value of 4.4%.
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One of the most important indicators which justifies gender wage gaps is the female
labour force participation. Both countries do not even surpass the 50% mark of female labour
force which is a common factor of underdeveloped countries. An interesting remark that this
illustration makes is that whilst Mexico rises slightly throughout the years, India’s female
labour participation actually decreases. In fact, labour force participation rate for women aged
15 years and above fell by 10.1 percentage points as compared with the previous survey round,
corresponding to 22.6 million fewer women in the labour force in 2010 than in 2005.
These declines in participation occurred at a time when India was experiencing high
average annual GDP growth of around 8 per cent (World Bank, 2012). In contrary to the
expected new job opportunities corresponding such a GDP growth, such a sharp decline have
been recorded since (Mahapatro, 2013). The overall female participation rate in India has been
persistently low in comparison with other countries in the world being ranked almost last in
terms of the rate of female participation for several years. The ILO Research Paper indicates
that such a decline could be attributed to several causes like lack of technical skills of older
cohort of women, household responsibilities and higher level of participation in education of
the younger generation (Kapsos, et al., August 2014). In fact, this makes sense since the figures
shown in the next section which tackles education suggests higher mean years of schooling
throughout the years as well as higher rates of graduates.
However, there are regional and demographic differences across the country. Rural
employment which makes up almost 70% of the population record higher female labour
participation rates than their urban counterparts. Married women, less educated women, as well
as women coming from higher castes are less likely to participate in the labour market. Both
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economic and cultural reasons explain women’s falling out of India’s labour force. The latest
evidence suggests that the number of jobs in India is on the decline as at 2019. Such an issue
imposes a significant structural problem for a country with an increasing young population.
“In particular, India has struggled to create labour-intensive manufacturing jobs, many of
which favour women.” (Sharma, May 2019). Moreover, the number of women staying in
school from both rural and urban areas has augmented resulting them to stay out of the labour
force for a longer period of time. However, this is still a concerning issue as the female labour
force participation is still well below India’s peer country with particular attention to
Bangladesh which experienced a booming export-led manufacturing sector resulting in more
job opportunities to women (Sharma, May 2019).
Additionally, in light of the recent events of the global pandemic in 2020, experts are
predicting that whilst there will be fewer jobs for moderately educated women in India, the less
educated women who work in rural-related employment still have a chance. Considering the
fact that 7 out of 10 people in India live in rural areas, increase in female employment should
be recorded at least in the next 5 years.
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Figure 2.7: Female Labour Participation (as a % of total labour force), 1995-2018

2.5.3 – Composition of Factors
The Estimated Gross National Income per capita is the dollar value of a country’s final
income in a year divided by its population. It tends to be closely linked with other indicators
that measure social, economic and environmental well-being of the country and its people. This
dimension directly narrates the gender wage gap. The table below gives an absolute estimation
of the GNI per capita for both genders. In 1995, males used to earn 2.78 times more than
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females in Mexico whilst males in India earned 3.16 times more than females in general.
Nowadays, from the latest statistic from 2018 that was made available shows that Mexico and
India still record a gap of 2.16 and 4.08 respectively. Over 20 years these matters worsened for
India while a slight positive improvement was seen from Mexico. The increasing gaps in the
Estimated GNI that are recorded by India along the years, directly contradict the decreasing
figures depicted in Figure 2.1: Gender Inequality Index in sub-section ‘2.5.1 – Human Indexes’.
The main theories that explain gender wage gap can be used here to explain such
discrepancies in GNI per capita by gender. As the gender role theory states that expectations
and norms are embedded within society, it also links the roles within the family. Since women
are usually expected to stay at home with their children, it interrupts their career at its peak and
therefore, according to the human capital model, as the person’s expected lifetime labour
participation is directly related to a person’s earnings, such a family-orientation nature prevents
both genders to earn equal remuneration for their jobs. Another theory which may contribute
to the discrepancies in the figures between men and women’s income as depicted below is the
undervaluation theory whereby the work that is produced by women is socially and
economically undervalued. Hence, since pays are “socially constructed” by social and
economic pressures, women’s work is being undervalued.
Table 2.2: Estimated Gross National Income per capita (2011 PPP$), 1995-2018

Mexico

1995
2000
2005
2010
2011
2012
2013
2014
2015
2016
2017
2018

Females
$
6,907
8,869
9,460
10,061
10,403
10,704
10,624
10,718
10,937
11,094
11,166
11,253

India
Males
$
19,224
22,965
22,453
22,139
22,369
22,689
22,455
23,065
23,486
23,873
24,183
24,287

Females
$
928
1,147
1,514
1,783
1,780
1,772
1,875
2,008
2,159
2,331
2,493
2,625

Males
$
3,353
4,101
5,114
6,819
7,169
7,517
7,886
8,367
8,919
9,533
10,097
10,713

2.5.4 – Education
Education is relevant in explaining pay gaps as with the development of knowledge, a
higher-paid job is guaranteed and such wage discrepancies could potentially be reduced to zero
or at least minimise the gap as much as possible for the time being. As disclosed in the Figures
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below, one can clearly see how the gap in mean years of schooling is close in males for both
countries but there is a significant gap between the mean years of schooling for females in
Mexico and in India of almost 4 years. It is an interesting point to mention that for both genders
in both countries have experienced a rather flat progression in the last 4 recorded years with
ultimately a decrease in the mean years of schooling for Indian women. According the World
Education News, “India’s school system remains plagued by problems like high teacher-tostudent ratios, poorly educated teachers, and mediocre learning outcomes” (Trines,
September 2018) apart from the troubling dropout rates.
A similar trend is also seen in Mexico which is propelled by high dropout rates and low
quality education as well as teachers that feel that they are demonised. In fact, for both genders
a decrease is recorded after 2011 which recuperates itself after 2015. The underlying reason
for this is somewhat political as the educational budget was cut of by more than 11%. However,
in 2013, the Mexican government was planning a major reform in the Mexican educational
system in order to improve standards in educational system. Nonetheless, such reform saw no
effect explaining the no-progression flat line present in both genders.
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Figure 2.8: Average Years of Schooling, Female, 1990-2018
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Figure 2.9: Average Years of Schooling, Male, 1990-2018

For this indicator, male secondary students in India surpass that in Mexico in every
period. However, such indicator is still low for females as Mexico reaches more than 50% of
the female population attending secondary school whilst India barely reaches 40% of women
attending secondary school. India’s low figures in education for women could be a reason why
38

gender wage gaps are prominent when compared to Mexico. This is, however, contrasted by
the higher female graduates from tertiary education than male graduates in both countries. In
fact, statistics show that from 2013 to 2017, there was a higher female graduate percentage than
male graduates from tertiary education.
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Figure 2.10: Secondary Education, Females (%), 1990-2018
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Figure 2.11: Secondary Education, Males (%), 1990-2018

Taking into consideration the above education statistics, it is very overwhelming to find
out that India exceeds Mexico in the female share of graduates in Science, Technology,
Engineering and Mathematics (STEM). Only roughly 30% of the female population in Mexico
graduate in these higher paying fields whilst almost 45% of females in India graduate from
STEM. On the other hand, Mexico surpasses India for the male share of graduates in STEM.
Over the years, however, in both countries, the percentage share of female STEM graduates is
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still somewhat stationary and no significant progress have been made during the recorded
years.
This is the only statistic that deviates in the opposite direction, in the sense that Indian
females surpass Mexican females in this field. In fact, Business Insider published an article
ranking India #1 in the world in producing female graduates in STEM but ranks 19th in
employing them. “While girls enrolling in science for higher studies in India has seen an
increase, the number of women entering the workplace is not in the same proportion.”, the UN
commented. Women, in fact, represent a minority in the world of science at a mere 30%. One
of the major reasons for the surprisingly low participation contributes to the gender pay gap.
“Despite the ground-breaking research and performance, women in the field of STEM are
known to be paid less for their research work compared to men – not progressing much in their
careers thereby.” (Sindwani, February 2020)
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Figure 2.13: Female STEM Graduates (%), 2013-2017

2.5.5 – Other Factors
Other factors also can be an indirect determinant to the elimination of gender wage
gaps. For example, the cost of business start-ups is the same for both males and females for
both countries so there is no incentive or favourism towards one gender in becoming
entrepreneurs. Likewise, even the procedure to apply for a job is the same for both genders in
both Mexico and India.
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However, there are some factors which were applied along the years and, therefore,
contributed positively to the wage disparity. The prohibition of dismissal of pregnant women
from their workplace has always been present since 1961. However, this prohibition only came
into place in Mexico since 2014, according to World Bank Statistics. Also, even the law stating
the prohibition of discrimination in employment based on gender was only implemented in
2014 in Mexico. In India, this measure was put into effect long before.
Another pivotal factor which directly affects wage gaps is that women in India, unlike
in Mexico, cannot work in the same industries as men. This puts the woman in an occupational
disadvantage as these industries can pay higher than the industries usually engaged by women.
The occupational segregation theory, in fact, explains the tendency of women and men working
in dissimilar industries according to societal norms. Professions which are usually occupied by
women usually pay a lower than average wage and, thus, could explain the discrepancy in
wages. Additionally, in both countries, the law does not mandate equal remuneration for
females and males for work of equal value i.e.: equal pay for equal work is not stated by the
law which automatically puts the inferior gender at a disadvantage.
The gender gap in wage employment participation varies widely across the social and
religious groups. According to a research done in the University of Vermont, it is found that
religiosity is indeed strongly linked with gender inequitable beliefs. For instance, Hindu
women workers in India were in a better position than Muslim women, which is the second
dominant religion, partly because of religious customs and partly due to religious
discrimination. However, different religions have varying effects on gender attitudes and
outcomes, some which are positive and some which are negative (Seguino, December 2010).
Therefore, although different religion and cultural background may negatively affect women’s
emancipation and development in earnings equal wages as men, conclusions still seem to be
unclear.

2.6 – Conclusion
This study compares the gender wage gaps of two developing countries, being Mexico
and India at different areas of study namely, human indexes, employment, income, education
at different levels and other relevant factors, including laws and mandates, which contribute to
the explanation of gender wage gaps. This study takes a time period range of thirty years,
starting from 1990 with the last recorded published data being 2020 when found available. The
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descriptive nature of this study allowed room for more in-depth analysis and providing the
reader with intrinsically detailed insights of the situation in both countries. The theories that
were discussed in preparatory to Chapter 2 have been utterly useful in explaining some of the
indexes and variables in question giving a relevant backstory to the figures
The overall analysis shows that whilst Mexico has been giving a quite consistent
developing structure throughout the years in question, India has been sending rather
contradictory messages with regards to gender equality and human development. Even though
India dominates the female STEM graduates, the HDI, GDI, GII and the Estimated GNI per
capita all clearly conclude that India is still below World Average in almost all indexes. As
stated beforehand, India can be explained by splitting it into two parts: the ‘regressive’ part and
the ‘progressive’ part. In other words, the former part lags behind due to cultural barriers and
the rural nature of the population. It is safe to say that the Indian population is mainly composed
by this part due to the rurality of the land that it forces the residents to continue working in the
agricultural industry. Moreover, also the great bulk of the workforce in the manufacturing
sector is composed of people with low levels of education and receiving low salaries. The latter
part, on the other hand, is that portion which is rapidly progressing in technology and science
thanks to the high level of education often obtained in foreign universities. However, this part
of the population only represents the minority of the population and is, therefore, too little and
almost trivial in affecting the averages of the whole country.
Thus, whilst, as a whole, Mexico inevitably surpasses India in almost all variables
scrutinised in this chapter, it is of utter importance to say that the minority part which is
progressing in India is increasing at a much more rapid pace than Mexico. The reason which
may be part of the explanation behind such results is the reverberation of the cultural barriers
in India. Even though Mexico embraces their culture, it does not impact the female progression
the way India does. Therefore, in light of this uncovering variable that comprises a substantial
part of the Indian culture, it is substantially not enough to look at the statistics on their own as
this may give off a misleading interpretation at first sight.
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