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This synthesis reviews the evidence from an important body of Canadian research using
microdata available through the Canadian Research Data Centre Network to examine four
hypotheses often proposed to explain the persistent gender wage gap. The results show that the
different educational and professional choices that women make is the most important explanatory
variable of the wage gap. However, the greater portion of the gap remains unexplained.
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Why Do Women Earn Less Than Men?

Summary

Two of the most important socioeconomic changes over the last few decades are the massive
influx of women into the workforce and the remarkable progress that they have made in
educational attainment. In spite of these developments, women still earn less than men: in
2011, the average hourly wage of women working full-time in Canada was 87 percent that of
men. Why is this the case?

Four main hypotheses have been put forth to explain the fact that, still today, women are paid
less than men:

1. Women are overrepresented in occupations that are at the lower end of the pay scale.
2. Women place a greater value on non-pecuniary aspects of a job.

3. Women'’s greater family responsibilities lead them to opt for jobs that offer a better work-life
balance.

4. Gender stereotypes in many workplace organizational practices tend to better value men’s
patterns of employment.

This synthesis reviews the evidence from an important body of Canadian research using
Statistics Canada microdata to 1. examine gender wage gap in Canada and 2. appreciate the
respective merits of these four hypotheses. What light do these rigorous statistical analyses shed
upon this question? Do they suggest any kind of empirical support for any one of these
hypotheses?

Several findings stand out :

e The gender wage gap has decreased over the years but it is still significant, even among the
younger, more-educated generations.

e Less than a third of this gap is explained by the differences in the productive characteristics
of women and men, such as the level of education reached, the occupation or trade
practiced, the experience accumulated, the number of hours worked, or the sector in which
they work.

e The educational and professional choices that women make, in particular the fact that they
are less present in certain trades and occupations, is one of the most important explanatory
variables of the wage gap.

e These differences in the productive characteristics of women and men explain an
increasingly smaller portion of the wage gap, so much so that the greater portion of the gap
measured nowadays cannot be explained by these differences.

e The hypothesis stating that women are more interested than men in non-pecuniary aspects
of a job finds some empirical support, but the importance of this factor in explaining the
wage gap is relatively small compared to educational and occupational choices.

e Women with children earn less than women without. This ‘family gap’ remains even when
accounting for the fact that motherhood possibly affects the productivity and the human
capital of mothers due to temporary removal from the work force or conflicts between
family and work responsibilities.

e Whileitis difficult to document the existence of prejudice and gender stereotypes, there are
indications suggesting that, in some workplaces, such as traditionally male-dominated
sectors or sectors where non-standard jobs tend to be concentrated, discriminatory
practices toward women exist.




In light of these findings, the author concludes that helping young women diversify their
educational and professional choices and fighting gender stereotypes are the main public policy
tools to help level the playing field.

Given that young women’s educational and occupational choices explain a significant proportion
of the wage gap, it would seem that the diversification of educational and occupational choices

might contribute to reducing wage inequality. A concerted effort should be made to ensure that
women and men are in a position to make better-informed decisions in terms of career choices.

Young people tend to hold stereotypes as to which jobs are appropriate for men and for women.
These stereotypes are learned at an early age and tend to be reinforced by family, media, the
general social environment and even the classroom. Young women, no matter what their true
skills and capabilities may be, often do not believe themselves capable of achieving the academic
or professional requirements necessary for succeeding in a given job. It is therefore important to
develop intervention strategies that will diversify girls’ vocational interests and reinforce their
confidence and their expectations of adequacy by concrete experiences.

Measures to reduce the effect of maternity on women’s income should also be considered.
Historically, they have improved the situation. But since women’s family responsibilities seem to
have a longer-term effect on working mothers’ incomes, it would also be important to
encourage a more balanced division of childcare responsibilities between the two parents and a
greater involvement by fathers.
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Introduction

Over the course of the last few decades, major economic, social and demographic changes have brou
about a radical transformation in the lives of women and men. One of the most fundamental of these
changes has been the massive influx of women into the vikéorce. Even though men still have a higher
participation rate in paid work than do women, the gender gap in labour market participation rates has
diminished over time. In the mid 1970s, less than half of Canadian women aged 25 to 54 years were i
the workforce. Today, that rate has grown to more than 75 percent

Women’s progress in the workforce is fundamen
made in educational attainment. Twenty years ago, the percentage of women aged 25 to 54 yeads ol
with a postsecondary education was less than that of men. Today, the situation is resexd.

Having the upper hand in education does not however give women an income advantage over men.
While, on average, the gender pay gap has diminished over the lasty&ars, itpersists. The average
hourly wage of women working fulktime in Canada was 76 percent of that of men in 1988; thratio
climbed to 83 percent in2008 (to 90 percent among younger workers) and to 87 percent in 201% The
gap between men and wome in hourly wage rates went from 24.3 cents in 1988 to 18 centsin 1998,
and then 16.7 centsni 2008. The bottom of the salary scale showed a greater reduction in the gap
(nearly 12 cents) while the upper end saw the lowest reduction in the gap (less th& centg .3

In short, despite recent advances as well as federal and provincial employment equity and salary equit
measures over the course of the last three decades, women continue to earn less than men, even am
the younger, moreeducated generations Why is this the case?

Studies on this subject have proposed four main hypotheses to explain the fact that even in this day a
age, women are paid less than mefhese four hypotheses are not mutually exclusive, and can be base
on overlapping principles. They can be summarized as follows

1.Women are overrepresented inoccupationsthat are at the lower end of the pay scale

2.Women place a greater value on nepecuniary aspects of their job.

33Women’s greater responsibility as caregiver
them to opt for jobs that will allow them a betterwork -life balance

4. Gender stereotypes in many workplae organizational practicestend o bett er val
patterns of employment.

While various studies carried out abroad on this topic will be taken into consideration, the main
objective of this synthesis is to review the evidence generated by an important body of Canadian
researchover the last 10 yearsusing Statistics Canadanicrodata, to examinethe gender pay gap in
Canada and ssessthe respective merits of these four hypothesesWhat light do these rigorous
statistical analyses shed upon this questiohDo they suggest any kind of empirical support for angne
of these hypothese8

The synthesis is organized as follows: first, | summarize the nature and scope of the gender wage gap
based on various statistical analyses of the subje@econd, | examine each of the four main hypotheses
in light of the seleced studies Finally, | discuss the implications of thivody of work for the design of
social and economic policies aimed at improving economic equality between women and men

The wage gap ‘unravelled’

Why do women earn less than me?ls it whothey are, what they do or where they work@ paraphrase
Erica Lynn Groshenauthor of an important article published at the beginning of the 1990s on gender
based wage differenceé.The answer to that question could bENo ne o f Sitce nosethase
reasons can explainn and of itself, and to a large extenthe existing gap o
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Many researchers have examined the
guestion of the extent to which the pay
gap between men and women is a
consequence of differences in their
observable productive characteristics,
such as level of education, occupatign
years of experience, sectoof employment,
or the number of hours worked The
results of these studies suggest that less
than a third of observed pay gap may be
explained by the different choiceshat
men and women make regarding their
participation in the workforce.

A widely-used methodological approach
for tackling this matter involves splitting
the observed gaps into two components:
The first component, theexplainedone,
results from the different choices that men
and women make regarding field of
studies, occupations, industry, work
schedule or number of hours workedThe
second component, theinexplainedone, is
based upon the difference in theeconomic
rate ofreturn to productive characteristics,
depending upon whether you are a man or
a woman. Some people identify this
second component of the wage gap as
gender-based wage discrimination, but
most researchers talk of the unexplained
component®

In a study published in 2010, Michael

Baker andMarie Drolet offer an extensive
analysis of the persistence of pay gaps
between men and women, using many
data sources, including the Labour Market
Activity Survey (LMAS), the Survey of
Labour and Income Dynamics (SLIQ}Yhe
Labour Force Survey (LFS) and the Census
Table 1below is a compilation of their
findings.®

First of all, we notice that the pay gaps
have diminished over the course of time
(column 1): while they were close to 30
percent in the period 1986 101988, they
were about 15 percent for the period 2006
to 2008. A second point to note (second
column) is that only a small part of this
gap can be explained by gender

differences in productive characteristics

Method for the selection of the studies

Ifr stsearched the CRDCN' s
studiesin French and in English focusing on
differences between men andvomen regarding their
experience as participants in the labour force, and
especially the presence and the evolution of gender
inequities in paid work. | used several keywords
(gender, gender gap, labour, employment, wages,
compensation, women , satisfactio, sexesgenre,
écarts entre les sexgsavail, emploi, salaires
rémunération and femme$ and included the followingj
surveys : National Graduates Survey; Adult Educatid
Survey; Workplace and Employee Survey; National
Longitudinal Survey of Children andYouth; General
Social Survey; Youth in Transition Survey; Survey of|
Consumer Finances; Labour Force Survey; Survey @
Labour and Income Dynanics; and the Canadian
Census.

The Longitudinal Survey of Immigrants to Canadaas
not included. Studies based odata from this survey
indicate that i mmigrant
force vary according to gender, with women facing
more obstacles than men. However, this question is
not studied in detall in the present synthesis.

Organising thestudies accordingto the database use
allows us tofigure out the perspectiveadoptedthe
authors. For example, research based on the Nation
Graduates Survey is primarily focussed on choice of
field of study and men’
experience in the workforce while papers based on
the Workplace and Employee Surveyather examine
working conditions and organizational practices.
More information on the surveys mentioned in this
synthesis is available atvww.rdc-cdr.ca

| also searched by author name using a list of
researchers who have published extensively on this
topic. | subsequently examined the abstracts qif
necessary, the full text of the article to determine the
pertinence of including these papers in the synthas.
Other sources were also consulted, such as online
bibliographies Econlit, Google Scholar and IDEAS.
Works cited in the most relevant papers as well as
later works of particularly prolific authors in the
domain were also examined. And finally, my own
network of colleagues and contacts helped me to
identify other relevant research, mainly in Canada,
but also from abroad.

The studies that were selected for inclusion in the
synthesis were ones based on rigorous methodology
and which offered solid results hat would allow us to
better understand the value of the four hypotheses
previously mentioned.
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(e.g. education levels, job tenureccupation, industry, age, province of residence or marital status).
Gender differences in these characteristics would have produced pay gaps of just 10 percent in favour
men from1986 to 1988 and less than 3 percent from 2006 to 2008, which is very low compared the
actual gaps of 30 and 15 percent found for these periods. Thus, aeplainedcomponent of the pay gap
is relatively small, while theunexplainedcomponent (third column) is substantial, and even increases a
the pay gaps diminish over time, going rm 62 percent in 1987 to a peak of 92 percent in 2007.

Table 1: Breakdown of gender pay gap, Full-Time Workers Aged 25-54, Canada

0295 0095 0199 67%
0.287 0.108 0179 62%
0287 0.086 0200 70%
0197 0.050 0147 74%
0194 0029 0165 85%
0194 0026 0168 87%
0169 0026 0143 85%
0157 0013 0144 92%
0166 0026 0141 85%

Notes: aThe wage gap is expressed as the difference between the natural logarithm of average hourly wage for mesveanabth & doglyritagenfor
womenT he dgarithmic transformation applied to salaries changes the unit of estimatiorc&amdaltifiete a difference in percent. This is common
in empirical studies that examine earnings determinants. The study seeks to take into account the facttiiar sspapraisigfiaant for-atmme
earner than it wobklfor a highcome earner, which is why it is important to express the variations. rEgptagrgdg®mponent based on gender
differences educational attainment job tepecepatigindustryage, province of residemzemarital status.

Source: Labour Market Activity Survey (. Bl&Sey of Labour and Income Dyr(&ti3 and Labour Force Survey @x€8rpted from Baker@ralet,
2010A New View of the Male/Female Papdliap analysis428164.

These findings lead theauthors to conclude that the pay gap is less and less a result of the differences
between men and women in terms of their respective productive characteristicRather, the gaps would
seem to be due to differencem the rate or return that men and womenreceivefrom these
characteristics. Women with similarobservablequalifications would appear to obtain less tharmen do.

Using the 2006Labour and Income Dynamics Survey (LIDSAlexandre Ouimet also concludes that mor
than two-thirds of the estimated aveage pay gap cannot be explained by differences in the productive
characteristics of men and womer.

More recently, using data from the National Graduates Survey (NGBjahim Boudarbat andMarie
Connolly analyzed the experiences of five cohorts of new psecondary graduateqgraduates from

1986, 1990, 1995, 2000 and®005) .8 Table 2 presents selected results from their study. Findings show
that a pay gap persists, even among the younger generations. We also note that for a given cohort, pa
gaps increasenver time: five years after graduation, the gender gap is higher than it was two years afte
graduation. Among young graduates in 1995, women earned 7 percent less than men two years after
graduation and 14 percent less than men five years after graduatiom the cohort of 2000, this trend is
less pronounced: the pay gap goes from 8.1 percent two years after graduation to 8.9 percent five yea
after graduation. And these pay gaps are those that remain after gender differences in observable
productive characteristics are taken into account.
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Table 2: Decomposition of the gender pay gaps for postsecondary graduates two years and five years
after graduation, Canada

0.072 0.012 0.060 83%
0.141 0.032 0.109 7%
0.081 0.027 0.054 67%
0.089 0.037 0.052 58%
0.059 — _ 100%

Notes 2Pay gap is expressed as the difference between the natural logarithm of average hourly wage for men andgadmgrithagefaveomen.
Therefore, a positive sign means that men earn more theorgineant explained by gdraded flierences in level of studies completed, field of stu
number of degrees held, employmentdstgtes of ovgqualification in employment, job tenure, occupation industry, age, province of residence, m
number and age of children, intiorigséatus and presence of a disability

Source: National Graduate Survey (and-fipllsurveys), excerpted Boomdarbat, B. and M. Con26€Ih3, « The gender wage gap among recset@udary
graduates i n Canada: iaaJodrmakof Bcondmics, voh #6aro 3-#08887Y oac h o, Canad

AsBaker and Drolethad found, a substantial proportion of that pay gap remains unexplained (last
column). For example, among young graduates in 2000, more than half of the gap is unexpdal five
years after graduation In the case of the 2005 cohort, gendebbased differencedn the level of

educational attainment and other productive characteristics would in fact justify a gap in favour of
women, to the point that theunexplainedcomponent of the gaptwo years after graduation, is 100
percent®

Also worth mentioning: the gende-based pay gap for respondents at the beginning of their careers (tw
years after graduation)narrowed among low to middle incomeearners but widened among workers at
the higher end of the pay scale in théirst decade of the21st century. The authors corclude that women
in the workforce have managed to breach the s
through the. “"glass ceiling’

Methodological considerations

To conclude this section, three methodological points should be mentioned and taken into
consideration when examining the studies omender pay gapand comparing their results.

The first point relates to the fact that the choice of factors generally accepted as explaining 1
pay gap is not without controversy. Differences between men and women with regard to
observable productive characteristics—-which make up the explaineccomponent of the pay
gap—are generally presented as objective differences in the sense that they are not a resulf
discriminatory factors, as opposed to the unexplained compome of the gap. Some
researchers,however, have called into question thisobjectivity. Including the choice of
occupation, for example, has been a subject of criticism. Some people argue that educationj
choices made by men and women not only reflect personal preferences, but are also the
consequence of gender stereotypes that exig the workplace or in school, with girls and
women often being excluded, de facto, from certain more traditional male career or study
paths. These people suggest that including career choice (or other factors that do not

| status,



necessarily reflect a personal choice) may lead to underestimating the role and iagt of
discriminatory practices. Thevariables included in theexplained component of the gap is
therefore important, and the ensuing results must be analysed with these considerations in
mind.

A second methodological question involveBow remuneration is measured.Some researchers
compare average annual earnings while others look at hourly wages. Choosing one or the oth
is not without consequence. Contrary to the trend in hourly wages, we see hardly any progres
i n women’'s annual emrngaofithalPl0s, thdemalecnmale ratib | anmwalg
salaried earnings or full -year full-time workers has remained more or less thsame at just over
70 percent.Some analysts believe that annual earnings better reflects the real purchasing poy
of worker s. Others believe that a comparison based on annual earnings is misleading, as it d
not show whether women earn less because they spend fewer hours doing paid work or becal
they earn less for each hour worked. When examining studies on this subjedtisi therefore
important to take into consideration which measure has been used. In the present paper, we
be primarily examining gaps based on the hourly wage rate.

Finally, it is important to recognize the risks of interpreting the evolution of gendebased pay
gaps using raw or ‘uncor r e cinastudy retbasédan.201praw
data are most often subject to ‘selection
women working in the 1980s had an aboveaverage @rning potential compared to women who
did not work. As the employment percentage of women rose year after year, it is possible that
large number of women entering the workplace would have below average earnings potential
This change would affect measwment of gender wage gaps, and it would be important to take
into account when comparing the gap in the 1980s to that in later periods. IndeeDrolet
indicates that after selection bias is taken into account, the adjusted wage gap shrinks more t
previously reported for 1988 to 2008 across all age categories: an additional 1.6 percentage
point increase over the 7.6 percentaggoint change in the unadjusted gap. Conversely,
reductions in pay gaps for 2529 year olds noted in her study would be overesthated if the
selection bias was not taken into account.

Possible causes of the gender wage gap

While we can be pleased by the diminution of the gender wage gap over the last few decades, the
situation remains a cause for concern, and we can legitimatelylasurselves why this gap persistsin

this section, we shall take a closer look at the four main hypotheses that have been proposed to explai
this gap.

Women are overrepresented in occupations that are at the lower end of the pay scale.

Wo me n’' s choiees @&né motably the fact that they are not well represented in certain occupations
can contribute to the pay gap between men and womehHlistorically, in Canada as in other countries,
there has been a significant occupational segregation between gendevdomen have chosen a much
narrower range of occupations than men, and they represent a large portion of workers employed in th
20 poorest-paid occupationsl©

According to the Labour Force Survey, two thirds of the female workforceave working in four main
sectors in2009: teaching, nursing and health care, office and administrative work, and sales and servic
Less than one third of men, on the other hand, were employed in these sectdtdVomen represent a
particularly high percentage of workers in teachng (659 percent), nursing (87.1 percent) and clerical
and administrative positions (75.5 percent). Conversely, their presence is rather weak in théelds of
construction, transportation and other trades; just 6 percent of employees in these sectors an@men.
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However, women strengthened their presence in several traditionally matledominated occupations
between 1996 and2006.12 Of note, women have made important gains in management positions in
sales, marketing and advertising, as well as among physicalestce professionals and senior positions in
engineering, architecture, natural sciences and information system#/omen are also making their
presence felt in more lucrative sectors, such as medicine, dentistry and other careers in medical
diagnostics and teatment.

Gender segregation is also evident with respect to educational choicég the college levein 2007,
women represented 87 percent of college graduates in education and 84 percent of graduates in the
fields of health care, parks and recreation,ral the fitness industy. They were a clear minority in
apprenticeship and trades, except in the food service industd2Wo men’ s enr ol me-nt
dominated programmes, such as construction or electronic and mechanical trades remained under 4
percentin 2007. An even more startling fact is that the percentage of women whzbmpletedtheir
programme of studies in these fields was less than 2 percent 2007.

At the university level, wenote some breakthroughs in traditionally maledominated fields of study
women now represent the majority of graduates in physical and life sciences and technologies, medici
and dentistry, as well as in agriculture, natural resources and conservatidf.Data from the 2011
National Household Survey, show that women between 2&nd 34 years old hold almost twethirds
(62.2%) of the degrees in medicine. The proportion of women
with a university degree in biological and biomedicakciences was
more than two-thirds (64.2%), again anong those aged 25 to 34
years1®

Women now
represent the
majority of
graduates in
physical and life

Several researchersiave wondered to what extent gender
segregation in the educational and professional choices has
contributed to gender wage gapsThe previously cited studies
which break down gender pay gaps int@xplainedand unexplained

components offer important insight into this matter. Baker and
Drolet (2010), Boudarbat and Connelly (2011) as well as Ouimet
(2010) all arrive at the conclusion that gender differences with
regards to professional choices as well as the type of industry in
which people work play an impotant role in the explained
component of pay gaps

Among the many factors considered by Baker and Drolghe

sciences and
technologies,
medicine and
dentistry, as well as
in agriculture,
natural resources
and conservation.

choice of career path stands out as an important element, though
less important than differences in industryl6 The authors point
out that the heavyconcentration of women in the health care
sector would be the principal reason behind pay gaps observed
between 1981 and2008.

Boudarbat and Connolly come up with similar conclusions. Gender differences in fields of study could
explain about a quarter ofthe wage gaps. Two other factors that play a key role are occupation and
industry.

More recently, a Statistics Canada study shows that in 2011, half of the pay gap between men and
women aged 25 to 54 years may be explained by the fact that women are ovgrresented in certain
industries and occupations!’ This study also shows that changes in career choice, in terms of
occupation or industrial sector, were among the three main factors responsible for the reduction in the
gender wage gap between 1981 and 1998 he other important factor is the fact that women show a
greater propensity to remain in the same job for longer periods of time. However, changes in
professional choices from 1998 to 2011 do not allow us to explain such a large proportion of the

 —
 —




reduction in pay gaps.The increased participation of female university graduates in higipaying fields of
study is one ofthe unmeasured factors that may have tended to narrogender wage differences in the
2000s.

We must however note that, according toecent estimates, between a quarter and a third of graduates
are employed in jobs that do not correspond to their field of studies, and therefore their incomes have
little relationship to their choice of major.18 Additionally, gender wage gaps remain signiiant among
graduates within the same field of studiesBased on National Graduates Survey (NGS) data, Boudarbat
and Connolly show for example that in certairfields of studies men earn up to thirty percent more than
do women who graduate with the degreé?

Certain authors such asMorley Gundersonand Frank Reidhave examined the question as to what the
pay gap would be if the female work force had the same distribution as the male work foré&Their
analysis showed that occupational segregation would explaionly about 20 percent of pay gaps in
Canada in the 1970s. To our knowledge, there are no studies examining the question from this point o
view for more recent periods

Occupational segregation is a phenomenon that exists in different forms. Often, atifistion is made
between horizontal and vertical segregation, with the former designating a concentration (or
overrepresentation) of women in certain fields of activity or employment. The latter, sometimes also
referred to ashierarchical segregation, relates to the concentration (obverrepresentation) of women at
certain levels of the hierarchy, regardless of the sector of activity

Using census data, Nicole Fortin anilichael Hubermanoffer a historical perspectiveon the
phenomenon ofoccupational segregation, putting special emphasis on the question of the relative
importance of horizontal and vertical segregatior?! By breaking down pay gaps into one component
related to the presence of horizontal segregation, and another componentlaged to the presence of
vertical segregation, the authors demonstrate that, at the end of the 1990s, overrepresentation of
women in the lowest levels of the hierarchyvertical segregation) seems to have had a greater role in
pay gaps than was the case f@verrepresentation of women in certain occupational streamghorizontal
segregation), at a ratio of nearly 2 to 1During the preceding decades, it was the contraryt would be
interesting to have the results for such an analysis for more recent decadémnfortunately, Fortin and
Huberman' s st udy has not been updated with more r

Women may place a greater value on non-pecuniary aspects of a job.

It is often stated that personal preferences regarding aspects of a job that one finds important ddalso
play a role in the persistence of gender wage gap&ccording to psychologistSusan Pinkermany studies
have shown that for most women, getting a position higher up in the corporate hierarchy and a better
rate of pay is near the bottom of the wislist; this is not the case among men. Women would be more
inclined to accept a lower rate of pay for a position that they find otherwise gratifying. The s at i
that they get from the job, the intellectual challenge that it poses and theimanitarian goal that it
pursues are more | mpor t arshestatésdnran interveew withly Davdira t
newspaper after the release of her bookhe Sexual Paradox: Extreme Men, Gifted Women and the Re
Gapin 2008.

Several researches have attempted to verify this hypothesisBrahim Boudarbat andClaude
Montmarquette examined the process by which students at Canadian universities choose one field of
study over another22 They looked at the role played by economic factors such as sal@xypectations, as
well as other factors that tend to influence career decisions, such as the level of education attained by
the student s’ parents

Using dda from the National Graduates &vey, the authorscreated a sampleof bachelor graduates,
some of whom had graduated in 1990 and others in 1995Another samplewas made up of 1986
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bachelor graduates, which allowed them to generatestimates of theprobability of finding a job which
correspondedt o t he student’ s c¢ hos e restihateeof edrningsexpectatiors fore |, a-
each field of study Their findings suggest the existence of genddrased differencesegarding the

importance attributed to earnings expectationsGenerally speaking, men and women seem equally

influenced by the potertial financial returns from choosing a particular field of study; the higher the

expected earnings for a given field of study, the greater chance a student will choose this academic pa
However, men appear to be more influenced by shoterm payoffs while women are more interested in

medium to long term gains

Gender discrepancies are strongest among young people whose parents are also university graduate

The degree to which earnings expectations alief ts
par eratngl’ speci fi c alelelofedueatonmdohgr yeung men, par @ints
have a fairly low influence on the decisiormaking process, and expected earnings is the predominant

factor in their decision. Expected earnings &wve little effect on young women whose mothers hold a

uni versity diploma; this, accor di ng -peounianhfactors to y s
play a role in their choice of a field of study

Additionally, women in a relationship, either at the moment
when they chose their field of study or during the course of
the four years following their entry into university, appear to
have a greater tendency to choose dain health care or The degree to which
education majors Boudarbat and Montmarquette draw the earnings expectations
conclusion that, for a young person to choose a field of study
that initially holds very little interest for them, there needs

to be a considerable difference in anticipated earngs. But

for that to happen, it is necessary that young people be well
aware of the financial advantages of the various career
choices, which raises the question of the quality of the labour
market information made available to young people young men, parents’
education levels have a
fairly low influence on the
decision-making process,

and expected earnings is

affects a young woman'’s
decision will vary depending
on her parents’ - and
specifically her mother’s -
level of education. Among

John Helliwelland Haifang Huangalso examined the
importance of pecuniary and nonpecuniary aspects for
career choicesln a study released in2010, they analyzed the
extent to which employment earnings and other aspects of
work contributed to the level of satisfactionwith life in the predominant factor in
general23 They developed a methodology to attribute a their decision.

monetary value to a variety of aspectsf jobs.

Their results suggest that certain norpecuniary attributes
(for example, if the job requires certén specialized abilities,
offers a variety of responsibilities, requires juggling many
incompatible demands, or if the work environment fosters confidenceare particularly significant.
Working in an environment that fosters confidence results itb a much higher level of satisfaction with
life in general. Thus, according to their estimates, a one point increase on a scale of 1 to 10 measuring
the degree of trust in management appears to have the same effect on general satisfaction with life as
would a 31 percent raise in salary

Women give twice the weight to this aspect of employment than do men: for men, a one point increas
on the scale would have the same effect on general life satisfaction as would a 24 percent pay increas
but for women this would be the equivalent of a 42 percent pay increas&he authors conclude that
women may be more inclined to work in a setting where there is a strong level of trust in management
The authors suggest that this type of workplace might be more likely to @ff more flexible hours

policies. However, their study does not offer convincing evidence to support this argument
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A study by Nicole Fortin, based on data from thé/orld Value Surveyseems to confirm that a part of the
gender wage gap may be explained lifae fact that women have a markedly stronger preference for job
that pay less, but that offer a better working environmen£? In a study using American data, she also
examined the role played by norcognitive personalty traits, such as self esteenthe belief that external
factors, ratherthanam e’ s own act i o orsgverdiee celativeimporiance assribed to pay
versus working conditions2® According to her results, gender differences based on the set of non
cognitive factors would explain justslightly more than 5 percent of observed pay gap&enderbased
differences regarding the relative weight given to salary versus working conditions appear to dominate
among all of the noncognitive factors. She posits that women are less inclined to feéhat their work is
worth higher pay. In an American study using an experimental approach to examine this very
hypothesis, Mary Rigdonconcludes that the fact that women generally ask for a lower starting wage
than do men, appears to be a contributing factdn observed pay gap%®

Women'’s greater family responsibilities may lead them to opt for jobs that offer better
work-life balance.

In spite of significant progress with regards to sharing domestic responsibilities, women remain the
primary caregivers for children, spending an average of 50 hours per week in this role, according to dai
from the General Social Survey of 2010. This amount is more than twice the burden that men assdre.

Women who have had children earn less than women who do not have childrérhis* f a mi isa ¢
well-documented phenomenon. In 2012, the @anisation for Economic Cooperation and Development
(OECD) published comparative data showing that the cost of maternity in terms of reduced wages
remains very high among member countrie®f the OECD

As is show in Figurel, among 25 to 44 year olds with fultime employment, the gender wage gap for
workers without children is 6.6 percent across all member countries of the OECI8 Among workers

with at least one child agedL5 yearsor less,the gap grows by 15 percentage points, to 21.8 percent. In
Canada, the increase is even more extreme: the gender wage gap among childless workers is consist
with the average across OECD member countries (6.5 percent); for Canadian workers with childrére
gap sits at 29 percent

Various researchers have looked more closely at this issugsing econometric analyses to examine
whether the division of family and personal responsibilities between men and women and whether
length of time on the job, andrequency of employment interruptions, notably due to maternity leaves,
contribute to the pay gapsin Canada, one of the most oftenited studies is that ofShelley PhippsPeter
Burton and Lynn Lethbridge2® Using data from the General Social Survey of 98, the authors seek to

Figure 1: Gender pay gaps by presence of children, full-time workers aged 25 to 44 years, selected
OECD countries, 2007 to 20102
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test two hypotheses that can be summarized as follows: compared to women who do not have childre
working mothers receive a lower compensation from their participationin the labour force because (1)
they acquire less human capital due to maternityelated employment interruptions and/or (2) their
family responsibilities tend to make them less productive as workers

Their results show that an important part of pay differences between women who have had children an
those who have not remainsinexplained That is to say there remains a large pay gap between women
who have children and those who have not, even when talg into account the facts that working

mot her s’ productivity may be | ower because of
human capital may decrease during a temporary absence from paid employment; or that their
productivity may be lower when they do return to work, because of conflicting family and career
responsibilities. In other words, these circumstances cannot in and of themselves explain the totality of
t he * f a @thel factorg,agne of which may be attributed to effects ofglirimination, could be at
play.

Table 3 presents a compilation of their results. In the base model, the authors do not take into account
the fact that working mothers accrue fewer years of job experience because of maternity/child care
related interruption s leaves, nor do they consider the number of hours devoted to unpaid woidodel 2
is more sophisticated and does account for job interruptionsamodel 3 is even more complete as it takes
into account a larger group of explanatory variables. The authors cdhen determine the relative
contribution of a number of factors that could explain differences in annual pay between women who
have children and women who have not

Table 3: Impact on annual income of various characteristics, full-time workers aged 25 to 54 years,
1995, Canada?

Ever had a child 0049

Ever married or common law 0262* 0.086 0.086 0078***
Number of years of job experience 0.044* 0.039* 0.042* 0041*
Number of years of job experismnea;ed -0001* -0001* -0001* 0001*
Duration of childcestated employment interruptions - - -0.018* -
Duration of childcestated employment interruptions followed by ¢ - - - 0008
to the same job

Duration of childcastated employment inptions followed by a job - - - 0022*
change

Duration of employment interruptions because of lack of availabl - - -0067**  -0064**
Duration of employment interruptions fordlateith reasons - - 0.005 0012
Duation of employmiemérruptiorfer other reasons - - -0005 0005
Number of hours per week spent on housework - - - -0005*
Number of hours per week spent on child care - - - 0.000
Number of hours per week spent on senior care - - - 0003

Note: 2 Thefigures reported here are estimated coefficients based on ordinary least squares and according to varioas Anoakstesiséqificatiboates
statistical significance c¥ldhd two astss (**)represent a statistical significaisdsé.of

Source: General Social Survey985excerpted from Phipps, S., P. Burttn.andL et hbr i dge, 2001, fiterm Inecomel o u t
Consequences ofchild | at ed i nt er du wiCanadias Jotrral ofAEcan@viad84s Nop2ap. 4429.
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These results demonstrate first ofallthat he * family gap’ exists for
working fathers: in the base model, the gap attributable to having a family is 17.2 perceit other
words, for a woman, the act of having a child reduces annual income from paid work by 17.2 percent
when a limited number of factors are consideredMen, on the other hand, only see a familselated
impact on their income depending on whether they cohabifmarried or common-law) or not. Men who
are cohabiting or who have cohabited tend to have a high@rcome than those who live alone.

Second, when the authors take into account the fact that
working mothers accrue fewer years of working
experience because of temporary interruptions to paid
employment, and that this group could even see a
depreciation in its human capital(Model 2), the family gap
drops from 17.2 to 12.2 percentWhen potential conflicts

The ‘family gap’ sits at 30 to
40 percent during the year
of the birth and the year that

follows. In more concrete between family and career responsibilities are also
terms, the author estimates included (model 3), the family gap is further reduced,
that salary loss, on average, dropping from 12.2 to 7.8 percent

is about $11,000 in the year

T The reasons for job interruptions appear to be significant
that the child is born and

According to Phipps et al, healthrelated interruptions or

then nearly $8,000 over the other types of interruptions do not appear to have any
course of the following year. statistical impact on income Unemployment-related

Itis only as of the seventh interruptions appear to have the most dleterious impact
year after the child’s birth on earnings, with a penalty of around 6 percent

that the motherhood Interruptions related to childcare also bring about a
earnings penalty penalty of around 2 percent. But in these cases, the
disappears. penalty is not statistically significant unless the woman

returns to work in a different position or job from the one
she occupied prior to the employment interruption which
speaks to the importance of jokprotection measures

A more recent study done byXuelin Zhangusing Statistics
C a n a Hoaditigdinal Worker File from 1983 to 2004 alsocompares employment and salary pathways
for working mothers and childless working women, with a particular interest in longterm
repercussions30 The results of these analyses are striking he * fami ly gap’ sit
during the year of the birth and the year that follows In more concrete terms, the author estimates that
salary loss, on average, is about $11,000 in the year that the child is born and then nearly $8,000 over
the course of the following yearlt is only as of the seventty ear after the child
motherhood earnings penalty disappears. The study also concludes that the penalty is even higher for
working mothers who change employers after the birth of their child

The author estimates that maternity benefits compensate for about half of this lossRather than a
cumulative loss of about $1900 during the 2 years following the birth of a child, losses would in reality
be around $10,000 when maternity benefits from Canada Employment Insurance program are taken
into account Among women who also receive maternity benefits from their employer this would be
about a third of women, according to data from the Workplace and Employee surveyhe penalty would
be that much less

Zhang' s resul ts allightonthéwvaloity oftha endogenaus neothdrhioad gpypothesis,
employment interruption would be less costly for them. HoweveZhang s an al yfsllewsthe w
according to which the relationship between maternity and salary loss would be as followsromen who
are experiencing a drop in income would be more likely to decide to have a child becawse

employment interruption would b e less costly for them. HoweveE hang'’' s anal yses,
progress of women’ s i ncome egrakeforsthebidghrof tiveioahikl, findfnm
empirical support for this hypothesis31 =
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Organizational practices in many work places may better value men’s patterns of
employment.

Organizationalperceptions and practices in the workplace are another elemerthat tends to contribute
to differences in the way men and women experience working lif®espite the fact that barriers in
recruiting and other discriminatory practices towards women are illegal, prejudices could still influence
corporate practices Of the four hypotheses examined in this synthesis, this one is undoubtedly the mo
difficult to document. However a few studies allow us to at least shed some indirect light on the
guestion.

Gordon B. Cooke antbsik U.Zeytinoglu did a series of studies usinglata from the Workplace and
Employee Survey (from 1999 an®000) to examine how men and women in norstandard employment
experience employment32 Non-standard employment included permanent parttime work, temporary
full-time work, and temporary part-time work.

The overrepresentation of women in these type of employment is wetlocumented Cookeand
Zeytinoglu dug deeper to determine how the employment experience differed among these workers,
depending on whether they were men or womenThe results of their research suggest that women
stand at a disadvantage on several leveld)¢ most notable of which would be the chance of getting a
promotion: compared to women working full-time full-year, women in nonstandard employment are
about half as likely to receive a promotionMen, on the other hand, have a different experiencthosein
temporary part-time positions are less likely to be promoted, but those in a temporary futime position
or a permanent parttime position appear to be at no

disadvantage for promotions than are men working in ful
time full-year positions. Their anayses take into account a o _
series of factors that may have an effect, such as type of Organizational perceptions
industry, size of the business, level of education and number and practices in the
of years of work experience workplace are another
element that tends to
In another study, they demonstrate that women appear to be contribute to differences in
similarly penalized in terms of training opportunities. They the way men and women
observe that whether men are in standard or norstandard experience working life.
employment, , they are equally likely to have access to Despite the fact that barriers
training and education opportunities paid for by their in recruiting and other
employer, but women in temporary positions are o third discriminatory practices
!ess Iikgly to have this access compared to their female peers towards women are illegal,
in full-time year round positions. prejudices could stil
A study by Taylor Shekwai Hui using data from the Alult influence corporate
Education and Training Surveyalso points to an unequal practices. Of the four
access between the two sexes with gard to training and hypotheses examined in this
educational opportunities 33 Hui does however note that it is synthesis, this one is
difficult to pinpoint the nature of the causalrelationship undoubtedly the most
between gender and training He points out that American difficult to document.
studies have shown that people who plan to take a break
from the labour force, as for example in the case of having a

baby, seem to have a tendency to avoid fields of work which

require regular skills upgrades involving orithe-job training

or educational activities. Additionally, even though women seem to haveeks access than do their male
counterparts to employer-financed training opportunities, little is known about the repercussions of
these differences in terms of professional growth and in salary trajectories of men and women

The conclusionsof Jennifer Hnt, using National Graduates Survey data from 1993 and 20@8e very
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instructive. She attempts to understand why female gradates in science and engineeringere leaving
the profession at a much faster rate than their male counterparts, and also at aegter rate than female
graduates in other fields34

In previous studies on this subject, various hypotheses wereup frward , such as conflict between family
responsibilities and long working hours, or the sense of isolation brought on by being a minority the
workplace. A lack of networking, resourcesharing or mentoring among women could cause managerial
selection, recruitment and promotional practices hat favour men The presence of overtly
discriminatory practices towards women as well as a hostile matcentric culture was also noted

Hunt ' ¢sane pagicularly interesting. @mparing differences between genders across various fields
—science engineering and othersss he shows t hat aspects relatin
preferencesregarding various facets of their jobs such as wages and working conditions do not in fact
play a key role Maternity leaves or employment interruptions are not deciding factors eitherln fact,
even though more women than men cite familyelated responshilities as a reason for leaving their
profession, the fields of science and engineering are no different than any others from this point of vie
Rather, the most important factor in the exodus seems to be a larger dissatisfaction among women
regarding advancement opportunities and wagesThis is particularly true in the field of engineering,
where dissatisfaction relative to advancement possibilities may explain more than 60 percent of the
gender-based difference in the attrition rate

One way to avoid dscrimination in the workplace is to choose selemployment. If workplace
discrimination allows us to explain a part of gendetbased pay gaps, could we then assume that these
pay gaps are lower among the selmployed than they are among salaried employe@sn fact, gender
gaps among the selemployed also exist and persistof particular note, we find more selfemployed
women with low income than we do mers® There are however relatively few studies based on Canadia
data that attempt to explain the cause fothis phenomenon Using data from theSurvey of Labour and
Income DynamicsRybczynski(2009) provides indications suggesting that, when it comes to borrowing,
liquidity constraints may contribute to income gaps observed among seémployed workers 36 Her

study does not however allow us to draw a clear conclusion regarding the presence or absence of
discriminatory practices among lenders

Food for thought for public policies

It is now obvious that in spite of the significant progress that women have madiey continue to earn
less money than menYes, gender pay gaps have narrowed, but why do they persist to@dyet us return
to the four hypotheses that we examined, as well as the observations we could draw from our review o
the literature.

Firstobservation: The various studies that we ex
particularly the fact that they are not well represented in certain betterpaying jobs, has a significant
impact on gender pay gapsCompared to men, and despiteeveral breakthroughs in traditionally male-
dominated fields, women continue to congregate in a more limited range of occupations and sectors of
the workforce, and they represent the majority of employees working in the lowespaid and the lower
ranking positions. Statistical analyses based on Canadian data lead us to conclude that gender
differences in educational and occupational choices may explain about a third of gender pay gaps whe
all of these factors are taken together

Second observationThe hypothesis stating that women are more interested in nopecuniary related
aspects of their employment than are men has an empirical foundatiowhile thisfac t or ' s i im
recognized from a statistical point of view, its contribution to the payaps that we observe remains
relatively small compared to the proportion of gaps related to segregation of occupational choicdis
should be noted also add that the analyses included in the present paper do not allow us to make a cl
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determination whether these genderbased differences regarding perceived value of nefinancial
aspects of one’ grefprentesordéferentdife cirdums$tdneseadimg women and men
to make different choices in terms of employmentDo women prefer occugtions or activity sectors that
offer them more flexibility, at the price of a lower rate of pay O do women accept a lower wage
because it represents the only way to balance the roles of mother and worker? This distinction is an
important one, but the aralyses do not allow us talraw a clear conclusion

Third observation:Wo men wi th children earn | ess than wo
g a {3 a welkdocumented phenomenon, backed by empirical data. But maternity engenders monetary
coststha cannot be explained only by the facts t
because of career interruptions related to child care; that their human capital may see a deterioration
a consequence of their temporary removal from the work forcegr that they may find themselves in a
situation of conflict between family and work responsibilities

Fourth observation: There are indications suggesting that,
in some workplaces, such as traditionally malelominated
sectors or sectors where nopstandard jobs tend to be
concentrated, discriminatory practices toward women may
still persist. However, it is difficult to document the

The better educated and
informed parents are —

existence of prejudice and gender stereotypes in the especially mothers — the
workplace, and especially difficult to determine using lower the risk of girls (and
statistical data the effect of these prejudices and boys, one would hope)
stereotypes on salary discrepanciesThere are few large clinging to gender

scale databases that allow us to attempt to analyze these stereotypes and the greater
questions. The simple fact that a significant proportion of the chance that future
gender pay gaps remains unexplained suggts the generations will be more
possibility that such discriminatory practices are at play amenable to broadening
What may we then conclude from these observations in their horizons and shaking
terms of creating a better economic equality between loose certain psychological
women and mer? barriers. As well, awareness
Given that young women's ed  campaignsregarding u
choices expéin a significant proportion of the observed gap, diversification of career

it would seem that a diversification of educational and choices and a more
occupational choices might contribute greatly to reducing balanced mix of genders in
wage inequality. A concerted effort should be made to the workforce across many
ensure that women and men are in a pdigon to make different sectors should

better-informed decisions in terms of career choices and in
so doing, overturn gender stereotypes among young people
in choice of field of study

target men as much as they
target women.

Vocational psychology demonstrates that young people
hold ingrained stereotypes as to whichobs are appropriate
for men and which are appropriate for womenGender
stereotypes are learned at an early age, and they tend to be reinforced by family, media, the general
social environment and even the classroom’ Therefore, young women, no matter what teir true skills
and capabilities may be, often do not believe themselves capable of achieving the academic or
professional requirements necessary for succeeding in a given job. Because they believe themselves t
not have a great chance of mastering certaimccupations or careers, they tend to put limits on the range
of career opportunities towhich their skills and aptitudes would allow them accesdt is therefore

i mportant to develop intervention st r aanemginface
their confidence and theirexpectations of adequacy. This can be done by offering them concrete
experiences encouraging them to realize that they do in fact have the necessary skills
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While the two genders demonstrate significant differences terms of vocational interests, these
interests are not set in stone, especially at a young age, and they are moulded by different socializatio
experiences The better educated and informed parents are especially mothers—the lower the risk of
girls (and boys, one would hope) clinging to gender stereotypeand the greater the chance that future
generations will be more amenable to broadening their horizons and shaking loose certain psychologic
barriers. As well, awareness campaigns regarding diverfgation of career choices and a more balanced
mix of genders in the workforce across many different sectors should target men as much as they targ
women.

Steps should also be considered t o .Histaticallyenedsires
put in place have succeeded in improving the situan. For example, maternity benefits have helped to
substantially reldagiesItdtei v amé dgyurgap’'t o prot e
|l eave are also very important, given thatrndthe
work with the same employer after the birth of her child. These measures have in fact been improved
upon across all provinces in the wake of changes made to the Employment Insurance programme
relating to maternity leaves: all provinces now protect a
job for at least 52 weeks in the case of maternity or
parental leaves

Since women’s family Since women’'s family resp
responsibilities seem to longert erm effect on working
have a longer-term effect on also be important to encourage a better balanced division
working mothers’ incomes, it of childcare regonsibilities by the two parents. A greater
would also be important to involvement by fathers is in fact one of the main
encourage a better directions identified by the OECD in the fight against
balanced division of gender inequalities38 Instituting a paternity leave

reserved for fathers would be one good way to
accomplish this. This measure is already in place in
Quebeclt will be interesting to examine its effects in the
mid- to long-term.

childcare responsibilities by
the two parents. A greater
involvement by fathers is in
fact one of the main
directions identified by the We must remember however that all of these measures
OECD in the fight against can only operate on a small proportion of observed pay
gaps. According to the stdies mentioned in the present
paper, a large part of observed gaps remains unexplaine
Paradoxically, even as the gap narrows, the portion of it
that cannot be explained is growingThis is probably the

_ _ most frustrating conclusion of this survey: it is dfficult to
accomplish this. take effective action when the target is perpetually on the
move.

gender inequalities.
Instituting a paternity leave
reserved for fathers would
be one good way to

It is possibly this very context that should guide our
response to legal measures put into place at federal,
provincial and international levels regarding employment
equity and equal pay for equal work Since the mid1970s, various laws, international agreements and
public policies have been enacted in order to encourage better economic equality between men and
women (see summary included in the box belowy

Employment equity polides have been enacted so that women, as well as Aboriginals, persons with a
disability and visible minorities are protected by equitable employment practicesThese policies are
aimed at barriers limiting integration of underrepresented populations in various types of jobs or
employment sectors For women, this means fighting barriers and practices that limit female
representation in male-dominated jobs or secbrs, which are often those with better pay
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Pay equity policies based on the principles afiage parity (comparing wages of men and women
occupying the same positionand comparable worth(comparing employment categories)

have also beerput into practice Canada-wide. These policies are aimed at correcting the negative effect
on wages caused by occupational segregation, through an adjustment to pay scales in positions
predominantly occupied by women

Without contesting the pertinence of such measures, somegearchers do however question their
effectiveness. Nicole Fortin andlichael Huberman for example, note that the impact of these measures
in terms of reducing pay gaps seems therefore quite low, since relatively few women actually benefit
from them. The authors express a certain degree of scepticism as to the real effectiveness of these law
in a context where, according to them, discriminatory practices and gender stereotypes persist in a wid
variety of workplaces3°

| mprovements i n wbemerkforce hase gone laand inohand with thé enactment of
various measures aimed at creating greater economic equality between men and women. However,
there are no real indepth analyses that would allow us to measure the effects and scope of these
measures. This avenue of research would merit further investigation

Employment and pay equity in Canada
e 1977: TheCanadian Human Rightssfertacted;réiclel1forbids pay discrimination among men
women performing work of equal value

o 1981: Canadaatifis theThe Convention on the Elimination of All Forms of Discrimination ag]|
which states that women have a right to equal pay for work of equal value

o 1985: Manitoba enactsHtsy Equity Adbrcing public sector employers and unegditite a syste
of employment evaluation

o 1986: The federal government enadeedleeal Contractors Progtiamad at fighting discriminatio
the work force and encouraging workplace equity. Under this program, organisations withj
100employees who obtain a federal government contract of $200 000 or more must put ir
employment equity pofithis requirement was abolished in 2012.)

o 1987: Ontario enacts®ay equity act

o 1988: Nova Scotia and Prince Edward IslanalRana&iquity Act

o 1989: New Brunswick enact$tne Equity Act

o 1995: British Columbia en&atblic Sector Employewsincil Pay Equity Policy Framework.
e 1996: Quebecenactsth®@i sur | 6®qui t® sal ari al e.
o 1997: Saskatchewamacts itEqual Pay for WofkEqual Value and Pay Equity Policy Framewq

e 2009: Quebecenactsth®@i modi f i ant |aanedabencowaging ahdfa®iliadir
achievement and maintenance of pay equity in all businesses employing 10 or more work
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http://www.collectionscanada.gc.ca/archivesweb/20071127091039/http:/www.gov.ns.ca/legislature/legc/statutes/payequit.htm
http://www.collectionscanada.gc.ca/archivesweb/20071127091039/http:/www.gnb.ca/acts/lois/p-05-01.htm
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