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OUTLINE

The gender pay gap is a complex issue with no single cause. This analysis explorers the gender pay gap 
in the context two factors: skill and temporal flexibility. Research shows women do different work with 
more time flexibility but less pay. Because women have care obligations outside the workplace. This care 
penalty helps cause a gender pay gap between men and women. 
 
In the context of the two factors, the analysis shows the gap is not simply caused by women choosing 
lower-skilled professions over highly-skilled ones. Instead, it shows that even in highly-skilled professions 
there is a gender pay gap. The analysis offers prescriptions for increased temporal flexibility to narrow the 
gap and promote the full potential of women in the workplace and economy. 



SKILL

 
What is SKILL?

     Skill is the training and education necessary to perform a specific occupation. While highly skilled labor  
     may correlate with higher wages and vice versa, skill may not correlate with the gender pay gap. For  
     example, the occupation Physicians & Surgeons is a highly skilled and highly paid profession. But it  
     also has a high gender pay gap at 64% with average salary for men $209,596 and for women $135,169.  
     Inversely, the low-skill and low-wage occupation Dishwashers has a low gender pay gap at 98% with      
     average salary for men $17,838 and for women $17,542. 
 
 
Why is SKILL important? 
     Skill allows us to understand the complexities of the gender pay gap. Conventional wisdom says women    
     should seek more skill to receive more pay. This approach is manifest at the policy-level with an increased  
     push for women into higher education and STEM disciplines. While there is wage parity in such   

     professions like Biological Scientists at 95% with salary for men $60,744 and for women $57,558, there  
     is even higher wage parity for Construction Laborers at 96% with salary for men $31,843 and women 
     $30,617. Therefore, we understand the gender pay gap is not as simple as women choosing lower-skilled   

     professions over highly-skilled ones— or occupation selection and the idea of choice.

 

The matrix explores the wage gap in the context of two factors.



TEMPORAL FLEXIBILITY 
The matrix explores the wage gap in the context of two factors.
 
 
 
 
What is TEMPORAL FLEXIBILITY? 
     Temporal flexibility is the liberality of time-use in a specific occupation. It is the ability to not work during  
     business hours, to work remotely, and to take extended leave from work. For example, the occupation  
     Physicians & Surgeons does not allow a high temporal flexibility. They are required to work during  
     patient hours; their work can not be done remotely; and depending on their speciality skill, they may not  
     be able to take extended leave. Inversely, the occupation Dishwashers offers a range of work hours, and  
     while it can not be done remotely, it offers extended leave time as unspecialized and easily transferable  
     labor.  
 
 
Why is TEMPORAL FLEXIBILITY important? 
     Temporal flexibility is a positivist factor to understand the gender pay gap. It is outside conventional  
     wisdom. The occupation Pharmacists has a low gender pay gap at 93% with average salary for men  

     $122,775 and for women $114,259. There is no penalty for temporal flexibility so more women are drawn  
     to the occupation because it allows for time outside the workplace. Temporal flexibility presumes  
     women’s obligations and responsibilities other than work. Therefore, it acknowledges the care-giver role  
     of women in society that may be causal to the gender pay gap.
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DATA

LOW WAGE GAP

MEDIUM WAGE GAP

Dishwashers: 98% (M $17,838 / W $17,542)

Construction Laborers: 96% (M $31,843 / W $30,617)  
Biological Scientists: 95% ($60,744 / $57,558) 
Pharmacists: 93% ( M $122,775 / W $114,259)  
Chemical Engineers: 91% (M $79,077 / W $72,168)  
Medical Assistants: 91% (M $32,191 / $29,195)

Editors: 87% (M $59,329 / $51,830)  
Advertising Sales: 82% (M $60,874 / W $50,049) 
Lawyers: 79% (M $131,328 / W $103,119)  
Architects: 79% (M $78,244 / W $62,090)  
Accountants & Auditors: 73% (M $75,502 / W $55,154) 
Tool & Die Makers: 71% (M $53,616 / W $38,147)

HIGH WAGE GAP 
Judges: 67% (M $120,332 / W $80,833) 
Podiatrists: 65% (M $122,587 / W $80,037)  
Financial Examiners: 65% (M $90,136 / $58,993) 
Physicians & Surgeons: 64% (M $209,596 / W $135,169)  
Personal Financial Advisors: 62% (M $99,662 / W $61,863) 
Financial Services Sales: 57% (M $99,476 / $53,535) 



PRESCRITIONS

FOR POLICY MAKERS

FOR MANAGERS

FOR EMPLOYEES

Accommodate to temporal flexibility.

Negotiate for temporal flexibility. While brokering for higher pay, also hedge with flexible 
work hours, working remotely weekly, and increased & consecutive paid-leave. Seek firms 
that offer temporal flexibility not as an added amenity, but structural to the work culture.

Value temporal flexibility as structural to the work culture. Create a compelling story to 
communicate why temporal flexibility is valuable for the firm. Acknowledge the obligations 
and responsibilities of employees outside the workplace. Change routines to structure more 
flexibility into work. Drive growth through productivity improvements and tap the full 
potential of contributions from all employees.

Create entitlement programs that mitigate care penalties for working parents and unburden 
firms from the cost of temporal flexibility. Develop tax incentives that encourage firms to 
raise participation rates and career-development of women in leadership roles. Drive GDP 
growth by creating incentives for more women to join the workforce. 



OTHER FACTORS

BARGAINING

CULTURE

Research points to another factor for the gender pay gap: wage bargaining. Studies finds 
that men are more likely than women to negotiate for a higher. However, women do not lack 
the general confidence or skills to negotiate.


While the reasons are complex, simply, women violate gender norms by wage bargaining. 
Women are more often penalized for initiating negotiations. There is a greater social cost for 
women who negotiate. 

Wage parity can not be divorced from women as a group. A women’s studies or feminist 
lens offers a plethora of structural reasons in society and culture why women earn less than 
men. For example, the gender role of women as sole care-givers and the devaluation of 
care-giving in the private realm.  
 
Understanding the constructed role of women in society and the valuation of labor in the 
private and public realms would further illuminate the gender pay gap.

A complex issue.
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