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On average, women earn less than men. This is evident in countries with the largest economies of the 
world. The purpose of this research is to discover whether a woman’s name rather than that of a man 
contributes to this difference. In an experiment involving 281 employees from several companies, 
participants were asked to pretend that they were human resource managers. They were required to 
offer a salary to a female or male applicant for a sales representative or manager’s job, and to also 
suggest a salary for a niece or nephew for similar jobs. Participants received identical curriculum vitae 
(CV) for each job, but half who were randomly selected received a female name on the CV and the other 
half a male name. On five measures for both jobs, all female applicants and nieces “received” lower 
salaries than male applicants and nephews, irrespective of their gender, age, or position.  
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INTRODUCTION 
 
In countries from all the habitable continents of the world, 
women on average earn less than men. These include all 
the major economic areas of the world, that is, the United 
States (Kim, 2013; Konstantopoulos and Constant, 
2008), China (Chen et al., 2013), Japan (Miyoshi, 2008), 
India (Rendall, 2012), Russia (Semykina and Linz, 2007), 
and all member countries of the European Union 
(European Commission, 2014). This is also true for 
several other countries, such as Australia (Meagher, 
2012), Brazil (tourism industry) (Guimarães and Silva, 
2016), Iceland (Velferdarraduneytid, 2014), Indonesia 
(Hallward-Driemeier  et   al.,  2015),  Korea  (Cho,  2007), 

Mexico (Popli, 2013), Norway (Barth and Dale-Olsen, 
2009), Thailand (Nakavachara, 2010), Turkey 
(Akhmedjonov, 2012), as well as in the capital cities of 
seven West-African countries: Benin, Burkina Faso, Ivory 
Coast, Mali, Niger, Senegal, and Togo (Nordman et al., 
2011). No reports were found of women receiving the 
same or a higher salary than men. 

Most studies on the gender wage gap have focused on 
attributes related to employees and few have utilized the 
experimental method. Therefore, the present research 
focuses on those who offer salaries and those who 
advise  others  on  what  salaries to ask for and accept by

 

*Corresponding author. Email: thorlakur@ru.is. Tel: +354 825 6420. 

  

Author(s) agree that this article remain permanently open access under the terms of the Creative Commons Attribution 

License 4.0 International License 

http://creativecommons.org/licenses/by/4.0/deed.en_US
http://creativecommons.org/licenses/by/4.0/deed.en_US


302          Afr. J. Bus. Manage. 
 
 
 
employing an experimental method. 
 
 
LITERATURE REVIEW 
 
The difference in the earnings of women and men can, 
for example, be measured in terms of hourly wages or 
monthly salaries, and whether overtime and bonuses are 
included. Whereas the earnings of women are often 
shown as a percentage of what men earn (Harris, 2015; 
ILO, 2016; Velferdaraduneytid, 2014), account is 
sometimes not taken of the amount of work that is 
delivered, work experience, education, or the type of 
work. Generally, the gender wage gap is persistent to a 
varying degree, regardless of how it is calculated or 
controlled for. In a report by the International Labour 
Organization (ILO, 2016), Women at work: Trends 2016, 
in which the gender wage gap in about 50 countries 
worldwide is reviewed, it is stated that “gender wage 
gaps can be substantial but appear to be showing signs 
of a moderate reduction over time.” (p. 28). According to 
the report, the worldwide gap is estimated at 23% in 
2016, women receiving on average 77% of what men 
earn, but without controlling for variables such as hours 
worked, work experience, education, or the type of work 
(ILO, 2016: 28). 

The gender wage gap tends to widen proportionally in 
higher-paid jobs, which has been referred to as the “glass 
ceiling” effect. Research conducted in the Czech 
Republic (Jurajda and Paligorova, 2009) and the US 
(Konstantopoulos and Constant, 2008) supports this 
finding. In the latter country, the glass ceiling effect was 
evident for Black, Hispanic, and White Americans alike. 
Spanish research (Navarro-Gómez and Rueda-Narváez, 
2014) also reveals the glass ceiling effect and the gender 
wage gap increasing with higher education levels.  

According to a Harris (2015), which was conducted in 
the United States, Canada, United Kingdom, France, 
Germany, the Netherlands, and Switzerland, 89% of 
employed adults believed that women and men should be 
paid equally. In a report by the European Commission 
(2014), Tackling the gender pay gap in the European 
Union, it is stated that closing the gender wage gap 
would be good for business and the economy, and that 
employers would thereby avoid complaints and litigation, 
which would save time and money. Relatively higher 
salaries should in general also contribute to women 
becoming more independent. Evidence from the US 
shows that a relative increase in the salaries of women 
increased their bargaining power in the US and reduced 
domestic violence to which they were exposed (Aizer, 
2010). Living conditions in turn being improved for 
children. Amongst the other examples of problems 
associated with the gender wage gap are increased 
levels of depression and anxiety experienced by women 
(Platt et al., 2016), including a higher mortality rate 
(Kawachi et al., 1999). 

 
 
 
 
Most research on the reasons for the gender wage gap 
focus on employees and the employee environment, 
work experience (Cho, 2007; Miyoshi, 2008), education 
(Miki and Yuval, 2011; Miyoshi, 2008; Nakavachara, 
2010), productivity (Chen et al., 2013; Petersen et al., 
2007), type of occupation (Furnham and Wilson, 2011; 
Mandel, 2016; Petersen et al., 2007), percentage of 
women in the occupation (de Ruijter and Huffman, 2003; 
Grönlund and Magnusson, 2013), having children (Brown 
et al., 2011; Cukrowska-Torzewska and Lovasz, 2016; 
Erosa et al., 2002), and other family obligations (Petersen 
et al., 2007) being some examples.  

Other less obvious explanations for the gender wage 
gap include the type of housework performed. The time 
spent on “female” tasks at home, such as preparing 
meals and cleaning, had a greater impact on the wage 
gap than time spent on other household duties (Noonan, 
2004). Women often being younger than men in marriage 
limited their mobility and increased the wage gap (Elul et 
al., 2002). When minimum wages are prescribed as in 
Indonesia, the gender gap decreases (Hallward-
Driemeier et al., 2015).  

Part of the gender wage gap has been explained by 
Semykina and Linz (2007) in terms of personality traits-
women being more likely to exhibit external locus of 
control in their work, while men exhibit internal locus of 
control and a need to be challenged. Other findings 
include that there was a lower gender wage gap in jobs 
where more injury risks are prevalent (Razzolini et al., 
2014), women being less likely to use and benefit from 
negotiations than men (Roche, 2014), women that 
experienced childhood sexual abuse tend to earn lower 
wages and more likely than men to be abused (Robst, 
2008), and woman as a boss decreasing the gender 
wage gap (Cohen and Huffman, 2007; Maume and 
Ruppanner, 2015).  

A feature of almost all research on the gender wage 
gap is that it is non-experimental; it is often difficult to 
draw causal inferences about the results. Such an 
experiment could, for example, directly compare salaries 
offered to a woman and a man irrespective of other 
factors than gender like education, type of job, or 
experience. And, in that way can make causal inference 
about the wage gap. 
 
 
Rationale for the present experiment 
 
As previously mentioned, most of the research on the 
gender wage gap has focused on attributes related to 
employees and their environment. However, when wages 
are negotiated, the opinion or attitude of an employer is 
important in terms of how much a woman’s work is worth 
compared to that of a man. In the present experiment, 
this is tested by asking participants to offer a salary to an 
applicant for a job. There is also the fact that those 
starting  out  with  their  career  may  seek  guidance from  



 
 
 
 
more experienced people they know, such as parents 
and relatives who know the job market better. Although 
we do not have data on this, we got this from our 
experience in Iceland and some other cultures as well as 
consulting with experienced people when negotiating 
salaries. This raises the question whether women in such 
cases would be advised to ask for lower salaries than 
men? Here, it is tested by asking participants to advise 
their niece or nephew about salaries of a job which they 
are applying for. Based on previous research and this 
rationale, two hypotheses were tested:  
 

The first is a woman having same curriculum vitae (CV) 
with a man will be offered a lower salary.  
The second hypothesis is that a niece will be advised to 
ask for a lower salary than a nephew, despite both having 
identical CVs. 
 
 
METHODOLOGY 
 

An experimental design was chosen in this research in order to 
control for all factors that may affect the wage gap, other than 
gender. By this it can be determined whether women earn lower 
wages than men just because they are women. 
 
 

Participants 
 

Participants in the experiment were 281 employees from several 
companies in Iceland – 142 women (50.5%), 136 men (48.4%), and 
three who did not reveal their gender. Of these, 144 were managers 
(51.2%), 135 were non-managerial staff (48.0%), and two did not 
indicate their position. In the analysis, participants were divided into 
three age groups: younger than 35 years old (29.8%), 35 – 44 
years old (34.8%), and 45 years or older (35.5%). About 400 
employees were contacted by phone, 320 agreed to participate 
(80%), and of the 320 who obtained an email with the web survey 
link, 281 responded, which is about a 70% overall response rate. 
 
 

The participants’ task 
 

The participants were asked to pretend that they were a human 
resources manager of a company for one morning. In that role, they 
were supposed to meet a female or male applicant for a sales 
representative or manager’s job, offering her or him a salary, 
depending on their CV. They were also supposed to answer a call 
from a relative (niece or nephew) who was asking for advice about 
their salary in a new job (manager or sales representative). It was 
randomly determined for each participant whether the applicant for 
the job was female or male, a manager or sales representative, and 
whether a niece or nephew was calling to ask for advice. Where the 
participant met an applicant for the manager’s position, the niece or 
nephew who called would be asking for advice regarding a sales 
representative’s position, and vice versa. 
 
 

Research materials 
 

Two kinds of CVs were prepared – one for the sales representative 
and another for the manager, each with either a female or male 
name. These were common Icelandic names: Anna, Gudrun, 
Gudmundur, and Sigurdur. Basic information accompanied the 
name, that is, date of birth, education, work experience, 
competencies, and interests. Their CVs differed on all  accounts  for 
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sales representative and manager, except for the type of 
information revealed. The applicants for the manager’s position 
were older (38 years old), had more extensive work experience and 
had a master’s degree; whereas the sales representatives were 
younger (27 years old), had less extensive work experience and a 
bachelor’s degree.  
 
 

Experimental design  
 

The participants’ task was to offer a salary to an applicant and 
advise their niece/nephew about salaries. It was randomly 
determined which came first in each case. Each participant 
received one of 16 possible versions of the experimental setup (2 x 
2 x 2 x 2 = 16). The factors that varied, with 16 versions were: 
 

1)Whether a participant reviewed an applicant for the manager or 
sales representative’s job (if the applicant was a manager, the 
participant advised their niece or nephew about the sales 
representative’s job or if the applicant was a sales representative, 
the participant advised their niece or nephew about the manager’s 
job),  
2) Whether participants offered the applicant a salary before or after 
advising the niece or nephew,  
3) Whether participants had a female or male applicant/niece or 
nephew, and  
4) The two names for each gender: Anna or Gudrun as a female 
and Gudmundur or Sigurdur as a male. Factors 1 and 3 are of 
interest with respect to the hypotheses (factors 2 and 4 have 
controlling function); therefore, this is a 2 x 2 experimental design. 
 

One version was, for example, that first an applicant (Anna) for the 
manager’s position was offered a salary, and then a nephew 
(Gudmundur) called for advice regarding the salary for a sales 
representative’s position. Another version was that a nephew 
(Sigurdur) called for advice on salary for a manager’s position, and 
then an applicant (Gudrun) for the sales representative’s position 
was offered a salary. Each participant could also receive two 
female CVs or two male CVs. 
 
 

Data collection and independent variables 
 

This is an experiment where the data were collected using a web 
survey method. The experimental factors were the gender of the 
applicant and whether a niece or a nephew called, and whether the 
job was a manager or a sales representative position. Non-random 
independent variables were participants’ gender, age, and whether 
they were in a managerial or non-managerial position. Participants’ 
self-reported salaries were used as a covariate. 
 
 

Dependent measures 
 

In a variety of situations during the survey – depending on the 
experimental version – the participants were asked five key 
questions. These were: how much salary they would offer the 
applicant; how much they thought the applicant would accept; how 
much salary they would advise their relative (niece or nephew) to 
ask for; how much salary they think their niece/nephew would be 
offered; and how much salary they would advise their niece/nephew 
to accept. As these questions were either asked in the context of a 
sales representative or manager’s job, the dependent measures of 
the experiment were ten. 

 
 
Procedure 
 

Each  participant  was  first contacted by telephone. The interviewer 
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Table 1. Mean salaries and standard deviation in thousand ISK, and number of respondents for each measure by the gender of sales 
representative and manager. 
 

CV 
Female/Niece Male/Nephew % mean 

n M
 a
 (SD) n M (SD) p

b
 diff.

c
 

Sales representative’s CV         

Offer applicant 59 273 (58) 60 293 (48) 0.021 7.3 

Applicant accepts 57 268 (62) 59 316 (60) < 0.001 17.9 

Relative should ask for 58 303 (61) 61 335 (59) 0.001 10.6 

Relative will be offered 57 249 (56) 61 281 (53) < 0.001 12.9 

Relative should accept 58 276 (56) 61 309 (53) < 0.001 12.0 

Mean  274   307   12.0 

         

Manager’s CV         

Offer applicant 58 520 (144) 61 540 (126) 0.276 3.8 

Applicant accepts 58 496 (146) 61 558 (134) 0.013 12.5 

Relative should ask for 60 585 (170) 60 625 (178) 0.065 6.8 

Relative will be offered 60 475 (118) 59 529 (143) 0.004 11.4 

Relative should accept 60 540 (144) 60 574 (155) 0.053 6.3 

Mean  523   565   8.0 
 
a
Adjusted means for participants’ self-reported salaries. 

b
p-values are one-tailed and based on ANCOVA with participants’ self-reported salaries 

as a covariate. 
c
The per cent difference shows how much women have to increase in salaries in order to obtain the same as men.  

 
 
 
introduced herself; said that she was calling from Reykjavik 
University and asked the interviewee to participate in a survey 
about human resource issues. Those who accepted provided their 
email address and then received a link to the survey through that 
email. The survey software (Outcome) presented the scenarios of 
“a morning in a human resources manager’s life”, asked the 
questions, and recorded and saved the responses. Respondents 
were informed that they were neither obliged to answer the survey 
as a whole nor specific questions, and that their answers would be 
anonymous. Those who did not respond were reminded up to three 
times in a follow-up email, that they had accepted to participate in a 
survey about human resource issues and referred them to the initial 
email with the link to the survey. The Data Protection Agency in 
Iceland was notified about the survey, in accordance with Icelandic 
laws. 

 
 
Data analysis 

 
Descriptive analyses were performed to show means and standard 
deviation for the five dependent measures, which were salaries in 
the Icelandic currency, króna (ISK), broken down by the 
experimental factors, that is whether the applicant was female or 
male (niece or nephew), for both the manager and sales 
representative’s job.  

The data were analysed for significant differences between the 
salaries of female and male applicants, nieces and nephews, and 
for each type of job, with the participants’ self-reported salary as a 
covariate (analysis of covariance, ANCOVA). The two hypotheses 
being directional, significance tests were one-tailed. Thereafter, the 
effects of the non-experimental variables (participants’ gender, age, 
and position) were calculated, also using ANCOVA. Two indicators 
for effect size were calculated. These were per cent differences 
between what women and men were offered or suggested in terms 
of salaries and partial eta squared (η2).  

Finally, in order to test the assumption of equality of error 
variances, the Levene’s test was conducted. It was not significant in 

any of the ten comparison cases, five measures for sales 
representative and five for manager, indicating that the error 
variance of the dependent measures was about the same in the 
experimental groups. 
 
 

RESULTS 
 

The main results of the experiment are presented in 
Table 1. In all cases, that is, in the five measures for 
sales representative and five for manager’s job, lower 
salaries were suggested when the CV had a female 
name opposed to a male name. This held true both when 
the participants were “dealing with” applicants’ salaries 
and when they were providing consultation on salaries for 
their niece or nephew. The difference was statistically 
significant in seven out of ten cases, and twice the p-
value for the non-significant cases was marginal (.065 
and .053). Only when salaries for the manager’s position 
were offered was the p-value well above the .05 
significance level. 

As it is customary to talk about the gender difference in 
salaries in terms of percentages, this is presented in the 
column to the far right in Table 1. There, it can be seen 
that in order to obtain the same salaries as men, women 
needed 3.8 to 17.9% increases in salaries. The average 
was 12% for sales representative’s measures and 8% for 
manager’s measures; therefore, 10% overall. Partial eta 
squared (η

2
) ranged from very low, .003 in the case of 

offering manager salaries, to .139 in the case of what the 
sales representative would accept. The gender of the 
name on the CV statistically explained 13.9% of the 
variability in the salaries in the latter case. 
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Table 2. Mean Salaries in Thousand ISK for each Measure by the Gender of Sales Representative and Manager and by 
Participants’ Gender. 
 

CV 

Female participant Male participant 

Female Male % Female Male % 

Niece Nephew diff.
a
 Niece Nephew diff. 

Sales representative’s CV       

Offer applicant 287
b
 292 1.7 258 296 14.7 

Applicant accepts 280 321 14.6 255 311 22.0 

Relative should ask for 303 337 11.2 304 334 9.9 

Relative will be offered 248 284 14.5 251 276 10.0 

Relative should accept 272 316 16.2 282 300 6.4 

Mean  278 310 11.5 270 303 12.4 

       

Manager’s CV       

Offer applicant 522 541 3.6 517 542 4.8 

Applicant accepts 498 567 13.9 494 551 11.5 

Relative should ask for* 540 590 9.3 635 670 5.5 

Relative will be offered* 444 498 12.2 510 571 12.0 

Relative should accept* 500 543 8.6 585 613 6.4 

Mean 501 548 9.4 548 589 7.5 
 

Note. 
a
The per cent difference shows how much women have to increase in salaries in order to have the same as men. 

b
Adjusted means for 

respondents’ self-reported salaries in all cases. *p <0.01, female participants named lower salaries than male participants, irrespective of 
relative’s gender. 

 
 
 
Table 1 also shows that when the CV had a female 
name, participants wanted to offer her higher salaries on 
average than they thought she would accept – both in the 
case of the sales representative and manager. The 
reverse holds true for the male CV, the man being offered 
lower salaries than the participants thought he would, on 
average, accept for both the sales representative and 
manager positions. In the case of the participants’ 
relative, niece or nephew, the highest salaries suggested 
were what the relative should ask for, then what they 
should accept and the lowest suggestion was what the 
participants thought the relative would be offered. The 
same pattern was found here for niece and nephew. 

Table 2 shows that on all 10 measures, both female 
and male participants suggest lower salaries for women 
than they did for men. This was significant in more than 
half of the cases, despite considerably less power due to 
half the size of degrees of freedom, as the significance 
test was performed for female and male participants 
separately (not shown in the table). On average, female 
participants suggested slightly lower salaries for the sales 
representative’s measures than male participants did 
(11.5% and 12.4% respectively) and higher for the 
manager’s measures (9.5% and 7.5% respectively). In no 
case was the interaction between participants’ gender 
and the gender of the CV significant; that is there was no 
difference between female and male participants in terms 
of differentially suggesting or evaluating salaries for 
female and male applicants, or nieces and nephews.  

Participants’ gender had significant effects on salary 
measures in three cases when employing ANCOVA 
(Table 2). Women suggested lower salaries than men in 
all cases when a relative (niece or nephew) asked for a 
consultation when applying for the manager’s job. That is, 
how much salary they would advise their niece or 
nephew to ask for, how much salary they thought their 
niece or nephew would be offered, and how much salary 
they would advise their niece or nephew to be satisfied 
with or accept. This significant difference between female 
and male participants was evident for both nieces and 
nephews. 

 As Table 3 shows, the applicants’ position did not have 
much effect on salaries offered. On all measures, both 
non-managerial staff and managers suggested lower 
salaries on average when the CV had a female name as 
opposed to a male name. The difference was significant 
in half of the 20 cases, that is, where the difference in 
percentages was over 10%. Also, as with participants’ 
gender, the interaction between participants’ position and 
the gender of the CV was never significant, that is, there 
was no difference between non-managerial staff and 
managers in terms of differentially suggesting or 
evaluating salaries for female and male applicants or 
nieces and nephews. In one measure, that is, how much 
salary participants thought the applicant would accept for 
the manager’s position, non-managerial staff suggested 
significantly lower salaries than managers for both female 
and male applicants. 
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Table 3. Mean salaries in thousand ISK for each measure by the gender of sales representative and manager and by participants’ position. 
 

CV 

Non-managerial staff Managers 

Female Male % Female Male % 

Niece Nephew diff.
a
 Niece Nephew diff. 

Sales representative’s       

Offer applicant 280
b
 296 5.7 265 291 9.8 

Applicant accepts 267 323 21.0 268 310 15.7 

Relative should ask for 296 326 10.1 309 343 11.0 

Relative will be offered 241 271 12.4 256 289 12.9 

Relative should accept 271 303 11.8 282 313 11.0 

Mean 271 304 12.1 276 309 12.0 
       

Manager’s CV       

Offer applicant 485 504 3.9 553 572 3.4 

Applicant accepts* 451 524 16.2 538 589 9.5 

Relative should ask for 562 610 8.5 612 637 4.1 

Relative will be offered 442 498 12.7 515 555 7.8 

Relative should accept 517 554 7.2 568 592 4.2 

Mean 491 538 9.5 557 589 5.7 
 
a
The percent difference shows how much women have to increase in salaries in order to have the same as men. 

b
Adjusted means for respondents’ 

self-reported salaries in all cases. *p = 0.054, which means that non-managerial staff thought that the applicant would accept lower salaries than 
managers thought, irrespective of applicant’s gender. 

 
 
 
As with participants’ gender and position, participants in 
all age groups suggested lower salaries for women than 
men on all 10 measures (results not shown in a table). In 
addition, there was no significant interaction between 
participants’ age and the gender of the CV, which means 
that there are not differential effects of age in terms of 
suggesting salaries to women or men – women 
“obtained” lower salaries on average from all age groups. 
Participants’ age had significant effects on salary 

measures in three cases. These dealt with how much 
salary they would offer the applicant (p = 0.006) and how 
much they thought the applicant would accept (p = 0.002) 
for the sales representative’s job, and how much salary 
they thought their niece/nephew would be offered for the 
manager’s position (p = 0.045). In the first two cases, the 
oldest participants (45 years or older) suggested higher 
salaries than the younger ones, and in the last case, 
older participants suggested lower salaries than the 
youngest (younger than 35 years old). 
 
 
DISCUSSION 
 
Female applicants were both offered a lower salary than 
male applicants, and participants thought that female 
applicants would accept a lower salary than male 
applicants for both the sales representative and 
manager’s job, irrespective of participants’ gender, age, 
or position. Participants also suggested lower salaries for 
nieces than nephews on all three salary measures, that 
is, 1) what participants recommended nieces or  nephews 

to ask for in salaries, 2) what they thought nieces or 
nephews would be offered, and 3) how much salary 
participants recommended nieces or nephews to accept 
– all three also irrespective of participants’ gender, age, 
or position. Therefore, both hypotheses were supported: 
that a woman will be offered a lower salary than a man, 
despite having identical CVs; and that a niece will be 
advised to ask for a lower salary than a nephew, again 
despite having identical CVs.  

This difference in salaries offered and suggested, 
which was 10% on average, is only due to the fact that 
participants either saw a CV with a female or male name. 
Features of the names other than the gender, e.g. 
peculiarities of the names, strangeness, or specific 
associations are highly unlikely, as the names are very 
common in Iceland – Anna, Gudrun, Gudmundur, and 
Sigurdur. It is very likely that each participant knew at 
least a few people with these names or had seen 
characters with those names in movies, books, or TV 
series. Therefore, the names on the CVs should not have 
evoked specific positive or negative attitudes from the 
participants, only an indication of gender.  

These results of the differential salaries of women and 
men in the present experiment are not surprising, as 
research shows that women earn less than men in every 
part of the world (e.g. European Commission, 2014; ILO, 
2016). In prior research on the reasons for the gender 
wage gap, the focus has been on issues such as work 
experience (Cho, 2007; Miyoshi, 2008), education (Miki 
and Yuval, 2011; Miyoshi, 2008; Nakavachara, 2010), 
and  family  obligations (Petersen  et  al.,  2007), to name 



 
 
 
 
only a few. There has also been research focus on less 
obvious reasons, such as personality traits (Semykina 
and Linz, 2007), negotiations (Roche, 2014), childhood 
sexual abuse (Robst, 2008), and having a woman as a 
boss (Cohen and Huffman, 2007; Maume and 
Ruppanner, 2015). All of these studies, except the two on 
having a woman as a boss, focused on reasons or 
attributes related to the employee or the working 
environment. The present research expands the focus to 
those who offer salaries or advice on them, yielding 
comparable results to the studies cited above. That is, 
women are offered lower salaries than men and are 
advised to ask and accept lower salaries than men. 

As with the present experiment, the studies conducted 
by Cohen and Huffman (2007) and Maume and 
Ruppanner (2015) both focused on the boss, that is, the 
person who can affect the wages by, for example, 
negotiating the salaries. Both showed that having a 
woman as a boss tends to decrease the wage gap. That 
was, however, not supported in this experiment – female 
participants wanting to offer women lower salaries than 
men, just as did male participants. A possible reason for 
this discrepancy might be that in the present experiment, 
participants were not directly comparing women and men 
in terms of salaries – the difference being due to their 
unconscious attitudes regarding the worth of women’s 
and men’s work. On the other hand, a female manager 
dealing with both women and men for months or years in 
an organisation, might consciously try to correct the 
salary difference. 

When taking their first steps into the job market, many 
will negotiate their salaries or accept or deny salaries that 
are offered when applying for a job. Consultation with 
more experienced relatives or other important figures can 
be important for young people in this regard, which has 
often been experienced by the authors in Iceland and in 
some other cultures as well. The present experiment 
gives indications that those important figures advise 
women to ask for and accept lower salaries than they 
would suggest to men. This might in turn contribute to 
maintaining the gender wage gap. The facts established 
by this experiment – all else being equal, women are 
offered less and advised to accept less – might partially 
explain the gender wage gap observed throughout the 
world. The related measures in this experiment, that is, 
that participants thought that female applicants would 
accept and be offered lower salaries than male 
applicants, support the observed difference in how highly 
women's and men's work are valued. This difference is 
also supported by the fact that the effect was found both 
in the case of the sales representative and manager’s 
positions.  The latter does not, however, support the 
glass ceiling effect (that is, the gender wage gap is 
relatively greater at higher salaries) found in some of the 
previous research (Jurajda and Paligorova, 2009; 
Konstantopoulos and Constant, 2008; Navarro-Gómez 
and Rueda-Narváez, 2014; Popli, 2013). 
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Furthermore, present results show that the gender wage 
gap was independent of three major background 
variables of the participants: their gender, age, and 
position. This poses a problem in finding possible causes 
of why people will offer or recommend lower salaries for 
women than men. Presuming that a woman’s work is 
worth the same as a man’s work and that people are not 
born with the notion that a woman’s work is worth less, 
the possible explanation must be sought in the 
environment. Therefore, one of the important next steps 
in research in this area would be to investigate the age at 
which this difference starts to emerge in the life of 
adolescents or even children. Important research 
questions would be how adolescents or children value 
typical female and male work in addition to jobs where 
there is a gender balance, and what factors in the 
upbringing of adolescents and children affect their 
evaluation of the worth of a woman and man’s work. 
These are important questions that need to be answered 
in our long journey towards bridging the gender wage 
gap. 

A limitation of the present experiment is that it was 
conducted in a simulated environment. The participants 
were supposed to pretend that they were a human 
resources manager for one morning. In that regard, it is 
worth pointing out that despite the simulation participants 
were put into, differences in salaries between women and 
men were consistently obtained on several measures for 
two positions, and these differences were found in all 
background groups related to the participants. This 
simulated situation was a strength at the same time, as it 
made the experimental design possible, allowing stronger 
causal inferences that the difference in terms of salaries 
must have happened because people were dealing either 
with salaries for a woman or man. Another strength is 
that people in different jobs in several companies of 
different sizes and in all major industries were contacted, 
the high response rate of about 70% adding to the 
generality of the results. 

 
 
Conclusion 

 
The results of this experiment reveal the fact that women 
seem to be looked upon as being worth less than men in 
the job market, employees with very different 
backgrounds on five measures for two different jobs 
suggesting lower salaries on average when a CV had a 
female name opposed to a male name. Future research 
needs to look for answers in the adolescent environment, 
children needing to answer the question of why a 
woman’s name is worth less than that of a man. 
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