
Id-differenzi fil-pagi bejn in-nisa u l-irġiel
f’pożizzjonijiet għolja

Dr JosAnn Cutajar

6 ta’ Marzu 2019

Konferenza: Jum Internazzjonali tal-Mara

Avvanz fil-karriera: Opportunitajiet ugwali?

The Waterfront Hotel, The Stradn, Sliema



Gender wage gap 

Gender pay gap is a complex issue with multiple underlying causes:

• undervaluation of work traditionally performed by women

• over-representation of women in part-time work;

• labour market segmentation of women in low paying sectors;

• women’s lack of representation in decision making positions;

• bias and discrimination in the workplace; and

• women’s greater share of unpaid work.
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97.3% of registered units 
are micro entities (2012-
17) employing from 1-9 
people



Malta needs to take a proactive pay equity 
approach: 
• Government’s investments in early 

learning and child care, 

• Improve financial and other 
support for training and learning, 

• Enhance parental leave flexibility, 

• Pay transparency, 

• Appoint skilled, talented women 
into leadership positions, 

• Better access to flexible work 
arrangements.



Today we will be focusing on a proactive 
approach to pay equity

• Requires employers to actively examine their compensation 
practices 

• Requires employers to undertake a pay equity analysis to ensure 
that their compensation practices are in line with pay equity 
requirements.



Reasons why adopting a proactive pay equity 
helps your organisation

• Gives entities access to a larger 
talent pool;

• Attracts skilled and talented 
people;

• Better morale, employee relations 
and increased motivation;

• Better employee retention and 
increased productivity and 
performance; and

• Promotes the organisation as a 
good place to work, attracts 
customers, shareholders



Recommendations



Pay gap - EC (2018)

1. Wage differentials should be based on skill and experience, not 
gender and/or nationality

2. Transparent pay system



Introduce Pay Equity legislation 

• Canada’s Pay Equity Act 
• “private sector employers with ten or more employees and all public sector employers to 

value and compare jobs usually done by women to those usually done by men in an 
objective and consistent way using factors of skill, effort, responsibility and working 
conditions.” (Pay Equity Commission, Canada, 2018)

• Rubery & Koukiadaki (2016) prefer the proportionality principle to proxy 
comparison (compare female to male equivalent)

• Leglisation should give clear guidance on how to conduct an objective job 
evaluation exercise 

• Job evaluation systems must be gender neutral and value taking into 
consideration:

a. the level of skill, responsibility, effort required by the job and 

b. the working conditions under which the work is carried out.



a. Conduct pay audit at company and sectoral level
b. Conduct job evaluation exercise
c. Companies/sectors with gender inequality draw plan on what 
remedial action is to be taken, within which timeframe.
Government of Canada Pay Equity Template



Pay equity process in Canada

1. Identify job classes 

2. Determine their gender 
predominance 

3. Select a job evaluation system 

4. Develop a job analysis questionnaire 

5. Prepare the job descriptions 

6. Apply the job evaluation system 

7. Assign weight to the factors and sub 
factors 

8. Determine point value of job classes 

9. Compare job classes and determine 
pay inequities



Canadian proactive pay equity legislation, 
2018
• Pay Equity Commissioner appointed 

within the Human Rights Commission 

• Takes care of both education and 
enforcement roles. 

• Commissioner is supported by a unit of 
subject-matter experts 

• Enforcement tools:
• Power to initiate audits, 
• to conduct investigations, and 
• to issue orders and administrative monetary 

penalties.



Gender pay audits and action plans 

• Canadian law obliges employers with 10+ employees to undergo this exercise; 
• Iceland all companies; 
• UK companies with 250+ employees.

• Provide incentives: 
• Equality Mark, 
• Ranking/Indexes of top companies; 
• Compendium of good practices

• Use educational campaign to underline the sustainability of gender equity –
retain female employees, customers, shareholders

• Sanctions 
• Company licence is not renewed (Iceland)
• Name and shame (UK)
• Monetary sanctions (Canada)



Gender pay audits and action plans 

2. Proactive pay equity legislation needs to promote pay transparency –
workers have the right to request detailed information on pay

3. Legally ensure that company/sector publish wage structures
• Set minimum-maximum pay per level according to job/grade

• List information on discretionary/additional pay supplements

5. Government collects and publishes pay data per company/workplace 
(Sweden)

6. Law enables trade unions to scrutinize disaggregated information 
from pay audits and use analysis in collective bargaining (Rubery & 
Koukiadaki, 2016). 



We need more research on processes that 
give rise to gender pay differences

1. Pay structures

2. Starting salaries

3. Pay and promotion 
progression

4. Additional payments and 
bonuses



Collective bargaining

• Mainstream gender issues into collective bargaining 
agendas

• Trade unions and work councils need to engage with 
gender pay audits to ensure remedial action

• Trade unions need to be involved in implementing 
gender equality duties at national, sectoral or 
company levels 

a. Revaluate women’s work through job evaluation 
systems

b. Undertake pay audits
c. Promote transparency of pay structures and practices, 

especially where performance bonuses are concerned
d. Promote gender equality duties



Tackle institutional sexism

1. Introduce mandatory gender quotas 
on promotion and selection 
committeees 

2. Gender mainstream criteria for 
promotion

3. Promote the value of women’s work 
through media campaigns

4. Conduct media campaigns on the 
non-acceptability of pay 
discrimination, wage inequality, and 
evasion of labour standards

5. Tackle article 49 of Income Tax Act

6. Overhaul of Social Security Act 



Individual level

1. Familiarize yourself with work 
contract

2. Understand your rate of pay 
and components of pay packet

3. Learn how productivity pay 
and bonuses are paid

4. Negotiate pay and working 
conditions 



NGOs promoting gender mainstreaming

• Put pressure on 
government, and 
organisations in private and 
public sector

• Provide companies with 
help to come up with 
remedial action



Times of Malta, March 4, 2019, 08:28 by Claire Caruana

Malta losing appeal among female expats - Just over half of expats 
satisfied with career prospects

InterNations showed that while
last year Malta was among the top
three countries women chose for
work-related reasons, this year it
seems the island has lost some of
this appeal.
As a result, in this year’s list,
obtained through research
conducted in 2018, Malta has
slipped down to the ninth spot.

Work-life balance is the 
issue.



Monitoring and enforcement

1. Company level 

2. State level
• Increase Labour inspectors

• Train labour inspectors, service 
providers in courts, tribunals, 
arbitration and ombudsman in 
conciliation and arbitration in 
gender equity issues

• Provide positive incentives 

• Monetary sanctions + ‘naming and 
shaming’



Grazzi
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