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Introduction

The gender pay gap is defined as the difference between the average gross earnings
of women and men. This difference is given as a percentage of the average gross

earnings of men (Statistische Bundesamt, 2022).

While at the Fourth UN World Conference on Women in 1995 a resolution was
passed by 189 states, including Germany, in which the states committed themselves
to promoting gender equality in all areas of society, wage differences between
women and men are still being observed worldwide today (Deutscher Bundestag,
2016). Although the Federal Republic of Germany is trying to eliminate the gender
pay gap through various measures such as the minimum wage, the law to promote
transparency in the pay structure and the law on equal participation of women and
men in management positions, Germany is in fifth place among the countries with the
largest gender pay gap in Europe (Beckert, 2020; Bundesministerium fur Familie,

Senioren, Frauen und Jugend, 2022; Eurostat, 2022).

This brings the question into focus of which reasons and factors lead to the gender

pay gap in Germany and to what extent these can be found in the technology sector.

The gender pay gap in Germany and in a European comparison

When examining the pay gap between women and men, two indicator approaches
are followed, the unadjusted gender pay gap and the adjusted gender pay gap. The
unadjusted gender pay gap generally compares the average earnings of all
employees with each other. The calculation of the unadjusted average gross hourly
earnings not only includes information from full-time employees, but also the earnings

of employees in part-time work, marginal part-time employees, trainees and interns
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(Statistische Bundesamt, 2022). This means that part of the difference in earnings
that is caused, for example, by different occupations or career levels is also recorded.
The adjusted gender pay gap, on the other hand, measures the difference in
earnings between men and women with comparable qualifications, jobs and

employment histories.

In a European comparison, the unadjusted gender pay gap in Germany was 21.1% in
2018, above the European Union average of 14.6% and is comparable with Austria
(20.4%) and the United Kingdom (19.8%) (Eurostat, 2022). While a continuous trend
towards a smaller wage gap can be observed, the gender pay gap 2020 in Germany,
which is unadjusted at 18.3%, still indicates a need for actions to counteract this
inequality. The German state points out that “the requirement of equal pay for women
and men for equal work or work of equal value is a question of justice and is essential
for the cohesion of our society” (Bundesministerium fur Familie, Senioren, Frauen

und Jugend, 2019).

It should be noted that in most cases the gender pay gap is to the detriment of
women, but there are professional positions and sectors in which women earn more
than their male colleagues. On average, women in management positions in German
stock corporations, as well as in automotive, aerospace and shipbuilding technology,
earn more than men (EY, 2020; Zucco, 2020). It must also be pointed out that with
regard to the unadjusted gender pay gap, large parts of the wage differences can be

attributed to the choice of occupation (Finke et al., 2017).

In the German technology sector, women earn on average almost 15,000 Euros less
per year than their colleagues and the unadjusted gender pay gap is 25%, well above
the general gender pay gap in Germany (Kingham, 2018). The fact that this

circumstance can be found structurally across nations is illustrated by the comparison
2



with the United Kingdom. In a 2019 survey in the United Kingdom, 78% of all large
organizations reported a gender pay gap in the technology sector, only 14% reported

a median pay gap for women and 8% had no pay gap at all (Women in Tech, 2019).

Factors of the wage gap in the technology sector

While the unadjusted gender pay gap in the German technology sector suggests
discrimination against women, various factors can be identified that explain the salary

differences and thus lead to the adjusted gender pay gap.

A dominant factor for the gender pay gap can be located in the family-related
employment interruption of women due to the birth and rising of children. The
interruption of a professional career, which is referred to as the child penalty, leads to
a significant reduction in promotions and opportunities for advancement with age, so
that the gender pay gap increases with age, which has been confirmed in studies
(Kelven et al., 2019). Goldin et al. (2017) were able to determine in their study on the
wage gap between women and men that the gender pay gap in the technology sector
was 3% on average at the time of entry into the workforce, but rose to 32.1% within
the following 14 years. Since starting a family occurs in this phase of life, between the
ages of 26 and 40, this factor can be seen as having a significant influence on

women’s employment biographies and salaries (Schrenker & Wrohlich, 2022).

Regional differences in Germany show that child penalty is a social and regional
phenomenon. While the general cross-industry unadjusted gender pay gap in 2020
was 19% in western Germany, it was only 6% in eastern Germany (Statistisches
Bundesamt, 2022). The reason for this is assumed to be the unequal distribution of

childcare work between fathers and mothers, which can be attributed to a different
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family structure due to the contrary ideologies of the former communist East

Germany and capitalist West Germany (Fuchs et al., 2019).

It should be noted that the child penalty is just one aspect of the differences between
the gender pay gap in western and eastern Germany, but there are many other
factors to consider, such as different average salaries and other industry focuses
(Fuest & Immel, 2019). Since the majority of the technology companies are located in
western Germany, the child penalty is therefore an important factor for the technology

sector (Muller et al., 2017).

Furthermore, the technology sector has a disproportionate working time-wage gap
(Zucco, 2019). A full-time employment is therefore paid better per hour worked than
just part-time. For example, the average hourly wage in the technology sector is 13
Euros for an employment relationship of 15 hours per week, whereas a position with
more than 25 hours per week leads to an average remuneration of 27 Euros (Zucco,
2020). According to government data, 47% of all employed women are employed on
a part-time basis, while this applies to only 11% of men (Bundesministerium flr
Familie, Senioren, Frauen und Jugend, 2022). This gender-specific difference in
employment, combined with disproportionately long-time pay in the technology

sector, leads to unequal pay levels between men and women.

It should also be noted that the particularly large proportion of women in part-time
employment also influences the access of women to management positions (Holst &
Marquardt, 2018). The low presence of women in managerial positions, known as the
glass ceiling effect, which also contributes to a gender pay gap, can on the one hand
be assessed as a structural disadvantage when accessing key positions
(Wippermann, 2010). On the other hand, it is noted that the two central factors,

family-related career breaks, as well as part-time employment, contribute significantly
4



to reducing the opportunities for women to obtain managerial positions

(Bundesministerium fur Familie, Senioren, Frauen und Jugend, 2019).

Current state of research and unconsidered research areas

It can be stated that the two mutually interfering factors of family-related career
breaks for women and the resulting child penalty, as well as the disproportionate
payment of long working hours in the technology sector, in combination with the high
proportion of women at 47% on a part-time basis contribute significantly to the
unadjusted gender pay gap. 76% of the unadjusted gender pay gap found in the
technology sector can be explained by the factors mentioned, while the remaining
24%, which make up a net adjusted gender pay gap of 6%, can be attributed to other

unaccounted factors (Zucco, 2020).

It should be noted that the remaining wage difference of the adjusted gender pay gap
in the technology sector is to be understood as an upper limit for earnings
discrimination (Statistisches Bundesamt, 2022). Further research is therefore
necessary to gain a better understanding of the reasons and factors behind the
gender pay gap in the technology sector and to prevent possible discrimination.
Further potential factors can be identified, which are currently insufficiently

investigated and therefore need to be validated.

One such factor is the under-representation of women in leadership positions. This
factor should be considered in terms of two dimensions. On the one hand, the
adjusted gender pay gap in management positions outside of Germany's largest
stock corporations is an average of 11% (Holst & Marquardt, 2018). This wage

difference, which is almost twice as high as the average adjusted gender pay gap in
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the technology sector, could have a significant impact on the overall gender pay gap.
In the context of the glass ceiling, it must be taken into account that women who can
get into such a position are more willing to demand lower salaries (Arulampalam et

al., 2007).

On the other hand, the question of what influence female managers have on
company structures and employees' salaries needs to be examined. While it has
already been shown that gender diversity in management positions increases a
company's profitability by 3% to 8%, effects can also be observed in employee
salaries (Topalova et al., 2016). Hirsch (2013) found that women in leadership
positions have a positive impact on reduction of the gender pay gap. The gender pay
gap in companies with female managers fell by 1.1%. However, contrary to
expectations, this effect was not observed through an increase in female salaries but

through a reduction in male salaries.

This results in psychological aspects which should also be considered as potential
factors. Studies suggest that another reason for the gender pay gap is that women
often negotiate lower wages, which on the one hand could be due to the fact that
women try to avoid bargaining (Kulik & Olekalns, 2012). On the other hand,
experiments have shown that women who demand higher wages are judged more
negatively than men, which can lead to unsuccessful negotiations or avoidance

strategies (Bowles et al., 2007).

Furthermore, especially in the context of the regional differences in the gender pay
gap, the question arises as to which socio-economic and social factors can lead to
the salary disparities. It was found out that in the German social perception the man
is perceived as the breadwinner and this is accompanied by an average salary

increase of 8% (Lang & Grof3, 2020).



It can therefore be stated that there are other factors beyond the adjusted gender pay
gap of 6% that can continue to explain the existing pay gap. However, it must be
noted that it is not currently possible to quantify the effects on the gender pay gap, so
that in-depth research should be carried out in the context of the other factors noted

and factors that have not yet been taken into account.

Conclusion

In summary, the unadjusted gender pay gap in the technology sector is with 25%
higher than the current average gender pay gap of 18.3%. However, taking into
account the key factors of family-related career breaks and the disproportionate
remuneration of long working hours in the technology sector, the adjusted gender

pay gap drops to 6%.

The fact that women interrupt their careers for family reasons reduces promotion and
advancement opportunities, so that the gender pay gap increases with age. Due to
the comparatively high part-time employment of women at 47%, women are
negatively affected by the disproportionately long working hours. Including these two
factors accounts for 76% of the unadjusted gender pay gap found in the technology
sector, leaving 24% currently unexplained. However, it should be noted that the
adjusted gender pay gap is to be regarded as the upper limit of earnings
discrimination, since other factors that were not taken into account or currently

unknown influences were not sufficiently examined.

In-depth research is required in order to investigate possible discrimination and to
meet the demands of the German state of gender-independent equal pay of equal

value, which is considered necessary for social cohesion. Further research
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approaches can include the consequences of under-representation of women in
leadership positions, the influence of gender-specific salary negotiation strategies,

and socio-economic and societal perceptions of gender roles.
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