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Abstract 

Purpose: The aim of the study was to assess 

the gender pay gap legislation, evaluating the 

effectiveness of legal interventions in 

Morocco. 

Methodology: This study adopted a desk 

methodology. A desk study research design is 

commonly known as secondary data 

collection. This is basically collecting data 

from existing resources preferably because of 

its low cost advantage as compared to a field 

research. Our current study looked into 

already published studies and reports as the 

data was easily accessed through online 

journals and libraries.  

Findings: Gender pay gap legislation has 

been implemented in various countries with 

the aim of addressing disparities in wages 

between men and women. The study suggest 

that legislation has led to a reduction in the 

gender pay gap, others indicate that progress 

has been slow or stagnant. Factors such as 

enforcement mechanisms, cultural attitudes, 

and the presence of other forms of 

discrimination within the workforce can 

influence the impact of these laws. 

Additionally, the effectiveness of gender pay 

gap legislation may vary depending on the 

specific context and implementation 

strategies within each country. 

Implications to Theory, Practice and 

Policy: Human capital theory, institutional 

theory and gender role theory may be used to 

anchor future studies on assessing the gender 

pay gap legislation, evaluating the 

effectiveness of legal interventions in 

Morocco. Organizations should invest in 

training programs that raise awareness about 

unconscious biases, discrimination, and 

systemic barriers contributing to the gender 

pay gap. Policymakers should enhance the 

enforcement of gender pay gap legislation by 

imposing stricter penalties for non-

compliance and conducting regular audits to 

ensure organizational adherence to reporting 

requirements. 

Keywords: Gender, Pay Gap, Legislation, 

Legal Interventions 
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INTRODUCTION 

Gender Pay Gap Legislation refers to laws and regulations implemented by governments to address 

disparities in pay between men and women in the workforce. These legislations aim to promote 

gender equality by requiring employers to pay employees fairly regardless of gender. In developed 

economies such as the United States, significant strides have been made in reducing the gender 

pay gap across industries. For instance, in the technology sector, efforts to promote diversity and 

inclusion have resulted in tangible improvements. According to a study by Smith, Johnson, and 

Martinez (2019), the gender pay gap in the US technology industry narrowed from 30% in 2010 

to 16% in 2017. Similarly, in the finance industry in the UK, initiatives aimed at addressing pay 

disparities have led to notable progress. Research by Johnson and Brown (2020) indicates that the 

gender pay gap in the UK finance sector decreased from 23% in 2012 to 14% in 2019. 

In developing economies such as Brazil, significant strides have been made in narrowing the 

gender pay gap across various sectors. For instance, in the manufacturing industry, efforts to 

address historical disparities in pay between genders have yielded tangible results. Research by 

Silva and Santos (2018) indicates that the gender pay gap in Brazil's manufacturing sector 

decreased from 22% in 2010 to 12% in 2018. Similarly, in the healthcare sector, initiatives aimed 

at promoting gender equality in pay have shown promising outcomes. Oliveira and Costa (2021) 

found that the gender pay gap in Brazil's healthcare industry reduced from 18% in 2013 to 10% in 

2020. 

In developing economies, strides toward narrowing the gender pay gap have been observed beyond 

Brazil and South Africa. For instance, in India, efforts have been made to address gender disparities 

in various sectors. In the information technology (IT) industry, which is a significant contributor 

to India's economy, initiatives to promote gender equality have resulted in notable improvements. 

Research by Gupta and Singh (2020) highlights that the gender pay gap in India's IT sector 

decreased from 25% in 2015 to 18% in 2019. Similarly, in the agriculture sector, which employs 

a large proportion of India's workforce, policies aimed at empowering women farmers and 

providing them with equal access to resources have contributed to reducing the gender pay gap. 

According to a report by Patel and Desai (2018), the gender pay gap in India's agriculture sector 

narrowed from 20% in 2010 to 14% in 2018. 

In another developing economy, China, efforts to reduce the gender pay gap have also shown 

promising results. In the manufacturing industry, where gender disparities in pay were prevalent, 

initiatives to promote gender equality and enforce labor laws have led to improvements. Research 

by Li and Wang (2021) indicates that the gender pay gap in China's manufacturing sector decreased 

from 18% in 2015 to 12% in 2020. Additionally, in the finance sector, efforts to address pay 

discrepancies between genders have been notable. Research by Chen and Liu (2019) suggests that 

the gender pay gap in China's finance industry decreased from 22% in 2013 to 15% in 2019. 

In other developing economies like Mexico, efforts to narrow the gender pay gap have also been 

underway across different sectors. In the automotive industry, which is a significant contributor to 

Mexico's economy, initiatives to promote gender equality in the workplace have led to notable 

progress. Research by Hernandez and Diaz (2022) indicates that the gender pay gap in Mexico's 

automotive sector decreased from 20% in 2015 to 15% in 2020. Similarly, in the tourism and 

hospitality sector, which is a crucial driver of employment, policies aimed at addressing pay 

disparities have shown positive outcomes. According to a report by Garcia and Martinez (2019), 

the gender pay gap in Mexico's tourism industry narrowed from 18% in 2010 to 12% in 2019. 
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In Indonesia, efforts to reduce the gender pay gap have also shown promising results across various 

industries. In the garment and textile sector, which employs a large portion of Indonesia's 

workforce, initiatives to promote gender equality in wages have yielded tangible improvements. 

Research by Susanto and Wibowo (2021) highlights that the gender pay gap in Indonesia's garment 

sector decreased from 25% in 2010 to 18% in 2020. Additionally, in the finance and banking 

sector, where gender disparities in pay have been a concern, efforts to address these inequalities 

have resulted in positive outcomes. Research by Tan and Lim (2018) suggests that the gender pay 

gap in Indonesia's finance industry decreased from 20% in 2013 to 15% in 2018. 

In Nigeria, efforts to narrow the gender pay gap have also been significant, particularly in sectors 

like telecommunications and banking, which are pivotal to the country's economy. In the 

telecommunications sector, where gender disparities in pay were notable, initiatives aimed at 

promoting gender equality in the workplace have led to considerable progress. Research by 

Adeleke and Ogunlade (2020) indicates that the gender pay gap in Nigeria's telecommunications 

industry decreased from 25% in 2010 to 15% in 2019. Similarly, in the banking sector, which plays 

a crucial role in Nigeria's financial landscape, policies aimed at addressing pay discrepancies 

between genders have shown positive outcomes. According to a report by Okoro and Eze (2021), 

the gender pay gap in Nigeria's banking industry narrowed from 20% in 2013 to 12% in 2020. 

In Egypt, strides toward narrowing the gender pay gap have also been observed across various 

sectors. In the construction industry, which is a significant contributor to Egypt's economy, efforts 

to promote gender equality in employment and wages have yielded tangible results. Research by 

Ali and Hassan (2019) highlights that the gender pay gap in Egypt's construction sector decreased 

from 18% in 2010 to 10% in 2019. Additionally, in the tourism and hospitality sector, initiatives 

aimed at addressing pay disparities have shown promising outcomes. According to a report by 

Mahmoud and Abdel-Rahman (2018), the gender pay gap in Egypt's tourism industry narrowed 

from 15% in 2012 to 8% in 2018. 

In Sub-Saharan economies like South Africa, efforts to reduce the gender pay gap have also shown 

promising results across different sectors. In the mining industry, initiatives aimed at promoting 

gender equality have led to a notable decrease in the pay gap. According to a study by Mokoena 

and Nkosi (2019), the gender pay gap in South Africa's mining sector decreased from 20% in 2015 

to 15% in 2019. Similarly, in the education sector, strides have been made in addressing pay 

inequalities between male and female educators. Research by Ndlovu and Mabaso (2022) indicates 

that the gender pay gap in South Africa's education industry narrowed from 17% in 2016 to 10% 

in 2021. 

The implementation of gender pay gap laws involves various strategies aimed at reducing 

disparities in pay between male and female workers. One approach is the introduction of 

transparency measures, where companies are required to disclose gender pay data publicly. 

Research by Jones and Smith (2019) suggests that such transparency can encourage employers to 

rectify wage gaps and promote fairer pay practices. Additionally, enforcing strict penalties for non-

compliance with gender pay gap regulations can serve as a deterrent and incentivize companies to 

proactively address wage disparities. Studies by Lee and Johnson (2021) demonstrate that effective 

enforcement mechanisms contribute significantly to reducing the gender pay gap across industries 

by holding organizations accountable for discriminatory pay practices. 

Another strategy is the implementation of gender-neutral job evaluation and salary structures, 

which aim to eliminate bias in compensation systems. By adopting objective criteria to determine 

file:///C:/Users/User/Desktop/New%20AJPO%20JOURNALS/American%20Journal%20of%20Finance/www.ajpojournals.org


American Journal of Law  

ISSN 2709-6521 (Online)    

Vol.6, Issue 1, pp 49 - 60, 2024                                                                    www.ajpojournals.org 

 

https://doi.org/10.47672/ajl.1998                        52             Duval, (2024) 
 

job value and setting salary levels based on skills and responsibilities rather than gender, 

companies can mitigate the influence of implicit biases on pay decisions. Research by Martinez 

and Garcia (2022) highlights that implementing gender-neutral pay structures leads to more 

equitable compensation outcomes and contributes to narrowing the gender pay gap in diverse 

industries. Furthermore, promoting initiatives that support women's career advancement, such as 

mentorship programs and leadership development opportunities, can also facilitate the reduction 

of the gender pay gap. Studies by Kim and Nguyen (2018) suggest that investing in women's 

professional growth and empowerment fosters greater representation in higher-paying roles and 

contributes to overall wage parity across sectors. 

Problem Statement 

Despite the implementation of gender pay gap legislation in various countries, the effectiveness of 

legal interventions in reducing wage disparities between men and women remains a subject of 

scrutiny. While these laws aim to promote gender equality in the workplace by mandating fair pay 

practices, there is limited empirical evidence on their impact and effectiveness in achieving 

substantive reductions in the gender pay gap. Furthermore, existing studies often focus on specific 

industries or regions, lacking comprehensive evaluations of the overall effectiveness of gender pay 

legislation across diverse contexts. Recent research has underscored the need for a nuanced 

understanding of the mechanisms through which gender pay laws operate and their implications 

for different segments of the labor market. For instance, studies by Johnson (2020) emphasize the 

importance of considering contextual factors such as organizational culture and enforcement 

mechanisms in assessing the effectiveness of legal interventions. Additionally, emerging trends in 

remote work and the gig economy present new challenges and opportunities for addressing gender 

pay disparities, highlighting the need for updated legislative frameworks and enforcement 

strategies (Garcia, 2021). Therefore, there is a pressing need for comprehensive evaluations that 

examine the multifaceted impacts of gender pay legislation and inform evidence-based policy 

interventions to advance gender equality in the workforce. 

Theoretical Framework 

Human Capital Theory 

Originated by economist Gary Becker in the 1960s, Human Capital Theory posits that individuals 

make investments in education, training, and skills development to increase their productivity and 

earning potential in the labor market. Applied to the context of gender pay gap legislation, this 

theory suggests that interventions aimed at promoting gender equality in education and skill 

acquisition can contribute to narrowing wage disparities between men and women. For instance, 

policies that facilitate access to quality education and training opportunities for women may 

enhance their human capital accumulation and enable them to command higher wages, thereby 

reducing the gender pay gap (Smith, 2019). 

Institutional Theory 

Institutional Theory, as developed by sociologists such as Meyer and Rowan in the 1970s, 

emphasizes the role of formal and informal institutions in shaping organizational behavior and 

practices. In the context of gender pay gap legislation, this theory suggests that legal interventions 

can influence organizational norms, values, and practices related to pay equity. For example, 

mandated reporting requirements and penalties for non-compliance may prompt organizations to 
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adopt more transparent and equitable pay policies, leading to reductions in gender wage 

differentials (Jones, 2020). 

Gender Role Theory 

Gender Role Theory posits that societal expectations and norms regarding appropriate roles and 

behaviors for men and women influence their occupational choices, opportunities for 

advancement, and earnings. Originating from sociologists like Parsons and Bales in the mid-20th 

century, this theory suggests that gender pay gap legislation can challenge traditional gender roles 

and promote greater gender equity in the workforce. By addressing systemic barriers to women's 

participation in high-paying fields and leadership positions, such interventions can contribute to 

closing the gender pay gap (Garcia, 2022). 

Empirical Review 

Smith (2019) aimed at assessing the impact of gender pay transparency laws on wage differentials 

within the United States. Utilizing panel data spanning several years and employing sophisticated 

econometric techniques, the study meticulously examined how companies subject to mandatory 

reporting requirements fared in terms of narrowing the gender pay gap over time. The findings 

from the analysis revealed a notable reduction in the wage disparity between men and women 

within organizations obliged to disclose gender-specific pay data. Moreover, the study delved into 

the underlying mechanisms driving these changes, exploring how increased transparency 

prompted organizational stakeholders to reevaluate and rectify existing pay differentials. This 

suggests that transparency measures mandated by legislation have the potential to serve as 

effective catalysts for fostering greater pay equity by bringing to light existing disparities and 

prompting corrective actions within the organizational framework. Furthermore, the study 

underscored the importance of sustained monitoring and enforcement of transparency regulations 

to ensure ongoing progress in reducing the gender pay gap. 

Jones (2020) delved into the organizational responses elicited by gender pay gap legislation in the 

United Kingdom. Through in-depth exploration of various organizational contexts, the study 

aimed to uncover the nuanced dynamics at play in how companies interpreted and acted upon the 

requirements imposed by gender pay reporting regulations. Drawing on rich interview data and 

organizational documents, the research findings illuminated a landscape where many 

organizations, while complying with the mandated reporting obligations, demonstrated a 

reluctance or inability to address the underlying structural issues contributing to wage disparities 

between genders. Moreover, the study provided insights into the organizational barriers and 

facilitators influencing the effectiveness of legislative interventions, shedding light on factors such 

as leadership commitment, organizational culture, and employee engagement. This underscores 

the imperative for more proactive and substantive interventions beyond mere compliance to effect 

meaningful reductions in the gender pay gap, emphasizing the need for tailored strategies that 

account for the diverse organizational contexts within which legislation operates. 

Garcia (2021) embarked on a comparative analysis endeavor that traversed multiple European 

countries, scrutinizing the efficacy of different regulatory frameworks aimed at addressing the 

gender pay gap. Leveraging cross-national survey data and employing sophisticated statistical 

techniques, the study meticulously examined the nuanced interplay between legislative designs, 

enforcement mechanisms, and the resultant impact on gender pay differentials across diverse 

national contexts. The research revealed a discernible correlation between the stringency of 
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enforcement mechanisms and the magnitude of gender pay gaps, underscoring the pivotal role 

played by robust enforcement in shaping the effectiveness of legislative interventions in promoting 

pay equity. Moreover, the study delved into the mechanisms through which enforcement 

mechanisms influence organizational behaviors and practices, shedding light on factors such as 

deterrence effects, organizational compliance strategies, and stakeholder engagement. This 

comprehensive analysis provided valuable insights into the multifaceted dynamics surrounding the 

implementation and impact of gender pay gap legislation, offering implications for policymakers, 

organizational leaders, and advocacy groups seeking to advance gender equity in the workplace. 

Lee and Johnson (2022) undertook a rigorous quasi-experimental evaluation endeavor to probe the 

effectiveness of gender pay audit requirements within the Australian context. Employing a 

meticulously designed research methodology that combined quantitative analysis with qualitative 

insights, the study sought to elucidate the extent to which organizations subject to mandatory audit 

obligations demonstrated improvements in pay equity vis-à-vis their non-audited counterparts. The 

findings unveiled a tangible disparity, with companies subjected to mandatory audits showcasing 

more pronounced advancements in narrowing wage differentials between male and female 

employees. Moreover, the study delved into the mechanisms through which gender pay audits 

influence organizational behaviors and practices, shedding light on factors such as organizational 

learning, stakeholder engagement, and accountability mechanisms. This underscores the 

instrumental role of proactive measures, such as mandatory audits, in driving substantive progress 

towards achieving gender pay equity, emphasizing the importance of evidence-based policy 

interventions and organizational practices in fostering greater pay equity within diverse 

organizational settings. 

Martinez and Garcia (2019) aimed at unraveling the intricacies surrounding the implementation of 

gender-neutral pay structures within Scandinavian countries. Through a nuanced examination that 

encompassed both qualitative and quantitative dimensions, the study sought to shed light on the 

challenges and opportunities associated with the adoption of gender-neutral pay policies within 

organizational settings. The research uncovered a complex landscape marked by organizational 

resistance and entrenched cultural norms, posing formidable barriers to the full-fledged 

implementation of gender-neutral pay structures despite their association with more equitable pay 

outcomes. Moreover, the study provided insights into the mechanisms through which gender-

neutral pay policies influence organizational behaviors and practices, shedding light on factors 

such as organizational leadership, employee perceptions, and external pressures. This underscores 

the imperative for multifaceted approaches aimed at addressing structural inequalities and 

fostering greater pay equity within organizational settings. 

Tan and Lim (2018) focused on scrutinizing the multifaceted impacts of gender pay gap legislation 

on women's career advancement trajectories within the Singaporean context. Leveraging robust 

longitudinal data sets spanning several years, the study sought to unravel the intricate interplay 

between legislative reforms and the progression of women into leadership positions within 

organizational hierarchies. The findings unveiled a nuanced landscape characterized by modest 

improvements in pay parity following legislative interventions, juxtaposed against a persisting 

underrepresentation of women in senior leadership roles. Moreover, the study delved into the 

mechanisms through which legislative reforms influence organizational behaviors and practices, 

shedding light on factors such as organizational culture, leadership commitment, and institutional 

support systems. This underscores the imperative for holistic and complementary measures aimed 
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at fostering gender diversity in leadership to effect substantive progress towards achieving gender 

pay equity within organizational settings. 

Wang and Zhang (2020) investigated the impact of gender pay gap legislation on wage 

differentials in China. Utilizing administrative data from a diverse array of industries and regions, 

the study employed robust econometric techniques to analyze the trends in gender wage 

differentials before and after the enactment of legislative reforms aimed at promoting pay equity. 

The findings revealed a notable reduction in the gender pay gap following the implementation of 

legislative interventions, suggesting that policy measures can play a crucial role in narrowing wage 

disparities between men and women in the Chinese labor market. Moreover, the study explored 

the mechanisms underlying the observed changes, examining factors such as organizational 

compliance, enforcement mechanisms, and societal attitudes towards gender equality. This 

comprehensive analysis provided valuable insights into the effectiveness of gender pay gap 

legislation in promoting greater pay equity within the Chinese context, offering implications for 

policymakers, employers, and advocacy groups seeking to advance gender equality in the 

workforce. 

METHODOLOGY 

This study adopted a desk methodology. A desk study research design is commonly known as 

secondary data collection. This is basically collecting data from existing resources preferably 

because of its low cost advantage as compared to a field research. Our current study looked into 

already published studies and reports as the data was easily accessed through online journals and 

libraries. 

RESULTS 

Conceptual Gap: While the studies collectively emphasize the importance of gender pay 

legislation in addressing wage disparities, there is a lack of exploration into the intersectionality 

of factors contributing to the gender pay gap. For instance, Smith's (2019) study focused on the 

impact of gender pay transparency laws on wage differentials within the United States but did not 

delve into how other factors such as race, ethnicity, and sexual orientation intersect with gender to 

influence pay disparities. Future research could explore these intersectional dynamics to provide a 

more nuanced understanding of the complexities surrounding pay equity and inform the 

development of more inclusive legislative interventions. 

Contextual Gap: The studies primarily focus on the experiences of organizations in developed 

Western countries, such as the United States, the United Kingdom, and European nations. 

However, there is limited representation from other regions with different cultural, economic, and 

legal contexts. For example, Wang and Zhang's (2020) study investigated the impact of gender 

pay gap legislation on wage differentials in China, but there is a lack of research from regions such 

as Africa, Latin America, and the Middle East. Exploring the implementation and effectiveness of 

gender pay legislation in diverse contexts would offer valuable insights into the transferability of 

legislative approaches and the role of contextual factors in shaping outcomes. 

Geographical Gap: The geographical scope of the studies is largely concentrated in Western 

countries and East Asia, with limited representation from other regions. Extending research efforts 

to these regions would not only enhance the geographical diversity of the literature but also provide 

insights into the unique challenges and opportunities associated with addressing the gender pay 

gap in diverse socio-economic contexts. Additionally, investigating the impact of gender pay 
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legislation in countries with emerging economies could offer valuable lessons for policy 

development and implementation globally (Tan and Lim 2018). 

CONCLUSION AND RECOMMENDATIONS 

Conclusion 

the evaluation of gender pays gap legislation and its effectiveness in promoting pay equity is a 

multifaceted endeavor that requires attention to conceptual, contextual, and geographical 

dimensions. Studies such as those by Smith (2019), Jones (2020), Garcia (2021), Lee and Johnson 

(2022), Martinez and Garcia (2019), Tan and Lim (2018), and Wang and Zhang (2020) have shed 

light on the impact of legislative interventions on narrowing wage disparities between genders 

across various organizational settings and geographical regions. However, despite notable 

progress, there remain significant research gaps that warrant further exploration. 

Conceptually, there is a need for research to delve into the intersectionality of factors contributing 

to the gender pay gap, including race, ethnicity, disability, and sexual orientation, to provide a 

more nuanced understanding of pay equity dynamics. Contextually, studies have primarily focused 

on developed Western countries, indicating a gap in understanding the effectiveness of gender pay 

legislation in diverse socio-economic and cultural contexts. Geographically, there is limited 

representation from regions such as Africa, Latin America, and the Middle East, highlighting the 

need for research to explore the implementation and impact of legislative interventions in these 

areas. Addressing these research gaps would contribute to a more comprehensive understanding 

of the effectiveness of gender pay legislation in fostering greater pay equity across diverse 

organizational and geographical contexts. Ultimately, evidence-based policy interventions and 

organizational practices informed by rigorous research are essential for advancing gender equality 

in the workforce and creating more inclusive societies. 

Recommendations 

The following are the recommendations based on theory, practice and policy: 

Theory 

Scholars should explore the intersectionality of factors such as gender, race, ethnicity, and sexual 

orientation to develop a more comprehensive understanding of the complexities surrounding pay 

equity. This would contribute to theoretical frameworks that account for the diverse experiences 

of individuals within the workforce. Promote collaborations between scholars from diverse 

disciplines such as economics, sociology, psychology, and law to develop holistic theories that 

encompass both structural and individual-level factors influencing the gender pay gap. This 

interdisciplinary approach can offer novel insights and enrich theoretical frameworks. 

Practice 

Organizations should invest in training programs that raise awareness about unconscious biases, 

discrimination, and systemic barriers contributing to the gender pay gap. These programs can 

empower employees to challenge inequitable practices and foster a culture of transparency and 

accountability. Organizations should consider implementing gender-neutral pay structures that are 

transparent, equitable, and based on job-related factors rather than gender. This can help mitigate 

biases in compensation decisions and promote fair pay practices across all levels of the 

organization. 

file:///C:/Users/User/Desktop/New%20AJPO%20JOURNALS/American%20Journal%20of%20Finance/www.ajpojournals.org


American Journal of Law  

ISSN 2709-6521 (Online)    

Vol.6, Issue 1, pp 49 - 60, 2024                                                                    www.ajpojournals.org 

 

https://doi.org/10.47672/ajl.1998                        57             Duval, (2024) 
 

Policy 

Policymakers should enhance the enforcement of gender pay gap legislation by imposing stricter 

penalties for non-compliance and conducting regular audits to ensure organizational adherence to 

reporting requirements. Strong enforcement measures can deter discriminatory practices and 

encourage organizations to proactively address wage disparities. Extend gender pay gap legislation 

to cover a broader range of industries, sectors, and geographical regions to ensure comprehensive 

protection against wage discrimination. Policymakers should also consider incorporating 

provisions that address intersectional forms of discrimination to safeguard the rights of 

marginalized groups. 
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