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1. EXECUTIVE SUMMARY

JOANNE YAWITCH
CEO 

The National Business Initiative’s (NBI) strategy of driving 

social and economic transformation aims to address structural 

barriers to creating an equitable and just society. Given our 

history and our current context of continued discrimination 

and exclusion, we recognise that fundamentally addressing 

gender inequality is a critical lever for change. 

In 2019, the NBI published a report, Gender Equity in the 

Workplace, in which we unpacked complex societal and 

economic inequity, and explored how these dual dynamics 

affect women. Both challenges result in, and contribute to, 

entrenched pay disparity and income inequality. In the report, 

we noted that 42.6% of households in South Africa are headed 

by women. These households have a higher dependency ratio, 

which, in simple terms, means that women shoulder greater 

responsibility for children and other dependents. 

As such, it is concerning that, in 2015, 57.2% of female-headed 

households were poor. Equally worrying is the fact that women 

are experiencing higher levels of unemployment, while those 

who are employed are paid 19% to 37% less than men.

There is no doubt that COVID-19 and the attendant 

lockdowns have worsened women’s plight both economically 

and in society. The latest unemployment data reflects this. The 

figures indicate that women are disproportionally bearing the 

brunt of job losses. They are also faced with the scourge of 

rising gender-based violence. 

This Gender Pay Gap Pilot study intends to contribute to the 

growing work on pay disparity. It does so by using available 

employee data and testing methodologies to present a fact-

based analysis of the pay gap. We have partnered with the 

Southern Centre for Inequality Studies (SCIS) at the University 

of the Witwatersrand (Wits) to ensure a rigorous process, 

utilising relevant econometric models for the analysis. The 

NBI, along with four of our member companies, was pleased 

to participate in the pilot.

The study results reveal several salient points detailed 

in Chapter 7 | Discussion. There are also insights worth 

highlighting. 

The gender pay gap across firms ranges from 9% to 35%, 

which results in a quantifiable amount of R72.44 to every 

R100.00 earned by men according to the data generated 

from the study. It is important for companies to understand 

the financial aspects of closing the gender pay gap in order 

for them to plan in the short to medium term. This is one 

aspect of driving the impetus of transformation, which 

entails focused effort, and is a long-term project. 

When male characteristics are applied to female 

employees, men’s earnings remain elevated above those 

of women. Another dimension is that overall, white men 

are the highest earners, the study finds. This not only points 

to the gendered nature of work and pay in South Africa’s 

private sector, but also its racialised reality.

This issue, amongst others, informs and underpins the 

NBI’s robust approach to steering the agenda to close the 

gender pay gap. The information garnered from this study, 

as well as others before it in the NBI’s series on the topic, is 

a pragmatic tool that companies can use to address gender 

inequality in their workplaces. There is little doubt that 

taking proactive and corrective action will have meaningful 

socio-economic benefits. 

We therefore call on companies to commit to transformation 

that will disrupt patterns which reinforce and perpetuate 

the gender pay gap by engendering pay equity, and to 

contribute towards closing the gender pay gap.

On behalf of the NBI, I would like to thank: our partner, 

SCIS; our member companies for participating; the South 

African Rewards Association for their support; and the 

Social Transformation team.

Back to content page

https://www.nbi.org.za/wp-content/uploads/2020/08/NBI%20-%20Understanding%20the%20Experiences%20of%20LGBTQI+%20Employees%20in%20the%20Workplace.pdf
https://www.nbi.org.za/wp-content/uploads/2020/08/NBI%20-%20Understanding%20the%20Experiences%20of%20LGBTQI+%20Employees%20in%20the%20Workplace.pdf


3
4

Gender Pay Gap Pilot Report Gender Pay Gap Pilot Report

These policies include the Labour Relations Act 66 of 1995, governing workplace interactions between employers and employees; the Basic Conditions of 
Employment Act 75 of 1997, which regulates working conditions including working hours, and allows the Minister of Labour to determine sectoral minimum 
wages; the Employment Equity Act 55 of 1998, which sought to promote equal opportunities and fair treatment in employment through the elimination 
of unfair discrimination; and the Black Economic Empowerment Act 53 of 2003, whose objectives were to facilitate a broad-based black economic 
transformation in order to enable the meaningful participation of black people in the economy (Source: Leibbrandt et al. 2010a, as cited in Mosomi, 2019).

1

1

2. INTRODUCTION 3. WOMEN AND THE SOUTH   
    AFRICAN LABOUR MARKET

Prior to 1994, Posel (2000) characterises the South African 

economy as having significant gender imbalances with 

specific respect to access to opportunities and resources. 

Women had lower participation and employment rates 

relative to men. In fact, where employed, women were 

overrepresented in low-skill jobs whose wages were 

significantly lower, resulting in women-headed households 

facing higher poverty incidence rates (Bhorat and van der 

Westhuizen, 2010). This is the case despite evidence that 

both male- and female-headed households experienced a 

decline in poverty levels as measured by the headcount 

index (Bhorat and van der Westhuizen, 2010). Despite 

various advances in the post-apartheid era, women still 

lack access to the formal economy – which is associated 

with higher wages and increased job security. Hence, the 

National Development Plan (South Africa Government, 

2012) specifically seeks to promote gender equality and 

the development and provision of greater opportunities 

for women – both in rural and urban areas. 

It is within this context that the 2018 Job Summit was 

convened. The central objective of this summit was 

to identify solutions, opportunities and challenges to 

job creation and retention of skills faced by each of the 

social partners to ensure that the country’s skillset and 

employment profile resembles the country’s gender, racial 

and spatial make up (South Africa, Framework Agreement, 

2018). Emerging from this Summit was the proposal to 

address the gender wage gap, an element identified 

as a key barrier to achieving inclusion and equity at the 

firm level, and broadly in the economy. Although current 

employment equity reporting structures require firms 

to report salary information, major inconsistencies in 

measurement and calculation make it difficult to compare 

trends over time and across firms. 

Significant strides in the post-apartheid era have resulted 

in women’s labour force participation rates increasing 

significantly from approximately 44% in 1995 to a peak 

of 49% percent in 2015 (Casale and Posel, 2002; Casale, 

2003; Mosomi, 2019). In the fourth quarter of 2019, the 

participation rate for female employees was 53.8%, 12 

percentage points lower than the male participation rate 

(Statistics South Africa, 2019). This expansion in female 

participation is often attributed to four main factors. Firstly, 

increased education levels among women expanded their 

employment opportunities and returns to employment, 

which in turn lowered the cost of starting a family. This 

trend is referred to in the literature as the “feminisation 

of labour” (Casale and Posel, 2002). Secondly, over this 

period there was a decline in marriage rates and in the 

age at first marriage (Garenne et al., 2012 cited in Posel 

2000; Posel and Casale, 2013; Posel and Rudwick, 2014). 

Thirdly, extensive legislative and institutional changes 

have facilitated the entry of women into the labour force 

(Posel, 2000; Mosomi, 2019).  Lastly, Ntuli and Wittenberg 

(2013) attribute increased labour force participation 

of black women as resulting from changes to “social 

norms and women’s behavioural responses towards the 

labour market”, rather than from any changes to human 

capital characteristics. These norms include the easing 

of mobility rules that restricted women to the position of 

“homemaker” in designated areas, and eliminating legal 

rules that subjected women to relationships with a male 

partner in order to access social services such as housing. 

These changes, coupled with greater access to education, 

increased female labour force participation.

The resulting increased female labour supply boosted 

female employment rates from 39% in 1995 to 45% in 2015 

(Posel, 2000; Mosomi, 2019). However, the increase in the 

female participation rate outpaced the employment rate, 

which has resulted in high unemployment rates for female 

workers. This trend has continued with female employees 

being more vulnerable to unemployment compared to 

their male counterparts, such that in the fourth quarter of 

2019 the female unemployment rate was 31.3%, higher 

than both the overall unemployment rate (29.1%) and the 

male unemployment rate (27.2%) (StatsSA, 2019).

A key outcome of the Job Summit was the proposal of 

a pilot project to understand the gender pay gap. This 

pilot project has the following three objectives. Firstly, to 

develop a simple and standardised methodology that firms 

of different sizes can apply across various sectors. Secondly, 

to apply the devised methodology to a selection of firms to 

calculate gender wage gaps. Lastly, to determine solutions 

to improving and correcting identified wage gaps, based on 

emerging results. This initial report presents the framework 

to achieving these stated objectives. Section 2, summarises 

the prevailing research in the area of gender wage gaps. It 

also summarises gender pay gap reporting requirements 

from a selection of countries that have similar structures 

in place. Sections 3 and 4 of the report describe the data 

used and the methodology to be applied, respectively. 

Section 5 presents preliminary findings and conclusions.

Back to content page
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3.1.  GENDER PAY GAPS

The gender pay gap is the difference between the average 

hourly median earnings of a company’s male and female 

employees. Mosomi (2019) observes that average wages 

in the post-apartheid period have consistently outpaced 

median wages. This is reflective of South Africa’s high 

income inequality, resulting in the incomes of few high-

earning individuals at the top end of the income distribution 

pushing up average but not median wages. Changes to the 

labour market such as increased female participation and 

employment rates ought to narrow the wage gap between 

genders. Instead, analysis of the gender wage gap in the 

South African labour market has consistently identified 

a positive and persistent gender wage gap (Ntuli, 2007; 

Casale and Posel, 2011; Bhorat and Goga, 2013; Mosomi, 

2019). However, results on the evolution of the gender 

wage gap are mixed, with some researchers finding an 

increase in the gap, while others have observed a decline. 

The comparability of these findings is further complicated 

by the use of different methodologies and different time 

periods (Mosomi, 2019).

In the most recent and comprehensive analysis of gender 

wage gaps in the post-apartheid period, Mosomi (2019) 

observes positive, constant and heterogeneous wage gaps 

across the wage distribution. For example, the differential 

between female and male wages is highest at the 90th 

percentile, and lowest at the 10th percentile. Additionally, 

she calculates that the female-male wage ratio increased 

from almost 0.7 in 1993 to 0.9 in 2014 at the 90th 

percentile (with some fluctuations in between), while the 

wage ratio at the median increased modestly from 0.7 in 

1993 to about 0.8 in 2014, with various fluctuations over 

the period of analysis. However, a more modest increase 

in the wage ratio at the median was observed. Mosomi 

further calculated a substantial and persistent median 

gender wage gap of between 23% and 25% – where female 

employees earn less than male counterparts by this margin 

(Mosomi, 2019). Importantly, when decomposed further, 

this wage differential remains unexplained by differences in 

the characteristics of female employees compared to those 

of male employees – this is the portion that is attributed to 

discrimination against women in the labour market. 

Various reasons are cited for this persistent gender wage 

gap. Mosomi (2019) suggests that male employees’ 

unionisation within male-dominated and highly unionised 

sectors such as mining and utilities could partly explains it. 

Differences in sector of employment and occupations are 

further cited as an explanation, where women are largely 

employed in low-wage positions and sectors, while the 

opposite is true for men (Casale and Posel, 2005; Mosomi 

2019). This occupational segregation is particularly evident 

for Black and Coloured female employees who continue to 

occupy low-paying occupations. 

Previous work in the area of gender wage gaps has relied 

almost exclusively on survey data collected and distributed 

by Statistics South Africa, and not on firm-level data, which 

is used in this analysis. The advantage of firm-level data 

is that wage information is more reliable, as it is prepared 

and verified by a third party. Additional payments such 

as bonuses and other remuneration may be omitted 

from survey instruments, which would have the effect 

of understating the gender pay gap. This omission can 

be corrected by use of actual payments received by the 

various employees.

It is also important to distinguish between two types of 

gender pay gap. In the first type, men and women with 

similar characteristics except for gender earn different 

wages. For instance, where a firm calculates a 10% gender 

pay gap, this means that women earn R90 for every R100 

paid to every man. A negative gender gap would imply 

that for that organisation, men earn less than women to the 

magnitude of the calculated difference. The second type 

of gender pay gap arises from occupational segregation 

along gender and racial lines (Espi et al., 2019). Labour 

force data from 1994 indicate that female employees were 

more likely than men to be employed in jobs classified 

as unskilled – 38% of women compared to 29% of men 

(Gradín, 2018). In 2019, the share of women and men 

working in unskilled occupations had fallen to 34% and 

23%, respectively, in keeping with increasing skills intensity 

in South Africa (Gradín, 2018). This was largely driven by 

shifts in paid domestic work – a fairly unskilled type of work 

(Mosomi, 2019). Over a similar period, at the higher end of 

the occupational distribution, both men and women were 

more likely to be employed in skilled work, as evidenced 

by higher employment shares. 

Various decomposition techniques are relied upon in the 

literature to isolate the observed gender pay gap into a 

component that is due to differences in characteristics 

and that is unexplained – that is, it cannot be explained 

by differences in returns from wage determinants such 

as education and occupational levels (Jann, 2008). The 

Oaxaca-Blinder decomposition is typically utilised to 

answer questions such as what would the wages of the 

average woman be if she had similar characteristics to the 

average male (Hoyos et al., 2010).

Kee (2006) used Australian national labour forces surveys 

to analyse the gender wage gaps across the wage 

distribution of employees in the public and private sectors. 

His calculation relied on linear and quantile regressions 

as well as counterfactual decompositions to determine 

whether the observed differences in log hourly wages are 

attributable to individual characteristics or differing returns 

to male and female employees. The paper observes that in 

the private sector, there are larger differences in the gender 

pay gap at the top of the distribution, a situation referred to 

in the literature as a “glass ceiling”. In the public sector, the 

gender pay gap is relatively constant across all percentiles. 

This difference is attributed to the fact that both sectors 

apply different pay schemes, with wages being capped in 

the public sector where wages are observed to converge 

for the genders, as compared with the private sector, which 

has more flexibility in the pay adopted and applied.

In a 2003 study, Blau and Kahn observed a reduction 

in the gender pay gap in the UK - between 1970 and 

2000 - described as “dramatic and substantially larger 

than that experienced in the US” (Blau and Kahn, 2003 

cited in Chzen and Mumford, 2009). A 2009 Chzen and 

Mumford paper went on to apply a quantile regression 

decomposition method to study the gender wage gap in 

log hourly earnings across the wage distribution of both 

private and public sector employees. They observed that 

despite such a decline, the pay gap between male and 

female employees remains substantial and persistent.

In keeping with the literature, this paper will discuss the 

difference in median log hourly wages between male 

and female employees. Median wages are typically used 

because this avoids the pitfall of relying on a mean figure 

that could be pulled upwards by the presence of any high 

earning individuals. Additionally, hourly wages are relied 

upon as this eliminates any discrepancies arising from 

individuals working longer hours and therefore earning 

higher wages. The next section will discuss the gender pay 

reporting structures applied across a selected cohort of 

countries.

Back to content page



Country and 
reporting institution Institutional mandate Reported variables Minimum firm size 

obligated to report

Arising from the 
Workplace Gender 
Equality Act 2012, their 
purpose is to promote 
and improve gender 
equality in employment 
and workplaces across 
Australia (WGEA, 2018)

Formed in 1953, the 
FSO’s purpose is to 
provide qualitative 
statistical information 
in an objective and 
independent manner to 
the public (Statistisches 
Bundesamt, 2020).

Formed in September 
2000, the CGE’s 
purpose is to handle 
administration in the 
field of gender equality 
in accordance with 
Icelandic legislation 
(Jafnrettisstofa, 2000).

Formed in 1984, 
the Ministry advises 
government on issues 
and policies that directly 
affect women (Ministry 
for Women, 2020).

Legislation was 
introduced effective 
1 July, 2020 with the 
purpose of addressing 
the gender pay gap 
(FOGE, 2020).

The government 
introduced gender pay 
gap (GPG) transparency 
regulations to encourage 
employers (across the 
private, public and 
voluntary sectors) to 
close the earnings gap. 

•  Share of women in the organisation.
•  Workforce participation rate among those aged between 15-64 years.
•  Full-time weekly ordinary earnings.
•  Full-time annualised basic salary.
•  Full-time average hourly ordinary time cash earnings for non-managerial women 
against non-managerial men.
•  The median undergraduate starting salaries.
•  The median superannuation balances at retirement.
•  Paid parental leave provided to male and female employees.
•  Share of women in leadership positions

•  Gross wages paid to full-time employees covered by social security insurance.
•  The proportion of women in each industry.
•  The calculated gender pay gap for salaried employees.
•  The median hourly gross wage.

•  The mean gross hourly wage.
•  The proportion of women in an organisation.
•  The differences in educational attainment between women and men.
•  The mean number of years of work experience.

•  The mean log hourly wages.
•  The differences in educational attainment between men and women.
•  The proportion of women in each industry.
•  The proportion of females acting as the sole parent.

•  The log gross hourly wage.
•  The proportion of women in an organisation.
•  Workforce participation rate among those aged between 20-62 years.
•  The mean number of years of work experience.
•  The proportion of women in managerial positions.

•  Their mean gender pay gap.
•  Their median gender pay gap.
•  Their mean bonus gender pay gap.
•  Their median bonus gender pay gap.
•  The proportion of men in the organisation receiving a bonus payment.
•  The proportion of women the organisation receiving a bonus payment.
•  The proportion of men and women in each quartile pay band.

100

5

25

100

100

250

The female average 
earnings are subtracted 
from the male average, 
then expressed as a 
percentage, which forms 
the pay gap (Kee, 2006).

The gender pay gap is the 
difference in the average 
(mean/median) hourly 
gross wage of all men and 
women in a workplace 
(Maier, 2007).

The gender pay gap 
is calculated as the 
difference in the mean 
gross hourly wage 
between male and female 
employees (Plantenga, 
Remery, 2006).

Statistics New Zealand 
calculates the pay gap as 
the difference between 
the mean hourly earnings 
of men and women in 
both full-time and part-
time work (Pacheco et al., 
2017). 

The gender pay gap is 
the difference in the log 
gross hourly wage which 
includes the 13th and 14th 
month salary, bonuses 
and gratifications of all 
men and women (Bonjour, 
Gerfin, 2001).

The gender pay gap is 
the difference in the 
average (mean/median) 
hourly wage of all men 
and women (Government 
Equality Office).

Australia

Workplace Gender 
Equality Agency 

Germany

The Federal Statistical 
Office (FSO)

Iceland

Centre for Gender 
Equality  (CGE)

New Zealand

Ministry for Women

Switzerland

Federal Office for 
Gender Equality

UK

Government Equalities 
Office

Description of the 
gender pay gap
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3.2.  GENDER PAY GAP REPORTING TABLE 1: SUMMARY OF BENCHMARK COUNTRY’S GENDER PAY GAP REPORTING REQUIREMENTS

This paper proposes a simple and standardised 

methodology to data taken from a selection of firms 

to calculate the gender wage gap. To complete this 

benchmarking exercise for South Africa, this study 

summarises the experience of other countries that have 

also adopted gender pay gap reporting, referring to 

Australia, Germany, Iceland, New Zealand, Switzerland and 

the United Kingdom.

Previous literature in the area of gender pay gaps has 

been gaining momentum in numerous countries across the 

globe, reporting gaps resulting from a number of different 

determinant factors. For example, Schmid (2016) reports 

that occupational segregation in Switzerland is one of the 

main reasons for the gender pay gap. Female and male 

individuals working in female-dominated occupations have 

lower wages than those in male-dominated and other 

integrated occupations. 

The finding of a positive and persistent gender pay gap 

from various international literature has necessitated 

the development of specific institutional offices tasked 

with reporting on the gender pay gap within different 

countries. Table 1 summarises country-specific reporting 

requirements, and identifies the institutions that report on 

the gender pay gap. 

The data reported in this selection of 

countries closely resemble characteristics 

that researchers have relied on to calculate 

the gender pay gap. It is therefore 

observed that firms in these countries 

report on hourly mean and/or median 

wages, education levels attained and 

experience – factors that largely influence 

wage trajectories. There is, however, 

significant variation in the minimum size of 

firms required to report, ranging from five 

in Germany to 250 in the UK. Besides the 

hourly wage, this research observed the 

inclusion of various non financial measures 

such as the number of parental leave 

days granted and the value of retirement 

savings in Australia, as well as the share 

of employees classified as single parents 

in New Zealand. This inclusion recognises 

existing heterogeneity among employee 

characteristics, and that different personal 

choices and qualities affect labour force 

participation, and therefore overall 

earnings.

Iceland, being at the forefront of workplace gender 
equality, imposes significant pressure on other firms to 
implement the 2017 legislation requiring all firms with 
25 plus employees to obtain pay equality certification.

In Switzerland, if an employee does not conduct an 
analysis on wages, the employer will not be penalized, 
thus the urgency to close the gender pay gap, if any, 
is not felt. Additionally, employees who file a lawsuit 
against their employers based on the existence of a 
gender pay gap are permitted by the legislation to use 
the results from the analysis conducted as evidence in 
the lawsuit.

Changes to the UK’s Equality Act, which came into 
effect in April 2017, made it compulsory for companies 
employing more than 250 employees to calculate 
and publish their gender pay gap figures annually, 
coinciding with the end of their financial year (ACAS, 
2019). These figures must also be submitted to the 
UK Government Equalities Office. Accordingly, South 
African companies such as Investec, Old Mutual and 
Anglo American that are cross-listed in the UK are also 
required to report their gender pay gap. 

Notes:
1

2

3
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4. DATA OVERVIEW

In order to calculate the gender pay gap, the following 

anonymised data from participating firms were obtained: 

gender, race, age, education level, occupational level, 

number of hours worked monthly, employment status 

(whether the individual is employed full-time or part-

time/permanent or on contract), trade union status (if 

applicable), the province of residence (if applicable), wages 

paid monthly and any contributions made by the employer, 

as well as any other remuneration made in that given year 

(bonuses, for example).

4.1.  DATA

Firms in the dataset are referred to as Firm A, Firm B, Firm 

C, Firm D and Firm E. Two of the five firms are classified 

as belonging to the secondary economic sector, and the 

other three belong to the tertiary sector. The full dataset 

contains a total of 28 646 observations, with participants 

65 and older being excluded from the study, as the official 

retirement age for employees in South Africa is 65. At 

the minimum, while conventional labour studies include 

individuals aged 15 and above, these being formal sector 

firms, the minimum age of employment is 18. The full 

sample therefore includes individuals aged between 18 

and 64. The firms’ descriptive statistics are summarised 

below in Table 2. 

Firm A Firm B Firm C Firm D Firm E National
Average

Total 

Gender

Female

Male

2 642

-

62

38

25 331

-

24

76

25

-

68

32

21

-

90

10

627

-

52

46

-

-

51

49

Black

Coloured

Indian/Asian

White

Foreign

54

12

11

23

0

64

3

4

28

1

52

16

8

24

0

71

0

0

29

0

37

17

7

37

0

81

8

3

8

-

18-24

25-34

35-44

45-54

55-64

Median age (years)

4

36

33

19

8

37

1

24

37

23

15

41

0

36

28

20

16

39

10

52

24

14

-

33

10

17

33

30

17

44

-

-

-

-

-

27

Employment Equity (EE) 
Occupational levels

Age

Race

Unskilled

Semi-skilled

Junior Management

Middle Management

Senior Management

Top Management

Total

0

22

52

21

5

0

2 642

3

32

45

16

4

0

25 331

0

8

16

28

28

20

25

10

0

38

19

19

14

21

0

42

0

49

5

3

627

19

39

29

10

2

1

-

TABLE 2: SELECTED FIRM CHARACTERISTICS AND NATIONAL DEMOGRAPHICS (%)

For Firm A, 27 employees older than 65 and four 
employees whose occupational level was unspecified 
were excluded. One employee based in an 
international office was also excluded. 

For Firm E, 21 learners and ten individuals whose 
occupation levels were missing were excluded.

Source: StatsSA, Department of Labour (2020), and own 
calculations based on data provided by the five firms.

1

2

Notes:

Back to content page
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The following four characteristics were observed across the 

sampled firms. Firstly, with the exception of Firm B, female 

employees are the majority across the four firms, ranging 

from 52% in Firm E to 90% of employees in Firm D. Firm B 

is male-dominated, as more than three in four employees 

(76%) are male. Secondly, while the racial dynamics vary 

across the firms, they differ significantly from the national 

statistics. Black employees are underrepresented across 

all firms, with the highest share of Black employees (71%) 

employed by Firm D, and the lowest (37%) by Firm E. 

Relative to their national proportion and where employed, 

Indian/Asian and White employees across all firms are 

over-represented by between 200% and 350%. Only Firm 

B has a foreign work force, with foreign employees making 

up 1% of the workforce. Thirdly, low employment rates for 

youth – individuals under 24 years of age – are evidence of 

the high unemployment rates for youth in South Africa. The 

highest share of youth employees is employed in Firms D 

and E, where one in ten employees is under 24. However, 

in sheer numbers, Firm D only employs 21 individuals, 

meaning only two people under 24 are employed. The 

relatively older age profile of the sample is evident in 

the median age of employees, which ranges from 37 to 

44 across four of the five firms, compared to the national 

median of 27.

Lastly, the occupational levels that correspond to the 

overall skills levels of the different employees was 

examined. Tables 9 and 10 in the Appendix summarise 

skills characteristics by race and gender for all employees, 

as reported in the 2019-20 Commission for Employment 

Equity Annual Report (Department of Labour, 2020). The 

Employment Equity report concludes that regardless of 

race, males constitute the majority of employees across 

all skills levels, with the exception of unskilled employees. 

Indian/Asian and White employees are over-represented 

in the top four skills levels (junior, middle, senior and top 

management), while Black employees are classified as 

mostly semi-skilled and unskilled. Thus, while unskilled 

employees are predominantly Black and female, top 

management is characterised as mostly white and male. 

How do these figures compare to the firm data? 

In Firms A and B, seven and eight out of 10 individuals, 

respectively, belong to the lowest three occupational levels 

(unskilled, semi-skilled and junior management), this is 

quite similar to the national statistic of approximately 87% 

employees in similar skill sets. In the remaining firms, over 

half of the employees are classified as middle management 

and above – employees in these three firms (C, D and E) are 

therefore more skilled. In terms of gender, in Firm B, male 

employees are the majority across occupation levels. This is 

unsurprising given the proportion of male employees at this 

firm. At Firms C and D, female employees are the majority 

of the employees across the occupational levels. Finally, at 

Firms A and E, female employees are the majority at the 

lower skilled occupational levels, while male employees 

are the majority at the more skilled occupational levels.

In closing, it is noted that at the firm level, the firms appear 

to exhibit greater female representation. By race, at least 

75% of employees are classified as Black or White. The 

skill levels vary across the firms, with some having highly 

skilled employees and others less so. The next section will 

examine the relationship between employee characteristics 

and wages earned.
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4.2.  DESCRIPTIVE STATISTICS

4.2.1.  WAGE DETERMINATION

Before the analysis is presented, it is important to highlight 

that this paper relies on the wage data of already employed 

individuals provided at a single point in time (June or July, 

2020). The authors of this paper were not involved in the 

data collection process, and, as discussed above, have 

noted variations between the demographic characteristics 

at the observed firms and national statistics. Consequently, 

while useful, these findings may not be generalised to the 

full South African population.

Hourly wage

The median hourly wage is the dependent variable of 

interest to determine whether a pay gap exists in these 

firms. The hourly wage is used, as it eradicates any 

correlation where an employee may earn more simply 

because they worked longer hours. This hourly wage 

variable is the basic wage divided by the number of hours 

worked monthly by each employee. Table 3 summarises 

the median wage levels across a selection of individual 

characteristics for each of the firms.

Firm A Firm B Firm C Firm D Firm E

Female Female Female Female FemaleMale Male Male Male Male

Race

Age

Youth 

Occupational level

Highest Education level

Province

Union Status

African
Coloured
Indian/Asian
White
Foreign

18-24
25-34
35-44
45-54
55-64

Youth 
Non Youth

Unskilled
Semi-skilled
Junior Management
Middle Management
Senior Management
Top Management

Matric
Degree
Postgraduate

Gauteng
Non- Gauteng

Yes Union 
No Union

Median
Median GPG (%)
Mean GPG (%)

128.87
186.10
265.21
285.19

-

21.88
130.21
207.99
265.19
220.68

-
85.66

185.45
466.83
990.72

2 085.10

186.83
159.57

177.34

72.44
68.88

129.05
116.28

84.77
104.26

77.73
95.49

100.32
75.98

186.52 273.13 205.46 159.86

173.08
127.63

57.65
75.71

182.58
406.25
684.59

1 340.18

82.92
253.05

89.88
-

151.00
260.13
320.63
651.24

89.88
273.63
451.09

25.96
210.55

-

25.96
28.84

148.64
253.81
297.35
605.68

51.94
103.32
190.13
299.07
590.58
819.79

21.88
184.22

138.93
189.89
327.31
249.39
307.91

82.92
138.28
189.57
243.04
236.75

82.92
186.97

166.63
346.09
218.41
729.56

-

-
172.47
281.91
279.38
651.24

160.56
-
-

593.88
-

-
160.56
421.25
482.56

-

190.36
-
-

318.77
-

-
54.80

176.51
297.35
639.46

108.05
137.87
192.97
213.80

-

107.91
112.94
164.53
208.66
145.65

108.44
161.57

167.12
243.30
394.22
472.39

-

34.38
169.19
290.99
444.13
358.16

-
72.65

197.09
498.41
999.64

2 097.50

244.95
238.41

244.80 144.54 322.19 264.33 159.34

162.42
157.31

58.31
66.96

182.00
428.55
686.96

1 660.65

103.14
323.07

43.75
-

155.41
-

396.25
602.28

43.75
150.25
396.25

303.70
224.97

-

-
-

224.97
303.70

-
-

-
50.61
169.52
326.43
555.73
974.39

48.44
255.51

116.38
203.50
327.25
255.40
66.33

82.92
115.38
147.46
195.28
172.04

82.92
145.92

224.97
-
-

303.70
-

-
224.97

-
303.70

-

62.04
103.70
239.70
325.52

-

117.79
128.51
162.12
191.75
159.48

-
162.12

TABLE 3: HOURLY MEDIAN WAGES ACROSS FIRMS (IN RANDS)

Source: Own calculations based on data provided by 
the five firms.
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From the data, several findings are made. Firstly, male 

employees earn more than female employees in Firms 

A, C and D. At Firm A, this follows the observation that 

male employees are mostly clustered in the higher skills 

occupations. However, at Firms C and D, female employees 

are the majority of all employees, and are mostly employed 

in the high skills occupations. Of further interest is that, 

while female employees make up approximately 25% 

of employees at Firm B, they earn more than their 

male counterparts. Secondly, Black employees, gender 

notwithstanding, earn the least of all the racial groups, and 

white employees earn the most across all four firms except 

Firm B, where Indian/Asian employees have the highest 

median hourly wage. Additionally, the white-black earning 

gap is highest in Firm C, where white employees earn four 

times the Black median wage, and lowest in Firm D, where 

they only earn about 1.5 times more. Furthermore, in Firm 

B foreign female employees earn almost 4.6 times more 

than foreign male employees. 

Thirdly, wages increase with age, which is a proxy for 

increasing experience. For individuals employed in Firms 

A, B and E, wages peak at between 45 and 54 years of 

age. Thereafter, wages earned declined but remain higher 

than what is earned by employees aged 18 to 34. The age 

premium is further observed when youth (those individuals 

aged between 18 and 24) earnings are compared to those 

of non-youth employees (aged between 25 and 64). Where 

employed, youth earn less than the non-youth. At Firm A, 

the youth wages also take on a gendered bias, as female 

employees earn almost half of what male youth earn.

Fourthly, education levels and skills are correlates of 

earnings in South Africa. Across all firms and by gender, 

wages earned increased as skill levels increased. The lowest 

skill levels (unskilled and semi-skilled) are predominantly 

female, and this category of female employees earn more 

than their male counterparts. At the higher skill levels, top 

and senior management, males remain the majority, and 

they mostly out-earn their female counterparts. Updated 

educational information was only available for Firms C and 

D. In addition, employees with a university qualification 

earned more than employees with only a Matric. In Firm 

C, which further distinguishes between an undergraduate 

and a postgraduate qualification, those employees with a 

postgraduate qualification earn the most, by a significant 

margin of between five and nine times the earnings of 

female and male Matric holders, respectively.

Lastly, the hourly median gender pay gap was calculated. 

This is defined as the difference between the hourly median 

wage earned by male and female employees, expressed as 

a fraction of the male median wage. The last two rows in 

Table 3 provide the gender pay gap at each firm, using 

the mean and median wages. A value of less than 100% 

indicates that males earn more than females. This ranges 

from female emaployees earning R72.44 to every R100 

earned by male employees in Firm A, to female employees 

earning R84.77 in Firm C. Male and female employees in 

Firm E earn almost similar wages, while female employees 

in Firm B out-earn male colleagues. The raw median and 

mean hourly wages are also illustrated in Figure 1, below. 

Once again, a positive value indicates that males out-earn 

female employees.

The hourly median wage varies significantly across 

the earnings distribution and between the genders, 

as illustrated in Figure 2 below, and Figure 4 in the 

Appendix. In Firm A, female employees earn less than 

male employees at the 10th, 50th and 90th percentile. In 

Firm B, the opposite is observed, as females employees 

out-earn their male counterparts. In Firms C and D, female 

employees earn more at the 10th and 90th percentile, 

while male employees earn more at the median. Finally, in 

Firm E, female employees earn more at the 10th and 50th 

percentile, and males earn more at the 90th percentile. 

FIGURE 1: HOURLY 
MEDIAN AND 
MEAN GENDER 
PAY GAP, BY FIRM 
(IN RANDS)

FIRM A

FIRM A

FIRM D

FIRM B

FIRM E

FIRM C

Female

Female

Female

Female

Female

p10 of HourlyWage

p90 of HourlyWage

p50 of HourlyWage

Male

Male

Male

Male

Male

0 0

0

500 500

500

1,000 1,000

1,000

Median Mean

FIRM B

FIRM C

FIRM D

FIRM E

-50 -25 0 25 -50 75 100 125

FIGURE 2: HOURLY 
MEDIAN PAY BY 
GENDER ACROSS 
FIRMS (IN RANDS)

Source: Own calculations based on data provided by the five firms.

Source: Own calculations based on data provided by the five firms.
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Figure 3 summarises, in a density plot, the distribution of wages by gender for male and female employees across all five firms. Male 

and female employees earn different wages in Firm D, as evidenced by the two distinct distributions. In the remaining four firms, the 

wages more closely converge. In Firm B, employees at the top and bottom of the distribution curve earn similar wages, with female 

employees in the middle of the distribution earning more, as indicated by the fact that the solid line is further to the right of the 

dashed line. 

Based on these unconditional estimates, the best paid employees at these firms are overwhelmingly male, older, White or Indian/

Asian. In terms of skills, they have a degree or postgraduate qualification. In terms of experience, they are classified as above middle 

management, usually senior or top management.

FIGURE 3: LOG HOURLY WAGES BY GENDER AND FIRM (IN RANDS)

Log Hourly Wages by Gender and Firm (Rands)

Kernel=epanechnikov, bandwidth=.2765

TABLE 4: MEAN AND MEDIAN OF BONUSES AND COMMISSIONS PAID 
               (FIRMS A AND E)

Source: Own calculations based on data provided by the five firms.
Notes: The solid line represents the log hourly wage for females, and the dashed line provides the same for male employees.

Other payments

Employees at two of the firms, A and E, earned bonuses and commissions. The mean and median payments for employees, by 

gender, are summarised in Table 4 below. 

Firm A Firm E

Female FemaleMale Male

Annual bonus

Commissions

N
Median
Mean

N
Median
Mean

1 148
903.50
910.87

27
5 000.00
9 474.53

325
43 260.00
74 647.66

5
230 322.30
322 702.20

297
43 260.00

204 421.40

8
277 966.70
868 807.60 

716
919.50
905.03

19
14 994.36
20 073.75

These are actual bonuses and commission paid, and not hourly equivalents as the wages are.

Source: Own calculations based on data provided by the five firms.

1

Notes:

In both firms, and in keeping with their overall firm 

characteristics, more females relative to male employees 

earned bonuses. At Firm A, an equal share (70%) of male 

and female employees relative to all employees earned a 

bonus. At this firm, the mean bonus is highest for female 

employees, implying that there is a large share of higher-

earning female employees, who push up the average 

bonus value. The median bonus is higher for males. In Firm 

E, all employees earned a bonus, and the median bonus 

is equal for all employees, regardless of gender. However, 

the average bonus is higher for male employees relative 

to females.

The shares of employees who earned commissions at 

both firms are too small to draw meaningful conclusions. 

However, in Firm A, more female employees earn 

commissions relative to males, and the opposite is true 

at Firm E. At both firms, female employees earn less than 

male employees whether looking at the median or mean 

commissions earned.
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4.2.2.  WAGE INEQUALITY

As indictors for the degree of spread amongst wages, 

the following ratios were examined: log(W90-W10), 

log(W90-W50) and log(W50-W10). Here W90, W50 and 

W10 are percentiles along the wage distribution at the 90th, 

50th and 10th percentiles of the distribution, respectively. 

The following measure, log(W90-W10), is an indicator for 

the degree of spread across the outer segments of the 

wage distribution, while log(W90-W50) and log(W50-W10) 

indicate the spread at the top and bottom halves of 

the earnings distribution, respectively. Therefore, if for 

example log(W90-W50) is greater than log(W50-W10), the 

result would indicate a greater degree of inequality in the 

top half relative to the bottom half of the wage distribution 

across these firms. This relationship between the top and 

lower half of the distribution is further summarised in the 

ratio of log(W90-W50) to log(W50-W10).

Using the wage spread measures, three characteristics were 

observed. Firstly, of all three measures, the log(W90-W10) 

ratio is greatest across all firms and by gender. The 

exception to this is observed among male employees at 

Firm D, which has only two male employees, whose wages 

are almost equivalent. The log(W90-W10) spread for female 

employees’ wages is highest in Firm D and lowest at Firm E. 

For male employees, the spread is highest at Firm C, which 

has only eight male employees. Secondly, across most 

firms, the spread at the lower end of the wage distribution 

(log(W50-W10)) is higher than at the top (log(W90-W50)). 

This implies that there is less variation in wages at the top, 

as wages cluster more closely relative to the bottom. This 

is also confirmed in the density plot illustrated in Figure 3. 

Finally, when gender differentials are compared across all 

three wage spread measures, Firm B has the least variation, 

while the greatest variation is observed in Firm D.

TABLE 5: MEDIAN HOURLY WAGE DISTRIBUTION (BY SELECTED     
               DEMOGRAPHICS), 2020

Firm A Firm B Firm C Firm D Firm E

Female Female Female Female FemaleMale Male Male Male Male

Log(90-10)
Log(90-50)
Log(50-10)

Ratio of 
log(90-50)/ 
log(50-10)

15.88
2.85
5.56

0.51 0.82 0.83 1.21 0.88 0.25 0.39 1.28 0.92 1.11

7.28
2.45
2.97

8.12
2.67
3.04

21.00
2.88
7.30

5.92
2.34
2.53

7.46
3.00
2.48

13.77
1.87
7.36

1.35
1.32
1.03

12.65
3.75
3.37

12.62
3.22
3.92

Source: Own calculations based on data provided by the five firms.

5. METHODOLOGY

Comprehensive assessments of gender wage gaps should be based on the wage distribution of male and female employees, and 

not rely solely on differences in average wages. Such targeted studies are necessary to understand the South African gender wage 

gap. The gender gaps discussed so far provide a crude measure of discrimination, as they do not account for the simultaneous effects 

of other characteristics on wages earned. A second necessary step is to determine the extent to which women and men with similar 

characteristics are remunerated differently. This study therefore applies various econometric techniques to further calculate the 

gender wage gap at the firm level. These techniques include ordinary least squares (OLS), quantile regression (QR) and the Oaxaca-

Blinder decomposition methodology to investigate the gender differential in wages within firms. These methods are described 

below.

5.1.  OLS MODEL

5.2.  QUANTILE REGRESSION MODEL

5.3.  OAXACA-BLINDER DECOMPOSITION 

A linear wage equation for male and female employees 

is estimated, where the dependent variable is the hourly 

wage regressed on a vector of observable characteristics 

such as age, experience, educational level and occupational 

level. From this, coefficients are obtained, that allow the 

observation of the extent to which these variables listed 

above determine male and female wages. Excluded from 

this model are determinants of wages that affect wages, but 

there was insufficient data to include them in the regression. 

This includes factors such as the quality of education and 

experience attained, dummy variables that indicate whether 

an employee engages in unpaid work, and the presence of 

dependants or children in an employee’s household. The 

results of this calculation make it possible to interpret the 

average change to male and female wages from a unit 

increase in any of the dependent variables. While this is 

useful, the authors are aware that women across the wage 

distribution possess different characteristics, and that it 

would be important to determine how they interact with 

the various independent variables.

A QR model depicts the relationship between a set of 

independent variables and specific percentiles (quantiles) 

of the dependent variable. Consequently, it provides a 

more comprehensive and robust estimation of the wage 

differential. Particularly, it allows verification of whether the 

advantage that males have over females persists throughout 

the conditional distribution of the wage distribution. The 

QR technique was developed by Koenker and Basset in 

1978. Since then, various papers have successfully applied 

QR, revealing that the magnitude of the gender pay gap 

varies significantly across the wage distribution (Kee, 2006)

The regression coefficient on a linear regression such 

as OLS indicates the average change in the dependent 

variable resulting from a unit change in the independent 

variables associated with that coefficient.

Following Oaxaca (1973) and Blinder (1973)’s work, it is 

proposed that the gender wage gap at the mean can be 

decomposed into two components; one due to differences 

in the means of variables entered into the earnings 

functions, and the other due to differences in the estimated 

coefficients on those factors. The former component of this 

decomposition is referred to as the ‘explained’ component 

(that is due to differences in the average of the dependent 

variables), and the latter is the ‘unexplained’ component of 

the gender wage differential. This proportion is often the 

share attributed to gender discrimination in female wages.

Taken together, these three methods offer answers to the 

following three questions:

i.  Given similar characteristics, how do average wages vary 

for male and female employees?

ii.  How has the gender wage gap evolved across the 

distribution for both male and female employees?

iii.  Where wage gaps are observed, to what extent are 

these differences explained by differences in observable 

characteristics?

The benefit of this study is that it will be undertaken at firm 

level, and allow comparison using actual wages paid.

Conversely, the QR parameter estimates the change in 

a specified quantile of the response variable produced 

by a unit change in the predictor variable. Hence, it is a 

conditional quantile. This process enables the calculation of 

the effect of an additional year of education, for example, 

on wages at the 10th percentile of the wage distribution. 

This is reflected by the change in the size of the regression 

coefficient across the percentiles of the distribution. This 

paper will go beyond mean regression by estimating the 

quantile regression at the 10th, 50th and 90th percentiles. 

This is an improvement of the OLS model, as the mean is 

sensitive to outliers, which could affect the estimates of a 

given parameter.
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6. RESULTS

6.1.  OLS MODEL

This study specifies a multiple regression model which 

holds other factors constant while analysing the effects of a 

particular independent variable on the dependent variable. 

The OLS method can be applied to estimate such a model. 

In particular, the following equation is applied to obtain the 

effect of various variables on individual hourly wages:

                                                                          (1)

Here,   is the dependent variable of interest, the log 

hourly wage, and                      vector of independent 

variables, namely: gender, age, experience, educational 

levels, occupational levels, union status and province of 

employment. The multiple regression model will estimate 

a coefficient for the corresponding independent variable 

holding all other independent variables fixed. The 

coefficients of a log transformation are interpreted as a 

percentage change. For example, having a post-Matric 

qualification increases or reduces wages by x%.

This study created a variable, AgeSq, which is the square 

of the provided age variable. Age squared is a proxy for 

experience. Earnings are generally expected to increase 

positively with age. Hence, a positive age value and a 

negative age squared value indicates that wages increase 

with age until a point, after which they begin to decline. 

A positive age value and positive age squared value 

shows that the age effect strengthens over time. However, 

this might differ for male and female employees, as the 

latter group often exit the labour market due to caring 

responsibilities and during the child rearing years, which 

might affect the nature of the relationship with earnings. 

Male employees face fewer restrictions on their ability to 

participate in the labour market, and often enjoy increased 

growth in earnings as a result.

Smaller sample sizes, such as those in Firms C and D, 

lead to imprecise estimators and critical values of a large 

magnitude (Woolridge, 2019). Consequently, it is harder 

to determine statistical significance, as the explanatory 

variables are highly correlated with each other. With larger 

sample sizes, such as those in the other three firms, the 

standard errors are much smaller relative to the coefficient 

estimates, thus increasing overall statistical significance. 

To control for this, this study specified a robust 

regression with a larger significance level for 

the two smaller firms. This slightly improved the 

results, but the magnitude of the coefficients did 

not change – therefore the study reported on a 

95% confidence interval, as was done for the 

larger three firms. Below, Table 6 summarises the 

coefficients from the OLS model, and the results 

are then discussed.

TABLE 6: ORDINARY LEAST SQUARES (OLS) REGRESSIONS FOR ALL FIRMS

Firm A Firm B Firm C Firm D Firm E

Constant 

Female

Age 

AgeSq

Coloured

Indian/Asian

Foreign

White 

Unskilled

Junior management

Middle management

 Senior management

 Top management

Education
Matric

Postgraduate

Gauteng

Union Status
 

0.20*
(0.03)
0.26*
(0.03)

0.23*
(0.03)

 

0.92*
(0.02)
1.70*
(0.03)
2.34*
(0.05)
3.06*
(0.16)

0.32*
(0.03

 

0.10*
(0.01)
0.00*
(0.00)

0.03*
(0.01)
0.09*
(0.01)
-0.09*
(0.02)
0.12*
(0.00)

-0.19*
(0.01)
0.66*
(0.00)
1.22*
(0.01)
1.70*
(0.01)
2.60*
(0.04)

 

-0.45*
(0.00)

0.16*
(0.03)

 

0.02*
(0.00)
0.00*
(0.00)

0.47
(0.11)

 

0.79*
(0.18)
1.13*
(0.26)
1.33*
(0.22)
1.50*
(0.25)

 
-0.50*
(0.13)
0.06
(0.09)

-0.06
(0.03)
0.00
(0.00)

0.12
(0.24)

 

0.88
(0.86)
1.41
(0.79)
1.35
(0.88)
1.67
(1.19)

 
-0.88
(0.75)

0.13
(0.14)
0.00
(0.00)

0.15*
(0.05)
0.32*
(0.06)

0.32*
(0.04)

-0.36
(0.36)
0.76*
(0.04)
1.17*
(0.04)
1.81*
(0.07)
2.38*
(0.08)

0.02
(0.01)
0.00
(0.00)

4.21*

(0.03)

-0.11*

(0.00)

1.64*

(0.14)

-0.09*

(0.02)

5.27*

(0.64)

0.00

(0.09)

1.48

(2.98)

-0.35

(0.35)

3.36*

(0.26)

0.18*

(0.03)

Race

Occupational level

Specific characteristics

Standard errors are reported in parentheses.
* p < 0.05.
Blank fields indicate that the data for this variable 
are not available in the specified firm. 
The base categories for the data are: female, 
Black, semi-skilled/unskilled as specified, having a 
degree, Gauteng resident, and being in a union.
An accurate reading of the coefficients is (exp 
(coefficient)-1). Using the female coefficient of 
Firm A, of 0.09, and all else being constant, being 
female at this firm reduces wages by 9.4%.

Source: Own Calculations based on data provided 
by the five firms.

1
2
3

4

5

Notes:
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Regarding gender, a negative and significant earning 

penalty for female employees is observed in Firms A and 

B. At these firms, holding all other characteristics constant, 

the average female employee earns less than a male 

counterpart, with similar characteristics except for gender, 

by 9% and 11% respectively. The coefficient for Firm D is 

insignificant, even though a negative relationship between 

earnings and being female is observed. The average female 

employee in Firm E earns more than a male employee by 

18%.  

Being White is also consistently significant, and observed 

to increase earnings. Relative to Black employees, White 

employees earn more by between 12% (in Firm B) to 47% 

(in Firm C). Being Indian/Asian is only significant in three 

firms, A, B and C, where belonging to this race increases 

wages. Being older positively influences wages.

In the South African labour market, education levels and 

skills are significant correlates of earnings. Accordingly, 

wages increase as skills increase relative to semi-skilled/

unskilled employees. As a result, employees classified 

as top management earn the most, followed by senior 

management, and so on. Although the findings in Firm 

D are not significant, the coefficients increase with skills 

following a similar relationship to the other firms. 

Residing in Gauteng has a positive and significant impact 

on earnings in Firms A and E, where the average employee 

in the province earns 32% and 16% more than similar 

employees living in other provinces, respectively. In Firm 

B, individuals that belong to a union earn almost 45% 

lower wages compared to similar individuals that are not 

unionised. From the discussion in Table 2, union members 

are also individuals with lower skills, which might explain 

this wage differential. Employees with a degree at Firm C 

earn on average 50% more than similar employees with 

a Matric qualification. A postgraduate qualification is 

observed not to significantly influence wages.

These findings support unconditional estimates regarding 

those characteristics that most affect wages in these firms 

as being male, White and more skilled. The next section 

examines how these characteristics differ along the wage 

distribution.

6.2.  QUANTILE REGRESSION MODEL

A quantile regression (QR) model allows observation of 

the relationship between a set of independent variables 

and specific percentiles (quantiles) of the dependent 

variable. Additionally, it is crucial to note its provision 

of a more comprehensive and robust estimation of 

the wage differential. Particularly, it can verify whether 

the advantage that males have over females persists 

throughout the conditional distribution of the wage 

distribution. Equation (1) is extended as follows, where                      

                              refers to the conditional quantile of        

   , conditional on the specific independent variables         

     , and        is an unknown independent and identically 

distributed error term: 

                                                         (2)

A quantile regression for male and female employees 

was estimated while observing the impact on a vector of 

observable characteristics such as gender, age, experience, 

educational level and occupational level by estimating the 

quantile regression at the 10th, 50th and 90th percentiles. 

This model interprets the coefficient      as the estimated 

returns to individual characteristics at the specified 

quantile. These regressions are further delineated by 

gender in order to determine whether the same variables 

equally affect men and women’s wages.

The results of the QR model are summarised in Table 7 

below, and the specific regressions across the different 

genders are provided in Tables 11 and 12 of the Appendix. 

For ease of reference, findings are discussed according to 

each firm.

For Firm A, the gender pay gap is persistent and significant 

at the 50th and 90th percentiles, with the largest effect 

being felt at the 50th percentile, where male employees 

earn more than female employees by 8%. Positive 

effects on wages experienced by White or Indian/Asian 

employees declines across the distribution, with the largest 

effect being felt at the 10th percentile. When delineated 

by gender, Indian/Asian female employees and White 

female employees earn more than their male counterparts 

of a similar race across all three percentiles. The positive 

relationship between wages earned and increasing skills 

is largest at the 10th percentile, and for males relative to 

females. The effect on female wages of being a year older 

is positive and significant across the distribution, however 

this effect peaks and then declines thereafter. The wage 

premium from residing in Gauteng is largest at the 10th 

percentile, and greatest for female employees.
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For Firm B, the gender pay gap is largest in the bottom half 

of the wage distribution, at the 10th and 50th percentile, 

and this reduces across the distribution. The literature 

refers to this as a “sticky floor”, where the largest pay 

gap is observed at the bottom (Kee, 2006). Being White 

has a positive effect on wages across the distribution, 

with the largest effect observed at the 50th percentile, 

where White employees earn 8% more than their Black 

colleagues. White males out-earn female counterparts 

across the distribution. The effect of being older is largest 

at the 90th percentile of the earnings, where being a year 

older increases earnings by 3%. This effect is consistently 

strongest for males compared to females. Recall that 

age is a proxy for experience and increasing skills, and 

therefore such a result is not unusual. Union membership 

reduces earnings for employees at the 50th percentile 

by the largest magnitude, almost 50%, with the penalty 

being largest for males across all three quantiles. Previous 

characterisation of this firm shows that male employees are 

more likely to be lower skilled and therefore earn less than 

female employees. 

TABLE 7: QUANTILE REGRESSIONS RESULTS FOR ALL FIRMS (BY GENDER)

Firm A Firm B Firm C Firm D Firm E

q10 q50 q90 q10 q50 q90 q10 q50 q90 q10 q50 q90 q10 q50 q90
Constant 1.21* 2.09* 3.63* 3.93* 4.06* 4.51* 4.62 4.68 4.06 -8.01* 1.48 -3.45 3.34* 3.25* 3.68*

(0.37) (0.18) (0.15) (0.04) (0.04) (0.05) (2.86) (2.34) (2.51) (15.20) (12.33) (12.09 (0.35) (0.42) (0.43)
Female -0.05 -0.08* -0.06* -0.10* -0.10* -0.07* -0.05 0.03 0.38 -0.36 -0.31 -0.02 0.06 0.23* 0.09

(0.05) (0.02) (0.02) (0.00) (0.00) (0.01) (0.42) (0.37) (0.35) (0.34) (0.26) (0.23) (0.04) (0.05) (0.05)

Coloured 0.32* 0.11 0.04 0.01 0.02* 0.04* -0.35 0.04 0.29 0.06 0.18* -0.01

(0.08) (0.04) (0.03) (0.01) (0.01) (0.02) (0.47) (0.38) (0.39) (0.06) (0.07) (0.07)
Indian/Asian 0.44* 0.19* 0.11* 0.04* 0.10* 0.09* -0.38 -0.38 0.18 0.35* 0.31* 0.18

(0.08) (0.04) (0.03) (0.01) (0.01) (0.01) (0.47) (0.41) (0.46) (0.08) (0.10) (0.10)

Foreign -0.01 -0.11* -0.05
(0.02) (0.02) (0.03)

White 0.34* 0.17* 0.18* 0.08* 0.11* 0.10* -0.08 0.36 0.45 0.27 0.05 0.06 0.23* 0.33* 0.25*
(0.07) (0.03) (0.03) (0.00) (0.00) (0.01) (0.43 (0.36) (0.52) (1.33) (1.09) (0.91) (0.05) (0.07) (0.07)

Unskilled -0.03 -0.11* -0.52
(0.01) (0.01) (0.02)

 Junior management 1.28* 0.77* 0.79* 0.72* 0.76* 0.49* 0.70* 0.62 0.28 2.00 0.99 2.44 0.86* 0.78* 0.54*

(0.06) (0.03) (0.03) (0.00) (0.00) (0.01) (0.42) (0.55) (0.55) (2.62) (2.05) (2.21) (0.05) (0.06) (0.06)

Middle management 2.12* 1.56* 1.55* 1.37* 1.30* 1.04* 1.16* 0.99 0.01 2.36 1.52 2.75 1.25* 1.19* 0.98*
(0.08 (0.04) (0.03) (0.01) (0.01) (0.01) (0.73) (0.76) (0.85) (2.49) (1.97) (2.16) (0.06) (0.07) (0.07)

 Senior management 2.86* 2.20* 2.17* 1.90* 1.72* 1.56* 1.23* 1.15 0.55 2.33 1.49 2.70 2.11* 1.77* 1.50*
(0.12) (0.06) (0.05) (0.01) (0.01) (0.02) (0.61) (0.64) (0.72) (2.75) (2.17) (2.31) (0.10) (0.12) (0.12)

 Top management 3.45* 2.84* 3.15* 2.76* 2.54* 2.76* 1.96* 1.44 0.67 3.19 1.82 4.26 2.53* 2.27* 2.15*
(0.40) (0.19) (0.16) (0.05) (0.05) (0.07) (0.82) (0.83) (0.95) (4.92) (3.81) (4.04) (0.11) (0.14) (0.14)

Age 0.06* 0.10* 0.05* 0.02* 0.02* 0.03* -0.03 -0.03 0.02 0.60 0.12 0.34 0.02 0.02 0.04*

(0.02) (0.01) (0.01) (0.00) (0.00) (0.00) (0.15) (0.12) (0.13) (0.81) (0.66) (0.64) (0.02) (0.02) (0.02)
AgeSq 0.00* 0.00* 0.00* 0.00* 0.00* 0.00* 0.00 0.00 0.00 -0.01 0.00 0.00 0.00 0.00 0.00

(0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.01) (0.01) (0.01) (0.00) (0.00) (0.00)

Matric -0.50 -0.58 -0.86 0.27 -0.81 0.34

(0.44) (0.34) (0.37) (2.51) (1.99) (2.19)
Postgraduate 0.10 0.10 0.40

(0.38) (0.35) (0.34)

Gauteng 0.57* 0.20* 0.14* 0.07 0.18* 0.13*

(0.07) (0.03) (0.03) (0.05) (0.05) (0.06)
Union -0.32* -0.49* -0.47*

(0.01) (0.01) (0.01)

Race 

Occupational level

Education

Region

Data are provided in log of wages, not actual Rand values.
Standard errors are reported in parentheses.
* p < 0.05.
Blank fields indicate that the data for this variable are not 
available in the specified firm. 
The base categories for the data are: female, Black, semi-
skilled/unskilled as specified, having a degree, Gauteng 
resident, and being in a union.
An accurate reading of the coefficients is (exp 
(coefficient)-1). Using the female coefficient of Firm A, 
of 0.05, all else being constant, being female at this firm 
reduces wages by 5.13%.

Source: Own Calculations based on data provided 
by the five firms.
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Notes:
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The results for Firm E indicate that the largest gender 

premium is observed at the 50th percentile, where female 

employees earn 23% more than male colleagues. The 

largest benefit to being White is felt at the 50th percentile. 

This effect, where significant, is largest for White females.  

Employees at the 10th percentile enjoy the largest returns 

to their wages as they increase their skill levels. However, 

the largest returns to earnings as skills increase is greatest 

for males across all three quantiles under review.

The overall regression is not significant for Firm C. When 

delineated by gender, the female coefficients are not 

significant, while those for males are. Examining these in 

detail, older male employees experience a reduction in 

their wages by 24%. Previous discussions (refer to Table 2) 

show that the median age at this firm is 39. Furthermore, 

increasing skills positively affect employees’ wages. Lastly, 

White employees earn more than all the other races by 

over 60%. Findings from Firm D are not discussed as 

they are not significant, both for the overall and gender 

segregated regression.

The QR model thus provides added insight into how 

the gender pay gap differs across various quantiles. In 

addition, it shows the characteristics for male and female 

employees affect their wages differently. The following 

section considers this difference further.

The first two rows in Table 8 give the geometric means 

of wages for male and female employees at each of the 

five firms. The mean wages for male employees at Firms 

A, D and E are higher than those of female employees. 

The opposite is true at the remaining two firms. At Firm 

A, the mean of wages is R234.10 for men, and R168.55 for 

women, amounting to a difference of almost 39%. If the 

women’s endowment levels are adjusted to those of the 

men, this would increase women’s wages by 28%, leaving 

an unexplained gap of 8% that cannot be attributed to 

differences in experience, occupational level, age, gender 

or province of residence. A similar reading of the findings 

at Firms D and E indicate that if women’s endowment 

levels are adjusted to those of the men, this would increase 

women’s wages by 53% and 20%, respectively, at these 

firms. Wages at Firm E are very similar, as the predicted 

mean for female employees is a miniscule R0.40 greater 

than that of males.

At Firms B and C, the means of wages for female employees 

are higher than those of males by a difference of 19% and 

3%, respectively. If the endowment levels are adjusted 

so that women are compensated like men, they would 

earn less by 26% and 13%, respectively at Firms B and C. 

This penalty implies that female employees earn more at 

these two firms for reasons not attributable to experience, 

occupational levels, age, union status or gender.

6.3.  OAXACA-BLINDER DECOMPOSITION

Using the Oaxaca Blinder decomposition, this study 

divides the observed wage differential between male 

and female employees into two components. The first 

component consists of differences that are “explained” 

by group differences in characteristics such as education, 

age and occupational levels, while the second component 

is an unexplained portion that cannot be attributed to 

differences in the independent variables. It is the latter that 

provides a measure of discrimination (Jan, 2008). Because 

of how the model is estimated, differences in the explained 

and unexplained components are acknowledged to exist 

simultaneously between the two groups, and an interaction 

term is therefore included to account for this. These are, 

however, omitted from Table 8, which presents the firm 

level decompositions.

TABLE 8: OAXACA-BLINDER DECOMPOSITIONS, HOURLY WAGES (IN 
               RANDS)

Firm A Firm B Firm DFirm C Firm E

Predicted male wage
Predicted female wage
Difference

Explained 
Unexplained

234.10
168.55
1.39

1.28
1.08

151.99
186.97

0.81

0.74
1.12

251.73
259.55

0.97

0.87
1.13

261.39
182.52

1.43

1.53
1.25

161.05
160.28
1.004

1.20
0.83

This model controls for age, education, race, occupational level, 
province of residence, and union effects.
The predicated male and female wages are significant at p < 0.05.

Source: Own Calculations based on data provided by the five firms.

1

2

Notes:
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7. DISCUSSION

The unique contribution of this study to the literature is that 

it enables researchers to use actual earnings at firm level 

to estimate the gender pay gap. Previous estimations have 

relied on survey information that sometimes has missing 

or unreliable income data. In addition, for two of the firms 

that provided information on bonuses and commissions 

paid to employees, this study was able to analyse gender 

differentials in such payments.

Unconditional estimates from these firms indicate that 

the better paid employees at each of these firms are 

male, older, Indian/Asian or White. In terms of skills or 

qualification, they typically have a degree and are classified 

as either senior or top management. Conditional estimates 

calculated using OLS and QR methodology support these 

findings. In terms of gender, however, at three of the firms, 

A, B and D, the average male employee earns more than 

females with similar characteristics by 9%, 11% and 35%, 

respectively. At Firm E, female employees earn a premium 

of 18% compared to male counterparts. This penalty differs 

across the wage distribution, as female employees at the 

10th and 50th percentile experience the largest declines 

in their wages relative to male employees. This finding 

was the first major take-away from the pilot study: namely, 

that gender pay gaps are present and persistent in these 

firms to a varying extent. Less expected, though, was the 

presence of a gender pay premium at Firm E that resulted in 

the average female employee earning more than a similar 

male employee. This firm has been proactively tracking pay 

gap differentials across a variety of characteristics, resulting 

in overall smaller pay gaps.

Data collection and analysis during the pilot project 

resulted in the following three lessons, which might have 

bearing on the implementation of the findings and future 

work in the project. Firstly, smaller firms are very dissimilar 

to large firms in a number of ways that affect wage setting. 

The two smallest firms, Firms C and D, could collect and 

update data easily, and as a result had very reliable and 

recent data. The other three, larger firms, for example, had 

missing education level information, and could not update 

this information even where it was known that some 

employees often took study leave or received a bursary 

from the firm.

The smaller firms exhibited greater variation in wages 

earned, unlike the convergence seen among the larger 

three firms. Perhaps the exemption from regular reporting 

of wages due to their employee size might have the 

consequence of introducing non-standardised wages, and 

therefore greater variation in wages paid to employees 

based on gender and other characteristics. It might, 

therefore, be advisable and prudent to continue to impose 

different reporting restrictions on small versus large firms, 

and track the former more intensively.

Secondly, missing information from firms on key wage 

determinants will ultimately affect overall findings. 

Additional information that might bolster findings is 

discussed below. In the South African labour market, an 

employee’s type and level of education is a significant 

predictor of variation in wages. However, only Firms C and 

D had up-to-date employee education information. 

Occupational levels act as a proxy for experience and 

increasing skills. This study’s analysis of the firm data reveals 

a positive and significant relationship, such that as skills 

improve, employees’ wages increase as well. Nonetheless, 

a constraint of the study is that only data at a single point in 

time was used, which limits the observation of certain intra-

firm dynamics such as the number of people promoted 

from one level to the next, and the accompanying change 

in wages. This would provide additional measures of any 

discrimination between people of similar characteristics. 

Another interesting dynamic would be to track the number 

of years’ experience and directly compare the effect of this 

change on wages. 

Other data not captured here that affect wages include 

data on an individual’s marital status, whether they have 

any children, and, if available, their ages. A quick review 

of the provided data shows that women and men at these 

firms often work similar hours, and often have the same 

type of employee contracts; that is, they are employed as 

full-time employees. Perhaps, as in the case in Australia, it 

might be worthwhile to track the number of employees that 

take parental leave, and observe whether a “motherhood 

penalty” (the case where working mothers earn less than 

other employees) or “fatherhood bonus” (where fathers 

earn more as a result of being fathers) holds.

Following discussion by the firm representatives it was 

suggested that firms should track the wages of fresh 

graduate employees, comparing wages earned by male 

and female employees on the assumption that such 

employees are similar, as they often have similar levels of 

experience and education, and any variations in earnings 

would arise from some kind of discrimination. Furthermore, 

further work should consider integrating performance 

scores with pay data, as these scores often affect bonuses 

paid and salary variations for what appear to be similar 

individuals.

However, while additional data will assist in tracking the 

gender pay gap over time, and allow researchers to better 

account for such variations, it is important to balance data 

collection with the additional benefits expected so that the 

collection process is not onerous and costly, and is relevant 

to firms of all sizes. 

Lastly, the pilot study revealed that employees at these 

firms, and indeed all firms, are not homogenous, and 

analysis of the gender pay gap must move beyond the 

mean or median wages earned by male and female 

employees to enable a closer examination of any and all 

relevant differences. A starting point would be to compare 

the salaries of male and female employees at the 10th or 

25th percentile with those of individuals at the 75th or 90th 

percentile.
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8. CALL TO ACTION
9. OUR TEAM

The NBI will develop an online tool using the econometric 

methodologies from this pilot. The tool will assist 

companies to track and measure income disparities. 

The secure platform will enable companies to submit 

employee datasets, without limits on size or sector. 

Thereafter, entities will receive a quantified measure of 

their pay gaps. Companies’ commitment to participate is 

crucial.

 

The tool will also outline the social and economic 

importance of closing the gender pay gap, as well as 

underscore the social factors permitting this issue to persist. 

Companies not only have a responsibility to transform as 

part of national and global development objectives, but 

also to resolve income disparities in South Africa. 

The NBI will be embarking on a journey to engage member 

companies about closing the gender pay gap by 2030, 

through dialogues and sharing knowledge on research 

supporting the social and economic benefits of eradicating 

the pay gap.

Gugu McLaren-Ushewokunze, Head: Social Transformation

Gugu McLaren-Ushewokunze leads the NBI’s Transformation and Social Cohesion programme. Gugu’s responsibilities 
include developing and implementing the NBI’s programme to engage business in driving social transformation, with 
the aim of addressing inequality and inequity. The programme focuses on companies’ internal transformation, creating 
diverse and inclusive organisations, and businesses’ relationship with society.

She has more than 14 years’ experience in social and sustainable development, having worked across sectors and 
industries. She built most of her career in the corporate sector, where she steered the development and implementation 
of sustainable development strategies. Gugu spent six years at Discovery, where she supported the company’s shared 
value business model, and crafted innovative and award-winning annual reports.
 
During the course of her career, Gugu has focused on strategy, research, project management and reporting in 
globally relevant organisations. 

Gugu successfully read for two qualifications from the University of Cape Town: a Master of Social Science in Gender 
and Development, and a Bachelor of Social Science (Honours) in Gender and Transformation. She has also obtained 
numerous sustainable development qualifications. 

Bridgette Mdangayi, Programme Manager: Social Transformation
Bridgette Mdangayi is the NBI’s Programme Manager in the Social Transformation Unit. Bridgette is responsible for 
driving the unit’s strategy and programme implementation, with a focus on the Transformation and Equity, and Social 
Cohesion programmes.
 
Bridgette has amassed 13 years’ experience in cross-sectoral project and programme management, having 
worked in multiple sectors  She is well-versed in project formulation/development, resource mobilisation, capacity 
building, contract and grants management (pre- and post-award grant processes), social advocacy and development 
communications, strategic planning, and stakeholder management. Bridgette has proficiency status in the listed areas. 

She has accrued Pan-African exposure working across three regions – the Southern African Development Community, 
East Africa Community and the  Economic Community of West African States (ECOWAS) – with a geographic 
span of 21 countries, managing large and complex projects. She has had exposure interacting with local, regional 
and international stakeholders, as well as project consortium partners, which has bolstered her programme and 
management skills.

She is also a PMP (Project Management Professional)® candidate through the Project Management Institute (PMI). She 
recently completed studies towards a Strategic Leadership Accreditation at the Gordon Institute of Business Science 
(GIBS), and holds an NDip in Sports Marketing and Management (Tshwane University of Technology), a BA Degree 
in Communication Science (University of South Africa) and an Advanced Project Management Certification (Monash 
University (SA) – IIE MSA). 

Khanyisa Nomoyi, Project Manager: Social Transformation 
Khanyisa Nomoyi is the Social Transformation Project Manager at the NBI. She obtained an Honours Degree in Political 
and International Studies from Rhodes University. At the NBI, she is responsible for content development, research, 
analysis, project management and stakeholder engagement on transformation. Current areas of focus include the 
gender pay gap, the belonging of LGBTQIAP + employees in the workplace, economic inclusion, small and medium 
enterprises, and supplier development. Khanyisa also provides support on the development of intergenerational 
leadership and gender-based violence pathways.  

Khanyisa has experience and is skilled in policy analysis, qualitative research on philanthropy and Sustainable 
Development Goals (SDGs) in Southern Africa. She also has capabilities in monitoring and analysis of national 
government frameworks on access to healthcare, education and gender equity, and developments in international 
affairs. 

Previously, she worked as Research Co-ordinator in philanthropy under SGS Consulting, and has interned at the 
Centre for the Advancement of Community Advice Offices South Africa (CAOSA), MSF South Africa and SECTION27.

CONTACT US Gugu McLaren-Ushewokunze 

Head | Social Transformation
Email: GuguM@nbi.org.za   
Tel: 011 544 6000

Bridgette Mdangayi 

Programme Manager | Social Transformation 
Email: BridgetteM@nbi.org.za 
Tel: 011 544 6000  

Khanyisa Nomoyi

Project Manager| Social Transformation
Email: KhanyisaN@nbi.org.za 
Tel: 011 544 6000
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TABLE 10: RACIAL AND OCCUPATIONAL LEVELS, BY GENDER (%)

Firm A

Race

Occupational level

Firm B Firm C Firm D Firm E

F F F F FM M M M M

Black
Coloured
Indian/Asian
White
Foreign
Total

Unskilled
Semi-skilled
Junior management
Middle management
Senior management
Top management
Total

63
60
57
69
0

1 674

0
72
65
52
38
33

1 647

22
37
11
40
27

6 886

22
16
25
38
23
27

6 519

62
100
100
50
0

17

50
0

71
100
43
80
17

93
0
0

83
0

19

100
100
88
75

100
100
19

45
52
68
65
-

342

100
58
45
60
27
20

458

78
63
89
60
73

18 445

78
84
75
62
77
73

18 812

38
0
0

50
0
8

50
0

29
0

57
20
8

07
0
0
17
0
2

0
0
12
25
0
0
2

55
48
32
35
-

275

0
42
55
40
73
80

159

37
40
43
31
0

968

0
28
35
48
62
67

995

35
36
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12. APPENDIX

Top 
management

Senior 
management

Middle 
management

Junior 
management

National 
AveragesEE level

Black
Coloured
Indian / Asian
White

15.2
5.6

10.3
65.6

23.5
8.0

11.4
53.7

43.2
10.0
9.4

34.7

63.2
11.6
5.4

18.1

81
8
3
8

TABLE 9: EMPLOYMENT EQUITY LEVELS, BY RACE AND GENDER (%)

The numbers do not add up to 100%, as other categories such as foreigners were excluded.

Source: Department of Labour (2020).

Source: Own calculations based on data provided by the five firms.

Notes:
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FIGURE 4: HOURLY MEDIAN PAY ACROSS FIRMS (IN RANDS)

Source: Own calculations based on data provided by the five firms.

TABLE 11: QUANTILE REGRESSIONS FOR EACH FIRM (FEMALE)

Firm A Firm B Firm C Firm E

q10 q50 q90 q10 q50 q90 q10 q50 q90 q10 q50 q90
Constant 0.564 1.894* 3.55* 4.294* 4.395* 4.685* 5.62 5.05 5.40 3.27* 3.19* 3.78

(0.463) (0.230) (0.18) (0.047) (0.083) (0.123) (4.93) (27.25) (3.45) (0.55) (0.41) (0.38)

Age 0.094* 0.104* 0.05* 0.006* 0.010* 0.017* -0.07 -0.12 -0.14 0.02 0.04* 0.04
(0.023) (0.012) (0.01) (0.002) (0.004) (0.006) (0.25) (1.42) (0.23) (0.03) (0.02) (0.02)

AgeSq -0.001* -0.001* 0.00* 0.000 0.000 0.000* 0.00 0.00 0.00 0.00 0.00 0.00
(0.000) (0.000) (0.00) (0.000) (0.000) (0.000) (0.00) (0.02) (0.00) (0.00) (0.00) (0.00)

Matric -0.61 -0.01 0.03
(0.56) (1.20) (0.39)

Postgraduate -0.15 -0.01 -0.06
(0.65) (4.51) (0.57)

Gauteng 0.602* 0.249* 0.21* 0.13 0.29* 0.23*

(0.080) (0.040) (0.03) (0.07) (0.05) (0.05)

Union -0.422* -0.450* -0.435*

(0.007) (0.012) (0.018)

Coloured 0.511* 0.124* 0.06 0.004 -0.009 0.019* -0.13 -0.18 -0.21 0.19* 0.20* -0.03
(0.094) (0.047) (0.04) (0.011) (0.019) (0.027) (0.53) (2.37) (0.50) (0.09) (0.07) (0.06)

Indian/Asian 0.609* 0.202* 0.12* 0.035* 0.065* 0.060* -0.47 -0.48 -0.51 0.33* 0.24* 0.24
(0.103) (0.051) (0.04) (0.010) (0.017) (0.025) (1.03) (2.79) (0.52) (0.11) (0.09) (0.08)

Foreign -0.029 0.135 0.136*
(0.032) (0.058) (0.085)

White 0.506* 0.184* 0.23* 0.021* 0.039* 0.059* -0.12 -0.54 -0.65 0.21* 0.30* 0.22
(0.085) (0.042) (0.03) (0.006) (0.010) (0.015) (1.16) (5.36) (1.19) (0.09) (0.06) (0.06)

Unskilled -0.060* -0.162* -0.568* 0.05 -0.48 -0.93
(0.014) (0.024) (0.036) (0.53) (0.40) (0.38)

Junior management 1.102* 0.739* 0.78* 0.479* 0.593* 0.459* 0.56 1.99 2.08 0.82* 0.51* 0.51
(0.076) (0.038) (0.03) (0.007) (0.012) (0.018) (1.85) (4.89) (1.83) (0.08) (0.06) (0.06)

Middle management 1.861* 1.490* 1.54* 1.203* 1.308* 1.079* 1.21 2.49 2.65 1.04* 0.95* 0.94
(0.101) (0.050) (0.04) (0.008) (0.015) (0.022) (1.73) (7.79) (2.19) (0.08) (0.06) (0.05)

Senior management 2.704* 2.189* 2.19* 1.794* 1.814* 1.616* 1.15 2.58 3.24 2.01* 1.53* 1.37
(0.183) (0.091) (0.07) (0.014) (0.025) (0.037) (2.08) (9.72) (1.98) (0.20) (0.15) (0.14)

 Top management 3.509* 3.012* 2.73* 2.584* 2.466* 2.663* 1.87 3.18 3.37 2.26* 1.75* 1.80
(0.681) (0.339) (0.27) (0.058) (0.104) (0.152) (1.65) (10.92) (1.85) (0.27) (0.20) (0.20) 

Race 

Occupational level

0.20O.  Education

Region

Data are provided in log of wages, not actual Rand values.
Standard errors are reported in parentheses.
* p < 0.05.
Blank fields indicate that the data for this variable are not 
available in the specified firm. 
The base categories for the data are: female, Black, semi-
skilled, having a degree, Gauteng resident, and being in a 
union.

Source: Own Calculations based on data provided 
by the five firms.

1
2
3
4

5

Notes:

FIRM A

FIRM B

FIRM C

FIRM D

FIRM E

0 200 400 600 800 1,000

p10 of HourlyWage

p50 of HourlyWage

p90 of HourlyWage
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TABLE 12: QUANTILE REGRESSIONS FOR EACH FIRM (MALE)

Firm A Firm B Firm C Firm E

q10 q50 q90 q10 q50 q90 q10 q50 q90 q10 q50 q90
Constant 2.21* 2.34* 3.51* 3.99* 4.08* 4.40* 8.26* 8.26* 8.26* 3.37* 3.22* 2.39

(0.62) (0.28) (0.28) (0.04) (0.04) (0.06) (0.00) (0.00) (0.00) (0.50) (0.41) (1.01)

Age 0.01 0.09* 0.06* 0.02* 0.02* 0.03* -0.24* -0.24* -0.24* 0.02 0.02 0.09
(0.03) (0.01) (0.01) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.02) (0.02) (0.05)

AgeSq 0.00 0.00* 0.00* 0.00* 0.00* 0.00* 0.00* 0.00* 0.00* 0.00 0.00 0.00
(0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00) (0.00)

Matric

Postgraduate 0.13* -0.13* 0.13*
(0.00) (0.00) (0.00)

Gauteng 0.52* 0.06 0.02 -0.02 0.05 0.13

(0.13) (0.06) (0.06) (0.07) (0.06) (0.14)

Union -0.44* -0.52* -0.48*

(0.01) (0.01) (0.01)

Coloured 0.20 0.09 -0.02 0.00 0.04* 0.04* -0.01 0.13 -0.05
(0.14) (0.07) (0.07) (0.01) (0.01) (0.02) (0.09) (0.08) (0.19)

Indian/Asian 0.29 0.15* 0.08 0.04* 0.10* 0.11* 0.18 0.12 0.08
(0.13) (0.06) (0.06) (0.01) (0.01) (0.02) (0.13) (0.11) (0.26)

Foreign 0.00 -0.10* -0.08*
(0.02) (0.02) (0.03)

White 0.17 0.18* 0.14* 0.11* 0.12* 0.12* 0.61* 0.61* 0.61* 0.17* 0.16* 0.21
(0.11) (0.05) (0.05) (0.01) (0.01) (0.01) (0.00) (0.00) (0.00) (0.08) (0.07) (0.16)

Unskilled -0.02* -0.10* -0.50*
(0.01) (0.01) (0.02)

Junior management 1.49* 0.87* 0.84* 0.74* 0.79* 0.49* 1.43* 1.43* 1.43* 0.93* 1.15* 0.77
(0.12) (0.05) (0.05) (0.01) (0.01) (0.01) (0.00) (0.00) (0.00) (0.07) (0.06) (0.15)

Middle management 2.47* 1.67* 1.60* 1.23* 1.26* 1.01* 1.53* 1.71* 1.33
(0.14) (0.06) (0.06) (0.01) (0.01) (0.01) (0.10) (0.08) (0.20

Senior management 3.19* 2.27* 2.20* 1.75* 1.68* 1.53* 2.01* 2.01* 2.01* 2.17* 2.23* 1.76)
(0.19) (0.09) (0.09) (0.01) (0.01) (0.02) (0.00) (0.00) (0.00) (0.12) (0.10) (0.25

 Top management 3.80* 2.93* 3.15* 2.65* 2.61* 2.80* 2.30* 2.30* 2.30* 2.55* 2.79* 2.69
(0.53) (0.24) (0.24) (0.06) (0.06) (0.09) (0.00) (0.00) (0.00) (0.13) (0.11) (0.26)

Race 

Occupational level

0.20O.  Education

Region

Data are provided in log of wages, not actual Rand values.
Standard errors are reported in parentheses.
* p < 0.05.
Blank fields indicate that the data for this variable are not 
available in the specified firm. 
The base categories for the data are: female, Black, semi-
skilled, having a degree, Gauteng resident, and being in a 
union.

Source: Own Calculations based on data provided 
by the five firms.

1
2
3
4

5

Notes:
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