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Abstract
Under pressure from the approaching elections, the French government recently adopted application decrees for the ‘professional equality’ element of pension law, by requiring companies with over 50 employees to sign an agreement or an action plan with specific target figures in order to improve the status of women in companies. All eyes are on companies and how they can reduce the inequality and discrimination women suffer during their professional life. This article aims to analyze the impact on the professional choices and remuneration of business school male and female graduates, based on an analysis of a sample of 885 students, graduates of a major French business school. It highlights the existence of differences between young men and women, upstream of access to the job market. It suggests implications for graduates, both male and female, as well as for companies and higher education establishments, and calls for further analyses. 
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Introduction
Wage inequalities between men and women have been identified in every country, both advanced and less advanced. In Europe, the average gross hourly wage gap between men and women is greater than 20% (Filatriau and Marcus, 2006). In France, women earn 26.7% less than men all working hours combined, 19.2% less than men when the effects of part-time work are neutralized, 13.4% less than men in hourly wages when the effects of overtime and bonuses are neutralized, and 9.7% less when the effect of the job is neutralized. In other words, in the same job, working the same number of hours, and with the same amount of overtime, women are still paid 9.7% less than men. These percentages are obtained by taking the salary of men as ‘base 100’. That is, the gap would be even greater if the basis for comparison were women’s salaries (Observatoire des Inégalités (French Inequality Observatory), 2009). Where reliable statistics are available, this wage gap phenomenon between men and women is well documented in most countries, and not just in Europe. In countries where an informal economy dominates, more women tend to work in this sector than men, and their wages are lower than those of men (Mitra, 2005).
The analysis suggests that part of this difference can be explained by women’s family status. This type of explanation focuses on individual choices or those made as a couple in which women are involved. Indeed, the wage inequality between men and women is moderated by family status. For example, in France, the wage gap is not significant for managers living alone and with no children, but becomes so for women managers who live as a couple, and/or live with children (Petit, 2007). This suggests a ‘family status’ effect, and we know that women ‘with children’ or ‘in a couple’ are responsible for more of the household tasks (Plisson, 2005), with a ratio of 1 to 3. As such, they are systemically discriminated against because they are less available for meetings or activities held during 'family time' after school hours for example, or because they need to stay home when a child is unwell.
Such ‘apparently neutral’ practices exclude people who need to take care of children, women in the vast majority of cases, from professional opportunities and from networking, while maintaining with employers the stereotype of ‘mothers who are less committed to work than the others’.
Another factor explaining the wage gap between women and men is career breaks, which are more common among women than among men (Petit, 2007). Here again, choices made within couples explain women's reduced exposure to employment, which gives bonuses to men, if only for seniority, which is on average greater for men than for women (Petit, ibid.). Here again, this is a systemic and indirect phenomenon in which an apparently neutral criterion—presence within a company—has a negative impact on the female half of a couple, to whom it most often falls to take a career break. 

However, we cannot ignore the possibility of inverse causality: i.e. that female managers most determined to obtain a salary comparable to that of a man decide to live alone and without children, and that conversely, women with children and/or who live in a couple make life choices in which remuneration does not have the same importance as it does for men. Much research suggests that women do not have the same career expectations or goals as men do, given the constant and surprising equality between men and women in terms of satisfaction with their respective careers (or 'subjective' careers) whereas their 'objective' careers are manifestly unequal (Crosby, 1982; Crosby, 1984; Graham and Welbourne, 1999; Saba and Lemire, 2004; Schneer et al., 2009).
Most research agrees that wage inequality and career inequality between men and women increases throughout one’s professional life, except for rare specific career profiles (Berton, Huiban and Nortier, 2009 ; CEREQ, 2011). Of course, this phenomenon is also observed in other countries and especially in the United States, for example regarding the careers of MBA graduates (Schneer et al., 2009). 
Most of this research focuses on careers in their longitudinal dynamic, and focuses on both careers and individual, institutional and organizational obstacles to the career advancement of women (Belghiti-Mahut, 2004; Belghiti-Mahut and Kartochian, 2008). 

The idea that the salary gap between men and women might appear at the very beginning of one’s career is generally considered to be of little interest, especially in France, but for a few exceptions which look at wage differentials in the very first year of working life (CEREQ, 2011). Indeed, statistically, wage differences between young men and women when entering the professional world, with equal jobs, although spotlighted by certain studies, are often considered either of little importance, or unworthy of interest because they are minimal, with attention focused more on the growth of the disparities between men and women, with their magnitude at the middle and end of the career certainly attracting attention. Still, the fact that a wage difference does exist right from the start of the career should challenge us in terms of its possible origins in the course of the student years, and educational institutions should not deny their share of responsibility in studying the disparities that could appear immediately following graduation, including within a population that is considered homogenous. 
To date, most work focusing on the differences between young men and women prior to entering the job market looks more at the differences in study and employment choices between young men and women, choices that are apparently heavily gender-oriented and lead to the creation of study and employment choices that are ‘predominately’ male or female (Meece et al. 2006). The Observatoire des Inégalités states that “while young women represent 70% of the student population in arts and humanities, they represent less than 30% in the field of fundamental sciences. In higher education preparatory classes, they represent the majority in the literary option (75%) but account for just 30% in science.” (Observatoire des Inégalités, 2010). Like the inequalities that are created throughout career advancement, these de facto inequalities related to choices that are to a varying degree conditioned by gender and background (Bourdieu, 1979; Bourdieu, 1980) are so sizeable that it is not surprising that they attract the attention and interest of researchers and more broadly the media and the general public, and constitute a major issue in reducing inequalities; one of the most common actions applied by companies and professional unions is to raise the awareness of young women in so-called ‘male’ jobs, and the study programs leading to them (Scotto et al., 2008). 
Few studies look at the apparently tiny differences that can exist between men and women even before they begin their professional life, upstream of personal and professional life choices, within a homogenous study program with a broad mix of students. Yet, in a controlled studies context with an apparently high rate of diversity and equality, we believe that it is essential to study the differences that can appear, however minor, that are to date unexamined. In the United States, for example, one study showed that there was a 7.6% wage difference between men and women in the salary obtained in their first job following graduation from the same prestigious university, Carnegie Mellon (Babcock and Laschever, 2007). The explanation given for this significant difference is the lower propensity of young women to negotiate their starting wage, since young men are eight times more likely than young women to ask for a higher salary than that initially offered by the employer at the time they were hired. While this explanation seems convincing, it remains purely speculative and inspires some commentary. We know that generally women earn less at the start of their career, and that generally they are less likely to negotiate their starting wage. However, no data establishes a correlation between the negotiation behavior and the wage obtained. We don’t know, for each individual, if the negotiation was successful, or even if this negotiation was the cause of the observed wage gap. 

Another limitation is that in this study, which is one of the few to focus on wage inequality between men and women ab initio, companies are treated as a homogenous category. In other words, this study ignores the differences in the professional choices made by young men and women among the graduates of this university, while the literature amply documents differences between young men and women in their choices of professions.
Finally, since the study focuses on starting salaries, we don’t know what path the person has followed, and in particular what occurred during their internships, prior to completing their studies. 
To the best of our knowledge, very few studies focus on interns and those that do exist pay no attention to differences between men and women (Leprince, 2010).  Internships have the advantage of taking place further upstream of entry in working life, and are ideally placed to highlight disparities in a potentially large number of contextual variables. Much useful information could be obtained for students, companies and higher education establishments. 
Methodology
This study focuses on the differences between young male and female interns at a major French business school. It is based on data collected from students graduating in 2010 and 2011. The sample is of more 885 individuals. This analysis presents cross tabulations on both classes and tests hypotheses that can be derived both from the literature and from these cross tabulations. 
Variables studied
The field of business of the internship
Since the codes assigned by the internship department of the business school are often incorrect, vague or irrelevant—an initial double-coding gave a rate of disagreement of 177 out of 400 for an inter-coder reliability rate of 55.75% – so we needed to revise the internship codification. Therefore, we recoded the professional field based on a compilation of the internship letters established prior to signature of the internship agreement. Two items were coded: the objective of the internship and the tasks to be performed. The internship field codes chosen were as follows: audit-accounting, commercial, accountancy, management control-internal audit, finance, marketing, organization/IT/logistics/procurement, human resources, multi-skilled internship (typically in SMEs, and involving a mix of accounting, logistics, marketing and sales for instance). The category ‘other’ in the first coding system, which provided little information, was totally eliminated. Following the revision of the coding, a sample of 108 internship letters was tested. There were eight disagreements, for an inter-assessor reliability rate of 92.6%.
The business sector
Since the business sector is not coded in the internship contracts (approx. 200 different names of business sectors, of which several clearly refer to the same sector, because the internship department did not use a standardized table) we needed to create a totally new coding frame. The sectors are: administration/association, audit, communication/advertising/event organization agency, banking/finance, consulting (other than communication, advertising, event organization), construction, culture/leisure/entertainment, consumer goods, publishing and media, industry/energy/transport, retail (luxury and mass market), distribution, property (promotion and agencies), industry, web services, computing services and software, telecom, tourism, transport.
The size of the company: the School’s internship department’s classification was kept for its simplicity: large group, SME subsidiary of a large corporation, SME non subsidiary of a large corporation. 
The means used to obtain the internship: application through personal contacts, unsolicited application excluding personal contacts, response to an offer of the internship department, association contacts, events organized by the college, unsolicited application based on an internship booklet, or another means. 
Remuneration for the internship: for all internships, the company must provide information on gross monthly remuneration. 
Results
Class by class analysis
Result 1: The internship fields are related to gender: more young men choose auditing, accountancy, management control, finance, multi-skilled and commercial fields. More young women choose marketing, human resources, organization/IT/procurement/logistics (see Table 1 below). 

Table 1: Breakdown of students by internship field and gender
	Internship field
	F/2010
	M/2010
	F/2011
	M/2011

	Audit
	9
	19
	22
	28

	Commercial
	5
	15
	7
	15

	Accounting, Management control, Internal audit
	18
	24
	19
	25

	Finance
	35
	61
	16
	52

	Marketing
	90
	62
	95
	77

	Organization, IT, logistics, procurement
	15
	12
	32
	19

	Multi-skilled
	5
	11
	23
	24

	Human resources
	11
	7
	15
	3

	Overall total
	188
	211
	229
	243


Result 2: The choice of business sector is linked to gender: in line with the types of internships chosen, professional choices are also gender-based in terms of sector. There are more young women in consumer goods, tourism, culture/leisure/entertainment/publishing sectors. There are more young men in banking and finance, audit, IT and consulting sectors (see Table 2 below). 
Table 2: Breakdown of students by business sector and gender
	Sector
	F/2010
	M/2010
	F/2011
	M/2011

	Administration, association
	1
	5
	8
	3

	Communication/advertising/event organization agency
	9
	6
	8
	9

	Audit
	13
	22
	25
	28

	Banking
	32
	62
	22
	63

	Consulting
	17
	25
	14
	18

	Consumer goods
	40
	15
	70
	35

	Culture, leisure, entertainment, publishing
	16
	8
	12
	11

	Retail/distribution/commerce
	11
	11
	8
	10

	Property/real estate
	1
	7
	1
	2

	Industry, energy, transport
	29
	25
	33
	37

	Computing services, software, web services
	6
	15
	10
	17

	Telecoms
	5
	5
	1
	6

	Tourism
	8
	6
	18
	5

	Overall total
	188
	212
	232
	244


Result 3: The choice of a large company or of a SME is linked to gender: there are more young women in large groups than young men. There are more young men than women in SMEs (see Table 3 below), both subsidiaries and non-subsidiaries of large corporations. 
Table 3: Breakdown of students according to the size of company and gender
	
	F/2010
	M2010
	F/2011
	M2011

	Other (govt departments, charity/association, local government, etc.)
	7
	8
	8
	7

	Large group
	118
	109
	152
	139

	SME subsidiary of a large corporation
	30
	35
	26
	41

	SME non subsidiary of a large corporation
	30
	55
	45
	57

	Overall total
	185
	207
	231
	244


Result 4: Gender has an impact on the means for obtaining an internship, with young men more likely to obtain their internship through networking and responses of the internship department of the school than young women. Young women are more likely to find their internship through events organized by their college. On the other hand, there is no major difference in obtaining the internship through unsolicited applications or via internet (see Table 4 below).

Table 4: Breakdown of students according to the means for obtaining the internship and gender
	
	F2010
	M2010
	F2011
	M2011

	Other
	26
	27
	21
	20

	Unsolicited application based on an internship booklet
	2
	1
	1
	2

	Pure unsolicited application 
	35
	39
	39
	41

	Application based on personal contacts (family, acquaintance, etc.)
	20
	34
	29
	41

	Contacts through associations
	1
	1
	0
	1

	Internet
	52
	55
	82
	70

	College events (forums, company meetings, etc.)
	14
	6
	23
	23

	Response to an offer posted by the internship department
	38
	46
	31
	39

	Overall total
	188
	209
	226
	237


Result 5: Young women are paid less than young men on average and wage dispersion is greater among men then among women
Class 2010 : the difference in average remuneration between young men and women is €6 in favor of men. Thus, the average amount is €1,022 for men and €1,016 for women. The median salary for men is higher than that of young women (€1,150 compared with €1,100). The highest salary was paid to a woman: €4,126. The lowest salary was €0 (11 students out of 400, of which 6 were female and 5 male, received no remuneration) non payments are always for internships in foreign countries, a fact that may be explained by institutional constraints on the French labor markets: all internships of two months and above done in France are subjected to some form of remuneration being paid to the student. 
Still, there is greater dispersion in salaries among men than among women. Thus, the standard deviation is greater for men than for women (€512 compared with €501). The ratio between the 90th and the 10th percentile is 3.64 (i.e. €1,450/€398) for men and 3.52 (i.e. €1,407/€400) for women. The ratio between the 3rd quartile and the first quartile is 2.68 (i.e. €1,338/€500) for men and 1.93 (i.e. €1,300/€673) for women. The salaries in euros for each percentile are given in Tables 5 below, as well as other dispersion statistics. 
Class 2011 

Results are pointing towards the same direction. Average compensation of male students is 1218 euros and average compensation of female students is 1086 euros. Median compensation is 1215 euros for young men and 1104 euros for young women. The lowest monthly compensation was paid to a woman at 88 euros and the highest, also to a woman at 5668 euros. However, the extremes and the ensuing higher standard deviation, higher for females than for males, should not hide the general picture, which is that 80% of women are paid between 417 euros and 1400 euros, a bracket smaller than its equivalent for men. The ratio between the 90th and the 10th percentile is 4.09 (i.e. €1,705/€417) for men and 3.36 (i.e. €1,400/€417) for women. The ratio between the 3rd quartile and the first quartile is 1.75 (i.e. €1,400/€800) for men and 1.65 (i.e. €1,322/€800) for women. The salaries in euros for each percentile are given in Tables 6 below, as well as other dispersion statistics. 

Table 5: Dispersion of internship remuneration for women and men, 2010 class
	Male
	Female

	N
	Valid
	207
	N
	Valid
	188

	
	Missing
	5
	
	Missing
	0

	Average
	1,021.96
	Average
	1,016.34

	Median
	1,150.00
	Median
	1,100.00

	Standard deviation
	512.010
	Standard deviation
	500.627

	Gini index
	0.24
	Gini index
	0.22

	Minimum
	0
	Minimum
	0

	Maximum
	3,048
	Maximum
	4,126

	Percentiles
	10
	398.00
	Percentiles
	10
	400.00

	
	20
	417.00
	
	20
	490.40

	
	25
	500.00
	
	25
	672.75

	
	30
	700.00
	
	30
	800.00

	
	40
	1,000.00
	
	40
	1,000.00

	
	50
	1,150.00
	
	50
	1,100.00

	
	60
	1,250.00
	
	60
	1,200.00

	
	70
	1,316.20
	
	70
	1,250.00

	
	75
	1,338.00
	
	75
	1,300.00

	
	80
	1,350.00
	
	80
	1,307.40

	
	90
	1,450.00
	
	90
	1,407.40


Table 6: Dispersion of internship remuneration for women and men, 2011 class 
	Male

	N
	Valid
	243

	
	Missing
	6

	Mean
	1128,62

	Médian
	1200,00

	Standard deviation
	538,870

	Minimum
	0

	Maximum
	3096

	Percentiles
	10
	417,00

	
	20
	600,00

	
	25
	780,00

	
	30
	889,60

	
	40
	1067,60

	
	50
	1200,00

	
	60
	1300,00

	
	70
	1350,00

	
	75
	1400,00

	
	80
	1400,00

	
	90
	1589,60


Discussion and implications for practice
The unequal distribution of young men and young women in terms of jobs and industries can be due to many factors: family influences, school or college influences, or macro-social environment influences in the wider sense (Meece et al., 2006). The data collected do not allow us to determine which of these factors was decisive, but rather the implications that this result can have for those concerned.
Making students aware of ‘genderisation' in their choices of professional field and sector before they make their choices would help them become aware of possible obstacles that they impose themselves consciously or unconsciously, in one direction or another. It could also help them better define their choice of studies and sectors of employment once they have graduated. Since many companies are openly working to create a better professional mix, young women (and young men) can direct their choices towards sectors ‘dominated’ by the opposite sex, if their behavior is guided by opportunism in terms of hiring prospects, since certain companies are explicitly and visibly seeking to increase the mix in their applications pool. Of course, we cannot exclude (and this is the risk of revealing such a result) the possibility of young women and young men preferring to look to industries ‘favored’ by their sex, being reassured by their choice if they seek professional ‘homophilia’, or of them turning away from a job or industry dominated by the opposite sex for the same reason. In this sense, publishing the results of this research may partake in the macro-social influence on students’ choices. However, the opposite is also true: ‘heterophile’ students will be reassured in their choice of studies (and career) that is generally dominated by the opposite sex. But in all cases (opportunism in terms of job search, homophilia, heterophilia), by increasing the amount of information available to potential applicants to these industries on their composition but also on the current policies applied in companies, we can help applicants of both sexes make choices that better correspond to their preferences, and are more relevant to them, regardless of their preferences. 

This genderisation can also be emphasized to employers and higher education establishments, to encourage them, when presenting jobs and industries to male and female students, to highlight representatives of the non-dominant gender if they want to increase this particular company’s, business sector’s or profession’s diversity. More broadly, this result must encourage them to understand that how they present certain jobs or industries can attract people of the sex less represented in this sector or role. 

The analysis has also shown that gender has a relationship with the choice of the size of the company: more young women prefer large groups than young men. Men are more attracted to SMEs that are not subsidiaries of large groups. This may be due to the fact that young women generally prefer more regulated and clearly defined environments, often found in large groups. It may also be that young women prefer environments where positions are more specialized, where relations are impersonal, where the possibility of reconciling professional and personal life is better guaranteed, and where remuneration prospects are less uncertain and more clearly defined as argued by Bacock and Laschever (2007). It may also be that the managers of small and medium-sized companies prefer to take on their son (or a young man) rather than their daughter as an intern, given the gender stereotypes associated with company management, which are overwhelmingly managed by men in France and around the world. 

Revealing that women more willingly turn to large groups than men may reassure young women and young men in their choices and we once again run the risk of reinforcing the influence of the macro-social context mentioned by Meece et al. (2006). We believe it is especially important to inform SMEs, where the specific needs of women may be poorly taken into consideration, in how they present themselves to both young women and young men. SMEs and the organizations that federate them need to consider this data in order to verify how their management modes can be perceived as being hostile or appealing  to women, or to what extent their communication focuses on career management aspects that are important to women. 

Concerning internship search strategies (men have a greater propensity to use networking), this result should lead educators to warn young men and women of their preferences (and aversions) regarding internship research strategies and encourage women to make more use of networking strategies – a more informal means of internship search than the other options. This result should also encourage colleges to organize events that bring applicants and companies in direct contact with each other. It appears that these college-organized events allow young women to take a direct approach which is beneficial to them, since it in part compensates for their lesser propensity to use informal relational networks. However, this result needs to be corroborated by further work. Vis-à-vis companies, this result should encourage companies to increase their pool of applications obtained in ways other than directly through cooptation, if they want to increase their mix of employees in a given professional field that is predominantly male, especially when recruiting through cooptation is as common in IT service companies. 

Last, we have highlighted a greater concentration of remuneration for young women than for young men. This result can be related to the fact that women are more predominantly found in large corporations than men, and large corporations tend to apply more homogenous compensation practices than SMEs. Another tentative explanation which might be evidenced at a later stage of this research, is women’s preference for integrative bargaining processes where pay is but one of many aspects taken into consideration, and men’s preference for ‘win/lose’ distributive bargaining centered on maximizing one dimension, i.e., that of wage levels, behaviors that have been underscored by literature devoted to the study of men and women’s negotiation strategies (Babcock and Laschever, 2007). 
This result highlights issues for both young men and young women. On the one hand, the numerous young men who find themselves among the most poorly paid interns would be well advised to do some research and attempt to align their salary with a norm, below which they are currently paid, a strategy that Babcock and Laschever (2007) qualify as ‘feminine’. Research such as this study would help them in seeking a ‘benchmark’ and in discussing their pay, especially in SMEs and abroad, where the graduating class’s lowest remunerations were concentrated and where benchmarks are hard to find and can be, thanks to such research. However, while unpaid internships were all located in foreign countries, the vast majority of internships abroad were paid. This is valid for the most poorly remunerated women but, all other things considered equal, concerns young men somewhat more. Furthermore, young women would be well advised to adopt more assertive behavior, since the greater concentration of their remuneration and their lesser presence in higher remunerations suggest that all other things being equal, it is probable that fewer of them adopt a process aiming to achieve higher pay than the norm that they perceive, especially in internships abroad, where the class’s highest remunerations are concentrated, and, again, where benchmarks are missing. 

Conclusion: limitations and perspectives
The data presented in this first analysis of recently collected data allow us to finely analyze the differences between young men and women even with this small sample. They suggest that the analysis of disparities between young men and women requires industry-by-industry analysis, and an analysis in homogenous groups of companies in terms of their size. The next step in this research is to conduct tests and constitute large homogenous samples. The disparities observed need to be tested statistically and their robustness tested in other graduating classes of the same college, and in other institutions, as some differences may not be significant after all. Finally, other variables have to be introduced in the analysis, in particular social or national origins, in order to test the cross effects of these variables. But again, larger samples implying multiple higher education institutions are called for if such tests are to be conducted.
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