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Abstract
Under pressure from the May 2012 presidential election, the French government recently adopted application decrees for the ‘professional equality’ 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. However, differences may appear before professional life even starts, and may bear with them differences to come. This article aims to analyze internship occupational choices and internship earnings of business school male and female students, based on an analysis of a sample of 885 internships of a major French business school. It highlights the existence of differences between young men and women, upstream of access to the job market. Overall, our data suggest men and women are paid amounts than do not differ significantly during their internships. Men tend more to choose internships in occupations and sectors where pay is higher; however, women tend more to choose to do their internships in large corporations where pay is higher, too, rather than in SMEs. We find no evidence suggesting there might be disparate treatment between men and women. Our article suggests implications for students, as well as for firms and higher education establishments. 
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Introduction
Wage inequalities between men and women have been identified in many countries, 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). 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).
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 understudied, but for studies which look at wage differentials in the very first year of working life (Babcock and Laschever, 2007 ; CEREQ, 2011 ; Conférence des Grandes Ecoles, 2012). 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 between men and women that could appear even before graduation, particularly within a population that is considered or believed to be homogenous. 
Theorizing wage differences between women and men
Wage differences may be interpreted as the result from discriminatory practices, and by different choices between men and women, leading to different outcomes. For commodity reasons, we first consider these explanations as separated, although one can contend that they can combine with each other to some extent.
Discrimination 
Literature on discrimination suggests that among employers, decision processes leading to pay decisions, and in particular, performance evaluation processes, may be overtly or covertly treating women disparately. This may come from overt discrimination downplaying the performance of women. Biases are indeed found at the performance evaluation level  : particularly when male are raters, there is evidence of a systematic bias against women in performance ratings which may then translate into pays decisions adversely impacting women (Bowens, Swims, Jacobs, 2006). Such studies point to disparate treatment between men and women and are relevant to jobs held by both men and women in substantial proportions. 
Half-way between disparate treatment and aspiration/choice-based differences which are developed later in this paper, comes systemic discrimination. Systemic discrimination is defined as “patterns of behavior that are part of the social and administrative structures of the workplace and that create or perpetuate a position of relative disadvantage for some groups, and privilege for other groups, of for individuals on account of their group identity” (Agocs, 2002). Systemic discrimination is a broad concept which includes the differential evaluation of performance and resulting pay of men and women as seen above, but also broader phenomena. Female jobs are overall less paid than male jobs, as women are more to be found in low paid jobs: janitors, clerical assistants, care takers, waiters. One criticism has born on the values implicit in social processes such as job evaluation methods, that may tend to downplay ‘female’ skill factors such as dexterity, attention to detail, ability to be frequently interrupted (Commission de l’Egalité Salariale du Québec, 2003 ; Gouvernement du Québec, 2006), which results in wage inequality in the guise of fairness and neutrality, when it comes to evaluating female-dominated occupations as opposed to male-dominated ones. 
Another inequality or, as some may claim, systemic discrimination may come from differences in approaches displayed by men and women when it comes to negotiating their pay, and this may explain early differences in wages found between men and women at early career stages, even at the entry career stage, between two persons of equal merit. In the United States, a 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 the salary initially offered by the employer at the time they were hired in their first job, and it is among those youngsters who asked for more, that higher levels of compensation are to be found. By favoring persons asking for more versus persons not asking for more, employers adversely impact women regardless of their inherent merits, even without intentionally doing so, even though one can claim here that women are partly responsible for the situation.
Career expectations and study choices 
Another explanation of wage differentials contends that women’s lower pay and women’s slower careers are due to differential aspirations and choices made by women, rather than to discriminatory behavior performed by employers. Of course these lines of explanations are not incompatible with the ones highlighted above, and one can always contend that they are comprised in systemic discrimination.
Career expectations
Research suggests that women do not have the same career expectations or goals as men, given the 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). This is supported by research undertaken on pre-career expectations which show that women tend to expect lower salaries than men and tend to have career expectations that are more focused on work-life balance and societal contributions, than men, who are more interested in ‘alpha’ career goals which include financial rewards as an important element (Major and Konar, 1984 ; Hogue, Dubois,and Fox-Cardamone, 2010 ; Schweitzer el al. 2011). According to this line of thought, if women achieve less in terms of pay or career progression, it is because they place pay lower in their career agenda versus dimensions of work such as job content, contribution to society, relationships with superior and colleagues. If they are to choose between different occupations, women will choose lesser paid occupations because pay is not as high on their agenda as it is for men.
Study choices

It was long argued that women did not earn as much as men because they did not study as much or did not achieve as much as students when they were studying, and that women tended to possess lower human capital in turn explaining lower wage levels. While this may have been true until the 1960s although this explanation silenced barriers to studies then faced by women, this is certainly no longer the case at present, as females are more present in higher education than men, and tend to obtain better grades than men in most subjects and at most levels (Murphy and Ivinson, 2004 ; Goldin, Katz, Kuziemko, 2006). 
Rather than differences in study participation and in study achievement (which for the last twenty years have been actually turning to the advantage of women), the differences between young men and women as far as studies are concerned, are differences in study choices between young men and women, choices that are heavily gender-oriented and that are ‘predominantly’ male or female (Meece et al. 2006). In France, 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) and this may explain part of the gender pay gap. According to this theory, wage differences are explained by study choices, studies in science leading to better paid occupations than studies in arts and humanities. One of the frequently implemented actions applied by companies and employer organizations in order to reduce inequalities between men and women is to raise the participation of young women in so-called ‘male’ jobs, and the study programs leading to them (Scotto et al., 2008).
Choice of final year internship

At the crossroads between aspirations and career proper, early career stages may actually coincide to some extent, with study choices, as early career stages include final year internships, which are simultaneously an educational choice operationalizing a career expectation, and an occupational choice.  While expectations are attitudinal constructs, choices of majors and internships are actual behaviors. Yet few studies focus on interns and those that do pay no attention to differences between men and women (Leprince, 2010).  We found only 9 contributions with the word ‘internship’ in their title in the entire French social science academic press, none of them dedicated to gender or other group-based differences. Research undertaken in English-speaking scientific press (namely, the business source premier database) led to only one article with ‘gender’ and ‘internship’ in its title, that of Fuller and Schoenberger (1991). 
Internships have the advantage of taking place upstream the entry in working life, and are ideally placed to highlight disparities between men and women in terms of initial earnings, and to test whether these differences are due to either disparate treatment or to career choices involving areas of expertise where pay is generally lower.  By law, France encourages internships as well as other form of work-study programs
. 
Also, few studies look at the differences that can exist in detail within a homogenous study program with a broad gender mix of students, with existing research focusing on choices between various curricula (such as physics, math, humanities), more than choices within study curricula. One of the reasons is that study curricula that have a balanced gender mix are in fact the exception rather than the rule and that in research undertaken at present, only large fields of studies are compared (such as arts and humanities versus management versus science) but not what may happen within these study curricula as regards choices of subsets of occupations, sectors and types of companies pertaining to this study field. 
Hypotheses
We have formulated and tested a set of hypotheses. Studies focusing on entry level jobs for higher education graduates conclude that there is a significant pay differential between men and women (Babcock and Laschever, 2007 ; Conférences des Grandes Ecoles, 2012). Senior year internship in France’s business school are conducted just before graduation and about half of these internships translate into a job sometimes without even a break between end of internship and start of actual job. Our first hypothesis therefore posits that overall, 
(Hypothesis 1) men are significantly better paid than women in senior year management internships.
However, we do not expect these differences to be based on discrimination, but we expect them to be based on occupational choices regarding the occupational specialty, the business sector and company size category. Our second set of hypotheses is dedicated to the relationship between gender, occupational specialization, and pay, and the possible existence of discrimination within occupations. Although there is strong empirical evidence supporting the fact that discrimination may take place during career, our hypothesis is that this is not the case for internships, which are fixed term contracts, likely less affected by employer prejudice against women particularly as potential mothers.  Differentials found by past research on youngsters however point to differences in aspirations and differences in study choices. In France, more men are found in scientific curricula leading to better paid occupations than curricula in arts and humanities where women are the majority. As far as Grandes Ecoles are concerned, there is a higher percentage of men in scientific preparatory classes leading to engineering schools, and a higher percentage of women in literary preparatory classes leading to Ecole Normale Supérieure and the teaching profession. 
Hypothesis 2a : there is no pay discrimination between men and women within each business occupational area but…

Hypothesis 2b : men and women differ significantly in the choice of occupational specialism, and…

Hypothesis 2c : women choose more to do their internships in occupational areas where internship compensation is lower.
Our third set of hypotheses (hypotheses 3a, 3b and 3c) addresses the relationship between gender, business sector of the internship and pay, and the possible existence of discrimination within business sectors. For the same reasons as explained for hypotheses 2a to c, we do not expect discrimination to take place within the various business sectors of the internship. However, we expect that women will choose to work in a sector where pay is lower. 
Hypothesis 3a: there is no discrimination within business sectors but…

Hypothesis 3b: men and women differ significantly in the choice of the business sector they do their internship in, and…
Hypothesis 3c: women choose more to do their internships in business sectors where internship compensation is lower. 
The fourth set of hypotheses (hypotheses 4a, 4b and 4c) addresses the relationship between gender, company size category (large versus SME), and pay, and the possible existence of discrimination within specific size categories. Again, we do not expect there to be discrimination within specific size categories, but that women will tend to choose to work in size categories where pay is lower: more men do their internships in large companies relative to women.  
Hypothesis 4a: there is no pay discrimination within company size categories, but…

Hypothesis 4b: men and women differ significantly in the company size category of their employer, and…
Hypothesis 4c: women choose more to do their internships in company size categories where pay is lower

Methodology
Empirical field of study

This study focuses on the differences between young male and young female senior interns at a major French Master in Management. This business school belongs to the ‘upper second tier’ of French business schools typically divided into three tiers. Internships are compulsory in this school, as they are in all business curricula across France. However, internships are chosen by students and not imposed by the university. Neither can students be forced to do an internship which they do not want to do, nor can employers be imposed a student whom they do not want to hire. Students, employers and the business school are, by law, tied by a ‘convention de stage’ or tri-partite contract of internship, which stipulates employment conditions, such as internship content, working hours (internship are full-time), and remuneration. In such a highly regulated context, data about internship can be systematically available for every single student taking part in the program – actually, it has to be systematically collected by legal mandate by the business school administration. Though the internship is compulsory, the school does not allocate internships to students, and every student is responsible for searching and finding an internship as they see fit, according to their professional interests. Therefore internship content, place and other characteristics are not imposed on the student by the school and can be said to be a reflection of his or her professional interests. 
The particular business school that serves as a field for data collection can be said to be representative of the student mix that can be found in many French business schools, with students coming from all over France, with a gender mix close to 50/50, most students being children of managerial and professional people. France is an ideal country to study business internships as students enter their study curriculum without professional experience, and with roughly the same age, such that differences in internship earnings cannot be explained in terms of prior professional experience. This is a peculiarity of the French context (and therefore a limitation of the present study) that might not be replicated in other countries, where students undertake post-graduate studies only after they have gained some – variable - professional experience.  France is also an ideal country to study gender differences within management study curricula, because in France, business studies have a balanced gender mix among students, something that is not the case in many other countries, where business studies are male-dominated. 

The present research is based on data collected from students graduating in 2010 and 2011. The sample is 885 individuals, 48% of which are female and 52% male. This analysis tests for differences between men and women distribution in business sectors, occupation, company size and wages. Proposals explaining wage inequalities between students are proposed and tested.
Variables studied
The occupational field 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 44% for an inter-coder reliability rate of 55.75% – so we needed to revise the internship occupational codification. Therefore, we recoded the occupational 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, sales, , accounting, 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 (approximatively 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: audit, communication/advertising/event organization agency, banking/finance, consulting (other than communication, advertising, event organization), culture/leisure/entertainment, consumer goods,  industry/energy/transport, retail (luxury and mass market)/distribution/commerce, computing services/ software/web services, tourism.
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 not subsidiary of a large corporation and other (government departments, charity/association, local government, etc.). 
Remuneration for the internship: for all internships, we collected the monthly earning, as the company must provide systematic information on gross monthly remuneration paid to each individual student prior to the internship contract being signed. 
Method of analysis

We conducted a Two-way ANOVA to explore the impact of occupation, sector, company size category and gender on the internship remuneration level. Subjects were divided into two groups according to their gender (Female, Male) on the one hand, and successively, 8 categories for occupational area (Accounting/Management control/Internal audit, Audit, Commercial, Finance, Human Resources, Marketing, Multi-skilled, Organization/IT/ Logistics,/Procurement), 10 categories for business sector (Audit, Banking, Communication/Advertising/Event/Organization Agency, Computing Services/Softwares/Web Services, Consulting ,Consumer Goods, Culture, Leisure/Entertainment/Publishing, Industry/Energy/ Transport, Retail/distribution/Commerce, Tourism), and 4 categories based on firm size (Large group, SME subsidiary of Large group, SME not subsidiary of Large group, Other).
Results and discussion
Hypothesis 1 : men are significantly better paid than women in management internships.

Our first hypothesis that men are significantly better paid than women in management internships is not substantiated. The table below provides the data on both classes 2010 and 2011 as regards the monthly pay. Men indeed appear to be somehow better paid than females. Average monthly compensation is 1079.55 euros for male internships, and 1043.29 euros for female internships. Males are paid 3,47% more than females. However the difference between men’s and women’s pay is not significant, and therefore hypothesis 1 has to be rejected.
Table 1 : overall effect of gender on remuneration level

	2010+2011
	Gender
	N
	Mean
	Std Dev.
	Student t-statistic

	Internship remuneration
	Female
	416
	1043.29
	530.285
	-1.007 (NS)

	
	Male
	450
	1079.55
	528.787
	


(NS) Not significant

The difference found is not significant, contrary to differences found in the general population, and in entry-level jobs of graduate students (Babcock and Laschever, 2007 ; Conférences des  Grandes Ecoles, 2012). However, this apparent lack of difference may be resulting from varying underlying phenomena. Is it due to women and men making identical choices and a benefitting from perfect equality of treatment in every type of company size, sector and occupation ? Or, is it due to gender-based differences of treatment (i.e., gender discrimination) that tend to cancel each other out? For instance, could it be that in some sectors and occupations, there is a preferential treatment of men over women, i.e., men are better paid than women, and that in some other sectors or occupations, there is a symmetrical difference of treatment, i.e., women are better paid than men, such that these differences cancel each other in the overall sample ? Or is this apparent lack of difference due to the fact that in a context of equality of treatment, men choose lower paid occupations but better paid sectors and/or company size categories than women (or vice-versa) ? In the following sections, we find present data to answer these questions.
Hypothesis 2a : there is no pay discrimination between men and women within each occupational area of specialism
Hypothesis 2a is supported: in the analysis of the effect of gender and specialism on compensation, neither gender, nor the interaction of gender and area of specialism are significant. From this data one cannot infer any discrimination based on gender within the various areas of specialty. The main effect is that of area of specialism, which is the only significant one. Based on the guidelines proposed by Cohen (1988)  for interpreting the eta squared value (0.01 = small effect, 0.06 = moderate effect, 0.14 = large effect) a moderate effect of area of specialization (partial eta squared=0,071) is found.
	Table 2 : combined effect of occupational specialization and gender on remuneration level

	Dependant Variable : Internship Compensation

	Source
	Type III 
Sum of Square
	df
	Mean Square
	F
	Sig
	Partial 
Eta Squared

	Corrected Model***
	2,21E+07a
	15
	1476351,44
	5,68
	0,000
	0,091

	Intercept***
	5,42E+08
	1
	542000000,00
	2084,79
	0,000
	0,711

	Gender
	3,34E+05
	1
	334035,15
	1,29
	0,257
	0,002

	Occupational area of specialization***
	1,70E+07
	7
	2421671,46
	9,32
	0,000
	0,071

	Gender*area of specialism
	2,39E+06
	7
	340857,62
	1,31
	0,242
	0,011

	Error
	2,20E+08
	847
	259954,90
	 
	 
	 

	Total
	1,22E+09
	863
	 
	 
	 
	 

	Corrected Total
	2,42E+08
	862
	 
	 
	 
	 

	a. R Squared = ,091 (Adjusted R Squared = ,075)
	
	(***) significant at 1% level
	
	
	


Hypothesis 2b : men and women differ significantly in the choice of occupational specialism
Hypothesis 2b is substantiated by our data : choices of men and women along occupational specialisms differ significantly as exposed in previous table. The next table displays male/female distribution along occupations. Men occupations are audit, sales, accounting, finance, multi-skilled in a higher proportion than women. Women occupations are marketing, organization-IT-logistics-procurement, human resources, in a higher proportion than men.  Table next page displays the distribution of males and females across occupational areas. 
	Table 3 : Internship specialism area/Gender

	Gender

 

Female

(%column)

Male

(%column)

Total

Internship specialism area
Audit

31

7,4%

47

10,4%

78

Sales
12

2,9%

30

6,6%

42

Accounting, Management control, Internal audit

37

8,9%

49

10,8%

86

Finance

51

12,2%

113

24,9%

164

Marketing

185

44,4%

139

30,6%

324

Organization, IT, logistics, procurement 

47

11,3%

31

6,8%

78

Human ressources

26

6,2%

10

2,2%

36

Multi-skilled

28

6,7%

35

7,7%

63

Total

417

100,00%

454

100,00%

871




Pearson Chi Square : 52,334 (***)
	We ran t-test mean comparisons with Bonferroni adjustments. They show that in the occupational areas of audit and finance, students are significantly better paid than in Commercial, Marketing, Human Resources and Multi-skilled. 

Results of comparison of means analysis (using ony-way ANOVA with Bonferroni test for multiple-item comparisons)

	Remuneration for internship / Field of Internship

	F=10,843 (p=0,000) df=7 for between group, 855 for within groups

	Audit > Commercial, Marketing, Multi-Skilled  (***)

	Finance > Commercial, Marketing, Multi-Skilled (***)

	Finance > Accounting, Human Resources (*)

	Organization> Marketing, Multi-Skilled (**) 

	*** p<0.01, ** p<0.05, * p<0.1, 


Hypothesis 2c : women choose more to do their internships in occupational specialisms where internship compensation is lower.
Hypothesis 2c is generally supported by our data. Males are a statistically significant majority in the two ‘best paid’ specialties where pay is highest vis-à-vis the other specialties: audit and finance, where pay is more than 200 euros higher than the overall sample average. Females are the majority of interns in the third best paid area of specialism: organization, IT, logistics and procurement, where pay is about 100 euros above average. In the areas of specialism where pay is below average, the larger portion is female-dominated (marketing, human resource management, where more than 50% women do their internships) but some ‘low pay’ occupational areas are male-dominated (sales, multi-skilled, where 14,3% males do their internships). 
Table 4 : compensation according to area of specialism of internship
	Internship specialism area
	Mean
	Std Dev
	N

	Audit
	1268,56
	469,36
	78

	Sales
	883,21
	656,80
	42

	Accounting, Management 

control, Internal audit
	1064,47
	386,73
	85

	Finance
	1275,79
	537,09
	162

	Marketing
	952,27
	449,56
	320

	Organization, IT, logistics, 

procurement 
	1158,01
	730,61
	77

	Human ressources
	994,64
	344,80
	36

	Multi-skilled
	845,36
	563,84
	63

	Total
	1061,60
	530,21
	863


Hypothesis 3a: there is no discrimination within business sectors

This hypothesis is supported by our data: in the analysis of the effect of gender and business sector on remuneration, the partial etas squared of gender and of the interaction of gender and business sector are not significant. The business sector’s effect is the only significant one. This means that when looking at gender pay differences within each sector, there are no significant differences, but that sector has a significant effect on pay, as displayed in table next page. A moderate effect (partial eta squared=0,11) is found.
Table 5 : effect of gender and business sector on remuneration level

	Dependent Variable : Remuneration for the Internship

	Source
	Type III 
Sum of Square
	df
	Mean Square
	F
	Sig
	Partial 
Eta Squared

	Corrected Model***
	2,58E+07a
	19
	1,36E+06
	5,321
	0,000
	0,12587626

	Intercept***
	4,97E+08
	1
	4,97E+08
	1947,264
	0,000
	0,73502074

	Gender
	1,72E+05
	1
	1,72E+05
	0,673
	0,412
	0,0009575

	Sector***
	2,24E+07
	9
	2,49E+06
	9,737
	0,000
	0,11098116

	Gender*Sector
	1,37E+06
	9
	1,52E+05
	0,594
	0,803
	0,0075565

	Error
	1,79E+08
	702
	2,55E+05
	 
	 
	 

	Total
	1,06E+09
	722
	 
	 
	 
	 

	Corrected Total
	2,05E+08
	721
	 
	 
	 
	 

	a. R Squared=  ,126 (Adjusted R squared = ,102). (***) significant at 1% level


Hypothesis 3b: men and women differ significantly in the choice of the business sector they do their internship 

Our data support this proposal, as shown in table above. Males are more numerous in audit, banking, consulting, retail, computing. Females are more to be found in consumer goods, culture-leisure-entertainment, tourism, industry-energy-transport.  The next table displays the gender distribution along business sectors. 

Table 6 : Business Sector of internship/Gender

	
	Gender

	
	 
	Female
	(%column)
	Male
	(%column)
	Total

	Sector
	Communication/advertising/

event, organization agency
	13
	3,7%
	14
	3,7%
	27

	
	Audit
	31
	8,8%
	46
	12,3%
	77

	
	Banking
	47
	13,3%
	111
	29,6%
	158

	
	Consulting
	30
	8,5%
	42
	11,2%
	72

	
	Consumer goods
	101
	28,5%
	41
	10,9%
	142

	
	Culture/leisure/entertainment/publishing
	25
	7,1%
	19
	5,1%
	44

	
	Retail/distribution/commerce
	17
	4,8%
	21
	5,6%
	38

	
	Industry/energy/transport
	53
	15,0%
	43
	11,5%
	96

	
	Computing services/Software/Web Services
	14
	4,0%
	27
	7,2%
	41

	
	Tourism
	23
	6,5%
	11
	2,9%
	34

	
	Total
	354
	100,00%
	375
	100,00%
	729


Pearson Chi Square : 66,324 (***)
The one-way ANOVA test completed by t-test mean comparisons with Bonferroni adjustments shows that students are significantly better paid in Audit and Banking than in all other sectors.
	Results of comparison of means analysis (using one-way ANOVA with Bonferroni test for multiple-item comparisons)

	Remuneration for internship / Sector

	F=10,685 (p=0,000) df=9 for between group, 712 for within groups

	Audit > Communication/advertising/event, Consulting, Culture/Leisure/…, Tourism(***)

Audit > Consumer goods (**)

Audit >  Retail/distribution/commerce (*)

Banking > Communication/advertising/event, Consulting, Consumer goods, Culture/Leisure/…, Tourism (***)

Banking > Retail/distribution/commerce, Industry, energy, transport (**)

Consumer goods >  Communication/advertising/event (**)

Consumer goods >  Tourism (*)

Industry, energy, transport > Communication/advertising/event (**)

Industry, energy, transport > , Culture/Leisure/…,Tourism (*)

Computing services, Softwares, Web Services  >  Communication/advertising/event (*)

	*** p<0.01, ** p<0.05, * p<0.1, N.S. not significant


Hypothesis 3c: women choose more to do their internships in business sectors where internship compensation is lower
Hypothesis 3c is supported by our data. Males are the majority in the two best-paid sectors where pay is higher than average: audit and banking, where pay is more than 200 euros higher than in the overall sample. Females are the majority of interns in sectors where pay is average or below average. However in retail, consulting, and computing services, where males are more numerous than women, pay is below average, too. 
Table 7 : business sector and remuneration level
	Sector
	Mean
	Std Dev
	N

	Communication/advertising/event, 

organization agency
	681,33
	455,67
	27

	Audit
	1314,95
	441,50
	77

	Banking
	1302,12
	507,43
	156

	Consulting
	939,97
	827,04
	72

	Consumer goods
	1072,99
	382,32
	139

	Culture, leisure, entertainment, publishing
	810,66
	515,22
	44

	Retail/distribution/commerce
	1000,32
	386,08
	37

	Industry, energy, transport
	1090,38
	391,76
	96

	Computing services, Softwares, Web Services
	1081,98
	557,70
	40

	Tourism
	765,12
	503,41
	34

	Total
	1088,99
	533,38
	722


Hypothesis 4a: there is no pay discrimination within company size categories 

Our data support hypothesis 4a. When testing the effects of gender and company size, the partial etas squared are not significant for gender and for the interaction of gender and company size. This means that within each size category, the difference between male pay and female pay is not significant. Company size however has a significant effect on pay level as displayed in table next page. A large effect (partial eta squared=0,145) is found.
Table 8 : effect of company size and gender on remuneration
	Dependant Variable : Remuneration for the Internship

	Source
	Type III 
Sum of Square
	df
	Mean Square
	F
	Sig
	Partial 
Eta Squared

	Corrected Model***
	3,57E+07a
	7
	5,10E+06
	21,086
	0,000
	0,148

	Intercept***
	2,56E+08
	1
	2,56E+08
	1057,859
	0,000
	0,555

	Gender
	5,33E+05
	1
	5,33E+05
	2,202
	0,138
	0,003

	Size of the firm***
	3,48E+07
	3
	1,16E+07
	47,992
	0,000
	0,145

	Gender*Size of the firm
	1,06E+04
	3
	3,55E+03
	0,015
	0,998
	0

	Error
	2,05E+08
	848
	2,42E+05
	 
	 
	 

	Total
	1,21E+09
	856
	 
	 
	 
	 

	Corrected Total
	2,41E+08
	855
	 
	 
	 
	 

	a. R Squared = ,148 (Adjusted R squared = ,141). (***) significant at 1% level


Hypothesis 4b: men and women differ significantly in the company size category of their employer
Our data supports hypothesis 4b: males are more to be found in SMEs, and females are more to be found in large corporations. The difference is significant. 

Table 9 : distribution of males and females across company size categories
	
	 
	Female
	(%column)
	Male
	(%column)
	Total

	Firm Size
	Large Group
	270
	65,1%
	248
	55,0%
	518

	
	SME subsidiary of a Large Corporation
	56
	13,5%
	76
	16,9%
	132

	
	SME not subsidiary of a Large Corporation
	74
	17,8%
	112
	24,8%
	186

	
	Other
	15
	3,6%
	15
	3,3%
	30

	
	Total
	415
	100%
	451
	100%
	866


Pearson Chi Square : 10,249 (***)

The one-way ANOVA test completed by t-test mean comparisons with Bonferroni adjustments shows that in large groups, students are significantly better paid than in SMEs or others and that in SMEs subsidiaries of large groups, they perceive a better remuneration than in SME not subsidiary or others. 

	Results of comparison of means analysis (using ony-way ANOVA with Bonferroni test for multiple-item comparisons)

	Remuneration for internship 

	F=47,283 (p=0,000) df=3 for between group, 852 for within groups

	Large Group > SME Subsidiary of a Large Group,SME not subsidiary of a Large Group, Others (***)

SME Subsidiary of a Large Group > SME not subsidiary of a Large Group, Others (***)

	*** p<0.01, ** p<0.05, * p<0.1, 


Hypothesis 4c: women choose more to do their internships in company size categories where pay is lower
Our data do not support hypothesis 4c, quite on the contrary. Actually, they support the reverse hypothesis of 4c, namely, that females are more to be found in the company size category where pay is higher, i.e., large groups.

Table 10 : pay level in the various size categories
	Firm Size
	Mean
	Std Dev
	N

	Large Group
	1204,67
	477,98
	511

	SME subsidiary Large Group
	1053,43
	489,37
	131

	SME not subsidiary Large Group
	759,99
	543,36
	185

	Other
	567,17
	402,81
	29

	Total
	1063,83
	530,81
	856


Summary of results (table 11)
	Hypothesis 1:  men are significantly better paid than women in senior year management internships.
	Not supported : difference between men and women pay is not significant

	Hypothesis 2a : there is no pay discrimination between men and women within each occupational area but…
	Supported

	Hypothesis 2b : men and women differ significantly in the choice of occupational specialism, and…
	Supported

	Hypothesis 2c : women choose more to do their internships in occupational areas where internship compensation is lower.
	Supported

	Hypothesis 3a: there is no discrimination within business sectors but…
	Supported

	Hypothesis 3b: men and women differ significantly in the choice of the business sector they do their internship in, and…
	Supported

	Hypothesis 3c: women choose more to do their internships in business sectors where internship compensation is lower. 
	Supported

	Hypothesis 4a: there is no pay discrimination within company size categories, but…
	Supported

	Hypothesis 4b: men and women differ significantly in the company size category of their employer, and…
	Supported

	Hypothesis 4c: women choose more to do their internships in company size categories where pay is lower.
	Reverse is supported: women are more numerous in large corporations, where pay is higher than in SMEs. 


In short, we find no significant difference between male and female internship compensation in the overall sample, contrary to our expectations. This is likely the product of gender preferences for occupations, sectors and company size categories that tend to cancel each other out rather than a reflection of a strict equality across all variables of the study: women do choose to do their internships, more than men, in occupations and sectors where pay is lower than in the other ones, but at the same time, men do choose to do their internships, more than women, in small and medium enterprises, where pay is lower than in large corporations, where women are more to be found.  Lastly, there is no support for the discrimination (i.e., gender-based difference of treatment all other things held constant) hypothesis, which contradicts previous studies conducted on wages at entry-level jobs. A tentative explanation for this disconnect is the lower room for negotiation of internships compensation: companies, particularly large ones, tend to offer fixed, non negociable compensation. Also, it is reasonable to assume that the learning element is more important relative to the pay, in internships, then in jobs sought later in professional life: in a human capital approach, an internship is as much an investment as it is a source of disposable income, for both men and women. This does not mean that one should do not question a state of affairs characterized by heavily gendered choices. Again, educational institutions and corporate actors take part, alongside women and men, in the making of differences in choices, and we outline implications of our research for them in our next section.
Implications for educational institutions and corporate actors

That differences should manifest themselves owing more to choices than to disparate treatment does not preclude systemic avenues of action to try to minimize them.

The unequal distribution of young men and young women in terms of jobs, industries and types of companies 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). Our study cannot rule out a discrimination that would affect not compensation, but recruitment itself, but a totally different research design would be required to test whether discrimination takes place at the recruitment stage. From anecdotal evidence already collected, we have strong reason to believe that internships do reflect student’s choices at least in terms of specialization, as internships take place in occupations reflecting the choice of major made by the students in their final year. Admissions in majors themselves are merit-based (i.e., grades), and young women tend to obtain better grades then men on average, therefore we also rule out discrimination at the admission-to-major stage. 
Making students aware of ‘genderisation' in the choices of their predecessors in terms 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 now openly working to create a more balanced professional gender 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 gender mix in their applications pool and varied layers of management. 
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 for internships in 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, disseminating 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. And we know that generally, women are more numerous than men in challenging existing norms of preferences: a study of a large sample of high school students found that close to 50% of girls were in this case, as opposed to about 20% of boys (Bosse and Guégnard, 2007). Therefore, it is reasonable to assume that these results will not systematically reinforce dominant patterns of choice. 
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 gender 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. This may be due to the fact that young women may prefer more regulated and clearly defined environments, often found in large groups, which allow to better reconcile work and private life, a dimension which matters to them more than to young men. It may also be that young women prefer environments where positions are more specialized, where relationships 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). 
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. 
We cannot rule out that the managers-owners of small and medium-sized companies prefer to take on their son (or a young man) rather than their daughter (or a young woman) as an intern, given the gender stereotypes associated with management, in the world of SMEs which are overwhelmingly managed by men in France, and this could be tested in another research project.

Another implication concerns corporate norms and values that place marketing and human resource management, two female dominated areas of specialization, lower in the pay scale than audit/accounting and finance. A recent French Supreme Court (Cour de Cassation) ruling found in favor a French (female) HR manager who had claimed disparate treatment vis-à-vis her male colleagues in other executive committee functions, as her pay was significantly lower whereas her job implied equal responsibilities and qualifications, or more precisely, of responsibilities and qualifications of equal value. Why are marketing and HR internships significantly less paid than audit, accounting and finance ones? This is an interesting avenue for future research and corporate practice on the systemic production of gender differences at work in functional jobs.
Conclusion: limitations and perspectives
The data presented in this research allow us to analyze the differences between young men and women in terms of how they are paid during their senior year internship. There is no significant difference between male pay and female pay in the overall sample. However, there is no support for the discrimination (disparate treatment) hypothesis. Men are found in greater numbers in occupations and sectors where pay is higher relative to the other occupations and sectors. Women are found in greater numbers in large corporations, where pay is higher relative to small- and medium-size enterprises. We suggest that the analysis of disparities between young men and women requires country-by-country (France being a country where internships are compulsory and systematic and students have no prior experience), industry-by-industry and occupation-by-occupation analysis, and an analysis in homogenous groups of companies in terms of their size, something which previous studies on internships did not give evidence about. The next step in this research is to constitute large homogenous samples across schools in France and in other countries among interns with no prior professional experience. The disparities observed need to be refined in other graduating classes of the same college, and in other institutions and countries. Finally, other variables have to be introduced in the analysis, in particular social or national origins, in order to test the combined effects of these variables. Possible discrimination at the recruitment stage has to be studied, too. Larger samples implying multiple higher education institutions are called for if such testing studies are to be conducted. We believe such research has tremendous potential for use not only for companies but for students themselves, in order to help them better manager their careers, and for business schools, in an effort to bring their own curricula under scrutiny as part of their diversity management efforts. 
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