Introduction:
Gender-based wage discrimination persists as one of the most enduring challenges in labor markets worldwide. Despite significant advancements in women's education and their increasing graduation rates from universities, the income gap between men and women remains stubbornly persistent. This phenomenon not only signifies economic inequality but also reflects shortcomings in achieving social justice and fully utilizing human capital. In Iran, despite women's rising educational attainment and their growing presence across various professional fields, evidence suggests the continuation of wage discrimination. This study was designed to meticulously analyze the relationship between gender-based wage discrimination and education levels within Iranian public sector organizations. 
Background and Objective:
The primary objective of this research was to identify and quantitatively measure factors influencing the gender wage gap and, ultimately, to provide practical solutions for reducing this inequality. The central research question examines whether higher education can serve as an effective strategy for mitigating the gender wage gap.
 Methodology
This study is applied in purpose and descriptive-analytical in data collection approach. The statistical population consisted of employees of public sector organizations in Tehran. Using Cochran's formula and simple random sampling, a sample size of 339 individuals was determined. Primary data were collected from this sample via questionnaires in the year 1403 (2024-2025 Gregorian calendar). For broader comparative analysis, secondary data from the International Labour Organization (ILO) pertaining to gender-specific employment and unemployment indicators from 1991 to 2023 were also utilized. The research model was designed as a system of simultaneous equations, concurrently examining the interrelationships between variables. The core model was specified as follows:
`LNWAGE = C(1)*AGE02 + C(2)*DEGREE + C(3)*GENDER + C(4)*MARRIAGE + C(5)*WORKHISTORY + C(6)*GENDER*DEGREE + C(7)`
Variables employed in the model included the logarithm of wage (LNWAGE), age (AGE02), education level (DEGREE), gender (GENDER) as a dummy variable (Male=1, Female=0), marital status (MARRIAGE), and work experience (WORKHISTORY). The interaction term `GENDER*DEGREE` was introduced to investigate the moderating role of gender in the relationship between education and wage.
Due to the presence of heteroscedasticity in the data, identified through the variance-covariance matrix, the Weighted Least Squares (WLS) regression method was employed to estimate the model parameters, ensuring estimator efficiency and unbiasedness. Data analysis was performed using Eviews8 and Excel software. To ensure model robustness, various tests were conducted, including the Wald test for assessing the significance of coefficients and the intercept, and the Jarque-Bera test for examining the normality of residuals, all of which confirmed the model's validity and reliability.

 Findings
Analysis of ILO secondary data over the 33-year period revealed that the average rate of vulnerable employment for women (45.73%) was significantly higher than for men (40.69%). Furthermore, unemployment rates for women across all age groups, particularly youth aged 15-24 (35.57% vs. 20.89% for men), were substantially higher. Although women's share of the total labor force (15.90%) was much lower than men's (71.80%), an increasing trend in women's participation in wage and salaried employment was observed from approximately 2015 onwards. Results from estimating the simultaneous equations model using WLS indicated:
- The Education (DEGREE) variable, with a coefficient of 0.433286 and a significance level of 0.0000, had a positive and highly significant impact on increasing wages.
- The Gender (GENDER) variable, with a coefficient of 0.491831 and a significance level of 0.0000, showed a positive and significant effect on wages. This implies that after controlling for other factors (age, education, work experience, marital status), men, on average, receive higher wages than women, providing direct evidence of pure gender discrimination.
- The interaction term Gender and Education (GENDER*DEGREE), with a coefficient of -0.089811 and a significance level of 0.0000, revealed that the wage return on education is lower for women than for men. In other words, as education levels increase, the rate of wage increase for women is slower than for men, indicating that gender diminishes the positive effect of education on wages.
- The coefficients of determination (R-squared) for the models ranged from 0.507 to 0.974, demonstrating the high explanatory power of the models.
Discussion
The findings of this study clearly confirm the existence of gender-based wage discrimination in Iranian public sector organizations, manifesting in two distinct dimensions: first, a direct wage gap favoring men, even after controlling for influential factors; and second, a gap in the returns to education, meaning that women's investment in higher education yields lower economic returns (wage premiums) compared to men. These results align with theories of statistical discrimination and perspectives related to the "glass ceiling." Although higher education acts as a mitigating factor for the intensity of discrimination (discrimination is less pronounced for highly educated women), it is by no means capable of eliminating it entirely. This likely stems from deeper structural and cultural factors, including informal occupational segregation, gender stereotypes in performance evaluation, a lower organizational inclination to invest in women due to assumptions about career interruptions related to family responsibilities, and potential weaknesses in salary negotiation skills among women. The outcomes of this research emphasize the necessity of moving beyond individual-level strategies (such as encouraging women to pursue higher education) and focusing on systemic and policy-level strategies to eradicate wage discrimination. Practical recommendations from this study include the stringent implementation and monitoring of "equal pay for equal work" laws, ensuring complete transparency in compensation structures, conducting periodic pay audits to identify and address gaps, training managers and staff to eliminate unconscious biases, implementing affirmative action policies to increase female representation in managerial and decision-making positions, and expanding family-friendly policies (such as parental leave and remote work) to reduce career interruptions for women. Only through a comprehensive and multi-faceted approach can genuine economic equality and the optimal utilization of the entire workforce's potential for national development be achieved.

