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Í dag hafa konur 15,7% lægri laun en karlar hjá einkafyrirtækjum en 11,7% lægra hjá 
hinu opinbera. Samkvæmt lögum er bannað að mismuna fólki eftir kynhneigð, trú eða 
kynferði, en þrátt fyrir lögin, er munur á launum kynjanna. Eitt af því sem gerir 
fyritækjum auðveldara fyrir að brjóta lög nr. 96/2000 er launaleyndin. Vegna 
samningafrelsis geta starfsmenn samið við vinnuveitenda sína um launaleynd, en þá er 
þeim bannað að gefa þriðja aðila upplýsingar um laun sín. Launaleyndin gerir það að 
verkum að menn eiga erfiðara að bera sig saman við samstarfsmenn og geta því ekki 
tekið góðar ákvarðanir um launakröfur þar sem ekki allar upplýsingar eru á yfirborðinu. 
Þar sem konur eru oft hlédrægari en karlar, biðja þær oft um lægri laun en karlar, og 
launaleyndin gerir þeim erfitt fyrir að bera sig saman við karla, og því gæti gerst að konur 
séu jafnvel að semja um laun sem eru undir jafnvægislaunum en karlar yfir 
jafnvægislaunum. 
 Niðurstaðan er sú að markaðslaun brjóta lög númer 96/2000, þar sem starfsmenn 
geta samið um launaleynd, en það gerir það að verkum að fyrirtæki geta í meira mæli 
mismunað starfsfólki sínu. Þar sem starfsmönnum er bannað að ræða launamál sín við 
þriðja aðila, þá standa ekki allir jafnfætis þegar þau ætla að semja um markaðslaun sín. 
 

Today, women have 15,7% lower wages than men at private companies in 
Iceland. After taking into account factors such as occupation, age, work, experience and 
amount of work, the gender pay gap is still there. This same pay gap is 11, 7% in the 
public sector. According to law it is illegal to discriminate between people based on their 
sexual orientation, religion or by gender, but despite the law, there remains this difference 
in the wages of men and women. One of the reasons which makes it easier for companies 
to break the Law number 96/2000 of equal pay is the practice of income secrecy. Because 
of the freedom of negotiation, the employee has the possibility to negotiate with his 
employer “income secrecy”, which means that the employee cannot discuss his salary 
with any third party. Income secrecy makes any comparison of income harder. One result 
of income secrecy is that the employee can’t make good decisions about his wage 
requirements because of the lack of information. Women tend to be more reticent than 
man and ask for lower wages than men, and income secrecy makes it harder for them to 
compare themselves with their fellow male coworkers. That makes it a possibility that 
women could ask for wages that are under the equilibrium wage. Meanwhile, men are 
asking for wages which are above the equilibrium wage.  
 My conclusion is that the market forced wages, which usually include the secrecy 
of income, go against the Law number 96/2000. With the income secrecy and the 
individual negotiation, we are not doing anything to prevent discrimination. Income 
secrecy allowes companies to discriminate between their employees, and the result is 
inequality between the employees when they are negotiating their market forced wages 
with their employer
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