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The Women’s Bureau was Established by 
Congress in 1920Congress in 1920

Four Main InitiativesFour Main Initiatives

• Equal Pay

• Higher Paying Jobs 
for Womenfor Women

• Workplace Flexibility• Workplace Flexibility 
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Wage Gap has Narrowed Overtime
Women Still Earn 82% of Men’s Weekly Earnings

W ’ E i t f M ’ 1979 2012 A l AWomen’s Earnings as a percent of Men’s, 1979‐2012 Annual Averages

SOURCE: U.S. Bureau of Labor Statistics



Many Factors Contribute 
hto the Wage Gap

Ed ti l d O ti l S ti• Educational and Occupational Segregation

• Private Sector vs Nonprofit & Public SectorPrivate Sector vs. Nonprofit & Public Sector

• Impact of Family on Women’s Careersp y

• Inconsistent Compensation Practices 

• Outright and Inherent Biases



Median Weekly Earnings by Gender and Race
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40% of Women, 44% of Men Work in 
T diti l O ti b G dTraditional Occupations by Gender

Occupations by Gender, 2013
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2012 Annual Earnings by Educational 
i & dAttainment & Gender
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National Wages by Gender and Selected 
iOccupations, 2012
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Percentage of Women Directors and CEOs at 
F 500 C iFortune 500 Companies
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Median Weekly Earnings By Age, 
d2nd Quarter 2014
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E l i i th M th h d P ltExplaining the Motherhood Penalty

• Becoming a mother can negatively affect 
women’s earnings, while becoming a father g , g
does not have the same effect (Correll, S. J., Benard, S., & Paik, 
I., 2007).

• In a ten year period, the wages of non‐
mothers’ wages rose from 72% to 90% ofmothers  wages rose from 72% to 90% of 
men’s earnings. The wages of mothers rose 
less from 60% to 70% of men’s earningsless from 60% to 70% of men s earnings.  
(Waldfogel, J., 1998)



Approximately 7% of the Pay Gap 
Can’t Be Explained

Among full‐timeAmong full time 
workers just one 
year after collegeyear after college 
graduation, the 
pay gap cannot bepay gap cannot be 
explained by 
motherhoodmotherhood 

(AAUW Educational Foundation, 2012)( , )





Over a lifetime, the Wage Gap Adds 
$up to over $375,000 

• By age 25 – $6 000By age 25  $6,000

• By age 35 – $28,000

$ 22 000• By age 45 – $122,000

• By age 55 – $243,000

• By age 65 – $379,000 

Source:  DOL Chief Economist Estimates, 2010



Strategies to Ensure Equal PayStrategies to Ensure Equal Pay

• Ensure diversity of applicant poolEnsure diversity of applicant pool

• Don’t abandon internal job evaluations –

h bl j b blensure that comparable jobs pay comparable 

wages

• Compare job classes with large 
representations of women to those with large p g
representations of men – and consider why 
there are pay differences, if anyp y , y



Embrace Workplace Flexibility and 
Transparency

• Dual career workers single parents are moreDual career workers, single parents are more 
effective when focus is on what is 
accomplished at end of the day ‐‐ not onaccomplished at end of the day  not on 
where, when and what time work is 
accomplishedaccomplished

• Transparency includes discussions about how 
corporate values and achievements are linkedcorporate values and achievements are linked 
to pay, and everyone knows what they need 
to do to earn moreto do to earn more



Ensure Consistency in CompensationEnsure Consistency in Compensation

• Train and Review Actions of ManagersTrain and Review Actions of Managers

• Salary Negotiations Allow Room for 
Unconscious BiasesUnconscious Biases 

• Use Market data consistently

• Communicate Clearly about Pay for 
Performance Strategies and Apply Consistently

• Use Self Audits to Monitor Compensation 
Practices



Women’s Bureau ResourcesWomen s Bureau Resources

• 10 regional offices can • Share best10 regional offices can 
provide referrals to 
community‐based 

• Share best 
practices with 

organizations; 
workshops; networks

p
us to build 
o r• www.dol.gov/wb/ for 

research, fact sheets, 
publications

your 
reputation as publications  p
an employer of 
h ichoice


