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7 actions that could shrink
the gender wage gap
recommendations;

Center for American
Progress

Raise the minimum wage.... Raise the tipped minimum wage.... Support fair scheduling practices.... Support pay
transparency.... Invest in affordable, high-quality child care and early

childhood education.... Pass paid sick days legislation.... Pass a national paid family and medical leave insurance
program.

ACLU comments in support
of proposed revisions to the
Employer Information
Report (EEO-1) letter;
American Civil Liberties
Union

The EEO-1 revisions are needed to address serious problems of wage and other employment
discrimination. The EEO-1 report is an appropriate vehicle for collecting pay data. Providing W-2
earnings and hours data will not unduly burden employers. Reporting of total hours worked will
enhance the usefulness of the pay data collected. The compensation data collection can be
further improved. The proposed data collection will not unduly burden employers.

Compensation data must be comprehensive. W-2 earnings provide more comprehensive compensation data.
EEOC and OFCCP must ensure that pay discrimination is not insulated from review because it is commonplace
in an industry. Making industry-level summaries of compensation data available to the public is an essential
complement to the compensation data collection.

America's women and the
wage gap fact sheet ;
National Partnership for
Women and Families

Women and families cannot afford discrimination and lower wages. Mothers are primary or sole
breadwinners in nearly 40 percent of [U.S.] families. The wage gap cannot be explained by
choices. Among full-time, year-round workers, women with doctoral degrees are paid less than
men with master’s degrees, and women with master’s degrees are paid less than men with
bachelor’s degrees. America's women are concerned about unfair pay. Seventy percent of
Republican women, 83 percent of independent women and 88 percent of Democratic women say
they would be more likely to vote for a candidate who supports equal pay for women.

Fair pay protections and practices. Family friendly workplace standards. Full funding for federal agencies that
investigate and enforce fair pay. Comprehensive reproductive health care.

An analysis of reasons for
the disparity in wages
between men and women
report ;

CONSAD Research Corp and
foreword from the
Department of Labor)

It is not possible now, and doubtless will never be possible, to determine reliably whether any
portion of the observed gender wage gap is not attributable to factors that compensate women
and men differently on socially acceptable bases, and hence can confidently be attributed to overt|
discrimination against women. In addition, at a practical level, the complex combination of factors
that collectively determine the wages paid to different individuals makes the formulation of policy|
that will reliably redress any overt discrimination that does exist a task that is, at least, daunting
and, more likely, unachievable.

This printed copy is adapted
from the online version.

The education that women pursue, the jobs that they take, and the career paths that they follow
vary significantly from those of men.... Apples-to-apples comparisons show that women earn 94
cents—97 cents on the dollar compared with men.... Proposed solutions to the wage gap will
create more problems than they will solve..... The causes of the wage gap are readily visible. In
college, women tend to major in the humanities rather than in math, engineering, and science.
After graduation, more women than men work for nonprofits, which pay less. Among full-time
workers, women tend to work fewer hours and are more likely to take time off to raise families.
As such, most pay disparities don’t reflect discrimination; they reflect choices that women should

be free to make.
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Closing the gap: A workers'
agenda for pay equity: OFL
submission to the Ontario
gender wage gap strategy
report;

Ontario Federation of Labour|

What should be abundantly clear is that closing the gender wage gap in Ontario will

require a multi-faceted and targeted strategy. Ensuring that the strategy is formulated

through a gender and equity lens and addresses the systemic and structural root causes of the
existent pay gap is essential. The Ontario Federation of Labour will endorse an action plan that
expresses meaningful action and that at it’s core will seek to remedy the ongoing discriminatory
practices and human rights violation that women in Ontario are subject to. Anything short of
meaningful and progressive measures that seek and succeed to put an end to the practice of the
undervaluation of the work of women in Ontario and inequality under the law, and throughout
the economy, will be an opportunity lost.

Four concrete ways to close the gender pay gap for once and for all

1. Treat closing the gap as a human rights priority, and a regulatory labour standard.

2. Fund, enforce and expand Pay Equity and Employment Equity Law and Policy.

3. Make it easier for women to join unions by supporting meaningful legislative

change to the Employment Standards Act and the Ontario Labour Relations Act.

4. Develop action plans and a jobs strategy that promotes women’s meaningful

participation in the workforce, particularly in non-traditional fields of employment and improve access to
education and training, child care and other services so women can balance work and family responsibilities.
Examples of positive measures that employers can implement. Provide funding for training and apprenticeship
positions. Select a member of a marginalized group when qualifications and seniority are relatively equal in a
job competition. Target outreach to marginalized group communities. Provide sensitivity courses related to
marginalized groups. Establish bridging positions to enable marginalized group members to gain the
qualifications and experience needed to advance. Implement work-family balance policies such as child care or
elder care. Implement flexible work programs. Implement mentoring programs. Implement anti-harassment
programs and policies. Implement accommodation measures. Recognize that there is more than one way of
doing things.

Closing the gender pay gap:
Government response to the
consultation report ;
Government Equalities
Office

The government is committed to the creation of work environments that ensure women can fully
contribute and achieve their economic potential.... The government is committed to ensuring
women in the middle phase of their working lives and careers capitalise on the progress they have
made.... Girls are being encouraged to consider further study and careers in STEM.... We have
worked closely with employers and business organisations during the first consultation, and will
continue to do so in order to ensure the regulations and accompanying guidance are clear and
workable.... The draft regulations give employers a high degree of flexibility over when to analyse
and publish their information.... Partnership working between the government and employers is
essential to effectively tackle the complex and interrelated causes of the gender pay gap....
Publication of a gender pay gap can ultimately increase employee confidence in the remuneration
process and help employers identify new opportunities to increase female participation rates....
Although there was some support for reporting gender pay information every two or three years,
we agree with those respondents (including a number of large employers) that annual reporting
will help demonstrate progress and promote transparency.... Having considered the consultation
responses, we believe the majority of employers within scope should be able to calculate and
publish the required information using existing HR data.... We are committed to developing
workable regulations that increase gender pay transparency and benefit employers rather than
causing an unnecessary burden or unwieldy cost.

We think it is important that a consistent methodological approach is taken to ensure comparability. We think
that online publication is the most effective way to make gender pay gap information easily and widely
accessible. The draft regulations require employers to publish overall gender pay gap figures calculated using
both the mean and the median. The government has concluded that annual publication by employers of their
own gender pay gap information is the most effective method for increasing transparency. We are proposing a
pro-active compliance regime under which an employer within scope of the regulations will be required to
publish their gender pay information, provide the signature of the senior responsible person to confirm that
the data being published is accurate, and notify government that they have published their data. We expect
that many employers will want to provide additional narrative that provides context, explains any pay gaps and
sets out what actions will be taken.

Closing the gender pay gap:
Responding to this
government consultation
survey instrument;
Government Equalities

Office

Series of question to individuals or organizations about how strongly a respondent
agrees/disagrees yes/no etc. Here are some examples: Publication of gender pay information will
encourage employers to take actions that will help close the pay gap. Transparency on gender pay
will have an impact on (tick as appropriate). Employees or other interested parties (e.g.
shareholders) may want to gauge how an employer's gender pay gap compares with similar
organisations. How important do you think comparability is (tick one)? Do you think the
regulations should specify where the employer publishes their gender pay gap information - for
example, a prominent place on their public website? How often do you think employers should
report gender pay gap information? Private and voluntary sector employers in Great Britain with
at least 250 employees may fall within the scope of the proposed regulations. Do you think this
threshold is appropriate? The cut off period for any calculation of the gender pay gap will need to

be specified in the regulations.
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Closing the gender wage gap
Submission by the United
Steelworkers report ;

United Steelworkers

There is a persistent gap that is unexplained. Regardless of the measure used, women’s wages
remain behind those of men (on an annual basis, women take home about 30% less in earnings
than men). This gap is higher for racialized women, Aboriginal women, women with disabilities,
and immigrant women. Questions center around what can be done to address this gap, not only
from a legislative or policy perspective, but more broadly, what can unions, employers and the
government do to reduce and eliminate the gap. The questions and commission ask organizations
to go beyond the formal indicators of discrimination (though not to dismiss them) and to address
other aspects, such as gender stereotypes or hiring and promotion practices, in order to fully
address the wage gap.

[The recommendations are many and include the following]: Employment Standards Act.... Pay Equity Act...
Labour Relations Act.... Human Rights Code.... Restore the Employment Equity Act.... Child Care.... Applying a
gender lens in all policy making.... Labour Market Assessments through a Gender Lens.... Raise the Minimum
Wage.... Public Works and Procurement.... Trades and STEM.... Promoting Pay Equity and Job Evaluation....
Union Education on Pay Equity and Gender Discrimination.... Bargaining with a Gender Lens.

Closing the gender wage gap
report;

Human Resources
Professional Association

66% of HRPA survey respondents said that a combination of improved labour market research,
improved career guidance, and promotion of sectors targeted towards young women were the
best steps that could be taken to encourage more women to pursue employment in jobs that tend|
to be male dominated. 44% of HRPA survey respondents believed the solution resided in a
combination of seeking to having a larger percentage of women in applicant pools, creating
gender-blind screening of initial applicants, and regularly evaluating starting salaries to ensure
equal treatment. 59% of respondents believed that if Ontario required some sort of reporting on
progress in addressing workplace gender imbalances and gender wage gaps, the wage gaps would
begin to shrink. 64% of HRPA survey respondents whose companies offered bonuses, did so using
a standard system. 36% HRPA survey respondents believed

that government could invest to reduce the cost of child care (more than double any other
solution).

Government actions - Implement labour market research. Support training programs for women in skilled
trades. Sponsor negotiation training. Introduce wage transparency reporting. Continue to invest in policies
supporting those with caregiving responsibilities. Allow flexible work hours. Develop online [management]
training.

Business actions — Target industry promotions and recruitment. Diversify applicant pool. Implement gender
blind initial reviews and standard interviews. Standardize salaries. Establish clear evaluation criteria. Evaluate
in groups when possible. Pay part-time and full-time workers similarly. HR Professionals should educate
managers. HR Professionals should review language. HR Professionals should help institute a culture of gender
equality. HR Professionals should educate management.

Joint actions — Pilot education campaigns. Promote positive role models.

Closing the gender wage
gap: A background paper
report ;

Ministry of Labour

Key factors [associated] with the gender wage gap [are] discrimination....occupational
segregation.... caregiving activities.... workplace culture.... [and] education.

Closing the gender wage
gap: A frontline public sector
perspective report

Ontario Public Sector
Employees Union

The gender pay gap is real...women are segregated from men into different work and different
workplaces (e.g., teaching, nursing, clerical, administrative, service, etc.); women’s segregated
work is paid less than that of men, as their skills are undervalued; and women'’s lower pay reflects
the systemic undervaluation of women’s work relative to that of men.... [Some][e]economic
policy...worsens the gap. [For instance,] [n]neoliberalism has reduced the bargaining power of
working people in Ontario, in Canada, and throughout the developed democracies....Because of
the high rate of unionization in the public sector, most of the big news stories about

pay equity awards over the years have been public sector stories....Austerity measures hit women
hardest.

Stop the attack on public sector wages. Restore full pay equity funding to employers in the proxy sector....
Principles of equal pay [are] treat closing the gap as a human rights priority; raise awareness through annual
Equal Pay Days and education; develop the “Close the gender pay gap by 2025 Plan”; enforce and expand pay
equity laws; implement employment equity law and policies; promote access to collective bargaining; increase
the minimum wage; provide affordable and accessible child care; mainstream equity compliance into
government laws and policies; mainstream equity compliance into workplaces and businesses; end violence
and harassment of women; and secure decent work for women across the economic spectrum.

County pay practices report;
California State Auditor

Male employees generally earned more than female employees during Fiscal Years 2010-11
through 2014-15.... Significant pay disparities within job classifications often occurred because of
county workers’ full-time versus part-time employment.... Counties applied some aspects of their
hiring and promotions processes equally, but their rationales for selecting successful candidates
remain unclear.... Counties’ salary-setting decisions complied with their policies, but factors other
than employees’ abilities influenced salary levels.... Counties often found that gender-based pay
equity complaints lacked merit, but the frequency of such complaint filings is unclear.... The State
periodically reviews counties’ merit-based personnel systems, but it could strengthen these
reviews to evaluate gender equity issues.... Existing reports on gender pay equity have limitations,
and better information might be available from the State Controller’s Office.

Legislature — Require counties to periodically compare, by specific job classification, the differences in total
average compensation between male employees and female employees. Require counties to publicly report to
local decision makers those classifications for which the differences in total compensation are significant,
further indicating which county pay policy or policies contributed to the variances and whether any
modifications are needed to reduce the disparities.

Counties — [E]ach county should develop policies requiring hiring managers to document the reasons why they
chose the selected candidate over others from the certified eligibility list. Each county should develop tracking
mechanisms that allow management to reliably determine how often these complaints occur and whether
there are patterns of complaints that pertain to specific county departments or classifications.
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Demystifying the gender pay
gap report
Glassdoor

The gender pay gap is real, both in the U.S. and around the world.... Based on more than 505,000
salaries shared by full-time U.S. employees on Glassdoor, men earn 24.1 percent higher base pay
than women on average.... We find a similar pattern in all five countries we examined: a large
overall or “unadjusted” gender pay gap, which shrinks to a smaller “adjusted” pay gap once
statistical controls are added. Although the “adjusted” gender pay gap is smaller than the often-
cited comparison

of average male and female pay, it remains an important and statistically significant gap.... The
single biggest cause of the gender pay gap is occupation and industry sorting of men and women
into jobs that pay differently throughout the economy.... Differences in level of education, age
and experience between men and women— what economists call “human capital” —explain little
of the gender pay gap. In the

countries we examined, these factors explain between 14 percent and 26 percent of the gender
pay gap.... Industry matters.... Occupation matters.... Pay gap grows with age.... [Pay gap is]
steady over time.

Public policies that help remove social barriers to allow for equality in occupational choices can

help shrink the gender pay gap. This includes policies that alleviate social pressures that divert men and
women into different college majors and career tracks, and that burden women with a disproportionate share
of the responsibility for child-care and elderly caregiving duties..... Research shows that employer policies that
embrace salary transparency can help eliminate hard-to-justify gender pay gaps and can play an important role
in helping achieve balance in male-female pay in the workplace.

The EEOC's proposal to start
collecting data on
compensation and hours
worked white paper ;
Berkeley Research Group

Starting in 2017, employers with 100 or more employees (both private industry and federal
contractors) would be required to submit data on compensation and hours worked, while federal
contractors with 50 to 99 employees would continue to report only data on employees’ ethnicity,
race, and sex by job category. They would not be required to submit employee pay and hours
data..... [D]ata would be collected from any pay period occurring in the months of July through
September, and the report would be transmitted electronically by September 30 of the same
year.... The EEOC is proposing that W-2 data be the basis for the compensation data to be
collected and submitted to the EEOC by employers.

In anticipation of this rule being adopted, employers may consider the following next steps:

Identification of new processes and procedures that would need to be implemented to collect and report data.
Such processes and procedures may affect internal and/or external payroll and HR information (HRIS) systems.
Collection of such data as an initial internal pilot study to identify future potential needs, steps, and
requirements. Preliminary statistical analyses of employer and/or establishment compensation and hours data,
under privilege, to make an initial assessment of potential risks and issues. Conducting the type of proposed
statistical analyses may be new to employers and their counsel, as the interpretation of the results of the
statistical analysis requires specialized knowledge and experience.

Eliminating the gender wage
gap report;

Nanyang Technological
University Model United
Nations

The European Commission has identified various reasons for the gender wage gap building upon
the works of sociologists such as Acker, Browne, and Berry. These factors affect women in
different ways, ranging from direct discrimination within the same job, to more indirect and
underlying factors such as the undervaluation of women’s work as well as cultural traditions,
stereotypes, and expectations pertaining to women.

Redistribution of unpaid care and domestic work.... Fair scheduling practices.... Pay transparency

Employment pensions &
incentives recent changes
newsletter ;

Simmons & Simmons Elexica

The report found that there was a significant problem with female retention in the mid-tier of
management, where women either do not progress or leave the financial services sector.
Somewhat surprisingly, this applies to all women and not just those with childcare responsibilities.,

Harnessing the talents of women in financial services has been published and recommends that employers
publish internal targets on and report against progress, appoint a gender equality champion and link executive
bonuses to achieving the internal targets.... Consider current position on providing childcare vouchers during
maternity leave under salary sacrifice schemes.

The Equal Pay Act & closing
the wage gap power point
pdf;

U.S. Equal Employment
Opportunity Commission

Measures of pay used for proposed EEO-1 data collection.... Format used to report W-2
earnings.... Why use pay bands to report compensation?.... Will part-time or partial-year
employment be taken into account in analyzing rates of pay?.... How will data on pay and hours
be protected from public disclosure?.... How will data be collected?

Voluntary Audit/Monitoring by Employers.... Employers, including federal contractors, with 100 or more
employees would be required to submit summary pay data grouped by sex, race, and ethnicity.

Equal pay audit report ;
Birmingham Crosscity NHS
Clinical Commissioning
Group

The data illustrates that whilst the equal pay audit has revealed some variation in the pay received
by males and females and between BAME and white British staff within a given pay band, analysis
of available information does not find it as attributable to any form of discriminatory pay practice.
The pay gaps have been explored and can be objectively justified by material factors. These
factors include number of year’s continuous service and starting pay, historical pay practices of
former NHS employers, which the CCG is unable to explore further and payment at market rate

for specialist skills and qualifications, rather than any gender/race discrimination in pay.

It is recommended that the CCG: Continues to reinforce the use of robust recruitment and selection practices
and starting pay policy. Ensure staff involved in recruitment and selection continue to receive training which
includes reference to equalities and equal pay. Undertake an equality analysis on recruitment and selection
policy and procedures. That the CCG continues to monitor its recruitment and selection procedures to ensure
that there is no bias in appointments. Continues to explore ways of encouraging disclosure so that records are
as complete as possible to allow the CCG to meet its obligations in promoting and monitoring equality across
all protected characteristics under the Equality Act 2010. Review pay gap in 12 months’ time.
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Equal pay review 2013
executive summary ;
London School of Economics

Career progression for female academic staff. Career progression for female professional services staff. Career
progression for BME academic staff. Career progression for BME professional services staff. Recruitment
practices for all senior appointments. Market supplement payments for academic staff. Guest teacher
appointments. Hourly paid female support staff. Other general recommendations.

Final report: To conduct a
pilot study for how
compensation earning data
could be conducted from
employers on EEOC's survey
collection system report;
Sage Computing

This report provides recommendations to EEOC on the most appropriate definition of pay, unit of
pay, and statistical tests to analyze compensation data for the purpose of identifying pay
disparities and discriminatory practices. The report looks at different measures of compensation
and identifies IRS’ W-2 definition of pay as most appropriate. The W-2 definition of total income,
which includes supplemental compensation components, such as production and nonproduction
bonuses, offers a more comprehensive picture of earnings data and may not create a measurable
burden for most respondents. The report recommends collecting aggregate W-2 compensation
information for the 10 EEO-1 occupation categories into pay bands, which would allow
computation of within-occupation variation, across-occupation variation, and overall variation. In
addition to the compensation data, total hours worked by each group should also be collected to
increase the value of the data and to account for pay differences due to variation in the number of]
hours worked.

Gender action plan 2016-
2020 outcome of
proceedings ;

General Secretariat of the
Council European Union

Equal access for girls and women to all levels of quality education and vocational education and training free
from discrimination. Access to decent work for women of all ages. Equal access by women to financial services,
productive resources including land, trade and entrepreneurship.

Gender and racial equity at
the city of Spokane report;
Gender and Race Pay Equity
Task Force

Publish salaries of current employees in an easily accessible format. Provide salary negotiation workshops for
women at the City of Spokane. Audit the point factor system human resources uses to determine salaries for
exempt and classified positions. Actively recruit women and people of color for exempt and managerial
positions. Build a recruitment plan with local colleges and community organizations to increase diversity.
Market jobs at the City of Spokane in a way that attracts a diverse workforce. Train staff who engage in direct
outreach and recruitment strategies to diversify the applicant pool. Set performance measures for
departments and divisions at the City of Spokane by 2017. Survey employees to gauge perceptions of the
workplace climate and areas where the city can improve. Create multi-year workplace climate plans that
include specific deliverables on how divisions and departments will improve the job environment. Train
supervisory and management staff to be aware of gender and racial bias. Restart exit interview program at the
City of Spokane. Provide on-site or subsidized childcare and a nursing lounge at city hall. Promote and expand
flexible workplace policies. Review job descriptions to ensure an equitable balance of masculine and feminine
language exists. Create an applicant screening process that is gender and race blind. Conduct anonymous
surveys of test takers to discern areas to improve upon. Conduct annual analysis of the demographics of
boards and commissions to discern areas for improvement. Perform outreach to diverse communities for
inclusion on boards and commissions. Seek input from employees and labor representatives on performance
evaluation criteria. Establish a formal mentoring program for women and people of color at the City of
Spokane. Conduct comparative performance reviews.

Gender equity insights 2016:
Inside Australia's gender pay
gap report ;

Workplace Gender Equality
Agency

$100K annual pay gap for top tier managers.... Career-long penalty for women.... Women
managers fare better in male-dominated industries.... Female board representation narrows the
pay gap.... Not all pay gaps favour men.... Part-time and casual data inflates gender pay gap.... The
male ‘bonus’ premium.
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Gender pay gap reporting:
TUC response to GEC
consultation answers to
survey report ;

Trades Union Congress

Series of survey questions asking for opinions.

The regulations should specify how information is to be shared with employees and trade unions. Information
needs to be detailed enough to shine a light on the main causes of the overall gender pay gap within an
organisation. Standard methods for calculating gender pay gaps should be prescribed. Employers should have
to provide a supporting narrative that explains how gender pay gaps are calculated, the reasons for them and
action to address them. Adequate monitoring and enforcement mechanisms are needed to ensure compliance,
Commencement of gender pay gap reporting must not be delayed. There are strong reasons for extending the
requirements to medium as well as large employers. Guidance for employers should encourage equal pay
audits and transparent pay systems too. Rights for employees to ask for information about pay should be
reinstated, employment tribunal fees repealed and collective bargaining promoted. Employers should be
encouraged to analyse and publish pay information by ethnicity and disability, too.

Gender pay gap: Recent
trends and explanations
short report ; Council of
Economic Advisers

Despite women’s gains a large gender pay gap still exists.

In order to improve pay transparency and ensure fair pay, the President continues to call on Congress to pass
the Paycheck Fairness Act, which would enable millions of workers to discuss compensation without fear of
retaliation.... Agencies are also addressing the implications of pay secrecy norms and policies by focusing on
how better data on pay can improve enforcement.... Other policies that can help ensure fair pay include
modernizing outdated overtime regulations and raising the minimum wage.... Family-friendly workplace
policies can also better enable workers to choose jobs in which they will be most productive.... Individual
businesses and the economy as a whole benefit when workers are in jobs that are well-suited to their skills and
qualifications.

Gender pay gap: Second
report of session 2015-16
report ;

House of Commons Women
and Equalities Committee

Women over 40 are most affected. For those aged between 50 and 59 the gender pay gap
currently stands at 27.3%. Yet the Government does not have a coherent strategy to address the
issues underlying this gap and ensure younger women do not encounter the same difficulties as
they age. A large part of the gender pay gap is down to women’s concentration in part-time work.
Many women are trapped in low paid, part-time work that doesn’t make use of their skills. This is
partly due to women’s disproportionate responsibility for unpaid caring, but also because many of
the sectors women work in, like retail and care, offer predominantly low-paid, part-time work. Old
fashioned approaches to flexibility in the workplace and a lack of support for those wishing to re-
enter the labour market are also stopping employers from making the most of women'’s talent

and experience.

All jobs should be available to work flexibly unless an employer can demonstrate an immediate and continuing
business case against doing so.... The Department for Education should monitor the impact of its new policies
on: the number of flexible working contracts issued; the number of women returners supported back into
teaching; and the impact on the gender pay gap within teaching. This data should be published within a year of
the policies being implemented. The right to request flexible working should be amended to allow those
working less than full-time hours to request the opportunity to work more. The Department for Business
Industry and Skills should immediately facilitate a campaign outlining the productivity and business benefits of
flexible working and flexible hiring, sharing best practice within sectors.... If Government is to achieve its
objective of reducing the gender pay gap it needs a more effective policy on shared parental leave.... The
Government should immediately move to bring in Carers’ Leave of six weeks to allow employees facing short-
term care issues to take time out of work without losing their jobs.... The Government should commission
research to examine how decisions about taking time out of work for caring are shared between men and
women.... The first task of the Government’s new ministerial group on the gender pay gap should be to create
a National Pathways into Work scheme for harnessing the skills and experience of women over 40.... The
Institute for Apprenticeships should immediately investigate how its forthcoming guidance and standards on
apprenticeships can ensure that older workers looking to improve their skills, change career path or re-enter
the workforce, are able to benefit from apprenticeship funding and submit its finding to us.... The Department
for Education should fund and co-ordinate a sector specific national scheme to support women returners back
into teaching.... The Department for Business and Skills should develop industrial strategies for low paid highly
feminised sectors, beginning with the care sector.... Local Enterprise Partnerships should include lower paid
women employees as a key focus for their work.... The Department for Business Innovation and Skills should
set up an employers’ forum for organisations working within highly feminised, low paid sectors like retail, care
and hospitality as part of its national campaign to promote flexible working.
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Gender pay inequality:
Consequences for women,
families and the economy
report;

Joint Economic Committee
United States Congress

A woman working full time, year-round earns $10,800 less per year than a man, based on median
annual earnings. This disparity can add up to nearly a half million dollars over a career.....
career earnings result in an even greater disparity in retirement income..... Women’s median
earnings are lower at every level of education.... Women of color face even larger gender pay
gaps.... The pay gap typically grows with age.... Economists believe that the gender pay gap is
caused by complex factors. However, even when all those factors are taken into account, as much
as 40 percent of the pay gap may be attributed to discrimination..... American families depend on
women’s earnings.... Women's increased participation in the paid labor force has been a major
driver of economic growth in recent decades.

Strengthening anti-discrimination laws and modernizing outdated workplace policies to reflect 21st century
realities would help women to reach their full economic potential and could significantly shrink the gender pay
gap.

The gender pay gap: Facts,
causes and solutions fact
sheet;

Fawcett

Our labour market remains highly divided with feminised sectors tending to be the lowest
paid...Caring responsibilities can lead to unfair treatment and discrimination. ...By its nature it is
difficult to measure the impact of discrimination....Men continue to dominate the most senior and
best paid roles.

Employers: Advertise jobs at all levels in their organisation as flexible, part-time or a job share unless there is a
strong business case not to. Unblock the pipeline. Support women to progress to higher paid jobs. Tackle
unconscious bias and use targets to measure progress and focus minds. Over 60% of those earning less that
the living wage are women — become a living wage employer.

Government: Create targets for apprenticeships and aim for 50:50 recruitment. Apprenticeships are publically
funded but at the moment the ones in the highest paid sectors remain dominated by men. There is a £2,000
gender pay gap at apprenticeship level. The introduction of shared parental leave is welcome but at the
moment too few dads will be able to take it. There should be dedicated period of leave for dads paid closer to
replacement earnings rate. Build on the extension of free childcare by investing in our childcare infrastructure
so we have affordable, flexible and high quality care for children to help more families balance work and care
Give women access to justice, remove harmful employment tribunal fees currently set at £1,200 which prevent|
women bringing equal pay claims and have resulted in an 80% drop in tribunal discrimination claims. The time
limited use of boardroom quotas (ie with a sunset clause) can with international evidence show that they can
be an effective way of improving women’s representation at the top. Recent Survation polling carried out for
Fawcett shows Britain does not believe diversity at the top of public life will occur naturally, but that it will
benefit the economy. Quotas in the UK could be an important tool to improve women'’s representation in
public life and across the private sector, but additional work needs to be done within organisations to embed
culture change and that quotas alone will not be enough.

The gender pay gap: New
solutions for an old problem,
developing transnational
strategies together with
trade unions and gender
equality units to tackle the
gender pay gap comparative
report;

PROGRESS Program of the
European Union

[TIhe first conclusion is that sector- specific initiatives, in addition to the general instruments
which may (or may not have been implemented) in all countries are necessary to reduce the
gender pay gap.... [A] second conclusion is that initiatives in the financial and insurance sector
should focus on the topic of intransparent flexible payment and bonus schemes, which seem to be
very disadvantageous for women and contribute considerably the pronounced vertical
segregation in this sector.... The third conclusion is that in this day and age, where flexibilisation,
precariousness, unstable forms of employment and the deterioration of workers’ rights are
becoming more prevalent in the entire European Union, it is of utter importance to have strong
ties and cooperation with social partners (such as syndicates), governmental bodies and gender
equality bodies.

See conclusions.

The gender pay gap on the
anniversary of the Lily
Ledbetter Fair Pay Act issue
brief;

Council of Economic Advisers

Over the past century, American women have made substantial strides in entering and remaining
in the workforce and building their skills.... Much of the decline in the pay gap that occurred in the
1980s and 1990s was due to education and experience gains by women.... Women are
increasingly entering occupations that were once heavily male-dominated,...However, despite this
trend,...differences in occupation and industry still play an important role in the gender pay gap....
One potential reason the gender wage gap has narrowed faster among younger women is that the
age of first birth has risen.... Although negotiation can lead to better career prospects and higher
wages, it can create detrimental impressions of female workers.... By definition one cannot
explain the remaining part of the wage gap, but the impact of discrimination and biases contribute|

Eliminating pay secrecy can play an important role in helping women negotiate.... Other policies that can help
ensure fair pay include modernizing outdated overtime regulations and raising the minimum wage.... Family-

to the “unexplained” portion of the gap.

friendly workplace policies can also help workers choose jobs in which they will be most productive.
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The global gender gap report
2015 report;
World Economic Forum

There are three basic concepts underlying the Global Gender Gap Index, forming the basis of how
indicators were chosen, how the data is treated and the scale used. First, the Index focuses on
measuring gaps rather than levels. Second, it captures gaps in outcome variables rather than gaps
in input variables. Third, it ranks countries according to gender equality rather than women’s
empowerment.

Gender pay gap reporting:
Important, undesirable or
irrelevant? IES perspectives
on HR 2016 opinion paper
(presentation);

Institute for Employment
Studies

Our research and consulting experience at IES points to the complex, deeply rooted historical,
cultural and social causes of gender pay gaps. These range from continuing patterns of schools’
and parental career guidance, channeling girls towards traditional, female-dominated, low paying
occupations, the so-called ‘five Cs’ ; to

the lack of affordable childcare provision, the continuance of maternal-dominated shared
parental leave (despite the more flexible, in theory, government provisions); and what one
delegate referred to as inflexible flexible working provisions’ in many employers and effectively a
‘glass ceiling’ applied in practice.... the collection of papers identif[ies] four broad themes:
conceptual debates over the natures and causes of the gap; legal developments and their impact;
wage-setting institutions and changing employer for example for flexibility; and newly emerging
pay inequalities between and within educational and ethnic groups. As they conclude, perhaps
unsurprisingly: 'progress towards closing the gender pay gap will not be easy, will require a
collective effort of various actors, and will not be quick’.... Nobody really believes, however, that
compulsory gender pay reporting on its own will

close the UK’s gender pay gaps.

Some participants favoured stronger and more wide-ranging government intervention. A

number supported the legislative requirement of compulsory equal pay audits, as occurs

in Austria, and the remarkably detailed and open pay data comparisons which employers

are provided with and have to act on in Denmark.... But as some of the delegates...pointed out, there is a limit
as to how far even the most interventionist legislation can actually impact on employer practice.

Gender pay gap reporting:
The draft legislation
explained fact sheet ;
Withersworldwide

Under the new regime, private and third sector employers with at least 250 employees will be
required to publish an annual report showing the overall gender pay gap in their organisation.
Legislation is expected to be extended to the public sector at a later date.... The gap must be
calculated using both mean and median hourly pay over a specific pay period (normally a week or
a month, depending on the employer's usual pay cycle). The intention that 'employee' should be
widely defined means that LLP members and some self-employed individuals may be included in
the headcount. Under the draft legislation group companies will not be required to aggregate
employees across different subsidiaries. It is therefore possible that a large employer could be
outside the scope of these requirements if it does not have a single entity that employs 250 or
more employees.... Calculating the pay gap.... Treatment of bonuses.... Timing.... Sanctions....
What is the current pay gap?.... The reasons for the legislation.... Other comments.

Gender pay gap statistics
fact sheet ;

Workplace Gender Equality
Agency

Gender pay gap nationally. Full-time average weekly earnings of women. Full-time average weekly|
earnings of men. Gender pay gap by state and territory. Gender pay gap by industry.
Organisational gender pay gap analysis. The most common action - identified cause/s of the gaps.
The least common action - conducted a gender-based job evaluation process.

The gender wage gap and
public policy briefing paper;
Institute for Women's Policy
Research

Whether women work in occupations that are mainly done by women, mainly done by men, or
fairly integrated between men and women, they earn, on average, less than men.... Educational
attainment raises earnings but it does not eliminate the gender wage gap.... Hispanic and black
women have much lower earnings than white and Asian women and men.... Women's earnings
are closer to their male counterparts at the beginning of their careers but the wage gap increases
over time..... A number of factors contribute to the gender wage gap, including discrimination,
occupational segregation and the undervaluation of work typically done by women, the low
minimum wage, and women’s caregiving responsibilities.... The wage gap has a significant impact
on the economic security of women and families.

Closing the gender wage gap requires a concerted effort on a number of policy fronts, including greater pay
transparency and increased enforcement of anti-discrimination laws, measures to tackle women’s
concentration in lower paid, predominantly female occupations, an increase in the minimum wage, and
improved work family supports.
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Holding down women's pay:
Report for International
Women's Day report ;
University and College Union

In 128 out of 203 colleges that we have data for, male lecturers are paid more than female
lecturers, with the average difference at these colleges being £990.... The gender pay gap across
higher education equates to a shortfall of £6,103 per year for each female academic.... At 154
higher education institutions women are paid less than men.... The gap is larger at the so-called
‘elite’ Russell Group institutions.... While over half of all academics are women, only 23% of
professors are women.... The gender pay gap for academic-related, professional staff is smaller
than for academics, and stands at 3.2%.

1. Agree to a joint statement of intent with the UCU branch to close any gender pay gap
at their institution by 2020.

2. Agree to undertake an equal pay audit in conjunction with the UCU branch.

3. Conduct a joint analysis of the equal pay audit with the UCU branch.

4. Construct an agreed action plan with the UCU branch to address any gaps using
specific objectives with deadlines.

How to close the gender pay
gap? Strategies and good
practices of States and social
partners in Europe report ;
eutrio.be

This booklet provides an overview of some of the strategies and successful measures that
governments and social partners have adopted to close the gender pay gap. It includes a variety off
actions such as: legislation with specific control mechanisms on provisions and practices regarding
pay; specific action plans; governance structures to secure concerted action; monitoring tools;
development of partnerships, online wage calculators or interactive websites that improve the
transparency of pay systems; analytical job evaluation methods; and monitoring reports. Policy
actions and research on the factors behind the gender pay gap. Additional good practices from
candidate and EFTA countries as well as social partners.

Reducing the gender pay gap through the National Action Plan for Gender Equality in the Labour Market. The
gender pay gap annual report. Joint awareness-raising activities to close the gender pay gap. The Czech
government’s priorities and procedures for promoting equal opportunities. Equality between men and women
— principles and goals for effective and sustainable enterprises. Equal Pay Programme: the targeted
comprehensive action strategy. Law of 23 March 2006 on equal pay between women and men. Cause-
orientated governance strategy for overcoming the gender pay gap. A social partnership approach to the
gender pay gap. Directive on Measures to Achieve Equality and Equal Opportunities in Public Administration.
Programme for positive actions in private sector companies. Positive reinforcement of gender mainstreaming
at the national level. The task force ‘Part-Time Plus'. Gender mainstreaming as a tool for change — progress
project 2008-2009. The project ‘Re-evaluate work to promote gender equality’. The project EQUAL: working
conditions that determine gender inequality at work. A specific campaign for work and social security
inspectors. The one million inspection project: monitoring company compliance with the provisions on gender
pay gap (Discrimination Act — 2008:567).

How to perform
compesation benchmarking
& set salary ranges white
paper ;

PayScale

Sources for compensation benchmarking data. Applying your compensation strategy to the data.
How to select jobs to benchmark. Refining and correcting the data. How to match your internal
jobs to your survey data. Determining your pay grades. Determining your pay ranges - Finding the
midpoint. Determining your pay ranges - Range spread. Calculating the minimum and maximum.
How to handle “Hot Jobs” or range-busters. Save time and money on compensation
Benchmarking and make setting salary ranges easy. Sample report excerpts. Salary by product
activity.

International women's day:
PwC women and work index
report ;

PwC

Iceland, Norway and Sweden are the top 3 performing OECD countries in this latest update of the
Women in Work Index.... Hungary has achieved the most significant year-on-year improvements,
due to a significant narrowing of the wage gap, a rise in female labour force participation and a
fall in unemployment.

In the UK, the lack of access to affordable childcare is a key barrier holding back women from returning to work|
following motherhood. There is therefore a strong economic case for UK policymakers to improve access to
affordable and quality childcare. Other policies to support women returning to work and equality in the
workplace include improving tax incentives for women to return to work, introducing stronger incentives to
encourage take-up of shared parental leave and promoting pay transparency.
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Inventory of trade union
GPG policies and activities in
EU-28+1 report ;

European Commission

National — Lack of adequate regulation, monitoring bodies, gender equality policies and
strategies. Structural causes due to poor career guidance, not proper educational policy. Gender
stereotyping strengthening gender inequality.

Sectoral/subsectoral/occupational — Specialties of sector/occupation employing mostly men or
mostly women.

Workplace — Lack of family friendly working conditions (like flexible work or possibility of
maternity leave without any punishment). Employment contracts penalising special life conditions
of women. Unequal/unjust carrier/training possibilities at workplace for women and men. Lack of
‘positive discrimination’ for people in disadvantageous situation, among them for women
particularly with children. Lack of collective (wage) agreement and/ or collective (wage)
agreement without specific concern to gender wage equality. Lack of equality plan at workplace.

National — Pay statistics analysis, sources National Statistical Offices (LFS, companies reports, social security
data; Eurostat, ILOSTAT Database, OECD). Social partners, confederations, research or advisory institutes,
monitoring bodies, civil organisations focusing on equal rights including gender equality. Legal regulation,
monitoring bodies. National pay bargaining. Minimum wage. Awareness raising campaigns.
Sectoral/subsectoral/occupational — Sectoral wage statistics. Trade union federations, sectoral level social
partners, sectoral level social dialogue committees; European social dialogue committees focusing on GPG in
the different EU countries at sectoral level. Sectoral collective agreements. Sectoral minimum wage. Good
practice: male dominated sector — permanent network and conferences.

Workplace — Definition of equal work or work of equal value and practical difficulties to do it in a workplace —
need for special guides and trainings. Company level trade union organisations, shop stewards, works councils,
employees. Transparency in pay is a basic. Job classification — job evaluation schema is another basic. Equality
proofed pay systems. Collective agreements including wage agreements and clauses in concern of gender
equality. Gender equality plans. Training programs for shop stewards to be able to define equal work or work
of equal value and to take part in collective bargaining. Monitoring the “equal pay for equal work” at
workplace. Flexible working practices. 'Good’ part-time work opportunities. Professional training and career
development for both sexes.

Level of comparability
payments for January 2016
and other matters pertaining
to the Locality Pay Program
memorandum ;

Federal Salary Council

In summary, our major recommendations for 2016 include the following: We recommend using the 2016
locality rates shown in Attachment 1. We recommend that the pay agent publish, as soon as possible, the
regulations needed to propose adopting February 2013 CBSA definitions as core pay area definitions for the
locality pay program (with no movement of locations to lower-paying locality pay areas based on changes in
CBSA definitions). We recommend that the pay agent publish, as soon as possible, the regulations needed to
propose the 12 new locality pay areas we recommended in 2012. We recommend that Kansas City be
established as a separate locality pay area, and that the Council continue to monitor the pay gaps for other
“Rest of U.S.” areas for which BLS has provided salary estimates from the NCS/OES model. We recommend
modifying the criteria for new areas of application as stated above. We recommend requesting NCS/OES salary
estimates from BLS for the locations shown in Attachment 9.

Magnitude and impact
factors of the gender pay
gap in EU countries report
and press release ;
Hamburg Institute of
International Economics

Countries with small wage differences between men and women tend to be characterized by low
female labour market participation, pointing to a positive selection of women into employment.
Sector affiliation and working hours are the main drivers of the gender earnings divide in EU
countries.... By contrast, due to a tremendous heterogeneity on the country level, occupational
segregation rather takes a back seat on the European level, but interacts with gender differences
in industry and hours worked. Inferences drawn from this study address politics, firms and social
partners.

Policies combating gender stereotypes and boosting fathers’ family engagement seem to be promising. The
same applies to innovative leadership models balancing employees’ family and work demands, strategies
aiming to cut the cost of time flexibility and measures to promote a revaluation of ‘female’ work. Thus,
collaborative effort is required to close the gap.

Minding the gap: Tapping
the potential of women to
transform business report;
Graduate Management
Admission Council

In spite of the huge economic and educational gains women have made, there is a persistent gap
in women’s earnings globally compared with men that cuts across industries, professions, and job
levels. There is also a dearth of female participation in top leadership roles in business, all
indicative of the work that still needs to be done to address the biases, barriers, and unmet needs
that make it harder for women to advance in business careers and accrue the same financial
rewards as men.

Expand access to business school and business careers by pursuing outreach and engagement to build the
pipeline of women interested in business careers; Build a business school environment that prepares students
for tomorrow’s diverse workforce; Ensure career services extend beyond the needs of traditional students to
include recent graduates and alumni as well; and Business schools themselves need to set an example of a
workplace that supports diverse faculty and staff by investigating and addressing gender gaps in faculty hiring,
promotion, and pay and ensuring diverse leadership positions within the school, including on advisory
boards.... Modernizing the curriculum to educate students on how to lead an organization that best utilizes the
diverse talents of employees, including those trying to balance work and family; Making case studies more
representative of diverse leaders solving a wide range of problems; Facilitating mentoring and sponsorship
opportunities for women; Ensuring that a diverse group of leaders and leadership styles are brought into the
classroom; Partnering with companies to help women get back on the fast track from interrupted careers;
Recognizing life-cycle challenges women face in trying to pursue an MBA, career, and family and consider
flexible approaches to the timing of education to better meet their needs; and Targeting financial support to
ensure business school is a viable investment for individuals with a low earnings profile.
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Pathways to equity:
Narrowing the wage gap by
improving women's access
to good middle- skill jobs
report;

Institute for Women's Policy
Research

Many middle-skill jobs—those jobs that require more than a high school diploma but less than a
bachelor’s degree—offer the potential of employment with family sustaining earnings. Well over
a third of all workers (37.2 percent) are employed in these occupations, and over a third (34.4
percent) of all projected job openings are in middle skill occupations. While not all middle-skill
occupations offer family-sustaining wages, the majority of projected job openings (55 percent) are,
in occupations with median annual earnings of at least $35,000, and may be stepping stones to
higher paid careers. Many employers report difficulty finding workers to fill vacancies in middle
skill occupations, including in the key growth sectors of advanced manufacturing; transportation,
distribution, and logistics; and information technology.

Policymakers: Fund technical assistance and support for employers and workforce developers seeking more
diversity and inclusiveness within their organizations. Help employers and workforce developers implement
flexible working practices and supportive services that recognize the family care responsibilities of their
workers; policies should be adjusted to recognize that families typically do not have someone at home to do
child care, domestic work, or other tasks. Include progress toward gender equity in the monitoring and
accountability frameworks that accompany receipt of public funding.

Workforce Developers : Workforce developers, educators and trainers should assess and evaluate their
recruiting and placement strategies to ensure that they attract and retain women as well as men. Additionally,
they should address the lack of information regarding the opportunities and benefits of middle skill
occupations. Setting goals for the number of women applicants, participants, graduates and placements can
help monitoring whether materials reach women as well as men, and whether training programs are equally
successful for women and men.

Pay equity: Legislative and
legal developments report
Congressional Research
Service

According to some federal data, on average, full-time female workers earn approximately 20%
less than full-time male workers. At least a portion of this gap is due to observable factors such as
hours worked and the concentration of female workers in lower-paid occupations. Some interpret
these data as evidence that discrimination, if present at all, is a minor factor in the pay
differentials and conclude that no policy changes are necessary. Conversely, advocates for further
policy interventions note that some of the explanatory factors of the pay gap (such as occupation
and hours worked) could be the result of discrimination and that no broadly accepted
methodology is able to attribute the entirety of the pay gap to non-gender factors. Currently,
there are two federal laws that may provide a remedy to employees who believe that unlawful
sex-based wage discrimination has occurred: the Equal Pay Act and Title VII of the Civil Rights Act
of 1964. Meanwhile, the issue of pay equity has attracted substantial attention in recent
congressional sessions.... These bills include the Paycheck Fairness Act (H.R. 1619/S. 862), the Fair
Pay Act (H.R. 1787), the End Pay Discrimination Through Information Act (S. 83), the Workplace
Advancement Act (S. 2200), and the Gender Advancement in Pay Act (GAP Act; S. 2773). This
report also discusses pay equity litigation.
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Pay equity: The Minnesota
experience report 6th
edition report ;

Legislative Office on the
Economic Status of Women

“Equal pay for equal work” will not close the wage gap because women and men seldom do the
same or equal work; The overall wage gap will not disappear until men and women are more
equally represented in all occupational groups; Regular and frequent mandatory reports and
monitoring have proven to be a key to success; Having a systemic report-based system and not a
complaint-based one is also key to continued success; Both programs required studies of
disparities before any increases in pay, and later there was allowance for implementation over
time; The state program was initiated with a pay study that documented wage disparities based
on a job evaluation system already in place; Local governments had greater success in compliance
when they relied on relatively simple, existing job evaluation systems rather than hiring
consultants to devise complex new systems; Earmarked funds for pay adjustments contributed to
the initial success of the state program; The local government program was initiated because of
the success of the state program; Both laws were supported by most employee unions and
allowed for the final distribution of funds through the usual collective bargaining process; Over
the years, pay equity considerations have been an ongoing part of salary negotiations; The
process for administering pay equity relies on internal comparisons using salaries for male-
dominated classes as the standard benchmark for comparing wages; There have been continued
efforts by advocates to maintain pay equity in Minnesota; The lack of information about salaries
and job evaluations is a major barrier to achieving pay equity in the private sector.

In addition to suggestions for further research,... Minnesota’s state and local government pay equity laws
should remain intact and not be weakened in any form.... Compensation for men and “male” jobs must remain
the benchmark for determining the standard for compliance. Any attempt to use any other trend line or
comparisons such as an “all employee line” or “balanced class line” must not be used. The male line is used
because it reflects the pay for jobs that have not been affected by discriminatory practices of the past. Other
lines factor in the low wages for women and are therefore not appropriate for comparative purposes....
Current employment practices of surveying the “market” also tend to perpetuate former wage structures and
should not be used if the goal is to eliminate past stereotypes of the value of traditionally female occupations.
Genuine and documented recruitment difficulties can be considered in pay-setting, but experience shows that
jobs performed by women are often just as likely as those performed by men to be “high demand”
occupations..... The report-based method of assuring compliance with pay equity should not be weakened. The|
complaint-based method is costly and time-consuming.... Salary adjustments should not be made by reducing
the wages of jobs typically held by men..... The statistical software developed by the state to analyze gender
differences in pay practices should be more widely used by jurisdictions in other states and by private
employers in Minnesota.....Pay equity programs should be kept as simple as possible..... Minnesota’s expertise
and experience with pay equity should be widely shared with jurisdictions in other states as well as with
academics and public policy organizations..... Other states should adopt a law, as Minnesota did recently, to
prohibit retaliation against an employee who discloses her or his wage or who asks for salary information from
another employee.....Efforts to eliminate sex-based wage discrimination in the private sector through various
means, including education and legislation, should be explored and encouraged.... Research should be
undertaken to determine whether pay equity initiatives could improve the economic status of women
employed by the University of Minnesota and of all women employed by the Minnesota State Colleges and
Universities system.

Internal salary equity study
for the University of Maine
report;

University of Maine

After controlling for the effects of rank, tenure status, departmental affiliation, experience,
highest degree, time in rank, age, and race, the remaining (unexplained) wage gap between male
and female faculty members at the University of Maine was approximately 2% and was not
statistically different from zero at p-value = 0.05. When current rank and time in rank were not
controlled for in the salary model, the unexplained wage gap by gender increased to 5.1% and
became significant at p-value = 0.01. The unexplained wage gap was not substantially affected by
whether a single-equation or two-equation approach was used.

Revision of the Employer
Information Report (EEO-1),
FR Doc # 2016-01544 [etter ;
WorldatWork

A. Sufficient comment period was denied.... B. Additional data reporting Is not necessary.... C.
Proposed W-2 data is an incomplete metric to analyze pay practices.... D. Tracking and/or
assuming exempt hours worked is not legitimate data.... E. Administrative burden is under-
estimated.... F. Confidentiality is not fully addressed or assured.... G. Timing of disclosure Is not
optimal.... H. The EEOC’s proposal does not comply with the Paperwork Reduction Act.

WorldatWork believes that the EEOC’s proposal, as written, is ill-advised. Given the concerns outlined above,
WorldatWork urges the EEOC to withdraw its proposal and perform extensive real-world research into the
proposal’s impact before subjecting all employers with more than 100 employees to its burdensome effects.
The EEOC must prove that any collection of pay data through the EEO-1 is an effective way to identify
discriminatory pay practices and whether it can be accomplished in way in which the benefits outweigh the
burdens. WorldatWork believes that the current proposal does not meet these requirements nor that
impacted stakeholders have been given the sufficient time required to provide thorough input.
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The San Francisco equal pay
ordinance report ;

San Francisco Equal Pay
Advisory Board

[E]xisting laws requiring Equal Pay Reports from contractors are extremely limited and nascent.....
Current categorization of race and ethnicity used by the federal government has proven to be
limited and/or confusing to many.... The terms sex and gender are often used interchangeably but
should be understood distinctly. By limiting the categorization to only male and female, many
reporting structures fail to account for gender nonconforming individuals who may identify as
both or neither gender.... It is necessary to define and evaluate other terms and standards of the
Equal Pay Report.... Developing a successful EPR reporting model requires technical expertise
beyond that of the EPAB, specifically in the areas of labor and economics, statistics, technology,
and City contracting. The Office of the Controller is uniquely qualified to develop and test an
analytical model for the Equal Pay Report, and has agreed to do so..... San Francisco would benefit
from conducting an internal analysis of compensation data by race and sex within its own
workforce.... Gender wage gap analyses have been performed internally by the other jurisdictions
in the development of pay equity initiatives.... Studying its own workforce will enable the City to:
Gain insight into the practical application of equal pay reporting requirements and identify the
most effective methodologies for data collection and analysis. Understand the challenges and
concerns that may arise for contractors and develop the tools and framework needed for success.
Strengthen understanding and improve the quality of publicly available wage data.... Further
research, development, and testing is necessary to create a successful reporting model.... A notice
and education period is needed to ensure that contractors understand how to comply with the
new reporting requirements.

Continue to research and incorporate insight from pay equity and wage discrimination laws as they develop in
other jurisdictions, and from pay equity initiatives in the private sector..... Define and standardize relevant
categories of data by race and ethnicity that will be used in the Equal Pay Report. Establish a context and
framework for collecting race-based data that will generate meaningful and measurable information. Define
race/ethnic categories by drawing on the U.S. Census’s current categories and incorporating new categories
that research has demonstrated are relevant in today’s society. Provide employers with guidance and tools to
encourage employees to voluntarily report the most detailed race data possible.... Categorize sex as male,
female, or other on the Equal Pay Report. Establish a context and framework for collecting data on sex that
correspond to the gender identity of employees....Define the terms and standards as described in this report.
Complete a comparative analysis of the Equal Pay Ordinances and the terms and standards used in other City
contracting ordinances as set forth in the work plan between the HRC and the Office of the Controller....
Develop a model for Equal Pay Report by June 2016 in accordance with the Project Plan between the Human
Rights Commission and the Office of the Controller. Evaluate phased implementation upon completion of
model in June 2016.... Conduct an internal equal pay pilot program using City employee data. Update records
on race and gender of employees to match the categorization that will be used on Equal Pay Reports by April
2016, and perform an internal compensation analysis by June 2016. The City’s system of classification and
compensation is structured and regulated and is expected to reveal an absence of significant wage gaps;
however, if any significant wage gaps are identified, the City should study the wage gaps and implement a
strategy as to how they can be closed.

The simple truth about the
gender pay gap report ;
American Association of
University Women

Strong pay equity laws help close the pay gap, but the gap itself is affected by other issues such as
paid leave and gender stereotyping. State laws addressing the pay gap vary considerably. For
example, each state’s laws apply to different subsets of employees, with some states covering all
employees, others affecting only public or only private employees, and still others regulating only
those employers who have more than a certain number of workers.

Trailblazing transparency:
Mending the gap

There are more women in employment in the UK than ever before.... There are more women on
FTSE Boards than ever before.... Whilst we have the lowest gender pay gap on record, when you
look at all the men and women working in the UK, there is still an average pay gap of 19.2%.... We
also know that gender pay gaps vary according to age.... The causes of the gender pay gap are
varied and overlapping and can have a significant cumulative impact on a woman’s earning
potential during her lifetime.... Despite a steady recovery over the ten years post birth....
women’s employment rate never recovers to the same rate as men’s, even after 30 years....
Diversity has a positive impact on many key aspects of organisational performance.

Delivering on gender equality through transparent reporting....Monitoring gender pay.... Publishing our gender
pay gap — commitment and accountability.... Gaining employees trust and improving engagement and
retention.... Focusing on workplace culture.... Driving progress through bold public commitments.... Attracting,
recruiting and retaining women.... Changing and improving to retain and develop female talent.... Successfully
engaging women at lower levels to push for promotion.... Tackling low female representation in STEM parts of
the business.... Think, act, report framework.
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The truth about the gender
pay gap online report ;
PayScale

Why do men earn so much more than women overall? A big part of the answer lies in job type.
Men primarily hold many of the highest-paying types of jobs, like engineering, computer science,
and business and finance. Women, meanwhile, hold a majority of teaching, social service and
personal care jobs. You don't have to be a highly-paid rocket scientist to figure out that this
contributes to overall pay inequity, but looking at the maps below will illustrate just how much
trends in job type affect the uncontrolled gender pay gap.... Generally, pay increases as careers
progress. However, fewer women rise to leadership roles than men, and as they do, the gender
pay gap increases, even when we control for compensable factors like job type, experience,
education, etc. The so-called "glass ceiling" is a major factor in understanding gender pay inequity.,

Know your market value. Negotiate.... Find a sponsor (or be one). Educate yourself. Model good behavior.
Speak your mind.

Visier insights report:
Gender equity report
Visier

The Manager Divide—an underrepresentation of women in manager positions—significantly
contributes to the gender wage gap.

Implement the Rooney Rule: for every manager position you have open to fill, consider “at least one woman
and one underrepresented minority” in your slate of candidates:- Implement blind screening, removing names
(or other gender identifiers) from resumes when selecting candidates for interviews. Increase measurement
and awareness of gender equity in the rollout or implementation of HR policies, including manager promotions
and hires, and compensation policies. Support meaningful paid parental leave that is equal for both women
and men. Ensure it is socially acceptable for both men and women to take time off to care for their children.
Support programs that increase the availability of good quality affordable childcare for all parents. Ensure it is
socially acceptable for both mothers and fathers to make use of flexible working time arrangements to care for
children. Develop and support long-term programs— starting in grade school, throughout high school and
college, and into the work years—aimed at removing the gender bias and social taboos associated with career
choices: while it might take ten or twenty years for these particular efforts to pay off, they are a key part of the
solution for eradicating the gender wage gap

Wage gap fact sheet ;
Institute for Women's Policy
Research

Women earn less than men in all but two of the most common occupations for women.... Women
earn less than men in all of the most common occupations for men....Almost four times as many
women as men work in occupations with poverty-level wages.... Women earn less than men of
the same race and ethnicity in broad occupational categories.

Women of color and the
gender wage gap in
California report ;

Assembly Select Committees
on the Status of Girls and
Women of Color in California
and on Women in the
Workplace; Legislative
Women's Caucus

Research indicates that these pay inequities may be driven in large part by gender and race-based
occupational segregation, whereby women of color are disproportionately concentrated in low-
wage and minimum wage jobs and underrepresented in higher-paying occupations and industries.
These wage gaps are also affected by the persistently low valuation of work in occupations done
predominantly by women, in general and compared to male-dominated occupations that require
similar levels of skill and/or education. While many occupations remain highly segregated by
gender and by race with women concentrated in the lowest paid jobs and more likely than men to
hold positions in the lower ranks of most occupational categories women of color are even more
likely than their white counterparts to work in the lowest-paying job and experience higher levels
of unemployment and poverty.... Wage theft contributes to the gender wage gap for women of
color, especially immigrant women.

Tackling the disparities in pay and employment facing women of color in all strata of occupational categories
will require policies at state and local level that link these women to the education, workforce training, and
work opportunities necessary to thrive. This can be accomplished not only through enforcing and
strengthening our existing laws, but also promoting systems and practices that value and compensate women
of color as equal participants in the labor force. Making systematic improvements in compensation, minimum
labor standards, job training and mobility, and access to higher-paid, nontraditional careers for women and
girls of color will increase economic opportunity and security for all Californians.

Women, work and the state
of wage inequality online
report;

Hired

Women are offered less than men for the same roles....The wage gap is lowest at seed stage
companies.... Overall, Hired’s data shows that the average woman on our platform sets her
expected salary at $14k less per year than the average man on our platform. When we break the
expectation gap down by role — comparing women and men in the same job category — we
found as the ratio of men to women in the role increases, so does the gap.... The expectation gap
tends to widen as years of experience increase.... Women with under two years of experience are
asking for an average 2% more compensation than men.... Offers increase with expectations.
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Wage Gap Reports

Title; Organization

Primary Conclusions/Summary

Recommendations

Womenomics4.0: Time to
walk the talk Japan portfolio
strategy report ;

Goldman Sachs

(1) The government should deregulate daycare/nursing care sectors, reform immigration laws, neutralize the
tax and social security codes, mandate gender-related corporate disclosures, equalize part-time and full-time
work, and boost female representation in the government. (2) The private sector should stress the business
case for diversity, create more flexible work environments, adopt objective evaluation schemes, set diversity
targets, introduce a more flexible employment contract, and engage male champions of diversity. (3) Society at|
large also needs to work to dispel various myths about Womenomics and encourage greater gender equality at
home.
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Best Practices

Title

Organization

Outline and Additional Information

California Equal Pay Act: Frequently
asked questions

California Department of
Industrial Relations

When do the amendments to California’s Equal Pay Act take effect? What does the new law
provide? What does “substantially similar work” mean? What are the key differences between
the old Equal Pay Act and the amended Equal Pay Act? Under the new law, what do | have to
prove to prevail on my Equal Pay Act claim? Can | file a claim if the person who earns more than |
do has a different job title? How is “wage rates” defined? Under the new law, how may an
employer defeat an Equal Pay Act claim? Under the new law, how is the “bona fide factor other
than sex” applied? When do | need to file my Equal Pay Act claim? Where can | bring a claim to
enforce the Equal Pay Act? Must | file an administrative claim before filing a case in court? What
happens after | file my claim with the Labor Commissioner’s Office? Do | need to file a claim with
the California Department of Fair Employment and Housing (DFEH)? May I file a claim under the
Equal Pay Act anonymously or in a group with others? What do | get if | prevail in my Equal Pay
Act claim? How long must an employer keep records of employee wages and wage rates? Can |
ask my employer how much other employees are paid? Can my employer retaliate against me for
asking about other employees’ wages? Am | protected from retaliation if | complain about an
Equal Pay Act violation? What is my deadline to file a retaliation claim with the Labor
Commissioner? What do | get if | prevail in my retaliation claim?

EEOC proposes pay data reporting by
employers

Xerox

Background, pay data reporting changes, and rationale. The new initiative is aimed at narrowing
the gender pay gap and eliminating pay discrimination through increased EEOC and OFCCP
scrutiny of employer pay practices. If the expanded reporting requirements are approved,
starting with the 2017 EEO-1 filings, employers — including federal contractors — with 100 or
more employees would be required to provide compensation and hours worked data in addition
to the information already submitted on their annual filings. Given recent pay equity initiatives at
the federal and state levels, employers will want to review their current pay practices and assess
what, if any, potential risks they may pose.
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Equal pay day 2016: What employers
need to know to comply with recent laws
designed to decrease the wage gap
between men and women

Association of Corporate Counsel

Overview, pay equity landscape, federal efforts to address wage gap, EEOC's proposed revisions,
state laws advancing pay equity, pay equity audits, and starting pay often leads to disparities.
California’s Fair Pay Act (“FPA”), which went into effect on January 1, 2016, is the strictest of
these new state-level laws. Under California’s FPA, employees can be compared to other
employees even if they do not work in the same establishment and do not hold the “same” or
“substantially equal” job. The employees compared, however, must still perform work that is
similar. Additionally, the new law requires employers to justify pay differentials and limits the
factors that employers can use to explain the differential. Although a showing of discriminatory
intent or a specific practice or policy with a discriminatory impact was required for claims
brought under Title VII, no such showing is required under California’s FPA. Recent proposed
legislation in California also suggests that pay may not be limited to gender for long. California
Senator Isadore Hall introduced Senate Bill 1063, which seeks to extend California’s FPA
amendments to race and ethnicity.

Employment pitfalls to avoid in 2016

Branson Tri-lakes Human
Resources Association

Joint employer topics, employee classifications, independent contractors, exempt status,
retaliation, sexual orientation, pay gaps, how to avoid pay gap issues.

This printed copy is adapted from the
online version.

Unison

What is an equal pay audit? Who performs an equal pay audit? How often should an equal pay
audit be performed? Are equal pay audits a legal requirement? Does this apply only to England?
Why does the equal pay audit ask for sensitive information? Why are there multiple equal pay
toolkits with different numbers of steps? What if there is a generally low amount of awareness
about equal pay in my workplace? What if the employment data collected under agenda for
change is unsatisfactory? How important to this process is a job evaluation scheme? What should
the branch do if there is a difference in pay? Where can | find more information about equal pay
audits? Branch check list.
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Branch guide to gender pay reporting

Unison The Public Service Union

Background, key statistics, gender pay reporting examined - What is covered in the legislation?
Pay, calculating gender pay gaps, what are salary quartiles? Exactly when and how often must
the breakdown be published? How must it be made available (to either the public or unions)?
What penalties are there, if my employer does not comply with the regulations? What can
branches do? Determine which jobs are equal. Determine the causes. Encourage collaborative
working. Recruitment and organising - using gender pay gap issues to organise your members.
Further Information.

This guidance sets out the key issues for branches obliged to publish information about their
gender pay gaps, the background and key issues covered by the legislation, and suggests that
branches engage with employer (regardless of the size of the organisation you work for) in order
to review and act on gender pay gap reporting information.

Gender pay reporting

Watson, Farley and Williams

Relevant employers and employees, duties of employers, what should be included as pay? Online
publication, what do employers need to do now? Conclusion.

Governance in brief: Gender pay gap
information — draft regulations issued

Deloitte

Headlines, background, headline requirements, which companies will be caught by the new
regulations? When will the new regulations apply? How will “pay” be defined? How will bonuses
be treated? New disclosure on salary quartiles; strong encouragement, but no requirement, to
provide supporting commentary; publication of gender pay information; and trailblazing
transparency: mending the gap. Further information.

Government publishes draft gender pay
gap regulations

Squire Patton Boggs

Under the draft regulations, affected employers will be required to: Publish the difference in
mean and median pay between male and female employees. Report on the number of men and
women in each quartile of their pay distribution. Publish the difference in mean bonus payments
between male and female employees during a 12-month period and the proportions of male and
female employees who received bonus pay. Overtime payments will be excluded from the
gender pay gap calculations. Publish the information on their website. A written statement
confirming that the information is accurate will have to be provided. This information will have to
be retained online for three years so that any progress can be monitored. Employers will also
have to upload the information to a government-sponsored website.

The introduction of mandatory gender
pay gap reporting

Freeths

What will have to be published? When and where to publish. What happens if you don’t comply?
What happens if you do comply? Next steps,
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Mandatory gender pay gap reporting:
Government consultation on draft
regulations

Government Equalities Office

Consultation question: What, if any, modifications should be made to these draft regulations? To
inform our consideration of any proposed modification(s), please explain your response and
provide supporting evidence where appropriate.

Deadline, respond online, other ways to respond, government response, enquiries, foreword,
introduction, summary of the draft regulations, commencement and scope, defining pay,
publication timetable, calculating gender pay gaps, gender bonus gap, salary quartiles, where to
publish, review, draft statutory instruments, explanatory note.

Mandatory gender pay reporting

Taylor Walton Solicitors

Who will be required to report? What information will have to be reported and when? Where
will the information be published? Compliance and fines, potential issues, you need to prepare,
and how can Taylor Walton help?

Mind the gap: New gender pay gap
reporting requirements are clarified

Clifford Chance

Key issues, key aspects, who is caught? What pay data is covered? Contextualisation,
consequences of non compliance, and guidance.

Mind the gap: Mandatory pay gap
reporting

Hays

Large employers may wish to begin preparing for mandatory pay gap reporting now by looking at
what pay discrepancies exist and taking steps to address them before this information is made
public. Once employers are required to publish the figures, any discrepancies could cause
reputational harm or employee relations issues, or even spark equal pay claims from disgruntled
employees. Employers may also wish to involve internal or external lawyers so that any internal
report on the gender pay gap is

privileged. Otherwise, any report would have to be disclosed in the event of an equal pay claim —
even if produced voluntarily now and even if produced on a confidential basis. In any event,
employers delving into pay differentials must be committed to addressing any discrepancies, as
identifying issues but failing to take action could put the employer in a worse position.

Pay equity enforcement: The
government's microscope is on your pay
— take action now!

Jackson Lewis

The growing focus on pay discrimination, the persistent pay gap, growth in Federal (and State)
law enforcement, how can you get ready? Proactive and privileged pay equity analyses, pay
practices under a microscope, Federal pay discrimination laws, OFCCP directive 307, item 19 of
the new OFCCP scheduling letter, pay transparency, proposed changes to EEO-1 reporting, why
W-2s? A shift toward total comp, what does all of this mean for us? Review current pay practices,
pay equity analysis, protect your analyses with attorney-client privilege, the sliding scale of
privilege, Jackson Lewis pay equity analysis, and questions.

Preparing for gender pay gap reporting

Chartered Management Institute

What is the gender pay gap? What are the regulations and when will they come into effect? 1.
Check your data processes. 2. Segment your workforce. 3. Align pay and pipeline data. 4. Track
changes. 5. Set targets. 6. Review starting salaries. 7. Start reporting. 8. Change outdated cultures
and additional resources.
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Publishing the gender pay gap: Planning
should start now

Ashurst

Gender pay gap, government action, next steps, which employers will be required to

publish gender pay data? Who are "relevant employees"? What counts as pay? What counts as
bonus pay? What is the pay period for which data must be collected? Where must the
information be published? May employers add an explanation of the data? When does the data
have to be collected and published? What issues should employers be thinking about in
preparing for mandatory gender pay reporting?

Reporting on the gender pay gap

Peninsula Business Services

This employment law guide explores the basics of the gender pay gap and offers guidance on
how to avoid common pitfalls. What is the gender pay gap? What is the obligation and who will
be affected? The next step for employers, benefits of transparency, and concerns for employers.

Toolkit 1: Measuring your gender pay
gap: Gender pay gap reporting

The Prince's Responsible
Business Network

Do you know how to calculate the gender pay gap? Which calculations should you choose? And
how can you gain a true picture of gender pay inequality in your organisation? What is the
gender pay gap? Proactive reporting, pay gap methodology, calculating the gender pay gap,
method of measurement, definition of employee, type and makeup of earnings, single figure and
breakdown by levels, grades and quartiles, recommendations, step-by-step instructions for
median and mean calculations, comparing FT male employees and PT female employees, sector
role mapping, and calculating the gender pay gap by quartiles,
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Methodology
May 2016 Google Search for Wage Gap Reports and Best Practices
There is more information available about the gender wage or gender pay gap. This literature review is a sample

This literature review was completed May 27-31, 2016 to collect a sample of the available pdfs online.
A summary of how the information was complied is provided below.

— Performed an advanced google search: wage gap report "2016" filetype:pdf to collect a sample
of available information

— Reviewed documents from 25 search pages (n=250 search results)

— Selected those documents that are reports; frequently asked questions; best practices from law
firms, unions, or human resource organizations; examples of pay equity reporting;
documents that appeared to include methods to calculate the gender pay gap and/or
solutions to the gender pay gap

— Searched for “gender” in the documents to identify if the gender pay gap was discussed

— Documents published earlier than 2016 were saved, but the goal was to provide the most
current information

Several documents not found in the original search described above are also included:

— A report written from a survey found in the original search

— A report about the types of compensation cited in a letter found in the original search

— Additional documents linked to the original pdfs
A total of 110 documents were saved, however, the 33 reports or documents with only brief mentions of the
gender pay gap, women in the workplace, and/or diversity were not analyzed nor are they included in this
spreadsheet. A total of 77 documents were analyzed to identify wage gap reports and best practices, the
two substantive tabs found in this workbook. These tabs include a total of 58 long or short reports
(e.g., briefs, overviews) specifically about the gender pay gap as well as 19 best practice-type documents.
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