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REPORTHIGHLIGHTS

A womanworking full time, yeasround earn$10,800 less per yeahan a man, based on
median annual earnings. This disparity can add up to nebdlf million dollars over a
career.

On a percentage basis, a woman earns @hlyercentof what a man earns. Ths
known as the “gender earnings ratio.” Theg&teent difference between mernd
women’s earnings meatisatwomen are paitess than $4 for every $%aid to men.

Although the gender pay gap has narrowed over time, at the current rate &, ¢harib
not close until 2059 according to the Institute for Women'’s Policy Research.

Lower career earnings result in an even greater disparity in retirememenddedian
income forwomen ages 65 and older ($17,4004gercent lesgshan the median
income for men in the same age group ($31,200). Women 75 years and olleroste
twice as likelyas merto live in poverty.

The gender pay gap varies widely across states, flom af 10percentin
Washington, DC, to high of 35percentin Louisiana.

Women’s median earnings doaver at every level of educationin fact, women are
often outearned by men with less education: the typical woman with a graduate degre
earns$5,000 lesshan the typical man with a bachelor’s degree.

Women of color face even tg@r gendr pay gaps. Compared to whiten, African
American women, on average, are pamdly 60 cents on the dollaand Latinasre paid
only 55 cents on the dollar

The pay gap typically grows with age. While women ages 18 to 2B8garcent of
what theirmale counterparts earn, women over age 35 earrn7émigrcent

Economists believe that tlyendempaygap is caused by compléctors. However,
even when all those factors are taken into accasntyuch as 40 percentf the pay
gap may be attributed ttiscrimination.

American families depend on women’s earnings. In the typical (median) hodisétiol
a mother working outside the home, women contribute néanbercent of their
family’s total earnings.

Women'’s increased participation in the paid lafooce has been a major driver of
economic growth in recent decades. According to the Council of Economic Advisers, t
U.S. economy i$2.0 trillion bigger today than it would have been if women had not
increased their participation and hours since 1970.

Enacting policies that would narrow the gender pay gap and help more women work ft
time in the paid labor force woultecrease income inequalityandlift many women out
of poverty.

11}
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GENDER PAY INEQUALITY

CONSEQUENCES FOR WOMEN, FAMILIES AND THE ECONOMY

INTRODUCTION

President John F. Kennedigned the Equal Pay Actto lawon June 10, 1963 he lawmandate that
men and womereceive equal pafpr “substantially equal” worlat the same establishmém year
later, Congress passéie Civil Rights Actof 1964 In addition to providing protections agsin
discrimination based on an individual’s national origin, racel religion, the Civil Rights Actprohibits
discrimination on théasisof an individual’ssex?

Over the course of more than a hedhtury theselawsand more recent legislatidrave helpeanake it
morelikely thatwomen receivequalpay for equal workiHowever,women still tend to be paid
substantially less than melAased on median annual earnings, a woman working full yiezeround
typically earns only 79 cents for every dollar earned by her male countere21-percent
difference in earningfr 21 cents on the dollag knownas the‘gender pay gap.”

The difference adds upwemen’s median earnings &&0,800 less per year than men'’s. Over the span
of a careethatyearly difference could @mulate taa half million dollas.

The pay gap also dramatically affects what women redeiretirementecause it reduces women'’s
earnings.The major sources oétiremenincome, including Social Security and pension benedres,
largely calculatedn the basis afareerearnings Income of women ages 65 and ol¢&k7,40Q is

44 percentess than the median income for meithe same age groyf31,200). As a result of this and
other factors, a highgrercenage of womernhan merend up living in pgerty after age 65

The gap between men’s and womemadianearnings has decreased substantially since the 1960s and
1970s, when women first began entering the labor force in large nurHbersver,at the current rate
of change, the gendeayp gap will rot closeuntil 2059°

Young women today may not be aware of the extent of the gender phggayse thetypically begin
their careers facing a relativedynallpay gap Women ages 18 to 24 earn approximatelp@&&entof
what their male counterparts raHowever,for most women the gender pay gap grows as they
continuein their careerandstart families Today, women ages 45 to 54 typically earn only 70 percent
of whattheir male counterpartsarn

Some wometmave little choice but tetayout of the verkforce for a period of timafter they have
childrenbecause quality child care is unavailable or prohibitively expefisien and if, they return

to work, many women are confronted wittnraeommy penalty“—earning lesshan women who are not
mothers. Bthers on the other hand, often benefit from a “daddy bonus,” and earn more than men who
are not father$
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Otherfactorsalsohelp explain thggendempay gap Occupationategregation and steeriogn lead
womento study and work in lowepaying fieldsand to have lower-paying jobs within many fielts.
addition,someeconomists have found that as much apet@entof the gender pay gapuld be due to
factorsthat cannot be measured, includimgright gender discriminatiof.

The disparity between @em’s and women'’s earnings is not inevitaldls.this report makes clear, there
areseveral steps the United States can take todielpk the gender pay gap. Following the example of
many other industrialized countries, the United States could adopt family-fri@odkplacepolicies

such as paid family and sick leave, universal child care and flexible workplaocg@aments. This

would make it easier for both men and women to balance the demands of work and home, while
ensuringhat women are not penaltzéor becoming mothers and caring for their families. In addition,
passinghe Equal Rights Amendment goiarantee equal rightsder theConstitutionfor women and
pas@ng the Paycheck Fairness Act to build on prior legislation would help ensureciman receive
equal pay for equal work.

THE GENDER PAY GAP

How Economists Calculate the Gender Pay Gap

Women contribute significantly to the U.S. economy, and their contributionsriaeasednarkedy
over the last hal€entury In 1963, only 44ercentof prime workingage women (ages 25 54) were
in the labor forceAround that timewomen heldewer tharone in three jobs. Today, about & cent
of prgme working-age women are in the labor force and women hold almost hplr@Eny of all
jobs.

Despite these vast changes, women'’s earrysally still lag significantly behind men’sn 2014
(the latest year for which data are availahhe¢n’s median annual eangs wereoughly $50,400
while women’s median annual earnings wenéy $39,600—a difference of $10,806° The ratio of
women'’s to men’s medn earnings-known as thégender earnings ratio’—wasapproximately

79 percent Thatleavesa differencan earningsof 21 percent(or 21 cents on the dollar) which is
commonly referred to abe“gender pay gap.”It means that the typical woman still esutess than $4
for every $5 earned by the typical man.

The79percent gendezarnings ratias a significant improvemetitom 1963, wherwomen’s median
earningawverejust 59 percentof men's(seeFigure 1).11 Unfortunately, much of the progress in recent
decades has beelne to the decline in men’s earningMen’sreal (inflationadjustedgnnual

earnings most recently peakiec2000and are now Hercentower than in 19733

The disparitypetween men’snd women’s income adds up over time. According to the National
Women’s Law Center, for the typicaoman working full time, yearound, the annual gap would
grow to more than $430,000 over ay&ar period-* Using a different methodologthe Institute ér
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Women'’s Policy Research{PR) has
estimated thahe typical woman born
betwea 1955 and 1959 who worked
full time, yeasround each year lost 360,000
more than $530,000 by the time she

50,400
reached age 59 °
750,000 2014
I . 4
For many womerthe lifetime earnings Male | Ratio:

gap is significarly larger. Womerof Earnings v 9%

Figure 1: Median Annual Earnings
Women and men working full time, year-round, 1960to 2014

$40,000
color, who face larger pay gaps when 1963
compared to white men, and college- 4 Rotio: $39,600
1
educated womerstand to lose even s30,000 | ¢ 2% Female

more over their careershe typical Earnings
African-American woman would earn
more than $877,000 less than the $20,000 | $23,900
typical white man over 4Qears, and

the typical Latina would earn roughly
$1,007,000 les& Women with higher $10,000
levels of education also face larger pay

gaps than the typical woman. IWPR ha

estimatedhat the typical college $01950 1970 1980 1950 2000 2010
educated woman born between 1955

and 1959 lost more than $797,000 by Source: Income and Poverty in the United States, U.S. Census Bureau
age 5917 Note: Annual real median earnings, rounded to the nearest hundred dollars

Career-Long Wage Disparities Jeopardize Women'’s Retirement Security

The wage disparities women experience during their careers dramaticallythewencomes in
retirementThis islargely because thmost common sources imicomein retirementare often based on
an individual’'s work and earnings history. Those sources include Social Securitysheeasions,
earningsaandpersonal saving¥ In 2014, the median annual income of women ages 65 and older was
$17,400, only 5@ercentof men's thesame age? In other words, womefaceanincome gapf 44
percentin retirement a difference that isiore than twice the overall gender pay gap.

While men 65yearsand older collectively received nea965million in income in2014, women in
that age groupeceivedroughly $641million—$324million lessthan men(seeFigure 2).2° That is
despite the fact that women outnumber men in that age gtoup.
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Interestingly, women'’s collective

income from Social Security ($276.8 Figure 2: Aggregate Income Received by Older

Americans From Selected Sources by Gender

miIIion) was Only S”ghtly less than Men and women 65 years and older, 2014
men’s. But Social Security income

accounted for 4ercentof women'’s Millions

total income, compared with 3@rcent | *%0%  $964.7

® Women H Men

of men’s total income.

Earnings are playing an increasingly $800
important role in the financial security

of older women. The share of wem

over the age of 65 in the labor force ha $600
been increasing over the past two

decades, rising froness thar® percent

in early1995 to more than 1jsercent $400
today?? In 2014, women 65 years and

older collectively received

$148.9million in earningsaccouting $200
for roughly 23percentof their total

income?3 Women todayre more

likely than men to postpone retirement,  ¢p
according to a recent survey by the Allsources  Social Security ~ Earnings Pensions
National Institute on Retirement
Security.While 31 percent of men
delayed or planmedto delayed
retirement 41 percent of women did or planned to. The women surveyed reported a number of reasons
for needing to delay retirememnmcluding to make up for lower earnings during their careef@nd

time spent out of the labor force to care for children and otimeityf members?

$316.8

$276.8 $285.7

Source: JEC Democratic staff calculations based on data from the U.5. Census
Bureau, Current Population Survey, 2015 Annual Social and Economic Supplement

The Gender Pay Gap Affects What Women Receive From Social Security

In the United States, retirement security is oftescribedas a thredegged stool, supported by Social
Security benefits, pension income and private savings. For women, the stoglasiskeavily on the
Social Security leg. This is because women are less likely thatonhawe pension income and

personal savingsn fact, for nearly one in five older women, Social Security benefits anediigi

source of incomé® And for many, Social Security benefits are their only source of income that is both
guaranteed for life and whose value is protected against infftion.

Despite the relative importance of Social Security for older women, thegfitseare typically smaller
than men’sSocial Securitypenefits are calculated based on an individual’s earnings history, but
womengenerally havéower pay during their working years and spéader years in the paid labor
forcethan men. As a result, the average monthly Socialrgdenefit for female retirees is

79 percentof what it is for male retiree¥’.
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Women Receive Less Pension Income Than Men

Women are less likely than men to receive income from traditional pensior’pBomsie aréneligible

to participate in employesponsored retirement plans because they do not meet the minimum criteria
for eligibility. This may be the result of time spent out of the workforce caring for children amd othe
family membersWomenare alsamore likely to work in jobs that do not offettirement plans?®

Among those women who have pension income, their income tendsnaealier than men’sthis is

due to the fact that payments from thestrementplans are typically calculated based on a worker’s
tenure and salary during peakrnings gars. Women’s median income from company or union
pensions is 5percentof men’s median income from those same sources. Women also receive smaller
distributions from federal, state and local government pension ?ﬂans.

A Higher Percentage of Women Live in Poverty After Age 65

At every age, women are more likely than men to live in povBdythe disparity is greatekir older
women. Not only do thetypically have lower earnings than meheyalso aranore likely to live
longer and have higher medical expenses than¥has.a resultwomen are more likely than men to
outlive their retirement savingg/omen are 1.6 times as likely as men to live in poverty once they
reach age 65, and nearly twice as likely

to live in poverty once they reach age

75 (seeFigure 3).3? Figure 3: Poverty Rates Among Older Americans
Percent of people living below the poverty line, 2014
Today, more than 1@ercentof women

ages 65 and older and nearly 20%
15 percentof women ages 75 and older

live below the poverty line. Without

Social Security benefits, the number of
womenages 65 and older in poverty 15%
would be even higher, increiag from

3.1 million to roughly 11.7 million and
pushing their poverty rate from

12.1percentto 45.6 percent’ 10%

19.7%

Poverty rates are especially striking

among women who live alone. Among
women ages 65 and older living alone, %
nearly 20percentare in povertyIn

comparison, just over lJjZercentof

men ages 65 and older living alone are

in poverty. Women of color also have 0%

) ) 65 and older 75 and older 65 and older,
very high rates of poverty after age 65. living alone
African-American and Hispanic
women are thenost |Ike|y to live in Source: U.S. Census Bureau, Current Population Survey, 2015 Annual

Social and Economic Supplement

poverty in old age as a resuofttheir
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lower career earnings. One in five women of color ages 6bldedare poor. Thashargumps to one
in three for women of color ages 65 and older who live affne.

DISPARITIES BY RACE, AGE AND REGION

Many Women of Color Face Larger Gender Pay Gaps When Compared to White Men

Women of all races and ethnicities face a pay gap when compdhethen ofthe same race or
ethnicity. However, women of color suffer both because of their gender and thefPrace.

In 2014,the median earnings wfhite womenwere $11,800, or 7%ercentof white men’s>® Women
of colorfared better compared to men ofith@me raceAfrican-Americanwomen’s earnings were
82 percentof African-Americanmen’s, Asian women’s earnings we&eperceniof Asian men’sand
Hispanic women's earnings wes8 percentof Hispanic men’s’

However, women of color earn even less when compared to white méargibst demographic
segment of the workfordseeFigure 4).%8 African-Americanwomen earn only 6@ercentof what
white men earnard Hispanic women

only 55perceniof what white men Figure 4: Women's Annual Earnings

earn. Asian women face the smallest Compared to White Men's

gap relative to white merarning Full-time, year-round workers, 2014

84 perceniof white mers earnings $55.5K

Women of color are undeepresented 100%

in high-paying STEM fields. This

contributes tdhe larger pp gaps many

women of color experience rela to

white men African-Americanwomen

make up roughly @ercentof the

workforce, yet they account for just

2 percenof workers INSTEM fields.

Likewise, Hispaniavomen make up

7 percentof the workforce, but they

account for less thangrceniof

STEM workers®® Asian women, on

the other hand, make upgaage share White Men  Asian White Black Hispanic

of the STEM workforce (percen}, Women  Women  Women  Women

When Compared to their Sharetbé Source: JEC Democratic staff calculations based on data from the U.S. Census Bureau

workforce across all occu pations No.tes: "Wh.\'te". ref:er‘:la t.o "Wrﬂfe Alone, n‘lot.Hisp;i\m'c"; "B\ackl‘l' r‘tlefers t:) "Black Alone
or in Combination"; "Hispanic” refers to "Hispanic (any race)"; "Asian" refers to

40
(3 percen). "Asian Alone"; dollars are rounded to nearest hundred; full-time, year-round
workers include those who work 50 to 52 weeks on a full-time basis

$46.3K
$41.8K

$33.2K
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Hispanic andAfrican-American womenface additional challenges in the labor force. They are more
likely than white women to hold jolikat offer fewehours and more likely to work part time
involuntarily.** Hispanic and AfricarAmerican womeralso are less likely to have access todiiés
such as paid sick leave, paid family leave and flexible work schetfules.

The Disparity Between Male and Female Earnings Increases With Age

Womentodaybegin their careers earning almost as much as their male colledbosabetween the
ages ofL8 and 24 earn approximately p8rcentof what thé& male counterparts earn.afhen between
the ages 025 and34 earnslightly less—approximately86 percentof what their male counterparts earn
(seeFigure 5).*3 However, after age 35, womergarnings typically grow more slowly than men'’s,
resulting in a larger pay gap for older wonfémmong workers 35 and oldetomen’s median
earningsn 2014were76 percenf men’'s*

Young women today may not be fully

aware of the extent of the genghery Figure 5: Women's Median Wages as a
gap. Not only d they earn almost as Percentage of Men's by Age
much agheir male colleaguei;hey Full-time, year-round workers, 2014
havealso spent lessme in the 100%

workforce and are less likely to have

experiencd discriminationon the job. 90% 88%

Among all womenless tharone in
five (18 percent say they have
experienced gender dismination in
the workplace, according to a Pew
Research Center survdyowever 70%
only 15percentof millennial women
reporedthat theyhad been the victim 60%
of gender discrimination at work,
compared with 2@ercentof baby
boomer womer{®

80%

50%

Economistsattribute thelarger gender 0%
paygapfaced byolder women in part
to the fact thatvomen in the paid
workforceeffectively are penalizefbr
haVing childrenMothers of young Source: JEC Democratic staff calculations based on data from the U.S. Census
children are less ||ke|y to be in the Bureau, Current Population Survey, 2015 Annual Social and Economic Supplement
labor force thasimilarly aged women

without children®’ Stepping out of the

labor force to raise childrezan negativelyffecta woman’swvork experience and tenuaead may
result inforgoing merit and other wage increas&sis cansubstantially lowea woman’difetime
earnings*®

=
(o]
(%]
s
1}
[
>
<
o~
o]
+—
o0
—

25to 34
35to 44
45 to 54
55 and over

30%

Prepared by the Democratic staff of the Joint Economic Committee 7|Page



GENDER PAY INEQUALITY
CONSEQUENCES FORWOMEN, FAMILIES AND THE ECONOMY APRL 2016

Worklng mothers may alssuffer because of a Table 1: Gender Pay Gap by State, 2014
perceptiorby some employers that women with Ordered largest to smallest
children areggenerally less committeid their

work.%® A woman can face discriminati@venif Pay Gap | Earnings Ratio

- : 1|Louisiana 34.7% 65.3%
her emplooyer believes that simghtbecome olUtah 32.4% 67 6%
pregnant 49 Wyoming 31.2% 68.8%
48|West Virginia 30.0% 70.0%

. r . 47 |North Dakota 28.7% 71.3%

Many women nowvait tostat families untl 26| Alabama 27 4% 72.6%
they have established their careénsl 970, he 45]1daho 27.2% 72.8%
- - 44|Oklahoma 26.5% 73.5%

average age of flrﬂ_tme m(_)therswaSJust over e e e
21 yearsBy 2014, it had risen to over 26 42|Michigan 25.5% 74.5%
years®! This has helpeihcrease the earnings of ;‘3 :\'l‘s\;‘v""hz psire 31-222 ;g%ﬁ.’
more young women relative to their male 39/South Dakota 23.8% 76.2%
counterparts, andelaytheincrease in the gender 38 | Mississippi 23.0% 77.0%
37|Kansas 23.0% 77.0%

pay gapthatoccurs as womeget older. 36/ Washington 23.0% 77.0%
| 35[lowa 22.7% 77.3%

Between 1989 and today, the gender pay gap fo gg '\é';]sigou” gggfj’ ;;ng’
5 0 - 0

women ages 25 to 34 decreased from 21t0 | 32[New Mexico 21.9% 78.1%
14 percentOverthe same periqdhe gender pay — 2(1) fr\rkansas 2122;0 ;g-g‘;"
4 | exas .70 .070

gap for women ages 35 to 44 narrowed from 37 ~29]Maine >1.2% 78.8%
to 19percent However, the gap for young ___28|Nebraska 21.1% 78.9%
27|Wisconsin 21.1% 78.9%

women (ages 18 to 24) has remained steady al” ~g]ilinois 50.9% 70.1%
about 12percent®? ~ " 25/Pennsylvania 20.8% 79.2%
H 24 |Kentucky 20.1% 79.9%

L 23|Virginia 19.8% 80.2%

The Size of the Gender Pay Gap Varies | _Z&3ouhcaroina .0 S0
. . . ew Jersey &L 3%
Widely in Different Parts of the Country ~ " 20[Alaska 19.2% 80.8%
o ___19|Delaware 19.0% 81.0%

Women have nofetreached pay parity in af 7~ 1g[Tennessee 18.5% 81.5%
the 50states or the Distriof Columbia(see ___1l7/Minnesota 18.4% 81.6%
. 16|Rhode Island 18.3% 81.7%

Table 1). In 21 states, the ratio between 15]Georaia 18.2% 81.8%
women’s and men’s median earnings is less thaf2 _14|Colorado 18.1% 81.9%
. . : 5 13[M h 18.0% 2.0%
thenational gender earnings ratio of ¢ T — S
78.6percent For example,n Louisiana 11]Connecticut 17.4% 82.6%
women'’s median earnings are less than-two L9 ermon 2.2k Sapn
thirds (65perceny of mens, theworstratioin 8|California 15.8% 84.2%
i i 7|North Carolina 15.3% 84.7%

any stateWomeq fare only sllghtly better in & Florida oo 199
Utah and Wyoming, where theypically earn 5/Nevada 14.9% 85.1%
only 68percentand 69percent respectivelypf 4 Maryland 14.6% 85.4%
. 53 3[Hawaii 14.1% 85.9%
whattheir male counterpastearn > New York 13.2% 86.8%
1|District of Columbia 10.4% 89.6%

On the other hand, in 28ates and the District of Puerto Rico |___-4.6% 104.6%

Source: JEC Democratic staff calculations based on data from the U.S. CeBausau,

Columbia the ratio between women’s and men 14 American Community Survey (1-year estimates)

Notes: Data are based on median annual earnings of those who have worked full tin

median earnlngs is hlgher than the national ratlﬂaar round in the past 12 months; earnings data are in 2014 inflation-adjusted dats,
The gender earn|ngs rat|0 |S hlgheslhB rounded to nearest hundred dollars; population 16 years and over with earnings
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District of Columbia where women bring home roughly 90 cents for every dollar earned by men. New
York, Hawaii, Maryland and Nevada also rank highhth women’s median earningd least
85 percentof men’s.

Across the country, mostates havemplemented law$o protect against genddiscrimination®* All
butthreestates prohibit gender discrimination by employ®tsre thantwo-thirds ofstates have added
additional protections to prohibit retaliation or discrimination against workers rehiaweolved in
investigations relatetb unequal pay practices. Ahdlf of states have laws to limit the reasons
employerscan use fojustifying unequal pay practices.

There appears to be a correlation between strong equal pay laws and smallepaegdes. fie

states with the strongest equal pay léevel tohavesmallergender pay gaps, includit@gplifornia

(16 percen), Vermont(16 percent), Tennessee (fi8rceny, Minnesota (1$ercen} andlllinois

(21 perceny). The states with no legal protections tentidwe largegender pay gap including

Alabama (27ercen}t andMississippi 3 percent. However, although South Carolina (2érceny

does not have an equal pay law on the boibkss a smaller gender pay gap than many states with
protections. 8ll, robust protections against gender pay discrimination by themselves do not close the
gender pay gap. For example, North Biakhas alsanplemented several protections lhass a gender

pay gap of roughly 2Percent

THE BROADER COSTS OF GENDER PAY INEQUALITY

America’s Families Depend on Women’s Earnings

When both th&qual Pay Acand Civil Rights Act were enactedomen playea far smaller role in
the workforce than they do todayFewerthan half of prime-age women (ages 25 to 54) were in the
labor force®® About wo-thirds of married women stayed hortle.

The women’squalitymovement sparked vast changes in women'’s rolesedfiidad access to
household technologiesich alectric washing machines, dryers and dishwadheed to free up
time forwomen to take jobs in the paid workfordéore reliable contraception enabdmen to
delay starting famiéswhile they pursuedareers®

Today, rearly threequartersof all primeage womerare in the workforcéeitherholding or seeking a
job). More than 55 percent of married women work outside the home and alnpestd6tof them are
their family’s primary wage earnéf.More than two-thirds of mothers with children under the age of
18are in the labor forc&
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Today, more than six out of every
10 households with children have
no stayathome parent. This
includes families headed by
married couples with two

working parentsiad families
headed by a single working
parent. By comparison, only four
out of 10 households had no stay-
athome parent in Married, both
196561 Currently nore than 47 parents working
million children live in a 66%
household with no stagthome
parent®?

Figure 6: Working Mothers

Mother is
only job
holder

Single mother
working
28%

Married, only
mother working
6%

Middle-class families have
increasingy come to rely on
women’s incomes to make ends
meet. In the typical (median)

household with a mother working ™ . .

. 34% of families with a mother working
outside the home, women depend solely on the mother's wages
contribute nearly 4@ercentof P y 8

their fami|y’s tota|earningsbj3 Source: JEC Democratic staff calculations based on data from the Bureau of Labor
. . Statistics, 2014 annual averages
And of families with a mother &
Notes: Employed women in families with youngest child under 18 years old

WOfklng outside the home’ (including sons, daughters, step-children or adopted children); "single working
34 percentdepend soIer on the mother" includes families with no spouse present

mother’s wagessgeFigure 6).

Low-income familiesare even more dependent upon womeaiiings The vast majority of these
families are supported solely by a mother, and often by a single nfétethers in families in the
bottom 20percentof theearningdistribution typically contribute 89 percewittheir family’searnings
(seeFigure 7). More than one-quarter of families headed by single mothers are poor. Closing the pa
gap would cut the poverty rate fitrese familieglmost in half from 28.7percentto 15.0 percent®

Women'’s earnings are crucial for many families because of increased pedsurmingrom the
growing costs of raisinghildren Between 180 and 2013, the amount a typical middle-income, two-
parent fanily spentto carefor a child throughihe ageof 17 increased 2dercentn real (inflatiorr
adjustedterms®® The composition of these expenbesalso changed, with the share of spending
going tochild careand education growing roughly ninefdldm just 2percentin 1960 to 1&ercentn
2013% The share of family income spent legalth careloubled to §ercentduring that timeé®®
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Closing the gender pay gap and Fi oW 'S C ibuti Familv Earni
enabling women to maximize their igure 7: Women's ontrll utlons_ to Family Earnings
Women earner's share of income

eaming pOtentiaI WOUIGUbStantia”y in all households with children, by quintile
improve the financial positioaf
America’s familieshelpng them
betterafford quality child care, Bottom
housing, health care and education. 20%

89%

Gender Pay Inequality Hurts the
Economy

Increasing pay equity and women'’s
participation in the labor force is more
than a personal or famiigsue. 1 is

also necessary for a robust economy.
The size of a country’s labor force is a
key determinant of its potential
economic growthAnd according to Less than $21,600to $41,500to $68,700 to Over
the Federal ReserveThe most $21,600 $41,500 $68,700 $112,700 $112,700
important driver of the rise in

Source: JEC Democratic staff calculations based on data from the Current Population

aggregate |ab0r force partiCipati[jn Survey, 2015 Annual Social and Economic Supplement Microdata, Bureau of Labor
the United States] over the past 30 Statistics

HPa H Notes: Based on 2014 annual earnings; children are defined as those under 18 years
years was the c_iriama_tlc Incre_ase In old; includes housesholds with and without a partner; income ranges are rounded to
labor force participation of primage nearest hundred dollars

women, including married women and

women with children ®® In fact, the

U.S. economy is $2.0 trillion bigger today than it would have been if women had not increased their
participation and hours in the labor force, accordingrecantestimate by the Council of Economic
Advisers/°

The United States was once a global leader in women'’s labor force participtiwever, the United
States hakst grounddue in part to the absence of faritiendly policies in the workplacé® Its
ranking fell fromseventhout of 24 countries in the Organisation for Economic Co-operation and
Development (OECD) in 1990r labor force participation among prime-working age women, tb 14
out of 34 countries in 201%.

In an efficient eonomy, workers are employedtimejobs best suitetbr their skills.But this is not the
casefor all workerstoday Many womenface barriersn the workplace that prevent themrrautilizing
their skills and achieving their full economic potential. Discrimination is onle lsaaier, but
occupational segregation and outdatentkplace policieglsoplay a role Eliminating these barriers
would benefit women, their families and teeonomy. International Monetary Fund President Christine
Lagarde has cautioned, “By not fully engaging half of the population, we all los&out.”
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The Institute for Women'’s Policy Resealwds estimated that the earnings of roughlpé&@ent of

women would increase if women were “paid the same as men of the same age with similaoeducat
and hours of work.” Overall, IWPBstimates that closing the gender pay gap would give an additional
$447.6 billion to women and their families, and would cut their poverty rate irithalf.

Boosting women’s earnings would increase spending by housefgelusrating additional consumer
demand. Stimulating demand increases production and leads to economic growth .n§dcoita
OECD,the U.S. economy would kepercent larger in 2030 if the gap betwessn’s and women’s
labor force participatiomere cut in half.> Having more women working full time in the paid labor
forcealsocould decrease income inequality and lift many women out of poverty, which vedulce
government spending on programs such as Medicaithan8upplemental Nutrition Assistance
Program SNAP)."®

FACTORS THAT CONTRIBUTE TO THE GENDERPAY GAP

The causes of the gender pay gap are complex. One of the most startlirgyiaittatr a lackf family-
friendly workplace policies in the United States essentially means that milfid¢meyican women are
penalized for becoming mothers and caring for their children. Although soree fargerican
corporations have instituted such policies in order to retain highly educated el eskiployees,
most companies do not offer policies that would make it easier for women or menm eotsté the
workforce or reduce their hours to care for their children wimébkng them to retu tofull-time

work without compromising their earning potential. This dynamic is a major contributor ¢y tioker

pay gap.

Differences irfields of study and employmealtsooften lead to substantial differences in pHyisis
partly the result of personal chojdmut it is alscstrongly influenced ¥ slow-to-chang societal norms
andsteering of womemto lower-paying, femaledominated occupations.

Research has shown that even when thadeothefactors are takemto consideratiorthere remains a
gap betwee what men and women typically ealis thought that this is due to persistent
discrimination against women in the workplace.

Women Are More Likely Than Men to Interrupt Their Careers to Care for Children

Women are significantly more likely than meri@ave a job or reducéeir hours to care for
children” This makes them more likely to miss out on scheduled or merit pay increaskts
negatively affects their tenure and-ive-job experienceAccording to one study, 10 years after
graduating frontollege, 23ercentof mothers were out of the workforce anddefcentwere
employedpart time.In contrast, Jpercent of fathers were oot the workforce, and only gercentwere
employedpart time’®
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Among parents of young children, mothers are less likely to be employed thas.fAthaut

56 percentof mothers with children under the age of three work outside the home, compared with
nearly 90percentf fathers with young childref® More than half (5®ercen} of first-time mothers
who worked during their pregnancy were working three months after givingdmdiapout one in five
(21 percent were not working after 12 montfS.

It is common for working parents to face conflicts when they try to balanceniends of work and
family, but the burdenfaneeting family responsibilities often falls to moth&38 percentof mothers
report having taken a significant amount of time off to care for a child or fareiybar, and

27 percentreport having quit their jolséeFigure 8).

By contrast, only about one in four
fathers (24oercen} report that they
took a significant amount of time off
and just 1(percentquit their job
because of family responsibilities
according to #ewResearch Center
survey of working parents: Not
surprisingly, mothers are tee as 35% |
likely as fathers to report that having
children has made it more difficult to
advance their career or j5B.

Figure 8: Mothers Make Greater Career Sacrifices
to Care for a Child or Family Member

45%

H Mother B Father

40% |

30% |

25% |

A shortage of affordable quality child | ,.. |
care and the lack of paid family leave
force many women to leave the labor | 15%
force for a period of timéo raise

children.This affects families across 10% T
income levels. However, it particularly| . |
affects lowetrincome househo&iwho
are more likely to have a stay-home 0%

. . Reduced Taken a significant Quit job Turned down
mOther than hlghencome work hours amount of time off a promotion
household$3

Source: Pew Research Center, October 2013

Note: "Mothers" and "Fathers" are those who have ever worked and include those

Stepplng out of the labor force, even with children of any age, including adult children
temporarily, ha a significant impact
on a woman’s career and her earning
potential. For example, if a mother who earns an annual salary of $4&€id@s to stay home with
her two children for five years, she would lose more than the $200,000 cumulative salaopkhe
have earned had she continued to work. She would also miss out on annualicogj-afjustments,
raises, and contributions to Social Security and her retirement account. Olnethleastd, a father
working the same job who does not take time away would continue to receive raises|igox)
adustments and other benefits, in addition to his salary.
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Research shows that mothers with accegsimaternityleave are significantly more likely to return
to their employer and to maintain their peave wages. They abetterade to build tenure and
experience in their jobs anditemain in positions that are wellited to their interests and education.
Consequently, ensurirtfgat women have access to paid maternity leavénefmto raise mothers’
earnings and close the pay gdMoreover there are weltlocumented child and maternal health
benefits as a result of thminterrupted bonding time that paid parental leave makes poS3ible.

Working Mothers Often Pay a “Mommy Penalty”

Career interruptions can hurt a mother’s earnibgga suggest that women suffer a “mommy penalty”
after they have children, earniBgercentiess than women who do not have children. The opposite is
true for fathers, who earn on averagepgfcentmore than men without childreseeFigure 9).8¢

Some & this disparitymayresult from
differencesn occupations and hours
between men and women who have
children and those who do not. For
example, women may redutteeir
hours or take time ofifter the birth or
adoption of a child, while fathers may
increae their hours. The resultiggs
in experience and payftenpersist
long aftera motheihas returnedo
working full time.

However, studies suggest that fathers
may also be rewarded beyond what
differences in occupation or experience
would justify. Sone anployersmay
believe thatwomenare more likely
thanmento interrupt their careers to
care for childrerandperceive
motherhoodasasignal of lower levels
of commitment and professional
competenceOn the other hand,
employers may view fatherhood as a
signalof increased work commitment
and stability?”

Women Are More Likely Than Men to be Primary Caregivers of Other Family Members

Mothersaresignificantly more likely tharfathersto take time off to care for a sick chilelderly parent
or otherrelaive 8 This is partly a financial decision because women tend to havevtke earningsn
their household—6@ercentof married working womemarn less thatheir husband. Although men
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and women report having access to fanfiigndly workplace policiegn roughly the sampercenages,
surveys suggest men are significantly less likely to use their leave bé&raybelieve thathey would
be viewed negatively by management and coworkers for taking tini8\&fémen may also choose to
cut back their hours in order to balance family responsiblities andinatdad of using leav®

Today, nany womercarrythe addedesponsibility of caring fotheir aging parentslThree in five
caregivers of older adults (ages 50 and older) are wéhmalthough caregivingdr parents is
commonly dividedwithin a familyamong sons and daughters, “daughters are more likely to provide
basic cagg and sons are more likely to provide financial assistance,” agdordi 2011 study by
MetLife.

Women Who Are Forced to Work Part Time Earn Less

The flexibility of parttime work canhelpwomenbalancewvork and family demands, but that flexibility
may come at a costhe decision tavork an alternative or reduced schedulay appear voluntary.
However, for many womettis the best ofion for balancing work with the needs of their faniify.
Roughly two-thirds of part-time workers are women, and women inghene working years are twac
aslikely as men to work pattime fornoneconomic reasons, includiolild careconstraintsfamily
obligations, school enroliment or other reasths.

Parttime workers often face an earnings penalty when compedtkdheir full-time counterpart&®
Less “face time” can cause employers to view female employees as less conmtiteadjobsand
more [kely to take time off to care for family membéh&n their male colleagues. That presumption
means that women appear to be less valudbleyreceive less pay for work that is substantially
similar to men’s which in turn contributes to the gender pay gap and the “mommy penalty”
phenomenon. Women who work part time also less likely to qualify folbenefits such as paid leave,
health insurance areployersponsored retirement plai.

Women Tend to Study in Lower-Paying Fields

Over the past several decades, an increasing share of women have earned cajieghiateldegrees.
In the 2012-2013 school year, women earnefddi¢entof bachelor’'s degrees, @@rcentof master’s
degrees and 5lerceniof doctorate degree¥.These trends have helped nartttv overall gap
between women’s and men’s earnifigs.

However, despite the fact thabmen tend to bbetter educated than mempmen’s median earnings
arelower atevery level of education. In fact, women with bachelor’'s and professiogsdeteface
larger pay gaps than womenmith less education. For example, while the national gender pay gap is
21percentthe pay gagor women with a bachelor’s degree is@&rcent®®

Moreover, women are often oa&trned by men who are less educated. For example, anvweithaa
graduate or professional degree typically earns $5,000 less than the mediagsezraiman with only
a bachelor's degre&?
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This discrepancy is partly due tize fact that wmen are more likely to pursue education in fields that
tend to pay substantially less than those chosen by men. Men are more likely tm rineljds such as
computer science, chemistry, physics or engineering, which frequeadlytd highepaying jobst%*
Women are more likely to study subjects such as nursing, education and thecgsutaiss which

often lead tdower-paying jobs. Foexample, women earn more thang@centof degrees in nine of
the 10 lowestpaying fields of study, but less than 3rcentof degrees in seven of the 10 highest-
paying fields (sed@able 2).

Table 2: College Majors with the Highest and Lowest Earnings

20 Majors with Highest Earnings Mec{lan Percent 20 Majors with Lowest Earnings I Percent
Earnings Female Earnings Female

Petroleum engineering — $136,000 14%| |Early childhood education $39,000 96%
Pharmacy, pharmaceutical sciences & admin. o $113,000] 59%| |Human services & community organization o $41,000] 85%
Metallurgical engineering <| $98,000 23%| |Studio arts 2| $42,000 69%
Mining and mineral engineering T| $97,000 13%| [Social work = $42,000 88%
Chemical engineering E $96,000] 32%| |Teacher education: multiple levels = $42,000 82%
Electrical engineering “1 $93,000 12%| |Visual & performing arts $42,000] 67%
Aerospace engineering $90,000] 14%| |Theology & religious vocations $43,000] 32%
Mechanical engineering $87,000 12%| |Elementary education $43,000 91%
Computer engineering $87,000] 10%| |Drama & theater arts $45,000] 63%
Geological & geophysical engineering $87,000] 40%| |Family & consumer sciences $45,000] 90%
Computer science $83,000 13%| |Language & drama education — $45,000 76%
Civil engineering $83,000) 21%| |Special needs education $45,000] 90%
Applied mathematics $83,000| 35%| |General education $46,000| 83%
Industrial & manufacturing engineering $81,000) 28%]| |Multi/interdisciplinary studies $46,000] 60%
Physics $81,000 19%| |Art & music education $46,000] 66%
General engineering $81,000 22%]| |[services $46,000| 95%
Engineering mechanics, physics & science $81,000] 20%| |Composition & speech $47,000] 65%
Architectural engineering $80,000 25%| |Social sciences or history teacher education $47,000 41%
Engineering & industrial management $78,000 17%| |Science & computer teacher education $48,000] 60%
Statistics & decision science $78,000| 44%| |Secondary teacher education $48,000| 59%

Source: JEC Democratic staff calculations based on data from thetibiaal Center for Education Statistics, 2014 Digest of EducaticStatistics (women's share of each
major is based on degrees conferred during the 2012-13 education yeanfied in Table 318.30); Georgetown University Center on Education drthe Workforce (2015),
which uses U.S. Census Bureau, American Community Service mia@gd2009 to 2013

Notes: "Median earnings" refers to the median annual wages of collieg@ducated workers ages 25 to 59; earnings in 2013 dollars; fjeas are matched as closely as
possible between earnings data and women's share of degrees

Women continue to be underrepresented in science, technohggyeering and mathematics (STEM),
a broad field oftudy that is typically ssociated with higher wage#/omentoday hold less than half

(46 percent) of science and engineerdegrees, but their representation is growing as more young
women pursue education in STEM. Young women (ages 25 to 39 years old), outnumber their male
colleagues in science and engineeringpéent to 4®ercent:%?

However, even within STEMyomen are still more likely to earn degrees in fields that pay less. For
example, women earned well over half of bachelor's degndaslogy conferred in the 2012-2013
academic yea field in which the median salary for bachelor’s degree holders is $568006.the
other hand, women earned less thap@@entof bachelor’'s degrees in engering, a field in which

the median salary for bachelor’s degree holders is $81%00.
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Selecting a major or field of study is largely a personal choice. Howesegroh suggests that even
from an early age women are steered into certain fields of analgiscouraged from entering
others!® According to studies, young girls perceive themselves to be worsehaanthscience than
young boys, which makes them less likely to take courses in STEM and pursue edadabse i
higherpaying fields!% Additionally, because relatively feavolder women work in highepaying,
maledominated professions, there are fewer mentors for younger women and girlasitectiee
chance thathey will pursue careers in these professitts.

Women Often Work in Occupations That Pay Less

Women’s median weekly earnings are less than mem@ach ofthe top 20 ocupations for female
employmen Those occupations employ 19.8 million women and account for more thpareghtof
women’s total employmergseeFigure 10). 198

Within these 20 occupationspmeris earnings range from a high of pércentof merisfor maids and
housekeeping cleanemmén and women earn essentially the same tpagylow of 67percentof meris
for financial managerévomen earn roughly two-thirds of men’s pay). Many of the most common
occupations for women typically pay salaries below the overall medianp anany cases, below the
poverty line for a family of foul®®
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Women tend to work in professions that overwhelmingly employ females, includinggyueacimg
and office and administrative support positidHsThese professions have traditionally paid lower
wages than maldominated professions.

One factor that contributes to lower wages in female-dominated professibasnsmyof those
professions focusn caregivingwhich generally is poorly compensated. “Caring often creates
‘outputs’ that are not easily captured in market transactions, such asréesexin lifetime
capabilities created by excellent kindergarten and preschool teachers,” agtmetinonomisiNancy
Folbre. The added value of such work, “which extends well beyond increases ireliéatimngs to
many less tangible benefits,” is difficult to quantify. As a result, wagearegiving professions do not
reflect the full value of thevork.**!

The result is that workers—both men and women#aditionally female occupations face a wage
penalty!'? For example, the median weekly earnings of maids and housekeepers, a category tha
84 percentwomen, is more than Zfercentower thanthe median weekly earnings of janitors and
building cleaners, a category that ispggcentmen®3 According to the Institute for Women’s Policy
Research, “Malelominated occupations tend to pay more than female-dominated occupations at
similar skill levels, particularly at higher levels of educational attainmeft.”

Of the 116 occupations with enough men and women to make a comparison, women earn as much as or
more than men in only twostock clerkgorder fillers and health practitioner support
technologistéechnicians''® A gender wage gap exists within low-paying occupations (for example,
cashiers and packagers), as wellvdhin high-paying occupations (such as nurses, accountants and
financial managersy®

Moreover, women tend to hold larger shares of employment in lower-paying occupationsaw
particular field—e.g., medicine, law or financEor example, in the medical field, percentof
registered nursemre femalebut only 36percentof physicians and surgeoage female:’ Similarly,
within the fidd of finance, 9(ercentof bookkeepers, accowamtts and auditing clerks are femdeaf
only about 4(ercentf financial analysts and personal financial advisoesfemale''® Within the
legal field, where men and women hold roughly equal shares bétofdoyment, women are

87 percenbof paralegals and legaksistantshut only 33perceniof lawyerst®

Evidence suggests that most women do not choose to work in low-paying @lehangdor more
flexibility , despite claims by some to the contra&gcording to economist Heather Boushey,
“...mothers are actually less likely to be employed in jobs that provide greaibility. In general,
workers who hold higher positions and are privileged in gender (better educated, \ala)ehawe
more access to all kinds of workplace flextlgil Women are less likely than men to have access to
flexibility, but parents—especially single mothersare the least likely to have access to workplace
flexibility.” 120
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In other wordslower-income women who potentially woulierefit the most from poli@s that
enhance workplace flexibilitgre among the least likely to have access to ti&arible arrangements
for low-wage workers are more often in the form of reduced hourst{paater partyear work) that
come with reduced pay. Only 44 percent of vage workergaverage wage in the bottom pérceny
have access to paid leaveluding sick days, family leave and vacatiGh.

Women Are Underrepresented in Leadership

Women hold significantly fewer leadership positions than men, despite being moteaththe U.S.
population?? This is true across both the public and private sectoosn& holdl08seats in the

U.S. Congress—28eatdn the Senate and 88 seats in the House of Representatives (including four
nonvoting delegates). Although this isemord number of women serving in the U.S. Congriss
represents only 2perceniof the539 seatd?3

Across state governments, women hold just six of the 50 state governorships and only pbozerit5
of both statewide elective executive offices (inclgdipovernor, lieutenant governor and
otherstatewide elected offices) and seats in state legislattft€nly about 1&ercentof mayors of
cities with more than 30,000 residents are women, and only 17 mayors of the 100 laegestecit

womenl?®

Although women make up 4&rcentof the privatesector workforcetheycompgise only 4percentof
CEOs of S&P 1500 companies, andpiscentof board members #tose companie¥’® That is

despite the fact thatomen’s share of board seats has roughly doubled since A@&xding to the
Government Accountability Office (GAO), even if the pace at which women join @gboards

more than doubles to match the pace for men, it will be more than 40 years before women and m
reach parity?’

Women tend to hold more babseats at large companies than at small and mesized companies.
In fact, one in three smatlized companies, and roughly one in six medium-sized companies have no
female representatiam their corporate board?®

Multiple factors likely play a role in the lack of gender diversity on corporatelbd? Boards may

not prioritize diversity when filling corporate board seats, or there mag bha@nscious bias against
women in order to maintain a “level of comfort in the boardroom,” accotdiimgerviews conducted

by GAO of stakeholders including CEOs, board directors and invegtorsng small and medium

S&P 1500 companies, the median number of female board members is one. Among largeespmpani
the median number is twid°

Other factors that hinder increasing womemigresentation in corporate leadership include a lower
percenage of women in the traditional pathway for leadership positions, and the fatiettesitst
generally low turnover among board membiets.

Increasing women'’s representation in corporate leadership may boost compaitas’lines.
Multiple studies have suggested that gender diversity in corporate leadsstiged to improved
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financial performancé3? Moreover, diverse boards often better reflect the composition of a given
company’s pool of emplees, as well as its customer base. Increasing diversity on corporate board
also can lead to better decisioraking by allowing members to consider a greater range of
perspectives>3

Evidence Suggests That Some Women Still Do Not Receive “Equal Pay for Equal Work”

In many professions, women continue to be paid less for doing work that is substtreiabynas
work done by men. For example, among nurses, women maker&ntof what mentypically make;
among lawyers, women make g8rcentof what mermake; and among financial managers women
make roughly 6 percentof what men maké3* This suggests that there may still be gerufesed
discrimination in the workplace.

After taking into account differences in observable factors suedwasation, field of study, occupation
and experiencanultiple studies have estimated tkiare is an unaccounted for gap between women’s
and men’s average edngs of 5 to 9 percertt® In other wordsas much ad0 percentof the overall
gender payap cannot bexplained by factors thatauld affect earnings and may be due to
discrimination

A 2011 study by the American Association of University Women foundbtiatear after graduating
from similar universities, with the same majandworking the same number of houfsmale
employeegarned? percentess than malemployees® That unexplained differenagew in
subsequent yeareeachiy 12percenta decade after graduatid®’

Similarly, arecentstudy by Francine D. Blau aéiwrenceM. Kahn estimated thatbout 4Qpercent
of the difference in earnings between full-time working men and women—or rougbht8on the
dollar—was unexplained by measurable gender differences in edu@tmerienceregion, race,
union status, industry and occupatiofi Another study, which used slightly fiifent data on earnings
found an unexplained shortfall in women’s earniafjapproximatelys to 7centsfor each dollar
earned by a mat®

INTERNATIONAL COMPARISONS

The United States now ranks28n the World Economic Forum’s (WEF) Global Gender Gap Index,
not only behind many developed countries, but also behind developmimdgries such as Rwanda,
Nicaragua and Namibi&his rankingis down eight spots from a year earlier. The rankings are based
onfour fundamental categories compiled by the WEF that meaaahecountris performanceelating

to various aspects of women’s well-being and opportunity, including economiapetrtn, education,
health and political empowerment. Much of the drop in the U.S. ranking was due to a debtlee in t
political empowermergcore but the United States also lost its spot as one of the top five countries for
economic participation and opportunity, “with slightly less wage equality fotasimbrk.”*4°
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The United Satesnot only lags behindhanyother advanced countriggth respecto reducinggender
wage inequalityit also lags behind other countries in adopting farftigadly policies that culd help
address some of the factors thdluence the pay gap. These policies, including paid family leave,
universal child care, workplace flexibility and retirement benefits fipaid caregivers, make it easier
for bothwomenand merto balance the ofteaompeting demands @fork andfamily.

The Gender Pay Gap Is Larger in the United States Than in Many Other Developed
Countries

Comparing gender pay inequality across countries is difficult dsigmnificant differences in
employment patterns and the lack of pulyliaVailable data owage disparities in some countries. This
leaves some question about where the United States ranks in the world withteegpader pay

equity, but byandlarge, the consensus is tlitafairs poorly.

Several studies have concluded that the gendera@ainghe United States is larger than in many other
advanced countrie$! For example, the United States rank¥ aghong OECD countries when
comparing women’s mediamages for full-time workto men’s. In other words, the gap between
women’s and men'wages in the United States is greater than it is in 22 of 34 developed countries in
the OECD g¢eeFigure 11).

The good news is that the factors that account for a significant portion of the gagdgp in the
United States are known and could be addregsediscussed earlier, these include differences in
fields of study, occupations and experience. Implementing policies targeted to ngrthuose
differences could significantly shrink the gender pay gap. That includes@ngpsalutions to
minimize subtk forms of gender discrimination such as occupational segregation, and naxiiméz
economic potential of U.S. women through policies such as paid family leave andld&atiiéd care.
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The United States Is the Only Advanced Country That Does Not Guarantee Paid
Maternity Leave

The United Stateis one of a small number of countries and the only advanced nation that does not
guarantee paid maternity leave for working motHéfdn every other advanced country, new mothers
are entitled t@ period of paideave, although the duratiarf leaveand the portion of leaviat ispaid
vary considerably across countries. According tdniernational Labour Organizatipf3 percentof

all countiesprovide at least 14 week$ maternityleave'*® Paid paternity lave is less common.
Sweden hasreexceptionallygenerous parental leave polity mothers and fatherproviding 480

days of paid parental leave, with 60 of those dagsrved for the fathéf*

Given the wide variation in leave policies across countries, the optimal duration of peithpkeave

is unclearlt is certainly longer than the zero weeks currently guaranteed in the Utated.Sowever,
accordingto anOECD analysis in somecountries with extremely long durations of paid parental leave,
such as Austria and Finland, wonfexe larger gender pay gaf This is due to the fact thatomen

who take the full maternity leave benefit available to them may be out of theonamkbr an extended
period of time, and those long breaks in war lirked to lower earning&*®
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Increasing the availability and use of paid parental leave for fath#ére United Statess other

countries have donalsowould help combat long-standing gender stereotypes with respect to unpaid
work and caregiving. In countries including Sweden, France, Belgium, Denmarkntanttlf-a portion

of parental leave is reserved for fath&s.

Family-friendly workplace policies that apply onlywomen such as paid maternity leave may
unintentionally reinforce the stereotytet women should be their family’s primacaregiver. Women
in general devote more time to unpaid work, including child care, and such policiesks=art mare
likely that women leave the labor force for long periods of time, which can ipéupetuatgay
disparities?*®

Breaking those stereotypes could shrink the gender pay gap twofisgtydy lessening the stigma

some men feel for taking leavendsecond by makingit less likely that employensndervalue women

as a result ofheir caregiving responsibilities. In addition, parents would more equally shtre i

unpaid work of childrearing. A 2007 study of U.S. working fathers found that those who stayed home
for at least two weeks following the arrival of a child were significantlyeni&ely to share irchild

care responsibilities nine months latét.

Several U.S. companies have taken steps to increase the likelihood thatiéhed leave

following the arrival of a child. Facebook and Etsy hesgently updated their parental leave policies
to provide equal benefits to all new parents, regardless of gender. Other canmgaeiexpanded their
parental leave policies to include paid leave explicitly for fathers or sappodregivers.

The United States Is One of Only a Few Countries Without A Paid Sick Leave Palicy

Workers in most countries, including those in low-income countriesas&fghanistan, Ethiopia and
Haiti, are entitled to paid leave when they are $fowever, the United States does not have a
nationwide paid sick leave polic¥ive states—Connecticut Massachusetts, Oregdbaliforniaand
Vermont—and the District of Columbheave already enactewid sick leavéaws >t An additioral 22
cities and one county have also passed paid sick leave legisftibime experiences in these skte
and cities have shown that providing workers with paid sick leave does not hurt businetsses
lines. In fact it can have positive effects on worker productivity and boost employee nidtale.

Despite this progress, roughly BBrcentof U.S. workers d not have access to paid sick ledve.
Access is higher among workers in highge and fultime jobs. Partime and lowwage workers—
who are ofterfemale—are less likely to have access to paid sick leBeeighly 80percentof the
lowestwage workers doat have access to paid siglave By comparison, only one in 10 of the
highestwage workers lack access to paid sick lesvdearly threequarters of pastime workers do
not have paid sick leave®
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The United States Has the Third Highest Out-of-Pocket Child Care Costs in the OECD

Parents in the United States pay very high costsf@mbiechild care In 33 states and the District of
Columbia, the annual cost of child care for an infant exceeds the cost of a yestabé ituition at a
four-year public university®’ For many families, thiigh cost of child care pushes mothers out of the
labor force until their children are old enough to attend publi&kpoekindergartenThose years out of
theworkforcehave longterm effects on mothers’ career earnings and retirementtyecur

According to the OECD, the United States ranks near the bottom for public spendhmglaareand
pre-primary education as a sharetloé economy. At just 0.dercentof gross domestiproduct, U.S.
expenditures werabouthalf the OECD average? The lack of public spending leaves American
families with high ouof-pocket costsBy one measure, the United States hagltind highest out-of-
pocket costs for child care among OECD counthiés.

Many countriesand European natioms particular have adopted policies to improefeild careaccess
and affordabilityFor examplein France several policies are aimed at ensuhatfamilies have
access to affordable and reliable child careluding affordable municipal day care, tax breaks for
hiring in-home child care workers and free universal preschool beginngyestrs of agé®® In the
United Kingdom, working parents 3- and 4yearoldsreceive30 hours of freehild careper week,
and the most disadvantaged families gfe+olds receivechild careat no cost®!

Many High-Income Countries Have Laws to Encourage Workplace Flexibility

Many countries have flexible workplace statutes that éelployees achiewgork-life balance by
requiring or encouraging employers to allow alternative work arrangspsich as scheduling
changes due to child camesponsibilitiesA comparison among the United States and diiggr
income countries publishdxy the Institute for Women'’s Policy Researol2008 showethataround
that time nearly allof the 20 other countries studied Hikible workplace policieso accommodate
child careneeds and about one-third hamliciesto accommodate care for a sick or elderly alfflt.

Research by economist Claudia Goldin suggéstisincreasing “temporal flexibility” so thgbs are
structured to give workers more autonomy over their schedules, avatlsers can more easily
substitute for each other, could reduce the gender pay gap. However, in manygmefessuding in
high-paying fields such as the corporate, finahand legal fields“a flexible schedule comes at a high
price,” according to Goldin, becaus®rkers in these fields oftayet adisproportionatelyarge

increase in theipayfor working additional hour$®3 While somefields have worked toward reducing
the cost of workplace flexibilityo employees (pharmacy and retail sales, for examptakers in

many professions continue to face large penalties when they elect to wostandard schedulé§?

Many Europ ean Countries Place a Value on Caregiving

Time spent out of thevorkforceto care for children and other family members significantly impacts
women’s earnings and retirement security. Some countries have found ways tbeaione tparents
spend caring for their families and recognize the rolergarplay in developing human capital and
shaping the future workforc€® For example, they give credit to women (or men) for time spent out of
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the workforce to care for children or other relatives. These types of progkenmenany European
countries including France, Germany, Sweden, Norway, Switzerland, Luxembastgafand
Finland*6® Adopting $milar policiesto valuethe time individuals spend on unpaid caregiving in the
United Statesould help reduced the costcaregivingto women particularlyin retirement'6’

Many Countries Require Pay Transparency to Addr ess Their Gender Pay Gaps

The vast majority of OECD countries, including the United States, |bgigatecthe principle of
“equal pay for equal work” into law. Many have also adopted laws that guarante@ayted “work
of equal value reqrng similar qualifications.'In addition,protectingthe right of workergo share
salary information with coworkeis essential for ensuring that men and women receive fair pay.

Disclosing overall statistics on pagnbe auseful tool for uncovering broader underlying inequities in
compensatiopracticesSeveral countries have enacted laws requiring private companies to
periodically disclose their gender pay gaps. For example, every two yaagsames in Belgium with
50 or more employees must report differences in pay between men and women in theauatintts
Similar laws are already in place in Sweden and Austria, and an equal pay regouingment for
companies with at least 280nployeess being considered in the United Kingddfs.

The U.S. fedal government islsotaking steps to bolster available data on workers’ pay to help
identify and address pay discrimination. Subject to final approval, the U.S. EqualyBmepk
Opportunity CommissiofEEOC)will begin collecting additionalataon pay ranges and hours worked
from privatesector employers with more than 100 employees beginning int@Giséess pay
disparities across industries and occupations by sex, race and ethfficity.

THE STATUS OF “EQUAL PAY FOR EQUAL WORK”

Congress Passed the Lilly Ledbe tter Fair Pay Act to Help Ensure “Equal Pay for Equal
Work”

Congress took steps to strengthen protections against pay discrimination by theedsily Ledbetter
Fair Pay Actin 2009.1t was the first piece of legislatidPresident Obamsigned into lawandit
addressed a major shortcomingegfstingequal pay laws-the fact that many victimare not aware of
pay discriminatioruntil it is too late to take action.

The law is named for Lilly Ledbetter, a nearly-y€ar employee of Goodyear TiredBRubber Late in

her career, Ledbetteliscoveredhatshe had been paid significantly less than her male counterparts—
more than $200,000 in salary over the course of her career, and more in Social Sedyrégsion
benefits Upon retirementshesuedher employefor gender discrimination and her case ultimately
reached the Supreme Court. In-4 Becision, the Supreme Court ruled that employers could not be
sued for an unlawful practice more than 180 days after the initial alleged disd¢ion had occurred.
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However, as is often the case with pay discrimination, Ledbetter did not leamashoeing
discriminated against until long after the 1@8y period had expired.

The Lilly Ledbetter Actaddressed thisy revisng the Civil Rights Act so that &1180-day statute of
limitations for filing a pay discrimination lawsugsetswvith each new paycheck. According to the
Equal Employment Opportunity Commission, gender-based wage discriminatioeshacyEqual

Pay Act charge filings both increased following enactment of the faw.

Passing the Paycheck Fairness Act Would Further Strengthen Pay Equity Laws

ThePaycheck Fairness Actvould address several significant holes in the Equal Pay Act ofth863
enable discriminatory pay practices to continftienacted, the bill wouldnake several changes that
would further strengthen pay equity laW$.The Paycheck Fairness Act would require that wage
comparisons be made across multiple establishments within the same couttitical jooisdiction
under the same employer. Currently, employers are only required to comgaseofanen and women
doing the same job at the same establishment. This means a woman can be paid éessan who is
doing the same job, but “across town.”

The bill also would prohibit employers from defending unequal pa‘efqwal work” for reasosithat
arenot directly related to job content and performar@@me employers have successfully defended
paying a woman less than a man for doing the same job on the basis of an individual’sygristopa
or stronger negotiation for higher pay. Moreowmployersvould be prohibitedrom punishing
workers for sharing pay informatiamith colleagues. Increasing pay transparency woulddlelp
employees access the information they need to ensure they are being paidrdiit is essential for
women to be able to figlagainst discriminatory pay practic&¥ithoutit, uncovering and proving pay
discrimination can be challenging, timmensumingand costly.Yet, over 6Qpercentof privatesecta
workers report that they have been discouraged or prohibited from discussing informatiort Gn pay

The Paycheck Fairness Act woulhuire the ual Employment Opportunity Commissitmcollect
dataon employer compensati@trossace, sex andational origin, and enhance the EEO@hsdlity to
enforce antdiscrimination lawsRemedy provisions in the Equal Pay Act would be strengthiened
include compensatory and punitive damages. The more stringent penaltieenaudage employers
to selfaudit andmore quickly correct any discriminatory pay practices as they are uncovered

The ERA Would Put the Full Weight of the Constitution Behind Anti-Discrimination
Laws

Many countrieguarantee women have equal rights in their constitutions or other governing
documents, including developed countries such as Canada, Japan, and Germany, as wkipasgydev
countries such as Afghanistan, Cambodiatdaiti.* " There may be flaws in how such rights are
protected and enforced within a country, but nevertheless, equality is on the books. The U.S.
Constitution does not explicitly guarantee that the rights it protects are helidyday all citizens,
regardless of seX°
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TheEqual Rights Amendment(ERA), which was first introduced in Congress nearly 93 years ago,
would amend the Constitution to ensure that women and men have constitutionally guagudeed
rights27® It would put the full weight of the U.S. Constitution behind existing laws that protenew
from discrimination based on sex, including the Equal Pay Attlan Civil Rights Act. Ratifying the
ERA would also affirm the United States’ position as a leader on women’s gglmli72, he last

time Congress passed asght the ERAO0 the states for ratification, 35 states eventually approved the
measure-threestates short of the 38 needed to amend the Constitdtion.

Many states have already gone beyond the current federdiserimination laws to advance and
protect women'’s rights by providing either inclusive or partial guaramdtequal rights on theabis of
sex in their constitution’’®

However, until the ERA is ratified, the progress toward women'’s equality can be ukeodieeal anti-
discrimination laws, including the Equal Pay Act and Civil Rights Aty be amended or repealed
Moreover, future aahinistrations couldthoose not to enforce thetf’

CONCLUSION

The Equal Pay Aobf 1963 was a monumental step for addressing gender-based discrimin#t®n in
workplace by mandating equal pay for equal w&ilit gender discrimination in the workplassll

exists in both explicit and subtle formBespite progressn narrowing the gender pay gsipce the
1960swomen still earnless than $4 for every $5 earrggdmen.

SinceCongress passed the Equal Pay Awre has been a dramatic shift in womealss in the labor
force and agheir family's breadwinnerYet workplace policies have not kept paaad many women
are forced teacrifice their caredo care for their famhy. This reality depresses women'’s earnings,
contributingto gender pay inegality and pushing some women into poverty

Unless something changele gender pay gap will not be closeddbteas¥d3 years.Women and their
families cannot afford to wait that lon§trengthening anti-discrimination laws and modernizing
outdatedwvorkplace policies to reflect 2%centuy realities woulchelpwomen tareachtheir full
economic potential and could significantly shrink the gender payT¢egwouldhave enormous
benefits fowomen, their families and the economy.
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APPENDICES

Methodology: Why Some Sources Quote Different Figures for the Gender Pay Gap

The U.S. government has produced data on men’s and women’s earnings for over 5 Jémse
data are frequently used by economists to compare the median earnings of men andthemalue
at the middle of the distribution of men’s earnings with the value at the middle ofthbudion of
women'’s earnings. This provides an estimate of the size of the gender pay gap.istomsgan be
made between men and women overall, by rad®y @ge, and within specific fields or occupations.

The most frequently cited estimate of the gender pay gap is calculatecnsiraj earnings for

individuals who work full time, year-rountf* This methodology, which givesfemaleto-male

earnings ratioof 78.6percent and gender pay gapf 21.4percent, is useful because it excludes the
earnings of partime workers, and includes other forms of pay such as tips, commissions and bonuses.
Consistent data are available as far back as 1960, before thgga$she Equal Pay Act, making it
possible to track changes in the pay gap over a long period of&fme.

Other measures of earnings, which did not exist before the 1970s, yield somewnandiésults.
Comparingmedianweeklyearnings, which includes individuals who work full time, finds a ferhale-
male earnings ratio of 82fercentor a pay gap of 17 ercent 83 Comparinchourly earnings shows
an earnings ratio of 84.6 percent and a pay gap ofpESeent:®* This measure includes individuals
who are paid on an hourly basis but may not work full time or year-round. As a resullaivad) the

pay gap on the basis of hourly earnings captures the many women who wairk@art part year.
However, this ignores the reality that many women work pag tnrpart year while they are caring for
children or other relatives even though they would prefer full-time work.

There is general agreement that no single measure of earnings capttuksahge of factors that
contribute to the gender pay g&egadless, these measures all show that women typically earn less
than ment&
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Table: State-Level Earnings and Pay Gap (2014)

Appenda

Gender
Earnings Ratio

Men's
Median Earnings

Women's

Median Earnings

Alabama $32,100 $44,200 72.6% 27.4%
Alaska $46,300 $57,300 80.8% 19.2%
Arizona $36,900 $43,900 84.1% 15.9%
Arkansas $31,200 $39,900 78.2% 21.8%
California $42,500 $50,500 84.2% 15.8%
Colorado $41,700 $50,900 81.9% 18.1%
Connecticut $50,700 $61,400 82.6% 17.4%
Delaware $41,300 $51,000 81.0% 19.0%
District of Columbia $61,700 $68,900 89.6% 10.4%
Florida $34,800 $41,000 84.9% 15.1%
Georgia $36,500 $44,600 81.8% 18.2%
Hawaii $40,200 $46,800 85.9% 14.1%
Idaho $31,000 $42,600 72.8% 27.2%
lllinois $40,900 $51,700 79.1% 20.9%
Indiana $34,800 $46,300 75.2% 24.8%
lowa $36,500 $47,200 77.3% 22.7%
Kansas $36,200 $47,000 77.0% 23.0%
Kentucky $33,700 $42,200 79.9% 20.1%
Louisiana $31,600 $48,400 65.3% 34.7%
Maine $36,100 $45,800 78.8% 21.2%
Maryland $50,500 $59,100 85.4% 14.6%
Massachusetts $50,500 $61,600 82.0% 18.0%
Michigan $37,400 $50,200 74.5% 25.5%
Minnesota $42,100 $51,600 81.6% 18.4%
Mississippi $31,500 $40,900 77.0% 23.0%
Missouri $35,300 $45,600 77.4% 22.6%
Montana $31,700 $42,700 74.2% 25.8%
Nebraska $35,100 $44,500 78.9% 21.1%
Nevada $36,000 $42,300 85.1% 14.9%
New Hampshire $42,100 $55,600 75.7% 24.3%
New Jersey $48,900 $60,900 80.3% 19.7%
New Mexico $32,500 $41,600 78.1% 21.9%
New York $44,800 $51,600 86.8% 13.2%
North Carolina $35,500 $41,900 84.7% 15.3%
North Dakota $36,100 $50,600 71.3% 28.7%
Ohio $37,100 $47,700 77.8% 22.2%
Oklahoma $32,200 $43,800 73.5% 26.5%
Oregon $38,800 $47,200 82.2% 17.8%
Pennsylvania $39,900 $50,400 79.2% 20.8%
Puerto Rico $22,900 $21,900 104.6% -4.6%
Rhode Island $41,500 $50,800 81.7% 18.3%
South Carolina $33,700 $42,000 80.2% 19.8%
South Dakota $32,000 $42,000 76.2% 23.8%
Tennessee $34,000 $41,700 81.5% 18.5%
Texas $36,400 $46,200 78.8% 21.2%
Utah $34,400 $50,900 67.6% 32.4%
Vermont $39,300 $46,900 83.8% 16.2%
Virginia $42,400 $52,900 80.2% 19.8%
Washington $41,900 $54,400 77.0% 23.0%
West Virginia $31,700 $45,300 70.0% 30.0%
Wisconsin $37,500 $47,500 78.9% 21.1%
Wyoming $35,700 $51,900 68.8% 31.2%
Source: JEC Democratic staff calculations based on data from the U.Ssu@eBureau, 2014 American Community Survey (1-year estimates) usiAgnerican FactFinder
Notes: Data are based on median annual earnings of those who have workaidl ime, year-round in the past 12 months; earnings data are in 2014 fiation-adjusted dollars, rounded to
nearest hundred dollars; population 16 years and over with earnirg
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Map: Gender Earnings Ratio by Congressional District (114t Congress)
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Table: Gender Pay Gap by Congressional District (114t Congress)

Appena aple der P ap O OI10 Olld 4 >
. de =l
ongre onal D o
ed a 0 edia a g atio ap

Alabama
Congressional District 1 $32,400 $45,500 71.39 28.79
Congressional District 2 $31,200 $41,70(Q 74.79 25.39
Congressional District 3 $31,400 $41,700 75.39 24.79
Congressional District 4 $30,000 $40,500 74.19 25.99
Congressional District 5 $35,100 $50,100 70.09 30.09
Congressional District 6 $38,500 $52,300 73.69 26.49
Congressional District 7 $27,500 $36,400 75.59 24.59
Congressional District (at Large $46,300 $57,30 80.89 19.29

A ona
Congressional District 1 $35,500 $45,100 78.79 21.39
Congressional District 2 $35,100 $44,400 79.19 20.99
Congressional District 3 $31,300 $36,300 86.49 13.69
Congressional District 4 $33,000 $40,400 81.79 18.39
Congressional District 5 $42,300 $56,400 75.09 25.09
Congressional District 6 $44,800 $55,300 80.99 19.19
Congressional District 7 $31,000 $31,200 99.59 0.59
Congressional District 8 $41,000 $50,900 80.59 19.59
Congressional District 9 $38,200 $42,200 90.59 9.59
Congressional District 1 $29,700 $37,40( 79.59 20.59
Congressional District 2 $32,900 $41,800 78.89 21.29
Congressional District 3 $35,100 $39,700 88.59 11.59
Congressional District 4 $27,200 $38,200 71.19 28.99

alllo A
Congressional District 1 $36,300 $48,400 75.09 25.09
Congressional District 2 $50,600 $54,900 92.29 7.8Y
Congressional District 3 $42,200 $50,200 84.09 16.09
Congressional District 4 $50,300 $65,600 76.79 23.39
Congressional District 5 $47,400 $52,20( 90.99 9.19
Congressional District 6 $41,500 $43,700 95.09 5.09
Congressional District 7 $49,100 $57,100 86.09 14.09
Congressional District 8 $37,000 $42,900 86.29 13.89
Congressional District 9 $41,600 $50,400 82.79 17.39
Congressional District 10 $37,800 $48,10(Q 78.59 21.59
Congressional District 11 $52,500 $62,300 84.29 15.89
Congressional District 12 $64,300 $76,300 84.29 15.89
Congressional District 13 $50,500 $57,100 88.59 11.59
Congressional District 14 $54,900 $62,000 88.79 11.39
Congressional District 15 $55,200 $70,600 78.19 21.99
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Appendix Table: Gender Pay Gap by Congressional District (114th Cong ress)

Congressional District Women's Men's Gender Gender
Median Earnings | Median Earnings | Earnings Ratio Pay Gap
California (continued)

Congressional District 16 $30,800 $35,000

Congressional District 17 $60,000 $91,20( 65.89 34.29
Congressional District 18 $71,100 $100,300 70.99 29.19
Congressional District 19 $47,600 $55,800 85.39 14.79
Congressional District 20 $39,200 $45,600 86.19 13.99
Congressional District 21 $26,500 $31,300 84.89 15.29
Congressional District 22 $37,200 $44,200 84.29 15.89
Congressional District 23 $41,000 $52,70(Q 77.99 22.19
Congressional District 24 $40,500 $50,500 80.39 19.79
Congressional District 25 $45,500 $59,600 76.49 23.69
Congressional District 26 $41,800 $52,200 80.19 19.99
Congressional District 27 $45,600 $51,100 89.29 10.89
Congressional District 28 $46,900 $50,900 92.09 8.09
Congressional District 29 $31,400 $33,70( 93.09 7.09
Congressional District 30 $51,100 $52,40( 97.49 2.69
Congressional District 31 $40,500 $46,20( 87.79 12.39
Congressional District 32 $33,700 $40,400 83.49 16.69
Congressional District 33 $68,500 $100,100 68.49 31.69
Congressional District 34 $27,300 $26,40( 103.49 -3.49
Congressional District 35 $33,900 $38,400 88.29 11.89
Congressional District 36 $32,500 $38,600 84.19 15.99
Congressional District 37 $42,200 $42,00( 100.59 -0.59
Congressional District 38 $37,100 $43,600 85.19 14.99
Congressional District 39 $48,200 $55,500 87.09 13.09
Congressional District 40 $25,300 $27,100 93.49 6.69
Congressional District 41 $32,200 $41,100 78.39 21.79
Congressional District 42 $42,100 $58,900 71.49 28.6Y
Congressional District 43 $38,500 $38,30( 100.59 -0.59
Congressional District 44 $29,200 $32,20( 90.79 9.39
Congressional District 45 $55,400 $76,400 72.69 27.49
Congressional District 46 $31,200 $32,100 97.29 2.89
Congressional District 47 $42,600 $49,400 86.29 13.89
Congressional District 48 $52,200 $65,100 80.19 19.99
Congressional District 49 $44,800 $56,00( 79.99 20.19
Congressional District 50 $43,900 $50,200 87.39 12.79
Congressional District 51 $29,900 $35,700 83.99 16.19
Congressional District 52 $57,300 $70,200 81.59 18.59
Congressional District 53 $45,900 $51,800 88.59 11.59

Colorado

Congressional District 1

$45,800

$47,200

2.99
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Appendix Table: Gender Pay Gap by Congressional District (114th Cong ress)

Women's Gender Gender

Congressional District Median Earnings | Median Earnings | Earnings Ratio Pay Gap

Colorado (continued)

Congressional District 2 $45,300 $56,700 79.99 20.19
Congressional District 3 $35,100 $47,000 74.79 25.39
Congressional District 4 $41,700 $52,200 79.99 20.19
Congressional District 5 $38,700 $49,400 78.39 21.79
Congressional District 6 $45,900 $55,300 83.09 17.09
Congressional District 7 $41,300 $47,300 87.39 12.79
p—
Congressional District 1 $49,900 $61,70(Q 80.89 19.29
Congressional District 2 $50,000 $57,000 87.89 12.29
Congressional District 3 $50,100 $60,000 83.49 16.69
Congressional District 4 $60,200 $75,200 80.09 20.09
Congressional District 5 $50,000 $60,100 83.29 16.89
Delaware
Congressional District (at Large $41,300 $51,00 81.09 19.09
D, 0 0 DIa
Delegate $61,700 $68,90 89.59 10.59
olglors
Congressional District 1 $32,000 $42,200 75.89 24.29
Congressional District 2 $34,100 $40,400 84.49 15.69
Congressional District 3 $35,800 $42,100Q 84.99 15.19
Congressional District 4 $37,700 $46,70(0 80.89 19.29
Congressional District 5 $27,700 $32,200 86.19 13.99
Congressional District 6 $36,700 $41,40(Q 88.59 11.59
Congressional District 7 $36,500 $43,500 83.99 16.19
Congressional District 8 $35,700 $45,600 78.29 21.89
Congressional District 9 $31,300 $35,600 87.99 12.19
Congressional District 10 $37,600 $44,100 85.19 14.99
Congressional District 11 $31,300 $37,800 82.99 17.19
Congressional District 12 $39,700 $51,100 77.89 22.29
Congressional District 13 $36,600 $41,100 89.09 11.09
Congressional District 14 $35,300 $40,200 87.99 12.19
Congressional District 15 $35,700 $42,800 83.39 16.79
Congressional District 16 $35,500 $41,800 85.09 15.09
Congressional District 17 $31,400 $37,500 83.99 16.19
Congressional District 18 $36,900 $44,60(0 82.69 17.49
Congressional District 19 $36,600 $40,200 91.29 8.89
Congressional District 20 $30,400 $31,800 95.69 4.49
Congressional District 21 $40,100 $47,600 84.29 15.89
Congressional District 22 $41,400 $46,100 89.99 10.19
Congressional District 23 $38,000 $50,500 75.49 24.69
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Appendix Table: Gender Pay Gap by Congressional District (114th Cong ress)

Congressional District

Congressional District 24

Women's
Median Earnings | Median Earnings

Florida (continued)

$30,300

$32,800

Gender
Earnings Ratio

Gender
Pay Gap

Congressional District 25 $32,000 $36,600 87.59 12.59
Congressional District 26 $34,000 $36,400 93.39 6.79
Congressional District 27 $30,900 $35,000 88.39 11.79
eorlrgla
Congressional District 1 $32,600 $41,900 77.79 22.39
Congressional District 2 $30,300 $36,900 82.29 17.89
Congressional District 3 $35,800 $46,900 76.39 23.79
Congressional District 4 $36,800 $40,700Q 90.59 9.59
Congressional District 5 $41,900 $50,000 83.89 16.29
Congressional District 6 $50,900 $70,200 72.69 27.49
Congressional District 7 $40,300 $50,400 79.99 20.19
Congressional District 8 $30,800 $40,700 75.6% 24.49
Congressional District 9 $31,900 $36,900 86.59 13.59
Congressional District 10 $34,100 $44,300 77.09 23.09
Congressional District 11 $41,800 $56,300 74.29 25.89
Congressional District 12 $30,800 $39,700 77.59 22.59
Congressional District 13 $39,200 $41,60( 94.19 5.99
Congressional District 14 $32,200 $37,800 85.29 14.89
Congressional District 1 $41,000 $50,30 81.69 18.49

Congressional District 2

Congressional District 1

$31,100

Congressional District 2

$30,900

73.79

26.39

Congressional District 1 $41,100 $50,900 80.89 19.29
Congressional District 2 $38,200 $48,100 79.59 20.59
Congressional District 3 $40,700 $51,100 79.79 20.39
Congressional District 4 $31,500 $32,000 98.49 1.69
Congressional District 5 $51,100 $61,600 83.09 17.09
Congressional District 6 $50,900 $71,400 71.3% 28.79
Congressional District 7 $47,400 $58,600 80.89 19.29
Congressional District 8 $41,000 $50,100 81.99 18.19
Congressional District 9 $51,500 $56,80( 90.69 9.49
Congressional District 10 $45,300 $59,100 76.69 23.49
Congressional District 11 $41,800 $54,300 76.99 23.19
Congressional District 12 $35,900 $46,700 76.99 23.19
Congressional District 13 $36,100 $48,000 75.39 24.79
Congressional District 14 $46,800 $67,70(0 69.29 30.89
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Appendix Table: Gender Pay Gap by Congressional District (114th Cong ress)

Congressional District

Women's
Median Earnings

Men's
Median Earnings

lllinois (continued)

Gender
Earnings Ratio

Gender
Pay Gap

Congressional District 15 $32,100 $44,70(Q 71.89 28.29
Congressional District 16 $36,300 $51,600 70.39 29.79
Congressional District 17 $31,900 $44,200 72.19 27.99
Congressional District 18 $38,100 $51,900 73.49 26.69
dlalla
Congressional District 1 $35,900 $52,400 68.49 31.69
Congressional District 2 $31,300 $42,10(Q 74.49 25.69
Congressional District 3 $32,500 $45,000 72.39 27.79
Congressional District 4 $34,900 $46,300 75.49 24.69
Congressional District 5 $43,000 $57,300 75.09 25.09
Congressional District 6 $34,000 $45,10(Q 75.49 24.69
Congressional District 7 $33,700 $39,000 86.59 13.59
Congressional District 8 $31,800 $45,500 69.89 30.29
Congressional District 9 $35,000 $46,100 75.99 24.19
OWa
Congressional District 1 $35,400 $46,800 75.79 24.39
Congressional District 2 $36,300 $46,700 77.79 22.39
Congressional District 3 $41,100 $51,000 80.69 19.49
Congressional District 4 $32,800 $45,40( 72.29 27.89
Congressional District 1 $31,400 $40,600 77.39 22.79
Congressional District 2 $35,700 $45,600 78.19 21.99
Congressional District 3 $41,600 $56,900 73.2% 26.89
Congressional District 4 $35,300 $48,300 73.19 26.99
Congressional District 1 $30,900 $40,400 76.49 23.6Y
Congressional District 2 $31,700 $41,200 77.19 22.99
Congressional District 3 $38,500 $45,400 84.89 15.29
Congressional District 4 $36,900 $50,000 73.89 26.29
Congressional District 5 $27,700 $37,300 74.39 25.79
Congressional District 6 $36,000 $41,900 85.79 14.39
O alla
Congressional District 1 $36,300 $51,200 70.99 29.19
Congressional District 2 $31,200 $41,000 76.29 23.89
Congressional District 3 $30,700 $50,300 61.09 39.09
Congressional District 4 $30,100 $45,800 65.79 34.39
Congressional District 5 $27,400 $42,10(Q 65.19 34.99
Congressional District 6 $35,700 $57,00( 62.69 37.49
Congressional District 1 $38,900 $49,800 78.29 21.89
Congressional District 2 $32,900 $41,90( 78.49 21.69
Prepared by the Democratic staff of the Joint Economic Committee 35|Page




Appendix Table: Gender Pay Gap by Congressional District (114th Cong ress)

Congressional District

Women's

Median Earnings | Median Earnings

Gender
Earnings Ratio

Gender
Pay Gap

Congressional District 1 $42,900 $55,500 22.69
Congressional District 2 $47,300 $51,300 92.29 7.8Y
Congressional District 3 $51,600 $62,000 83.29 16.89
Congressional District 4 $51,100 $51,400 99.39 0.79
Congressional District 5 $55,200 $61,000 90.59 9.59
Congressional District 6 $50,800 $60,000 84.79 15.39
Congressional District 7 $45,200 $57,500 78.69 21.49
Congressional District 8 $60,200 $74,400 81.09 19.09
Massachusetts
Congressional District 1 $41,300 $50,800 81.39 18.79
Congressional District 2 $46,200 $56,900 81.29 18.89
Congressional District 3 $50,000 $62,100 80.59 19.59
Congressional District 4 $57,400 $72,200 79.59 20.59
Congressional District 5 $56,100 $70,200 79.99 20.19
Congressional District 6 $52,600 $68,20( 77.19 22.99
Congressional District 7 $47,300 $52,100 90.89 9.29
Congressional District 8 $52,300 $66,200 79.09 21.09
Congressional District 9 $44,900 $58,700 76.49 23.69%
Congressional District 1 $31,500 $42,500 74.29 25.89
Congressional District 2 $35,500 $45,900 77.39 22.79
Congressional District 3 $37,400 $47,30( 79.19 20.99
Congressional District 4 $35,100 $45,100 78.09 22.09
Congressional District 5 $34,200 $45,400 75.39 24.79
Congressional District 6 $35,100 $44,800 78.39 21.79
Congressional District 7 $37,200 $49,500 75.19 24.99
Congressional District 8 $43,200 $61,500 70.39 29.79
Congressional District 9 $40,100 $51,300 78.19 21.99
Congressional District 10 $40,800 $53,600 76.29 23.89
Congressional District 11 $51,500 $70,100 73.49 26.69
Congressional District 12 $40,100 $51,800 77.39 22.79
Congressional District 13 $31,300 $40,000 78.29 21.89
Congressional District 14 $36,700 $47,400 77.59 22.59
Congressional District 1 $37,300 $47,100 79.29 20.89
Congressional District 2 $46,700 $59,300 78.79 21.39
Congressional District 3 $50,600 $65,300 77.69 22.49
Congressional District 4 $46,800 $53,100 88.19 11.99
Congressional District 5 $45,800 $50,000 91.79 8.39
Congressional District 6 $42,500 $53,500 79.69 20.49
Prepared by the Democratic staff of the Joint Economic Committee 36|Page




Appendix Table: Gender Pay Gap by Congressional District (114th Cong ress)

Women's Men's Gender Gender

SRRl Median Earnings | Median Earnings | Earnings Ratio Pay Gap

Minnesota (continued)

Congressional District 7 $33,300 $43,700
Congressional District 8 $36,900 $49,20
Congressional District 1 $31,800 $40,300 78.89
Congressional District 2 $29,100 $36,900 79.09 21.09
Congressional District 3 $33,200 $44,30( 75.19 24.99
Congressional District 4 $31,300 $41,800 75.0% 25.09
O
Congressional District 1 $35,800 $42,700 83.89 16.29
Congressional District 2 $45,900 $66,900 68.79 31.39
Congressional District 3 $36,900 $48,300 76.49 23.69
Congressional District 4 $31,900 $40,600 78.69 21.49
Congressional District 5 $35,200 $42,90( 81.99 18.19
Congressional District 6 $36,100 $47,700 75.7% 24.39
Congressional District 7 $30,900 $39,500 78.19 21.99
Congressional District 8 $29,700 $40,500 73.49 26.6Y%
O alld
Congressional District (at Large $31,700 $42,70 74.39 25.79
epol'a a
Congressional District 1 $34,400 $44,900 76.59 23.59
Congressional District 2 $39,600 $47,400 83.69 16.49
Congressional District 3 $31,000 $41,30(0 75.19 24.99
evada
Congressional District 1 $30,800 $33,200 92.89 7.29
Congressional District 2 $37,400 $46,500 80.39 19.79
Congressional District 3 $40,900 $51,300 79.79 20.39
Congressional District 4 $35,200 $42,100 83.69 16.49
R e e
Congressional District 1 $43,600 $56,80 76.99 23.19
Congressional District 2 $41,200 $54,30 75.99 24.19
Congressional District 1 $45,500 $55,600 81.89 18.29
Congressional District 2 $40,500 $51,200 79.29 20.89
Congressional District 3 $50,000 $63,000 79.39 20.79
Congressional District 4 $50,700 $70,800 71.6% 28.49
Congressional District 5 $52,100 $70,900 73.59% 26.59
Congressional District 6 $48,900 $61,40( 79.69 20.49
Congressional District 7 $61,800 $85,600 72.29 27.89
Congressional District 8 $40,800 $45,500 89.79 10.39
Congressional District 9 $41,700 $50,100 83.39 16.79
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Appendix Table: Gender Pay Gap by Congressional District (114th Cong ress)

Congressional District

Women's

Median Earnings | Median Earnings

New Jersey (continued)

Gender
Earnings Ratio

Gender
Pay Gap

Congressional District 10 $41,200 $47,900 86.09 14.09
Congressional District 11 $59,300 $80,800 73.49 26.69
Congressional District 12 $52,200 $62,200 83.99 16.19
Congressional District 1 $35,900 $42,10(Q 85.19 14.99
Congressional District 2 $29,500 $40,600 72.69 27.49
Congressional District 3 $34,700 $41,700 83.29 16.89
Congressional District 1 $50,900 $68,50( 74.39 25.79
Congressional District 2 $47,200 $59,000 80.09 20.09
Congressional District 3 $60,900 $80,500 75.69 24.49
Congressional District 4 $54,000 $65,000 83.09 17.09
Congressional District 5 $41,900 $42,000 99.79 0.39
Congressional District 6 $45,900 $48,300 95.09 5.09
Congressional District 7 $41,700 $41,900 99.59 0.59
Congressional District 8 $41,300 $46,900 88.19 11.99
Congressional District 9 $41,900 $50,900 82.49 17.69
Congressional District 10 $68,000 $86,100 78.99 21.19
Congressional District 11 $47,900 $59,400 80.79 19.39
Congressional District 12 $74,300 $91,500 81.29 18.89
Congressional District 13 $39,800 $38,000 104.79 -4.79
Congressional District 14 $40,100 $37,100 108.09 -8.09
Congressional District 15 $28,800 $27,500 104.59 -4.59
Congressional District 16 $49,400 $56,700 87.19 12.99
Congressional District 17 $56,500 $71,40(Q 79.29 20.89
Congressional District 18 $49,400 $61,100Q 80.89 19.29
Congressional District 19 $40,200 $50,000 80.49 19.69
Congressional District 20 $45,000 $52,500 85.89 14.29
Congressional District 21 $36,600 $45,600 80.49 19.69
Congressional District 22 $36,100 $45,000 80.29 19.89
Congressional District 23 $35,500 $42,80(0 82.89 17.29
Congressional District 24 $39,600 $48,800 81.19 18.99
Congressional District 25 $40,800 $48,600 84.09 16.09
Congressional District 26 $37,400 $45,100 83.09 17.09
Congressional District 27 $39,400 $50,900 77.59 22.59
Congressional District 1 $31,700 $36,100 87.99 12.19
Congressional District 2 $35,000 $44,70(Q 78.49 21.69
Congressional District 3 $33,800 $36,900 91.69 8.49
Congressional District 4 $37,500 $41,70(Q 89.99 10.19
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Appendix Table: Gender Pay Gap by Congressional District (114th Cong ress)

Women's Gender Gender

Congressional District Median Earnings | Median Earnings | Earnings Ratio Pay Gap

North Carolina (continued)

Congressional District 5 $32,100 $41,400

Congressional District 6 $37,400 $44,700 83.69 16.49
Congressional District 7 $33,800 $40,800 83.09 17.09
Congressional District 8 $32,400 $40,900 79.49 20.69
Congressional District 9 $46,300 $61,900 74.89 25.29
Congressional District 10 $32,300 $39,900 81.19 18.99
Congressional District 11 $31,800 $37,000 85.99 14.19
Congressional District 12 $32,300 $36,100 89.69 10.49
Congressional District 13 $41,800 $52,800 79.19 20.99

North Dakota

Congressional District (at Large $36,100 $50,600 = 713% @ 28.79

Ohio

Congressional District 1 $41,200 $51,400

Congressional District 2 $40,800 $50,100 81.5% 18.59
Congressional District 3 $36,700 $40,500 90.69 9.49
Congressional District 4 $32,000 $45,500 70.39 29.79
Congressional District 5 $36,200 $48,700 74.49 25.69
Congressional District 6 $31,500 $42,400 74.39 25.79
Congressional District 7 $32,400 $44,000 73.79 26.39
Congressional District 8 $36,600 $47,100 77.79 22.39
Congressional District 9 $34,500 $43,300 79.89 20.29
Congressional District 10 $37,300 $48,800 76.59 23.59
Congressional District 11 $35,500 $44,100 80.59 19.59
Congressional District 12 $45,700 $58,900 77.69 22.49
Congressional District 13 $31,900 $43,10(Q 74.19 25.99
Congressional District 14 $41,500 $55,700 74.49 25.69
Congressional District 15 $40,900 $50,700 80.59 19.59
Congressional District 16 $40,700 $52,500 77.59 22.59

Oklahoma
Congressional District 1 $35,200 $46,100 76.49 23.69
Congressional District 2 $30,000 $39,700 75.59 24.59
Congressional District 3 $31,500 $45,800 68.79 31.39
Congressional District 4 $32,500 $45,900 70.89 29.29
Congressional District 5 $33,600 $42,100 79.89 20.29
Orego

Congressional District 1 $42,700 $57,400 74.49 25.69
Congressional District 2 $32,700 $40,900 79.99 20.19
Congressional District 3 $41,900 $47,40(Q 88.49 11.69
Congressional District 4 $36,000 $43,70( 82.49 17.69
Congressional District 5 $37,300 $46,500 80.29 19.89
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Appendix Table: Gender Pay Gap by Congressional District (114th Cong ress)

Women's Gender Gender

Congressional District Median Earnings | Median Earnings | Earnings Ratio Pay Gap

Pennsylvania
Congressional District 1 $40,600 $42,200 96.39 3.7Y%
Congressional District 2 $41,200 $48,900 84.39 15.79
Congressional District 3 $35,300 $46,400 76.19 23.99
Congressional District 4 $38,400 $50,100 76.79 23.39
Congressional District 5 $33,600 $44,600 75.49 24.69
Congressional District 6 $46,600 $61,000 76.49 23.69
Congressional District 7 $48,600 $64,900 74.89 25.29
Congressional District 8 $49,500 $61,900 79.99 20.19
Congressional District 9 $31,900 $42,500 75.09 25.09
Congressional District 10 $32,900 $44,200 74.69 25.49
Congressional District 11 $36,200 $46,600 77.89 22.29
Congressional District 12 $40,600 $51,900 78.29 21.89
Congressional District 13 $45,600 $50,800 89.79 10.39
Congressional District 14 $38,100 $45,000 84.89 15.29
Congressional District 15 $37,700 $50,700 74.49 25.69
Congressional District 16 $36,700 $48,600 75.69 24.49
Congressional District 17 $36,200 $45,700 79.29 20.89
Congressional District 18 $41,700 $56,900 73.49 26.69
Puerto RICOo
Resident Commissioner $22,900 $21,90 104.89 -4.89
Rhoae and
Congressional District 1 $41,300 $50,30 82.19 17.99
Congressional District 2 $41,700 $51,30 81.39 18.79
O al'o a
Congressional District 1 $39,100 $48,400 80.99 19.19
Congressional District 2 $37,600 $47,000 80.09 20.09
Congressional District 3 $31,700 $41,100 77.29 22.89
Congressional District 4 $34,400 $42,500 81.19 18.99
Congressional District 5 $32,700 $42,500 77.09 23.09
Congressional District 6 $29,900 $32,100 93.09 7.09
Congressional District 7 $30,900 $39,700 77.79 22.39
0 Dakota
Congressional District (at Large $32,000 $42,00 76.29 23.89
Congressional District 1 $29,400 $36,900 79.79 20.39
Congressional District 2 $35,400 $43,500 81.49 18.69
Congressional District 3 $32,900 $41,700 78.99 21.19
Congressional District 4 $32,500 $42,000 77.59 22.59
Congressional District 5 $37,200 $41,200 90.49 9.69
Congressional District 6 $32,900 $41,600 79.09 21.09
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Appendix Table: Gender Pay Gap by Congressional District (114th Cong ress)

Women's Men's Gender Gender

Congressional District Median Earnings | Median Earnings | Earnings Ratio Pay Gap

Tennessee (continued)

Congressional District 7 $35,100 $47,000 74.79 25.39
Congressional District 8 $36,900 $49,000 75.49 24.69
Congressional District 9 $33,100 $33,000 100.29 -0.29
Congressional District 1 $32,000 $41,900 76.39 23.79
Congressional District 2 $46,600 $57,20( 81.59 18.59
Congressional District 3 $51,500 $72,40( 71.19 28.99
Congressional District 4 $31,800 $43,700 72.79 27.39
Congressional District 5 $32,300 $38,100 84.99 15.19
Congressional District 6 $39,200 $50,000 78.49 21.69
Congressional District 7 $46,100 $60,900 75.79 24.39
Congressional District 8 $37,600 $54,000 69.79 30.39
Congressional District 9 $31,900 $32,40( 98.29 1.89
Congressional District 10 $43,000 $54,900 78.49 21.69
Congressional District 11 $30,900 $50,900 60.79 39.39
Congressional District 12 $40,900 $50,800 80.49 19.69
Congressional District 13 $30,600 $44,600 68.6% 31.49
Congressional District 14 $37,500 $51,000 73.49 26.6Y%
Congressional District 15 $30,600 $36,700 83.39 16.79
Congressional District 16 $29,600 $36,500 80.99 19.19
Congressional District 17 $34,400 $44,500 77.49 22.69
Congressional District 18 $32,200 $38,600 83.49 16.69
Congressional District 19 $30,400 $40,900 74.49 25.69
Congressional District 20 $33,400 $37,200 89.89 10.29
Congressional District 21 $42,200 $52,100 81.09 19.09
Congressional District 22 $50,100 $71,80(Q 69.99 30.19
Congressional District 23 $30,100 $45,20( 66.59 33.59
Congressional District 24 $44,900 $55,200 81.39 18.79
Congressional District 25 $40,300 $50,100 80.59 19.59
Congressional District 26 $47,700 $60,900 78.29% 21.89
Congressional District 27 $30,900 $45,30(0 68.29 31.89
Congressional District 28 $30,500 $39,100 77.99 22.19
Congressional District 29 $26,800 $32,40( 82.69 17.49
Congressional District 30 $33,500 $36,900 90.79 9.39
Congressional District 31 $39,300 $49,500 79.69 20.49
Congressional District 32 $45,500 $51,200 88.89 11.29
Congressional District 33 $25,800 $29,20( 88.59 11.59
Congressional District 34 $26,700 $34,600 77.49 22.69
Congressional District 35 $30,400 $34,600 88.09 12.09
Congressional District 36 $35,300 $52,200 67.69 32.49
Congressional District 1 $34,900 $51,600 67.79 32.39
Congressional District 2 $31,900 $45,800 69.69 30.49
Congressional District 3 $36,400 $57,300 63.69 36.49
Congressional District 4 $33,300 $50,200 66.49 33.69
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Congressional District (at Large $39,300 $46,90 83.89 16.29
O
Congressional District 1 $43,400 $60,400 71.89 28.29
Congressional District 2 $36,900 $46,200 79.89 20.29
Congressional District 3 $33,700 $39,100 86.29 13.89
Congressional District 4 $39,300 $50,80( 77.39 22.79
Congressional District 5 $35,900 $45,300 79.39 20.79
Congressional District 6 $35,400 $43,20( 81.99 18.19
Congressional District 7 $45,900 $57,700 79.59 20.59
Congressional District 8 $65,600 $76,300 86.09 14.09
Congressional District 9 $33,200 $42,000 79.09 21.09
Congressional District 10 $59,100 $87,200 67.79 32.39
Congressional District 11 $58,500 $70,000 83.69 16.49
a Oto
Congressional District 1 $46,900 $72,40( 64.79 35.39
Congressional District 2 $41,400 $51,400 80.79 19.39
Congressional District 3 $37,900 $51,300 73.99 26.19
Congressional District 4 $32,300 $41,900 77.19 22.99
Congressional District 5 $36,700 $46,600 78.89 21.29
Congressional District 6 $40,400 $51,000 79.29 20.89
Congressional District 7 $51,900 $67,300 77.09 23.09
Congressional District 8 $46,000 $61,600 74.79 25.39
Congressional District 9 $45,600 $56,800 80.39 19.79
Congressional District 10 $40,600 $49,700 81.79 18.39
e O
Congressional District 1 $32,100 $43,900 73.29 26.89
Congressional District 2 $34,500 $45,900 75.29 24.89
Congressional District 3 $28,700 $45,000 63.89 36.29
O
Congressional District 1 $39,900 $51,600 77.39 22.79
Congressional District 2 $41,700 $50,600 82.59 17.59
Congressional District 3 $34,700 $42,60(0 81.59 18.59
Congressional District 4 $35,900 $41,60( 86.39 13.79
Congressional District 5 $42,700 $55,500 77.09 23.09
Congressional District 6 $35,700 $47,200 75.89 24.29
Congressional District 7 $35,800 $44,600 80.49 19.69
Congressional District 8 $36,800 $47,000 78.39 21.79
O O

Congressional District (at Large) $35,700 $51,90 68.79 31.39
Source: JEC Democratic staff calculations based on data from the U.S. CeBausau, 2014 American Community Survey (1-year estimates) usj|
American FactFinder

Notes: Data are based on median annual earnings of those who have worked full time, yeamrd in the past 12 months; earnings data are in 20
inflation-adjusted dollars, rounded to nearest hundred dollars; poplation 16 years and over with earnings
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SOURCES

L According to thel.S. EquaEmploymentOpportunityCommissioEEOC),“The EquaPay Act requires that men and
women in the same workplace be given equal pay for equal work. The jobs héeddentical, but they must be
substantially equal. Job content (not job titles) determines whetheaujelssibstantially equal. All forms oAy are covered
by this law, including salary, overtime pay, bonuses, stock optiooié, ginaring and bonus plans, life insurance, vacation
and holiday pay, cleaning or gasoline allowances, hotel accommodagionisyrsement for travel expenses, and fiene

If there is an inequality in wages between men and women, employgsot@duce the wages of either sex to equalize
their pay!

2EEOC, ‘Title VII of the Civil Rights Act of 1962 and Benjamin Collins and Jody FedéPay Equity: Legislative and
Legal DevelopmentsCongressional Research Sernviblmvember 22, 2013).

3 U.S.Census BureatHistorical Income TableSable R40: Women'’s Earnings as a Percentage of Men’s Earnings by Race
and Hispanic OrigirfData for 2014 are the most recent available and are based on median earnitvgsraf, fyeasround
workers 15 and older as of March 2015).
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