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What do we mean by pay equity?
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P AY  E Q U I T Y  G E T S  C O N S I D E R A B L E  M E D I A  C O V E R A G E …

“Women earned 80.5 cents to 
each dollar men earned in 

2016”
Source:
http://fortune.com/2017/09/13/gender-pay-gap-2016/

“Citigroup reports virtually no 
gap in gender or racial pay”

Source:
http://money.cnn.com/2018/01/15/news/companies/citigroup-pay-
gap/index.html

“Google said female 
employees make 99.7 
cents for every dollar a 

man makes”
Source:
https://www.nytimes.com/2017/09/08/technology/google-
salaries-gender-disparity.html

“Black women have to 
work 7 months into 
2017 to be paid the 

same as white men in 
2016 ”

Source:
https://www.epi.org/blog/black-women-have-to-work-7-

months-into-2017-to-be-paid-the-same-as-white-men-in-
2016/
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… B U T  W H AT  D O  W E  M E A N  B Y  P AY  E Q U I T Y ?

“RAW”

PAY GAP
= 

“EXPLAINED”

PAY GAP

“UNEXPLAINED”

PAY GAP
+ 

How average or 
median pay 

differs between 
women and men 

(or between 
whites and 

people of color)

How pay differs 
because men and 

women (and whites 
and people of color) 

are in different 
occupations and roles 

and have different 
education and labor 
market experience

Residual pay gap 
between men and 
women (or whites 

and people of color) 
that cannot be 

explained and may 
be due to pay 

inequities; often 
referred to as the 

“adjusted” pay gap
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R A W  V S .  A D J U S T E D  P AY  G A P S

RAW

PAY GAP

ADJUSTED

PAY GAP

Important for understanding the actual pay 

situation of women and people of color

Important for understanding pay situation for 

women and people of color who are otherwise 

“similarly situated” to men and whites (i.e., helps 

to create an apples-to-apples comparison of 

pay to identify unexplained pay inequities)

VS .

ADJUSTED

PAY GAP

Important for understanding pay situation for 

women and people of color who are otherwise 

“similarly situated” to men and whites (i.e., helps 

to create an apples-to-apples comparison of 

pay to identify unexplained pay inequities)

WHAT WE MEAN BY PAY EQUITY
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Raw pay gap Adjusted pay gap

C A L C U L AT I N G  T H E  A D J U S T E D  P AY  G A P

Source: Glassdoor, Demystifying the Gender Pay Gap, Evidence From Glassdoor Salary Data, 2016.
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U S  A D J U S T E D  G E N D E R  B A S E  P AY  G A P S

Source: Glassdoor, Demystifying the Gender Pay Gap, Evidence From Glassdoor Salary Data, 2016.
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E S T I M AT E S  O F  G L O B A L  G E N D E R  B A S E  P AY  G A P S

H E A LT H C A R E

I N S U R A N C E

F I N A N C E

I N F O R M AT I O N T E C H N O LO G Y

N O N P RO F I T

O I L ,  G A S ,  E N E RG Y,  &  U T I L I T I E S

A L L I N D U S T R I E S

G O V E R N M E N T

T E L E CO M M U N I C AT I O N S

E D U C AT I O N

A E RO S PAC E &  D E F E N S E

Source: Glassdoor, Demystifying the Gender Pay Gap, Evidence From Glassdoor Salary Data, 2016.
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How should pay equity be addressed?
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H O W  S H O U L D  P AY  E Q U I T Y  B E  A D D R E S S E D ?

W O M E N  

T H R I V E  W H E N  

there are 

processes in place 

to actively 

address pay 

equity
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S O U R C E :  M E R C E R ’ S  2 0 1 6  W H E N  W O M E N  T H R I V E  R E P O R T
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What about representation gaps?
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Female Male
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Number of 

employees

Promotion rate

13%13%

10%11%

8%16%

8%7%

7%5%

7%6%

4%0%

16% 84%

7% 93%

29%

A D D R E S S I N G  R E P R E S E N TAT I O N  G A P S

Hire 

rates 

favor 

male 

talent 

here…

…and 

favor 

female 

talent 

here

Women are 

less than half 

as likely as 

men to 

advance 

from level 3 

to level 4

Women are 

leaving at a 

high rate

Disguised case example
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I D E N T I F Y  A R E A S  O F  O P P O R T U N I T Y

Disguised case example

Percent of Senior Managers that are female
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