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A
Gender Pay Gap: 

Will it Close on its Own?
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lthough the Equal Pay Act was passed more than half a century ago, women continue earning less than men 
— and remain underrepresented in senior-level positions in the workforce.

“The Simple Truth About the Gender Pay Gap,” a 2016 report the American Association of University 
Women (AAUW), states, “The good news is that the gap has narrowed considerably in the last hundred 
years. The bad news is that the gap is still sizable, it’s even worse for women of color, and it doesn’t seem 
likely to go away on its own.”

The female-to-male earnings ratio is 0.80. According to the U.S. Census’ annual “Income and Poverty 
in the United States: 2015” report, both women and men with earnings saw an increase in median income 
from 2014 to 2015, with women seeing a slightly higher percentage increase than men. However, the differ-
ence in income by gender remains significant.

Gender

Men with earnings 

Women with earnings

Median Income, 2014

$50,441

$39,667

Percentage Change in 
Real Median Income

1.5%

2.7%

Median Income, 2015

$51,212

$40,742
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And while progress has indeed been 
made, reports indicate that progress may 
even be stalling. The ratio has not in-
creased significantly since 2007, when it in-
creased to 0.778, up from 0.769 in 2006. In 
1960, the earliest data the report provides, 
the ratio was 0.607.

Women of color are impacted even 
more by the wage gap. Black women earn 
about 63 cents to the white man’s dollar; 
Latinas, 54 cents; and Asian women, 85 
cents (some women of Asian subgroups 
may earn even less, the National 
Partnership for Women and Families 
reported).

Meanwhile, millennial women are 
already seeing a pay gap worse than the 
national average. The newest generation of 
working men earn a median salary of 
$39,100, versus $28,800 for millennial 
women — an earnings ratio of roughly 74 
percent.

STATE ACTION
How can we level the playing field? Some 
states have been doing their part to give 
women a better chance at success.

In a historic step toward equal pay, 
employers in Massachusetts can no longer 
ask potential employees about their salary 
history during a job interview. Massachu-
setts is the first state to enact such a law, 
which goes into effect July 1, 2018. The law 
also forbids employers from penalizing 
em-ployees who openly discuss their 
salaries with one another. By punishing 
workers who talk about their wages, 
women are less likely to find out if they are 
in fact being underpaid. In addition, 
employers must 

now pay men and women equally if they do 
“comparable work,” rather than doing the 
exact same jobs, which was the previous 
practice.

New York City took similar action: as 
of December 2016, job seekers no longer 
have to provide their salary history to city 
agencies when applying for a job. The 
policy also forbids government agencies 
from looking for public records containing 
information on prior compensation. Agen-
cies can only inquire after the fact to verify 
previous employment.

Policies such as these are significant. If 
employers base job seekers’ salaries based 
on their previous earnings, women will 
continue to be underpaid when compared 
to males. By eliminating salary history 
information, all job seekers are more likely 
to begin on an even playing field.

HOW WOMEN CAN CLOSE THEIR OWN 
PAY GAP
As cities and states continue to make 
individual steps toward income equality, 
Cox Communications’ Chief Compliance 
Officer Robin H. Sangston shared with 
DiversityInc some tips on how women can 
work to close the pay gap they may be fac-
ing (Cox is No. 18 on the 2016 DiversityInc 
Top 50 Companies for Diversity list).
Here are Sangston’s tips on how women 
can be more successful when asking for a 
raise:
• Be confident. A man will promote him-

self as qualified for a promotion even
if he only meets some of the criteria,
while a woman won’t seek the promo-

tion unless she feels confident that she 
meets all of the criteria. Just as in any 
business negotiation, men assume that 
an employment offer is just that — an 
offer — and they, as a matter of course, 
expect a counter offer.

• Be rejection friendly. Many men don’t
take rejection personally, which enables
them to keep coming back on their own
behalf even after having been told “no”
before.

• Be collaborative. This ability to see a
business negotiation as a collaboration
rather than a zero sum game can enable
women to find creative ways to solve
knotty problems and achieve a win/win.

• Be part of employee resource groups
(ERGs). ERGs can both inspire women
to take appropriate risk and provide
valuable resources and training to give
them the tools to be more confident
personally and professionally. And, in
addition to large-scale programs, ERGs
can also help create intimate settings
through peer-to-peer mentoring circles,
where small groups of women can learn
from each other in a safe environment
by sharing best practices, tips and en-
couragement.

• Be a mentee. A good mentor should be
able to help his or her mentee prepare
for any sort of negotiation through
role-playing. As in anything in life, and
a negotiation is no different, prepara-
tion is key. Given that men and women
have different negotiating styles, it is
invaluable for women to have both male
and female mentors so they can get
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