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The issue of the gender wage gap has recently had a dominant presence in national
media. It has been observed that the Bureau of Labor Statistics shows a 23% wage gap between
women and men, and certain individuals interpret that to mean that women are discriminated
against in the workplace, only earning “77 cents for every dollar that a man earns.” Both this
inference and the size of the wage gap are being used to drive US and international political
discussion and policy. However, this talking point is misleading and must be either revised or
abandoned altogether. Research suggests that most, if not all, of the gender wage gap is a result
of individual choice rather than gender discrimination. This can be seen in statistical analysis of
measurable data, exploration of factors that don’t lend themselves well to statistical analysis, the
role of choice in both of the above, and the interplay of choice and the growth trend of the wage
gap. In short, if due attention is given to the data behind the raw wage gap, it is shown to be a
highly inflated and misleading figure around which to discuss social and policy change.

In the first place, the 23% wage gap figure is what is referred to to as the “unadjusted
differential” - the statistician’s equivalent of the phrase “apples-to-oranges.” Much like iron ore,
this figure is raw material and not useful unless the extraneous is smelted away. A significant
majority (over 70%) of the unadjusted differential has been proven to be such extraneous matter:
hours worked, education, experience, profession, and results of individual choice (Bertrand,
Goldin, & Katz, 2010, Abstract). As Biggs and Perry (2014) put it:

While the BLS reports that full-time female workers earned 81% of full-time males, that

is very different than saying that women earned 81% of what men earned for doing the

same jobs, while working the same hours, with the same level of risk, with the same
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educational background and the same years of continuous, uninterrupted work

experience.

Put more succinctly: “It would be unfair to measure gender discrimination by the ratios of
average earnings unadjusted for the many differences in worker skills and characteristics known
to affect earnings” (Olson, 2013, p. 189). What factors, then, are not included in the unadjusted
differential that are known to affect earnings?

The unadjusted differential doesn’t account for hours worked. Women are nearly three
times as likely as men to work a part-time week (O’Neill, 2012), with roughly two-thirds of all
part-time employees being female (Bertrand et al, 2010, p. 8). Between 20% and 33% of
employed women work part-time, compared with 5% to 8% of men (CONSAD Research
Corporation, 2009, p. 24). Within ten years after graduating from college, only 62% of women
are employed full-time and year-round (Bertrand et al, 2010, p. 8). This compounds with the fact
that, hours worked being equal, part-time positions are generally paid less per hour than full-time
positions (CONSAD, 2009, p. 1). Men are also more likely to work overtime and, among those
who do work overtime, work more overtime hours than their female counterparts (CONSAD,
2009, p. 17). Such overtime earnings introduce nonlinearity into the earnings equation; a man
who works forty-five hours may be only be working five hours more than his forty
hours-per-week female counterpart, but those five hours are paid at 150% of their shared hourly
rate. In other words, the raw differential must be adjusted to accommodate the differences in
full-time versus part-time employment.

Moreover, the “full-time” category contains significant ambiguities. The official

definition of full-time employment is thirty-five or more hours per week. However, there is a
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significant difference in potential for earnings and productivity even between thirty-five and
forty hours per week. Even within the bounds of the definition of full-time, men work
significantly more than women, as touched on in the preceding paragraph. The Bureau of Labor
statistics (2014) found that, among full-time employees in 2013, men worked an average of 8.3
hours a day while women worked 7.7 hours per day - in other words, full-time female employees
worked 93% as much as their male counterparts. This is consistent with the findings of the
American Association of University Women (2012), which show that, one year after college,
full-time working women work only 96% of hours of their male peers (p. 2). Men are nearly
twice as likely as women to work more than 40 hours a week (Kochhar, 2013), and women
almost twice as likely to work only 35 to 39 hours per week (Holland, 2014). In a study of the
work habits of male and female full-time pharmacists, the American Pharmacists Association
found that men worked 44.1 hours per week while women worked 37.2 hours on average
(Hymowitz, 2011). Additionally, the definition of full-time fails to incorporate roles such as
teachers - and industry composed primarily of women - where the primary job only fills nine
months of the year (Kessler, 2014).

The unadjusted differential must be adjusted to allow for the reality that women work
fewer hours than men on aggregate. The Bureau of Labor Statistics recognizes this, and provides
statistics on median weekly wages rather than annual wages. When adjusting no other factors
than comparing weekly wages rather than annual wages, the earnings gap is lowered to 18%
(Bureau of Labor Statistics, 2013b, p. 2). However, even weekly wages don’t accommodate the
wide variance in hours worked per week. When the gender wage comparison is adjusted from

weekly wages to hourly wages, the earnings gap shrinks to 14% (Bureau of Labor Statistics,
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2013a, p. 6). Also of note is that, when hourly wages are compared solely amongst part-time
employees, the wage gap inverts, with women earning between 4% and 19% more than their
male counterparts (Kochhar, 2013).

Clearly, a more granular comparison of wages to hours worked provides a more useful
differential than the 23% figure. However, hours worked is not the only statistically measurable
factor in a human capital analysis. Education and industry choice play a significant role in
understanding the unadjusted wage differential (CONSAD, 2009, p. 35). Men are more likely
than women to major in fields which typically lead to higher-paying jobs (AAUW, 2012, p. 1);
nine out of ten of the most remunerative college majors are overwhelmingly male while nine out
of ten of the least remunerative majors are overwhelmingly female (Carnevale, Melton, & Strohl,
2011, p. 17). Moreover, as the American Association of University Women (2002) stated:

Although the choice of major is related to occupation, the relationship is not strict. For

example, male engineering majors are more likely than their female counterparts to work

as engineers after graduation (p. 2).

In other words, even having studied the same highly-compensated discipline, women are less
likely than men to enter that highly-compensated industry after graduation. And, if they do, they
are more likely to accept clerical or other low-paid occupations (American Association of
University Women, 2007, p. 2).

This trend in choice of studied discipline is predictably mirrored in choice of industry
worked. Some industries are more highly-compensated than others, and women are more
concentrated in low-paying industries than are men (CONSAD, 2009, p. 6). The American

Association of University Women (2007) found that “women are more likely than men to work
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in the nonprofit and local government sectors, where wages are typically lower than in the
for-profit and federal government sectors” (p. 2). Men are more likely to be in salary-protected
roles such as union positions (Caiazza, 2007, p. 1). Men also comprise the vast majority of those
employed in roles which carry a heavy premium to offset working conditions. For example, all
of the top ten most dangerous jobs (Greenhouse, 2010) are overwhelmingly male.

In fact, the more detailed a comparison is made within an industry - at the occupational
level - the more the unadjusted differential is explained (Levine, 2001, p. 10). As Hymowitz
(2011) put it:

Among “physicians and surgeons,” for example, women make only 64.2 percent of what

men make. Outrageous, right? Not if you consider that there are dozens of specialties in

medicine: some, like cardiac surgery, require years of extra training, grueling hours, and
life-and-death procedures; others, like pediatrics, are less demanding and consequently
less highly rewarded. Only 16 percent of surgeons, but a full 50 percent of pediatricians,
are women.
According to the CONSAD Research Corporation (2009), when wages are calculated by
categories “which essentially consist of detailed occupations within individual establishments,
the pay of men and women who work in the same category is almost equal” (p. 6). In fact, while
some industries have men earning more than women, others put women’s earnings above men’s
(CONSAD, 2009, p. 10).

It is clear that hours worked, education, and industry choice have major effects on the

unadjusted wage differential. As these are all largely measurable factors, statisticians are able to

perform regression analyses and come up with an adjusted differential which is significantly
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lower than the 23% wage gap figure. This adjusted gap changes from study to study, depending
on which measurable factors are incorporated into the regression and the manner in which they
are incorporated. Some sources arrive at a 5% gap (Joint Economic Committee, 2010, p. 70;
O’Neill, 2012) and one study arrived at a high of 12% (AAUW, 2007, p. 3). However, the most
common adjusted differentials are between 6% and 7% (JEC, 2010, p. 88; AAUW, 2012, p. 1;

CONSAD, 2009, p. 1). This adjusted differential is frequently referred to as the “unexplained

2

gap.

While it is clear that the 23% unadjusted differential should not be cited as evidence of
gender discrimination, many claim that this 7% “unexplained gap” should be; that, if it is
“unexplainable” by data, then it must be due to discrimination. However, this assertion is “too
simplistic” (Council of Economic Advisors, 1998), given that “unexplained” is not synonymous
with “unexplainable.” As Olson (2013) stated, “it would make more sense to refer to explained
and unexplained variance without the addition of the word ‘discrimination’” (p. 189). The
adjusted differential is neither confirmation of nor refutation of gender-based discrimination
(JEC, 2010, p. 88). Instead, it is confirmation of the limits of measurable knowledge - that some
things are functionally immeasurable in a way that can be used in a regression (Levine, 2001, p.
6) and that some factors are so closely correlated that “their individual coefficients cannot be
accurately estimated” (Olson, 2013, p. 188).

In other words: some nondiscriminatory factors don’t lend themselves well to statistical
analysis, but nevertheless undoubtedly have an effect on income. That is what the majority of the

7% adjusted differential represents. There are many, equally-plausible explanations for the
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adjusted differential that can be explored, such as perceived effort, non-wage compensation,
career interruptions, and negotiation practices.

Though the topic of comparative hours worked was explored earlier, there are more
subtle implications to gender-based trends in time put in at the office. In a work culture that
emphasizes “face time,” effort is frequently perceived through net hours at work. Those who
don’t put as many hours in are penalized and those who put in hours on the job are rewarded
(Furchtgott-Roth, 2007). Hymowitz (2011) observed that “wage growth is heavily dependent on
perceived effort expended. Promotions may go to people who are devoted to the job, who
rearrange schedules to deal with immediate crises at work, who seem focused almost entirely on
work.” This equation of hours to effort is most pronounced in high-level and high-paying roles
(Weissmann, 2012). Compounding this effect is that many highly-compensated professions
compensate those who spend longer hours at the office disproportionately to those who spend
fewer. For example, a lawyer who works 80 hours a week at a big corporate law firm is paid
more than double one who works 40 hours a week as an in-house counsel at a small business
(Goldin, 2014, p. 1106). This is corroborated by data that shows that, while men and women
equally share the workforce in labor, professional, and management positions, the ratio of female
participation sharply drops to the mid-teens in the more time-intensive roles of executive, board
member, and CEO (US Women in Business, 2014). Goldin (2014) even goes so far as to say that
“the gender gap in pay would be considerably reduced and might vanish altogether if firms did
not have an incentive to disproportionately reward individuals who labored long hours and

worked particular hours” (p. 1091).
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Not only is the relationship between hours worked and perceived effort a major
contribution to the 7% adjusted differential, but the interplay between total compensation and
industry plays a significant factor in explaining the gap. CONSAD (2009) concluded that "any
measure of earnings that excludes fringe benefits may produce misleading results as to the
existence, magnitude, consequence, and source of market discrimination” and then observes that
few studies go this far (pp. 13-14). Studies show that women value non-wage benefits more than
men do (CONSAD, 2009, p. 2) and “family-friendly” fringe benefits such as flexible hours,
shorter work weeks, and proximity to home occur more frequently in female-dominated
professions (CONSAD, 2009, p. 13). For example, while the role of librarian - a predominantly
female profession - offers lower wage returns to work experience, the profession penalizes
“home time” less. Furthermore, a year of part-time work had no future effect on a librarian’s
full-time salary while a year of part-time work lowered the later full-time salary of an MBA - a
predominantly male discipline - by $3,710. In short, if total compensation were depicted as a pie
chart, women frequently make the tradeoff of a smaller “wages” piece for a larger “benefits”
piece. There is evidence that this might be because women are less motivated by money than
men (Farrell, 2006) and prefer noncompetitive payment schemes (AAUW, 2007, p. 31).
Whatever the reason, very few comparisons of the gender wage gap take total compensation into
account, effectively comparing the size of a piece of the compensation pies without comparing
the size of the pies themselves. Indeed, CONSAD (2009) found that, “when earnings were
measured by the index of total compensation, they differed statistically significantly between

genders in only one occupational category” (p. 14).
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Closely tied with both the issue of perceived effort and “family friendly” benefits is
another significant element in the unadjusted differential: career interruptions. It is no surprise
that leave taken from a career, for whatever reason, is associated with reduced income and that
such interruptions occur more frequently with women than with men (CONSAD, 2009, p. 9).
This is, of course, highly correlated with childbirth. Women are two times more likely as men to
take leave for child care and, among those who any took leave, women stayed out more than
three months longer than men (AAUW, 2007, p. 26). As previously explored, such gaps would
seriously affect the perception of effort expended for the company. Additionally, those who
anticipate having children in the near future would most likely gravitate to more
female-dominated industries which trade high wages for more “family friendly” benefits.
Typically, male-dominated industries do not enable shorter or more flexible work schedules
(CONSAD, 2009, p. 13), made evident by the fact that the decrease in earnings for men who
return to work after an interruption of at least one year is greater and longer-lasting than the
decrease in earnings for their female counterparts (CONSAD, 2009, p. 9). This interplay between
hours spent at work, the trading off of wages for benefits, and career interruptions (such as
child-rearing) creates a complex alchemy which can largely explain the adjusted differential.

The final element that we will consider here, though there are several more worth
exploring, has been repeatedly observed in behavioral experimentation: the tendency of men to
negotiate more than women. As established above, women avoid negotiation (AAUW, 2012, p.
3), preferring noncompetitive (Goldin, 2014, p. 1094) payment schemes while men “prefer
environments where the rules of wage determination are ambiguous” (Liebbrandt & List, 2012,

p. 1). In such environments, men are eight times more likely than women to ask for increased
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compensation. Even at the beginning of the career, male graduates are four times more likely to
negotiate for higher wages (Vedantam, 2007), negotiating an average salary 7% greater than
their non-negotiating counterparts (AAUW, 2007, p. 31). Men are even more likely to negotiate
for non-wage advantages, such as assignments that will eventually lead to greater professional
opportunity (Vedantam, 2007).

To be fair, gender discrimination probably plays a role in the adjusted differential in
tandem with these and other difficult-to-measure factors. As the American Association of
University Women (2012) states, “discrimination is impossible to measure directly, and many
who discriminate—both men and women—may not be aware that they are doing so. For all of
these reasons, it is likely that at least part of the unexplained gap results from discrimination” (p.
3). However, those that assert that the entirety of the adjusted differential is indicative of gender
discrimination - that the elements mentioned above have little to no impact on the gap - are on
logically tenuous grounds; if one of the plausible (but difficult-to-measure) factors is a possible
culprit for the whole gap, than any other is as well. CONSAD (2009) wrote:

It can confidently be concluded that, collectively, those factors [not due to

discrimination] account for a major portion and, possibly, almost all of the raw gender

wage gap. (p. 15)

As a result, it is not possible now, and doubtless will never be possible, to determine

reliably whether any portion of the observed gender wage gap is not attributable to

factors that compensate women and men differently on socially acceptable bases, and

hence can confidently be attributed to overt discrimination against women. (p. 36)
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In other words, little to none of the original, unadjusted 27% differential can be attributed to
discrimination.

Instead, the difference in earnings - both adjusted and unadjusted - can be concluded to
be almost entirely the result of the aggregate choices made by individual men and women
(CONSAD, p. 15). According to CONSAD:

This study leads to the unambiguous conclusion that the differences in the compensation

of men and women are the result of a multitude of factors and that the raw wage gap

should not be used as the basis to justify corrective action. Indeed, there may be nothing
to correct. The differences in raw wages may be almost entirely the result of the

individual choices being made by both male and female workers. (p. 2)

Choice affects outcome. Women who choose to have children early in their career choose to earn
less for a time than those who delay childbearing (National Women’s Law Center, 2014). Those
who eschew childbearing completely will earn even more (Batchelder, Ellwood, & Wilde, 2010,
p. 12). Women who choose never to marry have an adjusted differential of only 4% less than
men’s earnings (Holland, 2014). Women between the ages twenty-two and thirty who
completely forgo both marriage and childbearing earn an average of 8% more than their male
counterparts (Luscombe, 2010; O’Neill, 2012). The choice of college major effects earning
potential. For example, over the past decade the percentage of women earning engineering
(National Center for Education Research, 2012b) and computer science (National Center for
Education Research, 2012a) degrees has significantly decreased as women choose other
alternatives. Women are choosing to work fewer hours than men - a Pew Research survey (2007)

demonstrated that 79% of working mothers would prefer to work part-time or not at all, while
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only 12% of working fathers said the same. It is clear that most, if not all, of the significant
determinants of income (and, thus, the wage differential) are the result of choice.

Some might push back, contending that, despite the choices which contribute to the
gender wage gap explored above, the gap is still largely a result of discrimination. This stance
purports that the existence cultural norms which affect women’s choices are a form of
discrimination. However, a cursory examination into this reasoning quickly discredits the
assertion. Social norms and legal policies which encourage certain behavior without limiting
choice cannot reasonably be called discrimination. If that were the case, then the US government
openly discriminates against renters and unmarried individuals as neither receives the same tax
benefits as homeowners and married couples, respectively. Similarly, a social norm which
encourages a man to spend more time at work in order to earn a promotion in order to earn more
money to provide for his family (and thus increase the wage differential) would be considered
discriminatory against men. Clearly, a situation in which a choice is offered but not taken cannot
be reasonably referred to as discrimination.

The purpose of this paper is not to assert whether or not the choices that women as a
whole are making are the ones that should be made. That is an issue of individual conviction,
unique to everyone. And such fundamental individual convictions are difficult, if not unethical,
to legislate. What should be, and has been, legislated are methods which prevent the limiting of
women’s choices (Post and Courier, 2009). We have provided equality of opportunity, of choice;
equality of outcome only occurs when all parties take advantage of the same opportunities in the

same way at the same time.
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The relationship between choice and outcome becomes clear when examining the trend
of the unadjusted pay differential over the past several decades. While the adjusted pay
differential has remained relatively constant since 1988 (JEC, 2010, p. 89), the unadjusted
differential has followed an asymptotic curve. In the 1980s, the gap closed by 9.7 percentage
points, then by 3.1 points in the 1990s, and then by only 1.7 points during the 2000s (Institute for
Women’s Policy Research, 2014, p. 2). Given the trend, there is a possibility that, as the pay gap
approaches the apparent asymptote, the convergence of gender incomes will not continue
indefinitely (Blau & Kahn, 1996, p. 843). Some believe that this trend is evidence of some kind
of resilient core of remaining gender discrimination. However, as has already been explored, this
is an irresponsible logical leap. If we keep in mind that the unmoving, adjusted differential
represents difficult-to-measure, inter-correlated factors while the shrinking, unadjusted
differential represents concrete, measurable factors, it becomes clear that the shrinking
differential is a result of a change in women’s decision-making (CONSAD, 2009, p. 8). And, if
the shrinking of the differential is a result of women’s choices, it is not inconsistent to assert that
the asymptote- the flattening of the differential over time - is also a result of choice.

The combination of decades of legislation which has provided more options to women
and those women choosing among the wider variety of options has contributed to the significant
shrinking of the unadjusted differential. However, there are limits to legislation. After all, one
cannot legislate that someone is freer than “free.” There comes a point at which legislation can
go no further as it hands the reins over to individual choice; it reaches its limit and the continued
creation of anti-discrimination policy becomes “a task that is, at least, daunting and, more likely,

unachievable” (CONSAD, 2009, p. 36). As Furchtgott-Roth (2007) contends:
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The choice of more time at home and less money rather than more money and more time

at the office is a perfectly valid choice for individuals and it’s not something that we need

to criticize or fix with government policy. (2007)

Or, put another way:

Unless women stop getting married and having children, and start abandoning careers in

childhood education for naval architecture, this huge gap in wages will almost certainly

persist. (Kessler, 2014)

At this point, additional anti-discrimination policy based on outcomes rather than choices would
be the tail wagging the dog.

Instead of focusing on misleading statistics, the national conversation should focus
around the choices available to women and the genders make the trade-offs that they do (Rosin,
2013). Research shows that most, if not all, of the gender wage differential is the result of
individual choice rather than discrimination. The majority of the unadjusted differential is
explainable through statistical analysis, with the remaining adjusted differential largely
understandable in terms of individual preference. Legislation has gone as far as it can, with the
onus of closing (or not closing) the wage differential on the interplay between individual choice
and cultural norms. If one does wish to address the idea of discrimination as a cause of the
gender wage differential, the popular unadjusted differential of 23% should not be used. The real
figure at play in the question of discrimination lies in the adjusted differential - somewhere
between 0% and 7%. Given the real figures, it could be contended that there are much more
pressing gender issues than the wage gap that we could be spending our limited time, money,

energy, and attention on.



ACCURATELY PORTRAYING THE GENDER EARNINGS GAP

16



ACCURATELY PORTRAYING THE GENDER EARNINGS GAP 17

References
American Association of University Women, the (2007). Behind the pay gap. Retrieved from

http://www.aauw.org/files/2013/02/Behind-the-Pay-Gap.pdf

American Association of University Women, the (2012). Graduating to a Pay Gap: The
Earnings of Women and Men One Year after College Graduation. Retrieved from
http://www.aauw.org/files/2013/02/graduating-to-a-pay-gap-the-earnings-of-women-and

-men-one-year-after-college-graduation.pdf

Batchelder, L., Ellwood, D. & Wilde, E. (2010). The Mommy Track Divides: The Impact of
Childbearing on Wages of Women of Differing Skill Levels. The National Bureau of Economic

Research. doi:10.3386/w16582

Bertrand, M., Goldin, C., & Katz, L. (2010). Dynamics Of The Gender Gap For Young
Professionals In The Financial And Corporate Sectors. American Economic Journal:

Applied Economics 2, 2(3), 228-255. doi:10.3386/w14681

Biggs, A. & Perry, M. (2014, April 7). The '77 Cents on the Dollar' Myth About Women's Pay.
The Wall Street Journal. Retrieved from
http://online.wsj.com/news/articles/SB1000142405270230353270457948375290995747

2?7mg=reno64-wsj



ACCURATELY PORTRAYING THE GENDER EARNINGS GAP 18

Blau, F., & Kahn, L. (1996). The Gender Pay Gap. The National Bureau of Economic Research.

doi:10.3386/w5664

Bureau of Labor Statistics. (2013). Highlights of Women’s Earnings in 2012. Washington, DC:

Author. Retrieved from http://www.bls.gov/cps/cpswom2012.pdf

Bureau of Labor Statistics. (2013). Women in the Labor Force: A Databook. Washington, DC:

Author. Retrieved from http://www.bls.gov/cps/wlf-databook-2012.pdf

Bureau of Labor Statistics. (2014). American Time Use Survey Summary. Washington, DC:

Author. Retrieved from http://www.bls.gov/news.release/atus.nr0.htm

Caiazza, A. (2007). I Knew I Could Do This Work: Seven Strategies That Promote Women’s
Activism and Leadership in Unions. Institute for Women'’s Policy Research. Retrieved
from
http://www.iwpr.org/publications/pubs/i-knew-i-could-do-this-work-seven-strategies-tha

t-promote-women2019s-activism-and-leadership-in-unions/at_download/file

Carnevale, A., Melton, M. & Strohl, J. (2011, May 24). What'’s it Worth: The Economic Value of
College Majors. Georgetown University Center on Education and the Workforce.

Retrieved from https://georgetown.app.box.com/s/5bgczqcOnefsx68bj4us



ACCURATELY PORTRAYING THE GENDER EARNINGS GAP 19

Chichilnisky, G., & Hermann Frederiksen, E. (2008). An Equilibrium Analysis Of The Gender

Wage Gap. International Labour Review, 147(4), 297-320.

CONSAD Research Corporation. (2009). An analysis of the reasons for the disparity in wages

between men and women: final report. Washington, DC: Author.

Council of Economic Advisors, the. (1998). Explaining Trends in the Gender Wage Gap.

Retrieved from http://clinton4.nara.gov/WH/EOP/CEA/html/gendergap.html

Farrell, W. (2006, May 12). Are Women Earning More Than Men? Forbes. Retrieved from

http://www.forbes.com/2006/05/12/women-wage-gap-cx_wf 0512earningmore.html

Furchtgott-Roth, D. (2007, May 28). A Closer Look at the Wage Gap. Justice Talking. Podcast
retrieved from

http://128.91.58.209/JusticeTalking/mp3/071029 HillRothInterviews.mp3

Goldin, C. (2014). A Grand Gender Convergence: Its Last Chapter. American Economic Review,

104(4), 1091-1119.

Greenhouse, S. (2010, August 20). The Most Dangerous Jobs in America. Retrieved from

http://economix.blogs.nytimes.com/2010/08/20/the-most-dangerous-jobs-in-america/



ACCURATELY PORTRAYING THE GENDER EARNINGS GAP 20

Holland, J. (2014, April 8). Debunking the Myth of a Mythical Gender Pay Gap. Retrieved from

http://billmoyers.com/2014/04/08/debunking-the-myth-of-a-mythical-gender-pay-gap/

Hymowitz, K. (2011, August 4). Women Prefer the Mommy Track. Manhattan Institute for
Policy Research. Retrieved from

http://www.manhattan-institute.org/html/miarticle.htm?id=7342#.VDVTXWddUST

Institute for Women’s Policy Research. (2014). The Gender Wage Gap: 2013. Retrieved from
http://www.iwpr.org/publications/pubs/the-gender-wage-gap-2013-differences-by-race-a

nd-ethnicity-no-growth-in-real-wages-for-women

Joint Economic Committee. (2010). Invest in Women, Invest in America: A Comprehensive
Review of Women In The U.S. Economy. Retrieved from
http://www.jec.senate.gov/public/?a=Files.Serve&File 1d=9118a9ef-0771-4777-9¢1{-82

32fe70ad5¢

Kessler, G. (2014, April 9). President Obama’s persistent *77-cent’ claim on the wage gap gets a
new Pinocchio rating. The Washington Post. Retrieved from
http://www.washingtonpost.com/blogs/fact-checker/wp/2014/04/09/president-obamas-pe

rsistent-77-cent-claim-on-the-wage-gap-gets-a-new-pinocchio-rating/



ACCURATELY PORTRAYING THE GENDER EARNINGS GAP 21

Kochhar, R. (2013). How Pew Research measured the gender pay gap. Pew Research Center.
Retrieved from

http://www.pewresearch.org/fact-tank/2013/12/11/how-pew-research-measured-the-gend

er-pay-gap/

Levine, L. (2001). The Gender Wage Gap and Pay Equity: Is Comparable Worth the Next Step?

Washington, D.C.: Congressional Research Service, Library of Congress.

Liebbrandt, A. & List, J. (2012). Do Women Avoid Salary Negotiations? Evidence from a Large
Scale Natural Field Experiment. The National Bureau of Economic Research. doi:

10.3386/w18511

Luscombe, B. (2010, September 1). Workplace Salaries: At Last, Women on Top. Time.

Retrieved from http://content.time.com/time/business/article/0,8599,2015274,00.html

National Center for Education Research. (2012). Degrees in computer and information sciences
conferred by degree-granting institutions, by level of degree and sex of student: Selected
years, 1970-71 through 2010-11 [Table]. Retrieved from

http://nces.ed.gov/programs/digest/d12/tables/dt12 349.asp

National Center for Education Research. (2012). Degrees in engineering and engineering

technologies conferred by degree-granting institutions, by level of degree and sex of



ACCURATELY PORTRAYING THE GENDER EARNINGS GAP 22

student: Selected years, 1949-50 through 2010-11 [Table]. Retrieved from

http://nces.ed.gov/programs/digest/d12/tables/dt12 351.asp

National Women’s Law Center. (2014). Reproductive Health Is Part of the Economic Health of
Women and Their Families: Fact Sheet. Retrieved from
http://www.nwlc.org/sites/default/files/pdfs/military women family planning_factsheet

7.30.pdf

Olson, J. (2013). Human Capital Models and the Gender Pay Gap. Sex Roles, 68, 186-197.

doi:10.1007/s11199-012-0208-5

O’Neill, J. (2012, June 22). The Disappearing Gender Wage Gap. National Center for Policy

Analysis. 766. Retrieved from http://www.ncpa.org/pub/ba766

Pew Research. (2007). From 1997 to 2007: Fewer Mothers Prefer Full-time Work. Retrieved

from http://pewsocialtrends.org/files/2010/10/WomenWorking.pdf

Post and Courier, the. (2009, March 6). The women’s rights movement: A timeline of significant
events. Retrieved from
http://www.postandcourier.com/article/20090306/PC1208/303069957

3036.72+38903



ACCURATELY PORTRAYING THE GENDER EARNINGS GAP 23

Rosin, H. (2013, August 30). The Gender Wage Gap Lie. Slate. Retrieved from
http://www.slate.com/articles/double x/doublex/2013/08/gender pay gap the familiar

line that women make 77 cents to every man_s.html

U.S. Women in Business. (2014). [Graph illustration of distribution of women and men among
different levels in business hierarchy]. Retrieved from

http://www.huffingtonpost.com/2014/04/08/gender-pay-gap-op-ed n_5110934.html

Vedantam, S. (2007, July 30). Salary, Gender, and the Social Cost of Haggling. The Washington
Post. Retrieved from
http://www.washingtonpost.com/wp-dyn/content/article/2007/07/29/AR2007072900827.

html

Weissmann, J. (2012, October 17). Why Are Women Paid Less? The Atlantic. Retrieved from

http://www.theatlantic.com/business/archive/2012/10/why-are-women-paid-less/263776/



