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HOW TO CLOSE THE GENDER PAY GAP:
TRANSPARENCY IN DATA REGARDING COMPENSATION IS THE KEY
INTRODUCTION
The gender pay gap is usually referred to as the average difference in earnings between
men and women.1 Most research will express the gap as a ratio, which is calculated by subtracting
the amount women earn for every dollar paid to men from 100 percent.2 One of the earliest
examples of women earning less than men stems from World War II. In 1940, about 28% of
women in the U.S. participated in the labor force.3 However, World War II required about 16
million men to join the armed forces, which meant women had to play a more active role in the
labor force by securing jobs traditionally held by men.4 This allowed some women to shift from
low-paying service or retail jobs into higher-wage durable goods manufacturing jobs.5 Even
though women started earning more money,6 the wage effects related to increases in the female
labor supply were uniformly more negative for women than men.7
Since World War II, there has been a series of legislative efforts to address the gender pay
gap. New laws have helped narrow the gender pay gap, but the gap still exists and explaining the
causes of the gap is still a big challenge. Data suggests that there continues to be a systematic
undervaluing of the work performed by women in comparison to substantially similar work
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performed by men. There is no doubt that men, as a whole, earn higher wages than women;
however, there is considerable debate as to whether the wage differences are based on gender
discrimination. More transparency in wage rate reporting is required to properly assess whether
gender discrimination is the root cause of the wage gap and, if so, how best to close the gap.
One of the most influential federal laws that addressed the U.S. gender pay gap is the Equal
Pay Act of 1963 (the “Equal Pay Act), which was signed into law by President Kennedy.8 The
Equal Pay Act prohibits an employer from discriminating against an employee on the basis of sex.9
This means that employers cannot pay one employee a lower rate than that paid to an employee of
the opposite sex in the same establishment if both employees are performing equal or similar
work.10 However, employment decisions that create differences in pay rates between employees
can be justified if they are based on a seniority or merit system, the quality or quantity of work,
and any other differentials that are based on a “factor other than sex.”11
Since the time it was enacted, courts have expanded the scope of the Equal Pay Act to
provide uniform interpretations. For example, the Third Circuit Court of Appeals clarified that
work only needs to be “substantially equal,” rather than identical, to fit within the protections of
the Equal Pay Act.12 In Schultz v. Wheaton Glass Co., the Secretary of Labor brought an action
against Wheaton Glass Company, claiming that female employees were being discriminated
against because they were paid 10% less than male employees who had the same job title.13 The
district court ruled that the differences in pay were justified because male employees were able to
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perform more tasks than women.14 The Third Circuit, however, rejected this conclusion because
there was no logical justification for men to receive 21½ cents per hour more than their female
counterparts when the additional tasks performed by men only paid two cents more than what was
paid to women performing the same tasks.15 Moreover, Congress intended the Equal Pay Act to
act as a “broad charter of women’s rights in the economic field.” To construe it narrowly, such as
requiring the jobs to be identical, would destroy the remedial purposes intended.16
Several other federal laws have been passed to provide more protections to women in the
workforce, such as Title VII of the Civil Rights Act of 1964.17 Nevertheless, women today
continue to earn less than men do in nearly every occupation.18 Although the gap has narrowed
since 1963, it has remained relatively unchanged the past ten years.19 In 2018, women in the U.S.
were paid about 80 cents for every dollar paid to men.20 That disparity in wage rates suggests that
women earned about $513 billion less than they would have earned had they received the rates
paid to their male counterparts.21 Despite the enacted equal pay laws, it is believed that pay parity
between women and men in the U.S. will not be reached until 2059.22
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Concerns about the gender pay gap exist outside of the United States as well. Korea,
Estonia, Japan, Latvia, Chile, Canada, and the U.K. also have significant national gender pay
gaps.23 For example, in 2018, the gender pay gap in the U.K. was as large as 17.9%.24 In addition,
it is reported that women globally are paid about 63 cents for every dollar paid to men.25 If the
gender pay gap is occurring in every country of the world and every state in the U.S., it begs the
question – what is driving this pay difference? There is no simple answer, because the gender pay
gap may be a result of many different factors. Although not an exhaustive list, such factors include
education, age, experience, familial responsibilities, and workplace choices like demand for
overtime.
The fact that multiple factors may influence pay rate disparities between men and women
does not mean that discrimination does not exist within the workplace, or that discrimination is
not a contributing factor when certain compensation decisions are made. Instead, it reveals the
importance of trying to figure out which factors contribute the most to the gender pay gap, and,
more importantly, why those factors exist. With so many factors at play, the ability to identify and
examine wage rate differences across business sectors is critical. The countries that have made
the most progress in closing the gender pay gap are those that have increased transparency
regarding compensation between employees within the same establishment.
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This Article will look at the problem of unequal pay and will argue that transparency
regarding compensation of men and women must be increased before any decision can be made
as to why the gender pay gap exists. This Article proceeds in three parts. Part I provides a
comprehensive discussion of existing equal pay laws in the U.S. that prohibit pay discrimination
by sex and an analysis of the most up-to-date data on the current gender pay gap in the U.S. It also
examines theories as to why there is a pay gap and how clarity can be provided by increasing
transparency. Part II provides a comprehensive discussion of the new equal pay laws in the U.K.
It also provides an analysis of how the U.K. has reduced its gender pay gap by increasing
transparency and how these laws can provide a road map for improving the pay gap in the U.S.
Part III provides an analysis of the gender pay gap in Iceland and how the equal pay laws of Iceland
differ from other countries.
In order to close the gender pay gap, countries need to amend current equal pay laws or
pass new laws to require increased transparency of employer data. Increasing transparency of
wage data in the workplace will better highlight the factors that need to be addressed in order to
close the gender pay gap, and it is clear that laws aimed at increasing transparency need to have
teeth to ensure compliance. By doing do so, employees and regulators will also be able to more
accurately determine whether women are being compensated fairly and whether pay rate
disparities between men and women are the result of gender discrimination or other factors.
Without this data, it is impossible to know whether and to what extent gender discrimination
factors into the pay differential between men and women.

6
I.

THE GENDER PAY GAP IN THE UNITED STATES

The enactment of federal and state legislation has, at times, helped narrow the gender pay
gap in the U.S.; however, the country has in no way achieved pay parity. Although the gap was
reduced significantly toward the end of the 1990s, the gap has remained mostly unchanged since.26
For example, from 2010 to 2018, the difference in pay between men and women in the U.S. hardly
improved and even increased at times.27
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This chart shows the average weekly earnings for men and women from 2010 to 2018. The percentages represent the
gender pay gap for each year. According to the data, the gender pay gap varies year-to-year.
Source: Economic Policy Institute28

According to the data, it appears that the gender pay gap is going to remain reasonably
stable unless changes are made, either through new legislation or a societal shift in the way women
are viewed in the workplace. The starting point to understanding how best to close the gender pay
gap is to ascertain how the gender pay gap has increased or decreased over time, in light of federal
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legislation and other protections that have been put in place. The corollary to that is to understand
how external factors influence the gender pay gap notwithstanding the passage of laws that were
aimed at closing the gap. Only then can informed decisions be made on whether the gender pay
gap can, in fact, be closed, and if so, how best to accomplish this goal.

A. Current Equal Pay Laws that Address Wage Discrimination
One of the first laws implemented to close the gender pay gap in the U.S. was the Equal
Pay Act, which was signed into law by President Kennedy on June 10, 1963.29 The springboard
for the Equal Pay Act was the National War Labor Board, which, in 1942, called for “equal pay
for equal work.”30 Once the Equal Pay Act was enacted, employers engaged in commerce or in
the production of goods for commerce were prohibited from gender-based discrimination in the
payment of employee wages.31 The scope of what constituted gender-based discrimination was
thereafter molded by the court.
One of the first higher courts to interpret the Equal Pay Act was the Third Circuit Court of
Appeals, which held that comparative jobs need only be “substantially equal” and not identical to
determine whether there was gender-based discrimination in the pay received by men and women
working in those jobs.32 In Schultz v. Wheaton Glass, the Third Circuit explained that whether a
job is “substantially equal” is determined by the content of a job rather than the title of a job.33 If
a job requires substantially equal skills, effort and responsibility, and is performed under similar
working conditions, an employer is prohibited from paying unequal wages to men and women.34
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Skill takes into account experience, ability, education, and training required to perform a job.35
Effort refers to the amount of physical or mental exertion needed to perform a job.36 Responsibility
is the degree of accountability required to perform a job.37 In addition, wage discrimination is
only prohibited between jobs within a single establishment (i.e., a distinct physical place of
business) and not within a business as a whole.38

The only exception is when unusual

circumstances are demonstrated.39
Initially, Congress considered implementing the “equal pay for comparable worth”
doctrine, rather than using the term “substantially equal.”40 According to this doctrine, sex-based
wage discrimination exists if employees in jobs occupied primarily by women are paid less than
employees in job classifications filled primarily by men and the jobs are of equal value to the
employer.41 However, the court found that the comparable-worth doctrine was rejected by
Congress for two reasons.42 First, Congress believed the doctrine ignored the economic realities
of supply and demand.43 Second, Congress thought the doctrine would place an impossible task
of determining the worth of comparable work on government agencies and on courts.44
The Equal Pay Act was not overly rigid in its application, and exempted certain wage
inequalities if they were based on seniority, merit, quantity or quality of production, or a factor
other than sex.45 One issue that arose was the failure of the Equal Pay Act to define the “factor
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other than sex” defense. Although courts have not been consistent interpreting this defense, an
example of a factor that can be considered by employers is market forces. In Spaulding v.
University of Washington, the Ninth Circuit Court of Appeals held that pay differences can be
justified if employers are constrained by market forces to set salaries under prevailing wage rates
for different job classifications.46 The rationale was that the reliance on a free market system in
which employees in male-dominated jobs are compensated at higher rate than employees in
dissimilar female-dominated jobs is not in and of itself discriminatory.47
A year after the Equal Pay Act, Title VII of the Civil Rights Act of 1964 was enacted to
provide further prohibitions against, among other things, pay discrimination in the workforce.48
Under the relevant part of Title VII, employers are prohibited from discriminating against any
individual with respect to his or her compensation because of the individual’s race, color, religion,
sex, or national origin.49 This language is similar to the Equal Pay Act, and someone who has an
Equal Pay Act claim may also have a claim under Title VII. Moreover, Title VII prohibits
employers from steering women into lower-paying jobs, unfairly denying women promotions, and
otherwise indirectly impacting compensation based on gender-based discrimination.50 Unlike the
Equal Pay Act, however, Title VII only applies if an employer has more than 15 employees.51
One of the most important similarities between the Equal Pay Act and Title VII is that the
affirmative defenses set in the Equal Pay Act are applicable to Title VII actions for sex-based wage
discrimination.52 This was made clear by the Bennett Amendment to Title VII, which provides
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that “it shall not be an unlawful employment practice for an employer to differentiate upon the
basis of sex in determining the amount of wages or compensation paid or to be paid to employees
of such employer if such differentiation is authorized” by the Equal Pay Act.53 Similar to the Equal
Pay Act, therefore, wage-based discrimination under Title VII is justified if the employment
decision is based on a seniority or merit system, on earnings by quantity or quality of production,
and a differential based on any other factor other than sex.54 Moreover, the Supreme Court
explained that the Bennett Amendment was offered to be a “technical amendment” designed to
resolve any potential conflicts between Title VII and the Equal Pay Act.55
Notwithstanding certain similarities, there are significant differences between the Equal
Pay Act and Title VII. One difference is the requirement to show that there was an intent to
discriminate under Title VII. Under the Equal Pay Act, a plaintiff can recover by proving that she
received lower pay for substantially equal work.56 In contrast, Title VII claims typically require
proof of an intent to discriminate.57 Intent to discriminate is not needed under Title VII, however,
if an employee can meet the requirements of a disparate impact58 claim or prove that sex was a
motivating factor for a compensation decision.
Another difference between the Equal Pay Act and Title VII is the burden-shifting
structures. Claims based on Title VII follow the McDonnell-Douglas framework, which is a threestep burden-shifting structure.59 Under this structure, the plaintiff must first establish a prima facie
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case of discrimination.60 If able to do so, the burden shifts to the employer to articulate a
legitimate, nondiscriminatory reason for the alleged discriminatory action.61 If the employer is
successful, then the burden shifts back to the plaintiff to show that the legitimate,
nondiscriminatory reason is in fact pretext.62 In contrast, claims based on the Equal Pay Act follow
a two-step structure. In Stanziale v. Jargowsky, the Third Circuit Court of Appeals explained that
claims based on the Equal Pay Act require the plaintiff to first establish a prima facie case by
demonstrating that employees of the opposite sex were paid differently for performing
substantially “equal work.”63 If they are able to do so, the burden of persuasion then shifts to the
employer to demonstrate the applicability of one of the affirmative defenses.64 Unlike Title VII
claims, plaintiffs are not given another opportunity to prevail and will not be successful if an
affirmative defense is applicable.
To be sure, both the Equal Pay Act and Title VII helped reduce the gender pay gap. In
1963, the gender pay gap was 41%.65 In 2018, it was about 20%.66 That measure of improvement
is significant, and yet a significant gap remains. It seems logical that additional legislation could
help narrow the gender pay gap further, and even President Kennedy acknowledged that the Equal
Pay Act was only the “first step” and that “much remains to be done to achieve full equality of
economic opportunity.”67
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B. Does Discrimination Explain the Gender Pay Gap?
Before considering how the gender pay gap can be further reduced, it is important to
examine reasons other than discrimination for why the gap exists or is misrepresented. Individuals
who support the belief that the gap is misrepresented or does not exist have argued that the gap
can be explained by factors other than discrimination, such as the choices women make at the
workplace and responsibilities women have outside of the workplace.68 In contrast, individuals
who believe that the gender pay gap is a direct result of discrimination have argued that data
explicitly show that the earnings of women are less than men when considering certain aspects of
the workplace and achievements.69 What is clear is that even if the pay gap is not a direct result
of gender-based wage discrimination, men generally make more than women at all ages, education
levels, and within all occupations.70
“Controlling for” age does not reduce the gender pay gap: women make less than men no
matter how old they are. But the gap tends to widen drastically for women once they turn 35.71
Those that believe the gap does not exist or is misrepresented will try to rely on the fact that women
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tend to demand less hours or more flexible schedules in the workplace as they get older.72 This
can be explained by several facts. First, women either get married or have children around the age
of 35 and about 75% of single mothers are the sole provider for their family.73 Thus, the gap in
pay for women after the age of 35 appears to be misrepresented. Second, employed women living
with a child under the age of 6 generally work an average of 4.3 hours per day.74 This means that
these mothers only work about 30 hours per week, which can explain why women demand less
overtime compensation.75 Third, of the workers who take time off, such as for parental, family or
medical leave, women are twice as likely to experience a negative impact on their job or career
than men.76 In 2011, it was reported that 60% of men had access to paid leave, while only 57% of
women had access.77 This means that women were less likely than men to have access to paid
leave, which would result in women being more likely to take leave without pay. Consequently,
this data reveals that factors unrelated to discrimination can help explain why women generally
earn less than their male counterparts.
Although child-rearing may explain why the gap widens for women over the age of 35 (and
for women with children), it does not explain the gender pay gap for women of all ages with
different types of responsibilities. For example, the median weekly earnings for women 24 or
younger was $558, while the median weekly earnings for the men in this same age bracket was
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$624.78 Similarly, the median weekly earnings for women that were 34 or younger was $763,
while the median weekly earnings for the men of this age bracket was $877.79 Thus, women under
the age 35 earn about 87% of what men earn.80

MEDIAN WEEKLY EARNINGS BY AGE
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This chart shows the median weekly earnings for certain age brackets in 2019. According to the data, the difference
in pay between men and women significantly increases once women turn the age of 25.
Source: U.S. Department of Labor, Bureau of Labor Statistics81

Similar to the gap in pay for women of different ages, there is also a gap between men and
women at every level of education. The general idea behind achieving another degree is that
earnings increase for both men and women as years of education increase. Accordingly, this might
suggest that an increase in education will actually reduce the gender pay gap.82 Although the
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earnings of women do increase as they pursue higher levels of education, the gender pay gap does
not decrease.83
Individuals that believe the gender pay gap does not exist or is misrepresented have argued
that the gap regarding education can be explained by other factors, such as the types of degrees
pursued by women in college.84 However, according to the different earnings men and women
receive at each educational level, women must obtain one more degree than men in order to receive
similar compensation. For example, the median weekly earnings for women with a high school
degree is only $9 more than the median weekly earnings for men with less than a high school
diploma.85 Moreover, men experience a larger increase in earnings than women do when an
advanced degree is obtained. The median weekly earnings for men goes from $1,384 to $1,774
when an advanced degree is achieved.86 In contrast, the median weekly earnings for women who
obtain an advanced degree only increases from $1,041 to $1,323.87 Although both experience an
increase in earnings when such a degree is obtained, men experience an increase of about $108
more than women do. Although the types of degrees pursued in college may explain the pay gap
for some women, this does not explain the gender pay gap for women of all educational levels
with different types of degrees and achievements.
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M E D I A N W E E K LY E A R N I N G S B Y E D U C AT I O N
Women

Men

Total
$1,774.00

$1,700.00

$1,384.00

$1,500.00

$1,323.00

$1,300.00

$951.00

$1,100.00

$1,198.00

$819.00

$900.00
$700.00

$607.00

$500.00

$553.00

$300.00

$1,521.00

$469.00
No H.S. Diploma

$1,041.00
$826.00

$730.00
$717.00

$616.00
H.S. Diploma

College or Associate Bachelor Degree
Degree

Advanced Degree

This chart shows data from 2019 regarding differences in pay between men and women with certain educational
levels. Accordingly, women must obtain at least one more degree than men in order to have similar earnings.
Source: U.S. Department of Labor, Bureau of Labor Statistics88

Lastly, there is a difference in pay between men and women in nearly all occupations.
Skeptics about the realities of gender-based wage discrimination have explained this fact in a
variety of ways. The first argument is that the gap within an occupation can be explained by the
fact that women make different choices in the workplace than men do, which leads to women being
paid less.89 For example, a recent paper by two Harvard PhD students asserts that the pay
differences among male and female employees working at the Massachusetts Bay Transportation
Authority (“MBTA”) can be explained by women valuing workplace flexibility more than men,
and by women having a lower demand for overtime work hours than men.90 This argument is
based, in part, on the belief that women have other responsibilities outside of the workforce, such
as taking care of children. However, according to the President’s 2015 Economic Report,
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workplace flexibility policies can actually help families meet both their family and professional
goals, while also benefitting women and the economy.91
The second argument is that pay differentials occur within an occupation because men and
women tend to gravitate toward different industries.92

However, the gap does not change

drastically whether a certain occupation or industry employs more women than men. In those
occupations where women represented 50% or more of the workforce, the average gender pay gap
was still 87.24%, meaning that men were still being compensated at a higher level.93 Similarly, in
the occupations where women represented less than 50% of the workforce, the average gender pay
gap was 81.27%.94 Moreover, in 2018, it was reported that the median weekly earnings of men
are higher than the median weekly earnings of women across almost every occupation.95 Certain
occupations may have higher or lower gaps than others, but there is no tangible correlation between
the percentage of women in a specific occupation or industry and the gender pay gap.

Occupations that Women
Represent < 50% of All
Employees
Occupations that Women
Represent > 50% of All
Employees

Median Weekly Earnings
for All Employees

Median Weekly
Earnings for Men

Median Weekly
Earnings for Women

Gender Pay
Gap

$895

$995

$845

87.24%

$1,099

$1,183

$952

81.27%

This chart shows data from 2018 regarding the percentage of women in a certain occupation. All data above reflects
the average. According to the data, women in both groups of occupations are paid less than their male counterparts.
Source: U.S. Department of Labor, Bureau of Labor Statistics96
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Industry
Management
Business & Financial
Operations
Computer & Mathematical
Life, Physical, & Social
Sciences
Community & Social
Service
Legal
Education, Training,
& Library
Healthcare Practitioners
Food Preparation
Cleaning & Maintenance
Personal Care & Service
Sales
Administrative Support
Transportation &
Material Moving

Median Weekly
Earnings for All
Employees (Avg.)

Median Weekly
Earnings for Men
(Avg.)

Median Weekly
Earnings for Women
(Avg.)

Gender Pay
Gap
(Avg.)

$1,429
$1,216

$1,585
$1,383

$1,236
$1,105

77.98%
79.90%

$1,539
$1,270

$1,604
$1,357

$1,345
$1,156

83.85%
85.19%

$913

$984

$886

90.04%

$1,467
$1,002

$1,910
$1,235

$1,243
$934

65.08%
75.63%

$1,140
$501
$551
$544
$742
$717
$689

$1,383
$533
$604
$638
$846
$738
$724

$1,078
$473
$407
$517
$696
$711
$538

77.95%
88.74%
78.97%
81.03%
82.27%
96.34%
74.31%

This chart shows data from 2018 regarding differences in pay between men and women of certain industries.
According to the data, women in each industry are paid less than their male counterparts.
Source: U.S. Department of Labor, Bureau of Labor Statistics97

The last argument by gender pay gap skeptics is that the gap within occupations actually
reflects the fact that men are more attracted to higher-paying jobs than women are.98 However, a
gap is found in both low-paying and high-paying occupations.99 Of the 172 occupations that
provided sufficient data to the Bureau of Labor Statistics in 2018, only 16% of the occupations
showed a gender pay gap of 10% or less.100 Moreover, the most significant gaps were found in
the higher-paying occupations.101 For example, the gender pay gaps for physicians and surgeons,
chief executives, pharmacists, and lawyers were all higher than the average pay gap of the U.S.102
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High-Paying Occupations
for Women

Percentage of Female
Workers in Occupation (%)

Gender Pay Gap
(%)

Total, full-time wage and
salary workers
Physicians and Surgeons
Chief Executives
Pharmacists
Personal Financial Advisors
Marketing and Sales
Managers
Lawyers
Computer & Information
System Managers

44.5

81.09

Difference in Women’s Earnings
for Every Dollar Earned by the
Male Counterpart
- $0.19

42.5
27.9
62.7
35.2
46.4

66.7
69.7
83.2
73.2
73.5

- $0.333
- $0.303
- $0.268
- $0.268
- $0.265

40.3
25.4

80.0
89.9

- $0.200
- $0.101

This chart shows data from several of the highest-paying jobs for full-time workers in 2018. According to the data,
women are more likely than men to earn significantly less for the highest-paying occupations.
Source: U.S. Department of Labor, Bureau of Labor Statistics103

C. Solutions to Increase Transparency Regarding the Gender Pay Gap
The sources of the gender pay gap is without a doubt a contentious topic. Although data
reveals that women are generally being paid less than men, the presence of alternative methods to
measure the gap makes it difficult to assess.104 No matter how you measure the gender pay gap,
however, it is clear that there is a difference in pay between men and women. Since it is believed
that pay parity will not be reached until 2059,105 the U.S. needs to consider additional approaches
to figure out what is causing pay inequalities.
This can be done by examining aspects of the labor market and how social norms regarding
women have changed over time. However, this could lead to conflicting reports, similar to how
arguments based on gender pay gap data are perceived. Instead, the U.S. should consider several
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proposed laws and systems that could help increase transparency regarding compensation between
men and women within the workforce. Although passing new laws over the past 60 years has not
eliminated gender pay differences, there does seem to be a correlation between new laws and a
closing of the gender pay gap.

GENDER PAY GAP (1960 - 2018)
Gender Pay Gap
45.0%
40.0%

39.3%
35.8%

35.0%

33.9%

30.0%

26.0%
22.8%

25.0%

20.0%
20.0%
15.0%

21.0%

1963:
Equal Pay Act
2009:
Lilly Ledbetter
Fair Pay Act

1964:
Title VII

10.0%
1960

1970

1980

1990

2000

2010

2018

This chart shows the average gender pay gap from 1963 to 2018. According to the data, the gender pay gap tends to
be reduced after an equal pay law is enacted.
Sources: Economic Policy Institute and National Women’s Law Center106

i. The Paycheck Fairness Act
One piece of proposed legislation that should be considered is the Paycheck Fairness Act
(the “PFA”).107 The intended purpose of the PFA is to “amend the Fair Labor Standards Act of
1938 to provide more effective remedies to [women discriminated against] in the payment of
wages on the basis of sex.”108 The PFA also would provide procedural protections under the Equal
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Pay Act.109 The rationale for introducing the bill was a determination that, despite the enactment
of the Equal Pay Act, many women continue to earn significantly lower pay than men for equal
work, which suggests that pay disparities must be the result of continued intentional discrimination
or the lingering effects of past discrimination.110
The first benefit of enacting the PFA would be to update the definition of a work
“establishment” under the Equal Pay Act.111 Under the Equal Pay Act, a determination of wage
discrimination is based on the comparison of the earnings between a male and female employee
who perform “substantially equal” jobs and work within the same “establishment.”112 If the PFA
is passed, the legal definition of “establishment” would be broadened. According to the PFA,
wage comparisons may be made between employees who perform substantially equal jobs at any
of the employer’s places of business that are located in the same country or political subdivision.113
This is essential because many businesses today operate of out multiple offices in the same area.
The second potential benefit of the PFA would be to clarify the “factor other than sex”
defense in the Equal Pay Act.114 Under the Equal Pay Act, an employer will not be liable if the
employer can show that a pay differential is based on a seniority or merit system, the quality or
quantity of production, or a factor other than sex.115 However, the Equal Pay Act does not explain
what constitutes a “factor other than sex.” The PFA would provide guidance as to what qualifies
as a “factor other than sex,” which would result in more consistent interpretations by courts.
According to the PFA, a “factor other than sex” defense must be based on a bona fide, job-related
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factor, such as education, training, or experience that is consistent with business necessity.116 In
addition, a factor will not qualify as an affirmative defense if the employee can show that the
employer refused to implement an existing alternative employment practice that would have the
same business purpose but not produce a pay differential.117 This is similar to the business
necessity standard under Title VII.118
The third potential benefit of the PFA would be to improve the remedies available under
the Equal Pay Act.119 Under the Equal Pay Act, the available remedies are back-pay and
sometimes liquidated damages.120

However, these remedies usually provide inadequate

compensation and are insufficient to deter future violations of the law by employers who view
them as a cost of doing business. Under the PFA, prevailing plaintiffs could recover both
compensatory and punitive damages, as sex discrimination plaintiffs can now do under Title VII.121
The last potential benefit of the PFA—and the most innovative one—is to prohibit
employers from retaliating against employees for sharing salary information with coworkers.122
This would increase transparency regarding wage discrimination, because employees would be
able to learn about wage disparities and evaluate whether they are being discriminated against.
Under the Equal Pay Act, employers are prohibited from retaliating against an employee who
asserts his or her rights under the Act, but it does not address situations involving salary
discussions.123 According to the PFA, employers would not be able to retaliate against employees
for either seeking redress or inquiring about the wage practices of the employer.124 Allowing
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transparency of wage differences without the fear of retaliation is critical to providing societalbased factors to work alongside legislation to address the gender pay gap.
Although the PFA has been struck down on numerous occasions, it was recently
reintroduced by House Speaker Nancy Pelosi in January 2019.125 Since the Republicans currently
control the Senate it is possible that the PFA may be struck down a fifth time.

ii. The Fair Pay Act
Another introduced law that should be considered is the Fair Pay Act (the “FPA”).126
According to the bill, the purpose of the FPA is to “amend the Fair Labor Standards Act of 1938
to prohibit discrimination in the payment of wages on account of sex, race, or national origin, and
for other purposes.”127 The FPA would also amend certain aspects of the Equal Pay Act. However,
the last time it was struck down.128
The first potential benefit of the FPA would be to expand the current protections of the
Equal Pay Act to additional women in the workforce. Under the Equal Pay Act, gender-based
wage discrimination is prohibited only between workers performing “substantially” the same
jobs.129 The FPA would require employers to pay equal wages to employees as long as they
perform “equivalent jobs.”130 This includes taking into account skills, effort, responsibility, and
working conditions.131
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The second potential benefit of the FPA would be to improve the remedies available under
the Equal Pay Act.132 Under the Equal Pay Act, the available remedies are back-pay and
sometimes liquidated damages.133 Much like the PFA, under the FPA, prevailing plaintiffs could
recover both compensatory and punitive damages.134
The third potential benefit of the FPA would be to clarify the “factor other than sex”
defense.135 Under the Equal Pay Act, an employer will not be liable if the employer can show that
a pay differential is based on a seniority or merit system, the quality or quantity of production, or
a factor other than sex.136 According to the FPA, differences in pay are justified if the payment is
made pursuant to a seniority or merit system, a system that measures earnings by quantity or
quality of production, or “a differential based on a bona fide factor other than sex, race, or national
origin.”137 The bona fide factor may be based on education, training, or experience.138 In addition,
the FPA specifies that a factor will not qualify as an affirmative defense if the employer cannot
demonstrate that the factor is job-related or furthers a legitimate business purpose.139 An employee
can also rebut this if they can prove that an alternative employment practice exists that would serve
the same business purpose without producing such differential and the employer refused to adopt
the practice, which is also seen in the PFA and Title VII.140

132

Id. at § 5(a)(1).
29 U.S.C. § 206(d)(3).
134
Fair Pay Act of 2017, H.R. 2095, 115th Cong. § 5(a)(1) (2017).
135
Id. at § 3(a).
136
29 U.S.C. § 206(d)(1).
137
Fair Pay Act of 2017, H.R. 2095, 115th Cong. § 3(a) (2017).
138
Id.
139
Id.
140
See id.; see also 42 U.S.C. § 2000e-2(k)(1)(A)(i).
133

25
iii. Revised EEO-1
Since it is unclear what factors contribute the most to the gender pay gap, the U.S. should
consider increasing transparency regarding compensation between men and women employees.
For example, transparency can be increased by collecting pay data from employers concerning pay
for both men and women, including based on job titles, education levels and work experience.
This allows data to be used to focus efforts on certain industries and employers. This kind of data
collection system has been successfully implemented by many countries, such as the U.K.,
Germany, and Iceland.141
The Equal Employment Opportunity Commission (“EEOC”) has already taken the
initiative to implement such a system in the U.S.142 In 2010, the EEOC and other agencies were
asked by President Obama to identify ways to improve enforcement of federal laws prohibiting
pay discrimination.143 This led to the idea of collecting data from certain employers in order to
analyze the correlation between employee gender and compensation.144 The idea of collecting
data is not novel. Since 1966, the EEOC has required employers with 100 or more employees to
file a report, an EEO-1, that describes the number of individuals employed by a job category, i.e.,
sex, race, and ethnicity.145
However, the EEOC would like to make revisions to EEO-1 so more data can be gathered
and analyzed, which hopefully can better explain (and possibly put pressure on) the gender pay
gap. On July 14, 2016, the EEOC sought approval from the Office of Management and Budget
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(“OMB”) to revise the EEO-1 data collection system by including two new components.146 The
first component collects the same data that is gathered by the currently approved EEO-1, but
includes data about an employee’s ethnicity, race, and sex regarding a job category.147 The second
component collects data on employees’ W-2 earnings and hours worked, which EEO-1 filers are
already required to maintain in the “ordinary course of business.”148 This data would then be
formatted into 12 pay bands for the ten EEO-1 job categories.149 Both components would apply
to filers, both private sector businesses and Federal contractors, who have 100 or more
employees.150 However, contractors with 50 to 99 employees would only need to submit data
required under the first component.151
Although OMB approved of the first component, they concluded that the second
component violated the Paperwork Reduction Act of 1995.152 Under this Act, an agency that
proposes to collect information must first conduct its own evaluation of the need for the collection
of this information and what types of burdens this would create.153 Upon completion of this
review, OMB makes a determination regarding how to proceed.154 In this case, OMB initially
approved of the data collection system, but changed its decision for two reasons.155 First, OMB
felt that the continued collection of this information was contrary to the standards of the Paperwork
Reduction Act.156 Second, OMB was concerned that these reporting requirements would place too
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large of a burden on businesses and that the EEOC did not adequately address privacy and
confidentiality issues.157
Accordingly, the National Women’s Law Center and others sued, alleging that OMB
violated the Paperwork Reduction Act, exceeded their statutory authority in reviewing and staying
the collection of pay data, and the notice disapproving the revisions was a nullity.158 On March 4,
2019, the court granted summary judgment for plaintiffs, concluding that OMB’s stay of EEOC’s
pay data collection was illegal.159 The rationale was that the government’s position was based on
“hyper-technical formatting changes that have no real consequences for employers.”160 Although
formatting changes can be burdensome, the government failed to demonstrate why the data
specifications of the revised EEO-1 would increase the burden on employers.161
Unless this judgment is appealed, the U.S. will have successfully taken the first step at
increasing pay transparency. By requiring certain data from employers on gender and earnings,
compensation decisions of certain employers will be brought to light. It will also help determine
whether there is true discrimination in certain workforces, and whether other factors are being
considered during compensation decisions. More importantly, these reports will be available to
the public. This may lead to public embarrassment or criticism, which may incentivize employers
to change their policies in order to report more favorable data the following year.
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II.

THE GENDER PAY GAP IN THE UNITED KINGDOM

The gender pay gap is not only a problem in the United States. According to a 2018-2019
global wage analysis conducted by the International Labour Organization (“ILO”), the median
gender pay gap in the U.S. is 18.4% (using hourly wages) and 25.7% (using monthly earnings).162
Although these numbers are large, the U.S. is not considered to have one of the largest gender pay
gaps when compared to the other 73 countries that provided relevant data.163 According to the
ILO’s analysis, a country with a larger gender pay gap than the U.S. is the United Kingdom.164

A. The U.K. Equal Pay Act 1970
The U.K. did not address issues regarding the gender pay gap until the 1960s. At that time,
it had been common practice in the private sector, and parts of the public sector, to have separate
and lower rates of pay for women.165 On June 7, 1968, women at a Ford factory in the U.K.
discovered that they were being paid about 15% less than men doing the same work.166 Ford
refused to amend its compensation policies, and a strike was organized.167 This eventually led to
the U.K. enacting the Equal Pay Act 1970 (the “U.K. Equal Pay Act”), which was designed to
prevent discrimination between men and women concerning terms and conditions of
employment.168 In addition, the U.K. Equal Pay Act introduced an implied equality clause into all
employment contracts, which eliminated separate and lower rates of pay.169
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Although the U.K. Equal Pay Act was designed to provide equal pay for men and women
performing equivalent work, employers were still able to figure out ways to pay men and women
differently.170 Even though the U.K. Equal Pay Act was enacted in 1970, it was not implemented
until 1975.171 This provided employers time to discover methods to avoid complying with the Act.
For example, employers re-graded jobs and changed job titles of employees, which justified pay
differences between men and women even if both were performing equivalent work. In addition,
the term “equivalent” was not clear.172 For example, an employer could raise women pay rates to
the lowest pay rates of men. Thus, even if the jobs of women were more demanding than the jobs
of men the terms and conditions for women were still “not less favourable” than those of men.

B. The U.K. Equality Act 2010
Since pay inequalities still existed after the U.K. Equal Pay Act, the U.K. decided to replace
several of its equal pay laws. This led to the enactment of the Equality Act 2010 (the “U.K.
Equality Act”), which was designed to ensure that men and women, full-time or part-time, were
given equal pay. 173 The U.K. Equality Act was also able to provide more protections to women
in the workforce by changing certain provisions of the U.K. Equal Pay Act.
One important change that was made under the U.K. Equality Act was that employers could
not discriminate regarding pay, benefits, terms and conditions if men and women are performing
“equal work,” as opposed to “equivalent work.”174 Another change was that discrimination was
prohibited outside of the workplace. The U.K. Equal Pay Act only prohibits discrimination in the
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workplace.175

Under the U.K. Equality Act, however, discrimination is prohibited in the

workplace and also in society as a whole.176 The type of discrimination prohibited was also
expanded.

The U.K. Equal Pay Act requires discrimination to be based on a protected

characteristic.177 Under the U.K. Equality Act, direct and indirect discrimination is prohibited,
which means a woman does not need to prove they are being paid less than a man in order to bring
a claim.178 For example, with the changes under the U.K. Equality Act, a woman could bring a
claim against an employer simply because a provision, criterion, or practice of an employer
particularly disadvantaged her.

C. The Equality Act 2010 Regulations 2017
Although the U.K. Equality Act provided more protections to women in the workforce, the
gender pay gap still remained an issue in the U.K. In 2010, it was reported that the U.K. gender
pay gap was still 19.8%.179 And even with the new laws, it has been suggested that it could still
take almost a century before pay parity was achieved.180 Instead of enacting additional laws that
were similar to the U.K. Equality Act, the U.K. decided to take a new approach, one focused on
increasing transparency in the workforce.
The first time the U.K. tried to address pay inequalities by increasing transparency was in
2011. The Government Equalities Office implemented the Think, Act, Report initiative, which
asked employers to publish any gender pay gap information that could help achieve gender
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equality.181 The biggest problem with this initiative, however, was that compliance was voluntary
for employers.182 Accordingly, the U.K. decided that it needed to legally require employers to
comply with this reporting system and provide guidelines as to what information needed to be
reported. In 2017, the U.K. amended the U.K. Equality Act by implementing two regulations: the
Equality Act 2010 (Gender Pay Gap Information) Regulations 2017 (SI 2017/172) (the “2017/172
Regulations”); and the Equality Act 2010 (Specific Duties and Public Authorities) Regulations
2017 (SI 2017/353) (the “2017/353 Regulations”) (collectively, the “Regulations”).183

i. General Application of the Regulations
The 2017/172 Regulations came into force on April 6, 2017.184 According to the 2017/172
Regulations, private and voluntary sector employers with 250 or more employees are required to
publish and report specific data regarding its gender pay gap annually.185 In addition, relevant
employers (those with 250 or more employees) are required to provide details on gaps related to
average bonuses paid and the proportion of men and women who received bonuses.186
The term “relevant employer” includes both private and public sectors. Private sector
organizations that are part of a group must report individually if they are relevant employers, and
this information must be reported by April 4th each year.187 Originally, the Regulations did not
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consider public or government authorities as a “relevant employer.”188 However, public sector
employers were covered by the Regulations when the 2017/353 Regulations were enacted, which
came into force on March 31, 2017.189 Relevant employers in the public sector include government
departments, the armed forces, local authorities, NHA bodies, and most schools.190 As for the
requirements of relevant employers, these employers must do two things. First, relevant employers
must publish specific gender pay gap data and a written statement on its website.191 This data must
be kept on the website for at least three years.192 Second, relevant employers must also publish
this data on a government website, which is designated by the Secretary of State and must be
published by March 30th each year.193
The Regulations increase transparency by making gender pay gap information available to
the public. However, the U.K. also made sure that the required information covered a broad range
of topics that could impact pay inequalities in the workplace. Pursuant to the Regulations, a
relevant employer is required to publish the following information each year:
1.) The difference between both the mean and median hourly rate of pay for women and
men that are full-time employees;
2.) The difference between both the mean and median bonus pay for women and men;
3.) The proportions of female and male employees who were paid bonus pay; and
4.) The proportions of female and male full-pay employees in the lower, low middle, upper
middle, and upper quartile pay bands.194
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ii. The Results After Implementing the Regulations
The goal of the Regulations was to shine a light on the pay practices of employers and what
factors could stall career advancements of women. By requiring relevant employers to publish
and report gender pay gap information, the U.K. anticipated that these reports would incentivize
employers to avoid or respond to negative results, which would then reduce pay inequalities within
the workforce.
The Regulations came into force on April 6, 2017, and more than 10,000 employers
publicly reported their gender pay gap data the following year.195 It was clear that the reports were
going to produce embarrassing and uncomfortable results for several large employers. The data
indicated that more than 78% of all relevant employers paid men more than women and that the
median pay gap was around 9.7%.196 Moreover, the data produced significant results for certain
industries, particularly banks, airlines, and soccer clubs. Goldman Sachs’ Britain office reported
that women were paid an average of 56% less than men.197 WIPP, a British advertising company,
reported that women received about 25% less than their male counterparts.198 In addition, Stoke
City Football Club reported women earned about 30.5% less than their male counterparts regarding
mean hourly earnings.199
Furthermore, the Regulations induced employers to address current compensation policies.
For example, EasyJet, the U.K.’s busiest discount airline, reported that men earned about 52%
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more than women.200 After reporting and publishing this data, a male executive of EasyJet took a
4.6% pay cut to match the salary of his female predecessor and pledged to more than triple the
wages of its female pilots.201 In addition, some companies tried to weaken the negative results of
reports by providing their own interpretation of the data. In 2018, it was reported that PwC (U.K.)
had the largest gap among the “Big Four” accounting firms with a gender pay gap of 43.8%.202
Instead of remaining silent after publishing its report, PwC addressed its gender pay gap report
from 2018 by publishing a supplemental report. Although PwC was considered to have the highest
gap amongst its peers, it was evident that the mean gender pay gap decreased from 2017.203 In
addition, PwC published a five-point action plan to further lower its divide.204
Even if executives in the U.K. did not feel internal pressure to make changes to their
existing corporate structure, pressure also was applied by external sources. For example, Mills &
Reeve LLP, a British law firm, determined that it was paying women 32% less than men.205 Even
though executives and partners of the firm did not feel obliged to make changes to improve their
pay gap, large clients of the firm requested more female representation from the firm.206 Thus, it
is clear that the Regulations are having an impact on employers, and data has shown that the
Regulations have impacted the overall gender pay gap in the U.K. From 2017 to 2018, the gender
pay gap for all employees dropped from 18.4% to 17.9%.207
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More importantly, the Regulations increased transparency as to which factors contributed
significantly to the gender pay gap. After receiving data from relevant employers for the first time,
it was reported that the overall pay gap was higher than the pay gap of part-time employees.208
This is presumably because part-time workers tend to earn less than full-time workers and women
are more likely to have part-time jobs. In addition, this could be because women are less likely to
drop out of the labor market around the time they have their first child, and more likely to stay in
paid work in the years following.209 The Regulations provided the necessary data to further support
these presumptions. After the Regulations were enforced, it was reported that 39% of all women
employed were part-time, while only 12% of all men employed were part-time.210 In addition, the
pay gap widened substantially for women after the birth of their first child.211 Based on the data
collected, the U.K. can now justify implementing additional measures that focus on specific groups
of employees, such as women with children.
The rationale for enacting the Regulations in the U.K. was to increase transparency
regarding the gender pay gap. Under the Regulations, women are able to discover whether men
in similar positions are being paid more or less, which allows the public to know whether
discrimination is a factor.212 Unlike the U.S., the U.K. has taken the first step and is in a better
position to implement additional effective measures to close the gender pay gap.
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III.

THE GENDER PAY GAP WORLDWIDE

The gender pay gap is a global concern that expands beyond the U.S. and the U.K. As of
2018, it was reported that women globally were paid 63 cents for every dollar paid to men.213 In
order to reduce the global gender pay gap, several international organizations have tried to track
the gender pay gap among countries. The rationale is that having this information available to the
public will raise global awareness of the global gender pay gap and put pressure on countries to
close the gender pay gap.214
Most equal pay laws make it illegal to pay women less than men. However, if it is illegal
to pay women less than men then why are countries not able to close the global pay gap? More
importantly, what is the correct method to close the gender pay gap? The U.S. has relied on current
equal pay laws and tried to implement a data collection system. On the other hand, the U.K. has
successfully implemented a data reporting system that relies on public transparency and
accountability, but has experienced issues enforcing the requirements of the system.

A. How One Country May Close the Gap by 2022
A significant issue encountered when trying to close a country’s gender pay gap is the
ability to require companies to actually comply with the laws. Accordingly, transparency and
public embarrassment are not enough to force employers to change compensation policies that
negatively affect women. A majority of the current policies in place fail to close or reduce the gap
because companies lack an incentive to do so if they know they will not be penalized. However,
one country that has resolved this obstacle is Iceland.
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Iceland has stated its commitment to closing the gender pay gap by 2022.215 Although the
WEF reported that Iceland was the top country regarding gender parity for the past nine years,
Iceland’s gender pay gap still remains between 14% and 18%.216 So, is the 2022 goal feasible?
The answer is uncertain, but Iceland is the first country to take gender pay gap issues to the next
level. On January 1, 2018, Iceland became the first country in the world to legally enforce equal
pay by adopting the Equal Pay Standard (the “EPS”).217
Pursuant to the EPS, all companies and institutions, public or private, with 25 or more
employees are required to annually obtain a “certificate” that illustrates pay equality between men
and women in the workplace.218 In order to obtain this certificate, employers must implement an
equal pay management system that follows the guidelines of the EPS.219 The system must also be
approved by an accredited auditor or regulator, who must determine whether the system establishes
that women and men are being paid equally.220
So, what makes the EPS different from other equal pay laws?

First, Iceland has

acknowledged that this goal cannot be achieved overnight so employers must be treated differently
based on size. Under the EPS, large firms and institutions that have a workforce of more than 250
employees must become certified by the end of 2018, while smaller employers are given more
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time to receive the certification.221 For example, employers with a workforce between 90 to 149
must become certified by 2020, while employers with a workforce between 25 to 90 must become
certified by 2021.222 Thus, all companies and institutions with 25 or more employees must become
certified by January 1, 2021.
Second, Iceland has differentiated themselves from most countries in the area of
enforcement. Similar to the U.K., Iceland does rely on public embarrassment to force employers
to change. However, Iceland took the next step by enforcing civil penalties if an employer fails to
receive the certificate on time or violates any provision of the EPS. An employer who fails to
comply with the EPS can be fined up to 50,000 ISK, about €350 or $500, per day of
noncompliance.223 In addition, employees can receive compensation for financial and nonfinancial losses from employers.224
In the end, Iceland is able to do the very thing the U.K. failed to do when enacting its equal
pay laws: having the ability to actually enforce the laws. Although the EPS only applies to about
1,180 employers and 147,000 employees, this represents about 80% of the entire labor force in
Iceland.225 To put things into perspective, if the language of the EPS was incorporated into the
Regulations about 245,000 additional private sector employers in the U.K. would be required to
comply with the reporting requirements.226 In addition, about 7 million additional employees in
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the U.K. would be covered.227 Altogether, the EPS covers almost 46% more of Iceland’s labor
force than the Regulations do in the U.K.228
It seems plausible that Iceland will become the first country to close the gap, and it might
do so by 2022. In 2018, Reykjavik Energy, one of the largest energy providers in Iceland, reported
that 51% of management positions are employed by women and that there was no notable gender
pay gap among employees.229 Whereas, it was reported that electricity and gas companies in the
U.K. have an average gender pay gap of about 15.2%.230 More specifically, British Gas Services
Limited (U.K.), which is a subsidiary of one of the largest energy and home services companies in
the U.K., reported that women earn a little more than half of what a typical male employee earns.231
As seen in British Gas Services Limited’s 2017 gender pay report, the median gender pay gap
between men and women in the company is 37.5%.232
Greater transparency of pay discrepancies affords women the knowledge needed to
influence employers to make changes. It is difficult for female workers to complain about pay
inequalities if they are not aware that they are being paid differently. In addition, transparency
allows more information to be revealed about what factors truly impact the gender pay gap.
Although countries have tried to increase transparency, it is clear more is needed to close pay gaps,
such as civil penalties. Accordingly, it is not only essential that countries trying to increase
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transparency provide effective data reporting systems, but also provide for civil and/or criminal
penalties for noncompliance with reporting requirements.

IV.

CONCLUSION

Most countries are facing pressure to close the pay gap between men and women. No
country has achieved pay parity; however, data suggests that the countries having the most success
in closing the gender pay gap have done so through increased transparency in employer wage data.
Increasing transparency of wage data in the workplace will better highlight the factors that need to
be addressed in order to close the gender pay gap, and it is clear that laws aimed at increasing
transparency need to have teeth to ensure compliance. To better understand the root causes of pay
disparity between men and women, we need to examine employer wage data. Without this data,
it is impossible to know whether and to what extent gender discrimination factors into the pay
differential between men and women. Without proper enforcement mechanisms, we cannot know
if there has been compliance with data reporting requirements.
There is a push, worldwide, to close the gender pay gap. Most of the laws enacted have
not closed the gap as quickly as expected, and the laws that appear to be having the most success
focus first on transparency of employer wage data. Transparency is the key to understanding the
causes and extent of the pay disparity between men and women, and it is a critical first step
therefore in closing the pay gap.

