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Introduction 
Chairwoman Beatty, Ranking Member Wagner, and members of the Subcommittee, thank 
you for inviting me to testify this afternoon.  
 
Glassdoor is a technology platform that aims to help people everywhere find a job and 
company they love. Since our founding in 2007, we have grown into the worldwide leader 
on workplace transparency and insights, serving as an online platform that allows millions 
of employees around the world to freely and anonymously review their employer, share 
information about their salary and benefits, learn about pay and working conditions, and 
more by reading the shared stories of other anonymous employees like them. Our business 
is built on the idea that transparency in the hiring market helps both employees and 
employers. We believe workplace transparency leads to better hires, better employee 
retention, and a more engaged, equitable, and productive workforce.  
 
As the Chief Economist and Director of Research at Glassdoor, I lead our company’s not-
for-profit think tank. I am a Ph.D. labor economist by training, and my team’s function is to 
conduct academic research at Glassdoor using a large database of user-submitted salaries, 
company reviews, benefit reviews, interview reviews, job postings and more that our 
platform collects as one of the world’s largest hiring platforms. Today, Glassdoor reaches 
an audience more than 60 million unique visitors per month, with nearly 90 million 
employer reviews, salaries, and workplace insights covering over 1.5 million employers. All 
of our research is conducted independently from our business, and we do not engage in 
any paid external consulting work or accept employer funding for any of the research I’ll 
share today as part of my testimony.1   
 
Glassdoor operates a large online hiring market where a significant share of America’s 
employment relationships begin. Our product, and the anonymously shared employee 
information on our platform, are where the rubber meets the road when it comes to hiring, 
pay negotiation, and employee sentiment in today’s workforce. Our detailed salary and 
employer reviews data provide us with a unique and near-real-time vantage point on job 
seeker and employer behavior and overall trends in the nation’s workforce — including 

	
1 More information about Glassdoor’s Economic Research group is available at www.glassdoor.com/research.  
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trends in compensation equity, diversity and inclusion (D&I), benefit availability, and more 
spanning a wide range of U.S. employers in more than 25 industries and 700 metro areas.2 
 
Today’s hearing on closing the nation’s gender and racial wealth gaps with pay equity is 
particularly timely. As we rebuild the nation’s workforce in the wake of the COVID-19 
recession, we face a historically unique opportunity to put learnings to work from decades 
of research that addresses longstanding issues of pay inequity in America.  
 
Over the years, my team at Glassdoor has published a robust body of research and public 
opinion data on the state of gender pay equity and D&I in the workforce, and our business 
has built a variety of technology tools that help shine the light of transparency on the 
nation’s job market with the aim of helping employers and job seekers address the root 
causes of pay inequity at scale. From that work, we have learned a tremendous amount 
about the nuanced causes of gender and racial inequities in the workplace, and we believe 
this research points the way toward a set of real-world solutions that can significantly 
improve pay equity in America as we rebuild our economy in the post-COVID-19 era.  
 
In my testimony today, I will outline a handful of Glassdoor’s most impactful research 
findings on the current state of gender and racial inequities in the U.S. workforce, share 
what we’ve learned about causes of those inequities, and offer some possible directions 
that our research suggests can have the biggest bang-for-the-buck in terms of making real 
progress toward more equitable pay by gender and race in America.   
 
How to Think About Compensation Equity 
When thinking about pay equity in America’s workforce, it’s helpful to begin with a 
thought experiment. Imagine looking across a large and diverse gathering of kindergarten-
age kids from all across America — all with a wide array of future possibilities laid out 
before them. No reasonable person would ever look across the faces of those children and 
say, "You will earn 86 cents on the dollar compared to your friend, because you are a 
Hispanic child.” Or similarly, “You will earn just 71 percent of what your friend will earn, 
because you are a Black or African American girl."  
 
Such predictions about a group of children would be outrageously unfair. And yet 
something in fact happens in America during the time between kindergarten classrooms 
and entering the adult U.S. workforce that generates these types of dramatic, surprising, 
and morally troubling patterns of compensation inequity. These patterns of racial and 
gender inequity have been clear in every type of workforce data I have seen in my career 
as an economist, including federal government labor force surveys, actual company payroll 
data, and user data from Glassdoor’s own hiring marketplace — some of which I will share 
with you below. My view is that it is America’s moral imperative to help identify causes of 
these inequities, and work to eliminate them — both through private sector and public 
sector action.  

	
2 I use the terms “pay” and “compensation” interchangeably throughout my remarks — both refer to monetary compensation 
of employees. More information about Glassdoor’s business is available at https://www.glassdoor.com/about-us/. 
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Some of what happens to American workers during the time between kindergarten and 
entering the adult workforce is due to sheer luck. Some of what happens is surely due to 
effort and personal choices. However, the patterns we see in the data suggest far too much 
of what happens is due to things we can and should correct as a society: All types of 
discrimination; outdated social norms that erect barriers to full participation in the 
economy; and other factors that lead children into different and unequal paths in school, in 
life, and ultimately in the workforce.  
 
These factors include educational inequalities; inequalities in family income and status; 
gender and racial biases in hiring, promotion and pay; insufficient child and elder care 
institutions that adversely impact the gender balance in labor force participation, and of 
course, cases of outright discrimination that still occur in the American workforce today.  
 
To help shed light on the state of workforce gender and racial pay equity, and what data 
from Glassdoor suggest we can do to improve it, I’d like to share with you some of our 
research findings on this subject.  
 
Some Facts on Gender and Race Pay Equity Today  
As a researcher at Glassdoor, I have published several major studies looking at gender pay 
equity in our online salary data, both in the United States and around the world.3 All of this 
research is based on the millions of salaries that job seekers have anonymously shared 
through online surveys on Glassdoor that users have completed while using our platform 
to search for jobs or research pay and company culture. The accuracy and reliability of 
these data have been shown though more than 80 academic collaborations, in which 
independent researchers from the nation’s leading universities, the Federal Reserve, and 
think tanks have published peer-reviewed scientific articles on pay and company culture 
using salary and company reviews data collected by Glassdoor.  
 
For context, it’s important to keep in mind that as recently as the early 1960s, the U.S. 
labor market was sharply divided by gender. Only 37 percent of women worked outside 
the home.4 Newspapers routinely advertised jobs for men and women separately, often 
with separate pay scales. Women as a group at that time earned on average about 59 cents 
per dollar earned by men—giving rise to the famous equal-pay slogan “59 cents out of 
every dollar.”5  
 
After Congress passed the Equal Pay Act in 1963 aimed at eliminating overt gender 
discrimination in hiring and pay, female labor force participation rate rose steadily in the 
1960s and 1970s, as did female enrollment in college and graduate programs. By 1990, 

	
3 All of our research on gender pay gaps shared in this testimony is based on information shared by Glassdoor users who have 
self-identified as either male or female.  
4 Source: https://fred.stlouisfed.org/series/LNS11300002.  
5 “American Women: Three Decades of Change,” Hearing before the Joint Economic Committee, U.S. Congress, November 9, 
1983. Available online at https://www.jec.senate.gov/reports/98th%20Congress/Ameircan%20Women%20-
%20Three%20Decades%20of%20Change%20(1257).pdf.  
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women as a group earned on average about 72 cents per dollar when compared to men. 
And by 2005 that figure had risen to about 77 cents per dollar. However, U.S. progress 
toward gender pay equality has stagnated in recent years, hovering between 75-80 cents 
per dollar on average, where it has remained for more than a decade. 
 
How Big is America’s Gender Pay Gap? 
Our most recent study in 2019 examined the latest U.S. gender pay gap based on detailed 
salaries from more than 425,000 full-time U.S. employees.6 Overall, we found that male 
employees as a group earn 21.4 percent higher base pay than women on average (or 
women earn 79 cents per dollar men earn). When we compared male and female workers 
of similar age, education and experience, that pay gap shrank to 19.1 percent. Even when 
we compared workers within the same job title, same employer, same location, with similar 
ages and experience, the U.S. gender pay gap still hovered around 4.9 percent (or 95.1 
cents per dollar) — a statistically significant gap that cannot be explained by our data, 
despite having much more detailed information about job titles and specific employers in 
Glassdoor’s surveys compared to publicly available data from the U.S. Bureau of Labor 
Statistics. To put that figure in perspective, a 4.9 percent adjusted pay gap means that at 
today’s real median earnings for full-time working women of $47,299, that is equivalent to 
a pay loss of $2,318 per year or more than $69,530 over a 30-year career — despite 
working in similar jobs and employers, in similar locations, with similar education.7  
 
Depending on different scenarios about the pace of progress toward gender pay equality, 
we project the “adjusted” U.S. gender pay gap is not likely to close entirely until 2035 in the 
best-case scenario, or until 2070 in the worst-case scenario.  

 
	

6 Andrew Chamberlain, Daniel Zhao and Amanda Stansell (March 2019). “Progress on the Gender Pay Gap: 2019,” Glassdoor 
Economic Research working paper. Available online at https://www.glassdoor.com/research/gender-pay-gap-2019/.  
7 Based on median female compensation figures in “Income and Poverty in the United States: 2019,” U.S. Census Bureau, 
September 2020. Available online at: https://www.census.gov/library/publications/2020/demo/p60-270.html.  
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A Note on How to Interpret “Adjusted” Pay Gaps 
This research highlights an important issue in how we measure and talk about gender and 
other pay gaps. What researchers call the raw or “unadjusted” gender pay gap is simply the 
average or median pay for women as a group, compared to men as a group. This is broadest 
measure of all of the combined social, economic and individual forces that lead to different 
pay for men and women in the workforce. While this measure is useful for assessing overall 
gender parity in the economic position of men and women, it does not shed much light on 
which factors are more or less important causes of gaps in pay. To fill that need, 
researchers calculate an “adjusted” gender pay gap, which statistically controls for all 
observable characteristics of male and female workers — such as what job they work in, in 
which industry, their geographic location, level of education and experience, and more.  
 
“Adjusted” pay gaps are important because they help us understand how best to tackle the 
issue of closing the U.S. gender pay gap. They use data to objectively show which causes 
matter most: Education and experience, geographic location, employer discrimination, 
differences in male and female occupation, and so on. It’s important to keep in mind that a 
finding of zero statistically adjusted pay gap does not imply that there is no gender 
inequality in the workforce — it just tells us that men and women who end up in the same 
jobs with the same backgrounds earn similar pay; it does not tell us whether there is bias in 
hiring, for example, that could lead to women being over-represented in lower-paying 
occupations to begin with.  
 
A common misperception about “adjusted” gender pay gaps is that they show how much of 
pay gaps are due to free individual choices of men and women, compared to how much is 
due to employer discrimination. This is not the case: When we calculate “adjusted” pay 
gaps, not all statistical controls we apply represent purely voluntary choices by workers. 
For example, education is influenced by socioeconomic background, work experience is 
determined partly by balancing career and family, and the choice of job title and industry is 
heavily influenced by social and gender norms that discourage men and women from 
choosing freely between professions. Just because we can statistically control for 
differences between workers does not mean those differences are due to free choices by 
workers. 
 
As a labor economist, my view is that policymakers’ long-term goal should be to minimize 
the U.S. overall or “unadjusted” pay gap. It is the broadest possible measure of equality of 
economic access by gender to earning potential in the workforce. And we should use 
studies of the “adjusted” pay gap as a tool to help identify practical, short-term strategies 
that address causes of pay inequality between men and women, in order of economic 
importance, one factor at a time.  
 
What Causes the Gender Pay Gap?  
Our data at Glassdoor help us identify the most important causes of gender pay gaps 
today. We have consistently found in multiple studies that the main cause is the fact that 
men and women work in substantially different occupations in the economy. This is 
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something economists call “occupational sorting.” For example, recent U.S. Census Bureau 
figures show that women make up about one-fourth of chief executives in the workforce, 
but account for more than 70 percent of retail cashiers.  
 
We found this type of job sorting explains about 56.5 percent of the overall U.S. gender 
pay gap, the largest factor in our research by far. About 36 percent of the pay gap cannot 
be explained at all by the data — due to some combination of bias in how the job market 
rewards men and women, or other unobservable characteristics of workers we can see in 
the data. By comparison, differences between the education and experience of men and 
women can only explain about 7.9 percent of the pay gap. 
 
This is an important finding for any discussion of long-term solutions to address America’s 
gender pay gap. The majority of today’s U.S. gender pay gap is due to a collection of forces 
that push men and women onto different career tracks in the economy — often beginning 
many years earlier in the nation’s educational system. This is not a new idea: Even 
philosopher Adam Smith recognized in his 1776 treatise An Inquiry into the Nature and 
Causes of the Wealth of Nations that occupational sorting was the main reason individuals 
that appear similar as children end up in vastly different economic positions in adulthood.8 
Any long-term solution to the gender pay gap must address this issue. However, our 
research shows it is not the only factor: Differences in male and female experience and 
education matter, as do other factors, such as biases in hiring, compensation and 
promotion. 
 
A few other striking findings from our 2019 study: The gender pay gap tends to grow, not 
shrink, as workers progress in their careers; it is largest in the Media, Construction, and 
Retail industries, with the gender pay gap in the Financial Services industry slightly above 
the U.S. average (5.6 percent adjusted pay gap in Financial Services, compared to 4.9 
percent for all sectors); and it varies substantially in different countries around the world. 
On an overall basis, in our analysis of eight developed countries, the smallest gaps in male 
compared to female pay were found in France and Singapore, while the largest unadjusted 
gaps were found in Germany and the United States. The figure below provides country-by-
country details from our research. 
 

	
8 “The difference between the most dissimilar characters, between a philosopher and a common street porter, for example, 
seems to arise not so much from nature, as from habit, custom, and education. When they came in to the world, and for the 
first six or eight years of their existence, they were, perhaps, very much alike, and neither their parents nor play-fellows 
could perceive any remarkable difference. About that age, or soon after, they come to be employed in very different 
occupations. The difference of talents comes then to be taken notice of, and widens by degrees, till at last the vanity of the 
philosopher is willing to acknowledge scarce any resemblance.” Adam Smith, Book I, Chapter II, An Inquiry into the Nature and 
Causes of the Wealth of Nations (1776). 
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How Race and Gender Pay Gaps Interact  
A well-known fact about the U.S. labor market is that there are significant pay gaps among 
racial and ethnic groups as well as gender, and that gender pay gaps are substantially 
larger among some race and ethnicity groups. We also see this pattern in the salaries 
anonymously reported on Glassdoor.  
 
The figure below shows how the “unadjusted” or overall pay gap between men and women 
varies by different racial and ethnic groups in today’s labor market. When we compare the 
median base pay of different groups of workers to that of self-identified white male 
employees (as a baseline for comparison), we see that indigenous American or Alaska 
Native women earn just $0.69 on average compared to $1 earned by white males; 
similarly, Black or African American women earn just $0.71 per dollar. These patterns are 
broadly consistent with what researchers have found in U.S. Census Bureau figures as well. 
As a researcher, I find it remarkable how persistent these pay gaps by race and gender are, 
regardless of whether the data are from government surveys or private sector hiring 
platforms like Glassdoor. These gaps are real, and they demand our attention.  
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U.S. Pay Gaps in Anonymous Employee Salaries Reported on Glassdoor Vary Widely by 
Race and Gender 

 
Note: Median base pay based on anonymously reported U.S. Glassdoor salaries. Includes full-time 
employees only, adjusted annually for inflation, for salaries submitted from 1/1/2020 through 
4/18/2021. Extreme outlier salaries below the federal minimum wage ($7.25/hour annualized) as 
well as above $5 million per year are omitted. 
Source: Glassdoor Economic Research (glassdoor.com/research) 
 
The Role of Higher Education in Creating Pay Gaps 
Another factor that’s important to understand is that the forces that create and sustain a 
U.S. gender pay gap begin long before Americans enter the labor force. Understanding this 
is key to identifying and repairing the foundational causes of America’s pay equity 
problems. And it suggests that policy that is narrowly targeted only at current 
compensation practices will not be a sufficiently comprehensive approach to closing 
gender pay gaps. 
 
In a 2017 study, we looked tens of thousands of real-world resumes from job seekers on 
Glassdoor and closely examined the connection between their college major, gender, and 
subsequent jobs and compensation in the early years of their careers.9 The results were 
striking. The choice of a college major is a primary way by which young workers get 

	
9 Andrew Chamberlain and Jyotsna Jayaraman, “The Pipeline Problem: How College Majors Contribute to the Gender Pay 
Gap,” Glassdoor Economic Research working paper, April 2017. Available online at: 
https://www.glassdoor.com/research/pipeline-problem-college-majors-gender-pay-gap/.  
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channeled into different occupational paths in the job market. And we found that college 
majors are sharply divided by gender, essentially laying the groundwork for an unadjusted 
gender pay gap to arise following graduation.  
 
In particular, we found many college majors that lead to today’s high-paying roles in tech 
and engineering are male-dominated. These include Physics (81 percent male), Computer 
Science and Engineering (74 percent male), and Electrical Engineering (74 percent male). 
By contrast, majors that commonly lead to lower-paying roles, typically in the social 
sciences and liberal arts, tended to be more female-dominated, including Social Work (85 
percent female), Anthropology (80 percent female) and Human Resources (80 percent 
female). Overall, we found that nine of the 10 highest paying college majors examined are 
male-dominated, while 6 of the 10 lowest-paying college majors are female-dominated. 
 
Even When Graduating with the Same College Major, We Still See An Early-Career 
Gender Pay Gap in Many Fields 

 
Source: Glassdoor Economic Research (www.glassdoor.com/research).  
 
Even more unsettling, our data show that even within the same college major, men and 
women routinely end up on different career tracks early in their careers, resulting in 
gender pay gaps that may follow them for a lifetime. To offer one illustrative example, 
consider the case of Mathematics majors. Our study shows that for male Mathematics 
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majors, one of the most common jobs after college was data scientist — a highly paid role. 
By contrast, female Mathematics majors were far more likely to end up in lower-paying 
data analyst and business analyst roles. On average, we found these differences resulted in 
an 18 percent unadjusted pay gap for men and women from Mathematics majors during 
the first five years after graduation. This study illustrates that, to be truly effective, any 
long-term solution to America’s gender pay gap must address gender sorting into college 
majors as well as occupational sorting once workers join the labor force — in addition to 
addressing current compensation practices. 
 
Pay Is Not the Only Inequality in the U.S. Workplace 
While the subject of this hearing is gender and racial pay equity, our research findings also 
demonstrate that pay is not the only dimension on which inequities in today’s workforce 
are being experienced. Even within the same workplaces, employees from different 
backgrounds routinely report significantly different views of how equitably (or not) 
employers are acting toward underrepresented groups. These cultural workplace 
inequalities (or varying perceptions thereof) can make it harder to resolve pay inequalities, 
and are also likely caused in part by the racial and ethnic group pay inequalities that we see 
in our data, for the simple reason that research shows employee pay and workplace 
satisfaction are closely linked.10  
 
In a new study released this week, we find strong statistical evidence that workers from 
different racial and ethnic groups disagree about the current state of workplace D&I inside 
American companies.11 Overall, Black or African American workers report an average D&I 
rating of 3.49 on a 1-to-5 scale, well below the average of 3.73 across all workers. Even 
after accounting for differences in employees’ occupations, industries, company sizes, 
genders, lengths of time on the job and more, we found that Black or African American 
employees still rate workplace D&I nearly 8 percent lower than their white colleagues — a 
large and highly statistically significant gap. And despite increasingly widespread 
corporate investment in diversity, inclusion and equity in recent years, this pattern of 
markedly lower D&I opinions among Black or African American workers has actually 
worsened since 2019. 
 

	
10 See for example Mario Nuñez, “Does Money Buy Happiness? The Link Between Salary and Employee Satisfaction,” 
Glassdoor Economic Research report, June 2015. Available online at: www.glassdoor.com/research/does-money-buy-
happiness-the-link-between-salary-and-employee-satisfaction/.  
11 Andrew Chamberlain, Amanda Stansell, and Daniel Zhao, “America’s Workplace Diversity Crisis: Measuring Gaps in 
Diversity & Inclusion Satisfaction by Employee Race and Ethnicity,” Glassdoor Economic Research working paper, April 
2021. Available online at www.glassdoor.com/research/.  
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This divergence in D&I opinion within America’s workplaces is highly problematic for 
efforts to resolve workforce inequalities of all kinds. First, the data vividly highlights a 
systematic shortfall in the workplace experience for Black or African American employees. 
Second, it suggests that any attempt to address racial and ethnic pay equity in America 
must also address workplace diversity and inclusion in tandem — they are two sides of the 
economic coin in workplaces. Both of these dynamics must be addressed concurrently in 
order to create sustainable paths for every American to reach their full potential in today’s 
economy.  
 
Why Pay Transparency Can Help 
Glassdoor was founded on the idea that people in the job market should be able to freely 
and anonymously share their pay information, and that doing so would empower both job 
seekers and employers by giving both better results in the job market — more pay equity, 
better job matches, enhanced employee retention, and improved workforce morale.  

  
One pathway toward better pay equity both by gender and race and ethnicity is improved 
pay transparency: Employers and employees making pay data more transparent, while also 
being conscious of the need to protect employee privacy. Employers can take initiative 
within their own internal pay processes to study compensation data to ensure no gaps by 
race, gender, or other protected categories exist, or open up, whether intentionally or not. 
To help encourage more employers to do so, in 2017 we published a free tool kit and guide 
for employers designed to teach HR practitioners — in non-technical, plain English — how 
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to study their payroll data just like an academic labor economist.12 The guide is freely 
available today, includes example computer code and data, and has been widely used by 
employers who have reached out to Glassdoor for help in measuring and addressing their 
own gender and other pay gaps.  
 
We believe that if every large U.S. company were to choose to disclose their own gender 
and race pay information, and use the approach we have recommended to analyze those 
data for gaps, we could transform the American workforce at scale by creating business 
practices that build pay equity into corporate America’s DNA. The roughly 151-million-
person employed U.S. workforce is the sum of payrolls for individual employers. Building 
pay equity analyses into the compensation practices of employers, one by one, could go a 
long way toward a solution to gender and racial pay gaps in America.  

  
Since 2016, Glassdoor itself has been taking its own recommended “medicine”, conducting 
our own gender and race pay equity audits in order to drive and ensure internal pay 
transparency and equity. We have made the results and methodology publicly available.13  
In addition, we externally publish pay bands for every role in our company, as well as the 
specific salaries of all members of our corporate C-suite.14 And we encourage our 
thousands of employer clients who use Glassdoor as a hiring platform to do the same. We 
believe that if every U.S. employer followed this practice, we could remove a significant 
barrier to achieving gender and racial pay equity by shining the light of transparency on 
compensation gaps and building it into the business processes of thousands of U.S. 
employers.  
 
Transparency Today Can Help Solve Occupational Sorting Tomorrow 
Greater pay transparency is a short-term solution that can help today’s employers close 
pay gaps within today’s workforce. However, it can also deliver long-term benefits by 
chiseling away at occupational sorting, thereby steadily eroding one of the most important 
drivers of the gender pay gap. Making a public commitment to fair pay and greater pay 
transparency can help to encourage women and members of underrepresented groups in 
the labor market to aim for more highly paid fields. A perception can be fostered that pay 
will be fair for them when they arrive. Indeed, a question facing many women and 
underrepresented workers is, “Why fight to become an accomplished, capable employee 
or professional if you will just get shortchanged once you arrive?” One compelling 
response is that enhanced pay transparency today can help deliver on the long-term 
promise of pay fairness tomorrow, resulting in labor supply benefits for years into the 
future.  
 

	
12 Andrew Chamberlain, “How to Analyze Your Gender Pay Gap: An Employer’s Guide,” Glassdoor Economic Research 
report, March 2019 (updated). Available online at https://www.glassdoor.com/research/how-to-analyze-gender-pay-gap-
employers-guide/.  
13 Amanda Stansell and Andrew Chamberlain, “Glassdoor’s Annual Pay Checkup for 2020,” Glassdoor Economic Research 
report, July 2020. Available online at: https://www.glassdoor.com/research/glassdoor-pay-checkup-2020/. 
14 See for example: https://www.glassdoor.com/blog/glassdoor-salary-ranges/.  
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The evidence is clear that pay transparency can have a big impact on pay equity. The most 
compelling piece of research we have on this comes from a 2020 study we published that 
examined the impact of transparent salary information on wages of employees.15 We 
examined a large group of job seekers on Glassdoor who were given estimates of their 
market value as an employee through our “Know Your Worth” online salary calculator 
tool, and compared them to a similar group of employees who did not receive that 
information. The study found employees who were given salary information reported a 
subsequent statistically significant pay bump of 2.4 percent, the equivalent of being given a 
$1,305 annual raise. Moreover, the biggest effects were reported by younger workers 
between the ages of 25 and 34 years old.   
 
America’s Younger Workers Stand to Gain Most When Given Transparent Salary 
Information 
(Percentage impact on pay from being given a personalized market salary estimate on Glassdoor) 

 
Source: Glassdoor Economic Research (www.glassdoor.com/research) 
 
As an economist, this research makes me very optimistic about the prospects for closing 
America’s gender and race pay gaps in part through better compensation transparency. It 
is critical to remember that boosting the earnings of employees at the bottom of the 
nation’s pay scale through better pay transparency does not require pulling down pay at 
the top — wages are not drawn from a fixed pie in the economy. To the contrary, improved 
pay equity can be a pro-growth policy that helps make the nation’s economy produce more 
efficiently by better aligning employee productivity with rewards. More transparent pay 
and workplace information can help boost employee productivity by promoting better job 

	
15 Daniel Zhao, “Know Your Worth: The Power of Pay Transparency,” Glassdoor Economic Research working paper, May 
2020. Available online at: https://www.glassdoor.com/research/kyw-power-of-transparency/.  
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matches, while also improving the salary bargaining power of American workers. Such a 
policy can be a win-win-win for U.S. workers, employers, and the broader economy.  
 
Lack of Pay Equity Can Hurt Talent Attraction and Employee Retention  
In addition to our research on pay equity and transparency, Glassdoor also routinely 
surveys the American workforce to gather their views about a range of workplace issues, 
one of which is how pay equity impacts whether employees are willing to work for, and 
remain at, companies that fail to make good-faith efforts to address pay equity.  
 
In a 2019 survey of employed U.S. adults conducted by The Harris Poll, we found that 58% 
of all employees and 72% of female employees said they would not apply to work at a 
company where a gender pay gap exists, and two thirds of respondents (67%) stated that 
the gender pay gap is a serious problem in the U.S. workforce.16 This is a common finding 
among similar HR surveys, with polls routinely showing that pay equity matters to 
prospective candidates. Some surveys even reveal that a significant share of employers 
believe that gender pay gaps within their organizations have negatively impacted their 
own talent attraction and employee retention.17 
  
In our experience, most U.S. employers understand the benefits of improved hiring 
diversity, as well as the risks of gender and race pay inequity.  We believe that most 
employers ultimately want to behave legally, ethically, and in a way that helps them 
maintain a satisfied and productive workforce. However, one barrier to greater employer 
action on pay equity and diversity is a lack of clear guidance on best practices — many 
employers are wary of taking steps that their competitors may not be also taking and of 
the legal implications of making missteps when being more transparent about pay. They 
often are simply unsure of whether or not their efforts to promote pay equity and 
workforce diversity are following industry best practices. This is an area where better 
guidance from the federal government can play a key role in setting a national baseline for 
what constitutes pay transparency and helping set standards for measuring and resolving 
pay gaps.  
 
A 3-Pronged Strategy for Closing America’s Gender and Racial Pay Gap 
One clear lesson from our research is that there is no single cause of America’s gender and 
racial pay gaps. Even if policy were able to ensure perfectly equal compensation for every 
similarly situated employee within every U.S. employer, it would still not be enough by 
itself to achieve sustained overall pay equity in the U.S. The foundational causes of U.S. 
gender and racial pay inequities are simply too complex for a one-dimensional approach, 
however well-intentioned, to succeed. Instead, our research points to the following 3-
pronged approach as necessary to make lasting progress. 
 

	
16 Full surveys results available at: https://www.glassdoor.com/about-us//app/uploads/sites/2/2019/03/Gender-Pay-Gap-
Fact-Sheet-2019.pdf.  
17 See for example the Hays Salary & Recruiting Trends 2020 guide, which found 27 percent of employers surveyed said gender 
pay gaps had negatively impacted staffing and retention. Source: https://www.hrmagazine.co.uk/content/news/gender-pay-
gap-impacting-attraction-and-retention-of-talent.   
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1. Policies that Support and Give Incentives to Employers. We believe there is great 
promise in harnessing technology to empower employers to more easily and effectively 
identify and address pay gaps voluntarily. These may include:  
 

• Establishing clear voluntary pay transparency standards, and consistent reporting 
guidelines and tools for employers that lower barriers to voluntary action on pay 
equity.   
 

• Providing better guidance to employers as to how to monitor and cultivate 
recruiting pipelines that deliver candidates and employees that look more like the 
demographic population of the nation’s workforce, i.e., that help to combat the 
problem of occupational sorting before it occurs. 
 

• Encouraging or incentivizing employers to voluntarily offer more flexible work 
hours, more widespread childcare support, and gender-neutral parental leave 
policies. Such an approach could help create gender-neutral workforce 
opportunities and help reduce occupational barriers facing women.  
 

2. Policies that Support and Give Incentives to Employees. We believe policies that help 
workers better negotiate pay and break down workforce barriers for themselves can play 
an important role in reducing America’s gender and racial pay gaps. These may include: 

 
• Establishing clear guidelines on voluntary corporate pay transparency and 

employee access to salary information, empowering employers to take action on 
pay transparency and employees to self-advocate for pay equity and identify cases 
of workplace inequities more easily. 

 
• Increasing investment in information and tools aimed at providing U.S. workers 

with more robust guidance about pay, skills, and future economic opportunities. 
This approach is designed to help break down occupational sorting — one of the 
most persistent factors driving the nation’s gender pay gap. 
 

• Harnessing technology that can help improve the salary bargaining position of U.S. 
workers. This builds on lessons obtained from Glassdoor’s own free Know Your 
Worth tool, which has been shown to significantly boost employee wages by 
arming workers with credible information about market salaries for similar roles.  
 

3. Policies that Reform Other U.S. Institutions. Solving a large and systemic problem like 
the gender pay gap will require policies that go far beyond employers and job seekers, to 
reform broader institutions that contribute indirectly to pay inequities. These may include: 

 
• Occupational sorting is the most important cause of the overall gender pay gap, 

and that sorting begins in the U.S. educational system. Research shows that college 
majors today remain highly segregated by gender, laying a pervasive economic 
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foundation for gender pay gaps in the broader U.S. workforce. Without addressing 
the issue of gender sorting by college major, it will extremely difficult to 
substantially close the unadjusted gender pay gap in the United States.   
 

• Programs that promote equal labor force participation by women can play an 
important role in reducing the occupational sorting driving gender pay gaps. Public 
sector support for more universal access to affordable child care, elder care, and 
gender-neutral parental leave can play an important role in reducing the gender 
pay gap.  

 
Conclusion: A Path Forward on Compensation Equity 
As the U.S. labor market recovers from the COVID-19 crisis, we have a unique opportunity 
to address long-standing inequalities in the workplace. This critical time following a 
recession offers an opportunity to rebuild a more equitable labor force in the United 
States. This is the right time to disrupt and repair calcified social and economic institutions 
that dissuade, deter and prevent employees from publicly sharing basic information about 
pay and that have long stood in the way of broader gender and racial pay equity. 
 
Improving pay equity in the U.S. workforce is about fairness. But it is also about maximizing 
the potential productivity of the U.S. workforce while also strengthening employee 
engagement and productivity within employers. Our research at Glassdoor has shown that 
pay transparency and equity can be a pro-growth, pro-employer agenda for change, 
driving employee attraction, retention, and broader efficiencies in the labor market. Pay 
equity and transparency can both help America move a step closer to the ideals of equality 
underlying our nation’s founding documents, and also make our economy work better for 
millions of struggling Americans. 
 
In today’s fast-changing 21st Century economy, the United States can no longer afford to 
leave millions of women and members of underrepresented groups sidelined in jobs that 
pay them unfairly, fail to fulfill their full economic potential, and stand in the way of their 
personal and professional growth. The key to sustaining and building a dynamic and 
prosperous U.S. economy into the future is to ensure that every American has a pathway 
to make their best possible contribution to our shared prosperity -- and to ensure they are 
equitably compensated for that contribution. In this way, I believe that a pay equity agenda 
for America can be both a driver of gender and racial fairness as well as a pro-growth 
policy for a stronger and more vibrant America.  
 
On behalf of Glassdoor, I’d like to thank you for inviting me before the Subcommittee 
today and for your interest in the important topic of improving pay equity in the U.S. 
workforce. We look forward to helping you address these issues, and I look forward to 
answering your questions. 
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Key Findings
This study examines how gender pay gaps around the world 

have changed since Glassdoor’s initial study in 2016. Leveraging 

hundreds of thousands of salary reports, including detailed 

worker and job information shared voluntarily and anonymously 

by employees on Glassdoor, we estimate the gender pay gap in 

eight countries: the United States, the United Kingdom, Canada, 

Germany, France, the Netherlands, Singapore, and Australia. 

Using Glassdoor’s unique data, we project, given the current 

rate, how long it could take to achieve gender pay equality in the 

U.S. Also, we consider whether a “salary confidence gap” exists 

between the pay men and women seek when applying to jobs, 

and how this may contribute to the overall pay gap.

• Key takeaway. The gender pay gap persists in the United 

States and around the world. Men earn more than women on 

average in all eight countries we studied, even after applying 

statistical controls for worker and job characteristics to 

ensure an apples-to-apples comparison. Even though 

women do not receive equal pay for equal work yet, progress 

is slowly being made; the pay gap has narrowed since our 

last study in 2016. 

• The gender pay gap is narrowing. The U.S. adjusted pay gap 

has steadily dropped from 6.5 percent in 2011 to 4.6 percent in 

2018. A tighter labor market, higher labor force participation by 

women and greater awareness of the gender pay gap all likely 

contribute to this progress. However, if these trends continue 

at the same pace, the adjusted gender pay gap still may not fully 

close until the year 2070. The chart below shows two possible 

scenarios for how long it may take to close the U.S. gender pay 

gap based on the downward trend between 2010 and 2018.

Time to Close the U.S. Gender Pay Gap

0% 

1% 

2% 

3% 

4% 

5% 

6% 

7% 

8% 

2010 2020 2030 2040 2050 2060 2070

Actual Conservative Estimate Optimistic Estimate

Source: Glassdoor Economic Research (Glassdoor.com/research).
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• How large is the gap right now? Based on over 425,000 

salaries shared by full-time U.S. employees on Glassdoor, men 

earn 21.4 percent higher base pay than women on average. 

However, comparing workers of similar age, education and 

experience shrinks that gap to 19.1 percent. Furthermore, 

after comparing workers with the same job title, employer 

and location, the gender pay gap in the U.S. falls to 4.9 percent 

(95.1 cents per dollar). 

• How does the pay gap compare internationally? Across all eight 

countries we examined, the large unadjusted gender pay gap 

shrinks to a smaller adjusted pay gap once statistical controls 

are added. Germany has the largest unadjusted gap with women 

earning about 78 cents per euro men earn while France has the 

smallest unadjusted gap with women earning about 88 cents per 

euro men earn. Australia has the smallest adjusted gap with women 

earning 97 cents per dollar men earn, while the Netherlands has 

the largest adjusted gap with women earning 93 cents per euro.

“UNADJUSTED” BASE GENDER PAY GAP “ADJUSTED” BASE GENDER PAY GAP

Average Cents/Pence Earned 
by Women Per Dollar/Pound/Euro 

of Male Earnings

Percentage Male
Pay Advantage

Average Cents/Pence Earned 
by Women Per Dollar/Pound/Euro 

of Male Earnings

Percentage Male
Pay Advantage

Australia 0.85 15.1% 0.97 3.1%

France 0.88 11.6% 0.96 3.7%

Canada 0.84 16.1% 0.96 4.0%

United States 0.79 21.4% 0.95 4.9%

United Kingdom 0.82 17.9% 0.95 5.0%

Singapore 0.87 12.8% 0.95 5.2%

Germany 0.78 22.3% 0.94 6.4%

Netherlands 0.81 18.9% 0.93 6.6%

The Gender Pay Gap By Country 

Source: Glassdoor Economic Research (Glassdoor.com/research).
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What factors drive the gender pay gap? Comparing workers with 

similar education, experience and job characteristics like occupation or 

industry helps us understand what drives the overall gender pay gap and 

how much remains after statistical controls. 

• Industry matters. In the U.S., the adjusted gender pay gap is 

largest in media; retail; and construction, repair & maintenance 

industries. It is smallest in biotech & pharmaceuticals; education; 

and aerospace & defense industries. Since 2015, non-profit; 

health care; and real estate industries had the largest reductions 

in gender pay gaps whereas restaurants, bars & food service; 

travel & tourism; and oil, gas, energy & utilities industries have 

seen the largest increase. Although many tech jobs have large 

gender pay gaps, the overall information technology sector falls 

in the middle of the pack among industries. 

• Job titles matter. In general, many executive, tech and blue-

collar jobs top the list for largest gender pay gaps. In the 

U.S., the adjusted gender pay gap is largest for pilot, chef, 

C-suite executive, deputy manager, branch manager, retail 

representative, and driver occupations. The gender pay gap is 

smallest for merchandiser, research assistant, field services, 

inventory specialist, social worker, logistics manager and 

purchasing specialist occupations. Among jobs with the largest 

pay gaps, computer programmer saw the most improvement in 

its pay gap since our 2016 study.  

• The pay gap grows with age. Younger workers face a smaller 

gender pay gap than older workers. In the U.S., workers aged 18 

to 24 years face a small adjusted gender pay gap of 1.4 percent. 

By contrast, older workers aged 55 to 64 years face a gender pay 

gap of 12.3 percent, over twice the national average. 

• Differences in education and experience are shrinking. The 

percentage of the pay gap explained by differences in education 

and experience shrank from 14 percent to 7.9 percent since our 

last study, as women make up an increasing share of students at 

universities and workers gaining experience in the labor force. 

• Occupational and industry segregation continues to be the 

largest driver of the gender pay gap in the U.S. The single 

biggest cause of the gender pay gap is the tendency of men and 

women to sort into jobs and industries that pay differently. In 

the U.S., occupational and industry sorting explains about 56.5 

percent of the overall pay gap—by far the largest factor.
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Does a “salary confidence gap” contribute to the gender pay gap?

 A confidence gap—men being more self-confident in the workplace 

than women—could translate into a gender pay gap if women seek 

lower pay than men when they apply to new jobs. In this study, we 

examine the salary confidence gap using real-world job applications 

from Glassdoor, to see whether women and men seek out equal pay 

for equal work. 

• Overall, men do apply to higher paying jobs than women. Men 

apply to jobs that pay 18.3 percent more on average than jobs 

women apply to on Glassdoor. However, this is largely because 

women are often looking for different kinds of jobs than men, 

with different pay scales, and have different levels of education 

and experience. 

• The gap disappears when we compare similar men and 

women looking for jobs. When we compare job applications 

from equally-qualified men and women seeking similar jobs, 

the “salary confidence gap” drops to less than one percent (0.7 

percent). That means a gap in pay expectations between men and 

women doesn’t likely explain much of today’s gender pay gap. 

• Women and men seek the same percentage raises when 

switching jobs. When aiming for new jobs, men and women 

both seek similar percentage pay raises on Glassdoor, about 33 

percent. Since women start from a lower average base pay, that 

can propagate pay gaps from early in a woman’s career as they 

advance from job to job—a key reason many policymakers are 

considering banning employers from asking about salary history. 

How can we close the gap? Understanding key drivers of the pay gap 

is critical to identifying the best ways to fix it. Research shows that 

salary transparency and better information sharing are powerful 

tools in helping to achieve equal pay in the workforce.
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In 2016, we released the first-ever study of the gender pay gap using 

Glassdoor salary data. In that study, we added to the large body of 

research confirming the existence of a gender pay gap, but we also 

used Glassdoor’s unique data to explore the drivers of the pay gap by 

controlling for factors like education, experience, job title and industry. 

We showed that, even after adding statistical controls for a variety of 

worker and job characteristics, a persistent adjusted pay  

gap remains.

Since our study was released, awareness of the gender pay gap and 

issues affecting women in the workplace have been elevated around 

the world from the new laws across Europe requiring companies 

to disclose their pay gaps to the #MeToo movement against sexual 

harassment and assault. To examine whether increased awareness of 

the gender pay gap has translated into progress, we revisit the gender 

pay gap using new Glassdoor salary data collected from 2016 to 2018 

to answer: what progress has been made on the gender pay gap in the 

last 3 years?

Additionally, what is the state of the gender pay gap internationally? 

We expand the countries in our analysis to include Canada, Singapore 

and the Netherlands on top of the five countries from our original 

study, the United States, the United Kingdom, Australia, Germany  

and France.

Lastly, we dive into a commonly discussed barrier to women’s success 

in the workplace—the confidence gap. The conventional wisdom is that 

a confidence gap between men and women in the workplace exists, 

but it is not well understood how it may affect the gender pay gap. We 

explore how the confidence gap may act through a difference in the 

pay that men and women aim for when they apply to jobs, answering 

the question—do women seek out equal pay for equal work?

We’ve organized the remainder of this study as follows. Section II 

explains our methodology for measuring the gender pay gap and 

identifying factors that explain it. Section III presents our estimates 

of the gender pay gap in the U.S. by industry, occupation and age, 

and shows overall results for seven other countries: the UK, Canada, 

Australia, Singapore, Germany, France and the Netherlands. Section 

IV presents the findings of the confidence gap in salary expectations 

in the U.S. Finally, we conclude our findings and provide insight into: 

What does this mean for job seekers, employers and policymakers?

I.  
Introduction
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II.  
Our Approach
In this study, we provide an update on the state of the gender 

pay gap in Glassdoor salary data using three approaches.

• Measuring the Pay Gap: First, we show how the pay gap 

has changed since 2015, both before and after accounting 

for differences in men and women’s education, jobs and 

other factors. 

• Explaining the Pay Gap: Second, we show how much of 

today’s pay gap can be explained by our data, compared to 

how much can’t be explained—either due to unobserved 

factors or gender bias in the workplace. 

• Measuring the Confidence Gap in Salary Expectations: 

Finally, we examine real-world job applications on 

Glassdoor to test whether men and women systematically 

apply to jobs with higher or lower pay—a possible cause 

of gender pay differences that has never before been 

studied on Glassdoor.

We explain each of these three approaches.
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Measuring the Pay Gap
The first step in measuring the gender pay gap is to compare male 

and female pay, both before and after adding statistical controls for 

differences in education, job titles and other factors aside from gender 

that affect pay.

To do this, we follow the same methodology as our previous study.1 

We use ordinary least squares (OLS) regression to measure the impact 

of gender on pay after we’ve statistically controlled for differences in 

education, job title, industry and other factors. Our basic estimating 

equation is:

where Y is the salary reported on Glassdoor for employee i, Male is a 

binary indicator equal to 1 for men and 0 for women, and X is a large 

collection of controls (known as “fixed effects”) for everything we 

observe about workers, jobs and companies including: worker age, 

highest level of education, years of relevant work experience, industry, 

occupation, company size, year, state, job title and specific employer 

name. The term İ is the usual mean-zero error term for all other 

factors about workers and jobs we don’t observe in our data. 

The estimated coefficient on the male dummy term�ǃ
1
 tells us the 

salary advantage held by men over women once we’ve accounted for 

the impact of other factors.2 Throughout this study, we refer to the raw 

difference between male and female pay as the unadjusted pay gap. 

By contrast, once we’ve accounted for all other factors, we refer to the 

gap as “adjusted.” 

Yi︸︷︷︸
Salary

= Maleiβ1︸ ︷︷ ︸
Male

Indicator

+ Xiβ2︸ ︷︷ ︸
Worker and Job
Characteristics

+ εi (1)

ȲM − ȲF︸ ︷︷ ︸
Gender
Pay Gap

= β̂M (X̄M − X̄F )︸ ︷︷ ︸
“Explained”

Portion

+ X̄F (β̂M − β̂F )︸ ︷︷ ︸
“Unexplained”

Portion

(2)

Yi︸︷︷︸
Estimated
Salary of

Job Applied
To Online

= Maleiβ1︸ ︷︷ ︸
Male

Indicator for
Job Applicant

+ Xiβ2︸ ︷︷ ︸
Worker and Job
Characteristics

for
Job Applicant

+ εi (3)

1

Yi︸︷︷︸
Salary

= Maleiβ1︸ ︷︷ ︸
Male

Indicator

+ Xiβ2︸ ︷︷ ︸
Worker and Job
Characteristics

+ εi (1)

ȲM − ȲF︸ ︷︷ ︸
Gender
Pay Gap

= β̂M (X̄M − X̄F )︸ ︷︷ ︸
“Explained”

Portion

+ X̄F (β̂M − β̂F )︸ ︷︷ ︸
“Unexplained”

Portion

(2)

Yi︸︷︷︸
Estimated
Salary of

Job Applied
To Online

= Maleiβ1︸ ︷︷ ︸
Male

Indicator for
Job Applicant

+ Xiβ2︸ ︷︷ ︸
Worker and Job
Characteristics

for
Job Applicant

+ εi (3)

1
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Explaining the Pay Gap
As a second approach, we perform a simple decomposition to show 

how much of the gender pay gap is explained by differences in worker 

characteristics, and how much is unexplained by discrimination or 

other factors we can’t observe about workers and jobs. This is known 

as a Oaxaca-Blinder decomposition,3 and is one of the most widely 

used methods to detect the presence of group differences in the  

labor market.

Our estimating equation for the decomposition is given by the 

following: 

where YM and YF are average pay for male and female workers, XM 

and XF are characteristics of male and female workers, and ǃM and 

ǃ
F
 are regression coefficients for the impact of male and female 

characteristics on pay.4

On the left side of the above equation is the difference between 

average male and female salaries in our data—the unadjusted pay gap. 

On the right, the pay gap is divided into two terms. The first shows how 

much of the pay gap is due to differences between male and female 

characteristics, XM - XF. This is known as the explained portion of the 

gap, because it is due to gaps in experience, education or other factors 

we can observe in our data between men and women. 

The second term shows how much of the pay gap is due to differences 

in how the labor market rewards men and women, even when they 

have the same experience, education and other factors. This is called 

the unexplained portion of the gap, and is due to how male versus 

female regression coefficients differ in terms of how the job market 

rewards male and female workers differently even when they have the 

same characteristics. This may be due to discrimination, or simply to 

unobserved factors about workers we’re not able to see in our data. 

Yi︸︷︷︸
Salary

= Maleiβ1︸ ︷︷ ︸
Male

Indicator

+ Xiβ2︸ ︷︷ ︸
Worker and Job
Characteristics

+ εi (1)

ȲM − ȲF︸ ︷︷ ︸
Gender
Pay Gap

= β̂M (X̄M − X̄F )︸ ︷︷ ︸
“Explained”

Portion

+ X̄F (β̂M − β̂F )︸ ︷︷ ︸
“Unexplained”

Portion

(2)

Yi︸︷︷︸
Estimated
Salary of

Job Applied
To Online

= Maleiβ1︸ ︷︷ ︸
Male

Indicator for
Job Applicant

+ Xiβ2︸ ︷︷ ︸
Worker and Job
Characteristics
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Job Applicant

+ εi (3)

1
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Measuring The Salary Confidence Gap
As our third approach, we analyze online job application behavior 

on Glassdoor to understand the “confidence gap”. Past research 

has suggested women may suffer from a confidence gap in the 

workplace, but there are many ways this could translate into a 

gender pay gap.5

One way a confidence gap could contribute to the overall pay gap 

is if women and men with similar backgrounds apply to similar 

jobs but with unequal pay. In that case, men and women may 

be inadvertently fueling the overall pay gap by having different 

expectations on what salary they deserve—a phenomenon we call a 

“salary confidence gap” in this study.

Our research leverages Glassdoor’s unique ability to answer this 

question. Past research on the salary confidence gap has mostly 

relied on surveys or self-reporting which may not accurately reflect 

real-world behavior.6 Also, most other job search settings do not 

reveal salary to job seekers before they decide to apply. By contrast, 

when candidates search for jobs on Glassdoor, they are shown 

estimated base pay for job listings, allowing them to incorporate 

salary expectations into their decisions, and allowing us to see 

whether men and women actually apply to jobs with different pay. 

An example of a typical job search on Glassdoor is shown in Figure 

1. In this case, a search for project manager jobs in New York City 

returns many open jobs, with the employer, company rating, and 

Glassdoor salary estimate for the job. We then observe which jobs 

are applied to by men and women, allowing us to estimate the salary 

confidence gap before and after adding statistical controls to compare 

similarly-qualified candidates applying to similar jobs.

Figure 1: Example Screenshot of Glassdoor’s Job Search,  
including Salary Estimates

Source: Glassdoor Economic Research (Glassdoor.com/research).
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To estimate the salary confidence gap for job applicants, 

we follow the same statistical approach outlined above for 

measuring the pay gap. We perform a linear regression of the 

estimated salary for jobs applied to on a binary male-female 

indicator, along with a set of controls for age, education, job 

title and other factors. Our estimating equation is given by:

The estimated coefficient on the male dummy term ǃ
1
 tells us 

the approximate percentage difference between the salary 

for jobs applied to by men compared to women, after adding 

statistical controls for worker and job characteristics. The 

results show whether there is a salary confidence gap in 

real-world job applications on Glassdoor, once we’ve made an 

apples-to-apples comparison of men and women with similar 

education, experience and job titles.

How to Interpret Our Pay Gaps

It’s conventional to use the natural logarithm of salaries in 

regressions rather than raw dollar amounts. Why? Because it 

makes for easy interpretation of statistical results.

When the log of salary is regressed on worker characteristics (as 

in equation 1) the estimated coefficients give the approximate 

percentage change in salary from a one-unit change in the 

explanatory factor.

Thus, the coefficient on the “male” dummy variable in equation 

1 gives the approximate percentage gender pay gap between 

male and female pay, holding all other worker characteristics 

constant.7 For this reason, we estimate all of our regressions in 

the log of salary.

Rather than using the approximations given in this study, 

some readers may want the exact percentage difference in 

pay between male and female workers. That’s given by e^ǃ - 1, 

where ǃ is the estimated coefficient on the male dummy variable 

reported in our tables. 

For simplicity, ease of interpretation, and to make our results 

easily comparable to past studies, we report only approximate 

pay gaps in this study.

Yi︸︷︷︸
Salary

= Maleiβ1︸ ︷︷ ︸
Male

Indicator

+ Xiβ2︸ ︷︷ ︸
Worker and Job
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ȲM − ȲF︸ ︷︷ ︸
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“Explained”

Portion

+ X̄F (β̂M − β̂F )︸ ︷︷ ︸
“Unexplained”

Portion

(2)

Yi︸︷︷︸
Estimated
Salary of

Job Applied
To Online

= Maleiβ1︸ ︷︷ ︸
Male

Indicator for
Job Applicant

+ Xiβ2︸ ︷︷ ︸
Worker and Job
Characteristics

for
Job Applicant

+ εi (3)

1

Yi︸︷︷︸
Salary

= Maleiβ1︸ ︷︷ ︸
Male

Indicator

+ Xiβ2︸ ︷︷ ︸
Worker and Job
Characteristics

+ εi (1)
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In 2016, we released a study of the gender pay gap 

using Glassdoor salary data for the years 2006 

through 2015. This study provides an update on  

what has happened with the gender pay gap around 

the world in the years since.

Below, we present our estimates of the gender pay 

gap in eight countries—the United States, the United 

Kingdom, Canada, Australia, Singapore, Germany, 

France and the Netherlands—based on Glassdoor 

salary data. We present results for each country 

separately, each in their own section, ordered from 

largest to smallest sample size beginning with the 

United States.

We focus on the three years since our original study, 

using a large sample of salaries shared anonymously 

on Glassdoor by current and former employees from 

2016 through 2018.8 In total, our U.S. sample contains 

426,512 salaries reported on Glassdoor. Details for 

the other seven countries we examined are given 

below in each country’s specific section.

III.  
The Gender 
Pay Gap
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About Our U.S. Data
In recent years, the gender pay gap has gotten much more attention 

in the U.S. With the rise of the #MeToo movement in 2017, growing 

public and shareholder pressure on companies to disclose gender 

pay gaps,9 and a record number of women elected to Congress in 

2018, the issue of equal pay for equal work has figured prominently 

in media and political discussions. Has the increased attention to 

gender pay issues translated into progress on America’s gender  

pay gap?

Table 1 shows summary statistics for the data used for our U.S. 

analysis. It consists of 426,512 salaries for full time workers 

between ages 17 and 92 years old (as of 2018) working in U.S. 

establishments between 2016 and 2018.10 The data contain 

information on 71,857 unique U.S. employers, and approximately 

29,843 unique job titles. The overall mean base salary is $63,289 

per year, ranging from $14,500 to $800,000 per year. The mean 

total compensation is significantly higher at $73,370 per year.11 In 

terms of gender balance, roughly 54 percent of the U.S. salaries in 

our sample are male, while 45 percent are female—nearly identical 

to the roughly 53 percent of males in the overall U.S. workforce as of 

January 2019.12

For education, 71 percent of the sample hold a bachelor’s degree, 

17 percent hold a master’s degree, while just 10 percent hold only a 

high school diploma.13 By comparison, in the overall U.S. population 

roughly 21 percent hold a bachelor’s degree, 12 percent hold any type 

of graduate degree, and 29 percent hold only a high school diploma. 

This over-representation of college-educated workers likely reflects 

different online job searching behavior between college-educated 

Americans and the general workforce.  

In terms of age, the average age of workers in the sample is 34 years 

as of 2018 (those born in 1984). Workers have, on average, 5.4 years 

of relevant work experience. Employers in the sample have a median 

size of 4,134 employees (or a mean of 51,300 employees, an average 

skewed upward by a handful of very large employers) ranging from 

small single-employee companies to the largest U.S. employer with 

more than 2 million employees.

United States
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Source: Glassdoor Economic Research (Glassdoor.com/research).

Table 1. Summary Statistics for the U.S. Salaries Used in Our Analysis

VARIABLE OBSERVATIONS MEAN
STANDARD
DEVIATION

MIN MAX

Year 426,512 n.a. n.a. 2016 2018

Base Salary 426,512 $63,289 $38,205 $14,500 $800,000

Total Compensation 426,512 $73,370 $71,238 $14,500 $6,823,000

Gender  (Male = 1) 426,512 0.54 0.50 0 1

Birth Year 426,512 1984 9 1926 2001

Years of Experience 426,512 5.4 6.0 0 60

Associate’s Degree 426,512 0.01 0.11 0 1

Bachelor’s Degree 426,512 0.71 0.45 0 1

High School Diploma 426,512 0.10 0.29 0 1

J.D. 426,512 0.00 0.03 0 1

Master’s Degree 426,512 0.17 0.37 0 1

M.B.A. 426,512 0.01 0.09 0 1

M.D. 426,512 0.00 0.02 0 1

Ph.D. 426,512 0.00 0.06 0 1

Firm Size
(# Employees) 426,512

51,300
(Median = 4,134) 190,900 1 2,300,000
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Are Glassdoor Salaries Representative?
How accurate are Glassdoor salaries compared to federal 

government surveys of the U.S. labor market?

The figure to the right shows a comparison of Glassdoor salaries 

to official estimates from the Current Population Survey, the most 

widely used official source for salaries in the U.S. The top panel shows 

the distribution of salaries for full-time U.S. workers in calendar 

year 2017 from the Census Bureau. The bottom panel shows the 

distribution of Glassdoor full-time salaries in 2017.

The two data sources are remarkably similar, a finding that’s 

consistent with our previous study which compared Glassdoor 

and Census salary data from 2014. Both follow an approximately 

“lognormal” distribution, with most salaries clustered toward the 

low end and a few very large salaries. In both panels, there is a clear 

overall gap between male and female pay, with the male distribution 

shifted to the right.

Although Glassdoor salaries are drawn from anonymous employees 

online, the picture they provide of the U.S. gender pay gap is very 

similar to what’s found in surveys from the U.S Census Bureau.

1
5

0
0

0
2

5
0

0
0

3
5

0
0

0
4

5
0

0
0

5
5

0
0

0
6

5
0

0
0

7
5

0
0

0
8

5
0

0
0

9
5

0
0

0
1

0
5

0
0

0
1

1
5

0
0

0
1

2
5

0
0

0
1

3
5

0
0

0
1

4
5

0
0

0
1

5
5

0
0

0
1

6
5

0
0

0
1

7
5

0
0

0
1

8
5

0
0

0
1

9
5

0
0

0
2

0
5

0
0

0
2

1
5

0
0

0
2

2
5

0
0

0
2

3
5

0
0

0
2

4
5

0
0

0
2

5
5

0
0

0
2

6
5

0
0

0
2

7
5

0
0

0
2

8
5

0
0

0
2

9
5

0
0

0

Base Salary

Distribution of Glassdoor Salaries (2017)
Full-Time Workers

Female Male

Person Earnings

Female Male

1
5

0
0

0
2

5
0

0
0

3
5

0
0

0
4

5
0

0
0

5
5

0
0

0
6

5
0

0
0

7
5

0
0

0
8

5
0

0
0

9
5

0
0

0
1

0
5

0
0

0
1

1
5

0
0

0
1

2
5

0
0

0
1

3
5

0
0

0
1

4
5

0
0

0
1

5
5

0
0

0
1

6
5

0
0

0
1

7
5

0
0

0
1

8
5

0
0

0
1

9
5

0
0

0
2

0
5

0
0

0
2

1
5

0
0

0
2

2
5

0
0

0
2

3
5

0
0

0
2

4
5

0
0

0
2

5
5

0
0

0
2

6
5

0
0

0
2

7
5

0
0

0
2

8
5

0
0

0
2

9
5

0
0

0
Fr

eq
u

en
cy

Fr
eq

u
en

cy

Distribution of Census Salaries (2017)
Full-Time Workers

1
5

0
0

0
2

5
0

0
0

3
5

0
0

0
4

5
0

0
0

5
5

0
0

0
6

5
0

0
0

7
5

0
0

0
8

5
0

0
0

9
5

0
0

0
1

0
5

0
0

0
1

1
5

0
0

0
1

2
5

0
0

0
1

3
5

0
0

0
1

4
5

0
0

0
1

5
5

0
0

0
1

6
5

0
0

0
1

7
5

0
0

0
1

8
5

0
0

0
1

9
5

0
0

0
2

0
5

0
0

0
2

1
5

0
0

0
2

2
5

0
0

0
2

3
5

0
0

0
2

4
5

0
0

0
2

5
5

0
0

0
2

6
5

0
0

0
2

7
5

0
0

0
2

8
5

0
0

0
2

9
5

0
0

0

Base Salary

Distribution of Glassdoor Salaries (2017)
Full-Time Workers

Female Male

Person Earnings

Female Male

1
5

0
0

0
2

5
0

0
0

3
5

0
0

0
4

5
0

0
0

5
5

0
0

0
6

5
0

0
0

7
5

0
0

0
8

5
0

0
0

9
5

0
0

0
1

0
5

0
0

0
1

1
5

0
0

0
1

2
5

0
0

0
1

3
5

0
0

0
1

4
5

0
0

0
1

5
5

0
0

0
1

6
5

0
0

0
1

7
5

0
0

0
1

8
5

0
0

0
1

9
5

0
0

0
2

0
5

0
0

0
2

1
5

0
0

0
2

2
5

0
0

0
2

3
5

0
0

0
2

4
5

0
0

0
2

5
5

0
0

0
2

6
5

0
0

0
2

7
5

0
0

0
2

8
5

0
0

0
2

9
5

0
0

0
Fr

eq
u

en
cy

Fr
eq

u
en

cy

Distribution of Census Salaries (2017)
Full-Time Workers

6RXUFH��8�6��&HQVXV������0DUFK�&36��$6(&��ĆOH��*ODVVGRRU�(FRQRPLF�5HVHDUFK� 
Notes: Salaries are for full-time workers only for calendar year 2017.

Comparison of U.S. Census and Glassdoor Salaries 



P
R

O
G

R
E

S
S

 O
N

 T
H

E
 G

E
N

D
E

R
 P

A
Y

 G
A

P
: 

2
0

1
9

17

The U.S. Pay Gap Is Narrowing in Today’s Strong Economy
The most striking result from our latest analysis of the U.S. gender 

pay gap is that we find evidence that the nation’s pay gap is slowly 

improving over time. Figure 2 shows the adjusted gap between male 

and female pay each year since 2010.

After rising to a peak of 6.5 percent in 2011, the pay gap according 

to Glassdoor salary data has steadily improved in recent years. In 

2018, it fell to just 4.6 percent, a decline of 1.9 percentage points 

since 2011, a significant 29 percent drop.

This recent improvement is likely due in part to today’s robust 

economy. Recent data show women’s labor force participation has 

been growing faster than men’s in recent years, fueling recent labor 

market gains.14 In addition, research shows that as the labor market 

has tightened in recent years, women are disproportionately taking 

jobs in traditionally male-dominated industries, helping break down 

occupational barriers for women.15

One of the main causes of the gender pay gap is “occupational 

segregation”—the fact that men and women tend to work in 

systematically different jobs in the economy. The recent strength in 

the U.S. labor market that is pulling more women into the workforce 

and into male-dominated fields may also be helping erode gender 

occupational segregation, and likely plays a role in the improved pay 

gap in recent years. 

Figure 2. The U.S. Gender Pay Gap on Glassdoor is Slowly Improving

Adjusted U.S. Gender Gap in Base Pay Is Falling Over Time
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Source: Glassdoor Economic Research (Glassdoor.com/research).
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How Long to Close the Gap?
If today’s trends in Glassdoor salary data were to continue in the 

future, how long would it take to close the nation’s gender pay gap? 

In Table 2, we show two scenarios for when the adjusted U.S. pay gap 

would be expected to fully disappear if recent progress continues at 

the same pace.

In the first scenario, we show how long it may take to close the U.S. 

gender pay gap if the average annual pace of improvement in the 

adjusted gap from 2010 to 2018 were to continue each year into 

the future. Between 2010 and 2018, the adjusted gender pay gap in 

Glassdoor salary data fell by an average of -0.09 percentage points 

per year. If that trend continued, it would take roughly 51.8 years to 

fully close today’s 4.6 percent adjusted gender pay gap. Under those 

assumptions, the nation’s pay gap would not fully close until the year 

2070.

Under a second scenario, we show how long it may take to close 

the gap if the more rapid pace of decline from the peak of 2011 to 

the gap in 2018 were to continue. Between 2011 and 2018, the 

adjusted U.S. gender pay gap shrank from 6.5 percent to 4.6 percent, 

a drop of -1.9 percent, or an average of -0.27 percentage points per 

year during the past 7 years. If that trend continued, it would take 

roughly 16.9 years to fully close today’s 4.6 percent adjusted pay 

gap. Under these more optimistic assumptions, the nation’s pay gap 

would fully close in 2035.
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While the estimates provide some perspective on the 

pace of improvement in the U.S. gender pay gap, they 

shouldn’t be considered a confident prediction about the 

actual future of pay equity. The above calculations are 

based on the unlikely assumption that recent trends in 

Glassdoor salary data will continue indefinitely into the 

future. In reality, many factors will impact the future of 

the U.S. pay gap, including:

• The state of the economy;

• Trends in the gender balance in college majors;

• Parental leave and other policies that impact men 

and women’s career decisions; 

• Trends in the spread of men and women across 

differently paying occupations, and other factors.

Source: Glassdoor Economic Research (Glassdoor.com/research).

Table 2: When Will the U.S. Gender Pay Gap Close if  
Recent Trends Continue?

2018 Adjusted Pay Gap

Current Level 4.6%

Average Annual Improvement in U.S. Pay Gap

Conservative Estimate -0.09%

Optimistic Estimate -0.27%

Years to Close

Conservative Estimate 51.8

Optimistic Estimate 16.9

Year U.S. Pay Gap Closes

Conservative Estimate 2070

Optimistic Estimate 2035
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Overall and Adjusted U.S. Pay Gap
Below we show our most recent estimates of the U.S. gender pay gap from Glassdoor salary data. Figure 3 shows the approximate 

percentage gap between male and female pay for U.S. workers on Glassdoor between 2016 and 2018, before and after statistical controls 

have been applied. Column 1 shows the raw or unadjusted gender pay gap with no statistical controls. Moving to the right, columns 

2 through 5 show how the pay gap changes as additional statistical controls are added as we attempt to provide an apples-to-apples 

comparison of male and female workers.

U.S. Gender Pay Gap,
Before and After Adding Statistical Controls
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Figure 3. New Estimates of the Unadjusted and Adjusted U.S. Gender Pay Gap from 2016 to 2018

Source: Glassdoor Economic Research (Glassdoor.com/research).
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For base pay, the unadjusted male-female pay gap is 21.4 percent in 

column 1. This means that on average, men as a group on Glassdoor 

from 2016 to 2018 reported earning about 21.4 percent higher base 

pay than women as a group. For total compensation, the unadjusted 

pay gap was larger at 25.3 percent.

By adding controls for age, education and years of experience in 

column 2, the gender pay gap shrinks to 19.1 percent for base pay 

and 23.0 percent for total compensation. Economists refer to these 

types of personal worker characteristics as “human capital,” as 

they’re often linked to productivity differences among workers. This 

shows that accounting for differences in education and experience 

for men versus women only eliminates a small part of the U.S. pay 

gap—about 2 percentage points of the overall 21.4 percent gap.

In column 3, we add more controls for industry, occupation, state, 

year, and company size.  These controls help adjust for the fact 

that men and women tend to sort into differently paying jobs and 

industries in the economy, which is a well-known cause of the pay 

gap. For example, human resources workers in the U.S. were 69 

percent female in 2018, while computer programmers were 79 

percent male.16 Adding these controls sharply reduces the U.S. 

gender pay gap to 7.6 percent for base pay and 10.8 percent for  

total compensation. 

Finally, in columns 4 and 5 we show the gender pay gap after we’ve 

made our most detailed comparison of male and female employees. 

Using Glassdoor salary data, we are able to add powerful statistical 

controls for differences in job titles and employers for men and 

women. This lets us isolate the adjusted pay gap for men and women 

who work in similar jobs and companies.

In column 4, adding controls for different employers where men and 

women work lowers the pay gap to 6.3 percent for base pay and 8.8 

percent for total compensation. Finally, in column 5 we show our 

most detailed estimates of the adjusted pay gap that account for 

differences in job titles between men and women. In that column, we 

see the fully adjusted U.S. gender pay gap is 4.9 percent for base pay, 

and 7.1 percent for total compensation. 

PAY GAP IS DOWN
Across the board, the U.S. pay gap over the past three years is 

smaller than what we found in our 2016 study. In that study, we 

examined the pay gap between 2006 and 2015, finding a gender 

pay gap ranging from 24.1 percent for the unadjusted pay gap 

down to 5.4 percent for the adjusted gap. By comparison, our 

latest analysis of 2016 through 2018 salary data show the 

pay gap is down significantly, to between 21.4 percent for the 

unadjusted gap to 4.9 percent for the adjusted gap.

Overall, these results show that despite recent progress, there 

remains a persistent U.S. gender pay gap according to Glassdoor 

salary data—a conclusion supported by a large number of 

academic studies as well.
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What Explains the Gap?
Figure 4 shows which factors help best explain the overall gap 

between male and female pay. It shows the Oaxaca-Blinder 

decomposition of the unadjusted pay gap into the part that is 

explained by differences between male and female workers, 

and the part that is unexplained due to gender bias or 

unobserved characteristics of workers we’re not able to see  

in our data.

U.S. Explained and Unexplained Gender Pay Gap
(Oaxaca-Blinder Decomposition) 

13.8%  14.7%  

7.6%  

10.5%
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Unexplained ExplainedSource: Glassdoor Economic Research (Glassdoor.com/research).

Figure 4. Decomposing the 2016–2018 U.S. Gender Pay Gap into 
Explained and Unexplained Portions



P
R

O
G

R
E

S
S

 O
N

 T
H

E
 G

E
N

D
E

R
 P

A
Y

 G
A

P
: 

2
0

1
9

23

Of the overall U.S. gender pay gap of 21.4 percent in base 

pay, we find that 13.8 percent is explained by differences 

between male and female workers: different ages, levels of 

education, experience, industries, occupations, company 

sizes and locations. The remaining 7.6 percent of the pay 

gap is “unexplained,” due either to factors we aren’t able to 

observe or to gender discrimination.

This finding means that about 64 percent (13.8/21.4 = 64 

percent) of the overall U.S. gender gap in base pay from 

2016 to 2018 is explained by worker characteristics. 

The remaining 36 percent is unexplained, and due to 

differences in how the job market rewards men and women 

with the same characteristics, or unobserved employee 

characteristics. The results for total compensation are 

similar: 14.7 percent is explained while the remaining 10.5 

percent is “unexplained.”

Overall, these results are similar to what we found in our 

2016 study. Although the gender pay gap in the U.S. has 

narrowed considerably since 2015, the breakdown of how 

much is explained or unexplained has changed little.

HOW MUCH IS EXPLAINED BY JOB SEGREGATION?

As an additional step, we looked at how much of the U.S. gender 

pay gap can be explained by two distinct factors: (1) differences 

between the education and experience of workers, or what 

economists call “human capital”; and (2) the sorting of men and 

women into different occupations and industries in the economy.

We found that only 7.9 percent of the overall gender gap in base 

pay can be explained by differences in education and experience 

between men and women in the U.S. from 2016 to 2018. That’s 

down sharply from roughly 14 percent in our previous study. 

It suggests that gaps between the education and experience 

of men and women are narrowing over time, and are playing 

a smaller role than in the past. By contrast, we found that job 

segregation—the sorting of men and women into different jobs 

and industries in the economy—explains about 56.5 percent of 

the gap, the largest factor by far. 

This is an important finding for policy solutions to address the 

gender pay gap. Most of today’s pay gap in the U.S. is due to 

forces that push men and women onto different career tracks 

in the economy, not differences in experience and education, or 

other unexplained factors. 
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Industries with the Biggest Pay Gaps
Next we show differences in the U.S. gender pay gap among 

industries. To do this, we re-estimate the above regression 

model while including interaction terms for male x industry.  

The coefficients on those interaction terms tell us whether 

being male and working in a particular industry results in a 

statistically larger or smaller pay gap.17

Figure 5 shows the adjusted gender pay gap for our 22 

industries.18 Two industries are tied for the largest gender pay 

gap in Glassdoor salary data: media—an industry that includes 

book publishers, television networks, video game producers, 

newspapers, as well as many online media providers—and 

retail, both at 6.4 percent. This amounts to women earning on 

average 93.6 cents per dollar earned by men working in the 

same job title, same company, and with similar background 

and experience. That gap is roughly 31 percent larger than the 
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Adjusted Gender Gap in Base Pay by U.S. Industry
(Percentage Higher Average Male Pay) 

Source: Glassdoor Economic Research (Glassdoor.com/research). 
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U.S. average adjusted gender pay gap of 4.9 percent.

The second largest gender pay gaps are found in 

construction, repair and maintenance (6.2 percent); oil, 

gas, energy and utilities (6.2 percent); insurance (5.9 

percent); and health care (5.7 percent). Many of these 

same industries were also among those with the largest 

U.S. pay gaps in our previous study, suggesting the factors 

causing gender pay gaps we identified between 2006 and 

2015 still persist in these industries today. 

The smallest adjusted gender pay gaps among U.S. 

industries are found in the biotech and pharmaceuticals 

industry (2.2 percent). That amounts to women earning  

on average 97.8 cents per dollar earned by men in the 

same job title, same company, and with similar background 

and experience—less than half of the overall U.S. adjusted 

pay gap. 

Other industries with adjusted pay gaps below the U.S. 

average include education (2.4 percent); aerospace and 

defense (2.9 percent); and the non-profit sector (3.6 

percent). In all of these sectors, the U.S. gender pay gap 

is significantly below the national average. The much-

discussed tech industry (information technology) falls 

in the middle of the pack among U.S. industries, with an 

adjusted gender pay gap of 5.4 percent, slightly above the 

national average of 4.9 percent. 

Figure 5: Adjusted Gender Pay Gap in U.S. Varies Widely by Industry

Source: Glassdoor Economic Research (Glassdoor.com/research)
Note: Only industries with at least 4,000 salary reports in our sample are reported. Includes 
controls for age, education, experience, state, year, job title and employer name.
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Industries with Growing and Shrinking Gaps
Which U.S. industries have seen the biggest changes in 

gender pay gaps in recent years? Table 3 shows how our latest 

estimates of the gender pay gap by industry compare to our 

previous study. It shows estimates of the pay gap by industry 

from 2016–2018, along with changes since our last estimate 

based on 2006–2015 data. 

The industry with the biggest increase in gender pay gap since 

our last study was restaurants, bars and food service, up 1.8 

percentage points in 2016–2018 compared to our last analysis 

from 2006–2015. Other industries with widening pay gaps 

in recent years include travel and tourism (up 0.9 percentage 

points); oil, gas, energy and utilities (up 0.6 percentage points), 

and retail (up 0.5 percentage points).

By contrast, the industries with the biggest improvements in 

the gender pay gap since our last analysis include the non-

profit sector (down 2.1 percentage points); health care (down 

1.5 percentage points); real estate (down 1.4 percentage 

points), and business services (down 1.3 percentage points).

Table 3. Changes in Adjusted Gender Pay Gap by Industry Since our Last Study

Source: Glassdoor Economic Research (Glassdoor.com/research)

INDUSTRY
ADJUSTED PAY GAP 

2016 — 2018
ADJUSTED PAY GAP 

2006 — 2015
CHANGE

Restaurant, Bars and Food Service 5.0% 3.2% 1.8%

Travel and Tourism 3.9% 3.0% 0.9%

Oil, Gas, Energy and Utilities 6.2% 5.6% 0.6%

Retail 6.4% 5.9% 0.5%

Aerospace and Defense 2.9% 2.5% 0.4%

Construction, Repair and 
Maintenance

6.2% 5.9% 0.3%

Manufacturing 4.1% 4.0% 0.1%

Telecommunications 4.5% 4.6% -0.1%

Media 6.4% 6.6% -0.2%

Government 4.4% 4.7% -0.3%

Accounting and Legal 4.1% 4.5% -0.4%

Information Technology 5.4% 5.9% -0.5%

Finance 5.6% 6.4% -0.8%

Biotech and Pharmaceuticals 2.2% 3.0% -0.8%

Education 2.4% 3.3% -0.9%

Arts, Entertainment and Recreation 5.6% 6.6% -1.0%

Transportation and Logistics 5.5% 6.7% -1.2%

Insurance 5.9% 7.2% -1.3%

Business Services 4.2% 5.5% -1.3%

Real Estate 4.4% 5.8% -1.4%

Health Care 5.7% 7.2% -1.5%

1RQ�3URĆW 3.6% 5.7% -2.1%
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Jobs with the Biggest Pay Gaps
Next, we show the U.S. jobs with the largest and smallest 

gender pay gaps according to Glassdoor salary data. To do this, 

we re-estimate the above regression model while including 

interaction terms for male x occupation. The coefficients 

on those interaction terms tell us whether being male and 

working in a certain occupation results in a statistically larger 

or smaller pay gap. 

Figure 6 shows the 15 occupations with the highest adjusted 

gender pay gaps, after statistically controlling for differences 

between jobs and workers. The occupation with the highest 

gender pay gap was pilot, with a gap of 26.6 percent. This 

amounts to women earning on average 73 cents per dollar 

earned by men, after controlling for all differences between 

job titles, companies and workers. That gap is over five times 

larger than the U.S. average adjusted gender pay gap of 4.9 

percent.

Chef was the job with the second highest gender pay gap, 

with a gap of 24.6 percent. They are followed by C-suite 

executives (24.0 percent), a finding that is broadly consistent 

with academic research showing a persistent gender pay gap 

among executive-level positions in the U.S. Other occupations 

with larger-than average gender pay gaps include deputy 

manager (17.1 percent), branch manager (12.8 percent), 

retail representative (12.2 percent), driver (11.7 percent) and 

computer programmer (11.6 percent).

Figure 6. 15 Jobs with the Largest Adjusted Gender Pay Gaps in the U.S.Study

Source: Glassdoor Economic Research (Glassdoor.com/research)

Note: Only job titles with at least 200 salary reports in our sample are reported. Includes controls 

for age, education, experience, state, year, job title and employer name. Ambiguous or duplicative 

job titles are not reported.

Top 15 U.S. Occupations by Adjusted Gender Gap in Base Pay
(Percentage Higher Average Male Pay)

Source: Glassdoor Economic Research (Glassdoor.com/research). 
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Table 4 shows how our latest estimates of the gender pay 

gap by occupation above compare to our previous study. It 

shows our latest estimate of the pay gap using data from 

2016–2018, along with the change from our last estimate 

based on 2006–2015 data.  

Among the 15 occupations with the largest pay gaps today, 

the one with the largest increase since our last study was 

pilot, up 10.6 percentage points in 2016–2018 compared 

to our last analysis from 2006–2015. Other occupations 

with widening pay gaps in recent years include deputy 

manager (up 7.2 percentage points), facility administrator 

(up 5.9 percentage points) and bioinformatics scientist (up 

3.2 percentage points). 

By contrast, the gender pay gap for computer programmer 

dropped 16.7 percentage points from our last analysis, by 

far the largest decrease out of these 15 occupations.

Source: Glassdoor Economic Research (Glassdoor.com/research)

Table 4. Changes Among the 15 Jobs with the Largest Pay Gaps 
(2019 vs. 2016 Study)

JOB TITLE
ADJUSTED PAY GAP 

2016 — 2018
ADJUSTED PAY GAP 

2006 — 2015 CHANGE

Pilot 26.6% 16.0% 10.6%

Deputy Manager 17.1% 9.9% 7.2%

Facility Administrator 10.7% 4.8% 5.9%

Bioinformatics Scientist 10.7% 7.5% 3.2%

Business Operations 11.0% 7.9% 3.1%

Branch Manager 12.8% 11.8% 1.0%

Technical Support 10.9% 10.4% 0.5%

Professor 11.0% 11.2% -0.2%

Data Specialist 11.5% 13.6% -2.1%

Retail Representative 12.2% 14.6% -2.4%

Driver 11.7% 14.9% -3.2%

Chef 24.6% 28.1% -3.5%

Medical Technician 10.7% 14.4% -3.7%

C Suite 24.0% 27.7% -3.7%

Compter Programmer 11.6% 28.3% -16.7%



P
R

O
G

R
E

S
S

 O
N

 T
H

E
 G

E
N

D
E

R
 P

A
Y

 G
A

P
: 

2
0

1
9

29

Figure 7 shows the U.S. occupations with the 

smallest adjusted gender pay gaps. For many 

of these occupations, there is a significant 

female pay advantage, or a “reverse” gender 

pay gap. The occupation with the smallest gap is 

merchandiser (minus 7.8 percent). This amounts 

to women earning on average 108 cents per 

dollar earned by men working the same job title, 

same company, and with similar background 

and experience. They are followed by research 

assistant (minus 5.9 percent)—an occupation 

comprised of many graduate students workers 

at various U.S. universities—field services (minus 

5.8 percent), inventory specialist (minus 5.6 

percent) and social worker (minus 3.0 percent).

Source: Glassdoor Economic Research (Glassdoor.com/research)
Note: Only job titles with at least 200 salary reports in our sample are reported. Includes controls 
for age, education, experience, state, year, job title and employer name. Ambiguous or duplicative 
job titles are not reported.

Bottom 15 U.S. Occupations by Adjusted Gender Gap in
Base Pay (Percentage Higher Average Male Pay)
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Figure 7. 15 Jobs with the Smallest Adjusted Gender Pay Gaps in the U.S.
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Table 5 shows how our latest estimates of the 

gender pay gap by occupation above compare to 

our previous study for the occupations with the 

smallest gender wage gaps. It shows our latest 

estimate of the pay gap using data from 2016–

2018, along with the change from our previous 

estimates based on 2006–2015 data.

Among these fifteen jobs with the smallest 

gender pay gaps, the occupation with the biggest 

improvement since our previous study was 

logistics manager, down 14.5 percentage points 

in 2016–2018 compared to our last analysis from 

2006–2015. Other occupations with shrinking 

pay gaps in recent years include regulatory 

affairs manager (down 10.7 percentage points), 

inventory specialist (down 10.4 percentage 

points) and solutions specialist–a common sales 

support role–(down 8.0 percentage points). 

Table 5. Changes Among the 15 Jobs with the Smallest Pay Gaps (2019 vs. 2016 Study)

Source: Glassdoor Economic Research (Glassdoor.com/research)

JOB TITLE
ADJUSTED PAY GAP 

2016 — 2018
ADJUSTED PAY GAP 

2006 — 2015
CHANGE

Logistics Manager -3.0% 11.5% -14.5%

Regulatory Affairs Manager -0.2% 10.5% -10.7%

Inventory Specialist -5.6% 4.8% -10.4%

Solutions Specialist -1.5% 6.5% -8.0%

0LOLWDU\�2IĆFHU -1.5% 6.5% -8.0%

Field Services -5.8% 1.4% -7.2%

Environmental Specialist -0.8% 4.5% -5.3%

Merchandiser -7.8% -7.6% -0.2%

Therapist -0.6% -0.5% -0.1%

Event Coordinator 0.2% 0.2% 0.0%

Research Assistant -5.9% -6.6% 0.7%

Communications Associate -1.1% -2.2% 1.1%

Procurement Specialist 0.6% -0.8% 1.4%

Purchasing Specialist -2.5% -5.5% 3.0%

Social Worker -3.0% -7.8% 4.8%
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How the Pay Gap Changes with Age
A well-known fact is that gender pay differences tend to grow 

with age. Older workers typically experience significantly 

larger gender pay gaps than younger workers—both in the U.S. 

and around the world. We find a similar pattern in Glassdoor 

salary data from 2016–2018, consistent with the findings 

from our previous study.

Figure 8 shows the gender pay gap by age groups, after 

statistically controlling for differences between workers, jobs 

and employers. The gender pay gap is smallest among young 

and early-career workers but grows steadily with age.

Workers aged 18 to 24 years experience a relatively small 1.4 

percent adjusted gender pay gap, well below the U.S. average 

of 4.9 percent. Similarly, workers aged 25 to 34 years exhibit a 

2.8 percent pay gap. By contrast, workers aged 45 to 54 years 

face a 10.3 percent gender pay gap, while those aged 55 to 64 

years face a 12.3 percent pay gap—more than twice the U.S. 

average.

Why does the pay gap rise with age? For one, the gender pay 

gap is likely smaller among young workers because women 

beginning their careers today face fewer barriers than older 

workers faced in previous generations. Second, older women 

Figure 8. The U.S. Gender Pay Gap Grows with Age of Employee

Source: Glassdoor Economic Research (Glassdoor.com/research)
Note: Includes controls for age, education, experience, state, year, job title and employer name.

Adjusted U.S. Gender Gap in Base Pay by Age Group
(Percentage Higher Average Male Pay)
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may face age discrimination in the job market, amplifying the gender 

pay gap for older workers. At least some research points to this latter 

interpretation.19

Finally, our results may be due to factors we don’t observe in our data, 

such as whether older women have spent more time out of the labor 

force due to childbearing responsibilities, and who may face earnings 

penalties not faced by men who have not left the labor force during 

their careers.
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The Office of National Statistics estimates that the UK 

gender pay gap is roughly 17.9 percent in 2018.20 In our 

sample of Glassdoor salary data, we find a comparable 

gender pay gap reported online by UK employees.

Similar to the U.S., we find that the UK’s pay gap is slowly 

improving over time. Figure 9 shows the adjusted gap 

between male and female pay each year since 2014 in the 

UK. The adjusted pay gap has been steadily falling from 6.8 

percent in 2014 to 4.3 percent in 2018. 

For our analysis, we use a sample of 40,764 Glassdoor 

salaries reported by UK employees. As in our U.S. sample, 

we restrict our analysis to workers over age 16 working 

full time for whom we have basic demographic information 

such as age, education and years of experience. 

In our Glassdoor UK salary sample, the average base pay 

was £39,740 per year for men and £32,659 for women. 

That amounts to a gender pay gap of £7,081 in base 

pay between men and women. In terms of median pay 

the UK gender gap is 17.9 percent. That amounts to UK 

women earning roughly 82p for every pound earned by 

men on average.The unadjusted gender pay gap for total 

compensation in the UK is slightly higher compared to 

base pay: 20.7 percent for median total pay.21

United Kingdom

Figure 9. The UK Gender Pay Gap on Glassdoor is Gradually Improving 
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Source: Glassdoor Economic Research (Glassdoor.com/research)
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VARIABLE OBSERVATIONS MEAN
STANDARD
DEVIATION

MIN MAX

Year 40,764 n.a. n.a. 2016 2018

Base Salary 40,764 £37,122 £24,939 £7,800 £816,000

Total Compensation 40,764 £43,934 £58,740 £7,800 £5,060,000

Gender  (Male = 1) 40,764 0.63 0.48 0 1

Birth Year 40,764 1986 8 1926 2001

Years of Experience 40,764 4.6 5.4 0 60

Associate’s Degree 40,764 0.01 0.12 0 1

Bachelor’s Degree 40,764 0.68 0.47 0 1

High School Diploma 40,764 0.10 0.30 0 1

J.D. 40,764 0.00 0.02 0 1

Master’s Degree 40,764 0.20 0.40 0 1

M.B.A. 40,764 0.00 0.07 0 1

M.D. 40,764 0.00 0.01 0 1

Ph.D. 40,764 0.01 0.08 0 1

Firm Size (# Employees) 40,764 40,900 116,805 1 2,300, 000

Table 6 provides a summary of the UK sample used in our regression analysis. The sample contains 40,764 salaries reported from calendar years 

2016 through 2018.22 The data contains information on approximately 8,609 unique UK employers and 7,495 job titles. The average base pay 

in the sample was £37,122, ranging from £7,800 to a high of £816,000.23 Average total compensation was significantly higher at £43,934. The 

sample is 63 percent male and 37 percent female, and the average age (as of 2018) was 32 years with 4.6 years of relevant work experience. 68 

percent of the sample had bachelor’s degrees, 20 percent had master’s degrees, and 10 percent had only a high school diploma. The average 

employer size was 40,900 employees, ranging from small one person firms to employers with 2,300,000 employees.

Table 6. Summary Statistics for the United Kingdom Salary Sample

Source: Glassdoor Economic Research (Glassdoor.com/research)
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UK Gender Pay Gap
Figure 10 presents our estimates of the unadjusted and adjusted 

gender pay gap in UK salaries from Glassdoor. Column 1 shows 

the unadjusted pay gap with no statistical controls for differences 

between workers or jobs. Overall, there is a 17.9 percent 

unadjusted gap in base pay between males and females, and a 20.7 

percent gender pay gap in total compensation. 

UK Gender Pay Gap,
Before and After Adding Statistical Controls
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Figure 10. Overall UK Results: Estimates of the Unadjusted and Adjusted Gender Pay Gap for Comparable Workers 

Source: Glassdoor Economic Research (Glassdoor.com/research)

Applying controls for age, education and years of experience, 

the gender pay gap in column 2 shrinks to 12.9 percent for base 

pay, and 15.6 percent for total compensation. Finally adding in a 

rich set of controls for company and job title, in column 5 we find 

an adjusted gender pay gap of 5.0 percent for base pay, and 7.1 

percent for total compensation.
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What Explains the Gap?
Figure 11 shows the decomposition of the UK gender pay gap 

in Glassdoor salary data into the portion that is explained by 

differences in worker characteristics, and the portion that remains 

unexplained due either to unobserved factors or subtle forms of 

workplace bias and discrimination. 

Of the overall 17.9 percent gender gap in base pay, 10.9 percent 

is explained by differences in worker characteristics, while the 

remaining 7.0 percent is unexplained. This finding means that 

about 61 percent (10.9/17.9 = 61 percent) of the overall UK gender 

pay gap in base pay is explained by worker characteristics. The 

remaining 39 percent is unexplained, and due to differences in 

the way the labor market rewards men and women with the same 

characteristics.

Of the 61 percent of the gender gap that is explained, 37 percent 

is due to sorting of men and women into different industries and 

occupations, while just 23 percent is due to differences in education 

and experience between males and females.24 Put differently, 

individual worker characteristics explain only about one quarter of 

the UK gender pay gap. By contrast, the fact that men and women 

systematically work in different roles explains almost 40 percent. 

UK Explained and Unexplained Gender Pay Gap
(Oaxaca-Blinder Decomposition) 
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Figure 11. Decomposing the UK Gender Pay Gap into 
Explained and Unexplained Portions

Source: Glassdoor Economic Research (Glassdoor.com/research)
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The Office of National Statistics estimates that the Canadian gender 

pay gap is roughly 13 percent in 2017.25 In our sample of Glassdoor 

salary data, we find a slightly higher gender pay gap reported online 

by Canadian employees. 

For our analysis, we use a sample of 21,008 Glassdoor salaries 

reported by Canadian employees. As in our U.S. sample we restrict 

our analysis to workers over age 16 working full time for whom we 

have basic demographic information such as age, education and  

years of experience. 

In our Glassdoor Canada salary sample, the average base pay was 

$64,966 per year for men and $54,740 for women. That amounts to 

a gender pay gap of $10,277 in base pay between men and women. In 

terms of median pay the Canadian gender gap is 16.1 percent. That 

amounts to Canadian women earning roughly 84 cents for every 

dollar earned by men on average. The unadjusted gender pay gap for 

Canada
total compensation in Canada is slightly higher compared to base pay: 

18.2 percent for median total pay.26

Table 7 provides a summary of the Canada sample used in our 

regression analysis. The sample contains 21,008 salaries reported from 

calendar years 2016 through 2018.27 The data contain information on 

approximately 5,496 unique Canadian employers and 4,755 job titles. 

The average base pay in the sample was $61,085, ranging from $21,000 

to a high of $672,000.28 Average total compensation was significantly 

higher at $69,030. The sample is 62 percent male and 38 percent 

female, and the average age (as of 2018) was 33 years with 4.7 years 

of relevant work experience. 70 percent of the sample had bachelor’s 

degrees, 19 percent had master’s degrees, and 8 percent had only a 

high school diploma. The average employer size was 49,200 employees, 

ranging from small one person firms to employers with 2,300,000 

employees.
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VARIABLE OBSERVATIONS MEAN
STANDARD
DEVIATION

MIN MAX

Year 21,008 n.a. n.a. 2016 2018

Base Salary 21,008 $61,085 $31,108 $21,000 $672,000

Total Compensation 21,008 $69,030 $49,717 $21,000 $1,614,000

Gender  (Male = 1) 21,008 0.62 0.49 0 1

Birth Year 21,008 1985 9 1927 2001

Years of Experience 21,008 4.7 5.4 0 46

Associate’s Degree 21,008 0.02 0.13 0 1

Bachelor’s Degree 21,008 0.70 0.46 0 1

High School Diploma 21,008 0.08 0.27 0 1

J.D. 21,008 0.00 0.01 0 1

Master’s Degree 21,008 0.19 0.39 0 1

M.B.A. 21,008 0.01 0.09 0 1

M.D. 21,008 0.00 0.01 0 1

Ph.D. 21,008 0.00 0.06 0 1

Firm Size
(# Employees) 21,008 49,200 191,400 1 2,300,000

Table 7. Summary Statistics for the Canada Salary Sample

Source: Glassdoor Economic Research (Glassdoor.com/research)
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Canada Gender Pay Gap
Figure 12 presents our estimates of the unadjusted and adjusted gender pay gap in Canada salaries from Glassdoor. Column 1 shows the 

unadjusted pay gap with no statistical controls for differences between workers or jobs. Overall, there is a 16.1 percent unadjusted gap in base 

pay between men and women, and a 18.2 percent gender pay gap in total compensation. 

Applying controls for age, education and years of experience, the gender pay gap in column 2 shrinks to 13.6 percent for base pay, and 15.7 

percent for total compensation. Finally adding in a rich set of controls for company and job title, in column 5 we find an adjusted gender pay 

gap of 4.0 percent for base pay, and 5.9 percent for total compensation.

Canada Gender Pay Gap,
Before and After Adding Statistical Controls
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Figure 12. Overall Canada Results: Estimates of the Unadjusted and Adjusted Gender Pay Gap for Comparable Workers

Source: Glassdoor Economic Research (Glassdoor.com/research)
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Canada Explained and Unexplained Gender Pay Gap
(Oaxaca-Blinder Decomposition) 
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What Explains the Gap?
Figure 13 shows the decomposition of the Canada gender pay 

gap in Glassdoor salary data into the portion that is explained by 

differences in worker characteristics, and the portion that remains 

unexplained due either to unobserved factors or subtle forms of 

workplace discrimination. 

Of the overall 16.1 percent gender gap in base pay, 10.0 percent (or 

62 percent of the total gap) is explained by differences in worker 

characteristics, while the remaining 6.1 percent (or 38 percent 

of the total gap) is unexplained. This finding means that about 62 

percent (10.0/16.1 = 62 percent) of the overall Canada gender 

pay gap in base pay is explained by worker characteristics. The 

remaining 38 percent is unexplained, and due to differences in 

the way the labor market rewards men and women with the same 

characteristics.

Of the roughly 62 percent of the gender gap that is explained, 

52 percent is due to sorting of men and women into different 

industries and occupations, while just 11 percent is due to 

differences in education and experience between males and 

females.29 Put differently, individual worker characteristics explain 

only 11 percent of the Canada gender pay gap. By contrast, the 

fact that men and women systematically work in different roles 

explains 52 percent—by far the largest factor explaining gender pay 

differences in our sample. 

Figure 13. Decomposing the Canada Gender Pay Gap into 
Explained and Unexplained Portions

Source: Glassdoor Economic Research (Glassdoor.com/research)
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The Australian Workplace Gender Equality Agency estimates that the 

Australian gender pay gap is roughly 16.2 percent in 2018.30 In our 

sample of Glassdoor salary data, we find a somewhat smaller gender 

pay gap reported online by Australian employees. 

For our analysis, we use a sample of 6,795 Glassdoor salaries reported 

by Australian employees. As in our U.S. sample we restrict our 

analysis to workers over age 16 working full time for whom we have 

basic demographic information such as age, education and years of 

experience. 

In our Glassdoor Australia salary sample, the average base pay was 

A$97,719 per year for men and A$84,005 for women. That amounts 

to a gender pay gap of A$13,714 in base pay between men and 

women. In terms of median pay the Australian gender gap is 15.1 

percent. That amounts to Australian women earning roughly 85 cents 

for every dollar earned by men on average. The unadjusted gender 

Australia
pay gap for total compensation is slightly higher than for base pay: 17.4 

percent for median total pay.31

Table 8 provides a summary of the Australia sample used in our 

regression analysis. It contains 6,795 salaries reported from calendar 

years 2016 through 2018.32 The data contain information on 

approximately 1,982 unique Australia employers and 1,901 job titles. 

The average base pay in the sample was A$93,085, ranging from 

A$35,500 to a high of A$1,428,000.33 Average total compensation was 

somewhat higher at A$104,559. The sample is 66 percent male and 

34 percent female, and the average age (as of 2018) was 33 years with 

5.5 years of relevant work experience. 68 percent of the sample had 

bachelor’s degrees, 22 percent had master’s degrees, and 8 percent 

had only a high school diploma. The average employer size was 43,442 

employees, ranging from small two-person firms to employers with 

2,300,000 employees.
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Source: Glassdoor Economic Research (Glassdoor.com/research)

VARIABLE OBSERVATIONS MEAN
STANDARD
DEVIATION

MIN MAX

Year 6,795 n.a. n.a. 2016 2018

Base Salary 6,795 $93,085 $48,455 $35,500 $1,428,000

Total Compensation 6,795 $104,559 $84,969 $36,000 $4,390,000

Gender  (Male = 1) 6,795 0.66 0.47 0 1

Birth Year 6,795 1985 8 1932 2000

Years of Experience 6,795 5.5 5.5 0 60

Associate’s Degree 6,795 0.01 0.09 0 1

Bachelor’s Degree 6,795 0.68 0.47 0 1

High School Diploma 6,795 0.08 0.27 0 1

J.D. 6,795 0.00 0.02 0 1

Master’s Degree 6,795 0.22 0.41 0 1

M.B.A. 6,795 0.01 0.09 0 1

M.D. 6,795 0.00 0.00 0 1

Ph.D. 6,795 0.00 0.05 0 1

Firm Size
(# Employees) 6,795 43,442 87,190 2 2,300,000

Table 8. Summary Statistics for the Australia Salary Sample
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Australia Gender Pay Gap,
Before and After Adding Statistical Controls

 

 

 
 

 

 

10.5%

12.8%

 

 

0% 

5% 

10% 

15% 

20% 

25% 

15.1%

17.4%

No Controls.

4.1%

6.5%

Adding
FRPSDQ\�VSHFLĆF

controls.

6.2%

8.7%

Adding controls for
industry, occupation,

PHWUR��\HDU�DQG�ĆUP�VL]H�

Adding controls for
age, education and

years of experience.

5.4%

3.1%

 

Adding
MRE�WLWOH�VSHFLĆF

controls.

Base Pay Total Compensation

Australia Gender Pay Gap
Figure 14 presents our estimates of the unadjusted and adjusted gender pay gap in Australia salaries from Glassdoor. Column 1 shows the 

unadjusted pay gap with no statistical controls for differences between workers or jobs. Overall, there is a 15.1 percent unadjusted gap in base 

pay between males and females, and a 17.4 percent gender pay gap in total compensation. 

Applying controls for age, education and years of experience, the gender pay gap in column 2 shrinks to 10.5 percent for base pay, and 12.8 

percent for total compensation. Finally adding in a rich set of controls for company and job title, in column 5 we find an adjusted gender pay 

gap of 3.1 percent for base pay, and 5.4 percent for total compensation.

Figure 14. Overall Australia Results: Estimates of the Unadjusted and Adjusted Gender Pay Gap for Comparable Workers

Source: Glassdoor Economic Research (Glassdoor.com/research)



P
R

O
G

R
E

S
S

 O
N

 T
H

E
 G

E
N

D
E

R
 P

A
Y

 G
A

P
: 

2
0

1
9

43

Australia Explained and Unexplained Gender Pay Gap
(Oaxaca-Blinder Decomposition) 
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What Explains the Gap?
Figure 15 shows the decomposition of the Australia gender pay 

gap in Glassdoor salary data into the portion that is explained by 

differences in worker characteristics, and the portion that remains 

unexplained due either to unobserved factors or subtle forms of 

workplace discrimination. 

Of the overall 15.1 percent gender gap in base pay, 9.2 percent (or 

61 percent of the total gap) is explained by differences in worker 

characteristics, while the remaining 5.9 percent (or 39 percent 

of the total gap) is unexplained. This finding means that about 61 

percent (9.2/15.1 = 61 percent) of the overall Australia gender 

pay gap in base pay is explained by worker characteristics. The 

remaining 39 percent is unexplained, and due to differences in 

the way the labor market rewards men and women with the same 

characteristics.

Of the roughly 61 percent of the gender gap that is explained, 

37 percent is due to sorting of men and women into different 

industries and occupations, while just 24 percent is due to 

differences in education and experience between men and women. 

Put differently, individual worker characteristics explain only 

about one-fourth of the Australia gender pay gap. By contrast, the 

fact that men and women systematically work in different roles 

explains 37 percent—by far the largest factor explaining gender 

pay differences in our sample. 

Figure 15. Decomposing the Australia Gender Pay Gap into 
Explained and Unexplained Portions

Source: Glassdoor Economic Research (Glassdoor.com/research)
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The Ministry of Manpower estimates that the Singaporean gender 

pay gap is 11.8 percent in 2018.34 In our sample of Glassdoor salary 

data, we find a larger gender pay gap reported online by Singaporean 

employees. 

For our analysis, we use a sample of 5,096 Glassdoor salaries reported 

by Singaporean employees. As in our U.S. sample we restrict our 

analysis to workers over age 16 working full time for whom we have 

basic demographic information such as age, education and years of 

experience. 

In our Glassdoor Singapore salary sample, the average base pay was 

$71,631 per year for men and $61,653 for women. That amounts to 

a gender pay gap of $9,978 in base pay between men and women. In 

terms of median pay the Singapore gender gap is 12.8 percent. That 

amounts to Singaporean women earning roughly 87 cents for every 

Singapore
dollar earned by men on average. The unadjusted gender pay gap for 

total compensation in Singapore is slightly higher than for base pay: 13.3 

percent for median total pay.35

Table 9 provides a summary of the Singapore sample used in our 

regression analysis. The sample contains 5,096 salaries reported from 

calendar years 2016 through 2018.36 The data contain information on 

approximately 1,477 unique Singaporean employers and 1,656 job titles. 

The average base pay in the sample was $68,391, ranging from $2,000 

to a high of $864,000.37 Average total compensation was higher at 

$82,925. The sample is 68 percent male and 32 percent female, and the 

average age (as of 2018) was 32 years with 4.8 years of relevant work 

experience. 67 percent of the sample had bachelor’s degrees, 27 percent 

had master’s degrees, and 4 percent had only a high school diploma. The 

average employer size was 51,127 employees, ranging from small two-

person firms to employers with 2,300,000 employees.
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Table 9. Summary Statistics for the Singapore Salary Sample

Source: Glassdoor Economic Research (Glassdoor.com/research)

VARIABLE OBSERVATIONS MEAN
STANDARD
DEVIATION

MIN MAX

Year 5,096 n.a. n.a. 2016 2018

Base Salary 5,096 $68,391 $49,189 $2,000 $864,000

Total Compensation 5,096 $82,925 $114,826 $2,000 $5,840,000

Gender  (Male = 1) 5,096 0.68 0.47 0 1

Birth Year 5,096 1986 6 1928 1999

Years of Experience 5,096 4.8 4.9 0 60

Associate’s Degree 5,096 0.00 0.06 0 1

Bachelor’s Degree 5,096 0.67 0.47 0 1

High School Diploma 5,096 0.04 0.20 0 1

J.D. 5,096 0.00 0.00 0 1

Master’s Degree 5,096 0.27 0.44 0 1

M.B.A. 5,096 0.01 0.09 0 1

M.D. 5,096 0.00 0.02 0 1

Ph.D. 5,096 0.00 0.07 0 1

Firm Size
(# Employees) 5,096 51,127 91,470 2 2,300,000
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Singapore Gender Pay Gap
Figure 16 presents our estimates of the unadjusted and adjusted gender pay gap in Singapore salaries from Glassdoor. Column 1 shows the 

unadjusted pay gap with no statistical controls for differences between workers or jobs. Overall, there is a 12.8 percent unadjusted gap in base 

pay between males and females, and a 13.3 percent gender pay gap in total compensation. 

Applying controls for age, education and years of experience, the gender pay gap in column 2 shrinks to 5.9 percent for base pay, and 6.2 

percent for total compensation. Finally adding in a rich set of controls for company and job title, in column 5 we find an adjusted gender pay 

gap of 5.2 percent for base pay, and 6.0 percent for total compensation.

Figure 16. Overall Singapore Results: Estimates of the Unadjusted and Adjusted Gender Pay Gap for Comparable Workers

Singapore Gender Pay Gap,
Before and After Adding Statistical Controls
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Source: Glassdoor Economic Research (Glassdoor.com/research)
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What Explains the Gap?
Figure 17 shows the decomposition of the Singapore gender pay 

gap in Glassdoor salary data into the portion that is explained 

by differences in worker characteristics, and the portion that 

remains unexplained due either to unobserved factors or subtle 

forms of workplace discrimination. 

Of the overall 12.8 percent gender gap in base pay, 7.7 percent 

(or 60 percent of the total gap) is explained by differences in 

worker characteristics, while the remaining 5.1 percent (or 40 

percent of the total gap) is unexplained. This finding means that 

about 60 percent (7.7/12.8= 60 percent) of the overall Singapore 

gender pay gap in base pay is explained by worker characteristics. 

The remaining 40 percent is unexplained, and due to differences 

in the way the labor market rewards men and women with the 

same characteristics.

Of the roughly 60 percent of the gender gap that is explained, 

16 percent is due to sorting of men and women into different 

industries and occupations, while 45 percent is due to differences 

in education and experience between males and females. Put 

differently, individual worker characteristics explain 45 percent 

of the Singapore gender pay gap. By contrast, the fact that men 

and women systematically work in different roles explains only 

16 percent.

Figure 17. Decomposing the Singapore Gender Pay Gap into 
Explained and Unexplained Portions

Singapore Explained and Unexplained Gender Pay Gap
(Oaxaca-Blinder Decomposition) 
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Germany’s Federal Statistical Office (Destatis) estimates that the 

German gender pay gap is roughly 21.0 percent in 2017.38 In our 

sample of Glassdoor salary data, we find a slightly higher gender pay 

gap reported online by German employees. 

For our analysis, we use a sample of 4,794 Glassdoor salaries 

reported by German employees. As in our U.S. sample we restrict our 

analysis to workers over age 16 working full time for whom we have 

basic demographic information such as age, education and years of 

experience. 

In our Glassdoor Germany salary sample, the average base pay was 

€60,303 per year for men and €48,072 for women. That amounts to 

a gender pay gap of €12,231 in base pay between men and women. 

In terms of median pay the German gender gap is 22.3 percent. That 

amounts to German women earning roughly 78 cents for every euro 

Germany
earned by men on average. The unadjusted gender pay gap for total 

compensation in Germany is slightly higher than for base pay: 25.1 

percent for median total pay.39

Table 10 provides a summary of the Germany sample used in our 

regression analysis. The sample contains 4,794 salaries reported from 

calendar years 2016 through 2018.40 The data contains information on 

approximately 1,680 unique German employers and 1,420 job titles. 

The average base pay in the sample was €57,157, ranging from €17,040 

to a high of €534,000.41 Average total compensation was higher at 

€63,351. The sample is 74 percent male and 26 percent female, and the 

average age (as of 2018) was 33 years with 5.3 years of relevant work 

experience. 61 percent of the sample had bachelor’s degrees, 28 percent 

had master’s degrees, and 6 percent had only a high school diploma. The 

average employer size was 50,600 employees, ranging from small one-

person firms to employers with 1,300,000 employees.
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Table 10. Summary Statistics for the Germany Salary Sample

Source: Glassdoor Economic Research (Glassdoor.com/research)

VARIABLE OBSERVATIONS MEAN
STANDARD
DEVIATION

MIN MAX

Year 4,794 n.a. n.a. 2016 2018

Base Salary 4,794 €57,157 €26,149 €17,040 €534,000

Total Compensation 4,794 €63,351 €36,937 €17,400 €534,000

Gender  (Male = 1) 4,794 0.74 0.44 0 1

Birth Year 4,794 1985 7 1926 2001

Years of Experience 4,794 5.3 5.3 0 38

Associate’s Degree 4,794 0.01 0.10 0 1

Bachelor’s Degree 4,794 0.61 0.49 0 1

High School Diploma 4,794 0.06 0.23 0 1

J.D. 4,794 0.00 0.05 0 1

Master’s Degree 4,794 0.28 0.45 0 1

M.B.A. 4,794 0.03 0.17 0 1

M.D. 4,794 0.00 0.03 0 1

Ph.D. 4,794 0.01 0.12 0 1

Firm Size
(# Employees) 4,794 50,600 102,604 1 1,300,000



P
R

O
G

R
E

S
S

 O
N

 T
H

E
 G

E
N

D
E

R
 P

A
Y

 G
A

P
: 

2
0

1
9

50

Germany Gender Pay Gap
Figure 18 presents our estimates of the unadjusted and adjusted gender pay gap in German salaries from Glassdoor. Column 1 shows the 

unadjusted pay gap with no statistical controls for differences between workers or jobs. Overall, there is a 22.3 percent unadjusted gap in base 

pay between men and women, and a 25.1 percent gender pay gap in total compensation. 

Applying controls for age, education and years of experience, the gender pay gap in column 2 shrinks to 15.3 percent for base pay, and 17.7 

percent for total compensation. Finally adding in a rich set of controls for company and job title, in column 5 we find an adjusted gender pay 

gap of 6.4 percent for base pay, and 8.2 percent for total compensation.

Figure 18. Overall Germany Results: Estimates of the Unadjusted and Adjusted Gender Pay Gap for Comparable Workers 

Germany Gender Pay Gap,
Before and After Adding Statistical Controls
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What Explains the Gap?
Figure 19 shows the decomposition of the German gender pay 

gap in Glassdoor salary data into the portion that is explained 

by differences in worker characteristics, and the portion that 

remains unexplained due either to unobserved factors or subtle 

forms of workplace bias and discrimination. 

Of the overall 22.3 percent gender gap in base pay, 12.3 percent 

(or 55 percent of the total gap) is explained by differences in 

worker characteristics, while the remaining 10.0 percent (or 45 

percent of the total gap) is unexplained. This finding means that 

about 55 percent (12.3/22.3 = 55 percent) of the overall Germany 

gender pay gap in base pay is explained by worker characteristics. 

The remaining 45 percent is unexplained, and due to differences 

in the way the labor market rewards men and women with the 

same characteristics.

Of the roughly 55 percent of the gender gap that is explained, 

29 percent is due to sorting of men and women into different 

industries and occupations, while 26 percent is due to differences 

in education and experience between males and females. Put 

differently, individual worker characteristics explain only about 

26 percent of the Germany gender pay gap, comparable to 

our findings in the UK and Australia. By contrast, the fact that 

men and women systematically work in different roles explains 

29 percent—the single largest factor explaining gender pay 

differences in our sample.

Figure 19. Decomposing the Germany Gender Pay Gap into  
Explained and Unexplained Portions

Germany Explained and Unexplained Gender Pay Gap
(Oaxaca-Blinder Decomposition) 
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The European Commission’s statistical office (Eurostat) estimates 

that the French gender pay gap was roughly 15.4 percent in 2017.42  

In our sample of Glassdoor salary data, we find a lower gender pay  

gap reported online by French employees. 

For our analysis, we use a sample of 3,471 Glassdoor salaries 

reported by French employees. As in our U.S. sample we restrict our 

analysis to workers over age 16 working full time for whom we have 

basic demographic information such as age, education and years of 

experience. 

In our Glassdoor France salary sample, the average base pay was 

€51,254 per year for men and €45,279 for women. That amounts to 

a gender pay gap of €5,974 in base pay between men and women. In 

terms of median base pay the French gender gap is 11.6 percent. That 

amounts to French women earning roughly 88 cents for every euro 

France
earned by men on average. The unadjusted gender pay gap for median 

total compensation in France is 12.3 percent.43

Table 11 provides a summary of the France sample used in our 

regression analysis. The sample contains 3,471 salaries reported from 

calendar years 2016 through 2018.44 The data contain information on 

approximately 1,323 unique France employers and 1,012 job titles. The 

average base pay in the sample was €49,515, ranging from €19,340 to  

a high of €790,000.45 Average total compensation was slightly higher  

at €55,272. The sample is 71 percent male and 29 percent female, and 

the average age (as of 2018) was 32 years with 4.9 years of relevant 

work experience. 51 percent of the sample had Bachelor’s degrees,  

42 percent had Master’s degrees, and 4 percent had only a high school 

diploma. The average employer size was 49,500 employees, ranging 

from small one-person firms to employers with 627,000 employees.
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Table 11. Summary Statistics for the France Salary Sample

Source: Glassdoor Economic Research (Glassdoor.com/research)

VARIABLE OBSERVATIONS MEAN
STANDARD
DEVIATION

MIN MAX

Year 3,471 n.a. n.a. 2016 2018

Base Salary 3,471 €49,515 €36,568 €19,340 €790,000

Total Compensation 3,471 €55,272 €46,941 €19,340 €950,018

Gender  (Male = 1) 3,471 0.71 0.45 0 1

Birth Year 3,471 1986 7 1933 2000

Years of Experience 3,471 4.9 5.1 0 40

Associate’s Degree 3,471 0.01 0.08 0 1

Bachelor’s Degree 3,471 0.51 0.50 0 1

High School Diploma 3,471 0.04 0.20 0 1

J.D. 3,471 0.00 0.02 0 1

Master’s Degree 3,471 0.42 0.49 0 1

M.B.A. 3,471 0.01 0.12 0 1

M.D. 3,471 0.01 0.08 0 1

Ph.D. 3,471 0.00 0.05 0 1

Firm Size
(# Employees) 3,471 49,500 91,800 1 627,000
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France Gender Pay Gap
Figure 20 presents our estimates of the unadjusted and adjusted gender pay gap in France salaries from Glassdoor. Column 1 shows the 

unadjusted pay gap with no statistical controls for differences between workers or jobs. Overall, there is a 11.6 percent unadjusted gap in base 

pay between men and women, and a 12.3 percent gender pay gap in total compensation. Applying controls for age, education and years of 

experience, the gender pay gap in column 2 shrinks to 7.6 percent for base pay, and 7.7 percent for total compensation. Finally adding in a rich 

set of controls for company and job title, in column 5 we find an adjusted gender pay gap of 3.7 percent for base pay, and 3.8 percent for total 

compensation.

Figure 20. Overall France Results: Estimates of the Unadjusted and Adjusted Gender Pay Gap for Comparable Workers

France Gender Pay Gap,
Before and After Adding Statistical Controls
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What Explains the Gap?
Figure 21 shows the decomposition of the France gender pay 

gap in Glassdoor salary data into the portion that is explained 

by differences in worker characteristics, and the portion that 

remains unexplained due either to unobserved factors or subtle 

forms of workplace bias and discrimination. 

Of the overall 11.6 percent gender gap in base pay, 5.4 percent 

(or 46 percent of the total gap) is explained by differences in 

worker characteristics, while the remaining 6.2 percent (or 54 

percent of the total gap) is unexplained. This finding means that 

about 46 percent (5.4/11.6 = 46 percent) of the overall France 

gender pay gap in base pay is explained by worker characteristics. 

The remaining 53 percent is unexplained, and due to differences 

in the way the labor market rewards men and women with the 

same characteristics.

Of the roughly 46 percent of the gender gap that is explained, 

16 percent is due to sorting of men and women into different 

industries and occupations, while 30 percent is due to differences 

in education and experience between men and women. Put 

differently, individual worker characteristics explain about 30 

percent of the France gender pay gap, which is significantly larger 

compared to our findings in the UK and Germany. By contrast, the 

fact that men and women systematically work in different roles 

explains only 16 percent.

Figure 21. Decomposing the France Gender Pay Gap into  
Explained and Unexplained Portions

France Explained and Unexplained Gender Pay Gap
(Oaxaca-Blinder Decomposition) 
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The European Commission’s statistical office (Eurostat) estimates 

that the gender pay gap in the Netherlands was roughly 15.2 percent 

in 2017.46 In our sample of Glassdoor salary data, we find a higher 

gender pay gap reported online by Dutch employees. 

For our analysis, we use a sample of 2,514 Glassdoor salaries 

reported by Dutch employees. As in our U.S. sample we restrict our 

analysis to workers over age 16 working full time for whom we have 

basic demographic information such as age, education and years of 

experience. 

In our Glassdoor Netherlands salary sample, the average base pay was 

€53,644 per year for men and €44,483 for women. That amounts to 

a gender pay gap of €9,161 in base pay between men and women. In 

terms of median base pay the Dutch gender pay gap is 18.9 percent. 

That amounts to Dutch women earning roughly 81 cents for every 

The Netherlands
euro earned by men on average. The unadjusted gender pay gap for 

median total compensation in the Netherlands is somewhat larger,  

at 22.9 percent.47

Table 12 provides a summary of the Netherlands sample used in our 

regression analysis. The sample contains 2,514 salaries reported from 

calendar years 2016 through 2018.48 The data contains information 

on approximately 955 unique Dutch employers and 957 job titles. The 

average base pay in the sample was €51,315, ranging from €18,444 to  

a high of €372,000.49 Average total compensation was slightly higher  

at €58,025. The sample is 75 percent male and 25 percent female, and 

the average age (as of 2018) was 34 years with 5.7 years of relevant 

work experience. 59 percent of the sample had Bachelor’s degrees,  

34 percent had Master’s degrees, and 5 percent had only a high school 

diploma. The average employer size was 76,671 employees, ranging 

from small two-person firms to employers with 623,000 employees.
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Table 12. Summary Statistics for the Netherlands Salary Sample

Source: Glassdoor Economic Research (Glassdoor.com/research)

VARIABLE OBSERVATIONS MEAN
STANDARD
DEVIATION

MIN MAX

Year 2,514 n.a. n.a. 2016 2018

Base Salary 2,514 €51,315 €26,545 €18,444 €372,000

Total Compensation 2,514 €58,025 €37,994 €18444 €565,200

Gender  (Male = 1) 2,514 0.75 0.44 0 1

Birth Year 2,514 1984 8 1930 1999

Years of Experience 2,514 5.7 5.9 0 40

Associate’s Degree 2,514 0.01 0.08 0 1

Bachelor’s Degree 2,514 0.59 0.49 0 1

High School Diploma 2,514 0.05 0.21 0 1

J.D. 2,514 0.00 0.00 0 1

Master’s Degree 2,514 0.34 0.47 0 1

M.B.A. 2,514 0.01 0.02 0 1

M.D. 2,514 0.01 0.10 0 1

Ph.D. 2,514 0.01 0.10 0 1

Firm Size
(# Employees) 2,514 38,015 76,671 2 623,000
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Netherlands Gender Pay Gap
Figure 22 presents our estimates of the unadjusted and adjusted gender pay gap in Dutch salaries from Glassdoor. Column 1 shows the 

unadjusted pay gap with no statistical controls for differences between workers or jobs. Overall, there is a 18.9 percent unadjusted gap  

in base pay between men and women, and a 22.9 percent gender pay gap in total compensation. 

Applying controls for age, education and years of experience, the gender pay gap in column 2 shrinks to 9.6 percent for base pay, and 13.4 

percent for total compensation. Finally adding in a rich set of controls for company and job title, in column 5 we find an adjusted gender pay 

gap of 6.6 percent for base pay, and 8.0 percent for total compensation.

Figure 22. Overall Netherlands Results: Estimates of the Unadjusted and Adjusted Gender Pay Gap for Comparable Workers

Netherlands Gender Pay Gap,
Before and After Adding Statistical Controls
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What Explains the Gap?
Figure 23 shows the decomposition of the Netherlands gender 

pay gap in Glassdoor salary data into the portion that is explained 

by differences in worker characteristics, and the portion that 

remains unexplained due either to unobserved factors or subtle 

forms of workplace bias and discrimination. 

Of the overall 18.9 percent gender gap in base pay, 10.3 percent 

(or 54 percent of the total gap) is explained by differences in 

worker characteristics, while the remaining 8.6 percent (or 

46 percent of the total gap) is unexplained. This finding means 

that about 54 percent (10.3/18.9 = 54 percent) of the overall 

Netherlands gender pay gap in base pay is explained by worker 

characteristics. The remaining 46 percent is unexplained, and 

due to differences in the way the labor market rewards men and 

women with the same characteristics.

Of the roughly 54 percent of the gender gap that is explained, 

12 percent is due to sorting of men and women into different 

industries and occupations, while 43 percent is due to differences 

in education and experience between men and women. Put 

differently, individual worker characteristics explain about 

43 percent of the gender pay gap in the Netherlands, which 

is significantly larger compared to our findings in the UK 

and Germany. By contrast, the fact that men and women 

systematically work in different roles explains only 12 percent.

differences in our sample.

Figure 23. Decomposing the Netherlands Gender Pay Gap into  
Explained and Unexplained Portions

Netherlands Explained and Unexplained Gender Pay Gap
(Oaxaca-Blinder Decomposition) 
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Our latest analysis shows the gender pay gap remains real, 

both in the U.S. and around the world. Even after statistically 

comparing workers with similar job titles and employers, with 

comparable education, experience and locations, we still find a 

large and statistically significant difference between male and 

female pay in all eight countries we examined. 

Before any statistical controls, men earn on average between 

11.6 percent and 22.3 percent more than women across the eight 

countries we examined, ranging from the smallest unadjusted 

gender pay gap in France (11.6 percent) to the largest in Germany 

(22.3 percent).

Once we’ve statistically controlled for every difference we’re able 

to observe between men and women, we still find an adjusted 

gender pay gap, ranging from 3.1 percent in Australia to 6.6 

percent in the Netherlands. That amounts to women earning on 

average between 93 cents and 97 cents per dollar earned by men. 

Although those gaps are smaller than appears from a simple 

comparison of average male and female pay, they represent a 

large and statistically significant gap between male and female 

earnings all over the world. 

Conclusion: Pay Gaps 
Around the World
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How do these findings compare to 2016?
The adjusted gender pay gap has narrowed in four of the five 

countries we analyzed in our 2016 study. In the United States, the 

United Kingdom, France and Australia, the gender pay gap has 

improved since 2016. The one exception is Germany, whose adjusted 

gender pay gap increased slightly from 5.5 percent to 6.4 percent. 

In the U.S., the industries with the largest gender pay gap have shifted 

somewhat since 2016. In our last study, the health care and insurance 

industries were tied for largest adjusted pay gap, both at 7.2 percent. 

Today, we find the media and retail sectors have the largest pay gap 

in Glassdoor data, both at 6.4 percent. Among industries with the 

smallest pay gaps, aerospace & defense—which had the smallest gap 

in our 2016 study—saw a slight increase in pay gap from 2.5 percent 

to 2.9 percent. Today, the biotech & pharmaceutical industry has the 

smallest gap (2.2 percent) in our sample. 

The biggest factor contributing to the gender pay gap in most 

countries continues to be occupational and industry sorting. In our 

2016 study, women and men working in differently paying jobs in 

the economy explained 54 percent of the overall U.S. pay gap. Our 

updated analysis shows that percentage has increased to 56.5 

percent. The percentage of the gap due to differences in education 

and experience has actually fallen, 14 percent to 8 percent. Societal 

pressures diverting women and men into different career paths 

remains the most important driver of the pay gap in most countries.

Despite evidence that occupational and industry sorting is a key 

driver of the pay gap, much popular discussion of pay equity focuses 

on choices individual women make in their own careers. The idea 

of a “confidence gap”—the notion that women could achieve more 

if they were more self-confident at work—is a commonly discussed 

barrier to pay equity today. Is there really a confidence gap? And 

does it show up in the salaries men and women aim for during the 

job search? 

In the following section, we use unique data from Glassdoor to 

explore that issue, providing the first-ever analysis of gender pay 

gaps among real-world job applications on Glassdoor, and show 

whether that can explain much of today’s gender pay gap.
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IV.  
Do Women Ask 
for Equal Pay for 
Equal Work?
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Introduction
In recent years, there has been much discussion of the 

“confidence gap” between men and women at work. But it is not 

well understood whether that gap–if real–may contribute to the 

gender pay gap. In this section, we analyze a unique data set of 

real-world job applications from Glassdoor to examine whether 

a salary confidence gap exists. Do women apply to jobs with 

lower salaries than men, or not?

If a salary confidence gap were real, it would be a potentially 

powerful mechanism by which differences in confidence 

between women and men could translate into a pay gap. If 

women are less confident about themselves as job applicants, 

they may avoid applying to higher-paying jobs, even if they are 

equally qualified. That fact alone could lead to a large pay gap 

over time. 

Glassdoor data offer a unique ability to answer this question. 

Glassdoor’s job search product exposes salary estimates to 

candidates before they decide to apply, allowing them to 

incorporate salary expectations into their job search decisions 

in a way that’s not possible in other job search settings. 

Additionally, because of the high volume of data Glassdoor 

collects, we are able to control for detailed user and job 

characteristics to estimate an adjusted salary confidence gap 

and answer the question: are women today seeking out equal 

pay for equal work?
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Data 
As one of the world’s largest jobs and recruiting sites, Glassdoor 

is the starting place for millions of job applications every month. 

For this analysis, we focus on job applications started on Glass-

door in the United States in 2018. We restrict our sample to 

records for which we have complete demographic information 

on applicants, including age, gender and education as well as 

information on the job listing, including job title and salary esti-

mate. We also use user-submitted salary information to under-

stand users’ current base pay. All pay data in this analysis are for 

base pay only, and do not include other types of compensation.

Table 13 shows summary statistics for the data used in our 

analysis. It consists of 300,256 job applications started on 

Glassdoor. It is largely similar to the dataset of salaries used in 

the previous section to analyze the gender pay gap. This sample 

is made up of slightly more men compared to that dataset 

(56 percent compared to 54 percent) and has higher levels of 

educational attainment (23 percent hold graduate degrees 

compared to 18 percent). This over-representation may reflect 

more willingness among college-educated workers to apply 

to jobs online, compared to their willingness to share salary 

information.

In Table 13, “applied salary” refers to the salary estimate for the 

job that the user applied to. By contrast, “current salary” refers 

to the user’s own self-reported salary.
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Table 13: Summary Statistics for the Job Applications Used in Our Analysis

Source: Glassdoor Economic Research (Glassdoor.com/research)

VARIABLE OBSERVATIONS MEAN
STANDARD
DEVIATION

MIN MAX

Applied Salary 300,256 $83,287 $37,904 $15,000 $445,000

Current Salary 300,256 $62,763 $33,898 $10,300 $570,671

Gender  (Male = 1) 300,256 0.56 0.50 0 1

Age (2018) 300,256 35.2 9.8 19 79

Years of Experience 300,256 5.4 6.0 0 40

Associate’s Degree 300,256 0.03 0.16 0 1

Bachelor’s Degree 300,256 0.67 0.47 0 1

High School Diploma 300,256 0.08 0.26 0 1

J.D. 300,256 0.00 0.04 0 1

Master’s Degree 300,256 0.20 0.40 0 1

M.B.A. 300,256 0.02 0.14 0 1

M.D. 300,256 0.00 0.02 0 1

Ph.D. 300,256 0.01 0.08 0 1

Firm Size
(# Employees) 300,256 31,400 95,600 1 2,300,000
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Findings
In the previous section, we showed the overall U.S. pay gap is 

21.4 percent, or that women earn roughly 79 cents for every 

dollar men earn. We find a similar gap in the salaries men and 

women apply to on Glassdoor. Men apply to jobs with salaries 

that are $13,635 higher on average, a gap of 18.3 percent. 

At first glance, this seems to suggest that a “confidence gap” 

may be a key driver of the gender pay gap, in which men seek 

out higher pay in new jobs. However, self-confidence is not 

the only driver of salary expectations: Men and women also 

may have different levels of education and experience, or 

work in different jobs and industries with different pay scales. 

To conclude there really is a pay gap in job applications, it’s 

important to compare only similar men and women.  

For example, the salary confidence gap between men and 

women varies widely based on the industry of the jobs men 

and women apply to. In Table 14, we show that, even though 

men overall apply to higher-paying jobs than women, the size 

of the gap varies from industry to industry. Men applying to 

jobs in the accounting & legal industry aim for jobs that pay 

$15,221 (18.6 percent) more than women, whereas men 

apply to jobs in the restaurant, bars & food service industry 

that pay only $3,565 (7.0 percent) more.
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Table 14: Average Salaries Men and Women Apply to by Industry

Source: Glassdoor Economic Research (Glassdoor.com/research)

INDUSTRY MEN WOMEN UNADJUSTED GAP ($)
UNADJUSTED GAP  

(% OF MALE PAY)

Accounting and Legal $81,812 $66,592 $15,221 18.6%

Finance $86,803 $70,767 $16,036 18.5%

Health Care $71,802 $58,741 $13,061 18.2%

Travel and Tourism $66,594 $55,724 $10,870 16.3%

1RQ�3URĆW $67,006 $56,216 $10,790 16.1%

Retail $64,670 $54,284 $10,387 16.1%

Media $82,676 $69,882 $12,793 15.5%

Real Estate $70,133 $59,468 $10,665 15.2%

Business Services $75,850 $64,589 $11,260 14.8%

Oil, Gas, Energy and Utilities $81,669 $69,977 $11,691 14.3%

Insurance $76,015 $65,281 $10,735 14.1%

Education $66,915 $57,865 $9,050 13.5%

Construction, Repair and  
Maintenance

$69,930 $60,619 $9,311 13.3%

Government $69,277 $60,298 $8,980 13.0%

Telecommunications $78,736 $68,972 $9,764 12.4%

Transportation and Logistics $65,474 $57,425 $8,049 12.3%

Information Technology $97,819 $86,248 $11,571 11.8%

Manufacturing $77,579 $68,784 $8,795 11.3%

Biotech and Pharmaceuticals $91,650 $81,287 $10,362 11.3%

Aerospace and Defense $81,608 $72,956 $8,653 10.6%

Arts, Entertainment and  
Recreation

$63,836 $57,772 $6,064 9.5%

Restaurants, Bars and Food Service $50,913 $47,348 $3,565 7.0%
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Overall, men make up a disproportionate share of applications to 

higher-paying jobs and industries, which inflates the size of the 

unadjusted salary confidence gap. In order to truly understand 

the salary confidence gap, we need to compare women and men 

with similar backgrounds applying to similar kinds of jobs.

In Figure 24, we show estimates for the salary confidence gap 

before and after statistical controls have been applied. Column 1 

is the unadjusted gap, indicating that men apply to jobs with 18.3 

percent higher salaries on average than women. Each subsequent 

column adds additional controls in order to show the size of the 

gap when comparing similar workers applying to similar jobs. 

Overall, the apparent salary confidence gap in job applicants 

shrinks as we get closer to making an apples-to-apples 

comparison between men and women. As shown in Column 

3 of Figure 24, after adding controls for “human capital” 

characteristics of workers like experience and education, as well 

as job characteristics like occupation and industry, the salary 

confidence gap shrinks to 3.9 percent. 

Most previous research on the salary confidence gap has only had 

access to the types of controls in Column 3 of Figure 24, not the 

more detailed controls available in Glassdoor data, which may 

overestimate the true salary confidence gap. In Columns 4 and 

5, we apply our most granular statistical controls for individual 

companies and job titles, which further reduces the salary 

confidence gap to 1.2 percent.

Figure 24: Little Evidence of a Salary Confidence Gap after Controls

Source: Glassdoor Economic Research (Glassdoor.com/research)

In Column 6, we add one final control: users’ self-reported current salary on 

Glassdoor. There are many unobservable characteristics of workers that may 

affect pay, such as work effort and ability, and these characteristics are partly 

incorporated into workers’ current salaries. After adding current salary as a 

control, the salary confidence gap narrows further to 0.7 percent. This can be 

interpreted as an upper bound on the effect of the salary confidence gap on 

the gender pay gap. This implies that a confidence gap in salary expectations  

is, at most, a small contributor to the total U.S. unadjusted gender pay gap of 

4.9 percent.
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Do Women Ask for Smaller Raises?
Comparing the salary workers aim for against their current 

salary helps us understand how women and men think about 

looking for pay raises. Much academic research has asked 

whether men are more likely to ask for raises than women,50 

but little evidence exists on whether women and men seek 

similarly sized raises when applying for new jobs.

Data from real-world job applications on Glassdoor show 

that women and men largely seek the same size percentage 

raises when they apply to new jobs. In Figure 25, we show 

that the median percentage raise men and women seek is 

equal—both at 33.3 percent.

Why is this important? Because similar percentage raises 

may imply that workers fixate on percentage raises instead 

of using their actual market value as their salary goal. This 

could propagate a gender pay gap from job to job as men 

and women move through their careers, turning a small pay 

gap early in careers into one that could last a lifetime—one 

reason policymakers are increasingly considering banning 

recruiters from asking applicants about their salary history.

Figure 25: Women and Men Seek Similar Percentage Raises 
for New Jobs on Glassdoor

Women and Men Seek Similar Percentage
Raises for New Jobs

Raise ($) Raise (%)

$19,000

$16,000
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Source: Glassdoor Economic Research (Glassdoor.com/research)
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Conclusion
Our analysis finds that there is a statistically significant but small 

0.7 percent salary confidence gap. That is, once we compare 

similar men and women applying to jobs on Glassdoor, there is a 

less than one percent gap in pay for jobs that men versus women 

apply to. This effect is small, and is not likely a primary driver of 

the overall gender pay gap. Taken together, data from Glassdoor 

show that women do ask for equal pay for equal work when 

applying to new jobs online.

One limitation of our research is that the job search on 

Glassdoor may differ from the overall labor market in one 

important way: Glassdoor exposes salary information to job 

candidates before they apply to jobs. As a result, candidates in 

our sample may have different pay information than workers 

in the economy as a whole. In other words, other job search 

methods where pay is less transparent may suffer from a 

larger salary confidence gap than what we see on Glassdoor.51 

However, our findings based on data from Glassdoor suggest 

that whatever salary confidence gap exists between men and 

women isn’t likely a main driver of today’s gender pay gap.
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V.  
Conclusion
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Three years have passed since our original study of the gender 

pay gap in Glassdoor salaries. What has changed?

We find the gender pay gap in the United States has narrowed 

in recent years but is still significant. In 2018, men as a group 

earned 21.4 percent more than women in the U.S., down from 

26.6 percent in 2011. When comparing women and men with 

similar experience and jobs, the adjusted pay gap in America 

has shrunk from 6.5 percent in 2011 to 4.6 percent in 2018. 

Similarly, in the United Kingdom we find the adjusted pay gap 

has fallen to 6.3 percent in 2018, down from 9.1 percent in 2014.

While these adjusted gaps may seem small, the accumulated 

impact on women’s lifetime earnings is very significant. 

Additionally, the presence of a gender pay gap is universal 

among all eight countries we analyzed. The unadjusted pay gap 

ranges from a high of 22.3 percent in Germany to a low of 11.6 

percent in France, while the adjusted pay gap ranges from a high 

of 6.6 percent in the Netherlands to 3.1 percent in Australia.

Using unique data from job applications on Glassdoor, we also 

examined the salary confidence gap between men and women. 

We found that, after applying statistical controls, women largely 

ask for equal pay for equal work when applying to jobs online. 

Men do seek out jobs that pay a statistically significant 0.7 

percent higher than those for women. However, the effect is too 

small to be an important driver of the adjusted U.S. pay gap of 

4.6 percent.
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How Can We Do Better?
The progress on the gender pay gap in the last 3 years is encouraging. 

But sustained action from business, government and individuals 

will be required to meet our most optimistic projections of closing 

the gap within the next twenty years.

For job seekers, the most important tool for achieving pay equity is 

knowledge. Understanding one’s own market value helps workers 

seek out and negotiate higher salaries. Research shows, however, 

that many candidates look for salary information from people 

like them, or simply by using mental rules of thumb. Incomplete 

information or subconscious biases can result in workers 

inadvertently propagating the pay gap themselves. Our analysis 

of job applicants on Glassdoor shows there isn’t a large gap in 

salary expectations between men and women, suggesting that pay 

transparency can help close the pay gap if workers take advantage 

of online pay information.52 Seeking out and sharing information 

more widely can be a valuable way for individual workers to 

contribute to closing the pay gap.

For employers, a key finding of our study is that sharing salary 

information directly with candidates can be a powerful cultural 

differentiator in a tight labor market, and can also help close the 

pay gap. Second, although education and experience are becoming 

less of a factor behind the gender pay gap, occupational and 

industry sorting remain significant causes. That suggests that 

employers should be consistently re-evaluating hiring pipelines to 

ensure that they are attracting, hiring and retaining diverse talent 

pools. Finally, because occupational sorting is such an important 

driver of the pay gap, it’s important for employers to promote 

workplace policies that allow flexibility in work hours and paid 

family leave, ensuring both men and women can balance work and 

family responsibilities.

For policymakers, our results offer guidance on what policies are 

likely to have the biggest impact on the gender pay gap. Policies 

that promote paid family leave and invest in educational programs 

to encourage women and minorities to enter STEM fields can 

help reduce occupational segregation of men and women into 

differently paying jobs. Additionally, our findings suggest that 

because men and women target identical percentage raises when 

looking for new jobs, prohibitions on asking applicants for salary 

history may help reduce the pay gap over time.

Ultimately, progress on the gender pay gap will require time and 

sustained effort. Whether through improved salary transparency, 

more flexible workplace policies, more comprehensive paid family 

leave, or company pay disclosure requirements, closing the pay 

gap will require action from policymakers, employers, and job 

seekers alike. Our hope is that this study helps draw attention to 

factors behind gender pay gaps around the world, and encourages a 

smarter dialogue on how to close those gaps for good.
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1. Andrew Chamberlain, “Demystifying the Gender Pay Gap,” Glassdoor 
Economic Research, March 2016. 

2. We estimate equation (1) using the natural log of salaries, so ǃ
1
 has the 

interpretation of being the approximate percentage male-female pay gap 
conditional on other statistical controls contained in X. See Footnote 7 for  
details on how this differs from an exact calculation of percentage pay gaps.   

3. See Oaxaca (1973) and Blinder (1973). For a practical overview of how the 
Oaxaca-Blinder decomposition is implemented by researchers at the World 
Bank, see O’Donnell, Owen et al. (2008).  

4. We implement the Oaxaca-Blinder decomposition in Stata using the “oaxaca” 
command using a two-fold decomposition with 50-50 weights on male and 
IHPDOH�FRHIĆFLHQW�YHFWRUV��

���3DVW�UHVHDUFK�KDV�FOHDUO\�GRFXPHQWHG�D�JHQGHU�FRQĆGHQFH�JDS�LQ�HGXFDWLRQ�
settings where Else-Quest, Hyde and Lynn (2010) found male students have 
KLJKHU�UHSRUWHG�VHOI�FRQĆGHQFH�LQ�PDWK�GHVSLWH�VLPLODU�SHUIRUPDQFH��$QG�
WKHUH�LV�VRPH�HYLGHQFH�RI�D�FRQĆGHQFH�JDS�LQ�WKH�ZRUNSODFH��EXW�PDQ\�GLIIHUHQW�
mechanisms have been proposed: Bosquet, Combes and García-Peñalosa (2018) 
found that female economists in France were less likely to apply for promotion, 
while Leibbrandt and List (2012) found female applicants to an administrative 
assistant job were less likely to negotiate pay than men.

6. Surveys of college students like Martin (1989), Schweitzer, Ng, Lyons  
and Kuron (2011) and Schweitzer, Lyons, Kuron and Ng (2014) or of job  
seekers like Zhang and Zheng (2019) indicate that women have lower salary 
expectations than men but are limited by the fact that surveys are necessarily 
VHOI�UHSRUWHG�DQG�KDYH�OLWWOH�YLVLELOLW\�LQWR�WKH�VSHFLĆF�RFFXSDWLRQV�ZRPHQ� 
and men ultimately enter. 

���1RWH�WKDW�WKH�UHJUHVVLRQ�FRHIĆFLHQWV�ZH�SUHVHQW�KHUH�JLYH�DSSUR[LPDWH�
percentage male pay advantages only. The exact percentage male pay advantage—
that is, the percentage pay advantage from the male dummy changing from 0 to  
1 in our estimating equation—is given by e^ǃ - 1. For additional technical detail,  
see https://goo.gl/t31YCJ. 

8. Glassdoor salary reports are based on surveys administered to site visitors. 
The survey can be viewed online at http://gldr.co/1TzaIcS. It collects detailed 
information on job title, employer name, location, years of experience, full-
time vs. part-time employment status, and base pay as well as all other forms 
RI�FRPSHQVDWLRQ�LQFOXGLQJ�ERQXVHV��WLSV��FRPPLVVLRQV��VWRFN�RSWLRQV�DQG�SURĆW�
sharing. All submissions of this type of “user-generated content” are subjected to  
a rigorous approval process, including a combination of machine-learning and 
human-touch review.

9. See, for example, “Six Major U.S. Banks Take Steps on Gender Pay Gap,” (February 
26, 2018) CPA Practice Advisor, available at https://www.cpapracticeadvisor.com/
payroll/news/12399824/six-major-us-banks-take-steps-on-gender-pay-gap. 

10. Our sample is based on 426,512 salary reports shared on Glassdoor by U.S.-
based, full-time workers as of February 2019. Users can report salaries from up 
to three calendar years in the past. For our regression estimates, we remove from 
the sample 2,695 individuals (0.6 percent of the sample) who misreported earnings 
as less than the 2016 federal minimum wage of $7.25 per hour worked full time 
for 2,000 hours, or $14,500 per year. We also restrict our sample to salaries with 
reported base salary of less than $5,000,000 per year and total compensation of 
less than $10,000,000 per year, which removes 13 observations from our sample. 
Including these individuals does not materially affect any estimates in the study.  
All amounts reported as hourly wages are expressed in annual terms assuming 
a 2,000-hour full-time work year. Amounts reported as monthly salaries are 
H[SUHVVHG�DV�DQ�DQQXDO�ĆJXUH�DVVXPLQJ�D����PRQWK�ZRUN�\HDU����

End Notes
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11. Glassdoor’s online salary survey collects information on base salary as 
ZHOO�DV�WRWDO�FRPSHQVDWLRQ��%DVH�VDODU\�LV�D�UHTXLUHG�ĆHOG��EXW�XVHUV�PD\�
optionally report income from tips, bonuses, commissions and other forms of 
SD\��%HFDXVH�WKHVH�ĆHOGV�DUH�RSWLRQDO��WKH\�DUH�VXEMHFW�WR�XQGHUUHSRUWLQJ�E\�
XVHUV��)RU�WKLV�UHDVRQ��RXU�SULPDU\�IRFXV�LV�RQ�EDVH�SD\��DQG�ZH�SURYLGH�ĆJXUHV�
for total compensation as an illustration only. In general, we suggest caution in 
LQWHUSUHWLQJ�DQ\�RI�WKH�ĆJXUHV�UHSRUWHG�LQ�WKLV�VWXG\�IRU�WRWDO�FRPSHQVDWLRQ��DQG�
all of our main conclusions throughout are based only on our base pay results.  

12. See U.S. Bureau of Labor Statistics, “Employment Status of the Civilian 
Population by Sex and Age,” at http://goo.gl/YjJJB. 

13. See U.S. Census Bureau, “Educational Attainment in the United States: 2018,” 
at https://goo.gl/bb4z4w.

14. See Vanessa Fuhrmans (March 1, 2019), “Female Factor: Women Drive 
the Labor-Force Comeback,” Wall Street Journal. Available at https://www.
wsj.com/articles/female-factor-women-drive-the-labor-force-comeback-
11551436214?mod=e2twe 

15. Jed Kolko and Claire Cain Miller (December 14, 2018), “As Labor Market 
Tightens, Women Are Moving Into Male-Dominated Jobs,” New York Times. 
Available at https://www.nytimes.com/2018/12/14/upshot/as-labor-market-
tightens-women-are-moving-into-male-dominated-jobs.html 

16. See U.S. Bureau of Labor Statistics, “Median Weekly Earnings of Full-Time 
Wage and Salary Workers by Detailed Occupation and Sex, 2018” at http://gldr.
co/21r9Jy7. 

����7R�FDOFXODWH�HDFK�LQGXVWU\èV�JHQGHU�SD\�JDS��ZH�VXP�WRJHWKHU�WKH�FRHIĆFLHQW�
RQ�PDOH�LQ�WKH�PRGHO�DQG�WKH�FRHIĆFLHQW�RQ�HDFK�LQGXVWU\èV�PDOH�[�LQGXVWU\�
interaction term. Mathematically, the industry gender pay gaps represent 
ǃindustry = ǃmale + ǃmale x industry. The statistical model for industry and 
occupation estimates corresponds to our full model with all controls, including 
age, education, experience, state, year, job title and company name.

18. We only report pay gaps for industries with at least 4,000 salary reports in our 
sample. Agriculture and Forestry, Consumer Services, and Mining and Mining & 
0HWDOV�ZHUH�RPLWWHG�GXH�WR�LQVXIĆFLHQW�GDWD��

����6HH��IRU�H[DPSOH�)DUEHU��6LOYHUPDQ�DQG�YRQ�:DFKWHU���������ZKRVH�ĆQGLQJV�DUH�
summarized at http://gldr.co/1QEwVao.

����6RXUFH��8.�2IĆFH�RI�1DWLRQDO�6WDWLVWLFV��DW�https://bit.ly/2BhYfrF. 

����$V�ZLWK�8�6��VDODU\�GDWD��ZH�IRFXV�RQ�EDVH�SD\�LQ�RXU�DQDO\VLV��DQG�SURYLGH�ĆJXUHV�
for total compensation as an illustration only. We suggest caution in interpreting 
WRWDO�FRPSHQVDWLRQ�ĆJXUHV�GXH�WR�SRWHQWLDOO\�ODUJH�XQGHUUHSRUWLQJ�ELDV�

22. The sample was pulled from Glassdoor’s salary database on March 1, 2019.  
Only full-time workers are included in the sample.

23. For our regression estimates, we remove from the sample 107 individuals 
(0.26 percent of the sample) who misreported earnings as less than the 2016 UK 
minimum wage of £3.87 per hour worked full time for 2,000 hours, or £7,740 per 
year (Source http://gldr.co/1TG55eh) or reported earnings totaling over £5,000,000 
base pay per year or £10,000,000 total pay per year. Including these individuals 
does not materially affect any estimates in the study. All salaries reported as hourly 
wages are expressed in annual terms assuming a 2,000-hour full-time work year.

����3HUFHQWDJHV�GR�QRW�DGG�WR�WKH�WRWDO�GXH�WR�URXQGLQJ�RI�LQGLYLGXDO�ĆJXUHV�

25. Source: Statistics Canada, at https://bit.ly/2TtWxO6. 

����$V�ZLWK�8�6��VDODU\�GDWD��ZH�IRFXV�RQ�EDVH�SD\�LQ�RXU�DQDO\VLV��DQG�SURYLGH�ĆJXUHV�
for total compensation as an illustration only. We suggest caution in interpreting 
WRWDO�FRPSHQVDWLRQ�ĆJXUHV�GXH�WR�SRWHQWLDOO\�ODUJH�XQGHUUHSRUWLQJ�ELDV�

27. The sample was pulled from Glassdoor’s salary database on March 1, 2019.  
Only full-time workers are included in the sample.
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28. For our regression estimates, we remove from the sample 368 individuals 
(1.8 percent of the sample) who misreported earnings as less than the lowest 
Canadian jurisdiction minimum wage of $10.5 per hour worked full time for 
2,000 hours, or $21,000 per year (Source https://bit.ly/2U7LdHL) or reported 
earnings totaling over $5,000,000 base pay per year or $10,000,000 total pay 
per year. Including these individuals does not materially affect any estimates in 
the study. All salaries reported as hourly wages are expressed in annual terms 
assuming a 2,000-hour full-time work year.   

����3HUFHQWDJHV�GR�QRW�DGG�WR�WKH�WRWDO�GXH�WR�URXQGLQJ�RI�LQGLYLGXDO�ĆJXUHV� 

30. Source: Australia Workplace Gender Equality Agency, at https://bit.
ly/2Tu5NgV. 

31. As with U.S. salary data, we focus on base pay in our analysis, and  
SURYLGH�ĆJXUHV�IRU�WRWDO�FRPSHQVDWLRQ�DV�DQ�LOOXVWUDWLRQ�RQO\��:H�VXJJHVW�
FDXWLRQ�LQ�LQWHUSUHWLQJ�WRWDO�FRPSHQVDWLRQ�ĆJXUHV�GXH�WR�SRWHQWLDOO\�ODUJH�
underreporting bias.

32. The sample was pulled from Glassdoor’s salary database on March 1, 2019.  
Full-time workers only are included in the sample. 

33. For our regression estimates, we remove from the sample 172 individuals 
(2.5 percent of the sample) misreporting earnings as less than the 2016 Australia 
minimum wage for full time workers, or A$35,400 per year (Source: https://
ab.co/2FA0kl2) or reported earnings totaling over A$5,000,000 base pay per 
year or A$10,000,000 total pay per year. Including these individuals does not 
materially affect any estimates in this study. All salaries reported as hourly wages 
are expressed in annual terms assuming a 2,000-hour full-time work year.  

34. Source: Singapore Ministry of Manpower, at https://bit.ly/2xoy7cA. 

35. As with U.S. salary data, we focus on base pay in our analysis, and  
SURYLGH�ĆJXUHV�IRU�WRWDO�FRPSHQVDWLRQ�DV�DQ�LOOXVWUDWLRQ�RQO\��:H�VXJJHVW�
FDXWLRQ�LQ�LQWHUSUHWLQJ�WRWDO�FRPSHQVDWLRQ�ĆJXUHV�GXH�WR�SRWHQWLDOO\�ODUJH�
underreporting bias.

36. The sample was pulled from Glassdoor’s salary database on March 1, 2019.  
Full-time workers only are included in the sample. 

37. For our regression estimates, we remove from the sample 2 individuals (.04 
percent of the sample) who reported earnings totaling under $2,000 base pay per 
year or totaling over $5,000,000 base pay per year or $10,000,000 total pay per 
year. Including these individuals does not materially affect any estimates in this 
study. All salaries reported as hourly wages are expressed in annual terms assuming 
a 2,000-hour full-time work year.  

����6RXUFH��*HUPDQ��)HGHUDO�6WDWLVWLFDO�2IĆFH��'HVWDWLV���DW�https://bit.ly/2HF19eI. 

����$V�ZLWK�8�6��VDODU\�GDWD��ZH�IRFXV�RQ�EDVH�SD\�LQ�RXU�DQDO\VLV��DQG�SURYLGH�ĆJXUHV�
for total compensation as an illustration only. We suggest caution in interpreting 
WRWDO�FRPSHQVDWLRQ�ĆJXUHV�GXH�WR�SRWHQWLDOO\�ODUJH�XQGHUUHSRUWLQJ�ELDV�

40. The sample was pulled from Glassdoor’s salary database on March 1, 2019.  
Full-time workers only are included in the sample. 

41. For our regression estimates, we remove from the sample 84 individuals (1.8 
percent of the sample) misreporting earnings as less than the 2016 Germany 
minimum wage for full time workers, or €17,000 per year (Source: https://bit.
ly/2HUXB7l) or reported earnings totaling over €5,000,000 base pay per year or 
€10,000,000 total pay per year. Including these individuals does not materially 
affect any estimates in this study. All salaries reported as hourly wages are 
expressed in annual terms assuming a 2,000-hour full-time work year.  

42. Source: European Union’s Eurostat, at https://bit.ly/2UbpX3M.

����$V�ZLWK�8�6��VDODU\�GDWD��ZH�IRFXV�RQ�EDVH�SD\�LQ�RXU�DQDO\VLV��DQG�SURYLGH�ĆJXUHV�
for total compensation as an illustration only. We suggest caution in interpreting 
WRWDO�FRPSHQVDWLRQ�ĆJXUHV�GXH�WR�SRWHQWLDOO\�ODUJH�XQGHUUHSRUWLQJ�ELDV�

44. The sample was pulled from Glassdoor’s salary database on March 1, 2019.  
Full-time workers only are included in the sample. 
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45. For our regression estimates, we remove from the sample 134 individuals 
(3.9 percent of the sample) misreporting earnings as less than the 2016 France 
minimum wage of €9.67 per hour worked at 2,000 hours per year, or €19,340  
per year (Source: France National Institute of Statistics and Economic Studies,  
at  https://bit.ly/2BSiWYI). Including these individuals does not materially affect 
any estimates in this study. All salaries reported as hourly wages are expressed  
in annual terms assuming a 2,000-hour full-time work year.   

46. Source: European Union’s Eurostat, at https://bit.ly/2UbpX3M.  

47. As with U.S. salary data, we focus on base pay in our analysis, and  
SURYLGH�ĆJXUHV�IRU�WRWDO�FRPSHQVDWLRQ�DV�DQ�LOOXVWUDWLRQ�RQO\��:H�VXJJHVW�
FDXWLRQ�LQ�LQWHUSUHWLQJ�WRWDO�FRPSHQVDWLRQ�ĆJXUHV�GXH�WR�SRWHQWLDOO\�ODUJH�
underreporting bias. 

48. The sample was pulled from Glassdoor’s salary database on March 1, 2019. 
Full-time workers only are included in the sample. 

49. For our regression estimates, we remove from the sample 48 individuals (1.9 
percent of the sample) misreporting earnings as less than the 2016 Netherlands 
minimum wage of €18,444 per year (Source: International Labour Organization, 
at https://bit.ly/2Yo9NmY). Including these individuals does not materially affect 
any estimates in this study. All salaries reported as hourly wages are expressed in 
annual terms assuming a 2,000-hour full-time work year.  

����%DEFRFN�DQG�/DVFKHYHU��������DQG�%RZOHV�HW�DO���������ĆQG�WKDW�ZRPHQ�
are less likely to ask for raises. In contrast, Gerhart and Rynes (1989), Belliveau 
�������DQG�$UW]��*RRGDOO�DQG�2VZDOG��������ĆQG�WKDW�PHQ�DQG�ZRPHQ�DUH�
equally likely to ask for raises.

����3DVW�UHVHDUFK�KDV�VXJJHVWHG�VDODU\�WUDQVSDUHQF\�DORQH�PD\�QRW�EH�VXIĆFLHQW�WR�
FORVH�WKH�VDODU\�FRQĆGHQFH�JDS��0DUWLQ��������IRXQG�WKDW�SURYLGLQJ�DQ�LQGXVWU\�
level salary estimate did not close the gap, but we argue that an industry-level 
estimate is too vague to be useful. In contrast, Schweitzer, Lyons, Kuron and Ng 
(2014) found that women rely on information from same-sex role models or 
comparators more than men which may propagate pay gaps and, thus, suggest that 
more accurate salary information may, in fact, help equalize salary expectations.

52. For an overview of research on how salary transparency affects gender pay 
differences, see Chamberlain (2015)
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• In the 2016 study, Demystifying the Gender Pay Gap, Glassdoor Economic  
Research found that the biggest cause of today’s gender pay gap is that men and 
ZRPHQ�VRUW�LQWR�GL̆HUHQW�MREV�²�PHQ�LQWR�KLJKHU�SD\LQJ�SRVLWLRQV�DQG�ZRPHQ� 
LQWR�WUDGLWLRQDOO\�ORZHU�SD\LQJ�MREV��

• In this study, we dig deeper into this “pipeline problem” by taking a step backward 
LQ�WLPH�WR�VWXG\�KRZ�FROOHJH�PDMRUV�D̆HFW�FDUHHU�SDWKV�DQG�SD\�ODWHU�RQ��

• 'XULQJ�FROOHJH��PHQ�DQG�ZRPHQ�JUDYLWDWH�WRZDUG�GL̆HUHQW�PDMRUV��RIWHQ�GXH�WR� 
VRFLHWDO�SUHVVXUHV��7KLV�SXWV�PHQ�DQG�ZRPHQ�RQ�GL̆HUHQW�FDUHHU�WUDFNV�²�ZLWK� 
GL̆HUHQW�SD\�²�DIWHU�FROOHJH��+RZ�GRHV�WKLV�FRQWULEXWH�WR�$PHULFD¶V�JHQGHU�SD\�JDS"�

• Using a unique dataset of more than 46,900 resumes shared on Glassdoor, we 
LOOXVWUDWH�KRZ�PHQ�DQG�ZRPHQ�VRUWLQJ�LQWR�GL̆HUHQW�FROOHJH�PDMRUV�WUDQVODWHV�LQWR�
JHQGHU�JDSV�LQ�FDUHHUV�DQG�SD\�ODWHU��

• 0DQ\�FROOHJH�PDMRUV�WKDW�OHDG�WR�KLJK�SD\LQJ�UROHV�LQ�WHFK�DQG�HQJLQHHULQJ�DUH� 
PDOH�GRPLQDWHG��ZKLOH�PDMRUV�WKDW�OHDG�WR�ORZHU�SD\LQJ�UROHV�LQ�VRFLDO�VFLHQFHV� 
DQG�OLEHUDO�DUWV�WHQG�WR�EH�IHPDOH�GRPLQDWHG��SODFLQJ�PHQ�LQ�KLJKHU�SD\LQJ� 
FDUHHU�SDWKZD\V��RQ�DYHUDJH�

• 7KH�PRVW�PDOH�GRPLQDWHG�PDMRUV�DUH�0HFKDQLFDO�(QJLQHHULQJ� 
(89 percent male), Civil Engineering (83 percent male), Physics  
(81 percent male), Computer Science and Engineering (74 percent male), 
DQG�(OHFWULFDO�(QJLQHHULQJ�����SHUFHQW�PDOH���

• 7KH�PRVW�IHPDOH�GRPLQDWHG�PDMRUV�DUH�6RFLDO�:RUN�����SHUFHQW�IHPDOH���
+HDOWKFDUH�$GPLQLVWUDWLRQ�����SHUFHQW�IHPDOH���$QWKURSRORJ\� 
����SHUFHQW�IHPDOH���1XUVLQJ�����SHUFHQW�IHPDOH���DQG�+XPDQ�5HVRXUFHV�
����SHUFHQW�IHPDOH���

• 1LQH�RI�WKH����KLJKHVW�SD\LQJ�PDMRUV�ZH�H[DPLQHG�DUH�PDOH�GRPLQDWHG��%\� 
FRQWUDVW����RI�WKH����ORZHVW�SD\LQJ�PDMRUV�DUH�IHPDOH�GRPLQDWHG��

• (YHQ�ZLWKLQ�WKH�VDPH�PDMRU�PHQ�DQG�ZRPHQ�RIWHQ�HQG�XS�RQ�GL̆HUHQW�FDUHHU�
WUDFNV��UHVXOWLQJ�LQ�D�SD\�JDS�WKDW�FRXOG�IROORZ�WKHP�IRU�D�OLIHWLPH��,Q�RXU�VDPSOH��
DFURVV�WKH����PRVW�FRPPRQ�PDMRUV��PHQ�DQG�ZRPHQ�IDFH�DQ������SHUFHQW�SD\�JDS�
RQ�DYHUDJH�LQ�WKH�¿UVW�¿YH�\HDUV�RI�WKHLU�FDUHHUV��

• 0DMRUV�OHDGLQJ�WR�WKH�ODUJHVW�SD\�JDSV�IDYRULQJ�PHQ�LQFOXGH�+HDOWKFDUH�
$GPLQLVWUDWLRQ�����SHUFHQW�SD\�JDS���0DWKHPDWLFV�����SHUFHQW�SD\�JDS��
DQG�%LRORJ\�����SHUFHQW�SD\�JDS��

• 0DMRUV�OHDGLQJ�WR�WKH�ODUJHVW�SD\�JDSV�IDYRULQJ�ZRPHQ�²�D�UHYHUVH�SD\�
JDS�²�LQFOXGH�$UFKLWHFWXUH������SHUFHQW�SD\�JDS���0XVLF��������SHUFHQW�
SD\�JDS��DQG�6RFLDO�:RUN�������SHUFHQW�SD\�JDS���

• &KRLFH�RI�FROOHJH�PDMRU�FDQ�KDYH�D�GUDPDWLF�LPSDFW�RQ�MREV�DQG�SD\�ODWHU�RQ��2XU�
UHVXOWV�VXJJHVW�WKDW�JHQGHU�LPEDODQFHV�DPRQJ�FROOHJH�PDMRUV�DUH�DQ�LPSRUWDQW�DQG�
RIWHQ�RYHUORRNHG�GULYHU�RI�WKH�JHQGHU�SD\�JDS��
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)RU�PDQ\�SHRSOH��FROOHJH�LV�D�WLPH�IRU�SHUVRQDO�JURZWK�DQG�H[SORUDWLRQ�� 
+RZHYHU��LW¶V�DOVR�D�WLPH�WKDW�D̆HFWV�IXWXUH�FDUHHUV��7KH�FKRLFH�DPRQJ�FROOHJH�
PDMRUV�FDQ�KDYH�D�GUDPDWLF�LPSDFW�RQ�MREV�DQG�SD\�LQ�WKH�\HDUV�DIWHU�JUDGXDWLRQ��
:KLOH�PDQ\�WKLQN�RI�FKRRVLQJ�D�FROOHJH�PDMRU�DV�DQ�H[SUHVVLRQ�RI�SHUVRQDO� 
LQWHUHVWV�DQG�YDOXHV��LW¶V�DOVR�D�SUDFWLFDO�¿QDQFLDO�GHFLVLRQ�²�RQH�ZLWK� 
LPSOLFDWLRQV�IRU�D�OLIHWLPH�RI�ZRUN�DQG�HDUQLQJV��

0DQ\�FROOHJH�PDMRUV�DUH�GLYLGHG�E\�JHQGHU��)RU�D�YDULHW\�RI�UHDVRQV��PHQ�DQG�
ZRPHQ�WHQG�WR�FOXVWHU�LQWR�GL̆HUHQW�¿HOGV�LQ�FROOHJH��)RU�H[DPSOH��LQ������ 
ZRPHQ�HDUQHG����SHUFHQW�RI�DOO�EDFKHORU¶V�GHJUHHV�JUDQWHG�LQ�$PHULFD�1 but 
HDUQHG�MXVW���SHUFHQW�RI�GHJUHHV�LQ�&RQVWUXFWLRQ�0DQDJHPHQW��%\�FRQWUDVW�� 
ZRPHQ�HDUQ����SHUFHQW�RI�GHJUHHV�LQ�2FFXSDWLRQDO�7KHUDS\�WRGD\��FRPSDUHG� 
WR�MXVW����SHUFHQW�HDUQHG�E\�PHQ��

7KLV�JHQGHU�GLYLGH�DPRQJ�FROOHJH�PDMRUV�H̆HFWLYHO\�SODFHV�PHQ�DQG�ZRPHQ�RQ� 
GL̆HUHQW�FDUHHU�WUDFNV�HDUO\�LQ�OLIH��$OWKRXJK�FROOHJH�PDMRUV�FHUWDLQO\�GRQ¶W�FRPSOHWHO\�
GHWHUPLQH�FDUHHUV��GL̆HUHQFHV�LQ�VNLOOV�DQG�WUDLQLQJ�LPSDUWHG�E\�GL̆HUHQW�FROOHJH�
PDMRUV�FOHDUO\�D̆HFWV�ZKLFK�FDUHHU�GRRUV�DUH�RSHQ�RU�FORVHG�DIWHU�JUDGXDWLRQ�²�VNLOOV�
OLNH�FRGLQJ��NQRZOHGJH�RI�¿QDQFLDO�SULQFLSOHV��ZULWWHQ�FRPPXQLFDWLRQ��HQJLQHHULQJ�
PHWKRGV��VWDWLVWLFDO�WKHRU\��EHVW�SUDFWLFHV�RI�GHVLJQ��DQG�PRUH��

%HFDXVH�PHQ�DQG�ZRPHQ�V\VWHPDWLFDOO\�VRUW�LQWR�GL̆HUHQW�FROOHJH�PDMRUV��WKH\�
H[SHULHQFH�GL̆HUHQW�HDUO\�FDUHHU�SDWKV��ZKLFK�SD\�GL̆HUHQWO\��7KHVH�SD\�GL̆HUHQFHV�
LQ�WXUQ�UHYHDO�WKHPVHOYHV�DV�PDMRU�FRQWULEXWRUV�WR�WKH�ZHOO�GRFXPHQWHG�JDS� 
EHWZHHQ�PDOH�DQG�IHPDOH�SD\�LQ�WKH�ODERU�PDUNHW��%HFDXVH�WKH�FKRLFH�RI�FROOHJH�
PDMRU�D̆HFWV�MRE�SURVSHFWV�DQG�SD\�ODWHU�RQ��FKRRVLQJ�D�¿HOG�RI�VWXG\�JRHV�IDU� 
EH\RQG�DQ�H[SUHVVLRQ�RI�SHUVRQDO�SUHIHUHQFH��LW�LV�DOVR�D�GHFLVLRQ�WKDW�D̆HFWV� 
$PHULFD¶V�SHUVLVWHQW�JHQGHU�SD\�JDS��

,Q�������*ODVVGRRU�SXEOLVKHG�D�VWXG\�VKRZLQJ�D�VLJQL¿FDQW�JHQGHU�SD\�JDS�
DURXQG�WKH�ZRUOG�2�,Q�HDFK�FRXQWU\�ZH�H[DPLQHG��PHQ�HDUQHG�PRUH�WKDQ� 
women on average, both before and after adding statistical controls to make  
DQ�DSSOHV�WR�DSSOHV�FRPSDULVRQ�EHWZHHQ�VLPLODU�PDOH�DQG�IHPDOH�ZRUNHUV�� 
LQFOXGLQJ�DJH��HGXFDWLRQ��MRE�WLWOH��FRPSDQ\��LQGXVWU\�DQG�RWKHU�IDFWRUV��2Q� 
DYHUDJH��PHQ�LQ�WKH�8�6��HDUQ�DERXW������SHUFHQW�KLJKHU�EDVH�SD\�WKDQ�ZRPHQ��
DQG�D�JHQGHU�SD\�JDS�RI�����SHUFHQW�UHPDLQV�HYHQ�DIWHU�VWDWLVWLFDOO\�FRQWUROOLQJ� 
IRU�DOO�REVHUYDEOH�GL̆HUHQFHV�EHWZHHQ�ZRUNHUV�

I. Introduction

1� 6HH�1DWLRQDO�&HQWHU�IRU�(GXFDWLRQ�6WDWLVWLFV��³7DEOH���������%DFKHORU¶V��0DVWHU¶V��DQG�'RFWRU¶V�'HJUHHV�&RQIHUUHG�E\�3RVWVHFRQGDU\�,QVWLWXWLRQV��E\�6H[�RI�6WXGHQW�DQG�'LVFLSOLQH�'LYLVLRQ����������´�� �
� $YDLODEOH�DW�KWWSV���QFHV�HG�JRY�SURJUDPV�GLJHVW�G���WDEOHV�GW��B�������DVS�
2� $QGUHZ�&KDPEHUODLQ��0DUFK��������³'HP\VWLI\LQJ�WKH�*HQGHU�3D\�*DS��(YLGHQFH�IURP�*ODVVGRRU�6DODU\�'DWD�´�*ODVVGRRU�(FRQRPLF�5HVHDUFK�UHSRUW�� 
� $YDLODEOH�DW�KWWSV���ZZZ�JODVVGRRU�FRP�UHVHDUFK�VWXGLHV�JHQGHU�SD\�JDS��
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:KDW¶V�FDXVLQJ�WKDW�JHQGHU�SD\�JDS"�,Q�RXU�VWXG\��ZH�IRXQG�WKH�ODUJHVW�VLQJOH�
IDFWRU�WKDW�H[SODLQV�WKH������SHUFHQW�DGMXVWHG�JHQGHU�SD\�JDS�LQ�WKH�8�6��LV� 
occupation and industry sorting of men and women�LQWR�GL̆HUHQW�MREV�WKDW�SD\�
GL̆HUHQWO\�WKURXJKRXW�WKH�HFRQRP\��)RU�H[DPSOH��PHQ�WHQG�WR�GLVSURSRUWLRQDWHO\�
ZRUN�LQ�KLJK�SD\LQJ�H[HFXWLYH�UROHV��ZKLOH�ZRPHQ�DUH�RYHU�UHSUHVHQWHG�DPRQJ�
ORZHU�SD\LQJ�UHWDLO�SRVLWLRQV��,Q�WKH�8�6���WKLV�W\SH�RI�RFFXSDWLRQDO�VRUWLQJ� 
H[SODLQV�DERXW����SHUFHQW�RI�WKH�RYHUDOO�JHQGHU�SD\�JDS�²�PRUH�WKDQ�KDOI�WKH� 
REVHUYHG�GL̆HUHQFH�EHWZHHQ�PHQ�DQG�ZRPHQ¶V�SD\��

,Q�WKLV�VWXG\�ZH�H[DPLQH�DQ�LPSRUWDQW�SDUW�RI�WKH�³SLSHOLQH´�FDXVH�RI�WKH�RFFXSD�
WLRQDO�VRUWLQJ�RI�PHQ�DQG�ZRPHQ�LQWR�GL̆HUHQW�UROHV�LQ�WKH�HFRQRP\��*HQGHU�GLI�
IHUHQFHV�LQ�FROOHJH�PDMRU��8VLQJ�D�ODUJH�GDWDEDVH�RI�UHVXPHV�VKDUHG�RQ�*ODVVGRRU��
ZH�H[DPLQH�WKH�JHQGHU��FROOHJH�PDMRU��DQG�HDUO\�FDUHHU�SDWKV�RI�PRUH�WKDQ��������
UHVXPHV�IURP�LQGLYLGXDOV�ZKR�¿QLVKHG�FROOHJH�EHWZHHQ������DQG������3�:H�WKHQ�
HVWLPDWHG�SD\�IRU�HDFK�SRVW�FROOHJH�MRE�XVLQJ�*ODVVGRRU�VDODU\�GDWD��7KLV�SURYLGHV�
a unique data set that shows the complete link between gender, choice of college 
PDMRU��DQG�GL̆HUHQFHV�LQ�PDOH�DQG�IHPDOH�SD\�ODWHU�RQ�

7KH�UHPDLQGHU�RI�WKLV�VWXG\�LV�RUJDQL]HG�DV�IROORZV��,Q�6HFWLRQ�,,��ZH�LOOXVWUDWH�KRZ�
WKH�FKRLFH�RI�FROOHJH�PDMRU�D̆HFWV�SD\�ZLWK�VRPH�H[DPSOHV��,Q�6HFWLRQ�,,,��ZH�GHVFULEH�
RXU�GDWD�VHW��6HFWLRQ�,9�VKRZV�ZKLFK�FROOHJH�PDMRUV�DUH�PRVW�JHQGHU�GLYLGHG��
6HFWLRQ�9�VKRZV�WKH�PRVW�FRPPRQ�MREV�IRU�HDFK�FROOHJH�PDMRU��6HFWLRQ�9,�FRQQHFWV�
FDUHHU�SDWKV�ZLWK�SD\�WR�VKRZ�WKH�KLJKHVW�DQG�ORZHVW�SD\LQJ�FROOHJH�PDMRUV��6HFWLRQ�
9,,�LOOXVWUDWHV�KRZ�PHQ�DQG�ZRPHQ�FOXVWHU�LQWR�GL̆HUHQWO\�SD\LQJ�PDMRUV��IXHOLQJ�
WKH�JHQGHU�SD\�JDS��6HFWLRQ�9,,,�QRWHV�VRPH�OLPLWDWLRQV�RI�RXU�GDWD��)LQDOO\��6HFWLRQ�
,;�VXPPDUL]HV�ZKDW�RXU�UHVXOWV�PHDQ�IRU�MRE�VHHNHUV��HPSOR\HUV�DQG�XQLYHUVLWLHV��

3� $OO�QDPHV�DQG�RWKHU�SHUVRQDOO\�LGHQWLI\LQJ�LQIRUPDWLRQ�ZHUH�UHPRYHG�IURP�UHVXPHV�EHIRUH�DFFHVV�E\�RXU�UHVHDUFKHUV��1R�SHUVRQDOO\�LGHQWLI\LQJ�LQIRUPDWLRQ�RI�DQ\�NLQG�ZDV�XVHG�LQ�WKLV�UHVHDUFK�
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II. Pathways from College to Jobs

+RZ�GRHV�WKH�FKRLFH�RI�FROOHJH�PDMRU�D̆HFW�SD\"�,Q�)LJXUH����ZH�LOOXVWUDWH�KRZ�
ZH�WKLQN�DERXW�WKH�SLSHOLQH�IURP�FROOHJH�PDMRUV�WR�MREV�DQG�FRPSHQVDWLRQ�LQ�WKLV�
VWXG\��,W�LOOXVWUDWHV�D�VW\OL]HG�FKRLFH�EHWZHHQ�WZR�SRSXODU�FROOHJH�PDMRUV��$F�
FRXQWLQJ�DQG�&RPPXQLFDWLRQV��)RU�HDFK�PDMRU��ZH¶YH�VKRZQ�WKUHH�RI�WKH�PRVW�
FRPPRQ�MREV�SHRSOH�JR�LQWR�GXULQJ�WKHLU�¿UVW�¿YH�\HDUV�LQ�WKH�ODERU�PDUNHW�DIWHU�
JUDGXDWLRQ��DV�ZHOO�DV�WKH�HVWLPDWHG�PHGLDQ�EDVH�SD\�IRU�HDFK�MRE�EDVHG�RQ�*ODVV�
GRRU�VDODU\�GDWD��

)RU�$FFRXQWLQJ�PDMRUV��FRPPRQ�MREV�GXULQJ�WKH�¿UVW�¿YH�\HDUV�DIWHU�JUDGXDWLRQ�
LQFOXGH�¿QDQFLDO�DQDO\VW��DFFRXQWDQW��DQG�DXGLWRU��0HGLDQ�EDVH�SD\�IRU�WKHVH�
MREV�UDQJHV�IURP���������WR����������IRU�DQ�DYHUDJH�RI�SD\�RI���������SHU�\HDU��
)RU�&RPPXQLFDWLRQV�PDMRUV��W\SLFDO�FDUHHU�SDWKV�DIWHU�FROOHJH�LQFOXGH�VRFLDO�
PHGLD�PDQDJHU��PDUNHWLQJ�FRRUGLQDWRU��DQG�DFFRXQW�PDQDJHU��0HGLDQ�EDVH�SD\�
IRU�WKHVH�MREV�UDQJHV�IURP���������WR���������SHU�\HDU��IRU�DQ�DYHUDJH�SD\�RI�
��������SHU�\HDU��%HWZHHQ�WKH�WZR�PDMRUV��WKHUH¶V�D�URXJKO\��������SHU�\HDU�
GL̆HUHQFH�LQ�W\SLFDO�HDUQLQJV�

,I�PHQ�DQG�ZRPHQ�FKRRVH�$FFRXQWLQJ�DQG�&RPPXQLFDWLRQV�PDMRUV�HTXDOO\�LQ�
FROOHJH��WKHUH�ZLOO�EH�QR�DYHUDJH�GL̆HUHQFH�LQ�SD\�EHWZHHQ�PHQ�DQG�ZRPHQ�DIWHU�
JUDGXDWLRQ��+RZHYHU��LI�WKH�JHQGHU�EDODQFH�WLSV�LQ�IDYRU�RI�RQH�RU�WKH�RWKHU��PHQ�
DQG�ZRPHQ�DUH�SODFHG�RQ�GL̆HUHQW�FDUHHU�SDWKV�ZLWK�GL̆HUHQW�SD\��,Q�WKH�H[WUHPH�
case of all�ZRPHQ�PDMRULQJ�LQ�$FFRXQWLQJ�ZKLOH�DOO�PHQ�FKRRVH�&RPPXQLFDWLRQV��
DYHUDJH�SRVW�JUDGXDWLRQ�SD\�ZRXOG�UHYHDO�D�JHQGHU�JDS�RI��������RU������SHUFHQW�
LQ�IDYRU�RI�ZRPHQ��7KLV�LV�WKH�EDVLF�FRQQHFWLRQ�EHWZHHQ�JHQGHU��FKRLFH�RI�FROOHJH�
PDMRU��DQG�SD\�WKDW�ZH�H[DPLQH�LQ�WKLV�VWXG\�

:KLOH�WKH�H[DPSOH�LQ�)LJXUH���LV�K\SRWKHWLFDO��UHVHDUFK�VKRZV�WKH�LPSDFW�RI�
FROOHJH�PDMRUV�RQ�SD\�LV�UHDO��,Q�������D�VWXG\�IURP�WKH�&HQWHU�RQ�(GXFDWLRQ�DQG�
WKH�:RUNIRUFH�DW�*HRUJHWRZQ�8QLYHUVLW\�H[SORUHG�GL̆HUHQFHV�LQ�HDUQLQJV�IRU�����
FROOHJH�PDMRUV�LQ�WKH�8�6�4�7KH\�IRXQG�ZLGH�JDSV�LQ�PHGLDQ�SD\�DPRQJ�GL̆HUHQW�
FROOHJH�PDMRUV��UDQJLQJ�IURP���������SHU�\HDU�HDUQHG�E\�&RXQVHOLQJ�3V\FKRORJ\�
PDMRUV�WR����������SHU�\HDU�HDUQHG�E\�3HWUROHXP�(QJLQHHULQJ�PDMRUV��7KHVH�
YDVW�GL̆HUHQFHV�LQ�SD\�DPRQJ�FROOHJH�PDMRUV�PHDQ�VPDOO�GL̆HUHQFHV�LQ�WKH� 
JHQGHU�EDODQFH�ZLWKLQ�PDMRUV�FDQ�OHDG�WR�ODUJH�JHQGHU�SD\�JDSV�ODWHU�RQ�

4� $QWKRQ\�&DUQHYDOH��-H̆�6WURKO�DQG�0LFKHOOH�0HOWRQ���������³:KDW¶V�,W�:RUWK"�7KH�(FRQRPLF�9DOXH�RI�&ROOHJH�0DMRUV�´�&HQWHU�RQ�(GXFDWLRQ�DQG�WKH�:RUNIRUFH�DW�*HRUJHWRZQ�8QLYHUVLW\�� 
� $YDLODEOH�DW�KWWSV���FHZ�JHRUJHWRZQ�HGX�ZS�FRQWHQW�XSORDGV���������ZKDWVLWZRUWK�FRPSOHWH�SGI�
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WHAT DRIVES CHOICE OF MAJOR?

2QH�TXHVWLRQ�WKDW�LPPHGLDWHO\�DULVHV�LV��:KDW�IDFWRUV�LQÀXHQFH�PHQ�DQG� 
ZRPHQ�WR�FKRRVH�GL̆HUHQW�FROOHJH�PDMRUV"�:KLOH�LW�PD\�EH�WHPSWLQJ�WR�GHVFULEH�
WKH�FKRLFH�DPRQJ�FROOHJH�PDMRUV�DV�D�SXUHO\�LQGLYLGXDO�FKRLFH�E\�VWXGHQWV�� 
UHVHDUFK�SDLQWV�D�PRUH�FRPSOH[�SLFWXUH��6WXGLHV�VKRZ�WKDW�PDQ\�EURDGHU�VRFLDO�
IDFWRUV�DOVR�LQÀXHQFH�WKH�JHQGHU�SDWWHUQV�ZH�VHH�DPRQJ�FROOHJH�PDMRUV��

)RU�H[DPSOH��UHVHDUFK�VKRZV�WKDW�HDUO\�DFDGHPLF�SUHSDUDWLRQ�LQ�HOHPHQWDU\�DQG�
KLJK�VFKRRO�KDV�D�SRZHUIXO�H̆HFW�RQ�WKH�FKRLFH�RI�FROOHJH�PDMRUV�E\�PHQ�DQG�
ZRPHQ��$������VWXG\�SXEOLVKHG�LQ�WKH�DFDGHPLF�MRXUQDO�Labour Economics found 
WKDW�GL̆HUHQFHV�LQ�FROOHJH�SUHSDUDWLRQ�DFFRXQW�IRU�PDQ\�JHQGHU�GLVSDULWLHV�E\�
PDMRU��LQFOXGLQJ�³WZR�WKLUGV�RI�WKH�JDS�LQ�VFLHQFH��KDOI�RI�WKH�JDS�LQ�KXPDQLWLHV��
DQG�DOPRVW�KDOI�RI�WKH�JDS�LQ�HQJLQHHULQJ�´�

FIGURE 1. How College Majors A!ect Career Paths and Pay

�� 6HH�-DPLQ�6SHHU���������³7KH�*HQGHU�*DS�LQ�&ROOHJH�0DMRU��5HYLVLWLQJ�WKH�5ROH�RI�3UH�&ROOHJH�)DFWRUV�´�/DERXU�(FRQRPLFV��9RO�����1R����$YDLODEOH�DW�KWWS���ZZZ�VROH�MROH�RUJ�������SGI�

Note: Annual base salaries are as of February 2017 based on Glassdoor data.
Source: Glassdoor Economic Research (glassdoor.com/research)

COMMUNICATIONS MAJORACCOUNTING MAJOR

Social Media Manager
$49,837

Average Pay:

$50,268
Average Pay:

$57,242

Financial Analyst
$61,853

Accountant
$54,714

Auditor
$55,159

Marketing Coordinator
$46,408

Account Manager
$54,560

}{
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2WKHU�UHVHDUFK�SRLQWV�WR�EURDGHU�VRFLDO�QRUPV�DV�D�IDFWRU�GULYLQJ�PHQ�DQG�ZRPHQ�
LQWR�GL̆HUHQW�¿HOGV�RI�VWXG\��$������VWXG\�SXEOLVKHG�LQ�WKH�Journal of Human 
Resources found that gaining parents’ approval played a key role in gender  
GL̆HUHQFHV�DPRQJ�PDMRUV�6�7KH�VWXG\�DOVR�IRXQG�WKDW�³PDOHV�DQG�IHPDOHV�GL̆HU�
in their preferences in the workplace, with males caring about the [monetary] 
RXWFRPHV�LQ�WKH�ZRUNSODFH�PXFK�PRUH�WKDQ�IHPDOHV�´�7KHVH�IDFWRUV�DUH�FOHDUO\�
LQÀXHQFHG�E\�EURDGHU�JHQGHU�QRUPV�LQ�VRFLHW\��QRW�MXVW�WKH�SHUVRQDO�FKRLFH�RI�
LQGLYLGXDO�VWXGHQWV�

,Q�UHDOLW\��JHQGHU�GL̆HUHQFHV�DPRQJ�FROOHJH�PDMRUV�UHÀHFW�PDQ\�IDFWRUV�EH\RQG� 
D�VLPSOH�LQGLYLGXDO�FKRLFH�E\�VWXGHQWV��,QVWHDG��WKH\�UHÀHFW�D�FRPSOH[�PL[WXUH� 
RI�SUH�FROOHJH�SUHSDUDWLRQ��VRFLDO�QRUPV�UHJDUGLQJ�JHQGHU�DQG�ZRUN��DQG�WKH� 
SUHIHUHQFHV�RI�PDOH�DQG�IHPDOH�VWXGHQWV�DQG�WKHLU�IDPLOLHV�

SELECTION BIAS OR COLLEGE PREPARATION?

2QH�FULWLFLVP�RIWHQ�PDGH�RI�VWXGLHV�WKDW�OLQN�WKH�FKRLFH�RI�FROOHJH�PDMRU�WR�SD\�LV�WKDW�WKH\�VXIIHU�IURP�
selection bias��

:KHQ�LW�FRPHV�WR�SLFNLQJ�FROOHJH�PDMRUV��VWXGHQWV�DUH�QRW�UDQGRPO\�DVVLJQHG�²�WKH\�VRUW�WKHPVHOYHV� 
LQWR�PDMRUV��,I�³KLJK�DELOLW\´�VWXGHQWV�FOXVWHU�LQ�FHUWDLQ�ILHOGV��WKRVH�PDMRUV�ZLOO�HDUQ�KLJK�SD\�LQ�WKH�ODERU�
PDUNHW�ODWHU��%XW�WKDW�KLJK�SD\�LVQ¶W�MXVW�EHFDXVH�RI�WKH�VNLOOV�DQG�WUDLQLQJ�VWXGHQWV�UHFHLYHG�IURP�WKHLU�
FROOHJH�PDMRU�²�LW¶V�EHFDXVH�RI�WKH�XQGHUO\LQJ�KLJK�DELOLW\�RI�WKH�VWXGHQWV�ZKR�FKRVH�WKDW�ILHOG��

Economists call this type of bias selection on unobservables��,W�PDNHV�LW�GLIILFXOW�WR�VWXG\�WKH�FDXVDO� 
LPSDFW�RI�SLFNLQJ�D�FROOHJH�PDMRU�RQ�HDUQLQJV��EHFDXVH�LW¶V�QRW�SRVVLEOH�WR�XQWDQJOH�KRZ�WKH�FKRLFH�RI� 
FROOHJH�PDMRU�DIIHFWV�SD\��VHSDUDWHO\�IURP�WKH�LPSDFW�RI�D�VWXGHQW¶V�XQGHUO\LQJ�DELOLW\��

,Q�WKLV�VWXG\��ZH¶UH�DEOH�WR�SDUWO\�DYRLG�WKLV�FRQFHUQ�E\�VHSDUDWHO\�HVWLPDWLQJ�FDUHHU�SDWKV�DQG�SD\�� 
7KDW�LV��ILUVW�ZH�PDS�WKH�MREV�HDFK�SHUVRQ�ZRUNHG�DW�DIWHU�FROOHJH�IURP�UHVXPHV��:H�WKHQ�LQGHSHQGHQWO\�
HVWLPDWH�WKH�PDUNHW�YDOXH�RI�WKRVH�MREV��7KDW�KHOSV�UHPRYH�VRPH�RI�WKH�VHOHFWLRQ�ELDV�LQ�SD\�GXH�WR� 
XQREVHUYHG�KLJK�RU�ORZ�DELOLW\�RI�DQ\�SDUWLFXODU�VWXGHQW��$OWKRXJK�ZH¶UH�QRW�DEOH�WR�FRPSOHWHO\�RYHUFRPH�
selection bias concerns, this approach helps to mitigate them

6� 6HH�%DVLW�=DIDU���������³&ROOHJH�0DMRU�&KRLFH�DQG�WKH�*HQGHU�*DS�´�-RXUQDO�RI�+XPDQ�5HVRXUFHV��9RO������1R�����$YDLODEOH�DW�KWWS���MKU�XZSUHVV�RUJ�FRQWHQW����������UHIV�



8  Glassdoor  |  The Pipeline Problem: How College Majors Contribute to the   Gender Pay Gap

III. How We Built the Data

,Q�WKLV�VWXG\��ZH�IRFXV�RQ�WKH�ODERU�PDUNHW�H[SHULHQFHV�RI�UHFHQW�FROOHJH�JUDGV�
LQ�WKH�8QLWHG�6WDWHV��)URP�D�ODUJH�GDWDEDVH�RI�UHVXPHV�VKDUHG�DQRQ\PRXVO\�RQ�
*ODVVGRRU��ZH�H[WUDFWHG�D�VDPSOH�RI��������LQGLYLGXDO�UHVXPHV�WKDW�OLVWHG�DW�OHDVW�
D�FROOHJH�GHJUHH��VXFK�DV�D�%�$���%�6��RU�VLPLODU�GHJUHH��:H�UHVWULFWHG�RXU�VDPSOH�WR�
LQGLYLGXDOV�ZKR�FRPSOHWHG�FROOHJH�EHWZHHQ�-DQXDU\���������DQG�-DQXDU\�����������
DQG�RQO\�WR�MREV�VWDUWHG�ZLWKLQ�WKH�¿UVW�¿YH�\HDUV�DIWHU�JUDGXDWLRQ��6RPH�VWXGHQWV�
ZHQW�RQ�WR�JUDG�VFKRRO�GXULQJ�WKLV�SHULRG��DQG�VRPH�GLG�QRW�²�ZH�LQFOXGH�HYHU\RQH��
DQG�DOO�WKH�MREV�WKH\�OLVW�RQ�UHVXPHV�GXULQJ�WKH�¿UVW�¿YH�\HDUV�DIWHU�FROOHJH��

Using Glassdoor salary data, we then estimated the median base pay for each 
MRE�DORQJ�JUDGXDWHV¶�HDUO\�FDUHHU�SDWKV��%HFDXVH�RXU�VDPSOH�FRQVLVWV�RI�ZRUNHUV�
ZLWK�¿YH�RU�IHZHU�\HDUV�RI�H[SHULHQFH��ZH�RQO\�XVH�VDODU\�UHSRUWV�RQ�*ODVVGRRU�
IURP�XVHUV�ZKR�UHSRUWHG�¿YH�RU�IHZHU�\HDUV�RI�UHOHYDQW�ZRUN�H[SHULHQFH�IRU�RXU�
HVWLPDWHV��)URP�WKLV�VDPSOH�RI�����8�6��FROOHJH�PDMRUV��ZH�WKHQ�UHVWULFWHG�RXU�
DQDO\VLV�WR�WKH�WRS����PRVW�FRPPRQ�FROOHJH�PDMRUV�LQ�WKH�GDWD��

7DEOH���VKRZV�VXPPDU\�VWDWLVWLFV�IRU�WKH�GDWD��7KH�¿OH�FRQWDLQV�LQ�������� 
REVHUYDWLRQV�RI�FROOHJH�PDMRU�DQG�ZRUN�H[SHULHQFH�IURP��������XQLTXH�UHVXPHV��
UHSUHVHQWLQJ�ZRUNHUV�LQ�����8�6��PHWUR�DUHDV�ZRUNLQJ�LQ�������MRE�WLWOHV��

TABLE 1. Summary of the Data Used in this Study

Source: Glassdoor Economic Research (glassdoor.com/research)

Education Time Period Individuals completing college between  
January 1, 2010 and January 31, 2017

Work Time Period Jobs started within five years of college graduation

College Majors in Sample 824, from which 50 most common were selected

Unique Resumes in Top 50 Majors 46,934

Observations of Work and College  
Degree in Top 50 Majors 78,031

Unique Job Titles Represented 2,253

U.S. Metro Locations Represented 719
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MOST COMMON COLLEGE MAJORS

)LJXUH���VKRZV�WKH�PRVW�FRPPRQ�FROOHJH�PDMRUV�LQ�WKH�VDPSOH��$FFRUGLQJ�WR� 
¿JXUHV�IURP�WKH�1DWLRQDO�&HQWHU�IRU�(GXFDWLRQ�6WDWLVWLFV��%XVLQHVV�ZDV�WKH�PRVW�
SRSXODU�8�6��FROOHJH�PDMRU�GXULQJ�WKH���������DFDGHPLF�\HDU�7�,Q�WKDW�\HDU��8�6��
FROOHJHV�DQG�XQLYHUVLWLHV�JUDQWHG�D�WRWDO�RI���������XQGHUJUDGXDWH�%XVLQHVV� 
GHJUHHV��%XVLQHVV�ZDV�DOVR�WKH�PRVW�FRPPRQ�FROOHJH�PDMRU�OLVWHG�LQ�RXU�VDPSOH� 
RI�UHVXPHV��FRPSULVLQJ������SHUFHQW�RU�������REVHUYDWLRQV�LQ�RXU�VDPSOH��

7KH�VHFRQG�PRVW�FRPPRQ�PDMRU�LQ�RXU�VDPSOH�ZDV�&RPSXWHU�6FLHQFH�DQG�(QJLQHHU�
LQJ��ZKLFK�PDGH�XS�������REVHUYDWLRQV�RU������SHUFHQW�RI�RXU�VDPSOH��7KDW�ZDV�
IROORZHG�E\�3V\FKRORJ\��������REVHUYDWLRQV�RU�����SHUFHQW���(OHFWULFDO�(QJLQHHULQJ�
�������REVHUYDWLRQV�RU�����SHUFHQW���0HFKDQLFDO�(QJLQHHULQJ��������REVHUYDWLRQV�
RU�����SHUFHQW���DQG�&RPPXQLFDWLRQV��������REVHUYDWLRQV�RU�����SHUFHQW���

7KH�OHDVW�FRPPRQ�PDMRU�DPRQJ�WKH����ZH�H[DPLQHG�ZDV�.LQHVLRORJ\������ 
REVHUYDWLRQV�RU�����SHUFHQW���IROORZHG�E\�0XVLF������REVHUYDWLRQV�RU�����SHUFHQW���
6WDWLVWLFV������REVHUYDWLRQV�RU�����SHUFHQW���$UFKLWHFWXUH������REVHUYDWLRQV�RU� 
����SHUFHQW���DQG�6SDQLVK������REVHUYDWLRQV�RU�����SHUFHQW���$�FRPSOHWH�OLVW�RI�WKH�
���PDMRUV�ZH�H[DPLQHG�LQ�WKLV�VWXG\�LV�DYDLODEOH�LQ�WKH�$SSHQGL[��

FIGURE 2. 25 Most Common College Majors in Our Sample

Source: Glassdoor Economic Research (glassdoor.com/research)

7� 6HH�1DWLRQDO�&HQWHU�IRU�(GXFDWLRQ�6WDWLVWLFV��7DEOH���������³%DFKHORU¶V�'HJUHHV�&RQIHUUHG�E\�3RVWVHFRQGDU\�,QVWLWXWLRQV��%\�)LHOG�RI�6WXG\��6HOHFWHG�<HDUV����������7KURXJK���������´�
� $YDLODEOH�DW�KWWSV���QFHV�HG�JRY�IDVWIDFWV�GLVSOD\�DVS"LG ����
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 IV. Gender Divide  
 by College Major

)RU�D�YDULHW\�RI�UHDVRQV��PHQ�DQG�ZRPHQ�JUDYLWDWH�WRZDUG�GL̆HUHQW�FROOHJH�PDMRUV��
,Q�)LJXUH����ZH�VKRZ�WKH����PRVW�PDOH�GRPLQDWHG�FROOHJH�PDMRUV�LQ�RXU�VDPSOH��
)RU�HDFK�PDMRU��WKH�SHUFHQWDJH�RI�PDOHV�LQ�RXU�VDPSOH�LV�VKRZQ�LQ�EOXH��ZKLOH�WKH�
SHUFHQWDJH�RI�IHPDOHV�LV�VKRZQ�LQ�JUHHQ��

7KH�PRVW�PDOH�GRPLQDWHG�FROOHJH�PDMRU�LQ�RXU�VDPSOH�ZDV�0HFKDQLFDO�(QJLQHHULQJ��
,Q�WKDW�PDMRU�����SHUFHQW�RI�EDFKHORU¶V�GHJUHHV�ZHUH�HDUQHG�E\�PHQ��FRPSDUHG�WR�
MXVW����SHUFHQW�E\�ZRPHQ��7KDW�ZDV�IROORZHG�E\�&LYLO�(QJLQHHULQJ�����SHUFHQW�PDOH��
17 percent female), Physics (81 percent male, 19 percent female), Computer Science 
and Engineering (74 percent male, 26 percent female), and Electrical Engineering 
����SHUFHQW�PDOH�����SHUFHQW�IHPDOH����

FIGURE 3. 15 Most Male-Dominated College Majors

Source: Glassdoor Economic Research (glassdoor.com/research)

Percentage Female

Percentage Male
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,Q�)LJXUH����ZH�VKRZ�WKH����PRVW�IHPDOH�GRPLQDWHG�FROOHJH�PDMRUV�LQ�RXU�VDPSOH��
7KH�FROOHJH�PDMRU�ZLWK�WKH�ODUJHVW�VKDUH�RI�ZRPHQ�LQ�RXU�VDPSOH�ZDV�6RFLDO�:RUN��
ZLWK����SHUFHQW�RI�EDFKHORU¶V�GHJUHHV�HDUQHG�E\�ZRPHQ��FRPSDUHG�WR����SHUFHQW�E\�
PHQ��7KDW�ZDV�IROORZHG�E\�+HDOWKFDUH�$GPLQLVWUDWLRQ�����SHUFHQW�PDOH�����SHUFHQW�
IHPDOH���$QWKURSRORJ\�����SHUFHQW�PDOH�����SHUFHQW�IHPDOH���1XUVLQJ�����SHUFHQW�
PDOH�����SHUFHQW�IHPDOH��DQG�+XPDQ�5HVRXUFHV�����SHUFHQW�PDOH�����SHUFHQW�IHPDOH���

FIGURE 4. 15 Most Female-Dominated College Majors

Percentage Female

Percentage Male

,W�LV�D�ZHOO�NQRZQ�IDFW�WKDW�ZRPHQ�WRGD\�DUH�XQGHUUHSUHVHQWHG�LQ�PDQ\�
IDVW�JURZLQJ�VFLHQFH��WHFKQRORJ\��HQJLQHHULQJ�DQG�PDWKHPDWLFV��67(0��¿HOGV�8 
$FFRUGLQJ�WR�D������VWXG\�E\�WKH�$PHULFDQ�$VVRFLDWLRQ�RI�8QLYHUVLW\�:RPHQ�
�$$8:���³PHQ�RXWQXPEHU�ZRPHQ�LQ�QHDUO\�HYHU\�VFLHQFH�DQG�HQJLQHHULQJ�¿HOG��
DQG�LQ�VRPH��VXFK�DV�SK\VLFV��HQJLQHHULQJ��DQG�FRPSXWHU�VFLHQFH��WKH�GL̆HUHQFH�LV�
GUDPDWLF�´�

$V�ZH�LOOXVWUDWH�LQ�WKH�VHFWLRQV�EHORZ��WKLV�XQGHU�UHSUHVHQWDWLRQ�RI�ZRPHQ�DPRQJ�
67(0�PDMRUV�LQ�WXUQ�KHOSV�IXHO�WKH�JHQGHU�GL̆HUHQFHV�LQ�MREV�DQG�SD\�ZH�REVHUYH�
LQ�WKH�EURDGHU�8�6��ODERU�PDUNHW��

8� 6HH�IRU�H[DPSOH��&DWKHULQH�+LOO��&KULVWLDQQH�&RUEHWW��DQG�$QGUHVVH�6W��5RVH���������³:K\�6R�)HZ"�:RPHQ�LQ�6FLHQFH��7HFKQRORJ\��(QJLQHHULQJ�DQG�0DWKHPDWLFV�´�$PHULFDQ�$VVRFLDWLRQ�RI�8QLYHUVLW\�� �
� :RPHQ��$$8:��UHVHDUFK�UHSRUW��$YDLODEOH�DW�KWWS���ZZZ�DDXZ�RUJ�UHVRXUFH�ZK\�VR�IHZ�ZRPHQ�LQ�VFLHQFH�WHFKQRORJ\�HQJLQHHULQJ�PDWKHPDWLFV���

Source: Glassdoor Economic Research (glassdoor.com/research)
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V. Job Pathways by College Major

:KLFK�PDMRU�ZH�FKRRVH�LQ�FROOHJH�KHOSV�GHWHUPLQH�ZKDW�FDUHHU�GRRUV�DUH�RSHQ�RU�
FORVHG�GXULQJ�WKH�HDUO\�\HDUV�DIWHU�JUDGXDWLRQ��,Q�WKLV�VHFWLRQ��ZH�VKRZ�WKH�PRVW�
FRPPRQ�MREV�VWXGHQWV�IURP�HDFK�PDMRU�ZRUN�LQ�GXULQJ�WKH�¿UVW�¿YH�\HDUV�RI�WKHLU�
FDUHHUV�²�LOOXVWUDWLQJ�KRZ�FKRRVLQJ�DPRQJ�GL̆HUHQW�PDMRUV�SODFHV�ZRUNHUV�RQ�
VKDUSO\�GL̆HUHQW�FDUHHU�WUDFNV��

A. MOST COMMON JOBS BY MAJOR

,Q�7DEOH����ZH�VKRZ�WKH����PRVW�FRPPRQ�FROOHJH�PDMRUV�LQ�RXU�VDPSOH��)RU� 
HDFK�PDMRU��WKH�FROXPQV�VKRZ�WKH�¿YH�PRVW�FRPPRQ�MRE�WLWOHV�ZRUNHG�LQ�GXULQJ�
WKH�¿UVW�¿YH�\HDUV�DIWHU�JUDGXDWLRQ��DORQJ�ZLWK�WKH�SHUFHQWDJH�RI�RXU�VDPSOH�ZKR�
KHOG�HDFK�W\SH�RI�MRE��

)RU�VRPH�PDMRUV��MREV�DUH�FORVHO\�OLQNHG�WR�FROOHJH�FRXUVHZRUN��)RU�H[DPSOH�� 
WKH�PRVW�FRPPRQ�MRE�IRU�&RPSXWHU�6FLHQFH�DQG�(QJLQHHULQJ�PDMRUV�LV�VRIWZDUH�
HQJLQHHU��ZLWK����SHUFHQW�ZRUNLQJ�LQ�WKDW�UROH�GXULQJ�WKH�¿UVW�¿YH�\HDUV�DIWHU� 
FROOHJH��6LPLODUO\��WKH�PRVW�FRPPRQ�MRE�IRU�1XUVLQJ�PDMRUV�LV�UHJLVWHUHG�QXUVH�
����SHUFHQW���ZKLOH�WKH�PRVW�FRPPRQ�UROH�IRU�+XPDQ�5HVRXUFHV�PDMRUV�LV� 
+5�DVVLVWDQW�����SHUFHQW���

%\�FRQWUDVW��VRPH�PDMRUV�ZRUN�LQ�MREV�QRW�FORVHO\�UHODWHG�WR�FRXUVHZRUN��)RU�
H[DPSOH��WKH�PRVW�FRPPRQ�MRE�IRU�&RPPXQLFDWLRQV�PDMRUV�LV�DFFRXQW�H[HFXWLYH�
���SHUFHQW���ZKLFK�LV�W\SLFDOO\�D�VDOHV�UROH��6LPLODUO\��WKH�PRVW�FRPPRQ�MRE�IRU�
+LVWRU\�PDMRUV�LV�PDQDJHU����SHUFHQW��²�D�JHQHUDO�EXVLQHVV�UROH�²�ZKLOH�WKH�PRVW�
FRPPRQ�MRE�IRU�6RFLRORJ\�PDMRUV�LV�LQWHUQ����SHUFHQW���
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TABLE 2. Most Common Jobs A!er College for the Top 25 Majors

1RWH��0RVW�FRPPRQ�MREV�DIWHU�FROOHJH�DUH�UHVWULFWHG�WR�MREV�KHOG�ZLWKLQ�¿YH�\HDUV�RI�JUDGXDWLRQ�� 
This report uses job title normalization, which groups similar job titles. 
Source: Glassdoor Economic Research (glassdoor.com/research)

FIRST SECOND THIRD FOURTH FIFTH

Major Field of Study Job Title % Job Title % Job Title % Job Title % Job Title %

Business Manager 2% Account 
Manager 2% Admin.  

Assistant 2% Operations 
Manager 2% Sales  

Associate 1%

Computer Science and Engineering Software 
Engineer 17% Software 

Developer 7% Systems 
Engineer 4% Teaching 

Assistant 4% Research 
Assistant 3%

Psychology Mental Health 
Counselor 2% Intern 2% Research 

Assistant 2% Case  
Manager 2% Manager 2%

Electrical Engineering Software 
Engineer 8% Research 

Assistant 6% Systems 
Engineer 6% Teaching 

Assistant 5% Engineer 3%

Mechanical Engineering Mechanical 
Engineer 9% Research 

Assistant 7% Engineer 6% Design  
Engineer 6% Teaching 

Assistant 4%

Communications Account 
Executive 3% Social Media 

Manager 3% Admin.  
Assistant 3% Account 

Manager 2% Marketing 
Coordinator 2%

Marketing Account 
Manager 3% Marketing 

Coordinator 2% Account 
Executive 2% Manager 2% Marketing 

Manager 2%

Information Technology Software 
Engineer 9% Software 

Developer 5% Systems 
Engineer 4% Web  

Developer 2% Research 
Assistant 2%

Economics Financial 
Analyst 4% Analyst 3% Intern 3% Manager 2% Research 

Assistant 2%

Finance Financial 
Analyst 6% Analyst 3% Intern 3% Accountant 2% Associate 2%

Accounting Accountant 15% Tax 
Accountant 2% Accounting 

Manager 2% Financial 
Analyst 2% Auditor 2%

Biology Research 
Assistant 4% Lab 

Technician 3% Teaching 
Assistant 2% Pharmacy 

Technician 2% Lab Assistant 2%

English Editor 2% Sales 
Associate 2% Social Media 

Manager 2% Teaching 
Assistant 2% Admin.  

Assistant 1%

Political Science Law Clerk 3% Intern 2% Account 
Executive 2% Manager 2% Account 

Manager 2%

Criminal Justice Security Officer 3% Customer 
Service Rep. 3% Case Manager 2% Admin.  

Assistant 2% Manager 1%

Sociology Intern 4% Manager 3% Admin.  
Assistant 2% Sales 

Associate 2% Customer 
Service Rep. 2%

Mathematics Teaching 
Assistant 6% Research 

Assistant 6% Data Analyst 5% Intern 3% Software 
Developer 2%

History Manager 3% Intern 2% Sales 
Associate 2% Customer 

Service Rep. 2% Account 
Executive 1%

Nursing Registered 
Nurse 31% Nurse  

Practitioner 8% Nursing  
Manager 5% Case Manager 4%

Registered 
Nurse Case 

Manager
2%

Civil Engineering Project  
Engineer 8% Engineer 8% Civil Engineer 7% Research 

Assistant 6% Structural 
Engineer 5%

Chemical Engineering Process 
Engineer 9% Research 

Assistant 8% Teaching 
Assistant 6% Engineer 4% Project  

Engineer 3%

Chemistry Research 
Assistant 5% Teaching 

Assistant 4% Chemist 4% Lab 
Technician 3% Researcher 3%

Human Resources HR Assistant 10% HR Generalist 8% HR 
Coordinator 5% Recruiter 5% Corporate 

Recruiter 2%

Journalism Editor 3% Social Media 
Manager 3% Writer 2% News 

Reporter 2% Admin.  
Assistant 2%

Public Relations Account 
Manager 4% PR 4% Marketing 

Coordinator 4% Intern 4% Social Media 
Manager 3%

Most Common Jobs Least Common Jobs
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WHY SO MANY TEACHING ASSISTANTS?

0DQ\�FROOHJH�PDMRUV�LQ�7DEOH���OLVW�³WHDFKLQJ�DVVLVWDQW´�DQG�³UHVHDUFK�DVVLVWDQW´�DV�D�FRPPRQ�MRE�RQ� 
UHVXPHV�GXULQJ�WKH�ILUVW�ILYH�\HDUV�DIWHU�FROOHJH��:K\�LV�WKLV"�

0RVW�RI�WKHVH�DUH�VWXGHQWV�ZKR�HQUROOHG�LQ�JUDGXDWH�VFKRRO�GXULQJ�WKDW�SHULRG��,W¶V�FRPPRQ�IRU�VWXGHQWV� 
in Master’s and Doctorate programs to work as teaching and research assistants, law clerks, or other  
JUDG�VFKRRO�UHODWHG�MREV�ZKLOH�FRPSOHWLQJ�WKHLU�FRXUVHZRUN��

7KH�FROOHJH�PDMRUV�ZLWK�WKH�KLJKHVW�IUDFWLRQ�RI�WHDFKLQJ�DQG�UHVHDUFK�DVVLVWDQWV�LQGLFDWHV�D�ELJJHU�VKDUH� 
RI�WKRVH�PDMRUV�JR�RQ�WR�JUDG�VFKRRO�GXULQJ�WKH�ILUVW�ILYH�\HDUV�DIWHU�FROOHJH��,Q�RXU�VWXG\��ZH�LQFOXGH�DOO�
MREV�OLVWHG�LQ�WKH�ILYH�\HDUV�DIWHU�FROOHJH��DQG�LQFOXGH�ERWK�VWXGHQWV�ZKR�JR�GLUHFWO\�WR�JUDG�VFKRRO�DQG�
WKRVH�ZKR�ILQG�MREV�LQ�WKH�RUGLQDU\�ODERU�PDUNHW��

B. NETWORKS OF JOBS AND MAJORS

2QH�XVHIXO�ZD\�RI�YLVXDOL]LQJ�WKH�¿JXUHV�IURP�7DEOH���LV�DV�D�network between 
PDMRUV�DQG�MREV��VKRZLQJ�WKH�GL̆HUHQFHV�DQG�VLPLODULWLHV�LQ�WKH�W\SHV�RI�ZRUN�
GRQH�E\�GL̆HUHQW�FROOHJH�PDMRUV��

)LJXUH���VKRZV�D�VLPSOH�YLVXDOL]DWLRQ�RI�KRZ�WKUHH�FRPPRQ�HQJLQHHULQJ�PDMRUV�
OHDG�WR�GL̆HUHQW�FDUHHU�SDWKV��&RPSXWHU�6FLHQFH�DQG�(QJLQHHULQJ��(OHFWULFDO�
(QJLQHHULQJ��DQG�&LYLO�(QJLQHHULQJ��,Q�WKH�¿JXUH��FROOHJH�PDMRUV�DUH�VKRZQ�DV�
VTXDUHV��7KH�OLQHV�FRQQHFWLQJ�PDMRUV�WR�MREV�DUH�ODEHOHG�ZLWK�WKH�SHUFHQWDJH�ZKR�
ZRUNHG�LQ�HDFK�MRE�LQ�RXU�VDPSOH��

Students who choose Computer Science and Engineer and Electrical Engineering 
PDMRUV�KDYH�PDQ\�FRPPRQ�FDUHHU�SDWKV��)RU�H[DPSOH��EHWZHHQ����SHUFHQW�DQG� 
���SHUFHQW�RI�WKHVH�PDMRUV�ZRUN�DV�VRIWZDUH�HQJLQHHUV�DQG�V\VWHPV�HQJLQHHUV�
DIWHU�FROOHJH��+RZHYHU��WKHVH�W\SHV�RI�WHFK�UROHV�DUH�OHVV�FRPPRQ�DPRQJ�&LYLO�
(QJLQHHULQJ�PDMRUV��ZKR�LQVWHDG�RIWHQ�ZRUN�LQ�UROHV�OLNH�FLYLO�HQJLQHHU��SURMHFW�
HQJLQHHU�DQG�VWUXFWXUDO�HQJLQHHU��$�FRPPRQ�WKHPH�DPRQJ�DOO�WKUHH�PDMRUV�LV�
WKH\�VHQG�D�VLJQL¿FDQW�IUDFWLRQ�RI�VWXGHQWV�RQ�WR�JUDGXDWH�VFKRRO��ZLWK�EHWZHHQ� 
��SHUFHQW�DQG����SHUFHQW�ZRUNLQJ�DV�UHVHDUFK�RU�WHDFKLQJ�DVVLVWDQWV�DIWHU�FROOHJH��
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)LJXUH���VKRZV�D�VLPLODU�YLVXDOL]DWLRQ�RI�FRPPRQ�MREV�IRU�WKUHH�QRQ�HQJLQHHULQJ�
PDMRUV��%XVLQHVV��3V\FKRORJ\��DQG�(FRQRPLFV��$�FRPPRQ�MRE�SDWK�IRU�DOO�WKUHH�
PDMRUV�LV�PDQDJHU��D�JHQHUDO�EXVLQHVV�UROH�WKDW�DWWUDFWV�DERXW���SHUFHQW�RI� 
VWXGHQWV�IURP�HDFK��(DFK�PDMRU�KDV�WKHLU�RZQ�XQLTXH�MRE�SDWKV�DV�ZHOO��$PRQJ�
(FRQRPLFV�PDMRUV����SHUFHQW�ZRUN�LQ�¿QDQFLDO�RFFXSDWLRQV�OLNH�¿QDQFLDO�DQDO\VW��
%XVLQHVV�PDMRUV�WHQG�WR�ZRUN�LQ�VDOHV�UHODWHG�UROHV��ZLWK���SHUFHQW�ZRUNLQJ�LQ�
VDOHV�DVVRFLDWH��DFFRXQW�PDQDJHU��RU�RWKHU�RSHUDWLRQV�DQG�DGPLQLVWUDWLYH�UROHV��
%\�FRQWUDVW����SHUFHQW�RI�3V\FKRORJ\�PDMRUV�¿QG�MREV�DV�PHQWDO�KHDOWK�FRXQVHORUV�
DQG�FDVH�PDQDJHUV�²�D�UROH�WKDW�LV�XQFRPPRQ�IRU�WKH�RWKHU�WZR�PDMRUV���

FIGURE 5. Network of Most Common Jobs for Engineering Degrees

Source: Glassdoor Economic Research (glassdoor.com/research)

COMPUTER 
SCIENCE AND 
ENGINEERING

ELECTRICAL
ENGINEERING

CIVIL
ENGINEERING

Software Developer

Engineer

Software Engineer
Systems Engineer

Civil Engineer
Project Engineer

Structural Engineer

7%

21%

14% 20%

7%

11% 6%

3% 8%

Grad School

}Research Assistant
Teaching Assistant
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FIGURE 6. Network of Most Common Jobs for Business, Economics and Psychology

C. MOST SPECIALIZED COLLEGE MAJORS 

$V�LV�FOHDU�IURP�WKH�SUHYLRXV�VHFWLRQ��VRPH�FROOHJH�PDMRUV�DUH�VSHFLDOL]HG�DQG�
SUHSDUH�VWXGHQWV�IRU�D�IHZ�QDUURZ�MREV�DIWHU�JUDGXDWLRQ��2WKHUV�DUH�PRUH�JHQHUDO��
ZLWK�VWXGHQWV�ZRUNLQJ�LQ�D�YDULHW\�RI�MREV�DIWHU�JUDGXDWLRQ��7R�TXDQWLI\�WKLV�LGHD��
ZH�FDOFXODWHG�DQ�LQGH[�RI�WKH�PRVW�DQG�OHDVW�³FOXVWHUHG´�FROOHJH�PDMRUV�LQ�WHUPV�
RI�WKH�YDULHW\�RI�MREV�VWXGHQWV�DUH�OLNHO\�WR�ZRUN�LQ�DIWHU�JUDGXDWLRQ�9  

7KLV�FDQ�EH�WKRXJKW�RI�DV�D�PHDVXUH�RI�³XQFHUWDLQW\´�IDFLQJ�VWXGHQWV�DERXW�WKHLU�
SRVW�JUDGXDWLRQ�FDUHHU�SDWKV�DQG�SD\��,I�FROOHJH�PDMRUV�DUH�WLJKWO\�FOXVWHUHG�LQWR�
MXVW�D�IHZ�MREV��VWXGHQWV�FDQ�EH�IDLUO\�VXUH�ZKDW�WKH\¶OO�HQG�XS�GRLQJ�IRU�ZRUN�DIWHU�
FROOHJH��,I�LQVWHDG�PDMRUV�DUH�ZLGHO\�VSUHDG�DPRQJ�PDQ\�W\SHV�RI�MREV��WKHUH�LV�
PRUH�XQFHUWDLQW\�DIWHU�FROOHJH�DERXW�ZKDW�\RXU�FDUHHU�SDWK�DQG�SD\�ZLOO�EH��

9� 7KH�GHJUHH�RI�FRQFHQWUDWLRQ�RI�FROOHJH�GHJUHH�KROGHUV�DPRQJ�MREV�LV�PHDVXUHG�XVLQJ�D�VWDQGDUG�+HU¿QGDKO�+LUVFKPDQ�LQGH[��++,���0RUH�LQIRUPDWLRQ�DERXW�++,�LQGLFHV�LV�DYDLODEOH�DW� 
 KWWSV���ZZZ�MXVWLFH�JRY�DWU�KHU¿QGDKO�KLUVFKPDQ�LQGH[��

Source: Glassdoor Economic Research (glassdoor.com/research)

BUSINESS

PSYCHOLOGY ECONOMICS

Sales Associate
Account Manager

Operations Manager
 Admin. Assistant

Intern

Mental Health Counselor
Case Manager

Financial Analyst
Analyst

Manager

Research Assistant4% 7%

7%

2%

2% 2%

2% 2%

2% 3%

Grad School
}
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,Q�)LJXUH����ZH�VKRZ�WKH����PRVW�³MRE�FRQFHQWUDWHG´�FROOHJH�PDMRUV�LQ�RXU�VDPSOH��
7KH�PRVW�FRQFHQWUDWHG�PDMRU�LV�1XUVLQJ��ZLWK�VWXGHQWV�GLVSURSRUWLRQDWHO\�ZRUNLQJ�
LQ�GLUHFWO\�UHODWHG�MREV�VXFK�DV�UHJLVWHUHG�QXUVH��QXUVH�SUDFWLWLRQHU�DQG�QXUVLQJ�
PDQDJHU��7KH�VHFRQG�PRVW�FRQFHQWUDWHG�PDMRU�ZDV�*UDSKLF�'HVLJQ��ZLWK�PRVW�
VWXGHQWV�ZRUNLQJ�LQ�UHODWHG�MREV�OLNH�JUDSKLF�GHVLJQHU��ZHE�GHVLJQHU�DQG�DUW� 
PDQDJHU��2WKHU�FRQFHQWUDWHG�PDMRUV�ZLWK�UHODWLYHO\�FOHDU�FDUHHU�SDWKV�LQFOXGH�
&RPSXWHU�6FLHQFH�DQG�(QJLQHHULQJ��&LYLO�(QJLQHHULQJ�DQG�6WDWLVWLFV�

FIGURE 7. 15 College Majors with the Clearest Career Paths  

1RWH��&RQFHQWUDWLRQ�LQGH[�LV�EDVHG�RQ�D�+HU¿QGDKO�+LUVFKPDQ�LQGH[� 
with the scale normalized such that Nursing = 1.0. 
Source: Glassdoor Economic Research (glassdoor.com/research)

More Concentrated Majors Less Concentrated Majors

,Q�)LJXUH����ZH�VKRZ�WKH�OHDVW�FRQFHQWUDWHG�FROOHJH�PDMRUV��7KH�OHDVW�FRQFHQWUDWHG�
ZDV�3KLORVRSK\��IROORZHG�E\�(QJOLVK��%XVLQHVV��+LVWRU\�DQG�6RFLRORJ\��,Q�HDFK�FDVH��
JUDGXDWHV�IURP�WKHVH�PDMRUV�ZRUNHG�LQ�D�ZLGH�YDULHW\�RI�MREV�DIWHU�FROOHJH�²�OLNHO\�
UHÀHFWLQJ�WKH�JHQHUDO�QDWXUH�RI�PRVW�FRXUVHZRUN�LQ�WKHVH�GHJUHH�SURJUDPV�²�UDWKHU�
WKDQ�FOXVWHULQJ�LQ�D�IHZ�UHODWHG�RFFXSDWLRQV��)URP�WKH�VWDQGSRLQW�RI�IXWXUH�FDUHHUV�
DQG�SD\��WKHVH�FROOHJH�PDMRUV�SUHVHQW�D�ORW�RI�XQFHUWDLQW\�WR�VWXGHQWV�

Job Concentration 
Index (HHI)
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D. WHAT MAJORS LEAD TO EACH JOB?

-XVW�DV�VRPH�FROOHJH�PDMRUV�OHDG�WR�D�IHZ�VSHFL¿F�MREV��VRPH�MREV�DWWUDFW�PRVW�
FDQGLGDWHV�IURP�VSHFL¿F�PDMRUV��7KLV�LV�LPSRUWDQW�IRU�VWXGHQWV�WR�XQGHUVWDQG�
XSIURQW�²�LI�DLPLQJ�IRU�D�SDUWLFXODU�FDUHHU�SDWK�DIWHU�FROOHJH��LW¶V�KHOSIXO�WR�NQRZ�
ZKLFK�FROOHJH�PDMRU�LV�PRVWO\�OLNHO\�WR�OHDG�WR�LW�

,Q�7DEOH����ZH�VKRZ�D�OLVW�RI����SRSXODU�MREV�DQG�WKH�PRVW�FRPPRQ�FROOHJH� 
PDMRUV�IRXQG�LQ�HDFK��,Q�VRPH�FDVHV��WKH�SDWKZD\�LQWR�MREV�LV�FOHDUO\�OLQNHG�WR� 
WKH�FKRLFH�RI�FROOHJH�PDMRU��)RU�UHJLVWHUHG�QXUVH�MREV�����SHUFHQW�RI�RXU�VDPSOH�
KHOG�D�GHJUHH�LQ�1XUVLQJ��6LPLODUO\��IRU�MREV�DV�PHFKDQLFDO�HQJLQHHUV�����SHUFHQW�
KHOG�0HFKDQLFDO�(QJLQHHULQJ�GHJUHHV��ZKLOH����SHUFHQW�RI�MREV�DV�VRIWZDUH� 
HQJLQHHUV�ZHUH�KHOG�E\�WKRVH�ZLWK�GHJUHHV�LQ�&RPSXWHU�6FLHQFH�DQG�(QJLQHHULQJ��
)RU�WKRVH�ORRNLQJ�IRU�FDUHHUV�LQ�WKHVH�LQ�GHPDQG�UROHV��WKH�FKRLFH�RI�FROOHJH� 
PDMRU�UHDOO\�PDWWHUV���

%\�FRQWUDVW��VRPH�MREV�LQ�7DEOH���DUH�RSHQ�WR�D�YDULHW\�RI�FROOHJH�PDMRUV��7KRVH�
working as teachers in our sample were drawn relatively evenly from Psychology, 
(QJOLVK��0DWKHPDWLFV��DQG�RWKHU�PDMRUV��6LPLODUO\��MREV�DV�VDOHV�DVVRFLDWH�ZHUH�
FRPPRQ�IRU�%XVLQHVV��0DUNHWLQJ��%LRORJ\�DQG�PDQ\�RWKHU�PDMRUV��,Q�WKHVH�UROHV��
EHFDXVH�MRE�UHTXLUHPHQWV�DUH�QRW�FORVHO\�OLQNHG�WR�VSHFLDOL]HG�VNLOOV�IURP� 
D�SDUWLFXODU�PDMRU��WKH�FKRLFH�RI�FROOHJH�PDMRU�SOD\V�D�PLQRU�UROH�

1RWH��&RQFHQWUDWLRQ�LQGH[�LV�EDVHG�RQ�D�+HU¿QGDKO�+LUVFKPDQ�LQGH[� 
with the scale normalized such that Nursing = 1.0. 
Source: Glassdoor Economic Research (glassdoor.com/research)

FIGURE 8. 15 College Majors with the Least Clear Career Paths  

More Concentrated Majors Less Concentrated Majors

Job Concentration 
Index (HHI)
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TABLE 3. Most Frequent College Majors Working in 25 Common Jobs

1RWH��6LPLODU�MRE�WLWOHV�DUH�JURXSHG�RU�³QRUPDOL]HG´�XVLQJ�D�SURSULHWDU\�PDFKLQH�OHDUQLQJ�DOJRULWKP���
Source: Glassdoor Economic Research (glassdoor.com/research)

FIRST SECOND THIRD FOURTH FIFTH

Job Title Major % Major % Major % Major % Major %

Accountant Accounting 50% Business 11% Finance 8% Economics 4% English 1%

Admin. Assistant Business 11% Psychology 7% Communications 5% Biology 3% English 3%

Business Analyst
Computer 

Science and 
Engineering

9% Business 9% Electrical 
Engineering 8% IT 6% Finance 5%

Consultant
Computer 

Science and 
Engineering

10% Business 7% Economics 6% IT 5% Finance 5%

Data Scientist
Computer 

Science and 
Engineering

18% Mathematics 11% Electrical 
Engineering 9% Statistics 5% Economics 4%

Editor English 20% Journalism 10% History 3% Creative 
Writing 3% Journalism and 

Media Studies 2%

Financial Analyst Finance 26% Economics 15% Business 11% Accounting 9% Mathematics 2%

Graphic Designer Graphic 
Design 22% Visual 

Communications 4%
Computer 

Science and 
Engineering

2% Illustration 2% Studio Art 2%

HR Manager Business 19% Human 
Resources 10% Psychology 8% Accounting 4% English 2%

Lab Technician Biology 21% Chemistry 11% Chemical 
Engineering 4% Biochemistry 4% Environmental 

Science 2%

Manufacturing Engineer Mechanical 
Engineering 48% Industrial 

Engineering 5% Manufacturing 
Engineering 3% Production 

Engineering 2% Materials 
Science 2%

Marketing Coordinator Marketing 16% Business 11% Communications 10% Public 
Relations 5% Psychology 3%

Mechanical Engineer Mechanical 
Engineering 70% Aerospace 

Engineering 3%
Mechanical 
Engineering 
Technology

2% Engineering 
Mechanics 1%

Thermal Energy 
and Power 
Engineering

1%

Medical Assistant Biology 14% Business 11% Nursing 8% Psychology 7% Healthcare 
Admin. 4%

Personal Trainer Exercise 
Science 11% Business 5% Kinesiology 5% Psychology 4% Communications 3%

Pharmacy Technician Biology 23% Chemistry 5% Psychology 4% Biomedical 
Science 4% Business 3%

PR Communications 12% Public 
Relations 10% Business 5% Marketing 4% Journalism 3%

Project Manager Business 10% Marketing 5% Civil 
Engineering 3% Mechanical 

Engineering 3% Economics 3%

Recruiter Business 11% Human 
Resources 9% Communications 8% Psychology 7% Marketing 7%

Registered Nurse Nursing 75% Psychology 4% Nursing Science 2% Exercise 
Science 1% Accounting 1%

Sales Associate Business 8% Psychology 6% Marketing 3% English 3% Biology 3%

Social Media Manager Communications 14% Marketing 8% English 7% Public 
Relations 4% Journalism 4%

Software Engineer
Computer 

Science and 
Engineering

48% Electrical 
Engineering 15% IT 10% Mechanical 

Engineering 1% Information 
Science 1%

Teacher Psychology 8% English 4% Mathematics 3% Business 3% Marketing 2%

Web Developer
Computer 

Science and 
Engineering

35% IT 12% Electrical Engi-
neering 10% Business 3% Mathematics 2%

Most Common Majors Least Common Majors
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VI. College Majors and Pay

%HFDXVH�FROOHJH�PDMRUV�D̆HFW�FDUHHU�SDWKV��WKH\�DOVR� 
D̆HFW�SD\��,Q�WKLV�VHFWLRQ�ZH�FRQQHFW�WKH�GRWV�IURP� 
FROOHJH�PDMRUV�WR�FRPSHQVDWLRQ�E\�HVWLPDWLQJ�WKH� 
³PDUNHW�YDOXH´�RI�HDFK�MRE�SHRSOH�LQ�RXU�VDPSOH� 
ZRUNHG�LQ�DIWHU�JUDGXDWLRQ��7KDW�DOORZV�XV�WR�DJJUHJDWH�
WKHVH�SD\�HVWLPDWHV�E\�FROOHJH�PDMRU�LQWR�D�PHGLDQ� 
EDVH�SD\�IRU�HDFK�RI�WKH����PDMRUV�ZH�H[DPLQHG��

,Q�7DEOH����ZH�VKRZ�WKH����KLJKHVW�SD\LQJ�FROOHJH�PDMRUV�
LQ�RXU�VDPSOH��7KHVH�HVWLPDWHV�WDNH�LQWR�DFFRXQW�WKH�SD\�
IRU�HDFK�MRE�KHOG�E\�JUDGXDWHV�LQ�RXU�VDPSOH�IURP�HDFK�
FROOHJH�PDMRU�GXULQJ�WKH�¿UVW�¿YH�\HDUV�DIWHU�JUDGXDWLRQ��
,W�LQFOXGHV�DOO�ZRUNHUV�LQ�RXU�VDPSOH�²�LQFOXGLQJ�WKRVH�
who go straight to work after college, those who go onto 
grad school during this period, and all other work and  
OLIH�FLUFXPVWDQFHV��

7KH�KLJKHVW�SD\LQJ�PDMRU�LQ�RXU�VDPSOH�LV�&RPSXWHU� 
Science and Engineering with a median base pay of 
��������SHU�\HDU��2WKHU�KLJK�SD\LQJ�PDMRUV�LQFOXGH� 
(OHFWULFDO�(QJLQHHULQJ����������SHU�\HDU���0HFKDQLFDO� 
(QJLQHHULQJ����������SHU�\HDU���&KHPLFDO�(QJLQHHULQJ� 
���������SHU�\HDU���DQG�,QIRUPDWLRQ�7HFKQRORJ\�
���������SHU�\HDU��²�DOO�UHODWLYHO\�VSHFLDOL]HG�67(0� 
PDMRUV�IHDWXULQJ�KHDY\�TXDQWLWDWLYH�UHTXLUHPHQWV� 
LQFOXGLQJ�PDWKHPDWLFV��SURJUDPPLQJ�DQG�VWDWLVWLFV��

Major Field of Study  Median Base Pay 
(All Jobs in First 5 Years)

Computer Science  
and Engineering $70,000

Electrical Engineering $68,438

Mechanical Engineering $66,040

Chemical Engineering $65,000

Information Technology $63,500

Civil Engineering $63,000

Nursing $63,000

Industrial Engineering $62,270

Management Information 
Systems $60,960

Statistics $60,000

Biomedical Engineering $57,200

Economics $55,000

Finance $55,000

Physics $52,500

Accounting $51,562

Mathematics $51,250

Architecture $50,000

Biotechnology $48,442

Biochemistry $46,406

Philosophy $46,328

Business $46,302

Marketing $46,000

Political Science $45,000

International Relations $45,000

History $45,000

TABLE 4. 25 Highest-Paying 
College Majors

Source: Glassdoor Economic Research (glassdoor.com/research)
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,Q�7DEOH����ZH�VKRZ�WKH����ORZHVW�SD\LQJ�FROOHJH�PDMRUV��
7KH�ORZHVW�SD\LQJ�PDMRU�LV�WLHG�EHWZHHQ�&ULPLQDO�-XVWLFH�
DQG�.LQHVLRORJ\�²�WKH�VWXG\�RI�PHFKDQLFV�RI�ERG\� 
PRYHPHQWV��D�PDMRU�FORVHO\�UHODWHG�WR�([HUFLVH�6FLHQFH�²�
ERWK�ZLWK�D�PHGLDQ�EDVH�SD\�RI���������SHU�\HDU�� 
7KDW¶V�IROORZHG�E\�([HUFLVH�6FLHQFH����������SHU�\HDU���
+HDOWKFDUH�$GPLQLVWUDWLRQ����������SHU�\HDU��DQG� 
6RFLDO�:RUN����������SHU�\HDU���$�FRPPRQ�WKHPH� 
EHWZHHQ�WKHVH�ORZ�SD\LQJ�PDMRUV�LV�WKDW�DOO�DUH�UHODWLYHO\�
QRQ�WHFKQLFDO�PDMRUV��ZKLFK�W\SLFDOO\�LQYROYH�OLPLWHG�
TXDQWLWDWLYH�UHTXLUHPHQWV�DQG�IHZ�MRE�VSHFLDOL]HG�VNLOOV�

7DEOHV���DQG���SDLQW�D�FOHDU�SLFWXUH�RI�WKH�FRQQHFWLRQ�
EHWZHHQ�FKRLFH�RI�FROOHJH�PDMRU�DQG�SD\��0DMRUV�ZLWK�
the highest estimated median base pay in our sample are 
GUDZQ�DOPRVW�H[FOXVLYHO\�IURP�HQJLQHHULQJ��WHFKQRORJ\��
DQG�VFLHQWL¿F�¿HOGV�WKDW�R̆HU�VSHFL¿F�WHFKQLFDO�WUDLQLQJ�
DSSOLFDEOH�WR�WRGD\¶V�IDVW�JURZWK�67(0�FDUHHUV�LQ�WHFK��
HQJLQHHULQJ��ELRWHFKQRORJ\��DQG�KHDOWKFDUH��%\�FRQWUDVW��
WKH�FROOHJH�PDMRUV�ZLWK�WKH�ORZHVW�HVWLPDWHG�SD\�DUH� 
W\SLFDOO\�OHVV�WHFKQLFDO��PRUH�JHQHUDO��DQG�GR�QRW�R̆HU� 
D�GLUHFW�FDUHHU�SDWK�LQWR�WRGD\¶V�KLJKHVW�SD\LQJ�UROHV�LQ�
WKH�ODERU�PDUNHW��

Major Field of Study  Median Base Pay 
(All Jobs in First 5 Years)

Criminal Justice $40,000

Kinesiology $40,000

Exercise Science $40,640

Healthcare Administration $41,000

Social Work $41,000

Education $41,203

Liberal Arts $41,250

Music $41,290

Psychology $41,500

Biology $42,000

Anthropology $42,116

Sociology $42,200

Health Sciences $42,500

Chemistry $43,040

Spanish $43,040

Hospitality Management $43,306

Public Relations $43,500

Communications $43,576

Journalism $43,576

Sports Management $43,576

English $43,688

Environmental Science $43,925

Human Resources $45,000

Graphic Design $45,000

Advertising $45,000

TABLE 5. 25 Lowest-Paying 
College Majors

Source: Glassdoor Economic Research (glassdoor.com/research)
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VII. Gender, College Majors,  
 and the Gender Pay Gap

%HFDXVH�PHQ�DQG�ZRPHQ�DUH�QRW�HTXDOO\�UHSUHVHQWHG�DPRQJ�FROOHJH�PDMRUV��
$PHULFD¶V�V\VWHP�RI�FROOHJHV�DQG�XQLYHUVLWLHV�H̆HFWLYHO\�SODFHV�PHQ�DQG�ZRPHQ�
RQ�GL̆HUHQW�FDUHHU�WUDFNV�HDUO\�LQ�OLIH��ZLWK�GL̆HUHQW�SD\��7KLV�SKHQRPHQRQ�LV�D�
NH\�GULYHU�RI�WKH�JHQGHU�SD\�JDS�ZH�REVHUYH�LQ�WKH�RYHUDOO�8�6��ODERU�PDUNHW��

,Q�)LJXUH�����ZH�JDWKHU�WKH�¿QGLQJV�IURP�SUHYLRXV�VHFWLRQV�WR�LOOXVWUDWH�WKH�FOHDU�
OLQN�EHWZHHQ�FKRLFH�RI�FROOHJH�PDMRU�DQG�WKH�JHQGHU�SD\�JDS��,W�VKRZV�D�VFDWWHUSORW�
RI�WKH�JHQGHU�EDODQFH�LQ�HDFK�FROOHJH�PDMRU�LQ�RXU�VDPSOH��DORQJ�ZLWK�WKH� 
HVWLPDWHG�EDVH�SD\�IRU�HDFK��(DFK�GRW�UHSUHVHQWV�RQH�FROOHJH�PDMRU��7KH� 
KRUL]RQWDO�D[LV�VKRZV�WKH�SHUFHQWDJH�PDOH�LQ�HDFK�PDMRU��DQG�WKH�YHUWLFDO�D[LV�
VKRZV�PHGLDQ�EDVH�SD\�E\�PDMRU�IRU�WKH�¿UVW�¿YH�\HDUV�DIWHU�JUDGXDWLRQ�10

7KH�RYHUDOO�SDWWHUQ�LQ�)LJXUH����LV�FOHDU��$PRQJ�WKH����KLJKHVW�SD\LQJ�PDMRUV�LQ�
RXU�VDPSOH��ZRPHQ�DUH�XQGHU�UHSUHVHQWHG�LQ�DOO�EXW�RQH��1XUVLQJ��,Q�HDFK�RWKHU�
FDVH��WKH�JHQGHU�EDODQFH�DPRQJ�WKH�UHPDLQLQJ�QLQH�KLJKHVW�SD\LQJ�PDMRUV�UDQJHG�
IURP����SHUFHQW�PDOH�LQ�6WDWLVWLFV�WR����SHUFHQW�PDOH�LQ�0HFKDQLFDO�(QJLQHHULQJ��
7KLV�JHQGHU�LPEDODQFH�PHDQV�FROOHJHV�DQG�XQLYHUVLWLHV�DUH�H̆HFWLYHO\�IHHGLQJ�
PHQ�LQWR�WRGD\¶V�KLJKHVW�SD\LQJ�MREV�DW�D�JUHDWHU�UDWH�WKDQ�ZRPHQ��ERRVWLQJ�WKH�
DYHUDJH�JHQGHU�SD\�JDS�

FIGURE 11. Men & Women Sort Into Di!erent Majors, A!ecting Base Pay Later   

Source: Glassdoor Economic Research (glassdoor.com/research)

10� )RU�D�FRPSOHWH�WDEOH�RI�JHQGHU�EDODQFH�DQG�SD\�IRU�DOO����PDMRUV�ZH�H[DPLQHG��SOHDVH�VHH�WKH�$SSHQGL[�
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%\�FRQWUDVW��ZRPHQ�DUH�RYHU�UHSUHVHQWHG�LQ���RI�WKH����ORZHVW�SD\LQJ�FROOHJH�
PDMRUV�LQ�RXU�VDPSOH��ZLWK�D�JHQGHU�EDODQFH�UDQJLQJ�IURP����SHUFHQW�IHPDOH�LQ�
%LRORJ\�WR����SHUFHQW�IHPDOH�LQ�6RFLDO�:RUN��7KLV�LPEDODQFH�KDV�WKH�H̆HFW�RI�
IHHGLQJ�D�GLVSURSRUWLRQDWH�VKDUH�RI�ZRPHQ�LQWR�WRGD\¶V�UHODWLYHO\�ORZHU�SD\LQJ�
MREV��SXWWLQJ�GRZQZDUG�SUHVVXUH�RQ�DYHUDJH�IHPDOH�ZDJHV�UHODWLYH�PDOH�ZDJHV�LQ�
WKH�8�6��ODERU�PDUNHW�

In Glassdoor’s 2016 study of the gender pay gap in Glassdoor salary data, we 
IRXQG�WKLV�W\SH�RI�RFFXSDWLRQDO�VRUWLQJ�RI�PHQ�DQG�ZRPHQ�LQWR�GL̆HUHQWO\�SD\LQJ�
MREV�H[SODLQV�DERXW����SHUFHQW�RI�WKH�RYHUDOO�SD\�JDS�EHWZHHQ�PHQ�DQG�ZRPHQ�LQ�
WKH�8�6�11��)LJXUH����LOOXVWUDWHV�VWDUNO\�KRZ�WKH�DFDGHPLF�SLSHOLQH�IURP�$PHULFD¶V�
colleges and universities helps contribute to gender segregation in the workforce 
DQG�WKH�QDWLRQ¶V�SHUVLVWHQW�JHQGHU�SD\�JDS��

GENDER PAY GAPS BY COLLEGE MAJOR

2QH�VXUSULVLQJ�¿QGLQJ�LV�WKDW�HYHQ�within the same college major, men and women 
WHQG�WR�VRUW�LQWR�GL̆HUHQW�MREV�²�ZKLFK�SD\�GL̆HUHQWO\�²�DIWHU�FROOHJH��7KLV�OHDGV�WR�
D�JHQGHU�SD\�JDS�DIWHU�FROOHJH��HYHQ�IRU�VWXGHQWV�ZKR�PDMRU�LQ�WKH�VDPH�VXEMHFW�

)RU�H[DPSOH��DPRQJ�ZRPHQ�ZKR�PDMRU�LQ�%LRORJ\��WKH�PRVW�FRPPRQ�WKUHH�MREV� 
DIWHU�FROOHJH�DUH�ODE�WHFKQLFLDQ��SKDUPDF\�WHFKQLFLDQ��DQG�VDOHV�DVVRFLDWH��%\�
FRQWUDVW��WKH�WKUHH�PRVW�FRPPRQ�MREV�IRU�PDOH�%LRORJ\�PDMRUV�DUH�ODE�WHFKQLFLDQ��
GDWD�DQDO\VW��DQG�PDQDJHU��7KH�IDFW�WKDW�PHQ�DUH�PRUH�OLNHO\�WR�ZRUN�DV� 
KLJKHU�SD\LQJ�GDWD�DQDO\VWV�RU�PDQDJHUV��ZKLOH�ZRPHQ�DUH�PRUH�OLNHO\�WR�ZRUN� 
LQ�ORZHU�SD\LQJ�UROHV�DV�SKDUPDF\�WHFKQLFLDQV�DQG�VDOHV�DVVRFLDWHV�FUHDWHV� 
D�JHQGHU�SD\�JDS��HYHQ�IRU�VWXGHQWV�ZLWK�WKH�VDPH�FROOHJH�PDMRU�

)RU�RXU�VDPSOH�RYHUDOO��PHQ�DFURVV�DOO�FROOHJH�PDMRUV�HDUQHG�RQ�DYHUDJH�D�PHGLDQ�
EDVH�SD\�RI���������SHU�\HDU��ZKLOH�ZRPHQ�HDUQHG���������SHU�\HDU��7KDW�DPRXQWV�
WR�DQ�RYHUDOO�JHQGHU�SD\�JDS�RI��������SHU�\HDU�RU������SHUFHQW�RI�PDOH�SD\��7DEOH���
VKRZV�WKH����FROOHJH�PDMRUV�LQ�RXU�VDPSOH�ZLWK�WKH�ELJJHVW�JHQGHU�SD\�JDSV�GXH�WR�
RFFXSDWLRQDO�VRUWLQJ�RI�PHQ�DQG�ZRPHQ�LQWR�GL̆HUHQW�W\SHV�RI�MREV�DIWHU�JUDGXDWLRQ��

7KH�ODUJHVW�JHQGHU�SD\�JDS�ZDV�IRXQG�LQ�+HDOWKFDUH�$GPLQLVWUDWLRQ�PDMRUV�� 
ZLWK�PHQ�ZRUNLQJ�LQ�MREV�WKDW�SDLG���������SHU�\HDU�PRUH�RQ�DYHUDJH�WKDQ�ZRPHQ��
DERXW����SHUFHQW�RI�PDOH�SD\��)RU�WKRVH�PDMRULQJ�LQ�+HDOWKFDUH�$GPLQLVWUDWLRQ��
WKH�WKUHH�PRVW�FRPPRQ�MREV�DIWHU�FROOHJH�IRU�ZRPHQ�DUH�DGPLQLVWUDWLYH�DVVLVWDQW��
FXVWRPHU�FDUH�UHSUHVHQWDWLYH��DQG�LQWHUQ��)RU�PHQ��WKH�WKUHH�PRVW�FRPPRQ�MREV�
DUH�KLJKHU�SD\LQJ�UROHV�DV�LPSOHPHQWDWLRQ�FRQVXOWDQW��TXDOLW\�VSHFLDOLVW�DQG�GDWD�
FRQVXOWDQW��7KLV�SDWWHUQ�LV�ZKDW¶V�EHKLQG�WKH�ODUJH�SD\�JDS�EHWZHHQ�PHQ�DQG� 
ZRPHQ�IURP�WKDW�PDMRU�

11� $QGUHZ�&KDPEHUODLQ��0DUFK��������³'HP\VWLI\LQJ�WKH�*HQGHU�3D\�*DS��(YLGHQFH�IURP�*ODVVGRRU�6DODU\�'DWD�´�*ODVVGRRU�(FRQRPLF�5HVHDUFK�UHSRUW��$YDLODEOH�DW� 
 KWWSV���ZZZ�JODVVGRRU�FRP�UHVHDUFK�VWXGLHV�JHQGHU�SD\�JDS��
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7KH�VHFRQG�KLJKHVW�JHQGHU�SD\�JDS�LV�IRXQG�LQ�0DWKHPDWLFV�����SHUFHQW�SD\�JDS���
)RU�IHPDOH�0DWKHPDWLFV�PDMRUV��WKH�WKUHH�PRVW�FRPPRQ�MREV�DIWHU�FROOHJH� 
�LJQRULQJ�JUDG�VFKRRO�MREV�OLNH�WHDFKLQJ�DQG�UHVHDUFK�DVVLVWDQWV��DUH�GDWD�DQDO\VW��
DQDO\VW��DQG�EXVLQHVV�DQDO\VW��)RU�PHQ��WKH�WKUHH�PRVW�FRPPRQ�MREV�DUH��LJQRULQJ�
JUDG�VFKRRO�MREV��DQDO\VW��GDWD�DQDO\VW��DQG�GDWD�VFLHQWLVW��7KH�ODUJHU�VKDUH�RI�PDOH�
PDWK�PDMRUV�ZRUNLQJ�DV�KLJKO\�SDLG�GDWD�VFLHQWLVWV�LV�WKH�SULPDU\�IDFWRU�GULYLQJ�
WKLV�PDOH�IHPDOH�SD\�JDS�DIWHU�FROOHJH��

2WKHU�FROOHJH�PDMRUV�ZLWK�ODUJH�JHQGHU�SD\�JDSV�GXH�WR�RFFXSDWLRQDO�VRUWLQJ�DUH�
%LRORJ\�����SHUFHQW�SD\�JDS���+XPDQ�5HVRXUFHV�������SHUFHQW�SD\�JDS��DQG�+HDOWK�
6FLHQFHV�������SHUFHQW�SD\�JDS���,Q�DOO�RI�WKHVH�¿HOGV��ZRPHQ�RQ�DYHUDJH�WHQG�WR�
ZRUN�LQ�ORZHU�SD\LQJ�UROHV�DIWHU�FROOHJH�FRPSDUHG�WR�PHQ��GHVSLWH�KDYLQJ�WKH�VDPH�
FROOHJH�PDMRU��

TABLE 6. 15 Largest Gender Pay Gaps Within College Majors 
(Due to Occupational Sorting by Men and Women)

Source: Glassdoor Economic Research (glassdoor.com/research)

 MEDIAN BASE PAY 
(ALL JOBS IN FIRST 5 YEARS)

Major Male Female Gender Pay Gap %

Healthcare Administration $51,250 $40,000 22.0%

Mathematics $60,000 $49,182 18.0%

Biology $46,000 $40,000 13.0%

Human Resources $50,000 $44,222 11.6%

Health Sciences $45,000 $40,000 11.1%

Biomedical Engineering $60,000 $53,450 10.9%

Industrial Engineering $65,000 $58,000 10.8%

Business $50,000 $45,000 10.0%

Marketing $50,000 $45,000 10.0%

Exercise Science $44,232 $40,000 9.6%

Statistics $60,000 $54,469 9.2%

Physics $55,714 $50,800 8.8%

Political Science $47,103 $43,000 8.7%

Management Information Systems $65,000 $60,000 7.7%

Biochemistry $48,000 $44,500 7.3%
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,Q�7DEOH����ZH�VKRZ�WKH����FROOHJH�PDMRUV�ZLWK�WKH�VPDOOHVW�JHQGHU�SD\�JDSV�GXH�
WR�RFFXSDWLRQDO�VRUWLQJ��,Q�WZR�WKLUGV�RI�WKHVH�PDMRUV��ZRPHQ�DFWXDOO\�ZRUNHG�
LQ�KLJKHU�SD\LQJ�UROHV�WKDQ�PHQ�IURP�WKH�VDPH�PDMRU�DIWHU�FROOHJH�²�D�³UHYHUVH´�
JHQGHU�SD\�JDS��7KH�VPDOOHVW�JDS�LV�LQ�$UFKLWHFWXUH��ZLWK�ZRPHQ�HDUQLQJ�DQ��������
PRUH�SHU�\HDU�RQ�DYHUDJH�WKDQ�PHQ��RU�D�����SHUFHQW�SD\�JDS��7KDW¶V�IROORZHG�E\�
0XVLF��������SHUFHQW�SD\�JDS���6RFLDO�:RUN�������SHUFHQW�SD\�JDS���$GYHUWLVLQJ� 
������SHUFHQW�SD\�JDS��DQG�(QYLURQPHQWDO�6FLHQFH�������SHUFHQW�SD\�JDS��

TABLE 7. 15 Smallest Gender Pay Gaps Within College Majors  
(Due to Occupational Sorting by Men and Women)

Source: Glassdoor Economic Research (glassdoor.com/research)

 MEDIAN BASE PAY 
(ALL JOBS IN FIRST 5 YEARS)

Major Male Female Gender Pay Gap %

Architecture $50,000 $57,000 -14.0%

Music $40,000 $44,020 -10.1%

Social Work $37,500 $40,640 -8.4%

Advertising $43,020 $46,500 -8.1%

Environmental Science $44,000 $47,000 -6.8%

Chemical Engineering $60,480 $63,770 -5.4%

Kinesiology $41,000 $43,000 -4.9%

Mechanical Engineering $66,040 $68,000 -3.0%

Sports Management $42,000 $42,672 -1.6%

Anthropology $40,640 $41,250 -1.5%

Accounting $51,562 $51,562 0.0%

Finance $55,000 $55,000 0.0%

Nursing $63,000 $63,000 0.0%

Graphic Design $45,000 $45,000 0.0%

Civil Engineering $60,000 $60,000 0.0%

7KH�NH\�WDNHDZD\�IURP�7DEOHV���DQG���LV�WKDW�DOWKRXJK�JHQGHU�GL̆HUHQFHV�LQ�WKH�
FKRLFH�RI�FROOHJH�PDMRU�LV�DQ�LPSRUWDQW�FDXVH�RI�WRGD\¶V�JHQGHU�SD\�JDS��LW¶V�QRW�WKH�
FRPSOHWH�VWRU\��&ROOHJH�PDMRUV�DORQH�GRQ¶W�FRPSOHWHO\�GHWHUPLQH�WKH�FDUHHU�GHVWLQ\�
RI�PHQ�DQG�ZRPHQ��,QVWHDG��ZH�¿QG�WKDW�HYHQ�ZLWKLQ�WKH�VDPH�FROOHJH�PDMRU�PHQ�
DQG�ZRPHQ�RIWHQ�¿QG�WKHPVHOYHV�RQ�GL̆HUHQW�FDUHHU�WUDFNV�HDUO\�LQ�WKHLU�ZRUNLQJ�
OLYHV�²�D�FRPSOH[�SKHQRPHQRQ�WKDW�KHOSV�GULYH�DSDUW�PDOH�DQG�IHPDOH�SD\�LQ�WKH�
8�6��ODERU�PDUNHW��
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VIII. Limitations

$OO�GDWD�KDYH�OLPLWDWLRQV��DQG�WKH�UHVXPH�GDWD�XVHG�IRU�WKLV�VWXG\�DUH�QR�H[FHSWLRQ��
+HUH�DUH�WKH�NH\�OLPLWDWLRQV�WR�NHHS�LQ�PLQG�ZKHQ�WKLQNLQJ�DERXW�WKH�UHVXOWV� 
RI�WKLV�VWXG\�

• REPRESENTATIVENESS:  
2XU�VWXG\�LV�EDVHG�RQ�DQRQ\PL]HG�UHVXPHV�IURP�*ODVVGRRU�IRU�ZKLFK�XVHUV�
UHSRUWHG�KDYLQJ�HDUQHG�D�FROOHJH�GHJUHH�EHWZHHQ������DQG�������:H�GR�QRW�
H[DPLQH�WKRVH�ZLWK�OHVV�WKDQ�D�FROOHJH�GHJUHH��DQG�ZH�H[DPLQH�ERWK�ZRUNHUV�
ZKR�ZHQW�RQ�WR�JUDG�VFKRRO�GXULQJ�WKH�¿UVW�¿YH�\HDUV�DIWHU�FROOHJH��DV�ZHOO�DV�
WKRVH�ZKR�GLG�QRW��2XU�VDPSOH�PD\�QRW�EH�UHSUHVHQWDWLYH�RI�DOO�FROOHJH� 
JUDGXDWHV�GXULQJ�WKLV�WLPH�SHULRG��RU�RI�WKH�EURDGHU�8�6��ZRUNIRUFH��

• ACCURACY:  
,QGLYLGXDOV�GRQ¶W�DOZD\V�UHSRUW�WKHLU�FROOHJH�DQG�ZRUN�H[SHULHQFH�DFFXUDWHO\�
RQ�UHVXPHV��%\�XVLQJ�FROOHJH�PDMRUV�DQG�MREV�IURP�UHVXPHV��ZH�UHO\�WKH�MRE�
information provided by those individuals, which cannot be independently 
YHUL¿HG�

• “PIPELINE” FACTORS BEYOND COLLEGE MAJOR:  
7KLV�VWXG\�H[DPLQHV�KRZ�GL̆HUHQFHV�LQ�FROOHJH�PDMRU�KHOS�GULYH�WKH�JHQGHU�
SD\�JDS��,W�GRHV�QRW�H[DPLQH�ZK\�PHQ�DQG�ZRPHQ�VRUW�LQWR�GL̆HUHQW�PDMRUV��
or how many other conscious and unconscious biases in hiring, pay and  
promotion may help amplify the gender pay gap we observe in the labor  
PDUNHW��:KLOH�PDQ\�IDFWRUV�RWKHU�WKDQ�FROOHJH�PDMRU�D̆HFW�FDUHHU�SDWKV�DQG�
SD\��WKH\�DUH�EH\RQG�WKH�VFRSH�RI�WKLV�VWXG\��
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IX. Conclusion

,Q�UHFHQW�GHFDGHV��WKHUH¶V�EHHQ�VLJQL¿FDQW�SURJUHVV�WRZDUG�JHQGHU�HTXDOLW\�LQ�
$PHULFD��$V�UHFHQWO\�DV�������ZRPHQ�LQ�WKH�8�6��HDUQHG�URXJKO\����FHQWV�SHU�GROODU�
HDUQHG�E\�PHQ�RQ�DYHUDJH�12�%\�������WKDW�JDS�KDG�UHFHGHG�WR�ZRPHQ�HDUQLQJ����
FHQWV�SHU�GROODU�RQ�DYHUDJH�HDUQHG�E\�PHQ�13�%XW�FORVLQJ�WKLV�UHPDLQLQJ�JHQGHU�SD\�
JDS�KDV�SURYHQ�D�VWXEERUQ�FKDOOHQJH���

,Q�WKLV�VWXG\��ZH�H[DPLQH�D�NH\�GULYHU�RI�WKH�JHQGHU�SD\�JDS��*HQGHU�GL̆HUHQFHV�LQ�
WKH�FKRLFH�RI�FROOHJH�PDMRU��DQG�KRZ�WKHVH�GL̆HUHQFHV�GULYH�PHQ�DQG�ZRPHQ�LQWR�
GL̆HUHQW�HDUO\�FDUHHU�SDWKV��ZLWK�GL̆HUHQW�SD\��

%DVHG�RQ�DQ�DQDO\VLV�RI�PRUH�WKDQ��������UHVXPHV�VKDUHG�DQRQ\PRXVO\�RQ�*ODVV�
GRRU��ZH�¿QG�GUDPDWLF�GL̆HUHQFHV�LQ�JHQGHU�EDODQFH�DPRQJ�FROOHJH�PDMRUV��2Q�
DYHUDJH��PHQ�DUH�VKDUSO\�RYHU�UHSUHVHQWHG�DPRQJ�KLJK�SD\LQJ�HQJLQHHULQJ�DQG�
WHFKQLFDO�PDMRUV��7KLV�LQ�WXUQ�SODFHV�PHQ�GLVSURSRUWLRQDWHO\�RQ�FDUHHU�WUDFNV�IRU�
KLJK�SD\LQJ�UROHV�LQ�WHFK��¿QDQFH��KHDOWK�FDUH��ELRWHFKQRORJ\�DQG�HQJLQHHULQJ�²�
helping fuel the average pay gap between men and women observed in the labor 
PDUNHW�RYHU�WLPH��

(YHQ�ZLWKLQ�WKH�VDPH�FROOHJH�PDMRU��RXU�DQDO\VLV�VKRZV�PHQ�DQG�ZRPHQ�URXWLQHO\�
HQG�XS�ZRUNLQJ�LQ�GL̆HUHQW�UROHV�²�ZLWK�GL̆HUHQW�SD\�²�LQ�WKH�\HDUV�DIWHU�JUDG�
XDWLRQ��7KLV�KLJKOLJKWV�KRZ�$PHULFD¶V�V\VWHP�RI�FROOHJHV�DQG�XQLYHUVLWLHV�SOD\V�D�
FRPSOH[�UROH�LQ�WKH�SHUVLVWHQW�JHQGHU�SD\�JDS�ZH�REVHUYH�LQ�WKH�ODERU�PDUNHW��

:KLOH�WKH�FKRLFH�RI�FROOHJH�PDMRU�SDUWO\�UHÀHFWV�DQ�LQGLYLGXDO�FKRLFH�E\�VWXGHQWV��
UHVHDUFK�VKRZV�WKDW�EURDGHU�VRFLDO�IDFWRUV�KHDYLO\�LQÀXHQFH�PHQ�DQG�ZRPHQ¶V�
FKRLFH�RI�PDMRU�²�LQFOXGLQJ�SUH�FROOHJH�SUHSDUDWLRQ��JHQGHU�QRUPV�UHJDUGLQJ�ZRUN�
DQG�IDPLO\��DQG�PRUH��

)RU�HPSOR\HUV��WKHVH�¿QGLQJV�VXJJHVW�WKDW�KLULQJ�FDQGLGDWHV�EDVHG�RQ�VNLOOV�²� 
UDWKHU�WKDQ�VWULFWO\�EDVHG�RQ�FROOHJH�PDMRUV�²�PD\�EH�D�XVHIXO�VWUDWHJ\�WR�SUHYHQW�
JHQGHU�LPEDODQFHV�DPRQJ�PDMRUV�IURP�WUDQVODWLQJ�LQWR�JHQGHU�ELDVHV�DW�ZRUN��$QG�
IRU�VWXGHQWV��RXU�¿QGLQJV�HPSKDVL]H�WKH�FULWLFDO�LPSRUWDQFH�RI�UHVHDUFKLQJ�KRZ�
¿HOGV�RI�VWXG\�DUH�OLQNHG�WR�MREV�DQG�SD\�ODWHU�RQ��EHIRUH�FKRRVLQJ�DPRQJ�PDMRUV��

$PHULFD�KDV�PDGH�FRQVLGHUDEOH�SURJUHVV�WRZDUG�JHQGHU�SD\�HTXDOLW\�LQ�UHFHQW� 
GHFDGHV��EXW�PXFK�ZRUN�UHPDLQV��2XU�¿QGLQJV�VXJJHVW�WKDW�VROXWLRQV�WR�WRGD\¶V�
UHPDLQLQJ�JHQGHU�SD\�JDS�PXVW�JR�EH\RQG�H[DPLQLQJ�FXUUHQW�SD\�SUDFWLFHV�DPRQJ�
HPSOR\HUV��,QVWHDG��WKH\�PXVW�DOVR�DGGUHVV�SLSHOLQH�LVVXHV�²�LQFOXGLQJ�WKH�FKRLFH�RI�
FROOHJH�PDMRU�²�WKDW�KHOS�GULYH�PHQ�DQG�ZRPHQ�LQWR�GL̆HUHQW�FDUHHU�SDWKV�DQG�SD\��

© Glassdoor 2017

100 Shoreline Hwy,  
Mill Valley, CA 94941

Web: glassdoor.com/research

Email: economics@glassdoor.com12� 6HH�³$PHULFDQ�:RPHQ��7KUHH�'HFDGHV�RI�&KDQJH´��1RYHPEHU�����������+HDULQJ�EHIRUH�WKH�-RLQW�(FRQRPLF�&RPPLWWHH�RI�WKH�8QLWHG�6WDWHV�� 
� $YDLODEOH�DW�KWWSV���ZZZ�MHF�VHQDWH�JRY�UHSRUWV���WK���&RQJUHVV�$PHLUFDQ���:RPHQ�������7KUHH���'HFDGHV���RI���&KDQJH����������SGI���
13 6HH�³:RPHQ¶V�0HGLDQ�(DUQLQJV����3HUFHQW�RI�0HQ¶V�LQ�����´��0DUFK�����������7KH�8�6��%XUHDX�RI�/DERU�6WDWLVWLFV�7KH�(FRQRPLFV�'DLO\�� 
� $YDLODEOH�DW�KWWSV���ZZZ�EOV�JRY�RSXE�WHG������ZRPHQV�PHGLDQ�HDUQLQJV����SHUFHQW�RI�PHQV�LQ������KWP���


