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About the Series

WORK180’s Driving Workplace Equity Series is
designed to provide regular data and guidance
to help organizations better understand,
identify, and remove barriers for women and
marginalized individuals in the workplace.

It’s all about enabling workplaces to do better,
while empowering women to expect better

About the data

Supported by external data, the reports present
transparent findings from WORK180’s platform,
network of experts and employers, and —
crucially — voices from a wide range of women*
in our community.

About the author

WORK180 promotes organizational standards
that raise the bar for women* in the workplace.
It does this by endorsing and supporting great
workplaces for all women, and making it easy
for women to find them.
*by women, we mean all who identify and/or experience
oppression as a woman (including cis, trans, intersex, nonbinary or gender non-conforming individuals).

Empower women to
expect better

Enable workplaces
to do better

The world will be better,
for everyone

100% of women
surveyed for the
WORK180 What
Women Want Report
2021 stated that
they consider
gender equity a
workplace priority.

According to
McKinsey & Co,
companies with more
women at the top
outperform those
with few or no
women in their
leadership teams.

McKinsey & Co also
report that
unleashing the full
potential of all
women who wish to
work could add 11%
(USD 12 trillion) to
our GDP by 2025.
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Each monthly report focuses on one or
more of WORK180’s 10 key standards
for driving workplace equity.
These standards are informed by diversity, equity, and
inclusion (DEI) experts; our community of women and
employers; and the United Nations Sustainable Development
Goals. As a result, they provide a clear focus for any company
committed to creating a workplace where all women can thrive.

This month's report reveals why and how
employers are committing to closing the gender
pay gap. As revealed in this report, this involves
focusing in on several of WORK180’s key
standards:
Pay equity
Flexible working arrangements
Career development
Inclusive hiring practices
Representative leadership

Inclusive
hiring
process

Representative
leadership

Strategic
commitments

Employee safety
and
support services
Inclusive
and antidiscriminatory
culture
Career
development

Pay
equity

Shared
caring responsibility

Flexible
working
arrangements
Employee
voice and
ERGs

For a clear understanding of how each of these standards
helps drive equity in the workplace, please visit the WORK180
website.
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The gender pay gap is getting bigger,
and that's bad news for business
Time needed to close the following
global gender gaps based on
current trends (in years)*
2020

2021

The gender pay gap is the difference in average
earnings between women and men, which currently
looks like this:

22.1% in the US

according to the United States Census Bureau 2021

15.4% in the UK

100

136

according to the Office of National Statistics 2021

13.8% in Australia
according to the Australian Bureau of Statistics 2020
Overall gender gap
Source: World Economic Forum.
*Calculated using figures for the 107 countries covered by the source report
since its inception. Evidence suggests the pandemic has increased the time
needed to close the gender gap.

With no time to waste, this latest report is here to help
you and your team understand what the gender pay
gap is, why your company should care, and what you
can do about it.

Despite common misconceptions, the gender pay gap is not
the same as equal pay.
While a contributor to the pay gap (particularly at the enterprise
level) unequal pay for the equal value of work is illegal. So, if
unequal pay is illegal, what’s causing the gap?
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The pay gap is caused by a lack of
access and opportunities to higherpaying positions for women:

For every 100 entry-level men promoted to manager-level
roles, just 58 Black women

Despite asking for promotions at similar rates…

Only 72 entry-level
women are promoted
to manager-level roles
for every 100 entrylevel men promoted
to manager-level roles

72

and 68 Latinas are promoted to manager-level roles

The data tells us that if entry-level women were promoted
at the same rate as men, the number of women at the level
of Senior Vice President would more than double.
Source: https://leanin.org/about-the-women-in-the-workplace-report
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The cause of the gap is a complex combination
of intersecting factors, including (but not
limited to) the following:
Lack of flexible working opportunities Flexibility is essential for
workers balancing paid and unpaid work, which (as explored in The
Hidden Cost of “Women’s Work”) disproportionately impacts
women.
Occupational segregation This refers to the fact that gender
stereotypes around what women can and should do — both in terms
of work and home life — perpetuates the presence of women in
lower-paying occupations.
Discrimination in pay and grading structures For example, parttime and temporary jobs (in which women over-index) tend to pay
lower wages on average. What’s more, a YouGov survey of more than
16,000 British adults who “have held a paying job” found that;
43% of men asked for a pay rise in their lifetime, compared with
33% of women
31% of these men were successful, while just over 21% of women
received a salary increase

Important note: These
causes are commonly
exacerbated for those
within marginalized
groups, who also face
additional workplace
barriers such as racism,
ableism, and ageism.
As such, it’s vital that
companies also commit
to reducing pay gaps of
any kind, including
ethnicity and disability
pay gaps.

Poor parental leave or support returning to the workplace As
explored in Six Pressing Reasons to Improve Your Parental Leave,
unsupportive or prejudiced policies are often prohibiting women —
particularly those from marginalized groups — from taking on senior
positions.
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The gender wage gap is much wider for most
women of color
Comparing 2020 median earnings of full-time,
year-round workers by race/ethnicity and sex
White, non-Hispanic
men ($1.00)
White, non-Hispanic
women ($0.79)

$0.64

Black
women

$0.63

Multiracial
Black
women

$1.01

Asian
women

$0.98

Multiracial
Asian
women

$0.57

Hispanic
women,
any race

Note: The gender wage gap is calculated
by finding the ratio of women's and
men's median earnings for full-time,
year-round workers and then taking the
difference. People who have identified
as Hispanic or Latino may be of any
race.
Source: For all groups, authors
calculated the gender wage gap using
data from U.S Census Bureau, "Current
Population Survey: PINC-05.
Work Experience-People 15 Years Old
and Over, by Total Money Earnings,
Age, Race, Hispanic, Origin, Sex, and
Disability Status: 2020," available at
https://www.census.gov/data/tables/tim
e-series/demo/income-poverty/cpspinc/pinc-05.html (last accessed
September 2021).
Graphic source: The United States
Census Bureau
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Reason one: Companies are being watched
The bad news is that the gender pay
gap can’t be solved by money alone.
The good news is your company has
the power to break down barriers,
change perceptions, and reduce the
gender pay gap.

Pay gap reporting is (or will likely become) a legal requirement

But why should your
company care?

Some local US government laws require companies to report their pay with a
lens of discrimination, but pay gap reporting is yet to become a federal legal
retirement. The stalling of this requirement is due to the “burden” it will place
on businesses. However, the progress of Australia, the UK, and other European
countries continues to put pressure on the US for such procedures to
become mandatory:

Companies over a certain size in Australia and the UK are already legally
obliged to report their gender pay gap. Many leading employers also
volunteer to share their pay gap data publicly as a sign of their commitment
to progress.

“The ability of employers to provide this information
in other countries cuts against the feasibility and
confidentiality arguments they have raised in opposition
to U.S. laws and regulations on this issue. Those
disclosures have led to vigorous debates about the need
to pay women more.”
Lynne Bernabei & Kristen Sinisi, employment discrimination and civil
rights experts at Bernabei & Kabat, PLLC
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And good intentions are not good enough
And consumers care about
the pay gap
While those legally required to report on the
gap do not have to do anything about it, the
court of public opinion is demanding action.
Various experiments provide causal
evidence that consumers avoid paying for
goods from firms with higher gender pay
gaps
41% of shoppers removed at least 10% of
their business from a retailer for their lack
of focus on DEI.

“In the years ahead, millions more
consumers will likely join the
ranks of inclusive consumers,
rewarding businesses that pursue
inclusion and avoiding those that
don’t.”

In today’s social media savvy world, companies can be publicly shamed for
any signs of tokenism in an instant.

For example, a Twitter
account called the
Gender Pay Gap Bot
(@paygapapp) captured
tweets from UK
employers supporting
International Women’s
Day 2022. The account
reshared these tweets
along with the median
hourly pay between men
and women at that
organization.
The account has created new
campaigns in the UK, which are
gaining even more global attention
and support.

McKinsey & Company
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Transparency with an action plan
matters
Critics of the Gender Pay Gap Bot saw this
campaign as wrongly punishing organizations
participating in the publication of their gender
pay gap data.
In a recent WORK180 survey with 500 respondents,
it was clear that employers need to prioritize
reducing their gender pay gap.
While the majority of respondents reported that the
presence of a pay gap is a turn-off, it was clear from
their responses that when a pay gap does exist, the
best way for organizations to build trust is to
transparently report this data, along with an action
plan that addresses their gender pay gap.

79%

of respondents said a
poor gender pay gap is a
turn off

*Note: When citing this information, please link to and credit Edition
Four | Understanding and Addressing Your Gender Pay Gap

It would encourage me *if* they published the gap
alongside an action plan, and showed true commitment
to taking this action.

This is a tricky one because knowing you have a pay gap
is the first step to closing your pay gap. If you’re
publishing it to own it, and undertake to close the gap, it's
a step in the right direction [...]

This is supported by experts in the field who explain that
organizations have nothing to fear if they are able to share the
demonstrable steps they’re taking to resolve their gap.

People will give you time to drive change, but if you just
make a statement and it’s not backed by any true facts or
things you’re implementing, that change it means nothing
[...] and people will hold you to account.
Asif Sadiq MBE providing a keynote for a WORK180 employer
think tank
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Reason two: Among those watching are
the women your ogranization needs to
thrive
As discussed in previous reports for the Driving Workplace
Equity Series, there are significant business gains to achieve
through gender equity.

Research from McKinsey & Company
continues to prove that companies whose
initiatives focus on gender, racial, and
ethnic diversity as a whole are more likely
to have financial returns above their
national industry medians.
A study conducted by the World
Economic Forum found that closing
the gender gap could increase GDP by an
average of 35%.
80% of the increase in GDP is predicted to
come from adding workers to the labor
force, while 20% is directly due
to the increased productivity achieved
through gender diversity.

To stay ahead of the hiring competition (which is
particularly fierce for those wanting to hire women in
science, technology, engineering, maths, and medicine
(STEMM), employers need to listen to what women
want and need to thrive. And it’s clear that gender
equity is high on the agenda…

”Don’t offer fancy additional services
if you aren’t prepared to treat women
equally.”

100%

of respondents to
WORK180’s 2021 What
Women Want survey
agreed that gender
equity in the workplace
is an important issue

Of course, a company’s commitment to tackling the
gender pay gap can’t be determined through the
publication of data alone. Women want and need to
see that companies are taking action and offering the
benefits and policies proven to reduce the gender
pay gap.
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What else women said they want and need to thrive

There is a wide range of researchbased guidance helping employers
reduce the gender pay gap, such
as the UK government’s evidencebased actions. These actions
include benefits and policies such
as flexibility, transparency, and
opportunities for career
progression, echoing what
participants of WORK180’s 2021
survey said they look for in an
employer:

The top three policies
women look for in an
employer
1. Flexible working practices
2. Career development
opportunities
3. Competitive remuneration

Transparency around how companies address equal pay and share this
information with employees.
Transparency around remuneration, especially when applying for roles.
Transparent information about a company’s diversity, equity, and inclusion (DEI)
policies. This needs to include targets, progress, and examples to prove a
company’s commitment.
For companies to formalize their commitments to achieving diverse leadership
representation, through targets, quotes, or other mechanisms
*Note: When citing this information, please link to and credit WORK180’s What Women Want Report
2021

“I don't want to
work somewhere
that's not even
trying to do the
right thing.”
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Reason three: Organizations will lose
candidates and get left behind
Leading employers are already prioritizing the pay gap and
making it easy for women to find their data, as well as what
they’re doing about it.

What employers are saying
[We partnered with WORK180] to show that we
have a great culture and workplace whilst still
acknowledging and working towards positive
action and change to openly address the issues
of under-representation that we know that we
have in some areas of the business.”
The Resourcing and Diversity and Inclusion team
at LV= General Insurance, a WORK180 Endorsed
Employer

What experts are saying
“People want that human interaction, they want
to see that human organization, the organization
that says we’re not good at this, but we want to
improve or we haven’t got this perfect, but we’re
learning and growing. Those are the key critical
things, in my view, that will drive the organizations
of the future.“
Asif Sadiq MBE providing a keynote for a WORK180
employer think tank

Edition One | Flexible Working Versus The Great Resignation
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How your company can kick-start or
amplify its commitment to closing the
gender pay gap

“Gender equity in the
workplace is long
overdue. Although there
isn't one right solution
for every company,
every little step in the
right direction matters.”
Andréa Long
Marketing, Recruiting, and Diversity & Inclusion Professional,
member of the WORK180 DEI Board

Edition One | Flexible Working Versus The Great Resignation

The causes of gender pay gaps differ within
organizations. As such, there is no one-size-fits-all
approach for companies committed to reducing the
gap. However, companies can get started by asking
themselves five key questions:

Ask and rectify the following questions:
1. Has your company conducted a gender pay
gap review in the last 12 months?
2. Has your company conducted an ethnicity
pay gap review in the last 12 months?
3. Have you developed any action plans to
reduce your gender pay gap?
4. Does your company have any strategy in
plan to minimize the risk of a pay gap
developing?
5. Do you publish a salary range on job
advertisements?
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Examples of what to include
in your action plan

Examples of what to include in your
strategy

Appoint a member of the leadership team to be
accountable for this metric

Communicate when salaries are
negotiable

Backpay individuals affected by the current gap

Make additional contributions above
statutory requirements to employee
401(K) (US), pension (UK), or
superannuation (AU)

Proactively adjust future salaries of roles affected
by the pay gap
Set targets to close pay gaps by an agreed date

Ensure candidates are not required
to declare current or previous salary
information during the interview
process
Share or make available on request
role-based salary information in the
company
Use scored skills-based assessment
tasks for recruitment and
promotions
Use a transparent approach to pay,
promotion, and reward processes
and criteria

Edition One | Flexible Working Versus The Great Resignation
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Step two: Inclusive hiring practices
As amazing as these results are, Woolworths know there’s
always more to be done. Next, they looked to their hiring
processes as an opportunity to solve the problem from
the start:

Learn from leading employers:
Woolworth’s Group case study
Australia has a national gender pay gap of 13.8%.
But Woolworths Group, one of the country’s largest
retailers, has been doing its part to close this gap.

Woolworths grades roles by salary level prior to the
recruitment process
The employer also asks candidates for salary
expectations, not their salary history
And ensure gender-balanced shortlists and interview
panels

Step one: Gender pay gap analysis

Step three: Ensuring balance at all levels

The first step was to assess the situation with a thorough
audit of the company’s demographics, education,
position, titles, career streams, skill, effort, responsibility,
and working conditions.

As a result of a long-term commitment to improving
gender equity, especially at section leadership,
Woolworths Group’s board now has an equal
representation of women and men.
Step four: Ongoing tracking

1%

Woolworths’ last pay
parity review found
a less than 1% gap.

Edition One | Flexible Working Versus The Great Resignation

Woolworths aim to not only maintain but improve their
<1% pay gap with the following actions:
Regular pay parity reviews in line with remuneration
cycles
Ongoing out-of-cycle pay reviews
Formal role evaluations with internal and/or external
benchmarking
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What its employees are telling the world
What Woolworths is saying

“I am grateful for the many and varied career opportunities. I’ve had
different projects to work on, leaders to learn from, personal
mentoring, development programs and networking. There are so
many ways that Woolworths Group has helped me with my
development. I am just blessed to work here.”

“Closing the pay gap continues
to remain a commitment as we
know that pay parity is at the
heart of gender equity.”

Alison O’Neill, Supply Chain Manager

Rachel Mead,
Head of Diversity & Inclusion at
Woolworths Group

“We have a leadership program which provides a platform of
progression for women who work here. Additionally, chapter time is
another equal opportunity initiative that allows and encourages
employees to exercise self-development and progression. It makes
me proud and inspired working at Woolworths Group and seeing
our executive leadership positions being held by women.“
Azadeh Hassanzadeh, Engineering Manager

“Woolworths Group is creating better experiences by promoting
gender equality and creating an inclusive workplace. We make a
conscious effort to ensure that our job descriptions are genderneutral to support a diverse range of applicants.“
Nina Faridshaygan, Chapter Lead – Business Analysts at Woolworths
Group
To find out how other organizations are helping to reduce the pay gap, here are
five steps leading employers are taking to address the gender pay gap.
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Ready to break down workplace barriers
and have a real impact?
For more great guidance on creating
a workplace where all women can
thrive, explore our employer
resources library.

Keep an eye out for next month's
report to understand the importance
of career development opportunities
for women and marginalized individuals.

Never miss an update
To ensure you and your team are kept up-to-date
with this topic and receive our next report straight
in your inbox, sign up to our HR mailing list today.
Join our HR mailing list

Want to lend your voice as a woman in the
workplace? Join our community to have your say,
feel supported, and help create a working world
where all women can thrive.
Join our community mailing list

Take five minutes to find out whether
your workplace is ready to receive
WORK180’s support and be endorsed
as a great workplace for all women.
Find out today
Find out more by visiting the WORK180 website
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