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Professional Women: A Gendered Look at
Inequality in the U.S. Workforce
This fact sheet analyzes the state of women in the professional workforce. It is divided
into two parts: Identifying Barriers and Crafting Solutions.
Part I identifies and overviews the problems that professional women currently face in
the U.S. workforce. This fact sheet will primarily focus on wage inequality, but will also touch
on issues like biases in academia, the cost of childcare, inadequate family leave policies, and pay
secrecy.
Part II focuses on solutions to closing the wage gap and the various other issues that
prevent women from achieving equality at work. At the individual level, women can make gains
at closing the wage gap by joining or forming a union, as the gap among union members is much
narrower than among non-union professionals. To achieve systematic change, legislation at the
state and federal levels must be enacted to allow women to have the same ability to join the
workforce as men and to prevent pay discrimination.
Women made great progress towards equality in the workplace during the last century,
signaling the problems of this century can be overcome.

Part I: Identifying Barriers
A Historical Perspective of Women at Work
The number of women (single, married, childless, or mothers) who work has undergone a
dramatic shift in the last 100 years. At the beginning of the 20th century, only about one fifth of
women worked. Today, the majority of women are in the workforce.


The number of working women in the United States has risen from 5.1 million in 1900, to
18.4 million in 1950, to 73.5 million in 2015.1



Women accounted for 18 percent of the labor force in 1900 and 47 percent in 2015.2



While in 1900 only 20.4 percent of all women worked, in 2015 about 57 percent of
women were in the labor force.3



In 2015, women made up the majority, 51.5 percent, of workers in management,
professional, and related occupations.4



However, women only hold 4.4 percent of CEO positions at S&P 500 companies.5



Labor force participation has increased most dramatically among married women—with
68 percent in the labor force.6



Most mothers, even those with young children, participate in the labor force.7 In 2015, 64
percent of mothers with children under the age of six were in the workforce. Most of
them worked full-time.8 Among all mothers with children under 18, 71 percent were in
the labor force.9 In the professional workforce, 39 percent of female workers had children
under 18.10



A little over half of all multiple job holders in 2015 were women, up from 22 percent in
1974. Women are the majority (64 percent) of temporary and part-time workers.11

Occupational Distribution Differs Between Men and Women
Although women constitute the majority of professional employees, their occupational
distribution remains concentrated in jobs traditionally held by women, while they struggle to
establish a foothold in male dominated fields, like engineering and computer science.


In 2015, 75 percent of healthcare practitioner and technical occupations and 73 percent of
education, training, and library occupations were held by women.12



In comparison, women filled only 25 percent of computer and mathematical occupations,
and 15 percent of architecture and engineering occupations in 2015.13

Still, the different distribution of men and women among specific professional
occupations was less pronounced in 2015 than 30 years prior.


The percentage of technical writers who were female increased from 36 percent to 58
percent between 1985 and 2015.14



Women pharmacists increased from 17 percent in 1985 to 57 percent in 2015.15



The percentage of female chemists increased from 21 percent in 1985 to 36 percent in
2015.16

Women and Education: Leaping the Gap
Women have made significant strides in closing the education gap but remain
underrepresented in the science, technology, engineering, and mathematics (STEM) fields.
STEM jobs tend to be higher paying than many other professional occupations.


Women have been earning more bachelor’s degrees than men since 1982 and they have
been earning more master’s degrees than men since 1987.17 Women received 57 percent
of bachelor’s degrees in the 2013–2014 academic year.18



Women earned 52 percent of all doctoral degrees in academic year 2013–14, while in
1971 they earned only 10.6 percent of all doctoral degrees.19



The proportion of women in law school increased from 4.2 percent in 1963–64 to 47
percent in academic year 2012–13.20



In 2016, women were 48 percent of all students enrolled in medical school.21



“Women make up almost exactly half of all recent STEM graduates. But they make up
less than a quarter of all graduates in the 20 highest-paying STEM fields, and more than
two-thirds of graduates in the 20 lowest-paying majors.”22



Men and women remain segregated by college major, with women making up nearly 80
percent of education majors and men making up 80 percent of engineering majors. The
support and opportunity for women to pursue careers in STEM fields are important for
achieving pay equity. In science and engineering, for example, women are still paid less
than men but tend to earn more than similarly educated women in other sectors of the
workforce.23

DPE Fact Sheet

Professional Women

Page 2 of 16



Studies have shown that there is bias against women in the STEM fields—hiring
decisions for lab positions, selection for mathematical tasks, evaluation of research
abstracts for conferences, research citations, invitations to speak at symposia,
postdoctoral employment and tenure decisions all disfavor women.24



To further enforce this point, a study by science researchers at Yale, found that there is a
“pervasive” discrimination towards female undergraduates in the science fields. The
study found that science professors in American universities widely regard female
undergraduates as less competent than their male counterparts with the same
accomplishments and skills. The report found that professors were less likely to offer
women mentoring or employment; and if they were offered a job, the salary was lower.25
o



Women accounted for only 14 percent of all physics professors in the country,
which is an example of how the problem becomes compounded, and hold just 20
percent of physics Ph.D.’s in the U.S.26

More troubling, another study found that male STEM professors are less likely to believe
the body of research showing there is systematic biases against women in STEM. Men
make up 71 percent of STEM faculty.27

The Gender Wage Gap Persists
The gender wage gap still plagues the American workforce. In 2015, women working
full-time wage and salary jobs earned only 81 percent of what men earned.28 The gap has
persisted over the years, despite the fact that women are currently earning the majority of college
degrees.29 The gender wage gap has high costs for women over the course of their careers. The
average college educated woman loses almost $800,000 in wages over her lifetime.30


In 2015, men’s median earnings were $51, 212 while women’s median earnings were
$40,742.31
For most minority women, the earnings gap compared to white men was even larger. In

2015:


African American women earned 67 percent of what white men earned.



Hispanic women earned 62 percent of what white men earned.

When minority women’s earnings are compared to minority men’s, the gap is not as
wide. However minority women reaching parity with minority men is not equality as Black men
make 76 percent of what White men make and Hispanic men earn 69 percent of what White
mean earn.32


African American women earned 90 cents for every dollar earned by Black men.



Hispanic and Latina women earned 90 cents for every dollar Hispanic or Latino men
earned.



Asian American women earned only 78 percent as much as Asian American men.33

Equal pay remains a problem in every occupational category. In 2014, a number of
professions showed a significant gap.
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While women comprised 55 percent of workers in professional and related occupations,
they earned 28 percent less than their male counterparts.



Female elementary and middle school teachers earned 11 percent less than similarly
employed men, despite comprising approximately 81 percent of the field.



Female postsecondary teachers earned about 19 percent less than equivalent men.



Female physicians and surgeons earned 20 percent less than their male counterparts.



Female lawyers earned almost 10 percent less than male lawyers.34
Progress has slowed on closing the wage gap.



In the last 25 years, progress made on closing the wage gap has only amounted to about
10 cents—in 1990 women made 70 cents for every dollar men made and in 2015 women
made 80 cents for every dollar men made.35



In the 1980s, the wage gap narrowed by nine cents.36
Earlier in their career the pay gap is smaller for women than later in their career.



In 2014, women who were 25 to 34 made 90 percent of what men made, while women 35
to 44 only made 81 percent of what men of their age made.37



The difference in the pay gap at different points in women’s careers is mainly due to the
effects of childbirth and marriage.38

New research suggests that women are paid less because their work is valued less than
men’s work.


A study analyzing Census data from 1950 through 2000 found that when the number of
women increase in an occupation, the pay for those jobs decreases—even when
controlling for education, work experience, skills, race and geography.39



The findings suggest that as more women go into historically male-dominated
professions, the pay will drop.
o



When more women became biologists, wages fell by 18 percent.40

The study also found that the reverse was true—when an occupation attracted more men,
wages went up. 41
o

Computer programming is a great example of this trend. Previously it was a job
done by primarily women—now it’s 79 percent men and pays much better.42 43

Women also earn less at every level of education. For full-time workers age 25 and older
in 2015:


Women without a high school diploma earned $418 in median weekly wages, while men
earned $520.



Women with a bachelor’s degree or higher earned $1230, while men with a comparable
education earned $1420.44
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A 2011 report by the American Association of University Women found that women who
attended highly selective colleges earn less than men from either highly or moderately
selective colleges, and about the same as men from minimally selective colleges.45
The Gender Wage Gap Costs Working Families

The disparity between the pay of men and women has a negative impact on working
families.


“More than 12 million families with children rely primarily on women’s earnings.”46



Over a third of mothers in working families in every state, except Wyoming and Utah,
are the family’s primary breadwinner, either as single working mothers, or by providing
at least half of a family’s earnings.47



The gender wage gap took on added importance as men were more likely than women to
lose jobs during the last recession. This drop in male employment forced millions of
families to rely mainly on a woman’s paycheck to make ends meet. During the economic
downturn, the persistent gender pay gap further stressed working families, as it cost U.S.
women $200 billion annually.48



The overall labor force participation rate of mothers with children younger than 18 was
69.9 percent in 2015.49 The labor force participation rate of single mothers was 74.8
percent in 2015.50



In 2014, over 27 percent of children lived with only one parent (up from 12 percent in
1970), with about 82.5 percent of these children living with their mothers. The poverty
rate of custodial mothers was 31 percent in 2014, while poverty rate for custodial fathers
was 17 percent.51



In 2015, among Black single mothers, approximately 35.2 percent were below the
poverty line, compared to 25.4 percent of White single mothers.52



A report by the AFL-CIO and the Institute for Women’s Policy Research found that if the
wage gap were eliminated, the income of single women would rise 13.4 percent, single
mothers would earn 17 percent more, and married women would earn six percent more.
These increases would lead to reductions in poverty of 84 percent for single women, 50
percent for single mothers, and 62 percent for married women.53
The Gender Wage Gap Significantly Affects Retirement Benefits

The gender wage gap has important long-term consequences. Although women are the
majority of beneficiaries of Social Security and other retirement benefits, in general they receive
lower benefits than their male counterparts.


Women represented 56 percent of all Social Security beneficiaries age 62 and older and
approximately 66 percent of beneficiaries age 85 and older in 2014.54 While Social
Security does not discriminate based on gender, historical lower income affects women’s
benefits.



In 2014, the average annual Social Security income received by women 65 years and
older was $13,150, compared to $17,106 for men.55
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“In 2014, for unmarried women – including widows – age 65 and older, Social Security
comprised 47 percent of their total income, while it comprised only 34 percent of
unmarried men’s total income.”56



Elderly women are less likely than elderly men to have significant family income from
pensions other than Social Security. For 30 percent of women beneficiaries 65 or older
Social Security is virtually their only source of income but only 25 percent for men.57



Among people 65 and older, 12.1 percent of women were living in poverty, while only
and 7.4 percent of men were living in poverty in 2014.58



The American Association of Retired Persons estimates that unmarried women received
approximately $8,000 less in annual retirement income than their male counterparts.
Two-thirds of this disparity is directly attributable to the wage gap and employment
segregation.59
Pay Secrecy

Over the past fifteen years, several states have adopted pay secrecy legislation that
prohibits or discourages employees from any discussion of their pay with colleagues. This
legislation helps to perpetuate gender pay disparities.


Slightly more than half of all workers (51 percent of women and 47 percent of men)
report that the discussion of wage and salary information is either discouraged or
prohibited and could lead to punishment. This number is highest in the private sector,
where 62 percent of women say that their wage and salary information is secret. 60



In April 2014, President Barack Obama issued an executive order that prohibits any
federal contractor, subcontractor, or federally assisted construction contractors from
discharging an employee for discussing pay with another employee. In addition, Section
7 of the NLRA covers non-supervisory employees from employer retaliation when they
discuss wages or working conditions with their colleagues as part of a concerted activity
to improve working conditions.61



In the 1982 and 1985, Michigan and California enacted “anti-pay secrecy laws.” Then,
between 2000 and 2015 ten additional states, including Colorado, Connecticut, Illinois,
Louisiana, Maine, Minnesota, Oregon, New Jersey, Vermont, and New Hampshire
enacted similar legislation.62 Anti-pay secrecy laws prohibit employers from disciplining
employees who discuss their pay with colleagues.

Additional Barriers for Working Women
Working women also face other barriers that are not strictly related to pay. These
obstacles can contribute to inequality in the workplace—including the wage gap—as well as
generally disadvantage women.
The Price of Childcare
In the U.S., childcare can be prohibitively expensive. The average cost of childcare at a
daycare center or nursery school exceeds 24 percent of the median income for single parents. For
a married couple, the average cost is between seven percent and 16 percent of the median income
in their state.63 The high cost of childcare tends to take women out of the workforce. For parents
who work, breakdowns in childcare cause parents to miss more days of work. Women who leave
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the workforce to take care of children miss out on not only the salary they would have earned if
they continued working but also wage growth—not to mention lost retirement assets and
benefits.64


The availability of affordable childcare can have a large impact on women’s choices
regarding work. The annual cost of full-time care can range from $4,822 to $17,062 for
an infant-based care center, and the annual cost for a four year-old ranges from $3,997 to
$12,781.
o

Though, the cost of childcare for an infant in Washington, D.C. at a daycare
center for a year is $22,658.65



In the U.S., about 60 percent of childcare is paid for by the parents.66



For households in the Northeast and Midwest, center-based care for two children is the
single highest household expense. In the West and the South, child care costs are the
biggest expense after housing costs.67



45 percent of parents were absent from work at least once during a six month period due
to child care breakdown—one average they missed 4.3 days.68



It’s estimated that U.S. businesses lose $4.4 billion annually because of child care
breakdowns.69



A 26-year-old woman who was making $44,000 and took five years off to take care of a
child would lose over a half a million dollars in income.70



Investment in childcare support programs would help boost women’s participation in the
labor force—as seen in other countries—and, in turn, could boost the GDP of the U.S. by
$600 billion annually.71



Increased participation in the labor force by women could help close the gender wage
gap.72



The Organization for Economic Cooperation and Development (OECD) consists of 34
high-income countries and provides an international platform to compare economic and
policy experiences, seek answers to common problems, and coordinate international
efforts. The U.S. ranks 37th of 40 OECD countries on public expenditures on early
childhood education and care.
Inadequate Family Leave, Sick Leave, and Paid Time Off

Inadequate paid leave in the U.S. particularly hurts women, especially lack of paid leave
after the birth of a child.


The U.S. is the only OECD country to not require paid leave for new parents—all other
countries require at least around two months of paid leave. 73



A study out of Rutgers University, found that women in New Jersey who used paid
family leave were far more likely than those who did not to be working nine months to a
year after their child was born.74



A report published by the Human Rights Watch that interviewed 64 parents from across
the U.S., found that those with little or no paid leave after having or adopting a child
tended to have health problems and often delayed their child’s immunizations. A number
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of those who chose to take unpaid leave would go into debt. Some of the women
surveyed reported that their career was hurt due to their employer’s bias against working
mothers.75


Unlike other high-income countries, the U.S. does not guarantee workers paid sick
leave.76



About 40 million private-sector employees do not have paid sick time.77



Workers without paid sick time tend to do to work sick, being less productive, which
costs both them and their employer.78



Missing three and a half days of work due to being sick is equal to the cost of a month of
groceries for an average family.79



Paid sick leave increases workers’ ability to keep their jobs. Workers who have paid sick
leave are eight percent more likely to stay in their job for five months.80



The U.S. only has 10 federal holidays, which not all employees in the U.S. receive off.81



Women are more likely to work part-time—often because they have no other choice—
and most part-time positions receive little or no paid vacation or sick days. 82

Part II: Crafting Solutions
Women and the Union Advantage
On average, union members have higher pay and better benefits than non-union
members. The wage gap between union men and women is narrower than the wage gap among
non-union men and women. Joining or forming a union is a step women can take at the
individual level to increase wage equality.


Women who are members of a union make 91 percent of what men in unions make,
while non-union female workers only make 80 percent of what non-union male workers
make.83



In 2015, union women earned weekly wages that were 33 percent more than non-union
women.
The union difference is apparent in the median hourly wages of predominantly female
occupations. Union preschool and kindergarten teachers earned 96 percent more than
their non-union counterparts, while for elementary and middle school teachers, the union
members earned 39 percent more. For registered nurses, union members earned 21
percent more than non-union nurses.
Union women and men are more likely than non-union workers to have health and
pension benefits, and to receive paid holidays and vacations, and life and disability
insurance.
In 2015, 10.6 percent of working women were union members.84








In 2015, 46 percent of all union members were women, up from 19 percent in 1962.85
The union membership gap between men and women has narrowed considerably since
1986, when the union membership rate for men was about 32 percentage points higher
than the rate for women.86 Women are projected to surpass men and become the majority
of union members by 2025. 87
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Among professional and related occupations, 16.8 percent were union members. Women
made up 66 percent of union members in professional and related occupations.88 89



Education professions, most of which are majority female, consistently have some of the
highest unionization rates.90 In 2015, among elementary and middle school teachers, 48.5
percent were union members and 78 percent of those members were women. In union
organizing elections, majority-female occupations have consistently shown much higher
win rates than organizing drives in industries with fewer women members.91 92

African American and Hispanic and Latina women also benefit from union membership:


The median weekly earnings of African American union women were 31 percent more
than their non-union counterparts.93



Hispanic and Latina women who were union members had median weekly earnings that
were 44 percent higher than their non-union counterparts. 94

Public Policy
Legislation should be part of the conversation when considering ways to achieve equality
for working women. A variety of issues that contribute to the wage gap by preventing women
from staying in the workforce and having equal opportunities at work could be solved with
legislation.
Guaranteeing Paid Sick Leave


In 2007, San Francisco implemented a law that allows all workers to earn and use paid
sick days. The Institute for Women’s Policy Research surveyed workers in San Francisco
after the law went into effect and found that half of all workers reported some sort of
benefit from the policy. Parents surveyed were less likely to send a sick child to school
and 86 percent of employers said there was not a negative effect on profitability due to
the policy.95



Paid sick days can prevent workers from putting their families’ health and financial
security at risk every time someone in the family is sick, reduce the spread of sicknesses,
and decrease health care costs by reducing emergency room visits. 96



The vast majority of voters support paid sick days for workers. 97



Four states—Connecticut, California, Massachusetts, and Oregon—have statewide paid
sick leave laws currently in effect. In 2016, Washington, Arizona, and Vermont passed
sick days laws. A number of cities, including New York City, Washington, D.C., and
Philadelphia also have paid sick leave laws.98



Studies of the effects of paid sick leave laws in New York City, Connecticut, and
Washington, D.C. have found positive results. In New York City, the unemployment rate
was down, private sector business grew, and prices for consumers fell. In Connecticut,
employment increased in sectors most affected by the law. In Washington, D.C., an audit
of the law showed it did not harm business. 99



A 2010 report on federal legislation (Healthy Families Act) that would have expanded
paid sick leave found that 13.3 million women workers would have benefited from the
bill by being able to accrue paid sick leave.100
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Mandating Paid Family Leave


California, New Jersey, and Rhode Island have paid family leave laws in place. New
York passed paid family leave in 2016, but the law does not go into effect until 2018.
Washington, D.C. has also passed paid family leave.101



According to economists, paid family leave allows more workers to take time off—
specifically benefiting poor parents. Mothers who might have dropped out of the
workforce after having a child are more likely to come back to work if they have paid
family leave.102



A study of California’s paid leave law found mothers who took leave were six percent
more likely to be employed a year later than those who did not take leave. 103



A study of New Jersey’s paid leave law found that, in the year after having a child,
mothers who took paid leave were less likely to be on food stamps or to receive public
aid.104



Women who took paid leave worked more hours two years after their child was born and
had hire hourly wages.105



A 2012 poll found that 75 percent of respondents viewed New Jersey’s paid leave law
favorably.106
Making Child Care Affordable



Using subsidies to cut the cost of child care down to 10 percent of family income
increases overall family income. Doing this has the potential to increase GDP by around
$210 billion due to an increase in women’s participation in the workforce.107



A study looking at child care in Quebec found that every one percent increase in
subsidies increased the percent of mothers in the workforce by .24 percent.108



Decreasing the cost of childcare by 10 percent would increase the employment rate for
single women by two percent and married women by 10 percent. 109



The employment rate among mothers would increase by up to 10 percent if earlychildhood education was funded entirely by the government.110
Strengthening Equal Pay Laws



Research has found that part of the wage gap can be explained by factors such as men
and women working in different occupations and women working fewer hours, but there
is a portion of the wage gap that cannot be explained. One conclusion is that this
unexplained portion is due to wage discrimination. 111 112



Since the Equal Pay Act was signed in 1963—requiring men and women be paid equally
for equal work—the wage gap has narrowed by 22 cents.113



Overtime, the Equal Pay Act’s protections have been weakened. One example of this is
broad interpretation by the courts of employers’ defenses outlined in law, which has
made it easier for employers to claim that employees received different pay for a reason
other than sex, allowing them to avoid liability for sex discrimination. Also, the Equal
Pay Act does not specifically address pay transparency or pay secrecy.114
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The Paycheck Fairness Act, or similar legislation, would strengthen the Equal Pay Act.115
o

The act would allow those who are discriminated against to sue for full
compensatory and punitive damages. This would impose a real consequence on
employers who discriminated based on sex.

o

It would let class actions be brought under the current federal rule, where those
who were damaged are automatically considered as part of the class.

o

The Paycheck Fairness Act also has an anti-pay secrecy component, preventing
employers from retaliating against employees for sharing salary information.

o

It would close a loophole to ensure that employers demonstrate that a difference
in pay between men and women is actually caused by something other than sex.

o

The act would also clarify what salary comparisons can be made when examining
whether an employer is paying employees different salaries for the same work.

o

Another component of the act is to strengthen the Equal Employment Opportunity
Commission (EEOC) by improving how it collects compensation data.

o

Additionally, it would require employment data to be collected and analyzed to
detect wage discrimination.

Conclusion
Although women make up almost half the labor force they still do not receive the same
treatment and opportunities as men. The wage gap—despite seeming small to some—has a large
ripple effect, which impacts almost every aspect of women’s lives. The work of labor unions,
fighting for better wages and benefits, makes a huge difference for working women and should
be part of the solution to close the wage gap and achieve equality in the workplace. Additionally,
government policies that allow women who want to participate in the labor force work and
pursue the careers that interest them, is another key component of a comprehensive solution.
Although the Equal Pay Act of 1963 made gains at curbing pay discrimination it still remains a
problem in the U.S. and contributes to the wage gap. Legislation building on the Equal Pay Act
should also be considered a necessity in solving the gender wage gap and achieving equality for
women in the workplace.

For more information on professional and technical workers, check DPE’s website:
www.dpeaflcio.org.
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The Department for Professional Employees, AFL-CIO (DPE) comprises 22 AFL-CIO
unions representing over four million people working in professional and technical
occupations. DPE-affiliated unions represent: teachers, college professors, and school
administrators; library workers; nurses, doctors, and other health care professionals;
engineers, scientists, and IT workers; journalists and writers, broadcast technicians and
communications specialists; performing and visual artists; professional athletes;
professional firefighters; psychologists, social workers, and many others. DPE was
chartered by the AFL-CIO in 1977 in recognition of the rapidly growing professional and
technical occupations.

Source:

DPE Research Department
815 16th Street, N.W., 7th Floor
Washington, DC 20006

Contact:

Katie Barrows
(202) 638-0320 ext.115
kbarrows@dpeaflcio.org

February 2017

U.S. Department of Labor, Bureau of Labor Statistics, “Perspectives on Working Women: A Databook,” Bulletin
2008, 1980 "Employment Status of the Civilian Noninstitutional Population by Age, Sex, and Race." U.S. Bureau of
Labor Statistics. February 10, 2016. Accessed December 14, 2016. https://www.bls.gov/cps/cpsaat03.htm.
2
U.S. Department of Labor, Bureau of Labor Statistics, Current Population Survey, “Perspectives on Working
Women: A Databook,” 1980; U.S. Department of Labor, Bureau of Labor Statistics, Current Population Survey,
Table 11, “Employed persons by detailed occupation, sex, race, and Hispanic or Latino ethnicity,” 2015.
3
U.S. Department of Labor, Bureau of Labor Statistics, “Perspectives on Working Women: A Databook,” 1980;
"Employment Status of the Civilian Noninstitutional Population 16 Years and over by Sex, 1975 to Date." U.S.
Bureau of Labor Statistics. February 2016. Accessed December 14, 2016. https://www.bls.gov/cps/cpsaat02.htm.
4
"Employed Persons by Detailed Occupation, Sex, Race, and Hispanic or Latino Ethnicity." U.S. Bureau of Labor
Statistics. February 10, 2016. Accessed December 14, 2016. https://www.bls.gov/cps/cpsaat11.htm.
5
"Women CEOs of the S&P 500." Catalyst. January 03, 2017. Accessed January 13, 2017.
http://www.catalyst.org/knowledge/women-ceos-sp-500.
6
Roberts, Evan, “Labor Force Participation by Married Women in the United States, Results from the 1917/19 Costof-Living Survey and the 1920 PUMS,” Presented at the 28 th Social Science History Association Conference.
November 2003. http://users.pop.umn.edu/~eroberts/evanrobertssshapaper.pdf; Department of Labor, Bureau of
Labor Statistics, “Employment Characteristics of Families—2012.” Table 5.
7
U.S. Department of Labor, Bureau of Labor Statistics, “Women in the Labor Force: A Databook,” December 2015.
8
Department of Labor, Bureau of Labor Statistics, “Employment Characteristics of Families—2015.” Table 5.
9
"Employment Characteristics of Families Summary." U.S. Bureau of Labor Statistics. April 22, 2016. Accessed
January 24, 2017. https://www.bls.gov/news.release/famee.nr0.htm.
10
U.S. Census Bureau, DataFerrett, American Community Survey, Public Use Microdata Sample, 2016.
11
"Multiple Jobholders by Selected Characteristics." U.S. Bureau of Labor Statistics. February 10, 2016. Accessed
December 14, 2016. https://www.bls.gov/cps/cpsaat36.htm; U.S. Department of Labor, Bureau of Labor Statistics,
Current Population Survey, Table 8, “Employed and unemployed full- and part-time workers,” 2015.
http://www.bls.gov/cps/cpsaat08.htm.
12
U.S. Department of Labor, Bureau of Labor Statistics, Current Population Survey. Table 11, “Employed persons
by detailed occupation, sex, race, and Hispanic or Latino ethnicity,” 2015.
13
Ibid.
14
Ibid., Wootton, Barbara H. Gender differences Gender differences in occupational employment in occupational
employment. Publication. April 1997. https://stats.bls.gov/mlr/1997/04/art2full.pdf.
1

DPE Fact Sheet

Professional Women

Page 12 of 16

15

Ibid.
Ibid.
17
U.S. Department of Education, National Center for Education Statistics, Digest of Education Statistics, Table 283,
“Degrees conferred by degree-granting institutions, by level of degree and sex of student: Selected years, 1869-70
through 2021-22.” http://nces.ed.gov/programs/digest/d12/tables/dt12_283.asp.
18
“Postsecondary Degrees” https://nces.ed.gov/programs/digest/d15/
19
U.S. Department of Education, National Center for Education Statistics, Digest of Education Statistics, Table
301.10 Enrollment, staff, and degrees/certificates conferred in degree-granting and non-degree-granting
postsecondary institutions, by control and level of institution, sex of student, type of staff, and level of degree: Fall
2013, fall 2014, and 2013-14, http://nces.ed.gov/programs/digest/d15/tables/dt15_301.10.asp.
20
Enrollment and Degrees Awarded, 2012-2013 Academic Year. American Bar Association Section of Legal
Education and Admissions to the Bar.
www.americanbar.org/content/dam/aba/administrative/legal_education_and_admissions_to_the_bar/statistics/enroll
ment_degrees_awarded.pdf
21
Association of American Medical Colleges, “Total Enrollment by U.S. Medical School and Sex, 2012-2013
through 2016-2017” Table B-1.2. https://www.aamc.org/data/facts/enrollmentgraduate/158808/total-enrollment-bymedical-school-by-sex.html.
22
Casselman, Ben. “Women are Majoring in the Lower Paying STEM Fields,” September 12, 2014
http://fivethirtyeight.com/datalab/women-are-majoring-in-the-lower-paying-stem-fields/.
23
U.S. Department of Education, National Center for Education Statistics, Digest of Education Statistics, Table 319,
“Degrees in education conferred by degree-granting institutions,”
http://nces.ed.gov/programs/digest/d12/tables/dt12_319.asp; U.S. Department of Education, National Center for
Education Statistics, Digest of Education Statistics, Table 320, “Degrees in engineering conferred by degreegranting institutions,” http://nces.ed.gov/programs/digest/d12/tables/dt12_320.asp.
24
Cook, Lindsey. "More Depressing News for Women in STEM." U.S. News and World Report, January 6, 2016.
http://www.usnews.com/news/blogs/data-mine/articles/2016-01-06/researchers-show-male-stem-faculty-less-likelyto-support-research-showing-gender-bias.
25
Chang, Kenneth. “Bias Persists for Women of Science, a Study Finds,” The New York Times, September 24, 2012.
26
Pollack, Eileen. “Why are There Still So Few Women in Science?” New York Times, October 13, 2013.
http://www.nytimes.com/2013/10/06/magazine/why-are-there-still-so-few-women-in-science.html.
27
Cook, Lindsey. "More Depressing News for Women in STEM." U.S. News and World Report, January 6, 2016.
http://www.usnews.com/news/blogs/data-mine/articles/2016-01-06/researchers-show-male-stem-faculty-less-likelyto-support-research-showing-gender-bias.
28
"Highlights of women’s earnings in 2015: BLS Reports: U.S. Bureau of Labor Statistics." U.S. Bureau of Labor
Statistics. November 2016. Accessed December 21, 2016. https://www.bls.gov/opub/reports/womensearnings/2015/home.htm.
29
National Women’s Law Center, “The Wage Gap is Stagnant in Last Decade,” September 2012; Center for
American Progress, “The Wage Gap for Women,” August 16, 2012.
30
"What is the gender pay gap and is it real?: The complete guide to how women are paid less than men and why it
can’t be explained away." Economic Policy Institute. Accessed January 17, 2017.
http://www.epi.org/publication/what-is-the-gender-pay-gap-and-is-it-real/.
31
http://www.thirdway.org/report/a-dollar-short-whats-holding-women-back-from-equal-pay
32
U.S. Department of Labor, Bureau of Labor Statistics, Current Population Survey, Table 37, “Median weekly
earnings of full-time wage and salary workers by selected characteristics,” 2015.
http://www.bls.gov/cps/cpsaat37.htm.
33
Ibid.
34
U.S. Department of Labor, Bureau of Labor Statistics, Current Population Survey, Table 11, “Employed persons
by detailed occupation, sex, race, and Hispanic or Latino ethnicity,” 2014; U.S. Department of Labor, Bureau of
Labor Statistics, Current Population Survey, Table 39, “Median weekly earnings of full-time wage and salary
workers by selected characteristics,” 2014. http://www.bls.gov/cps/cpsaat39.pdf.
35
Author, Emily LinerEmail. "A Dollar Short: What's Holding Women Back from Equal Pay?" Third Way.
Accessed January 17, 2017. http://www.thirdway.org/report/a-dollar-short-whats-holding-women-back-from-equalpay.
36
Ibid.
37
Ibid.
38
Ibid.
16

DPE Fact Sheet

Professional Women

Page 13 of 16

39

Miller , Claire Cain. "As Women Take Over a Male-Dominated Field, the Pay Drops." The New York Times,
March 18, 2016. https://www.nytimes.com/2016/03/20/upshot/as-women-take-over-a-male-dominated-field-thepay-drops.html?_r=0.
40
Ibid.
41
Ibid.
42
Ibid.
43
Hirsch, Barry T. and David A. MacPherson. Union Membership and Earnings Data Book: Compilations from the
Current Population Survey, 2016 edition.
44
"Highlights of women’s earnings in 2015 : BLS Reports: U.S. Bureau of Labor Statistics." U.S. Bureau of Labor
Statistics. Accessed December 21, 2016. https://www.bls.gov/opub/reports/womens-earnings/2015/home.htm.
45
Hallman, Linda D., “The Simple Truth about the Gender Pay Gap,” American Association of University Women,
2011. www.aauw.org/learn/research/upload/SimpleTruthAboutPayGap.pdf.
46
Boushey, Heather, et. al., “Families Can’t Afford the Gender Wage Gap,” Center for American Progress, April
20, 2010. http://www.americanprogress.org/issues/2010/04/equal_pay.html.
47
Ibid.
48
Ibid.
49
U.S. Department of Labor, Bureau of Labor Statistics, “Employment Characteristics of Families – 2016.”
50
"Table 5. Employment status of the population by sex, marital status, and presence and age of own children under
18, 2014-2015 annual averages." U.S. Bureau of Labor Statistics. April 22, 2016. Accessed January 09, 2017.
https://www.bls.gov/news.release/famee.t05.htm#cps_fm_pchld.f.3.
51
Grall, Timothy, “Custodial Mothers and Fathers and Their Child Support: 2013,” U.S. Department of Commerce,
Bureau of the Census, January 2016.
https://www.census.gov/content/dam/Census/library/publications/2016/demo/P60-255.pdf.
52
U.S. Department of Commerce, Bureau of the Census, “Poverty Status in the Past 12 Months of Families,” 2015
American Community Survey 1-Year Estimates, S1702.
53
Cited in: “Lifetime Losses: The Career Wage Gap,” Center for American Progress, January 6, 2009.
54
Social Security is Important to Women. (2016, November). Retrieved from
https://www.ssa.gov/news/press/factsheets/ss-customer/women-ret.pdf
55
Ibid.
56
Ibid.
57
"Social Security Administration." Importance of Income Sources Relative to Total Income. Accessed January 09,
2017. https://www.ssa.gov/policy/docs/statcomps/income_pop55/2014/sect08.html#table8.b2.
58
Older Americans Key Indicators of Well-Being. Report. August 2, 2016. Accessed January 10, 2017.
https://agingstats.gov/docs/LatestReport/Older-Americans-2016-Key-Indicators-of-WellBeing.pdf.
59
Cited in: “Lifetime Losses: The Career Wage Gap,” Center for American Progress, January 6, 2009.
60
Pay Secrecy and Wage Discrimination, Institute for Women’s Policy Research, January 2014.
61
“Pay Secrecy Fact Sheet,” Women’s Bureau, U.S. Department of Labor, August 2015
62
Ibid.
63
Parents and High Cost of Childcare. Report. 2016. http://usa.childcareaware.org/wpcontent/uploads/2016/12/CCA_High_Cost_Report.pdf.
64
"How much does it cost to leave the workforce to care for a child? A lot more than you think." PBS. June 21,
2016. Accessed January 26, 2017. http://www.pbs.org/newshour/making-sense/how-much-does-it-cost-to-leave-theworkforce-to-care-for-a-child-a-lot-more-than-you-think/.
65
Parents and High Cost of Childcare. Report. 2016. http://usa.childcareaware.org/wpcontent/uploads/2016/12/CCA_High_Cost_Report.pdf.
66
Ibid.
67
Ibid.
68
Ibid.
69
Ibid.
70
Jamrisko, Michelle. "The Hidden Cost for Stay-At-Home American Parents." Bloomberg.com. June 21, 2016.
Accessed January 26, 2017. https://www.bloomberg.com/news/articles/2016-06-21/the-hidden-cost-for-stay-athome-american-parents.
71
"It's time for an ambitious national investment in America's children: Investments in early childhood care and
education would have enormous benefits for children, families, society, and the economy." Economic Policy
Institute. April 6, 2016. Accessed January 11, 2017. http://www.epi.org/publication/its-time-for-an-ambitiousnational-investment-in-americas-children/#epi-toc-7.

DPE Fact Sheet

Professional Women

Page 14 of 16

72

Ibid.
Livingston, Gretchen. "Among 41 nations, U.S. is the outlier when it comes to paid parental leave." Pew Research
Center. September 26, 2016. Accessed January 11, 2017. http://www.pewresearch.org/fact-tank/2016/09/26/u-slacks-mandated-paid-parental-leave/.
74
"Rutgers Study Finds Paid Family Leave Leads to Positive Economic Outcomes." Rutgers Study Finds Paid
Family Leave Leads to Positive Economic Outcomes | Media Relations. January 19, 2012. Accessed January 26,
2017. http://news.rutgers.edu/news-releases/2012/01/rutgers-study-finds-20120118#.WIpqwVMrJQJ.
75
"US: Lack of Paid Leave Harms Workers, Children." Human Rights Watch. February 24, 2012. Accessed January
27, 2017. https://www.hrw.org/news/2011/02/23/us-lack-paid-leave-harms-workers-children.
76
"For how long are workers guaranteed paid sick leave?" WORLD Policy Analysis Center. Accessed January 11,
2017. http://www.worldpolicycenter.org/policies/for-how-long-are-workers-guaranteed-paid-sick-leave.
77
"The need for paid sick days: The lack of a federal policy further erodes family economic security." Economic
Policy Institute. June 29, 2011. Accessed January 27, 2017.
http://www.epi.org/publication/the_need_for_paid_sick_days/.
78
Ibid.
79
Ibid.
80
Ibid.
81
"Additional leave entitlements for working parents." OECD. January 12, 2016. Accessed January 11, 2017.
https://www.oecd.org/els/soc/PF2_3_Additional_leave_entitlements_of_working_parents.pdf.
82
Schulte, Brigid. "Women need time off from work the most but often get it the least." The Washington Post,
February 25, 2015. https://www.washingtonpost.com/news/wonk/wp/2015/02/25/women-need-time-off-from-workthe-most-but-often-get-it-the-least/?utm_term=.3e953ed5e832.
83
Ibid.
84
U.S. Department of Labor, Bureau of Labor Statistics, “Union Members Summary- 2014,” Economic News
Release. January 28, 2016.
85
"Table 1. Union affiliation of employed wage and salary workers by selected characteristics." U.S. Bureau of
Labor Statistics. Accessed January 11, 2017. https://www.bls.gov/news.release/union2.t01.htm.
86
Hirsch, Barry T. and David A. Macpherson, Union Membership and Earnings Data Book: Compilations from the
Current Population Survey, The Bureau of National Affairs, Inc, 1997 Edition.
87
“The Union Advantage for Women.” Institute for Women’s Policy Research, August 2015.
88
Hirsch, Barry T. and David A. MacPherson. Union Membership and Earnings Data Book: Compilations from
the Current Population Survey, 2016 edition.
89
U.S. Census Bureau, DataFerrett, American Community Survey, Public Use Microdata Sample, 2016.
90
Hirsch, Barry T. and David A. MacPherson. Union Membership and Earnings Data Book: Compilations from the
Current Population Survey, 2016 edition.
91
U.S. Census Bureau, DataFerrett, American Community Survey, Public Use Microdata Sample, 2016.
92
Bronfenbrenner, Kate and Robert Hickey, “Changing to Organize: A National Assessment of Union Organizing
Strategies,” in Ruth Milkman and Kim Voss, eds., Organize or Die: Labor’s Prospects in Neoliberal America,
(Ithaca, NY: Cornell University Press, 2004); Kate Bronfenbrenner, “Organizing Women: The Nature and Process
of Union Organizing Efforts among U.S. Women Workers since around the Mid-1990’s,” Work and Occupations,
32, 4, November 2005.
93
U.S. Department of Labor, Bureau of Labor Statistics, Table 2, “Median Weekly Earnings of Full Time Wage and
Salary Workers by union affiliation and selected characteristics, 2015 annual averages”
http://www.bls.gov/news.release/union2.t02.htm.
94
Ibid.
95
"IWPR Publication." San Francisco’s Paid Sick Leave Ordinance: Outcomes for Employers and Employees —
IWPR. February 2011. Accessed January 27, 2017. http://www.iwpr.org/publications/pubs/San-Fran-PSD.
96
"Fact Sheet: The Healthy Families Act." National Partnership for Women and Families. 2015.
http://www.nationalpartnership.org/research-library/work-family/psd/the-healthy-families-act-fact-sheet.pdf.
97
Ibid.
98
"Current Sick Days Laws." National Partnership for Women and Families. Accessed January 30, 2017.
http://www.paidsickdays.org/research-resources/current-sick-days-laws.html.
99
"Latest Research." National Partnership for Women and Families. Accessed January 30, 2017.
http://www.paidsickdays.org/research-resources/latest-research.html#.WI-Cd1MrJQI.
73

DPE Fact Sheet

Professional Women

Page 15 of 16

Expanding Access to Paid Sick Leave: The Impact of the Healthy Families Act on America’s Workers. March
2010. http://www.jec.senate.gov/public/_cache/files/abf8aca7-6b94-4152-b7202d8d04b81ed6/sickleavereportfinal.pdf.
101
"Paid Leave." A Better Balance. Accessed January 31, 2017. http://www.abetterbalance.org/our-campaigns/paidfamily-leave/.
102
Miller, Claire Cain . "The Economic Benefits of Paid Parental Leave." The New York Times, January 30, 2015.
https://www.nytimes.com/2015/02/01/upshot/the-economic-benefits-of-paid-parental-leave.html?_r=0.
103
Ibid.
104
Ibid.
105
Ibid.
106
Chokshi, Niraj. "What paid family leave looks like in the three states that offer it." Washington Post.
https://www.washingtonpost.com/blogs/govbeat/wp/2014/06/24/what-paid-family-leave-looks-like-in-the-threestates-that-require-it/?utm_term=.161d295b4948.
107
"It's time for an ambitious national investment in America's children: Investments in early childhood care and
education would have enormous benefits for children, families, society, and the economy." Economic Policy
Institute. April 6, 2016. Accessed January 31, 2017. http://www.epi.org/publication/its-time-for-an-ambitiousnational-investment-in-americas-children/.
108
Ibid.
109
High-Quality, Affordable Childcare for All: Good for Families, Communities, and the Economy. Report. May 6,
2016. http://www.policylink.org/sites/default/files/Childcare-for-All-FINAL-05-06-16.pdf.
110
Ibid.
111
Kaitlin Holmes, Jocelyn Frye, Sarah Jane Glynn, and Jessica Quinter. "Rhetoric vs. Reality: Equal Pay." Center
for American Progress. November 7, 2016. Accessed February 01, 2017.
100

112

Frye, Jocelyn. "Next Steps for Progress on Equal Pay." Center for American Progress. April 12, 2016. Accessed
February 01, 2017. https://www.americanprogress.org/issues/women/reports/2016/04/12/135267/next-steps-forprogress-on-equal-pay/.
113
Executive Summary: 50 Years & Counting: The Unfinished Business of Achieving Fair Pay. Report. June 10,
2003. http://nwlc.org/wp-content/uploads/2015/08/final_nwlc_equalpayexecutivesummary.pdf.
114
Kaitlin Holmes, Jocelyn Frye, Sarah Jane Glynn, and Jessica Quinter. "Rhetoric vs. Reality: Equal Pay." Center
for American Progress. November 7, 2016. Accessed February 01, 2017.
https://www.americanprogress.org/issues/women/reports/2016/11/07/292175/rhetoric-vs-reality-equal-pay/.
115
"How the Paycheck Fairness Act Will Strengthen the Equal Pay Act." NWLC. 2015. Accessed January 31, 2017.
https://nwlc.org/resources/how-paycheck-fairness-act-will-strengthen-equal-pay-act/.

DPE Fact Sheet

Professional Women

Page 16 of 16

