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Dear Friends, 

This report has evolved from a series of statewide conversations about 

the gender wage gap and the efforts of several committed volunteers 

who believe the gender wage gap in New Hampshire needs attention and 

further discussion. As the lead author of this paper and a board member of 

the New Hampshire Women’s Initiative, I was inspired by the comments 

of New Hampshire citizens in our statewide Listening Sessions, and by 

my participation in a fellowship from the Gender Research Institute at 

Dartmouth (GRID). I sincerely thank the GRID fellowship for its support and 

the many NHWI volunteers who contributed time and insight to this report 

and supported me throughout the process. 

This report is written to help individuals, organizations, and legislators better 

understand the gender wage gap here in New Hampshire. We hope it sparks 

dialogue in our communities and action throughout our State. Together, we 

can work toward making the gender wage gap a thing of the past.

Join the conversation!

Jennifer Alford-Teaster

 
 
Gender Research Institute at Dartmouth (GRID) Fellow 2013,  
NHWI Board Member and Gender Ambassadors Panel (GAP) Co-Chair

August 2014
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The New Hampshire Women’s Initiative (NHWI)  
The NHWI is a nonprofit organization dedicated to continuing the legacy of success of our 
merging partners: the NH Commission on the Status of Women, the Women’s Lobby and 
Alliance, and the Woman’s Policy Institute. The mission of the NHWI is to advance social, 
economic, and political opportunity and equality for women in New Hampshire.  
For more information, visit www.nhwi.org 

The Gender Research Institute at Dartmouth (GRID) 
The Gender Research Institute at Dartmouth (GRID) encourages, facilitates, and 
showcases gender-related research, teaching, and social engagement that address why the 
21st century is still a time profoundly structured by gender, racial, ethnic, and economic 
inequality. GRID is a meeting ground for researchers, teachers, students, outreach 
professionals, and scholar-activists from around the world come together to study, debate, 
and translate intellectual discussion and practical experience into projects of social justice 
on local, national, and international levels.  
For more information, visit www.dartmouth.edu/~wstudies/grid.html 

The Women’s Fund of New Hampshire (WFNH) 
The Women’s Fund of New Hampshire is a public foundation that focuses all of its 
resources on New Hampshire’s women and girls. Founded in 1998, The Women’s Fund 
is a statewide foundation that fuels positive change in our communities by supporting the 
most innovative and promising solutions to the issues facing women and girls today. We 
broaden the scope of philanthropy by promoting women-led solutions because we know 
that when women and girls prosper, entire communities succeed. 
For more information, visit www.wfnh.org 



In 2012, New Hampshire women’s labor 
participation rate exceeded the overall United 
States women’s labor participation rate. Our 
state’s participation rate for men also exceeded 
the national level at 74% versus 70%  [8].

Women are graduating from college at higher 
rates in New Hampshire than the rest of the 
nation. Overall, 52% of our state’s women 
graduated from 4-year institutions in 4 years, 
compared to 36% of women nationally [21]. 

Despite women’s work and educational 
attainment in New Hampshire, our wage 
gap is greater than the national average [9]. 
Women in our state achieve more, but are 
paid less compared to other women in the 
United States. 
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82¢
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77¢

77¢
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More women  
are employed in 
New Hampshire 
than the rest of 
the country.  

In New 
Hampshire, 
the gender 
wage gap is 
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the national 
average.

In New 
Hampshire, 
more women are 
graduating from 
college than in 
the rest of the 
United States.
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execUtive sUmmary
More American women than ever before 
are working outside the home.
 
Women’s participation in the workforce has 
increased steadily since passage of the Equal 
Pay Act in 1963. They’re working in response 
to contemporary family needs, changing 
cultural norms, and demands of the modern 
economy [4-8]. Women currently represent 
more than 40 percent of the primary 
breadwinners in the United States [2].
 
However, despite rising numbers of women 
in the work force, women earn 82 percent of 
what men earn across nearly all occupations. 
In New Hampshire, full-time workers who 
are women earn just 77 cents for every dollar 
that full-time workers who are men earn. 
This is worse than the national average. This 
signficant wage gap means that the typical 
New Hampshire woman working full-time 
earns over $11,000 less each year than a 
typical New Hampshire man working full-
time. The National Partnership for Women 
& Families estimates that New Hampshire 
women overall lose $2,372,430,060 every 
year due to the wage gap, a gap that persists 
across educational levels and occupations [17].
 
How has the wage gap impacted the Granite 
State? New Hampshire citizens are aware 
of the wage gap and the legalities around 
its existence, but many don’t understand 
why it exists and struggle to identify how it 
should be resolved. All available research 
demonstrates that a persistent, substantial 
wage gap exists between New Hampshire 
men and women. 

This report on equal pay in the Granite State 
evolved from a series of “Listening Sessions” 
conducted by the New Hampshire Women’s 
Initiative (NHWI) to better understand 
gender equality issues. These 37 Listening 
Sessions, conducted from 2011 to 2013, 
included more than 300 New Hampshire 
men and women of all ages from across the 
state. An additional series of eight Listening 
Sessions with over 50 people in 2013 
specifically focused on equal pay issues [1].
 
This report incorporates statistics and 
results from the NHWI Wage Gap Listening 
Sessions. It includes background on equal 
pay in the U.S., equal pay in New Hampshire, 
along with feedback from the Listening 
Sessions, discussions, and recommendations.
 
The Equal Pay Act of 1963 was passed more 
than 50 years ago. Although the wage gap 
between men and women has decreased, it 
remains a powerful economic force despite huge 
advancements in education and employment 
opportunities for women [4]. We hope this 
report sparks dialogue in our communities 
and action in the New Hampshire State 
House. 
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Understanding  
eqUal Pay in the 
United states 
An overview of national history and legislation, with an 
introduction to key national statistics related to labor 
participation, the wage gap, and a breakdown of the key 
industries within which women work. 
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Understanding the History
Understanding the history of equal pay in the United States provides the 
context for progress that has been made since the Equal Pay Act of 1963 
was passed. It also demonstrates that progress has been slower than 
expected and has not succeeded in eliminating pay discrepancies in the 
more than 50 years since the law has passed.  
 
The Federal Equal Pay Act of 1963 expanded the Fair Labor Standards Act 
of 1938  to reduce the burden of unequal pay practices on commerce [3].  
At the time the Equal Pay Act was passed, it was common practice to 
pay women less than men for equivalent work in a manner that was 
openly discriminatory [4]. Passing the Equal Pay Act of 1963 was not only 
a symbolic gesture recognizing the importance of women’s participation 
in the labor force, but was also a change in ethics regarding workforce 
participation. It validated women’s participation in the workforce and 
substantially impacted our country’s economic vitality. 
 
Although the Equal Pay Act of 1963 provided a legal framework to address 
gender discrimination in pay, the Civil Rights Act of 1964 provided 
the legal substance for successful litigation against discriminatory pay 
practices [4]. The majority of the successful pay discrimination cases have 
been filed under Title VII of the Civil Rights Act of 1964 which “[bans] 
employment discrimination on the basis of race, color, religion, national 
origin, and sex.” [4]  
 
More recently, the Lilly Ledbetter Fair Pay Act of 2009 reaffirmed the 
illegality of discriminatory pay practices as a result of well-known litigation 
stemming from a wage discrimination case at a Goodyear Plant in 
Alabama [5]. The law strengthened protections for victims of unequal pay in 
response to an unfavorable U.S. Supreme Court decision that had limited 
Lilly Ledbetter’s rights after years of employment discrimination.   
 
Despite the impermissibility of pay discrimination under federal law, 
women continue to experience diminished returns on their employment 
efforts as compared to men [4-8]. 

The Fair Labor Standards 
Act passed establishing a 
national minimum wage 
and a 7-day work week. 
It also created “pay and a 
half” for overtime. 

Key Federal Legislation

The Equal Pay Act of 1963 
expanded the Fair Labor 
Standards Act of 1938 and 
provided a legal framework 
to address gender and pay 
discrimination.  

The Civil Rights Act of 1964 
provided the legal substance 
for successful litigation 
against discriminatory pay 
practices by prohibiting 
employment discrimination.

The Lilly Ledbetter Fair 
Pay Act of 2009 expanded 
the statute of limitations 
for filing a gender 
discrimination lawsuit 
to 180 days after the last 
paycheck.

1938

1963

1964

2009
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Women, 16+ years old,  
in the workforce in 2011

Men, 16+ years old,   
in the workforce in 2011

Comparing U.S. Men & 
Women in the Workforce

53.2%

63.9%

Understanding the Numbers
The contemporary legal framework and widespread public opinion that pay 
discrimination is wrong can make the wage gap less apparent; however, the 
available data (including the qualitative evidence gathered by NHWI) show 
that it remains a powerful force in our economy.    
 
Understanding the wage gap requires examination of three basic data points: 
women’s labor participation rates, the wage gap for all full-time workers, and 
the intra-occupational wage gap. Together, these statistics paint a picture of 
the wage gap’s role for individual workers and our communities.   
 

Labor Participation Rates
Women’s labor participation rates have steadily increased since the 
passing of the Equal Pay Act of 1963, and continue to do so in response to 
contemporary family needs, changing cultural norms and practices, and 
the demands of the modern economy [4–8]. 
 
FigUre 1. U.s. labor ParticiPation rates by gender 
and race (age 16 years or older)

Source: Table 3. Employment status by race, age, sex, and Hispanic or Latino ethnicity, 2011 
annual averages; Women in the Labor Force: A Databook; Current Population Survey, U.S. 
Bureau of Labor Statistics.     

As of 2011, the U.S. Department of Labor’s Bureau of Labor Statistics 
found that the overall labor participation rate for women 16 years of age 
and older stood at 53.2 percent [8]. By contrast, labor participation rate for 
men 16 years of age and older was 63.9 percent. These percentages vary 
substantially based on race, age, sex, educational attainment, and whether 
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or not a woman has children, yet the same pattern persists with men 
consistently having higher labor force participation rates (see Figure 3 and 
Figure 4). The Bureau of Labor Statistics also collects data about men’s 
and women’s participation in various occupations, and there are striking 
gender gaps.    
 
Both men and women work in professional, managerial, and other 
related occupations. It is important to note that this category is 
incredibly broad and subcategories within this group may primarily 
be represented by women, such as nurses and teachers. Yet only 14.2 
percent of women are employed in business, financial operations, 
and management occupations. As this broadly-themed table hints, 
women’s employment persistently trends toward culturally traditional 
gender roles. Although women participate in a broad range of fields, 
they are underrepresented in fields historically dominated by men and 
overrepresented in “caretaking” roles. For example, women make up 
74.4 percent of health-care practitioners and technical occupations, 
73.6 percent of education, training, and library occupations (including 
97.7 percent of kindergarten teachers), and 73.4 percent of office and 
administrative-support occupations.    
 

FigUre 2. U.s. highest labor ParticiPation rates 
by gender and race, age 25 - 54

Source: Table 3. Employment status by race, age, sex, and Hispanic or Latino ethnicity, 2011 
annual averages; Women in the Labor Force: A Databook; Current Population Survey, U.S. 
Bureau of Labor Statistic.
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Kindergarten teachers

Concentration of Women in 
Specific U.S. Industries [8] 

Health-care practitioners 
and technical occupations

Education, training,  
and library occupations 

Office and administrative-
support occupations.   

Management, business, and 
financial operations

97.7%

74.4%

73.6%

73.4%

14.2%
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         Young women see 
themselves as equal 
growing up. That changes 
when they get into the real 
world – college and work. 
 
 
Listening Session Participant    
Wage Gap/2013

nhWi listening session

The Wage Gap
Against the backdrop of labor participation rates, we consider the wage gap.  
There are present two measures of wage inequality: the first is a comparison 
of earnings for all full-time women workers versus all full-time men workers, 
and the second is the intra-occupational wage gap (i.e. the comparison 
between men and women with similar qualifications working in similar 
positions). Both of these measures compare workers who are employed year-
round and full-time, with the Bureau of Labor Force Statistics defining 35 
hours or more per week as full-time.  
 
 

FigUre 3. U.s. labor ParticiPation rates For 
Women and men With children by age oF child 
(age 16 years or older) 

 
Source: Table 5. Employment status by sex, presence and age of children, race, and Hispanic 
or Latino ethnicity; Women in the Labor Force: A Databook; Current Population Survey, U.S. 
Bureau of Labor Statistics. 

FigUre 4. U.s. labor ParticiPation rates by 
edUcation statUs and gender 

Source: Table 8. Employment status of the civilian noninstitutional population 25 to 64 years 
of age by educational attainment and sex, 2011 annual averages; Women in the Labor Force: A 
Databook; Current Population Survey, U.S. Bureau of Labor Statistics.
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         Men seem to make 
more money than women 
even in traditional female 
positions like nursing and 
teaching. 
 
 
Listening Session Participant    
Wage Gap/2013

nhWi listening session
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Full-time working women 
compared to full-time  
working men
In the United States, across a majority of occupations, women earn 82 
percent of what men earn [8]. As with labor participation rates, the magnitude 
of the wage gap varies by race. This is at least in part because men of color 
earn less than white men and women of color earn less than white women, 
with the exception of Asian American women [8].
  
FigUre 5. U.s. Women’s earnings as a Percent oF 
men’s, 2011 annUal averages 

 
Source: Median usual weekly earnings of full-time wage and salary workers in current 
dollars by race, Hispanic or Latino ethnicity, and sex, 1979–2011 annual averages—US 
Department of Labor - Bureau of Labor Statistics, Women in the Labor Force: A Databook; 
Current Population Survey, U.S. Bureau of Labor Statistics.

The U.S. wage gap also varies by age, with the largest gap existing for 
women ages 55 to 64, whose earnings are a dismal 75.1 percent of men’s [9]. 
Conversely, younger women fare best with women ages 20 to 24 set earning 
93.2 percent of their male counterparts’ wages [9]. While younger women 
appear to be making strides in their careers despite the wage gap, it is 
important to note that the existence of any wage gap will have a cumulative 
effect on a person’s total lifetime earnings lost due to compounding interest 
in savings. 

 

Women’s Earnings as a Percent of Mens 
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Nationally, women earn 82 
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         Equal political, 
social, and economic rights 
is an easy definition. It’s 
the practical application 
and the nuance of race, 
class, rural/urban, and 
educational status. 
 
 
Listening Session Participant    
Wage Gap/2013

         ‘She’s a woman, she 
doesn’t have a family to 
support. We’ll pay that 
person more because 
they’re supporting a 
family.’ I would hear that 
a lot in the hiring process 
(in the 1970s and 1980s) 
working with managers. It 
was often said, ‘We can get 
her for less.’ 
 
 
Listening Session Participant    
Wage Gap/2013

nhWi listening session

nhWi listening session

Intra-occupational  
Wage Gap
Many people presume that the magnitude of the wage gap derives largely 
from men’s and women’s different rates of participation in various 
occupations. Specifically, some reports provide evidence of an intra-
occupational wage gap, with lower earnings for women persisting even  
when comparing similarly-qualified workers with similar jobs [9].  

table 1. national emPloyed Persons by major 
occUPation and sex, 2011 annUal averages 
emPloyed Persons by major  
occUPation and sex, 2011  
annUal averages

Percent oF 
emPloyed 
Women

Percent oF 
emPloyed 
men

management, professional, and 
related occupations 41.2% 34.4%

Management, business, and 
financial occupations 14.2% 16.5%

 Professional and related 
 occupations 27% 17.9%

service occupations 21.1% 14.7%

service & office occupations 31.4% 16.8%

Sales and related occupations 11.6% 10.4%

Office and administrative support 
occupations 19.9% 6.3%

natural resources, construction, 
and maintenance occupations .8% 16.8%

Farming, Fishing and Forestry 
occupations .3% 1.1%

Construction and extraction 
occupations .2% 9.4%

Installation, maintenance and 
repair occupations .3% 6.3%

Production, transportation and 
material moving occupations 5.4% 17.4%

Production occupations 3.5% 7.8%

Transportation and material 
moving occupations 1.9% 9.5%

 
 
Source: Table 10. Employed persons by major occupation and sex, 2010 and 2011 annual 
averages; Women in the Labor Force: A Databook; Current Population Survey, U.S. Bureau 
of Labor Statistics.
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A nationally compiled dataset examined earnings among full-time workers 
and found that the wage gap is smallest in the fields with largely women 
workforces [10]. For example, women in the field of education earn 97 percent 
of what their male counterparts earn. Women in the field of counseling 
appear to earn more than their male colleagues with a 105 percent earnings 
ratio (counseling is the only discipline where women’s earnings outpace 
men’s). The wage gap widens for higher-paying occupations that do not have 
predominantly women workforces. For example, women chief executives 
earn 72 percent of their male counterparts’ income, and women who work 
as financial services sales agents earn less than two-thirds of their male 
colleagues’ wages. 
 
Estimating the size of the “apples to apples” intra-occupational wage gap 
challenges policy makers because there is little publicly available state-based 
and occupation-specific data. Preliminary compiled datasets contain general 
industries-based data, but do not include specific job title differences. For 
example, the 2013 internal report from the NH AFL-CIO [11] summarizes 
Census data on the “Health Care & Social Assistance” industry, but this can 
include any range of health-care positions, from physicians to social workers. 
The salaries for these two occupations are not necessarily comparable. 
 
For full-time, year-round workers, women’s median earnings in NH are 
significantly lower then men’s in almost every industry sector, including 
sectors where women make up more than 65 percent of workers. [22]

 
The limited research that is available demonstrates that the wage gap 
persists across virtually all fields, but varies by industry. To create effective 
policies for industry-based initiatives, we recommend further research into 
this important topic, as discussed in the Discussions and Recommendations 
section of this report.  
 

          I don’t think women 
are attracted to jobs that 
pay less. I think that less 
pay is attracted to jobs that 
women have.
 
 
Listening Session Participant    
Wage Gap/2013

          I wanted to be a 
dentist, but was told I 
couldn’t because I was 
a woman. I became a 
dental hygenist and had a 
wonderful career, but not 
as an actual dentist.
 
Listening Session Participant    
Wage Gap/2014

nhWi listening session

nhWi listening session
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FigUre 6. U.s. Women’s earnings as a Percent oF 
men’s, by indUstry

 

Source: Bureau of Labor Statistics, “Women’s Earnings and Employment by Industry, 
2009,” TED: The Editor’s Desk (February 16, 2011).
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Women earn 92.2% of what 
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Construction
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Understanding 
eqUal Pay in the 
granite state
This section covers New Hampshire-specific data, and an 
introduction to the New Hampshire Women’s Initiative’s 
Listening Sessions, which proved to be a key tool used to collect 
citizen voices on the topic of equal pay.
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Understanding the Numbers
NHWI’s predecessors – the Commission on the Status of Women, the 
Women’s Lobby/Alliance, and the Women’s Policy Institute – have written 
substantially about equal pay in recent years. All of their reports found 
that women in New Hampshire consistently lag behind men in economic 
security and stability as a result of the wage gap, occupational segregation 
into lower-paying jobs (commonly defined as the segregation of workers 
into sectors based on race, gender, or educational status [19]), lack of 
representation in leadership positions, and unaccommodating workplace 
policies that do not support the family needs of women and men across the 
state [9, 11–16]. 
 
In New Hampshire, women full-time workers earn just 77 cents for every 
dollar that full-time men workers earn [9]. According to the numbers, 
New Hampshire women are far worse off than the national average [8-

10]. This significant wage gap means that the typical New Hampshire 
woman working full-time earns approximately $8,993 less each year 
than the typical New Hampshire man [11].The National Partnership for 
Women & Families estimates that New Hampshire women overall lose 
$2,372,430,060 every year because of the wage gap [17]. The National 
Women’s Law Center concludes that the wage gap in New Hampshire 
persists across educational levels and occupation types [18]. 

median Weekly earnings: nationally vs.  
neW hamPshire 

$977$748

18% $832

$977$748 23%

$684
diFFerence

diFFerence

Coming Up Short:
How 23 cents per dollar 
missing from women’s 
paychecks adds up

A woman earning the NH 
median wage for full-time, 
year-round workers loses 
an estimated:

$187/week

$8993/year

$749/month

Source: New Hampshire AFL-CIO, 
December 2013. Women, Work & 
Wages in New Hampshire: Hey, 
where’s my 23 cents?
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Understanding the Experience
The wage gap data speaks volumes; however, the New Hampshire 
Women’s Initiative’s Listening Session participants illustrated and 
personalized the impact the wage gap has here in the Granite State.   
 
The focus of equal pay emerged during an exercise in which participants 
voted on their top three gender equality concerns, which included: work/
life balance, advancing women in leadership, and pay equity. Across all 
Listening Sessions, equal pay emerged as the top concern. In response, 
NHWI further explored this issue with a third round of sessions focused 
exclusively on equal pay.   
 
Our 59 participants were selected based on the industry they represented, 
availability, and interest in participating. Participants’ ages ranged from 
28 to 78 with an average age of 53.
 
A number of themes emerged from these compelling Listening Sessions, 
which were structured as focus groups with guided discussion. Most 
participants were familiar with the concept of a wage gap, but unsure of 
its manifestation within particular industries. Participants consistently 
identified similar underlying reasons for the wage gap, such as 
occupational segregation, women’s inadequate negotiating skills, lack of 
assertiveness, cultural bias in favor of men workers, family and work/life 
balance concerns, and the “mommy track,” among others. 
 
The “mommy track” phenomenon is of particular interest because it 
undermines women’s intellectual capacity by giving women inferior, 
task-based work due to the perception that they are currently – or will 
be in the future – unavailable for sustained high-level work due to 
familial obligations. Ultimately, this delays women’s progress toward fair 
representation in positions of leadership that tend to make more money. 

 •  28 Listening Sessions
 •  200+ participants
 •  Age: 17-87
 •  Statewide

 •  9 Listening Sessions
 •  100+ participants
 •  Age: 13-93
 •  Statewide

 •  8 Listening Sessions
 •  50+ participants
 •  Age: 28-78
 •  Statewide

NHWI Listening Sessions 
2011 to 2013

The New Hampshire Women’s 
Initiative has held over 45 
Listening Sessions with New 
Hampshire citizens from 
various ages, stages, and places. 
These sessions have all been 
facilitated and documented by 
volunteers. The feedback from 
these sessions has both shaped 
our discussion and provided 
deeper insight into the gender 
equity issues facing the Granite 
State. For more please visit  
nhwi.org/lsreports

2011
Gender Equality Overview 
Listening Sessions

2012
Gender Equality for All 
Listening Sessions

2013
Gender Wage Gap  
Listening Sessions
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Participants generally believed that as overt discrimination against women 
has become unpopular – or not politically correct – pay discrimination 
has become increasingly subtle and nuanced, making it more difficult to 
address. Interestingly, participants generally asserted that they and their 
industries didn’t have any gender bias, but claimed to observe such bias in 
other industries. It appears that many individuals have a blind spot to the 
unintentional ways in which people engage in gender bias. For example, 
this bias is often expressed through the opinion that women “choose” 
fields where they will not be paid higher salaries, or that they “choose” 
to stay home once the family decides to have children. While “choice” 
may be cited as a reason for the existence of the wage gap, “choice” can 
be an interesting concept when traditional gender roles make certain 
behavior more acceptable than others in society. This is an opportunity for 
exploration and education. 
 
Participants offered many solutions to the problem of equal pay. 
Proposed solutions included: approaches that individuals can employ 
(such as learning to be better negotiators or public speakers), practices 
that businesses can adopt (such as internal incentives for pay equity 
and increased transparency about compensation), and adjustments 
to the legal framework through legislation. Some suggestions were 
more controversial than others and some raised valid uncertainties 
for participants. For example, some were concerned that increased 
transparency in compensation would come at the expense of privacy and 
confidentiality. Many participants were also apprehensive about increased 
regulation of businesses they perceived to be suffering under an already-
heavy regulatory burden.
 
Interestingly, many participants seemed to lack knowledge of the existing 
federal prohibition against pay discrimination, instead conceiving of equal 
pay as an employer’s “choice.” NHWI hopes this report will motivate 
individuals to learn more about the laws that govern equal pay in our 
country and state. 
 
Participants also weighed in about the limitations of the existing equal 
pay data. For example, they thought it would be helpful to have similar 
comparative data about benefits such as health insurance and leave time 
as well as workplace flexibility, given the complexity of modern workplace 
arrangements and remuneration. They felt that having more extensive 
and richer data about the wage gap would trigger action and lead to more 
effective solutions that are specific to their industries.  

Healthcare Support

Concentration of Women  
in Select NH Occupations

Personal Care and  
Service

Education, Training,  
and Library Sciences

Architecture and 
Engineering 

Natural Resources, 
Construction, and 
Maintenance

91%

77%

76%

12%

3%
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         If you say, ‘equal pay 
for equal work,’ it makes it 
a fairness issue. Equal pay 
for equal work, if you’re a 
woman or you’re a man, 
if you’re pink or you’re 
purple, gay or straight.  
 
 
Listening Session Participant    
Wage Gap/2013

         I don’t want to 
feel like a bad mother 
because I am a working 
mother. 
 
 
Listening Session Participant    
Wage Gap/2013

         I was told I couldn’t 
get the  promotion 
because I didn’t ‘need’ 
the money the same way 
my male co-workers did. 
 
 
Listening Session Participant    
Wage Gap/2013

nhWi listening session

nhWi listening session

nhWi listening session

Participants advocated for promoting the wage gap problem as a “family 
issue,” not just an individual issue. However, it’s important to note that 
this concept has the potential to further perpetuate the idea that women 
are only valued if they are raising a family (which many identified as 
the reason they are “mommy tracked”). Specifically, this concept can be 
interpreted as unfair to women without children, recent college graduates, 
retirees, and more generally, any woman who wants to be recognized 
for their efforts as a professional. Additionally, the concept perpetuates 
the stereotype of women as caretakers. If we are to truly neutralize the 
wage gap, it is critical to promote the idea of fairness as discussed by 
participants from all rounds of Listening Sessions, which included being 
across life stage, race, socio-economic status, and gender. 

FigUre 7. male & Female earnings by selected 
indUstry: nh For FUll-time, year roUnd Workers

       Female         Male 

 
Source: New Hampshire AFL-CIO (2013). Women, Work and Wages in New Hampshire: 
Dude, where’s my 22 cents?
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discUssions &  
recommendations
A collection of ideas and opinions compiled to better understand 
equal pay issues. Join the conversation!
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Listening to New  
Hampshire’s Citizens 
 
Although the magnitude of the wage gap and the reasons underlying 
it are sometimes disputed, the numbers are unmistakable. The wage 
gap exists. It persists across age and race, and research shows that it 
persists within specific occupations as well. The wage gap has profound 
consequences; pay inequality strikes at the heart of economic health 
for individuals, families and communities, affecting housing status, 
food security, and the ability to obtain an education [4, 16, 17]. Unequal 
pay practices have short-term impact for individual and family 
wallets, but also results in compounding loss of wealth which can exert 
intergenerational effects.  
 
The NHWI 2013 Wage Gap Listening Sessions bring the empirical data 
about the wage gap into specific relief. Many Listening Session women 
participants report that despite their experience and education, they 
struggle at work due to pay inequity, lack of flexibility, and a persistent 
stereotype that because of their gender or life stage, they are forced onto 
the “mommy track.”  
 
The wage gap does not lend itself to a single solution. We must address 
the systematic underpaying of women workers across all categories 
of employment, while also examining the problem of occupational 
segregation of women into lower-paying positions.  
 
As we undertake these efforts, we must endeavor to be a voice for all 
women – the woman surgeon who gets paid less than her colleagues 
who are men, as well as the retail clerk struggling on minimum wage.  
 
We offer the following suggestions not as a comprehensive strategy, but 
as a series of first steps that are based on data and the voices of New 
Hampshire citizens.

 

 

 
 
 
 

 

         There are so many 
cultural ways that we 
continue to promote a gap. 
When you see a husband 
and wife in a vehicle 
driving down the road, 
who’s behind the wheel? 
95% of the time it’s the 
husband. That’s just the 
cultural norm.
 

Listening Session Participant    
Wage Gap/2013

nhWi listening session

         The gender gap starts 
in childhood. Boys are told 
they can be anything. 
 
 
Listening Session Participant    
Wage Gap/2013

nhWi listening session

Featured at left:   
Selected post-its showcasing 
participants’ suggestions from 
the NHWI 2013 Wage Gap 
Listening Sessions.



Original post-its compiled from NHWI 2013 Wage Gap Listening Sessions.
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Policy Change
 
Policies that reinforce existing equal pay laws, create family-friendly 
workplaces, and incentivize businesses to provide equal pay and 
opportunities for women, can all play a role in helping us close the 
New Hampshire gender wage gap.

the Paycheck Fairness act
New Hampshire’s passage of the Paycheck Fairness Act in July 
of 2014 showcased a collaborative bipartisan effort to close the 
gender wage gap here in the Granite State. The Paycheck Fairness 
Act strengthens the federal Equal Pay Act by limiting pay rate 
differentials to “bona fide factors” such as training, education,  
and experience (which must be justified) [20]. 

eqUal Pay task Force
More research is needed about the magnitude of the gender 
wage gap and the underlying reasons for it. We recommend the 
Legislature convene an equal pay task force made up of elected 
officials, workers, for-profit and non-profit business executives, 
and human resources professionals. The equal pay task force 
should examine the available data, identify any inadequacies, and 
commission New Hampshire-specific research that can guide future 
policy changes.

the minimUm Wage
Increasing New Hampshire’s minimum wage would be impactful in 
closing the gender wage gap. In 2011, New Hampshire women made 
up approximately two-thirds of all workers that received minimum 
wage or less for their work [18]. Increasing the minimum wage 
would not only bring New Hampshire workers’ wages more in line 
with the cost of living here, but also directly address the effects of 
occupational segregation and the resulting wage gap.

Fair and Family-Friendly WorkPlaces
We can decrease the gender wage gap by adopting policies that 
support family-friendly workplaces. Paid sick days, telecommuting, 
and flexible scheduling all support men and women who have 
caretaking responsibilities. Our Listening Session participants also 
suggested the creation of tax incentives for businesses that audit 
their payrolls for gender wage gaps, increase wage transparency, 
and prioritize gender diversity in corporate leadership. 

         The minimum wage 
needs to be raised; we 
need to shoot for a living 
wage. 

 
Listening Session Participant    
Wage Gap/2013

nhWi listening session

         I’ve worked with 
women who were in the 
same position as me, but 
were taught not to discuss 
salary. It was a fireable 
offense. 
 
 
Listening Session Participant    
Wage Gap/2013

nhWi listening session

         [Female 
representation] is 
changing slowly, but it’s 
changing. 

 
Listening Session Participant    
Wage Gap/2013

nhWi listening session



Original post-its compiled from NHWI 2013 Wage Gap Listening Sessions.
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Organizational Change
All employers can and should help close the gender wage gap. First and 
foremost, employers should be aware of the pervasive, although often 
subtle, gender stereotypes that can influence behavior. Ensuring that 
such stereotypes do not have a role in the workplace is a tremendous 
step forward. Through commitment to predictable advancement and 
compensation policies, prioritization of gender diversity in leadership 
roles, and adoption of family-friendly workplace policies, businesses 
and nonprofits can promote equal opportunity for men and women.

Predictable advancement and  
comPensation Policies
We encourage organizations to complete an internal audit of their 
employees’ salaries, broken down by gender, to determine if there 
are patterns of pay differences. Analyzing this information can assist 
an organization in seeing a potential gender gap, and the company 
can address this issue as they deem appropriate. We also suggest 
that employers make job descriptions and compensation public 
information within the organization. Finally, we urge employers to 
provide more clarity and openness around negotiation. This can be 
done through encouraging negotiation, or by explaining whether or 
not negotiation is expected.

gender diversity in leadershiP roles
Gender diversity among board members and employees involved 
in key decision-making leads to better-informed decisions and 
promotes overall organizational strength. It also ensures sensitivity 
to a wider array of workplace issues and models a culture of gender-
blind evaluation and promotion. Having women in leadership roles is 
essential to elimination of the “mommy track” by incorporating diverse 
perspectives that enable the thought leadership to be more inclusive. 

Family-Friendly WorkPlace Policies
Employers that embrace family-friendly policies create opportunities 
for people with caretaking responsibilities for children or others will 
help their employees thrive. Paid sick time is essential. Employers 
should consider adopting part-time positions, flexible work hours, or 
job sharing options. Large employers may provide on-site child care. 
We encourage employers to talk with their employees about which 
family-friendly policies they would like to see implemented. 

         When it comes to 
review time, who is going 
to get the bigger bonus: the 
person who says ‘Look at 
all these awesome things 
I did,’ or the person who 
quietly does her job and 
just assumes they’re gonna 
get rewarded for it? 

 
Listening Session Participant    
Wage Gap/2013

nhWi listening session

         I would like to think 
[the wage gap] doesn’t exist. 
But once you look at the 
salary surveys, wow, the 
gender wage gap does exist!  
When you compare years 
of experience, position and 
title, they are not fair [or] 
competitive for women. 
 
 
Listening Session Participant    
Wage Gap/2013

nhWi listening session

          It only takes one 
business to showcase their 
workplace, and through 
education and awareness, 
to create change.” 
 
 
Listening Session Participant    
Wage Gap/2013

nhWi listening session



Original post-its compiled from NHWI 2013 Wage Gap Listening Sessions.
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Personal Strategies
Individual women have an important role to play in the reduction 
of the gender wage gap. Here we suggest a few strategies that 
individuals can employ to minimize the impact of the gap on their 
own lives. Gender wage gap issues are important for men and 
women with families as well because a wage gap impacts families’ 
overall economic security. Many Listening Session participants 
who were men reported a desire to eliminate the wage gap for their 
daughters’ future financial security.

doing the math
Students and young professionals must be educated about the 
financial implications of their potential career choices. Although the 
wage gap persists across all fields, women disproportionately end up 
in lower paying occupations. Every woman should be able to pursue 
her passion, whether it is chemical engineering or being a home-
maker. However, educating young women on which professions pay 
more or less and encouraging them to consider lucrative fields could 
help close the gender wage gap.  
 
bUilding negotiation skills
Women participants in our Wage Gap Listening Sessions repeatedly 
confirmed that their negotiation skills were lacking. New Hampshire 
women often reported that they did not consider negotiating their 
compensation during the hiring process or lacked awareness on how 
to negotiate effectively. Many women did not consider reviewing 
competitive salaries as part of their negotiating strategy. Developing 
negotiation skills and the confidence to use them will help 
individual women achieve equitable compensation.

mentoring
Many Listening Session participants who were women – across 
all life stages – reported that they wished they had had mentors 
earlier in their careers, particularly on the subjects of compensation 
and career growth. We recommend that women reach out to other 
women and men, particularly those in leadership positions, to build 
networks that provide education and opportunities. We urge women 
and men in leadership positions to seek ways to share their expertise 
with less-experienced women. This is particularly important in 
fields where women’s labor participation rates are lower, but the 
salaries tend to be higher. 

         Men are better 
negotiators. Women (need 
to) learn better negotiation 
skills, including education 
on what the market will 
bear (for their salary 
ranges). 
 
 
Listening Session Participant    
Wage Gap/2013

nhWi listening session

         A male colleague 
was making more money 
without a degree and 
with less work experience 
simply because I didn’t ask 
for it. 
 
 
Listening Session Participant    
Wage Gap/2013

nhWi listening session

         I think [not seeking 
high-level positions] has 
been ingrained in girls 
from a very young age. 
Luckily, we started to 
change the conversation. 
 
 
Listening Session Participant    
Wage Gap/2013

nhWi listening session
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Creating Positive Change
It’s been more than 50 years since the passage of the Equal Pay Act 
of 1963. Although the wage gap has decreased, it remains a powerful 
economic force despite huge advancements in education and 
opportunities for women [4]. Eliminating the wage gap continues to 
burden us as a nation and a state. The necessary solutions call on all 
of us – workers, employers, and lawmakers – to play a role.   
 
We must not allow the complexity and persistence of the wage 
gap to prevent immediate action to remedy it. We hope this report 
will spark dialogue in our communities and action in our State 
House. New Hampshire’s citizens deserve better. New Hampshire’s 
businesses deserve better. New Hampshire’s economy deserves 
better. Together, we can ensure that the gender wage gap becomes 
an issue of the past.  

American Association of  
University Women
www.aauw.org/resource/gender-pay-gap-by-
state-and-congressional-district 

The Carsey Institute
www.carseyinstitute.unh.edu

Catalyst
www.catalyst.org/issues/pay-gap

Center for American  
Progress Action Fund
www.americanprogressaction.org

Center for Women’s Business 
Advancement
www.cwbanh.com

The Gender Research Institute at 
Dartmouth (GRID)  
http://www.dartmouth.edu/~grid

The Institute for Women’s 
Policy Research
www.iwpr.org

National Women’s Law Center
www.nwlc.org/our-issues/employment/equal-
pay-and-the-wage-gap

New Hampshire Center for  
Public Policy Studies
www.nhpolicy.org

The New Hampshire Women’s Initiative
www.nhwi.org

Pew Research Center
www.pewresearch.org/topics/gender/pages/2

Society for Human Resource 
Management
www.shrm.org

U.S. Equal Employment 
Opportunity Commission
www.eeoc.gov/eeoc/newsroom/equal_pay_
day_2014.cfm

United States Department of Labor
www.dol.gov/equalpay

WAGE Project
www.wageproject.org

The White House
www.whitehouse.gov/issues/equal-pay

Women’s Fund of New Hampshire
www.wfnh.org

Recommended Resources
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