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African American Women 
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● Intersectionality: Black women experience both a race and gender 
wage gap.

● Wage Gap: The sharpest earnings differences are between Black 
women and white men, but Black women also experience wage 
disparities when compared with white women and black men.

● Regardless of their occupation, level of education, or years of 
experience, Black women are still paid less than men.

● African American Equal Pay Day: Black women work an additional 8 
months compared to twelve months to match the salary of white men 
of the previous year. 
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Economic Security
● Women of color make up 35 percent of the female workforce in 

America.

● Between 1997 and 2013, the number of women-owned businesses 
increased by 59 % the number of Black women-owned businesses 
increased by 258 %.

● If paid equally to the average American woman, the average black 
woman would earn almost $950,000 more over the course of her 
career.

● To be effective, equal pay measures must focus on pursuing new 
strategies and reforms that acknowledge and tackle these problems 
head-on.
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Education
● Education is the catalyst of change and self-improvement.  

● A high-quality education is a prerequisite for success. While Black 
women are attaining degrees at a higher rate than any other class, 
they also have the highest student loan debt 

● For an undergraduate degree, they carry about $30,400 in debt, 
compared with $19,500 for white men.
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Job Market
● Most women of color are more likely to stagnate in their careers than 

white women and face greater barriers to advancing in the workplace. 

● Lower-wage jobs: Black women make 79 cents for every dollar made 
by white men - average annual salary of the 40 lowest-paying jobs is 
$23,600 for black women compared with $30,000 for white men.

● High-salary positions:  The disparity is worse: Black women typically 
are paid 67 cents for every dollar paid to white men in the same 
occupation. That translates into $70,000 versus $105,000, and a 
difference over 40 years of $1.4 million.
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We invite you to join us as we continue to fight for the 
rights of women and girls with equal pay, paid sick 
leave, affordable healthcare, educational opportunities, 
advocacy, and research.
● AAUW is helping women to overcome these pay inequalities is by 

learning to negotiate your salary.  For additional information on 
negotiating your salary, check out salary.aauw.org to learn to learn 
these skills online.  
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Contributing Factors to Pay Inequity:

● Overt discrimination and implicit bias 

● Lack of transparency surrounding compensation 

● Unequal distribution of caregiving responsibilities 

● Occupational segregation 

● Depressed wages
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Compensation/Compensation Range Disclosure 
Bill for New York State & Localities:
● Mandatory disclosure of compensation for any employment opportunity: Requires all private employers in 

New York State to disclose in writing or electronically the compensation or compensation range, benefits, 
and other forms of compensation, when issuing a new employment opportunity. 

● Disclosure to current employees: Requires employers to provide that same information to existing 
employees regarding their current position and that information must be provided to the employee at time 
of hire and upon an employee’s reasonable request.

● No retaliation: Prohibits employers from refusing to interview, hire, promote, or otherwise penalize anyone 
who asserts their rights under this provision. 

● DOL enforcement: The NYS Department of Labor to provide a complaint mechanism, investigate violations, 
impose civil penalties, promulgate regulations if necessary, and engage in outreach. 

● Defines “range of compensation” as the range that the employer actually relied on in setting 
compensation, including any applicable pay scale or compensation model that the 
employer relied upon or the actual range of compensation for those 
currently holding the position. 46



Purpose and Rationale for 
Compensation Disclosure Laws
● Eliminating overt discrimination and implicit bias in salary setting: employers inject overt or implicit 

biases into the hiring process, including salary setting and may factor in an applicant’s gender, race, 
or other characteristic when setting compensation amount. Proving this type of discrimination, 
however, is challenging and prevents accountability. 
⇒ A key purpose of a compensation disclosure bill is to eliminate the opportunity for employers 

to use gender bias, racial bias, and other forms of bias to shape their salary decisions. 

● Enhancing transparency to level the playing field for women: women applying for new positions who 
are in the dark about salary are likely to ask for less and due to long-term discrimination will have 
less leverage in negotiating salary. Research shows that women are more willing to negotiate and 
more successful at negotiating when job applicants are informed about compensation, benefits, or 
conditions. 
⇒ Providing information about salary up front, creates transparency that is likely to put women 

and people of color in a better position to negotiate and advocate for themselves. 
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How to Move from a Bill to Law

● Engage in outreach with legislators in your county 
and New York State

● Share information with your network
● Raise visibility through social media 

and communications platforms
● Educate your peers about the importance of pay transparency
● Join PowHerNY’s Equal Pay Campaign – email 

info@powherny.org 
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