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AIM OF THIS PROPOSAL 
 
GEC Mission and Vision 
The mission of the Gender Equity Commission is to achieve equity for women and girls in the 

City of Pittsburgh. Our vision is a future in which everyone in the City of Pittsburgh, regardless 

of gender identity or expression, is safe in all spaces, empowered to achieve their full 

potential, and no longer faces structural or institutional barriers to economic, social, and 

political equality. 

Workforce Development Working Group 
In March 2019, the GEC voted to create the Workforce Development Working Group as an ad 

hoc committee. This committee was charged with drafting a work plan for a multi-phase, 

evidence-based project to close Pittsburgh’s gender pay gap.  

Work Plan Overview 
The aim of this proposal is to obtain approval from the GEC, Mayor’s Office, and City 

Councilmembers to support and help finance this important work. This work plan includes 1) 

current data on the gender pay gap and why it is important to work now to close it, 2) key 

components of each project phase, 3) listing of needed partners and their roles, 4) timeline 

and milestones for implementation, and 5) resources needed and potential funding sources.  

Looking Ahead 
Under the leadership of Mayor Peduto, the City of Pittsburgh became only the sixth U.S. city 

to pass CEDAW legislation and create a Gender Equity Commission. This work plan affords a 

critical opportunity for Pittsburgh to continue to serve as a leader of gender equity and a 

frontrunner in the local, statewide, and national movement to end gender wage disparity. 

  

 

“Cities, states, and employers are increasingly realizing the 
value of fair pay: It strengthens their workforce, promotes 
equitable communities and helps their economy and bottom 
line. We…refuse to settle for anything less.” -AAUW, 2018 
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OVERVIEW OF LOCAL PAY GAP  
 

Pittsburgh has a Gender Wage Gap. Table 1 shows that as of 2017, women 

working fu ll-t ime, year-round made approximately 83 cents to fu ll-t ime, year-

round workin 

g men’s dollar. Al legheny County and the Pittsburgh Metro had wider gender 

wage gaps.  

 

Table 1. Gender Wage Gap, or Women’s Median Earnings as a 
Percentage of Men’s Median Earnings as of 20171   

 

                                                
1 Data Source is American Community Survey, 5-Year Estimates as released in 2015, 2016, and 2017. Table 1 
measures the civilian employed population aged 16 years and older who was working full-time, year-round. 
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Pittsburgh’s Median Incomes are Low for Women, Especially Women of Color. In their report, 

“Pittsburgh’s Inequality Across Gender and Race,” University of Pittsburgh scholars Howell et 

al (2019)2 also analyze ACS 2017 (One-Year Estimate) data to find that White Men had the 

highest median income at $52,176. White Women had a median income of $44,797 (85.6% of 

White Men), and Black Women had a median income of only $32,805 (62.9% of White Men)..   

 

MIT (2019) provides a Living Wage Calculator3 that shows “the hourly rate that an individual 

must earn to support their family,” broken out by household composition and number of adults 

working full-time (2080 hours per year). For Allegheny County, PA, a single adult needs to 

earn $22,713.60 for a basic living wage. Two adults with only one adult working needs to earn 

$36,358.40—this is already above the median earnings for Black Women. In other words, 

                                                
2 Howell, Junia, Sara Goodkind, Leah Jacobs, Dominque Branson, and Elizabeth Miller, 2019. “Pittsburgh’s 
Inequality across Gender and Race.” Gender Analysis White Papers. City of Pittsburgh’s Gender Equity 
Commission. 
3 Available at http://livingwage.mit.edu/counties/42003. The living wage calculation is available for Allegheny 
County and for the Pittsburgh Metropolitan Statistical Area. We chose to use Allegheny County’s rates, as they 
would be closer to the City of Pittsburgh in accuracy (notably, the difference between the two sets is minimal). 
 

The Gender Wage Gap Isn’t Closing. Over the three-year period of 2015-2017, data shows little 

change in the wage gap. In Allegheny County, the gap actually widened.  
 
Table 2. Gender Wage Gap, ACS 2015-2017 Trends
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most Black Women in Pittsburgh are not earning enough to support themselves and one 

other, non-working adult.  

 

What about households with children? We know that in Pittsburgh, over three-quarters of 

impoverished households with children under 18 are headed by single women (ACS, 2017). 

The gender wage gap bears some responsibility for this statistic. 

 

To earn a livable wage, a single adult with one child must earn at least $47,528 annually, 

which is $2,731 more than White Women are currently earning on average, and $14,723 

more than Black Women are currently earning on average. Even if there were a two-adult 

household with one child, a White Woman, on average, would barely make the minimum 

$43,597 required for a living wage, while a Black Woman, on average, would still be $10,892 

short. And these findings don’t even begin to account for variances in educational attainment, 

other gender identities, immigrant or refugee status, or women whose life situations (and lack 

of economic and community support structures) prevent them from working full-time. 

 

Occupational Segregation also accounts for part of the Gender Wage Gap. In the City of 

Pittsburgh, the occupations4 with the largest gender wage gap are: 

 

• Protective Services – 57.9% 
• Construction – 59.9% 
• Building and Grounds Maintenance – 64.8% 
• Legal – 65.9% 
• Transportation – 67.1% 

 

Howell et al (2019) also found that women were more likely to take occupations with median 

incomes of $50,000 or less. They report that occupations with the highest concentrations of 

White Women include: Office Administration, Social Service Workers, Health Care Support, 

Doctors and Nurses, and Teachers. Occupations with the highest concentrations of Black 

Women include: Health Care Support, Personal Care, Office Administration, Maintenance, 

and Factory Workers.  

 

In sum, Pittsburgh’s gender wage gap and current economic structures hinder women’s 

economic mobility and contribute to poverty.  

                                                
4 Occupations are based on American Community Survey categories, which match with the Standard 
Occupational Classification System, or SOC Codes. The ACS combines the 459 SOC codes into 5 major 
occupational categories, and 17 minor categories. 5 of these minor categories had additional subcategories 
under them. The data reviewed for this report uses either minor or subcategories in order to present the most 
specific information possible from ACS (2017). 
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REASONS TO LEAD CHANGE NOW 
 

Join a National Effort to Close the Pay Gap 

• AAUW has a national goal to train 10 million women by 2030. Partnerships occur at the 
city, county, or state levels (they do not work with individual organizations). After learning 
about the GEC, AAUW reached out to us to build a partnership. 

Pittsburgh is Well-Positioned as a Leader of Gender & Economic Equity 

• When Dr. Soon-Young Yoon presented Mayor Peduto with the CEDAW Global 
Leadership Award this past June, she reminded us that the world is watching Pittsburgh 
as a city that leads innovation and positive social change 

• Pittsburgh currently is implementing both Financial Opportunity Centers and Financial 
Empowerment Centers. The Working Group met with Henry Horn-Pyatt and 
Neighborhood Allies. We agreed that while Pittsburgh has a strong workforce 
development presence focused on advancing economic opportunity for all city residents, 
there is a need for negotiation training. Through cross-referrals and shared host sites, this 
work would complement and supplement existing efforts around economic equity. 

State of Pennsylvania and Governor’s Commission for Women Initiative 

• Pennsylvania Chapter of AAUW has partnered with the Governor’s Commission for 
Women and the First Lady to pursue closing the gender pay gap statewide 

• AAUW Work Smart is being piloted in Northeastern PA (Scranton area) and Central PA 
(Harrisburg/York areas). Adagio Health and PNC Bank also offered to host a workshop in 
Pittsburgh in December 2019.  
• These employers would be interested in supporting the City of Pittsburgh initiative 

If Not Now, When? 
While the gender pay gap in the City of Pittsburgh has fluctuated in recent years, it is currently 

on a downward trend (meaning the gap is widening). Likewise, Allegheny County’s gender 

pay gap has consistently widened over the last few years. These trends, along with evidence 

from other U.S. cities, suggest that this issue will not resolve without intentional effort. 

Pittsburgh is poised now to join early champions like the City of Boston and to stand at the 

forefront of a burgeoning Pennsylvania initiative to make real and lasting change. 
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3-PRONGED APPROACH TO PAY EQUITY 
1. Empowering Individuals 

• Providing AAUW Work Smart training free of charge within the City of Pittsburgh 

• Ensuring that all neighborhoods, particularly those that are socially and geographically 

isolated from Downtown’s center of commerce and exchange, have access to training 

• Collaborate with existing City initiatives (such as Financial Empowerment) to 

supplement workforce development and economic equity efforts; collaborate with local 

nonprofits and universities to provide in-kind host sites and community engagement. 

 

2. Engaging Employers 
• Create a 100% Talent Compact in Pittsburgh 

• Employers voluntarily provide wage, compensation and employee demographic data 

o Data is de-identified (cannot be linked to any particular employer) 

o Boston University developed a software solution to encrypt and securely house 

the data. They disaggregate the data and send it to Boston Women’s Workforce 

Council, a public-private council, for analysis. Every two years, the council 

creates a report that examines the progress being made to close the gender pay 

gap. Pittsburgh could also report out by race and other demographics. 

o Over 260 Boston employers have signed the compact over the past 4 years. 

They also inform and participate in training and events through the council. 

3. Improving Policy 
• Data from both initiatives will be used to measure not just the progress Pittsburgh is 

making to close the pay gap, but also key factors that are influencing this progress. 

This information can be used to inform both employer and government policy. 
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INITIATIVE #1: WORK SMART NEGOTATION 
Description 

The Association for American University Women (AAUW) operates a Salary Negotiation 

Program, offering in particular a community-based workshop called Work Smart. These two-

hour workshops cover the following topics: 

• How to identify and articulate your personal value 

• How to develop an arsenal of persuasive responses and other negotiation 

strategies, including how to get a raise or promotion 

• How to conduct objective market research to benchmark a target salary and benefits 

• About the wage gap, including its long-term consequences5 

 

As part of AAUW’s initiative to close the gender pay gap by 2030, they seek to train 30 million 

women across the US. They have partnered first with the City of Boston and then the state of 

Massachusetts, as well as San Francisco and Long Beach, CA, Tempe, AZ, Washington, DC, 

and the states of Kansas and Missouri to provide large-scale free training to community 

residents. The AAUW only partners with cities or states to provide Work Smart training; one-

off organizations are not eligible for this initiative. When they learned that Pittsburgh had 

created a Gender Equity Commission, AAUW reached out to see if Pittsburgh would have 

interest in developing a partnership. Simultaneously, the Pennsylvania branch of AAUW has 

also been looking to develop a statewide initiative. In 2019, they are conducting a small-scale 

pilot training in the Harrisburg and Wilkes-Barre areas. 

 

Under this project, we propose a plan to provide AAUW Work Smart training to 7,500 

Pittsburgh citizens by the end of 2025 (2020 as a pilot year, plus five years).  

 

                                                
5 These topics are taken from AAUW’s website: https://salary.aauw.org/work-smart/ 
 

 

Why 7,500? According to the American Community Survey 2013-2017 
5-Year Estimates, 73,238 (74.7%) Pittsburgh women ages 20 to 64 
participate in the labor force. If we set a target to train 10% of these 
women over the next 5 years, that would be just under 7,500 women. 
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Key Components 
• Work Smart training is most typically provided as an in-person workshop; however, in 

2018, AAUW launched a free online version. Residents would have free access to both 

options.  

• While the workshops are geared towards individuals identifying as women or female, 

no one would be excluded from participating. 

• Ensuring equitable access to workshop participation is critical. Time should be given 

upfront to a community engagement and participant recruitment strategy that moves 

beyond Pittsburgh’s downtown center of commerce and exchange. 

Recommendation: In the pilot year, identify a starting number of neighborhoods to be 

targeted for workshops (e.g. 4-5), with the aim that at least 50% of workshops will be 

hosted in non-Downtown neighborhoods.  

• Work Smart as one piece of a larger continuum of economic equity services. 

Neighborhood Allies shared that many workforce development agencies in Pittsburgh 

are seeking broader solutions and services to support their clients in accessing 

opportunity and building assets. Negotiation training is a simply-structured and 

effective value add. 

Partners & Key Roles 
Four levels of partnership: 

• Memorandum of Understanding with AAUW National 

o Creates EventBrite pages for each workshop and will post on them on their 

website 

o Collects demographic data as well as pre-/post-tests from participants; these 

will be sent to the Pittsburgh team. Email addresses are also sent to the team* 

• Collaborative Supporters  

o AAUW Pennsylvania is piloting a statewide initiative with the support of the 

Governor’s Commission for Women. We have engaged with President Ann 

Pehle, who is excited to work alongside us to align both initiatives. 

o City of Boston Office for Women’s Advancement – sharing best practices around 

workshop coordination, logistics, and community engagement 

o Boston Women’s Workforce Council – sharing best practices particularly around 

effective employer engagement 
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• Marketing Supporters 

o In Boston, the city government takes the lead on marketing 

o Partners help promote the trainings and engage local residents to register 

• Hosting Supporters 

o Employers, libraries, colleges/universities, and nonprofits donate in-kind space 

to host the workshops. 

o Neighborhood Allies and Henry Horn-Pyatt discussed how we could work to 

provide Work Smart near to or at the partners who host the FECs and FOCs to 

promote cross-referrals and support the larger system of economic equity  

Timeline and Milestones  
• 6-month ramp up from decision to launch 

• First-year pilot of 10 workshops 

 

Key Performance Metrics  
• Total number of participants  

• Participants representing key demographics (gender, race, neighborhood, etc.) 

• Participants’ access to/engagement with FECs, FOCs, and other workforce 

development partners 

• Changes in participants’ employment and compensation outcomes 

• Participants’ reported application of lessons learned post-workshop 

• Changes in participants’ perception of economic opportunity, and advancement 

 

Resources 
• Host sites – In-kind 

• Work Smart Workshop facilitators – In-kind (trained volunteers) 

• Staff person (ideally 1 FTE) to coordinate workshops 

o Schedule facilitators 

o Organize locations and prepare sites 

o Coordinate logistics 

o Liaise with AAUW for data collection, marketing, enrollment, etc. 

• Communication and promotion (ideally through City of Pittsburgh) 
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Resources (continued) 

• Staff or contractor to conduct annual data and evaluation activities 

• AAUW costs 

o $500/workshop 

o OPTIONAL: Host/landing page for online training 

o OPTIONAL: Inclusion of City logo(s) on marketing/promotional materials 

• Estimated total first-year costs to pilot 10 workshops = $70,000 

 

Revenue Generation:  
• Employers, especially those who are also Talent Compact signers (see Initiative #2), 

may be willing to support the workshops6. Boston found that employers appreciated 

hosting workshops for their employees, particularly through Employee Resource 

Groups, on the basis that the employees became better work advocates and leaders 

• Foundations and government entities like Partner4Work: we think this is a highly 

fundable initiative. It complements existing workforce development and economic 

opportunity work, it relies on and reinforces multi-agency collaboration, and it is a 

simple yet effective way to support individual job-seekers. 

• We hope that the City of Pittsburgh would also be willing to contribute some level of 

support to both initiatives, particularly from a launch perspective. We want to situate 

both initiatives within the city as supporting the goals of One PGH and city resiliency 

and contributing to the UN’s Sustainable Development Goals, with emphasis on #5 

Gender Equality and #8 Decent Work and Economic Growth. 

                                                
6 It is also possible to obtain support from local employers who currently support the PA Commission for Women. 
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INITIATIVE #2: 100% TALENT COMPACT 
 

Description 

The Boston Women’s Workforce Council was created as a private-public partnership between 

the Boston Mayor Martin J. Walsh and the Greater Boston business community. The goals of 

the council are to 

• close the gender-based pay gap 

• work with the business community to remove the visible and invisible barriers to 

women’s advancement, and  

• ensure that 100% of the talent pool is used to make Boston the best area in the country 

for working women7  
 

The council is housed at Boston University, which also developed a confidential data 

reporting system to securely store and analyze employer wage and compensation data. 

Every two years, employers who have signed the Talent Compact provide anonymous data 

via this system. These employers also pay annual dues to the council and participate in 

training and events that educate, promote, and evaluate progress around pay equity topics, 

such as “creating internal wage equity goals, building the pipeline, pay transparency, and the 

value of workplace flexibility.”8 The council releases an annual report highlighting these 

activities, and every two years provides an analysis of the wage data. 

Key Components 
 

• Host for the Pittsburgh version of the Women’s Workforce Council. The GEC could be the 

host, or we could partner with a sponsor such as the Allegheny Conference for Community 

Development, Partner4Work, Vibrant Pittsburgh, or a local university 

o The Host should have resources to support the data/evaluation component 

• Council membership – could be cross-pollinated with Gender Equity Commissioners and 

City personnel; it should also include thought leaders, educators, and employers 

committed to closing the gender wage gap and achieving economic equity 

                                                
7 Boston Women’s Workforce Council (2019) website: https://www.boston.gov/departments/womens-
advancement/womens-workforce-council 
8 From BWWC’s 2017 annual report: https://www.boston.gov/sites/default/files/document-file-01-
2018/bwwc_2017_report.pdf 
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• Talent Compact signees: In the case of Boston, they started with five anchor employers 

(mainly banks). These anchor employers paid extensive dues and were heavily supportive 

of the initiative. From there, the council focused on securing ~50 core employers. Now, 

approximately 4 years in, they have over 260 employers signed on, and they engage a 

new compact signer every week. Employers are motivated to make their company look 

like a great place to work, to publicly support equity and inclusivity, and to amplify their 

corporate social responsibility.  

o Note: These employers cover the Greater Boston economic region 

o Compact signers provide data akin to EEO-1 data on race/ethnicity and gender as 

well as amount of wages and benefits paid to employees in the EEO job categories. 

Employers upload spreadsheets which are then encrypted. Data is sent to a second 

site with a key that decrypts the data for analysis. The council only ever receives 

aggregate data with any identifiers removed. As such, employers have “plausible 

deniability” for whether they supplied their data. Goal is to see positive movement 

by 2021 (as a result of all the equity work happening through Work Smart and the 

Talent Compact events/trainings) 

• Staff – at least 1 FTE dedicated to managing the council. Boston’s council has an 

Executive Director, and it was created with support, yet set apart, from the Boston Office 

for Women’s Advancement. Pittsburgh could consider more closely linking this position 

with the GEC, perhaps having this individual in a Manager or Director role that reports to 

the GEC Executive Director. Responsibilities would include: 

o Organizing and facilitating council membership and meetings 

o Promoting and engaging with Talent Compact signees 

o Coordinating marketing, trainings and events with local employers on at least a 

quarterly basis 

o Overseeing the annual reporting and biennial data analysis process 

Timeline and Milestones  
• Formalize council structure; establish council 

• Engage ~5 anchor employers – 3-6 months 

• Build up to 50 Compact Signees by end of Year 2 

• Quarterly briefings held with signees; goal to build out to include frequent events and 

trainings based on input from employers to begin implementation in Year 2 
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Key Performance Metrics  
• Establishment of a working council 

• Total number of compact signees 

• Establish benchmarking levels for wage and compensation data by gender and race9 

by end of first or second year (once the sample of signees is large enough) 

• Change over time – measurement of wage/compensation data by gender and race 

every two years à goal to see gender wage gap decrease 

o Secondary goal would be to measure decrease in occupational and upper-level 

position segregation by gender/race 

• Number and type of events and trainings  

• Number of and type of employers participating in events and trainings 

• Qualitative measures (storytelling, case studies, etc.) of innovation, policy change, and 

attitude changes among employers—reduction in bias, increase in equitable policies 

and hiring/advancement practices 

Resources 
• Council members (Volunteers – as a comparison, the Boston’s council has 2 co-chairs 

and 30 members representing universities, foundations, nonprofits, and businesses) 

• Purchase Boston University’s data reporting system - $10,000 

• Boston team hosted in Pittsburgh to train personnel on recruiting compact signees and 

using data reporting system - $5,000 

• 1 FTE Director (or at least Project Manager) - $80,000-90,000 

• Staff or consultant/contractor to conduct data analysis - $15,000-25,000 

• Host quarterly briefings/events - $8,000 

• Total Year 1 budget = $118,000 – 138,000 

Revenue Generation 
• Boston Women’s Workforce Council operates with three staff members and over 30 

council members. Their staff and operations are 100% supported by membership dues 
paid by Talent Compact signees. While Pittsburgh’s council would likely need some 
startup support from the City and/or local foundations, the long-term goal would be to 
become fully sustainable through membership dues. 

                                                
9 To promote intersectional analysis, we plan to explore the feasibility of including additional demographic 
factors such as age, disability, familial status, sexual orientation, and Veteran’s status, as well as ensuring that 
the gender category includes non-binary and trans* identities.  


