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• In 2016, Glassdoor released the Know Your Worth tool, a salary 

calculator based on the millions of salaries that people have 

shared anonymously on Glassdoor. In this study, using a sample 

of 340,000 salaries, we examine the impact that using the tool 

has on workers' actual salaries.

• Key takeaway: People who use Glassdoor's Know Your Worth 

tool earn 2.4 percent higher salaries on average than people 

who do not, after applying statistical controls to compare similar 

people. That translates into an additional $1,315 per year for the 

average person.

• Who wants to know? The people who use Glassdoor's Know 

Your Worth tool are more salary-conscious than the average 

person. They can be characterized in two ways:

• Workers with less salary information are more likely 

to use the tool. Workers at smaller employers have less 

visibility into their pay and are more likely to use the 

tool. Conversely, workers in industries and job functions 

with more transparent pay-scales, like education or 

government, are less likely to use the tool.

• Workers poised for salary gains are more likely to use the 

tool. Workers in high-paying, competitive fields like finance, 

business services and information technology are more 

likely to use the tool. Additionally, today's millennials (25-44 

years old), who are in the prime of their careers when they 

experience the most pay growth, are more likely to use the 

tool.

• Younger and less experienced workers benefit more from the 

tool. The positive effect of the tool is almost twice as large for 

younger and less experienced workers who can see a bump in 

pay as high as 4.4 percent. But these workers, who could benefit 

the most from the tool, are not necessarily the ones using it most 

frequently today.

• Men and women benefit differently. While the tool is beneficial 

for both men and women, men capture more of the benefits of 

using the tool, seeing a 3.3 percent bump in pay compared to 

1.4 percent for women. This may be due to differences in men's 

willingness to and success in negotiating and has important 

implications for how to address the gender pay gap.

Key Findings
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In 2016, Glassdoor launched the Know Your 
Worth tool, a free online salary calculator based 
on the millions of salaries that users have shared 
anonymously on Glassdoor.1 The tool is one way 
that workers can inform themselves on the pay they 
should expect. It is also emblematic of a broader 
cultural shift toward pay fairness: recent examples 
include bans on asking candidates for their salary 
history in 18 American states2 and mandatory 
disclosure of gender pay gaps in Europe.3 
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Research studies show that company-driven pay transparency has 

numerous benefits, including higher worker productivity, more 

diverse candidate pools and faster hires.4 Similarly, it is important 

for workers to know how much they are worth, especially since a 

person's current salary may not reflect the salary they could attain 

if they ask for a raise or switch jobs. Having an accurate reference 

point can better prepare workers for salary negotiations, which 

traditionally have been employer-controlled conversations.

While policy has focused on pay fairness and transparency at the 

company level, this study examines how pay transparency at the 

individual-level can benefit workers. Glassdoor's unique dataset of 

millions of salaries enables the Know Your Worth salary calculator 

tool to provide detailed estimates for individual workers. 

In this study, we first document who is most likely to use the tool, 

providing insight into which workers are the most salary conscious. 

We then examine how increased worker-level pay transparency 

from Know Your Worth translates into higher worker pay. Using 

statistical methods to control for differences in workers, we 

estimate that using the Know Your Worth tool corresponds to a 

2.4 percent increase in pay. While the benefit is significant and 

substantial for workers overall, younger and less experienced 

workers have even more to gain.

We also discuss the implications that this research has on the 

gender pay gap. While using the tool is advantageous to  both men 

and women, men appear to be better positioned to capture the 

benefits of this information, perhaps due to differences in men's 

inclination to negotiate or their success in said negotiations. This 

implies that pay transparency alone may not be enough to address 

the gender pay gap if it results in underpaid men achieving higher 

pay at a higher rate than underpaid women.

The study is organized as follows:  

Section II: We introduce the Know Your Worth tool and describe 

the data and methodology used in the study.

Section III: We present stylized facts on who is the most and least 

likely to use the tool. 

Section IV: We estimate the impact that the salary transparency 

provided by the tool has on worker pay, explore who is most likely 

to benefit from salary transparency and discuss implications for the 

gender pay gap. 

In Section V: We conclude with final thoughts and key takeaways.
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What is the "Know Your Worth" Tool?
The first part of the Know Your Worth tool is the dashboard. 

After a user submits information like job title, years of 

experience and education, the dashboard populates with their 

current salary compared to their estimated salary. Figure 1 

shows an example screenshot of the dashboard.

II.

Data and Methodology

Figure 1: Example of "Know Your Worth" Dashboard
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The tool also has a Salary Explorer section, shown in Figure 2 

below, which allows users to estimate salaries for hypothetical jobs 

with different characteristics like job title, industry or employer 

size. Generally speaking, some users who visit the dashboard only 

passively digest the information presented while others more 

actively engage with the tool, updating their information or using 

the Salary Explorer. For our research, we define using the Know 

Your Worth tool as any visit to the page, regardless of how much the 

user engages with it.

Figure 2: Example of "Salary Explorer" Tool
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About the Data
The data used in this study relies primarily on a sample of salaries 

submitted anonymously to Glassdoor. Table 1 shows the summary 

statistics for the data used in our analysis.

The data consists of 340,894 salaries shared by users from 2017 

to 2019, collected using Glassdoor's salary survey.5 The salaries 

in our sample are limited to those of full-time workers in the U.S. 

and do not include additional compensation like tips, bonuses or 

commissions. Salaries reported on an hourly or monthly basis are 

annualized assuming, respectively, a 2,000-hour or 12-month work-

year. We also removed outliers like users reporting salaries below 

the current federal minimum wage of $7.25 per hour.6

Our sample is broadly comparable to the population of American 

workers, with several differences. Glassdoor users tend to have 

higher levels of education and salaries than the average American 

worker. For example, 72 percent of users in our sample report 

their highest education being a Bachelor's degree, compared to 37 

percent of American workers in 2018.7 Similarly, the median salary 

in our sample is $55,000, whereas the median salary in the United 

States in 2019 was $45,850.8

For employer and job characteristics, we collected or added 

more data. Job titles were aggregated into broader canonical 

occupational categories using a proprietary machine learning 

algorithm. Similarly, employers were classified into 26 possible 

industry sectors. We also incorporated additional employer 

characteristics, like company size as measured by number of 

employees.
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In our sample, 23.4 percent of salary submissions were preceded by use of the Know Your Worth tool. We consider use to be any active 

engagement with the Know Your Worth tool, including visiting the dashboard, updating user information to improve the estimate or using the 

Salary Explorer section to experiment with hypothetical jobs. We also collected other usage data in order to improve our statistical controls, 

including whether a user engaged with Glassdoor in the 30 days prior to submitting their salary.

Variable Observations Mean Std. Dev. Min Max

Base Salary 340,894 $64,994  
(Median: $55,000)

$38,620 $14,500 $800,000

Year of Salary 340,894 n/a n/a 2017 2019

Used "Know Your Worth" 340,894 0.234 0.423 0 1

Gender (Female = 1) 340,894 0.484 0.500 0 1

Age 340,894 33.0 9.2 18 74

Years of Experience 340,894 5.3 6.0 0 45

Highest Education Attained      

   High School 340,894 0.091 0.288 0 1

   Associate's 340,894 0.010 0.100 0 1

   Bachelor's 340,894 0.723 0.448 0 1

   Master's and Above 340,894 0.175 0.380 0 1

Firm Size (# of Employees) 340,894 38,417 157,151 1 2,300,000

Table 1: Summary Statistics for Full Sample
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About Our Approach
The primary challenge in measuring the effect of the Know Your 

Worth tool on worker pay is controlling for population differences 

between users and non-users. Because our data is observational, 

it is plausible that users were exposed to the tool non-randomly. 

In this case, a simple unadjusted comparison of mean pay between 

users and non-users would likely be biased. 

To ensure an apples-to-apples comparison, we employ a technique 

known as propensity score matching. In propensity score matching, 

we estimate a regression, shown in Equation 1 below, where the 

dependent variable is our treatment, resulting in a probability that 

each worker in our sample used the Know Your Worth tool.

In Equation 1, i is an index identifying each salary in the sample. 

KYW
i
 is an indicator that is 1 if a user used the Know Your Worth 

tool prior to their reported salary and 0 if not. X
1
,i are demographic 

covariates for the user who submitted the salary, including gender 

and age, and ß
1
,
i
 are the corresponding coefficients, indicating the 

effects that those demographic features have on the likelihood 

to use the tool. The second group of covariates includes human 

capital characteristics like education and years of experience. The 

third group of covariates includes details of the job and employer 

associated with the salary submitted by the user, including the 

occupation, employer size, employer industry and job location. The 

fourth group of covariates includes features indicating whether 

people in the sample were actively using Glassdoor immediately 

prior to submitting their salary. This helps control for selection bias 

where users currently looking for a job or raise may be more likely to 

update their salary information. Lastly, ɛ
i
 is the mean-zero error term 

capturing the impact of all other factors not observed in our data.

After estimating the propensity score regression, we use a nearest 

neighbors algorithm to match users who were exposed to the Know 

Your Worth tool with similar users who were not exposed. Data 

without a corresponding match is omitted, resulting in a dataset that 

is smaller (159,292 salaries instead of 340,894) but exactly balanced 

with half of the sample treated and half untreated. To calculate the 

impact of Know Your Worth, we perform a regression adjustment on 

the matched dataset, estimating the regression in Equation 2 below.

Equation 2 shows the ordinary least squares (OLS) regression we 

use and the controls included in our regression adjustment. In 

addition to the covariates described in Equation 1, Equation 2 also 

includes Y
i
 as the salary in terms of annual base pay—note that 

we log-transform the salary to help make the distribution of the 

dependent variable more normal and improve the interpretability of 

our analysis. ß
KYW,i

 is the coefficient indicating the effect of using the 

Know Your Worth tool and is the main result reported throughout 

the study. To translate the coefficient into a percentage effect, we 

use the following adjustment: eß-1.
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In this section, we analyze who is using the Know Your Worth 

tool. This can be interpreted as analyzing what types of workers 

are most conscious of their salary and motivated to understand 

and increase it. We show that differences in Know Your Worth 

usage reflect workers’ environments, with low-transparency 

and high-competition environments both encouraging people to 

seek out information about pay on Glassdoor.

III.

Who Wants to Know 
Their Worth?
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Looking for Pay Transparency
Workers with less transparency into pay are more likely to use 

the Know Your Worth tool as a means of seeking out salary 

information on Glassdoor. This makes sense—if a company makes 

its pay scale transparent, there is less reason for its workers to 

seek out pay information elsewhere. 

Some types of workplaces and work environments are already 

more transparent about pay. Many government jobs are 

required by law to post salaries publicly and to include a level 

and associated salary band in their job postings. Similarly, pay in 

education is often tied closely to tenure and union negotiations, 

which gives workers a deeper understanding of their pay than in 

other industries.

In Figure 3, we show usage of Know Your Worth by industry; as 

hypothesized, workers in the government and education sectors 

are much less likely to use Know Your Worth. The bars in Figure 3 

show how much more or less likely workers in each industry are to 

use the Know Your Worth tool. In the figure we can see education 

workers are 25.8 percent less likely to use the tool. In other 

words, 17.4 percent of education workers in our sample used the 

tool, compared to the sample average of 23.4 percent. Similarly, 

government workers are 20.6 percent less likely to seek out pay 

transparency using the Know Your Worth tool.

Figure 3: Know Your Worth Usage Varies by Industry
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Smaller employers are also less likely to have strong pay 

transparency through established pay bands or formal review 

processes. It therefore can be difficult for workers at small 

employers to understand what is a fair salary. In Figure 4, we 

show that workers at smaller employers are substantially more 

likely to use Know Your Worth to seek out salary information. 

Similarly, as employers increase in size and pay processes are 

formalized, the likelihood of using Know Your Worth decreases.

Figure 4: Usage More Common at Smaller Employers
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Competing for Higher Salaries
Workers may not just be seeking out pay information in the 

absence of transparency; they may be in a more competitive 

environment or more motivated by salary. In other words, some 

workers may have more to gain by learning more about how 

their current pay stacks up.

Figure 5 shows that certain job functions are more likely to 

seek out salary information. In particular, workers in highly 

competitive fields like engineering, consulting and technology 

are more likely to use the Know Your Worth tool. We can also 

see industry-level effects similar to those articulated in the 

previous section—workers in high-transparency fields like 

education are less likely to use the tool, while workers in low-

transparency fields like arts & design are the most likely to use 

the tool.

Similarly, Figure 3 above showed that education and 

government workers were less likely to use the tool, and that 

workers in the finance, business services and information 

technology sectors were more likely to use the tool. This is 

consistent with popular notions that finance, consulting and 

tech are all highly competitive sectors where workers have 

higher pay and have more to gain from knowing if they're 

underpaid.

 

Figure 5: Usage Varies by Job Function
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Occupation and industry aside, workers at certain stages in their 

careers are also more likely to use the tool. Figure 6 shows usage 

by age group, highlighting that early-to-mid-career workers 

between 25 and 44 are the most salary-conscious. This age 

group includes the bulk of millennials and the youngest members 

of their predecessors, Generation X. This isn't likely a case of 

millennials trailblazing (or killing) a workplace trend, but rather 

is likely due to the stage that millennials are at in their careers. 

Millennials now are at the age where most of their pay gains will 

occur, having settled into a career path but still early enough to 

be rapidly learning and climbing the corporate ladder.

By contrast, Generation Z workers (ages 18 to 24) are much 

less likely to use the Know Your Worth tool. This contrasts with 

the previous section, which argued that less-informed workers 

are more likely to seek pay information from sources like Know 

Your Worth. This suggests that the youngest workers are less 

motivated by making a high salary, and instead may be trying to 

find any job or are still settling on a long-term career path.

Figure 6: Millennials are Saving Pay Transparency
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Figure 7 again highlights the trend that while entry-level 

workers are less likely to use the Know Your Worth tool, early-

career workers establishing themselves are the most likely to 

use it, peaking at 7–9 years of experience. Usage begins to tail 

off as experience increases and workers age out of the years 

with the highest potential for salary growth.

In this section, we show that a lack of pay transparency can 

encourage people to seek out salary information from sources 

like Glassdoor. Additionally, workers with more to gain or lose, 

like those in the prime of their careers or in the professional 

services industries, appear to be more motivated than others to 

ensure they are being paid fairly and reaching their maximum 

salary potential.

 

Figure 7: Early-Career Workers Seek Out More Pay 
Information
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In this section, we measure the positive effect that the Know 

Your Worth tool can have on worker pay. We also explore which 

types of workers benefit more from the tool, showing that those 

who are most likely to use the tool are not necessarily the ones 

who benefit most.

IV.

The Power of Knowledge
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Overall Results
On average, people who use the Know Your Worth tool make 

11.3 percent more money than people who don't. However, 

comparing the averages of these two groups ignores that some 

types of people are more likely to use the tool than others. For 

example, if highly paid professional workers are more likely 

to use the tool, the estimated benefits of Know Your Worth 

would seem larger than they actually are without controlling for 

occupation.

After using propensity score matching and adding statistical 

controls for demographics like gender, human capital 

characteristics like education and job features like job title and 

employer, we can be more confident that our estimate reflects 

an actual difference coming from using Know Your Worth as 

opposed to just differences between people who are more or 

less likely to use the tool.

We find that Know Your Worth users make 2.4 percent more 

money annually than non-users. For the average worker in our 

sample earning a $54,524 annual salary, a 2.4 percent raise 

translates into an additional $1,305 every year. Thus, while 2.4 

percent may not seem like a large difference, over a 30-year 

career, that gap can easily add up to a full year's worth of wages.

In Figure 8, we show the naive comparison of averages in the full 

sample compared to  our best estimate—using all controls and 

the matched sample—to illustrate the benefits of the propensity 

score matching and regression adjustment procedure in 

determining a more causal and meaningful estimate.

Figure 8: Percent Increase in Pay Associated with Know 
Your Worth
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Missed Opportunities for Early-Career Workers
Even though Know Your Worth users on average make 2.4 percent 

more money than non-users, there are certain groups with more 

to gain from salary transparency than others. In Figure 9, we show 

that the fewer years of experience a worker has, the more they gain 

from Know Your Worth. For example, entry-level workers with no 

experience see a 4.4 percent increase in pay and new workers with 

only 1-to-3 years of experience see a 3.2 percent increase. Entry-level 

workers new to a job and industry are the least likely to have first-hand 

knowledge of what constitutes a fair salary. Similarly, they are less 

19

likely to have developed strong networks that can help them obtain 

salary information from peers, and instead benefit more from using 

online resources like Glassdoor.

That said, the positive benefits of Know Your Worth usage persist 

well into a person's career, with a positive statistically significant 

effect measured even up to 12 years of experience. After that 

point, the effect is harder to detect and differences are statistically 

insignificant.

Figure 9: Entry-Level Workers Gain Most from Salary Information
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In Figure 10, we show the effects of using the Know Your Worth 

tool for different age groups, showing that younger workers have 

more to gain from using Know Your Worth than older workers. 

The effect here is likely similar to that seen in Figure 9: entry-level 

and younger workers are less likely to have first-hand knowledge 

and strong peer information networks.

Crucially, even though the youngest and least experienced 

workers benefit the most immediately from gaining additional 

salary information, they are also the groups that are least likely 

to seek it out. Figures 6 and 7 indicate that early-career workers, 

but not the youngest or least experienced workers, are the most 

likely to use the tool. Specifically, 18–25 year old workers are 

16.2 percent less likely to use Know Your Worth than the average 

worker, even though they can expect a 2.8 percent bump in pay. 

For further context, a 2.8 percent bump in pay for 18-25 year old 

workers across the American economy would represent roughly 

8 billion dollars in added wages annually.9  Entry-level workers 

with 0 years of experience are also 8.1 percent less likely to use 

the tool, but can expect a 4.4 percent increase.

Figure 10: Younger Workers Have More to Gain

This data suggests that workers at the start of their careers are 

missing out on potentially significant pay increases. This is perhaps 

due to their hesitation to negotiate and lack of access to quality salary 

information. This missed opportunity for the youngest and least 

experienced workers is amplified by the fact that a small pay gap for 

a young worker can persist over their entire career, resulting in much 

lower lifetime wages. 
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Pay Transparency and Gender
The gender pay gap is a pernicious problem in today's economy. 

Glassdoor research shows that a persistent 4.9 percent adjusted 

pay gap exists in the United States today. Without controlling 

for occupation, education, experience or any other factors, the 

unadjusted pay gap balloons to 21.4 percent. Despite increased 

awareness and attention, progress remains slow and the pay gap 

may not close for many decades.10

While there is no consensus solution to the gender pay gap, many 

proposals focus on increasing salary transparency. Some studies 

suggest that by arming women with more information about what 

salaries they should expect to earn, they are better positioned 

to fight for a raise and successfully negotiate higher pay.11 This 

suggested approach is also intuitively appealing, as it is difficult to 

address unequal pay without first understanding the scope of the 

problem.

However, the benefits of greater salary transparency are not 

gender-exclusive—underpaid men gain from greater salary 

information as well. It is even possible that greater salary 

transparency could benefit men more than women. For example, 

multiple studies have shown that women benefit less from salary 

negotiations than men, whether because men are more likely to 

have their requests granted, have more self-confidence in their 

negotiation abilities or are more likely to initiate negotiations.12 

While the exact mechanism is not a settled matter, if there is a 

difference in the effectiveness of salary negotiations for women 

and men, men may actually find more success converting salary 

information into higher pay.
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In Figure 11, we show that greater salary transparency is associated 

with higher pay for both men and women. Crucially, however, we also 

find evidence supporting our hypothesis that men benefit more from 

salary transparency than women. While using the Know Your Worth 

tool is associated with a 1.4 percent increase in pay for women, men 

are more likely to capture greater value from the salary information:  

their usage is associated with a 3.3 percent increase in pay. The 

difference is statistically significant to the 95 percent level, indicated 

by the lack of overlap in the error bars.

Figure 11: Women Benefit but Men Benefit Even More

This evidence is consistent with research showing that sharing 

salary information with women doesn't necessarily narrow the 

gender gap in their salary expectations.13 However, there are also 

other possible explanations, such as research showing that (1) 

women place a higher value on non-cash compensation like paid 

leave and health care than men do,14 (2) men are more likely to 

succeed in negotiations,15 and (3) women tend to underestimate 

pay when incorporating information from other women who may 

also be systematically underpaid.16

While identifying what mechanism drives the difference in value 

for men and women is beyond the scope of this study, the fact 

that a difference exists should inform solutions to the gender 

pay gap. While greater salary information can be a powerful tool 

for all workers, it may not be enough by itself to solve unequal 

pay between men and women. Fixing the gender pay gap will 

require more holistic action addressing both the lack of salary 

transparency as well as other barriers preventing women from 

reaching full pay equality.
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V.

Conclusion
Does providing more salary information to workers translate into 

higher pay? In this study, we address the question by analyzing a 

large sample of over 340,000 salaries to understand the effect of 

exposing users to Glassdoor's Know Your Worth salary calculator 

tool. After statistically controlling for differences in users and non-

users, we find that using the Know Your Worth tool is associated 

with an increase in pay of 2.4 percent. That 2.4 percent increase 

corresponds to an additional $1,305 per year for the average 

worker in our sample.
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We also document which workers have a higher propensity to seek 

out salary information—in other words, which workers are most 

salary-conscious. We find that workers in lower-transparency 

environments like the private sector—especially small businesses—

are more likely to use Know Your Worth to supplement their salary 

information. We also find that workers poised for higher salary 

gains—like those working in high-paying competitive professional 

services industries or early-career workers in their prime earning 

years—are more likely to seek out pay information.

Combining these two findings, we identify a missed opportunity 

for the youngest workers (aged 18–25 and between 0–4 years 

of experience) who are simultaneously less likely to seek out 

information but also more likely to benefit from it. Entry-level 

workers using the tool can experience up to 4.4 percent higher pay, 

almost double the benefit of the average user. 

The differences in benefits for different populations, also has 

important lessons for societal issues like the gender pay gap. While 

both women and men benefit from greater salary transparency, 

using the tool translates into only a 1.4 percent pay gain for women 

compared to 3.3 percent for men. This suggests that while pay 

transparency is a powerful tool for remedying individual workers 

being underpaid, it will take greater holistic action to close 

economy-wide discrepancies like the gender pay gap.

Ultimately, our study adds to the body of evidence on the benefits 

of accessible salary information and greater pay transparency. 

It suggests that giving more information to workers about their 

pay has the power to meaningfully improve their wages. As 

policymakers and society increasingly tackle issues of pay fairness 

and equity, reliable and accessible salary information can be a 

powerful ally to workers.

24
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Appendix A: 
Regression Results
Below we show the results of our regression analyses performed 

in the study. For illustrative purposes, we include the results of a 

simple OLS regression on the full sample in addition to the OLS 

regression adjustment for the matched sample.
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Figure 12 shows the percent increase in pay associated with Know 

Your Worth across all four  model specifications and both samples. 

From left to right, each subsequent column adds additional controls. 

In Model 1, we show the simple mean difference between users 

and non-users of the Know Your Worth tool. In Model 2, we add 

controls for demographics like gender and age. In Model 3, we add 

controls for human capital characteristics like education and years 

of experience. Finally, in Model 4, we add our most detailed set of 

controls, including features of the user's job, employer and location.

We consider Model 4 to be our most accurate model specification 

and the matched sample to be the best sample of the data; thus, in the 

study, we report the results for Model 4 on the matched sample, the 

rightmost column in Figure 12.

Figure 12: Percent Increase in Pay Associated with Know Your Worth



27

K
N

O
W

 Y
O

U
R

 W
O

R
T

H

In Table 2, we show more detailed results of our regressions on the full sample of salaries. In Table 3, we show the results of regressions only on 

the subsample of salaries generated using propensity score matching. In the study, we report the percentage effect, converted from the regression 

coefficient using the formula: eß-1.

Table 2. Regression Results, Full Unmatched Sample

Variable Model 1 Model 2 Model 3 Model 4

Used "Know 
Your Worth"

0.1067*** 0.0951*** 0.0768*** 0.0197***

 p-value (0.000) (0.000) (0.000) (0.000)

     

Controls:     

Gender  x x x

Age  x x x

Education   x x

Years of 
Experience

  x x

Sector    x

Employer Size    x

Job    x

Metro    x

Year    x

     

Observations 340,984 340,984 340,984 340,984

Adj. R-squared: 0.0069 0.1476 0.2855 0.6269

Table 3. Regression Results, Propensity Score Matched Sample 

Variable Model 1 Model 2 Model 3 Model 4

Used "Know 
Your Worth"

0.0286*** 0.0254*** 0.0225*** 0.0237***

 p-value (0.000) (0.000) (0.000) (0.000)

     

Controls:     

Gender  x x x

Age  x x x

Education   x x

Years of 
Experience

  x x

Sector    x

Employer Size    x

Job    x

Metro    x

Year    x

     

Observations 159,212 159,212 159,212 159,212

Adj. R-squared: 0.0007 0.1423 0.2879 0.624
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Footnotes

1.  Glassdoor's Know Your Worth tool was launched in October 2016 

(https://www.glassdoor.com/blog/glassdoor-launches-know-your-worth/). 

The tool is available for free to users at https://www.glassdoor.com/

Salaries/know-your-worth.htm.

2.  List of states with salary history bans available at https://www.hrdive.

com/news/salary-history-ban-states-list/516662/. Accessed 2020-03-20.  

3.  The UK, France and Germany require disclosure of gender pay gaps. 

The EU is considering similar rules for all member states. https://www.

bloomberg.com/news/articles/2020-03-08/in-pay-gap-between-women-

and-men-britain-keeps-score-quicktake. Accessed 2020-03-30.

4.   Andrew Chamberlain (2015). "Is Pay Transparency Good for Business",  

Glassdoor Economic Research working paper. Available at https://www.

glassdoor.com/research/is-pay-transparency-good-for-business/.

5.  Glassdoor salary reports are based on surveys administered to site 

visitors. The survey can be viewed online at http://gldr.co/1TzaIcS. It 

collects detailed information on job title, employer name, location, years of 

experience, full-time vs. part-time employment status, and base pay as well 

as all other forms of compensation including bonuses, tips, commissions, 

stock options and profit sharing. All submissions of this type of "user-

generated content" are subjected to Glassdoor’s content approval process, 

including a combination of machine-learning and human-touch review.

6.  Other outliers removed include reported salaries with annual pay over 

$10,000,000 per year or reported years of experience higher than age.

7.  According to the Current Population Survey (CPS) jointly 

administered by the Bureau of Labor Statistics and the Census Bureau. 

Based on the author's calculations on 2018 CPS data.

8.  According to the CPS, assuming 50 working weeks a year. Accessed 

2020-03-20: https://www.bls.gov/cps/cpsaat37.htm.

9.  Based on Current Population Survey statistics from the Bureau of 

Labor Statistics, we can estimate the total effect on worker earnings 

using a static calculation assuming no second-order effects on wages 

or employment. For 16-24 year old workers, median weekly earnings 

in 2018 averaged $548 per week. Assuming a 50-week work-year, that 

translates into $27,400 median annual wage. There were an average of 

10,428,000 16-24 year old workers employed full-time in 2018. A 2.8 

percent increase in wages for all those workers would translate into a 

difference of 8 billion dollars annually. BLS data retrieved from: https://

www.bls.gov/webapps/legacy/cpswktab3.htm

10.  Andrew Chamberlain, Daniel Zhao and Amanda Stansell (2019). 

"Progress on the Gender Pay Gap: 2019",  Glassdoor Economic Research 

working paper. Available at https://www.glassdoor.com/research/

studies/gender-pay-gap-2019/

11.  Mary Rigdon (2012). "An Experimental Investigation of Gender 

Differences in Wage Negotiations". Available at SSRN: http://dx.doi.

org/10.2139/ssrn.2165253

https://www.glassdoor.com/blog/glassdoor-launches-know-your-worth/
 https://www.glassdoor.com/Salaries/know-your-worth.htm
 https://www.glassdoor.com/Salaries/know-your-worth.htm
https://www.hrdive.com/news/salary-history-ban-states-list/516662/.
https://www.hrdive.com/news/salary-history-ban-states-list/516662/.
http://gldr.co/1TzaIcS
https://www.bls.gov/webapps/legacy/cpswktab3.htm
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http://dx.doi.org/10.2139/ssrn.2165253 
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Footnotes

12.  The following study summarizes laboratory evidence for differences in 

men and women negotiating as well as providing real-world experimental 

evidence:

Andreas Leibbrandt and John A. List (2015). "Do Women Avoid Salary 

Negotiations? Evidence from a Large-Scale Natural Field Experiment". 

Management Science 61(9). https://pubsonline.informs.org/doi/

abs/10.1287/mnsc.2014.1994

13.   Beth G. Martin (1989). "Gender Differences in Salary Expectations 

when Current Salary Information is Provided". Psychology of Women 

Quarterly 13.  

14.   Glassdoor (2015).  "4 in 5 Employees Want Benefits or Perks More 

Than a Pay Raise; Glassdoor Employment Confidence Survey (Q3 2015)." 

Glassdoor survey. Available online at https://www.glassdoor.com/blog/

ecs-q3-2015/

15.    Benjamin Artz, Amanda H. Goodall and Andrew J. Oswald (2018). 

"Do Women Ask?" Industrial Relations 57(4).  https://doi.org/10.1111/

irel.12214

16.   Linda Schweitzer, Sean Lyons, Lisa K.J. Kuron and Eddy S.W. Ng 

(2014). "The gender gap in pre-career salary expectations: a test of five 

explanations." Career Development International 19(4). 

https://pubsonline.informs.org/doi/abs/10.1287/mnsc.2014.1994
https://pubsonline.informs.org/doi/abs/10.1287/mnsc.2014.1994
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