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Gendered inequity in pay for the same job is
demonstrated throughout society. It has been over
50 years since the passage of the Equal Pay Act in
1963, yet women only make 80 cents for every dollar
that a man earns?.

Societal explanations for this pay gap include higher
rates and success of negotiation attempts for males,
a disproportionately higher rate of males in
leadership positions, and higher rates of females
working part-time and/or shouldering a greater
proportion of family care requirements?”’.

The genetic counseling field is 95% female, yet men
in the field consistently earn more than women3=. In
2019, male genetic counselors earned an average of
$9,846 more than female genetic counselors across
all position types”.

The degree to which the aforementioned factors
contribute to the pay gap in genetic counseling had
not been explored prior.

1. To identify demographic factors and career
experiences that may impact salary differently
for male and female genetic counselors.

2. To measure genetic counselors’ perceptions of
the pay gap as well as their attitudes about their
own salary.

Participants and Procedures
355 respondents
Data collection: June-September, 2019

Instrumentation

Online survey administered through RedCap

Sent through the NSGC listserv and through direct

contact (males) batched by state

e Demographic information

e Pay information

 Negotiation characteristics and leadership
experiences

 Additional career experiences

e Perception and attitudes

Data Analysis
 Descriptive Statistics
e Univariate regression analysis
 Multivariate regression analysis
- Three different models, two stratified by
position type (direct patient care vs. non-
direct patient care) and one with the
interaction term gender-position
- Nominal p value threshold (p < 0.05) applied
for significance
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changing the outcome together

Results: Demographic Characteristics, Negotiation Experiences, and

Leadership Scores

Race

White or Caucasian

Asian

Asian Indian

Black or African American
Ethnicity

Hispanic or Latino/a

Not Hispanic or Latino/a
Disability status

Identify as having a disability

Do not identify as having a

disability

Licensure
Licensed
Not licensed
Certification
Certified
Not Certified
Degrees in addition to genetic
counseling MS
Yes
No
Type of patient care position
Direct
Non-direct

Age (years)

Year of graduation
Years of experience
Negotiation attempts

—A

Male, N (%)

Female, N (%)

Total N=72 Total N=283
64 (88.8) 267 (94.3)
5(6.9) 11 (3.9)

2 (2.8) 5(1.8)
1(1.4) 3(1.1)

4 (5.6) 3(1.1)

68 (94.4) 278 (98.2)
1(1.4) 11 (3.9)

71 (98.6) 272 (26.1)

39 (54.2) 171 (60.4)

33 (45.8) 112 (39.6)

65 (90.3) 259 (91.5)

7 (9.7) 23 (8.1)

10 (13.9) 34 (12.0)

62 (86.1) 249 (88.0)

47 (65.3) 221 (78.1)

25 (34.7) 61 (21.6)

median range median range
32 23-66 30 22-68
2014  1975-2019 2014 1979-2019
5.6 0-43.9 5.0 0-40.0
2 0-35 2 0-20
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P-value

0.09

0.03

0.47

0.33

0.67

0.67

0.02

0.08
0.59
0.35
0.18
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Results: Distribution of Additional Career Experiences

Male, N (%)
Total N=72

Had a break in full-time employment

Yes
No

Had maternity or paternity leave

Yes
No

Had worked part-time previously

Yes
No

Had additional earnings

Yes
No

Female GCs’ belief in
pay gap

Male GCs’ belief
In a pay gap

m Do

55.7

m Do

Don't

Don't

6 (8.3)
66 (91.7)

12 (16.6)
58 (80.5)

3(4.2)
69 (95.8)

18 (25.0)
54 (75.0)

Belief that salary
represents one’s
own value

W Represents

Feelings about one’s
own salary

’

24.3 .

®m Happy

Female, N (%) P-value
Total N=283

36 (12.7) 0.30
247 (87.3)

74 (26.1) 0.11
206 (72.7)

23 (8.1) 0.32
258 (91.1)

63 (22.3) 0.62
220 (77.7)

Does not represent

Unhappy

Results: Association of Respondents’ Characteristics with Annual Salary

Self-identified gender
Female
Male
Licensure
Licensed
Not licensed
Certification
Certified
Not Certified
Degrees in addition to genetic
counseling MS
Yes
No
Type of patient care position
Direct
Non-direct

Years of experience
Negotiation attempts
Leadership experience score

Annual Salary (Lower Cl, upper Cl)

$86,635 (84,273, 89,062)
$97,626 (92,421, 103,124)

$90,762 (87,856, 93,763)
$85,937 (82,637, 89,368)

$90,180 (87,884, 92,535)
$75,296 (69,178, 81,955)

$96,565 (89,956, 103,661)
$87,707 (85,399, 90,077)

583,031 (80,968, 85,148)
$109,614 (104,851, 114,594)
% increase in annual salary per unit
1.7
5.5
3.7

P-value

<0.001

0.04

<0.001

0.01

<0.001

<0.001
<0.001
<0.001
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R?=0.54, where the interaction term position-gender is significant at p<0.001.

» Male " Female

85301

383749

Direct

Patient Care Position

120058

Non-Direct

LEND

Leadership Education in Neurodevelopmental
and related Disabilities

The pay gap between male and female
genetic counselors appears early in genetic
counselors’” careers and increases over
time.

Our respondents negotiated at the same
rate and held the same number of
leadership positions.

No demographic characteristics found to
affect annual salary were distributed
differently between our male and female
respondents, except for position.

The pay gap is highly exaggerated within
non-direct patient care positions and
shrinks drastically within direct patient
care positions.

Our best fitting model controlled for the
gender-position interaction term yet was
only able to predict about half of the
variability in salary. Based on the large
portion of variability that has yet to be
identified, there must be something
inherent within non-direct patient care
positions that is giving male genetic
counselors a significant salary advantage
over their female colleagues.

However, most genetic counselors have
limited knowledge of the pay gap and
generally have positive feelings toward
their own salaries.

Results from this study could impact
employment practices, as well as genetic
counselors’ strategies in role- and salary-
based conversations.

. Fontenot, K., Semega, J., & Kollar, M. (2018). Income and Poverty
in the United States: 2017. Retrieved from
https://www.census.gov/content/dam/Census/library/publicatio

ns/2018/demo/p60-263.pdf

. Artz, B., Goodall, A. H., & Oswald, A. J. (2018). Do Women Ask?
Industrial Relations: A Journal of Economy and Society, 57(4),
611-636. d0i:10.1111/irel.12214

. Bowles, H. R., Babcock, L., & Lai, L. (2007). Social incentives for
gender differences in the propensity to initiate negotiations:
Sometimes it does hurt to ask. Organizational Behavior and
Human Decision Processes, 103(1), 84-103.
doi:10.1016/j.0bhdp.2006.09.001

. Budig, M. J., & England, P. (2001). The Wage Penalty for
Motherhood. American Sociological Review, 66(2), 204-225.
doi:10.2307/2657415

. Dunn, M. (2018). Who Chooses Part-Time Work and Why?
doi:10.21916/mlr.2018.8

. Hultin, M. (2003). Some Take the Glass Escalator, Some Hit the
Glass Ceiling?:Career Consequences of Occupational Sex
Segregation. Work and Occupations, 30(1), 30-61.
doi:10.1177/0730888402239326

. McKinsey & Company. (2018). Women in the Workplace.
Retrieved from https://womenintheworkplace.com/

. NSGC. (2018). 2018 Professional Status Survey Reports.
Retrieved from https://www.nsgc.org/p/cm/Id/fid=68

. NSGC. (2019). 2019 Professional Status Survey Reports.
Retrieved from https://www.nsgc.org/p/cm/Id/fid=68



https://www.census.gov/content/dam/Census/library/publications/2018/demo/p60-263.pdf
https://womenintheworkplace.com/
https://www.nsgc.org/p/cm/ld/fid=68
https://www.nsgc.org/p/cm/ld/fid=68

