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Who We Are. What We Do.

• A world leading innovator in materials 

science (glass science, ceramics 

science, optical physics)

• Deep manufacturing, engineering 

and R&D expertise

• We invent, make and sell life 

changing innovations
• Headquartered: Corning, NY

• Employees:  ~51,000 in 42 countries

• 2018 Core Sales:  $11.4 billion

• Fortune 500 ranking: ~290

• 167 year 
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Pay Equity at Corning

Source: CEB Study

Led by our Values

Embedded in our Diversity & 

Inclusion Strategy 
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Principles of Pay Equity at Corning

We believe in the principle of equal pay for 

equal work

We Live our Values; for us that includes 

ensuring pay equity is at 100% for women 

and minorities

We want to have a rigorous data-driven, 

repeatable process

We will run this process routinely, perfect it, 

and rerun it

We believe this applies globally

1.

2.

3.

4.

5.
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It matters!

Perception of fairness 
is defined by Fair Process 

and Fair Distribution

Source: Gartner

Employees who perceive a

measurable pay gap are 16% 

more likely to leave
than employees who do not believe 

pay gaps exist

2.2% higher

annual employee turnover
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Corning Overall Gender Pay Equality Results (all of US)

• The Good News at Corning!  As of our March 2017, throughout the US, we achieved gender pay equality, 

and we have maintained gender pay parity ever since.

– In other words - salaried women’s compensation is 100.00% of men’s normalized for factors such as education, 

experience, performance, role and market median, etc. 
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But it’s a journey…

Prior to 2013

s

2014-2016 2017 2018+

• External consultant 
conducted review every 
2-3 years 

• Focus: U.S. salaried 

• Multiple Regression, 
Rank Sum, Casual

• Cohort analysis by 
similarly situated 
employee groups –
cumbersome and 
complex output

• Adjustments where 
appropriate

• New consultant hired to 
conduct independent 
review 2-4x per year

• Focus: U.S. salaried 

• Multiple Regression 
Analysis at Group, 
Location, and Job Family 
Level – actionable output

• Individual adjustments 
where appropriate

• Starting pay analysis / 
offer process guidance

• Continued multiple 
reviews per year

• Individual adjustments 
where appropriate

• Continue to maintain 
gender pay parity in the 
U.S.

• Begin to work with 
international sites to 
achieve global gender 
pay equality 

• working with largest 

international locations 

comprising ~80% of the 

salaried workforce

• Continued multiple 
reviews per year

• Individual adjustments  
where appropriate

• U.S. – Achieved 100% 
pay equity in March 
2017

• First look at international 
sites – Poland, France, 
Germany
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Pay Equity Repeatable Process: Refresh data 2-4 times per year

Update Data

COE prepares 
current data set

Refresh Model

Mercer updates 
the Pay Equity 
(“PE”) model 

and/or refreshes 
the model 

If annual model 
update, COE reviews 
factors and confirms 
they are appropriate 

drivers of pay

Mercer delivers PE 
Calculator Tool 

Analyze Results

COE analyzes results 
shares results with 

BUHRDs

Proposed resolutions 
are modeled for impact

Take Action

Resolution 
actions, policy, 

audit 
responses, 
proactive 

initiatives, etc..

Goal
Evaluate all factors that 

could result in (and explain) 

salary differences within a 

similar group to derive 

“predicted pay” for each 

position (e.g. experience, performance) 

Goal pay every person exactly 

the same
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Some Key Observations

Pay equity is dynamic and always changing

HIRINGHiring 
Be careful not to inherit gender pay 

gaps that exist externally

In the U.S., we no longer ask for 

current salary

Focus on the role, market data, and 

internal equity 

Be aggressive when needed to 

attract the best talent, but be aware 

of impact on internal equity and 

gender pay balance; adjust others, 

if appropriate

Organizational Moves
Be mindful of impact on pay equity

Frequency of moves (e.g. males vs. 

females)

Prior U.S. finding: pay adjustments for new 

roles were equal for men and women, but 

more men received new roles/off-cycle pay 

adjustments (excluding our pay equity work) 

throwing our gender pay equity off balance

Position people fairly in their new 

roles or plan to adjust over time;  

follow-up regularly

Employee Perception
Be aware of what employees are 

thinking – it matters!

1 in 3 employees perceive a pay gap 

and overestimate the gap by 2x

Perception of fairness is as important 

as the actions themselves

Credible efforts have been shown to: 

Improve performance +20%

Increase attraction +47%

Reduce turnover -24%
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Pay Equity in the Real World – Should It Be Hard?

Kids get it!

Even the animal 
kingdom gets it!

Source: CEB Study

Search: Pocket money Equal Pay video

Search: Capuchin monkeys reject unequal 

pay

https://www.bing.com/videos/search?q=pocket+money+equal+pay+video&&view=detail&mid=C24C98BE280E9B50EF2BC24C98BE280E9B50EF2B&&FORM=VRDGAR
https://www.youtube.com/watch?v=lKhAd0Tyny0
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Questions?




