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THE WHITE HOUSE
WASHINGTON

April 6, 1999

EQUAL PAY EVENT AND ROUND TABLE

DATE: April 7, 1999

LOCATION: Presidential Hall

BRIEFING TIME: 1:10 pm- 1:25 pm

EVENT TIME: 1:30 pm - 2:30 pm

FROM: Bruce Reed, Mary Beth Cahill

PURPOSE

To announce a new wage data collection provision in the pending legislation which
would strengthen enforcement of the Equal Pay Act and to meet with working women to
highlight the issue of equal pay and to emphasize the need for Congress to pass this
legislation.

BACKGROUND

This event is an opportunity for you to announce the new data collection provision for
wages in the Paycheck Fairness Act, which is sponsored by Senator Daschle. In addition,
it is an opportunity for you and the First Lady to hear first-hand from working women the
problem of wage discrimination and issues of equal pay.

One of the panelists highlights the issue of “comparable worth,” where a job in a female-
dominated profession is “equivalent” to a job in a male-dominated profession but is paid
less. This panelist is included because the Administration recently has been urged by
Senator Harkin, Congresswoman Norton, the women’s groups, and the unions to support
Senator Harkin’s comparable worth legislation that requires companies to equalize wages
between “equivalent jobs,” which is defined in the legislation as jobs that may be
dissimilar, but whose requirements are equivalent when viewed as a composite of skills,
effort, responsibility, and working conditions. While we cannot support this legislation,
in a compromise to the above persons and groups, we agreed to include a panelist that
highlights the comparable worth problem, but not the solution proposed in the legislation.
However, you should not use the words “comparable worth,” and should merely
emphasize that this woman’s story highlights the need for women to be paid equally with
men.

Before beginning the roundtable, you will announce the following:



chec i i t i visi

You again will urge Congress to pass legislation called “The Paycheck Fairness Act,”

introduced by Senator Daschle and Congresswoman DeLauro, to strengthen laws

prohibiting wage discrimination. The legislation will be reintroduced with a new data
-collection provision added. The highlights of this legislation include:

’ New Pay Data Collection Provision, This provision would require the EEOC to

complete a survey of data currently available for use in enforcing federal wage
discrimination laws and to identify additional data collections that would enhance -
enforcement of these laws. In addition, the provision would call upon the EEOC
to issue a regulation, within eighteen months, to provide for the collection of pay
information data from employers described by the race, sex, and national origin of
employees.

. Increased Penalties for the Equal Pay Act (EPA). The legislation would provide

full compensatory and punitive damages as remedies for equal pay violations, in
addition to the liquidated damages and back pay awards currently available under
the Equal Pay Act. This proposal would put gender-based wage discrimination on
equal footing with wage discrimination based on race or ethnicity, for which
uncapped compensatory and punitive damages are already available.

. Non-retaliation provision, The bill would prohibit employers from punishing
employees for sharing salary information with their co-workers. Many employers
are currently free to take action against employees who share wage information.
Without the ability to learn about wage disparities, it is difficult for employees to
evaluate whether there is wage discrimination.

. Iraining, Research, and Pay Equity Award, The bill would provide for increased

training for EEOC employees to identify and respond to wage discrimination
claims; research on discrimination in the payment of wages; and the establishment
of an award to recognize and promote the achievements of employers in
eliminating pay disparities.

nitiaty
Previously, you have announced a new $14 million Equal Pay Initiative as part of your
Fiscal Year 2000 budget. The Initiative includes $10 million for the EEOC to increase
compliance with equal pay laws by providing training to EEOC employees to identify
and respond to wage discrimination, increasing technical assistance to businesses on how
to meet legal requirements, and launching an equal pay public service announcement
campaign to inform employers and employees alike of their rights and responsibilities.
The Initiative also includes $4 million for the Department of Labor, primarily for a
program to assist contractors in recruiting and retaining qualified women in non-
traditional occupations.
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PARTICIPANTS

Briefing Participants:
Secretary Alexis Herm
Bruce Reed

Elena Kagan

Karen Tramontano
Jenny Luray -

Nicole Rabner

June Shih

The First Lady

Secretary Herman

Dr. Nancy Hopkins, Molecular Biologist, Massachusetts Institute of Technology
Sanya Tyler, Head Coach, Women’s Basketball, Howard University

Carolyn Gantt, Retiree from District of Columbia Government

Patricia Higgins, Nurse, MetroHealth Medical Center, Cleveland, OH

PRESS PLAN
Open Press.
SEQUENCE OF EVENTS

- YOU will enter the room where each of the roundtable participants will be seated.

- The First Lady will make remarks and introduce YOU.

- YOU will make brief remarks and take your seat at the roundtable.

- Secretary Herman will facilitate a brief introduction from each roundtable participant.
- YOU will invite the participants to speak by posing a question to each person.

- YOU will first call on Dr. Nancy Hopkins, a professor at the Massachusetts Institute of
Technology, who spearheaded a study on the status of women professors there.

- YOU and the First Lady will pose questions to each of the participants, and Secretary
Herman will conclude the panel discussion.

[*SEE ATTACHED SCRIPT]

- YOU will make brief informal closing remarks and depart.

REMARKS

Provided by Speechwriting.



VII. ATTACHMENTS

-Sequence of panel speakers and suggested questions.
-Bios of panelists.

-NY Times article about the M.L.T. study.
-Newsweek article by George Will disputing that there is a wage gap.



equence and Suggested Questions fo el Di sion
- The Secretary of Labor will begin by calling on panelists to briefly introduce themselves.
- You will lead the discussion by asking any of the below questions, starting with Professor
Nancy Hopkins.
- You will close the panel discussion.

Questions for POTUS/FLOTUS

Nanc i rofe lec i ssachu Institute 1
. How did you become involved with the status of women professors at M.LT.?
. What did the recent study at M.L.T. find regarding the status of women professors, and
what did it recommend? How are you working with M.L.T. to followup?

aro ntt, Clerk, Retired Senior V te ogram, Washington, D.

. When you were working, did you ever experience a situation where men with less
education and experience received bétter jobs and were paid differently?

. While you were working full-time, was it difficult to support your family and save for
your retirement?

. When you left full-time employment, were you able to quit working and live on your
retirement benefits?

atricia Higgins, Nurse, MetroHealth Medical Center, Cleveland, Ohi

. As a nurse, would it be difficult, on your salary alone, to support your family and provide
for college education for your children?

. How do think the services that nurses provide relate to the pay and the respect that they

' receive?

Sanya Tyler, Head Women’s Basketball Coach, Howard University,
*  What were your experiences at Howard University that led you to file suit under the
Equal Pay Act and Title IX?
»  How has your work experience been since your case was resolved?
. Do you think the problem of wage discrimination has been solved?
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Professor Nancy Hopkins, molecular biologist, Massachusetts Institute of Technology
Professor Hopkins was the initiator of the effort at M.L.T. to study gender discrimination in the
School of Science. At the beginning of her career at M.L.T, Professor Hopkins felt that she was
treated equally with the male faculty members. However, even after learning somewhat
fortuitously that she was 20 percent underpaid, she did not really believe that she was being
discriminated against, albeit unintentionally. However, in 1994 after seeing how other women
were treated, Professor Hopkins joined forces with the only 14 other tenured women faculty vs.
194 tenured male faculty in the School of Science to see whether their situations were unique.
These woman found that they shared common experiences, and the university agreed to set up a
committee to study how female faculty were treated in the School of Science. The committee
found that senior female faculty members were marginalized; were not given sufficient space or
resources for their research; and were not paid equally. Recently, M.LT. published the report of
the committee and has made concerted efforts to correct these disparities. Professor Hopkins
believes that the success of this initiative stemmed, in large part, from the collaboration between
the school and the professors in trying to identify and solve the problem. Professor Hopkins
continues to try to expand this effort to the entire university.

Sanya Tyler, Head Women’s Basketball Coach, Howard University

Ms. Tyler is the head women’s basketball coach at Howard University. Ms. Tyler sued Howard
University under Title IX and the Equal Pay Act and won, Ms. Tyler claimed that her program
received fewer resources such as locker room facilities and equipment and that she made less
money than the men’s basketball and football coaches. Ms, Tyler has worked at Howard for 24
years, and has coached there 18 years, winning many championships and being voted coach of
the year several times.

Patricia Higgins, Nurse, MetroHealth Medical Center, Cleveland, Ohio

Ms. Higgins, 50, has been a nurse for 25 years and has worked at MetroHealth Medical Center, a
public hospital, in Cleveland for 16 years. She is currently involved in an AFSCME union drive
and feels very strongly that nurses are underpaid and undervalued. She has three children -- a
son who is 30 years old, a daughter in college who wants to be a nurse, and a son who is 20 and
disabled. It was only when her daughter indicated that she wanted to be a nurse that Ms. Higgins
became more vocal about trying to get more pay for nurses. Ms. Higgins admitted that if she did
not have her husband’s salary it would have been very difficult to raise her children and that she
certainly could not have paid for her daughter’s college tuition.

Carolyn Gantt, Clerk, Retired Seniors Volunteer Program (a senior program),
Washington, D.C,

Ms. Gantt is 74 years old, African American, and has seven children. She worked for the D.C.
Housing Department between 1976 and 1980, and again between 1985 and 1992. Ms. Gantt,
who has a G.E.D., admitted that when she worked for the D.C. government she was paid low
wages and that men who had less education than she (high school drop outs) received better
positions and more training. Ms. Gantt retired in 1992 and hoped that she would be able to relax,
travel, and take some classes. However, she realized that she could not make ends meet on her



social security check, and she, therefore, took a position where she works as a clerk for a senior
program, RSVP. (She is actually paid by the National Black Caucus).



M.LT. Acknowledges Bias
Against Female Professors
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LIES AND ...

Statistics, such as the ‘74 cents’ factoid used to

prove pervasive sex discrimination

BY GEORGE F. WILL

ITH THE DOW AVERAGE NEARING A FIFTH DIGIT,
- Americans are cheerful. However, soon the

women's division of the Great American

Grievance Industry will weigh in, saying women

remain trapped beneath the “glass ceiling” and
in the “pink ghetto.” Brace yourself for a blizzard of statistics
purporting to prove that women are suffering a “wage gap”
primarily caused by discrimipation that requires government
actions like affirmative action, quotas and set-asides. .

Buta counterblizzard has blown in from Disna Furchtgott-

Roth and Christine Stolba, authors of *“Women'’s Figures: An Hlus-
trated Guide to the Economic Progress of Women in America
Furchtgott-Roth is a fellow at The American Enterprise Institute
and Stolba is a historian living in Washington, and both had better
mind their manners. Feminists are not famous for their sense ofhu-
mor and may frown at the authors' dedication of their book to their
husbands “who have always appreciated our figures.”

The National Committee On Pay Equity and other participants
in the theatrics of Equal Pay Day will not appreciate the figures
Furchtgott-Roth and Stolba marshal. The premise of Equal Pay
Day is that women work from Jan. 1 unti early April essentially
for no pay because women earn only 74 cents for every dollar men
eamn. That uninformative number is the basis for the allégation
that the average woman loses approximately $420,000 in wages

-and benefits during her working life. The 74 cents factoid is prima
facie proof of “the demeaning practice of wage discrimination,”
according to President Clinton, who opposes everything
demeaning to women. '

Furchtgott-Roth and Stolba argue that the 74 cents statistic is
the product of faulty methodology that serves the political agenda
of portraying women as victims needing yet more government
intervention in the workplace. The authors demonstrate that
income disparities between men and women have been closing
rapidly and that sex diserimination, which has been illegal for 30
years, is a negligible cause of those that remain, which are largely
the result of rational personal choices by women.

Between 1960 and 1994 women'’s wages grew 10 times faster than
men's, and today, among people 27 to 33, women who have never had
a child earn about 98 cents for every dollar men earn, Children
change the earnings equations. They are the main reason that mean-
ingful earnings contrasts must compare men and women who have
similar experience and life situations. Earnings differentials often re-
flect different professional paths that are cheerfully chosen because
of different preferences, motivations and expectations.

The “adjusted wage gap,” adjusted for age, occupation, experi-
ence, education and time in the work force, is primarily the product’

LIES, DAMNED

ot parsonal cioices women make outside
the work environment. Eighty percent of
women bear children and 25 percent of
working women work part-time, oftento
accommodate child rearing. Many women
whoe:'gect to have children choose occupa-
tions ere]ob ﬂexibihty compensates for
somewhat lower pay, and occupations (e.g.,
teaching) in which job skills deteriorate
slower than in others (¢.g., engineering).
And it is not sex discrimination that ac-
counts for largely male employment in
some relatively high-paying occupations
(e.g., construction, oil drilling and many
others) which place a premium on physical
strength. (Workers in some such occupa-
tions pay a price: the 54 percent of all work-
ers who are male account for 82 percent of
alljob-related deaths.}

Still, between 1874 and 1893 women's
wages have been rising relative to men’s in
all age groups, and most dramatically
among the youngest workers, The rise
would be more dramatic if many women
did not make understandable decisionsto
favor family over higher pay and more
rapid job advancement purchased by 60-
hour weeks on the fast track.

Some victimization theorists say the fast
trackis pointless for women because they are
: held down by the “glass ceiling” that limits
theirrise in business hierarchies. In 1935 the government's Glass Ceil-
ing Commission (the propagandistic title prejudged the subject) saw
proofof sex discrimination in the fact that women were only 5 percent
of senior managers at Fortune 1000 industrial and Fortune 500 service
companies. But Furchtgott-Roth and Stolba note that typical quatifica-
tions for such positions include an M.B.A. and 25 years' work experi-
ence. The pool of women with those qualifications is small, not be-
cause of current discrimination but because of women’s expectations
in the 18505 and 1960s. In 1970 women received only 4 percent of all
M.B.A. degrees, 5 percent of law degrees.

Which lends support to the optimistic “pipeline” theory: women
are rising in economic life as fast as they pour from the educational
pipeline—which is faster than men/ Since 1984 women have
outnumbered men in undergraduate and graduate schools.
Wormen are receiving a majority of two-year postsecondary
degrees, bachelor’s and master’s degrees, almost 40 percent of
M.B.A. degrees, 40 percent of doctorates, more than 40 percent of
law and medical degrees. Education improves economic
opportunities —and opportunities encourage education, which has
higher rewnrds for women than for men because men without
college degrees or even high-school diplomas can get those high-
paying, physically demanding—and dangerous—jobs.

The supposed “pink ghetto” is where women are, in the Glass
Ceiling Commission's words, “locked into” low-wage, low-
prestige, dead-end jobs. Such overheated rhetoric ignores many
women's rational sacrifices of pay and prestige for job flexibility in
occupations in which skills survive years taken off for raising
children. Women already predominate in the two economic
sectors expected to grow fastest in the near future,
service/trade/retail and finance/insurance/real estate.

The 74 cents statistic and related propaganda masquerading as
social science are arrows in the quivers of those waging the
American left’s unending struggle to change the American
premise, which stresses equality of opportunity, not equality of
outcomes. Furchtgott-Roth and Stolba have better figures.

84 NnewswEEK MaRrcH 29, 1599




PRESIDENT AND FIRST LADY HOLD ROUNDTABLE ON EQUAL PAY
AND URGE PASSAGE OF PAYCHECK FAIRNESS ACT
WITH NEW WAGE COLLECTION PROVISION

At a roundtable discussion with working women and business leaders, the President and
First Lady will discuss the need to ensure that every working American receives equal pay and
equal opportunities. A recent Council of Economic Advisors report found that, although the gap
between women’s and men’s wages has narrowed substantially since the signing of the Equal
Pay Act in 1963, there still exists a significant wage gap that cannot be explained by differences
between male and female workers in labor market experience and in the occupation, industry,
and union status of jobs they hold. The President will urge prompt passage of the Paycheck
Fairness Act, which would strengthen wage discrimination laws and provide for additional
training and public education efforts on this important subject. Senator Daschle, the chief
sponsor of the Paycheck Fairness Act, has indicated he will include a new data collection
provision in the bill. That provision will direct the Equal Employment Opportunity Commission
(EEOC) to determine what additional data is needed to effectively and efficiently enforce the
federal wage discrimination laws, and to issue a regulation to provide for collecting this data.
Finally, the President will urge Congress to provide $14 million in funds for the Equal Pay
Initiative in his Fiscal Year 2000 budget.

ayvcheck Fairne ct with New Data Collection visi

The President again will urge Congress to pass legislation =alled the “The Paycheck Fairness
Act,” introduced by Senator Daschle and Congresswoman DeLauro, to strengthen laws
prohibiting wage discrimination. The legislation will be reintroduced with a new data collection
provision added. The highlights of this legislation include:

. New Pay Data Collection Provision. This provision would require the EEOC to complete

a survey of data currently available for use in enforcing federal wage discrimination laws
and to identify additional data collections that would enhance enforcement of these laws.
In addition, the provision would call upon the EEOC to determine the most effective and
efficient means possible to collect pay information from employers and issue a
regulation, within eighteen months, to collect pay data identified by the race, sex, and
national origin of employees.

. Increased Penalties for the Equal Pay Act (EPA). The legisiation would provide full

compensatory and punitive damages as remedies for equal pay violations, in addition to
the liquidated damages and back pay awards currently available under the EPA. This
proposal would put gender-based wage discrimination on an equal footing with wage
discrimination based on race or ethnicity, for which uncapped compensatory and punitive
damages are already available.

. Non-Retaliation Provision, The bill would prohibit employers from punishing employees
for sharing salary information with their co-workers. Many employers are currently free
to take action against employees who share wage information. Without the ability to



learn about wage disparities, it is difficult for employees to evaluate whether there is
wage discrimination.

. Training, Research, and Pay Equity Award, The bill would provide for increased training

for EEOC employees to identify and respond to wage discrimination claims; research on
discrimination in the payment of wages; and the establishment of an award to recognize
and promote the achievements of employers in eliminating pay disparities.

oundtable with Working Women a usin eade
The President and First Lady will hold a roundtable discussion with working women, including a
university professor, a senior citizen, a nurse, and a college basketball coach. This roundtable
will provide an opportunity for the President and the First Lady to listen to the concerns of -
working women regarding the important issue of equal pay and to urge Congress to pass the
soon-to-be reintroduced “Paycheck Fairness Act.”

Equal Pay Initiative

Previously, the President has announced a new $14 million Equal Pay Initiative as part of his
Fiscal Year 2000 budget. The Initiative includes $10 million for the EEOC to increase
compliance with equal pay laws by providing training to EEOC employees to identify and
respond to wage discrimination, increasing technical assistance to businesses on how to meet
legal requirements, and launching an equal pay public service announcement campaign to inform
employers and employees alike of their rights and responsibilities. The Initiative also includes
$4 million for the Department of Labor, primarily for a program to assist contractors in recruiting
and retaining qualified women in non-traditional occupations.



Questions And Answers on Equal Pay
April 7, 1999

What did the President announce today?

The President announced a new provision to collect pay data that will be added to the
Paycheck Fairness Act, sponsored by Senator Daschle and Congresswoman DeLauro,
that will direct the Equal Employment Opportunity Commission (EEOC) to determine
what additional data is needed to enforce effectively and efficiently the federal wage
discrimination laws, and to issue a regulation to provide for collecting this data. The
President and First Lady also held a roundtable discussion with working women to
highlight the need to ensure that every working American receives equal pay and equal
opportunities. The President urged prompt passage of the Paycheck Faimess Act, which
would strengthen wage discrimination laws; provide for additional training and public
education efforts on this important subject; and ensure that pay data is collected. Finally,
the President urged Congress to provide $14 million in funds for the Equal Pay Initiative
in his Fiscal Year 2000 budget.

What will the new provision on data collection do?

This provision would require the EEOC to complete a survey of data currently available
for use in enforcing federal wage discrimination laws and to identify additional data
collections that would enhance enforcement of these laws. In addition, the provision
would call upon the EEQC to issue a regulation, within eighteen months, to provide for
the collection of pay information data from employers described by the race, sex, and
national origin of employees.

Why is collection of data related to wages needed?

Currently, the federal government does not collect wage data that can be used to monitor
and enforce employer compliance with laws that prohibit wage discrimination, with the
exception of higher education. This data collection provision will provide an important
source of data that will help to end the gender pay gap.

How large is the wage gap?

According to the Department of the Labor, in 1998, the average woman who worked full-
time earned about 75 cents for each dollar earned by the average man. For women of
color, the gap was even wider. Based on weekly wages in 1998, the median earnings of a
black woman who worked full-time were only 65 cents, and the median earnings of an
Hispanic woman were only 55 cents for each dollar earned by the median white man.
Some wage differences exist due to differing levels of experience, education, and skill.
However, a recent Council of Economic Advisors (CEA) study shows that even

1



accounting for differences in education, experience, and occupation, there is still a
significant wage differential between women and men.

What about recent reports that there is no longer a wage gap?

While these studies are correct that women’s wages and educational attainment have been
rising in recent years, there is still a sizeable gender wage gap that cannot be explained by
observable characteristics. According to the Council of Economic Advisors, in 1997, the
gender pay ratio was about 75 percent, leaving a gap between men’s and women’s wages
of approximately 25 percent. The most recent detailed longitudinal study found that in
the late 1980s about one-third of the gender pay gap was explained by differences in the
full-time experience that women bring to the labor market and about 28 percent was due
to differences in industry, occupation, and union status among men and women.
Accounting for these differences raised the female/male pay ratio in the late 1980s from
about 72 percent to about 88 percent, leaving around 12 percent as an “unexplained”
difference. Applied to 1998 data, that leaves a gap of about 10 percent still unexplained.
The 98 percent figure cited by these other studies is based on data narrowly limited to
women and men aged 27 to 33 who have never had children.

A recently released report by the Massachusetts Institute of Technology (M.L.T.), “A
Study on the Status of Women Faculty in Science at MIT” also refutes the notion that
there is no longer gender discrimination or a wage gap. The report documents a pattern
in the MLL.T. School of Science of sometimes subtle -- but substantive and demoralizing
-- gender discrimination. Examination of data revealed that many tenured women faculty
feel marginalized and that this marginalization is often accompanied by differences in
salary, space, awards, resources, and response to outside offers between men and women
faculty with women receiving less despite professional accomplishments equal to those of
their male colleagues. The M.L.T. report also found that the percentage of the School of
Science faculty who are women, 8 percent, remained virtually unchanged for at least 10
and probably 20 years. In another recent report, the American Association of University
Professors found that although women grew from 23 percent in 1975 to 34 percent of
faculty nationwide currently, the gap between salaries of male and female professors
actually widened in that period. The federal government currently collects some wage
data at post-secondary institutions, and the EEOC will look at this data in the course of its
survey of data for use in the enforcement of federal laws prohibiting pay discrimination.

What does the Paycheck Fairness Act do?

The legislation, sponsored by Senator Daschle, seeks to improve the enforcement of wage
discrimination laws and to strengthen the remedy provisions in the Equal Pay Act by
permitting victims of wage discrimination to seek compensatory and punitive damages.
Currently, women who are the victims of wage discrimination receive only backpay and
liquidated damages, which may not fully compensate them for their loss. This change
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will mean that the penalties for sex-based wage discrimination will be the same as those
for race-based wage discrimination. In addition, the legislation contains a non-retaliation
provision that prohibits employers from penalizing employees for sharing information
about their salaries with co-workers. The bill also provides for training for EEOC
employees on matters involving the discrimination of wages, research on discrimination
in the payment of wages, and the establishment of an award to recognize and promote the
achievements of employers that have made strides to eliminate pay disparities. Finally,
the new data collection provision will call upon EEOC to issue a regulation to provide for
collecting pay information to enhance efficiently and effectively the enforcement of the
federal laws prohibiting pay discrimination. '

What’s wrong with the current scheme for collecting damages under the Equal Pay
Act?

Currently, the Equal Pay Act allows only for liquidated damages and backpay awards.
Liquidated damages usually are awarded in an amount equal to batkpay. Such awards
may not fully compensate a woman for real losses, such as damages for pain and
suffering. In addition, employees bringing a claim under the Equal Pay Act cannot
receive punitive damages for wage discrimination, no matter how intentional and
egregious the employer’s conduct. The legislation the Administration is endorsing will
ensure that women are fully compensated and will be able to receive punitive damages if
an employer’s conduct is particularly egregious.

Why isn’t the Administration supporting comparable worth?

The Daschle-DeLauro bill is a significant step forward in solving the problem of unequal
pay. The Administration believes there is no excuse for not taking these obvious steps
towards providing better training and fuller remedies to help ensure women receive equal
pay, while building a consensus on other ways to make sure all people receive the pay
they deserve. The Administration is focusing on legislation that can be passed during this
congressional session.

Questions on the Federal Work Force

What are some of the specific accomplishments of the Clinton Administration with
respect to women appointees?

Here are some specific accomplishments:

*Appointed More Women than Any Other President --40 percent of Administration
appointees are women.

*Women Hold 29 Percent of the Top Positions --29 percent of the positions requiring
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Senate confirmation (PAS) are held by women. Additionally,
> 35 percent of Presidential appointments, including boards and commissions, are
held by women.

40 percent of non-career Senior Executive Service positions are held by women.

56 percent of Schedule C positions are held by women.
*Appointed the First Women Ever to Serve as Attorney General, Janet Reno, and
Secretary of State, Madeleine Albright. Including the Attorney General and
Secretary of State, women make up 32 percent of the Clinton Cabinet: Alexis Herman,
Secretary of Labor; Donna Shalala, Secretary of Health and Human Services; Carol
Browner, Administrator of the Environmental Protection Agency; Janet Yellen, Chair
of the Council of Economic Advisors; and Charlene Barshefsky, United States Trade
Representative all serve in the President’s Cabinet,
#30 Percent of All of the President’s Judicial Nominees Are Women.
sNominated the Second Woman to Serve on the Supreme Court. During his first
year in office, President Clinton nominated Ruth Bader Ginsburg to the United States
Supreme Court. Justice Ginsburg is only the second woman to serve on the nation's
highest court.

What is the representation of women in the federal work force?

Women represented 42.9 percent of the Federal permanent workforce in 1998 compared
to 46.3 percent of the Civilian Labor Force, a difference of a -3.4 percentage points.

What is the average salary of female political employees versus that of male
appointees? How does that average compare to comparable figures in the previous
Administration?

In 1992, under President Bush, women made up 40 percent of the political ranks, and the
average female political appointee’s salary was 75 percent of the average male
appointee’s salary. In 1998, in the Clinton Administration, the percentage of women
appointees increased to 44 percent, and the average woman’s salary increased to 86
percent of the average man’s.

Number and Average Salary of Political Appointments (by Gender):
1992 (Pres. Bush) Compared to 1998 (Pres. Clinton)

1992 (Bush) | 1998 (Clinton) { 1992 (Bush) | 1998 (Clinton)
Gender Appts Appts Avg.Pay (3) | Avg. Pay (%)
Women 1,361 1,292 $61,554 $72,329*
Men 2,055 1,629 $82,490 $84,023*




TOTAL 3,416 2,921 NOTE: Total Political Appointments
exclude Ambassadors but include
Pct. Women 39.8% 44.2% Noncareer SES, Schedule C and Other,

* Rendered in constant (FY 1992) dollars

Source: Office of Personnel Management
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To: Elena Kagan/QPD/EQP

cc: Mary L. Smith/OPD/EOP
Subject: Draft

This is our draft proposal Ellen V. at EEOC is shopping around to the groups. I've read
it to Treasury and Commerce who are ok with it. When we hear back from Ellen, Mary
will inform OMB, VP, etc. we have a deal (it isn't that different from the bullet points
they agreed to previously), then Caroline F. and Mary can pass it along to Carmel in
Daschle's office.

Proposal

Revised Pay Information Provision (S.71 in 105th)

Sec. 4 COLLECTION OF PAY INFORMATION BY THE EQUAL EMPLOYMENT
OPPORTUNITY COMMISSION.

Section 709 of the Civil Rights Act of 1964 (42 U.S.C. 2000e-4) is amended by adding
at the end the following new subsection:

“(1) The Commission shall, not more than 18 months following the enactment into law
of this subsection:

A. Complete a survey of data that is currently available to the federal
government relating to employee pay information for use in the enforcement of
the federal laws prohibiting pay discrimination and, and in consultation with
other relevant federal agencies, identify additional data collections that will
enhance enforcement of these laws, and

B. After consideration of this study and consultation, by regulation provide for
the collection of pay information data from employers who have 100 or more
employees for each working day in each of 20 or more calendar weeks in the
current or preceding calendar year described by the sex, race, a