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The Department of Labor is committed
to promoting the dignity of all work by

ensuring equal pay, ending pay
discrimination and ensuring equal
employment opportunities.
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THE CHALLENGE:
Focusmg on the Pay Gap
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In spite of great progress over the last several decades,
women still do not receive the pay they deserve. On
average, women who work fuli-time earn only about 75
cents for every dollar that a man earns. The gap is even
larger for African American women who earn just 65
cents and Hispanic women who earn just 55 cents for
each dollar that white men earn. There is also a

corresponding gap in non-wage compensation, such as
pensions.
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Progress...But The Pay Gap Still
Remains
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The Pay Gap Between Women of Color* and

White Men is Even Greater
1998 Median Weekly Earnings
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* Separate breakdowns for other racial and ethnic categories are not availabte,

Source: BLS, includes data on full-time wage and salary workers 25 and over,
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At All Levels of Educational Attainment Men

Still Earn More Than Women
1998 Median Weekly Earning by Educational Attainment
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* Source: BLS, includes data on full-time wage and salary workers 25 and over.
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In All Major Occupational Groups Men

Still Earn More Than Women
1998 Median Weekly Earnings by Occupation
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The Wage Gap Varies
Considerably By Age
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Progress...But Gaps Also

Remain in Pension Coverage
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Source: Employee Benefits Supplement to the 1979, 1983, 1988 and 1993 Current Population Surveys.
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Percent of Workers Who Earn
More than $25,000 A Year
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| Source: Census Bureay, Total Money Eamings in 1997 for those 15 years and older, including both full- and part-time workers.
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Women’s Earni‘ngs Are A Significant Source

of Family Income

Percent of Families in Which Women Are A Source of Family Eamings

No Single
Female Female
Earner Earner

Female
and Male
" Earners
60%

Source: Census Bureau, Money Income in the United States, 1897.
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Women'’s Benefits Are Lower Than

Men'’s
Value of Benefits - Retirees 55 and QOver
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Source: Retiree Benefits Supplement 1o the September 1994 Current Population Survey.
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'Fewer Women Receive Pensions

Receipt of Benefits - Retirees 55 and Over
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Source: Retires Benefits Supplement to the September 1894 Current Population Survey.
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Skills and Experience

Skills and Experience ¥ Differences in educational aftainment
s a peri between women and men are small

and thus explain little of the pay gap.

B Most of the difference in skills between
women and men in the iabor market is
accounted for by the differences
between them in years of labor market
experience,

B The lower levels of experience of
fernale workers largely reflect the fact
that many women withdraw frorm the
labor force for some periods of time,
primarily for family responsibilities such
as child-rearing.

iriapeil B When considering all age groups in the
ey 28% labor force, the lost work experience of
‘ ‘ mothers accounts for only part of their
lower wages and less than one-third of
the overall male-female pay gap.

Discrimination
arwd other fuct
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Industry, Occupation and Union

Status

Industry, Occupation, and Union
Status
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Women in the labor force are less
likely than men to work in managerial
or blue-collar occupations and more
likely to work in lower-paying sales,
clerical, and service occupations.
Occupational segregation in the
workplace persists.

Women are less likely to work in the
higher-paying construction and
manufacturing industries and more
likely to work in retail trade and
sarvices.

Women employees are less likely to
be union members than are men.

While some of these differences in the
job characteristics of female and male
workers represent the occupational
choices made by women, they also .
reflect discriminatory barriers that
women face in gaining access {o jobs
traditionally held by men.
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THIS INITIATIVE WILL FOCUS ON THE
FOLLOWING:

Pay Discrimination

Part of the “other” factors

Occupational Segregation

Part of the "industry, occupation and
union status difference” factor

Pension Gap-

This initiative will also include efforts

to address the pension gap, which
is reflected in all of the contributing
factors

Factors Contributing the Pay Gap*

Differentes in
skills and

axperience

28%

Discrimingtion
and other factors
A%

Differences in
industry,
ogcupation and
union siatus
28%

* The reasons for the pension gap are found in all segments of the pie.

The “skills and experience” factor will be addressed indirectly through support for family friendly
policies {e.g. child care support and FMLA).
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GUIDING PRINCIPLES
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,AIthoUgh for this initiative our focus is on gender, DOL

enforcement, education and partnership efforts are designed

~ to ensure equal employment opportunities for women and

men, and prevent discrimination because of race, color,
religion, national origin, disability or veteran status.

In confronting the pay gap, DOL will work to end pay
discrimination, eliminate occupational segregation and

promote pension equity.

19
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GUIDING PRINCIPLES '

This initiative utilizes three powerful tools at DOL's disposal:
ENFORCEMENT, EDUCATION and PARTNERSHIP.

* ENFORCEMENT efforts to prevent pay discrimination and promote equal employment

opportunities should serve to identify, remedy and deter violations of the law. Highlighting
the resolution of important pay discrimination cases serves a particularly important
deterrent function. All enforcement efforts must be effective and fair

* EDUCATION efforts focusing on pay discrimination and occupational segregation
should change employer behavior, inciuding increased voluntary compliance, and

increase workers’ understanding of their equal employment opportunity rights‘. Successful
aducational efforts also will lead to an understanding of the pay and benefits gaps and
why they must be narrowed.

* PARTNERSHIPS to narrow the wage gap, reduce occupational segregation and pmmete
- pension equity should enhance pubitc awareness.

20
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PLAN OF ACTION
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A THREE-PRONGED STRATEGY TO PREVENT PAY
DISCRIMINATION, ELIMINATE OCCUPATIONAL SEGREGATION
AND PROMOTE PENSION EQUITY

. ENFORCEMENT

Il. EDUCATION

lll. PARTNERSHIPS

21
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EN FQRCEMENT STRATEGY
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R ENFORCEMENT STRATEGY

Effective and fair enforcement prevents pay discrimination and encourages equal employment opportunities.
Such a strategy promoles compliance efforts and identifies, remedies and deters violations of the faw.

We have identified two critical elements needed for success:

> targeted contractor selection to maximize the effectiveness of compliance reviews

=  amodel investigative and litigation program that pursues t;ha& best and ﬁtmngest pay discrimination

-
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cases. Such a progran:

requires development of clearly defined guidelines for pay litigation;

depends on early coordination among appropriate agencies including

OFCCP, SOL and OSEC, for public dzssemmauen of important case
developments;

should lead to increase in the number of pay discrimination actions;

requires cormmitment to timely and consistent investigations and litigation; and
presumes availability of adaquate resources.

Although successful enforcement efforts mainiy impact pay discrimination and @wpaﬂonal segregation, it is
important to note that DOL case resolutions often provide retroactive seniority, salary adjustmenis and other relief

that affect pensions.

22



NEW ENFORCEMENT ACTIONS FOR 1999

Support OFCCP’s access {0 wage data

Consider options for improved contractor selection review system
Implement model enforcement (investigative and litigation) program

increase number of glass ceiling reviews by 10% (4 more over last year)

Emphasize pay issues in all other OFCCP focused reviews

increase pay-related enforcement actions

Provide additional resources for compliance and litigation support
‘1

23
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Il. EDUCATION STRATEGY

Successful education efforts focusing on pay discrimination and occupational segregation (which both influence
the pension gap) can have a broad impact by both changing employer behavior and increasing workers'
understanding of their equal employment opportunity rights.

This will be accomplished by:

-->

>

Explaining the purpose and requirements of the law through published
materials, speeches, workshaps and conferences

- Hustrating the benefits of the law to employers, workers and their families particularly by

highlighting best practices

Encouraging voluntary compliance, particularly through employer setf«audifs

\ 4 Employer self-audits allow early identification and correction of
pay inequity
4 Technical assistance efforts are also critical to this effort

Raising public awareness of the reasons for the pay and benefits gaps and
ways to narrow them

L 2 We will ulilize publications, research resulls and public education
‘ campaigns to raise public awareness
b 2 Coordination with the White House and Congress is integral to public

awareness efforls

24
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NEW EDUCATION ACTIONS FOR 1999
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Publish new print and internet materials

Launch OFCCP Technical Assistance Campaign

v

v

v/ Hold Women in Construction Summit
v Release and track pay gap research
v

Expand pension education outreach to women and small

employers
7/ Highlight pension-related refief in DOL pay case resolutions
]
. .- ¥ Support Administration and Congressional efforts regarding the
- President’s FY 2000 Equal Pay budget initiative and the Daschle-
= Delauro (Paycheck Faimess Act) and pension reform legislation

; : 25
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Il. PARTNERSHIP STRATEGY
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Partnerships leverage limited resources by engaging external
organizations to enhance public awareness.

Partnerships will engage women’s and civil rights’ organizations,
unions, employers and other federal agencies in efforts to narrow
the wage gap (and prevent pay dlscnmmatlcn) reduce
occupational segregation and promote pension equity.

6
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NEW DOL PARTNERS FOR 1999
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New Partnerships

v

v

Partner with DOT, HUD and GSA on MOU to strengthen mega-projects
program and promote non-traditional jobs for women in construction

Co-host with EEOC regional equal pay events
Join NASA and WREI in promoting women and giris in the sciences

Engage large employer groups such as U.S. Chamber of Commerce to develop
and promote pension education for small employers and women

Work with small employers to highlight importance of establishing pension
plans

Partner with SBA and CFPB to expand pension education outreach to women
and small employers

27



NEW DOL PARTNERS FOR 1999
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Expanded Partnerships

v Join with NILG to promote best pay practices and emphasize self-auditing
efforts

v Increase focus on Mega-projects to raise awareness of non-traditional jobs
(construction)

v Proceed with EEOC to implement two MOUs

Partner with key women’s organizations {0 focus on WIA and One Stop Centers

< Engage NAWBO to promote women's pension education
‘ ?J Partner with state treasurers, SEC, ASEC and consumer groups to expand
| pension education outreach to women and small employers

o
B i
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IMPLEMENTATION PROCESS
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APRIL

Enforcement

Develop plan for early coordination among key DOL components for effective dissemination of important pay cases

- Education

SECRETARY participated in White House Roundtable on Equal Pay with the President and First Lady-
4/7199
o Commemorated Equal Pay Day and &upparted Administration’s equal ;my initiatives and the
Paycheck Fairness Act
0 Amplified equal pay and pension gap issuas
o Participated in press amplification including regional press conference call

WB launched a new educational series to profile non-traditional occupations on its website, Each future
installment will feature a personal interview with a woman holding a non-traditional job with links to information in
the Occupational Cutlook Handmk and resources for further infonnatéon-éi?lgs

WB hosted its first joint educational workshop/event with EEQC on pay discrimination in Phitadelphia, PA-4/1 3!99
[Model for future regional events]

{ OFCCP participated in the American Association for Affimative Action's 25th Annual National
Conference to discuss recently approved DOL-EEQC MOUs-4/14-4/17/99 (Birmingham, ALA)

L . ' ‘ 29
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IMPLEMENTATION PROCESS

APRIL

OFCCP On Wheels: Ongoing Customer-Service Outreach Meetings with new focus on pay issues. [Model for
future regional events]

o Memphis, TN-4/19-4/20/98
o Denver, CO-TBD

SECRETARY met with Leadership Conference on Civil Rights, a coalition of women’s and civil rights’
organizations that focuses on working women's issues. The discussion included a review of relevant DOL
activities including those related to equal pay and FMLA-4/26/99

E5A met with Hawaii's State Committes on the Status of Women (and local ILGs) and discussed pay
discrimination-4/26/99

EVE awards selection committee members meet o consider best pay practices in 1989 selection criteria,
Washington, DC-Week of 4/26/99

BLS completes study on the pay gap

“W Partnerships

Register on 4/12/99

11 SECRETARY sigmﬂ two DOL-EEOC MQOUs {4/7/99) which became effective when published in the Federal
‘,\ OFCCP met with the ILG in Memphis, TN-4/15-4/20/99

360
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IMPLEMENTATION PROCESS

i e i - L ni Ry e N Rt ol - i .y s il e Sl e et b 4 S ot A it e s s 2" UL A YA o el

MAY

Enforcement

Finalize new model enforcement {investigative and litigation} program and prepare 1o announce at next large pay
case announcement. This includes compietion and dissemination of clearly defined guidelines for pay litigation.

Complete review of options for improved targeting system for contractor selection review
Resolution of Paperwork Reduction Act Issue-5/31/99

Education

~ SECRETARY delivers keynote address at 2nd annual “Working Women 500" event sponsored by Working
i  Women magazine for the top 500 women-owned businesses. Opportunity to release BLS pay gap study
© and make possible pay case announcement, DC-5/10/99

I OFCCP On Wheels: Ongoing Customer-Service Outreach Meetings with new focus on pay issues.

0 Charioite, NC-5/6/99

| o Miami, FL-5/12/99

0 Tulsg, OK-5/13/99
/ o Los Angeles-5/1.3/88

OFCCP Town Hall Meating in Detroit, Ml to highlight equal pay isgues OCIA to notlfy mterested members of Congress
of these meetings and coordinate their possible involvement.
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IMPLEMENTATION PROCESS
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MAY

SECRETARY defivers commencement address with a messaga on Equal Pay. Possible sztes include:
o Shaw University, NC-5/8/99

o Bowie State University, MD.5/29/39
o Narthern Virginia Community College, VA-5/14/98

WB addresses NOCWO meeting on equél pay and proposes parinership opportunities, Washington, DC-5/18/99
PL. begins interagency discussions (BLS, CHECQ, OFCCP, WB) on establishing monthly data updates focusing
on the pay gap. These short data releases could be coordinated with the Secretary’s messages on "Numbers
Day.”

Begin discussions with OSBP (Contact: Elaine Morelle} o ass:st initiative with employer comp&zanw assistance
offorts and employers’ feedback an such efforts

Partnerships

OFCCP o participate in NiLG Executive Committee Meeting to encourage employers to utilize self-audit tools and
promote non-traditional jobs, Washington, DC-5/20/99

SECRETARY announces a parinership with U.8. Chamber of Commerce and SBA to distribute a jointly
developed video that encourages small businesses to establish pension plans for their employees. OCIA

-~ will notify interested members of Congress of the video for use in their communication with business

leadarsichambers in thelr states or districts, PL and WB will amplify message on pension plan
participation to business community, women’s organizations and others

32
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IMPLEMENTATION PROCESS

MAY

WB begins discussions with NASA and WREI on two partnerships: 1} to encourage giris to study math and

sciences and enter non-traditional jobs; and 2) to educate targeted federal agencies about the importance of
considering women for scientific positions '

W8 begins discussions with women's and civil rights’ organizations to disseminate new educational publications
and materials "

JUNE

Enforcement

Education

oOL partici;iat&s in event commemorating the 36th anniversary of the sigﬁing of the Equal Pay Act, OCIA will
—“—1 provide information to Congress and encourage events/floor statements/columns commemorating the Act-6/10/99

" OFCCP on Wheels: Ongoing Customer-Service Cutreach Meelings with new focus on pay issues.
.= , o COrando; FL-6/17/99
o Jackson;-Mi-6£27/99

o Nashwille, TN-6/30/99 C,/{,N'é{& AQp 5o

9950
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" IMPLEMENTATION PROCESS

Y Y o P A T P T MU A M Y AT e Lt M g A P LYV AT, 1 e S et

JUNE

Finalize site for first SECRETARIAL visit to a mega-project to highlight DOL efforts in increasing
oppartunities for women and others in the non-traditional jobs such as construction. QCIA will coordinate
congressional involvement in appropriate portions of the day. PL will amplify message of non<traditional
occupations through roundtable discussion and other avenues. Identified possible sites include:

o Los Angeles, CA {LA Metro Raill Segment iil} -

o Oakland, CA (Cypress Freeway or Pinion Pines Power)

o Dallas, TX (Dallas 1-15 Highway Expansion)

" © New Haven, CT (Tomlinson Bridge)
o Louisville, KY {Louisville International Airport)
o Memphis, TN {Memphis International Airport)

SECRETARY focuses on Equal Pay during her keynote address to AAUW's national meeting-6/22/99

T

t

[ Partnerships

DOL participates in the annual meeting of General Federation of Women's Clubs in San Francisco, CA

SECRETARY releases with the Certified Financial Planners Board, a new consumer booklat on basicfinancial
information and highlights considerations for women in light of the benefits gap-6/10/99

o Coincides with the one-year anniversary of the SAVER Summit

o Coincides with the 36th anniversary of the signing of the Equat Pay Act

L9501

DOl wgponsars the Jobs Plus Leadership Conference with HUD and Rockefellar Foundation. Opportunity to
focus on the benefits gap and non-traditional occupations.

34
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IMPLEMENTATION PROCESS

JUNE
WB and ETA host their “Train the Trainer” Session for WB Regional Administrators to educate them on

developing new One-Stop Centers at the local level to best serve women seeking non-traditional careers.
Subsequent trainings will involve WB staff training locat groups of women's advocates.

JULY

Enforcement

Education

{ ‘j

|

8955

DOL participates in BPW Annual Meeting to highlight the equal pay message for women and employers
Rochester, NY-7/14-7/18/99

SECRETARY addresses the National Assoclation of Negro Business and Professional Women'’s Clubs and
includes her equal pay message-7/25/99

. WB publishes two new educational tools on the pay gap:

o The Earnings Difference Fact Sheet
o The Pay Discrimination Brochure that highlights OFCCP, F’WBA and EECC

WB releases report, “Lessons Learned from WANTO grantee programs” highlight%ng opportunities for non-
traditional jobs

35
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IMPLEMENTATION PROCESS

JULY

OFCCP Town Hall Meeting in New Orleans, LA wiil highlight equal pay issues. OCIA fo notify interested
members of Congress of these meetings and coordinate their possible involvement-7/27 or 7/28/99

OFCCP Keynote Address/Workshop before the NCNW of Greater New Orleans will highlight equal pay issues-
7127 or 7/28/99 |

DCR hosts, with pos‘sib!e SECRETARIAL participation, the 10th annual National Equal Opportunity Training
Conference, Washington, D.C, Opportunity to outline DOL’s equal pay initiative before the 400 expected
attendees-7/28-7/130/39

DOL participates in the National Partnership for Women's and Families' National Conference

Partnerships

—_— |
* P BAT announces 10 Child Care Employer Apprenticeship Program state grantees. These 18-month awards range
z . from $175,000 to $350,000.

6956 1

:  WB and ETA announce 1993 WANTO grantees
|

* IN CONCERT WITH QUARTERLY REPORTING, PREPARE AND REVIEW STATUS REPORT ON ALL ON-GOING

! I
L ACTIVITIES

36
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IMPLEMENTATION PROCESS

AUGUST

Enforcement

Education

WB parlicipates in the annual meeting of American Women in Radio and Television and delivers an equal pay
message, Chicago, IL-8/18-8/21/99 :

PWBA releases two new PSAs and op-ed piece for Secretary’s signature on women and pensions

DOL unvesils integrated intermet pay icon for pay information and self-audit tips including a new employer self-audit
tool

OCIA will provide equal pay and pension information to interested members of Congress for use in meetings with
business/chambersfadvocacy groups during the August recess

DOL. begins to explore opportunities for Secretary to engage industry leaders/CEQOs on the issue of equal pay.

Possible venues include annual meetings of groups such as BRT, American Business Conference, National Business
Summit Corporate speakers’ series Roundtables (8.g., Sheila Jackson Lee and oil companies in her district)

37



IMPLEMENTATION PROCESS
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AUGUST

Partnerships

DOL participates in the NILG National Meeting, Seattle, WA. This mesting of 400 federal contractors is an

opporiunity to meet with progressive companies, energize the partnership, enwwage non-fraditional employment
and unvell the new employer self-audit tool-8/19-8/21/68

SEPTEMBER

Enforcement

Education

WB, OFCCP and EEQC host two more joint educational workshops/events on pay discrimination
o Atianta, GA (tentative)

- —‘1 o Chicago, IL (tentative)

DOL commemorates ’25th anniversary of the signing of ERISA by emphasizing the benefits gap. OCIA will

arrange similar congressional recognition, PWBA, PL and WB wili amplify the benefits gap message to key
constituencies

1L60 )

SECRETARY includes a message on equal pay in her annual Labor Day Speech. OCIA will provide equat'
pay information to interested members of Congress for similar Labor Day remarks/events/press releases.
- WB, PWBA and PL will amplify the equal pay message to key constituencies.
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IMPLEMENTATION PROCESS

SEPTEMBER

Partnerships

Everywoman’s Money Conferences: Co-sponsored by PWBA and National Association of State Treasurers in a
variety of states to educate women about money matters including the pension gap. WB, OCIA and PL will amplify the

pension gap message to key constituencies:
o Idaho (PWBA and ldaho State Treasurer)
o SECRETARY addresses conference in Vermont (PWBA and Vermont State Treasurer)

IModel for future regional events]
WH regional offices establish partnerships with local women's groups to conduct regional training sessions on the

opportunities for non-traditional career information for women offered through the new One-Stop Centers (foliow-
up to the “Train the Trainer” session hosted by WB and ETA. OCIA and PL assist with constituency outreach’

WB finalizes partnership with women's and civil rights’ organizations to disseminate new educational publications
and materials

WB sponsors Business to Business Mentoring Initiative on Child Care progress event

* IN CONCERT WITH QUARTERLY REPORYING, PREPARE AND RNEW STATUS REPORT ON ALL ON-GOING
ACTIVITIES

39
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IMPLEMENTATION PROCESS

OCTOBER

Enforcement

OFCCP conducts 40 glass ceiling reviews {a 10% increase over last year)

Education

SECRETARY participates in 1989 EVE Awards Ceremony to amphasim best practices in the area of pay.
OCIA will coordinate recognition of winner by appropriate members of Congress-10/21/99

WB publishes “Women's Work Isn't What it Used To Be" which highlights fhe importance of women's incomes to
their families and non-traditional occupations

DCR releases its annual report highlighting DOL as a model employer

Partnerships

i

f OFCCP hosts EVE Awards workshops to amphasize best pzactims& /20189

Everywoman's Money Conference in West Virginia (PWBA and West Virginia State Treasuref} WB, OCIA and
PL will amplify the pension gap message to key constituencies

LSO T
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IMPLEMENTATION PROCESS‘

NOVEMBER
Enforcement

Education
WB, OFCCP and EEQC host two more joint educational workshops/events on pay discrimination
SECRETARY delivers the keynote address at the annual meeting of the National Committee on Pay Equity,

Opportunity for WB to disseminate written materials to women’s leaders, civil rights leaders and union
leaders at the annual meeting.

DECEMBER
Enforcement

Education

SECRETARY participates in the OFCCP-sponsored Women in Construction Summit. Could announce
OFCCP, GSA, DOT and HUD MOU. WB, BAT, OQCIA and PL coordinate with QFCCP to elevate message on
nonraditional jobs for women.

WE publishes a new career guide that helps women understand how {o advocate for themselves in the workplace

DOL begins to explore opportunities and available resources for promoting non-traditional occupations to girls

41



IMPLEMENTATION PROCESS

DECEMBER

OFCCP completes technical assistance manual that includes chapter on pay discrimination

OCIA will provide relevant OFCCP/WB materials to interested members of Congress for them to launch “Women's
New Year Resolution” campaigns in their states/districts to encourage women to use the opportunity of the new

year (and a new millennium) to assess their current situation and determine whether they are receiving equal pay
and benefits. PL wiil coordinate with OCIA to amplify the message.

OFCCP releases new glass ceiling report. (WB and CHECO provide technical assistance.) o
OFCCP activates e-laws that provide guidance on pay issues under Executive Order 11246
T
‘-. . Partnerships
1 .
3 OFCCP announces approval of MOU with GSA, DOT and HUD that finalizes protocols to increase women'’s
. participation in construction

WB finalizes NASA and WREI partnerships: 1) to encourage girls to study math and sciences and enter non-traditional
jobs; and 2) to educate targeted federal agencies about the importance of considering women for scientific positions.
PL provides outreach to other relevant girls’ organizations and OCIA amplifies partnership to Congress.

WB announces a new partnership with NCWO to disseminate its new career guide
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ON-GOING ACTIVITIES
Support OFCCP's access to wage data |
Support of Administration's pay aquity appropriations requests
Emphasis on pay issues in all OFCCP focused reviews
increase pay-related enforcement actions
Announcement of significant pay case developments and resolutions
Highlighting pensicon-related refief in DOL pay case resolutions
Tracking of pay gap research including BLS releases
Support of Congressional efforts regarding Daschle-Delauro and pension reform legistation
Monitor media coverage of equal pay issue and respond appropriately

implementation of the two DOL-EEOC MOUs

Expansion of pensiaz’:u education outreach to women and small employers

43



LLS0 7

THE SECRETARY OF LABOR’S ROLE
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We envision you serving as a catalyst for change on the equal pay
issue by:

Highlighting importani pay discrimination cases-This underscores
and further legitimizes DOL enforcement efforts. “

Enhancing public awareness-You can use effectively your “bully pulpit”
to educate and raise the public's awareness of the equal pay issue and
why it matters; empower the public to change; and explain your initiatives
to address the issue. "

Bu:ldmg strategic partnerships-You can engage new partners and
energize old ones in our efforts.
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THE SECRETARY OF LABOR’S ROLE
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We recommend these events for Secretarial participation as key parts of the Equal Pay Initiative:

. SECRETARY delivers keynote address at 2nd annual "Working Women 500" event sponsored by Wo:icmg

Wormen magazine for the top 500 women-owned businesses. (May)
IMPACT: EDUCATION/ENFORCEMENT

SECRETARY visits a mega-project site to highlight DOL efforts in increasing opportunities for women and
pthers in the non-traditional jobs such as construction. (June or first avaitable month}
IMPACT: PARTNERSHIPS/EDUCATION

SECRETARY delivers the keynote address to AAUW's national meeting and focuses on equal pay. (June)
IMPACT: EDUCATION

SECRETARY addresses Vermont's “Everywoman's Money Conference” co-sponsored by PWBA and National

Association of State Treasurers o educate women about money matters including the pension gap. (September)
IMPACT: PARTNERSHIPS/EDUCATION

SECRETARY participates in 1999 EVE Awards ceremony to emphasize best practices in the area of pay. {Octamr)
IMPACT: EDUCATION/PARTNERSHIPS

SECRETARY defivers the keynote address at the annual meeting of the National Committee on Pay Equity.
(November)

IMPACT: EBBC&’T’EON

SECRE“{ARY participates in the OFCCP-sponsored Women in Construction Summit. (December)
IMPACT: EDUCATION/PARTNERSHIPS
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in addition, listed below are some events which offer the opportunity to include an
equal pay message:

SECRETARY delivers a commencement address with a message on equal pay. (May).
IMPACT: EDUCATION :

SECRETARY announces a partnership with U.S. Chamber of Commerce and SBA to distribute
a jointly developed video that encourages small busingsses (0 establish pension plans for their
employees. (May)

IMPACT: PARTNERSHIPS/EDUCATION

SECRETARY releases with the Certified Financial Planners Board, a new consumer booklet on
basic financial information and highlights considerations for women in light of the benefits gap.
{June) i

IMPACT: PARTNERSHIPS/EDUCATION

SECRETARY addresses the National Association of Negro Business and Professional Women's
Clubs and includes her equal pay m&&sage (July)
IMPACT: EDUCATION

SECRETARY addresses DCR's 10th annual National Equal Opportunity Training Conference which attracts
approximately 400 attendees.
IMPACT: ENFORCEMENT/EDUCATION
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6. SECRETARY inciudes a message on equal _pay in her annual Labor Day Speech, {September)
IMPACT: EDUCATION

V. OCnan ongding basis, the Equal Pay Team will track important pay cases and where appropriate

request Secretarial assistance in highlighting these developments. This will strengthen and
legitimize DOL enforcement efforts.

‘MM.‘»-}
5
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EQUAL PAY TEAM

TEAM MEMBERS

Principal: Bernard E. Anderson
Team Managert: T. Michael Kerr
Team Coordinators: Cheryl Dorsey

. Yvonne Sims
Delores Crockett (WB) Sylvia Gaudette (OCIA)
Harry Holzer (CHECO) Earl Gohl (OCIA)
Shirley J. Wilcher (OFCCP)  Debra Golding (PWBA)
Peggy A. Lewis (OPA) . Sharon Hanley (ExecSec)
Sally Paxton (SOL) Kelly Jenkins-Puliz (WB)
Lisa Osborne Ross (OPL) Elizabeth Toohey (DepSec)
Barbara Bingham (OASP)

Gale Biack (OFCCP)
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OUTCOMES
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THIS SUCCESSFUL INITIATIVE WILL:
« Shape the “'equal pay” debate by showing that the pay (and benefits) gap is real and it matters

o Strengthenland legitimize DOL enforcement efforts

« Empower the public to change
IN MEASURING OUR SUCCESS WE WILL TRACK BOTH SHORT- AND LONG-TERM
OUTCOMES:

Short-term Outcomes for 18
A‘more effective system for selecting conltractors for review.

-2000

(ENFORCEMENT)
o The new mode! investigative and litigation enforcement program is implemented.
' (ENFORCEMENT) .
+ Glass ceifing reviews increase by 10 percent and OFCCP emphasizes pay issues
in all other OFCCP focused reviews. (ENFORCEMENT)
4 49
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Additional resources for compliance and litigation support are provided.
{ENFORCEMENT)

Furding for the Adminigtration’s Equal Pay Iniliative is secured,
{EDUCATION} '

Contractor self-audits increase. (EDUCATION}
QFCCP can monitor such an increase, in part, by tracking the number of *hits” to #1s
employer self-audit website.

The public, especially contractors, has an increazed understanding of the requirements and
benefite of the law. (EDUCATION/PARTNERSHIPS) )
Givern the inherent measurernent problems, determining whether this oufcome has been
achieved will require indirect measurements based largely on an assessment of press
coverage and public statements.

The participation of women in non-traditional jobs increases. {(EDUCATION/PARTNERSHIPS)
in the near term, measurement wili be based on the number of women who participate in
the WANTO grantee programs. Over time, measurement will aiso include the
participation rate of women in construction jobs on “mega-projects.”

The number of partnerships formad to narrow the wage gap, eliminate occupational
segregation and promote pension equity increases. (PARTNERSHIPS)
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Lonag-term tco

« The pay gap between working women and men continues o narrow,
In atterpting to monitor pay discrimination, determining whether infervention efforis to decrease
it are successful will require indirect measurements such as tracking the wage gap

Occupational segregation is reduced and women s employment cpportursztzes are
enhanced.

A higher percentage of working women will be covered by and receive higher benefits from
pension plans.

-
5
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APPENDIX

Supplement to The Challenge : : . R

Background on Equal Pay and Pay Equity Terms

Talking Points:  The Pay Gap Still Exists

~ Chart; How Far to the Top? Average Salary Ranking for Highest Paid Employees by Race
& Gender
Chart: College Educated Women Earn Wages That Are Just 12 to 20 Percent Higher Than

High School Educated White Men

Fact Sheet: Women earn less than men in 97 percent of all jobs for which detailed information
by gender is available

Supplement to Resuits of the Pay Gap

Chart: Wornen Work in Industries with Lower Pension Coverage such as Services
and Retail |

Fact Sheet; Women and Pensions
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Supplement to Contributing Factors
Fact Sheet: Gender Differences in Education and Work Experience -
Resources for Further Information on the Pay Gap

Supplement to the Strategy/Plan of Action

Current OFCCP Efforts and Highlights
OFCCP Definitions

Highlights of some of the OFCCP pay cases
OFCCP Mega-Projects Sites

Current WB Efforts and Highlights

WB Non-traditional Occupations website

Comparison of Fair Pay Legislative Proposals and Current Law
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Backgraund on Egesl Pay aad Pay Eguity Terms

TERM MEANTMG .
f. BQUAL PAY This trrm is mtt oflun wred 10 Srtside gwn 2 women whoe work in the sane b, bat Al also tneiides Bose with slightly dilforsnt Job titkes i tve job destiptions ape cssantially the sazoe, fov
FOR E.QU&L instance janitors and clesncrs whose dutios xre noy substantiilly Silferant. Exceptions to the Equel Pay Azt arc for gy hased on saniority, medt, goatity o gaanticy of svork, of moy cihoy Tactor
WORN: <ther tham sex of the wother, .
Exomgpic: Tue eaginerrr work for the ATME Budlding Compary « hath bove the some feved of education, experience and performunce, bul the mant 3 ported 59,000 per year mare thitn the
webran, She mary Bove o valid kgunl pay el : )
1 RAY This tors is broader tan e Equsl Pay Act, Moa and women d6 hot Ak 1o hold e 1ume b to challengs pay pracices snder Exntutive Order 11246 xnd Title VAL, yot e skil), eifocs,
DHSCRIMIMAHON | rosponsibility and working sonditions of thelr jobs neads to be very simifur in win # cisiz of wage diserimimation,
AVAGE A
DISCRIMINATION § Example: £ womor works ar ¢ Freman Resources Manoges i1 e hospio! that holds ¢ federal contract, ond hee male cotfrogue it & Finonce Moneper, both bove matchiag levely of
edhcotion, experience, perfsr and e the some sive budper and srglf and both report o the TEC of the hosgpital, but the iy poid $7.000 lexs per yeor, Afera (XN Glan
Letlinparporse Management Revew, she ix awarded back poy and solucy adpiuxtment to maich iz pay.
3. FOUAL This broad phrase i sootad i Title WH of the Civil Rights Act and means ot croployors may st discriminats on fha basis wf eX, PR, colar, raiigion, national m;m, o gisanility in
EMPLOYMENT empltnrment, Protection it o zrod in the sross of Wring, troinieg, teveofiz, job mobility snd provution, iebading "glese-coiling” caset, and rowsponoation. Exocutive Oedey 11245 peobibits
OPPORTIRNITY e ployment divprimination by federst contractons 24 promelns nqual employmest opportonity by fedena? contneciory, Eeoasmic malysis of the pay gp shows that it iy caused by 2 munuber of

factors that are prokdbited by Tille V1L, inclading bias in irleg by the wont preatigiont finms, denist of promtinas for woesen, denis) of irsining xd spmoaticestep pmgrams S neniradiieaal

ouepstions, stermotyping of women and Fionsing thes fasg lowsr paving positions, s biss is compenatios progrems, witich results in lawer pay 10d benefits G women, oven whon e
sexmms A0 be 50 raticoal rezson for the pey differsncn.

Exemple: 4 femole povernment relotlont specialitt apped for anid wog denitd & promation keading the povernmens relfotions departoent, A min with fegs experionce wigg hived She yued
ond hay o care panding bafive the Suprese Vourt.

4, COMPARABLE
WHHTH:

“Fhifs teros refors to & ethodalogy foe ruising e wages of maditood women't nocapations theowigh & joh evalsation progran that comperer completely differens ootupations within & singie
conployer's worforoe, Jobs wee identified sz either “trsditional woaa's Jobs™ {ganerally 70% or meinre of the workery sre wousn} of “men’s jobs™ womes make wp 255 ve Tews of
wil incmmbental, Then the wiomen's jobs and men's folis are seoced o vrioas Sevels of skiff, nffort, responsibility end working cooditions. Jobs thar soore U same sumber of points &ee
ssumnd by be of “comparebls worth™ tven if g job titles e content zvx different, Twentyfour tals gevornments hove done sone type of joh cvalison study of fheir own workforcs snd
searly o buive Tonod that the traditiens] women's joby paid tignificantly lest than e men’s jobis that were of “sompanedle worth™  “Uoenparwble worth™ is often uted intrrchangealily with
ey sty widie many LIN, dovumenty and other netions {e.g., Groat Britain) vse the ioom Voqual pry for work of equal vahue”  Tn Senator Harkin's and Conpresswarmin Morton's bills
futtrodnend i the 105™ Congress), the “comparabis worth™ soseept is Sefined ug “equal pay for work @ egmibvalend jobs " Dpponents of the coneept wse the toma dunansgingly and dismiys the:
concegh &1 wvworkeble xad unpesessary.  Advacates wso the o a5 & potitive roowsdy for solving e wege gap, particalardy Juw pay for women whe wre segregetod i tradiBons) wooen'y
OLLEDREON,

Example: The Slote uf Minegute did o comporabie worth study of itt ewn workforce and fovnd that womes employed i troditioned wemen 's fods were potd s average 30 percent irzs
thar ten who worked in froditionel mes's fobs. For iepteney, moly deftvery s drivers were faund 1o be comparable In kit to fempde clerk typists, byt the men werr patd 13,200 wiere
pez year, The union negaticied puy fncreies for the women's jobs which brought oo oarage pay Increase of 700 per month #z the womern.
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TALKING POINTS: THE PAY GAP STILL EXISTS

Despite some progeess in recent years, women in the United States workforce continue to
earn Jess than men - in fact, women eamn about 75 cents for ¢ach dollar eamed by men,

. According to a recent review by the Council of Economic Advisers, part of this “gender
gap” in earnings can be explained by the lower experience of women workers, because of their
childbearing and faruly responsibilities; and part can be explained by the different kinds of jobs in
which men and women work. But even after adjusting for these differences, women still earn less
than men. The research strongiy suggests that discrimination against women in the labor market

pErsists.

This notion bas baen disputed by some. For instance, a recent study published by the
American Enterprise Institute implied that discrimination agaiast women had become a thing of
the past, because very young women with no children had essentially achieved parity with their
male counterparts. '

That would be fine if women never aged and never had children, But thcy do - and when
they do, their labor market status generally worsens. For instance:

» The gap in pay between older men and women is greater than it is among the young. For
instance, women aged 16-24 eam 91% as much as their males counterparis; those aged
25-54 earn 75% as much; and those aged 55 and older eamn just 69%. Gaps in labor
market experience do not fully account for the widening of the gap as women age.

= Mothers earm lower wages than women without children and substantially less than
fathers, But, here again, much of this gap remains even afler adjusting for differences in
workforce experience between the different groups.

. By age 30, women have fust 8 fewer monihs of work experience on average than men,
and yet they earn roughly 20% less thon men,

All of these data suggest that the lower wages of women are nof fully explained by their
own ocoupational and motherhood choices, and that discrimination persists. We must therefore
strengthen our policies 1o reduce discrimination in the workforce - through strict enforcement of
our Equal Opportunity laws, and through education and sutreach efforts. Policies that help
mothers in the workforce, such as financial support for childcare and extended Family and
Medical Leave, are also i important.
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College Educated Women Earn Wages
That Are Just 12 to 20 Percent Higher
Than High School Educated White Men

Median weekly sarnings in dollars
1000

Awve. Weoaldy
Wano-5534 800

''''' : z _ s
HE GRAD, NO COLLEGE BACHELOR'S DEGREE |

W HisPanic womEN BR wirITE wOMEN [l BLACK MEN
— N (] BLACK wonen ] HISPANIC MEN  [iF] WHITE MEN
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Source: DOL, Bureaow of Labor Statistics, 1998 Annual Averages, Median Weekly Eamings for Workers Who Usually Work Full-Time.
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Women earn less than men in 97 percent of all jobs for which detailed information by gender is available,
In 1998, women earned 76 4 percent of men’s weekly pay.

The wage gap ranged by ocmpatmn but women earned less than men in 57 percent ol i jobs for which detaited information by gender
was gvailable.

There were 115 occupations, out of a total of 171, where the pay gap between women'’s and men’s z:armngs ranged from the average
24 percent gap to a § percent pay gap. .

There were 47 occupations, out of a total of 171, where the pay gap betwesn women’s and men's earnings was greater than the
average 24 percent pay gap.

There were only 9 out of 171 different ocoupations where women earned 93 percent or more of men’s pay. They were:

Occupation Women's Earnings as a Percent of Men's
Legal Assistant 103.6%

Miscellaneous Food Preparation 102.3%

Therapists 99.4%

Records ?mcessmg {except financial) £9.3%

Waiters and waitresses assistants 08.9%

Order clerks 98.9%

¥reight stock and materiat handless 97.2%

Stock handlers and baggers 95.7%

Counselorsfeducational and vocational 95.0%

" Source: DOL, Bureau of Labor Statistics, Table 5. Median weekly earnings of wage and salary workers who usually work full time by

detailed {3-digit census code) occupation and sex, 1998 annual averages.
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WOMEN WORK IN INDUSTRIES WITH
LOWER PENSION COVERAGE SUCH AS
SERVICES AND RETAIL

Highest Covered

Lowest Covered Industries
Industries

- Services
- Mining - Retail
- Durable Manufacturing - - Construction
- Communication

1Female mMale
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Women and Pensions

U.S. Depariment of Labor
October 1998

Wages are direcily correlated to pension coverage. As a resull, American wonren, who
traditionally earn lower wages, are less likely 10 be covered by an employment-buased pension
plan. When they are cavered, women historically have received lower pension benefits. Since
women fend 1o live longer they will require more income during thelr retired years than men.
Consequently, while all workers need o save more for retirement, women should pay particlar
allention lo retirement savings.

" Pension coverage of women continue to be less than that of men.

+ Forty-six percent of male and 39 percent of female privaza wage and salary
workers are covered by a pension plan. .

¢ FiRy-five percent of male and 32 percent of female retirees age 55 and over

" received pension benefits in 1994,

4 In 1993, the median pension benefit rcz:ewed by new female retirges was half that
of men. .

+ Thirty-one percent cf‘ male and 24 percent of female p&nsmn benefit recipients

have ever received a cost of living adjustment.

L These dz{fermces in pensmn coverage and benefits are relaied to d a!’l‘ermg .
employment th’iractcrzsncs‘

4 In 1991, the job 1enare for workers age 55 10 64 was 15.5 years for males and 10.4

years for ferales.
+ Twenty-five million women work in the service and retail trade, where pension

participation rates are the lowest among major industries,

+ Women are nearly 3 times more likely to be part time workers than men.

+ Women working full-time, full-ysar earmed 72 percent as much as men in 1994,

4 Workers covered by union agrecments are nearly twice as likely to have a peasion;
however, women are half as likely as men to be in these jobs.

+ Some 12 million women work for small firms that do not offer pensions.

¢+ Twenty-four million wemen work at jobs they have held less than five years;

pension participation rates for warkers with tenure of less than five years are 33
percent, while for workers with five or more years; rates exceed 50 percent.

¢ Forty million women work in the private work force. About sixty percent of
working women do not participate in their employer’s pension plan,




&

+ Women's average life expectancy at age 63 15 19 years, versus 15 yvears for men,

+ It 1992, 16 percent of elderly women had incomes below the poverty level
compared to 8 percent of elderly men.

" ‘Women manage their pension accounts dilferently than men.

¢ Eighty-one percent.of women and 78 percent of men who received lump sum
disiributions did not roll over all the money into an IRA or another retirement plan,

+ In 1993, 70 percent of male and 62 percent of female wage and salary workers
participated in 401 (k) plans when offered one.

¢ In the 401{k}-type plan for federal workers, women invest more conservatively.
Forty-five percent of men invest in the common stock fund, in comparison to ondy
28 percent of women.

4 Twenty-two million wornen work who are 35 years of age or older. For these
women, pension participation rates fall 10 percentage points bekind the rates of
comparable men. In contrast, younger women and men participate in pension at
approximately the same rate. '

4 Women change jobs every 5.8 yaars, as compared to 7.6 years for men.

- There are some encsuraging trends.

+ The coverage rate for full-time female workers is 48 percent, compared to 51
percent for males, The difference was far greater in 1972, when 38 pereent of
females and 54 percent of males were covered,

+ Many women are covered through their spouse. The pension coverage rate for
married households was 73 percent in 1993, far higher than that for individuals,

+ Pension coverage among younger workers is slightly higher for women. Among
full-time, private wage and salary workers younger than age 33, 40 percent of
wornen and 39 percent of men are covered,

+ In firms with fewer than 25 workers, 20 percent {}f women working f‘t}iiwézme, foll-
vear and 17 percent of men are covered.

4 Wormnen less than 25 years old have higher participation rates than men, and

Wonten may have a greater need for pension benefits than mes,

women who work full-time, full-year and eamn at the lower end of the distribution
of annual earnings have substantially higher pension participation rates.

Source: 1993 and 1994 Current Paph!ation Survey Data
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GENDER DIFFERENCES IN EDUCATION AND WORK EXPERIENCE

. Men and women have vznua!iy the same total years of educational aitammezzt though men are a bit more likely to have graduate
degrees (about 8.3% vs. 7.0%), )
. The gap in years of full-time work experience is a bit over 4 years. Since each year is worth réughly 2% in real earnings, the

experience gap accounts for about eight percentage points of the wage gap, or roughly one-third of the total,
¥

. By age 30, women have just 8 fewer momths of work experience on average than men, and yet they eam roughly 20% less than
men.
* Women who attend colicge are much less likely than men to major in engineening or computer sciences (15% vs. 2%) or in

math/physical sciences (7% vs. 3%). They are much more likely to major in education or nursing (43% vs. 12%).

. The differences in majors can account for roughly one-fourth to one-half of the gender gap among college graduates, but
differences in course work explain none of the gender gap among non-college graduates (who make up about three-fourths of
all workers). Thus, differences in educational curricufa account for a small part of the total pay gap.

[ —
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“Equal Pay” & Equal Employment Opportunity I .

Narrowing the Wage and Opportunity Gap for Al Workers

The DOL Employment Standards Administration (ESA) Office of Federal Contract
Compliance Programs {(OFCCP) enforces Executive Order 11246 and other laws and
regulations, which promote equal pay and equal employment opportunity in federal
contractors’ work places. In accordance with the laws and contract terms, federal
contractors must not discriminate. They also must take affirmative action (goad faith,
pro-active efforts) 1o ensure that all individuals have employment opportunities,
including women and minorities, individuals with disabilities, and certain veterans.
OFCCP laws prevent pay discrimination because the laws and the federal contract
require contractors to conduct a self-audit.

« Collected $35 million for victims of employment dlsz:rzmzzzatwn mc%ndmg at Jeast .

During Fiscal Year 1998, the Department of Labor:

+ Reached agreements with 14 major cerporatians pver pay discrimination issues.
DOL obtained more than $5.2 million in salary 3é}ustments for 700 women and

minority workers.

33 million for victims of pay discrimination.
» Monitored 38 mega-projects {Jarge constyuction projects that provide mn—mdrtwnai
" employment opportunities for women and minorities).

On January 6, 1999, DOL announced a §3.1 miiiiqn glass ceiling settlement with a -
major contractor to resalve pay disparity issues,

To close the pay and opportunity gap, the Department;

+«  Conducts glass ceiling (corporate-wide federal contractor) reviews;

» Conducts other compliance evaluations to monifor contractor pay practices;

» Monitors 35 construction mega-projects. Mega-projects are multi-million dollar
construction projects. These efforts enhance employment opportunities for women
in Non-Traditional Jobs; | -

« Comducts 1,200 construction reviews;

Highlights best practices (through the annual EEQ awards);

+ Provides technical assistance to employers and conducts Town Hails, seminars and
other events to educate workers and employers; and

»  Works in partpership with employers and other agencies to foster equal employznent

opportunity work sites. .
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DEFINITIONS

Glass Ceiling
Review

‘artificial bargiers 10 the advancement of qualified women dnd

A “glass veiling reviéw” is g corporate-wide DOL, review of a
federal contractor’s EEQ policies and practices, This nationwide |
review specifically focuses on the identification and removal of

minorities into mid and upper level management positions,
including an cxamination of the sources (or feeder pools) for
recruitment. DOL conducted 36 glass ceiling reviews in FY 1998,

Compliance
Evaluation

1 contractor’s EEO practices at the establishment {or facility) level.

A “compliance gvaluation” is a DOL review of a federal

OFCCP conducts approximately 3,700 reviews of supply and
service contractors and 1,200 reviews of construction contractors
annually. In addition, OFCCP yocently began conducting
compliance checks, which are simpler, abbreviated reviews.

Méga—Project

A “mega-project” is any multi-million dollar consiruction project
that is federally funded or assisted, lasts 2 years+ and i5
expected to have a major economic or employment impact on the
commugity. DOL’s experience has been that the participation
rate for women and minorities increases dramatically when a
partnership between government, unions, contractors amnd
cammunity groups is formed at the start of a mega-project.
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Highlights of some of the OFCCP pay cases:

Texaco, New York, NY will pay $3.1 millien to 186 women who worked at corporate
offices across the country. As a resull of a glass celling review, the OFCCP found that
women in profassional and execulive positions were consistently paid less than their
male counterparts In similar positions. This seltlement includes $2.2 million in back pay
and interest, $816,000 in raises already given and ancther $84,000 in salary increases.
{Jan B, 199%) :

CoreStates Financial Institution, Philadelphia, PA entered into an agreement with
OFCCP to pay $1.5 million dollars to women and minorities 1o address past practices of
pay discrimination. The agreement ¢alls for $1,150,434 in back pay, and $334,115 in
salary adjustments to be awarded 10 76 women and 68 minorities, OFCCP concluded
that CoreStates did not apply ils compensation policies and procedures uniformly, thus,

leading to a pattern of discriminatory treatment. (April 17, 1958}

Allison Engine Company, Indianapotlis, IN agreed 1o pay $499,999 in back pay and
salary increases o 54 female professionals and managers who were believed to be
victims of pay inequities at ils corporate In headquarters in Indianapolis. (March 18,
1988}

R.R. Donneliey & Sons, Chicago, Il witl pay $425,000 {0 resolve wage disparities
within its professionat and management siafl. As a result of a corporate management
review, OFCCP found inconsistencies in wages amang men and women. The company
agreed to pay $252,832 in back pay and satary adjusiments 1o the 28 wemen and
minorities, as well a$ analyze its compensation systems in 1888 and 18€8, at 2 cost of
$57.418, {Sept, 30, 1998}

U.8. Airways Corporation, Arlington, VA agreed to pay nearly $400,000 to 30 women
in management and professional positions. The agreement follows a glass ceiling
review that revealed pay discrepancy between men and women in exscutive level
positions. The OFCCP specifies that U.8. Airways will pay $306,088 in back gay to 30
women and an additional $83,284 ity base salary adjustmerts to 26 of the women,
(December 2, 1008;

Net, Bethesda, MD agresd to pay $400,00 in back wages to resolve allegations of
equal pay against women, of whom 27 are mingrities. QFCCP found that the women
were paid less than their male counterparts within the same grade levels despite the fact
that there was no difference in-qualifications or seniority. (January 21, 1588}

Fairfax Hospital, Fairfax, VA agreed to pay $425,588 in back pay to 52 women
empioyed in the top six grades of the hospital's personnel structure, In addition, 44 of
the women who are still employed by Fairfax received $178,357 in salary increasss.
{1993) ’

Ll



http:profession.al

c09a 1

MEGA PROJECTS SITES

: ‘ FEMALE a
OFCCP re_z{.:mnmands t.hese: mega projects FEMALE UTIIZA. DOLLAR  START  STATUS
for a possible Secretarial visit to highlight REGION  PROJECT GOAL TION  AMOUNT  DATE  (COMPLETION)

DOL’s Equal Pay efforts, especially with
regard to the non-traditional employment
of women, Historically, women represent less iR
than 3% of the workforce in the construction

P {‘t X P Memiphis inll Apl.
parzzmpgimn_ rate for women increases Memphis, TN
substantially. S

Tomlinson Bridge

{ suisville Int'h Apt.

Ogkland, CA 69% | 65% !$400MIL. | Jan-94 97%
LA Metro Rail Seg :
Los Angeles, CA 6.8% 70%  $Z B Jun-84 38.60%
Pirtion Pines Power .

"{Oaktand, CA 6.9% | 13.0% 3270 MIL.| Sep-92 99%

The Department’s Office of Federal Contract Compliance Programs (OFCCP) wilf continue to monitor and highlight
npproximately 35 mega projects nationwide, Mega projects are defined as muiti-million dollar federally funded or federally
assisted construction projecis, that have a significant economic impact on the community, last for twe or more years, and provide
significant employment opportunities throughout the duration of the projects. These mega projects bring together government,
union, community groups and federal contractors fo bring wonten and minorities inte non-traditionai jobs. OFCCP's mega
projects were recognized as one of the President’s “promising practives” for Building One America.
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. governments; members of the private sector community; women's organizations and commmnity groups.

Current Education Efforts by the Women’s Bureau

Ieveloped new Internet tools ta help employers and women narrow the gender wage gap. The “Equal Pay Self Audit for
Empioyers,” guides employers on voluntary steps to ensure that they provide equal pay. The “Equal Pay Checklist for Working
Women” gives women a useful framework for furthering their opportunities and improving their carning power. Both were announced
by Vice President Gore at a White House Equal Pay Day event in April 1998. The Buresu also coordinated the release of ather DOL
resources for Equal Pay Day, drafted the Presidential Equal Pay Day Proclamation and helped organize the White House event. In
addition, the Bureau's regional staff held five public education events across the country to commermorate Equel Pay Day, 1998,

Raised public awareness of unequal pay for women by preparing and publishing “Equal Pay: A Thirty-Five Year Perspective,” This
report, which was released by President Clinton at a White House event in June 1998, provides a historical analysis of the economic
trends affecting women workers from the years leading up to Equal Pay Act passage through the present.

Established the Fair Pay Clearinghouse in 1996, which provides inforination about state and local pay equity efforts; women’s eamings

by occupation; resources for national, state and local organizations and two informational publications, “Worth More than We Earn:
Fair Pay for Working Women,” and “What Weorks: Fair Pay for Working Women.”

Promoted nontraditional employment for women through the Women in Apprenticeship and Nontraditional Occupations (WANTO)
grant program. WANTO ~ which is co-administered by the Women's Bureau and the Bureau of Apprenticeship and Training — funds
annual technical assistance grants to community-based organizations that help employers and labor unions increase the participation of
worren in apprenticeship and nontraditional ocoupations. To date, 19 community-based organizations have conducted 24 WANTO
projects. That number includes 8 new grantees for FY 1998. More than 2,500 employers and labor unions have received direct

technical assistance, while many more women have moved into apprenticeship and other sontraditional employment becsuse of
WANTO activities,

Supportexd the fourth and final year of Nontraditional Employment for Women {(NEW) gi-ants authorized under the Job Training
Partnership Act (JTPA). This funding has helped train and place more than 2,660 women over the 4 years of the program.

In 1998, the Women’s Bureau’s educational efforts to promote better pay and benefits, economic security for women workers and their
families, and a greater belance between work and family resulted in sponsorship of 179 conferences and workshops which reached |
53,469 customers, Women’s Bureau staff also participated in 1,204 special meetings with representatives of Federal, State and local -
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Current Partnership Efforts of the Women’s Bureau

The Women's Bureau has used parinerships as a way to engage other government agencies, nonprofit organizations, edusational
institutions and cmployers in efforts 10 promote nontraditional careers for women.  Nine formalized partnerships were utilized i 1998
to further our educational outreach efforts on the following projects:

* Established a Memorandum of Agreement with the General Services Administration (GSA) to increase opportunities for
women workers and contractors on GSA construction projects in Region V (Illinois, Indiana, Michigan, Minnesota, Ohio and
Wisconsin). Through this agreement, the Women's Buresu has monitored the warkforce participation of women on the
Cleveland, Ohio and Hammond, Indiana courthouse projects. The Bureau and GSA have also cooperated on 2 Business
Procurement Qutreach Conference and a roundtable discussion about the Cleveland, Ohio courthouse project. The conference
drew 120 participants, mainly women. The roundtable discussion resulted in a GSA partnership with the Hard Hatted Women
of Cleveland to promote the participation of women and minorities.

. Informed & group of 350 eleventh grade gicls (from 5 high schools and 3 continuation schools in San Bemadino County,
California) about nontraditional employment opportunities for women. Followed up on this Regional Occupationsl Program
event by providing each school with a computer program on women i nontraditional jobs.

¢ Provided job opportunities by co-sponsoring “Opportunity Day 98 - Career Fair and Job Information” at Wes Watkins
Area Vo-Tech in Wetumka, Oklahoma. Approximately 30 area companies presented information ot jobs and careers to 355 job
seekers (ranging from students to senior citizens). One hundred of the attendees submitted job applications, 19 received
interviews and 3 found positions. '

. Provided significant technical assistance in the development of & new organization called the Rhode Island Women in
Nontraditional Careers (REWIN). The Bureau then assisted RIWIN and the Rhode Island Institute for Labor Studies and
Research in producing a 42-page resource guide entitled “Nontriditional Careers for Women: A Resource Guide for
Rlode Isiand Women and Career Counselors.” The guide has been distributed to public schools and colieges as well asto
the Rhode Island State Department of Labor. It was distributed at the May 1998 “Career Awareness Fair for Women” in
Providence, which the Women’s Bureau co-sponsored.

wd
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Provided employmeént information through the “Steps for Success - College and Csreer Conference,” which the Bureau co-
sponsored with the Hispanic Women's Network and Mountain View College. This May 1998 conference offered workshops and
information on nontraditional careers, resume writing, public speaking, ﬁnarzczal aidd and scholarship opportunities, single parent issues,
-child support and custody legal issues, child care and other topics.

* Called together government, labor and private sector leaders to develop & new service organization for women in . R
nontraditional occupations, This initiative — on which the Burean is pantnering with the Long Island Women’s Council for
Equal Education, Training and Employment and with Non-Traditional Employment for Women (NEW) — should improve
nontraditional outreach, training, placement and support services for the women of Nassau and Suffolk Counties, New York.

. Assisted the YWCA of Greater Memphis in conducting 2i1é first ever regional tradeswomen's conference. The “Industry and
Tradeswomen: Bailding Our Future Together” conference drew 130 participants from every state in Region IV except -
Mississippi (Alabama, Florida, Georgia, Kentucky, North Carolina, South Carolina and Tennessee),

. Promoted continued recruitment of and support for tradeswomen through the TEA-21 Aet, formerly know s the Intermodal - —
Surface Transportation Efficiency Act (ISTEA). The Women’s Bureau, which hag a long history of involvement with ISTEA,
participated on the Labor Department’s Reauthorization Task Force to secure employee protections in the transportation
industry, The Task Force worked hard {0 ensure that States would continue to have the optionto use Y of 1 percent of

. highway and bridge funding for outreach and suppmtm services to help women and minorities enter and remain in the
transpﬂrtahm industry. \

. Joined with the Oregon Tradeswomen's Network and Oregon Construction Workforce Alliance to improve opportunities
for women in the construction trades. This partnership succeeded in bring togeiher more than 20 stakeholders and 58
participating organizations involved in construction trades in the greater Portland area. Twenty key urganizazions signed a
Memorandum of Agreement to increase and improve acoess, recruitroent, training, graduation and retention of women and
minorities in construction trade careers through State-approved apprenticeship programs.
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oy Zé} U S Corporations lose 33 billion a year because of ¢hild care issues,

: Many businesses recognize this and support child care, However, many

more employers have not offercd child care assistance in part because they

lack good information on how to effectively establish such programs. The

Department of Labor's Business-to-Business Mentoring Initiative on Child

Care is a program which demonstrates the value of employers investing in

family-friendly policies for their workers and the benefits i brings to their .

business' boeftom line,

IL is a priority of the Women's Bureau to encourage women to consider

opportunities in high-wage, high-opportunity jobs, many of which are in

traditionally "male” ficlds. Every month — starting now — we will be using

this space to highlight 2 promising sontraditional gecupation for women, i
We wiil provide information from the 1398-99 Occupational Outlook

Handbook on the nature of the work, working conditions, training )

requirements, earnings and job outlook and interview a woman currently

working in the field. Check out this month's feature on opportunities in .
toick driving and our interview with veteran driver Dottie Bryant, '

Ve
Naticnal Women

Veterans Art Design
Search

A sian American and Pacific Islanders comprise a growing portion of the

population in the United States. In “Fagts About Asian American and

Pacific [slander Women * we take 2 brief look at the economi¢ status of

these women, Data on their population, labor force participation,

eccupations, income and earnings, educational attainment, and marital : .

w
or

status are presented,,

1
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submit your comments Concerning:

{1) the type(s) of information you received from the Women's Bureau; -
(2} the quality of the information recelved-very good, good, satisfactory,
poot, OF VEIy poot;

(3) the value and usefulness of the information received; and

{4) whether the materials were used for a meeting, conference, workshop, .

Last Updated: company use, or private use, to Trinice Clayborne, Management Analyst,
Aprii 05, 1999 Women’s Bureau. '

DISCLAIMER --

Send comments to: Webmaster@dol gov Please restrict comments (o
technical issues, Comments relating to policy, content or style will not be
acted on by the Webmaster,
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DOTTIE BRYANT TRUCK DRIVER .o - -

DOTTIE BRYANT - TRUCK DRIVER

Dettie Bryant, a truck driver for Safeway Grocery Stores, has been driving professionally for the last
29 years. She did niot start out in the field. Her first job out of high school was as a clerk/rypist for a
life insurance company. Dottie says she didn't mind the work, and it paid ok for a woman's job.” But
when she moved to Calvert County, Maryland and her family grew, Dottie began looking for a job
that would supplement her income while allowing her to be 4 full-timae mom. She found 2 position

driving a school bus, and kept it for nine years.

The contractor for whom Dottie worked also owred trucks, When a fiend of the family offered to
share his truck driving skills with her, she jumped at the opportunity, "and I have flat-out loved i from
that day.” Dottie likes the freedom truck driving allows her and the satisfaction and pride the job
brings. "If I'm not out hauling groceries, people aren't getting groceries to buy. The nation stops
without the fruck drivers.” Often, Safeway lets its warkers participate in career days at schools. "One
student asked me — if you could pick any job you wanted, what would you do? Well T told that child

I'd do what I'm doing. It's 2 pretty neat job.”

Dottie appreciates the camaraderie among truck drivers, She also appreciates the pay. "1 got a great

pay raise when I went from buses to trucks and an even bigger ong when [ joined the union.” Some

people might complain about the distance and the hours. But not Dottie, "When you go into this work

you know what you're in for. And hey, it's probably the only job out there where you can have

breakfast in Maryland, lunch in South Carclina and dinner somewhere else” .

Dottie passed her love for driving on o her daughter Kim, who completed a community college
course in professional truck driving and -- just five weeks later -- landed 3 job in the field. "Now she's
driving for Safeway too and she loves it.” Dottie sees herself on the road for a fong time, When 1

retire, 'l climb down off a truck”
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COMPARISON OF FAIR PAY LEGISLATIVE PROPOSALS AND CURRENT LAW

ISSUE C{}RI{ENT LAW: EQUAL I!Al:{'i{il\’ AS PROPOSED IN | LEADERSINIP AR CURRENT LAW: TITLE CURRENT LAW: E.O.
PAY AC 185™ CONGRESS PROFOSED IN 186™ Vi 11244
CONGRESS
{Paschio/Melagro BHYH
COVERAGE Requires cqual pay for men and | Amends EPA 1o require 30es not address the coverage | Prohibits employment Prohibits Federal contrgetors
women in an establishment for | empleyers to pay workers in issne discrimination based an sex, from employnwent discriming.
jobs that require equal skill, gccupsinns dominnied by o raez, national origin, color, tion bazed on sex, rage, national
effort and responsibitity. protecied class the some as religion. In response to charges | origin, olor, religion.
workers who hove “equivalent - filed by or on behalf of
iohs™ that is dominated by wdividuals
employees of the “opposite™ |
grodp, Fquivolent is defined as i
jobs that may be digsinmitar bt
reguirenents for the job are
eqquivident in eams of sk,
effort and responsibility,
DEFENSES EPA provides four defenses The defenses permitied ate Marrows the EPA’s “for nny Al dolensey camrind over from | None specified.
including o defense sometimes  § Havtod {0 3 of the 4 defonses ather faceer other tan sex™ LA,
referred to os “for any other sted in EIA, defense by referring o faciors
factor other then sex,™ such as education, tratning or
EXPECHET,
REMEDIES Dack pay and Bouidated Contimwes the exisling scheme | Provides for full punitive and Punitive and compensatory Buck wages, fromt pay, pension
demapes, and adds expert fees o5 o part of { compensatory dantoges in domanes limited 10 3300.000, adjustments.
plaintiff cos in class action addition 1o Hguidated dumages. .
gases.
r
=
-
o
e

B

76



http:CURrtE.NT

®

IHsHK CURRENT LAW AN LEADERSIEP TITLE ¥il EO. 1246
RECORD EEOC atilizes existing Fair Perits 1he BEOC 1o establish | Requires BEOC o completc s | £B0-17 AA plans; perssnnet BEO-4; AA nlany; personnal
KEEPING FLabor Sandards Act recond keening mid reponing survey of curmrently seatiabic ani} wehat relevant records sre 1 2ad other refevant records are
provisions, requirements for wope data, I | dots. BEOC mest olse colles raaintained anid svoilshle for 2 | nuintained end svaitable for 2
addition, REOL would have the ¢ fin the most efficiont manacr) | years. years. )
right tor inspoct the records of | creployens’ pay mformsfion and
cmplayers. issue 3 ropudstion, within 18
monihs, o colles poy data by
rate, 505 nng nalinnal origia,
NEIN- Peeshibits crmployers lrom Praklibit setafimtion apainst sny | Mo Specific Provigion.
RETALIATION panighing employces for who fifes 3 charge or :
PROVISION - shuring satary information with | participates in a charge
comwarkors, inchsding comployess or .
appdicants,
TECHNICAL HOPROVISION Autharizey the Seeretiry EEOU provides Technienl GFCCY provides Trchnical
ASSISTAMCE issug valunlary guidelings sn Asstsianer 10 businesscs, Assigance o tontraciors wnd
that cmplayers can eviduat jah CHCOVISEE CORIFACIOTS b0 1ake
i extcgorios wing abjeciive | pro-active sieps 1o prevent
R diserirmination.
RESEARCH AND | NO PROVISION Authorizes roseargh angd Provvites For ierndsed waining | EEOU has educsiional evonts.  { OFCCE has educational eventy
EDUCATION edueniion aclivitics on pay of BEGC cmployent regarding § and thy EVE recognition
- issuc, The Becretary is to repant | wage discrimination claims, | progran.
tor Longress an the rescarch on pay discrimination,
poglomentaion of the now and the establishement nf an
compatpble worth pravisiens aword to recognize employers
who cfimingle pay disparitics.
LEAD EEOC EECC Lo BEOC QFCCP .
ENFORCEMENT
AGENCY
e S
L
o ' -
o
-
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