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Today's debate: Women in sports

hletes are shortchange

Female at

wynEpmows |n soccer and vol-
LN (evball, women's
worth, talent are undervalued.

Few muy have notived, but the sex-equity
news from Avseniia, which will bost the Some
mer Oympics hwm;l;smm has been none

continde to insfe tat uskke the mem, who

wesr baggy shorts, the womes pwust wear ¢l

thqahikiniaumw wit, A

mmﬁrmmW' “i}
not give sn imuge

© o athletic sport whost chsrleyigtics sre

piver and spesd.”™ But what about the men?

“We are ialking bere,” ssid the spokestran,

“shout high-level competition hwolving, most
of the time, profeasionsl plaem who uoe
derstend that the image of the cport is cructal
for its development and durahilisy”
. ¢ reeeived The image of & man
jeaping across the saad in a pair of bricls just
i’ the same, devel -wise, &s that of &
legey fermale in # bk dolng the same. The
frroage just it as, . . durable,

On the socoer Held, mesnwhile, the US.
women's fezm last week won the Austrlin
Lup, a rus-up toursarnent to the Olympdcs, de
spiz the shsence of wp plyes flom st
year's thampion World Cup team, wiio are sit-
Gng out Austalia in » contract dispune,

The players sought 1 moathly stipend equal *

t $60,000 » year, phus $2,000 per player pex
game. US, Soccer, the nsbional governing
body, offered instead the 1995 salary: a stipend

to 837,800 # year.
*qu;;m drow aﬁcnﬁﬁat:: the sport’s blatarit in-
squities, Membirs of the men's 1958 World
Cup team, for example, received $20,000 each
for making the team and would have recened
almost $400,000 more for winning. Menibers
of the women's 1999 Warld Qup team we-
corved $2,500 for making the out end $12,300
for winning,

Officials 8t 1S, Soceer say this is becsnss
FIFA, the sport’s international governing body,
firunced the men's bonuses and offered noth-
ing for the women But that doesn't saplain
ofhwr slights, The coach of the Josing 1998
mn's izam earved o reported $235,000. The
women's coack enrned $99,600,

There are fair reasons for some dispazitics,
Fernale backethall players sre yndervpined, g
oy tan’t sxpect squal eamings with men une
i dheir Jeague generaies aqual revenues.

Thist's not socees, though The US. women
bave done miore t promote. the game in 10
years than the mem have done w20, This
makes equity cnucial, (nherwise, the message
sent o mdllions of children is that to matter |
how good you are, your gender decides your
valor, US, Soceer ha an obfigation to battle
Heat, regardioss of venue or ip.

Bo doea the Iernationsi Qlympie Commit-
tee. The Glympics is the world's premscr
showease for fesnale athietss, and thus he p
sty showease for equaldity.

Yt the JOC continues 1o tolemate goveinin
badies that exploil women by geadag werld-
class volleyballen like beach babes and wo
champion socesr playery Like minor jea
Even Down Lpder, that's lowxlows
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“Unfit to stand tnal”
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he frail general is torture, and deaths of
T set to go home, thousands of Chilean

On orders of the and foreign residents.
British Home Office, But justice may not
a medical team exam- be pursued vigorous-
ined former Chilean ly there. One reason?
dictator Augusto Pino- Pinochet still has

- chet and found him many supporters in

“unfit to stand trizl” Chile, They praise
last week. Britain's the economic reforms
decision appears to and end to political
end the long struggle turmoil that his
to try the aging leader harsh rule brought.
for human-rights Another is that the
crimes committed constitution Pinochet
during hls 17-year designed limits his
rule that ended a opponents’ sway in
decade ago. Britain the courts and the
arrested the 84-year- legislature, The in-
old Pinochet at the re- conclusive ending to
quest of a Spanish o . the battle to try the
prosecutor in October ' . old general leaves the

broader issue unsettled as well: Can lead-
ers who commit human-rights abuses at
home be tried zbroad? Human-rights ac-
tivists hope that the Pinochet precedent
has made other strongmen less certain
about remaining above the law after they
relinquish power. -Linda Robinson

1998; he has suffered several strokes since.
Last week’s decision does not mean he will
now escape punishment, Chile’s govern-
ment has argued that Pinochet should be
judged at home—not in foreign courts.
There are more than 50 lawsuits in Chile
charglng Pinochet w1th the dlsappearance,.

Whos got game?

the 1999 U.S. Women's World Cup team
earned after placing first: $65,000.
@ The bonus each player on the 1998 U.S.
Men’s last-place World Cup team
would have made if they’d won:
$400,000.
® The average salary in Major
League Soccer: $89,474. D.C.
United star midfielder Marco
Etcheverry’s MLS salary: $250,000.
® Ladies Professional Golf Association
No. 1 player Karrie Webb’s earnings
last season: $1.59 million.
@ The average salary in the
National Hockey League:
$1.3 million, In the Nation-
al Basketball Association:
$2.64 million. In the
Women's NBA: $58,000.
Michael Jordan’s earnings his

ny'thmg Mia can earn, Michael can

earn better, And not just Michael.

The average benchwarmer in basket-
ball earns mote in a game than the
champions of women's soccer pock-
et in a season. So Mia Hamm and
her teammates boycotted last
week's Australia Cup—~won by a
second-string U.S. team of most-
ly college players—to negotiate
new contracts with the United
States Soccer Federation. They
are asking for $5,000 a
month-about $45,000 be-
tween now and the Olympic
Games in Sydney this Sep-
tember. That’s a hike from the
$3,150 a month they made
through last summer’s vic-
tory. Are the soccer

champs asking for too last season: $29 million.

much? Here are the @ What Jordan earned per rebound:
hase salaries of other $91,000.

athletes. You be the ® What New York Mets catcher
judge: Mike Piazza makes in a game:

# The bonus each player on $86,667. -Mary Brophy Marcus
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e He would bring respect That

was players’ reaction to news
+ that Michael Jordan might join
the Washington Wizards, not
as a player but as management.
. The deal has the feel of a
‘3 “megamerger, down to the pres-
- ence of an America Online ex-
ecutwe at the table: AOL’s Ted
Leonsis is a
j team owner.
Jordan would
have power to
(Nt trade and sign
4 players. And
towin, -
ETETTEEE 51 W D
® The father is not Brad Pitt.
40. When it came time for singer
Yo- Melissa Etheridge and her part-
_ner to select the father of their
S Ytwo children, they chose singer
4 - David Grosby. Enough sa1d
Halle i- l-nlM 3 ‘a. Sae vr‘w--‘ﬁ
“e Smger Bob Oylan and \nolmlst
v'» Igaae Stern won Sweden’s Polar
¥ s award, music’s equivalent of
the Nobel Prize.
el ...'m. O LI My o
" @ Hall of Fame pltcher Bob
l.emnn died at age 79.

.M '.I""'“"t!.l‘* Slhi .

b s +® They hit historic home runs
- on consecutive nights in 1975.
: “Now Cariton Fisk and Tony Perez
*will enter baseball's Hall of
_Fame together. Fisk was re-
< warded for the length of his ca-
-~ _reer—24 years, playing catch-
~ ‘er—and fora sohtary moment,
"“*when he hit the winning home
+;, run in the sixth game of the
_"World Series between Boston
+ and Cincinnati. Perez's homer,
less remembered, helped win
" Game 7. He is the first Cuban-

_* bern player named to the hall.
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THE PRESIDENT ANNOUNCES EQUAL PAY
INITIATIVE AND URGES PASSAGE OF PAYCHECK FAIRNESS ACT

In his weekly radio address, the President will announce a new 314 million Equal Pay Initiative in
his Fiscal Year 2000 budget and urge prompt passage of the Paycheek Fairness Act, The Initiative
includes $10 million for the Equal Employment Opportunily Commission (EEGC) to incrcase
comphignce with equal pay laws by providing training to EEOC employees fo identify and respond
lo wage discriizﬂin&‘iiom increasing tochnical assistance to businesses on how 10 moet legal
requirements, and launching an cqual pay public service announcement campaign to inform
employers and ff:am;}iizyfzcs alike of their rights and responsibilitics, The Inttative also includes 54
million {or the Department of Labor, primarily for a program to assist contructors ia recruiting and
retatning qualified women in non-traditional occupations. The President also will call on Congress
again to pass the Payeheck Falmuess Act, which would steengthen wage discrimmination laws and
provide for additional reseacch, traimng, and public education ¢fforts on this important subject.

Equal Pay Inifiative

The President’s FY2000 budget includes funding for a $14 million cqual pay initiative for the EEOC
and the DOL’s Office of Federal Contractor Compliance (OFCCPY;

The i’rcsulull s F ‘:’Zi)(}Ohudgu mc]udcs$ 0 million for the EEQC 10!

. triple the number of BEOC caforcement s1aff who receive training 1n identifying and
responding o wage discrimination;

. provide, for the lirst ime over, training and technieal assstance to onployers {about 3,000
in {oal) on how 1o comply with cqual pay requirements; and

. <develop public service snnouncements to cducate cmplovees and employers on their rights
andd responsibilitios under equal pay laws,

T hc Prcsnleut 2{}00 budg,ct includes $4 milkion {or the Labor Departiment’s OFCCP to:

. help women obtain and retain employment in pon-traditional jobs by identifying anil
disseminating model employer practices and agsisting contractors to finding qualified women
employees, including through the new nationwide network of One-Stop Career Centers
cstablishied by last year’s Workforce nvestment Acty and

* incrense outreach, education, and technical assistance to {ederal contractors on equal pay
issues, by providing legal guidelines and industry best practices.

H



Paveheck Fairness Act

The President again will urge Congress o pass Jegislation called the “The Paycheck Fairness Act,”
mtroduced by Senator Daschie and Congressmun Delauro, 10 strengthen laws prolmbiting wage
discrimination, The highlights of this legislation include:

. Increased Penaltie ct {EP The logislation would provide full

corapensatory and punilive (an;:,f:s as runcdlcs for cqual pay viskhtions, in addition to the
izquzdatcd damages and hack pay awards currently available under the EPA. This proposal
would put gender-based wage discrimination on cqual footing with wage discrimination
hased on race or cthuieity, for which uncappad compensatory and punitive damages are
alegady available,

. Non-retaliation provision, The bill would prohibit employers from punishing employees for
sharing satary miormation with their co-workers, Many employers are currently froe To take
action against employces who share wage information. Without the ability to leamn about
wage disparities, it s difficult for ecmployees to evaluate whether there {s wage
discrimmnation.

. Teainini | and Fay Bg ard. The bill would provide for increased training
for Equal Zm;}%z}ymc 32 {Z} %Muz;dy {:O?mi'ilasml} employees to denti(y and respond to wage
discrimination claims; rescarch on discrinunation in the pavment of wages;, and the
establishment of an award o recognize and promote the achievements of employers in
chminating pay disparities.




THE WHITE HOUSE

4 WASHINGTON E§ ! %‘7

February 24, 1999

»

MEMORANDUM FOR THE CHIEF OF STAFF

FROM: BRUCE REED
LARRY STEIN

SUBJECT:

The President and Vice-Presidenmt have spoken out in favor of equal pay and supported Senator
Daschie’s Paycheck Fairness Act which strengthens the remedies available to women under
the Equal Pay Act. The Administration has not supported Senator Harkin’s bill which
provides for comparable worth, a more controversial approach that requires companies to
equalize wages between “equivalent” jobs. You will be meeting with Senator Harkin and
representatives of groups that favor comparable worth and will likely encourage the
Administration 10 endorse that concept. As a fallback, the groups will push for strengthening
the Daschie bill and may seek reinsertion of a provision on pay disclosure that was dropped
last year at the Administration’s request. This memorandum provides background on the
Administration’s strategy on the equal pay issue, compares Daschle's and Harkin's bifls,

discusses the legishative outlook for each bill, and offers some recommendations.
;

H

. Background

] _
In the last few years, the Adminisiration has gained strong public support by taking steps to
promote equal pay, while not endorsing comparable worth, In the last two years, the
Administration has: endorsed of the Daschle bill 1o strengthen the Equal Pay Act (see below);
included a $14 million equal pay initiative in the FY 2000 budget for the EEOC and the '
DOL's Office of Federal Contract Compliance Programs (OFCCP); published a CEA repont
that shows a significant wage gap between male and female workers; and created an annuoal
report on pay. differences to be published by DOL. The President and Vice-President have
held a variety of events to announce these steps and raise public awareness of the issue,
including mentioning equal pay in the State of the Union, conducting a radio address on the
topic this year, and hosting two events last year.

One issue aside from Senator Harkin's bill may arise at your meeting concerns the disclosure of
pay data by employers. QFCCP wishes to request pay information by letter from some 5000
contractors se¢lected for compliance reviews. OFCCP currently collects this data onsite at a later
stage of the c"c)mpliance process, OMB has balked at this request, primarily on the ground that it

£
i
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will impose an undue burden on employers. At 2 meeting this week with pay equity groups, Josh
Gotbaum promised 10 re-examine this matter. In addition, he noted that the Administration had a
variety of potential meéchanisms for obtaining wage data from employers, including the EEOC and
the Bureau of Labor Statistics, and we wanted to fashion the best overall plan for obtaining useful
data. The DPC, NEC, OMB, OPL {women’s office), EEQC, and DOL held a meeting on Friday
to begin this process of determining what are the most effective and politically viable means for
improving data collection from employers.

i

)

I The Daschle Bill

The Administration has endorsed *The Paycheck Fairness Act,” introduced by Senator
Daschle and Congresswoman DelLauro, 10 strengthen laws prohibiting wage discrimination,
The measure is included this vear as one of the Democratic Leadership Initiatives. Key aspects
of the bill include:

* Increased Penalties. The legislation would provide full compensatory and punitive
damages as remedies for equal pay violations, in addition to the liquidated damages
and backpay awards currently available under the Equal Pay Act.

» Non-retaliation provision, The bill would prohibit employers from punishing

employees for sharing salary information with their co-workers, Without the ability
to learn about wage disparities, it is difficult for emplovees to evaluale whether
there is wage discrimination,

i »

U Training. Research. and Pay Equiry Award, The bill would provide for increased

training for EEQC staff; more research on wage discrimination; and a new award
for employers who have worked to tliminate pay disparities.

Senator Daschle’s bill originally included a provision requiring the EEOC 10 collect reports
from emplovers with 100 or more employees about the wages they pay, analyzed by the race,
sex, and national arigin of employees. The Administration informed Daschle that this
provision would raise very strong - and perhaps justified -- objections from the business
community, Daschle removed the measure from the bill,

il The Harkin Bill

Last year, Senator Harkin introduced a comparable worth bill calied the “Fair Pay Act of
1997.” (It doesn’t appear that he has reintroduced the bill this year.} The hlghhgkzzg of
this legislation inchude:

* Comparable Worth, Harkin’s bill amends the Fair Labor Standards Act to prohibit
the paying of unequal wages for work on “equivalent jobs” dominated by
employees of different sex, race, or nationa! origins. The legislation defines

2



“equivalent jobs™ as “jobs that may be dissimilar, but whose requirements are
equivalent, when viewed as a composite of skills, effort, responsibility, and
working conditions.” I exempts from this provision wage differences based on
seniority, a merit system, or & qualiy/quanitity system.

* Rata.Collegtion, The bill requires employers to submit wage data to the EEQC,
broken down by job category and then by sex, race, and national origin. The
EEOC is authorized to disseminate this data to the public.
3

. Non-Retaliation Provision. Harkin's bill contains a non-retaliation provision

similar to that in Senator Daschie’s bill.

The bill also provides for research,

educah{m azzd techmcal ass;&mnw

IV, Legislative Qutiook

Senator Daschle’s bill currently has 20 cosponsors {Sen. Harkin has yet 10 cosponsor,
although he has in the past). On the House side, Congresswoman Delauro’s bill, H. R. 341,
has 34 cospansors. Both of these bills are part of the “Democratic Leadership” package of
bills. Senator Harkin's bil had 8 cosponsors in the last Congress, while the House version,
which Congresswoman Norton sponsored, garnered 64 cosponsors, {By contrast, last
Congress, Senator Daschie brought 23 Democrats on board, while Congresswoman
Delauro’s bill had 95.) The Harkin-Norton bill is unlikely to attract additional cosponsors
because of its controversial nature and its lack of support from the leadership. The
Daschie-DeLauro bill has a much better chance of drawing some bipartisan support ultimately
of passing.

As 3 political l’!;]aﬁ&‘r, the Daschle bill offers Democrats the ability to raise the issue on the
floor, highlight our commitment to the 1ssue, and spotlight differences between supporters and
opponents, 1f the bill fails to pass, the vote would give members a record of fighting the wage
gap in a reasonable, moderate way. Whether the bill passes or not, the attention such a fight
would recetve would focus attention on the problem and broaden the constituency for further
measuares, including, possibly, for Senator Harkin's bill, In contrast, esdorsement of the
Harkin bill at this time would likely drive members away from the issue altogether in fear that
they will be tarred as supporting government wage-setting and radical mterference in the labar
market,

It is also clear that interest groups, members, and the Administration must work together on
legislation to raise the profile of this issue in any fashion. It is worth rememberning that no one
tried 1o raise this issue on the floor last year. Without consensus support for a single
legslative szmeg,y, the issue may fall off the political radar screen altogether.



By backing $ezzawr Daschie’s bill as a first step, the Administration has gained an excellent
position frop which 1o lead a national debate on the wage gap and support policies that will
lead to greater fairness in the workplace. In contrast, endorsing comparable worth at this poins
would decrease our chance of building momentum on the issug, by sparking a debate about
government interference with the market. We believe that the Administration should keep
opponents of eqzzai pay on the griddle by keeping the nation’s attestion focused on the
existence of the wiage gap and the common-sense steps we all should be able to agree upon to
attack it

This message will undoubtedly be awkward to deliver. {(We are looking at ways 1o strengthen
the Daschle bill -~ including through a new wage disclosure provision -- but while the groups.
may appreciate these efforts, we do not expect them to pacify Semator Harkin} We
nonetheless believe that we should not give false hope to participants at the meeting that we
will endorse or otherwise work for passage of the Harkin bill. Indeed, we believe we should
emphasize the importance of a unified push for the legislative proposal with the greatest
chance of passing,
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" Mary L, Smith
T 02/23/99 01:40:04 FM

Racord Type: Recard

To: Bruge N. Reed/OFEGP, Elang KaganfQPDIEOP

oo Thomas L. Freadman/QPDAGP, Nicole R Babner WHO/EDP, Laura Emmstit/WHG/ESP
Subject: AFL 8c;s;ml Pay Report

Tormorrow the AFL-CIO is releasing a report that says that America’s working families lose $200
billion of income annuslly becsuse of the wage gap and that on average sach family loses $4000
gach vear, gven aftgr acoounting for differences in education, age, iocation, and the number of
hours worked, | will send you a copy of the rsport. ’

The First Lady had beern iterested in numbaers ke these for 3 possibie event, and we have CEA
working on trying (0 come up with how much g8 family foses because of the wage gap, and how
much & women entiring the workforce today would l0ge over her lifetime,
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for working families. More than

two-thirds of all mothers in the
United States work for pay Two-earner
families are wdays nonm among married
couples, and a growing number of single
women provide most or all of their families’
support. Altogether, almost two-thinds of
all working women and slightly more than
hall of married women responding to the
AFL-CIOs 1997 Ask A Working Vomun
survey said they provide half or more of
their families’ incomes.

Litde wonder, then, that 94 percent
of working wowmen i the Ask A Working
Woman survey—almost every one--
described equal pay as *very imponant;”
that two of every five cited pay as the
“higgest” problem women face at work;
and that one-third of all women and half of
Alrican American women said that, despiie
its importarke, they do not have equal pay
in their jobs.

Te better understand the wage gap for
women and people of color in the United
States and to better measure the price that
wage inequality exaces from fawmilies and
individual workers, the AFL-CIO and the
Institute for Womeny Policy Research
{IWPR) jointly undertook 2 national study,
including state-by-state breakouts, to ana-
tyze recent data from the Census Bureau
and the Bureau of Labor Statistics,

The study confirms many recent analy-
ses, finding that women who work full-
time are paid only 74 cents for every dollar
men esmn—or 3148 less each week.
Wonien of color who work full-time are
paid only 64 cents for every dollar men
averall earnor $210 less each week
Going further, the study uses more refined

E qual pfaj; is a2 bread-and-butter issue

H

!
ECRAAL PAY FOR WORKING FAMILIES

Executive Summar

technigues to explore the dimensions, and
the fuli cost, of unequal pay.

Working Families Pay a Steep Price for

Unequal Pay

America’s working families lose a stagger-
ing $200 billion of income annually 10 the
wage gap--an average loss of more than
$4,000 each for working women's families
every year because of unequal pay, even
afier accountng for differences in educa-
tion, age, location and the number of hours
worked. ’

» If married women were paid the same as
comparable men, their family incomes
would rise by nearly 6 percent, and their
families’ poverty vates would fall from
2.1 pement 1o 0.8 percent.

» i single working mothers earned as
much as comparable men, their family
incomes would increase by neartly 17
percent, and their poverty rates would be
cut in half, from 25.3 percent to 12.6
pereent

o If single women earned as much as com-
parable men, their incomes would rise
by 13.4 percent, and their poverty rates
would be reduced from 6.3 percent to 1
percent. '

» Working families in Ohio, Michigan,
Vermont, Indiana, illinols, Montana,
Wisconsin and Alabama pay the heaviest
price for unequal pay to working
women, losing an average of roughly
33,000 tn family income each vear,

= Family income losses due to unegual pay
for women range from $326 million in
Alzska to $21.8 billion in California,



The Size of the Pay Gap Varies by State

i

[P —

While the wage gap is much smaller than
the national aversge in some states, the
numbers do not auwtomatically signal
improved economic status for woren, The
primaty reason for womens relatively
improved status in many states is that the
wages of minority men are so low. This is
particularly true for the District of
Cohumnbia, Arizona, California, New York,
North Carolina, Texas and Virginia.

» Women who work full-time are paid the
least, compared with men, in Indiana,
Louisiana, Michigan, Montana, North
Dakota, Wisconsin and Wyoming,
where women carn less than 70 percent
of men’s weekly eamings.

« Women of color fare especially poorly in
Louisiana, Montana, Nebraska, Oregon,
Rhode Island, Utah, Wisconsin and

Wyoming, earning less than 60 percent

of what men earn

« Even where women fare best compared
with menwin Arizona, California,
Florida, Hawaii, Massachusetts, New
York and Rhode Island—women earn
little more than B0 percent 4s much as
men.

« Woren earn the most in comparison 10
men—57 percent-—in Washington, D.C.,
but the primary reason wotraen appear to
fare so well is the very low wages of
minority men.

» For women of color, the gender pay gap
is smallest in the District of Columbia,
Hawaii, Flonda, New York .and
Tennessee, wheve they earn more than 70
percent of what men overall in those
SlAIES CArR,

Unequal Pay Hurts Men, Too

As the percentage of women in an occupa-
tion rises, wages tend to fall. Workers who
do what waditionally has been viewed as
“‘womens  work"-—clerical  workers,
cashiers, librarians, child care workers and
others in jobs in which 70 percem or more
of the workers are women——typically earn
less than workers in jobs that are predomi-
naiely male or are integrated by gender.

» Both women and men pay a steep price
for unequal pay when they do *womens
work”™ The 25.6 million women who
work in these jobs lose an average of
$3.446 zach per year; the 4 million men
who work in predaminately female occu-
pations lose an average of $6,259 each
per vear—for a whopping $114 billion
toss for men and women in predomi-
nately female jabs

o At the state level, women who work in
female-dominated jobs ‘could increase
their salaries from $2,112 per year in

- Missouri 1o a high of $4,707 in Delaware

i they had equal pay. Annual wage gains
for women in these jobs would exceed
$3,000 on average in 36 staies. In 34
suates, wages would increase by at least
$2,500 for women of color in female-
dominated jobs.

EQUAL PAY FOR WORIGNG FAMILIES



« For men in female-dominated jobs, state
average increases would range from
$3,533 annually in the District of
Columbia to $8,938 in Delaware if pay
inequality was eliminated. Minority men
would see increases ranging from $1 918
in Colorado to $7,996 in Alaska,

Unions Mean Big Pay Gains,
Smaller Pay Gaps

Union representation is a proven and pow-
erful ool for raising workers' wages, partic-
ularly for those most subject to labor mar-
ket diserimination; women and minorities.
{
« The typical female union member carns
38 percent smore per weeke$157than
.4 woman who does not belong 1w 2
" union, )

» Unionized women of color earn almost
39 percent more—3$135—than nonunion
women of color. In fact, minority union
women eam 545 a week more than
ponunion white wornet.
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s Minority men who belong to unions
bring home 44 percent more—$177— -
each week than nonunion men of color.

« Unions also help close the wage gaps
based on gerder and minority status for
their members. Women represented by
unions earn almost 84 percent as much
as union men, while unionized workers
of color make abowt 81 percent as much
as unionized white workers.

In the 33 years since the equal employment
laws passed, women and people of color
have made significant sirides into the
mainstream of the American workplace,
But lingering unequal pay robs women and
their families of economic security, dou-
bling poverty rates for wodays workers and
threatening reduced retirement income
and greater poverty tomortow,

There are three clear routes to ensuring
that women receive equal pay: vigorous
enforcement of current equal pay laws,
passage of stronger and better equal pay
laws and greater protections for workers'
right to organize together into unions.



Introduction

n the 1960s, Ca:zgréss passed two land-  sional and executive positions less than
mark laws designed to remove discrim- their male counterpans.
ination from employment relations.
The first, the Equal Pay Act of 1963, out-  « In 1998, major corporations, including
lawed the long-established and standard US Airways, the pharmaceutical division
business practice of paying women less of Bayer Corp,, publishing giant RR.
than men even when they were doing  Donnelly, Pepsi-Cola, desktop computer
exactly the same work. lis mandate was  manufacturer Gateway 2000, insurer
straightforward: equal pay for equal work,  Highmark, Inc. {(formerly Blue Cross/
The next year, Congress enacted the Civil Blue Shield of Western Pennsylvania},
Rights Act of 1964, whlch included, among  Allison Engine Company of Indianapolis
other things, a campmhensxve fair employ- and CoreStates Financial Institution,
ment section (Tide VID) that banned dis- agi‘md to payments totaling about $3.5
crimination against women and minorities  million altogether to resolve Labor
inn all terms and conditions of employment  Deparument findings of pay bias and
(hiring, promotions, terininations and the  other discrimination against women and
Eke), including pay. Read together, the  minorities.
Equal Pay Act and Title VII establish the :
principle that employers may not pay e In 1997, two major national chainsw.
women and people of color less for the  Home Depot and Publix Supermarkets-—
work they do because of their mace, gender . agreed to pay ow more than $80 million
or ethnicity. Simply put, employers may  each to setle lawsuits charging them
not deny women and minorities equal pay  with sex discriminaton, including dis-
becanse of sex ot race discrimination, crimination in pay, against thousands of
In the 35 years since the equal employ- women workers.
ment laws passed, women and people of
color have made significant strides into the  # In’ recent months, Bosing, Pennzoil
mainstreams of the American workplace. Company and United Parcel Service
MNevertheless, despite undeniable gains, pay ~ have agreed to employment discrimina-
biss and other discriminatory practices  don serlements totaling more than $30
continue to impede progress, all woo ofien million akogether and potentially bene-
placing glass ceilings in the way of workers  fiting thousands of Alrican American
moving up and relegating too many others workers and former employees.
w second-class workplace status on the
sticky floor. Consider, for example: « According o the 1998 Catalyst Census of
Women Corporate Officers and Top Earners,
o In January 1999, the Deparment of  less than 3 percent {or only 63 of 2,320
Labor announced that Texaco had individuals) of the top-earning corporate
agreed to give 186 women more than $3  officers in Fortune 500 companies are
million in back wages and pay adjust-  wornen, and thetr earhings (salaries and
" ments to settde findings that thecompany  bonuses) are only two-thirds those of
consistently had paid women in profes-  top-earning men.
{
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o African American and Hispanic workers
are more than owice as likely as white
workers to he “working poor"—that is,
10 be employed b, nevertheless, to live
in poverty. Minority women workers,
who confront the dual problems of gen-
der and race bias, have especially high
poverty rates: One in seven African
American and Hispanic women workers
lives below the poverty line compared
with on¢ in 20 white working women
and men.!

Not surprisingly--considering these
examples—wage gaps persist between
women and men and between minority
and nonminority workers as enduring
reminders of gender and racial inequality
in the workplace,

What Do Wage Gaps Tell Us?

“Wage gaps” are commonly citesd measures
of earnings inequality between diflerent
groups of workers. & “wage gap” is derived
from a “wage ratio,” the figure expressing
the percentage of one group’s eamings {for
example, women or minorities) compared
with another groups (men or nonminori-
ties). As used in this study, “gender wage
gaps” are percentage or actual dollar differ-
ences between the earnings of men and
women, and *miinority wage gaps® are dif-
ferences between earnings of people- of
color and white workers.!

Since eamnings are the main source of
income for most American families, wage
gaps are nportant indicators of differences
in economic status among groups of work-
ing families, Economists disagree, however,
about the extent to which wage gaps reflect

labor market discrimination or othe:
considerations such as “human capital”
differences among workers (that is, differ.
ences in education, training and experi-
ence). Higher earnings for white men, fo
example, do not necessarily reflect discrim-
ination against women and minorities if
white men, on average, have more human
capital’ Analyses attempting to tease owt
the reasons for wage differences between
women and men typically separate the gen-
der wage gap into a portion explained by
human capital differences and a portion
that remains unexplained even after taking
such differences into account, Recent stugd-
ies indicate that between one-quaner and
one-hall of the gender wage gap remains
unexplained, and some economists auib-
ute some or all of this unexplained portion
to discrimination.®

Economists also differ a5 to whether
and how to consider additional factors in
explaining wage gaps. For example, pay
differences associated with work in specific
occupations and indusiries may simply
reflect legitimate consumer and worker
preferences or supply and demand for
goods and sevvices; or they may suggest
something far mare sinister——discriminatory
barriers locking workers in some jobs and
out of others, or bias in setting wages for
jobs with heavy concentrations of women
and minority workers. Marriage and the
presence ‘of children typically affect
womens and men’s wages differently: 1s
that because employers tend to discrimi-
nate against child-bearing women (and in
favor of fathers)? Because women prefer to
spend maore time caring for children, hence
accurpulating less human capial? Or -
because the nation lacks infrastructure,
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such as universally accessible and afford-
able child care, w make meeting both work
and family needs easier?

Recognizing these differences among
economists, this study eraploys three sepa-
rate and increasingly refined approaches ©
measure and report on wage gaps: Section |
describes results of the simplest and most
straightforward analysis, a comparison of
median weekly earnings of men and
women and of minorities and nonminori-
ties; Section 11 reports on an assessment
that considers several factors, inchuding
workers' ages and education levels, to
determine the effect that paying women as
much as comparable men would have on
womens earnings and their families’
incomes and poverty mtes; and Section [l
presents findings from an even more finely

i
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honed test that controls for multiple indi.
vidual and job characteristics to measure
the wage penalty workers—men as well as
women-—suffer when they work in
“ferale-dominated” jobs (those in which
at least 70 percent of the workers are
women). Section IV reviews the consider-
able advantage unionized workers enjoy,
both in the {form of higher wages and smalj-
e wage gaps.

This research project was undertaken
jointly by the AFL-CIO and the Instinue
for Womens Policy Research to better
understand the wage gap in the United
States, as well as each of the 50 states and
the District of Columbia, and to better
raeasure the costs of wage inequality for
{amilies and individuals.
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his section evaluates the overall
wage gap and the wage ratio
between women and men of all
races and between minorities and whites,
as reflected by differences in median weehly
earnings of full-time workers in each group ?
The analysis groups Hispanics, who may be

SEGTION L.

~ Large Wage Gaps Persist
ﬁ for Women and Minority Workers

of any race, with racial minorities, which
include African Americans, Asian Americans,
Pacific Islanders, Native Americans, Aleut
Eskimos and others. Tables 1 and 2 detail
the relevant earnings for each group® As
shown in these tables, gender-based earn-
ings diflerences and corresponding gender

TABLE 1. mie GENDER WAGE G‘:ﬁ.?
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Median Weekly t%amings by Minority Status for Full-Time Workers, 1387

-

Median Weekly Earnings by Gender am‘f ?é%in_izrity Status for Full- Time Workers, 1997
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wage gaps are large for all women com-
pared with all men and especially large for
minority women compared with all men,

o Overall, women eam just $431 per week
compared with men’s $379 weekly eam-
ings, for a wage gap of 3148, Whie
women do better than women overall,
earning $462 per week—but since white
men’s weekly earnings of $631 are also

- greater than those for men overali, the
$169 wage gap between white women
and white men is larger than for all
women and all men,

» Minority women have lower eamings—
just $369 a week—but because minority
mens $415 weekly eamnings ere also
lower than mens overall, ‘the $46 dis-
tanice between minority wotnen and men
is the smallest gender gap. The low
wages of both minority women and men

. and their smaller gender gap reflect sys-
tematic disadvantages that minorities

. face in and out of the workplace. When
compared with all men rather than only
with minority men, the wage gap for
minority women~-$210-—s almost five
times greater.

¢ For all race groups, full-time women

workers earn just 74.4 percent of what
men earn on a weekly basis. White
women earn 73.2 percent of what white
men earn, while minority women ¢arn
88 .2 percent of what minority men eam.
However, minority women eam just 63.7
percent of what all men eam.

» The ratio of womenk wages to menk is
lower, and hence the wage gap is greater
than comesponding national rates, in
half of the states. Overall gender gaps are
worst in Indiana, Louisiana, Michigan,
Montana, North Dakota, Wisconsin and
Wyoming, where women’s median
weekly wages are less than 70 percent

those of men. At the other end of the
spectrum, women fare best inn Arizona,
California, Florida, Hawsii, Massachu-
setts, New York, Rhode lslangd and the
District of Columbia, where they earn at
least 80 percent a8 much as men.

+ More favorable gender wage gaps at the
state level however, do not automatical-
ly signal improved economic status for
women. To the contrary, in the District of
Columbia and six states where the gen-
der wage gap is less than the aational
rate--Arizong, California, New York,
North Carcling, Texas and Virginia—a
primary reason for womend relatively
improved status is chat the wages of
minority men are so low (See the
National Summary Table for staie-by-
state breakdowns.)

‘Wage gaps between men and women
have declined steadily in recemt decades,
though progress has slowed in the 1990s,
and gender-based wage differentials in the
Urited States remain large relative to those
in. many “other Industrialized countries.
Todays 26 percent gender wage gap is 11
percentage peints lower than it was in
1979, when women earned only 63 cents
for every dollar men earned, and the gen-
der wage gap was 37 percent Several fac-
tors contribute to the rise in womens
wages, including Increased educational
atwinment (today, women college gradua-
tion rates are actually higher than mens,
although they lagged behind for several
decades), greater labor force attachment
and work experience (more women are
working, and women are working more),
fairer wreatment in the labor market (in
large part because of laws such as Tide Vi)
and movement into raditional men’s jobs
{for example, telecommunications special-
ists, mail carriers and professions such as
lawyers and doctors).



j\

k

Nevertheless, the narrowing of the gen-
der wage gap since 1979 connotes less
progress than might appear. Over the past

_two decades, most of the reduction in the
gender wage gap was because menk regl
wages were falling—not because women’s
were Tising? An earlier TWPR study esti-
mated that the growth in women’s wages
explained only about wvodifths of the
decrease in the wage gap between 1979 and
1997, threefifths of the narrowing of the
gap resulted from the decline in men’s real
‘wages.” Falling men’s wages accounted for
roughly half of the decline in the gender

wage gap between 1979 and 1989 and for a -

stunning four-fifths of the decline between
1989 and 1997, Had mens real wages not
fallen-in other words, had they remained
at their 1979 inflaton-adjusted level-—
wormens earnings today would be only
about 66 percent of men’s, representing a
remarkably small overall deding in the
gercder wage gap.

Like gender-based wage differentials,
minority-based wage paps are substantial.
Minority men fare-less well than minority
women relative to their white counterparts,
though this result, in part, reflects white
women'’s low wages compared with those
of white men.

s The minority wage gap for both sexes
considered together is quite large ($154)
and especiaily' large for minority men
compared with white men ($2186).
Indeed, the overall minority wage gap of
$154 is luyger than the overall gender-
based wage gap of $148.

» Taking women and men together, mino-
vities earn only 722 percent of what
whites earn for full-ime weekly work,
Minority women earn 799 percent of
what white women earn, while minority
men earn only 658 percent of what
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white men earn. At carnings of $415 per
week, minority men also earn $47 less
than white women.

» Minority womens median weekly earn.
ings are grestest in relation o white
wornens in Alaska (95 percent), Tennessee
(94 percent), Indiana (93 percem),
Pennsylvania (89 percent} and South
Dakota (89 perent). Women of color
fare teast well in relation to white women
i1 Rhaode Ishand (62 percent), the District
of Columbia (63 percent), Texas {67 per-
cent), California (69 percent) and New
Mexico (70 percent). Minority men’s
earnings are highest in relation to white
mens in Kenwucky (90 percent),
Montana (86 percemt), Hawaii (84 per-
cent) and Missouri and Ohio (83 percent
for each); and lowest in relation o white
meny in the Distmict of Columbia (51
percent), California (52 percent), Rhode
Island (37 percent} and Arizona, ldaho,
Mississippt and Oregen (58 percent for
each). -

Unlike the gender wage gap, which has
shown slight but steady zmprﬁmnent the
pattern of change in minority wage gaps
has been uneven and generally negative.
The wage gap between African’ American
and white men narrewed until 1978 but
then widened during the 1980s and has not
moved in-a clear direction in the 1990s.

_African  American and white women

achieved near-parity in wages by the mid-
19705, but since then the mce-based wage
gap between them has widened.

Differences based on race in the earnings of

college-educated workers have grown

since 1978 for both women and men®
Earnings data for Hispanic men and
women also show growing earnings

ineguality between non-Hispanic whites .

and Hispanics for both genders.

Briee concept of “real wages”
wliects the acruat eelue of wages
ence inflatdon &5 wkew indo
accoust, Berween 1970 and 1997,
penh "real” Dourly wages Rl
fram $143% w0 $12.19, while
wornen’s rose tlightly, from $0.03
15 $9.63. Mishel, Laverenge, Jared
Bernswin s john Schundiz. The
Stite of Working America, 1998
92 Feonomic Paticy lostitute and
Cotuell University Press, Janyary
1996,

SHartrasn, Hoid, snd hulie
Whittaker, “Salf in Womess Real
Wage Growth Skres Progress in
Closing the Wage Gap.™ Srisfing
paper. lustingte for Womens
Policy Research, Febtuary 1998,
See alsp Mishel, Bernsietn snd
Semist at 134,

¥ amed] of Boonomie Advisors
for the Presidencs Intdative on
Race, Chamging Amserica: Inditstors
#f Soclal and Economic Well-Being
by Racr and Higpanic Origin,
September 1968,

k)|
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Figure 1 depicts in graphic {orm the
weekly wages of full-time workers for vari-
ous demographic groups. Earnings dispari-
ties are large, with white men earning the
most per week at $631, while minority
women eam the least at $369. These gross
wage differences, of course, in part reflect
differences among demographic groups in
average qualifications and tendencies to
waork in certain occupations and industries.
But they also” are meaningful indicators
of inequality atributable, at least in part, o
discrirnination ia the labor market or
slsewhere, since wage gaps likely would

dwindle or disappear if everyone had tru.
equal opportunity from birth. Averag
differences among groups in health, educa
tion and time spent on family care woulk
not exist, since it is unlikely that prefer
ences regarding these activities wouk
differ substantially among groups if eco
nomic, discriminatory and other barrier,
fell and ‘the forces of tradition dissolved
Workers from all demographic group
would have access to the same types of job
and, having few differences among then
{on average), would tend to cam equ
wages,

FIGURE 1. MEDIAN WEEKLY EARNINGS
" FOR FULL-TIME WORKERS, 1997

binp
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SEGTION I1.

" Unequal Pay for Women Lowers Family
' Incomes and Increases Poverty

i
ecause existing differences among
groups of workers due to legitmate
factors such as education and family

status contribute to wage gaps, this study
also makes use of two additional, more
refined measures better able to isolate the
effects of labor market discrimination on
gender wage gaps. The first, described in
this section, controls for certain human
capital differences between male and
female workers and for selected differences
in kabor markets. The objective is to esti-
mate how much wormen and their families
lose because women earn less than similar-
ly qualified men or, correspondingly, how
much womens earnings
and family incomes
would rise with equal pay

Lower carnings for
women are of no small
consequence t¢ working
families. More than two-
thirds of all mothers in the
United States work for
pay. Of these, about three- §
fourths are married and
have access to mens
incomes, but their carn-
ings are pevertheless cru-
cial to family suppore
One-fourth are single and
often the sole support of
their families. And many
women without children,
both single and married,
work to support ther-
selves and other family
members.

ECUAL PAY EOR WORKING FAMILIES

Table 3 shows womens annual carnings,
hours worked and annual family incomes
in three different types of families with
women workers: married working women,
working single mothers and self-support-
ing single women. The table reflects gains
to family incomes and reductions in pover-
ty levels that would result from boosting
women pay."’ Estimated added income for
the average family of each type is caleulst-
ed from the earnings gains working women
would enjoy if they earned as much as men
who work the same number of hours, are
the same age, have the same educational
attainment and urbanfrural status and live

YWPKR sescarhors used anmual
eorvings and employment infar
mation reported tn the CPS for
the years 1993-1997 to estiman
womeny and mens eamings
Refer 1 the Duta Bescription sec-
dor: of dw Technicsl Appendix
for more dewiled information
absout dhe dats e,

z

TABLE 3. MEAN ANNUAL EARNINGS, MEAN FAMILY INCOME
AND POVERTY RATES IF WORKING WOMEN EARNED THE
SAME AS MEN, 19941996 AVERAGE, IN 1997 DOLLARS
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Income it reiatively sivy o Kene
@MWWW
snd singic women living in other
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- in the same region of the country® As

shown in the wble, raising women’s pay
would have a dramatic impact on their
families:

o Paying the 32.8 million married women
the same as comparable men would
boost their earnings by about one-fifth
and raise family incomes for married
couples by 6 percent. This translates into
an average of $4,205 more income per
year for each raarried-couple family or
2 toml of $137.9 billion nadonwide,
Poverty rates for married working
women’s {amilies would fall by more
than half, from 2.1 percenit to 0.8 percent,

o U the 5.4 million working single mothers
earned as much as comparabie men,
their annual family incomes would
increase $4,459 on average, or nearly 17
percent. Total income gains for this
group of families would be $24.1 billion,
and the very high poverty rates for work-
ing single mothers would fall by half,
from 25.3 percent to 12.6 percent.

s The 9.2 million working single women

who live alone® including divomed,
widowed, separated and never-married
women, would sarm 2 ol of $38.2 bil-

" lion more if they were paid the same a5

comparable men. These single working
women each would eam an average of
$4,151 more per year, Single working
women also would experience 2 signifi-
cant drop in povery--in fact, the steepest
drop—Iirom 6.3 percent 10 1.0 percent.

Working women in every state would
receive wage hikes if they earned as
much as comparable men in their states,
The potential wage hikes range from a
low of $2,815, on average, in Alaska to 2
high of $5,160 in Ohio. Family income
would grow, on average, by about $326
million in Alaska up to roughly $21.8
billion in California. Family income in
half of the states would grow by more

- than $1.5 billion. Poverty rates would

fall dramatically in all states, and pover-
ty rates for families headed by single

* mothers would drop to less than 10

percent in 14 states.



ne phenomenon contributing to

the gender wage gap is the tenden-

cy of wages to fall as the percentage
of women in an occupation rises. In partic-
ular, workers in “female-dominated” or
“predominately female” jobs—jobs such as
clerical workers, cashiers, librarians and
child care workers, for example, in which
70 percent or more of the workers are
women"'—itypically earn less than workers
in jobs that are predominately male or that
are integrated by gender." This section

SECTION lil.

and Women in Female-Dominated Jobs

Suffer Wage Penalties

reports on findings of an analysis designed
to capture the “pay inequity” effect of
working in female-dominated jobs—that
is, the wage penalty women and men incur
for working in predominately female jobs.

To develop an estimate of the earnings
costs for workers in female-dominated
jobs, the analysis compares eamnings of
workers in these occupations with those of
comparable workers who are not in pre-
dominately female jobs.' In other words,
workers (women and men) in fernale-

TABLE 4. MEAN ANNUAL EARNINGS OF WOMEN AND MEN
AGED 18 AND| OLDER IN FEMALE-DOMINATED OCCUPATIONS:

If Pay Equity Prevailed, 1994-1996 Average 1997 Dollars

FQUAL PAY FOR WORKING FAMILIES

"Dcﬁn'mg a femate-dominated
occupation as one in which
women make up 70 percent or
more of the workers is standard
practice in this field. The 70 per-
cent figure reptesents women’s
share of the labor force plus 25
pereent. A male-dominated occu-
pation is generally held 1o be one
in which 80 pereent or more of
the workers are men, since 80
percent represents men’ share of
the tabor {orce (55 percent) plus
15 peroent.

l:“l'rcin'um. Donald )., snd Heidi 1.
Hartmann (eds.). Women, Work
and Whges: Equal Pay for Jobs of
Equal Value, National Research
Councll: Committee on Occupa-
tional Classification and Analysis,
Assembly of Behavioral and
Social Sciences. Washington, D.C.:
National Acadermy Press, 1961.

'°Occupatlons that are not
female-dominzied are those in
which fewer than 70 petcent of
the workers are women. These
include integrated occupations in
which femate and male workers
are present in relatvely equal
proportions, as well &5 pocupa-

dons that are disproportionacely
male.
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Yieuse see the  Techifont
Appendis Ins more detatled infor-
mation about the methodology
wwd K the statistical model.
Sluve 1o daw an the &mmﬂ of
Jobs Cthe skifl, effor sd respon-
sibiley eequired by workess whe
hotld dsess nor the working ton-
ditons i which dhey work) are
svaitatle in e £F% “bs of
equat vatue” 1o the female-dormit-
nated jobs heing studied are
spproximated by tnvestipaiing
what these same workers woulkd
warn in jobs thay e ot femade-
domisated !

£

Brhis sategy also has the «ffecc
of reducing some of the weak-
nesses in the data avallable. For
exnnipls, the gender differences
ins b value of age s a proxy for
wark experience matter loss if
women e being cemptm&l w©
women xad men are bring com-
pared w3 men.  Dther models
were tested, but all resubied inthe
same magniiude and relative
findings woesng women sndd men.

Mitinotiny men would especially
benefit from pey 2quity ediusts
sients, since they sre mare lkely
o work In female-dominamed
occupasions than white rmen am;
minarity men 2re 34 pewent of
the mule workers in female-dom-
inged jobs compared with <25
percent of male workers avenll,

L

dominated jobs are cémpamd with workers

“in nonfemale-dominated jobs who arc

otherwise of the same gender, age, race,
educational level, marital and parental sta-
s, urbanfrural status, who live in the
same region of the country and who work
the same number of hours per year in 2
firm of the same size in the same industry”
This strategy, comparing women in female-
dominated jobs with women in all other
occupations and men in female-dominated
occupations with men in all other occupa-
tions, has the effect of isolating pay differ-
entials due 10 job class from all other gen-
der-based discrimination. As a result, this

approach may actually understate the

extent t¢ which pay equity would boost
wages for women workers in fernale-domi.
nated jobs,® Yet even 50, as reported in
Table 4, the analysis finds very large earn-
ings losses due 10 the lower pay associated
with working in female-dominated jobs:

e Nearly 26 million women of all races
who work in fermale-dominaied occupa-
tions would earn about 18 percent more
per year if they earned as much as com-
parable women in nonfemale-dominated
jobs. For the number of hours these
womet worked, cach would have earned
an average of $3446 more per year,
manslating inte 389 billion in income
gains for women in predominately
fernale jobs throughow the United States.

+ Among the nearly 7 million minority
women working in fermale-dominated
jobs, earnings would rise 18,6 percent,
for average individual increases of
$3,412 per year. Alwgether, pay equity
adjustments based on job class would
vield a towul of $24 billion in annual
earnings for minority women.

» Likewise, the 18.7 million white women
sworking in kemale-dominated occupations

would receive 17,7 percent more in eamn-
ings per year, or an average of $3,456
each, for total earnings gains of $65
hillion per year,

+ At the state level, iiereases for women of
all races would range from a low of
$2.112 per year in Missouri to 2 high of
$4,707 in Delaware. Annual wage gains
for women in predominately female jobs
would exceed $3,000, on average, in 36
of the states. In 34 states, wages would
increase by at least $2,500 {or women of
color in female-dominated jobs.

Men working in {emale-dominated
occupations also would earn more if they
did not suffer inequities based on job clags.
However, only 8.5 percent of men work in
female-dominated occupations compared
with more than 55 percent of women, Men
in female-dominzated jobs earn about 20
percent: more per hour than women in
these satne jobs. Because they work maore
hours and have higher rates of pay than
women i both the female-dominated
occupations and nonfemale-dominated
jobs, pay equity adjustments for men in
female-dominated jobs would actually pro-
duce even larger individual gains thau for
women. Each of the 4 million men of all
races working in predominately female
occupations would receive an average of
$6,259 mote per year. This represents $25
billion in additonal income for male work-
ers throughout the United States. The 1.3
million minority men who work in femnale-
dominated cccupations would receive an
average of $4,778 more per year, bringing
their annual earings up from $20,632 10
$25,410.* For all men in Jemale-dominat-
ed jobs, state-level increases would range
from $3,533 annually in the District of
Columbia to $8,958 in Delaware; and for
minority men, from $1,918 in Colorado to
$7,996 in Alaska;
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s the preceding sections rweflect,

equal pay would boost workers pay

and working families’ incomes.
Union representation is another proven
and powerful wol for mising workers’
wages, particularly for those most subject
to labor market discrimination: women
and minorities. Unions spell higher pay
and more equitable wages for women and
workers of color for several reasons:

» Unions routinely bargain for wage
increases and related benefits for work-

ers they represent.

» Unions have played a central role in
fighting for equal opportunity and com-
bating discrimination. A number of pub-
lic- and private-sector
unions have led the
campaign to bring pay
equity to the workplace,
combining organizing,
bargaining, lobbying and
lawsuits 0 win pay
equity adjustments total-
ing hundreds of mil-
lions of dollars.

« Unions bring wage set-
ting into the open, mak-
ing it more difficult for
employers to discrimi-
niate and helping ensure
2 stronger voice for all
workers,

EQUAL PAY FOR WORKGNG FANMLIES
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SECTION IV.

Union Membership Means
; _Big Pay Gains, Smaller Pay Gaps

« Unionization also tends 10 compress
wage differentials between jobs at the top
and the bottom of pay scales, further
mitigating the eflects of race- or sex-
based bias.

Table 5 reports median weekly eam-
ings for workers represented by unions®
and nonunion workers by gender and
minority status. For every group represent-
ed, median weekly eamings are substan.
dally higher for union workers than for
their nonunion counterparns:

» Union women garn $15;? more per week
than nonunion women (8568, compared
with $411).

TABLE 5. THE UNION WAGE ADVANTAGE

Median WQeiéfiy Earnings far Union and Nenunion Workiers by Gender pnd
Minonly Statius for Full-Time Workers, 1987

MUnion workers are. definied s
thos whe s mombers of &
union oy whose job s covered by
# atiltan ot employee assacltion
crffertive bargaining agreement,
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« Likewise, minority women represented
by unions earn $135 more than minotity
women who are not in unions (§485
compared with $350). Indeed, minority
union women out-2arn nomynion white
women ($485 compared with $440),

« The union wage advantage is largest for
muinority men, at $177, and smallest for
white men, at $115.

Table 5 also shows the percentage
increase in the weekly wages for each
group, comparing vnion workers with
nonunion workers, These percentage
increases are targest for minority workers,
larger for women than for men overall and
smallest bue still substantial for white men.

TABI.-.E;:G. ‘!’HE GENDER GAP FOR UNION AND
NONUNION WORKERS

Minority women who are represented by
unions earn 38.6 percent more than minor-
ity women who are not represented by
unions. Likewise, minority union men earmn
44.3 percent more than those who are not
in unions, White women alse benefit sub-
stantially from union representation, earn-
ing 33.5 percent more than those who are
not represented by a union. The gain for
white men, 19.2 percent, is less, but still a
substantial increase.

Union workers enjoy a wage advantage
over nonunion workers in every state,
Union women recefve a wage preminm of
30 pereent or more relative o nonunion
women in 34 states, and the union wage
advantage for women is at least 20 percent
in all but four states. Because of sample

Median Weekly Earnings for Women and en by Union Status for

Fuii‘-}ime;Workers, 1947
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constraints, union wage advantages can be
computed for women of color in only 27
states (including the District of Columbia);
the wiion wage advantage for minority
women is 25 percent or more in 19 of
these. Minorily men vepresented by unions
enjoy a union wage advantage of 35 per-

cent or more in 25 of the 31 suates for

which computations are possible. Among
men of all races, men represented by
unions have a union wage advantage of 35
percent or more in eight states.

Wage gaps are also smaller among
workers represented by unions than among
their nonunion counterparts, As Table &
shows, among workers represented by
unions, women’s wages relative to men’s

are more than 7 percentage points higher -

than among nonunion wornen and men (2

TABLE 7. THE MINORITY WAGE GAP FOR UNION/
NONUNION WORKERS

female/male wage ratio of 83.Y percent
among union members compared with
76.3 percentt among nomuion workers), In
other words, the gender-based wage gap is
one-third smaoller among union workers
than among nonunion workers. Table 7
shows that the minority wage gap is also
smaller among union workers than their
nontinion counterparts and especially so
among men. The minority/white wage
ratio for women IS about 2 percentage
points larger among union workers than
among nonunion workers. Among men,
the minority/white wage ratic is 14 per-
centage points larger. In other words, the
minorityAwhise wage gap for men is about
two-fifths smaller among union workers
relative 1o nonunion employees.

4

Median W’eekf*i; Earmings foy Minoritiag ana Whites by Gender and Union Status for

Full-Time Wﬁ rs, 1997
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ersistent wage gaps for working
P women and people of color and the

earnings inequality these gaps con-
note wanslaie into lower pay, less family
income and more poverty for working fam-
ilies. The solution, long overdue, is equal
pay for women and minority workers,

As the analyses reported above show,
paying working women the wages of com-
parable men would incresse family
incomes substantially and cut [amily
poverty rates markedly-—at least by half for
all family types in the study. Moreover, pay-
ing women and men in female-dominated
jobs wages equal o those of comparable
workers in other jobs would significandy
boost these workers’ incomes.

Urdions ‘are. crucial weapons in the
equal pay fight. Unions play an especially
important role for workers most affected by

race- and gender-based wage discrimina-
gon—womet: and minorities—as well as for
men who work in female-dominated jobs.
Wages are higher for union-represented
workers, and the gender- and minority-
based wage gaps are smaller, Henee,
strengthening labor laws and boosting
support tor workers' rights to organize and
bargain would raise wages for women and
people of color, helping to reduce inequality.

Equally important, steps o ensure
greater compliance with existing equal pay
and employment discrimination require-
ments, coupled with passage and enforce-
ment of new aud tougher laws, also would
boost wages for women and minorities sig-
nificantly. In short, tough enforcement of
strong equal pay laws would go a long way
toward erasing inequality and closing wage
gaps that imperil economic security for
miltions of werking families.

Gonclusion



National Summary Table

MEDIAN WEEKLY SHARE DF WEEKLY EARNING AS MUCH AS DOMPARABLE MER WDULD
EARNINGS FARNINGS OF Al MEN

STATE RLL ALL PERCENT PERCENT FAISE WOMEN'S | REQUCE POVERTY iIN HAJRE TOTAL
. MERN WOMEN ALL WOMEN | MINORITY ANNUAL SiﬂGLE-MQTHEFi FAMILY EARNINGS
WOMEN IWAGES ON HOUSEHGLDS INEALH STATE

AVERAGE 1IN MILLIONS}

FROM TG

u.s. $579 |  $431 74.4% 63.7% $4229 | 253% | 126% |  $200592
Alsbama | 4983 362 | 734% )  60.9% $4,829 3Bo | 183 $3,718
Alaska 782 557 73.1% £9.8% $2815 57 as $326
Arizona | 487 | 399 | 819% | 657% |  $4437 | %9 | 247 $3,256_
Arkansas }- 435 328 74.9% 63.3% 83,602 358 115 - $1,585
California | 589 497 B4.4% | 67.9% $4,129 19.2 8.2 $21,829
Colorado | 617 460 74.6% 64.8% $4,650 247 1.4 $3,480
Connecticut| 692 513 74.1% 61.1% $3,316 222 1.8 $2,000
Delaware | 598 w3 | 4% | es8% $4415 | 197 | 84 $616
Distof Col. | 584 567 §7.1% 82.4% $3933 | 258 | 142 $343
Fiorida 492 407 82.7% 70.3% $4,450 236 | 115 $11,201
Georgia 567 427 753% 66.3% $3,665 244 125 $5,121
Hawaii 562 463 824% | 79.9% $4,692 211 4.1 $969
Idaho . 509 382 75.0% 66.6% $4313 | 344 16.7 $949
Minois 639 460 72.0% 62.6% $4.913 25.4 99 | . $10,306
‘Indiana 590 389 | 659% 62.7% $5,011 21.0 127 $6,563
lowa 538 398 740% |  643% $3,647 16.7 115 $2,127
Kansas 553 410 74.1% 60.8% $3.972 318 | 7B $1.982
Kentucky | 539 6 | 716% | - 61.2% $3565 | 318 | 168 $2,485
Louisiana | » 509 339 66.6% 55.0% $3.814 342 18.1 $2,626
Maine ! 521 397 76.2% N/A $4.616 23.3 16.0 $1.128
Marytand 676 503 74.4% 63.9% $4,398 22.4 6.1 $4,410
Mass. 640 512.|  80.0% 62.8% $4,097 203 8.6 $4,851
Michigan | 654 457 69.9% 61.2% $5,130 31.1 12.9 $9,076
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PAY ECLITY FOR FEMALE-DOMINATED 3083 UNION WAGE ADVANTAGE

WOLULD RAISE ANKLUAL WAGES, ON AVERATE:

ALL MINGRITY AbL MER RENORITY ALY WOMEN MENORITY ALL MEN RENCHITY

WOMEN WOMEN MEN WOMEN MER
$3,446 $3412 |- $6,259 $4,778 138.2% 138.6% 126.0% 144.3%
$3,177 $2,459 $5,323 $5,139 148.9% 149.0% 1375% 137.0%
$3,320 $1,872 $8,318 $7.996 136.8% 135.1% 1358% |  1635%
$3,169 53,300 5,655 $4,033 123.0% N/A 132.6% | . 153.8%
$2,830 $2,358 $7,426 N/A 143.4% NA | 1154% N/A
$4,280 $4,125 $6,519 $5,462 139.4% 160.3% |  1369% 159.7%
$3,260 $2,915 $6,188 $1,918 1282% | 152.1% 125.7% 136.4%
$2,839 $2,751 $5,349 $6,456 139.8% 150.0% 112.6% 145.9%
$4,707 $6,796 $8,958 N/A 130.6% 120.0% 128.7% 186.7%
$3,637 $3,299 $3,533 $3,329 112.2% 122.5% 112.3% 140.8%
$4,125 $2,898 $5,815 %3,936 144.3% 141.5% 135.4% | - 160.0%
$3,850 $3,601 $4,616 $4,171 145.4% 138.9% 116.4% 1325%
$3,868 $4,059 $5,748 46,477 122.8% 128.0% 135.9% 144.2%
$2,734 $1,771 $7.229 NAA | 1539% A 129.6% N/A
$3.458 $3.472 $6,454 $4,841 117.6% 120.0% 114.6% 151.8%
. $3,118 $2j7'r1 $6,705 N/A 147.3% N/A 120.2% 153.0%
$2,318 N/A $5,940 /A 129.5% NA 118.3% NIA
$3,242 $2,417 $5,731 $4,057 146.7% N/A 130.3% N/A
$2.716 $2,673 $4,116 N/A 128.0% N/A 126.4% N/A

. $2,707 $2,820 $6,459 $4,103 | 125.1% 127.4% 121.2% 160.0%
$2,957 NA | 87685 | . NA| 1408% NA | 141.3% N/A
$3,743 $2,593 $7,790 $6,450 146.3% 160.5% . 120.0%
$3536 $4,132 $6,950 $3,621 121.6% 104.0% 106.0% 125.0%
$3,113 $3,382 $6,420 $3,644 137.4% 146.6% 125.2% 148.7%

Mo signlficant difference,
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F SHARE OF WEEKLY

MEDM WEEELY EARNING AS MUCH AS COMPARABLE MTN WOLLD
EARMINGS EARNINGS OF ALL MEN - .
BYATE ALL I{L{ FERCENY PERCENT RAISE WOMENS ! REGUCE POVERTY IN RAISE TOTAL
e oo Rl gty (" osacenen i dos
AVERAGE {HN MILLIONSS
! FROM TS

Minnesota | 634 477 75.2% 65.9% $3,332 230 19 $3,203
Mississippi | 464 | ; 343 73.9% 64.7% $4,690 37.9 15.8 $2,092
Missour] 668 | | 419 73.8% 64.3% $2,977 218 108 $3,148
Montass 497 |« 2344 69.2% 57.9% $4,955 NS | 165 $834
Nebraska 533 i‘ 386 72.4% 58.5% $4,436 309 19.1 $1,465
Nevada 585 410 73.9% 62.0% $3,726 9.9 54 $1,157
New Hamp.{ 603 459 76.1% 80.5% $4,803 125 8.4 $1,167
New Jersey| 667 503 | 754% | 60.0% | §ro| 188 65 $5,277
New Mexico] 508 391 77.0% |  63.6% $4760 | 280 | 16.1 $1,352
Mew York | 603 485 80.4% 70.1% $4,080 21.2 105 $11,792
N. Carofina | 507 394 71.7% 68.2% $3,618 33 | 223 $5.063
N.Dakota | 509 347 68.2% N/A $4,217 275 16.1 $546
Ohio 595 427 718% | 647% $5,160 23.1 11.0 £10,279
Oklshoma | 493 362 73.4% 64.9% $4,481 28.9 17.3 $2,599
Oregon 563 | 416 75.2% 67.9% $3,586 30.0 163 $2,259
Penn. 609 | 437 FI8% | 657% $4,623 15.4 9.1 $8,659
Rhode tsland 575 465 | 80.9% 51.5% $3917 | 197 10.4 $707
S.Carolina | 499 379 76.0% 64.1% $3,998 35,2 16.4 $2,713
3. Dakota 479 358 787% 66.8% $3,849 30.3 14.8 8571
Tennessea 512 374 73.0% 70.3% $4,234 26.1 145 $4,169
Texas 512 402 78.5% 62.5% $3,789 313 18.4 $12,528
Utah 5652 w08 | 739% 58.0% $4,0671 215 9.3 $1.456
Vermont 531 419 78.9% N/A $5.051 30.2 16.2 642
Virginia 686 461 787% | 64.8% $4,212 26 | 125 $5,218
Washington| 643 | 491 76.4% 67.2% $3.821 25.7 6.7 $3.950
W. Virginia | 516 370 71.7% N/A $4,033 34.1 16.3 $1,122
Wisconsin | 613 420 68.5% 55.8% $4,938 24.2 11.2 $5,324
Wyoming | 578 364 628% | B1.8% $4,497 29.6 19.2 $408
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PAY ECGUITY FOR FEAMALE-DOMINATED JOBS = UNION WAGE ADVANTAGE
WO D RAISE ANNUAL WAGES, ON AVERAGE:

Ali FNDRITY ALL MEN MINDRITY ALL WOMEM HMINQRITY AL MEN MERORITY
WOMEN WIUHEN MEN WOMEN MEN
$2,161 $1,685 $4,050 A 126.1% N/A 115,3% N/A
$3,625 $4,179 $6,671 $4,643 137.2% 142.8% 127 8% 156.0%
$2.112 $3.351 $5,190 N/A 136.0% 6.0% 125.1% 150.0%
$2,595 $3.380 $6,794 N/A 162.5% N/A 130.5% NiA
$3,564 $3,528 $5,376 N/A 139.0% N/A 128.0% NAA
$2,522 $2.565 $4,920 $4,133 120.3% N/A 124.5% 133.3%
54,252 N/A $5,397 N/A 130.7% Na L 1213% N/A
$2,754 $3,387 $5,539 $4,403 119.8% 105.0% 101.0% N/A
$3,557 $3,368 57,414 $6,281 135.7% 146.2% 122.0% 144.3%

T $3508 $3,930 $6,457 $5,690 113.9% 1185% 115.1% 137.5%
$3,366 $3,384 $5,768 $3,205 122.8% 135.5% 123.4% 186.7%
$3,157 52,205 $4,360 /A 161.5% N/A 134.3% N7A
$3,169 $3,421 $7,408 $3,671 128.5% 137.1% 115.8% 133.1%
$3,004 $3,210 $5,757 $5,401 152.3% 142.4% 127.5% 172.2%
$3,844 $2,421 $6,764 N/A 136.2% N/A 134.6% 183.0%
$4,284 $3488 |  $6988 $4,603 1397% | 1187% 107.7% | 101.9%
$3,195 $11538 $6,954 $4,683 132.6% N/A 115.4% N/A
$3,827 $4,169 $6,178 N/A 126.4% N/A 136.0% N/A
$2.892 §745 $3,608 (/A "166.8% N/A 115.3% N/A
$2416 |  $2492 |  $6083 |  $2,806 WMI0% | 1156% | 119.0% | 107.1%
$3,108 $2,741 $5,921 4,016 146.1% 138.1% 123.0% 138.4%
$3,376 $2,334 §5,921 N/A 137.5% NA | 1333% N/A
$4,468 N/A $7,518 N/A 153.8% N/A 124.5% N/A
$3,530 $3826 $8.207 $5,292 136.7% 137.0% 116.8% | 136.4%
$4.247 $2669 |  $6,553 NIA 127.4% N/A 128.9% NA
$3,984 N/A $4,767 | N/A 145,7% N/A 136.0% N/A
$3,615 $2,814 $7,967 N/A 138.8% 130,7% 116.6% 176.5%
$2,326 $3,459 $5,305 N/A 158.0% N/A 132.9% N/A
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Technical Appendix

Data Description

The data used in the analysis are taken
from the Current Population Survey {CPS),
a nationally representative data set that
provides current estimates of the economic
status and employment activities of the
population of the United Siates, The CPS is
a monthly survey of abowt 60,000 house-
holds conducted by the Bureau of the
Census for the Bureau of Labor Satistics.
Respundents are interviewed for four con-
secutive months in one year and reinter-
viewed for another four months at the
same time the following year. The CPS is
an ongoing survey that provides the mast
extensive and reliable information abowt
the (.5, labor market.

The Ourgoing Rotation Group file con-
sists of respondents who are in their last
interview month in both interview years.
The Cutgoing Rowtion Group respondents
are asked more dewailed earnings and
employment questions than are asked in
the monthly core survey. Since one-quarter
of the sample of approximately 60,000
households is rotated out each- month, a
full 12 months of data are needed o pro-
duce reliable state-level estimates. In 1997,
this sample consisted of approximately
230000 houscholds. The Ougoing
Rotation Group file is chosen for the calcu-
lation of the gender wage gap, minority
wage gap and union wage advantage since
detailed questions about the union satus
of workers are asked only in these months,

The March Supplement of the Current
Population Survey, alse known as the
Annual Demographic File, provides addi-
tional information about annual earnings
and income data that are not available from
the monthly core survey. Three years of the

‘March (CPS Supplements for the years

19951997 are combined to construct a
sample size of approximately 175,000
households, a sample large enough w pro-
vide state-level estimates, This is the pri-
mary data set used in this study for the
analysis of earnings losses due to lack of
equal pay and earnings gains if equal pay
existed. All employment and earnings data
gathered in March refer to the previous cal-
endar year. The means reported are, there-
fore, estimates over the combined three-
year period and refer to the experience of
respondents in years 10941996, All dollar
values of income and earnings variables are
converted to 1997 real dollars using the
Consumer Price Index. The sample is
weighted by the March supplement weight
standardized {or each year. To obtain popu-
lation weights 10 make the data set repre-
sentative of one annual national ssmple, we
take the inverse of the normalized weights
and divide by the average of the sample
sizes of the three survey years.

The Wage Gap Analysis

The Outgoing Rotation Group file of the
1997 CPS is used to calculate the gender
wage gap, the minority wage gap and the
union wage advantage. The wage gaps are
caleulated using the median weekly wages
of full-time workers. Full-time workers are
defined as those who usually work 3% hours
or more per week, Union status is defined
as those who are members of a union or
whose job is covered by a union or employ-
ee association collective hargsining agree-
ment. The wage gap, 45 reported, is a gross
wage gap that is not conected for differ-
ences between women'’s and men’ educa-
tional attainraent, work experience or hours
of work {while all work more than 35 hours
per week, some work more than others).

EQUAL PAY FOR WORKING FAMEIES



i, " earnings as if they were not subject to wage
'=finzquahty in this model, we control for
%2 many of the factors that contribute to wage
34 differences and account for 4 portion of the
! iivagc gap and then correct women’ earn-
;s gs if the unexplained portion of the
$vrage gap in this analysis did not exist.

-An ordinary least squares {OL5) model
“employed that controls for the differ-
e:feeé between men and women in age,

heation, annual hours of work, meuo.

: po)jtan residence and region of the country,
e depemiezzz variable is t%m aatural log of

Gany. given age men typically have spent
mcm years in the worklorce and fewz:r

may be less comparable than the data indi-
'55" cate), ‘On the other hand, trcluding vari-

ymarket (discrimination against women
Ty
) ,(causing them to invest less in human cap-

tmld) tends to understate their wue earmn-
izzgs’ losses relative to men.,

s < - In this model, mens eamings are pre-
: dicmi based on a sample of men aged 18 or
er:_wiziz positive earnings and positive
ours of work during the year, Since a key
mmponem of the analysis is the contribu-
on of womens earnings to family income
¥ and the resulting changes in family poverty
" rates il women’s earnings were not subject

EQUAL PAY FOR WORKING FAMILIES

10 discrimination, the sample of men is
restricted o those who eam at or below the
Q0uh percentile of men's annual eamnings,
or $6%,412 in 1997 dollars. This selection
assures that the predicted earnings for
those at middle and lower income levels
are not upwardly biased by the few high
carners in the sample. Poverty raies are cal-
culated using the preliminary poveny
thresholds for 1997 adjusted for family size
provided by the US. Bureau of the Census.

Womens earnings are predicted using
the coefficients from the mens earnings
equation {this method assumes that
women refain their own human capital but
are rewarded at the same rates men would
bed and caleulated only for the actual hours
that women worked during the year. The
average earnings estimates include only
those predicted to have positive eamnings
adjustments. Those with reduced predicted
earnings are assigned their actual earnings
during the year,

The model is used 1o estimate women's
earnings in the absence of gender-based
wage inequality. The control variables for
rarital status and the presence of children -
younger than 18 are explicitly excluded
since these charcteristics are often linked
to gendenbased diserimination. For
instance, higher eamings are predicied for
men who are married, but the oppaosite is
wue for women. Likewise, the presence of
children often predicts tower eamings for
women but does not have a significant
effect for men.

Married women and single mothers
include all those aged 18 and older. Single
women (never married, divorced, separat-
ed and widowed) are limited to those 25
and older wheo live alone; these women are
clearly dependent on their own earnings
and for them it is easy 10 caleulate house-
hold income. Many other single women,
who live in a variety of howusehold forma-
tions, also sulfer from wage discrimination,
but it is more difficult o determine the



Hgteun, Deborzh M,,' 0 June
Lapidus. “A Gender Arulysis of
U.S. Lebiar Market Policies for e
Working Poot:™ Pentinis Economics,
Yol 13, np.60.81. Fall 1595,

relevant houschold income for complex
houscholds, whose members may or may
niot poal income with each other.

Discrimination Based on
Job Class

To isolate the effect of gender compasition
of ocoupations on earnings, we &stitﬁate
ordinary least squares (OLS} earnings
equations following the mathodology of
Figart and Lapidus {1993)." In an effort 10
isolate the effects of pay tnequity only (pay
differences due to the gender typing of
jobs), this model includes additional vari-
ables that capture other sources of wage
differences between women and men. The
sarnples (or both women and men include
all those 18 and older with positive earn-
ings and hours of work during the year. An
oceupation is defined as femledomixnmf%
if 70 percery or more of the workers in ﬁ.\t
occupation are women. A total of 500 dif-
ferent oceupations are included in the
analysis, Separate equations are estimated
for women and men to measure reliably the
effect on eamnings from working in a

female-dominated occupation. Using esti-

mates from the regression model, the eam-
ings of women in female-dominated oceu-
pations are predicted as if they were 1o
receive the same eamings as women who
are not in female-dominated pecupations.
Likewise, the earnings of men in female-
dominated occupations are predicted as if

they were to earn the same as tmen who are
not in female-dominated occupations.

The dependent varfable in the model is
the natural log of armual earnings. The
independent variables include educational
atainment, race, marital staws, the pres-
etice of a-child younger than 18, residence
in a metropolitan area, region of the coun-

- ay, firm size, industry, yearly hours of work

and percentage of workers in the occupa-
tion who are female. The variables for age
and age squared are included ag prosxies for
wark experience because a specific experi-
ence variable is not available in the Cps,

In calculating the pay adjustments due
to workers in female-dominated occupa~
tions, it is assumed that no worker would
incur 2 loss as a result of the implementa- ,
ton of equal pay for work of equal value, If
the model predicts reduced earnings, the
actual earnings of the person are assigned.
This method provides a reliable estimare
for the average movement in earnings
for the entire group of workers in female-
dominated occtpations.

National Summary Table

The state data reporting the raise in annual
wages that women would receive if they
earmed the sare as comparsble men is g
weighted average of what women in the
thiee family types we studied would gain,
The family types are married working
women, working single mothers and self-
supporting single women, '

ECGUAL PAY FOR WORKING FANILIES
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To the Editors:

Ins 2 recent Op-Ed, Disna Furchtgont-Roth and Christine Stolba argued that ©
discrimination is rare” and that, when adjustments are made for their pexsonal characteristics, *
women earn approximately the same as men.” They then characterize the Clinton Adwministration’s |
Equal Pay k:manve as "nbig aep toward as wommy raled by bureaucratic dikir.”

The au;:l:xm's compleicly misrepresent gtaiasnezi resesrch on pay gaps Derween men and
womet. mrdmg to the Council of Economie Advisers, the most recent research indicates that
. only about a third of the pay gap can be ascounted for by differences in levels of skills and

experience between men and women, and that 2 gignificant gap remaing even alter adiusting fcsr
differences in other personal and job characteristics.

The authors’ characterizations of Labor Department programs and proposals are
inscrurare and misleading, The Degparument’s Offios of Federal Contraet Compliance and -
Executive Order 11246 (which has now been enforced by seven adminisirations) have aot *
brought us workplace quotag” - indeed, these are prehibited by OFCCP regulations. Furthermare,

~ the $14 million t0 be distribanted to the Equal Employment Opportunity Commission gad the
Department of Labor under the President’s Equal Pay Initiative would largely fund effors to
girenpthen enforcement of existing laws, aad 1o provide techaical aseistance and education about *
best practices” to employers. And any guidelines for evaluating pay scales across ocouparions that
might be developed under the Daschis.Dislauro bill are purely volimitary, To create scenaxiog

under which these would becoree legally mandated is to engage in pure speculation and scare
tactics that have no basis in reality.

Bovmpnd & fymden~

Harry J. Holzer

Chief’ Ewnomxst
; US Dept. Of Labor
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THE WHITE HOUSE
WASHINGTON

: . - June 9, 1998

! EQUAL PAY EVENT
DATE: June 10, 1998
LOCATION: Rose Garden
EVENT TIME; 2:30 pm=-3:30 pm
FROM: Bruce Reed
Gene Sperling
Audrey Tayse Haynes

t
PURPOSE

To commemorate the 35th anniversary of President Kennedy’s signing of the Equal Pay
Act, to call on Congress to pass Senator Daschle's and Congresswoman Delauro’s equal
pay bills, to announce a Council of Economic’ Advisors report on the gender wage gap,
and to annournce a Department of Labor report that provides a historical perspective on

the wage gap
BACKGROUND

You will be making remarks to approximately 150 people, mcludmg equal pay and civil
rights advocates, labor leaders, business persons, legislators, and persons from Cabinet
agencies. This is an opportunity to highlight women's progress since the signing of the
Equal Pay Act and to call for legislative action on the remaining wage gap.

The CEA report shows that a significant gap between the wages of women and men
remains today although it has narrowed substantially since the signing of the Equal Pay
Act. In 1963, the year that the Equal Pay Act was signed, women earned 58 cents for
every dollar men eamned. Today women earn about 75 cents for every dollar men eamn, a
29 percent increase over the 1963 levels. Despite these gains, there continues to be a
significant gap between men’s and women'’s wages, even after accounting for factors such
as educatlona! attainment, work experience, and occupational choice.

PARTICIPANTS
Briefing Partici :
Gene Sperling

Elena Kagan

Audrey Tayse-Haynes



Iv.

Janet Yellen
Rebecea Blank
Cecilia Rouse

The Vice President

The First Lady

Mrs. Gore

Senator Barbara Boxer

Congresswoman Eleanor Holmes Norton

Dr, Dorathy Height, President Emeritus of the National Council of Negro Women

(Janet Yellen and Deputy Labor Secretary Kitty Higgins will be seated on the stage)

PRESS PLAN

‘Open Press.

SEQUENCE OF EVENTS

- Y()if will be announced onto the stage accomparued by the Vice President, the First
Lady, Mrs. Gore, Senator Boxer, Congresswoman Norton, and Dr. Dorothy Height.

- The First Lady will make remarks and introduce Congresswoman Norton.

- Congresswoman Norton will make remarks and introduce Senator Boxer.

- Senator Boxer will make remarks and introduce Mrs, Gore.

- Mrs..Gore will make remarks and introduce the Dr. Height,

- Dr. Height will make remarks and introduce the Vice President,

. - The Vice President will make remarks and introduce YOU

- YOU will make remarks.
- YOI{ will then work & ropeline and depart.
VL. REMARKS
Prc;vid;d i;y Speschwriting. -
Attachments:

Background memo on Daschle Equal Pay Legislation and the CEA Report on the Wage Gap

Executive Summary of CEA Report
Photo of Szgmng of Equal Pay Act Legislation in Oval Office in 1963



' THE PRESIDENT CALLS FOR PASSAGE OF EQUAL PAY
LEGISLATION AND RELEASES COUNCIL
OF ECONOMIC ADVISERS' REPORT ON THE WAGE GAP
June 18, !998 L

Today the President will commemorate the thirty-fifth anniversary of President Kennedy's signiag
of the Equal Pay Act and will urge passage of fegislation to strengthen the laws that prohibit

wage discrimination against women. In addition, the President will release 2 Council of Economic:
Advisers” {CEA} report on the gender wage gap, and announce 3 Department of Labor report that
provides a historical perspective of the wage gap. The President will be joined by Dr. i)mothy ’
fieight, President Emeritus of the Mational Council of Negro Women, wi:{} wasg at the signing

ceremony of the Equal Pay Act in 1963,

Legisiation fo Improve Enforcement of Wage Discrimination Laws. The Pregiden wall call
on Congress 1o pass legislation, introduced by Senator Daschie and Congresswoman DelLauro, 1o
strengthen i?&ws prohibiting wage discrivination. The highlights of thus legislation include:

iy mmggi Penglties for the Egual Pay Act{EPRA), The legislation adds full compensatory

and punitive damages as comadics, tn addition zzz Ju, squsdated damages and back pay
awards currently avaitable under the EPA. Thns proposal would put pender-based wage -
diserimination on equal footing with wage discrimination based on race or ethnicity, for

which iiﬁ{:&;‘);)&{f compensatory and punitive damages are already available,

s mmg_;}mm;}, The bill would prohiba employers from punishing cmiployecs
" for sharing salary information with their coworkers. Currently, employers are free o take
actian against employees who share wage informmanon, Without the ability to leam about
wage disparitics it 15 difficult far women o evaluate whether there 15 wage diserimination,

' *

. TolmnesResearch, and Pay Bauity Award, The Daschle-Delauro bill provides for
increased trang {or Equal Bmployment Opponunity Commission employees-on malies
invalving the discrimination of wages: research on discrimination in the payment of wages;
and the establishment of the “The National Award for Pay Eqguity in the Workplace,”
which will recognize and promote the achigvements of eraployers that have made strddes (o |
elaminate pay dispanties,

CEA i({fpm‘t on the Wage Gap. The President will announce a report by the CIEA that shows
hat o siw .,lzmui[ wap between thy wages of women and men reanains t aday although it bas
nanowed sgzm.miu\ziiy since the sipaing of the Bguad Pay A

. Ciepder Pay Gap Has Closed. In 1963, the v that the Coual Pay Act was signed.
Cwirnen catned 58 cents for every dollar mon wirned. Today, women earn about 75 cents
far every dofar mon car -« g 2Uepergent moreasy over the 1863 lovels, The g{:zx et gap

] ..

! %
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has narrowed faster among younger women-and among marcied women with cluldren.
Al nd relative to all male workers, wage gains have been faster for black and white wonwgn

th zm for Pligpanic women.

: &asﬁmmm&imﬁ Mﬂmm%mwm
Mg;ﬁgg Over the past 20 years, increases in women's average work experience and
movement into lugher-paying oceupations have played a muyor rofe in increasing women’s
pay relative to men’s. Changes in famuly stafus, iy industey structure, and unionization
have also worked to narrow the wage gap, while the rising ceturns to skilts and increased
wage incguality would have, by themselves, widened the pay gap.

£ (i ; Unexplained.” 1 the [980s, about one-third of the gender pay
;_,ap Wwas z:x;;siamed by differences in the skills and 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. Tius leaves over one-third of the gender pay gap
“unexplained” by factors such as educational attainment, work experience, and
occupational choice..

* Labor Market RDiscrimination Persiste. The evidence is that labor market discrimination

aganst women persists. One indirect and rough measure of the extent of discrimination
reimaintag in the labor market is the unexplained” difference in pay. And academic
studies -- whether looking at pay differences between men snd women in very similar jobs
or by comparing pay 10 specific measures of productivity -« have consistently found
evidence of ongoing discriminatior in the lahor market

¥

Depasrtiment of Labar Report Provides a Historical Perspective on the Wage Gap, The
President also will announce a Depariment of Labor report that provides a thinty-five year
perspective on the wage gap. This report focuses on three pertods since the signing of the Equal
Pay Act -- 1960-1978, 1975-1985, and 19851997 -- and highlights the wcreased participation of
women io the labor force, the changing occupations of women, and the cmergence of more
women-owned businesses.

. Wotnen s Labor Force Participation Has Increased. Wonea's labor force participation

rate rose from 37.7 percent in 1960 to almost 60 pereent in (997,

» Increased Contributions by Women to Family Income, Betwoen 1995 and 1996 alone, the

nutribes of families with two wz}{kz:zg parents increased by nearly half @ million, making
cqual pay even more of a family issue. In these years, both parents were crployed in 63.9
percent of marricd-couple familics with childeen 18 and younger, while 28.2 pergent of
these fanulies had an employed father and homemaker mother ‘



EXECUTIVE SUMMARY.
{ ' _ L
Although the gap between w%omcn angd men's wages has nanrowed substantially since the
_ signing of the Equal Pay Act in 1963, there still exists a significant wage gap that cannot
be explained by differcnces between male and female workers in labor market experience
and in the characteristics of jobs they hold,

"

* After havering at about 60 percent since the mid-1950s, the ratio of women's to men’s
median pay began to rise in the late 19705 and reached about 70 percent by 1990. The
gender pay rateo is currently on the rise again, surpassing 73 percent in 1997,

The gender gap has narrowed faster among younger women and among married women
with children, The data that permit ézs&ggregatmn by demographic groups show the
overall gender pay ratio rising from 57 percent in 1969 to 88 percent in 1996 (the last year
for which these data are available). In contrast, among womes under 40, the gender pay
ratio rose from 58 percent mn 1969 (o 74 percent in 1995, Among marned women with
children, the gender pay ratio {relative to all male workers) rose from 53 percent in 1969
to 68 percent in 1996, Relative to all male workers, swage gains have been faster for non-
Hispanic black and non-Higpanic white women than for Hispanic women, :

v

Over the fast twenty years, increases in women's aceumulated labor market experience
and their movement into higher-paying occupations have played a major role in increasing
women's wages relative to men's, In addition, the decrease in the pay gap that remains
“unexplained” afier controlling for measured differences between men and women has
been a farge contributor to the narrowing of the pay gap. Changes in famuly status, in
i:t(l'uszlr'y structure and in unionization also worked (0 narrow the gender pay gap, while
mcreasing economic benefits from gkills and increasing wage inequtilty would have, by
themmselves, widened the pay gap,

The most recent detailed longitudinal study found that in the late (980s aboul one-third of
the gender pay gap was explained by differences i the skifls and expurience that wamen
bring o the labor markel and about 28 percent was due to differences in industry,
otcupalion, and union status among men and svomen. Accounting for these differences
raised. the female/male pay ratio in the late 9B0s from about 72 percent to about 88
percent, leaving around 12 percent as an “unexplained” difference

The evidence is that labor market discrimination-against women persiits, aithough it s
difficuit 10 determing precisely’ how much of the difference in fonale/male pay is due 1o
discrimination and how much s dee 1o differences tn choloes or preferenses between
women aad men One indirect and rough measure of the exten of discrinsination
eempining in the labor market is the “unexplataed” difference in pay  Some studies have
tried 1o measure discriminstion divectly by tooking a1 pay dilferences among men and
‘women it very suntlar jobs or by comparing pay (o specific measures of productivity
These studics consistently find evidence of pogoing discrmination i the fnhor murket aod
supporn the conglusion that women stli face differentiat treatment on the iob
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MEMORANDUM
TO: BRL&EZ'E REED, ELENA KAGAN
FROM: TOM FREEDMAN, MARY L. SMITH

RE: EQUAL PAY UPDATE

DATE: FEBRUARY 19, 1998

L BACKGROUND

Attached are summaries of the two main bills on equal pay and a list of ideas on the topic
we solicited from DOL, the EEQC, and various outside groups.

According to the Department of Labor, women earn on average only 735 cents for each
dollar a man carns. African American women earn 63 cents and Hispanic wornen earn only 54
cents to each dollar that white men earn.

The AFL-CIC and Gephardt are pushing this issue. It also fits in with our families
agenda because equal pay is not just for women; it is for famalies. In two-carner families, if the
wife starts carning more, the extra money helps the entire family, not just the female wage-
earner. : ‘

Even though the President is currently scheduled to travel on April 3, April 3 is Equal
Pay Day, the day on which women’s earnings, added to their previous year samings, equal what
men earn in one calendar year. The AFL-CIO is planning a roli-out on April 3 at various sites
across the cmzmr}, and if we had some kind of announcement, we could plug into w%zai they
already have planned.

i1 LEGZSL&TIVE OFTIONS

There are two main bills regarding fair pay that have been introduced, one by Senator
Daschle (D«»Sﬁ} *az‘id one by Senawr Harkm (D-IA) Attached are seatmn—by-smﬁan analy; ses of

------

A. Paycheck Fairness Act - Daschic 8,71

The main part of Daschie’s bill is enhanced enforcement. This bill would amend the
Equal Pay Act {EPA) to allow for compensatory and punitive damages. Currently, the EPA only
allows for liquidated damages, which arc essentially back pay awards. In addition, the bill
includes a nonretaliation provision that amends the EPA to prohibit employers from penalizing
employees for SWzWr salasiss with coworkers.

T -



Daschle 8 bﬁl also provides for the colieczmn of pay zzzfamzatmzz by the EEOC,

that thc EEOC appropriations be brought up to the level requeslcd by ﬁx: E’resmient inFY 1997
by adding 336 million to the budget. (The President’s FY 1999 budget requests 3279 million for
the EEOC — $37 million or 15 percent more than the enacted 199§ budget. More than one-third
of the proposed increase (8§13 million) goes to expansion of the agency’s ADR program.) A
more detailed cost analysis is provided below in the section of nonlegislative oplions; these
numbers were estimated by the EEOC.

In addition, the Daschle bill provides for training, research, education, and outreach.

B. Fair Pay Act - Harkin 8.232

The pnnmpai ;}mvzsmn it Harkin's bill is for equal pay for equivalent 391}3 The Fair Pay
Act outlaws discrimination in wiges paid to cmpiayae& within a workplace in &:;wvaien{ jobs
solely on the basis of sex, race, or national origin. However, wage differences on the basis of
seniority, a meril system, or an quality/quantity system would not be affected.

§
Harkin’s bill also contains a non-retaliation provision, a provision to permit the awarding
of expert fees, a section that provides for the collection of wage information by the EEOC. The
" bill also provides for research, education, and technical assistance,

I11. N()N-LEG}SLATIVE OPTIONS (PROPOSED BY EEOC AND DOL)
A. Colflect pay data by the EEOC.

&4  collseting data: The EEQC currently collects annual data regarding the
demegrap?zzc bma&é{}wzz of the workforces of private employers with 100 or more
employees and of federal contractors with 50 or more employees. The EEOC does not
currently collect salary data. The availability of salary data would be extremely useful, It
would allow the actual jobs grouped into the broad EEO-1 occupational groups to be
further defined. It would show the extent of differential pay by race/cthnic categories and
gender for the same type of work. It would improve the assignment of employces into the
proper EEO-1 categories. This data would assist enforcement of the Equal Pay Actand
would assist the Department of Labor in monitoring affirmative action programs.

Cummtiy the EEOC only collects demographic data. The Ei&l{}{: Izas proposed twao

alternatives in order io collect pay data,

1. Thé most detailed way to collect the-data would add cight salary intervals within
each of the nine current EE()-1 occupational categories. This would cost
$5,569,800, increasing EEOC’s cost from $801,200 to $6,401,000. 1t would also
increase the public reporting compliance burden hours to 3,684,000 from the
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D.

current 464,000, This burden hour increase translates conservatively into

increased public cost of more than $32 million annually. '
2 A second way to do this is 1o create a supplement to the EEO-1 form. This would |

not change the EEO-1 form, but 1t also would not provide data by job category.

Nonetheless, the matrix would have 20 satary intervals and would provide fairly

detailed salary data by race/ethnic categories and gender. This method would cost

$1,598,800, roughly tripling EEOC’s curvent annual processing cost from

$3{}:i 200 10 $2,400,000. It would also triple the public respondent burden to 1 4

mitlion hours, ifcreasing the respondent burden cost about $9.5 million over the

s 1,
current cost.

SWAT Team at DOL (o provide techpical assistance. DOL proposes 32 million for a
specialized technical assistance team 1o reach out to approximately 1000 companies.
DOL’s Women's Bureau technical assistance would include analysis of iring,
promotion, compensation, and evaluation data to ensure faimess and consistency for
women at all levels within the company. Recommendations for correcting problem areas
could be proposed.

The i}epartmetzt of Labor propeses that the ?mszdent endorse the following
legislative principles for pay equity:
1. Providing for the recognition and promotion of fair pay practices by employers;

2. Providing for research, education and outreach fo encourage fair pay practices and
to ¢liminate pay dispanties in the workplace;

3. Providing enhanced enforcement to deter violations of the Equal Pay Act and
other laws,;

4. . Prohibiting retaliation against emplovees who disclose, discuss, or inquire about

their wages or the wages of their co-workers.

Other Initiatives Proposed by the Women’s Office at Labor

10-step voluntary self-audit for busincsses: The Department of Labor would develop
and make available a package that would give both small and large companies guidelines
to deteﬁmz’ze whether they offer equal pay, hiring, and prometional opportunities. The
Deg;zrtmem would alsa develop a similar checklist for emplovees.

Increase funding for enforcement of the Equal Pay Act and the Civil Righis Act at
EEOC, DOL estimates that it would require approximately $5 million tasupport
additional training, travel, and staff o increase corporate management reviews.

#
Equal Pay Day on April 3 with Internet Chat Room. The Department of Labor
suggests that the President could participate in a special interactive dislogue on ¢qual pay

issues on April 3, the day on which women’s earnings, when added to their previous

v
¥
H



¥
4

year's earnings, finally equal what men earn in one calendar year. This online dialogue
could pose a snapshot of the magnitude of the issue, For the past two vears, the President
has recognized this day by issuing a proclamation,

White House Conference on Equal Pay. i\@

Fair Pay Tour. The President could join the Secretary of Labor during the Women’s
Bureau FairPay Tour, currently scheduled (o begin in late March, to discuss equal pay
concerns with women's leaders, business exegutives, labor union women, and working
women. After the tour, the President could announce one of the above mitiatives,

-



Bill Summary & Status for the 105th Congress

NEW SEARCH I HOME | BELP t ABOUT DIGESTS
5.71 -
SPONSQR: Sen Duschle (introduced 01/21/87)

SUMMARY:

{AS INTRODUCED)

Paycheck Fairness Aet - Amends the Fair Labor Standards Acrt of 193§ (FLSA) and the Civil Rights Act of
1964 (CRA) 10 revise and increase remedies and enforcement on behalf of victims ¢f discrimination in the
payment of wages on the basis of sex. ;

Amends FLSA t¢ provide for enhianced enforeement of equal pay requirements, adding a nonretaliation
requirement. Increases penaltes for such viclations. Provides for the Secretary of Labor o seek addigonal
comnpensaiory or punitive damages i siich cases.

Amends CRA to direct the Equal Employment C}pgcrtunity Cornmission (EEQC} to require certain employers
to maintain payroll records and report to the EEQC pay information analyzed by tuce, sex, and national origin
of employees. Applics such requirement applicable to employers who have 100 or more emplnyms for eac
working day ir ¢ach of 20 or more ealendar weeks.

Requires EEQOC to wrain its employees and affected individuals' and entitics on matters involving discrimination
i the payinent of wages. \

Directs the Sceretary o conduct studics and provide information to em;}ioym, labar organizations, and the
general public concering the means available to climinate pay disparities between men and wotmen, including
ccnvcnmg a national summit end carrying out other specitied activities,

i e ,/ .
Establishes the Rmiitzzc 1 National Award for Pay Equity i ‘e Wcrkplm, which shall be evidenced by a
medal. Sets forth crzicrza for specified types of entities to receive such an award.

Authorizes apgropiiations o the EEOC and to the Sceretary to carmy out this Act



PAYCHECK FAIRNESS ACT

This bill amends the :ﬁqué! Pay Act and the Civil Rights Act of 1964 1o provide more effective
remedies t© women who are nat being paid equal wages for doing equal work,

SECTION 1. Short Title: PAYCHECK FATRNESS ACT

SECTION 2: Findings. This section sets forth the basis for this legislation: wornen's wages are
rore and more iruportant in our economy and to working families. Despite the existence of the
Eqyal Pay Act (EPA), women's wages still stagnate at 71 cents to cvery dollar camed by a man.
Such pay disparitics need to be eradicated to help families get by, keep people off public

assistance, aliow for the best utilization of labor and ensure that commerce is ot bordened by labor
disputes or unfair competition. To sccomplish these ends, women need more effective remedies
under the Equal Pay Act and more acoess to information about pay disparities in the work place.

As part of this goal of education and outresch, it is important to recognize cmployers that have
made great strides in sddressing pay disparitics.

SECTION 3. Enhanced Enforcement of Equal Pay Requircresnts,

{a) Nomnretaliation provision. This provision amends the BPA to prohibit employers from
penaiizing employces for shaning information about their salaries with coworkers. Currently, itss
anlawful under the National Labor Relstions Act to discipline or terminate employees for such

disvussions, Because of the difficulty of proceeding under the NLRA, it is essential to provide
remedies under the EPA. as well,

{b) Enhanced és:n alties. This section alloves for compensatory and punitive damages not
surrently avyilable under the EPA. The EPA cumreutly provides only hiquidated damages —
essentially back pay awerds — which tend to be very insubstantial, Without adequate damages,
similar to those provided under the Civil Rights statutes, there is little or no deterrent effecton
ermployers. In addilion, this section rectifies a long-standing EPA problem. Cumently, it is very
difficult for a fawsuit to proceed a3 a class acton because the BPA, adopted prior to the current
form of Rule 23 of the Federal Rules of Civil Procedure, requires plaintiffs to opt in o a suit. This
section will conform the EPA procedures o those alteady provided ander the Federal Ruies.

{¢) Action by Secretary. This section enabies the Equal Employment Oppornunities
Commission (EEQC), in additson to private plaintiffs, to pursue claims under the new darnags
provisions described shove, :

SECTION 4. Collection of Pay Information by the EBQOC.

{1} Repoming. This section adds s new caiegory of wage information that by law must be
submitted by employers to the BEOC, This bill wonld require only those employers with one
hundred or more einployess W report generalized pay information by race, sex and natioast origin.
This information would not be public and would vot identify employees. This information is

necessary to enable the EEQC and the public better to understand the nature of pay disparities in the
workplace as well as national and industry trends,

(2) Enforcernsnt and Waiver: In cases of noncompliance with subsection § of this section, the

EECC muy apply to a United States Distnict Court for an order requiring compliance. Employers

who find that the requirement would resoll in undue hardship may request an exemption from the
i



requirement set forth in subsection 1 of this section and may bring & civil action if the BEOC denies
the request for exemption.

SECTION 35, Traiziing. Thas section requires the EEQC o provide training for its employees to
mprove the intake and processing of EPA claims.

SECTION 6. Resourch, Education, and Quursach. This section enhances programs already in
place in the Women's Burcau of the Department of Labor and specifically requires the Bureaa to
undertake research in the wrea of sex-based pay disparities, disseminate that information to
interested members ef the general public, provide information on means of eradicating such
dispagities, assist State and focal information and educational programs, recognize and promote the
achievements of employers thut have made styides to eliminate pay disparities. and convene a
natioral surmmit {c;%émuss and highlight the issue of sex-based pay disparities.

SECTION 7. Establishinent of the National Award for Pay Bquity in the Workplace, This section
establishes an award, to be administered by the Women's Bureau of the Department of Labor, to
tecognize and prorote the achicvements of employers that have made strides o eliminate pay
disparities,

SECTION 8. Lacréased Resources for Enforcement and Fducation.

{a) General Resources: This section addresses the fact that the EEQC's level of
appropriations has remained stagnant despite an ever-increasing set of new responsibilities,
including enforcement of such new civil nghis statutes as the Americans with Disabilities Act
(ADA). This section simply brings the EEOC appropriations Jevel up 1o that requested by the
President for FY 1997 by adding $36 million to its budget,

{b) Targeted Resources. To eaable EEOC to carry out the tesining of its cmployees, as
rcqu;red by section 5 of the bill, {h:a provision authorizes SS{){) 0040 in supplemental
approprialions.

{c) stcarciz Education, Quireach, and National Award. This subsection authorizes
funding for the Women's Bu rcazz s activities to eddress pay disparitics in the workplace, described
in sections 6 and 7.

[ —
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l SUMMARY GF FAIR PAY ACT, 5. 232

b
Section 1 § 2: Title and Findings

S aee oy gﬁ‘ ﬁ‘ﬁ}i“}ﬁy_ﬁg\rﬁ,gq&imﬁt Ferbrs : R e e

The Falr Pay Act outlaws discrimination in wages paid Lo

employees within a workplace (n equivalent jobs solely on the
Easls of a worker's sex, race or national origin. This would not
:mmvwwwapE;yﬁnowuagewdéﬁéereneas«thatWﬁrw"tnumrﬁyﬁlE”a?wﬁ senicrity i
System, a merit system or a pay system that ralates earnings to
quantity or guality of products. Employers are prohibited from

reducing the wages of an employee in order to comply with the
falr pay r&gaixaments.

Section 4. Prohibited Acts
wammmmxgg;"ﬁo;éétaliation provisions for employees inguiring about or .
aggisting in the investigations of provisions under this act.

- . wmapy

Section 5. Remedies

Alleows for awarding expert fees as part of tha costs granted vo a
prevailing plaintiff/s. Fees are in addition to other remgdies
given by the couzxt, and together may be meintained as a class

. action as{stipulated by the Federal Rules of Civil Procedurs.
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" Requires employers to preserve records documenting wage setting
practices and file annual reports with the EEOGC which disclose
the wdge rates pald for each job classification within the
company as well a4s the sex, race, and national origin of | s

<employedE TR It hin "€RE5E tos it {ons. Smail businesses of 25 and
dnder are exompted for the first two years, husinesses with 15

and under exempted thercafter. Confidentiality of indjividual
names would be mandated. : '

Section 7. Research, Education, and Technical Assistance

e po . frs

do1e ko JC™EG provide educetional materials end technical
assistance to employers ¢o asgist in implemanting fair pay
policies. The EECC must also develop ongoing ressarch regarding
pay equity.y In eddition, the EEGC is directed to include a
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MEMORANDUM FOR THE PRESIDENT

FROM:, BRUCE REED 57*3%5"‘3‘
GENE SPERLING

1

. SUBJECT: Equal Pay Initiative

Friday, April 3rd is “Equal Pay Day,” the day on which wemen’s earnings, added o their
previcus years carnings, are said 1o equal what men earn in one calendar year. Many
organizations arcund the country are holding events this week to highlight the issue; the White
House event is planned for Thursday, April 2nd. The Vice President will participate in this event
which will also include Senator Daschle, Rep, DeLauro, Secretary Herman, and John Sweeney.
This memorandum outlines the Administration’s equal pay initiative developed through an
NEC/DPC process for the Vice President to announce at the event. Your senior advisors,
Treasury, Labor, OMB, Commerce, SBA, EEQC, OVP, and the Women’s Office unanimously
support the new policies developed for this announcement.

The most significant announcement by the Vice President will be the Administration’s
support for aqual pay legislation introduced by Senator Daschie tn the Senate and Rep. Delauro
in the House. This legisiation will strengthen the laws prohibiting wage discrimination against
women. The Vice President will also announce a package of administrative actions that will
hightight the problem of pay disparity and enhance enforcement of wage discrimination laws in
the pzwazc sectir and the federal government.

The Vice President will anoounce the Administration’s support of the Daschle/DeLlauro
bills, The main provisions in Senator Daschle’s and Rep. Delaure’s legislation are:
; ,

nered. enaiiios : i Py The bill amends the Equal Pay Act (EPAY 0
allow for compcfzsazory and pumzzve damages. Currently, the EPA provides only for
liguidated damages and back-pay awards. 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 available under Section 1981,

* Soneretaliation Provision. Currently, employers can take adverse action against *
employees whe share information on pay. The Daschle bill amends the EPA (o probibit )
employers from penalizing employees for sharing information about their salaries with
so~workers, The ability 1o share such information makes it easier for women to evaluate
whether there is wage diserimination.

. Class Actions. The bill amends the procedures for filing class actions nnder the EPA to
canform with the pmccdurai rules for filing federal ¢lass actions in other areas of the law.
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£ Ris At gagh. The hill requires the EEOC to provide
training for its employees, suiz;ect to thc avazi:zbzhty of fzmdmg, on matters involving
discrimination in the payment of wages, The bill also requirez Department of Labor
{DQL) 1o undertake research in the area of sex-based pay disparities; provide information
‘ot means of erndicating such disparities; assist State and local information and
educational programs; recognize and promote the achievements of emplovers that have
made strides to eliminate pay disparities; and convene a national suminit to discuss and
Highlight the issue of sex-based pay disparities.

» [{gg_w The bill establishes “The National Award for Pay Equity in the

Workplace,” to be administered by DOL, to recognize and promoie the achievements of
employers that have made strides to eliminate pay disparities.

The Vice President will also announce a number of Administration initiatives, including:

iy, Using existing data, DOL will publish an annual

repoﬁc:z pay dlfferenccs by gcnéer The purpose of this easy-to-access report will be to
highlight the important issue of wage disparities.

3 : ng.{] eLwes ; EEQC and DOL. are
&cvelopmg an ‘v‘i{}U ta train cach czhcr 5 staff o pay zsm.les, to refer wotential violations 1o
tiie appticable EEQC or BOL office for appropriate action, and to permit the DOL's Office
of Federal Contractor Compliance Programs (GFCCP) to serve as the EEQC s agent for
purposes of coflecting damages that are not otherwise collectible by OFCCP, including
reltef for intentional discrimination under Title VI of the Civif Rights Act of 1964,

DOL wili publicize successtul programs of federal

contractors %)y placmg thczrz on DOL's web site,

o0 ] _ ginesse eas, Although some emplovers
mtenzzonaily dlscrimznau: athcrs zmy umnzcnunnaﬁy da sa. To help those employers
who would like o improve their pay and hiring practices, DOL will place on the Internet
a 10-step package that would give companics guidelines in determming whether they
offer equal pay, hifing, and promotional opportunities. A similar checklist for
employees, to help them determine if they are being paid equitably, will also be placed on
the internet.

* 18:S1e0 Yoluntary Self-Audiz for Ageocies, To make the federal government a “model”
empioyer, federal agencies will take a 10-step seif-audit, similar to the one described
above, and use these results to monitor their efforts on equal pay,

publtsh anew {}uzdc on Rccmzzmmt and Rezcmzon of Womm i {he Fedcmi Gev:mment
which contains information o make agency managers aware of career opportunities for
women and to provide guidance on recruitment and career development for women.



