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'•.',,,He wOuld bring respect. That "Unfit to stand trial" was players' reaction to news 

The frail general is 
set to go home. 
On orders of the 

British Home Office, 
a medical team exam­
ined fornier Chilean 
dictator Augusto Plno­
chet and found him 
"unfit to stnnd trial~ 
last week.' Britain's 
decision appears to 
end the long struggle 
to try the aging leader 
for human-rights 
crimes committed 
during his' I7-year 
rule that ended a 
decade ago. Britain 
arrested the 84-year­
old Pinochet at the re­
quest of a Spanish 
prosecutor in October 
1998; he has suffered several strokes since. 
Last week's decision does not mean he will 
now escape punishment. Chile's govern­
ment has a'rgued that Pinochet shouJd be 
judged at home-not in foreign courts. 
There are more than 50 lawsuits in Chile 
charging Pinochet with the disappearance" 

torture, and deaths of 
thousands of Chilean 
and foreign residents. 
But justice may not 
be pursued vigorous­
Iythere. One reason? 
Pinochet still has 
many supporters in 
Chile. They praise 
the economic refonns 
and end to political 
tUrmoil that his 
harsh rule brought. 
Another is that the 
constitution Pinochet 
designed limits his 
opponents' sway in 
the courts and the 
legislature. The in­
conclusiVe ending to 
the battle to try the 
old general leaves the 

broader issue unsettled as well: Can lead­
ers who commit human-rights abuses at 
borne be tried abroad? 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 

~o's got game? 

Anything Mia can earn, Michael can 

earn oetter. And not just Michael. 
The average bencbwarmer in basket­

ball earns more 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 
much? Here'are the 
base salaries of other 
athletes. You be the 
judge: 
• The bonus each player on 

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 GolfAssociation 
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 
last season: $29 million. 

• What Jordan earned per rebound: 
$91,000. 
• 	 What New York Mets catcher 

Mike Piazza makes in a game: 
$86,667. -Mary Brophy Marcus 

that Michael Jordan might join 
the Washington Wizards, not 
as a player but as management. 
The deal has the feel of a 

.~ .'megamerger, down to the pres­
,. ence of an America Online ex­

the table: AOL's Ted 

team owner. 
Jordan would 
have power to 
trade and sign 
players. And 
to win. 
$1 !t.,lj,'· ., •.' 

Brad Pitt. 
!"?"When it came time for singer 
)(). Melissa Etheridge and her part­
~.. ,ner to select the father of their 
',l"TtWo children, they chose singer 
to" David Crosby. Enough said. 
;," "l, ..~~l. '~" •. ,. ' " .J
.'O''".. ~.. -'. t;,• . - • .... ,'r-_~.., 
,- • Singer Bob Dylan and violinist 
j'~,1'88cStom won Sweden's Polar 
j' .t._award, music's equivalent of 

the Nobel Prize. .' , 
!,d '~.~"1:1.1,"'w::~r.....::.·~" t.:1:~r'oJl~.l ,., 

: • Hall of Fame pitcher Bob 
Lemon died at age 79. 


'0:.;'••-.." 1,-.;.tCi!o't:?~.... :i.... ;. 


1/ ~.They hit historic home runs 
~::on co'nsecutive nights in 1975. 
- ~Now Gartton Ask and Tony Perez 
~', will enter baseball's Hall of 
, Fame together. Fisk was re~.' 
:...f Warded for the length of his ca­
~'" reer-24 years, playing catch­
.:,' -er-and for a solitary moment, 
'··"when he hit the winning home 
,i. run in the sixth game of the 
~World Series between Boston 
'!. and Cincinnati. Perez's homer, 

less remembered, helped win 
'1'~ Game 7. He is the first Cuban~ 
! 'born player named to the hall. 
-, ';,.:. 
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TIlE PRESIDENT ANNOUNCES EQUAL PAY 
INITIATIVE AND URGES PASSAGE OF PAYCm:CK FAIRNESS ACT 

In his weekly r<;ldio address, the President will announce a new S14 million Equal Pay Initiative in 
his Fiscal Year 200() budget and urge prompt passage ofthc Paycheck Pninlcss Act. The Initiative 
includes $10 million fur the Equal Employment Opportunity Commission (EEOC) to incrcHsc 
compliance Wit~l equal pay laws hy providing training to EEOC cmployees to identify and respond 
10 wage discrimination. increasing 1cdmical assistance to businesses on how to meet legal 
requirements, tind launching an equal pay puhlic service announcement campaign to in10nll 
emp10yers and ~mployces alike of their rights and responsibilities. The lnhiative also includes $4 
million for the Department of L~tbor. primarily for a program to assist COtilnlctors ill recnliling and 
retaining qualified women in non·tf'Jditional occupations. The President also will call on Congress 
again to pass {he Paycheck Fairnes.s Act, which would slrcnglhcn wage discrimination laws and 
provide for additional research. training, and public education efforts on this important subjcct. 

Equal Pay Initiative 

The PrC;.<;idenl 's FY2000 budget includes runding for a $141l1lHioJl ctJual pay initiative for the EEOC 
and the DOL's,Office of Federal Contractor Compliance (OreCP): 

Egllnl Emuhlymcnt Opportunity Commission 

The President's FY2000 budget includes $10 miJlion for the EEOC to: 


• 	 triplc the number of EEOC cnforccment staff who receive training in identifying <llld 
responding to wage discrimination; 

• 	 provide, for the first time eyer, training and technical assistuncc to employers (about 3,000 
in total) 011 how to comply with equal pay requirements; and 

• 	 dcvetop public service anllounccmcnls to educate employees ar;d employers on their rights 
and responsibilitics under equal pay hlWS. 

The Department of Labor 

The President's FY 2000 budget includes $4 million for the Labor Department's OFCCP to: 


• 	 help women obtain and retain employment in non-traditional jobs by identifying und 
disseminating model employer practices and assisting conlraClOr'S \0 finding qualified women 
empioyees, including through the new nationwldc nctwork of One-SlOp Career Centers 
established by last year's \Vorkforce Investment Acl; and 

• 	 Increase outreach, cdacation, nnd technical assistance to /cdeml COlUractors on equal pay 
lssu(,~. by providing legal guidelines lind industry best pn.!ctice;s, 



Payelu:ck Fairness Ad 

TIle President again will urge Congress to pass legislation c;llled the "The Paycbeck Fairness Act," 
introduced bY,Senator Daschle and Congressman DeLauro. to strengthen laws prohibiting \\'ugc 
discrimination; The highlights of this legislation include: 

.. 	 l!lGI~.(lscd penalties for the Equal Pay Aet (EPA), The legislation would provide full 
compcryslltory and punitive tbmages as remedies for equal pay violations. in addition to the 
liquidated damages and back pay awards currently available under the EPA. This proposal 
would put gender~huscd wage discrimination on equal footing with wage discrimination 
hased on race or cthnicity. for which uncapped compensatory and punitive d"magcs are 
alfC3dyavai!able. 

.. 	 NODwrctDliDttQn provision. The bill would prohibit employers rrom punishing employees for 
sharing salary information with tbeir co-workers, Many employers are currently rFL~ [0 take 
action against employees who share wage infonnation. Without the ability to learn about 
wage disparities, it is difficult for employees to evaluate whether there is wage 
discrimination. 

.. 	 Train.ing. Research. Imd Pay Equity Av.'ard. Tbe bill would provide for increased training 
for Equal Employment 0pp0r!.unity Commission employees to idemi Cy and responu to wage 
discrimination claims; research on discriminalion in the paymellt of wages; and the 
estabhshment of an award 10 recognize and prOiHote the achievements of employers in 
eliminating pay dispnritics. 
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THE WHITE HOUSE 


WASHINGTON 


February 24, 1999 

MEMORANDUM FOR THE CHIEF OF STAFF 

FROM: 	 BRUCE REED 
LARRY STEIN 

SUBJECT: 	 Meetine with Senator Harkin and Pay Equity Adyocates 

The President and Vice~President have spoken out in favor of equal pay and supported Senator 
Daschle'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 wonh. 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 to endorse that concept. As a fallback, the groups will push for strengthening 
the Dasch!e bill and may seek reinsertion of a provision on pay disclosure that was dropped 
last year at the Administration's request. Th.is memorandum provides background on the 
Administration's strategy on the equal pay issue, compares Daschle's and Barkin's bills, 
discusses the ~egislative outlook for each bin, and offers some recommendations, , 

, 
Back~round 

, 
In the last few years, the Administration 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 to strengthen the Equal Pay Act (see below); 
included. $14 million equal pay initiative in the FY 2000 budget for 'he EEOC and the 
DOL's Office of Federal Contract Compliance Programs (OFCCP); published a CEA report 
that shows a significant wage gap between mate and female workers; and created an annual 
report on pay differences to be published by DOL. The President and Vice-President have 
held a vari~lY 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. OFCC? wishes to request pay infonnalion by letter from some 5000 
COntractors s~)ected for compliance reviews. OFCCP currently coHects this data onsire at a later 
stage of the compliance process. OMB has balked at this request, primarily on the ground that it , 



wiU impose an undue burden on employers. At a meeting this week with pay equity groups, Josh 
Gotbaum promised to re-examine this matter. In addition, he noted that the Administration had a 
variety of pot~tial mechanisms 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 
dat., The DPC, NEC, 01\1B, OPL (women's office), EEOC, and DOL held a meeting on Friday 
to begin this process ofdetermining what are the most effective and politically viable means for 
improving data collection from employers., 


,
II, 	 The Daschle Bill 

The Administration has endorsed '"The Paycheck: Fairness Act, '" introduced by Senator 

Daschle and Congresswoman DeLauro, to strengthen laws prohibiting wage discrimination, 

The measure is included this year as one of the Democrati~ 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, jn addition to the liquidated damages 
and backpay awards currently available under the Equal Pay Act 

• NQn-retaljatiQil pwvjsiQo. The bill wQuld 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 employees to evaluate whether 
there is wage discrimination, 

• Training. Research. and I?ay EguiIy Award, The hill \\'ould provide for increased 
training' for EEOC staff; more research on v..'age discrimination; and a new award 
for employers who have worked to bHminate pay disparities. 

Senator Daschle's bill originally included a provision requiring the EEOC to collect reports 
from employers with 100 Of more employees about the wages they pay, analyzed by the race, 
sex, and national origin of employees" The Administration informed Daschle that this 
provision would raise very strong ~~ and perhaps justified -- objections from the bus.iness 
community. Daschle removed the measure from the bill. 

111. 	 The Harkin Bill 

Last year" Sena~or Harkin introduced a comparable worth bill called the "'Fair Pay A~t of 
1997," (It doesn't appear that he has reintroduced the bill this year) The highlights of 
this legislation include: 

• 	 CQt1l~itra!lJe WQUb, Harkin's bill amends the Fair Labor Standards Act to prohibit 
the paying of unequal wages fer work on "'equivalent jobs" dominated by 
employees of different sex, race, or national origins. The legislation defines 

2 



"equivalent jobs'" as "jobs that may he dissimilar, but whose requirements are 
equivalent, when viewed as a composite of skills, effon. responsihility> and 
working conditions." It exempts from this provision wage differences based on 
seniority. a merit system, or a qualily/quantity system. 

• 	 D31a .Collection. The bin requires empIoyers tu submit wage data to the EEOC, 
brok~n down by job category and then by sex, race, and national origin. The 
EEOC is authorized to disseminate this data to the puhlic., 

• 	 Non-Retaliation Proyjsion. Harkin's bilJ contains a non-retaliation provision 
similar to that in Senator Daschlefs bill. 

• 	 Education. Trainin~. and Technical AssistaDce. The bill also provides for research, 
education, and technical assistance. 

IV. Le~i!'lative Outlook 

Senator Daschle's bill currently has 20 cosponsors (Sen, Harkin has yet to cosponsor, 
although he has in the past} On the House side, Congresswoman DeLauro's bill, H. R. 541, 
has 34 cosponsors, Both ofrhese bills are part of the "Democratic Leadership" package of 
bills. Senator Harkin's bill had 8 cosponsors in tbe last Congress, while the House version, 
which Congresswoman Korton sponsored, garnered 64 cosponsors, (By contrast, last 
Congress, Senator Daschle brought 23 Democrats on board, while CongresS\voman 
DeLauro's bill had 95.) The Harkjn~Norton bill is unlikely to attract additional cosponsors 
because of its controversial nature and its lack ofsupporl from the leadership_ The 
Daschle-DeLa~ro bill has a much better chzlrtce of drawing some bipartisan support ultimately 
of passing. 

, 

I 


As a political matter, the Daschle bill offers Democrats the ability to raise the issue on the 
floor, highlight' our commitment to the issue, 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 biil passes or not, the attention such a fight 
would receive would focus attention on the problem and broaden the constituency for further 
measures, including. possibly. for Senator Harkin's bill. in contrast, endorsement 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 wageMsetting and radical interference in the labor 
market. 

It is also clear that interest groups, members, and the Administration must work together on 
legislation to rai.se the profile of this issue in any fashion. It is worth remembering that no one 
tried to raise this issue on the floor last year. Without consensus support for a single 
legislative strategy, th'e issue may fall off the political (adar screell altogether. 
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, 
v. Recommendation 

By backing Senator Daschlc's bill as a first step, the Administration has gained an excellent 
position from which to lead a nationaJ debate on the wage gap and support policies that will 
lead to greater fairness in the workplace. In contrast, endorsing comparable worth at this point 
would decrease our chance of building momentum on the issue, by sparking a debate ahout 
government interference with the market. We believe that the Administration should keep 
opponents of equal pay on the griddle by keeping the nation's attention focused on the 
existence of th1e wage gap and the CQmmon~sense steps we all should be able to agree upon to 

attack it. 

This message will undoubtedly be awkward to deliver. (We ru:.t looking at ways to strengthen 
the Daschle bili - including through a new wage disclosure provision -~ but while the groups 
may appreciat~ these efforts, we do nOt expect them to pacifY Senator Harkin) We . 
nonetheless believe that we should not give false hope to participants at the meeting that we 
win endorse or otherwise work for passage of the Harkin bill. Indeed, we believe we should 
emphasize the importance ofa unified push for the legislative proposal with the greatest 
chance of passing, 

• 
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Record Type: Record 

To: Bruce N. Reed/OPO/EOP, Elena Kagan{OPDjEOP 

cc: Thomas I.. Freedmen/OPO/EOP, Nicolo R. RabncrlWHOiEOP, laura Emmatt/WHO/EOP 
Subject: AFL Equal Pay Report, 

Tomorrow the AFL·CIO is releasing a report that says that America's working families lose $200 
billion of income annually because of the wage gap and that on average each family loses $4000 
each year, even after accounting tor differences in education, age, location, and the number of 
hours worked, I will send you a copy of the report. 

The First Lady had been interested in numbers like these for a possible event, and we have CEA 
working on trying to come up With how much a family 105'35 because of the wage gap, and how 
much a women entering the workforce today would lose Qvo:r hl)f lifetime. 
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,.E qual pay is a bread-and~butter issue\ 

t 

for working famiJies. More than 
two-thirds of all motherS in lhe 

United States work ~or pay. TWo-eamer 
families arc loday's nonn among married 
couples, and a growing number of single 
women provide most or aU of their families' 
support Altogether, almost two-thirds of 
aU working women and slightly more than 
half of married' women responding to the 
AfL.CIO\; 1997 Ask A \\\:Irking \\\:Iman 
survey said they provide half or more of 
their families' incomes. 

Uttlc wonder, then, that 94 percent 
of 'Working women in the Ask A Working 
~man surVey-almost every one­
described equal pay as "very imponant;" 
that two of every five: cited pay as the 
"biggest" problem women face at work; 
and that one-third ofall women and half of 
African American women said that. despite 
its importance, they do not have equal pay 
in their jobs. 

To beller understand (he wage gap for 
women and people of color in the United 
Stales and to beuer measure the price that 
wage inequality exaC15 from families and 
individual workers, the AFL-CIO and the 
Institute for Women'S Policy Research 
(IWPR) jointly undertook a national study, 
including state~by-suue breakouts, to ana~ 
lyze recent data from' the Census Bureau 
and the Bureau of Labor Slatistics, ' 

The study confirms many rec~t analy­
ses, finding that women who work run­
time are paid only 74 cents for every dollar 
men eam--or $148 less each week. 
Women of wlor who work full-time are 
paid only 64 cents for every dollar men 
overalI eam--or $210 less each week. 
Going further, the study uses more refined 

I 
EQUAL PAY fOR ~ORK1,NG FAMILIES 

Executive Summar'• 


techniques to explore the dimensions, and 
the fun cost, of unequal pay, 

Working Families Pay a Steep Price for 
Unequal Pay 

ArneriGt's working ramilies lose a stagger­
ing $200 bUlion of income annualJy to the 
v,-agc gap-an average loss of more than 
$4,000 each for working womens families 
every year because of unequal pay, even 
after accounting ror differences in educa­
tion, age, location and the number of hours 
worked. 

• Ifmanied 'WOmen were paid the same as 
comparable men, their family incomes 
would rise by nearly 6 peIt".ent, and their 
families' poverty rates would fan from 
2, I peocent to 0.8 percent 

• 	 l£ single working mothers elmed as 
much as comparable men, their family 
incomes would increase by nearly 17 
percent, and theiT poverty rates would be 
cut in half, from 25.3 percent to 12.6 
percent

• Irsingle women earned as much as com­
parable men, their inromes would rise 
by 13.4. pen:ent, and their poverty rates 
would be reduced from 6.3 percent to 1 , 
percent. 

• Working 	families in Ohio, Michigan, 
Vermont, Indlana, Ulinois, Montana, 
V.lisconsin and Alabama pay the heaviest 
price for unequal pay to working 
women, losing an average of roughly 
55,000 in family income each year, 

• Family income losses due to unequal pay 
for women range from $326 million in 
Alaska to $21.8 billion in California. 

, 




The Size of the Pay Gap Varies by State 

\'VhHe the wage gap is much smaller than 
the national avernge in some States, the 
numbers do not automatically signal 
improved economic status for women. The 
primary reason for women's relatively 
improved status in many states is that the 
wages of minority men are so low, This is 
particularly true for the District or 
Columbia, Arizona. California, New York. 
North Carolina, Texas and Viq;inia. 

• Women who work full-time art paid the 
least, compared with men, in Indiana. 
Louisiana. Michigan, Montana, North 
Dakota, Wisconsin and Wyoming, 
where women earn It!SS than 70 percent 
of mens weekly earnIngs. 

• \-Vornen 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 
",",th men-in Arizona, California, 
Florida, Hawaii, Massach.usetts, New 
York and Rhode Island-women earn 
little more than 80 percent as much as 
men. 

• Women cant the most in comparison to 
men-97 pc=t-m Washington, D.C., 
but the primary reason women ap~r 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 Co!umbia, 
Hawaii, Florida. New York. and 
Tennessee, where they earn more than 70 
percent of what men overall in those 
states earn. 

Unequal Pay Hurts Men, Too 

As the percentage of women in an occupa­
tion rises, wages tend to fall. \Vorkers who 
do what trnditionally has been viewed as 
«women's work"--clerical workers, 
cashiers. librarians. child care workers and 
others in jobs in which 70 percent or mort 
of the workers are women--typkally earn 
less than workers in jobs that are predomi­
nately male or are integrated by gender. 

• Both women and men pay a steep price 
for unequal pay when they do 'Women's 
work": The 25.6 million women who 
wotk in these jobs lose an average of 
$3,446 each per year; !he 4 million men 
who work in predOminately female occu­
pations lose an average of $6,259 each 
per y=-fo, • whopping $114 billion 
loss for men and women In predomi­
nately female jobs. 

• At the stare level, women who work in 
female-domlnated jobs·could increase . 
their salaries from $2,1l2 per yea, in 
Missouri to. high of $4,707 in Delaware 
If they bsd equal pa~ AlUlual wage gains 
for women in these Jabs would exceed 
$3,000 on average in 36 states. In 34 
<tates, wages would Increase by at 1_ 
$2$)0 for women of color in rema1e~ 
dominated jobs. 

EQUAl. PAY fOR WOAIONtl fAMlUns 
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• For men in female-dominated jobs, state , 
average increases -would range from 
$3,533 annually in the District of 
Columbia to $8,958 in Delaware if pay 
inequality was eliminated, Minority men 
would see increases ranging from $1 ,91B 
in Colorado to $7,996 in Abslta, 

Unions Mean Big Pay Gains, 
Smaller Pay Gaps 

Union representation is a proven and pow~ 
crful tool for raising w~rkers' wages, panic.. 
ularly for those most subject to labor mar­
ket discrimination: women and minorities. , 

I 

• Tbe typical female Union member earns 
3S percent more per week-$157-4han , 

. a woman who does not belong to ;I 

union, 

• Unionized women of color earn' almost 
39 percent more--S135-than nonunion 
women of color. In fact, minority union 
women earn $45 a week more than 
nonunion white women. 

• 	 Minority men who belong to unions 
bring home 44 percent more-$l77­
each week than nonunion men of color. 

• Unions 	also help dose the "''age gaps 
based on gender and minority status for 
their members, Women represented by 
unions earn almost 84 percent as much 
as union tnen, while unionized workers 
of color make about 81 pet«llt as much 
as unionized white workers. 

In ~e 35 yean; since the equal employment 
!aVIS passed, women and people of color 
have made significant strides into the 
mainstream of the American workplace, 
But lingering unequal pay robs women and 
their faqrtlies of economic strurity, dou­
bling poverty rates for today's worners and 
threatening redu<::ed retirement income 
and greater poverty tomorrow. 

There are tlrree clear routes to ensuring 
that women receive equal pay: 1tigorous 
enforcement of current equal pay laws. 
passage of stronger and better equal pay 
laws an~ greater prote<:tions for workers' 
right to OIganize together into unions. 
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n the 1960s, Congress p"",ed two land­
mark laws designed to remove discrim­
ination from employment relations. 

The first, the Equru Pay Act of 1963, out­
lawed the long-establish,d and standard 
business practice of paying women less 
than men even when they \vere doing 
exactly the same work Its mandate was 
straightforw.n:l: equru pay for equru work 
The next year, Congress enacted the: Civil 
Rights Act of 1964, which included, among 
other things, a compreh~nsive fair emploYM 
ment section (TItle VII) that banned dis­
crirnirultion against women and minorities 
in aU temlS and conditions of employment 
(hiring. promotions, terinlnations and the , 
like), including pay. Read together, the 
EqUlIl Pay Act and Tide VII establish the 
principle that employers may not pay 
women and people of color Jess for the 
~otk they do beaul5e of their race, gender 
or e!hotelty, Simply pur, employers rnay 
not deny women and minorities equal pay 
bea:mst of sex or race discrimination. 

In the 35 years since the equal employ­
ment laws passed, women and people of 
color have made stgnUl~t strides into the 
mainstream of the American workplace. 
Nevertheless, despite undeniable gains, pay 
bias and other discriminatory practices 
continue to impede progress. all lOa often 
placing glass Ceilings in the way of workers 
moving up and relegating too many others 
to second-class workplace status on the 
sticky floor. Consider. for example: 

• 	 In January 1999, the· Department of 
Labor announced that Texaco had 
agreed to give 186 women more than $3 
milUon in back wages :and pay adjust­

, ments to sttlle findings that the company 
consistently had paid women in profes-

EQUAl. PAY FOR WORKtNG FAMItJCS 
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slana) and executive positions 1ess than 
their male counterparts 

• In 1998. major corporations, including 
US Airways, the phannaceutical division 
of Bayer Corp., publishing giant R-R. 
Donnelly, Pepsi-Cola, desktop computer 
manufacturer Gateway 2000, insurer 
Highrnark, Inc. (fonnerly Blue Cross! 
Blue Shield of Western Pennsylv:mia), 
Allison Engine Company of India .... polis 
and CoreStates Financial .Institution, 
agfooJ to payments totaling about $3.5 
million altogether to resolve Labor 
Depanment findings of pay bias and 
other disc.rlmina.tion against women and 
minorities. 

• 	 In 1997, two major national chains-­
Home Depot and Publix Supennarketl>-­
agreed to pay-out more than $80 million 
each to setde lawsuits charging them 
with sex discrimination, including disH 
crimination in pay, against thousands of 
women workers. ' 

• 1n' recent 	months, Boeing. Penmoil 
Company and Unfte:d Pared Service 
have agreed to employmem discrimina· 
tion settlements totaling more than $30 
million altogether and potentially bene~ 
flting thousands of African American 
workers and fonner employees. 

• Ao:otding to the 1998 Catalyst Census of 
WOmen Corporate OJJlcers ana Top Earnen, 
less than 3 percent (or only 63 of 2,320 
individuals) of the top-earning corporate 
officers: in Fortune 500 companies are 
women, and their earilings (salaries and 
bonuses) are only two-clclrds those of 
top--eanting men. 

• 
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• ,African American and Hispanic workers 
are morc than twice as likely as white 
workers to be "working poor"-rhal is, 
to be employed but, nevertheless, to live 
in poverty. Minority women workers, 
who confront the dual problems of gen~ 
der and race bias, have espedaUy high 
poveny rates: One in seven African 
Americ:an and Hispanic women workers 
lives below the poverty line compared 
with one in 20 while working women 
and men.' 

Not surprlsing!y-considering these 
examples-wage gaps persist between 
women and men and between minority 
and nonrninority workers as enduring 
reminders, of gender and racial inequality 
in the workplace, 

What Do Wage Gaps Tell Us? 

"'Wage gaps" are commonly cited measures 
of earnings inequality between different 
groups of workers. A "wage gap" is derived 
from a "wage ratio," the figure expressing 
the percentage of one group:; earnings (for 
example, women or minorities) compared 
with another group's (men of nonminori­
ties). As used in this stu~ ."gender wage 
gaps" are pen:cntage or actual dollar differ­
ences betv.'een the earnings of men and 
women, and "minori~ wage gaps" are dif­
ferences betWeen ~mings of people' of 
color and white workers, ~ 

Since earnings are the main source of 
income for most American families. wage 
gaps are imponant indicators ofdifferenees 
ip- economic Status among groups of work­
ing families. Economists disagree. however. 
about the extent to which wage gaps reflect 

labor market discrimination or Othel 
considerations such as "human capital" 
differences among workers (that is, differ. 
euces in educatioh. training and experi­
em:::e). Higher earnings for white men. fOl 

example, do not necessarily reflect discrim­
ination against women and minorities if 
white men, on average, have more human 
capital} Analyses attempting to tcase out 
the reasons for wage differences between 
women and men typically separate the gen­
der '.vage gap into a portion explained by 
human capital differences and a portion 
that remains unexplained even after taking 
such differences into account. Recent stud­
ies indicate that between ontxluancr and 
one·half of the gender wage gap remai[l5 
unexplained, and some economists altrilr 
ute so~ or aU of this unexplained portion 
to discrimination.' . 

Economists also durer as to whether 
and how to consider additional factors in 
explaining wage gaps. For example, pay 
differences associated with work in specific 
ocwpations and industries may simply 
reflect legilirruue consumer and worker 
preferences or supply and demand for 
,goods and services; or they may suggest 
something lar more sinlster-discriminaIOlY 
barriers locldng workers In some joba and 
out of others', or bUi.s in sttting wages for 
jobs with heavy concentrations of women 
and minority workers. Marriage and the 
presence .of children typlcally' affect 
women's and men's wages differently: Is 
that because employers tend to discrimiw 
nate against child-beartng women (and in 
fa\'or of fathers)? Because women prefer to 
spend more time caring for children, hence 
accumulating less human capital? Or 
because the nation lacks infrastructure, 
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such as universally accessible and ~ord· 
able child care, to make tneeting both work 
and family needs easier? 

Recognizing these differences among 
economists, this Study employs three sepa­
rate and increasingly refined approa.ches to 
measure and report on wage gaps: Section I 
describes results of d.te simplest and most 
straightforward analysis, a comparison of 
median weekly earnings of men and 
women and of minorities and nonminori­
ties; Section II repor,ts on an assessment 
that consi~ers several factors, including 
workers' ages and education levels, to 
determine the effect that paying women as 
much as comparable men would have on 
women's earnings and their families' 
incomes and poverty rates; and Section III 
presents fmdings fro'Ql an even more finely 

honed test that controls for multiple indi~ 
vidual and job characteristics to measure 
the wage penaJty workers-men as well as 
women-suffer when they work in 
"female..aominated" 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 Conn of higher wages and smaU~ 
er wage gaps. 

This research project was undertaken 
jointly by the AFL-CIO and the Institute 
for Women's Policy Research to better 
understand the wage gap in the United 
States, as well as each of the 50 .tates and 
the District of Columbia, and to better 
measure the costs of wage inequality for 
families and individuals. 
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SECTION I. 

Large Wage Gaps Persist 
for Women and Minority Workers 

T
his se:~lion evaluates the ov~rn!l 

wage gap and the wage ratio 
between women and men of aU 

races and between minorities and whiteS, 
as reflected by differences in median wttkly 
earnings: oJfull-time workers in each group.) 
The analysis groups Hispanlcs. who may he 

of any race, with racial minorities, which 
include African Americans, Asian Ameri<::ms. 
Pacific Islanders, Native Americans, Aleut 
Eskimos and othets, Tables 1 and 2 delail 
the relevant earnings for each group! As 
shown in these tables. gender-based earn­
ings differences and corresponding gender 

~~gap:;.lsn ~ be expressed" 
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wage gaps are large ror aU women com~ 
pared with an men and especially IalEe for 
minority women compared with all men, 

• Overall. women earn just $431 Per week 
compared with mens $579 weekly earn­
ings, ror a wage gap of $148, \\!'hite 
women do better than women overall, 
earning $462 per week-but since white 
men~ weekly earnings of $631 are also 
greater than those for men overa)), the 
$169 wage gap between white women 
and white men is larger than for all 
women and aU men, 

• Minority women have lower earning;-­
Just $369 a wttk-but because minority 
mens $415 weekly earnings are also 
lower than mens "vcrall, . the $46 dis­
tance between minority women 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 thal mmorities 
face in and out of the workplace. When 
compared with aU men rather than only 
with .minority men, the wage gap for 
minority w0lllel1--421O--is ahn05t five 
times greater. 

• 	 For aU race groups, full-time women 
workers earn Just 74.4 percent of what 
men earn on a weekly basis. 'White 
women earn 73.2 pe~t of wl»1t white 
men earn, while minority women tam 
88.9 percent of what minority men earn. 
However, minority women earn just 63.7 
pettent of what all men eam. 

• 	The ratio of women~ vnges to men's is 
lower, and hence the Wage gap is greater 
than correspoitding national nlteS.· in 
halfof the States. OVerall gender gaps are 
worst in Indiana, Louisiana, Michigan. 
Montana. NOM Dakota, WISCOnsin and 
Wyoming. where women's median 
weekly wages are less than 10 percent 

those of men. At the other end of the 
spectrum, women fare best in Arizona, 
Olllfomia, Florida, Hawaii, Massachu­
setts, New York, Rhcde island and the 
District of Columbia. where they earn at 
least 80 percent as 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 national 
rate-Arizona. California, New York. 
North Olrollna, Texas and Virginia-<l' 
primary reason for women~ relatively 
Unproved status is that the wages of 
minority men are so low. (See the 
National Summary Table for state-by­
Slale breakdowns.) 

Wage gaps between men and women 
have decliried steadily in recent decades. 
though progress haS slowed in the 1990s, 
and gender-based wage differentials in the 
United'Stat~ remain large relative to those 
in-. many 'other indUstrialized cOUntries. 
Todays 26 percent gender wage gap is II 
percentage points lower than it" was in 
1979, when women earned only 63 cents 
for eVery dollar men earned, and lh< gen­
der wage gap was 37 percent.' Several fac­
tors contrihtite to the ~ in womens 
wages, including increased educational 
attainment (todaY, women~ coUege gOO"­
tion rates are aetuaUy higher than men!;, 
although they lagged behfud for several 
dWldes), greater labor force attaclurn!nt 
and work experience (more women are 
working, and women are working more), 
fuirer treattnent in the labor market (in 
large pan because of laws such as TItle VII) 
and movement into traditional men's jobs 
(for example, telecommunications special~ 
ists, mail carriers and pro-fessions such as 
lawyers and doctors). 



,, 
Nevenheless, {he narrowing of the gen­

der wage gap since 1979 connotes less 
progress tltan might appear. Over the pa." 

, two decades, most of the reduction in the 
gender wage gap was because mens reed 
wages were falling-not because wornens 
were rising,' An earlier lWPR study esti~ 
mated that the growth in womens wages 
explained only about two-fifths of the 
decrease in the wage gap between 1979 and 
1997; three-fifths of the narrowing of the 
gap resulted from the decline in men's real 
wages! Falling mens 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 men;; real wages not 
fallen--in other words, had they remained 
at their 1979 inflation-adjusted lev<l­
women's earnings today would be only 
about 66 percent or men's, representing a 
remarbbly small overall decline in dIe 
gender 'Wage gap. 

Uke gender-hased wage differentials, 
minority~based wage gaps are substantial. 
Minority men fare ,Jess well than minority 
women relative to their white co~nterparts. 
though this result, in part, reflects white 
women's low wages compared With those 
of white men. 

• 	The minority wage gap for both sexes 
considered together, is quite Large ($154) 
and especially large for minnrtty men 
compared with white men ($216). 
Indeed, the overall minority wage gap of 
$154 is larger tltan the overall gender­
hased wage gap of $148. 

• Taking women and men together, mino­
rities earn only 72,2 percent of what 
whites earn for full-time weekly work. 
Minority women earn 79.9 percent of 
what white women earn, while minoritv 
men earn only 65:8 percent of wtm't 

white men earn. At earnings of $415 per 
week, minority men also eam $47 less 
than white women, 

• Minority women's median weekly earn­

ings are greatest in relation to white 

womtns in Alaska (95 pero:nt), Tennessee 

(94 percent). In~iana (93 percent), 

Pennsylvania (89 percent) and SOuth 

Dakot:t (89 peocent). Women of color 

fare least v.-eU in relation to white women 

in Rhode lsland (62 percent), the District 

of Columbia (65 percent), TCJOIS (67 per­

eent), California (69 percent) .nd New 

Mexico (70 percent). Minority mens 

earnings are highest in relation to white 

men's in .Kentucky (90 percent), 

Montana (86 percent), Hawaii (84 per­

centland Missouri and Ohio (83 percent 

[or each); and lowest in relation to white 

men's in the District' of Columbia en 

percent), California (52 percent), Rhode 

Island (57 percent) and Arizona, Idaho, 

Mississippi and Oregon (58 percent for 

each). 


Unlike the gender wage gap, which has 
shown slight but steady impro;kme'nt, the 
pattern of change in minority wage 'gaps 
has been uneven and gerierally negative. 
The wage. gap between African' American 
and white men narrowed until 1978 but 
then widened during the 1980s and has not 
moved in'·. d"'l' diiection in the 19905. 

. African AmeriCan and' white . women 
achieved near-partty in wages by the mid­
19705, b~t strice tha; the race·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.W 

Earnings data for Hispan!c men and 
women also show growing earnings 
inequality between non~Hispank whites 
and Hispanics for both genders 

lIyllt conttpt ll( "ru1 ~~ 

rdlects !he «tUaI \'true of -Set 

on« inflation Is uken Into 

lICCmlnt. Betw«n 1919wd 1997, 

meR5 "R:tl" hourly ~ ftI1. 

fmm S11-.39 tv SlUff, while 

wcmen~ mIit tllghtly. from S!W3 

I.U $9.63. Mishd, u~.Jmd 

Ikm5trin and John ScluniIL 1M 

St:ut: oJ \\tdIftg MItria.i. J998­

99. Ec:ooomk: PiJlky Instilute md 

Corn:elllJnl>ru1lty Press,January 

I .... 

91iln"tnwln, Hcldl, .nd Julie 
Wbituka. "Sull in Women:' Rut 

~ Growth SIoM: ~ in 

a..... "" _ ",p.'_ 

paper. lmcicutc fur %mtn't 

Polley Rcsa.reh, fthnwy 1998. 

See Iho MiWl. BcmsId.n tmd 

ScmlIt al; 1l4. 

"'Council of Et:o_ J..dvtson 

for the ~kkJus lnkUttvc on 

Race. 0IangmgAmet1a&: l~ 

Dj $Qd¢/,and~ \\tll-Bdng 

by ({;uf mid HUpmrlf Origin. 

~199a. 

EQUAL PAY FOR VVORKING FAMIUES 



Figure 1 depicts in graphic fonn the 
weekly wages of full-time workers for vari­
ous demographic groups. Earnings disps,;­
ties are large, with white men earning the 
most per week at $631, while minority 
women eam the leaSt at $369. These gross 
\-vage differences. of courSe:, in part reflect 
differences among demogr.;.phic groups in 
average qualifications and tendencies to 
work in cenain occupations and industries. 
But they also' are meaningful indicators 
of inequality attributable, at least in part, to 
discrimination in the labor market or 
elsewhere, since wage gaps likely would 

,, 

dWindle or disappear if everyone had tN. 

equal opportunity from birth. Averag, 
differenctS among groups in health, edUCli 

tioo and time spent on family care woull 
not exist, since it is unlikely that prefer 
ences regarding these activities woul, 
dIffer substantially among groups if ceo 
nomic. discriminatory and other barrier. 
fell and'the forces of tradition dissolved 
Workers from all demographic group 
would have access to the same types ofjob 
and, having few differences among then 
(on average), would tend to earn tqua 
wages. 

EQUAl. PAY FOR WORKING FAMIlIES 



p:r " _,•••• 

SEcnON II. 

Unequal Pay for Women Lowers Family 
Incomes and Increases Poverty 

I I 

B
II ecause existing differences among 

groups of workers due to legitimate 
factors Sl.lc~ as education and family 

statuS contribute ~o wage gaps, this study 
also makes use (}f two additional, more 
refrnw measures better able to isolate the 
effects of labor market dlscrimination on 
gerider Wllge gaps. The fU'Sl, described in 
this section, controls for certain human 
capital differences between male and 
female workers and for selected differences 
in labor markets. The objective is to esti­
mate how much women and their families 
lose because women earn less than similar~ 
Iy qualifled men or, correspondingly, how 
much women's earnings 
and [amily incomes 
would rise with equal pay. 

Lower earnings for 
women are of no small 
consequence to working 
fumilles. More than two­
thl!ds of.U mothe .. in the 
United States work for 
pay. Of these. about three­
founhs are mamed and 
have access to men's 
incomes. but their earn­
ings are nevertheless cru~ 
daJ to family 5uppon.,t One-fourth are single and 
often the sole suppon of 
their families. And many 
women without children, 
both single and mamed, 
work to support them~ 
selves and other ramily 
members. 

Table 3 shows women's annual earnings, 
hours worked and annual family incomes 
in three different types of famiUes with 
women workers: married working women, 
working single mothers and self-suppon­
ing single women. The rable rcllects gatos 
to family incomes and reductions in pover~ 
ty levels that would result from boosting 
womens pay.ll Estimated added income for 
the average family of each type is calculat­
ed from the earnings gains working women 
would enjoy if they earned as much as men 
who work the same number of houIS, are 
the same age, have the same educational 
attainment and urbanlruml status and live 
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in the same region of the country.u, As 
shown in the table, raising womens pay 
would have a dramatic impact on their 
families: . 

• Paying the 32.8 million married women 
the same as comparable men would 
boost their earnings by about one-fifth 
and raise £amily incomes for married 
couples by 6 percent. This translates into 
an average of $4.205 more income per 
year for each. married-couple £amity, or 
a to!al of $137.9 billion nadonwide. 
Poverty rates for married working 
wornen~ ullnilies would fall by more 
than half. from 2,1 percent 10 0,8 percent 

• 	If the 5.4 million workingsing1e mothers 
earned as much as comparable. men, 
their annual ramily incomes would 
increase: $4,459 on average, or nearly 17 
percent Total income gains for this 
group of families would be $24, I billion, 
and the very high poverty rales for work­
ing single mothers would fall by half, 
from 2.5.3 percent to 12.6 pea:enl. 

• The 9,2 million working single women 
who live: alone,» including divorced. 
widowed, separated llnd nevcr-married 
women, would earn a total of $3R2 bil~ 

, lion more if they 'were paid the same as 
comparable men. These single working 
women each would earn an average of 
$,4,151 more per year. Single working 
women also would experience a signifi­
cantdeep in poveny-in fact, the steepest 
deep-from 6.3 percent to 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 10 • 

high of $5.160 in Ohio, Family income 
would grow, on average. by aboUI $326 
million in Alaska up 10 roughly $21.8 
billion in CaUfornia. Family inCome in 
half of the stales would grow by 1Mre 
than $2.5 billion. Poverty rales would 
fall dramaticaUy in aU stales, and pover· 
ty rales for f.miIies headed by single 
mothers W9uld deep 10 less than 10 
pen:cnt in 14 states, 

I 



SECTION III. 

I 

Men land Women in Female-Dominated Jobs 

Suffer Wage Penalties 


O
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'~--typically earn less than workers 
In jobs that are predominately male or that 
are integrated by gender." This section 

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 earnings of 
workers in these occupations with those of 
comparable workers who are not in pre­
dominately female jobs.16 In other words, 
workers (women and men) in female­

ltOdinlng a female-dominated 

occupation as one in which 

womm ~ up 70 pa1XI1t or 

more of the workas is swuWd 

pru:ti~ In IhI5 field. The 70 per­

cent figure represents women's 

share of the labor fon:e plus ~ 

pactnL A lIWe-dominated occu­

pation is genm.Uy held to be cmt; 

In which 80 pcn:Cn1 or more of 

die workers art men, sirn;:e 80 

~I represents mens mare of 

the labor fon:e (5-5 pattnt) plus 

BJ>=n' 

l'7reiman, DonaldJ.. and Heidi!. 

Harttnann (cds.). \\bmm, \\brlr 

~ ~ga: Equal Pay for Join <if 
E.quaI \Ulue. National Rcscucl\ 

Council: Committtt on Occupa­

tiotul Cb.ss:lflcation md Analysis, 

Assembly of Behavioral and 

SodIISdmccs.. Yhshlngton, D.C.: 

Nation.aI ~ Press, 1981. 

160ccupati0tl5 thai are not 

femaie-dominated art lhosc In 

wb1ch. f~ than 70 percent of 

tbc workers art WDmm. These 

Include Integrated occupatiotl5 in 

which faru.te and IIWe workcls 

art present in rdatlvdy cqual 

proponions, as wdl as occupa­

tions thai art disproponionaldy 

..w,. 
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matIon about t.~ metlmdoklgy 

tISI!d fur IDe sb;tistk:JI 1llO<kl. 

Sinu flO dabt alt the coman d 

jobs (the sklll, dfon II!ld n::spon· 

slbllity rtqulro:d by wol'km. WM 

hold IDem Me the worklll& ron­
dltiom: in which mq. work) ut 

&VIibb/e in tht as. ,.. o( 

~Vlduc:.~ to the rmWt~ 

narxd Jobs ~ing 5tudkd. art 

approxinlllt«1 by InveslJga~lng , 
wJurt the;t: same worlIm would 

tm\ In JObs !ha1 f.ft Ilf)t fem:ak:· 

"","",,<d 

(*'11m ~ aJsc, has tht drtt, 

0( m!ucing $Of!«" of the weak­

ntS5t5 In the data avallabk.. for 

exampk, !he gender d1ntrala:S 

in tho:: YliIlut of.. as a ptoxy rOf 

~fk ~ mJUa leu If 

womc1I: JI't bdng compa:rtd to 

women mel mat ~ being (:Of:n­

pilred t,(I mm. ~ modtl'J 

~ ttsCCd, but till n:suHaJ In tht 

ume m.agnbude .nd rt1.al.tvt 

Ilndlng5 am.:mg womw and ~ 

"MlMdty = would ~ 

bo:ntlh flWtl ~ equity &lijUS'l' 

mtn!5, $Inc~ mer ¥I'e m<J11! hk('ly 

\0 work In ftm.ak.donun.tttd 

occu~ thm while men ~ 

minority mal 2M :H peromt of 

1M male workers in k<m.k-dom· 

tnated jobs comparrd 'With·16 

percent of male workers llVfI1l~L 

dominated jobs are compared with workers 
-in nonfcmale~dominated jobs who are 
otherwise of the same gender, age, race, 
educational level, marital and parental sta­
tus, urbanlrural status, who live in the 
same region of the country and who work 
the same number of hours per year in a 
finn ofthe same size in the same tndustry.1r 
This strategy, comparing women in [emale~ 
dominated jobs with women in an other 
occupations and men in female..dominated 
occupations with men in ~ll other ocropa· 
lions, has the effect of isolating pay differ­
entials due 10 job class from .11 other gen­
der-based discrimination. As a result, this 
appn'Jach may actually understate the. 
extent to which pay equity would boost 
wages for women workers in female..domi· 
nated jobs, I' Yet' even so, as reported in 
Table 4, the analysis finds Vl!ry large tam­
ings losses due to the lower pay associated 
with working tn female-dominat~ jobs: 

.. 	 Nearly 26 million women' of aU races 
who work in ftmale..dominatcd occupa­
tions would earn aboull8 pen:ent more 
per year if ,they earned as much as rom· 
parable women in nonfemale-dominated 
jobs. For the number of hours these 
women work«L each would have earnro 
an average of $3,446 more per year, 
tran'ilating into $89 billion in income 
gains for women" in predominately 
femile jobs throughout rhe Unitro States. 

• 	 Among the nearly 7 mimon minotity 
women working in fema1e-domlmu.ed 
jobs, earnings would rise 18,6 percent, 
for average individual increases of 
$3.412 per year. Almgether, pay equity 
adjustmentS based on job class would 
yield a total of $24 billIon in armual 
earnings for minority women, 

• Ukewisc. the 18.7 million white women 
worlting in [emaIc-dominatro occupations 

would receive 17,7 peocenl more in eam~ 
Ings per year, or an average of $3.4,56 
each. for total earnings gains of $65 
billion per year. 

• 	At the Stale level, increases (or women of 
all races would range from a low of 
$2.112 per year in Missouri to ? high of 
$4.107 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 for women of 
color in femaltxlomi.nated jobs. 

Men working in female:-d.omina~ed 
occupations also would earn more if they 
did not suffer jnequities based on job class. 
However, only 8.5 percent of men work in 
female-dominated occupations compared 
wilh more than 55 perce'ht of women. Men 
in female-dominated' jobs earn about 20 
pcn:enl- more per hour than women in 
these same jobs, Because they work more 
hours and have higher tates of pay than 
'women in both the femalcAdomlnated 
occupations and nonfemale..dominated 
jobs. pay equity adjusunents [or men in 
ferrutle-dominaloo jobs would acmally pro­
duce even larger indi"dual gains than for 
women. Each of the 4 million men of all 
races working in predominately female 
occupations would receive an average of 
$6,259 more per year. This represents $25 
billion in additional income for male work~ 
ers throughOut the United States. The 1.3 
million minority men who work in female­
dominated occupations would receive an 
average of $4,778 more per year, btinging 
their annual earnings up from $20,632 w 
S25,41O." For aU men in [emale-4ominatA 
cd jobs, state-level increases would range 
from $3,533 annually in rhe District o[ 
Columbia to $8,958 in Delaware; and [or 
minority men, from $1,918 in Colorndo to 
$7,996 in Alaska; . 
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SECTION IV. 

Union Membership Means 
Big Pay Gains, Smaller Pay Gaps 

A
s the precedi~g sections rcfie<:l, 
equal pay would boost workers' pay 
and working families' incomes. 

Union representation, is another proven 
and powerful tool for raising workers' 
wages. particularly for those most subject 
to labor market discrimination: women 
and minorities. Unions speU higher pay 
and more equitable wages for women and 
workers of coior for several rea'ions: 

• 	 Unions routinely bargain for wage 
increases and rdated 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-sec.tor 
unions have' led the 

campaign '" bring pay 

equity to the workpla<:e, 

combining organizing, 

""-,","" lob"',''U]'1.l1g,al1rl
......6"""'... '6. 

lawsuits to win pay 

equity adjusanems "'!ru­

tng hundreds of 0111* 

lions of dollars. 


• Unions bring wage set­
ting into the open, mak· 
ing it more difficult for 

employtrs '" discrimi­

nate and helping ensure 

a stronger voice for (.Ill 

workers. 

• 	 Unionization also lcnds to compress 
wage differentials between jobs at the top 
and the bottom of pay scales, further 
mitigating the effects of racc~ or se;<­

based bias. 

Table 5 reports median weekly earn­
ings for workers represented by unions~ 
and nonunion workers' by gender and 
minority status. For every group represent­
ed, median weekly earnings aTC substan~ 

tiaUy higher for union workers than for 
their nonunion counterparts: 

• Union women earn $157 more per week 
than nonunion women ($568, compa~d 
with $411). 

J&tJnlon 'NO'rktts art dt:Iin¢d 114 

tho:se whu 11ft mernlw::n of a 

unWn or whose job Is ~ by 

a unkin or ernpWyee ~nn 

cullectiv(' ba~ng lIgUernrnt. 
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• 	 likewise, minority women represented 
by unions earn $135 more than minority 
women who are not in unions ($485 
compared with $350). Indeed, minority 
union women out-eam nonunion white 
women ($485 compared with $440). 

• The union wage advantage is largest for 
minority men, at SI17. and smaUest for 
white men. at $115. 

Table 5 also shows the percentage 
increase in the weekly wages [or each 
group, comparing union· workers with 
nonunion workers, These percentage 
increases are laJgtst for minority workers. 
larger for women than for men overall and 
smallest but still substantial [or white men. 

Minority women who are represented by 
unions earn 3~.6 percent more than minor­
ity women who are nol represented by 
unions. Ukewtse, minority union men earn 
44.3 perrent more than those who are not 
in unions. 'White women also benefit sub~ 
stantially from union representation, eam­
i~g 355 pertent more than those who are 
not represented by a union. The gain (or 
white men, 192 perctnt, is less, but still a 
substantial increase. 

Union workers enjoy a wage advantage 
over nonunion worners in every state. 
Union women receive a wage premium of 
30 pen:ent or more relative to nonunion 
women in 34 stales. a.nd the union wage 
advantage for women is at least 20 percent 
in all but four states, Because of sample 
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constraints, union ~age advantages can be 
computed for wo~en of color in only 27 
states (including the District of Columbia); 
the union wage advantage: for minority 
women is 25 peKeTIt or more in 19 of 
these. Minority men represented by unions 
enjoy a union wage advantage of 35 per­
cent or more in 25 of the 31 states· for 
which computations are possible:, Among 
men of aU races, men represented by 
unions have a union wage advantage of 35 
pen:ent or more in eight states. 

Wage gaps are also smaller among 
workers represente9 by unions than among 
their nonunion counterparts, As Table 6 
shows, among w/?rkers represented by 
unions, womens wages relative to men's 
are more than 7 percentage points higher' 
than among nonunion women and men (a 

femaleltnale wage ratio of 83.7 pen:ent 
among union members compared Vlith 
76.3 percent among nonunion workers), In 
other words, the gender-based wage gap Is 
one-third smnlIer among union workers 
than among nonunion workers. Table 7 
shows that the minority wage gap is also 
smaller among union workers than their 
nonunion counterpans and especially so 
among men, The minoritylwhite wage 
ratio for women is about 2 percentage 
points larger among union workers than 
among nonunion workers. Among men., 
the m1noritylwhite wage ratio is 14 per­
centage points larger, In other words, the 
minoritylwhite wage gap for men is about 
two-fIfths smaller among union workers 
relative to nonunion employees, 
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Conclusion 


P
ersistcnl wage: gaps for working 
women and people of color and the 
earnings inequality these gaps con~ 

nore translate into lower pay. less family 
income·and more poverty for working fam~ 
iUes. 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 increase family 
incomes substantially and cut l'amily 
poverty ra,es markedly-<!t least hy half for 
all liuniJy types in lhe study. Moreover, pay­
ing women and men in femaIe..-dominat.ed 
jobs wages equal to those of comparable 
workers in other jobs would significandy 
boost these workers' incomes. 

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

raec* and gender~based wage discrimina­
tion-women and minorities-as well as for 
men who 'work in remale~dominaled jobs. 
Wages are higher for union-represented 
v.'Orkers, and the gcnder~ and minority~ 
based wage gaps are smaller, Hence. 
strenglhening labor laws and boosting 
support for workers' rights to organize and 
bargain would raise wages for ","Omen and 
people ofcolor, helping to reduce inequality. 

EquaUy important, steps to ensure 
greater compliance with existing equal pay 
and employment di.scrim1nation require­
menlS, coupled with passage and enforce­
ment of new and tougher Iav."S, also would 
boost wages for women and minorities sig­
nillcantly, In shon, tough enforcement of 
strong equal pay laws would go a long way 
toward erasing inequality and dosing wage 
gaps that imperil economic security for 
miUions of working families. 



National Summary Table 


, ,
SHARE' OF WEEKLY EARNING AS MUCH AS COMPARABLE MEN WOUU)

I EARNINGS , EARNINGS OF All MEN 

, MEDtAN Wl:EKtY 

, ,, ,, STATE , AU. :All P.AiSE wot.1EN'S! REDUCE POVERlY iN PERCENT RAISE TOTAL 
MEN :WOMEN 

PERet'" 
ANNUAL SINGLE-MOTHERAll WOMEN MINORITY FAMILY EARNINGS 
WAGES ON : HOUSEHOLDSWOMEN IN EACH STATE 

, AVERAGE , (IN MllUONSl, I , 
,, , ,, ,, , FROM TO 
, 

$4,22974.4% 63.7% 25.3% 12.6'k $200,592U.S. $579 $431 

. 73.4%. $4,82960.9% 33.0 16.3 $3,718Alabama 493 
 362 


$2,815 9.7·782 73.1% 69.8% 3.5 $326Alaska 557 


$4.437 37.9 24.7Arizona 487 
 81.9% 65.7% $3.256 ,399
•• 
$3,60274.9% 63.3% 35.8 17.5439 
 329 
 $1,595Arkansas 

$4,12967.9% 19.2 $21,829California 589 
 497 
 84.4% 9.2 

$4,65074.6% 64.8% 24.7Colorado 617 
 460 
 11.1 $3,460 

$3,31674.1% 61.1% 22.2 11.8 $2,090Connecticut 692 
 513 

• 

$4,415Delaware 74.1% 65.9% 19.7 $616598 
 443 
 8.4 

82.4% $3,933 25.8DistofCol. ·594 657 
 97.1% 14.2 $349 

23.6Florida 492 
 407 
 82.7% 70.3% 11.5 $11,201$4.490 

24.4Georgia 567 
 65.3% $3,565 12.5 56,121427 
 75.3% 

21.1 4.1Hawaii 82.4% 79.9% $4.692562 
 463 
 $969 

$4,313 34.4136.8% 15.7Idaho ·509 382 
 75.0% $949 

62.6',. $4,913 25.4 9.9639 
 480 
 12.0% $10,306Illinois 

S5,011 21.0 , 12.765.9% 62.7%"ndiana 590 
 389 
 $5.563 , 

64,3% 16.7 11.574.0% $3.647 $2.127Iowa 538 
 398 

Ka__ 

$3,973410 
 74.1% 60.8% 31.5 17.8 $1.982553 


61.2% . 31.8 16.8 $2,489Kentucky 538 
 386 
 71.6% $3.565 

56.6% 55.0% $3.B14 34.2 19.1 $2,626Louisiana ·509 339 
,• , 

Maine : 521 397 76.2% N/A $4.616 23.3 
 16.0 $1,128

r 

22.4 6.1 '74.4% 63.9% $4.398Maryland 876 503 
 $4,410 

512. 80.00/, 62.8% 20.3 B.6 $4,851640 
 $4.097Mass. 
,,$5,130 31.1457 
 61.2%Michigan 654 
 69.9% 12.9 $9.01S 
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UNION WAGE ADVANTAGE IPAY eauITY FOR FEMALE.ooM1NATED JOBS ,
WOULD RAISE ANNUAl WAGES. ON AVERAGE: , , " 

All WOMEN MINORfTY ALL MENi ALL MINORITY ALL MEN MINORITY MINORITY , ,,, WOMENWOMEN , WOMEN MEN MEN ,, i,, ,, 
,,,, . 

138.6",{,$3,446 $3,412 . $6,259 $4,778 138.2% 126.0% 144.3% 

149.0% 137.5%$3,177 $2,459 $5,323 $5,139 146.9% 137.0% 

$1,872 $8,318 $7,996 136.8% 135.1% 135.9% 163.5%$3,320 

123.0%.$3,169 $3,309 $5,655 $4,033 N/A 132.9% 153.8%-
$2,358 143.4% N/A$2,630 $7,426 .. 115.4% N/AN/A 

$4,125 $6,519 $5,462 139.4% 160.3% 136.9%$4.280 158.7% 

$1,918 128.2% 125.7%$3,280 $2,915 $5,188 153.1% 136.4% 

15Q,O%$2,751 $5,349 $6,456 139.8% 112.9% 145.9%$2,839 

130,8% 120.0%$4,707 $6,796 $6,958 128.7% 166.7%N/A. 
$3,299 $3,533 $3,329 112.2% 122.5% 112.3%$3,537 140.8% 

$3,936 144.3% 141.5%$4,135 $2,899 $5,815 135.4% ·150.0% 

116,4%$3,850 $3,891 $4,616 $4,111 145.4% 138.9% 133.5% 

$5,748 $6,477 122.9% 128.0%$3,998 $4,059 135.9% 144.2% 

153.9% 129.9%$2,134 $1,771 $7.229 N/A N/A N/A 

$4,841 117.6%$3;472 $6,454 120.0% 114.6% 151.ll%$3.458 , 
147.3% 120_2%$2,771 $6,705. $3,116 N/A N/A 153.0% 

,$5,940 129.5% , N/A 118.3%$2,318 N/A N/A N/A 

$2,411 146.1% ., N/A$3,242 $5,731 $4,051 130.3% .NIA 

$2,716 $2,613 $4,118 N/A 128.0% N/A 126.4% N/A 

$2,820 , $6,459$2,707 $4,103 125.1% 127.4% 121,2% 150.0%., . 
140.9%$2,961 N/A $7,595 N/A 141.3%N/A N/A 

$2,993 $7,790 180.5% • 120.0%$3,743 $6,450 • 146.3% . ,. ,,121.9% , 104,0%$3,536 $4,132 , $6,950 .. $3,521 106.0% 125.0% , ,, 
,$3,844 137.4% 146.9% 125,2% 146.7%$3,113 $3.382 I $6,420 

,, i 
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MEOIAN WEEKlY SHARE Of WEEKLY I EARNING AS MUCH AS CQMPMAau; MEN WOULD rI I .EARNINGS I EARNINGS OF All MEN i 

, I­REDUCE POVERTY INALL RAISE WOMEN'S RAl$ETOTALSTATE PERCENT , IPERC€NTAU 
ANNUAL SINGLE-MOTHERMEN WOMEN FAMilY EARNINGSAlL WOMEN i~INORITY , WAGESQN HOUSEHOLDS IN EACH STATEWOMEN, I I, , AVERAGE (IN MILtJONSl 

, i-I I, FROM TO 

t­
75,2% 33.332 23.0477 55.9"k 7.9Minnesota 634 33.203 

37.9 15.6464 73.9% 64.7% $4.690Mississippi 343 $2,092I , 
21.8419 73.8% 64.3% $2,977 10.9 33,148Missouri 566 

, $4,955 31.5497 344 69.2% 57.9% 16.5Montana $834 
I 

72.4% 58.5% $4,436 30.1 19.1Nebraska 533 386 $1,465 

62,0% 33,726 9.9 5.4 $1,157Nevada 555 410 73.9% 

$4,803459 75.1% 60.5% 12.5 6.4 $1,167New Hamp. 603 . ¥ 

'$3,770 18.6667 503 75.4% 60.00/0 6.5 $5,277New~ersey 

$4,760 28.0 16.1New Mexico 391 77.0% 63.6% $1,353508 

70.1% 21.2 10.5New York 603 485 80.4% $4,080 $11,792 

68.2% 33,618 35.3 22.3N. Carolina 507 394 77.7% $5.063 

27,5 16.1N. Dakota 509 347 88.2% N/A $4.217 $546 

23,171.8% $5,160 11.0595 427 64.7% $10,279Ohio 

$4,481Oklahoma 493 362 73.4% 64.9"k 28.9 17.3 $2,889 

75,2% 30.0 16.3553 416 57.9% 33,566 $2,259Oregon 

19.4$4.623 9.1Penn. 609 437 71.8% 65.7% $9,559 

19.7 10.4Rhode IsI~nc 455 60.9% 51.5% 33.917 $707575 

33,998 35.2 16.4S. Carolina 379 76.0% 64.1% $2,713499 

74.7% 30.3 14.6 $571S. Dakota 479 358 66.6% 33.849 

$4,234 26.1 14.5512 374 73.0% 70.30/Q $4,169Tennessee 

18.4512 402 78.6% 62.5% $3.789 31.3 $12.528Texas 

$4.051 21.5 9.373.9% 58.0% $1.456Utah 552 408 
\ 
I$5,051 30.2Vermont 531 419 78.9% N/A 16.2 $642 

64.8% $4.212 22.6 12.5586 461 78.7% $5,218Virginia 

$3,821 25.7491 76.4% 67.2% 6.7Washington 643 $3.950 

$4,033 34.1370 71.7% N/A 16.3 $1,122W. Virginia 516 

420 $4,938 24.2 11.2613 68.5% 55.8% $5,324Wisconsin 

$4,497 29.6579 364 62.9%i 
i 61.8% 19.2 I $408Wyoming I 
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i PAV EQUITY FOR FEMAU.:·OOMlNATED JOBS ' . UNION WAGE ADVANTAGE I,WOULD RAISE ANNUAL WAGES, ON AVERAGE: 

MINORI1Y , AlL MEN All WOMEN MINORITY , AU MENALL MINORITYIMINOOfTY 
WOMEN MEN WOMENWOMEN MEN 
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$2,161 $1,685 $4,050 126.1%N/A N/A 115.3% N/A 

142,9%$3,625 $~,179 $6,671 $4,643 137.2% 127,8% 150.0% 

' $2,112 $6,190 139.0% 125.1%$3,361 N/A 0.0% 150.0%i . 

! 
;1 

$2,595 $3,380 162,5%$6,794 N/A 130.9%N/A N/A 

$3,564 $3,528 $6,376 NIA 139.0% 128,0%N/A NIA 

120,3%$2,522 $2,565 $4,920 $4,133 N/A 124.5% 133.3% 

$4,252 $6,397 130.7% N/A,N/A N/A 121.3% N/A 
.$4,403 119.8% 105,0%$2,754 $3,367 $5,539 101.0% N/A 

146,2%$3,557 $3,368 $7,414 $6,281 135.7% 122.0% 144.3% 

. $3506 $3,930 $5,590 113,9% 118,5% 115,1% 137,5% 

$3,386 

$6.457~ , 

$3,394 $5,768 $3,205 122.8% 135.9% 123.4% 166.7% 

151,5%$3,157 $2,205 $4,360 N/A 134,3%N/A NIA
! 

$3,169 $3,421 $7,408 $3,671 128,5% 131,1% 115.8% 139.1% 

$5,401 152.3% 142.4%$3,094 $3,210 $5,757 127.5% 172.2% 

$3,844 $2,421 134,6%$6,764 136.2% 183.0%N/A N/A 

139,7% 118,7%$4,284 $3,488 $6,968 $4,603 107,7% 101.9% 

$3,195 $1!535 $6,954 $4,683 132.6% 115.4%N/A NIA 

126,4%$3,627 $4,169 $6,178 N/A 136.0%N/A N/A 

$2,892 $745 '166.8%$3,608 N/A N/A 115.3"h N/A 

$2,492 147.0% 115,6%$2,415 $6,063 $2,806 119.0% 107.1% 

146.1% 138.1%$3,109 $2,741 $5,921 $4,016 123,0% 138.4% 

$3,376 $2,334 $5,921 137.5% 133.3% N/AN/A N/A 

153.6%$4,468 $7,518 N/A NIA 124.5%N/A N/A 

$3,530 $3,826 $5,292 136.7% 137.0%$8.207 116.8% 136.4% 

$4,247 $2,669 127.4%$8,553 N/A N/A 128.20/0 N/A 

$3,684 $4,767 145.7%N/A N/A 136.0%N/A N/A 

$2,81.$3,615 $7,967 138.8% 130.7% 116.6% 176.5%N/A 
, 

$3,459 $5,305 N/A 158.0% N/A 132.9%$2,326 N/A II I 
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;1 i Data Description 
'.1. " 

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 Unired States, The CPS ls 
a monthly survey of about 60,000 house~ 
holds conducted by the Bureau of the 
Census for the Bureau of labor Statistics. 
Respondents are interviewed for four con­q! 
secutive months in one year and teinter­
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,, 
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viewed for another four months at the: 
same time the following year, The CPS is 
an ongoing survey that prOvides the mostIiiI~ , 

~ " extensive and reliable information about 
Ii the U.S. labor market. 

iii The Outgoing Rotation Group file con­
sists of respondents who are in their last 
interview month in both interview years, 
The Outgoing Rotation Group respondents 
are asked more dCLaUed earnings and 
employtncnt 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 :i ,. 	 full 12 months of data are needed to pro­
duce reliable state~leve1 estimates, In 1997, 
this sample consisted of approximately 
230,000 households. The Outgoing 
Rotation Group file is chosen for the calcu~ 
hUlon of the gender \\-age gap. minority 
wage gap and union wage advantage since 
detailed questions about the union status 
of workers arc asked only in these months, 

The March Supplement of the Current 
Population Survey, also known' as the 
Annual Demogmphic File, pw\o1des addi­
tional infonnation 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 

1995-1997 are combined to constntct a 
sample size of approXimately 175,000 
households, a sample large enough to pro­
vide stale~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 Maoch refer to the previous caI~ 
endar year. The means reported are, there­
fore, estimates over the combined threew 
year period and refer to the experience of 
respendents m years 1994-1996. All dollar 
values of income and earnings variables are 
converted to 1997 real dollars using the 
Consumer Price Index. The' ~ple is 
weighted by the March supplement weigh, 
standardized for each year, To obtain popu­
lation weights to make the data set repre~ 
sentarive ofone annual national sample, 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 

Tbe Outgoing Rotati~n Group me 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 
calculated using the median weekly wages 
of full-time workers. Full~time workers are 
defmed as those who usually work 35 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 bargaining agree­
ment The wage gap. as reported, is a gross 
wage gap that is not corrected for differ~ 
ences between women's and men's educa~ 
tional attainment, work experience or hours 
ofwork (while all work more than 35 hours 
per week, some work more than others). ' 
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'#:Rmil'v Earnings Gains 

analysis of family earnings gains is 
on a model that predicts women's 

as if !hey were not subject to v.rage 
In this model. we control for 
factors that contribute to wage 

<liflerenc<:sand account for a portion of the 
gap and then correct women's cam­

as if the unexplained poruon of the 
gap in <Ius analysis did not exiSt. 

ordinary least squares (015) model 
!te:rnploy,ed that controls for the differ. 

"between men and women in age, 
ilh,caclon, annual hours of work, metro­

residence and region of the country, 
ed"p<.illent valil1,ble is the natural log of 

earnings, The variables for age and 
~i~'l""red are included as proxies for 

'experience, since spedfic informa­
,;;'.,ho'''''"Ol'k experience is not available 

CPS. This is a more realistic assump­
. for men th.1n Tor women because at' 

age men typically have spent 
years in the workforce and fewer 
out of the "»,orkforce. Use of this 

(for lack of a better one 
tends (0 oveh;:tate womens 

and overstate their earnings 
, to Comparable men (they 

Ina;, h<> 1"" comparable than the data indio 
!he other hand, including vari. 

Such as education and hours ofwork, 
may themselves be alfected by labor 

~~:~:::g,discrimh~HOn against women 
~( them to mvest less in human cap­

work less than they otherwise 
Lwoul:d), tel"l. to understate their !.rue eam­

losses relative to men, 
in' this model, men:S earnings are pre­

. on a satnple of men aged 18 Or 

, , positive eamings and positive 
~~ ,york during the year. Since a key 

~~:ne,.;tof the analysis is the oontribu­
womens earnings to family income 

';';""'.'1M changes in family poverty 
tates if womens earnings: were not subject 

EOUAl PAY FOR WORKING fAMILIES 

to discrimination, the: sample of men is 
restricted to those who cam at or below the 
90th percentile of men:S annual earnings. 
or $65,412 In 1997 dollar.;, This selection 
assures that the predicted earnings for 
those at middle and lower income levels 
are not upwardly biased by the few high 
earners in the sample. Poverty rates are cal­
culated using the preliminary poverty 
thresholds for 1997 adjusted for family size 
provided by the u.s, Bureau of the Census, 

Women's earnings are predicted using 
the coefficients from the men's earnings 
equation (this method assumes that 
women retlin their own human capital but 
are rewarded at the same rates men would 
be) and calculated only for the actual hours 
that women worked during the year. The 
average earnings estimates include only 
those predicted to have positive earnings 
adjustments, Those with reduced predicted 
earnings are assigned their actual earnings 
during the year . 

The model is used to estimate women's 
earnings' in the absence of gender.based 
wage inequality, The control variables for 
marital status and the presence of children 
younger than 18 are explictdy' excluded 
since these charncteristics are often linked 
to gendet>-based discrimination. For 
instance, higher earnings are predicted for 
men who are married, but the opposite is 
true for women, Ukewise, the presence of 
children of len predicts lower earnings for 
women but does not have a significant 
effect for men. 

Married women and single mothers 
include .11 those .ged 18 and older, Single 
women (never married, divorced, separnt~ 
cd and .widowed) are limited to those 25 
and oider who live alone; these women are 
clearly dependent on their own earnings 
and ror them it is easy to calculate house~ 
hold income. Many other Single women, 
who live in a variety of household forma­
tions. also suffer from wage discrimination. 
but ,it is more difficult to detennine the 



relevant household income for ,complex they were to eam the same as men who are 
households, whose members mayor may not in female-dominated occupations. 
not pool income 'i\-ith each olher. The dependent variabJe in the model is 

the natural log of annua1 earnings. The 
Discrimination Based on independent variables in.dude educational 
Job Class attainment, race, marital status, the pres­

ence of a,child younger than 18, residence 
To isolate the effect of gender composition in a metropolitan area, region of the COun­
of occupations on earnings, we estimate - try. firm size, industry, yearly hours of work 
ordinary least squares (OLS) earnings and pertemage of workers in the occupa* 
equations fonOwing the methodolog}' of lion who are female. The variables for age 

llflgan, Debord! M" JIId Jim!: Figan and Lapidus (1995).11 In an effon to and age squared are included as proxies for 
lapidU$, ~A Gendn Arulys:b of isolate the effects of pay inequity only (pay work experience because a spedne experi~ 
U.s, Labor Marktt Pol!de5 rOl' me differences due to the gender typing of enCf: variable is not available in the CPS. 
Working f'oor,~ l'tmtnUt ~, jobs), this model includes additional vari- In calculating the pay adjustments due 
VoL 1:3, pp_~t Ftlilm abIes that capture other sources or wage to workers in female-dominated oCCllpa~ 

differences between women and men, The tions, il is assumed that no worker would 
samples for both women and men indude inrur a loss as a result of the hnplementa­
aD those 18 and older with positive eatn- lion of equal pay for work of equal value, If ' 
rugs and hours of work during the year, An the model predicts reduced earnings, the 
occupation is defined as femnle-dominated actual earnings of the person are assigned. 
if 70 percent or more of the workers in the This method provides a reliable estimate 
oc<:upation are women. A total of 50(} dif~ for the average movement in earnings 
ferent occupations are included in the for the entire group of workers in fem.ale­
analysis. Separate equations are estimattrl dominated occupations, . 
for women and men to measure reliabJy the 
f1feCt On earnings from working in a National Summary Table 
fernale-dominated occupation. Using esti· 
mates from the: regression modd, the earn­ The Stale chua reporting the raise in annual 
ings of women in fema1e-dominaled occu­ wages thaL women would receive if £hey 
pations arc predict~ as if they were to earned the :same as comparable men is a 
receive the same earnings as women who weighted average of what women in the 
are not in female-<iominaled occupations. three family types we studied 'would gain. 
Ukewise. the earnings of men in female­ The family types are married working 
dominated occupations are predicted as if women. working single mothers and sclf~ 

supporting single women. . 
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Feb111lll)' 9, 1999 

To the Editor:>: 

In a re=nt Op-Ed, Diana Furchlgott-Rotb aruI C/lriSline St. argued that • 
disoriminatlon is rare" and tl>at. when adjustments are ma<I. fOr their .porsonal ._c>,. 
women ....... ap~1I1II1ely !be same .. """.• They then cl!aractenz" the Clinton Adrlunistration" 
Equoi ~ Initiative as " .. big step toward "" """"omy ",led by bureaucratic Jjktat." . 

, 

The authi.rs """'p1c:tdy tnim=present statisti<:al research on pay gap. ~m... and 
women. According to the CmmciI ofEcooo.mc Advisers, the most rOClOtlt _oh iDdicat<s that 
only about a third ofthe pay gap """ be """""nlot! Co< by dilf.rences in level$ ofslciIl. aruI""p- betW.... ",en aod women,. and that a significant !l1lp remains even alt.... adjusting for 
~ in other p.,...,nal and job charameristic •. 

The authors' charo<terizati"lI$ <>fLabcr Department progroms and proposal. """ 
~. and misleading. The D~t;. om.,. "ffederal Conlra<t Compliance and . 
I!>w<:utivo Order 11246 (whicI! bas now been enlbrced by owen adminiStrations) have nor" 
brougbt uo workplace quotas" - indeed, these are prohibited by OPCCP regulations. Furthermore, 
the 514 million to be distributed to the Equal Employment Opportunity Comntisoion and tho 
Departm<:nt ofLabol under the President's Equal fay Initiative would largely fund effom to 
strengthen enforcement ofexisting lawS:. and to provide technical assistance and education about .. 
best pfactices" to e.mploycr!l. And any guidelines for cwaluating PiIY scales across occupations that 
might be deve1Qped under the OasehJo...Del.a\lTO 00.11 uo punil)' vr:;ItmIary. To create sccnaxios 
under which t.he.sc would become legally mandated is to engage n,'pure spoculation and scare 
tactics that bave no·batti.s in Teality. 

Hany J. 11'o!zer 
Chief.Econotnist 
US Dept. OfUbor 

http:ofEcooo.mc
http:authi.rs


~ve~t&' are'C01l1~jttt~ to I· ~:'l~;;;;;;U:; lf~;e·~U;ti~ct$";,.~'iti·. 
lay tre radtcai €tOO!inue poilCY 
, Ai is often the ease with good 

thIS one s:tart~ from a soUd 
e- tlmt nrtrd W'Jrtd debt Ii 
md!ng the problem fit Third 
llOVertY-and wlrids up e.~ the'"'=; that ooIy ""';..;"
;dg<UlemseJvOIInn>ee!lngll\\F 
ons wOUl(l be e1ittble ror lew 
!lie! embodies two iillblClus as­

~ont. ConsJdermg what l1.aJr 
ttl A&la in 1991 in R11lB.la tn lS9S ­

f' ..~-,' . I Ilr zll"! 
Ul IS '~T.;udlgnaw R a ,I
l~~ofr::W..~n~!~r tman!H)\lmi6da.Sltmttllan~ctliqual 


l
...."~n. ~dYnl:;'I...... ' 

'" -" we III .~ "mula
!llI\I1I and ta.x.~ doing anyilling, 
cmple, fin'the people of Mfl!UI­

En>:n where gnrernments 
Ie 8OWldpotlt'.ies.IUs nrtendettl· 
to brJieve tbat tile pulI.t!eI of 

mll1es will allDllfthuse policillS
rive. 
~ t~' -'d I ,. .. t.:...l.~. 
.11 .fUU lUll • t n true lll3 \i.t:~ 
3: oods in some 'r1lird Wi1rld 
1es areobscene.1llere isawen· 
ls\ed and e1ffcti\te way to ad­
:he probian, butUJs are thaI the 
rut Al: Gm probably would not 
-1, It'Stalled I:Ia.nkruptey To get 
. bt icc ' 
!11e Bet'I' obf~~, Third 

governments WO!W haY~ to' 
'!Q terms Qtrectly ~Ji thEh' c~ 
AmUf tbayare unable to 40 J&, 
Itml~, like all banla'upts:. have to 
ll1g fol' some time w1UlOut:acms 
lit lnafkets. 

e reason tbJs is nat rut ar.cept. 

oluUon {or the jnt~tkJnal aid 


tlj n· ... 'lt .-lot ,,~.'" 
ucra So \.II," w~ CI.1I. I.aem 

t the pid,ure. TM 1Mi' waUhJ 
;'\D excuse !or 1llflJteUug its gald 
Ud up Uqu1tiUy; expand its bu­
raey and oontlnue experiment­
ith tis formulas lor running" the 
• SUrely It has beoome oliviaus 
Wtflat its fom:u,Ilns are not get­
:Jie desIred results. c..1ea.rfy the 
, r t '!'hI 
~ (0 be. nt World a~ faring 
In tOday s world, Iml U!I!l!.' lead· 

hoo1d !OOJi. roc better solutions 
• 

ttf1& the olbiil': Qr Utat eveR 3h.tr tlw spec­
tac:ular fa1rllllh.e wellare rOlli, inere sill! 
'Eems to b~i 1'esh1i!¢ of "llaro-<:ore" wel­
fare t3JeS·.. as if scc!~ mj nol. alt\'llYS 
been-ealletlupon to rope With SlW:fj!.mes, 

Bilt other b\tS at good ll€Vni are In It.ct 

l. 'AJfUb1ll;;m;fmky. on Satmlay afr. (;tin­

PJyhrldallvnooca1l.edfiJf"tttepassagecf 
8& Tom DIl$lI1i,', _ _
Act. "'tGdaylROIW wn a~1li15 terllJfur 
we.ry doDtr a mQn earm.~ the prelidfllli 
decl&fM. tUWing th"t the pp pershU tie· 
WISe llr'"lhe di!meanlrtg"prattlce mW1lg'e 
dlurlmlnaUIlA1n ou wcr~" 

'1'1118 a!unu;t 10 cOO'iiy the: ditmintoo 
Ihooty nr ~a)kworth under aooIb.et 

Is sfjef;uilie:mgh' ~~meJ!l 
umfi£ctI~ 

name ~k\ be enftfeed: by !Jill Labol' ~ 
partment s omoo nf Federal Ccm!tae1 
Cumptla[lU!,thilsmefmbwbGbrooghtus
\l.'~ qu4taS m B1.«Il1\Ye oroer 
1'W6,~mlndthatk1salrMdyilJegal 
fa payuneqttal wag. to equally f{IIlllfled 
men and wermm wb& Ikt the- same job. 
When that OI:M"S, WmIf!'i _ ttN1lnV8rj· 
t\bIy win. 6u4 $Ud\ dJs(!ltnjllation bran, 
WllMaOJuS!.nla'l.tsaremade!m'4g1).~pe' 
r1tne<!, edntttWn.~upaU(ln.a'tdPQSltloJ\, 
\Vatllf,a Ctlrll tpproldmatCly ~ ~m?!l1I 
/1ll!1I,

Mr. Ctlntor.'l1 clahn 1h3.t \V{lffIen ~a.l'1l 
oniy'lt'i cents tOll mll!l'sltoUsr IS based ona 
crude oo:llpllilson: all WMUen'S salaries 
IN nil mell'IT Sftlarles, Btll the averag'" 

- ;rn;~t;ipeclablf, lAnd the uwnberuijln 
gle-parent iWustMlds cantllucs to in­
creaseJ If olrh:r g1ro lVe less JteX!lIill.y I\.C­
llV1!S!'JulIgtrone$ {bel~ Ifl'HIge of.15)ere 
~re roo Uf,;11'el' chllilrt.ll ue dro~out 
of ldtool, ills bllMuse 1I1or(i ra!1.tng dill­
~n are a.utomatically promoted. 

~1hu~~tEtlp:..'L1!We W h' M k A.~ . 'IIlP<u a e ort a es a 
f¥-"V . 

By DIANA Fumt'l'-tlIYJToRqrH W'OnUUI'I sa1&11' is 'lil of tbr. averagt 
AadCHnUfNBSrm:.o.\ man's because Iltt aUfIli' woman 11M 

- It's payoff time for ~M feminIsts: who IeS8 wartapmeote and 1$ mort likely 10 
ha"''''l>P'I''d_!llI1C!lnIM'_' "'_'JobU!""""hor!l!elie:lilJll!\ylll

cambine wuft and Ia1'Ail,y aM to fake tillte 
QUlof the work flJroUobearaadrdmCllU, 
4rea. 'nut un" dlscnndnlllitlJl, it'll 
ill ....... "''''' '...omel\.


The only way ID gel. lid octtle a1er~ 
wage gnp 18 tn manda.te equal P!y fllfdi{­
jerent joln. a piactlQ(!' l.twWa all "'cttnpa. 
Table WOl1h: That's: prec:l!e'lr what Mr. 
ClInton seets to at¢OO'I1IIlsh. SIDee OOtnpa· 
r_ worth has been ~ in emttt$ 
aU mer 1M cotmtry, 11ft, cnnt:on fIOW}llV' 
po:;.rs- 1.0 eMll'tie It U!roogh the bUmu­
Cf6t,Y. 

Underltrepresil1t:nt'spjaD,tmmnrrnmt
bum1.1Cl<)tS w1\1 "CbJeetively" detmnl..e a 
j(Jf)'l worth by ~ Uie owri:ing 
ftmdltkms and t\le kOIlW!Mge or Qil1 reo 
quimt 10 perionn a Ulall, Ne:Hher cxperl· 
!!lice not rbt, two fattOOi that 1~Q$e
men's $~rage wage! matille to t~ or 
women. arf indudOO as rrl:evBnf j1lb·te· 
laled enterla. TIm thesll «iteria fri.Or 
trad1tiunally fma1e OetAlj'}alrons aver male 
J:l'l($ (llecteW1cs Wet Imek t\rim'3l. wt:d 
whlte-~!al" jtt;s regulrlng edlleatlotl o.V8t 
~eoU8t'worlt. 

The Pa.vclletk Fab'ii~t Act WfWld ,w.. 
tOOriz~ tbe s!:crewY ~~ I.ustablish 
guIdelines. f(lr ~Ittali.n.g jd:r~ til the lall­
pgeoflh*blJl. Ttlfg'Wdelmes .•. SiiaU 
be deJlgnerl wenab!e OOlPIWfI'S vtll.unw· 
HyWCOO!j'Ii(ewafeSpaidfOt'dilferentSobS 
to determfnt U Ole par scales tnfOtvtd ad-
t1f.uatoelyand lmr!y re6eJ.tl: ..• [lhe'jel re· 
qo1remems fnreacb sudtjob, \tltb ~fOal 
0:1 eliltllnaUnr unfaIr pay dispdrlties \Ie' 
~we(l1H;CCUpaIW~!lQm.lJydomklated 
l)yme'1l flTwomell, 

TI;eLatl(lrDtpari!Rtnttooldaedda.for
emnp!c, Ihal admrnlslratlve MsiSlanti 
alwuld be pald as mleh.as tIU "rmen and 
t~ehelS I'll' mudi BS ecl'JS'!ftu.'ttcm 1m1tm. 
Tpl!:Se tuideJ1nu, are descnlJe4 es "yehm­
flO'." but there'i$ oothing 11) prevent f;lr, 

nmtdy, ta ,U'Icll U¥iU "'''....,-v _,~ " •• 

lImes:. Pe'rrut.ps If wl1Stn'valism overly ft!-
Ctlsed. Oil eoonomles ma,y sllan:: scme re­
stmfl~bi!ity kR' this falling. 

CMeti'lll OOl'tS!fYal!sm, we Inay be dl:.­
~. is !Ii jine pl"litt'lsuphy for a \1frlod 
uf st\lbiltlJ and lfanqulUity. But)t ma)' be 

C b'korne ac 
ClUItcn from hsu.b.;g an exef1ffire lll\'lcr 
fodl1d4!ng Ule feaaraJ guvernment from 
doinimuM:e:stwlth COOlpaniU tl1atoo net,dop'Il1e_,. . 

,MvlJCa\.eS of oomparab!e wttrttu;aytbll.l 
all tltie¥ waMlo du is It)('::crrect.l1hct ~ 
kei flaW! due 10 i11wiInlUaUrui qa.inrt 
w"",,- But !lie jlfesld1!"",I.'lJ3Ilve I.. ,
b1g'step rowaN an ewnomy ruled flY bu· i 
reautl'fJjedtkfat. Afler1111.if J.l:Ie hlw~ I 
(nms medd!iJJfwitlt ltte rnmelln anietto 
acl!~ ~gm.!.er .tliiiee.· \thy !!lOeJdn1: 
othtrgrmJp demantlamore ecpllt1~4li­
trlbuliooal!o? TJrewagegay betwe!!'!un/U"
11e'J.nd munm:JeCl men·Wllli esUmIlted a 
feWyem: quI m-·tal".tU&ter t!t1uHbe
maJe.tanaltl Wft{e gap, Should uum~ 
ft'ltm s!ro be eons\dnred for l';OmparGble 
WlI1tb1 . ~ , 
. Whfte theAlatt1d 1nlentlonof the5e.Pl"O" 
~ is equality. the}" tls Oil an AU~ 
{ton UnU WGtDelli C8l\Jlol. loote Jt o.n ~eJr 
own.. WOI;lfll m a1'~ funlleled.lnto 
~ Cf'L'IJJIlllOJ!' fI1 a ~ist Soclety!..a
view (tAt tuos In (be face tf femlntrtlUFt 
menta ~tmnrum CIJl do any Wb- Compa· 
rublo \W1'Ul W()m agaiust women's later-
em. If employers lIad to ~ w~n, 
h~maJltet Viag~ {~'lSt/mm
wau1a~hlNAin!hefirst~ ':', 

: ~ki~ for truth men aM 
~entinttf~ 3(l.~ low; Vt'egi'S I!1Iti1&· 
borfbrte_parUe!-P1l~OIlratesfor)Vi)tI\l5Jl are 

calkrt. bot 1/1CIIlUI!~ tJllbC",,' , 
ligluus faith who. llrt! IPJai I 
IItm./. t:uHu;'e Uiat 15 alWayl..., 
(!nvcl~," leeililg mort a a I_ 
tt> shocl Ihe seJUibliity or:.!. I 
\)tcDm'e ffl{Jnl Anti morn t ~ 
sbctks. . ICl:) 

' IlJs.Q!l!ylm1nafit,y,lnW I 
IJI) trulfe ftlan t third 'M tIlt;;a 
may be I!lWUgO tGdtter UP!! ...... I
servative, ___ ___01 

Min Himm~U 4 JRtm I
"""''''11"' tltectty !>II",,,I I
Her book 'ne 1100 euUllre 
iii;)""by x.""10.", /1ti, 1'" I 

hulIf. SWp­

~II{ 80fllkT I

8fna &. Ctol_ 

n.uWktdt~ I 
DqII/J:>~~ I 

I 
~Mlr W'. Ao.tUo "'"'­ I
FBId<l~ 
Wllll.mn & c.dJ Jr. I 
~P.8Meh'h 

.1'. 'IJromu Kull Jz . ., I 
rut:J!l:htd.«IDaa I 

DOW JOffilS" C< I 
-l\UII!tln "'"Prufd_ hn I 
.'~am NaG man­
. "",. I 
~r:;:t!:z!:,flt 

. COO_. ~N~Jf'. 

lIlll" lin II <1m3""'"
11 b lY1Wlt IJHIDIU _..- j 

I 

~ '* CSG.1kIIJmI """'" I 
I 

a13t11lIHlmthig1l>a1Idlli(>~mYl!ex-"Pmkb; !1a&~ 
p.a:tdlili robustly. Tile best way If) htlp Mf/{lp- • 
wow.eniltceeedetOllmnl<::allyis1Okeepthil .:::::~~ ~ 
eeoncmy atroI\f-lStIGlEL'UGg WRShlngton. p(f~J~h Rtd:1~0UI.t 
won't !.Ct'Ompll$h by jiving tntresuttits V1t.t ~~ A lOa: 
more puwa'ovtir the 1'\1!Ullet. 'Th_ "" H_ Fh;11!!~t;&:b 

----. ) ~ o.,y.<\., ff"'.Gtr.m 
Ms. iI'lJrditJF.llt.flcik I~ 4 !a1ow at ihe ~~",u""~&1

Aw.aiCa1lEn.terp~ise Irufillt!e. At;.,Sie.1Oa I~ 1l,w; 1l.i:lrJt.~.t. '1'mll, ~ :-c' 
/1, dtlci«a~ o:m4idaie lrt U.s.. .RUIOfJ qJ • DD'WI"I2Na. C)

FJmcrv lhU~. 'l1leg (IDl tlw .wlk\II'J tf . - ;,;;--- UJ ® 
"llimt!m:; Pfgwn.' All Rlll8trckff, GJlmt U: _ __ g 
tile ErGMlttic PtfJlllt'SS of Wcnum f • .Amer- ~~~I::~ ~ 
ka, ... !C he ptrblJsJmL n~.:t1 tmmlh bU AeJ I ::mnlP~l"$w, f.dJ ·I.fOO 
Pn!u cmftkdndtplmde1d iVflmeil'S flII1&II. Ojl""'>" oJ 6mi(fll. 8"""'" a 

http:Wllll.mn
http:11e'J.nd
http:Afler1111.if
http:MvlJCa\.eS
http:Pe'rrut.ps
http:re6eJ.tl
http:manda.te
http:chllilrt.ll
http:aooIb.et
http:R11lB.la


THE WHITE HOUSE 

WASHINGTON 

Iune 9, 1998 


EQUAL PAY EVENT 


DATE: 
LOCATION: 
EVENT TIME: 
FROM: 

L 
I 

PURPOSE , ' 

Iune 10, 1998 
Rose Garden 
2:30 pm,'· 3:30 pm 
Bruce Reed 
Gen. Sperling 
Audrey Tayse Haynes 

To conunemorate the 35th anniversary ofPresident Kennedy's signing ofthe Equal Pay 
Act, to call on Congress to pass Senator Daschle's and Congresswoman DeLauro's equal 
pay bills, to announce a Council ofEconomic' Advisors report on the gender wage gap, 
and to announce a Department ofLabor report that 'provides' 8' historical perspective on 
the wage gap, 

II. BACKGROUND 

You will be making remarks to approximately 150 people, including 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 ofthe 
Equal Pay Act and to call for legislative action on the remaining wage gap, 

The CEA repon shows that a significant gap between the wages ofwomen and men 
remainitoday 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 doUar men earned. Today women earn about 75 cents for every dollar men earn. 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 educationaJ attainment, work experience, and occupational choice. 

III. PARTICIPANTS 

Briefing Participants: 
aene Sperling 
Elena Kagan 

Audrey Tayse-Hayncs
, ' 



Janet YeUen 

Rebecca Blank 

Cecilia Rouse 


Event Particj,umts: 
The Vice President 
The First Lady 
Mrs.:Gore 
Senator Barbara Boxer 
Congresswoman Eleanor Holmes Norton 
Dr, Dorothy Height. President Emeritus of the National Council ofNegro Women 
(Janet Yellen end Deputy Labor Secretary Kitty Higgins will be seated on the stage) 

IV. PRESS PLAN 

,Open Press. 

V. SEQUENCEOFEVENTS 

• YOU will be announced onto the stage accompanied by the Vice President, the First 
Lady, Mrs, Gore. Senotor Boxer, Congresswoman Nonon, IUld Dr, Dorothy Height 

- The First Lady wiU make remarks and introduce Congresswoman Norton. 
• Congresswoman Norton will make remarks and introduce Senatdr Boxer. 
- Senator Boxer win make remarks and introduce Mrs, Gore. 
R Mrs.:Gore wiU make remarks and introduce the Dr. Height. 
• Dr. Height will make remarks and introduce the Vice President 

I . _ The Vice President will make remarks and introduce YOU. 
• YOU will make remarks, 

~ YOU will then work a ropeline and depart. 


, 

VI. REMARKs 

Provided by Speechwriting. 

Attachments: 

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

Executive Summary ofCHA Report , . 

Photo ofSigning of&jual Pay Act Legislation in Oval Office in 1963
, 



HIE PRESIlHcNT CALLS FOR PASSAGE OF IiQUAL PA Y 

LEGISLATION AND In:LL\S~:S COUNCIL 


OF ECONOMIC ADVISERS' REI'OllT ON TilE WAGE GAl> 

JUlie 10. 1995 


Today the ~;residcnt 'Nill commemorate the Ihjrty~flfth anniversary of President Kennedy's signing 
of the EqJil Pay Act and ",ill urge passage of legislation to strengthen the laws that prohibit 
wage discrimination against womert In addition, the President will release a Council of Economic 
Advisers' (CEA) report on the gender wage gap, and announce a Department of Labor report that 
provides a historical perspective oflhe wage gap_ The President will be joined by pc Dorothy . 
Height, j'resident Emeritus of the National Council of Negro Women, who was at the signing 
ceremony of the Equal Pay Act in 1963. 

, 	 ' 

Legislation to Improve Enforcement of Wage [)iscriltlinltti()l~ Lnws. The Presidenl will call 
on Congress to pass legislation, introduced by Senator Daschle and Congresswoman DeLauro. to 

wcngthcn laws: prohibiting wage discrimination.- The h:l,;hligh!s of this legislation include:, 
I 

" 	 rnC;~\l~~rl hnaltics for I~\lal Pll): 6,cuJ;;e.61 The Icgislalion adds full compensatory 

;!fHl punitive damages as remedies., til addil:Ofl 10 IJle liquidtHed damnges and oack pay 

av,'ards currently available- under the EPA. This prcposa: wodd ptJl gender-based wttg!! . 


, d!scr;rni:)ation -on equal footing with wage discri 1111 nutlon ·oased 011 race or ctiln icity, for 
which uncapped compensatory and punitive d:illWgCS arc already rl.vailabte, 

~re.tatiatjon_'p(Qvisjon. The bill \;,'ould prohibit employers from punishing cm;,!oyccs 
ror shariou salary infonnntion with their co-worker;;, Cmrcn:ly. employers are free to take 

actIon against employees who share ..<tage informrulofi, Without the ability to learn about 
wage disparities, it is difflcul: for women to cvaillal..; whClhc! :hcrc is wage discrimination,, 
Train :1Il:: Iif.'starch. afld PiL'LlliluilY-Awil[d. The Dasch!c·Dcl"'<lUfO bil! provides: ror 
incfCJ:\$Ca training for Cq:u; Ell1ptO)':ll1..!l~t OPPOI1WlllY COl1lflllSsion cmploycc~H;m mallcr!) 
involving the discrimination of wages; fCSC;1fch on discrimination in the payment of \',-agcs, 
and ihe establishment of the "The Nationa; t\w.;:d for I'ay Eq',lity in the Workplace:' 
which will recognize and promote the :lclllCVl.'fllcn!:, of employers that have made 5wdcs to . 
cllmil\il1c lEI; dispari:lcs, 

(:EA Hrpofl Oil fhe Wage GlIp. The Pr'c!>ld~llt \\,'ill announcl: a r'eport by the eGA tllit1 showS 
t:l;U a .~ig:dicfl!\! gap between ~ln.: w:lges OfWU;!1'..:Il ,\lId Incrt IlJrnains hlday although it has­
nallOwed s~jbstanliHlly since ;11..: sig,:ling nrtli..:: l~q\1:I1 Pay ;\1.:1 

(t\:ml,,·xJ~il.\:'~Q;juJl11LCk;s,\'5.L In 106.1. the Y':;,I tin! Ill.: Eqll~lll'ay Act was s:gm:d. 
"Wt)tll~:n eall1ctf 58 c(,:nl5 for I.:\"CI)' dGllili :ncll t:Hfll.:d Today. WOil1ejl cam about 75 cen:;; 

((Ir t:vety lll11!,lf IlH;n CHl'~j .~ it 2:}~pelc(,:!l1 iIlCIt:;lse lWeI lit;; ]CJ6J It;vcls. The gcnd":l g:\1' 
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has narrowed faster among younger womcn·and among married wOmen with childrcfL 
X:1C rc;ativc to allma!e workers, wage gnins have been faster for black and white won:~n 

I • 	 1 .{han lor 'lispan:c womell. 
, 

Rill: in Work E.sperieoce And 'Move 10 Highcr~Pay.i.o& JQbs Exp:aio Part of NarrQwing: QC 
\\iagc Gall. Over the past 20 yeats. increases in women's average \vork experience and 
movement into higner-paying occupalions have played it major tole in increasing women's 
pay rela1ive to men's Changes in family status, in induslri slruC{ure, and unionization 
have also worked to narrow the wage gap, while the rising returns to skiHs and increased 
wage inequality would have, by themselves, widened lhe pay gap., 

• 	 Much of Geodef Gao I, "Une~~lain!:!i" tn the 1980s, about onc·,h;rd of'he gender pay 
gap was explained by differences in the skills and experience that women bring to the labor 
ma'rkct and about 28 percent was due to differences in industry, occupation., and union 
sta'tus among men and women. Tbis leaves over one-t~ird of tbe gender pay gap 
''Lmexplained'' by factors such as educational attainment, work experience. and , 
occupational choice., 

" 	 Lru.mLMarkeLDiscrimioaljQO Persists. The evidence is that labor market discrimination 
against women persists. One indirect and rough measu:e of the extent of discrimination 
remaining in inc labor market is the "unexplained" difference in pay And academic 
st~dics ~~ whether looking at pay differences between men and women in very similar jobs 
or by comparing pay 10 speciflc measures of productivity·· have consistently found 
evidence of ongoing discrimination in the lahor market , 

I)tpaf·tme~lt of Labor Itcport I~f'ovidts a llisloricaJ Perspective 011 the \\'age Gap. The 
President also will announCe a Department of Labor report t!lm p/'Ovidcs a thirty-live year 
perspective on the wage gnp. This report focuses on three periods since Ihe signing ofthc Equal 
f)ay Act .. [960·1975, 1975-1985, and 19&5-l997 -- and highligills the increaseu participation of 
women In the labor force. the c1ianglHg occupa!ions of women, and the emergence of more 
warnell-owned businesses . 

.'ii,.Qlnen'S Labor Force ParticipatiQtLHas Inc(~ascd, Women's labor force participation 
mle rose from ').7.7 percent in 1960 to almost 60 percent In [997., 

.. 	 l.ncrcllSs.!.LCQOtObulions by WQm~1l (0' family Income Be(ween 1995 and 1996 aJonc, the 
nurn~cr of families with two working parents .increased by !'!carly ha.lf a. million, making 
el/\E\l pay evcn more or il family issue, In :hcsc years, bOlh parcnts were employed if! 63.9 
pe{ccn! ofrnarried-coupJe families with children. [8 and younger. while 28.2 pcrl?cnl of 
r!lI:;;c f~unilics fwd an employed father and homemaker CWt:1J.:i . 

) 



!cX,:CUT!V!c SIlMMAHY, 

I, I' b 'I d" C 	 'j ,,',', ' A ~ lOUg 1 t 1e galt ctwccn women an men 5 wa.ges lias naffOWC(. SI! )$tantlat y Sltlcc thc
'signing of tile Equal Pay Act in 1963. there still exists a significant wage gap tbat cannot 

be,cxpJaincd by differences between male and female workers in labor market experience 
and in the characteristics orjobs they hold. 

~ 	 After hovering 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 ratio is currently on the rise again. surpassing"75 percent in 1997.. , 

• 	 The gender gap has narrowed 'faster among' younger women and among married women 
with children, The data that permit disaggregation by demographic groups show the, 
overallgcnder pay ratio risIng from 57 percent in 1969 to 68 percent in 1996 (the last year 
for which these data are available). In contrast. among women under 40, the gender pay • 
ratio rose from 58 percent in 1969 to 74 percent in 1996. Among married women with 
children, the gender pay ratio (relative to ail male workers) r~se from 53 percent in 1969 
to 68 percent in 1996. Relative to all male workers. wage gains have been faster for l1on~ 
Wspanic black and non-Hispanic wrute women than for Hispanic women, ' .., 

• 	 Ove( the lasl twenty years, increases [n women'S accumulared labor market experience 
and t'heir movement into higher-paying occupations have played a major role in incrcasing 
wom,cn's wages relative to men's, tn addition, the decrease in the pay gap that remains , '\mcxplaincd" ;dter controlling ror measured differences between men and women has 
becn a la<'ge contributor to the narrowing nfthe pay gap" ChiHlges ill family status, in 
iHdl1>try·s~ructurc- and in unioni7...a(iofl also worked to naffOW the gender pay gap, while 
incre4sing CCOnonuc benefirs from skiUs and increasing wage incquatily would have, by. 
themselves, widened the pay gap. 

The rrioSI recent detailed longitudinal study found that in the late 1980$ abollt one-third of 
the gender pay gap was explained by differences in the skills and experience Iha\ WOI1H!fl 
bring 10 the labor market and about 28 percent WI'S due to difrcrenc!~s in industry, 
occupalion, and union status among ~en af!d women, ACCQuntlng for (hesc differences 
raised.the fe,malcimaic pay ratio in the late t98.0s from about 72 pcrcell! to about 88 
percent, leaving around 12 percent as an "unexplained" d;!Terc:Kc 

, 	 . 
The cvidence is that labor markel discrimination"against'women pcn;;~!s. alll10ugh it is 
diflic\I;{ to determine precisely'how much ordw: diilcrcnce in female/male pay is due 1(1 

di~crim;nalion and bow much i~ due to difrerences in choices or prcfcH.:nCcs between 
Wl1!11(;11 :!'ld !;It;!1 One intlitcct and rough meaSllre oflhe Cxlcr:t ofdiscrimin:uloll 
remaining in the labor market is the "unexplained" din'cecnec ill pay SCHue studies have 
lIi::ti to IlI!.:tlV;;); d;scrimil1~Hion difCCliy by looking a: pay clinCH:!I!.A':~ a~llong m'cn UIlO 

"women m V(:I)' similar jobs or by cOOlpfHlng pay iO specific fl\C,1QHe}; or productivity 
T~lC$e ~ludit:_., cpn;;isten!ly :lnd cvidcncc of 00g01l1£ di'iCfim.nilli(lJl i;; the tabor mltf kCi anti 
suppon lhe conclusion that women still race dinc['cntial (ICalfm:n! 011 !he joh 
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MEMORANDUM 


TO: BRUCE REED, ELENA KAGAN 

FROM: TOM FREEDMAN, MARY L. SMITH 

RE: EQUAL PAY UPDATE 

DATE: FEIlRVARY 19, 1998 

I. BACKGROUND 

\ Attached ~e summaries of the two main bills on equal pay and a list of ideas on the topic 
we solicited from DOL, the EEOC. and variolls outside groups. 

According to the Department ~fLabor. women earn on average only 75 cents for each 
doHar a man eams. African American women earn 63 cents and Hispanic women earn only 54 
cents to each dollar that white men earn. 

The AFt-CIO and Gephardt are pushing this issue, It also fits in Vvith our families 
agenda because equal pay is noUnst for women; it is for families. In two~eamer families, if the 
wife starts earning more, the extra money he~ps 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 previoLLII year earnings, equal what 
men eurn in one calendar year. The AfL-CIO is planning a rQll~out on April 3 at various sites 
across the country, and if we had some kind ofannouncement. we could plug into what they 
already have planned. 

II. LEGISLATlVE OPTIONS, . 
• 

There are t#o main bills regarding fair pay that have been introduced, one by Senator 
Daschle (D-SD).lmd one by Senator Harkin (D-lA). Attached are section-by·section analyses of 
these bilk ·Iifnd~.itlori~~below is a brief summary of the' main provisions ofeach of these biHs. 

A. Paycheck Fairness Act - Daschlc S.71 

The main part of Daschle'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 are essentially back pa/awards. In addition. the bill 
includes a nonretaliation provision that amends the EPA to prohibit employers from penalizing 
employees for's~aripg infonnati~t~ with coworkers. 

I 
! 



, 
Daschle's hi'l also provides for the collection ofpay infom1ation by the EEOC. 

Daschlc's bill did not pcrfonn a cost analysfs for inc collection anniS-data, tiut merely requests 
that the EEOC appropriations be brought up to the level requested by the President in FY 1997 
by adding $36 million to the budget. (The President's FY 1999 budget requests $279 million for 
the EEOC - $37 million or 15 percent more than the enacted 1998 budget. More than one·third 
of the proposed increase ($)3 miHion) goes to extmnsion of the agency's ADR program.) A 
more detailed cost analysis is provided. below in the section of nonlcgislative options; 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 principal provision in Harkin's bill is fo[!.qual p~y for cq?ivalent j~. The Fair Pay 
Act outlaws discrimination in wages paid to employees within a workpJace in equivalent jobs 
solelyon the basis of sex) race, or national origin. However, wage differences on the basis of 
seniority. a merit 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 se~tjon that provides tor the collection of wage information by the EEOC. The 
bill also provides for research, education~ and technical assistance. 

III. 	 NON-LEGIStATIVE OPTIONS (PROPOSED BY EEOC AND DOL) 

A. 	 Collect pay data by the EEOC. 

Reason for coHecting data: The EEOC currently collects annual data regarding the 
demographic breakdown 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. 11 
would allow the actual jobs grouped into the broad EEO-I occupational groups to be 
further defined. It would show the extent of differential pay by race/ethnic categories and 
gender for the same type of work. It would improve the assignment of employees into the 
proper EEOM1 categories. This data would assist enforcement of the Equal Pay Act and 
would assist the Department of Labor in monitoring affirmative action programs, 

Currently the EEOC only collects demographic data. The EEOC has proposed two 
alternativeS in order to collect pay data. . 
I. 	 ThO most detailed way to collect the data would add eigbt salary inte!V.ls within 

each of the nine current EEO-l occupational categories, This would cost 
$5,599,800, increasing EEOC's cost from $801,200 to $6,401,000. It would also 
increase the public reporting compliance burden hours to 3,684,000 from the , 

2 
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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 to create a supplement to the EEO~1 form, This would 
not change the EEO-I form, but it also would not provide data by job category, 
Nonetheless. the matrix would have 20 salary intervals and would provide faidy 
detailed salary data by race/ethnic categories and gender. This method would cost 
$1,598,800, roughly tripling EEOC's current annual processing cost from 
$80),200 to $2,~, It would also triplc the public respondent burden to 1,4 
mllhon hours. Increasmg the respondent burden cost about $9.5 mtlhon over the 
current cost. 

.~ 

B. 	 SWAT Team at DOL to provide technical assistance. DOL proposes $2 million for a 
specialized technical assistaI'lce team to reach out to approximately lOOO companies. 
DOL's Women's Bureau technical assistance would include analysis ofhiTing, 
promotion,. compensation, and evaluation data to ensure fairness and consistency for 
women at alllevds within the company. Recommendations for correcting problem areas 
could be prpposed, 

C. 	 The Department of Labor proposes that the President 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 to encourage fair pay practices and 

to eliminate pay disparities in the workplace; 
), 	 Providing enhanced enforcement to deter violations of the Equal Pay Act and 

other laws; 
4. 	. Prohibiting retaliation against employees who disclose, discuss, or inquire about 

their wages or the wages of their co-workers. 

D~ 	 Otber Init~atives Proposed by the- Women's Office at Labor 

• 	 for busincssc..'ii: The Department of Labor would develop 
that would give both small and large companies guidelines 

~:e~~~:e, ~hether they offer equal pay, hiring, and promotional opportunities. The 
~' would also develop a similar checklist for employees. 

• 	 Increase funding for enforcement of the Equal Pay Ad and tbe Civil Rights Act at 
EEOC. DOL estimates that it would require approximately $5 million ta.support 
additional training:travel~ and staff to increase corporate management reviews. 

• 	 Equal Pay nay on April 3 
" 
with Internet Chat Room, The Department of Labor 

suggests: that the President could participate in a special interactive dialogue on equal pay 
issues on April 3, the day on which women's earnings, when added to their previous 

3 



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 years. the President 
has recognized this day by issuing a proclamation. 

• White House Conferenec on Equal Pay • 

• Fair Pay Tour. The President could join the Secretary of Labor during the Women's 
Bureau FUlr'Puy Tour. currently scheduled to begin in late March, t~ discuss equal pay 
concerns with women's leaders, business executives, labor union women, and working 
women, After the tour, the President could announce one of the above initiatives. 

4 




Bill Summary & Sta,us for the lOSth Congress 

NEW SEARCH I HOME I HELP I ABOUT DIGESTS -
S.7I 

SI'O!'<SOR: Seu ~chle (introduced 01121191) 

• 
SUMMARY: 

(,\S LNTROD!JCED) 

Paycheck Fairness Act - Amends the Fair Labor Standards Acl of 1938 (FLSA) and tlle Civil Rights Act of 
1964 (eRA) to revise and Increa.~ remedies and enforcement,on behalf of victims of discrimination in the 
paymer'll of wages on the basis of sex. 

Amends FLSA 10 provide for enhanCed enforcement of equal pay requirements, adding a nonretaJiation 
requirement increases peruldes for such violatiom. Provides for the Secretary of La.bor to seek additional 
compensatory or punitive damages in such cases. 

Amends CRA to direct the Equal Employment Opportunity Commission (EEOC) to require certain employers 
to maintain payroll records and report to the EEOC pay information analyzed by idee, sex, and national origin 
of emp)oy~s. -Applies such requirement app1i~le to employer~ who have 100 or more employees for each 
working da.y in each of 20 or more calendar weeks. ' 

Requires EEOC to Lrain its employees and affected individuah;' and entities on matters involving discrimination 
In the payinern of wages. 

Direct!> the Secretary to conduct studies and provide information to employen;, labor organization~1 and the 
genera! public oonccming the means available to cljminnte pay disparities between men nnd women, including 
convening a natlonal summit und carrying out other specified activities. . 

. - 1/----- -....".Establt<hes rhe R'll!<rl:Ro;<;h.NntiQnnl Aw;mi for P.!y llquity-ih the WorkpJoce, which ,hall' be evidenced by a' 
lIk!dal. St'!t.<; forth criteri<;t for specified types ofei:ltities to receive such an award. , 
Authori:ws appropriations to the EEOC and to the Socretary to carry out this. Act. 

. , 
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This bill amends the Equal Pay Act and the Civil Riglm Act of 1964 to proVide more effective 
remedies to women who are not being paid equal wages for doing equal work, 

SECTION L Short Title: PAYCHECK FAIRNESS ACT , 

SECTION 2: Findings. This section sets forth the ba..~i~ fOT this legislation: women's wages at\:' 
morc and more important in our economy and to working families. Despite the existence of the 
Eqv.l Pay Act (EPA), women', wages still stagnate at 71 cents to every dollar eamed by. man, 
Such pay disparities need to be eradicated to help families get hy. keep people off public 
llSsimUlC(':, allow for the best utilization of labor and ensure that conunerce is not burdened by labor 
disputes Of unfair competition. To accomplish the.~e ends. women need more effective remedies 
under the Equal Pay Act and more access to information about pay disparities in the wolle place. 
As p8Jt of this goal of education and outreach. it is important to recognize employers thar have 
made great strides in addressing pay dlsparitics. 

, 

SEctION 3, Enhanced Enforcement of Equal Pay Rcqllirt:m<ots, 


(a) NooreLaliation provision, Thi, provision amends the EPA to prohibit employers from 
penalizing employees for sharing information about their salaries Witll coworkers. t"urrenuy. it is 
unlavvful under the National Labor Relations Act to discipline or terminate employees for such 
diM.'ussioos. Because of the difficulty of procccd.jng under the NLRA. it is essential to provide 
remcdic:) under the EPA as well 

. (b) Enhanced pennlties. This section allows for compensatory and punitive: damages not 
cunently avljilable under the EPA, The EPA C"""lllly provides only liquidated damages ­
essentially back pay awards - which tend to be very insubstantial. Without adequate damages, 
simlJar to those provided under the Civil Rights statutes, there is little or no deterrent effect on 
employers, fn addi\ion, this =tion rectifies a long-'tlmding EPA problem. CcrronUy, it is very 
difficult for a lawsuit to proceed as a class action because the BPA, adopted prior to the current 
form of Rule 23 of !he Federel Rules of Civil Procedure, requires plaintiffs to opt in to a suit. This 
section will conform the EPA procedures "' those already provided under the Federal Rulcs. 

(c) Action by Sootet"!)', Thi< <ection enable, the Equal Employment Opporrunlties 

Commission (EEOC), in addition t.o private plaintiffs. to pUniue cWrus UDder the new darrtage 

provisions described above, 


SEcnON 4, Collection of Pay Information hY the EEOC, 

(1) Reponing, This section add:;;' new categol)' of wage infoITlllltion that by law Il)1lst be 
submitted by employers to lb. EEOC. This bill would require only !how employers with one 
hundred or more ernployecs to report genera.liud pay informa.tion by race•.sex. and national origin. 
This infonnation would not be public IUId would not identify employ""s, This informa1iou is 
necessary to enable thc EEOC nnd the public better to underslllnd the nature of pay disparities in the 
workplace a.s wen as national and industry trends. 

(2) Enforcement and Waiver: In cases of noncompliance with subsection 1 of this section. the 
EEOC m"y apply to a United States District Court for an o"ler requiring compliance. Employers 
who find (hat rheTequircmcnt would result in undue hardship may request an ex.emption from the 



requirement set forth in subsection l of this section and may bring a civil action if me OBOe denies 
the r~qu~t for e~emption, 

SECTION 5< TrruJting< This """ion requires tile EEOC to provide training for its employee, to 
improve the intake, and processing of EPA claims. 

SEcnON 6. Research, Education, and Outreach. nus section enhances pr()gram~ already in 
plncc in the Women'~ Bureau of the Department of Labor and specifically requh'Cs the Bureau to 
undert<'t.ke r¢.~arch in me area of sex·based pay disparities. disseminate that information to 
interested members of the general public. provide information un means of er.1dicating sueh 
dis~ri{je$. assist Stare and Jocal illf01mation and educational programs, recognize and promote the 
achievements of employers that have made strides to eliminate IUlY disparities. and convene a 
national swnmit to dii;CUSS and highlight the issue of sex.-based pay disparities. 

! 
SECTION 1. Establishment of die Nalional Aword for Pay Equity in the Workplace. This ,ection 
es:{abHshe~ an award. to 00 administered by the Women's Bureau of the Department of Ubor. to 
rer:ogni:z.e and promote the achievements of,ernploycrs that have made strides to eliminate pay 
disparities. 

SECTION 8. lncrea.<ed Resources for Enforcement and Education. 

(a) General Resources: This :section addresses the fact that the EEOCs level of 
appropriations has remained stagnant despite an ever~incrOO5ing set of new responsibilities, 
including enforcement.at such new civil rights statute... M the Americans with Disabilities Act 
(ADA)< This section simply brings Ihe EEOC app!opriaUon, level up 10 Ihat requested by the 
President for FY 1997 by adding $36 million to its budget. . 

(b) Targeted Re~ources, To enable EEOC to tarry out the training of its employees, as 
requ~red by seclion 5 of the bill. this provision authorizes $500,000 in supplemental 
appropriations. 

(c) Research, EducatioD j Outreach, and National Award. 'Ibis subsection authorizes 
funding for the Women's Bureau's activities to address pay disparities in the workplace, described 
in st!Ctions 6 and 7. 

, < 
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H:J.i\k/H 
, 	 SUMMARY OF FArR PAY ACT, S. ~J' 
," 

I 
Section 1 & 2~ Title and F1ndinqs 

"-r-::-:--:-:?S:t'n:~totE'3... , £qmn-:.~.:piy::p:o,r. ',l:qiiUc"!j:.;:.it..i:l1i.1in~t::::jJitoiib;;.;::::=========;;;:-C..~'!':.:7.,,~_:_':7'.'0.=..:"..="'_ 
The Fair Pay Act outlaws Qiscrlmi~at1on in wages paid to 
employees w,ithln a ~orkpfa.ce 1n equivalent jobs solely on the 
oasis of a vorker's sex, race or na.tional origin. This would not 

,,--:-c=	....,p~~y., to wage-d44:-f-ereneeS-thaL are thr! r~W1c"'6ra~seriTor1ty 

system, a m,erit syster.t or a pay system tha.t relates earnin9s t.o 

quantity or quality of products. Employers are prohibited f~om 

reducinq the wages of an employes in order to comply ~~th the 

fair pay reguirements., 
Section 4. Prohibited A~ts 

Adds no-retaliation provisiQns for employees lnquirinq about or
assisting in the investigations of provisions unde~ this act. 
Section 5. Reme'!.iJ!.~_~.__,,___. ____ ~~____.:-___________ 

Allows 	 for awarding expert fees as part of the costs granted to a 
prevailing plaintiff/so fees are in addition to o~her remed~&5 
given by th. COU~tf and toge~her may be mAintained as a class 
action 	as\stipulatEd by the Federal Rules of Civil Procedu:e . 

• .• _as _ "..,...... 4QJ!¢¥QJXlQ..4, ..... 

Requ~res employers to preserve records documenting wage setting
pract1ces and tile annual reports with the EEOC which d~sclose 
the wage rates ·paid for each job classification within the 
company as well as the sex, ~!!C~t.~~~~.....IM!.ti9nal,.J;)r1qin.,of " 
empl~oye'eswl'th'iiCtnes-e'-"pos itfons. Small busine:sses of 2S an.d 
under are exempted for the first t~o' yeers, businesses with 15 
and under exempted thereafter. Confidentiality of individual 
names would be mandated. 

Section 7. Research, Education, and Technical Assistance, 	 . 

.""-~..Di£gets .,E-K~ £f6~, £0 proviae educatlQnal-m~t:erla15 and technical' 
assistance" to employers to assist in implementinq fai~ pay' 
policias. Tne EEOC must also ~evelop ongoing research reqard1nq 
pay eq~it~.1~-' In ad.d1tlon , the EEOC is dlrected to includ.e a , 
set/arat:e: ev?ly.a.t.~oD,.ang ap~rA I S~' m:~,?rd '.e.g ... oj ~pJ.IjUDAPt~~ i en. ot:: tali ." 

Sect-on 

Section 9. ,~~f~ctive Date 
, .--" ,~~ " , 

I ;Ili' t·I,j;:,-~w;.1i1 ~-ga ~iA;;- ejfQQ" 10_..,.00£ &feel emae:UmEllI::: 
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!VIEMORANDUM FOR THE P ~SlDENT ~~ 
FROM:, 	 BRUCE REED ~ 

GENE SPERLING 

SUBJECT: 	 ~ Pay Initiative 
.~ 

friday, Apri13rd is "Equal Pay Day," the day on which W<lmen's earnings. added to their 
previous year>s earnings. are said to equal what men earn in one calendar yent. Many 
organizahons around the COwttry arc holding events this week to highlight the issue; the White 
H~use event is planned for Thursday, ApriJ 2nd. The Vice President will participate in this event 
which wiil also include Senator Daschle. Rep. DeLauro, Secretary Herman, and John Sweeney. 
This memorandum outlines the Admjrustrntion's equal pay initiative developed through an 
NECJDPC process for the Vice President to announce at the event. Your senior advisors, 
TreasurY. Labor. OMB. Commerce, SBA, EEOC, 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 equal pay legislation introduced by Sefl.3tor Daschie in the Senate and Rep, DeLauro 
in the House. T'ltis legislation wit! strengthen the laws prohibiting wage discrimination against 
women. The Vice President will also anoounce a package of administrative actions that will 
rughUght the problem of pay disparity and enhance enforcement of wage discrimination laws in 
the private rector and the federal government. 

The Vice President will anDounce tbe Administration1
, support (if the Dascble1DeLauro 

biJls. The main provisions in Senator Daschle' s and Rep. DeLauro>S legislation are: 
I 	 . 

* 	 Increased Peoaities for the Equal Pay Act. The biH amends the Equal Pay Act (EPA) to 
allow for compensatory and purutive damages, Currently, the EPA provides only for 
liquidatt:d damages and back~pay awards., 'This proposal would put gender~based wage 
dis<:rimination on equal footing with wage"disc:rimination based on race or ethnicity. for 
which WlCapped compensatory and punitive damages are available under Section 198 j . 

• 	 ~k!D~retaUation Proyjsion. Currently, employers can take adverse action against 
employees who share information on pay. The Daschle bill amends the EPA to probjbit 
employers from penalizing employees for sharing information about their salaries with 
eo~wofkefS, The ability to share such infonnation makes tt casier for women (0 evaluate 
whether there is wage discriminatt?". 

" 	 Class Actions. The bill amends 'the procedures for filing class actions under the EPA to 
conform with the procedural rules f(lf filing federal class actions in other areas of the law., 



, , .'" 
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• 	 ;IcAiniD~. Researcb. fujucalion. and Outreach. The bili requires the EEOC to provide 
training for its employees, subject to the availability of funding. on matters involving 
discrimination in the payment of wages, The bill also requires Department of Labor 
(DOL) to undertake research in the area of sexwbased pay disparities; provide information 
'on means of eradicating such disparities; assist State and local infmmation and 
educational programs; recognize and promote the achievements of employers that have 
made strides to eliminate pay disparities; and convene a national summit to discuss and 
highlight the issue ofsex-based pay disparities, 

.. 	 Pal EQ.U1ty Award. The bill establishes "The Na.tional Award for Pay Equity in the 
Workplace." to be administered by DOL. to recognize and promote the achievements of 
employers that have made strides to eliminate pay disparities, 

The Vice President will abo announce a number of Administration initiativ~s. including: 
, 

• 	 Increased Data Analysis 00 Piy EQui~, Using existing data. DOL Mil publish an annual 
report on pay differences by gender, The purpose of this easy-towaccess report v.-iU be to 
highlight the important issue of wage disparities. 

• 	 Memorandum OfUnderstandim: {MOW Between EEOC and DOL. EEOC and DOL arc 
deVeloping an MOV to train each other's staff on pay issues, to refer potential violations to 
the applicable EEOC or DOL office for appropriate action. and to pennit the DOL '$ Office 
of Federal Contractor Compliance Programs (OFCCP) to serve as: the EEOC's agent for 
purposes ofcoileering damages that atC not otherwise coltectible by OFCCP, including 
~lief for intentional discrimination under Title VII of the Civil Rights Act of t 964. 

• 	 Federal Contractor Best Praclic!:~. DOL will pUblicize: successful programs of federal 
contractors by placing them on DOL's web site. 

IQ.Step Voluntao' Self-Aydit for Busjnesses and Emplo~~, AlthQugh some empioyers 
intentionally discriminate:. others may unintentionaHy do so. To help those employers 
who would like (0 improve their pay and hiring practices. DOL win place on the Internet 
a 1 Q-step package that would give companies guidelines in determirung whether they 
otTer equal pay, hiring, and promotional oppommities. A similar checklist for 
erp.ployees. to help them determine if they are being paid equitahly, wilt also be placed on 
the internet. 

• 	 lOw$teo Voluntary Self-AUdit for A~eru;:ies, To make the federal government a "model" 
employer, federal agencies will take a IO-step self-audit. similar to the one described 
above. and use these results to monitor their efforts on equal pay. 

~ 	 Guide to Recruitmem and Retention of Women in tbe fedrnll Qovemmcnt. aPM wi!! 
publish a new Guide on Recruiunent and Retention of Women in the Federal Government, 
which contains infonnation to make agency managers aware 'of career opportunities for 
women and to provide guidance on recruitment and career devcl<}pment for women, 


