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U.S. Department of Labor Employment Standards Administration 
Office of Federal Contract · · · 

February 18, 1998 

MEMORANDUM FOR: 

·FROM: 

SUBJECT: 

Compliance Programs 
61 Forsyth Str~t sw 
Atlanta· Georgia 30303 

Shirley l Wilcher 
. Deputy Assistant Secretary 

~~~~~,p(_ 
Carol A. Gaudin 
Regional Director 

Nomination for EVE A ward 
SAS Institute Inc. 
Cary, NC 

,., .. 

I am pleased to nominate SAS Institute Inc. for an EVE 4 ward. 

The company is ari employer of choice in the Research Triangle Park area~ There is·an 
overall turnover rate of 4% - which drops to 2% for women and 1% for minorities. 

· The make-up ofthe employee.~mmunity atthe Institute clearly reflects success in. 
attracting, retaining, and promoting a diverse population. For instance, the institute 
. exceeds ·avaHabilitY for minority managers by 5.8o/o, and 30% of vice-presidents are 
women. SAS Institute's philosophy is to provide an environment that is responsive to· · 

\1 J · the special needs and reqUirC!Illents of many ofthe.employees. Workplace · 
. ~\o·~c-: · ~ccommodations ~uch as sched~le a~justmenb, s~ecial equip. ment, sign lan~age · 
~\ · ~terpreters .. , and Job re.mu. ctunng msure that every employee has the oppoi'tUll;ity for 

owth within the Instirute. . · , : · . . 
. ' ' ' ' . . . 

\~ ~'0 College recruitri:lent at historically· minority Schools. recruitment at minority events at 
\) ~W ~ther \miversities, ~chol~i?s ~ffcn:ed to·students in tecbnical.fie!dS· an ~xtensive student. 
· ~ mtem program, active participation tn Inroads (an undergraduate mtemsbip program for 

'minority students), and advertisements of open positions thrOugh a wide range of 
publications and organizations enables SAS Institute tO. succeed in efforts to. attract a 
diverse pool of talent to the company. The company awards 14 undergraduate· 
scholarihips annually~ In:_i997, 57% ofthe·scholarships provided: bythe Institute 

· went· to minorities and wo~nen. Over t:h~ p8st tbiee summers, 27% of the summer 
students in the program were minorities,. and 49% were women. 

All SAS Institute employees attend one or more traming.programs which address . 
issues of diversitY in the workplace. As part of their traiiling, new managers and newly · '' 
promoted managers learn that the Institute places a strong emphasis on commitment to . · 
Equal Op'portunfty and Aff'u-mative Action. ,Maily employees have attended a new 
intensive diversity program being offered as a pilot program by the Institute. Nearly 

. 100% of their workforce has participated in Sexual Harassment Awareness. 
. . 

Workingfor America's Workforce 

P.2 
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training. All new hires receive an orientation to the Institute's policies regarding 
diversity, affirmative action, and. equal employment opporttmities; the Institute's zero 
tolerance of workplace harassment of any kind is emphasized. 

Two departm~nts at the Instit1.tte.:. Corporate Trairiing and Management Education 
Administ;ration - are dedicated to providing employees the opportunity to develop the 

. skills they need to advance in their careers. Training topics include computer 
applications. Leadership skills, resume writing and interviewing, and administrative 
skills. With nearly I ,200 Management Education Administration participants in 1997, 

. !,182% of ~eo pi: atten~ these eo~~ were w.o~en. an~ 11% were mino~ties. 

t""\AS lnsti:tute 1S an active corporate ettizen, proVldmg m-k.incland cash do.nations and 
volunteers to many area non-profit organizations: They have a history of dedicating a 
large portion of their philanthropy efforts to organizations that focus the majority of their 
services on women, minorities, or persons with disabilities. In 1997, 64% of the total 
'philanthropy budget was dedicated to'supporti)1g such· groups; the 1998 budget 
makes a commitment of 69%. · 

SAS Institute has a simple philosophy when it oomes to employees: If you invest 'in your 
employees' professional and personal welfare; everyone wins- the employee and the 
company. Ongomg best practice programs like on-site child care and on-site health 
care, a fully equipped fitness center, wellness programs, eomprehensive health care 
benefits, c:hild care and elder care resource and referral, acioption assistance, 
generous leave for child birth and adoption, and flexible work schedules all 
contribute to the Satisfaction and peace of mind of employeeS who bring with them a 
wide range of personal and family needs. A culture of trust, a strong sense of collegiality 
and collaboration, and a corporate structure that is responsive to employee input combine 
to create a worke~vironment which allows our employees to feel good about working for 
SAS Institute. 

Finally, SAS Institute baS received many awards. Some of their 1997 Awards are:. 

• Best Compallies for Working Motl,lers - Ranked in the top am by Working Mother 
magazine. 

•. · 100 Best places to Work in America- Ranked #3 by Fortune magazine. 
• Best Companies: .. or Work.aiid Family -Ranked #4 among non-S&P companies by. 

Business Week magazine. 
• 20 Better Places to Work- Named in Mother JoneS magazine's list.: 
• 1997 Apple PIE Award -Business Winner for supporting parent involvement in 

education from the Partnership for Family Involvement in ·Education, Teachers 
College at Columbia University, and Working Mother magazine. · 

(Jill J:a illLJ ~ . . 
Thur conside't:kti.on ofSAS Institute Inc. for an EVE Award is greatly appreciated. 

,. 
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SAS INSTITUTE-INC . 
. 1998EVEAWARD 

EXECUTIVE SUMMARY. 

Software solutions are products of the mind ... worldaelass software development intelligence is fmmd · 
in people regardless of culture. race, disability, veteran status, or gender. However, in order to attract 
world:.Class talent it is vital to recog11iz.e lind support the diversity.tn our communities and Wtthin our 

·employee population.. With an overall turnover. rate of 4% - 2% for women and I% for minorities -
we have a workforce that demonstra,tes loyalty to a company that respects them as individuals and 
supports them in t~eir personal and professional lives. -

. . 

SAS Institute is committed to creating a work enviro~ent in which employees thrive .. F~r more tban 20 
years the company has 'followed a basic corpora~ belief that the sutcess of our employees is crucial for 
the success of tlze compCUly. Each member of the Institute .team plays a vital role in meeting company 
goals. Software developers, child care providers, administrative support staff, landscape crew members, 
technical support consultantS',' sales and marketing representatives all are valued as insuumental pieees iri 
our effort to contiilue to be the leader in providing business software solutions for companies around the 
world. 

We have in place programs and policies which mpport our efforts to create the ldnd ojwotk 
environment that allows women and minorities to succeed personally and professionally. We work 
intentionally to tap into· the vast array of resources available to provide us with the best talent for our 
future success. And we have a culture in which the contributions of all employees are treated as adding 
value to the company. In this application, we will specifically address the following practices: 

. . : . . 

Workforce Information . . · 
The malce-up of the employee community at·the Institute clearly refleCts our sucCess .in attracting, 
retaining, and promoting a diverse population. · For instance, the Institute exceeds availt:zbili.ty 
for minority managers by 5.8%. and 30o/o of-vice·presidents are women. We recognize the 

· importance of incorporating diversity in all levels of the COIIipany, from top-level executives .to 
our service support employees. SAS Institute's philosophy is to provide an environment that is 
responsive to the special needs and requirements of many of our employees. Workplace 
accommodations such as sche4llle cufjustments~ special equipment1 sign lan.g~e interpret,ers~ 
and job restructuring insure that every employee has the opportunity for growth within the · 
Institute. 

Rectul1tment . . . :" 
College recruitment at historicatly minority 5chools, recruitnlent at minority events at other 
universities, scholarships offered to students ill technical fields, an e~tensive student intern 
prograin; active participation in InrOads (an undergraduate internship program for minority 
students), and advertisements of open positions thro\lgh a wide .range of publications and 
organizations enables SAS .Institute to succeed in efforts to attract a diverse pool of talent to the 
company. The company awards 14 undergraduate scholtzrships"tmnually, three of which were 
created specifically to benefit minority students. In 1997,57% of the scholo.rships provided by 
the Institute went to minoriti~s and women. Through our summer stUdent employee program. 
we lay the groundwork for a diverse workforce in the future. Over the past three summers, 27% 

· 'of the s_tudents·in the program were minorities, and 49% were women.· 

P.4. 
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Training 
All SAS Institute employees attend one or more training programs which address issues of . 

. diversity in tlu workplace. As part of their training, new. managers and. newly promoted 
managers learn that the Institute places a strong emphasis on our commitment to Equal 
Opportunity and Afjirmatlve Action. Many employees have attended a new intensive.diversity 
program ~ing offered as a pilot program by the lnsti.tuce. Nearly 100% of our workforce has 
participated in Sexual Harassment Awareness training. And all new'hire~ receive an 
orientation to the Institute's policies regarding diversity, afftrmative action, and equal · 
employment opportUnities; the Institute's zero tolerance of workplace _harassment of any kind is 
emphasized. 

Opportunities/Supp~rt for Advancement 
Two deparunems at the Institute - Corporate Training and Management Education 
Administration - ~e dedicated to providing employees the opportunity to develop the skills they 
need to advance in their careers .. Training topics include computer applications, leadership skills, 
resume writing and interviewing, and administrative skills. With nearly 1,200 Management 
Education Adinirustration participants in 1997, 82% of people attending these CQUrses were 
women and 11% were minorities. · ' 

Outreach 
SAS Institute is an active corporate citizen, providing in-kind and cash donations and volunteers 
to many area non-profit organizationS. We have a history of dedicating a large portion of our 
philanthropy efforts to organizatio~ that focus the majority of their services on women, . 
rrunorities, or persons with disabilities. In 1997~ 64% of the total pl&ilanthropy budget was­
dedicated to supporting such groups; the 1998 budget makes a commitment of 69%. 

Corporate Environment 
SAS Institute has a simple philosophy when it comes to employees: If you invest in your 
employees• professional and personil welfare, everyone wins- the employee and the company. 
Ongoing best practice programs like on-site child care and on-site health caie, a fully equipped 
fitness center, wellness programs, comprehensive health care benefits, child care and elder 
care resource and refe"al, adoption assistance, generou.~ leave for chUd birth o.nd adoption~ 
and flexible work schedules all contribute to the satisfaction and peace of mind of employees 
who bring with them a wide range of personal and family needs. A culture oflrust, a strong 
sense of collegiality and collaboration, and a corporate structure that is responsive to employee 
input combine to create a work environment which allows our employees to feel good about · · 
working for SAS Institute. · 

$AS Institute Inc. · . . 

1997 Honors, 

Best Comp~iesfor'Worldng Mothers 
Ranked in the 1.0() len by Worici:ng MoiMr magazine 

100 Best Placu to Work in America 
RIU!.ked #3 by ForutJK rnasazine 

Best CompariJes for Work and FamUy 
Ranlced lf4. among non-S&P companies by Business Week magazine 

20 Better Places to Work 
Named in Mor.her Jones mlgazine's list 

1997 Apple PIE AwlU'd 
Business Winner for supporting parent invol ... ement in education 

from the Parmership for Family Involvement in Education. 
Teachers College at Columbia University. and Worl:illg Mother: mag~ne 

P.S 
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! • . Section I).....£MPLQYMENT DATA . 
Employment at this establlshme~ePOrt all permanent full-time sild part-time employees including apprentices and an-the­
Job trainees unless specifically excluded as set forth In the Instructions. Enter the appropriate figures on all lines and In all 
columns. Blank spaces will be considered ~ zeros. . · · · 

NUMBER Of EMPLOYEES 

OVERAll. M.AI.E FEMALE. 
JOB TOtAJ.S· WliiTE BUCX H~le 'ASWI OR AMERICAN WHITE .eueK li!SPAHIC ASIAN OR 

CATEGORIES ', (SUMOI' ~NOT OF JNOTOF PACIFIC .IJIDIAN OR . (NOT OF (NOT'OF. PACIFIC 
COI..B ISPANIC ~·c ISlANDER MASI<AN HISPAHIC IIISPAHIC ISLANDER 

THAU·K) OAIGIN) OI'IICIN) NATIVE ORIGIN) · ORIGIH) 
A e e D e F 'G H ' ~ . J. 

~ficlals and '3i2 176. 7 2 6 f.~~ 
/ ·8: ,• 4-'' Vlanagers 1 , . -

"Ofesslonals 2 , "o:i450 68"2; 31 ~s 35 ·619 - ~ 
.3.7 'l 30 

•cnnlclans 3 . 9l. ... '51~· 4 :a ~ ·25 7 
' - . -

sles Wor1<ers 4 ,, 
tlk;e.and . . 

. 296 26' s. .. . 
:terlc:al 5 - -229. 31 l 2 - .. - .. -
·att Workers -
~led) 6 ,, ', 
~tlves 
;emi-Skillecll 7 
.atlorers 
lnsldlled) · 6 

~rYice Workers 9 .il4 '31" 17 87. 36 3 .. . ,. 
TOTAL l.O '2383 5)66~ 6~ 15 44 112~. 119 ·8 39 

_T.otar em111oym&nt 2065 '861. '54 . . u; .39 :0, '970 .. :sc,· ·. 5. ,34 rep~r~4n r~:~loua u o-, re 

NOTE: Omit QuestiOI'IS 1. and 2 on.the Consolidated Report. 
Date{s) of payroll pertod used: 2. Does this establishment employ apprentices? 

· '1. Cl Yes .2 Cl No 

Section E-ESTABLISHMENT INFORMATION (Omit on the Consof/dated Re rt 
What Is the major actiVity of this establishment? (Ba Specific. I.e .. manufacturing steel castings. ''tall grocer. wholesale 
plumbing supplles. Utle Insurance, etc. Include the specific type of product or type of service provided'; as well as the 
prtnclpal business or Industrial activity.) · . . . · . . 

SIC=?371=ComPtite~:pr.ogramming·se~Vices· . 
<<<.~PLEASE .·co~RECT~NARRATIV£: IF ;;INCORRECT.,)))· 

• Section F-REMARKS · . ·· 

.f.MJ;IIJC,lN 
INOIAk 

OR AU$~ 
NATIVE 

I( 

3 

1 

"4 

.2 

OFACE 
USE 

ONLY 

Use this item to give any identification data apPfi!&ring on last report which diffe~ from that ~lven above, explain major 
. . changes In composition of reporting units and other pertinent information. . . 

. •' ' ... ; ,, 

Section G-eERTIFtCAnON (See Instructions G) . 
eel< 1 a All reports are accurate end were prepared In accordance·.wlth the In uetlons (check o 
:1e 2 This re ort Is accurate and was re ared In sccordsnce with the in rue ·on3." 

.v:id Rus·so 
me of person to eontact regarding 
s regort (Type or print) 
e hanie .St.'rin.er 

.P. Ruman ResQu~~es 
Address (Number and Street)' 

SAS C.am us· n-rive 

Date 

25Sep97 

·city and State 

Cary, ~c 
ZIP Code 

2751-3 
Telel)hone Number (Including £xtMslon 

O/AA Con.sultant . ~1~-~7'-·sooo 7890 

All reports and Information obtained from Individual reports will be kept confidential as requited by Section 709(1!!) of Jlt)e VII. 
WILLFULLY FALSE STATEMENTS ON THIS REPORT ARE PU~ISHABLE BY LAW. U.S. COOE-J1TLE 18, SECTION 1001. 

. I 
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• 

·sAS Institute Inc. 

SAS Institute employees work in an environment that fosters and encourages the 
integration of the Institute's business objectives with their personal needs .. With · 
employee turnover at only five percen~ SAS Institute reaps the rewards of 
unprecedented employee loyalty ·and the benefit of the m:ost talented minds in the 
industty. Programs and facilities at its Cary, N.C., headquarters include three 
child care centers, an elder care information and .referral program. employee 
health center. wellness programs. 26,000 square-foot recreation and fitness 
facility' and many other work• life programs. 

·The Institute's work-life initiati~es and unique corporate.>culture continue to. 
receive accolades on the national level. For. the eighth 09nsecutive year, SA.S 
Institute was recog~ by Working Mother magazine as one of rhe "100 Best 
Companies for Working Mothers." .. The InstitUte is also listed as one of the best 
places to work in America by the authorS of the latest.edition of The 100 Best 
Companies to Work For in America.· · 

An active Corporate Philanthropy program·tt-ansceri.d~ the spirit of SAS Institute 
as a supp~rtiye. caring environment into the coiiUDimity. The Institute provides . 
donations and time to a wide range of non.:profit organizations focused on . 
~nriching our communities through the promotion· of education, the arts, 
environmental conservation, community services and medical research. . . 

· Employee$ also raise money on their own, donate food and clothes, and perform 
countless .hours oflabor through a variety of.organiza~«?ns-

For further infor11Ultior~ please contact Kat Hardy, Public Affairs, 
SAS InstituteJnc., 9191677-8000 

www.:sas.com 

P_s 
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DATASUMMARY. 
1998 EVE A WARD 

FOR·SAS INSTITUTE INC. 

Name. address and telephone of corPoration being nominated: 
SAS INSTITUTE INC. 
SAS CAMPUS DRIVE 
CARY. NC 27513 . 
(Sh9) 677-8000. X7801 

Name of higheSt ranking official: 
DR. JAMES H. GOODNIGHT. PbD 

. . . .. Name of executive respo:QSible for Human Rcsources!EEO: . 
· DAVID ·F. RUSSO 
. VICE PRESIDENT, HUMAN RESOURCES 

P. 6. 

Contact People: 
KAREN THOMAS-SMITH 
.HUMAN RESOURCES 

STEPHANIE STRINGER ... 
HUMAN RESOURCES 
SAS INSTIT'OTE INC~ 
SAS CAMPUS DRIVE 

KAT~Y 
CORPORATE COMMl.JNICA110NS 

· SAS INSTITUTE INC. or 
SAS CAMPUS DRIVE 
CARY, NC 27513 
(919) 677-8000 X5203 

.({+'/ (71/) to 77 ;_ '<+tflf'/ 
Number of employees: 

3161 

Principle Product: . 
SOFIWARE DEVELOPMENT 

or · SAS INSTITUTE INC. 
. SAS CAMPUS DRIVE 

. CARY, NC 27513 
· (919} 677-8000 X7890 

CARY, NC 27513 
(919) 677-8000 X5221 

. ' 
' 

Date of last. compUancc review: 
MARCH 7,1995 (LETIER. OF CO~CB ATTACHED). 

Copy of employer iDfor~ation report (EE0-1 ): 
ATIACHBD 

Names ofus senatorS andrepresentaiives: 
U.S. SENATORS: . . . 

LAUCH F.AIRCLOTil 
JESSE HELMS . 

· U.S. REPRESENTATIVE: 
DAVID PRICE 
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SAS INSTITuTE INC. 
•' 

Karen Thomas-Smith 
Human Resources 

. SAS Campus Drive 
. Cary, NC 27513 

. Phone: 919/ 677-8000 
· Fax: 919/677-4444 

FAX TRANSMISSION COVER 'SHEET 

Date:,. . 02.JLto 9B ,·. 
To: tlaY14 51)(±b · ·· · 
Fax: '2Cf2_ / 4-:Jp·-74-;:){· 

I 

Re: 

, YOU SHOULD RECEIVE Ja. PAGE{S), INCLUDING THIS ·coVER SHEET. 



.6 GREAT FREEZE-AHEAD·:FAMILY MEALS ··WHY KI-DS NEED PRlVACl 
. . . ,, ·, ·• ~ • I 

. . . . 
. . 

. . 

~OFOR WORK,INGMOTHERS 
. . 



.. ' ~ . 

108 
..omens adv.lnc~ G nne near-site centen in 
H~VA (San Lee Knit Producxs);Clarksville,NC 
(Sar:ll.ee Hosier-y): and Samrcni CT (P¥ex,l.Tvition 
subsidies. Before. M1d =tfcer·sc/lcxll. horoday and 
summer progr.uns. &doJo can: ¥ hQ. Prca.lc set• 

· asides.l\eimbt.a-ses child are ~for bUsiness ~ 
and ~. R&R. Sick-child ~ 2-IO (vane by 
divi$ion). 0 \M:iri< ~ hon!e. job ~ Flexdnie. 
~ ~ PT (benefits: 10 htslwl<). 
Tr.Uning fer 11'1&'"1 on ~ ~les. 0 L.ez;t: 

br dlildbin:h: fMlA only. with some full pat. f'tr.lse­
baclc for new mothers.. Puemity le:M!: I w1c ·paid 
(Coadl); l days paid {hq).Adopaon aid: S2-1000:R&It 
4 wiG paid leiM! {Coach}. Prolit: stwit1g (not all units) •. 
Savings pial\ (110 company m:atdl). · c~ 
·pensioo.~{or ~· ~Ho~::slth 
insut21\ce (80% of premium). Full-time woric/family 
rn&f. 8der are: R&R. 
This~~ rnake5 

p-oc:ir.G rangrg iom Ball Por1c. &am 10 ~ ~ 
has a s::-cng ~lmO"'ot to u-.c ~ of. 
wOm!n. w-e~ mike ....., 19 pe-te'1t oflhe top 

. 239. e>recUIMl5 with salaries ~ $1 YJJm a y¢ar.Arod 
. \N0(1~ 110k:ll:i pr:rterlt d 1he po$itio·r; ;, 1tte next tier 
of 420 ~ ~ a-.erage <lrV'C.:aJ eatl".irrg; are 
$165,\J:Jl San lee's gerenl ccinel. ctief !inarQal of5. 
cer ;ir.a TreaSiJt1lt' are all women. as are 1t1e ~ 
ofSara Lee ~'.:Eggs~ ard Hares~ 
The company has 00(\ilrued to ~ propl1S to 
enable ~ n"O'TIS to diT-0 t1le corporore ladder 
wt.il@ ~care oifi!mly needs.~ to iti; <!~ 
dYit care~ thu ir>dJda5 tln!i near-sir£~ 
last )1W Sara Lee doubled !he child care ~ 
mem for~ who ~late or tr.MI out of taYYn. 
10 $6 r.n lnr. 4l to S70 ! d2)( The ~ also 

\' ~with Olildrer> !init to ptOIIide bacbJp care 
fOr~ in Q,icago.ln SO s== QM DC. HQ:l 
~ NaOOnal 1'\m Blclg.. Chic::lgo, 11. 60602 

SAS INSTITUTE INC. is the world's largest 
pri-.ately held software company.. Ninth year on 
our list. 

amide of~.ers ge!. tl'leird1ild are~ 
at the same rate. · 
. Not One tc ~on !IS :cUels. ~5 hat~~ PaSt 

yw, ~ adoption ~ from $3JXX) to SS.col \~deled 
a ~P ~ !cr~·icids {1tls~i.e 
SUJdeni.i 11:1:~ S2.<XXl each) and irnrodu:...o.c ! I ~ 
....eek. ~~at r:re of;t-e on-site~ The 
C1JSil! Only S I 00 per d'lld. 01-5itc bad1.Jp C.ilnllliiS also 
been added In 23 smes and DC. HQ; SAS ·Campus 

. Dr. Cary. NC 27S 13. 

THE SEAruTIHES publisheS Semles e-ening 
~the sec~<ircubtioo ~ 
<taily in the COU!'IO"'-~ YfW on our list. 

~88r.:l. . Ernplo7ves; I,'J6'3 
~ • ~ F.:males:678 ~ 

0 0Higf1. encrY ~ S378/wk 
~ (eerY. CUStOI'I"Iel" ·.. ser-wtce): 
000 $476hlk.. (mne ~ 

000 0 Petcenc ~senior Jn<l 
. ~ vp~ 20% {of S): ~ l~ 
(of 7); oflicials and mgrs 36%; profs 46%: Highest 
pale!: l8%. Womer~'s St.!ppOI"'C grc~ ( 17). MlliiiUCU 
~on ~'S ~ (!) On--.Jc! cenCar: 
30 children ($560.61 0/I'T'Jih). Company com:ribuces 
$36.000 r.o openting cost of center. Tuh:ion ~& 
dies ($100/mch).l'n!t3x set-asidl§ (70).Reimbarses 
child are c= fer ncni"OUtine bu:sii"IG5 ~ ~ 
83"-' of .sick<hild are costS X nearby haspiW. Sick­
chad • as needed. 0 Work at home. job shu· 
in& (IS). Rextirm:. Compressed ~ecla. PT 
(300): benefits: 20 h~ 0 Lie1wl foe" childbinh: 

. FMLA. J:!lus 19 wlcs. wid\ some iuD pay. I ~6 le<M~S: 
33 (4 lmltl);zvg S.S mch$ (wamen).Phzse.Oadc. for 
new mothen.Sa-<ings plan (3% company mao:n up 

· t:1 6% of pay). Health insur;JnCe (I 00% of pn!mium). 
Eldec- are: R&R. . 
~ha$notbeena.~rl~~ 

incll&r)( bJt ihe Seame Tomes de, o ISUllll5 thtt it eM~· 
be done. The paper. 01\ OU" list since 1991. oifers a 
'4l'iety oi ~ ....crl< atT'llt\gernentS induding a. 

. rw.ge of Ofltions for~ ~'The 

8~ 
&nploJees: 3.010 most popular is a ~1tiod:ei1abld ~to 

,324 (44%) wr:rl-. eight rine-tlour Cay$ and one eight-hour dEf in 
:u-&):Avg f!Odu.wy). a~ oaiod. TNs fill The Scnttle r omes will a1so 

lewoel: 521.972 {office begin ~ saoo.cro on ~ ~ oh 
7.656 (3S$t systemS ~ d'lll:f Cl!re ~~to the <liTe1t 
~ 0 Pw.::..tt 1i1rraJe: cer1ter. 1t1e f1I!W one wil increase lhe IUTiber of 

·exec vps: o (of 2); spaces fi'orn 64 Q:) 75. and rruf1 of 1his a.dde:i c:apaci· . 

Females: I 
Q H'ogh( 

@00@(; .&!cry 

000 admin): S3 

0000 SCIIio" and 
vps ~(of lO):ollid3b;;and ~ SIX.~-46~ tywi.be~toneeded~irir6nls..ln 1997 
Highest paid:~Women~ ~pp.{jT-..o 1tle newspaper-also~ its Ulp ~ 
on-cice cenu:rs and cne neal'oSite: 400 childn!n mal posi!ior&~ one~ tD its new ~ 
{$200/md'l). Holidzy and stll'Mier ~ B:ldaJp . ~ ccU-d: In I SQD: and DC.~ 1110 John 
are.Preax ~RAP.. Sick<r\114 ca"tS:U ~ Sc..Seaale. WA 98109. 
ed. ()'Work :a: home (8-ll).Job ~ (16). Flax­
lime (645).-PT (ll):benefil:s: 17.5 hrslwk.T~ 
mvs on~ schedules. 0 1.- tor c:Hid­
binh: FM1A ~ 'lllldl some fuR ~ 1'196 lsiMs:l9: 
~ 6 wlcs; Pu:erM, !awe: 2 ....tcs palci.Adepdon lid: 
$5.000. PrQ5c ~(IS"«~ 
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$10.000 ~ 5 l6ds. Hal!tl itlsl.lnncl! (100% d ~ 
um for ~ ~ foro dependents). Fulkime 
~ly mrf and saft 6der are: R&R (-ISO). 
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ixLi!ly......t1erevno.er:S~lO~a 
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~ indudir.g t.ooO ~ Ard. ...«h h::l1t'.ird 
c;n.ld care centEr up aro n.Jnning. SAS noW ~ 

an: fOI' ~ d'lildre'l of ~)leeS atN ~ l".t[e 

or $'200 per ITIOI11TI per eNd Erl'"oployeeo"....tt> ~ 

· 90WorlcingHother0ctoberl997 · 

openring cast o( Center W schocl Before. U1d after. 
school (lJ). ~ (6) and sum~ (67) programs. 
Backup are.l'n=c 5et...Sides ( 135). R&R ( 16). Skk­
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~ home (10-15). job sharill( (l). Rextime (60). 
~ ~ (I0-12).PT (20)!benetia:30 
hrslwk. 0 IBM! for childbinh; R'1lA plus 12 wb. 

. .,.;u, ~ Ul P'lf. I 996 ~ :1.'i (S ~T~en);<lof 13 -w1cs 
(~).~ ~new mothenAdopcion aid: 
SS.OOO:R&R.SaW~gs pbn. ~~(I~ of 
premium for ~ 94% rw dcpcndenlli). Full­
time ~mgr ilt1d staff. Elder an!: R&R. 

This 0~ ~~maee:nos 
ist in 1992. and renm; in a iT\.Id1 wcnge" and heallt.i­
er pooition Sales_~ neat+( do.bled ~ ~ tVT'ber 
oi ~has risen ~ 65 l)el't~tMd ~am 
~ people raisirlg ~ 11-e Oll·site terlter ~ 
OlreS u-93 cr.adrcn. up m 75 ~r.e "{i:iJT"$ qgo; it .11so 
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1M a 'UT'tT'ef"~ ror~ ~;i.e 10 :a.~ a 
5tt"QOI ~ kiridl!rgar"<!!i dnd :h"t ~~ ploYl :s 
10 add a grade a. ~In C'le past yezr a ne"" ~ 
mi)I·Comrn.roll)' depanment was. creall!d ard a 
~13Sk!On:c~of~~ 
~ set•..p.S"ncethen mot~!~ 20 new~ 
~ be!n added or impro.ed. inO..drog a eNd ~ 
e1t1er are~ service. a dOI.C6ng d liO:plion ~ ~ 
SS.C00 an:! a~ se:r.ice.l'l-o=: is also rew tire-· . 
est "' ileQble work op~ One ~ had to 
~ l<XXl mles away 10 are b- !W'I il pr.Jnt lr6:.ead 
of~farntt~n~~...$ 
Sequem ~ng her~ a~ tertTinQL a 
high-speed r.etw::Jric COToeCI'.on 1nC! ~.a! pi-.ol'oe 
li'les.Thi$ i$ one c:~V\i!l.~~abol.1:its 
~ In 31 S12D!S. HQ: I S..SO S. ~ 1<c11 Plcwy~ 
~OR 97(]()6:.6063. . . 
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.mcs.Sealnd ~ 011 04JI' &st. 
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ALL.STATE INSURANce COMPANY is o:he .. business :l'MI. R&R (Sl'1). Q li'.brit at home.)oo 
nadon's second-large$~: insuret" Of cars llld 1-.ornes. s!V~~c:Cr.!e(S.-l(O).PT(21S):betlem:s:l4~ 
~m rear on ovr I~ 0 1..-.e for chikibi~ FHL.A -;,nly. ~ lOITle ~II 

~4S.2Cl paY. 19961aves; 77 (4 rnen): .wg Ia ~ (iNO<r.£11). 

~23..899 (Sl%) · ~for n- mocl'iers.Adopeon·:Jid: ~.OCO; 
~ A--g. &.try le-d: S26.7CO · 1\&R.. P:tiit: :lhi!'.ng. SoM11g:s .pW:l (no corr.par.y IT:l~). 
(~onilt. dati pt'OC;tSSOr); Healcl'i iNUnnce ~ of ~ilom). roil-~e 
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COMPANIES 
to work for zn 

WE HAVE BEEN TRACKING GREAT EMPLOYERS SINCE 1981. when we began research on 

our book The 100 Besr Companil!s to WOIK for in America. From our database of more than 
1,000 companies, we sclccted 238 a'i the most viable candidates for this list. Of this group, 161 
agreed to participate. (1b be eligible, a company mlist be at least ten years old and have a min· 
~um of 500 employees.) . . 

We asked each ·Candidate cOmpany to dislribute to 225 randomly selected employees the 
Great Place to Work Trust Index~ This employee survey was designed by the Great Place to 
Work Institu~e of San Francisco to evaluate trust in management, pride in work/company, and 
camaraderie. Responses were returned directly to us. 

Each comp:wy was also r~quircd to fill out the He\\oin People: Practices Invcnrol')~ a com-
. Pz-ehensive 29-page questionnaire designed by our• partner in this project, Hewitt Associates 
of lincolnshire, :in.,~ leading management consulting firm. Finally we asked each of our can· 

didates to send us .additional corporate materials, such as employee ~ncfits booklets. com· 
pany newsletters, and videos. · · · . 

The response was overwhelming. Sortie. 20,000 employees filled out tile Great Place to 

Work survey (return rate: 58%), and 8,000 of them added written· cOmments. We then rated 

the companieS on a 17S~'P<)int scale, using their overall score on the employee survey (100 
points); evaluation of practiCes derailed in the HC\\oitt inventory and _other submitted materi­
als (55 points)~ and an 1:'11lluation of the handwritten commentc; (20 points). AMERICA 

Special thanks should go to :Hc\\-itt Associates. In addition to processing the mountain of re­

turns, it also added invaluable expertise and perspective. We knew Hewitt was a great place to work because we had selected them in all the pre-

vious editions of our 100 &7~1 books. Th collaborate with us, they had to give up the opponunity to be listed again among the 100 . 

• • • • • • • • . • • • • • • • • • • • • • • • • • • . . • • • • ! ..••••••• : ••••••••••••.•• ~ .' ••••• ,.By Rohen Levering and Miltori. Moskowit~ 
If you riUn./c tJuu yo~J.rcompo.ny Vlould be considerr?,dfor this lise, send a .bnqlert~; explaining why (rwo-page maximum) t~ FOR'I"UNE's 100 Btst, 1537 Franklin · 
Suea, Suite 208. San Frrmd.sco. Uzlifomia. 94109; F.-mnil addr!!:r:s: lliOba:~tllp/tJcetok.rork.r.am · 

R:mll !J.S. cmt;loyr.es lob Applicants Rcv~nue:; I 
CQt,IPAtlY (f.IJI'i: .. r 1J ~ i ~ro·Nth' V~ltiJl\ary k"'"'''- l9~fi 
!ft·.~(! 1 !1l.II:•Jf~~ ·~ ~~ ll 1 '.,' !11 tl., (:Jfll\NP.r l:t','jl Ill fll,lfttHI~ 

ll :·, ~II!'. :.~ll'l::;. 1 ~·.; ~·.~;~~ l'i >'r:. 1 l;~~~~l 

1 Z4.75l Why is Southwest No. 1? Listlln to a typical comment from tile more than 100 we re-
. SOUTHWEST AIRUKES 0 26% 150.000 ·!5 ccivea from errthusiastic employees: "Worl<lng nere is truly an unbelievable e.q~eri· 

Dallas . I ~~~ 4.917 · ~. · SJ:400 ence.111eY treat you with respect pay you \Wll. and empower you. They use your ideas 
61 24'Y. 55% S% to Solve problems. They encourage you to b& yourself. I love going to work!!" •· 

· 2 ........................................ --.--.. ·~552-................................................................... -··-·-ri;;iy·;;;y~~;·i~-ihe·u·.s:·;~-~t;i;;;·~·~i·ihi~·~~;;h;~t;;;·~,·~~·p·uie~·~~;;;~ 
IQHGSTOH T£CH!KJUJGY 40 · 54% 4,000 100 01y devices after last year's stories about its year-end bonus avarafing $75,000 per 
Fountain Valley. Calif. 193 .In · Sl,JOo employee. The la~gesse was in line with tompany policies! free soft drinks and cups 
2 7t:'r. · · 48% rx. of noodles at all times and a golf driving 111nge in rhe back of the plant 
'''"'"'u•••••••••••••n•tltttiO•••-•••••--·--·r-.. •-••••••••• .. •••••••;••••••••••ut•ltoont.o•·•--••••--•--•••-•~•--•••-•••-••••••t••ttn't-tttttUt•-•••••••••••••••••••••••·•-•tuo•outoto•u•••••••••-•-:•••••••••••••••••••••• 

3 3JM · The world's largest privately held computet softwa111 company. Superb on-site child 
SISwsnnnE .1327 ' 34% ' 12.000 · 3Z: careforS200amoilth.Anon-sileclinicthatoffetSprimarymedicalcareatz8rocost 
Cary, N.C. 1:.~ 768 .. · .... ,; ... · · IR. S653 to emr>~Mes. An award-wiMil!feafeteria, wltaraa pianis.t plays during luoclt No sur· 
36 I:rx. . m . · .&'% · prise that tllmOver, at ~~ a year, is among the lowest in the software indusby. . 
•••••••••-•••-••••••• ... ••·-•--•-••••-·--'"1•'••·-•·•-••••••••••••••••-•-•-•••••-•-••••••••••••••••••....:,_., __ ,.,,_ .... ...,,,._,.,.,.,.,. _____ ••••·-·-••ooo-•-••••"•"••••••••••••··--··-•••••••-•uo•o••••••u••••••••••-••••• 
4 W7 They make auto. truck. and motOtcycle gaskets in a sprawling plant just north of 
m.JIIO YI1 10% 3.000 60 Clricago. Ultra~famiiy..friandly: $1.1)90 savings bond at child's birth, affortlable on-
Skokie, Ill. .("~ 226 · hrs- · S450 site child care, summer camp on company's 200-acre recreation area. summer jobs 
s . . ~ 3G~ 2% . . for 111111loyees' kids. and $3.500 annual college scllola!ship~. 
••n••••••n••••••u••••••••••••••••••••-·--·--···-·--·••••••••••••••u•••••••••-••••••••••••••ou 1 ,..,,,., ....... ---···•••-•••••••••••-•••••••-•••-••-•••••••••••-•••••••••••••••"••••••"•••••• .. ••••••••••••••••••••uo••••••u .................. . 

5 . 17G TDI installs and services air-conditioning and plumbing systems in si~ Texas citias . 
tilllmusTRIES o 31% 800 'II All stock is in tile hands of employees, with no one owning more than 9%. A monthly 
Dallas ( .. ?) Z28 · Jus.. . $127 lllfttingfills in all employees on financial results. Employees are wildly upbeat One 
6 ~ 10% 11% · said. "This company makes yau feel like a human being again.' 
••••••••"•••••••••••••••••o•onooeueuou•••"'•'"-"'"'"-"'-"'"'"""'t•tt•o••otlllouuo'-••••••••••t•t••UI•Itllo ... M .. ••••••-••••••o•I'Otooo~U••••••••••••-•••••••••••••••"'"""'''"""''""'""'"-••••••t•tn••o••n•••oono ... euoo••••••-••••••••••••••••••••••·••••••••• 

6 11.050 · · This house of plastic, the second-largest issuer of credit cards, pampers employees 
MBNA . 1,157 48% 88.2311 ·48 so they will be nice ID customers. The codllling includes four on-site child-care cen· 

· Wilmington. Del. 1"2 J1 c,234 IllS. SUOO ters, one-week paid leave for new fathers and adoptive oarents. adoption aid of up 
20 2n. !8% JU. to SlO.OOO. No. 1 hiring criterion: "People who lilte ather people." ........................................... _ ........... _ ........................................................................... _. ___ ,.,. .. ____ ,, ............................................................................................................................ . 
7 · 4.111 Makers of Gore-Tell waterproof fabrics, Glide dentlll floss, and dozens of other high-
W.L GORE · 7 26% . 23,717 21 tech. matvrials. Employs avant-garde management theories that S8tfll to WOtk. ln· 
Newark. Dal. 10 PM I!J ~6 nrs. · SUOO . mad of a traditional hierartliy tool)ed by bosses and managers, t11a company uses 

. 31 13% •. 43'. S"4 an otganization in which dozens of so-called sponsors sB\' the pace. 
ii ...................................... -.. ; ....... tiji······--· ........................................ ---.. ·-·---·-·----· .. ·~;~ly·cl;~il~~~~g~t;~~;~f~~;·b~~i~:'E~;;.;b~;·~·~i~k,~pii·~;;;:~~d· 
MICROSOFT 7,340 .22% 150,000 . 8 most professionals hired before 199Z have thus become millionaires; six became bii-
Reclmond. Wa$11. 1':.7 'I 2)43 tn · $8,700 · lion aires. All-company picnics with a rodeo and five bands. And Bill (!Wier Mr. Gates) 
18 1~ m. 7% personally answers all E·mail from employ~. 



j~!ii1;$m!~~~~fC:l~Zi=?~~t'~·;,.t;'!::}~;~~i~ii~~f.L~17JE1~JJ:~;;~1ti~iiT~ii;J;:.1;;~~~iX~5.'i{(J.!:J:!~i~Jii(2ii'?[;L:-Lr~'-:; ::':. 
From: Kim Damofall [saskrd@UNX.SAS.COM] 
Sent: Friday, December 19, 1997.12:47 PM · 
To: .BLDGB-L@VM.SAS.COM . 
Subject: New honor for SAS Institute! 

l:~i~'m.:;::·::.~>,:.::<·~~~~~fi,~;~z:.l~6~i~:t'aiY,:~;:~~:~x:s~~:\Ff.:\i5~2\/<:~~~r:§:::~t-:;:_•:~::::·:~;,j_::.~;' .. y:;:;:;:-;{L~:.;:::_::;e:::>::<< 
' Institute Ranks #3 on FORTUNE'S "100 Best Companies to Work for in AmeriCa!• ·. . '· . . 

1997 has been marked by awards recognizing t~ InStitute's work environment, but there's still 
one more to celebrate as the year draws to a close ~ the company's number three placement on 
FORTUNE'S inaugural list of the "1 00 Best Companies to Work for in America.• · 

The list, which will appear in the January 12 issue of FORTUNE (available on newsstands 
December 29), was announcod by FORTUNE today. The Institute has already received some · 
media attention from the award. with a mention on NBC's Today Show this morning. 

Topping the list. was Southwest Airlines, followed by Kingston T echnol9gy in the number two spot 

Completing the top ten of the FORTUNE "100 Best" list were: Fei-Pro(4), TDindustries(5), 
MBNA(6), W .L Gorem, Microsoft( B), Merok(9), and Hewlett-Packard(1 0). Another eight software 
or hardware firms were sprinkled throughout the list: PeopleSoft(20); Cisco Systems(25); 
lntel(32); Compaq Computer{55);.Adobe Systems(56); Sun Mierosystems(69); Analog 
Devices(70); and Texas' lnstruments(77). 

FORTUNE collabo~ted ·with best~salling authors ~obert Levering and Milton Moskowitz to 
compile the list, using methodology similar to that used for their books, "The 100 Best Companies 
to Work for in America." To be eligible, a company had to be at least 10 years old and have a 

· minimum of 500 employees. Levering and Moskowitz seleCted 238 eompanies (out of their 
database of more than 1,000 companies) as the most viable candidates for the list Of this group, 
161 agreed to partiCipate. · · · · 

As one of the "candidate companies," the Institute distributed the "Great Place to Work Trust 
Index," an employee survey designed to evaluate trust in management, pride in work/company, 
and camaraderie to 225 randomly selected employees in Cary and US regional offices. (Thanks 
to all of you who took the time to complete the survey. The Institute's high ranking is, in part, due 
to the overwhelmingly positive comments and the obvious pride in our company that you 
conveyed, and your willingness to share those sentiments;) , 

. . 
The Institute also completed the "Hewitt People Practices Inventory," a comprehensive 
questionnaire designed by Hewitt Associates, a leading compensation and benefits consultant. 
After the surveys and questionnaires were returned to FORTUNE, the company was rated on a 
175-point scale, using the overall score on the employee survey (100.points); an evaluation of 
practices detailed in the Inventory (55 points); and an evaluation of employee comments in the 
survey {20 points). ' · ·. · · · 

The FORTUNE listing is the fourth .award garnered. by the Institute this year for its family-friendly 
policies and benefits. hi September, the Institute was named number four in Business Week 
magazine's 1997 Work and Family Survey and was named in Working Mother Magazine's Top 
10. In July, the Institute made Mother Jones magazine's list of~ Better Places to Work• for how 
well it balances the bottom line with its responsibilities to employees and the COf'!'lmUnity. 

·I 
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EXECUTIVESU~RY 

• Although the gap between women and men's wages has narrowed substantially since the 
signing of the Equal Pay Act in 1963, there still exists a significant wage gap that cannot 
be explained by differences between male and female workers in labor market experience 
and in the characteristics of jobs 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 1970s 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 
overall gender 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 all male workers) rose from 53 percent in 1969 
to 68 percent in 1996. Relative to all male workers, wage gains have been faster for non­
Hispanic black and non-Hispanic white women than for Hispanic women. 

• Over the last twenty years, increases in w9men' s accumulated labor market experience 
and their movement into higher-paying occupations have played a major role in increasing 
women's wages relative to men's. In addition; the decrease in the pay gap that remains 
"unexplained" after controlling for measured differences between men and women has 
been a large contributor to the narrowing of the pay gap. Changes in family status, in 
industry structure and in unionization also worked to narrow the gender pay gap, while 
increasing economic benefits from skills and increasing wage inequality would have, by 
themselves,· widened the pay gap. · 

o The most recent detailed longitudinal study found that in the late 1980s about one-third of 
the gender pay gap was explained by differences in the skills and experience that women 
bring to the labor market and about 28 percent was due to differences in industry, 
occupation, and union status among men and women. Accounting for these differences 
raised the female/male pay ratio in the late 1980s from about 72 percent to about 88 
percent, leaVing around 12 percent as an "unexplained" difference. 

. . . . 

• The evidence is that labor market discrimination against women persists, although it is 
difficult to determine precisely how much of the difference in female/male pay is due to 
discrimination and how much is due to differences in choices or preferences between 
women and men. One indirect and rough m~asure of the extent of discrimination 
remaining in the labor market is the "unexplained" difference in pay. Some studies have 
tried·to measure discrimination directly by looking at pay differences among men ahd 
women in very similar jobs or by comparing pay to specific measures of productivity. 
These studies consistently find evidence of ongoing discrimination in the labor market and 
support the conclusion that women still face differential treatment on the job. 



. ' . . . . . 

· I. INTRODUCTION 

Thirty five years ago, President Kennedy signed the Equal P~y Act into .law~ making it illegal to 
pay men and womeri employed in· the same establishment different wages for "substantially equal" 
work1

• At that time, the ratio of women's to men's average pay was about 58 percent? Although 
the gap in average pay between men and women has decreased since then, the "gender gap" in 
pay persists. Decreases in labor. market discrimination towards women may be partly responsible· 
. for these improvements, but contiimed discrimination may also contribute to the remaining 
earnings gap. 

. The long-standing differences in the average pay of men and women in the labor market are the 
result of many forces, including differences in the characteristics (such as average labor market 
experience) that men and women bring to their jobs, differences in the characteristics of the jobs 
in which men and women work, and differential and discriminatory treatment of women by 
employers and co-worker~. 

All of these factors interact in complex ways. Hence it is difficult to. determine precisely how 
much of the difference in female/male pay is due· to discrimination and how much is due to 
differential choices and preferences by female workers. For example, ifwomen have less 
experience than men, they may choose occupations where extensive experience is less necessary. 
If women consistently choose different occupations than men, stereotypes about women's abilities 
may be reinforced and discriminatory behavior by employers may be perpetuated. If employers 

, make it difficult for women to enter certain occupations, women's incentives to invest in training 
for those occupations may be reduced . 

. Women and men differ, both in terms of, the jobs in which t~ey work and it;t their responsibilities 
·for children (which affect work at home and in the market). Nevertheless, over time, women;s 
skills have become more similar to men's. The occupations and industries in which men and 
women work have also become more similar. But, as of the late 1980s, the date of the most 
recent detailed study,. there were still large differences between men and women in personal and 
job characteristics that-influenced their relative wages. And even when all of these differences 
were taken into account, a significant gender wage·gap remained. As we discuss below, this 

. sug~ests that there is continuing discrimination agai~s! women in the labor market. 

1Schultz v. Wheaton-Glass Co., 421 F.2d 259 (3rd Cir. 1970). 

2Based on c~lculations from the March 1964 Current Population Survey (Bureau of the. · 
Census).Data are for weekly wages of full-time, year-r?und workers aged 25-64 .. 

1 



II. TRENDS IN THE GENDER WAGE GAP 

Trends in the overall gap 

Figure 1. Median Weekly Earnings of Females Relative to Males After hovering around 60 percent since the mid-
100 1950s3, the ratio of women's to men's pay 
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c 80 

began to rise in the late 1970s, surpassing 70 
percent by 1990 (see bottom line of figure 1). 
After a pause in the mid-1990s, the gender pay 

· ratio has begun to rise again, reaching more 
than 75 percent in 1997 (see top line ofFigure 
1).4 Although the size of the gender pay gap 
varies across countries, many industrial 
economies have seen a narrowing of the gap 
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Figure 2. Ratio of Female/Male Average Weekly Wages 

1969 1989 1996 
Source: Mardi Current Population Survey, vartous years. 

In order to compare trends in the gender pay 
ratio across different demographic groups, a 
data series is needed that permits such 
'disaggregation. Figure 2 shows the aggregate 
gender pay ratio in this data series, based on a 

3Goldin, Claudia. 1990. Understandingthe Gender Gap. New York: Oxford University 

4The data shown in the top li~e of the figure are ratios of median weekly wages for full­
time workers aged 25 to 54, published quarterly by the Bureau of Labor Statistics since 1979. The 
bottom line shows the ratios of median weekly wages of full-time, year-round workers aged 25 to 
54, calculated from the March Current Population Survey data files. Unfortunately, the former 
series is not available before 1979, and the latter series is not currently available after 1996. 

swaldfogel, Jane. 1998. "Understanding the 'Family Gap' in Pay for Women with 
Children." Journal of Economic Perspectives 12(1):137-56. 
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· slightly different group ofworkers. 6 Although the level of the gender pay gap in Figure 2 is 
slightly different from that in Figure 1, .the overall trends are similar. 

Figure 3. Ratio of Female/Male Average Weekly wages by Race and Ethnicity Figure 3 shows pay ratios for women workers 
10 ' · · : . · by race and ethnicity, relative to all male 

., 
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workers. Relative to all male workers, wage 
~ gains have been faster for non-Hispanic black 

. =a· .s o.6 and non-Hispanic white women than for 
~ Hispanic women .. 
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.. Women of all ages and education levels 
experienced gains in pay relative to their male 
counterparts. The gender gap v:aries little 
across education groups7 but is substantially 
·smaller for younger women (see figure 4). This 

Source:Man:hCumontP~IatlonSUrvoy,vortouoyem. WaS not always the CaSe. In 1969, the gender 

gap was similar for those under and over age 40. But the gap narrowed much faster for younger 
women. The larger gap among older women 
may be a generational effect, indicating that the 
current younger cohort of women has made 

Figure 4. Ratio of Female/Male Average Weekly Wages by Age 
1~ . 
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. ,:t.·. choices more similar· to those of men .atull or is . 
not facing as much discrimination as the cohort 
before them. Alternately, the gap for older 
womeri could reflect growing differences. in 
accumulated work experience as women age or 
a "glass ceili~g" effect by which woinen achieve 
·smaller pay gains over time. Indeed, the 
bipartisan Federal Glass Ceiling Commission 
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979 1989 1996 . found that "in the private sector, equally 

qualified and similarly situated citizens are being 
denied equal access to advancement into senior-

40and over 
Source: March Current Population Survey, vadous yean. 

level management on the basis of gender, race, or ethnicity."
8 

6Data in figures 2 through 5 are based· on tabulations from various years ·of the March 
Current Population Survey (Bureau of the Census). The data refer to full-time, year-round 
workers aged 25 to 64. . 

7Blau, Francine. 1998. "Trends in the Well-~eing of American Women, 1970-1995." 
·Journal of Economic Literature j6: 112-65. . · 

. 8U.S. Department of Labor Glass Ceiling Commission. 1995. "Good for Busin~ss: 
Making Full Use ofthe Nation's Human Capital," March. Washington DC. 
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Figure 5. Ratio of FemaleJMale Average Weekly Wages by Family Status Traditionally, women with children have had 
lower wages than childless women. However, 
gains in average pay have been greatest for 
married women with children (see figure 5). It 
is worth noting that this is also the group of 
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· women among whom labor force participation 
has increased the most since 1970. Although 
their pay relative to men has climbed, single 

· mothers continue to have the lowest average 
rate of pay. 

Single women, Married women, Single ~M~men Married IMimen 
no kids no kids wtkids wtkids . Gender gaps in fringe benefits 

Sourco:Mon:hCunentPopulatlonSUrvoy,varloulll"ln- The male-female difference in wages is also 
visible in fringe benefits, which currently make up about 30 percent' of total compensation. As 
with wages, some of this gap is related to differences between men and women in human capital 
and job characteristics, and some· remains unexplained. Among younger workers, .the gender gap 
in total compensation appears to be smaller than the gap in wages. 9 Much of the female-male gap 

· in pension coverage can be accounted for by differences in their labor market histories and is 
much smaller among younger workers. ·In addition, among those who have pensions, the gender 
gap in benefit levels is largely explained by gender differences in income. 10 Therefore, lower 
wages, and hence lower lifetime earnings, result in lower pension benefits upon retirement. For 
some women, the lack of coverage or lower benefit levels may not be a problem, since they 
receive benefits through a spouse. For other women, lack of adequate health or pension benefits 
from their job is a ·serious problem. More research is needed to understand the impact of lower 
fringe benefit coverage on female employees. 

m. EXPLAINING THE TRENDS IN THE GENDER GAP 

In this section, we examine changes in the relative characteristics of female versus male workers 
and in the jobs in which they work, and relate these changes to the decline in the gender gap. The 
next section considers'the role of discrimination. 

The gender gap has declined both because gender differences in measured characteristics have 
narrowed, and because the "unexplained" difference in pay (which may be discrimination, as 
discussed below) has also fallen. Among the measured characteristics, the two most important 

·factors contributing to a narrowing of the gender wage gap between 1970 and 1995 have been 
improvements in women's relative lab~r market experience and improvements in their relative 

'
9Solberg, Eric and Teresa Laughlin. 1995. "J'he Gender Pay Gap, Fringe Benefits, and 

Occupational Crowding." Industrial and Labor Relations Review, 48{ 4): 692-708. 

1DEven, William and David Macpherson. 1994. "Gender Differences in. Pensions," Journal 
of Human Resources, 29(2):555-587. 
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· occupational status. Changes in unionism also benefitted women relative to men, but have played 
a smaller role. Although substantial, shifts in employment across industries have had relatively 
little effect on the gender pay gap. Increases in the returns to skill and increasing wage differences 
across occupations and industries-- particularly in the 1980s --dampened women's relative wage 
gains, since women were disproportionately represented among the less-skilled and in lower- , 
paying occupations. 

The Role of Human Capital 
Human capital, which includes education and labor market experience, is often viewed as the most 
important determinant of wages. An additional year of schooling is estimated to increase wages by 
5 to 15 percent.11 An additional 25 years of work experience increases wages by an estimated 80 
percent.12 

Differences in labor market experience between men and women are far greater than differences in 
their educational attainment. But in the 1980s, the difference between men and women workers 
in average labor market experience begari to fall. The increase in women's relative experience by 
itself would have reduced the pay gap by about 3.5 percentage points over the 1980s. Still, as of 
the late 1980s, when such data were last analyzed, remaining differences in work experience 
between men and women were found to explain about one-third of the pay gap that existed at that 
time.13 

The Role of Family Status and Children 
The relationship between family status and pay is different for men and women. While married 
men, most of whom have children, typically earn more in the labor market than unmarried men, 
for women the relationship is reversed. Children are associated with lower wages for women but 
not for men, in part because children tend to reduce women's work experience and time with their 
employer. 

The pay premium for married men appears to have shrunk during the 1970s and 1980s.
14 

However, trends in earnings differences between mothers and women without children are less 

11Council ofEconomic Advisers. 1996. "Promoting Economic Growth: Background 
Briefing Paper." July. 

12Freeman, Richard and Lawrence Katz. 1994. "Rising Wage Inequality: The United 
States vs. Other Advanced Countries." In Richard Freeman, ed. Working Under Different Rules. 
New York: Russell Sage Foundation. 

13Blau, Francine and Lawrence Kahn. 1997 . .,"Swimming Upstream: Trends in the Gender 
Wage Differential in the 1980s." Journal of Labor Economics 15(1, Part 1): 1-42. 

14Blackbum, McKinley and San9ers Korenman. 1994. "The Declining Marital StatUs 
Earnings Differential." Journal of Population Economics 7:247-70. · 
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. clear. Out of all women, gains in average pay over the last three decades have been greatest for 
married· women with children (see Figure 5). But there is evidence that for younger women, the 
wage gains for mothers were much less than for non-mothers over the 1980s. 15 

The Role of Occupation . 
Men and women tend to work in different occupations. And wages differ substantially according 
to the gender composition of the occupation. In particular, men and women who work in 
predomin~ntly female occupations earn less than comparable workers in other occupations.16 

Figure 6 indicates how men's and women's occupational status have changed over time. Women 
·have increasingly moved into traditionally male occupations. Between 1983 and .1997, the 

· · proportion of employed women who worked in 
Figure 6. Occupational Distribution of Employment . managerial and professional occupations 

.Managerial and professional IDl Services I>) Operators increased from 23 tO 32 percent, While the 
K! Technical, sales, & admin. 0 Precision production • !Kill Farming 

Iii 1983 
E 
~ 1997 

c 1983 
Q) 

::!: 1997 

proportion of men in these occupations rose 
only from 26 to 29 percent.17 But women are 
still much more likely to work in service and 
clerical jobs than men, while men remain more 
likely to be in blue collar (craft, operator, and 
labor) jobs. 

Occupational segregation by gender began to 
o 2o 40 so so 100 decline noticeably in the 1970s. Such changes 
Note:Dataantforemployedpenonsa:.~rc:~tover. may be due tO integration of formerly male Or 
SOurce:BureauoflaborStatistlcs,J.,uotyEmploymentandEamlngs. female OCCUpatiOnS Or tO increaSeS in the total 

employment share of occupations that have traditionally been more integrated. Movement of 
women into traditionally male occupations was the predominate cause of the decrease in 
occupational segregation in the 1970s and 1980s. In the 1980s, growth of overall employment in 
more integrated occupations was somewhat more important than it had been in the ~ 970s. 18 The 
decline in occupational segregation alone in the 1980s would have reduced the gender gap by 
about three percentage points. 19 Although occupational desegregation has continued in the 1990s, 
the rate of desegregation through the .mid-1990s appears to have been somewhat slower than the 

· 
15Waldfogel, op. cit. 

16Blau, op. cit. 

17 Data begin in 1983 due to a major change in the occupational Classification system 
implemented in that year. 

18 . Blau, op. cit. 

1~lau and Kahn, op. cit. 
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rate during the 1970s and 1980s.20 
•, . 

The Role of Unions 
Uriion membership is estimated to boo sf wages of union members relative to non-union members 
by 10 to 20 percent.21 Men ha.ve traditionally been more likely to be union.members than women, 
which helped increase the gender pay gap. The decline over the last 25 yeats in the fraction of the 
workforce that is unionized has raised women's relative pay as fewer ~en receive union wages. 
In addition, the share of unionized workers who are female has increased as unions have declined 

· :less (or even grown) in certain public sector and service-related ·occupations that have a greater 
share.offemale workers. 22 These female union members have benefitted from higher union w~ges. 
But, overall, the decline of unions has had a relatively small role in the declining gender pay gap; 

· by itself, it would have caused the gender pay gap to decline by about orie percentage point over 
the 1980s. · · 

The Role of Industry . 
Differences in wages across indu~tries are. substantial and persistent. For example, wages for 
similar workers are 37 percent higher than average in the petroleum industry but about 17 percent 
lower than average in retail trade.23

· Recent shifts in employment across industries (notably, the .·. 
,decline in the relative employment share of blue-collar jobs, where women are under-represented) 
have benefitted women relative to men.24 ·However, the industry shifts had relatively little effect on· 
the gender gap in the 1980s. 25 

· 

·. The Role of Changes in the ·wage Structure . 
Trends in the above factors have boosted women's wages relative to men's. However, two major 
trends have worked to widen the ge~der gap: in~reases in the pay premium associated with higher 

2~ootton, Barbara, 1997. "Gender differences in occupational employment." Bureau of 
Labor Statistics, Monthly Labor Review,· April, pp.15-24. · .. · 

21 Freeman, Richard ~nd James Medoff. 1981. "The Impact of Collective Bargaining: 
Illusion qr Reality?" in U.S. Industrial Relations 1950-1980: A Critical Assessment, IRRA. 

22Blau and Kahn, op. cit. See also Even, William and David Macpherson. 1993. "The 
Decline of Private Sector Unionism and the Ge!J.der Wage· Gap." Journal of Human Resources 
28(2):279-96. . 

23Krueger, Alan and Lawrence Sulnmers. 1988. "Efficiency Wages and the Inter-Industry 
Wage Structure." Econometrica 56(2): 259-93. ·" 

240'Neill, June and Solomon Polachek, 1993: "Why the Gender Gap in Wages Narrowed 
irt the 1980s.'~ Journal of Labor Economics 11(1): 205-228. · 

25Blau and Kahn, op cit .. 
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"skills" (i.e., higher levels of education and labor market experience) and increased pay differences 
. across industries and occupations?6 This has served to widen the gender gap because female 
workers continue to have less labor market experience, .on average, than male workers, and are, 
on average, in lower-paying occupations.· The rising wage inequality and increasing economic 
returns to· skills slowed women's progress during the 1980s and alone would have increased the 
gender pay gap by about four to six percentage points. 27 

·The Role of Policy 
A number of policies in the 1960s targeted gender discrimination in the labor market. The Equal 
Pay Act of 1963 proscribes gender -based pay discrimination among employees within the same 
establishment who do "substantially equal" work. 28 Title VII of the 1964 Civil Rights Act (and 
·Subsequent amendments) proscribes employment discrimination on the basis of sex in a broader 
set of categories, including hiring, promotion, and other conditions of employment. Executive 
Order 11246 (issued in 1965 and amended in 1967to include sex) requires that non-exempt 
·federal contractors and subcontractors take affirmative action in employment. . 

Few studies have examined the effects of these policies on the gender pay gap. One difficulty in 
making such an assessment is that these policy chang.es took place at a time of enormous changes · 
in gender roles and expectations. Isolating the effects of a single policy change from these 
broader social and economic changes is difficult. One stUdy estimated the effects of affirmative 
action on hiring by comparing hiring in firms that are Federal contractors to those that are not 
(and therefore are not subject to affirmative action provisions). Employ.ment of women increased 
somewhat faster in contractor finns. 29 Although no such studies of the effect of policies on the 
gender pay ratio eXist, it is clear that a role for these policy changes cannot be ruled out in both 
the increase in the gender pay ratio and the other changes that have served to increase the gender 
pay ratio. · · ·. 

26Blau, op. cit. 

27Blau and Kahn, op. Cit. 

28Schultz v. Wheaton Glass Co. opcit. The Equal Pay Act, 29 U.S. C.§ 206(d) (1), makes 
it illegal to pay men and women employed in the same establishment different wages for "equal 
work on jobs the performance of which requires eq1,1al skill, effort, and responsibility and which 
are performed under .similar working conditions." 

2~eonard, Jonathan. 1984. "The Impact of Affirmative Action on Employment," Journal 
of Labor Economics, October, 2, 439-463. 
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IV. 'DISCRIMINATION 

What is gender discrimination in the labor force? 
Gender discrimination may take a variety of forms, from practices that reduce the chances that a · 
woman is hired to differences in .pay for men and women who work side by side doing the same 
tasks equally weli. There are a variety of theories about how and why women face discrimination 

. in the labor market. An _employer may dislike female employees or lJ:nderestimate their abilities~ 
customers may dislike female employees or underestimate. their abilities; or male co-workers may 
resist working with women. These attitudes may not be directed toward all workers but may only 
focus on women in higher status occupations. For instance, male employees may not object to 
having woineri work for them but may object when women are their superiors. In addition, 

'·employers ·may engage in what is called "statistical discriminatioi\" meaning that they assume an 
individual woman has the average characteristics of all women. For exarriple, because women on 
average have higher tumover,rates than men, an employer may assume that a given female job 
candidate is more likely to leave the firm than a similar male candidate. Statistical discrimination, 

·like otherfonns of discrimination, is illegal. An employer is required-to base hiririg or pay 
'decisions on· specific information about an individual, not on presumptions based on gender. 

. ' ' 

The unexplained portion of the gender gap · -~ 

Although the gender gap has narrowed since the late 1970s, at 25. percent it is still·substantial (see 
figure 1). And as late as the 1980s, the. date ofthe.most recent detailed longit~dinal study,' a 

'gender pay differential of about.12 percent remained' ~nexplained even after adjustments for 
gender differences in education, labor market experience, broad occupational and. industrial 

: distributions, and union status. According to this study,ihe gender pay gap ratio in· 1988 was 72 
percent. Women's lower. full-time experience explained roughly one-third of the pay gap, and 

· gender differences in industry; occupation, and union· status explained about 28 p~rcent of the pay 
· gap. This left about a 12 percentage point pay gap unexplained. This unexplained differential, 
: afte~ adjustments, declined by half over the 1980s, from about 22 percentage points to about 12 

percentage points. This decline alone would have reduced the gender gap by about 10 percentage 
points.30 · 

· The unexplained portion of the pay gap Is often interpreted as the result of discrimination. In this 
view, OJ?Ce differences between men and women in the relevant determinants.pfwages an~ taken 
into account, any remaining difference in· pay must be due to discrimination. But this explanation 
ma.y"be too simplistic. To the extent that discrimination affects womeri's educational, job, and 

. family ~hoices, the "unexplained" differential will understate ~he .true effect of discrimination. 
And,.to the extent that an analyst cannot adequately measure 'all the determinants ofwages using 
available data, there inay be significant unmeasured labor market skills'that di:frer between men 
and women. For instance; if women'~ labor market. experience isless likely to be continuous (for 
example, due to childbearing), then just controlling for years of work may not fully control for the 
differential effects of experience on male and female wages .. In this case, the "\.mexplained" 

3~lau and Kahn, op. cit. 
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differential will overstate the true effect of discrimination, because it includes the effect of relevant 
unmeasured factors that influence the relative productivity of male and female employees. 

. . 

The .decline in the "unexplained" portion of the pay gap over the 1980s could either be due to a . 
relative improvement in women's unmeasured labor market skills or a decline in discrimination. 
Both explanations are plausible. Women's unmeasured skills may hilVe improved relative to 
men's over the 1980s. (For instance, wome·n have.entered elite private universities-- many of 
which were closed to women before the mid-1970s -- at an increasing rate in recent decades, 
perhaps increasing the quality of their schooling.) But reductions m discrimination may also have 
played a role in reducing the "unexplained" difference between men's and women's wages.- For 
example, as women increased their commitment to the labor force and improved their job skills, 
statistical discrimination against them may· have diminished. In additipn, reduced discrimination 
could also have contributed to the decline in the explained portion ofthe pay gap if earlier anti­
discrimination efforts encouraged women to invest more in labor market skills and to move into 
tradition~lly male occupations. ' · 

Studies of gender pay discrimination 
Gender pay discrimination under the Equal Pay Act is said to occur when male and female 
workers employed in the same establishment receive different pay for "substantially equal'' work. 31 

A small but growing area of research attempts to collect direct evidence on gender pay 
discrimination in the labor market in two ways. While no'ne of these studies alone is definitive, 
taken together they present compelling evidence of: the continued existence of gender 
discrimination in the labor market. 

. ) 

First, a handful of studies have examined whether female workers·earn less than comparable male 
workers within the same establishments and narrowly defined occupational categories. Although 
evidence is mixed, some studies find substantial pay differences between men and women working 
in the same narrowly defined occupations arid 'establishments. One recent and thorough study of 

. this kind takes advantage of a unique data set that matches workers in the 1990 Census to 

. information on the establishments in which they work, using the U.S. Census Bureau Standard 
Statistical Establishment List. Unlike previous studies of this type, the data include workers from 
all sectors of the economy. The study decomposes the gender gap into a part that is the result of 
the concentration of women in particular occupations, industries, establishments, and "jobs" (an 
occupation within an establishment) and a portion due to differences in pay between men and 
women working in industries, occupations, establishments, and jobs with a similar percentage of 
female workers. The authors find that a substantial portion-- at least one-quarter -- of the pay 

. gap is the result of differences in pay between men and women working in similar jobs and 
establishments. 32 

31 Schultz v. Wheaton Glass Co., op cit. 

32Bayard, Kimberly, Judith Hellerstein, David Neumark, and Kenneth Troske. 1998. 
"New Evidence on Sex Segregation and Sex Differences in Wages from Matched Employee-
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Second, an even smailer set of studies attempts to measure productivity of female arid male 
workers directly to determine whether gender pay differences can be directly linked to 
productivity differences. This approach is rarely implemented be9,ause it requires information on . 
wages and a reliable (and non-gender-biased) measure of productivity such as physical.output per . 
·hour ·or sales. But a recent study of this sort found that pay differences between comparable 
women and men are too large to be explained.by productivity differences: Using a large linked 
employer-employee data set, it concluded that "at the.margin" women were 85 to 96 percent as 
productive as men but were paid only 66 to 68 percent as much as men. 33 

Finally, studies of discrimination in: hiring offer additional, albeit indirect, evidence related to the 
gender pay gap. For example, the introduction of"screens" to conceal the identity of candidates 
:from juries in auditions for symphonyorchestras markedly increased female musicians' chances of 
.success in such competitions and raised their odds of being hired.34 An audit study-- in which ·. 
male and female candidates submitted essentially identical resumes for restaurant jobs -- found 
that female applicants were less likely than their 1natched male counterparts to be interviewed or 
:hired as wait-staff in high-price restaurants (this was not true in low-price restaurants).35 There is 
some informal evidence that earnings tend to be higher in high-price restaurants; therefore this . 
difference in hiring could contribute to gender differences in pay. 

V. CONCLUSION 

There is both good news and bad news with regard to gender pay differences. The bad news is 
that there remains a significant differential between women's and men's pay. On average,.women · 
earn about 75 percent of what men earn. Even after controlling for diffenimcesin skills andjob · 
characteristics, women still earn less than. men. While there are a variety of interpretations of this 

:remaining "unexplained" differential, one plausible interpretation is that. gender wage 
discrimination continues to be present in the labor market. This interpretation is buttressed by 

: other more direct studies 'of pay discrimination, which aiso show continuing gender differences in · 
pay that are not explained by productivity or job differences . 

. Employer Data. 11 Paper prepared for the U: S. Bureau· of the Census'. International Symposium on 
Linked Employer-Employee Data,· W ashi.ngton DC, April. 

33Hellerstein, Judith, David Neumark, arid Kenneth Troske. 1996. "Wages, Productivity 
. and Worker Characteristics." National Bureau ofEc<;momicResearch Working Paper 5626. Jun~. 

• 1 . • 

34 Goldin, Claudia and Cecilia Rouse. 1997. "Orchestrating Impartiality: The Impact of 
·'Blind' Auditions on ~emale Musicians." National Burea,u of Economic Research Working Paper 
No. 5903. January. .·. 

: 
35Neumark, David, Roy Bank arid Kyle Van Nort. 1996. Sex Discrimination inRestaurant 

Hiring: An Audit Study. Quarterly Journal of Economics, August. 
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The good news is that these differences have decreased in recent decades. This is true not only 
for the "raw" gap in average female/male pay, which has decreased from about 40 percent to 
about 25 percent over the past two decades, but it is also true for the "unexplained" difference in 
female/male pay once factors that affect pay are controlled for. This suggests both that women's 
skills and job choices are becoming more sirilllar to those of men, and that discrimination may be 
lessening as well. 

12 
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Equal Pay 

Jeff-- I attended a meeting on Friday for the Equal Pay Event on Wednesday. Here is what I 
learned: 

~--·~· ~10prri.Rose_Gar en____:. 

Purpose: to comemorate the 35th Anniv. ofthe Equal Pay Act, signed by one ofyourheroes. 
POTUS will announce a CEA study which shows the current disparity. 

PROGRAM: 

~(BRC] (who will set the scene, talk about the history -- no announcements) 

-t')S!0~~~~rof"Cong~~C.Gephardt or De Lauro) . 
-J)7S~naton(either a woma.n or Sen. Kennedy) 
-4') CK1rs._Gorctl · . . 
.;)CYPJ(the personal angle-- will talk about his daughter, mother and share letters that women have 

· written in about their work experience) · · 

") ;n~roth~ HeigQS(was present at the signing) ~ ln-r ka-t ~ ~ ~ 
1) \PQTUSJ , . . · 

Three announcements 
1. CEA Study (enclosed) 
2. Labor .Dept. study (to be mentioned, but statistics should be drawn from the CEA 

. schedule) 
3. Reiterate the call for legislation 

Tom Freedman ofDomestic Policy is the p~rson to talk w/ on this. 6-5587 This speech 
should be into POTUS by his phone and office time at 1:00 on Tuesday. (Per MW's new 
proceedure memo). 
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· Dorothy Height, who has :pre~iaetl!f 
'Q.Ygjll.M~i~RaCC.otincil_oo~r~gr97 
~ll-rn.Qffi:Tfor.nearl.x'Jorz 
~~s;~i;; one of the nati~n~s leading 
vmces on behalf of . · . · 
African-American women and 
families .. · 

f?uring]kp~ye·~~~qf·th~·civib7 .. 
t_qgilt~;:movep:rentz:~~slit~(l.SootfeiJ;7 
Jlie~ol}ly~;womM~mcludeo~uftog; 
~~g)'·,~essions~~i!l&~shm.ildePto~~h()ulder~with-_Martin:; 
ctutlrer--Kmg~Jr._, RoTWrtK.~n~'~(i·othedeaaer~?,Known for 
her abiliTY tofoster· unity ana:liealoivisions, lier counsel has 
been sought by many U.S. Presidents, from Eisenhower to 
Clinton. 

In the tradition ofNCNW's founder," Mary McLeod Bethune, · 
who said to "leave no one behind," Height, now 84, continues 
to devote her energies to organizing and educating at the 
grassroots, especially in troubled communities. A coalition of 
service organizations reaching four JTiillion African-American 
women, NCNW trains· volunteer community workers to 
organize at the local level, sponsoring day care centers, 
promoting reproductive health efforts, helping teens stay 
focused on school, and leading countless other activities. "Part 
of our whole job is to help people influence their o~ lives," 
she says. . . · · . · 

For many years Height worked simultaneously at the YWCA, 
where she beg'an in 1937 as a volunteer and eventually 
became the first director of its Center for Racial Justice. 

In 1986, under her leadership, NCNW began the Black . 
Family Reunion, which has grown to be an important annual 
tradition in a number· of cities: Drawing together tens of 
thousands of African Americans, from the homeless to the 
famous, the reunion celebrates the historic strengths and 
traditional values of the black family. · 

"The Black Family Reunion generates what I call community 
energy to deal with problems," Height says. "It far exceeded 
anything we could have dreamed. It was as if people had been 

06/05/9815:42:11 
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Height, Dorothy 
(1912- ), cJvil and women's rights activist 

Dorothy Irene Height was born on March 24, 1912, in Richmond, 
Virginia; and raised in Rarik.in, Pennsylvania. A 1933 graduate ofNew 
YorkUniv'ersity (with both bachelor's and master's degrees in .. 
educationJ!LpJ!Y_.f:.,hOl()gy), f:Ieight was il!.~d(rnfs@Bfai':sef.\hice~for~ . .,.,.._ 
,~i~,~~.adeff®fr]}f~nenhli's;presidenL~fJ~e~Nati.OnaLCo_unciLofJ -'# 
~;~gr:.o~cnnenc(. CNW;),-an umbrella organizatiOn that compnses 
civic, church, educational, labor, community, and professional groups . 
Her involvement with the Young Women's Christian Association 
{YWCA) facilities fqr black women, dating to the·1930s, led to her 
aovocacy of improved conditions for black domestic workers, to her 
election to national. office within' the YWCA, and to her involvement 
with that organization's integrationpolicy. In 1957 she became the . 
fourth president of the NCNW, which she steered through tnemiW:il:V 

~r.irgli~ sttilggtes'0fKtl1eT.9'@I]y_. organizin!fvoterregistratiofCiJ!-:the 
South,~~fey}ID5lltipn-;in die North, ana scholarsh1a programs for .. 
stu~t civil r~ghts wor~ers. Iif'~~lZ9#.t~li_~_~l~,.,(J!l;"'N~.N:~.~~in~/ 

@"§_nts_;JOJP,.r9v,n:le-v~ca):rona~tra~mp:g~and .. assist :'wcimen~m.o · enmg,.£.r-' 
1l5_~s~;He1g t su sequen y use er position to call on t e ack 
community to make itself more independent, placing special emphasis 
in the 1990~ ondrawin ou le_into_fu~oxg~ization to join in 
'C!h~msLdru s r; ilterac -aiid-unem o. me : 

serve ·as a social services expert on oca, sta e, and federal 
' governmental committees concerned with women's issues. Before 

'retiring in 1996; she ,helped secure funding for a national headquarters 
for the NCNW in the historic Sears House in Washington, D.C., where 

<""~g~the.ntin:ierousihonors~hestowed. upon heiafetliePr~ia®:tia.l-:{ . ·~r< ·. the organization.also_ho_us~_djts_D_or_othy_l_Height Leadership Institute. ~ . 

Q1Ecl~L9fFreedomU9~)-~E vv 

Copyright© 1998 Encyclopredia Britannica, Inc. 
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Dorothy Height 
1912-

It is said of Dorothy Height that he_rJi~J:jme_ofachiev.e nt-measures-the~ 
. ~liberatio1fofBracl<:'f\merica,~tlie~ :Va:n~~~ E!~~ri"li~s_2l~~a~det.entuned-effoi:C./ 
. · t<lrhft::::tli:e:po0['anCLtne~bowerless;:_Height began er 

career as a staff member of the YWCA in New . · 
York City, becoming director of the Center for 
Racial Justice. She became a volunteer with the 
National Council ofNegro Women, when she 
worked with NCNW founder Mary McLeod 
Bethune._WhenBethune died, Height became 
president, a position she continues to hold. NCNW, 
an organization of national organizations and 
community sections with outreach to four million 
women, develops model national and international 
community-based programs, sent scores of women 
to help in the Freedom Schools of the civil rights 
movement, and spearheaded voter registration 
drives· · 

Height's collaborative leadership style brings 
together people of different cultures for mutual 

. . benefit. Since 1986, her belief in the importance of 
strong families has been the primary energy behind the Black Family ~eunion 
c.elebr~tion in which almost 1 0 million have participated. ' 

Copyright©l998 National Women's Hall of Fame 
· All rights reserved · 
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A tenacious mentor among black women 

Dorothy Height has lived to do all she can. 

. By Maida Odoin 
INQUIRER STAFF WRITER 

. . . 

WASHINGTON-:- The time is 1963, and Dorothy Height already is a 
venerable, articulate. leader. She is standing in the front row -- among 
honorees and speakers-- at the historic civil rights march on Washington. 
Yet she never steps·forward to address the crowd. And the mass media, for 
the most part:. doesn't even notice her. · 

It couldn't happen today -- a civil rights event with no women speaking on 
. the program-- but..those were different times cmd Height, now..85, understood ...lJ. 

those times when women could be the "backbone" -- but not the voice -- of ""l 
themo~ent. · 

"If you're in a group that's [made up of] Roy Wilkins, A. Phillip Randolph 
. and Martin Luther King, you don't elbow yourself [in]," said Height, who 

retired as president and CEO of the National Council ofNegro Women in 
December after40 years on the job. 

,;Fortunately, the men were very respectful and we worked on strategies 
together," she remembered during an interview at an NCNW tea party and 
hat auction in Washington last month. "There was no competitiveness. I felt 
myselfuphere," Height said, lifting an arm. 

"We worked together; we had differences. Manytimes I could connect them 
when they could not deal with themselves. 

"People in women's groups are alwaysasking me, 'How did it seem?' II said 
Height. "Well, at many times··the press ignored me as if I weren't there. But I 
still held my ground." 

Under Height, who is now chairwoman and president'emeritaofthe NCNW, 
the orgal).ization grew from a group of mostly volunteer ·workers 'to a staff of 
54 people in the United States, and staffed offices in Egypt, Senegal and 
Zimbabwe. A new national office building is on Pennsylvania A venue 
between the Capitol and the White House. · 

The NCNW, which represents about four rriillion women through its 250 
chapters and 38 affiliated organizations, now will be led by Jane Smith, a 

06/05/98 15:44:35 



Lifes~•le I Phi!'~delphia ln4~irer 

2 of4 

http://www. phi llynews.com/inqu irer/98/Mar/23/1 i fes·ty le/HE I G 23. h trn 

former administrator at the Carter Center in Atlanta. 

Besides an enlarged staff and the new headquarters, Height's tenure likely 
will be remembered mostlyfor the initiation of the popular Black FamilY 
Reunions·-- spring and summer festivals with workshops, forums and booths 
where people can get and distribute information about educational 
opportunities and health and civic issues. 

"The idea," said Height, "grew out of a Bill Moyers documentary: The 
Vanishing Black Family. After we saw that in 1986 we were really deeply 
concerned because it really was not about the family, it was about teenage 
.pregnancy arid this image of the young boy, Timothy, who. went through the 

. coriununity and impregnated all these girls. He did all these thirigs and 
became kind of a hero, people talked about him as if he was some kind of 
hero.· · 

. "And we.thought, 'We need .to do something.' But our publicist told us, 'We 
cannot answer the media ... ' 

"But we took the idea that Dr. King had: He said, 'Put people into action in 
their own behalf.J\.nd so wes1irted off wlth the idea n we did somethmg 
like a family picnic where people all come together, but also stress certain 
values. We looked at our traditional values, historic strengths and we tried to 
lift them up.'' . 

Has she been surprised by the reunions' success? 

. "Like anything else, you hope and you work at it. But it really has become a 
national movement," Height said. "We've had over 14 million people [attend 
lin eight different cities. And· people come from all over and more people are 
having their own family·reunions . 

. , 

·"Through the Black Family Re~nion, we are trying to get the sense of 
community like the old extended family. Young people today grow up in a 
very different time from the one in which I grew up," she said referring to her 
childhood iil Rankin, Pa., near Pittsburgh, where her family moved when she 
was4. · 

"You do not have thatsenseofexterided family in the community, in which 
everybody cared about every child.· So many of our children today are 
growing up in a society that's overridden with drugs, and violence and living 
in bad conditions," said Height, who never married and has no children. 

"There are so many of our young people who are not only making it in school 
but doing well, and Mrs. Bethune in her legacy said, 'I leave you a · · 
responsibility to our young people,' and I think we have to look at that 
responsibility in some new ways." 

Mrs. Bethune -- Mary McLeod Bethune :..:- the founder and former president 
of the NCNW, died in 1955, but Height still speaks of her often and with 
great reverence. 

Height, a social worker by training, met Bethune and Eleanor Roosevelt on 
the same day-- Nov. 7, 1937. Height, who was at that timeworking at a 
YWCA in Harlem, was selected to escort the first lady to a meeting with 

· Bethune. "She was a magnificent human being, she was very deeply spiritual 
but also very practical --politically very astute," Height said. 

06/05/98 15:44:43 
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"I think Mrs. Bethune was a great woman of vision; she saw possibilities and 
she saw what needed to be done," said Height, noting Bethune founded a 
four-year accredited college in 1923 -- Bethune Cookm~ College in Daytona 
Beach, Fla.,-- prior to establishingthe NCNW in 1935. · · 

·,you had to .avoid having a sense ofa:we; as you worked with her you came 
to know she had a great sense of humor," said Height, who joined .the NCNW 

. as a volunteer executive beginning iri 1942. · 

S~minary student Sheila McNeil,·a gue~t at the tea honoring Height, said she 
. had recently finished a research papei on Bethune· that helped he~ better 
.understand Height's career: · 

"I discovered some of the legacy that she [ Bethune ] passed on to Dr. Height. 
One of the things that kept coming up in my mind was, 'Why did she stay at 
the council [ NCNW.J so long?" said McNeil, an associate pastor at 
Metropolitan Wesley A.M.E. Zion Church in Washington . 

. '· 
"For sisters back then, there was this thing about character and longevity and 
doing all you could. A tenacity was there in terms of all that they have done. 
That has really helped inspire me,".said McNeil, whose sentiments were 
echoed by others who have watched Height's career. 

"·She's been our me~tor, our teacher, our example," said. Pat Gibson, director 
of marketing for the NCNW. "Dr. Height is an incredible leader and an . ,. 
example for all women." ·. · 

In the March issue of Essence magazine, U.S. Secretary ofLabor Alexis 
Herman credited Height with encouraging her to come to Washington and 
accept a post in the Carter administration as head of the Department of · 
Labor's Women's Bureau. · · 

Height also sat behind Herman, offering support at the secretary's 
confirmation hearing. · 

Examining her leadership over four decades, Height described the changes 
she'd seen. ·· 

"You have to bear in mind that in 1957, the nation was deeply segregated. It 
was in that year we passed our first civil rights act, which established the Fair 
Employment Practices Commission, which worked against job 
discrimination. So.niany doors were closed to women although we were 
highly trained and many had all the credentials, but there were just very few 
jobs. · · · 

"It has greatly improved because of not only the Civil Rights Act [ of 1964 ] 
and the civil rights niovemen~ but also the work of the women's movement." 

·One of the benefits of longevity is that "you see the development, you see the 
progress,". Height said: "The tragedy is the progress also reminds us of how 
long some of the people waited to move forward, and it sort of lays bare so 
much that yet has to be done. II 

"The first two res~lutions I wrote for the NCNW had to do with child labor. 
and minimum wage. And so many years later I'm still working on issues 
related to children and related to economic issues and wages. I mean, it's 
different but at the bottom it's the same issues. 

06/05/98 ·15:44:44 
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;'What we focus on now is education, health and the broad area of family .life. 
We have put a great deal of stress on trying. to do more with parents, family." 

Height's successor, Jane Smith, who ran the Atlanta Project, a neighborhood 
improvement program at the Carter Center, says .the NCNW's future lies. with 
playing a key role in ."the democratization of America. 

"We find ourselves. at the new millennium where we are thinking in terms of 
diversity~- no longer black and white. We want to maintain.a leadership 
position within the human rights and· civil rights movement. We want to see 
to it that the strategy for this goal and this new millennium involves the 
leadership of African American women." · · 

Height has no doubt that African American women will play aleading role in 
the next century. · 

"If we were not a strong cQmrnunity we would pave been gone long ago. 
Wome).1, black women are the backbone of everything in our c;omrnunity," 
she said. "I often say that, 'Black women are women who seldom do what 
they want to do, but always do what they have to do~' "· 

. . ' . ' . 
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Dorothy Irene Height 

Additional contact information coming soon . 

. Bio 

Dorothy Height's distinguished service and contributions to the world have earned her 
over fifty awards.and honors from local, state, and national organizations as well as the 
federal government. In 1965, she received the John F. Kennedy Memorial Award from 
the National Council of JewishWomen~ In 1964, she was awarded the Myrtle Wreath of 
Achievement by Hadassah. For her contributions in interfaith, interracial, and ecumenical 
movements for over thirty years she was awarded the Ministerial Interfaith Association 
Award in 1969. In 1968, she received the Lovejoy Award, the highest recognition by the 
Grand Lodge, 1.13.P.O. Elks of the World for outstanding contribution to human 
relations. In 1974, Ladies Home journal named her 'Woman of the Year' in recognition for 
her work for humari fights; and the Congressional Black Caucus presented her with the 
William L. Dawson Award for decades of public service to people of color and 
particularly women. 

Working closely with Dr. Martin Luther King, Jr., Roy Wilkins, Whitney Young, A. 
Phillip Randolph and others, Height participated in virtually all major civil and human 
rights events in the 1960's. For her tireless efforts on behalf of the less fortunate, President 
Ronald Reagan presented her the Citizens Medal Award for distinguished service in 1989, 

· the year she also received the Franklin Delano Roosevelt Freedom Medal from the . 
Franklin and Eleanor Roosevelt Institute. Her awards also include the 1987 Essence 
Award; the Stellar Award for 1990; the Camille Cosby World of Children Award in 1990, 
the 1989 Caring Award by the Caring Institute; and the Olender Foundation's Generous 

• Heart A ward in 1990. 

She also received the Springam Medal from the NAACP in July 1993 and was inducted 
into the 'National Women's Hall of Fame' in October 1993. President Bill Clinton 

. presented her with the Presidential Medal ofFni:edom Award inAugust 1994. 

Dr.I:Ieight received her masters degree from New York University, and has received over 
· twenty-four honorary degrees from such institutions as Spelman College, Lincoln 
University, Central State University, and Princeton University. · 

::;. Back To Board Members Page -
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photo by Betty Kleckley Stradford . · 

Nation.al Council ofNe·gro Women, Inc .. 
. World Wide Web 

COMMITMENT, UNITY, SELF RELIANCE 

Dr. Dorothy L Height 
CEO/President 

photo by Deborah "Da Bush" 

o What is the National Council of Negro, Inc~ (NCNW) 

·,' . 

Founded in 1935 by noted educator and human rights activist Mary McLeod 
Bethune, the National Council of Negro Women is the nation's broadest based 
organization of African American women. A non-profit voluntary service 
organization with 34 national affiliated constituency based organizations and 250 
community based sections, NCNW has an Qutreachto over four million women .. 

o The Mission 

The mission of the National Council of Negro Women is to advance opportunities 
and the quality of life for African American women, their families and communities. 

06/05/98 15:51:46 
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o The Message 

Consistent with our founder's vision, NCNW serves as a national "organization of 
organizations" to extend the collective power and leadership ·'of African American 
women. 

o The Method 
. -

NCNW translates its philosophy into research, advocacy, pub)ic education~ and 
·national and community based services and programs in the U.S. and Africa. 

o. How can you take part in the Plan for the Future? 

BECOME A MEMBER 

GROW WITH US 

photo by Betty Kleckley Stradford 

Write to: NCNW, Inc .. 

633 Pennsylvania Ave., N.W. 

Washington, D.C. 20004 .•. 

Contact: Membership Department (202) 383-9135 __ 

06/05/98 15:52:06 



Negro Women and the Young Women's Christian Association, she's been a powerful 

~fi!@ijl!f$.¥:.<ii[:;q~~~er:~u.nf:~here and in developing nations around the world. 
In recent years, ner BlacK Family Reunion celebrations have reminded our 
society that self help and self reliance within loving, extended families are 
the dominant cultural traditions of the African American community. 
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MEMORANDUM FOR~DENT 
FROf'v1: 

SUBJECT: 

MICHAEL WALDMAN /tJ 
SPEECHES IN THE UPCOMING WEEK 

This memorandum Jays out the themes of the speeches that will be coming up in the next 
week, as well as what we hppe will be the headline. Please let us know if you h~ve any conceri1s 
or guidance. 

5/8 UN Special Session on Drugs 
Goal: "President takes fight again1st drugs to UN" 

This speech to the UN (approximately 10 minutes) will focus on both sides ofthe 
coutnernarcotics fight-- den-iand at home and supply. It will discuss our success to date 
in reducing demand :at home, as well as highlighting the success that supplier-countries 
have l_1aq (with our help) in cutting off the flow of drugs. It will include several 
initiatives, most prominent of which will be aproposal to extend the anti-drug education 
campaign, extending the public service advertisements with a 5 year, $2 billion initiative. 

5/9 Korean State Visit-- press conference opening statement 
Goal: "President praises Korean democracy" 

The opening statement will stress how democracy has strengthened Korea as it has faced 
economic difficulty. It will refer to the need to pass IMF funding to help stabilize the 
world economy and secure America's prosperity. NOTE: We expect the Q&A, rather 
than the statement, to be the most newsworthy part of the press conference. 

Signing of the highway bill 
Goal: "President signs highway bill" 

This statement will praise the highway bill for its support of rebuilding our infrastructure, 
and its support for welfare reform and the environment. It will note that this bill is a 
compromise, which includes more inyestment than we had sought, but that in all it 
maintains fiscal discipline and is good for America. NOTE: We expect this to receive 
only regional press coverage. 

5110 Equal Pay event 
Goal: "President prods Congress to pass equal pay law" 

Thisspeech will mark the 35th Anniversary ofthe Equal Pay Act, signed by President 



.. 

------~--------- -------·------------------------------------------~------------

., 

Kennedy. Family incomes are now rising, which has helped lift the incomes of both m~n 
and women. You will release a ne\v CEA study showing th.at while the·p~y gap between 
women' and men has shrunk over the years, itis still too large:· You will call on Congres-s 
to pass legislation, introduced by Sen. Daschlc, that strength,ens the Equal Pay Act by 
increasing penalties for pay discrimination, and takes other steps~ 

5/11 Foreign policy speech . . . 
Goal: "Clinton answers C:,hina critics; says policy advances America's interests, sec4iity". 

Events of recent weeks make plain that as we enter the 21st Centt.iry,America 's 
relationship \Vith Asia will be increasingly important [!ndone:,·ia, fndia/Pakistim .. stability 
on Korean peninsuluJ. We me seeing.inore than ever that in all·these areas, the 
relationship between the United States and China is a key to stability, peace and security. 
The President's poli~y of engagement "-.and .the trip to China-- are advancing the 
national interest, producing results in areas that matter:to Ameficans: stability in Asia· ... 
combating international crime ... protecting the.ehvirqnment · ... preventing the spread of 
weapons of mass destruction· ... improved human·rights .. America faces a.choice: we can: 
lead and work with China in the many areas important·t6 our national interest, or we can 
go fools errand and try to isolate one quarter of the world '.s p~pulation. . 

5/12 Oceans Conference , 
Goal: "President bans offshqre·oil drilling in California: 'calls for action. to'.save ocea~s': 

The Oceans Conference in Monterey, where you will appear with the Vice President, will 
. . . 

be an opportunity to broadly discuss efforts to protect the environment. To pass the Earth 
on to future generations, we mustact now, in this moment of prosperity, to safeguard our 
natural treasures. The most newsworthy policy announc~ment will be a ban on offshore 
oil drilling along the California· Coast. 

Portland State UniversitY, Commencement Address 
"The New Immigration: Buildin.g One Americ'a in the 21st Century" 

: . . . .. 

Radio address (same topic) . · 

. , .. , ~ .. r . 
The central theme of the Portland State Address will be immigration -.- how it is essential 
to the American experience,Jiow it has shaped ourvalues and o~r culture, and how it can · 
contin~e to strengthen and enrich our nation to this day. We are ii1 the midst of the· 
greatest wave of immigrants since the turn· of th~ last century. ,This new wave of . 
immigrants, just as previous waves did before, ~n'c~ again rais~s f~ndamental questions --
Is this immigration a good thing? And as ou~ people become more ethnically and . . 
culturally diverse, what does it mcan·to be an American? 

First, the speech will make a force.ful c~se for why the new immigration is. good for_ 

2 



America -- as immigrants renew our cities, start new businesses, refresh our culture. It 
will make a strong case against the anti-immigrant backlash. 

Second, at the same time, it will argue that to maintain a strong nation in the face of 
unprecedented demographic change, we must all redouble our commitment to our shared 
values and ideals-- America's 'civic religion' --which has helped absorb every 
generation of immigrants. Immigrants must open themselves to the culture they find 
here, recognizing that fully participating int he broader community of their country of 
choice is not at odds with respect to the country of birth. And native-born Americans 
should treat the new immigrants as we would have wanted our grandparents to be treated. 

3 
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