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U.S. Department of Labor Employment Standards Administration - -
. Office of Federal Contract-
Compliance Programs
‘ . 61 Forsyth Street SW
: Atlanta, Georgia 30303
February 18, 1998 ‘ -

MEMORANDUMFOR:  Shirley J. Wilcher =
- , Depu’ty Assistant Secretary

o - @M/‘-’( 41(44.&(
'FROM: .. . ‘ Carol A. Gaudin :
S - chmnal Dlrcctor

SUBJECT: o Nommanon for EVE Award
L L SAS Institute Inc. -
Cary, NC

I am pleased to 'nomina;e SAS Instituté Inc. for an EVE Awa:d. )

The company is an emplbyér of choice in the Research Triangle Park area. Thére isan
overall turnover rate of 4% - which drops to 2% for women and 1% for minorities.

- The make-up of the employee community at the Instifute clearly reflects success in
attracting, retaining, and promoting a diverse population. For instance, the institute
.exceeds availability for minority managers by 5.8%, and 30% of vice-presidents are
women. SAS Institute’s philosophy is to provide an environment that is responsive to
the special needs and requirements of many of the employees. Workplace
accommodatmns such as schedule adjustments, special equipment, sign language

College recruitment at hlstoncally minority schools, recruitment at minority events at
other universitics, scholarships offered to students in technical fields, an extensive student .
‘mtem program, active participation in Inroads (an undergraduate internship 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. atu'act a
diverse pool of talent to the company. The company awards 14 undergraduate
scholarships annually 1n.1997, 57% of the- scholarships provided by the Institute
' _went to minorities and women. Over the past three summiers, 27% of the summer
«students in the program were mmontles, and 49% were women.

All SAS Institute employees attend one or more traming programs which address
© - issues of dWCTSIty in the workplace. As part of their training, néw managers and newly
promoted managers learn that the Institute places a strong emphasis on commitment to -
. Equal Opportunity and Affirmative Action. Many employees have attended a new
" intensive diversity program being offered as a pilot program by the Institute. Nearly
. 100% of their workforce has partlclpated in Sexual Harassment Awareness

Workmg for America’s Warkfarce

: \pterpreters, and job restructuring insure that every employee has the oppor‘tumty for
owth within the Insututc v . . . ,
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trainin.g.v All new hires receive an orientation to the Institute’s policies regarding
diversity, affirmative action, and equal employment opportunities; the Institute’s zere
tolerance of workplace harassment of any kind is emphasized.

Two departments at the Institute - Corporate Treining and Management Education
Administration - are dedicated to providing employees the opportunity to dévelop the
skills they need t6 advance in their careers. Training topics include computer
applications. Leadership skills, resume writing and interviewing, and administrative.
skills. With nearly 1,200 Management Education Administration participants in 1997,
4;2% of people attendmg these courses were women and 11% were minorities.

AS Institute is an acuve corporate citizen, prowdmg m-kmd and cash donations 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 supporting such groups, the 1998 budget
makes a commitment of 69%. : :

SAS Institute has a simple philosophy when it comes to employees: If you invest in your
- employees’ professional and personal welfare, everyone wins - the emiployee and the
‘company. Ongoing best practice programs like on-site child care and on-site health
care, a fully equipped fitness center, wellness programs, comprehensive health care
benefits, child care and elder care resource and referral, adoption assistance,
generous leave for child birth and adeption, 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 work environment whxch allows our employees to feel good about working for
SAS Institute. :

Fmally, SAS Insutute has received many awards. Some of thelr 1997 Awards are:

° Best Compames for Worlung Mothers Ranked in the top ten by Warklng Mother
magazine. . :

. 100 Best places to Work in America Ranked #3 by Fortune magazine.

e Best Companies for Work. -and Family - Ranked f4 among non-S&P oompames by.
Business Week magazine.
20 Better Places to Work - Named in Mother Janes magazme s list. -
1997 Apple PIE Award - Businéss Winner for supporting parent mvolvement in
education from the Partnership for Family Involvement in Education, Teachers

ollege at Columbia University, and Working Mother magazmc

]/‘}{’gn consid tionwo_f SAS Institute Inc. for an EVE Award is greatly appreciated.
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SAS INSTITUTE INC.
1998 EVEAWARD . -

EXECUTIVE SUMMARY

Software solutions are products of the mind . . . world-class software development Lntéuigence is found -
~ in people regardless of culture, race, disability, veteran status, or gender. However, in order to attract
* world-class talent it is vital to recognize and support the diversity-in our communities and within our
‘employee population. With an overall turnover rate of 4% — 2% for women and 1% for minorities —
- we have a workforce that demonstrates loyalty toa company that respects them as mdmdua.ls and
' supports them in their personal and professional lives. .

SAS Insmute is committed to creating a work envuonment in whxch employe&e thnve “For more than 20

. yeass the company has followed a basic corporate belief that the success of our emplayees is erucial for
the success of the company. Each member of the Institute team plays a vital role in meeting company
goals. Software developers, child care providers, administrative support stdff, landscape crew members,
technical support consultants, sales and markeung representatives all are valued as instrumental pieces in
our effort to continue to be the leader in prov1d1ng business sof[ware solutions for compames around the

-+ world. - . :

We have in place programs and policies which support our efforts to create the kind of work
environmént that allows women and minorities to succeed personally and professionally. We work
‘intentionally to tap into the vast array of resonrces 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 thm apphcatmn. we w111 spccxﬁcally address the followmg pracuces

Workforce Inl’ormation

The make-up of the employee commumty at t.he Institute clcarly teflects our success in attracting,
retaining, and promoting a diverse population. For instance, the Institute exceeds availability
for minority managers by 5.8%, and 30% of vice-presidents are women. We recognize the

- importance of incarporating diversity in all levels of the company, 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 schedule adjustments, special equipment, sign language interpreters,

. and job restructuring msure that every employee has the opporumxty for growth thhm che ;
Instltute

Recruitment = ' ‘ L > : :
College recruitment at histoncally minonty schools recrumnent at mipority events at other
universities, scholarships offered to students in technical fields, an extensive student intern
prograin, active participation in Inroads (an undergraduate internship program for minority

‘students), and advertisements of open positions through a wide range of publications and
~ organizations enables SAS Institute to succeed in efforts 10 attract a diverse poo! of talent to the
- company. The company awards 14 undergraduate scholarships annually, three of which were
created specifically to beneﬁt minority students. In 1997, 57% of the scholarships provided by
the Institute went to minorities and women. Through our summer stident employee program,
~we lay the groundwork for a diverse workforce in the future. Over the past three summers, 27%
of the students-in the program were minorities, and 49% were wamen.
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| Training

'ﬂ
|
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All SAS Institute employees attend one or more trammg programs which address issues of

. diversity in the 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 Affirmative Action. Many employees have attended a new intensive diversity
program being offered as a pilot program by the Institute. Nearly 100% of our workforce has
participated in Sexual Hurassment Awareness training. And all new hires receive an
orientation to the Institute’s policies regarding diversity, affirmative ection, and equal

employment opportunities; the Insutute s zero tolerance of workplace harassment of any kmd is
emphaSlzed :

Opportumties/Support for Advanwnent 4

Two departments at the Institute — Corporate Training and Management Bducation
Administration - 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 adnnmstrauve skills. With nearly 1,200 Management
Education Administration participants in 1997 82% of people attendmg these courses were

wamen and 11% were mmormes

Outrcach
- SAS Institute is an active corporate citizen, prov1dmg 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 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 supporting such groups, the 1998 budget makes a commitment of 69%

Corporate Environment

SAS Institute has & simple philosophy when it comes to emp!oyees If you invest in your
employees’ professional and personal welfare, everyone wins — the employee and the company. .
Ongoing best practice programs like on-site child care and on-site health care, a fully equipped.
fitness center, wellness programs, comprehensive health care benefits, child care and elder
care resource and referral, adoption assistance, generous leave for child birth and adoption,
ard flexible work schedules all contribure 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 & corporate structure that is responsive to employec

input combine to create a work envxronment wluch allows our employees to feel good about
workmg for SAS MSumte.

_\i

SAS Institute Inc. -
1997. Hgnars ) .

Best Compames for Working Mothers ;

Ranked in the top en by Working Mother magazine
100 Best Places to Work in America

‘ Runked #3 by Foruune magazine

" Best Companies for Work and 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 Winger for suppotting parent involvement in educauon
from the Parmership for Family Involvement in Education,
Teachers College at Columbia University. and Working Mother magszioe
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TR S T VY WU TN L], 3§ —SAS IN$|IIUTE INC
! . Section D—EMPLOYMENT DATA

Emnlo)'l'nant at this establlahmam—aauort all permanent fulltime ehd parttme emiployees including apprantices and on-the-
Job trainees unless specifically exciuded as sat fonh In the lnstructlons Enter the g:?;:iyreopnate ﬂgunrges %‘r’\ gl lines and In all

columns. Blank spaces wlill be cens!dered as reros.,

NUMBER OF EMPLOYEES
Jo8 ot T o oo Gy po—
: ) ’ WH LACK ISPANIC | . S
CATEGORIES . (SUMOF . NO'IFOEF rauor oF . HisaNie ?A'&Nnocu .“m'%?i'#f&'é mal"rgy (Sol#cgh HISPANC ‘;Al(A:JI'FI%R %Egnlacﬁn
oL B - ISPANIC ISPANIC : "{SLANDER | ALASKAN [ -HISPANGC - | HISPANIC ISLANGER [OR ALASKAN
. © THRU-K) : ORIGIN) Oﬂ!GIN) L : NATIVE ‘| ORIGIN) | ORIGIN) NATIVE
i : A .0 S D E F ‘G ‘H i 3 X
Mamages 2| 372 176~} 7 | 2| 6 | | es| e | | 4
ofessionals -~ 2| "1450 [682:| 31 | -6 | 3 el .37 | 7 |30 3
«chniclans |l 91 o 51_"_"‘ 4 : % 2 ' 251 7 '
iles Workers 4 ‘ o _ . )
Tema 5[ 7v2%6 | 26-) s.| oo " b " jo2zef-31 | 1|z |1
-aft Workers : ' ’ ' ' '
lled) 6 ,
Jpematives
emiSkilled) . 7
-aberers
inskilled) 8 , ‘ .
2rvice Workers 9 174 31 p 27 ) | 87| 36 _ 3
TOTAL 10| ‘2383 966 | 6% { 18 | 4¢ | - lii29f119 | .8 | 39 | ‘4
rapgriad In revious | 2065 ‘861 54- .13 .39 o '97a -89 5. .34 2.

NOTE: Omit questions 1 and 2 on. the Consolidated Report :
Date(s) of payroll pertod used: 2. Does this establishment employ apprent(ces"
1 0 Yes 2 1 No

Section E—-ESTABLISHMENT INFORMATION {Omit on the Consolidated Report)

What is the malor activity of this astablishment? (Ba spedific, 1.e., manufactliring steel castings, retall grocer, wholesale | OFACE
plumbing suppfies, tte Insurance, ete. Include the speaﬁc type of product or type of service provl . as well as the USE
principal business cr industrial activity.) ) . |__ONLY _
'SIC-?B?I’Ccuputer progranning secvices '
((( PLEASE . CORRECI‘ NARRATIVE IF : INCORRECT. - ))) £

Sectlon F-REMARKS -

' Use this item to give any ldennﬁcatuon data appearing on last report whxch differs from that lven above, explaln major

changes In composmon of reportlng units and other pertment mform

L
B -

Section G—CERTIFICATION {See lnstructlons G)

‘ eck 10 Al reports are accurate snd were prepared in accordance with the In ucﬂons (check [ consoudated,only)'
» -2 This report s accurate and was prepared [n accordance with the insfrucons.:
me of Caertifying Officlal Title SIgnat re Date
xid Russo - N.P. Human Resqurces ‘ ' i 258ep97
me of person to contact regarding Address {Number and Street) L34
g report (Type or print) .
ephanie Stringer : SAS Campus Drlve - : , ;
e ‘City and State ZIP Code Telephone Number (Inclugding | Extenslon
0/AA Consultant | cary, NC o fersiz 8198998000 7890

All reports and Information obtalned from Individual reports wili be kept confidential as required by Sectlon 709(:) of Title Vil.
WILLFULLY FALSE STATEMENTS ON THIS REPORT ARE PUNISHABLE BY LAwW, U.S. CODE. }‘ITLE 18, SECTION 1001.

/

K
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SAS Institute Inc.

Incorporated in 1976, SAS Institute is the world's largest privately held software
_.company with more than 4,600 employees worldwide. .Some 3.5 million users at
more than 30,000 custormer sites around the globe are using SAS® software and

“solutions to achieve a competitive advantage through better business decision
making. The Institute's customers cross the lines of industry, government, and
education and are amoung the most successful businesses in the world, including -
more than 97 percent of Fortune. 100 businesses. " : '

'SAS Institute marked its twentieth year in business by continuing an unbroken - -
record of double-digit revenue increases in. 1996, 16 percent over 1995 revenues.
The Institute continues to lead the industry in percentage of revenue reinvested in

 research and development at 32 percent. . ' | '

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 percent, SAS Institute reaps the rewards of
unprecedented employee loyalty and the benefit of the most talented minds in the .
industry. 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-lifc programs. '

“The Institute's work-life initiatives and unique corporate culture continue t0.
receive accolades on the national level. For the eighth consecutive year, SAS
Institute was recognized by Working Mother magazine as one of the * 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.’ C S ’

An active Corporate Philanthropy program transcends the spirit of SAS Institute

as a supportive, caring environment into the community. The Institute provides .

donations and time to a wide range of non-profit organizations focused on ‘

enriching our communities through the promotion-of education, the arts,

environmental conservation, community services and medical research.. _
' Employees als6 raise money on their own, donate food and clothes, and perform
~ countless hours of labor through a variety of organizations. : :

For further information, please contact Kat Hardy, Public Affairs,
SAS Institutewlnc., 919/677-8000
www.sas.com ‘
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~ DATA SUMMARY
1998 EVE AWARD
' FOR SAS INSTITUTE INC.

Name, address and telephonc of corporation being nommated: o

’CAARY. NC 27513
(919) 677-8000. X7801 -

Name of highest ranking official: - .
DR. IAMES H. GOODNIGHT PhD

Name of executive raponsiblc for Human ResmxrceleEO
. DAVID F. RUSSO :
~VICE PRESIDENT HUMAN RESOURCES

Coni:act People : n ’ '
KAREN THOMAS-SMITH - STEPHANIE STRINGER KAT HARDY

~ _HUMAN RESOURCES .~ HUMAN RESOURCES . CORPORATE COMMUNICATIONS
- SAS INSTITUTE INC. or  SASINSTITUTE INC. ar ~ SAS INSTITUTE INC.
SAS CAMPUS DRIVE SAS CAMPUS DRIVE . SAS CAMPUS DRIVE
CARY, NC 27513 'CARY, NC 27513 CARY,NC27513 .
(919) 677-8000 X5203 -{919) 677-8000 X7830 (919) 677-8000 X5221

*ﬁ/N (117) &77 - WW SR |

Number of employcs
3161 '

Pnnc:ple Product

~ SOFTWARE DEVELOPMENT

Date of last compliance Teview:

MARCH 7, 1995 (LE'ITER OF COMPLIANCE A'I'TACHED)
Copy of employe.r information report (EEO -1):
ATTACHED

- Names of us senators andrepresemaﬂves
-+ U.S.SENATORS: - .
' LAUCH FAIRCLOTH
JESSE HELMS

. U.S. REPRESENTATIVE: _
DAVID PRICE
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" Karen Thomas-Smrrh
Human Resources
' SAS Campus Drive
o o ‘Cary, NC 27513 -
- " Phone: 919/ 677-8000
- Fax: 919/ 677-4444
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Hillsvie.VA (Sara Lee Knit Products); Clarksvile, NC
{Sara Lee Hosiery)iand Saumford, CT (Paytex). Tuiion
subsidies. Before- and afterschoo!, holiday and
summer programs, Badap care at hq, Pretax set-
" asides. Refmburses child cre costs for business Tavel
3nd overtdme, R&R, Sick-child days: 2-10 (varies by
division), Q%d(nhome.job M&Hm
workweeks. PT (benefits 20 hrshwid).
Tmnnu&mmﬂtwnamxdn&luo Leave
for childbirth: FMLA only, with some Rdl pay. Phase-
back for new mothers. Parernity feave: | wi paid
{Coach); ) daye paid (hq) Adopeion aict $2-2000:R&R:
4 wis paid leave (Caach). Profit sharing (noc 2l unis).
Savings plan (no company mavch). Compary-paid
pernsion. Scholarships for emplayces’ children. Health
insurance (80% of premium). Full-dme workfamily

conglomerate—which mak
products ranging from Ball Park franks 1 Playte bras—

has 1 sirong commitment % the advancement of

wormen. who curently make up (9 percent of the 1op
239 oeauives with sslaries fom $130.000 3 year And
" wOrmen hokd 25 percent of the postians in the next ter
of 420 exeqtives whose average annwal earings are
- $165000.Sara Lee's general counsel chief fnancigl off-

cer Ana treasrer A7e all women. as are the presidents

of Sara Lee Hosieny e Procucs and Hanes Hosiery
The company has continued to expand programs ©
enable working moms te dimb the corporate ladder
while taking care of family needs. Adding w 15 depen-
mert for parents who work late o travel out of Iown
® $4 an hour up 10 $70 1 dax The company alse
" conracted with Children First to provide badaup care

for employees in Qricage. In 50 stares and OC.HQ:3
Fiest Nagona) Paza Sidg., Chicaga, (L 60602

SAS INSTITUTE INC. is the world's largest
privately held sofoware company Ninch year on

our lise
g@ Employeex 3010
ggﬁ " | Females: 1,324 (44%) -
O © High (areayiavg Godusary).
CREOE |Evwy levt 21972 (offce
666 admin) 53786 {asst systems
developer). { J Paroont fermale:
Oooo senior and -exec vps 0 (of 2%

vps 30% (of 10): officals and mgrs 51% profs 46%.
Highest paid: 30% Women's support group. (§ Two
on-site centers and one neansite 400 children ol
{$200/nveh). Holiday and summer programs. Badkaip
care Pretax sat-asides. RAR, Sicit-chiid cays:as neads
ed. {3 Work az home (8-12). Job staring (16). Rex-
time (645):PT (31): benefits: 17.5 hreiwk Training for
m@re on aleernative schedufes. () Leawe for child.
 birth: FMLA onlys with some full pay: {996 leaves: 29
avg 6 wi: Pacernity leave: 2 wis pald Adoption afd:
$5.000. Profic sharing (15% dm—cmnwd
for employees’ children:

pension. Scholarships
$10.000 o 5 Wds Health insurance (100% of premi-
um for emplayees; 77X for dependents). Full-time
workffamily mgr and staff. Bder cre: RER (450).
The benefits here are rich—and explain whyin an
NASTY where Tumover 5 approvamataly 20 percent a
'yean SASS 5 S percert for starters the company offers
- free on-site medical @re, with a-saff of 27 health are
workers, indludirg two shysicians. And, with 15 twrd
child Gre center up and running, SAS now provides
Qre for 400 chidren of employees at the tangain rae
of $200 per month per child Employees who work

) 90WorkingMotherCctober 997 «

makes .

otmdeofhadqurmgetdherdmldm:bmdzec
aAtesamente, T -
Normetcrestmu.‘am.wﬂmwum
yeas, upped adoption aid fom $3000 1o $3.000, added
a scholarship program or employess ldds (ths year fve
students received $2000 each) and inroducse a 10-
week summer carnp at one of the on-site cemers The
st Only $100 per chid, On-sie badagp core has also
beenaddedhummdDC.HQ'S&GQmpm

, D CaryNC 27513,

THE SEATTLETIHESpuquhsSanjesemmg
newspaper; the second-largest-drashiton evening
daily in the country. Seventh year on our Ist.
 Employees 1,969
Ferralex678 (34%)
© High. Entry level: $378/wk
(derk.  customer - service):
$A76Nk ' (mDne reporter).
Percent fermaler tenior and
exee vpe 20% (of 5): vps 29%
(of 7); officials and mgrs 36%; profs 46%. Highest
paidt 28%. Woemen's support graup (17). Measures
mErs on women's advancemaent. (8§ On-tiee cencer
30 children ($560-6 1 0/mch). Company conuibutes
$36,000 o operating cost of center Tuiion subsi-
dies ($100/mth). Pretax sec-asides (70), Reimbarses
child care costs for nonroutine business tavel Pays
83% of sick~child care costs 3t nearby hospial. Sick-
child days: as needed. GVVorkzthomtjobsh:r-
ing (15). Rextime. Compressed workweeis. FT
(300): banefies: 20 heshwic, ) Lizave for childbicth:

. FMLA. plus |9 wis, with some full pay. 1996 leaves:

33 (4 men); avg 5.5 mths (women). Phase-back for
new mothers. Savings plan (3% company macch up

" 6% of pay). Heaalch mm’tce(IW%ofpmtmum).

Bder care RER.

Rexdbity has not been a halkrark of he newspaper
indistry but the: Seatme Times demonstrates that T aan:
be done. The paper, on our list since 1991, offers 3

variety of ehermative werk arrangements incucing a
. range of options for compressed workweeks. The

mast popularis a schedUle that enebles employees
work eight nine-hour days and one elght-hour day in
3 twomneek period Ths fafl The Seattie Times will alea
begin spending $800.000 on-the consruction of a
new did are center VWhen campared o the curent

center, the new one will incregse the number of -

spaces from 64 o 75. and much of this added capad-
Ty wd be dovotsd to neeced pace for infans in 1957
the newspaper also restructiored its top management
posttions, adding one worman o s naw fve-member

- exaative coundl In | sare and DC HQ: 1120 joha -

Sc. Searde WA 98109.

SEQUENT COHFUTERSYSTEHS.INC,
makes sophisticxted paraflel computer systems

powerful enaugh to support kirge ankine wansactions. ©
Serond year on our list

8856 |,
Baee |tz

Erary level $720/Mr (support

s-h;fm;n ) $36,0004r
OOO' (irformation ysems):
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‘development  eng
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v 8% (of 13); offichls and myrs 30%: profs 36%.
Highest paidt 16%. (@ On-sre cenrter at hep 93 dvi-
dren ($475-63%rmch), NAEYC accrediced: ongice
school (K1), 2| d\ddtenCernpaﬂyco\«:onf

operadng cost of cener 3nd school Before- and after-
schoo! (23), holiday (6) and summer (67) programs.
&dmpcszrmx:et-asnda(!BS).R&R(lé}Ed(
ohid dayxas needed (salarked); 10 (hourly). {3 Work
at home '(10-15). Job sharing (2). Fextime (60).
Cmpmdmrkweeks(lO—IZ).PTm):bmdic:EO
hratwi C) Leave for childhirth: RMLA phus 12 wia,

-mmqummE(Smm)wgllvdc

{women). Phase-back for new motherz.Adopdon aidt:
$5.000; R&R_ Srvings plan, Health insurgnce {100% of
premm'\ for employces: 4% for dependents). Full-
trme workffamiy mgr and saff Bder are:RER.
Ths Oregon-based computer company made s
st in 1992 and rewms in 3 much senger and heaithi-
er postion Sales have nearly doubled while he aumber
of employees has risen by 65 perdant And the<e are
young peopie raising farniies. The on-site cenmer Aow
ares for 93 diddren up from 75 e s gpoit ako -
and a summer 2mp for cidren ages e e 1Qand 3
school covering kindergarten and st grader the phan is
™ add a grade a year In the past year 3 new Work
Famix Communty department was reated and a

WoerkdLife msk force comprised of eployee epresen. - .

woves sez . Since then more han 20 new programs
have been added or improved, nduding a dhid and
elder care refarral service. 3 doudling of adeption d
$5,000 and a conderge service. There 5 abo new e
et in fexible work options. One employes had t©
move 2000 mies 2way 1 Qe or an A parent bsiead
of kdng family leave. the ermployes taacermmuted with
Sequent squipping her with 3 Somputer tarminal a
high-speed retwork connecton and additioral phone
nes.This s one company 1hat cermainly cares about its
empioyees In 31 mHQISiSOS.WKdIP\My
BavemOR97006-6053

TaAS INSI'RUHENTS,INCORFOMTED.
is ane of the weirld's largest suppliers of semiconduce
dupsandanngeofprodua:mdudmgc\lmh
mSemnd)armwisc
‘Em:bnts!?.lS]
Ferrales: 10,186 (32%)
‘@A"x-"ﬁ#\ Emy o=t
W(Mfer’ﬁbopeaua;
$351Umeh (engineer). -
Percerx ferrale senior and eac
wps 4% (of B)ivps 7% (of 104);

. dﬁmismdm 15% profs 18X Highest paid: 10%

Women's support groups (1.000). Measurms mgre on
women’s advancement. (@) Nearsite' center in -
Lewisville, TX: 41 children ($50-120fwk). NAEYC
accredied. Summer program (56), Badasp are,
Prwco: sevasides (1.332).R3R (2035). Pays 7S% of in-
ac home. job sharing. Flextime. Compressed work-
weeds (1.200%). PT (305): benefies: 20 hrsfwk Training
for mgrs on akerrarive schedues C) Leave for chid-
birth FMLA only, with some-full pae Adopion aid:
$4.000: RAR. Profit sharing (14% of pay). Snings plan
(50% company match up W 4% of pay). Company-
paid pension. Scholarships fur emplayees’ children:

. $72.000 w 18 kids. Health ireurancs (100% of preme -
(firance. - um for employees:85-90% for dependers), Full-time

worlsfamily mgr and sl Ber are:RER (331).

“A hyge ature dange” & how one ferrale engineer
amofmdmbedtemmm
InStruments with regard 1o Gmiy neads TTs WorldUie

" program. now in its third year has expanded. and the

result § happier working moms. Now rchaag n
TTs benefits package are pre- and postnatal suppors
mmmcmmwm
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Seventh year on our lisc

Employees 45202
13899 (53%)

calam)ys:).O Percert fermale
senor and axec vps [4% (of
14): vps 19% (of 182): officials 3nd mgrs 42% prek
48%. Highesr paid; I7%. Women's support sroun.
Measures mgrs on women’s advancement. (8§ On-

 776/mh); dhree nearsite centers in Charews, Oallas
- and Hundngran, NY: 43 children wal ($420-
~ 710/meh). Chardette and Dalhs centers NAEYC
3ecredited. Before- and aiterschool (1 1), holiday (106)
and summer Badaip oxre Precx sets
asides (8,455). RAR (13.012). Sick-child days: 5.ABC
Cramgion, Workuhotm(ﬂl)]coshmg(ﬂ).
Aexdma (626) Compressed worlowecks (233). PT
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382 (13 men); avg [S wiss (wornen). Phase-back for
new jon akt $2.500: R&AR. Savings plan
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" don ded to profis). Company-paid pension. Schotar-

Halth insurance (75% of premium). Fulldme
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(187). Reimburses child are cam for noaroytine

ALLSTATE INSURANCE COMPANY is the |
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turns, it also added invatuable expertise and pérspecnvc We knew Hewitt was a great placc to work because we had selécted them in all the pre-
vious cdmons of our 100 Best books. Tu collaborate with us, thcy had to give up the oppormunity to be listed again among the 100.

.......................................................... ........ By Robert Levering and Miltor. Moskowit

If you think that your compary should be considered for this list, send a bncflmer aplaining wh, {ewo-page nummum) 10 FORTUNE's 200 Best, 1537 Franklin
Soreer, Suite 208, San Fruncisco. Calzﬁwma 94109; F-mnil address: J(Dbclegmplacexowrk.m -

1

WE HAVE BEEN TRACKING GREAT EMPLOYERS SINCE 1981. when we began research on
our book The /00 Best Companies to Work for in America. From our database of more than
1,000 companics, we selccted 238 as the most viable candidates for this list. Of this group, 161
agrecd to participate. (To be eligible, 2 company must be at Jeast ten ygars old and have a min-
unum of 500 employcea) '
We asked each-candidate company to dxsmbute 10 225 randomly selected employces the
Great Place to Work Trust Index. This employee survey was designed by the Great Place to

' Work Institute of San Francisco to evaluate trust in management, pride in work/compuny, and

camaraderie. Responses were returned directly 1o us.
Each company was also required to fill out the Hewint Peopic Practices Inventory, a com-

" prehensive 29-page quesnonnzure designed by our partuer in this project, Hewirn Associates

of Lircolnshire, TIL., a leading management consulting firm. Finally we asked each of our can-
didates to send us addmonal corporate matena.!s, such as employec bencfits bOOkleLS. com-
pany newsletters, and videos.

- The response was overwhelming. Somie 20,000 employees filled out the Great Place to
Work survey (retum rate: 58%), and 8,000 of them added written: commcnts We then rated
the companies on a 175-point scale, using their overall score on the employee survey (100
points); cvaluation of practices detailed in the Howirt inventory and other submitted materi-
als (55 pomts) and an cvaluation of the handwritten comments (20 points).

‘Special thanks should g0 to Hewin Assoczams In addition to processing the mountain of re-

Applicants Revenngs
Volgmary Tizicietiy 1996

turngver LIy in millions
RO

" Why s Southwest No, I Listento a typn:al comment from the more than 100 we re-

26% 150000 15 . ceiveg from enthusiastic employees: “Working here is truly an unbelievable experi-
Dallas . 4317 © o0 he. - $3400  isnce. They treat you with respact. pay you well, and empower you. They use your idsas
61 : 6% - fo solve problems, They encourage you to be yourself. 1 lave going to work!!”

.2 ; , : . Nearly everyone in the U.S. wanted to work at this manufacturer of computer mem-
KINGSTON TECHNOLOGY LM% - 4000 w0 ary devices after last year's stones about its year-end banus averaging $75,000 per
Fountain Valley, Calit. k4193 SRR Y $1,300  emplayes, The largesse was in line with company palicies: free soft drinks and cups .-
2 : ™ - . .7 ol noodles at all times and & golf driving range in the back of the plant
3 ' ' " The world's largest privately held computer software company, Superb on-site child
SAS NSTITUTE . 4% 12000 32! "+ care for $200 a month. An on-site clinic that offers primary medical care at zer cast
Cary, N.C. 788 ISR ] $653 1o emplovees. An award-winning cafeteria, whare a pianist plays dusing lunch. No sur-

, ¥ : &% : prisa that tumover, at 4% a year, is among the lowest in the software industry. .

-4 . * They make auto, fruck, and motorcycle gaskets in a sprawling plant just north. of

. FEL-PRO 10% 300 &0 . Chicagp. Ultra-family-friandly: $1.000 savings bond at child's birth, affordable on-
- Skokie, fif, 26 © b :$450  site child care, summer camp on company’s 200-acre fecfeation area. summet jobs
L 2% X% ‘ % . - for employees’ kids. and $3.500 annual eollage scholarships.

S : 3 P TD! installs and services air-conditioning and plumbing systems in six Texas cities.
. TDINDUSTRIES 0 31% 800 & All stock is in the hands of emplayees, with no one owning more than 9%, A monthly
Dallas br.3 © hx. - 8171 meeting fills in all employees on financiat results. Emplayees are wildly uuheat QOne

6 1% said, “This company makes you feel like a human being again.”
6 . g _ This house of plastic. the secand-largast issuer of credit cards, pampers employees

. ¥BNA 48% 8230 @ - . 50 they will be nice o customers, The coddling includes four an-site chilg-care cen-

* ¥ilmingron, Oel, 2 hs $3300  ters, ong-week paid leave for new fathers and adoptive parents, adeption aid of up
0 Mo 10 $10,000. No. 1 hiring critgrion: “People who like ather people.”
1 T ' Makers of Gore-Tex waterproof tabrics, Glide dental floss, and dozens of other high-
W.L GORE - 26% an o * tech materials. Employs avant-garde management theories that seem to wodk. in-
Newark, Dol 846 tma. $1,200 . stead of a traditional hierarchy topped by bosses and managers, the company uses
-3 % . ) an organization in which dozens of so-calied sponsors set the pace.
8 : o . o Remarkably challenging atmosphere for the brainy. Everybody gets stock options, and
- MICROSOFT 2% 150,000 .8 "~ most professionals hired before 1392 have thus became millionaires; six became bil-
_ Redmiond, Wash, 2]83 ‘

18

hs' $8700 - lionaires. All-company picnics with 2 rodep and five bands. And Bill (never Mr. Gates)
1% B personally answers all E-mail from employess. .
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From: Kim Darnofall [easkrd @ UNX.SAS.COM]
Sent: Friday, December 19, 19971 2:47PM
1To: .BLDGB-L@VM.SAS.COM

Subject: New honor for SAS Institute!

“Institute Ranks #3 on FOBTUNE'é “100 Best Cgmpaniés to Work for in Americal”

1997 has been marked by awards recognizing the Institute’s work environment, but there’s still
ona more to celebrate as the year draws 0 a close - the company’s number three placement on
FORTUNE'S inaugural list of the “100 Best Companies to Work for in America.” C

The list, which will appear in the January 12 issue of FORTUNE (available on newsstands

December 29), was announced by FORTUNE today. The Institute has already received some '
media attention from the award, with a mention on NBC's Today Show this moming.

Topping the list was Southwest Aidines, followed by Kingston Technology in the number two spot.

Completing the top ten of the FORTUNE “100 Best® list were: Fel-Pro(4), TDIndustries(5),
MBNA(6), W.L. Gore(7), Microsoft(8), Merck(9), and Hewlett-Packard(10). Another eight software
or hardware firms were sprinkled throughout the list; PeopleSoft(20); Cisco Systems(25);
Intel(32); Compaq Computer(55);. Adobe Systems(56); Sun Microgystems(69); Analog
Devices(70); and Texas instruments(77). C Co

FORTUNE collaborated with best-salling authors Robert 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 companies (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. n . ‘

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 ragional 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 cofnprehensive

questionnaire designed by Hewitt Associates, a leading compensation and benefits consultant.
After the surveys and questionnaires were retumed 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). - - ; L ‘ ' SRR , '

- The FORTUNE listing is the fourth.award gaméred' by the Institute this.yéaf for its fami!y-friendly

policies and benefits. In 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 “20 Better Places to Work® for how
well it balances the bottom line with its responsibilities to employees and the community.



EXPLAINING TRENDS IN THE GENDER WAGE GAP

June 1998

A Report by
The Council of Economic Advisers



EXECUTIVE SUMMARY

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 women’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 1nequa11ty would have, by
themselves, w1dened the pay gap.

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 measure of the extent of discrimination
remaining in the labor market is the “unexplained” difference in pay. Some studles have
tried to measure discrimination directly by looking at pay differences among men and
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.




L INTRODUCTION

Thirty ﬁve years ago President Kennedy srgned the Equal Pay Act into law makmg it illegal to
pay men and women employed in the same establishment different wages for ° substantrally equal”
work’. 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 contmued drscnmmatlon may also contribute to the remaining
earmngs gap.

_ The long-standing differences in the average pay of men and women in the labor market are the
result of many forces, including drﬁ'erences 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 drﬂ‘erentlal and discriminatory treatment of women by

- employers and co-workers : : :

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, if women have less
experience than men, they may choose occupations where extensive experience is less necessa.ry.
If women consistently choose different occupations than men, stereotypes about women’s abilities
may be reinforced and discriminatory behavior by employers may be perpetuated. Ifemployers '

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

- Women and men drﬂ‘er both in terms of the jobs in whrch they work and in thelr responsrbrlrtres

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 -
_suggests that there is continuing discrimination agamst women in the labor market.

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

"Based on calculations from the March 1964 Current Population Shr'vey (Bureau of the.-
Census). Data are for weekly wages of full-time, year-round workers aged 25-64.

1 -
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II. TRENDS IN THE GENDER WAGE GAP

- Trends in the overall gap

Figure 1. Median Weekly Eamings of Females Relative to Males Afier ho{/ering around 60 percent since the mid-

190 1950s’, the ratio of women’s to men’s pay
ool began to rise in the late 1970s, surpassing 70
percent by 1990 (see bottom line of figure 1).
80 |-  Fulime workers After a pause in the mid-1990s, the gender pay
5 (4-quarter average) " ratio has begun to rise again, reaching more
& 70l than 75 percent in 1997 (see top line of Figure
< . 1).* Although the size of the gender pay gap
60k Fulltime, varies across countries, many industrial
. fulbyoar workers economies have seen a narrowing of the gap
sob— o .. .| overthelast two decades.’

1969 1973 1977 1981 1885 1889 1993 1997

Sources: Bureau of Labor Statistics (top ine) and March Current Poputation
Survey (bottom Ine).

Trends in the gender gap by demographic characteristics
Figure 2. Ratio of Female/Male Average Weekly Wages i 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

06l . gender pay ratio in this data series, based on a
0.4 - :

0.2 , ' '
0.0 S = ‘

1969 1979 1989

Source: March Current Population Survey, various years,

- 1.0

08

Ratio

T

T

3Goldin, Cléudia. 1990. Undérstanding, the Gender Gap. New York: Oxford University:
Press. ' S :

*The data shown in the top line 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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: shghtly different group of workers. ¢ Although the level of the gender pay gap in Frgure 2is
slrghtly drﬁ‘erent from that in Frgure 1, the overall trends are smnlar

Figt:r; 3. Ratlo of Female/Male Average Weekly Wages by Race and Ethnicity Frgure 3 Sh ows pay I'atl os fOI‘ women WOI'l(CI'S

‘ ' by race and ethnicity, relative to all male
workers. Relative to all male workers, wage
gains have been faster for non-Hispanic black
and non-Hispanic white women than for
Hispanic women. .

Ratio of female to all male
) o o
-y [« (-]

o
[

‘ _Women of all ages and education levels ,
- experienced gains in pay. relatrve to their male
counterparts. The gender gap varies little

o
(=]

70 ' w8 70 B 96T 70 %9 %0 * across education groups’ but is substantially
Hispanic Non-Hispanic . - Non-Hispanic .
Women * BackWomen  WhitoWomen smaller for younger women (see figure 4). This

Source: March Current Population Survey, various years.

‘ S 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

Figure 4. Ratio of Female/Male Average Woeekly Wages by Age may be a generational effect indicating that the
1.0 - L]
o current younger cohort of women has made
oslb S : choices more similar to those of men and/or is.

not facing as much discrimination as the cohort
before them. Alternately, the gap for older
- women could reflect growing differences in
‘accumulated work experience as women age or
a “glass ceiling” effect by which women achieve
‘smaller pay gains over time. Indeed, the
' | bipartisan Federal Glass Ceiling Commission
1069 1670 1560 1690 1980 1078 1669 1906 _found that “in the private sector, equally
" Underdo 40 and over . qualified and similarly situated citizens are being
L Sowmesarh Cument Popdision S, vadom ‘ denied equal access to advancement into senior-
level management on the basrs of gender race or ethnicity.”®

Ratio

SData 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

y "Blau, Francme 1998 “Trends in the Well-Being of American Women 1970-1995.”
- Journal of Economic therature 36: 112-65.

$U.S. Department of Labor Glass Cerlmg Commission. 1995. “Good for Business:
‘Making Full Use of the Natlon S Human Capital,” March Washmgton DC.
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Figure 5. Ratio of Female/Male Average Weekly Wages by Family Stalus

o 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

- 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.

° o o
E-S [+,] [--]
T

ARatio of female to all male

o
%)

o -
o

'69:79'89 '96‘ '69'79'89'06  '69'79'89'08 '89.'79 '89'98

it i Mam:fkvi:;"f? " Gender gaps in fringe benefits
. ol e Gumem Bopultion Suve s s i 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.” 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.'® 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

L. 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 labor market experience and improvements in their relative

“*Solberg, Eric and Teresa Laughlin. 1995. “The Gender Pay Gap, Fringe Benefits, and
Occupational Crowding.” Industrial and Labor Relations Review, 43(4): 692 708.

Even, William and David Macpherson. 1994. “Gender Dlﬁ'erences in Pens1ons > Journal
of Human Resources, 29(2) 555-587..




- 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. ' I

The Role of Human Capital o _

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.! An additional 25 years of work experience increases wages by an estimated 80

percent."? : ‘

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 began 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.” ' :

_ 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 éppears to have shrunk durihg the 1970s and 1980s.1
However, trends in earnings differences between mothers and women without children are less

~ "Council of Economic Advisers. 1996. “Promoting Economic Growth: Background
Briefing Paper.” July. :

I2Freeman, 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. ‘ -

Blau, 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.

" 14Blackburn, McKinley and Sanders Korenman. 1994. “The Declining Marital Status
. Earnings Differential.” Journal of Population Economics 7:247-170."
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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.'*

The Role of Occupation .

Men and women tend to work in different occupatlons And wages differ substantially according
to the gender composition of the occupation. In particular, men and women who work in -
predominantly female occupations earn less than comparable workers in other occupations.'®

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
Figufe 6. Occupational Distribution of Employment managenal and profess1onal occupatlons
e o oo otwoton - oot increased from 23 to 32 percent, while the
proportion of men in these occupations rose
only from 26 to 29 percent.'” 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

PR2SISNCN 5 .
202020’0‘0‘ 7 labor) jobs.

- Occupational segregation by gender began to
decline noticeably in the 1970s. Such changes
Not: Data ar oremployed prsons _:,e;,}’j";‘m - may be due to 1ntegrat10n of formerly male or
Soume:Buret of Labor s, Jundary Emploment and Eam 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 importart than it had been in the 1970s."® The
decline in occupational segregation alone in the 1980s would have reduced the gender gap by
about three percentage points.' Although occupational desegregation has continued in the 1990s,
the rate of desegregation through the mid-1990s appears to have been somewhat slower than the

- BWaldfogel, op. cit.
'“Blau, op. cit.

7 Data begin in 1983 due to a major change in the occupational classification system
implemented in that year. :

*Blau, op. cit.

~ Blau and Kahn, op.l cit.
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rate during the 1970s and 1980520

The Role of Unlons ’
Union membership is estimated to boost wages of union members relative to non-union members
by 10 to 20 percent.”! Men have traditionally been more likely to be union. members than women,
which helped increase the gender pay gap. The decline over the last 25 years in the fraction of the
workforce that is unionized has raised women’s relative pay as fewer men 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 of female workers.?? These female union members have benefitted from higher union wages.
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 declme by about one percentage point over
the 1980s :

The Role of Industry :

Differences in wages across industries are, substantial and persrstent F or example, wages for

~ similar workers are 37 percent hlgher than average in the petroleum industry but about 17 percent
lower than average in retail trade.”> 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 relatrve to men.?* However the mdustry shifts had relatively llttle effect on
the gender gap in the 1980s.% :

" 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 gender gap: increases in the pay premium associated with higher

®Wootton, Barbara 1997. “Gender‘drﬁ'erences in occdpati"onal employment.” Bureau of
Labor Statistics, Monthly Labor Review, April, pp.15-24. : ' -

2! Freeman, Richard and James Medoﬁ' 1981. “The Impact of Collectlve Bargalmng
[llusion or Reality?” in U.S. Industrial Relations 1950-1980: A Critical Assessment, IRRA.

. Blau and Kahn, op. cit. See also Even, William and David Macpherson. 1993. “The
Decline of anate Sector Unionism and the Gender Wage Gap.” Journal of Human Resources
28(2):279-96. |

~ BKrueger, Alan and Lawrence Summers. 1988 “Efﬁcrency Wages and the Inter—Industry
- Wage Structure.” Econometrzca 56(2): 259-93.

%0’Neill, June and Solomon Polachek 1993. “Why the Gender Gap in Wages Narrowed
~in the 1980s.” Journal of Labor Economics. 11(1) 205-228. '

*Blau and Kahn, op cit..




“skills” (i.e., higher levels of education and labor market experience) and increased pay differences
‘across industries and occupations.”® This has served to widen the gender gap because female -
workers continue to have less labor market expenence on average, than male workers and are,
on average, in lower-paying occupatrons "The rising wage inequality and increasing economic
returns to skills slowed women’s progress during the 1980s and alone would have 1ncreased the
‘gender pay gap by about four to six percentage points.”

‘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.? 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 1967 to 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 changes 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). Employment of women increased
somewhat faster in contractor firms.” 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 ratlo and the other changes that have served to increase the gender
pay ratio. .

*Blau, op. cit.
’Blau and Kahn, op. cit.

3Schultz v. Wheaton Glass Co. op cit. 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 equal skill, effort, and responsrblllty and whrch
are performed under similar working conditions.” -

: ®Leonard, Jonathan. 1984. “The Impact of Affirmative Action on Employment,” Journal
of Labor Economics, October, 2, 439-463. : N -




Iv. 'DISCRiMINATION_

What is gender discrimination in the labor force? - SRR -

Gender discrimination may take a varlety of forms, from practlces 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 well. There are a variety of theories about how and why women face discrimination

in the labor market. An employer may dislike female employees or underestimate 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 women work for them but may object when women are their superiors. In addition,

“employers may engage in what is called “statistical discrimination,” meaning that they assume an
individual woman has the average characteristics of all women. For example, because women on
average have higher turnover 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 other forms of discrimination, is illegal. .An employer is required-to base hiring or pay
decisions on' specrﬁc mformat10n about an md1v1dual not on presumptlons based on gender.

The unexplained portlon of the gender gap ; ' :
Although the gender gap has narrowed since the late 1970s at 25 percent it is still’ substantlal (see
figure 1). And as late as the 1980s, the date of the most recent detailed longitudinal study, a
gender pay differential of about 12 percent remained unexplamed even after adjustments for
gender differences in education, labor market experience, broad occupational and industrial
. distributions, and union status. According to this study, the 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 percent of the pay
- gap. This left about.a 12 percentage point pay gap unexplained. This unexplained differential,
 after 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.* « C

- The unexplamed portion of the pay gap is often mterpreted as the result of discrimination. In this
view, once differences between men and women in the relevant determinants of wages are taken
into account, any remaining difference in-pay must be due to discrimination. But this explanation ..
may be too simplistic. To the extent that discrimination affects women’s educational, job, and

_family choices, the “unexplained” dlﬁ‘erentlal will understate the true effect of discrimination. -

- And, to the extent that an analyst cannot adequately measure ‘all the determinants of wages using
. available data, there may be significant unmeasured labor market skills'that differ between men

and women. For instance; if women’ s labor market. experience is less likely to be continuous (for
example, due to childbearing), then just controlling for years of work may not fully control for the
dlﬁ’erentlal effects of expenence on male and female wages In this case, the unexplarnedf’

3°Blau 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 have improved relative to
men’s over the 1980s. (For instance, women have entered elite pnvate universities -- many of
which were closed to women before the mid-1970s -- at an mcreasmg ‘rate in recent decades,
perhaps increasing the quality of their schooling.) But reductions in 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 addition, reduced discrimination
could also have contributed to the decline in the explained portion of the pay gap if earlier anti-
discrimination efforts encouraged women to invest more in labor market skills and to move into
traditionally 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.*'
A small but growing area of research attempts to collect direct evidence on gender pay
discrimination in the labor market in two ways. While none of these studies alone is definitive,
taken together they present compelling evidence of the continued ex1$tence of gender
discrimination in the labor market.

First, a handful of studies have efcamined 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
occupatlon 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.*?

MSchultz v. Wheaton Glass Co., op cit.

“Bayard, 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 smaller set of studies attempts to measure productivity of female and male
- workers directly to determine whether gender pay differences can be directly linked to

productivity differences. This approach is rarely implemented because it requires information on .
wages and a reliable (and non-gender-biased) measure of productlvrty 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 85to 96 percent as
productlve as men but were paid only 66 to 68 percent as much as men.*

_ ‘Fmally, studies of dlscnrmnatlon in hiring oﬁ'er adqunal, albelt»mdlrect, evidence related to the
:gender pay gap. For example, the introduction of “screens” to conceal the identity of candidates
. .from juries in auditions for symphony orchestras markedly increased female musicians’ chances of
success in such competitions and raised their odds of being hired.** 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 matched male counterparts to be interviewed or
‘hired as wait-staff in high-price restaurants (this was not true in low-price restaurants).’> 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 newsis
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 differences in skills and job
characteristics, women still earn less than men.  While there are a variety of i 1nterpretat10ns 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 also show continuing gender drfferences in-
pay that are not explained by productivity or job differences. :

| Employer Data." Paper prepared for the U.S. Bureau of the Census Intematronal Symposrum on
Linked Employer-Employee Data, Washmgton DC, Aprll : '

A - PHellerstein, Judith, Davrd Neumark, and Kenneth Troske. 1996. “Wages Productivity
o and Worker Charactenstrcs National Bureau of Eeononuc Research Workmg Paper 5626. June.

* Goldin, Claudia and Cecilia Rouse. 1997. 'f‘Orcliestrating Impartia!ity: The Impact of

- ‘Blind’ Auditions on Female Musrcrans National Bureau of Economic Research Working Paper
No. 5903. January. L ’ ' '

: ' ¥Neumark, Davrd Roy Bank and Kyle Van Nort. 1996. Sex Drscrlmmatron in Restaurant
. Hmng An Audit Study. Quarterly Journal of Economzcs 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 similar to those of men, and that discrimination may be
lessening as well. ' B :
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Equal Pay

Jeff -- I attended a meeting on Fr1day for the Equal Pay Event on Wednesday Here is what I
learned: :

©2:30pm.Rose Garden >

Purpose: te comemorate the 35th Anniv. of thie Equal Pay Act, signed by one of your heroes.
POTUS will announce a CEA study which shows the current disparity.

PROGRAM:

D(HRCB (who will set the scene, talk about the hiStory - 10 announcements)
2D enM@gress (Gephardt or Del.auro)
$):S¢ _:Senator (either a woman or Sen. Kennedy)

)Mm

5) "V PX(the personal angle-- will talk about his daughter mother and share letters that women have
written in about their work experlence)

. 4, <Dorothy Heighty(was present at the signing) T, e

POTUS:

Three announcements

1. CEA Study (enclosed)
2. Labor Dept. study (to be mentloned but statlstlcs should be drawn from the CEA

-schedule)
3. Reiterate the call for legislation

Tom Freedman of Domestic Policy is the person 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).




1996 Public S‘%pvice Achievement Awards N : http;//www.commoncéuse.org/about/psaa/dorothy.htm

Lll.orothy:Helght“i
A”Ilfelong -advocatefortherightsand:welfares
. COf £ Afrzcan-Amerzcan women"and famzlzes W

' Dorothy Height, who has presid’edq
over the National Council of:Negro/
, Momen (NCNW) for nearly*3057
~ years; is one of the natlon s leadmg
voices on behalf of A
African-American women and
families. : oo

- Durmg the. peak yearsof the-civilry

rightss movementT;Helght wass often’7
theronly-woman-included-in: top?

rstrategy sessions;working-shouldersto=shoulder- with-Martin—
rEutherKingJr5Roy-Wilkins-and- other- leaderS" ’Known for
her ability to foster unity and heal divisions, hier counsel has
been sought by many U S. Pre51dents from Elsenhower to
Clinton. - .

- In the tradition of NCNW'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 million African-American
women, NCNW trains volunteer commumty 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 own llves
she says. :

- For many years Height worked 51multaneously at the YWCA
* where she began 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 Reumon 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
raditional values of the black fam1ly

’ "The-Black Family Reumon 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

1of2 S o ' ' o 06/05/98 15:42:11
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waiting for something positive like this." - .

R vove i voex [ seance QI recouace I Jon |
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Dorothy Irene Height was born on March 24 1912, in chhmond
Virginia, and raised in Rankin, Pennsylvama A 1933 graduate of New
York University (with both bachelor's and master's degrees in
educational psychology) Helght was involved difS6Cidl-service-forss
<some‘ Six: deeades Tfour-of them:.as.president.of.the National Council oﬁ/
ﬁg‘:ﬁ}’;g“‘d?d @Ie oro-Weomen- (NCNW)<an umbrella organization that comprises

— civic, church, educational, labor, community, and professional groups.
Her involvement with the Young Women's Christian Association
(YWCA) facilities for black women, dating to the-1930s, led to her
S -~ advocacy of improved conditions for black domestic workers to her
election to national office within the YWCA, and to her mvolvement
with that organization's integration policy. In 1957 she became the
fourth th president of the NCNW, which she steered through thencnvrl"?
TghtS struggles afittie 19605 by / Organizing Voter registration inthe
South, veterieducatiomnsin the North, and scholarship programs for

(1912 s cwll and women's rights activist

Women's History |
an the Web

student c1v11 rights workers. T thesl97.055He “helped: the"NCNW me\ 3

{grantstoiprovide-vocationat; -training z and assist.women:in opening . <
,bwes~ *Height subsequently used her position to call on the bT—ck
community to make itself more independent, placing special emphasis
in the 1990s on drawing you le into the organization to join in

(twhe’v‘ﬁfﬁéﬂamst drugs illiteracy--and-unemployment:
servedas a social services expert on local, state, and federal

' governmental committees concerned wrth women's issues. Before
retiring in 1996, she helped secure fundmg for a national headquarters
for the NCNW in the historic Sears House in Washington, D.C., where

the orggr_y,zgg,on also_housed its Dorothy 1. Height Leadership Instrtute :

’Among.thehumerous honars. bestowed upon her are the Presidential - 7
{"Medal of Freedom (1994). ¢

Copyright © 1998 Encyclopzdia Britannica, Inc.

-http://'women.eb.com/women/articles/Height_Dorothy.himl
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st Porothy Helght
e 1912+

Member
The Wallof - It is said of Dorothy Helght that her lifet hfetlme of achieve t~measures-thew
- Fame (hberatwn of Black Amerlca,athe Vanc WO 'n's'rlghts and'a-determmed effort. ./
Our History career as a staff member of the YWCA in New .
The Learning York City, becoming director of the Center for
Center - Racial Justice. She became a volunteer with the
How to . ‘National Council of Negro Women, when she
Nominate worked with NCNW founder Mary McLeod
- Bethune. When Bethune died, Height became
The Museum president, a position she continues to.hold. NCNW,
Shop "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
.drlves

Helght s collaboratlve leadership style brings
together people of different cultures for mutual
benefit. Since 1986, her belief in the importance of
strong families has been the prlmary energy behind the Black Famlly Reumon
Celebratlon in which almost 10 million have participated.

Copynght©1998 Nat;onal Women's Hall of Fame
- - Allrights reserved .- .
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BE®N Opinion
- N Business ' DorothyHe‘ight has lived to do all she can. -
\i’j LifeStyle» ' S . ) ’
gl Entertainment
ol Obituaries : .. By Maida Odom
B Food: Wed | Sun ‘ INQUIRER STAFF WRITER
Books : ‘ ‘
tech.life W ASHINGTON -- The time is 1963, and Dorothy Height already is a
Weekend venerable, articulate leader. She is standing in the front row -- among
Real Estate honorees and speakers -- at the historic civil rights march on Washington.
Home & Design Yet she never steps forward to address the crowd. And the mass media, for
Health & Science the most part doesn't even notice her.
Arts & Entertainment ’
Sunday Review - It couldn't happen today -- a c1v1l rights event with no women speaking on

Sunday Magazine  the program -- but.those were different times and Height now 85, understood |
- those times when women could be the "backbone" -- but not the voice -- of 'A
the movement- . ' '

"If you're in a group that's [ made up of ] Roy Wllkms 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 of Negro Women in
December after 40 years on the _]Ob

"Fortunately, the men were very respectful and we worked on strategies |
N together," she remembered during an interview at an NCNW tea party and
remoress ~  hatauctionin Washmgton last month. "There was no competitiveness. I felt

theatre, and more myself up here," Height said, lifting an arm.

"We worked together; we had differences. Many times I could c.onnect them
when they could not deal with themselves. o

DL AJC "People in women's groups are always asking me, 'How did it seem? " said
Yourkey to travelin Height. "Well, at many times-the press: ignored me as if I weren't there. But I
_ and out of Philly still held my ground "

" leamed " said Height, "if you _clgn,t_km what your goals are, anybody can
" Click here for step over you. I found myself in a situation i which we had very strong

@ M | leTrshlp

Under Helght who is now chairwoman and president emerlta of the NCNW
the organization 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 Avenue
between the Capitol and the White House

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

1of4 R - TR ' 06/05/98 15:44:35
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former administrator at the Carter Center in Atlanta.

Besides an enlarged staff and the new headquarters, Height's tenure likely
will be remembered mostly for the initiation of the popular Black Famil
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
: Vamshzng 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 and this image of the young boy, Timothy, who went through the
. community-and impregnated all these girls. He did all these things and
‘became kind of a hero, people talked about h1m as if he was some kind of
hero. -

~ "And we thought 'We need to do somethmg But our publ1c1st told us, We ‘
cannot answer the media .

"But we took the idea that Dr. King had: He sa1d Put people into action in
their own behalf And so we started off wit if we did something -
like a family picnic where people all come together, but also stress certain

values. We looked at our traditional values, hlStOI‘lC 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
~ ] in eight different cities. And people come from all over and more people are -
havmg their own family reunions.

"Through the Black F am1ly Reunion, we are trying to get the sense of
community like the old extended fam1ly Young people today grow up in a

" very different time from the one in which I grew up," she said referring to her
childhood in Rankin, Pa., near Pittsburgh, where her fam1ly moved when she
was 4. . ‘

"You do not have that sense of extended family in the community, in which

everybody cared about every child. So many of our children today are

growing up ina soc1ety that's overridden with drugs, and violence and living
" in bad COl’ldlthHS said Helght who never married and has no chlldren

"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, 'l leave you a
responsibility to our young people and [ 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 Helght still speaks of her often and with
great reverence. : .

Helght a social worker by tralmng, met Bethune and Eleanor Roosevelt on
the same day -- Nov. 7, 1937. Height, who was at that time working 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.

9 of 4 o , - 06/05/98 15:44-43
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"I think Mrs. Bethune was a great woman of vision; she saw p0551b111t1es and -
she saw what needed to be done," said Height, noting Bethune founded a
four-year accredited college in 1923 -- Bethune Cookman College in Daytona :
Beach, Fla., -- prior to establ1sh1ng the NCNW in 1935. :

"You had to.avoid having a sense of awe; as you worked with her youcame
to know she had a great sense of humor,” sald Helght who Jomed the NCNW
~.asa volunteer execut1ve beg1nn1ng in 1942,

Semrnary student She1la McNell a guest at the tea honorlng Height, said she -
. had recently finished a research paper on Bethune that helped her better
' .understand Height's career: A

"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 ] so long?" said McNeil, an associate pastor at
Metropol1tan Wesley AM.E. Zion Church in Washmgton

"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 M¢Neil, whose sentiments were

' echoed by others who have watched Helght's career.

: "She S been our mentor our teacher our example said Pat G1bson dlrector
- of marketing for the NCNW "Dr. Helght is an 1ncred1ble leader and an
example for all women."

. Inthe March issue of Essence magazine, U.S. Secretary of Labor 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 offerlng support at the secretary s ' i
conﬁrmatlon hear1ng , o :

‘ Examlnlng her leadership over four decades Helght descrlbed the changes
she'd seen.

"You have to bear in' m1nd 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.many 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 1mproved because of not only the Civil R1ghts Act [ of 1964 ]
and the c1v1l rights movement but also the work of the women s movement."

‘One of the benefits of longev1ty 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." . :

"The first two resolutrons 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. [ mean, it's
different but-at the bottom it's the same issues.

3 ofd ' . ' < T : T 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 w1th
playmg a key role in "the democratlzatlon 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 th1s new mlllenmum 1nvolves the
leadershlp of African American women." : ‘

Height has no doubt that Afrlcan American women w111 play a leadmg role in
the next century '

"If we were not a strong commumty we would have been gone. long ago.
Women, black women are the backbone of everything in our community,"
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 Trene Heig‘ht

Additional contact information coming soon.

Bio
Dorothy Height's distinguished service and contribution's 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 Jewish Women. 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 Mlnlsterlal 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 outstandlng contribution to human
relations. In 1974, Ladies Home journal named her 'Woman of the Year' in recognition for
her work for human rights; and the Congressional Black Caucus presented her with the

- William L. Dawson Award for decades of publlc service to-people of color and
“particularly women.

Working closely with Dr. Martin Luther ng, I, Roy Wilkins, Whltney 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 Carmg Institute; and the Olender Foundatlon s Generous

'Heart Award 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 of Freedom Award in August 1994,

-Dr. Height received her masters degree from New York University, and has received over
twenty-four honorary degrees from such institutions as Spelman College, Lincoln '

Umver51ty, Central State Umver51ty, and Princeton Unlver51ty

 £= Back To Board Members Page

-1 af?

06/05/98 15-45-20




<B>National Council of Negro meen,v fnc.</B> http://www .erols.com/trirose/ncnw.htm
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‘National Council of Negro Women, Inc.. |
World Wlde Web

COMMITMENT, UNITY, SELF RELIANCE

Dr. Dorothy 1. Height
- CEO/President

* photo by Deborah "Da Bush"

o What is the Nattonal Council of Negro, Inc. (NCN W)

Founded in 1935 by noted educator and human rlghts 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 sectlons, NCNW has an outreach to over four m|lllon women.

VD The Mission

The mission of the National Council of Negro Women is to advance opportumtles
and the quallty of life for Afrlcan Amerlcan women, their famllles and communltles.

1of3 © 06/05/98 15:51:46
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Qo The Message
-Consistent wnth our founder S v1s1on, NCNW serves as a natlonal "organlzatlon of
organizations' to extend the collectlve power and leadershlp of Afrlcan Amerlcan
women.

o The Method

NCNW translates lts phllosophy into research advocacy, publlc education, and
_~natlonal and communlty based services and programs m the U.S. and Afrlca.

o How can you take part in the Plan for the F uture7

BECOME A MEMBER

'GROW WITH US

photo hy Betty Kleckley Stradford

erte to: NCNW Inc.
633 Pennsylvama Ave., N. W
Washington, D.C. 20004

et

- Contact: Membership Dep.artmen't (202) 383-9135

5 af2 o - I ' V : < 06/05/98 15:57-06




1 asﬁremamned“engagedﬂmni ¥
As a leader of the Nat10na1 Council of

Inwrecentwyeérs, her Black Famlly Reunlon 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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WMEMORANDUM FOR THE PRESIDENT

FROM:

MICHAEL WALDMAN A%,/

SUBJECT: SPEECHES IN THE UPCOMING WEEK

This memorandum lays out the themes of 1he speeches that will be coming up in the next

week, as well as what we hope will be the he adline. Please let us know 1f you have any concerns
or guidance.

5/8

5/9

5/10

UN Special Scssnon on Drugs
Goal: “President takes fight agamsl drugs to UN’

This speech to the UN (approxnnately 10 minutes) will focus on both sides of the
coutnernarcotics fight -- demand 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 had (with our help) in cutting off the flow of drugs. It will include several
initiatives, most prominent of which will be a proposal to extend the anti-drug education
campaign, extending the public service advertisements with a 5 year, $2 billion initiative.

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 hlghway 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 investment than we had sought, but that in all it
maintains fiscal discipline and 1s good for America. NOTE: We expect this to receive
only regional press coverage. ' :

Equal Pay event :
Goal: “President prods Congress {o pass equal pay law”

This speech will mark the 35th Anniversary of the Equal Pay Act; signed by.President




“ -,'%‘-’*q )

Kcnnedy Family- incomes are now rising, ‘which has hclpcd lift the incomes of both men
and women. You will release-a new CEA study showing that while the-pay gap between
women and men has shrunk over the years, it is still too ltn;:\c. You will call on Con;:ress
to pass legislation, introduced by ‘Sen. Daschle, that strengthens the Equal Pay Act by
increasing penalties l‘or pay discrimination, and takes other steps. -

Fore|gn policy speech
Goal: “Clinton answers Llnna cnucs says pohcy advances Amerlca s mterests securlty

Events of recent weeks make plain that as we enter lhe"7lSt CentUry, America’s
relationship with Asia will be mcreasmgly important {/ndonesia, India/Pakistan.. slabzlzly
on Korean peninsula). We are seeing more than ever that in all'these areas, the
relationship between the United States and China 1s a key 1o stablhty peace and security.
The President’s pohcy of engagement -- and the trip to China -- are advancing the
national interest, producing results in areas that matter. to Amerlcans stability in A51a
combating international crime ... protecting the.ehvironment ... preventing the spread of
weapons of mass destruction ... improved human-ri ghts ~America-faces a choice: we'can
lead and work with China in the many areas important to our national mterest or we can
.go fools errand and try to isolate one quarter of the world S pOpulatlon

Oceans Conference
Goal: “President bans offshore-oil dnllmg in Cahfomla calls for actlon to'save oceans”

The Oceans Conference in Monterey, where you will appear w1th the V1ce President, will
be an opportunity to broadly discuss efforts to protect the environment. To pass the Earth
on to future generations, we must act now, in this moment of prosperity, to safeguard our
natural treasures. The most newsworthy pol1cy announcement will be a ban on offshore
oil drilling along the California’Coast. ‘

Portland State Umversnty Commencement Address
“The New Immlgratlon Bu1ldmg One Amenca in the 215t Century

Ty
oo

Radio address (same topic) '
- The central theme of the Portland State Address will be imm'i.'gration -- how it is essential”
to the American experience,- ‘how it has shaped our values and our culture and how it can -
continue to strengthen and enrich our nation to this day. We are in the midst of the.
greatest wave of immigrants since the turnof the: last century. This new wave of .
immigrants, just as previous waves did before, once again raises fundamental questions.--
Is this immigration a good thing? And as our people become more ethmcally and
culturally diverse, what does it mean'to be an'American? -

First, the speech will make a force'ful case for why the new i_mmigr’ation is.good for "

2




America -- as iImmigrants 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 1deals -- 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.
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T Withdrawal/Redaction Marker
Clinton Library

DOCUMENT NO.
AND TYPE

SUBJECT/TITLE

DATE RESTRICTION

001. note Phone Number. [partial] (1 page)

c.05/1998  P6/b(6)

COLLECTION:
Clinton Presidential Records
Speechwriting
Jeff Shesol
OA/Box Number: 19942

FOLDER TITLE:
Equal Pay Anniversary 6/10/98 [2]

2006-0467-F
vz202 -

RESTRICTION CODES

Presidential Records Act - [44 U.8.C. 2204(a))]

P1 National Sccurity Classified Information [(a)(1) of the PRA]

P2 Relating to the appointment to Federal office [(a)(2) of the PRA]

P3 Release would violate a Federal statute [(a)(3) of the PRA]

P4 Releasc would disclosc trade secrets or confidential commercial or
financial information |(a)(4) of the PRA|

PS5 Release would disclose confidential advice between the President
and his advisors, or between such advisors |a)(5) of the PRA]

P6 Release would constitute a clearly unwarranted invasion of
personal privacy [(a)(6) of the PRA|

C. Closed in accordance with restrictions contained in donor's deed
of gift.
PRM. Personal record misfile defined in accordance with 44 U.S.C.
2201(3).
RR. Document will be reviewed upon request.

\ i

Freedom of Information Act - |5 U.S.C. 552(b)]

b(1) National security classified information [(b)(1) of the FOIA|

b(2) Release would disclose internal personnel rules and practices of
an agency [(b)(2) of the FOIA|

b(3) Release would violate a Federal statute [(b)(3) of the FOIA)

b(4) Release would disclose trade secrets or confidential or financial
information [(b)(4) of the FOIA]

b(6) Releasc would constitute a clearly unwarranted invasion of
personal privacy |(b)(6) of the FOIA|

b(7) Release would disclose information compiled for law enforcement
purposes [(b)(7) of the FOIA]

b(8) Release would disclose information concerning the regulation of
financial institutions [(b)(8) of the FOIA}

b(9) Release would disclose geological or geophysical information
concerning wells [(b)(9) of the FOIA|
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