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INITIATIVES TO ENHANCE EEOC ENFORCEMENT EFFORTS IN ~
SUPPORT OF PAY EQUITY {esecs

EEOC enforces the principal federal laws prohibiting employment discrimination,
including compensation discrimination on the bases of sex, race, national origin, age
and disability. EEOC'’s program to enforce the equal pay laws would substantially
benefit from increased training of EEOC staff and the provision of technical support for
them, enhanced support for outreach and technical assistance to the public, as well as
important research to better understand the nature and extent of compensation
discrimination. We believe that the following initiatives should be viewed as a package
and would be most effective as such; nonetheless, they ‘are severable depending on
the direction that the White House chooses to take.

. Enhanced support for EEOC enforcement activities

u Training for EEOC professional staff is an essential element of a program
to support enforcement of the equal pay laws. It will facilitate the effective
analysis of charges and the targeting of resources, thereby contributing to
EEQC's ability to effectively manage its workload. We propose to provide
training for all EEOC professional staff on the investigation and analysis of
compensation discrimination. The professional staff consists of 850
investigators, 250 litigation attorneys and 150 supervisors and managers.
The estimated cost, which includes travel and per diem and hiring skilled
trainers is approximately $1.8 million. Because of resource limitations
EEOC is only rarely able to conduct a Commission wide training of this
sort, even though it is of enormous value. The last such training was a
Commission wide training on the Americans With Disabilities Act which
was conducted in 1992.

u In order to analyze potential cases of compensation discrimination in a
timely and effective manner, EEOC also needs additional staff that is -
skilled in economic and social science analysis as well as appropriate
technology to support that staff. This will include:

° A FTE Social Science Analyst or Pay Equity Specialist, at grade 9
with promotion potential to GS 12, in each District Office and the
Washington Field Office. The total cost for those 24 offices would
be approximately $3,000,000, including training, equipment and
space.

Appropriate software to conduct pay analyses, available in all field
offices and headquarters. The cost is estimated at $225,000. A
PC-based system for accessing EEO-1, EEO-3, EEO-4 and EEO-5
data should be developed to enable investigators and attorneys to
retrieve forms, relevant comparable aggregate data, and to run



statistical tests comparisons. This system will cost approximately
$150,000.

Outreach and Technical Assistance

The best way to address discrimination is to prevent it from happening in
the first place and the best way to achieve this result is to reach out to the
affected communities so that they understand their rights and
responsibilities. We propose the following outreach and education
initiatives on compensation discrimination matters:

o

EEOC will develop training programs on compensation issues for
constituent communities; i.e., employers, employees, unions,
advocacy groups. This element will include programs specifically
targeted at small businesses. Material development, distribution
and training costs are approximately $500,000.

To assure that this outreach and technical assistance program is
effective will require adding one FTE Program Analyst in each
district office and the Washington field office. The cost of each
FTE, including training, equipment and space is $120,000. Thus,
the total cost of FTEs is $3,000,000.

We also propose implementing a program of Public Service
Announcements in order to educate the public on the importance of
this issue as well as their rights and responsibilities. As part of this
initiative, we will: '

n Hire a public relations firm to research, develop core
messages and concepts, identify target audiences, produce
the spot (in several languages), conduct focus groups to
test its effectiveness, and distribute it.

u One such announcement, with distribution and placement,
would cost between $300,000 and $400,000. To reach all of
the targeted audiences would require four to five PSAs.

= Such announcements should also contain an action step
(asking the audience to respond in some way or take action
i.e., an 800 telephone number), which requires developing
supporting materials, such as pamphlets and brochures, to
assure that the message is effective. Development,
production and distribution of the supporting materials may
cost an additional $20,000 and would require an FTE, at a
cost of approximately $100,000.



Pay Disparity Research and the Development of Standards

The final element of this initiative will involve conducting research into the nature
and extent of pay inequities as well as the development of standards with which
to analyze these compensation questions. Currently there is insufficient data to
fully identify and understand the extent of or underlying reasons for pay
disparities based on gender, race, national origin, disability, or age. Moreover,
the absence of accepted standards for analyzing pay discrimination impedes our
ability to effectively enforce the laws as well as the ability of businesses to
analyze whether their pay structures may run afoul of the laws.

= We propose to pursue two research approaches to enhance current
knowledge and understanding of patterns of pay disparities.

° Research by the National Academy of Sciences, National
Research Council or a comparable organization examining existing
literature on how pay disparities arise and where they are most
prevalent.

The panel would primarily rely on previous research but
would also explore the possibility of working cooperatively
with a small number of establishments to conduct “live”
compensation analyses, which might serve as examples in
the compensation standards manual.

Research by such organization examining employer data to test
procedures for identifying and remedying pay inequities. Data
collection would include at least two industry-based surveys to
collect compensation on a form similar to the EEO-1 but adding
salary intervals. The cost of both projects would be $6 million.

Two full time equivalent staff would be required to consult on
and monitor the project, at an approximate cost of $200,000.

Research might focus on particular industries such as
communications, technology, film and television. All are
growth sectors.

u We also propose to convene a panel of social science experts who would
define statistical techniques for analyzing pay disparities and
develop manuals for conducting compensation analyses,
based on both EEOC-related laws and standard research
methodology.



n The Panel would develop statistical criteria which could be used by
employers for self analysis as well as by investigators and litigators.

n The cost of the panel and manual development would be
$2,000,000.

COST SUMMARY

Enhanced support for EEOC enforcement activities

" Training $ 1,800,000
Staff $ 3,000,000
Software $ 150,000

Outreach and Technical Assistance

Material development, distribution and training costs $ 500,000

Staff $ 3,000,000
Public Service Announcements $ 2,120,000

Pay Disparity Research and Development of Standards
Research and development $ 8,000,000

Staff $ 200,000

Total $18,770,000



. M.IT. Acknowledges Bias

Against Female Professors

A \ By CAREY

CAMBRIDGE, Mass., March 22 —
In an extraordinary admission, top
officials at the Massachusetts Insti-
tute of Technology, the most presti-;
gious science and engineering uni-
versity in the country, have issued a
report acknowledging that female
professors here suffer from perva-
sive, if unintentional, discrimination.

“I have always believed that con-
temporary gender discrimination
within universities is part reality and
part perception,” the university's
president, Charles M. Vest, said in
comments to be published in the fac-
ulty newsletter within days and al-
ready posted on the World Wide Web.
“True, but I now understand that
reality is by far the greater part of
the balance.”

. Dr. Vest's comments introduced a
report about discrimination against
women in the School of Science, one
of M.I.T.’s five schools. Five years in
the making and initiated by some

. female faculty members, the report

" documents a pattern of sometimes
subtle — but substantive and de-
moralizing — discrimination in
areas from hiring, awards, promo-
tions and inclusion on important
committees to allocation of valuable
resources like laboratory space and
research money.

Such discrimination, national ex-
perts say, continues and in some
ways has worsened at institutions

- across the country, despite the grow-
ing number of professors who are
-women. In a report issued last
month, the American Association of
. University Professors found that
though women grew to 34 percent of
faculty nationwide now from 23 per-
cent in 1975, the gap between salaries
. for male and female professors actu-
ally widened in that period. '

Female faculty members involved
with the M.L.T. report, the findings of
which were posted on the World Wide
Web on Friday and reported in The
Boston Globe on Sunday, say they do
not believe that the institute dis-
criminates more than other top-
flight universities; it is simply more
willing to admit it and address the
problem. A hard push to increase the
number of tenured professors who
are women is well under way, the
report says, along with other efforts
to redress inequities in the allocation
of resources. Efforts to perform sim-

ilar discrimination research univer-\
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In fact, the report notes, the per-
centage of the School of Science fac-
ulty who are women, 8 percent, has

remained virtually unchanged for-

perhaps 20 years. And that, too,
seemed a problem.

By August 1994, the School of Sci-
ence women proposed creating an
initiative to improve the status of
women in the school — to which
Dean Birgeneau readily agreed, and
they began to collect data, on every-
thing from the allocation of laborato-
ry space to the amount of research
money professors had to apply for
themselves instead of being handed
by the university.

“It was data-driven,” Dean Bir-
geneau said of the report, *“and that's
a very M.I.T. thing.”

The report found, for example,
that in 1994 in-biology, undergradu-

ate women numbered 147, compared

with 142 men, but the sex balance
shifted as students advanced
through graduate school so that by
the time the report looked at the

highest level, faculty, there were
" ber of women faculty is that ‘Cal

only 7 women to 42 men. In math, the
numbers went from 53 women under-
graduates and 123 men to only 1

male professors.

Other studies at other schools have :
looked at questions of salary and :
promotion and -found women consis- -

tently paid and promoted less, said

Martha S. West, a professor of law at
the University of California at Davis
and a member of the American Asso-
ciation of University Professors’
committee on the status of women.
But, she said of the report, ‘‘what’s
amazing about this is the president’s
acknowledging that there is a ‘scien-
titic' basis for our continual percep-
tion that things are not good for us.
And my perception is that things
have been getting worse, not better,
for women over the last 10 years.”

Mary Gibson, chairwoman of that
committee on the status of women,
called the M.LT. administration’s
support for the report *‘absolutely
remarkable.”

Dean Birgeneau said that partici-|

pants in the report had not examined
its legal implications.

Laying the statistical basis for the
report involved fact-finding that un-
covered some phenomena partici-

pants found striking. For one, junior:
female faculty tended to feel well,

taken care of and untouched by dis-

sity-wide are also under discussion. ' T

The administration’s comments
on the report *‘are the most forward-
looking statements on gender dis-
crimination that I've read by a high-
ranking administrator in one of these
elite institutions in the 25 years I've
been a faculty member," said Nancy
Hopkins, a prominent molecular biol-
ogist and an initiator of the commit-
tee that issued the report.

Robert J. Birgeneau, dean of the
School of Science, said today that he
believed the university was unique in
its willingness to make such a docu-
ment -public. He also noted in his
written comments: ‘I believe that in
no case was this discrimination con-
scious or deliberate. Indeed, it was
usually totally unconscious and un-
knowing. Nevertheless, the effects
were real.”

Real, but hard to pin down until
three tenured female professors in
the School of Science started to com-
pare notes in the summer of 1994. As
the report describes, they quickly
decided to poll their other female
colleagues, which was not difficult
because in the entire School of Sci-
ence, there were only 15 tenured
women, compared with 194 men.

crimination; it was only as they be- '

came senior faculty that they felt
themselves increasingly marginal-
ized and overlooked by male-domi-

.nated networks; and that did not

seem to improve with time, the re-
port found.

Report committee members, both
men and women, also described their
dawning. comprehension as they
gathered data that they really were
seeing a pattern of discrimination,
not a set of individual cases involving
special circumstances.

Committee members say each lit-
tle slight to a woman might involve
an assumption that did not seem
overtly discriminatory, say, that a
single woman might seem to need a
raise less than a family man, or that
a woman might be less likely to seek
an outside job offer to propel her
promotion, or that it might seem
implausible that a woman with chil-
dren could work hard enough for a
given job. But they all added up.

Some aspects of discrimination,
like the tendency of men to overlook
women's comments in a meeting,
can also be somewhat intangible,
said Jacqueline Hewitt, a professor
of physics and a committee member.
“These things, like how much of a
voice you have in the decision-malg-
ing process, are not so easily quanti-
fied,” she said.

The tenured women faculty and
the dean, the report says, *found that
discrimination consists of a pattern
of powerful but unrecognized as-
sumptions and attitudes that work
systematically against women fac-
ulty even in the light of obvious goqd
will. Like many discoveries, at first it
is startling and unexpected. Once

you ‘get it it seems almost obvi-
ous.” ‘Do other elite universities
‘get it’ better than M.LT.?" the re-
port, which is posted on the Web at
http://web.mit.edu/fnl/women/
women.html

continues. “‘No, and indeed a com-
mon defense for M.LT.'s small num-

Tech and Harvard are doing just as

" badly.” But to be as bad as these
female professor compared-with 47 -

unenlightened institutions is not a
defense we should take!”

M.LT. officials and faculty mem-
bers involved in the report met today
to consider their next steps. Lotte
Bailyn, the chairwoman of the fac-
ulty and an expert on workplace
equality, ‘said the group had dis-
cussed trying to spread similar ini-
tiatives to the rest of the university.

The report recomniended contin-
ued vigilance, noting that in the
School of Science there had never
been a female department head or
associate head. It made many other
recommendations, including a year-
ly collection of *‘equity data” and the
dismissal of administrators who
knowingly discriminated.

It also pointed out that there was
still a long way to go.

“I think what was accomplished
here was extraordinary,” Dr. Hop-
kins said. “However, the number of
people involved in this initiative was
tiny, and the number of years it took
us to understand it as well as we do is
five years, and most of the people at
M.LT. have still barely heard of it.

“‘The challenge now,” she said, “'is
what can you do so that this wonder-
ful thing that has happened can be-
come automatic and institutional-
ized?”
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CONGRESS

Senators Clash Over U.S. Role
Ina NATO Bombing Campaign

By ERIC SCHMITT

WASHINGTON, March 22 — A
handful of Senators clashed today
over the American role in a NATO
air campaign if Belgrade refuses to
sign the peace accord. ]

“The White House invited Congres-
sional leaders to discuss plans for
Kosovo on Tuesday, the same day
that the Senate is to vote on a meas-
ure to cut off the money for Ameri-
can'troops to engage in a NATO

operation in Kosovo unless Congress:

gives prior approval.

“Don’t get me wrong, I think Milo-
seévic is a tyrant,” said Senator Don
Nickles of Oklahoma, the Republican
whip. “It still doesn’t mean we
should go to war with Serbia. And if
we start a massive bombing cam-
paign, we're going tc war.”

Senator Kay Bailey Hutchison, a
Texas Republican, complained that
the -Administration had not sought
prior congressional approval for
American participation in a bombing
campaign of Serbia.

“We're now picking sides in a civil
war where the U.S. security interests
are not clear,” she said.

‘But she and other Republicans ac-
knowledged sensitivity to the timing
of the vote, given that officials are
trying to negotiate a cease-fire and

settlement in Kosovo.

Democrats urged that the Senate
postpone the vote. They conceded
that the White House needed to ex-
plain in a primetime television ad-
dress what American interests were
served in Kosovo. But they said the
United States had a moral obligation
to end the fighting as well as a na-
tional security interest to halt the
conflict before it spreads and de-
stabilizes southern Europe.

“It’s about genocide and ethnic
cleansing,” said Senator Joseph R.
Biden Jr. of Delaware, the ranking’
Democrat on the Foreign Relations
Committee, who indicated that he
would support military action. -

A test vote on the measure, spon-
sored by the Senate majority leader,
Trent Lott, Republican of Mississip-
pi, and Senator Hutchison, was ex-
pected on Tuesday. Mr: Lott needs 60
votes in the 100-member Senate to
overcome procedural barriers put up
by Democrats and prevail, which
many believe is unlikely.

The House earlier this month nar-
rowly passed a nonbinding resolution
expressing support for sending Unit-
ed States troops to Kosovo as part of
a future NATO peacekeeping force.

U.N. Warns U.S. on Payments

By PAUL LEWIS

UNITED NATIONS, March 22 —
The United States will need to pay at
least $250 million to the United Na-
tions this year if it is to avoid losing
its vote in the General Assembly, the
senior financial officer of the United
Nations$ has warned.

The Under Secretary General for
Finance and Management, Joseph
Connor, pointed out that the figure
was -appreciably more than the §197
million that the United States paid
toward the end of last year to avoid
losing its vote in the Assembly this
year.

Under Article 19 of the United Na-

tions Charter, a country cannot vote:

in the General Assembly if its total
unpaid dues exceed the sum of its
total assessments for the last two
years. The United States’ vote in the
Security Council, which is far more
powerful than the General Assem-
bly, would not be affected.

.Mr. Connor said it was becoming
increasingly difficult for the United
States to avoid losing its vote for two
reasons. The first is that the cost of

Do you have The Times delivered?

peacekeeping operations is falling
rapidly. That reduces the assess-
ment, increasing the risk that total
United States debts to the United
Nations of $1.6 billion would exceed
its last two annual membership bills.

A second difficulty is the tendency
for Congress to place conditions on
United Nations payments such as
freezing the budget and seeking as-
surances that the organization will
not createran, international army.

That slows the rate at which the
Administration can hand over the
money, after Congressional approv-
al, Mr. Connor said last week.

The most striking change in the
United Nations finances he discussed
was the decline in peacekeeping
costs. After bumping along for most
of the United Nations’ history at
around $400 million a year, the
peacekeeping budget took off in 1992,
climbing rapidly to more than $3
billion in 1994 and 1995. But 1996
brought a sharp decline, to just un-
der $1.5 billion.

The budget has fallen further, to
an expected $900 million this year,
and it is projected at $650 million in
1999, after decisions to phase out
operations in Angola and Macedonia.

he New Pork Times

TUESDAY, MARCH 23, 1999
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MEMORANDUM

To: Karen Tramontano
From: Karen Nussbaum¥N
Re: Scheduling Opportunities
Date: March 11, 1999

With the heightened interest in equal pay and the on-going concern about working
women as a constituency, we have excellent opportunities for White House principals to speak
out on the issues and connect with working women.

. Ask A Working Woman Survey
Throughout this year we will be asking working women about their priorities as
we approach the year 2000. Thousands of groups of women, union and unrepresented,
will discuss the issues and become part of an effort to make their voices heard. We
would love to have a White House principal join us in a kick-off or key regional event, and
become part of the national story of Ask A Working Woman.

We can produce either a roundtable of a dozen women, a town hall meeting of

& hundreds, or anything in between in any of 15 - 20 cities over the next few months. We
D ything y
@ have many partners, including the League of Women Voters, the YWCA, the Business
' and Professional Women and others.
A |
N We have tentative events scheduled in the following cities:

Detroit, March 12
Chicago, March 31-April | or April 20

Q\ Hartford, April 16.

IS NN
S o

We are able to schedule events at your convenience in almost any mid-size or
major city April through June.

. Yo join the Working Women Working Together Network call toll-free 1-888-97- g



MEMO - Karen Tramontano
Page 2
March 11, 1999

. Regional Equal Pay Event
Twenty-four states introduced strong equal pay/pay equity legislation in
conjunction with the release of our report last week. Thirty-five states are active on the
issue. A White House principal joining us at an event in a key city would be an excellent
way to deliver the message in this national campaign. We can stage an event in one or
more of a dozen cities.
. Equal Pay Day, April 8"

We hope to be very involved in any plans for a White House event in Washington.
However, if there is an interest in having an event outside of Washington, there are
excellent opportunities — at a 74 cent lunch for working women, or a roundtable
discussion covering a range of occupations and including husbands, for example.

. Working Women Conference 2000
More than 5,000 working women — from every job and region, union and
unrepresented — will gather in Chicago on March 11-12, 2000 to set an agenda for 2000
and beyond. This will be the largest gathering of its kind, will train thousands of women,
and will send a powerful message about the importance of women’s economic agenda.
We would be especially interested in having Mrs. Clinton or Vice-President Gore join us.

Please be aware that we are also working with the White House Women’s Office.
Attached please find a list of recent press clippings, and possible cites for events.

KN:fk
opeiu#2, afl-cio

Enclosures



States with Legislative Campaigns

Alabama

Delaware

Florida

Georgia

Hawati

[llinois

Indiana

[owa

Kansas

Kentucky (prefiled tor 2000 session)
Maine (regulation drafting)
Massachusetts
Michigan

Missouri

Nevada

New York

Ohio

Oklahoma
Pennsylvania

Rhode Island (funding)
South Carolina

Texas

Wisconsin

States and cities for possible Equal Pay Events

Dover, Delaware - March 15 event to introduce legislation

Honolulu, Hawaii

Tallahassee, Florida - March 16 press conference and introduction of the legislation
Springfield, Illinois - March 18 Women’s Conference and Lobbying Day
Indiana

Kentucky :

Lansing, Michigan - April 8 - Equal Pay Day rally

New York

Ohio

South Carolina

Seattle, Washington - Third week in March

Wisconsin

Ask A Working Woman events can be arranged in any location



In New York, as across the nation, working women
earn less than working men. The price tag for pay
inequality is huge. According to an analysis of govern-
ment wage data, paying women less than comparable
men—those of the same age, with the same education,
who work the same number of hours—costs working
women'’s families in the state a staggering $11.8 billion
each year.

Pay Inequality Translates into
Large Wage Gaps for Women
and People of Color

One of the most common measures of earnings
inequality is the “wage gap,” a figure reflecting wage
differences between groups of workers. The “gender
wage gap” used in this study is the difference in weekly
wages for women and men working full-time, while the
“minority wage gap” reflects differences between minor-
ity and nonminority full-time workers:

® Across the nation, women eam 74 cents for every
dollar eamed by men. A typical woman in New
York earns 80 cents for every man’s dollar, or
$118 less per week. The gender wage gap is
larger for women of color. They earn $180 less
than men overall, or 70 cents for every man’s dol-
lar. Nationally, women of color earn 64 cents for
every dollar that men overall earn.

® Although New York appears to do relatively well
on gender inequality, the better overall position of
women is largely due to the very low wages of
minority men rather than the relative gains made
by women.

* Minority wage gaps differ slightly between the
state and the nation. New York's women of color
eamn $96 less weekly than white women, or 82
cents for every dollar white women earn; women
of color nationally earn 80 cents for every dollar
white women earn. Men of color in the state earn

Equal Pay in
NEW YORK

Without It, Working Families
Lose $11.8 Billion Each Year

$242 less weekly than white men. or 65 cents for
every dollar. Nationally, the ratio for men of
color is 66 cents for every dollar white men eamn.

Wage Gaps in New York

Median Weekly Eamings for Full-Time Workers, 1997

]

"Women : Men | Gender

i | Wage

| : | Gap
All Workers . $485 | $603 ' $118
White $519 | $692 | $173
Minority '$423 | s450 |§ 27
Minority '$ 96 | $242 . N/A

Wage Gap ! i !

Raising Women’s Wages
Would Increase Family Income
and Cut Poverty

Gender inequality in the workplace reduces women's
wages and hurts their families. Paying New York
women as much as comparable men would dramatically
raise family incomes and reduce poverty rates:

® Single mothers’ earnings would rise an average
of $4,789 annually, cutting poverty rates for their
families by one-half, from 21.2 percent to 10.5
percent.

® Single women with no children would earn an
additional $3,430 annually, and their poverty
rates would fall from 6.2 percent to 0.4 percent.

* Married women’s earnings would rise an addi-
tional $4,148, reducing their families’ poverty
rates from 1.9 percent to 0.7 percent.

AFL-CIO Working Women's Dept. * 815 I6th St., N.W. ¢ Washington, D.C. 20006 * 202-637-5064 * Fax: 202-508-6902
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Family Poverty Rates

With and Without Equal Pay in New York

25
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Poverty Rate

Singe Mom _ Single Married

Pay Equity Would Boost Pay for
Women and Men in Predominately
Female Jobs in New York

Women and men suffer from a pervasive form of
wage discrimination: Workers in female-dominated
jobs—secretaries, cashiers, LPNs, child care providers
and others in jobs with 70 percent or more women work-
ers—are paid less than similar workers in jobs not domi-
nated by women. Correcting these inequities by paying
. women and men in predominately female jobs the same
as similar workers in nonfemale-dominated jobs would
significantly boost their earnings:

® Annual wages for women in these jobs would rise
16.4 percent, or an average of $3,506.

® Wages for minority women in these jobs would
grow 19 percent, or $3.930.

® Yearly raises for the 11 percent of men in female-
dominated jobs would average $6,457.

® A higher percentage of minority men (17.6 per-
cent) work in female-dominated jobs. They
would gain $5.590 on average.

Union Representation Boosts Pay
and Makes It More Equal

Union representation brings wage setting into the
open and helps ensure that employers rely on objective

factors—skill, effort and responsibility—to set pay rates.

Unions markedly boost wages for all represented work-
ers, especially for those most likely to encounter dis-
crimination in pay or other employment terms.
Unionized workers in New York show the powerful and
positive effect of union representation on wages:

®* Among full-ume workers, women represented by
unions earn an average of $64, or 13.9 percent.
more per week than women with nonuruon jobs.
The gain for men with union jobs averages 587,
or 15.1 percent, more per week.

¢ Among full-ime workers, minority women with
urion jobs earn $74. or 18.5 percent. more each
week for full-time work than minority women in
nonunion jobs. Minority men in union jobs earn
$150, or 37.5 percent, more than their nonunion
counterparts.

® The minority wage gap for men with union jdbs
is more than two-fifths less than that for nonunion
workers, $162 versus $280.

Union Wage Advantag
by Gender and Minority Statu
in New York

Median Weekly Eamings for Full-Time Workers, 1997

 Union ‘I Nonunion | Union

: ' . Wage

. | | Advantage

i ' ; -
All Women '$525 | $461 | $ 64

White Women | $596 | $481 | $115

Minority Women | $474 | $400 | § 74

All Men '$662 | $575 | § 87

White Men ,$712 | $680 | $ 32

Minority Men | $550 | $400 | $150

Note on sources and methodology: Data in this fact sheet are
from Institute for Women's Policy Research (TWPR) calculations
from the Current Population Survey (CPS) March Demographic
Supplements, 1995-97, for calendar years 1994-96: the CPS Outgoing
Rotation Group File, 1997; and published and unpublished data from
the U.S. Department of Labor. Bureau of Labor Statistics. All dollar
amounts are in 1997 dollars. Minority workers (people of color)
include African Americans, Asian Americans. Pacific Islanders.
Native Americans, Aleut Eskimos and Hispanics of any race. Union
workers are union members or workers covered by collective
bargaining agreements. Estimates of family incore losses. women's
earnings gains and poverty rate reductions are based on a statistical
model that controls for differences between men and women in age,
education and annual hours of work. Estimates of the wage effect of
working in female-dominated jobs use statistical techniques to adjust
workers' earnings as if they did not work in such jobs, but everything
else remained the same (gender, educational attainment, race, marital
status. parental status, residence in a metropolitan area. region. firm
size, industry and yearly hours of work).

This report was produced as a joint project by the AFL-CIO and the Insttute for Women's Policy Research (TWPR). For more information. call the
AFL-CIO Working Women's Department at 202-637-5064 or ITWPR at 202-785-5100.




IF YOU'RE A WOMAN In America today, chances are 99
" in 100 that Yyou will spohd at Ioast part of your life working for pay.
- A .,‘ B
But the chances aren’t as good that you'll be heard when
it comes to REALLY SOLVING PROBLEMS working women face
| every day—tho Iong hours or second Job that pays the bills but
| koops you away from your famlly, tho hard work and hlgh skills

...The new survey for every
woman who:fwants_ to make changes

IO SO e



WE ASKED WORKING WOMEN in 1997 what they cared about ™

the most. More than 50,000
working women in every
kind of job responded with
a clear message.

You told us:

YOUR FAMILIES DEPEND ON YOU. Nearly two-
thirds of working women report that they provide half
or more of their household income.

IT'S HIGH TIME YOU GOT EQUAL PAY AND
BASIC BENEFITS. Nearly every woman thinks equal
pay is important—and so do most men. Many are
concerned about low pay on the one hand, the
“glass ceiling” on the other and all kinds of pay
and benefits problems in between.

TIME IS IN SHORT SUPPLY! You're working
more hours than ever before. But just when you need
time, paid benefits such as sick leave, vacation and

paid family leave are harder to come by. You are juggling

your work and your family—most of you have children
at home or elderly relatives you are responsible for,
but not even one in 10 of you has a job that provides
help for child care or elder care.

We got down to work—

In unions, women's and civil rights organizations,
community and religious-based groups we got to work—
to take on some of the biggest issues.

EQUAL PAY.’ We are introducing strong legislation
in 20 states to expand equal pay laws.

RETIREMENT. We're working to make sure Social
Security is there for all of us when we need it, and that
it doesn't become a “winners and losers” gamble.

CHILD CARE, AFTER-SCHOOL CARE AND
SCHOOLS. We won more money for after-school
programs, for more school teachers and for basic
child care services, but it's not nearly enough for
quality care parents can depend on.

S_—

HEALTH CARE. We have lots more to do to win
affordable, quality heaith care for all.

‘Now it’s time to gather together in lunchrooms

and living rooms, kitchens and conferences to
talk about what matters the most to us as
working women and our hopes for 2000 and
beyond.
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Your concerns will become our mandate when thousands
of working women meet in Chicago on March 11-12, 2000,
at WORKING WOMEN CONFERENCE 2000. No matter where
you work, whether you're a union member or not, just
starting out or facing retirement, striving to get ahead or
simply struggling to get by, you can join us at Working
Women Conference 2000. Fill out the form on the back
of the survey to get more information or call us toll-free
at 1-888-971-9797. '

WORKING WOMEN'S DEPARTMENT, AFL-CIO




ASK A WORKING WOMAN SURVEY

Niscuss the questions below in a group if you can—whether it is two of you over coffee or 2,000 at a conference—
A answer it on your own. Everyone should fill in her own form and send it on to Ask A Working Woman, AFL-CIO,
Ay 515 16th St., N.W., Washington, DC 20006.

3. Do you think an organization for working women

Your concerns will be added to those of thousands could help you achieve some of these goals?
of other working women and will set the priorities for O Yes 7 No

change in workplaces and in laws. We'll present the
findings at WORKING WOMEN CONFERENCE 2000
in Chicago, March 11-12, 2000.

What are the qualities or characteristics you want
in an organization? (For example, listens to your
concerns; enough clout to get the job done.)

ALL SURVEY RESPONSES ARE KEPT COMPLETELY CONFIDENTIAL.

1. If you could make changes on the job, what would
_be your highest priorities? CHECK THREE.

[0 Child care and after-school care
_.J Elder care
‘T Equal pay
0 Higher pay/promotions
T More control over work hours
. (shift work, overtime, truly flexible schedules)
,':_;D Respect on the job
41 Safe work environment
“ 1 Retirement security
Health insurance
., Fair pay and benefits for parttime, temporary and
< contract workers
A0 Job security
~[J Stronger programs to end discrimination and
1 sexual harassment
I Career development and training

4. We will elect a new President of the United States
in 2000. If you could tell him or her one thing about
what it's like to be a working woman, what would

you say?

5. We'd like to know a little about you. This will help
us know that we are reaching a wide variety of
working women. All of this information is confidential.

Age i

Occupation

P—.—."........‘.l.................................

#12, Indicate your top TWO cholces for laws that would
Amost improve your life as a working woman.

[J Stronger equal pay/pay equity laws

{1 Laws to improve the quality and affordability

of child care and after-school care

“* [J Laws to improve the quality and affordability

%1 of health care

s ] Laws to strengthen pensions and Social Security
#  to make retirement more secure

#5 Laws to expand Family and Medical Leave and

‘ to provide for paid leave

&1L ] Laws to ensure that workers who are in parttime,
temporary or contract jobs are treated fairly when
it comes to pay and benefits

Stronger Affirmative Action laws to provide more
opportunities for all women

Other (please specify)

Do you work [J Parttime or [ Fulltime?

Do you work more than one job? [ Yes (J No
Do you have children under 18?7 (0 Yes [ No
If yes, how many?

Are you caring for an elderly or disabled adult?
1 Yes O No

What is your yearly income?

Marital status: [ Married O Unmarried with partner
[J Single, Widowed, Divorced
What is your race/ethnicity?

Are you a member of a union? ] Yes [0 No

If yes, Union Local

What other organizations, if any, are you a member of?




YES! | want to get the results of this survey and would like
more information about Working Women Conference 2000.

PLEASE PRINT

Name

Organization/Union Local

Street Address

City State Zip Code

Home Phone Work Phone

E-mail

PLACE
STAMP
HERE

Ask A Working Woman
Working Women’s Department
AFL-CIO

815 16th St., N.W.

Washington, DC 20006

1-888-971-9797 www.aflcio.orgiwomen.htm B women@aflcio.org

TO FOLD AND MAIL SURVEY:

DETACH THIS PAGE. FOLD IN THIRDS WITH THE

ASK A WORKING WOMAN ADDRESS ON THE OUTSIDE.
CLOSE WITH TAPE, ADD STAMP AND MAIL.

001



Press Summary for “Equal Pay for Working Families” Report

Outlet
Washington Post
New York Times
Boston Globe
Boston Herald
LA Times
Orange County Register
St. Louis Post Dispatch
Newsday
Kansas City Star
Houston Chronicle
Business Week
Hartford Courant

' The Record
Bloomberg News
Knight Ridder
Gannett
Columbus Dispatch
Honolulu Star Bulletin
Hearst Newspapers
Medill News Service
Newhouse News
Madison Capitol Times
Capitol News Service
BNA
Indiana Times
Statesman Journal
Des Moines Register
Marketplace
Birmingham News
Tol. Blade/Pitts. Post Gaz.
Press Associates
Scripps Howard
USA Today
Lincoln Journal Star
Daytona Beach News Journal
Rocky Mountain News
Sacramento Bee
Oakland Tribune
Chicago Sun-Times
Washington Times
Buffalo News
Tucson Citizen Newspaper



Indiana Business Journal
Associated Press/Telegraph Herald
Capital Times (op-ed)
Fresno Bee

Bismarck Tribune

The Record

The Tribune (Mesa. Arizona)
PurseStrings

St. Paul Pioneer Press
Business Journal, Phoenix
Michigan Report
Montana Standard
Lansing State Journal

In Pittsburgh

Ventura County Star
Patriot News

Asbury Press, NJ

Detroit Free Press

Detroit News

Fort Worth Star Telegram
Seattle Post-Intelligencer
Seven Days

Electronic Media

Conus TV

KEYE TV(Austin, TX)
WIBK TV (Detroit, MI)
WHAS TV (Louisville, KY)
KTRK TV (Houston, TX)
KVUE TV (Austin, TX)
WISC TV (Madison, WI)
KHOU TV (Houston, TX)
KWCH TV (Wichita, KS)
KPFA radio

WNYC New York

World News Tonight
Pacifica Radio
Washington Radio

ABC Radio

ABC

Jeremy Steiner

Good Morming America
WHO TV- Des Moines/NBC
Sean McLaughlin

Polly Sheridan
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CEA/Commerce/Treasury Proposal

We prefer continuing data collection based on current EEO forms, plus additional funding for
more enforcement by EEOC. The additiona) enforcement would permit up-to-date, detailed,
targeted data collection where needed to support enforcement actions. We are concerned that any
general data collection proposal will not improve enforcement targeting significantly, and will
create significant costs for business compliance.

Altemnatively, if additional data collection is required, we propose an expansion of OFCCP data
collection on Federal contractors — which cover 60% of the firms in the EEO1 universe.

(1) A technical commission appointed by the President would make specific recommendations
on the most cost-effective approach to collecting information for evaluation and enforcement of
equal pay and initiate research to provide a preliminary screening to create profiles of gender
differences in wages by occupation, industry, and labor market area.

(a) The Commission would report within 6 months of appointment, on approaches 10
collecting information and OFCCP would weigh its recommendations (along with public
comments from interested parties) in the formulation of revisions to the 60/2 forms to implement
additional data collection. ‘

(b) The Commission would report by the end of the next six months on profile research
depicting profiles of gender differences in wages.

(2) OFCCP would collect the additional information on Federal contractors beginning one year
after enactment initially focused op the industries profile by the Commission research, Firms in
industries, identified by Commission research, would be surveyed every other year. Data on
specific firms would remain confidential but could be used both for area market profiling and
gniding enforcement actions. We also recormmend additional funding for enforcement, as
OFCCP and EEOC will require new resources to move away from its current focus on
complaint-driven investigations.
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EEOC K//:‘QUIREMENTS TO IMPLEMENT DASCILE BILL

The legislation 1.)uld charge the existing Office of Research, Information and Planning
(ORIP) at the Ec; . al Employment Opportunity Commission with two tasks:

Within one yeat zind six months evaluate the current knowledge and sources of data
available to the fi:deral government rclating to the gender pay gap; identify gaps in the
available data; & .| consult with relevant agencics, including the Departments of Labor,
Treasury and Céiimerce. Authorized with such funds as necessary.

Legislation lm%il,mcntatlon
The EEC:.” would Report results of the above evaluation of what pay data is
ava.llablc. and also within one year and 6 months from passage of thc Iegislation
identify 111z best method for collecting necessary data for enforcing the Equal Pay
Act andﬂ 30 considering factors including:
I

" Enforcing relevant laws;
* Imposition of burdcn on busincss to cnforce laws;
* Use of appropriate data collection vehicles and preliminary

techniques to identify businesses from which the data is most
likely to be useful to EEOC and/or OFCCP;

Implementatioh:l

. Uullzatu .of an expert panel such as the National Academy of Sciences, National
Rcscarch (Zouncil or a comparable organization to examine existing literature on
pay dJspl, itics, to develop procedures for relevant analyses (such as standards for
the dcvel'upment of statistical evidence), to identify necessary data for such
analyses nad to determine where such data exists and where new data collection
efforts w:uld be necessary. The burden of such data collection on business would
be ascert .ned. The cost of this research would be $6 million..

]
Utilize pilot stu:('j'.-ias, sampling, and/or othcr means as deemed necessary by EROC during
the implcmcntaﬁ;;‘é-n period.

Implementatiolfig .

. Althoug:ﬁ the Panel's research will dictate the data collection that is necessary,
such effc s can be estimated by projecting a 25 pcrcent sample of EEO-1 filers to
provide ¢ pplemental wage data. The cost of this sample would be $2.4 million.



. Examine‘:mployer data to test procedures for identifying and remedying pay
inequitie:. Data will utilize existing data from State and local governments to
develop |:.0cedures for identifying areas where enforcement cfforts would be
most cfﬁé:icnt. The cost of enhanced staff for conducting such research, and
prcparati«é;i.’t of studies and othcr analyses would be $2 million.

COST SUMMARY.

‘Enhanced Staff Support ;fi;;g"_Conducting Research,
preparation of studies anﬁ}{pther analyses

Research and Dcvclopm‘;:iu:t' Contracts

New Pay Equity Data Cc%'
payroll data by job categg:

:ction - expand EEO-1 to include

'y (25% sample for payroll)

TOTAIL

2 million
6 million

2.4 million

10.4 million
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CEA/Commerce/Treasury Proposal

We prefer continuing data collection based on current EEO forms, plus additional funding for
more enforcement by EEOC. The additional enforcement would permit up-to-date, detailed,
targeted data collection where needed to support enforcement actions. We are concerned that any
general data collection proposal will not improve enforcement targeting significantly, and will
create significant costs for business compliance.

Alternatively, if additional data collection is required, we propose an expansion of OFCCP data
collection on Federal contractors — which cover 60% of the firms in the EEO1 universe.

(1) A technical commission appointed by the President would make specific recommendations
on the most cost-cffective approach to collecting information for evaluation and enforcement of
equal pay and initiate research to provide a preliminary screening to create profiles of gender
differences in wages by occupatton, industry, and labor market area.

(a) The Commission would report within 6 months of appointment, on approachcs 10
collecting information and OFCCP would weigh its recommendations (along with public
comments from interested parties) in the formulation of revisions to the 60/2 forms to implement
additional data collection.

(b) The Commission would report by the end of the next six months on profile research
depicting profiles of gender differences in wages.

(2) OFCCP would collect the additional information on Federal contractors beginning one year
aftcr cnactment initially focused on the industries profile by the Commission research. Firms in
industries, identified by Commission research, would be surveyed every other year. Data on
specific firms would remain confidential but could be used both for area market profiling and
guiding enforcement actions. We also recommend additional funding for enforcement, as
OFCCP and EEQC will require new resources to move away from its current focus on
complaint-driven investigations.
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CEA/Commerce/Treasury Proposal

We prefer continuing data collection based on current EEO forms, plus additional funding for
more enforcement by EEOC. The additional enforcement would permit up-to-date, detailed,
targeted data collection where needed to support enforcement actions. We are concerned that any

general data collection proposal will not improve enforcement targeting significantly, and will
create significant costs for business compliance.

Alternatively, if additional data collection is required, we propose an expansion of OFCCP data
collection on Federal contractors — which cover 60% of the firms in the EEO1 universe.

(1) A technical commission appointed by the President would make specific recommendations
on the most cost-cffective approach to collecting information for evaluation and enforcement of
equal pay and initiate research to provide a preliminary screening to create profiles of gender
differences in wages by occupation, industry, and labor market area.

(a) The Commission would report within 6 months of appointment, on approachcs to
collecting information and OFCCP would weigh its recommendations (along with public
comments from interested parties) in the formulation of revisions to the 60/2 forms to implement
additional data collection.

(b) The Commission would report by the end of the next six months on profile research
depicting profiles of gender differences 1n wages.

(2) OFCCP would collect the additional information on Federal contractors beginning one year
aftcr cnactment initially focused on the industries profile by the Commission research. Firms in
industries, identified by Commission research, would be surveyed every other year. Data on
specific firms would remain confidential but could be used both for area market profiling and
guiding enforcement actions. We also recommend additional funding for enforcement, as
OFCCP and EEQC will require new resources to move away from its current focus on
complaint-driven investigations.



Equal Pay Data Collection Alternative

Strategy for more effective pay discrimination enforcement

OMB recommends a three-prong approach as outlined below to move forward on pay

discrimination issues.

Q

Implement a two year pilot conducted by OFCCP of approximately 50 randomly
selected large Federal contractors (more than 250 employees) annually to evaluate more
detailed information on pay disparities. The information would include pay by job
class (that is currently required by OFCCP) and average earnings for men, women,
white, and minority workers within each job class. This information would be used as
“red flag” signals of pay disparities that might indicate pay discrimination. OFCCP
could follow up with an on-site audit to determine whether discrimination has indeed
occurred. '

OFCCP would collect and evaluate detailed data including the number of firms for
which at least one job class was “flagged” for pay differentials; the number of job
classes that were “flagged” for pay differentials in at least one firm; and the number of
firms and job classes for which discrimination was eventually discovered. In addition,
OFCCP would collect information on the costs to the Federal government, and ask
the selected firms to estimate their cost of providing the information.

OFCCP would be required to first offer compliance assistance to firms where pay
discrimination is discovered. If compliance assistance is accepted, OFCCP would
collect data on both public and private sector costs of providing the assistance. If
compliance assistance is refused, then OFCCP may proceed to enforcement action.
OFCCP would collect information on how much firms spend to attempt to prove
nondiscrimination; and of the firms that refuse compliance assistance, how many firms

settle immediately with OFCCP by providing back-pay.

The information collected will be used to assess the relationship between “pay
differentials” and “pay discrimination” at the company level. If the pilot shows little
relationship between the two, OFCCP should work with employees, employee
representatives, and employers to identify more meaningful categories of information.
If the information collected demonstrates a useful relationship between pay
differentials and pay discrimination, then the pilot should be expanded.

Supplement a current data collection instrument to collect the necessary information,
such as education and experience, to effectively measure discrimination. In the long
term, the information generated would allow for improved targeting of investigations
by industry, firm size, or by other relevant indices and could provide outcome
measures to monitor the effectiveness of efforts to enforce pay equity. Input from
statistical agencies would be necessary to determine the most appropriate data



collection instrument to modify. One option would be to add a few questions
concerning education and experience to a household survey. Another would be to
augment establishment surveys, with demographic information on employees.

This effort would be particularly helpful to the EEOC for targeting its resources in the
future. Given that EEOC is mainly charge driven, receiving approximately 1,000
equal pay cases out of 80,000 annually, focusing on industry wide data would be more
cost effective than collecting data on'a company basis. This will provide the data
needed to file Commissioner charges and gain basic knowledge about where the
problems are likely to exist (i.e., industry, region, etc.) without imposing the burden of
collecting data on individual companies.

Issue a Presidential Directive to OPM to include a review of comparable worth in its
comprehensive study and proposals for redesign of the Federal government’s
compensation system. He will also direct OPM to include features that will address
gender equity issues in the Federal compensation system. OPM will report its findings
and recommendations to the President in 2002.



Equal Pay Data Collection Alternative

Strategy for more effective pay discrimination enforcement

OMB recommends a three-prong approach as outlined below to move forward on pay
discrimination issues.

Q

Implement a two year pilot conducted by OFCCP of approximately 50 randomly
selected large Federal contractors (more than 250 employees) annually to evaluate more
detailed information on pay disparities. The information would include pay by job
class (that is currently required by OFCCP) and average earnings for men, women,
white, and minority workers within each job class. This information would be used as
“red flag” signals of pay disparities that might indicate pay discrimination. OFCCP
could follow up with an on-site audit to determine whether discrimination has indeed
occurred.

OFCCP would collect and evaluate detailed data including the number of firms for
which at least one job class was “flagged” for pay differentials; the number of job
classes that were “flagged” for pay differentials in at least one firm; and the number of
firms and job classes for which discrimination was eventually discovered. In addition,
OFCCP would collect information on the costs to the Federal government, and ask
the selected firms to estimate their cost of providing the information.

OFCCP would be required to first offer compliance assistance to firms where pay
discrimination is discovered. If compliance assistance is accepted, OFCCP would
collect data on both public and private sector costs of providing the assistance. If
compliance assistance is refused, then OFCCP may proceed to enforcement action.
OFCCP would collect information on how much firms spend to attempt to prove
nondiscrimination; and of the firms that refuse compliance assistance, how many firms

settle immediately with OFCCP by providing back-pay.

The information collected will be used to assess the relationship between “pay
differentials” and “pay discrimination” at the company level. If the pilot shows little
relationship between the two, OFCCP should work with employees, employee
representatives, and employers to identify more meaningful categories of information.
If the information collected demonstrates a useful relationship between pay
differentials and pay discrimination, then the pilot should be expanded.

Supplement a current data collection instrument to collect the necessary information,
such as education and experience, to effectively measure discrimination. In the long
term, the information generated would allow for improved targeting of investigations
by industry, firm size, or by other relevant indices and could provide outcome
measures to monitor the effectiveness of efforts to enforce pay equity. Input from
statistical agencies would be necessary to determine the most appropriate data



collection instrument to modify. One option would be to add a few questions
concerning education and experience to a household survey. Another would be to
augment establishment surveys, with demographic information on employees.

This effort would be particularly helpful to the EEOC for targeting its resources in the
future. Given that EEOC is mainly charge driven, receiving approximately 1,000 '
equal pay cases out of 80,000 annually, focusing on industry wide data would be more
cost effective than collecting data on'a company basis. This will provide the data
needed to file Commissioner charges and gain basic knowledge about where the
problems are likely to exist (i.e., industry, region, etc.) without imposing the burden of
collecting data on individual companies.

Issue a Presidential Directive to OPM to include a review of comparable worth in its
comprehensive study and proposals for redesign of the Federal government’s
compensation system. He will also direct OPM to include features that will address
gender equity issues in the Federal compensation system. OPM will report its findings
and recommendations to the President in 2002.



Equal Pay Data Collection Alternative

Strategy for more effective pay discrimination enforcement

OMB recommends a three-prong approach as outlined below to move forward on pay
discrimination issues.

Q

Implement a two year pilot conducted by OFCCP of approximately 50 randomly
selected large Federal contractors (more than 250 employees) annually to evaluate more
detailed information on pay disparities. The information would include pay by job
class (that is currently required by OFCCP) and average earnings for men, women,
white, and minority workers within each job class. This information would be used as
“red flag” signals of pay disparities that might indicate pay discrimination. OFCCP
could follow up with an on-site audit to determine whether discrimination has indeed
occurred. '

OFCCP would collect and evaluate detailed data including the number of firms for
which at least one job class was “flagged” for pay differentials; the number of job
classes that were “flagged” for pay differentials in at least one firm; and the number of
firms and job classes for which discrimination was eventually discovered. In addition,
OFCCP would collect information on the costs to the Federal government, and ask
the selected firms to estimate their cost of providing the information.

OFCCP would be required to first offer compliance assistance to firms where pay
discrimination is discovered. If compliance assistance is accepted, OFCCP would
collect data on both public and private sector costs of providing the assistance. If
compliance assistance is refused, then OFCCP may proceed to enforcement action.
OFCCP would collect information on how much firms spend to attempt to prove
nondiscrimination; and of the firms that refuse compliance assistance, how many firms

settle immediately with OFCCP by providing back-pay.

The information collected will be used to assess the relationship between “pay
differentials” and “pay discrimination” at the company level. If the pilot shows little
relationship between the two, OFCCP should work with employees, employee
representatives, and employers to identify more meaningful categories of information.
If the information collected demonstrates a useful relationship between pay
differentials and pay discrimination, then the pilot should be expanded.

Supplement a current data collection instrument to collect the necessary information,
such as education and experience, to effectively measure discrimination. In the long
term, the information generated would allow for improved targeting of investigations
by industry, firm size, or by other relevant indices and could provide outcome
measures to monitor the effectiveness of efforts to enforce pay equity. Input from
statistical agencies would be necessary to determine the most appropriate data



collection instrument to modify. One option would be to add a few questions
concerning education and experience to a household survey. Another would be to
augment establishment surveys, with demographic information on employees.

This effort would be particularly helpful to the EEOC for targeting its resources in the
future. Given that EEOC is mainly charge driven, receiving approximately 1,000
equal pay cases out of 80,000 annually, focusing on industry wide data would be more
cost effective than collecting data on'a company basis. This will provide the data
needed to file Commissioner charges and gain basic knowledge about where the
problems are likely to exist (i.e., industry, region, etc.) without imposing the burden of
collecting data on individual companies.

Issue a Presidential Directive to OPM to include a review of comparable worth in its
comprehensive study and proposals for redesign of the Federal government’s
compensation system. He will also direct OPM to include features that will address
gender equity issues in the Federal compensation system. OPM will report its findings
and recommendations to the President in 2002.



Equal Pay Data Collection Alternative

Strategy for more effective pay discrimination enforcement

OMB recommends a three-prong approach as outlined below to move forward on pay
discrimination issues.

Q

Implement a two year pilot conducted by OFCCP of approximately 50 randomly
selected large Federal contractors (more than 250 employees) annually to evaluate more
detailed information on pay disparities. The information would include pay by job
class (that is currently required by OFCCP) and average earnings for men, women,
white, and minority workers within each job class. This information would be used as
“red flag” signals of pay disparities that might indicate pay discrimination. OFCCP
could follow up with an on-site audit to determine whether discrimination has indeed
occurred. '

OFCCP would collect and evaluate detailed data including the number of firms for
which at least one job class was “flagged” for pay differentials; the number of job
classes that were “flagged” for pay differentials in at least one firm; and the number of
firms and job classes for which discrimination was eventually discovered. In addition,
OFCCP would collect information on the costs to the Federal government, and ask
the selected firms to estimate their cost of providing the information.

OFCCP would be required to first offer compliance assistance to firms where pay
discrimination is discovered. If compliance assistance is accepted, OFCCP would
collect data on both public and private sector costs of providing the assistance. If
compliance assistance is refused, then OFCCP may proceed to enforcement action.
OFCCP would collect information on how much firms spend to attempt to prove
nondiscrimination; and of the firms that refuse compliance assistance, how many firms
settle immediately with OFCCP by providing back-pay.

The information collected will be used to assess the relationship between “pay
differentials” and “pay discrimination” at the company level. If the pilot shows little
relationship between the two, OFCCP should work with employees, employee
representatives, and employers to identify more meaningful categories of information.
If the information collected demonstrates a useful relationship between pay
differentials and pay discrimination, then the pilot should be expanded.

Supplement a current data collection instrument to collect the necessary information,
such as education and experience, to effectively measure discrimination. In the long
term, the information generated would allow for improved targeting of investigations
by industry, firm size, or by other relevant indices and could provide outcome
measures to monitor the effectiveness of efforts to enforce pay equity. Input from
statistical agencies would be necessary to determine the most appropriate data



collection instrument to modify. One option would be to add a few questions
concerning education and experience to a household survey. Another would be to
augment establishment surveys, with demographic information on employees.

This effort would be particularly helpful to the EEOC for targeting its resources in the
future. Given that EEOC is mainly charge driven, receiving approximately 1,000 '
equal pay cases out of 80,000 annually, focusing on industry wide data would be more
cost effective than collecting data on'a company basis. This will provide the data
needed to file Commissioner charges and gain basic knowledge about where the
problems are likely to exist (i.e., industry, region, etc.) without imposing the burden of
collecting data on individual companies.

Issue a Presidential Directive to OPM to include a review of comparable worth in its
comprehensive study and proposals for redesign of the Federal government’s
compensation system. He will also direct OPM to include features that will address
gender equity issues in the Federal compensation system. OPM will report its findings
and recommendations to the President in 2002.



Equal Pay Data Collection Alternative

. Strategy for more effective pay discrimination enforcement

OMB recommends a three-prong approach as outlined below to move forward on pay
discrimination issues.

Q

Implement a two year pilot conducted by OFCCP of approximately 50 randomly
selected large Federal contractors (more than 250 employees) annually to evaluate more
detailed information on pay disparities. The information would include pay by job
class (that is currently required by OFCCP) and average earnings for men, women,
white, and minority workers within each job class. This information would be used as
“red flag” signals of pay disparities that might indicate pay discrimination. OFCCP
could follow up with an on-site audit to determine whether discrimination has indeed
occurred.

OFCCP would collect and evaluate detailed data including the number of firms for
which at least one job class was “flagged” for pay differentials; the number of job
classes that were “flagged” for pay differentials in at least one firm; and the number of
firms and job classes for which discrimination was eventually discovered. In addition,
OFCCP would collect information on the costs to the Federal government, and ask
the selected firms to estimate their cost of providing the information.

OFCCP would be required to first offer compliance assistance to firms where pay
discrimination is discovered. If compliance assistance is accepted, OFCCP would
collect data on both public and private sector costs of providing the assistance. If
compliance assistance is refused, then OFCCP may proceed to enforcement action.
OFCCP would collect information on how much firms spend to attempt to prove
nondiscrimination; and of the firms that refuse compliance assistance, how many firms
settle immediately with OFCCP by providing back-pay.

The information collected will be used to assess the relationship between “pay
differentials” and “pay discrimination” at the company level. If the pilot shows little
relationship between the two, OFCCP should work with employees, employee
representatives, and employers to identify more meaningful categories of information.
If the information collected demonstrates a useful relationship between pay
differentials and pay discrimination, then the pilot should be expanded.

Supplement a current data collection instrument to collect the necessary information,
such as education and experience, to effectively measure discrimination. In the long
term, the information generated would allow for improved targeting of investigations
by industry, firm size, or by other relevant indices and could provide outcome
measures to monitor the effectiveness of efforts to enforce pay equity. Input from
statistical agencies would be necessary to determine the most appropriate data



collection instrument to modify. One option would be to add a few questions
concerning education and experience to a household survey. Another would be to
augment establishment surveys, with demographic information on employees.

This effort would be particularly helpful to the EEOC for targeting its resources in the
future. Given that EEOC is mainly charge driven, receiving approximately 1,000 '
equal pay cases out of 80,000 annually, focusing on industry wide data would be more
cost effective than collecting data on a company basts. This will provide the data
needed to file Commissioner charges and gain basic knowledge about where the
problems are likely to exist (i.e., industry, region, etc.) without imposing the burden of
collecting data on individual companies.

Issue a Presidential Directive to OPM to include a review of comparable worth in its
comprehensive study and proposals for redesign of the Federal government’s
compensation system. He will also direct OPM to include features that will address
gender equity issues in the Federal compensation system. OPM will report its findings
and recommendations to the President in 2002.
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CEA/Commerce/Treasury Proposal

We prefer continuing data collection based on current EEO forms, plus additional funding for
more enforcement by EEOC. The additional enforcement would permit up-to-date, detailed,
targeted data collection where needed to support enforcement achions. We are concerned that any
general data collection proposal will not improve enforcement targeting significantly, and will
create significant costs for business compliance.

Alternatively, if additional data collection is required, we propose an expansion of OFCCP data
collection on Federal contractors — which cover 60% of the firms in the EEO1 universe.

(1) A technical commission appointed by the President would make specific recommendations
on the most cost-cffective approach to collecting information for evaluation and enforcement of
equal pay and initiate research to provide a preliminary screening to create profiles of gender
differences in wages by occupation, industry, and labor market area.

(a) The Commission would report within 6 months of appointment, on approachcs to
collecting information and OFCCP would weigh its recommendations (along with public
comments from interested parties) 1n the formulation of revisions to the 60/2 forms to implement
additional data collection.

(b) The Commission would report by the end of the next six months on profile research
depicting profiles of gender differences in wages.

(2) OFCCP would collect the additional information on Federal contractors beginning one year
aftcr cnactment initially focused on the industries profile by the Commission research. Firms in
industries, identified by Commission research, would be surveyed every other year. Data on
specific firms would remain confidential but could be used both for area market profiling and
guiding enforcement actions. We also recommend additional funding for enforcement, as
OFCCP and EEQC will require new resources to move away from its current focus on
complaint-driven investigations.
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Equal Pay Data Collection Alternative

Strategy for more effective pay discrimination enforcement

OMB recommends a three-prong approach as outlined below to move forward on pay
discrimination issues.

Q

Implement a two year pilot conducted by OFCCP of approximately 50 randomly
selected large Federal contractors (more than 250 employees) annually to evaluate more
detailed information on pay disparities. The information would include pay by job
class (that is currently required by OFCCP) and average earnings for men, women,
white, and minority workers within each job class. This information would be used as
“red flag” signals of pay disparities that might indicate pay discrimination. OFCCP
could follow up with an on-site audit to determine whether discrimination has indeed
occurred. |

OFCCP would collect and evaluate detailed data including the number of firms for
which at least one job class was “flagged” for pay differentials; the number of job
classes that were “flagged” for pay differentials in at least one firm; and the number of
firms and job classes for which discrimination was eventually discovered. In addition,
OFCCP would collect information on the costs to the Federal government, and ask
the selected firms to estimate their cost of providing the information.

OFCCP would be required to first offer compliance assistance to firms where pay
discrimination is discovered. If compliance assistance is accepted, OFCCP would
collect data on both public and private sector costs of providing the assistance. If
compliance assistance is refused, then OFCCP may proceed to enforcement action.
OFCCP would collect information on how much firms spend to attempt to prove
nondiscrimination; and of the firms that refuse compliance assistance, how many firms
settle immediately with OFCCP by providing back-pay.

The information collected will be used to assess the relationship between “pay
differentials” and “pay discrimination” at the company level. If the pilot shows little
relationship between the two, OFCCP should work with employees, employee
representatives, and employers to identify more meaningful categories of information.
If the information collected demonstrates a useful relationship between pay
differentials and pay discrimination, then the pilot should be expanded.

Supplement a current data collection instrument to collect the necessary information,
such as education and experience, to effectively measure discrimination. In the long
term, the information generated would allow for improved targeting of investigations
by industry, firm size, or by other relevant indices and could provide outcome
measures to monitor the effectiveness of efforts to enforce pay equity. Input from
statistical agencies would be necessary to determine the most appropriate data



collection instrument to modify. One option would be to add a few questions
concerning education and experience to a household survey. Another would be to
augment establishment surveys, with"demographic information on employees.

This effort would be particularly helpful to the EEOC for targeting its resources in the
future. Given that EEOC is mainly charge driven, receiving approximately 1,000
equal pay cases out of 80,000 annually, focusing on industry wide data would be more
cost effective than collecting data on'a company basis. This will provide the data
needed to file Commissioner charges and gain basic knowledge about where the

- problems are likely to exist (i.e., industry, region, etc.) without imposing the burden of
collecting data on individual companies.

Issue a Presidential Directive to OPM to include a review of comparable worth in its
comprehensive study and proposals for redesign of the Federal government’s
compensation system. He will also direct OPM to include features that will address
gender equity issues in the Federal compensation system. OPM will report its findings
and recommendations to the President in 2002.
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Tom:

I just wanted to give you some thoughts about where we are on equal pay. As you know, I think that the data
collection piece through the EEOC is very bad policy - and we should not to disguise as anything else. It, however,
may be good politics - and that could mean that we should adopt it. In my opinion, if we are going to make a
political decisions, let's do so. But let's not try to mask the decision in good policy - because it is not.

I won't repeat my arguments about why I think collecting pay data through the EEO-1 form is wrong (e.¢., it is a
blunt instrument to achieve the ends the women's groups are looking for, the data includes just earnings, when
compensation is the true measure we should look at, etc.).

However, | do want to say that I believe collecting the data every four years would be a mistake. First. the data for
enforcement purposes would be far less useful - and possibly even harmful - for the EEOC. Let me give you an
example. Suppose Jane Doe files a complaint about her firm - ABC Widget. ABC Widget has not filed a EEO-1
form in the past three years. Three years ago, the company had a problem with pay equity. But they had worked to
correct that problem (even though Jane doesn't believe it has been solved). If the EEOC made an investigation
decision based on this information, they would decide to investigate even though an investigation is not necessary.

Second, the data for information purposes will be dated. Unless the EEQC seeks the expert opinions of economists
at the BLS and the Census, they will likely have biased samples each year and the information that they are provided
will not be useful for targeting or for informing the public. As I said in Friday's meeting, the BLS or Census would
do a far better job providing reliable data on a timely basis.

Finally, let me discuss the political landscape, as | see it. We are somewhat in a box - if what Caroline said about
Daschle's position is correct. If we sign onto the Daschle bill and it includes pay data collection, we have just killed
any chance that the legislation will pass this year. We have turned a potential accomplishment into an issue to fight
over. This is what the women's groups and Daschle may want, but it is hard for me to support the President and Vice
President putting politics ahead of progress.

The other side of the political landscape is that including the pay data may please the women's groups - and that is
important. But it will upset the employer groups - which is likely less important to the Administration. You should
know, though, that if EEOC says the compliance costs are 750,000 hours to file the pay data, the employer groups
will likely put the figure at 7.5 million hours - or an annual cost to business of $75-$150 million (depending on how
you value the time of the worker who has to file the form).

Jon
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CEA/Commerce/Treasury Proposal

We prefer continuing data collection based on current EEO forms, plus additional funding for
more enforcement by EEOC. The additional enforcement would permit up-to-date, detailed,
targeted data collection where needed to support enforcement actions. We are concerned that any
general data collection proposal will not improve enforcemeut targeting significantly, and will
create significant costs for business compliance.

Altematively, if additional data collection is required, we propose an expansion of QFCCP data
collection on Federal contractors — which cover 60% of the firms in the EEO1 universe.

(1) A technical commission appointed by the President would make specific recommendations
on the most cost-cffective approach to collecting information for evaluation and enforcement of
equal pay and initiate research to provide a preliminary screening to create profiles of gender
differences in wages by occupation, industry, and labor market area.

(a) The Commission would report within 6 months of appointment, on approachcs to
collecting information and OFCCP would weigh its recommendations (along with public
comments from interested parties) in the formulation of revisions to the 60/2 forms to implement
additional data collection.

(b) The Commission would report by the end of the next six months on profile research
depicting profiles of gender differences in wages.

(2) OFCCP would collect the additional information on Federal contractors beginning one year
aftcr cnactment initially focused on the industries profile by the Commission research. Firms in
industries, identified by Commission research, would be surveyed every other year. Data on
specific firms would remain confidential but could be used both for area market profiling and
guiding enforcement actions. We also recommend additional funding for enforcement, as
OFCCP and EEOC will require new resources to move away from its current focus on

complaint-driven investigations. L
e p”
N OS/
% 7 5 Y
\ 4 e A



- R AR s A

Democratic Policy Committee )
Hon. Richard A. Gephardt, Chair

H-302, The Capitol
Washington, D.C. 20515 |
Phone: 202-225-6760 Fax: 202-226-0938
FACSIMILE (P_VER SHEET
To: 40\ V///; cézl et
Fax #: Y5 - 743
From: Cassandra Q. Butts, Counsel
Date: 3/ Vo | / 4 Pages (not including cover): !‘,f

Message:

This telecopy transmission and any accompanying documents may contain confidential or privileged
information. They are intended only for use by the individual or entity named on this transmission sheel.
If you are not the intended recipient, you are not authorized 1o disclose, copy, distribute, or use in ary
manner the contents of this information. If you have received this transmission in error, please notify us by
telephone immediately so that we can arrange retrieval of the fixed documents.



Radhe A S wEe S e

Summary of Paycheck Fairness Act

This bill would amend the Equal Pay Act (EPA) and the Civil Rights Act of 1964 to provide
more effective remedies to women who are not being paid equal wages for doing equal work.

1. Enhancement of Equal Pay Requirements

Nonretaliation provision. This provision would amend the EPA to prohibit employers from
penalizing employees for sharing information about their salaries with coworkers. Currently, it
is unlawful under the National Labor Relations Act (NLRA) to discipline or terminate employees
for such discussions. Because of the difficulty of proceeding under NLRA, it is essential to
provide remedies under the EPA as well. '

Enhanced penalties'and Class action formation. This provision would allow for compensatory
and punitive damages not currently available under the EPA. The EPA currently provides only
for liquidated damages — essentially back pay awards — which tend to be very insubstantial.
This provision would also conform EPA procedures for a lawsuit to proceed as a class action
with those provided by the Federal Rules of Civil Procedure. Currently it is very difficult to
proceed as a class action because the EPA, adopted prior to the current form of Rule 23 of the
Federal Rules, requires plaintiffs to opt in to a suit.

Action by Secretary. This provision enables the Equal Employment Opportunities Commission
(EEOC), in addition to private plaintiffs, to pursue claims under the new damage provisions
described above.

2. Collection of Pay Information by the EEOC

Reporting. This provision would add a new category of wage information that by law must be
submitted by employers to the EEOC. It would require employers with one hundred or more
employees to report generalized pay information by race, sex and national origin. This
information would not be available to the public and would not identify employees.

Enforcement and Waiver. In cases of noncompliance with the reporting provision, the EEOC
may apply to a United States District Court for an order requiring compliance. Employers who
find that the requirement would result in undue hardship may request an exemption from the

reporting provision of this section and may bring civil action if the EEOC denies the request for
exemption.

Training. This section requires the EEOC to provide training for its employees to improve the
intake and processing of EPA claims.
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Research, Education, and Outreach. This provision would enhance and promote existing
programs at the Department of Labor and direct the secretary to undertake new initiatives that
include: research in the area of sex-based pay disparities and the dissemination of that
information to interested members of the general public; provide information to employers, such
as voluntary pay guidelines, on means of eradicating sex-based pay disparities; assist State and
local information and educational programs on pay disparities; recognize and promote the
achievements of employers that have made strides to eliminate pay disparities; and convene a
national summit to discuss and highlight the issue of sex-based pay disparities.

Establishment of National Award for Pay Equity in the Workplace. This provision would
establish an award, to be administered by the Women’s Bureau of the Department of Labor, to

recognize and promote the achievements of employers that have made strides to eliminate pay
disparities. '

3. Increased Resources For Enforcement and_ Education

General Resources. This provision would bring the EEOC appropriation level up to that
requested by the President for FY 1997 by adding $36 million to its budget. This provision
would also bring the Department of Labor’s Office of Federal Contract Compliance Program

appropriation level up to that requested by the President for FY 1998 by adding $10 million to its
budget.

Targeted Resources. This provision would authorize $500,000 in supplemental appropriations to
the EEOC to provide training for its employees for intake and processing of EPA claims.

Research, Education, Outreach and National Award. This subsection authorizes $1,000,000 in
additional funding for the Women’s Bureau of the Department of Labor for the activities to
address pay disparities in the workplace, described in the bill.
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IN THE HOUSE OF REPRESENTATIVES

Ms. DELAURO (for herself, Ms. NORTON, and Mr. GEPHARDT) introduced the
following bil; which was referred to the Committee on

A BILL

To amend the Equal Pay Act, the Fair Labor Standards
Act of 1938, and the Civil Rights Act of 1964 to provide
more effective remedies to victims of discrimination in

the payment of wages on the basis of sex, and for other
purposes. -

1 Be it enacted by the Senate and House of Representa-
tives of the United States of America in Congress assembled,
SECTION 1. SHORT TITLE.

This Aet may be cited as the ‘“‘Paycheck Fairness
Act”. |

SEC. 2. FINDINGS.

g O W A WN

Congress finds the following:

June 23, 1997 (11:44 a.m.)
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June 23, 1997 (11:44 am.)

2

(1) Women have entered the workforce in
record numbers.

(2) Even in the 1990s, women earn signifi-
cantly lower pay than men for work on jobs that re-
quire equal skill, effort, and responsibility and that
are performed under similar working conditions.

(3) The existence of such pay disparities—

(A) depresses the wages of working fami-
lies who rely on the wages of all members of the
family to make ends meet;

(B) prevents the optimum utilization of
available labor resources;

(C) has been spread and perpetuated,
through commerce and the channels and mstru-
mentalities of commerce, among the workers of
the several States;

(D) burdens commerce and the free flow of
goods In commerce;

(E) constitutes an unfair method of com-
petition In commerce;

(F) leads to labor disputes bﬁrdening and
obstructing commerce and the free flow of
goods In commerce; and

(@) interferes with the orderly and fair

marketing of goods i commerce.
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June 23, 1997 (11:44 a.m.)

3

(4)(A) Artificial barriers to the elimination of
diserimination in the payment of wages on the basis
of sex continue to exist more than 3 decades after
the enactment of the Fair Labor Standards Aect of
1938 (29 U.S.C. 201 et seq.) and the Civil Rights
Act of 1964 (42 U.S.C. 2000a et seq.).

(B) Elimination of such barriers would have
positive effects, including—
(i) providing a solution to problems in the
economy created by unfair pay disparities;
(ii) substantially reducing the number of
working women earning unfairly low wages,
thereby reducing the dependence on public as-
sistance; and
(iii) promoting stable families by enabling
all family members to earn a fair rate of pay.
(5) Only with increased information about the
provisions added by the Equal Pay Act of 1963 and
generalized wage data, along with more effective
remedies, will women recognize and enforce their
rights to equal pay for work on jobs that require
equal skill, effort, and responsibility and that are
performed under similar working conditions.

(6) Certain employers have already made great

strides in eradicating unfair pay disparities in the
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1 workplace and their achievements should be recog-
2 nized.

3 SEC. 3. ENHANCED ENFORCEMENT OF EQUAL PAY RE-
4 QUIREMENTS.

5 (a) NONRETALIATION PROVISION.—Section 15(a)(3)
6 of the Fair Labor Standards Act of 1938 (29 U.K.C.
7 215(a)(3)) 1s amended—

8 (1) by striking “or has” each place 1t appears
9 and inserting “has’’; and

10 (2) by inserting before the semicolon the follow-
11 ing: “, or has inquired about, discussed, or otherwise
12 disclosed the wages of the employee or another em-
13 ployee”’.

14 (b) ENHANCED PENALTIES.—Section 16(b) of such
15 Act (29 U.S.C. 216(b)) is amended—

16 (1) by inserting after the first sentence the fol-
17 lowing: “Any employer who violates section 6(d)
18 shall additionally be liable for such compensatory or
19 punitive damages as may be appropriate.”’;
20 (2) in the sentence beginning “An action to”,
21 by striking “either of the preceding sentences” and
22 inserting “any of the preceding sentences of this
23 subsection’’;
24 (3) in the sentence beginning ‘“No employees
25 shall”, by striking “No employees” and inserting

June 23, 1997 (11:44 a.m.)
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1 “Except with respect to class actions brought to en-
2 force section 6(d), no employee”;
3 (4) by inserting after such sentence the follow-
4 ing: “Notwithstanding any other provision of Fed-
5 eral law, any action brought to enforce section 6(d)
6 may be maintained as a class action as provided by
7 the Federal Rules of Civil Procedure.”’; and
8 (5) in the sentence beginning ‘“The court in”"—
9 (A) by striking “in such action” and -
10 serting “in any action brought to recover the li-
11 ability prescribed in any of the preceding sen-
12 tences of this subsection”; and
13 (B) by inserting before the period the fol-
14 lowing: “, including expert fees”.
15 (¢) AcTION.—Section 16(c) of such Act (29 U.S.C.
16 216(¢)) is amended—
17 (1) in the first sentence—
18 (A) by inserting “‘or, in the case of a viola-
19 tion of section 6(d), additional compensatory or
20 punitive damages,” before ‘“and the agree-
21 ment”’; and
22 (B) by inserting before the period the fol-
23 lowing: “‘, or such compensatory or punitive
24 damages, as appropriate’’;

June 23, 1997 (11:44 a.m.)
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(2) in the second sentence, by inserting before
the period the following: *“ and, in the case of a vio-
lation of section 6(d), additional compensatory or
punitive damages’’;

(3) in the third sentence, by striking “the first
sentence”’ and inserting ‘‘the first or second sen-
tence’’; and

(4) in the last sentence, by inserting after “in
the complaint” the following: “or becomes a party
plaintiff in a class action brought to enforce section
6(d)”.

SEC. 4. COLLECTION OF PAY INFORMATION BY THE EQUAL
EMPLOYMENT OPPORTUNITY COMMISSION.

Section 705 of the Civil Rights Act of 1964 (42
U.S.C. 2000e—4) is amended by adding at the end the fol-
lowing new subsection:

“(1)(1) The Commission shall, by regulation, require
each employer who has 100 or more employees for each
working day in each of 20 or more calendar weeks in the
current or preceding calendar year to maintain payroll
records and to prepare and submit to the Commission re-
ports containing information from the records. The re-
ports shall contain pay information, analyzed by the race,
sex, and national origin of the employees. The reports

June 23, 1997 (11:44 a.m.)
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7
shall not disclose the pay information of an employee in
a manner that permits the identification of the employee.

“(2) The third through fifth sentences of section
709(c) shall apply to employers, regulations, and records
described in paragraph (1) in the same manner and to
the same extent as the sentences apply to employers, regu-
lations, and records described in such section.”.

SEC. 5. TRAINING.

The Equal Employment Opportunity Commission
and the Office of Federal Contract Compliance Programs,
subject to the availability of funds appropriated under sec-
tion 8(b), shall provide training to Commission employees
and affected individuals and entities on matters involving
discrimination in the payment of wages.

SEC. 6. RESEARCH, EDUCATION, AND OUTREACH.

The Secretary of Labor shall conduct studies and
provide information to employers, labor organizations, and
the general public concerning the means available to elimi-
nate pay disparities between men and women, including—

(1) conducting and promoting research to de-
velop the means to correct expeditiously the condi-
tions leading to the pay disparities;

(2) publishing and otherwise making available
to employers, labor organizations, professional asso-

ciations, educational institutions, the media, and the

June 23, 1997 (11:44 a.m.)
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8
general public the findings resulting from studies

and other materials, relating to eliminating the pay
disparities;

(3) sponsoring and assisting State and eommu-
nity informational and educational programs;

(4) providing information to employers, labor
organizations, professional associations, and other
interested persons on the means of eliminating the
pay disparities;

(5) recognizing and promoting the achievements
of employers, labor organizations, and professional
associations that have worked to eliminate the pay
disparities;

(6) convening a national summit to discuss, and
consider approaches for rectifying, the pay dispari-
ties; and

(7) issuing to employers Voluntafy pay guide-
lines for the relative pay ranges of a selection of

male- and female-dominated widely held occupations.

20 SEC. 7. ESTABLISHMENT OF THE NATIONAL AWARD FOR

21
22

PAY EQUITY IN THE WORKPLACE.

(a) IN GENERAL.—There is established the Robert

23 Reich National Award for Pay Equity in the Workplace,

24 which shall be evidenced by a medal bearing the mserip-

25 tion “Robert Reich National Award for Pay Equity in the

June 23, 1997 (11:44 a.m.)
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Workplace”. The medal shall be of such design and mate-
rials, and bear such additional mscriptions, as the Sec-

retary may prescribe.

(b) CRITERIA FOR QUALIFICATION.—To qualify to

receive an award under this section a business shall—

(1) submit a written application to the Sec-
retary, at such time, in such manner, and containing
such information as the Secretary may require, m-
cluding at a minimum information that dem-
onstrates that the business has made substa.nt_ial ef-
fort to eliminate pay disparities between men and
women, and deserves special recognition as a con-
sequence; and

(2) meet such additional requirements and
specifications as the Secretary determines to be ap-
propriate.

(¢) MARING AND PRESENTATION OF AWARD.—

(1) AWARD.—After receiving recommendations
from the Secretary, the President or the designated
representative of the President shall annually
present the award described in subsection (a) to
businesses that meet the qualifications described in
subsection (b).

(2) PRESENTATION.—The President or the des-

ignated representative of the President shall present
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the award with such ceremonies as the President or
the designated representative of the President may
determine to be appropriate.

(3) PUBLICITY.—A business that receives an
award under this section may publicize the receipt of
the award and use the award in its advertising, if
the business agrees to help other United States busi-
nesses improve with respect to the elimination of pay
disparities between men and women.

(d) BUuSINESS.—For the purposes of this section, the

term ‘‘business’’ includes—

(1)(A) a corporation, including a nonprofit cor-
poration;

(B) a partnership;

(C) a professional association;

(D) a labor organization; and

(E) a business entity similar to an entity de-
scribed in any of subparagraphs (A) through (D);

(2) an entity carrying out an education referral
program, a training program, such as an apprentice-
ship or management training program, or a similar
program; and

(3) an entity carrying out a joint program,
formed by a combination of any entities described in

paragraph (1) or (2).
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EDUCATION.
(a) GENERAL RESOURCES.—

(1) EQuaL. EMPLOYMENT OPPORTUNITY CoMm-
MISSION.—There is authorized to be appropriated to
the Equal Employment Opportunity Commission, for
necessary expenses of the Commission in carrying
out title VII of the Civil Rights Act of 1964 (42
U.S.C. 2000e et seq.), title I of the Americans with
Disabilities Act of 1990 (42 U.S.C. 12111 et seq.),
the Agé Diserimination in Employment Act of 1967
(29 U.S.C. 621 et seq.), and section 6(d) of the Fair
Labor Standards Act of 1938 (29 U.S.C. 206(d)),
$36,000,000, in addition to sums otherwise appro-
priated for such expenses. Any amounts so appro-
priated shall remain available until expended.

(2) OFrFICE OF FEDERAL CONTRACT COMPLI-
ANCE PROGRAMS.—There is authorized to be appro-
priated to the Office of Federal Contract Compliance
Programs for necessary expenses of the Office
$10,000,000 in addition to sums otherwise appro-
priated for such expenses. Any amounts so appro-
priated shall remain available until expended.

(b) TARGETED RESOURCES.—

(1) EQuaL EMPLOYMENT OPPORTUNITY COM-

" MISSION.—There is authorized to be appropriated to
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12
the Equal Employment Opportunity Commission to
carry out section 5, $500,000, in addition to sums
otherwise appropriated for providing training dé-
seribed in such section. Any amounts so appro-
priated shall remain available until expended.

(2) OFFICE FEDERAL CONTRACT COMPLIANCE
ProGraMS.—There is authorized to be appropriated
to the Office of Federal Contract Compliance Pro-
grams to carry out section 5, $500,000, in addition
to sums otherwise appropriated for providing train-
ing described in such section. Any amounts so ap-
propriated shall remain available until expended.

(¢) RESEARCH, EDUCATION, OUTREACH, AND NaA-

TIONAL AWARD.—There is authorized to be appropfiated
to the Secretary of Labor to carry out sections 6 and 7,
$1,000,000. Any amounts so appropriated shall remain

available until expended.
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. 39. Median weekly earnings of full-time wage and salary wquérs by detailed occupation and sex =~ . "

“EW\’\Dl""}W\M"' ? 5q/n,'“35

~(Numbers in thousands)

1996
Both sexes " Men . Women
Octupation -
Number | Median | Number Median | Number | Median
of weekly "of weekly | . of weakly
workers | earnings |- workers earnings | workers earnings
Total, 16 years and over ......, R g 90,918 $490 '] 51895 | "$557 ,| 39,023 S418
Managerial and professional Specially ..., | 27222 718 13,934 852 13,298 616
Executive, administrative, and managerial .............. . e e 13,300 699 7.187 846 6,113 585
" Administrators and officials, public administration o+ 593 753 328 847 |- 265 638
Administrators, protective services . 54 621 35 (" 19 (B
Financial managers ............... ‘. 567 782 253 979 314 635
Personnel and labor refations managers 120 781 60 1.150 60 658
" Purchasing managers ...........o............... Y126 799 . 67 976 58 | 659
Managers. marketing, advertising, and pubfic relations . 588 912 - 377 1,043 211 674
" Aaministrators, eduation and related fields .. 550 804 258 956 292 657
Managers, medicire and health ............... 607 685 157 ‘988 450 610
Managers. food s2rving and lodging establishments . 908, 458 487 516 | 421 391
Managers, properties and real estate 314 548 141 620 | - 173 4 481
Management-related occupations 3,622 622 1.519 749 2,103 567
Accountants and auditors ........ 1,269 630 547 771 722 561
Unaerwriters 97 603 3 " 66 | ' se8
Other financial officers : . 614 | 665 277 845 337 606 '
Management analysts .. . : [T 159 ‘760 81 940 78 716
. Personnel, training, and labor relations specialists o 371 622 127 707 245 597
, Buyers, wholesale and retail trade, except farm products ... 155 575 75 639 a0 478
o i Construction inspectors ......................... = . ) 61 648 57 670 4 n
Inspectors and compliance officers, axcept construction . B . 232 695 152 . 750 80 606
Protessional specialty ....! ! . .| 13,922 730 6,747 857 7175 |- 647
Engineers, architects, and SUIVBYOTS .....ccereciirieccreees v, v 1,957 938 1,776 954 181 787
“Architects ... : 93 760 75 799 18 (@)
Engineers’ .. 1,844 949 1,685 963 158 793
ACTOSDACE BNGINBIS -.....ovvmsoecvvvvecrennrernsrrssmseeeoeeess oo eessnisins o 73 | -1,097 ] 1,009 3 (D]
CEMICAI BNGINGEIS .....cooveroeserrvoeeeseesbeesese oo 3 To92 1,012 80| 1,084 12 "M
Civit engineers . - 217 884 198 839 18 ("
Electrical and electronic engineers ... 567" 994 521 1,002 46 M
N INQUSIIEl @NGINGEIS .........ooooooccccoccvummressne oo oo 247 841 216 863 31 (B
Mechanical engineers ... . L . . . 335 956 3n 969 24 ('y
. Mathematical and computer scientists . . . A4 1192 883 826 929 366 T 790
. ot Computer systems analysts and screntists ......... . y 968 831 . 694 931, 274 813
’ o Opearations and Systems researchers and analysts ... . : 191 815 112 889 80 737
Natural scientists ..c................... . . 462 762 325 822 137 T 674
Chemists, except biochemists ... . 139 851 96 900 43 (@]
Biological and life scientists ...... . g 01 | 698 64 738. az 8]
Medical scientists ......... : 59 659 30 (") 30 (")
Health diagnosing occupations' . 489 1,090 336 1.256 153 © 763
Physicians . . e e - 426 | 1,133 295 1378 |- 131 |- go2
Health assessment and treating occupations . 2.005 703 342 766 1,663 692
Registered nurses ................ . ‘ 1,410 697 120 729 1290 | ‘685
Pharmacists ...... e : . e e s - 13 992 81 1,047 51 931
Distitians . e’ : Sttt revererens 77 478 7 M 69 484,
Therapists ... . L . 337 672 106 658 231 | 678
Respiratory therapists . 76 636 36 83 . 40 63
) ! - Physical therapists ... . 83 757 35 " 48 [
. . Speech therapists .. et . 68 689 5 (" " 64 + 692
Physicians’ assistants e, I 51 806 28 (" 23 (&b
. . Teachers, college and unive Y e v e 566 870 351 937 © 215 765
Teachers, except college and unversity . : 3.740 641 1,023 723 2,718 613 .
‘Teachers, prekindergarten and kinderganen ... 357 361 7 (&) 350 358
Teachers, elementary school - 1,617 662 278 719 1,339 648
Teachers, secondary school . 1,101 697 | 498 -760 603 643
Teachers, special‘education ......... . *301 646 48 (') | es2 652
Counselors, educational and vocational ... RN 219 . 689 - 64 799 155 659
Librarians, archivists, and curators : Jq 139 654 28 " 11 640
: Librarians...........c.cocoooormmmerennene.... . . 123 660 | . 21 (M © 102 | 49
' Sccial scientists and urban planners e . v 278 673 . 127 736 152 642
Economists . " s 123 t 715 - 53.1 - 871 | 69 |- 654
Psychologists ....................... . e 124 633 53 €68 71 589
Social. recreation, and religious workers . 1,134 513 . 545 577 | - 589 485
SOCIBI WOTKEIS .....ooveeeceeensvenneeossoor oo . . 641 524 204 591 437 507
Recreation workers ........... 85 343 23 | () 62 34
Clergy ...l 314 ‘534 278 540 36 | ("
Lawyers and judges 559 1,150 .. 389 1,258 191 970 .
Lawyars . . B30 | 1,149 343 | 1261 | - 187 | - 970

See footnotes at end of table, -
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' ANNUAL AVERAGES
39. Median weekly earnings of full-time wage and salary workers by detailed occupation and sex — Continued '
i
(Numbers in thousands)
IS
. 1996 . .
: Both sexes Men Women
Occupation . , -
Number | Median | Number Median | Number | Median
of weekly of weekly of . | weekly
workers | earnings | workers earnings | workers earnings
- Writers, artists, entertainers, and athietes ....... 614 635 |- 728 546 529
Technical writers . 787 a5 ") 23 (R
Designers ... 592 195 767 180 | . 441
Actors and directors .. 620 44 " 3 "
Painters, sculptors, crai artists, and artist printmakers 9N 517 52 532 39 ")
Editors and reporers .......... . 212 €88 106 756 106 €608
Public relations specialsts .. 132 660 53 . 908 79 586 -
* Technical, sales, and administrative support : : | 28,116 441 9,988 567 16,128 394
Technicians and related support ... . : 3.215 573 1.662 650 1,553 498
Health technologists and LOCHMICIANS wocvrrerserersssmsssersssenssssmasssseetss 1,172 482. 263 |- 537 909 470
Clinical laboratory technologists and technicians 296° 520 B7 578 + 209. 508
Radiologic technicians .... 106 559 37. (. 70 557
Licensed practical nurses .. 294 48 |- 14 ") 280 466
Engineering and related technologists and technicians 834 | - €05 683 621 151 542
Electrical and electronic technicians . 341 [ 610 300 | . 622 41 (M.
Drafting OCCUPALIONS ..ooceribecsveereee: . 209 |- 601 166 608 43 | 83
Surveying and mapping echnicians . .58 , 461 53 459 5 (&8
Science technicians ..... i 221 519 140 598 - 81 443
Biological technicians €6 485 28 M 39 B3]
Chemical technicians . 79 509 58 648 21 M)
Technicians, except health, angineering, and GEIBNCE 1evrreemsomsnrresesmammssesrassensseonses .| 988 706 576 806 412 611
Alrplane pilots and navigators . : 88 1,138 87 1,143 . 2 M)
Computer programmers 518 772 363 797 156 741
QG| BSSISIANES «ersesrrrsrrss oo s S 245 549 3% | (M) © 208 545 °
Sales occupations .. R S 0.041 | 474 5114 589 3.927 353
Suparvisors and proprietors : . . .| .2.962 519 1,845 608 1,124 415
Sales reprasentatives, finance and business Sarvices ..... 1,583 807 B66 727 717 485
\nsurance sales ... N rerenns : 416 606 212 767 205 471
Reoa!l estate sales ... 306 605 149 €695 157 510
Securities and financial service 273 747 179 , 977 94 541
Advertising and related 88168 ... 131 500 53 " 607 78 421
Sales occupations, other business services .. 457 582 273 631 184 486
Sales representatives, commodities, excep! retail 1,329 694 1,005 735 324 583
Sales workers, retail and personal Services 3,136 299 1,390 386 1,746 259
_ Sates workers, motor vehicles and boats .. 251 593 230 597 .22 "

' " Salgs WOrkers, BpPArel .o isrisecnners 163 265 39 (") 123 260
Sales workers, furniture and home furnishings 19 403 77 - 406 ‘42 (B3
Sales workers, radio, television, hi-fi, and appliances 155 423 123 428 a2 8]
Salos workers, hardware and puilding supplies .. 171 372 134 399 36 M
Salos WOTKENS, PAMS ..o 139 409 122 a27 |. .17 B
Sales workers, other commodities .. 74 | . 298 260 340 414 273
Sales’counter Clarks ... 84 303 kY4 (R 47 ")

Lt . Cashiers ..... et 1.215 247 289 274 926 240
Street and door-to-door sales workars ... 106 372 . 46 [RB) ‘g0 |. 398
Administrative support, including clerical .. 13,860 405 3,212 489 10;648 391
Supervisors ... 634 557 261 624 374 506
General office . 356 541 121 |. 638 . 235 503

' Financial records processing .. 78 604 13 " .66 576
Distribution, scheduling, and adjusting clerks 168 541 108 553 61 509
Computer equipment operators ... 332 |° 430 139 538 194 401
Computer operators ...........- . .329 433 139. 538 191 403
Secretaries, stenographers, an typists 2.907 404 63 389 2,844 404
Secretaries ... 2,401 406 .36 " 2,365 406

Stenographers 55 . 412 6 (a8 49 "
TyYRIStS crvvveecrens 451 385 21 (M ' 430 397
information clerks 1,273 345 145 387 | 1127 343
Interviewers ... 115 356 17 M 104 364
Hotel clerks 73 | 267 20 (" - 52 267
Transportation ticket and reservation agents 209 421 64 458 146 397
RECEPHONISES «..vvsenreersssreeeses 633 333 18 M g15 |. 333
Records processing. except financi 651 | 387 152 396 498 383
O1dEr ClBTKS cooluiererersemssarersemsersesssss 184 |- 45% 51 466 132 451
Personnel cleiks, except payroll and timekeeping . 58 445 .on (Y a7 ")

File clerks ........ : 203 328 - YA 334 . 146 325
' Recoids clerks .

149 389 23 @) 126 383

See tootnotes at end of table.
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39. Median weekly earnings of full-time wage and salary workers by detailed occupation and sex — Continued
(Numbers in thousands) ! :

1996 ) ,

Both sexss Men ’ Women
Occupation ,
. Number | Median| | Number | Median | Number | Median
‘ of woekly of weekly of waekly
workers | earnings | workers | earnings | workers earnings
Financial records processing 1,503 © 403 166 439 1,338 - 400
Bookkeepers, accounting, and BUAIING CIBTKS ....veeveiecei e cee e ree s e ee e e esaes 1,081 399 110 . 450 971 396
Payroll and timekeeping cierks ... v145 444 16 " 129 441
Billing clerks 141 397 20 B 121 399
Billing, posting, and caiculating machine operators’. . 87 395 12 (M) 75 391
Duplicating, mait and other office machine operators .. OO, 60 - 362 .22 (" 39 (")
Communications equipment operators ..., : 140 376 17 () 123 367
Teieprionaloperators ............ 126 363 13 (m 112 359 .
Mail and message distributing 815 |- 599 526 628 ‘289 521 :
- - Postal clerks, except mail carriers 283 643 159 673 124 612
Mail carriers, postal service ... 284 678 207 684 76 646
Mail cierks, exceplt postal service 151 339 80 383 72 314
MeSSengers ... N 98 360 || 80 366 1771 (M) \
Material recorcing, scheduling, and distributing clerks . 1,642 412 953 | 444 | 689 - 379
Dispatchers o 218 47|l - ‘113 | 518 105 420.
Production coordinators .. 191 517 89 618 101 462
Traffic, shipping, and receiving c 550 367 . 395 382 155. 339
Stock and inventory clerks .. 432 429 245 470 188 366
. MBIBI TBATBIS ....evoevie ettt et ot see e e s 53. 434 4 . 43| (hH 10 M
Expediters ... 137 361 43 () 94 346
Adjusters and INVestigators ...t eeeeerrsronn.. 1,372 438 344 532 1,029 416
' , Insurance agjusters, examiners, and investigators . . a7z 506 106 649 271 458
. Investigators and adjusters, @xcept INSUTANCE .........oveovvvevooeevo 763 415 184 486 579 400
, " Elgubility clerks, social wellare . : 103 ' 455 14 " 88 441
, ! Bill and ACCOUNL CONBTIONS ....covvurmrimnrnrcaeieenrrreeiaes e e seeenenen 129 407 || 39 (" 91 406
Miscellaneous administrative support occupations . 2,531 369 426 426 2,105 358
Gengral office clerks . y . 510 372 108 423 402 361
Bank tailers _........... 279 315 ¢ 26 (") 253 313
. Data-entry keyers 566 366 ‘79 T 407 ‘488 360
! Statistical clerks . 83 397 [ '8 (1) 74 392
Teachers” aides .. <331 273 29 ") 302 272
Sérvice occupations . © 9,957 305 4,958 357 5.000 273
. Private household ... 365 212 19 M 346 213
Child care workers ....... 136, 198 2 (8D] 134 198
Cleaners and servants . 214 220 6 (') [ 198 221
Piotective services 1,902 538 1,627 562 275 439
- Supervisors ... 176 742 159 773 18 "
’ Police and detectives .... . : 93 793 - 81 845 12 (M)
Firefighting and fire pravention .. : . 221 653 - 216 657 S (") N
Firefighting . ; , ;. 208 658 204 661 ’ 4 ")
Police and detectives...... : . : 4 939 606 797 616 141 520
Police and detectives, public service 549 667 . 481 ° 679 68 (' 817
Sheriffs, bailitfs, and other law enforcement ofticers N Co127 513 107 517 20 )
, Corractional institution ofticers 263 513 210 541 53 449
Guards . ; © 566 333 455 343 11 295
Guards and police, except public service 531 336 440 343 -9 302 -
' Service occupations, except private household and protective. 7,690 285 3.312 304 4,379- 272
Food preparation and service occupatons . 2,839 265, 1,496 278 1,343 253
Supeivisors ... . 234 312 93 357 1414 294
Banengers ... it .. 177 310 82 378 96 277 .
' Waiters and waitresses .... 518 271 . 155 - 308 363 253 .
Cooks, except short order . e 1,221 264 792 279 430 242
. ) Food counter, tountain, and related occupations .. . et 7 217 23 M) 49 "y .
: Kitchen workers, tood preparation . 105 264 LN ] 69 265
Waiters’ and waitresses’ assistants .... - 208 259 124 239 84 278
Miscellaneous food preparation occupations 304 - 231 192 - 226 112 239 .
Health service occupations ...........c.ccvveean. 1,688 [ . 299 231 342 1,457 293
. ’ : - Dental assistants 128 361 2.1 (M 126 359 .
Health aides, except nursing ........... 237 314 50 355 | 187 306
Nursing aides, orderlies, and attenda 1,323 292 179 339 1.144 286
Cleaning and building service occupations . .| 2,140 298 1,325 321 815 266
Supervisors .............. e ettt e eas | 7148 391 102 468 46 "
Maids and housemen .. 455 264 96 . 300 359 | - '253
Janitors and Cleaners ............ceceeeeeeveecicereennn, . 1,476 301 1,069 313 . 407 272
Pest control ...... 55 | 421 . 53 421 - 2 (")
Personat service occupations 1,024 291 260 360 764 276
' Hairdressers and cosmetologists 274 292 32 " 242 288
' ' . Attendants. amusement and recreation faciltigs .. 103 348 57 364 46 (GB]
’ Public transponation attendants 59 a7 | 1 ") 48 ()

See footnotes at end of table.
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HOUSEHOLD DATA"
ANNUAL AVERAGES

'39. Median weekly earnings of full-time wage and salary workers By detailed occupation and sex — 'Continue'd

(Numbers in thousands)

1996
Lo Both sexes Men Women
QOccupation . B
' . Number | Median | Number | Median Number | Median
" ’ of weekly of weekly of weekly
workers | eamings | workers | earnings workers | earnings
Welfare service aides . 285 10 (M | 46 M
Early childnood teachers’ assislants .. 231 5 M | 202 230 °
Precision proguction, craft, and repair 540 10,076 560 944 373
Mechanics and repairers . 568 3.672 571 162 510
Supervisors ... 707 193 712 18 "
Mechanics and repairers, except SUpervisors - 3.622 559 3,479 563 144 502
Vehicle and mobile-equipment mechanics and repairers . 1,443 524 1,432 524 1 M
Automobile mechanics TR . . 644 - 478 638 480 6 (M
Bus, truck, and stationary engine mechanics port ; 300" 545 299 545 o1 (B8]
Aircralt engine Mechanics ............. 131 720 - 130 722 1 M
Automobile body and related repairers 144 463 141 * 459 3 ")
. - Heavy equipment machanics ... 144 613 144 613| | - -
Industrial machinery repairers . . 527 569 513 574 14 "
. Elactrical and electronic equipment repairers .......... 607 645 533 669 . 74 542
- Electronic repairers, communications and industrial equipment 146 602 139 609 8 ("
Data processing equipment repairers . 170 .573 134 586 37 "
. Telephons installers and repairers . . 163 77 . 138 746 25 (")
" Miscallaneous electrical and-electronic equipmant repairers 64 714 64 713 - -
Heating; air conditioning, and refrigeration mechanics 244 543 + 240 544 4 ("
Miscellaneous mechanics and 1epairers .......... 784 - 657 745 569 |+ 39 "
Miliwrights 86 669 85 665 1 (&)
Construction trades . 3,653 516 3,585 518 68. 389
Supervisors .. . 438 662 . 429 667 10 { D)
! Construclion rades, except SUPEIVISOS ... e y 3215 502 3,157 . 503 58 388
Brickmasons and stonemasons . S 483 m 483 - -
Carpet installers ............ 5171 . 402 51 |- 402 - -

- Carpenters ...... : BO4 475 795 476 9 |. (M)
Drywall installers . . . Co122 | 430 120 436 2 M
Electricians SR, 647 |. 611 633 612 14 "
Electrical power mstallers and repairers . 125 710 . 125 710, - -
Painters, construction and maintenance 270 ‘381" 254 392, 17 ")
Plumbers, pipetitters, steamfiters, and apprentices ..... 434 586 427 - 586 7 ")
Concrete and terrazzo finishers . 66.. 467 65 ©o461| 1 ")
insulalion workers .. y . 53 508 53 508 -

. Roofers ....cccooennne 127 363 127 | . 363 - -

X Stryctural metalworkers 58 598 57 600 2 (@8]
Extractive 0cCupations ..... 128 - 699 124. 700 4 (")
Precision production occupations . 3.405 526 2.695 583 710 356

© SUPBIVISOIS oo iinanrnees 1,141 619 --952 650 189 458
Precision metaiworking occupations .. 865 581 798 595 66 367
Tool and die Makers ..ot . 132 716 129 714 .2 ().
Machinists ........emes 481 |- 543 450 555 32 |- 4h
.Sheet-metal workers 118-| . 605 110 612 8 (")
Precision woodworking occupations . 81 395 1Al 409 10 "
Cabinel makers and bench carpenters . 55 401 50 407 5 (! )
Precision textile, apparel, and furnishings machine workers 116 346 63 390 52 308
Precision workers, assorted materials . 472 368 216 412 256 337
Optical OOdS WOTKEIS w.vvvvirecencesiinsins 53 {° 457 24 ] 29 "
Electrical and electronic equipment assemblers 324 340 118 355 206 334
2 Precision food production occupations 350 354 240 392 109 310
. Butchers and meat cutiers . " 221 366 172 402 48 (D)
' Bakers . T . 98 327 60 347 38 (N
Precision inspectors, testers, and related workers . 135 572 113 603 23 ")
Inspectors, testers, and-graders . i ; 128 570 108 | - 601 20 8]
Plant and system operators ....... 246 634 241 638 5 8]
- Water and sewage treatment plant operators 59 551 57 562 2 B8]
Stationary ENGINEerS . ....c..oorevruecries 118 621 117 620 1 &)
Operators, tabricators. and laborers o.........oeeeeens 15,100 391 11.613 422 3.487 307 -
Machine operators, assemblers, and inspectors 7,100 380 4,527 437 2,573 307
Machine operators and tenders, except precision . 4,605 - ar2 2918 427 1,686 360
Metalworking and plastic working machine operators 385 436 327 459 58 |+ 346
Punching and stamping press machine operators ...... 94 418 76 448 18 "
Gnnding, abrading, butfing, and polishing machine operators . 125 408 106, 428 19 "
Metal and plastic processing machine operators 157 401 126 416 31 ")
Molding and casting machine operators 99 396 75 408 24 (@]
Wooaworking machine operators ........... . 119 373 95 387 15 | ¢ B}
Sawing MAching OPBIators ... wereserisiees: 73 355 64 . 368 |- 9 (l‘ )

See tootnotes at end.of table. -
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39. Medlan weekly earnings of full-time wage and salary workers by detailed occupatlon and sex — Contmued

(Numbers in thousands)

. 1996
, . _ Both sexes Men Women
) ' ' Occupation
v . , . Number | Median | Number | Median | Number | Median
o ' of weekly of weekly of weekly
workers | earnings | workers | earnings | workers earnings,
v .
Ptinting machine operalors ... 356 473 ' 289 500 67 395
Printing press operators 281 484 250 502 31 (1 )
Textilo, apparel, and furnishings machine opera!ors 905 T 268 221 310 684 257
Winding and twisting machine operators . 50° 357 19 M .31 (R
Textile sewing machine operators .... 535 254 91 287 . 444 249
Pressmg machine operators ......... 77 244 18 (1 ). 59 230
Laundering ana dry cleanlng machine operators . 128 254 38 My 90 243
Machine operators, assorted materials ..... 2,676 396 1.848 432 828 327
Packaging ana filling machine operators . 377 313 156 344 222 302+
Mixing and blending machine operators ..... 100 383" 192 395 8 (")
Separating.-t:!tering, and clarifying machine operators 56 608 - 53 608 3 (B8]
Painting ano paint spraying machine operators 191 | 422 170 441 20 (")
Furnace, kiln, and oven operators, exc. food. . 56 510 52 512 4 ("
Shcing and cutting machine operators ..... 157 359 .12, 407 45 M
Photograpnic process machine operators 57 314 24 A ) 32 (1 }
Fabncarors assemblers, and hand working occupations . 1,783 403 1.247 448 536 , 320
' Waeiders ang cuners 555 478 525 482 30 (1)
Assemblers ............ 1,117 378 648 430 469 322
Production inspectors, testers, samplers, and weighers 712 379 361 471 351 323
Production inspectors, checkers, and examingrs ......... 513 407 254 499 259 346
Graders and sorters, except agricultural .. 144 265 65 279 79 258
Transportation ang material moving occupations .. . 4,254 .ﬁ76 - 3,882 486 272 350
Motor vehicle operators 3,052 473 2,836 484 216 345
Supervisors 73 583 60 634 14 (")
" Truck drivers ... 2,396 481 2,314 485 82 359
Drivers--sales workers . . 146 506 133 515 6 ("
Bus dnvers ........ e s e bbb et en 287 396 184 468 103 329
Taxicab dfivers and chauffeurs .................... 119 374 109 381 10 (8]
Transponation-occupations, except motor vehicles 181 691 178 696 3 ")
Rail ranspomtation ...............cmeeeesionnnnsionenn, 118 740 114 742 2 ("
Waler transportation . 65 586 64 592 1 M
Material moving equipment operators 1,021 461 968 469 . 53 374
OPOIAING BNGINBBIS ... rreecssassssssssssses o eoseesesseseee e esses oo oo 226 516 219 518 7 (")
Crane.and tower Operators ..................... 78 552 74 " 558 2 RS
Excavating and 102ding Maching OPBIAIONS ........cuuuuewwrvvnreveeeerorsmeenesemmeesesosssn 66 487 66 487 - -
Industrial truck and tractor equipment operators 505 417 472 420 33 (D]
Handlers equipment cleaners helpers, and laborers ..... [ 3,747 330 3.105 343 642 - 295
Helpers, construction and extractive occupations .......... 100 an 95 308 4 "
. Helpers, construction trades 91 308 87 305 4 (B8]
Construction laborers . 698 arnz2 676 377 .22 "
Freight, stock, and material handlers : 1,200 327 957 340 243 288
Stock handlers and baggers . 551 282 399 292 152 262
Machine feeders and offbearars 58 328 30 (&) 28 Ny
Garage and service station related occupations ........ 122 276 119 275 4 (B
Vehicls washers and equipment cleaners ..... 201 292 180 296 21 M
Hand packers and packagers . T 219 310 95 318 124 302
Laborers, except construcnon ................. ‘1,136 342 922 360 214 298
Farmlng forestry, and fishing 1,502 204 1.326 300 176 255
Farm operators and managers a3 442 72 461 11 (1)
Farm managers ..........c.ccooovoeovovcennnnnnn.. 64 -493 55 520 8 (")
Other agriculturat and related occupations 1,353 285 190 291 163 249
Farm occupations, except manageriat ..... 636 27 562 278 + 73 229
Farm woikers ..............cooee. 591 265 527 271 63 221
Related agricultural occupations 717 298 627 303 80 2N
Supervisors, related agricultural ... 69 417 €8 418 - -
Groundskeepers and gardeners, excepl farm e s 542 294 520 294 21 (8]
Animal caretakers, except farm : 55 292 19 (8] 36 (B8]
Graders'and sorters, agricultural products 51 257 20 (M 31 (")
Forestry and logging occupations 57 443 55 440 2 (RD]

! Data not shown where base is less than 50,000,
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ORGANIZATIONS

National Committee on Pay Equity (in Washington, DC): 331-7343-- Kelly Jenkins
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.of the Civil Rights Act were signed into law,

women working full-time and year round in -

the United States, on average; still earn only
.71 percent of the wages earned by men. This

~ means that, for the 1996 calendar year, the
wages of the average American female work-
er will not match those of the average male
worker until April 11 of this year.

Although the pay gap has narrowed over
the past two decades, unfair pay practices
persist in.many U.S. business sectors. Paying

. a-woman less than a male co-worker with
.equal skills and job responsibilities hurts that
woman and her family—not only in imme-
diate material benefit, butralso in her ability
to invest and save for retirement. Working
women deserve—and are demanding—fair
and equal pay for their time spent on the
job: Over a quarter of a million women sur-

~ veyed by the Department of Labor indicated
that “improving pay scales” is -one of their
‘highest priorities in bringing faimess to the
workplace. .

To address this problem, my Administra-
tion has moved on several fronts simulta-

\ neously: I signed-the increase in the mini-

\ mum wage into law, initiated a J)ension edu-
\cation campaign, strengthened equal em-

" Mployment law. enforcement, .and created a

\ Women’s Bureau Fair Pay Clearinghouse at
the Department of Labor,  which dissemi-

. nates in?onnation'on.working women’s wages
and occupations and .on organizations tﬁét
are active in improving women’s wages. In
addition, my Administration, with over 200
private-sector partners, .has formed the
American Savings Education Council to edu-
cate women and men on how they can ensure
their financial independence in retirement.

Together with renewed attention focused on’

the reality of pay inequity and what it means
for working women across the country, these
initiatives create real opportunities for em-
plogers, working women, and organizations
to develop new and effective approaches that
achieve pay equity. : : '

Strong enforcement of equal employment

laws also plays a critical role in resolving un- ,

fair pay. The Equal Emplorment Oppor-
tunity Commission-enforces laws that make
it illegal to discriminate in wages, or to limit
or segregate job ?glicants or employees in
any way that would deprive them of opportu-

‘o

nities because of sex, race, color, religion,
age, national origin, or disability..

The Department of Labor’s Office of Fed-

eral Contract Compliance Programs enforces
nondiscrimination and affirmative action laws

that apgly to employers that do business with -

the Federal Government, ensuring that Gov-
ernment contractors prevent and remedy dis-
crimination and resolve’ matters of pay eq-
uity. _ v
It is vital that we aggressively enforce our
pay. e(éuity laws. Women deserve to be re-
warded on an equal basis for their contribu-
tions to the American work force.

Now, Therefore, I, William J. Clinton,
President of the United States of America,
by virtue of the authority vested in me by
the - Constitution and laws of the United

. States of America, do hereby proclaim April

11, 1997, as National Pay Inequity Awareness
Day. I call upon Government officials, law
enforcement agencies, business and industry
leaders, educators, and all the people of the
United States to recognize the fulr value of
the skills and contributions of women in the
labor force. o

In Witness Whereof, | have hereunto set
m'y hand this tenth day of April, in the year

our Lord nineteen hundred and ninety-
seven, and of the Independence of the Unit-

ed States of America the two hundred and

twenty-first. . ' .
' Williarn J. Clinton

[Filed with .the Office of the Federal Register,
8:45 p.m., April 14, 1997] |

. NoTE: This proclamation will be published in the

Federal Regislgr on April 15.

Remarks at the Radx;o and Televisfon

Correspondents Association Dinner
April 10, 1997 .

The President. Thanl; you. Thank. you

very much. Thank you very much, ladies and
gentlemen. Members of Congress, members
of the press, fellow sufferers—{laughter]—

- T would like to thank the Radio and Tele-

vision Correspondents Association for invit-
ing me this evening. | want to give Terry

Murphy a special thanks for the kind intro-
- duction, and also, given my condition, I'd like -
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Record Type: Record

To: Elena Kagan/OPD/EOP, Paul J. Weinstein Jr./OPD/EOP, Thomas L. Freedman/OPD/EOP

cc:
Subject:

Where are we on |pay equity?
.\ ~Reed/OPD/EOP on 12/11/97 06:37 PM

’ " 12/11/97 04:43:39 PM

Record Type:- Record

To: Bruce N. Reed/OPD/EOP, Gene B. Sperling/OPD/EOP

cc: Sylvia M. Mathews/WHO/EOP, Audrey T. Haynes/WHOQO/EOP
Subject: Enforcing Civil Rights

In developing the Civil Rights Enforcement Initiative , it is important that we aIsp consider an
explicit commitment to enforcing the equal pay laws --something we know that working women are
very concerned with. The question of fair pay --or more accurately , discrimination in pay -- comes
up in every report of womens concerns ,a nd beacuse the bottom line is family|income, is also
popular with working men. "Pay equity" is high on the list in discussion of a common Democratic

genda, with several bills al i - Democratic leaders.
While no one thinks these bills will get very far, being able to show that we take the concept of

faix pay seriously will be very helpful. Some of the ideas suggested include a hot line to report pay
discNmination, and a "Swat Team" to enforce it . T can't see any conflict at all with the propogals
you e suggested -- seems that it would go well
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very concerned with. The question of fair pay --or more accurately , discrimination in pay -- comes
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popular with working men. "Pay equity" is high on the list in discussion of a c:c>mmon Democratic
genda, withﬂcwswr__mﬂm-mmmu%hmm. |
While no one thinks these bills will get very far, being able to show that we take the concept of
falx pay seriously will be very helpful. Some of the ideas suggested include a Hot line to report pay
discNmination, and a "Swat Team" to enforce it . I can't see any conflict at all with the proposals
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e suggested -- seems that it would go well




MEMORANDUM

TO: TOM FREEDMAN, MARY SMITH !
FROM: JULIE MIKUTA /
RE: GENDER WAGE GAP |
DATE: JULY 21, 1997 l
SUMMARY }

This memo provides an overview of statistics, research and pending legislation that addresses
wage inequality between men and women who work in the same job. Attachled is a table from the
Dept of Labor’s Wages and Employment Annual Averages which gives information about weekly
earnings by “detailed” occupation and gender.

L. STATISTICS

According to 1996 Bureau of Labor Statistics Annual Averages of Employment and Eammgs
(attached) women who worked in the same occupations as men very often receive less pay.

II. WHAT THIS ADMINISTRATION HAS DONE

National Pay Equity Awareness Day was held on April 11, 1997. (This date was selected because
the average woman had to work all of 1996 and until 4/1 1/97 to make what the average man
earned in 1996.) President Clinton issued a proclamation which:

¢ cited a 1994 Dept of Labor survey of over 250,000 women who indicated that “improving pay
scales” is one of their highest priorities;

* recognized that the President created the Women’s Bureau Fair Pay Clearinghouse at the
Dept of Labor (which disseminates information on women’s wages and examples of
organizations that have been successful in reducing/eliminating pay dls'panty) and

* called for recognition of the full value of women’s work.

II. WHAT THE RESEARCH SAYS

More progress toward fair pay has been made in the public sector than in ,the private sector, due
to a variety of reasons including wages and job descriptions of government employees is public
information; laws governing collective bargaining and the civil service often refer to the
importance of equitable pay; pressure from constituents on elected officials may motivate them to
narrow wage gaps. [Dept of Labor Women’s Bureau]

A 1994 report on racial and gender wage inequality made to the Glass Ceiling Commission made
these recommendations:
* A yearly gender and racial employment equality report card for the nation, localities and

|

|

|



specific industries should be developed and widely distributed.

» All federal agencies should take a leadership role in raising the awareness of employees about
discriminatory practices that create wage gaps and glass ceilings (NB: S 487 would require
the DHSS to develop policies regarding the employment of women and do|a study on wage
equity).

* According to the report, the federal government requires higher standards regarding equal
opportunity of private sector firms than it does of it’s own state and local government and
private contractors. For example, a 1991 GAO audit of the Job Training Pé.rtnership Act
round that white participants were more likely to get classroom or on- the-job training while
blacks received only job search assistance. Women were less likely than men to get training
for high wage jobs.

» There appears to be no central body which does research in this area. The report recommends
the creation of a Labor Market and Employment Equity Research Center, either in a federal
department or a university based research institute.

IV. PENDING BILLS

1. S.71: Sen. Daschle, 1/21/97, 16 co-:sponsors, in Committee since 1/21, “The Paycheck
Fairness Act”

* Holds employers liable for compensatory or punitive damages, as well as back wages, if they
are found to have discriminated in pay. (See description of current law below )

« Requires that employers of 100 or more employees submit pay information to the EEOC
analyzed by race, sex, and national origin of employees. '

s Makes it illegal for employers to impose gag orders forbidding employees from discussing
their pay levels with co-workers. ‘

+ Directs the Secretary of Labor to educate the general public on means available to eliminate
pay disparities between men and women, including convening of a natlonal summit.

«  Establishes a national award for businesses that make substantial effort to eliminate gender-
based pay discrimination.

Sen. Daschle sent a draft to Sen. Lott’s office secking bipartisan support. The resolution does not
call for any of the more controversial methods of repairing the wage gap. It was returned covered
with these types of changes: “whereas many families are forced to depend on the pay of working
women” (original version), was changed to “whereas many families are forced! to depend on the
pay of working women because of burdensome federal regulations that drain 1\.3 trillion dollars
from the economy every year.” The Washington Post was sent a copy of the marked-up version
and ran a story on 4/18/97.

2. S.232: Sen Harkin, 1/29/97, 7 co-sponsors, in committee, “The Fair Pay Act” -
¢ Prohibits pay discrimination for jobs that are equal in skill, effort, responsibility and working
conditions (i.e. compares job value)




3. S 487, Sen Mikulski, 3/20/97, 3 co-sponsors, in committee (and H.R. 304- Rep Slaughter; 19

CO-SpONsors) _
« Establishes policies for the DHHS on matters relating to the employment of women scientists.
* Provides for a study and report on pay equity. |

V. CURRENT LAW

The Equal Pay Act of 1963 prohibits unequal pay for equal or “substantially equal” work
performed by men and women. It holds employers liable for unpaid wages and limited damages if
they discriminate. Suits have been hard to bring, in large part because the EEOC has been
underfunded and has a chronic backlog.

Title VII of the Civil Rights Act of 1964 prohibits wage discrimination on the‘ basis of race, color,
sex, religion, national origin or disability.
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39. Medlan weekly earnlngs of full-time wage and salary workers by deta"ed occu’patlon and sex

uEM?lOWDA ¥ t:wmwy

.(Numbers ln lhousands)
1996
: Bolh gexes | " Men - Women
Occupation —
- Number | Median Number Median | Number Median
of weekly of weokly of | weekly
workers | eamings | workers eamings | workers eamings
Total, 16 years and over . N . 90,918 $400 51,895 '$657 | 39,023 $418
Managerial and profasslonal specialty .| 27,222 718 13.934 852 13,288 616
Executive, administrative, and managerial : 13,300 699 7.187 846 6,113 585
Administrators and offi iglals, public administration : 593 ° 753 328 847 |- 265 638
Administrators, protective services . 54 621 35 ") 19 )
Financial managers . . 567 782 253 879 314 635
Personnel and labor relations managers . 120 781 60 1,150 60 658
Purchasing managers v 126 789 . 67 976 58 | 659
Managers, marketing, advertising, and public relations . y y 588 812 - ks 1,043 211 674
Administrators, education and related fiekis 550 804 ‘258 ' 956 292 657
Managers, medicine and heaith . | - 607 | 68S 157 ‘888 |.. 450 610
Managers, food serving and lodging establishments ... 008 |- 458 | | 487 | s16 | 421 as
Managers, properties and real estate . . .. 314 548 141 620 * 173 - 481
Management-related occupations .....: . . . 3622 622 1,519 749 2,103 | 'se7
Accountants and auditors : ; - 1,269 630 547 722 561
Underwriters ...... . 7 4 603 3t (") 66 | ' 588
Other financial officers i ; . ; 614 - 665 277 845 337 606
Management unalysls : . 159 - 760 81 840 78 716
Personnel, training, and labor relats fi . . n 622 127 707 245 597
Buyers, wholesale and retail trade, emeptlann pwducls ©185. §75 75 639 - 80 478
Conslrudlonhspectors : LA " 61| 648 57 670 4 ")
Inspectors and eomphanoe officers, oxcepl eonslruc(lon . : . 232. 695 152 750 80 606
Professional specialty ....: . : . 13,922 . T30 6.747 857 7175 647
Engineers, architects, u\dwmyors o] 1,857 938 | 1776 | es4 181 787
Architects : . : S 760 |- | 75 799 . 18] (V)
Engineers’ . emmieesonmmns . 1,844 949 1,685 963 158 783
Aerospace engfneem : .73 1,097 | 70 1,099 3 (8
Chemical engineers ...... . : - N R : 7 1,012 ‘| 80} 1,084 12 (1)
Civil engineers : . 217 884 198 899 18 (')
Electrical and elactronic ongrneers e W . 567 994 . 521 1 1,002. 46 (6]
Industrial engineers : : 247 841 216 |. 863 31 \H
Mechanical engineers : . u . 335 956 3 969 24 ('
Math ical and computer scientists : - . . T 1,192 883 826 929 366 | 190
Computer systems analysts and sclanlists . 066 891 694 831, 274 813
. Operalbnsandsysioms researchers and analysts . : . - 191 815 - 112 889 80 | 737
Natural scientists ... . - . g 462 762 32§ . 822 ‘137 | 674
Chemists, except blochemists - . . . B— 139 . 81 | | e8 600 . 43 M
Bidlogical and ke sclentists - . . . 3 v| . "101°] - &o8 . 64 738. S8 (Y
- Medical scientists S : e rebessseieosne 69 659’ 30 [ (M) -3 (Y
Heauhdiamhgoeewum ; sosinces: S : 488 | 1,090 1 . 336 | 1256 183 | © 763
. . taroeesionne . - 426 1,133 - 285 | 1,378 131 {7 802
Heaﬂhnsuwnemandna(mowupum- o S 2,005 | . 703 842 [ 766 .1 1683 | 692 -
Registered nurses ... - - Sa— 1410 | 697 120 ‘729 | 1290 | ‘695
Pharmacists ............ e . . <431 |..--992 - 81 1 1047 | . &1 031
- Digtitians - e e eiren — ; o T a8 7] M- | e 484,
Therapists - reosi SOOI . . weesernees 337 672 - 106 658 231 | 678
Respiratocy therapists oo i Seareman 76 636 1 () | e (" -
Physical therapists ,.........otoooe...... : oot e : - 8¢ ). 757 ] Cias (') | e ")
Speech therapists ... Ceecierernens . - 3 - e8 689 s (1) T84 - 692
. Physiclans’ agsistants . N S = - o © BT 806 | |28 (') . [ 2 ")
. Yeachers, college énd university — e - : - 566 870 - 351 1 837 | 215 | 765
Teachers, except college and unk eeetetsemeemiemsinineeareesistrasi e 3740 | 641 1,023 723 | 2718 613
Teaehen.proklndomaﬂenmdkhdemﬂon- - : 857 | "7 aet1 i 7 (Y)- | ss0| - ase
Teachars, elementary school _ : irsaiassesese 1617 | 62 278 | - 719 1,339 648
Teachers, secondary school ... : . e 1101 1 - 697 | 488 | .760 603 643
Teachers, special education .....—........... i - S .81 |- 646 .48 (') 252 | | 652
Comsdon.mwwwww cesrtaonsinmsensinne — . - | ‘219 689. - 64| 799 - 185 [ - 659 °
. Ubrarians, udﬂvbu,nnd . frosssasosses ! SIS BEERET. - 854 28 |- (M) IR 640
© ULibrarlans .. . o ; : ‘123 | 660 | 21 (1) 102 | - 649
Social tebmls(sandutban plannets ; . . ; irrens 278 . 673. 127 -736 182 | 642
Economists . . o 123 | - 715 - 53.) @871 | 69 654
Psyd\obgists — : : srsrmbasons - 124 833 63 668 . - 689
Socil, rmation,andmllglws orh . anesismmsnris 1,184 §13 . 645 | 8§77 | - 5689 485
Sodal ; . . - - 641 624 204 591 437 507
L : . . ’ : - 3 —l 85 | M43 ] - 23| (M) 62 314
Clorgy. - e " : ' mrmmsimsseripssssesimnns| . 314|534 278 540 38 ). (1)
anynrluuhdges - - . T T eretrionebivesi | 659 | 1,150 1,258 101 670 ;
1,261 “1e7 970

.. 369
Lawyers e esesensenel e _' - 830 1" 1,149 34|3
m‘ooMaatgnddtable. - - ‘




HOUSEHQLD DATA
ANNUAL AVERAGES

‘39, Median weekly earnings of fuli-time wage and salary workers by detailed occupation and sex — Continued

(Numbers in thousands)
1996 :
. {
Both sexes ) Men Women
Occupation - I
Number | Median | Number | Median | Number Median
of weekly “of weekly of] weekly
workers | eafnings. workers | eamings | workers eamings
. ] R
- Wriers, artists, entertainers, and athletes 1181 614 635 728 546 529
Technical writers 59 787 as (B3] 23 ")
Designers 375 592 195 767 180 | 441
. Actors and directors : [ 75 620 44 " 131 M
Painters, sculptors, craft artists, and antist printmakers g1 |. 517 52 632 39 ")
Editors and reporters . 212 688 106 756 106 608
Public relations specialists .. 132 660 53 | - 908 I79 586
- Techaical, sales, and administrative B S 26,116 441 9,888 567 16,128 394
Jechnicians and retated support . ] 3215 573 1.662 650 1,553 498
Heafth technologlsts and technicians : . 1,172 482 263 537 809 470
Clinical laborgtory technologists and technicians evetesesasaeasbeeniaenanassonaneee 296 520 87 578 209. 508
Radiologic technicians " . 106 559 37| (Y)Y - |70 §57
Licensed practical : e reressesesasmasareassae s sas et . 294 468 | 4 v) 280 466
Engineering and related technotogists and technicians : rrmaiamsesensd 834 | © 605 683 621 151 542
Eloctrical and electronic technicians . 341 610 300 | . 622 41 (D)
Drafting occupations : . 209 | 601 166 608 L4a3 ) (M)
Surveying and mapping technicians S 58 481 53 459 5 "
technicians ... i . . 21 519 140 598 | 81 443
Biological technicians . : \ 66 - 485 28 M 39 M
Chemical technicians : 7 539 56 648 21 ")
Technicians, except heatth, engineering, and sclence ] . 088 706 576 806 .| 412 611
Alrplang piiots and navigators - . . g | 1,138 87 | 1143 2 (3]
' Computer programmers . . 518 772 363 797 156 741
-Legal assistants : - 245 549 a6 | (V) | |08 545
Sales occupations : ] 9041 | 474 6,114 589 3,927 as3
Supervisors and propxiators ... - ] 2,869 519 1,845 | 608 1,124 415
Sales representatives, finance and business services - veessensansasatrasionansasensen 1,583 607 -866 727 77 485
- lnsurance sales . P —————— : 416 606 212 767 205 4
Real estate sales . 306 | 605 149 695 157 510
Socurtties and financial services sales N N 273 747 179 977 94 541
Advertising and related sales . . 131 500 i X | 607 78 421
‘Bales occupations, her business s8rvices ... . . 457 582 273 631 184 486
Sales representatives, commodities, except retalt i 1,329 694 1,005 735 a24 583
" Sales workers, fetall and pe i $8rVICES oo Cevensens 3,136 269 1,380 386 1,746 258
“Sales workers, motor vehicles and boats ; . . 251 593 ‘230 597 22 M
" Sales workers, apparel -~ . 163 265 | 39 ") 123 260
Sates workers, fuiniture and home fumishings. .. Cereeersen 19 403 77 |- 406 ‘42 M
Sales workers, radio, television, hi-fi, and appliances . 155 423 | @2 428 32 M
* Sales workars, hardware and bullding pplh } e 171 32 134 399 86| (Y
Sales workers, pars .. ; . - " o139 | 409 o 122 427 - 7 (")
- Salos workers, other dities : ; | 674 . 208 260 a0 |, 414 213
" Sales counter clarks . ' i 84| 303 a7 | (V) a7l (M)
~ Caghiers ... i . : 1215 | | 247 289 274. 926 240
. Stroet and door-to-door sales workers - - \ X 106 3712 | ;46 (&) "60 |; 398
Administrativi support, including clerical eeenndioess . e 13,860 405. 3,212 489 | 10,648 391
‘SUPEIVISOS ... B - : - 6 557 . 261 624" a4 506
General office ; . ; . 356 541 ‘121 | 638 . 235 | - 503
. Financlal records pr ing S . 720 |~ 604 3] (M) 66 s76
Distribution, sdwdqlhg.udndlwtk_\gdetks : : : 168 541 108 553 .61 509.
. Computer equipment operators o : : . . 332 |, 430 139 . 538 © 194 401
. Computer op : : : - 329 43 139 . 538 191 403
 Gectetades, stenographers, and typists ; . 2,907 404 63 389 2,844 404
- Secretaries . 3 .| 2401 | 406 | . 38 (Y) | 2365 406
Stenograph . . - : : g s | . 412 (] M. 9l (M)
Typlsts ...... . . . . : . 451 395 - 21 ) '430 | 397
tnformation clarks - : 12713 | 345 145 367 | 27 43
" Interviewers : i : ; - 115 356 nl m 104 364
Hotel clerks ; . . 73 | 267 - 20 (') 62 267
Transportation ticket and reservation agents .. 209 421 64 458 146 397
~ “Receptionists ....... - : : . 633 333 |- 8 (&3] 615 | 333
‘Recorts processing. except financlal . . . 651 387 . 152 396 498 383
Order clorks .....: . 184 |- 455 | 81 466 132 - 451
‘Parsonnel clefks, exoept payrod and timekeeping - - . .88 445 ] M (") ] .M
. File clerks e FSS— - I 203 28 - 87 1 34 146 325 -
*  Records clorks e i : - . . LA R 389 23 M) 126 383
See footnotes at end of tabla. ’ . . . o : : ' ’
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HOUSEHOLD DATA
ANNUAL AVERAGES

39. Median weekly earnings of full-time wage and salary workers by detailed occupation and sex — Continued

(Numbers in thousands)

See footnotes at _end o table.

. ' 199
N I
Both sexes | Men Women
Occupation 1 -
Number | Median | Number | Median | Number Median
of weokly | | of weokly [ of waekly
workers | eamings | workers | eamings | workers eamings
. | . .
Financial records processing 1,503 403 166 439 1,338 400
Bookkeepors aceounung and auditing clerks 1,081 399 110 450 871 396
Payroil and timekeeping clerks 145 444 16 Y 129 441
Billing clerks ... 141 ag7 20 (&3] 121 399
Billing, posting, and calculating machine operators 87 395 . 121 (M 75 391
Duplicating. mail and other office machine operators 60 | 362 22 (") ag (&)
Communications equipment operators 140 376 17 (N 123 367
Teleprone operators 126 363 13 (") 112 as59
Mail and message distributing 815 599 526 628 " 289 521
Postal clerks, except mail carriers 283 643 159 673. 124 612
Mail carriers, poslal service 284 678 207 684 76 646
Mail clerks, except postal service 151 349 80 383 72 314
Messengers [:1] 360 80 366 17 (&3]
Material recording, scheduhng. and distributing clerks 1,642 412 853 444 €89 379
Dispatchers 218 471 113 ‘518 105 420 .
Production coordinators 181 517 89 618 101 462
Traffic, shipping, and receiving clerks 550 367 . 395 382 155 339
Stack and inventory clarks 432 429 245 470 188 366
Meter readers 53. 434 43 ") 10 (")
Expediters 137 361 43 ") " 346
Adjusters and investigators . 1,372 438 344, 532 1.029 416
Insurance adjusters, examiners, and hveshgatocs : kred 506 106 649 n 458
Investigators and adjusters, except insurance 763 415 184 486 579 400
Eligivillty clerxs, soclal wetl ! 103 | 455 “ | (M 88 4“1
Bill and account ¢« - 129 407 39 v 91 406
Miscelianeous administrative support occupalions 2,531 369 426 426 2,105 358
Gengral office clerks . 510 372 108 423 402 361
Bank tellers ...... 278 31s 26 M 253 313
Dala-emry keyers. 566 866 ‘]| 407 488 360
| clorks 83 397 81 (M 74 392
Teachers' aides - 331 273 29 | (1) 302 272
Service occupations ' 8,957 305 |i 4,958 357 5,000 2713
Private household 365 212 19 | (63) 346 213
Chiid care workers 136 198 2 ") 134 198
Cleaners and servants 214 | - 20 . (1) 188 | ~221
Protective services 1,802 538 1,627 $62 275 439
Supervisors .. 176 742 . 159 773 18 (3]
Police and detectives 93 783 81 845 12 ")
Flrefighting and fire prevention - 221 653 - 216 657 5 "
Firefighting 208 658 204 661 4 ")
Police and d k 83g 606 797 618 141 5§20
Polcamddetoalves,pubﬂc sarvice . 549 667 481 679 68 {617
Sherits, balliffs, and other law ent officars 127 513" 107 517 20 ")
mmmbn officers 2634 613 | 210 541 53 449
G ' 566 333 . . 455 343 1 295
Guyards and polcce. omep( public seMee . 831 336 . 440 343" 91 1302
" Service o lons, except privat hwsehoidandpro(ecuw 7,690 ‘285 3312 304 4,379 272
Foodpmpammmdurw:eocupaums 2,839 265, 1,496 278 1,343 . 253
Supervisors - 234 312 - 93 as7 141 294
Bartenders - 177 310 82 ars . 86 277
Walters and wait feanel : 518 2n . 185 [ 308 - 363 253
Cooks.emep(shoﬂotdof . : ! 1,221 264 .| 219 430 - 242
Food counter, & , and related pations . ¥4l c217 23 (6D 4] () .
Kitchen workers, food | preparation et 105 :264 ‘36| (Y) 69 265
Waiters' and ! S ...... ..208 | 259. 124 239 | .84 | -278
Mi L food prep ation occupations . 304 231 ) - 192 - 226 12 239
Health service occupations ..... . 1,688 299 ‘231 342 1,457 293
- Dental assistants ... 1281 1 | 2] (M 126 359 .
Health aides, except nursing . 237 34 50 as5 187 306
Nursing aides, orderlies, and dttendants 1,323 - 282 179 V9 | 1144 286
Cleaning and building semco occupauons 2,140 . 208 1325 . 321 815 266
Supervisorg 148 391 ~102 | 468 4.1 (1)
Maids and h y y 455 264 . 96 - 800 . 359 | - 253
Janttors and ck : U 1,476 301 1,069 313 . 407 72
Pest control ... : 85 421 63 421 2| (')
‘Personal service occupations 1,024 ‘291 - 260 360 764 76 -
Hairdressars end cosmetologists .. 74| 292 . R ") - 242 288
Attendants, amusement and recreation laelillos 103 | . 348 67 | se4 “w | (Y.
Pubhclmnspoﬂalbn anendanls . 89 “z . on ). | (1)
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39. Median weekly earnings of full-time wage and salary workers by detailed occup

{Numbers in thousands)

HOUSEHOLD DATA
ANNUAL/AVERAGES

ation and sex — Continued

1996
Both sexes Men - I Women
Occupation g |

Number | Median | Number | Median Number | Median

« of weekly of weekly | . of weekly
workers | eamings | workers eamings | workers | eamings

Woelfare service aides 57 285 10 (") 46 M

Early childhood teachers’ istants 207 231 5 1) 202 230

Precision production, Crafl, NG FEPAIM ........cwwrimserscssemmisan s 11,020 540 10,076 560 044 373

Mechanics and repairers 3,834 568 . 3,672 571 162 510

Supervisors ; . 212 707 193 712 18 "

Mechanics and repairers, except sUpervisors 3,622 §59 3,479 563 144 502
Vehicle and mobile equipment mechanics and repairers . 1,443 | 524 1,432 524 1 ()

Automobile mechanics . eeeeer s eeeemssseRranssees s R RS 644 | 478 638 | 480 6 (&3]
Bus, truck, and stationary éngine mechanics 300 545 269 '545 ’ o1 (&3]
Alreraft engine mechanics 13 720 © 130 722 1 (&8
Automobile body and related repairers 144 463 141 ' 459 3 M)
Heavy equipment mechanics ... 144 613 144 613 - -
Industriai machinery repairers 827 569 513 | 574 14 { 1 )
Electrical and electronic equipment repairers 607 645 533 668 74 542
- Electronic repairers, communications and industrial equipment 146 602 139 609 | 8 M
Data processing equipment repairers 170 573 134 588 ar (&3
* . Teléphone installers and repairers ..... 163 nr | 138 746 25 | (M)
" Miscellaneous electrical and-electronic equipment repairers 64 714 64 713 - -
Heating; air conditioning, and refrigeration mechanics 244 543 240 544 4 M
Miscellaneous mechanics and repairers .......... 784 | . 557 745 569 39 (63
Milwrights 86 | 669 85 665 1 M
Construction trades 3,653 . 516 3,585 518 . €8 389

Supervisors ; . 438 662 429 667 10 M

Construction trades, except SUpervisors 3.215 502 3,157 . 503 58 388
Brickmasons and stor ns BRER 483 m 483 - -
Carpet i et s1°| . 402 51 402 - -

- Carpenters 804 475 795 476 9| (M)
Drywall install 122 430 120 436 2 ")
Electriclans . 647 611 633 612 14 ")
Elecirical power installers and répalrers 125 .70 125 710 . -
Painters, cor ion and maintenance 270 ‘381 254 392 17 M
Plumbers, pipefitters, steamfitters, and app 434 586 427 586 7 (63
Concrete and terrazzo finishers 66. 467 65 | 461 1 M
insulation workers .. 53 - 508 53 508 .

Roofers ..... 27 363 127 . 363 . -

Structural kers 58 598 57 ' 600 2 ")
Extraclive occupations 126 | - 699 124 700 4 ")
Precision production occupations . 3,405 526 2,695 583 AL 356
- Supervisors 1.141 - 619 852 650 189 458

Precision tworking ¢ pations -865 . 581 798 695 66 | . 367
Yool and die maker 132 716. 129 714" 2 ().
Machinlists . 481 543 450 555- 32 Y
.Sheet-metal workers 118 | . 605 110 | - 612 8 (&3]

_Precision working occupations 81 385" n 409, S 10 (M)
Cabinet makers and bench carpenters ...... : 55 401 50 407 5 (&)

Procision textile, apparel, and fumishings machine workers 116 346 63 390 .52 308

Precision work d dal : 472 . -368 216 412 256 337
Optical goods workers : 63 457 24 | (V) 281 (M
Electrical and elecironic equipment asseniblers 224 340 118 355 206 - 334

Pracision food production occupations 350 354 240 392 109 . 310

. Butchers and meat cutlers - 221 366 1727} 402 .41 (M) -

"Bakers eesant . . .98 ‘327 60 347 as | (V)

Precision Inspectors, and related work 135 572 113 | - 603 23 M)
Inspectors, testers, nd-Gradert ...l 128 570 108 | . 601 20. ")

Plant and system operalors ...... 246 634 " 241 638 .5 M)

* Water and ge treatment plant operators 59 §51 57 s62 |l - 2 (Y -
Stationary engineers - 5 118 - 621 "7 620 A M

Operalors, fabricators, ‘and laborers .. : 15,100 391 11,613 42 | 3,467 307 -
Machina operators, assemblers, and Inspectors 7,100 380 4,527 437 2,573 307

Machine operators and fenders, except precision . 4,605 - ar 2918 427 } 1,686 . 300

Metalworking and plastic working machine operators 385 436 327 . 459 .58 - 346
Punching and stamping press machine op . 84 418 76 a8 | 18| ")
Grindihg, abrading. butfing, and polishing machine op 125 408 106 . 428 || .19 Y\

WMetal and plastic pracessing machine op s .. 157 401 126 1 a6 | A (1)
Molding and casting maching operators ... 09 39 75 409 24 1 (V)

Woodworking maching oporators ... 10 | 373~ 95 387 15 ] (")

- Sawing machiiné operators .. .73 ass 64 | - 368 8 "

See footnotes at o.nd,ot.ulib_le.
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ANNUAL AVERAGES

.
39. Median weekly earnings of full:time wage and salary workers by detailed occupation and sex — Continyed
(Numbers in thousands) . .
1996
Both sexes Men Women
Occupation
Number | Median | Number | Median | Number Median
of woekly of weokly of weekly
workers | eamings|| workers | eamings | workers eamings ,
Printing machine operators 356 473 - 289 500 67 ags
Printing press operators 281 484 250 502 3t ")
Textile,-apparel, and fumishings machine operators 0905 268 221 310 684 257
Winding and twisting machine operators 50 357 19 M 31 &)
Textile sewing machine operators 535 254 81 287 . 444 249
Pressing machine operators 7 244 18 ") 59 230
Laundering and dry cleaning machine operators .. 128 254 38 ") 90 243
Machine operalors, assoned materials 2,676 396 1,848 432 828 327
Packaging and filling machine operators ......... 77 313 156 T 344 222 302
Mixng and blending machine operators 100 383 82 395 -8 (1)
Separating, filtering, and clarifying machine operators ........ 56 609 53 608 | 3 ")
Painting and paint spraying machine operators 191 422 170 441 20 (83
Furnace, kiln, and oven operators, exc. food. 56 510 52 512 4 (&3]
Sticing and cutting machine operators 157 359 .12, 407 45 "
Phatographic process machine operators 57 314 24 (&3] a2 "
Fabricators, assemblers, and hand working occupations 1,783 403 1,247 448 536 20
" Waelders and cutters . : 555 478 - 525 482 30 M
Assemblers : . 1,117 378 648 430 469 322
Production inspectors, testers, samplers, and weighers 712 379 361 a7 351 323
Production inspectors, checkers, and examiners 513 407 254 499 259 346
Graders and sorters, except agricult 144 265 65 T 2718 79 258
Transportation and material moving occupations 4,254 476 3,982 486 272 3s0
Motor vehicle operators : 3,052 473 2,836 484 216 345
Supervisors SO ; 73 563 60 834 14 M
Truck drivers 2,336 481 2,314 485 82 359
Drivers—-sales workers 146 506 139 515 6 "
Bus drivers 287 396 184 468 103 329
Taxicab drivers and chautfeurs 119 a74 109 381 10 (83
Transportation occupations, except motor vehicles 101 691 178 696 3] (Y
Rail transportation 116 740 114 742 2 [}
Waler transportation 65 586 64 592 1 (B3
Material moving equipment operators 1,021 461 968 469 - 53 374
Operating engineers 226 516 218 518 7 (")
Crane and tower operators 76 552 74 658 2 (")
Excavaling and loading machine operators 66 487 66 487 - -
Industrial truck and tractor equipment op 505 | 417 472 420 a3 (D)
Handlers, equip cleanars, helpers, and laborers .... . 3,747 330 3,105 343 642 295
Helpers, construction and extractive occupations 100 - 311 85 308 4 (8]
. Helpers, construction trades o1 . 308 .87 305 4 (1)
Construction faborers . 698 ar2 676 s 22 (')
Freight, stock, and material handlers 1,200 o7 957 340 243 288
Stock handiers and baggers 651 282 399 292 152 262
Machine teeders and offbearers 58 328 - 30 ") 28 (3]
Garage and service station related octupations 122 276 119 275 4 (")
Vehicle washers and equipment ct : 201 292 180 296 21 M
Hand packers and pabk_agets 219 310 95 316 124 302
Laborers, except construction 1,136 342 922 360 214 298
Farming, forestry, and fishing 1,502 204 1,326 300 176 255
Fanm operators and managers 83 442 72 461 1 (&3]
Farm managers . 64 493 | 85 520 8! (M)
Othar agricultural and related occupations ] 1353 285 | 1,190 291 163 |7 249
.Famm occupations, except managerial 636 Tan 662 278 ~ 73 229
. _Farm workers . 591 265 527 n 63 221
Related agricutural occupations nr 298 627 303 . 80 n
Supervisors, related gricultural ... g 69 417 ‘68 418 - -
- - Groundskeepers and gardenars, except fam 542 - 294 §20 294 . 21 "
Animal caigtakers, except ta - 65 | 292 19 (83 38 (M)
Graders and , agricultural prod 51 257 .20 " 31 "
Forestry and logging occupations §7 443 ‘ 85 | . 440 2| M
' Data not shown where basa is loss than 50,000. - Dash represents zero or rounds to zero
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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

MEMORANDUM FOR: Shirley J. Wilcher
Deputy Assistant Secretary

@W/( 41(44&( .

FROM: Carol A. Gaudin
Regional Dircctor

SUBJECT: Nomination for EVE Award |
SAS Institute Inc. ‘
Cary, NC

I am pleased to nominate SAS Institute Inc. for an EVE Award. '

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

The make-up of the employee community at the Institute clearly reflects success in
attracting, retaining, and promoting a diverse population. For instancel, 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
9/3/ the special needs and requirements of many of the employees. Workplace
0\ 6 accommodations such as schedule adjustments, special equipmentf, sign language

’5\ ' ipterpreters, and job restructuring insure that every employee has the opportunity for
owth within the Institute. (

College recruitment at historically minority schools, recruitment at minority events at

6(‘ other universities, scholarships offered to students in technical fields, {an extensive student
intern program, active participation in Inroads (an undergraduate intemnship program for
minority students), and advertisements of open positions through a wide range of
publications and organizations enables SAS Institute to succeed in efforts to attract a
diverse pool of talent to the company. The company awards 14 unde duate
scholarships annually. In 1997, §7% of the scholarships provided by the Institute
went to minorities and women. Over the past three summers, 27% of the summer
students in the program were minorities, and 49% were women.

All SAS Institute employees attend one or more training programs which address
issnes of diversity 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 participated in Sexual Hamssmenf Awareness

Working for America’s Workfo r!ce
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training. All new hires receive an orientation to the Institute’s policies }egarding

diversity, affirmative action, and equal employment opportunities; the Institute’s zero
tolerance of workplace harassment of any kind is emphasized.

|
Two departments at the Institute - Corporate Training and Management Education

Administration - are dedicated to providing employees the opportunity to develop the
skills they need t advance in their careers. Training topics include wrﬂputer
applications. Leadership skills, resume writing and interviewing, and ad:minisn'ative
skills. With nearly 1,200 Management Education Administration participants in 1997,

82% of people attending these courses were women and 11% were minorifies.

/|
AS Institute is an active corporate citizen, providing in-kind and cash donations and
% volunteers to many area non-profit organizations. They have a history <:)f 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: 1f 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 birtb and adoption, and flexible work schedules all
contribute to the satisfaction and peace of mind of employees who briﬁg 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 which allows our employees to feel good about working for
SAS Institute. '

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

¢ Best Companies for Working Mothers - Ranked in the top ten by Working Mother
magazine. '
. 100 Best places to Work in America - Ranked #3 by Fortune ma’gazine.
e 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 - Businéss Winner for supporting parent involvement in
education from the Partnership for Family Involvement in Education, Teachers
College at Columbia University, and Working Mother magazine.
£0 - |
% consideration of SAS Institute Inc. for an EVE Award is greatl);/ appreciated.




5-19-1998 2:06FPM FROM USDOL/ESA/OFCCP RO 404 347 1684

SAS INSTITUTE INC.
1998 EVE AWARD

EXECUTIVE SUMMARY |
|

Software solutions are products of the mind . . . world-class software development intelligence is found
in people regardless of culture, race, dlsabxhty, 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 papulation. With an overall turnover rate of 4% - 2% for women and I% Jor minorities —
we have a workforce that demonstrates loyalty to a company that respects them as individuals and
supports them in their personal and professional lives. }

SAS Institute is committed to creating a work environment in which employees thnve For more than 20
years the company has followed a basic corporate belief that the success of our ernployses is crucial for
the success of the company. Each member of the Institute team plays a vital role m meeting company
goals. Software developers, child care providers, administrative support staff, landscape crew members,
technical support consultants, sales and marketing representatives all are valued as‘mstrumcntal pieces in

our effort to continue to be the leader in providing business software solutions for companies around the
world.

We have in place programs and policies which support our efforts to create the kind of work
environmeni that allows women and minorities to succeed personally and profes'swnally We work
intentionally to tap into the vast array of resources available to provide us with the best talent for our
future success. And we have a culture in which the contributions of all employees are treated as adding
value 1o the company. In this application, we will specifically address the following practices:

Workforce Information
The make-up of the employee community at the Institute clearly reflects our success in attracting,
retaining, and promoting a diverse population. For instance, the Institute exceeds availability
for minority managers by 5.8%, and 30% of vice-presidents are women. We recognize the
importance of incorporating 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, stgn language interpreters,

_ and job restructuring insure that every employee hds the opportunity for 'growth within the
Institute. ' ’

Recrultment
College recruitment at historically minonty schools, recrmtment at mmonty events at other
universities, scholarships offered to students in technical fields, an extcnswc stadent intern
program, active participation in Inroads (an undergraduate internship progmm for minority
students), and advertisements of open positions through a wide range of pubhcanons and
organizations enables SAS Institute to succeed in efforts to attract a dwetse pool 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 scholarshlps provided by
the Institute went to minorities and women. Through our summer student employee program,
we lay the groundwork for a diverse workforce in the future. Over the past three summers, 27%
of the students in the program were minorities, and 49% were women.

|
|
|
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Training

All SAS Institute employees attend one or more training 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 cmployees 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 Harassment Awareness training. And all new hires receive an
orientation to the Institute’s policies regarding diversity, affirmative action, and equal

employment opportunities; the Institute’s zero tolerance of workplace harassment of any kind is
emphasized. ’

Oppbrtunities/Support for Advancement

Two departments at the Institute — Corporate Training and Management Education
Administration - are dedicated to providing employees the opportunity o drevelop the skills they
need to advance in their careers. Training topics include computer applications, leadership skills,
resume writing and interviewing, and administrative skills. With nearly 1,200 Management
Education Administration participarts in 1997, 82% of people attending these courses were

wamen and 11% were minorilies.

Qutreach

SAS Institute is an active corporate citizen, providing in-kind and cash donations and volunteers
to many area non-profit organizations. We have a history of dedicating a la:rge portion of our
philanthropy efforts to organizations that focus the majority of their services on women,
minorities, or persons with disabilides. 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 a simple philosophy when it comes to employees: If yom!: 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,
and flexible work schedules all contribute to the satisfaction and peace o}f 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 which allows our employess; to feel good about
working for SAS Institute.

R ——

M———

SAS Institute Inc.
1997 Hpnots *

Best Companies for Working Mothers
Ranked in the top ten by Working Mother magazine
100 Best Places to Work in America

' Ranked #3 by Foruune magazine

Best Companies for Work and Family
Ranked #4 among non-S&P companies by Business Week meagazine

20 Better Places to Work
Named in Mother Jones magazine's list

1997 Apple PIE Award
Business Winner for suppotting parent involvement in education
from the Partnership for Family Involvement in Education,
Teachers College at Columbia University. and Working Mather magazine

e ————
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Eppep T W B B Lhid vy W U TR I SAS INSVYILUTE INC

Pt Section D—~EMPLOYMENT DATA

Employment at this establlshment—Report all permanent fulltime and parttime emiployees including a prantices and on-the-
Job treineas unless specifically excluded as set forth In the instructions. Enter the g:gr%nriate ﬂgu%s %n all lines and in all
_columns, Blank spaces wliil be considered es zeros.

NUMBER OF EMPLOYEES
108 overaLL MALE FENALE —
TOTALS WHITE BLatk ’ . S
CATEGORIES oo | motor | eerer |10 | 'AEhE | NTVOR | OTS | (AYR: | 1O ARG | B
. * THRU K) QRIGIN) ORIGIN) NATI';AEN "Ol?im "tlisﬂlvﬁlmf (BLANOER ’ﬂ-ﬁ:‘”
A 8 ¢ o 3 . G H g 3 x
s ond o 372 J1ve | 7| 2| 6 wo| 8 | || 4
sfessionals 2| ‘1450 |e682:| 31 | -8 | 35 619 | 37 7 |30 | 3
cnniclans N 51| 4 2 ' 25 | 7 |
Warkers 4 ‘
. . . . [
Sencal 5| - 296 261 5. | o ' 229 31 | L | z 1
aft Workers '
Killed) G
)peratives
emi-Skilled) 7 |
aporers }
nskilied) .
" Workers 9 174 31- 17 ' 87| 36 3
TOTAL 10| '2383 966 { 64 | 18 | 44 1129 {119 | 8 | 39 | 4
raportadIn Brevious 2065/ ‘861 54 .13 39 0. ‘920 ‘89 .5 .34 2

NOTE: Omit questions 1 ana 2 on the Consolidated Report.
Date(s) of payroll pertod used: . 2. Daes this establishment employ apprentices?
1 0Oves 2 0 No

Section E—ESTABLISHMENT INFORMATION (Omit on the Consolldated Report)

What Is the major sclivity of this establishment? (Ba specific. L.e., manufacturing steel castngs, retall grocer, whalesale OFACE
oiumbinF supplies, Utie Insurance, ete. Include the specific type of product or type of service provided, as well as the USE
principal business or industrial activity.) . [ {__ONY
SIC=7371=Computer: programning seciices

CCC PLEASE  CORRECT . NARRATIVE: IF :INCORRECT. ->)>) g

] T on F-REMARKS - |
Use this item to give agg identification data appearing on last report which differs from thata‘Elven abo\lre. explain major
: on

anges In composition of reporting units and other pertinent inform
|

Soctlon G—OERTIFICATION (See Instructions G)

sck 1 Q All reports are accurate and were prepared In accordance with the ingeguetions (check op consolidated anly)

e ’ 2 This report Is accurate and was prepared (n accordance with the insfrucyons. 1

me of Cartifying Officlal Title Signatgre Date

xid Russo V.P. Human Resqurces 255ep97
me of person to contact regarding | Address (Number and Street) Lo

s report (Type or print) . . . .

ehhanie Stringer SAS Campus Drive

e City and Stats ZiP Code Telephone Number (Including | Extenslon
0/AA Comsultant Cary, NC 27513 |819-%77-8000 | 7890

Alf reports and information obtalned from Individuatl reports wili be kept canfidential as required by Section|709(e) of Title VIi.
WILLFULLY FALSE STATEMENTS ON THIS REPORT ARE PUNISHABLE BY LAW, U.S. CODE.}1TLE 18, SECTION 1001.

/
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Facts

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 custorner 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 amoug 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
rescarch 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-life programs. ‘

The Institute's work-life initiatives and unique corporate culture continue to.
receive accolades on the national level. For the eighth cons?cut.ive 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. '

An active Corporate Philinthropy 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 organizaﬁ:ons focused on
enriching our communities through the promotion of education, the arts,

environmental conservation, community services and medi’ca.l research. _
Employees also raise money on their own, donate food and clothes, and perform

countless hours of labor through 2 variety of organizations;

For further information, please contact Kat Hardy, Public Affairs,
SAS Institute Inc., 919/677-8000
www.sas.com
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DATA SUMMARY
1998 EVE AWARD
FOR SAS INSTITUTE INC.
Name, address and telephone of corporation being nominated:
SAS INSTITUTE INC. |
SAS CAMPUS DRIVE ;
CARY, NC 27513 |
(919) 677-8000 X7801 |
Name of highest ranking official: !
DR. JAMES H. GOODNIGHT, PhD
Name of executive respansible far Human Resources/EEO:
DAVID F. RUSSO
VICE PRESIDENT, HUMAN RESQURCES |
Cantact People: | ‘
KAREN THOMAS-SMITH STEPHANIB STRINGER KAT HARDY
HUMAN RESOURCES ' HUMAN RESOURCES CORPORATE COMMUNICATIONS
SAS INSTITUTE INC. or SAS INSTITUTE INC. o SAS INSTITUTE INC.
SAS CAMPUS DRIVE SAS CAMPUS DRIVE SAS CAMPUS DRIVE
CARY, NC 27513 CARY, NC 27513 CARY, NC 27513
(919) 677-8000 X5203 -(919) 677-8000 X7830 (919) 677-8000 X5221
ER (7)) 677 - YY)
Number of employees:
3161
Principle Product:
- SOFTWARE DEVELOPMENT
Date of last compliance review:

MARCH 7, 1995 (LETTER OF COMPLIANCE ATTACHED) \

Copy of employer information report (EEO-1):
ATTACHED

Names of us senators and representatives:
U.S. SENATORS:
LAUCH FAIRCLOTH
JESSE HELMS

U.S. REPRESENTATIVE:
DAVID PRICE




SAS INSTITUTE INC.

Karen Thomas-Smith
Human Resources
SAS Campus Drive

Cary, NC 27513
Phone: 919/ 677-8000
Fax: 919/ 677-4444
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women's ad'mvcm@%nar—ste cencers in
Hiltsville.VA (Sara Lee Knit Products); Clarksvifle, NC
(Sara Lee Hosiery);and Sardord. CT (Playtex), Tuiion
subsidies. Before- and afterschool, holiday and
summer programs, Badasp care ac hq. Precax set-
asides. Rafmburses child are costs for biginess Tavel
and overdme, R&R. Sick-child days: 2-10 (varies by
division), §3) Werk x home. Job sharing Flexdme.
Compressed workweeks. PT (benefice 20 hrafwk).
Tminhgbrmmdmamsdnd.llc.o Leave
for childbirdh: FMLA only, with some fd| pay. Phase-
backfornwmod\er:hmmitylm | wic paid
(Coachy;2 days poid aidt $2-3.000:RAR:
4Mcpudleae(Cmd5)Hu\:d'=mg(naaﬂm)
Savings plan (no company rmacch). Company-paid

pension. Scholarships for amplayces’ children, Health
insurance (80% of premium) Fuli-dme work/family

conglomerate—which makes
products ranging from Bal Park frarks w Playtex oras—
has a steng commitment %o the advancement of
wormen who currenty make wp |9 percent of the op
239 eeaives with sslres Fom $130000 3 yearAnd
worren hokd 25 percent of the postions in the next ter
of 420 exeaftives, whose average annual earmings are
$165,000.Sara Lee’s gereral counsel, def fmarngal off-
cer ana treasurer are all women as are The presicents
of Sara Lee Hosiery, LTgas Prociucts and Hanes Hosiery:
The company has continued 10 expand programs 1
enable working moms 1o dimb the corporate ladder
whie taking care of famvly needs. Addling T S Cepen~
dert care padage that incudes tres nearsie Gemert
lzst year Sara Lee doubled the dhvid care remburse-
ment for parents who work izte or travel out of town
© $ an how; up 10 S70 1 dax The company alsc
* corracted with Children First to provide badaup are
for employess in Ovicago. In 50 sams and DC.HQ:3
Fiest Nadonal Paza Sidg., Chicago, L. 60602

SAS INSTITUTE INC. is the warld's largest
privately held sofoware company. Ninth year on

our list
Empicyeec3010
000 |ZEm, .,
High (area):Avg
G(B(B Enay lewk S2(972 (office
BGO _ |
\VAVAV, V) senioc and -exec vps 0 (of 2%

vps 30% (of 10): officals and mgrs 51% profs 46%
Highest paid: 30% YWomen's support group. (&) Two
on-site centers and one hearsite: 400 children ol
($20Q/nvch). Hokdzy and summer programs. Badaip
are Pretax set-asides RAR. Sici-iid cays:as nees-
ed, {§) Work ar home (8-12).job staring (16). Flex-
time (545). PT (31): benefic: 1 7.5 hreiwi Training for
mgrs on alervative schedules. () Levve for child-
birthe FMLA only, widh some full pay. {996 leavess2%;
avg § wAcs, Paternity lesver 2 wics pald Adoption ald:
$5.000, Proft sharing (IS% dpﬁ@p\pﬂrﬂd
Scholarships for employees’ children:

pension,
$10.000 o 5 \dds. Health ingurance (100X of premi-
um for emplayees; 77% for dependents). Full-tme
work/amily mgr and soff. Bder are RER (450).
The benefits here are Adv—and explain why in an
NAKTry where Tumaver s approvimatsly 20 percent 1
yea SASs 5 S pervent For sarters the company offers
free on-site medical @re. with a saff of 27 health are
workert, induding two shysicians And, with 15 trd
d\ﬂdmcmwupardwmgSASnowW-des
cre for 400 chidren of empioyees a2 the pargain rae
of $200 per month per chid Employees who work

90WorkingtotherOctober 997

outside of headquartars get their child care subsicized
a the ame e

Not one 1c rest on s aurels SAS has over the past
year, upped adoption aid from $3000 to $S000. added
a schokarship program &r employess lads (this vear i
studerys received 52000 each) and introducee a (3
wesk summer carp 3t one of the on-site centers The
cos? Only $100 per chid On-site badasp core hus aso
been added in 23 sares and DC. HQ: SAS Campus
Dr.Cary NC 27513,

THE SFAﬂ'LETIHESpuin.ﬂ\sSaMe'seming
@ynd‘ecamySmﬂﬁmronwﬁst
@ | Employees: 1,969
088 Ferralex 678 (34%)
© High. Erry level: $378Awk
(deﬁ‘ WW';
GGG SATEMA  (mDne
ooo Percent fermaler senior and
: exe vpe 20% (of 5): vps 19X
(of T): officials and mgrs 36%: profs 46%. Highest
paict 28%. Women's suppart graup (17). Measures
mgrs on women's advancemont. (8 On-sice cencar
30 children ($560-6 | O/mth). Company contributes
$36,000 to operating cost of center. Tuidion subsi-
dies ($100/mth). Preax sec-asides (70), Reambuarses
child care cosss for nonroutne business gavel Pays
83% of yick-child cre costs at nearby hospiaal Sick-
child days: as needed. {) Work at home. job shar-
ing (15). Rextme. Compressed workweeis. PT
(300): benefies: 20 hrswk, ) Leave for childbirdh:
HﬂlA.ph.lusbmd\somemllpzyl”élM
33 (4 men); z7g 5.5 miths (women). Phase-back for
new mothers. Savings plan (3% compasty mateh up
m6%dpaﬂ.Hd&|mme(lmdprmmn).
Bder are R&R.

Rexdbiity has not been a hafimark of 12 newspaper
ndnmbuhxmﬂenmesdemmmd-atmm
be done. The paper on our st since 1991, offers 2
\ariety of ahermative werk amangements including 8
range of options for compressed worlweeks, The
nmpopdaruasd\eddehtembismpbm'o
wrkeghmm:rdaysmdmegtm::yn
a twomwesk period This fll The Seattie Times wil also
bqnmmmuwmofa
new dhid are cermenVWhen compared to the asrent
carer, the new one will ingeese the number of
spaces from 64 1o 75. and much of the added capad-
1y wdl be devared to neeced spce forinfas n 1997
the newspaper also restnuciured s wp management
posttions adding ane worman fo s new fue-member

. executive cound In | sare and DC. HQ: 1120 john
Sz Searrie WA 98109,

SEQUENT COMPUTER SYSTEMS, INC,
males. sophistated ganafld computer systems
pmcﬁcn#:mwh@ﬂnm
Sa:md)ﬂrmnurin‘.

| Employees: 1 808
9999 $94 (33%)
88@@ High (area)Avg (indkacry).

Ertry levek $720/hr (supporc
oe saffy; Sm;s;(ﬁtmm

hurman resources; W"
ooo | (inforration Systems)
$44.0004r  (product engineer).

development
Percer fermle: senior and exec vpe 25X (of 4):
vpg 8% (of 13); officals and mgrs 30K proés 36%
praulox@mmnh;ndw
dren ($475-635/mdh), NAEYC ecerediced: ondite
school (K+1), 2! children. Comparny covers 60% of

operating cast of center 3Ind school. Before- and after
school (23), holiday (6) and summer (§7) programs.
&dmmemxsa-unda(IBS).R&R(lé)Sdt
mmnm(ahmnommgm
Y home (10-15). job shering (). Fextme {(60).
Compressed workoweeks (10-12). PT (20): benefies 30
hﬂMkOmeudﬂM RMLA. phss |2 wics.
mmqumW”(Smen)agllm
(W)Hmbadcbrmmdaecﬂkdopuonud:
ﬁmmW\gSphnHedd\mnm(lw%cf
premuum for employees: 34% for dependents). Rull-
mwkf&niymgrardmﬁﬂd«mk&&
Ths Oregon-based computer ccmpany mace 15
istn1992mdmmm.¢wnermw
emmmmmmmw
ofmlmeeshuwbrésp&:m:mm.rn
Mmmmmmmww
:arsbr‘)}d'kimtpﬁunﬁ%«:m@.mabo
prmdesbd’a’&rdaﬂa’-s:‘u:lm‘*dﬂyprogm
andaume':ampforcid'magmm ‘Qanda
nﬂ-odmrgmdergrmmdrrmnpms
1o add 2 grade a year In the past year 3 new Work
Famiy Communtty departmert was qreated and 2
mﬁmbmmmdmpbmw
mse:-.p.mﬂmmﬂmmmprmm
"evcbe:‘\addedorwprmed.m.dngadﬂdmd
eideramrehwseﬂcc.adabhgdmpuonud.o
5,000 and a conderge service. There 6 also new e
cstnﬂodiewodcopmonesmbyeehadm
ml@ﬂawmmhmimw

SequerTt equipping her with a computer terminal 3
high-speed retwork conriection and additoral phone
Wsﬁsswcmvmmmmmus
emplc;eesln}l seares. HQZ 15450 SW, Kol Piwy,
Baaverton OR 97006-6063.

TﬂA‘S INSTRUMENTS, INCORPORATED,
smdn%;mappnmafm
mrdups:ndamgecfprodua:mdudmgulqb—
tors. Second year on our it

] Employees 12153
0066 Ferrales 10,186 32%)
100 O agHgh Emy e
EE W(mﬁbopemog
606 $351meh (engineer).
Ooo‘ Percen fermale senior and exec
wps 4% (of )vps 9% (of 104);

oﬁmlsmdmgnlSXpro& 18X, Highest paid- (0%
Msmw(lmmmm
Wl advancement. (@) Nearsite cencer in
Le-Me.mﬂ children ($50-120fwk). NAEYC
sccredrad. Sumemer program (56). Badap are.
Preax sevasides (1.332). RAR (2.035). Pays 75% of in-
hamddedidmmﬁBCQmwl.eM
a:homa.pb Fextme. work-
uezh(l.m*). benefis 20 hrsiwk Trainig
for mgrs on alcerrasive schedules. ) Leave for chid-
mmmewmmﬁ
mmmm(mdmww
(SO%mmnnd\q:wﬁdn).Gwm
pnidpuubn&mh-#ups emplayess” children;
$72.000 w 18 kids Health insurance (100% of prems- -
unbrmﬂmetas-mt:rdzpmdm:).&d}-m
MWMMWWR&R(QIL
Ah.gemcwge *& how ane ferrale engneer:
a mother of twa, described the JTmosphere 3 Teas
mmmmregardfowmvsmwe
mmnuhdmrhasmmdam:he
fesult s happler working moms. Now rduded 0
Trs benefits package are pre- and postnazal RPPOr

Mother Rooms and comprehensive weliness/ftness

|
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ALLSTATE INSURANCE COMPANY s the

mdon’s second-argest insurer of cars and rames.
Sevench year on our lisc

69 Employees 45202
Oe BBP (I%)
0 8@@ ( Aug By lek $26700
(9{9 receptonist. dad processor):
GGG $28.000 (uru'tO supervisor, fnan-
cal aralys). ) Percern female
OOOO senior and exec vps 4% (of

14): vps 19% (of 182): officials and mgrs 42% preks

48X, Highest paid: J7% Women's support groun.
Measures mgrs on women's advancemnent. (8 On«
sie center in Norhbrook. IL: 166 children ($441-
778/rrrch); three near-site centers in Charicms, Oallas
and Hundngean, NY: 43 children wal {$420-
710/mdh). Chardotte and Dals centars NAEYC
3ccredized. Bafore- and aiterschool (| 1), holicay (106)
and summer (8S) Bacdap zre. Precax set-
asides (8.455). RAR (13.012). Sick-child days: S.ABC
Chamgion, g Work ax hame (231). Job staring (7).
Aexdme (626). Compressed worlowecks (233). PT
(1:479% benefies 1.000 krsfyr. ) Leave for childbirte
FMLA. plus 14 whes. with some full pay. 1996 laves:
382 (13 men); ovg IS wis (women). Phase-tack for
new mothers Adopdon aid: $2_500 R&R. Savings phan
{S0% company maxch up ta S% of pay phe earariby-
dan ded o profs). Company-pad pension. Schatar-
ships for employees’ children: $385.000 3o 319 kids.
Halth insurance (75% of premium). Full-gme
work/family rgr and saff. Bder cre:R3R (L111).
Alfstate recenty spert $3 mifion %o buld an on-sie
chid @re genter 2t it headquarters in Northbrook—
nC when the center opened kast Fabruary 164 iads
were aready ervoled The Lie Hands Crild Cevelcp-

ment Cemer s a spectag_iardocking faciity——cpen and
5 A UBEZNE & prwheet design, Wit rooms caciaring ot

from a central arez Parers not only had inpt n e
cesgn of e carter which &in accommodate up 1o
190 kics .t pardoipated in Tansition semnars o Felp
prepare ther children o placament hiere, n addtien
10 cring or preschooiers. the cermer offers Ulday

Women izve been working ther way W hers as
wel Al nas had 3 rule in affecy saning Sat a cherse
sine of Quatfied cyndicares induding women must be
onsidered {or every opening from enzry dvough the
Seostve leved The insurer reporss dhat this ooy s
gevrg resunx The percentage of fermale oficars has
tipled over the a2 1C yeary. In SO mmoes, HQ: 2775
Sanders Rd. Northbrook, IL 60062+6127.

AMERICAN MANAGEMENT SYSTEMS
devises informuaron technology systems « help diens
(companies. government agencies. schaols) run their
businetses beaer: Fourth year on ur kst
Emplojees6 |12

2518 (43%)

O Percor ferrale senior pon-
dpals 31% (of 407).principals
39% (of 1 282): senior and exec. vps 15% (of 41);vps
16X (of | 72y officiuls and mgrs 34%: proks 37X High-
ex paid: 36% Women's support growp (136).(8) Two
nersite cemers 34 children wad ($142:185Mwk).
Both centers NAEYC acoredited. Dependent are
fund ($17.000). Before- and afrerschool, holiday and
summer programs. Badap are. Pays S8% of emer-

gercy child and dder @re caxs. Pregx setasides

(187). Remburses child care case for noaroutne

business Tavel, RAR (519). £ Work at home. job
shasng, Rextime (S400). PT (21 5): benefis 14 i,
Leave for childbirty; RMLA only, with some 4l
pay. 1996 leaves: 77 (4 men): avg |6 whe (women).
Phase-back for new mochers, Adopton yd: $4,000;
R&R Profic sharing Savings plan (no compary mach).
Health insursce (80% of premium). Fuildme
work/family mgr and saff Sder are RER (233).
Cre of e nerids &nes owing orsurs compe-
nies (reeruas have more than doctied sirce S irx
oA e: on AT K in 1954) Amenin Maragerat
Syswerns experiencad 1 gich 'n whe Zedvery of s scit-
ware arodi 10 1 telecammenicasions cer n [958
resting n a4 +7 percer slunge n o A e
3 2 "estt of e prodlam, AMS was soen Sadk 3
vack and 700 arployess ~ers added n R irm v
morths of (597,
ments a5 amtiiacdcaly as AMS does A recert
newslener BZLYES a viCe DeSGETT ard O 'ane
videocerferancss Som her rome nother verideg
a arucial mecting (bringing ner mfart son 5o e ToUc
rorse him); and a mother of three 'who wlecaommiies
tees or our days 3 week, Litle wonder & zcmpany
Sve schodies Bt necssar~— s part of our cdre”
Pexdoilty gt 3 only 2rez 11 which AMS 5anas et
hs Teck record e wermen in the uoper rarks s glso
laucable Currertly 53 percert of @5 work &rza s
fermale, and wormen hold 34 percerr of e Nghesped
jobs. SEHLAMS 2w ft <o roit out an “Advarcement of
Women Prejecs” this yean which indudes 3 seres ¢f
semunars for aspicng Emale exeoctves natiorwide. in
22 saees. HQ: 4050 Legaro Rd. FairfncVa 22033,

AMGEN develops biotechnology-based medicnes,
Third year on aur lisc

Emoioyees 1,391
SRR
High. Zatry levet $13.720
@G@ {b asw. cleric mariacarring
(FLF) opernwr): 30000 (recearch
ooo assoc), ) Percant femaler se-

. nicr and axec vps O (of 9); vos
17X (of 24): aificals 1 mgrs J6% pecfs 49% Highest
paid 2S%. Women's support grovp. (@) On-te
center: 270 children ($465-600/meh). NASYC acered-
ired. Company contnbutes $S30.000 o operadng
cost of centar: Summer program. Bada:p am Prenix
set-asides. Remburses child care costs for tusiness
Tavel. RER. Sick<hld dayx: 2 (3 Aexible work

| amangements with o formal polices. ) Lezve for
childbirth: FMLA only, with some &l pay. | 994 lexves
$1 (3 men)iavg 20 whas (women), Phasesback for new
mochers. Piterniey leave 3 days said Adapdon aid:
33,000 R&R: 3 days paid lexve. Profic sharing (13%
$ay). Savings olan (mpany aomesally comributes

" 3% of pay. pius 100% <arnpany match up 20 5% of
o). Stock opdors. Scholarships for emplayees’ chil-
dren: $64.000 0 4 kids. Health ingurance (35% of
premium),

Ths highgrowth company zossed the S2 Sificn
sales mark in 1996 And 25 a urder sgn ¢f frarcel
“eatth, sa¥ incezsed by 14 cereant.

Rt 25 the company 8 FOwng 10 DS eTEYes
Gmiies In 1996 workers gave Srth © 237 Caties—
which heips explain why this high-tech oI sans
replace i old chid Qe cemer (wich now ayes o
270 iicks) with 2 new one, Spale of carng Tor W 0
450, Camp Amgen s schedtled 0 cpen ret g,

Crhver beneits remain wop-ofafie-ine here: 3 Suee-

' Glaxo*szl*I_come _

***i‘-gy****

welerek,

* Nurnber of years on our TOP 5 or TOP 10 §
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WE HAVE BEEN TRACKING GREAT EMPLOYERS SINCE 1931. 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 selected 238 as the most viable candidates for this list. Of this group, 161
agreed to participate. (To be eligible, a company must be at least ten years old and have a min-
imum of 500 employees.)

We asked each candidate company to distribute 1o 225 randomly selected employces the
Great Place to Work Trust Index. This employee survey wus designed by the Great Place 1o
Work Institute of San Francisco to evaluate trust in management, pride in work/company, and
camaraderie. Responses were returned directly to us.

Each company was also required to fill out the Hewitt People Practices Inventory, a com-

B | S I prehensive 29-page questionnaire designed by our partner in this project, Hewitt Assaciates
of Lincolashire, Tll,, a leading management consulting firm. Finally we asked each of our can-

didates to send us additional corporate materials, such as employee bencfits booklcts. com-
pany newslctters, and videos,

- The response was overwhelming. Some 20,000 employees filled out the Great Place to
0 wor Or ln Work survey (return rate: 58%), and 8,000 of them added written comments. 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 Hewitt inventory and other submitted materi-
als (55 points); and an evaluation of the handwritten comments (20 points).

Special thanks should go to Hewitt Associates. In addition ro processing the mountain of re-
turns, it also added invaluable expertise and perspective. We knew Hewitt was a great place to work because we had selected them in all the pre-
vious cditions of our 100 Best books. Tu collaborate with us, they had to give up the opportuaity 1o be listed again among the 100.

................................................................... By Robert Levering and Milton Moskowit.

If you think that your company should be considered for this list, send a brief letter explaining why (rwo-page maximum) to FORTUNE's 00 Best, 1537 Frankiin
Street, Suite 208, San Fruncisco, California 96109; F-mail address: 100besi@greatplacesowork.com

Rank JS mel ces Jab Applicants Revenues
COniPany (i aruwih’ " Teautmuy, 1996

Hi HIE i ar T medliens

R} ' T 48 """ Whyis Southwest No. 17 Listen o a typical comment from the more than 100 we re-

SOUTHWEST AIRLINES 0 26% 150,000 1S . ceived from enthusiastic employees: “Working Nere is truly an unbelievable experi-
Daltas m 4517 ©o 0 ks - $3400  ence. They treat you with respect. pay you well, and empower you, They use your ideas
61 2% 55% 6% . to selve problems, They encourage you to be yourself, | lave going to work!!”
2 352 : " Nearly everyone in the U.S. wanted to work at this manufacturer of computer -
KINGSTON TECHNOLOGY 0 S54% 4000 1 ory devices after Inst year's stories about its year-end banus averaging $75,000 per
Fountain Valley, Calit IFHE = - ws SL300  employes. The largesse was in line with company policies: free soft drinks and cups
2 % 8% ™ o of noodles at ail imes and & golf driving range in the back of the plant.
3 R 8 The warid's largest privately held computer software company. Superb on-site child
SAS NSTITUTE 1977 . 4% 12000 32 "+ carefor $200 a month. An on-site clinic that offers primary medical care at zero cost
Cary, N.C. Im 768 he $653  to emplovees. An award-winning cafeteria, whars a pianist plays during luach. No sur-
3% Is% - 8% . &% : . prisg that tumoves, at 4% a year, is among the fowest in the softwareit ..
- 4 25m .+ They make auto, truck, and motorcycle gaskets in a sprawling plant just north of
. FEL-PRO - 10% 0 &0 . Chicago. Uttra-family-triendly: $1.000 savings bond at child’s birth, affordable on-
" Skaokie, U. a © s $450  sitechild care, summer camp on company’s 200~acre recteation ares. summer jobs
s % X% % for employees’ kids. and $3.500 annual collage seholarships.
e 3 016 " “TDlinstalls and services ai;-conditioning aod plumbing systems insix cities.
- TDONDUSTRIES 0 31% 800 & All stock is in the hands of employees, with no one owning more than 9%, A monthly
Dallas m m m.. - $1Z7  meetingfills in all employees on financlal results. Employees are wildly upbeat. One
6 8% sald, “This company makes you feef fike a human being again.” .
6 ' : " This house of plastic, the secand-largest issuer of credit cards, pampers employees
MBNA 48% 823 @ - 50 they will be nice to customers. The coddling includes four an-site child-care cen-
Wilmington, Del, 2% Ws  $3300  ters, one-week paid leave for new fathers and adoplive parents, adoption aid of up
» LV to $10,000. No. 1 hiring criterion: “People wha like other people.”
1 Makers of Gore-Tex waterproof fabrics, Glide demal ﬂoss and dazens of other high-
W.L GORE - 26% an =z ~ tech materials. Employs avant-garde management theories that seem (o work In-
Newark, Dal. m ue . $1200  stead of a traditional hierarchy topped by bosses and managers, the company uses
3 13% 4% % : an organization in which dozens of so-called spensors set the pace.
y ' 14335 : Remarkably challenging atmosphere for the brainy. Everybody gets stock options, and
MICROSOFT 7.340 22% 150,000 8 mast professionals hired before 1592 have thus become millionaires; six became bil-
. Redniond, Wash, & o L s $8700 - lionaires. All-company picnics with a rodeo and five bands. And Bill (never Mr. Gates)

e L 4 1% pe  illy answers all B+ from employess.
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Kim Damofall [saskrd @ UNX.SAS.COM]
Friday, December 19, 1897 12:47 PM
BLDGB-L@VM.SAS.COM
New honor for SAS Institute!

To: All SAS Institute Employees
i orporate Communicatiohs: Cary:

Institute Ranks #3 on FORTUNE'S “100 Best Companies to Work for in Americal”

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

The list, which will appear in the January 12 issue of FORTUNE (available on newsstands
December 28), 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 Airines, followed by Kingston Technology in the number two spot.

Compieting 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 sprinkied throughout the list: PeopleSoft(20); Cisco Systems(25);
Intel(32); Compaq Computer(55); Adobe Systems(56); Sun Microsystems(69); Analog
Devices(70); and Texas Instruments(77).

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.

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

The Institute also completed the “Hewitt People Practices Inventory,” a comprehensive
questionnaire designed by Hewitt Associates, a leading compensation and benefits consultant.
After the surveys and questionnaires were 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 employse comments in the
survey (20 points).

The FORTUNE listing is the fourth award gamered by the Institute this year for its famity-friandly
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 Ingtitute made Mother Jones magazine’s list of “20 Better Places to Work” for how
well it balances the bottom line with its responsibilities 1o employees and the community.
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earns 129 more thari 8 woman. The bill, introduced by Senate

That “ynexplained ditterence” Democratic Jeader Tom Daschle
suggests that discrimination remains and Rep. Rosa DeLauro. D-Conn,
a reality for women in the workplace would:
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When the Equal Pay Act was
signed, women working full time
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every $1 earned by a man.
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married women with children, the
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ducing it is the increasing proportion
of women who enter pro(e§ional and
other higher-paying fields.
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that difference can't be explained by
job title ot experience hasn't been
calculated, she said. -

In Clinton's audience was civil
rights leader Dorothy Height, who
also attended Kennedy's Oval Office

signing ceremony on June 10,1963, A
new Labor Department study of the
wage gap {eatures a pholograph of
Height and other female jeaders 0
the day wearing hats and white
gloves as they stand behind Kenne

Clinton 1o

SpeeCh comes amid  commitee on prison 1abor abuses,
. including forced organ removal.
mountang ,pl'essure ‘And congressional investigators
told the Senate Intelligence Commit-
By Susan Page ee Wednesday that Clinton's 1996 di-
Usa TODAY rective transferring the licensing of

WASHINGTON — With his trip 10
China under increasing fire, Presi-
dent Clinton will ofter today a full-
scale defense of the visit and the poli-
cy of engagement with Beijing.

The speech is intended to stem 2
growing chorus of critics who are
blasting Clinton for a planned arrival
ceremony at Tiananmen Square, the

extension of most-favored-nation
trading status and allegations of mis-
sile technology transfers.

In congressional hearings de-
signed to pressure the administra- ly
tion, a former Chinese official testi-
fied Wednesday about brutal’
population control tactics, including

. {orced abortions, used to implement
the country's “one child per couple”
policy. Last week, former dissident

Harry Wu testified before the same

sensitive technology.
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But White House officials say Clin-
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politics
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in the interest of the American
people,’ spokesman Mike McCurry
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would be better at this point in hu-
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McCurry said the United States
has raised the issue of China's popu-
lation-control tactics and will contin-.
ue to do so. He said that although Chi-
na officially prohibits the use of
force in family planning, there 1S
uanecdotal evidence ... that there's
poor supervision of local officials”

rent” practices.

Clinton routinely delivers a major
foreign policy address shortly before
jeaving on 2 trip abroad, but this
_speech comes two full weeks before
he arrives in China. White House of-
ficials say the scheduling in part re-
fiects the administration’s concern
about the growing debate.

«He's feeling the heal, put 1 don't
think there's any evidence that he's
seen the light” said Gary Bauer,

president of the conservative Family
Research Council and a.leading crit-
ic of Clinton's policies on China.

China has agreed 10 let Clinton de-
liver a radio and TV address to the

of Chinese people during his visit, ac-
cording o diplomatic sources in Bei-
jing quoted by Reuters.
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1998 First Quarter Weekly Earnings Data by Gender

Women’s Earnings asa ,

Men Women Percentage of Men’s Earning
ALL $596 $455 . 763%

1998 First Quarter Weekly Earnings Data by Gender, Race, Ethinicity

Women’s Wages as a %

Men Women | of ALL Men’s Wages!
WHITE $611 | $467 . 78.3% -
BLACK $452 $395 66.3%
HISPANIC $381 $330 55.4%

Source: U.S. Department of Labar, Bureau of Labor Statistics, Table 2. Median usual weekly earnings of full-time wage
and salary workers by age, race, Hispanic origin, and sex, first quarter 1998 averages, not seasonally adjusted.

! This ratio compares the weekly eamings of white women ($467), black women ($395)
and Hispanic women (3330) to the earnings of all men ($596).






LT eTEo, o VWYL FUD T TG LTarson s o T oo da

7. 1)

/\-)t/ﬁl»t v

4))7,(

2

POTENTIAL COMPANIES FORIEQUAL PAY ENVENT

SAS Instiiute Inc.

SAS Institute, the world’s largest privately held software company, was recognized as one of
Working Mother magazine's Top 100 Companies in 1997 for the 9th year in a row. In fact, SAS
was among Working Mother’s Top 10 all nine years. The company received high marks for pay.
It offers $21,972 for entry level office administrative jobs and $37,656 for entry level assistant
systems developer positions. Last year, 30% of SAS Institute’s 10 vice presidents, 51% of the
company's officers and managers, 46% of its professionals (mainly software engineers); and 31%
of its research and development division heads were women. These numbers are extremely high
for the Research Triangle area of North Carolina.

Women Engineer magazine cited the company as one of the top 50 companies for women
engineers to work in 1997. The magazine found that women engineers at these companies

“earned among the highest salaries in the nation. On January 12, 1998, Fortune magazine ranked
SAS as 3rd in its 100 best companies to work for list for 1997. In addition, the company offers a
benefits package that adds about 30% (they are checking on that estimate) to pay in the form of
paid day care, ahealth care facilities with doctors and nurses, and other benefits.

Bayer .Corporation Kei\\ QOQ_Q,O}

Almost 4 years ago, Bayer Corporation underwent an OFCCP glass ceiling review and worked
with the Department of Labor to correct some salary situations. In great part because of the
review, the company began to look at its entire pay system corporate-wide and take voluntary
steps to ensure that its pay systems were equitable.

The company uses a modified Hay system to evaluate compensation -- looking at a number of
factors that impact pay for certain types of skills and types of work. Bayer evaluates why jobs
are placed together in categories and does as much as possible to ensure that pay is based on
consistent factors. The system takes a lot of work and time. The company has three major lines
(chemical, imaging technology and health care) and divisions within the three lines. However,
according to its HR director, Bayer recognizes the need to maintain this system of equal pay to
ensure that the company can retain the people necessary to be a leader in the field.”

Crestar Bank J’ n wj/
Crestar Bank recently underwent an exten$ive OFCCP corporate management compliance

review. This process, which often takes 18 months, evaluates a company’s compensation of all
of its employees -- from the president down to most junior clerical person. OFCCP’s review of
Crestar’s 1,800-person corporate office found no pay discrepancies at all. According to the

Richmond OFCCP office, it was one of the few corporate management revicws in recent years

=
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finding no discriminatory practices in pay.



SAS Institute Inc. | Page 1 of 1

Your family's financial future Wom':.:
Manage your money hel | oot
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. Hoover's company profiles

Co_mpﬂlz Sas INsTITUTE INC.
. Qu’:—?{fr‘l‘—e‘imiﬂ . Web Site: http://www.sas.com
. Subécrlbe: Hoover's Ticker N/A DESCRIPTION:
Profibe % Symbol: N/A SAS Institute, the world's largest privately
= Exchange: held software company, has about 3.5
.0 — - December million users in roughly 120 countries. Its
. Ml:.l)'lt(ists El::‘c;l Year 1996 popular SAS System is a suite of .
* News Sales Year: 653.0 (5 information-delivery software that allows
» Bulletin Boards Sales: * millions) users to manage data. The company also
* Money Home Sales .Ch . [16.2% (oOver |offers complete package business solutions

ales Lhange: |; v, for IT service management, financial

Employees: |4 500 reporting and consolidation, clinical trials
SAS Campus |analysis, and oil and gas analysis. SAS has

Address: Dr. offices, subsidiaries, and distributors in
City/State/Zip:|Cary, NC almost 60 countries. It enjoys a 98%
Phone: 27513 renewal rate among its customers and
Fax: 919-677-8000 |reinvests more than 30% of its revenues into
919-677-4444 |R&D.
James H.
CEO: Goodnight
CFO: Greyson
HR: . |Quarles

David Russo
Additional Sources of Free Information:

Search On: [sAs Institute L Submit J

SEC Filings

Hoover's Company Capsules, Copyright (C), 1998, Hoover's, Inc., Austin,
Tx.

http://pathfinder.com/money/hoovers/corpdirectory/non_public/hvr42461.html 6/2/98
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* Quarterly earnings

* Quotes

» Markets

* News

* Bulletin Boards

* Money Home

http://pathfinder.com/money/hoovers/corpdirectory/non_public/hvr43804.html

BAYER CORPORATION
Web Site: http://www.bayerus.com

Ticker N/A DESCRIPTION:
Symbol: N/A Chemicals - diversified
Exchange:
[Fiscal Year December
End: 1996
Sales Year: 9,019.6 (3
Sales: millions)
Sales Change: |— (Over 1-Yr)
Employees: |24,303
One Mellon
Address: 8?::;%3 00
City/State/Zip:|- ’
Phone: llzfslbsuzrlgh,
Fax: 9
412-777-2000
412-777-2034
Helge H.
] Wehmeier
gg‘.g Gerd D.
HR: ’ Mueller
: Howard W.
Reed

Additional Sources of Free Information:

Search On: [Bayer

[ Submit ]

SEC Filings

Hoover's Company Capsules, Copyright (C), 1998, Hoover's, Inc., Austin,

Tx.

6/2/98
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Caption for the photo of President Kennedy signing the Equal Pay Act on June 10, 1963.

Seated behind President John F. Kennedy, from right to left are: Congresswoman Edna Kelly,
Congresswoman Edith Green, an unidentified woman, Miss Mary Anderson, first Women’s
Bureau Director, and Dr. Dorothy Height, President, National Council of Negro Women. Other
organizations represented at this event included the National Council of Catholic Women, the
National Council of Jewish Women, the United Auto Workers, and the National Federation of
Business and Professional Women's Clubs.
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PRESS BRIEFING BY
DEPUTY SECRETARY OF LABOR KATHRYN HIGGINS,

AND CHAIR OF COUNCIL OF ECONOMIC ADVISORS JANET YELLIN,

The Briefing Room

1:30 P.M. EDT

MR. TOIV: Good afternoon. As you know, the President
will announce this afternoon his strong support for legislation to
strengthen the Equal Pay Act. In addition, the administration is
releasing two reports -- the President's Council on Economic Advisors
is issuing a report and the Labor Department is issuing a report as
well -- both reports are on the subject of the gender gap. Here to
talk about those reports and about the Equal Pay Act are the Chair of
* the Council of Economic Advisors Janet Yellin, and the Deputy
Secretary of Labor and our former Cabinet Secretary as well, Kitty
Higgins.

MS. YELLIN: Today's Council of Economic Advisors
released a report titled, "Explaining Trends in the Gender Wage Gap,"
which summarizes the current evidence on trends and differences in
the pay of malE and female workers. And I'd like to particularly
thank my colleague, Rebecca Blank, for her leadership and hard work
in producing this report.

The bottom line is that while the gap in female-male pay
differences has narrowed substantially over the last 25 years, a gap
still remains. And the remaining gap can't entirely be explained by
differences between male and female workers, skills, and job
characteristics.

The good news is that female-male pay differences have
decreased substantially. The gap in average female-male pay has
declined from about 40 percent in the late '70s to about 25 percent
in 1997. Moreover, the unexplained differences in female-male pay,
which is the difference that remains after differences between male
and female workers in skills and in job characteristics is controlled
for, that remaining unexplained gap fell in half -- it declined by
half over the 1980s.

This evidence suggests that both women's skills and job
choices are becoming more similar to those of men, and also that
discrimination may be declining as well. And it's important to note
that the convergence in men and women's wages has been particularly
rapid for younger women. The bad news, though, is that there remains
a significant differential between women's and men's pay. On
average, women now earn about 75 percent of what men earn. Even
after controlling for differences in skill and job characteristics,
women still earn less than men.



While there are a variety of interpretations of this
remaining unexplained differential, one plausible interpretation is
the gender wage discrimination continues in today's job market.
Direct studies of gender pay discrimination provide further evidence
that discrimination still persists. These studies show continuing
female-male pay differences that are not explained by productivity or
job differences.

So, in short, we've come a long way toward greater
equality in the pay received by men and women, but there is still too
big a gap that remains. So we clearly need to continue our efforts
to create equal opportunities for men and women in the labor market.

DEPUTY SECRETARY HIGGINS: Good afternoon. We just
released a report which | think you may have just received. This
really documents the trends over the last 35 years. Today is the
actual 35th anniversary. President Kennedy supported or announced
support for the Equal Pay Act 35 years ago today. And it's
interesting to look at the pictures that we've been able to pull from
the archives. Dorothy Height, who was with him when he announced
support for this legislation, will be with us today. It's amazing.

Just to add a little bit to what Janet said, our report
does document the history of what's happened. And the good news is
that obviously more women are working now than 35 years ago in more
diverse occupations with higher salaries than in 1863. And just to
give you a couple of examples, in 1963 only 4 percent of women earned
professional degrees; now it's over 40 percent. For example, women
now represent 40 percent of those graduating from medical school and
from law school. There has been 130 percent increase in the number
of computer scientists who are women and a 60 percent increase in the
number who are engineers.

But there, obviously, is still more that needs to be
done because there is still a pay gap. Women only earn 75 percent of
what men earn. The things that we believe are most important, the
legislation we're going to announce support for today, would stiffen
the penalties for violations of the Equal Pay Act, legislation that
Senator Daschie and Congresswoman Delauro have announced and
endorsed.

We also want to continue to focus on expanding education
opportunities because it really is education that will in the end
make the difference. We also want to toughen our enforcement in
terms of discrimination laws, both through the Equal Pay Act, but
also through the executive order that the Labor Department has
responsibility for, for federal contractors. And finally, an
important part of this equation is continuing to raise the minimum
wage. The women benefit disproportionately from increases in minimum
wage.

Thank you very much.



Q | have a question about what on average means. |
mean, | guess if you took ali the men and all women who are working,
because of a glass ceiling and high salaries for the top where women
haven't penetrated yet, you'd have kind of a lopsided average. Yet,
if you took a manager at a certain level who is male and a manager at
the same level who is female, is that what you're talking about, or
is it this big ball of wax?

MS. YELLIN: Well, the first set of numbers that | gave
you -- which is that back in 1963, women earned about 58 cents on the
dollar for men, and now about 75 cents -- is a broad average. |t
looks at the median wage of full-time workers age 25 to 54. But when
we control, as you just suggested for the characteristics of the jobs
and the skills that are needed to do those jobs, we still see that
there are significant differences in the pay of men and women -- of
course, somewhat smaller.

Q When you say.gender discrimination, are you talking
specifically about job for job at a lower level in the pay, or are
you also factoring in the fact that women often don't get the -- no
one gets to be President of the United States yet -- highest
government salary, for instance, here?

MS. YELLIN: Well, when | suggest discrimination in pay,
that's controlling for the jobs that women are in, and the skills
that they bring and the experience that they bring to those jobs.
That's sometimes summarized in what | called the unexplained portion
of the pay gap, and that unexplained portion of the pay gap has
declined over time; it represents the influence of everything that's
difficult to account for in terms of job characteristics, industry
mix, characteristics of workers, their experience in the labor force.

It's not -- that unexplained gap isn't proof of
discrimination, but there are a variety of other studies that point
strongly to discrimination as a factor. For example, studies that
carefully look at men and women in similar occupations where
productivity can be gauged directly, either through measures of
output per hour, or sales. What we see are very small differences in
productivity between men and women and much larger pay gaps. And |
guess | would add also that audit-type studies that have looked at
hiring suggest that there remains discrimination in hiring that's
directed toward women. When blind tests are done, for example,
hiring of musicians for symphony orchestras, one sees women hired in
greater numbers when blind tests are done in audits.

DEPUTY SECRETARY HIGGINS: If | could just add to that a
couple points. | think it's both. Women don't have -- continue not
to have as much access to the broad range of occupations as men.
It's something we need to continue to do. But there is also
discrimination. We just, for example, reached a settlement last



month with the CoreStates Bank in Philadelphia that resulted in $1.5
million in back pay for women employees. We had a settlement -- a
case in March with the Allison Engine Company in Indianapolis --
amounted to about $500,000 in back pay for women workers.

So we need to continue to focus on expanding educational
opportunities so that women have more choices, but we also need to
make sure that we are combatting discrimination, and when we find it,
that the sanctions are tough enough. And that's part of what the
legislation were announcing support today.

Q The discrepancies in those cases that you just
mentioned were the result of discrimination?

DEPUTY SECRETARY HIGGINS: These are equal pay cases,
essentially wage discrimination cases against women. '

Q Whose fault is it? |s it men trying to put women
down? Can you say something definitive here?

Q Yes. (Laughter.)

DEPUTY SECRETARY HIGGINS: Can we have a show of hands
in the news room? Helen, would you like to come up here?

| think our society has changed over time, and if you
just look -- again, our report talks about the historical trends.
Thirty-five years ago the occupations which women had the opportunity
to pursue were very limited. They were traditional female
occupations. The opportunities for women are much greater now than
they were 35 years ago, as a result not only of the Equal Pay Act,
but of other civil rights laws.

So we're making progress, but there is more to be done.
| think in cases -- and we can get you the specifics on these two
particular cases if you're interested -- the fact patterns vary. And
| don't want to generalize about -- make a statement that would
suggest that it's one thing or another. There are a number of
factors that go into these kind of cases.

Q Well, that said, how do you address comments made
by, for example, the female Metro editor of The New York Times who
says, if women have families they're screwed, they're not going to
get the best jobs here, they're not going to get the chance to make
as much money as those who aren't?

DEPUTY SECRETARY HIGGINS: We think -- this
administration has made balancing work and family a top priority.
The first piece of legislation the President signed was the Family
and Medical Leave Act. That's why this administration has put so
much support behind child care, because it is -- we want to make sure
that both parents can take care of their children and work. Women
have traditionally had more responsibility for managing the children
and home responsibilities than men -- it certainly plays a factor. |



don't know about the specific case in The New York Times, but that's
-- it's part of the real world today. Seventy-five percent of women
who are working now have young children, so there's more
participation. We need to make sure that the things that make it
difficult for parents to work are addressed, like child care, like

taking time off to care for your children. And that's why we've
supported that. But are we there yet? Absolutely not.

Q Well, unless we understand the wording correctly,
and it's very, sort of, obscure, the Council seems to justify that
child-bearing, per se, would also justify this gap in pay. And also,
why has all this been tolerated for so long? Why isn't the act more
tightly enforced?

ASSISTANT SECRETARY HIGGINS: What we are supporting
today is legislation that will toughen penalties. The legislation
that Senator Daschle and Congresswomen Delauro --

Q There are no penalties now?

ASSISTANT SECRETARY HIGGINS: There are not. We want to
increase the penalties that -- so that there would be a tougher
sanction. And we need to be more in enforcement, frankly. But
again, | want -- we've made a lot of progress. | mean, what the
reports show is that the gap has narrowed. There is still a gap, and
partly it's discrimination, partly it's the need to broaden
opportunities. But we have made progress.

Q A guestion about the penalties -- the legislation
the President is going to endorse today, according to the White House
paper, would allow women to sue for full compensatory and punitive
damages if they're subject to discrimination. Are there now caps on
those damages, or do they not have the right to sue for those
damages?

ASSISTANT SECRETARY HIGGINS: Let me ask Becky Blank
because I'm --

MS. BLANK: Right now my understanding is they do not
have the right to sue for those damages. The sorts of damages you
can sue for under the Equal Pay Act are limited, compared to the
damages you can sue for under Title VIl, which is the broader
coverage which covers race and ethnic background and religion. So
that this essentially would put the provisions of the Equal Pay Act
on the same footing as the provisions of Title VIl and, therefore,
put gender pay equality on the same footing as race or ethnic pay
equality.

Q So just to make sure we're clear, right now women
do not have the right to sue for punitive or compensatory damages?

MS. YELLIN: Under the Equal Pay Act, yes.

Q Secretary Higgins, one quick question about -- from



the small business community. A lot of small businesses, speaking of
lawsuits, are saying that they don't really have much guidance
between trying to determine between equal pay and pay equity and,
therefore, without any guideline from the government, it's going to
be a legal free-for-all. Are you going to be addressing the question

of guidelines so businesses can comply and, therefore, avoid
lawsuits?

DEPUTY SECRETARY HIGGINS: At the Labor Department and |
think also at SBA, we are trying to do everything we can to focus on
compliance and not just enforcement. So, for example, we're using
the Internet and we have a new -- what we call an e-law system,
employment law system, that helps explain to employers what laws
apply to them and how they can comply. And we want to provide
technical assistance. The issue here is getting people to comply
with the law, not just catching them when they don't.

Q But you're going to be putting this out there --
DEPUTY SECRETARY HIGGINS: Yes.
Q --in very big ways.

DEPUTY SECRETARY HIGGINS: Yes. And we're doing this
across the board in terms of our employment laws.

Q Ms. Yellin, while we have you here, | just want to
ask you a couple of questions on the economy. One is, do you think
the unemployment rate has gotten so low that it poses a threat of
inflation, or do you see inflation on the horizon for other reasons?
My second question is, the yen has hit a seven-year low against the
dollar. Is the downward pressure of the yen in danger of igniting a
new bout of problems in Asia in terms of the financial crisis there?

MS. YELLIN: Well, with respect to the unemployment
rate, certainly we are enjoying the lowest unemployment rate that
we've seen since 1970, and it is a sign of a very strong economy.
It's creating tremendous opportunity for those who have been at the
sidelines to be absorbed into the labor market and make progress.
This is a tight labor market and there is abundant evidence that the
labor market is tight. That, of course, poses some inflationary
threat and it's appropriate to monitor the economy for signs of that
threat.

On the other hand, having said that, 1 don't see any
evidence that inflation is rising. Quite the contrary, inflation has
continued to decline strongly. The weakness of the Asian currencies
and the strength of the dollar has been bringing import prices down
and will continue to do so. So we have low core inflation, declining
import prices, oil prices have been weak, and all of that is
excellent on the inflationary front. So, of course, it's appropriate
to monitor for the threat of rising inflation in these type labor
markets, but productivity is strong and | don't see the cost
pressures at this stage that would make me fear any imminent uptake



in inflation.

With respect to the yen, we are naturally eager to see
Japan take the actions that are necessary to restore growth to the
Japanese economy. We think it's very important for continued
recovery of the Asian region as a whole, and for the world economy.

Q ‘Speaker Gingrich is criticizing the Congressional
Budget Office, saying -- threatening to cut the CBO's budget if it
doesn't improve the accuracy of its forecasts. Do you think that's
legitimate criticism, and what do you think about his threats?

MS. YELLIN: Well, frankly, | don't think it's a
legitimate criticism, and politicizing the process by which -- what
should be an impartial process of forecasting for budgetary purposes
| consider to be highly inappropriate. | think we've tried very hard
to produce forecasts that, for budgetary purposes that are not based
on rosy scenarios, the administration continues to do that. And |
think it's essential that the forecasts that are produced by
ourselves and by CBO be credible and not part of a politicized
process.

Q -- CBO is not presenting forecasts that allow for
large tax cuts. | mean, what --

MS. YELLIN: That's what | mean by rosy scenarios.

Q That's why Gingrich -- oh, well, I'll explain it to
you later. (Laughter.)

MS. YELLIN: We've put a lot of hard work into producing
credible forecasts that would enable us to face up to the problems we
-- to take the tough steps that we've had to take to bring the budget
deficit under control. And it's thanks to that process that we can
now look forward to surpluses and | would hate to see that changed.

Q What did you think of Chairman Greenspan's economic
assessment today?

Q Rosy.

MS. YELLIN: He pointed out that we have an economy that
is -- | can't remember his exact words, but | think he said something
to the effect of healthier than he had seen in a lifetime of daily
viewing of the economy. And | certainly agree with that.

It's really -- it has been decades since we have had
this combination of low unemployment, low inflation, strong growth,
job opportunities. And, as | indicated in answer to the previous
question, yes, labor markets are tight and it is appropriate to
monitor for inflationary pressures. But | haven't seen them and |
think that Chairman Greenspan similarly indicated that he's watching
for signs of inflation as well; that it's appropriate to do that,
that, at this point there seems to be no imminent danger of an



inflationary threat.

Clearly, the crisis in Asia is leading to a drag on our
economy, but that comes in the context of very strong, robust
domestic investment and consumption spending. And there's a lot of
uncertainty about how things will play themselves out going forward.
At this point, | think, things look on track for strong growth with
continued job creation.

Q On the earlier question on the yen, do you actually
see a risk of depreciating yen leading to a wave of competitive
devaluations in Asia? | mean, there's a report today that the
rhetoric out of China is -- seems to be changing somewhat. China
suffered a decline in exports for the first time in 22 months in May,
and it seems to be a knock-on effect from the depreciating yen. The
Chinese Central Bank governor refused to reiterate their previously
stated policy of not devaluing the yen. Is this a rising concern?

MS. YELLIN: Well, | don't want to comment directly on
the value of the yen, but as | indicated, the prospects for growth in
Japan and domestic demand-led growth are of concern to us, both for
the Asian region and for growth in the world economy as a whole.

The Chinese, | think, have, to date, very helpfully --
taken a very helpful role in indicating that they would not devalue
their currency, and | believe that that still remains Chinese policy.

Q What are the prospects that Congress will pass the
equal pay legislation that the President is endorsing today?

DEPUTY SECRETARY HIGGINS: We're very optimistic about
what Congress will do this year. It's obviously a short
congressional session and there are not many days left, but this is a
very powerful issue with people all across this country. And this is
a Congress that | think is going to have to go home and face the
voters, and they're going to want to have something like this to
point to that they've acted on and has broad appeal.

Q What will the President do after today's
announcement that he's endorsing it?

DEPUTY SECRETARY HIGGINS: He will continue to work for
it, as the rest of us in the administration will, and talk about it.

Q Do you suspect this will produce an avalanche of
law suits?

DEPUTY SECRETARY HIGGINS: | don't think so. | think --
again, our focus is on compliance. We want to both educate employers
and workers about their rights, and employers about their
responsibilities, And we want them to understand that there is a
consequence for not following the law. But our goal here is not to
end up in long, protracted legal fights; it's to get -- to close the
pay gap.



Q Is there a gender pay gap in the federal
government? And if there is, why is it there?

DEPUTY SECRETARY HIGGINS: 1 think the reports we have
show that there is a pay gap. It is smaller than in the private
sector. The same issues affect women workers 1 think whether in the
public sector or in the private sector. And the same things we need
to do in the private sector, we also need to do in the public sector
to expand opportunities for women.

Q How would this law strengthen penalties? | don't
understand what would be different. What would the consequences be?

DEPUTY SECRETARY HIGGINS: First of all, as | understand
-- and I'm not an expert on the penalties per se, but it would
harmonize the penalties that now exist under Title VI so that women
would have another avenue for seeking recourse, which is the
super-compensatory damages. So it's important, again, in terms of
enforcement to have these things be the same, and not essentiaily to
forum shop when you're trying the enforce the law. That's, as |
understand, the heart of what the effect of this change would be.
This is one total.

Becky, you may want to comment more.

MS. BLANK: There are four provisions in this law that
presumably would be important. One is the -- the most important one
is the one that Kitty just talked about, that it essentially allows
women to receive additional damages that they currently can't receive
under the Equal Pay Act.

But secondly, in addition to that, it makes it possible
for you to talk about your salaries with your co-workers and not be
at risk of being fired by you boss, which is something that has been
a problem in some situations in the past. Thirdly, it allows for
some additional training for EEOC employees with regard to pay
discrimination issues. And, fourthly, it establishes a national
award for pay equity in the workplace, which is to recognize and
promote the achievement of employers who have made strides to
eliminate pay disparities.

Q Is there any equity here in the White House? Is
their some symbolism that Americans can look at here that people --
women make the same that men make in the equal |obs7 Since they're
so few here, it might be easier to figure out.

SECRETARY DEPUTY HIGGINS: Well, again, | think this
administration has a pretty good track record in terms of hiring
women in senior jobs.

Q What about the White House?



DEPUTY SECRETARY HIGGINS: Well, let me talk about the
administration. The question is what's the test of this President’s
commitment on this issue. And we can run down the lists of
appointments that are first -- we have the second woman chair of the
CEA, but that's a first for this administration. We have the
Attorney General, Secretary of State, the U.S. Trade Ambassador, the
Secretary of Labor, HHS. We have some one-two combinations for the
first time -- in the case of my department, Secretary Herman and |
are the first two women to run a major Cabinet agency.

Q But most women don't have these top level jobs.
What about these mid-level --

DEPUTY SECRETARY HIGGINS: | understand, but it's
important in terms of how laws get set and enforced that women have
these positions. So that sort of sets -- you help establish
priorities and set the tone and decide what gets done.

Q But there are 13 Cabinet positions and four women.
Q -- makes the same as a male here?

DEPUTY SECRETARY HIGGINS: | think in terms of White
House --

Q You're talking about wages, not positions.

DEPUTY SECRETARY HIGGINS: Right, but the question is
whether -- they're two issues we talked about. One is the access of
women to jobs, and the other is discrimination . So the question is
what's been responsible over 35 years for closing the gap? Women
have had more opportunities. This administration has provided women
more opportunities in terms of senior positions than have been
provided in the past --

Q Enough?

DEPUTY SECRETARY HIGGINS: Then the question is -- it's
never enough, Sam. We can always do better.

Q There are 13 Cabinet positions. There are four of
you women who hold them. And you have 53 percent of the U.S.
population. Do you think that's equal?

DEPUTY SECRETARY HIGGINS: We want to continue to
improve on that record, and we will.

But in terms of -- then there is the issue of
discrimination. And there, again, the White House can give you those
numbers, but there are a number of senior women -- women in senior
positions here who are paid the same as their male colleagues.

Q Can 1 follow on that question, because | have heard



informally around here in conversations, not with senior women but
with women in lower positions, precisely that complaint -- do you
have any sense of whether that's a valid complaint, or is it just
griping?

MS. YELLIN: [ can give you some figures on political
appointments, of which there are a large number. There are almost
3,000 political appointments. Of those in the Clinton
administration, 45 percent have been women. And women's pay,
averaged over all of those positions, is 85 percent of that of men,
which in both -- in terms of hiring percentages and in terms of the
pay gap, both things represent improvements from the previous
administration.

So clearly there remains some small pay gap. In part
it's related to -- | think largely it's related to the different
exact positions and their occupational distribution. But that's
better than the numbers | cited to you for the economy as a whole by
a large margin.

Q Is that over five years, or is that currently
serving?

MS. YELLIN: This is 1997 figures.

Q You said it was better than the previous
administration. What was the previous administration?

MS. YELLIN: In 1992, the percentage of women in the
Bush administration, political appointments, was 40 percent, and the
average pay of women was 75 percent that of men.

Q Nowit's --

MS. YELLIN: Eighty-five percent.

Q But 45 versus --

MS. YELLIN: Forty-five percent women in the positions
now versus 40 percent in '92; 85 percent of male pay versus 75
percent.

Q Is there an unexplained pay gap in these positions?

MS. YELLIN: | don't know -- it's an interesting
question, and to the best of my knowledge that's a rather complex
statistical analysis which, to the best of my knowledge, has not been
done.

Q We're all underpaid except Sam. (Laughter.)

Q Here, here.

Q You women submit to us men the Baptist --



Q That's right. (Laughter.)

Q Do you have any concerns that the GM strike may
have any effect on the economy, and is this symptomatic of the tight
labor market that you have talked about?

DEPUTY SECRETARY HIGGINS: We are monitoring the GM
strike and we are in touch with both sides. And we are hopeful that
it will be resolved. But the number of people who have been laid off
-- | think there's something like 16,000 workers are not working
because of the strike. But at this point -- Janet could comment more
about the overall economic effects. | don't think we see anything
quite vyet.

Q And you'll be watching it, monitoring it --

DEPUTY SECRETARY HIGGINS: Oh, yes, we're watching it
very closely.

Q Does it have the potential to be destructive to the
economy as a whole?

MS. YELLIN: At this point | think it's premature to
make that kind of call. :

MR. TOIV: Okay, thank you. Mike will be out in a
second.

THE PRESS: Thank you.

END 2:00 P.M. EDT
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