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Introduction

Women workers in Maine earn only 68 cents to every dollar that Maine men earn (full-time, Maine Economic Growth Council, 2000).  On average, a woman worker in Maine earns $397 per week compared to the men’s average of $521 (1999, AFL-CIO/IWPR).
  That pay difference remains despite our uniquely long and vibrant economic boom, a tight labor market and decades of women’s active, committed full-time participation in the labor force.
Why do women in Maine and in the US earn less than men?  Women are often paid less than men for the same full-time job.  But the situation is more complicated than that.  Most men and women work in different jobs – different job titles and different industries.  When you analyze those jobs and find ways to compare the work in different jobs, many full-time women workers are paid less than men for comparable work, training, qualifications, effort and responsibilities.

Maine’s Pay Equity Law


Because of this pay gap, Maine passed a pay equity law in 1965 that aimed to ensure that women were paid for the value of their work.  That law requires that men and women, performing jobs of comparable skill, effort and responsibility within the same establishment receive similar pay (26 MRSA §628.)
  Now, 35 years after passing the law, Maine is still a long way from achieving equity between men’s and women’s wages.

In 1997, as a recommendation of the Commission to Study Poverty Among Working Parents, the Maine Legislature recognized that implementing Maine’s pay equity law would eliminate one significant cause of poverty for women and their families in Maine (Report of the Commission to Study Poverty Among Working Parents, 1996).  As a result, the Legislature passed a resolve instructing the Maine Department of Labor to promulgate rules to implement the 1965 law (Resolves 1997, Chapter 43).  The Legislature asked the State Department of Labor to give employers guidance in how to compare different but comparable jobs and to provide employees with a clearer understanding of how the law applies to them.


The Legislature’s important work gives Maine employers and employees – and the Maine Department of Labor – a new opportunity to address the significant disparity between men’s and women’s wages.  Reducing the unfair pay gap is a challenge.  However, the effort is essential to eliminate gender-based wage discrimination and to improve the standard of living of thousands of Maine families, particularly those households headed by women who are disproportionately represented in Maine’s working poor.

To understand how pay equity will benefit Maine’s families, we first need to understand the long-standing problem pay equity intends to solve and the route to get there.  This paper explains why “equal pay” is not enough to improve most women’s pay, what pay equity is, how employers implement it, and how it will improve the standard of living of Maine families.

Why Do Women in Maine Earn Less than Men?


The gap between men’s and women’s pay in the US has persisted for several decades without improving very much (US Department of Labor Women’s Bureau, 2000; Gardner and Daniel, 1998; Orazern and Mattila, 1990).  Maine’s gender gap is far worse than the rest of the country, putting us near the bottom – 41st – in closing the pay gap (MEGC, 2000).


Most Maine women (62%) work and have worked in our labor force for a long time, yet many Maine women earn low pay.
  As a result, 44% of women-headed households with children in Maine had poverty-level incomes (1998 data: CPS).  Familes with three members and an income of $14,150 or less fall below the federal poverty line (Federal Register, 2000).

Equal Pay for the Same Work


Many women in Maine earn less than men in the same jobs.  Looking at broad occupations, Maine saleswomen earn on average only 49% of men’s hourly wage.  Technicians earn 73% of male technicians, and machine operators, assemblers and inspectors earn approximately 70% of their male colleagues (based on hourly wage data from US Census, 1990; Sequino, 1995).  For example, women cleaners and housekeepers in Maine earn a median wage of $7.25 per hour.  Janitors and cleaners, essentially the same job but a slightly different job title that is filled predominantly by men, have a median wage of $8.17 (1999, OES).  That means that a woman cleaner barely earns more than the official threshold for poverty if she is the sole provider for two children – even if she is working full-time full-year.


Other examples include:

Personnel, training managers & specialists
$601

$755

Computer programmers



$715

$884

Insurance sales




$534

$760

Dispatchers





$403

$516


Police & detectives




$583

$662



Bus drivers





$352

$476



Source:  1998 CPS data; US Department of Labor Bureau of Labor Statistics, 1999.



See references for further information.
The labor market has countless examples of women’s pay falling below that of men’s – at all levels of qualifications – where they both hold jobs with the same title and the same work.
Do women earn less because we are less qualified?  Do we have lower skill and education levels than men?  Not necessarily.  College and graduate degrees have become the one feature most likely to predict a person’s ability to earn a good income and stay out of poverty.  Yet these degrees and credentials have very different impacts for women and men.  Maine women college graduates earn only 81% of their male colleague’s earnings, and women with higher professional degrees earn only 74% that of comparable men (IWPR, 1995).

Achieving equal pay for the same work is essential to reducing the wage disparity between Maine’s men and women, but it is not enough.

Equal Pay for Comparable Work


We still do not have the whole story because when we look closely at the labor market, we find that women and men do different jobs that are comparable in the level of skill, effort and responsibility that are required.  Indeed, lots of our jobs are segregated by gender.  Many men work in jobs that are considered male jobs because most of the jobholders are men.  Almost half (46%) of all employed women in the US work in 20 occupations or job titles that have been considered “female jobs” because jobholders are predominantly women.  For example, most cashiers, bookkeepers, clerical workers, bank tellers, receptionists, home care aides and nurses (RNs) are women (US DoL Women’s Bureau, 2000).  Most truck drivers, auto mechanics, and engineers are men.  Job segregation by gender is pervasive and has lasted decades despite the creation of millions of jobs and many millions of women consistently participating in the workforce.  Because many men and women have different jobs, the jobs and wages are more difficult to compare.  Yet it is crucially important to make this comparison to ensure that women are paid fairly.  This is what pay equity aims to do.

The gender pay gap has been explained away by some as women trading lower pay for the flexibility they need to take care of their family responsibilities.  Others have suggested that women’s jobs are not as important as other jobs to the employer and to the economy.  Indeed, some have explained to us that the labor market pays us what we’re worth.  But the labor market does not really work like that.  Most of us know that.  In a 1998 Harvard University and Kaiser Family Foundation survey, two-thirds of the men and 80% of the women polled said that women face pay discrimination (Washington Post, 1998).

Research over the past two decades has shown that most of the gender pay gap derives from women working in jobs that are mainly performed by women.  Once any difference between women and men’s skills, education levels, full- versus part-time status, and work experience are removed, the gender pay gap is

largely explained by the fact that most women work in jobs that are identified as “female.”  “Femaleness actually lowers the wage rate of the jobs, independent of any characteristics of that job” (Steinberg, 1990; 1997: also England, 1992; Sorensen, 1994).  The labor market places a greater value on men’s work than women’s.  Far from being objective, the pay determinations in today’s labor market originate from more than fifty years of attributing lower value to women’s workforce contributions and less importance to women’s financial needs.

One reason is that the content of women’s jobs is often ignored when setting a dollar value for the work.  Most people understand that working continually with noisy machinery is stressful, but few acknowledge the stressfulness of working with mentally ill patients.  Employers often offer a wage premium for the former job because of the difficult working conditions, but not for the latter.  While many consider entry-level craft jobs in manufacturing complex, clerical work is considered simple.  However, many clerical jobs require knowledge of grammar, the ability to create professional quality documents, knowledge of organizational procedures and shortcuts, and the ability to perform many tasks at the same time (Steinberg and Figart, 1999; England and Folbre, 1999).


Stereotypes about women and men pervade the descriptions of job content and, as a result, the pay assigned to the job.  The jobholder’s characteristics are confused with those of the job itself.  Empathy and caring are considered natural for women, not a set of skills (Steinberg, 1999).  Until recently, the US Department of Labor’s Dictionary of Occupational Titles ranked the job of dogcatcher higher than kindergarten teacher because it did not count the capabilities required for teaching young learners, considering them women’s natural abilities.  Historically, jobs with financial responsibility have been among the highest valued and paid in organizations.  Does that accurately reflect skill and responsibility when compared with, for example, the responsibility for caring for intensive-care patients?


Further, for decades employers assumed women workers were not working to support a household, but just to bring in “pin money,” for example for a family vacation.  Most women in today’s labor force will at some time be the primary financial provider for their household.


Many of Maine’s jobs and the pay assigned to them have built into them very different assumptions about women and men – the kinds of economic contributions they make, the economic needs they have.

How is Pay Equity Achieved?

How Will It Help Maine?


“Pay equity” refers to the idea that even though two jobs within an organization are different, the pay for the two should be approximately the same if the skill, effort and responsibilities of those jobs are the same.  To achieve pay equity, employers determine whether two different jobs are “comparable” by examining the skills, training and capabilities, responsibilities and effort required of all jobs.  Points are assigned to each valued feature of the work to reflect the level of effort, for example, for the number of people supervised.  Jobs that have similar point totals can then be compared, even though they involve very different work.  To achieve pay equity, employers would pay employees in jobs with the same point value the same, no matter who fills the job.

The aim of pay equity is simple – to pay the true value of work done in women’s jobs without harming anyone else.  Pay equity sets pay rates that a labor market would create if discrimination had never affected how society in the past valued particular skills, jobs and titles associated with women’s work.  The implementation process identifies those women’s jobs in the same organization and ensures approximately the same pay for comparable jobs without reducing anyone’s wages.
  The goal is to raise the wages for anyone working in “women’s jobs” without reducing the wages of anyone else.

Many states, including Minnesota, Washington and California, counties, municipalities and employers have implemented pay equity.  The employers examined closely all jobs and assigned points to each for all the four categories below:

· Training, education, knowledge and skill required

· Responsibilities including the number of people supervised

· Effort required

· Working conditions:  this adds points for work that carries risk of injury, is stressful, and has adverse features.

Using uniform criteria, an assessment tool can assign specific points for varying degrees of each feature.  Then all points for each of the criteria are added and the numerical totals can be matched up to identify “comparable” jobs in a workplace.  Next, the pay for those that are ranked similarly is compared.  Pay is increased for those jobs where pay is lower than a comparably ranked job.


Analyzing job content and ranking jobs in importance is common among private sector firms.  Over 2/3 of US employers use some form of job content analysis and evaluation to set their wages and to guide recruitment or promotion (Steinberg and Walter, 1992).

In previous pay equity implementations in the US, job content analysis and evaluation identified the following job pairs as comparable:


Tellers




Shipping Clerks

Cashiers




Stockroom Clerks

Registered Nurses


Civil Engineers

All Other Food Service Workers
Truck Drivers, light delivery


Then pay for those that are ranked similarly are compared.  Pay is increased for those jobs with pay lower than a similarly ranked job.  No one’s pay is reduced to create pay equity.


While the dollar amounts of pay equity adjustments represent significant increases for women workers, they represent a small share of an employer’s wage bill.  In states that have made pay adjustments to eliminate the gender bias they found within their job structures, the payout was often 1% of payroll, though for some it represented approximately 3% (Gardiner and Daniel, 1998).  In the US, employers have usually phased in wage adjustment payments over a period of years (four to five), which makes the impact on the organization small.  Employers in Ontario (Canada) implementing its 1988 pay equity law increased their payroll only 1.5% and, according to a recent study, paid out the full adjustments in the first year.  The Ontario law’s implementation offers us a useful look at the costs of pay equity.  Their law requires all public and private sector firms (with at least 10 employees) to use pay equity as the base for setting pay (McDonald and Thornton, 1998).


How Will Maine Benefit?

Pay equity is about fairness for workers.  Implementing pay equity also is about basic family economics.  Using the experience of previous pay equity implementations as a guide, pay equity will improve the standard of living of countless Maine families.  While the gradual adjustments usually mean yearly pay increases are relatively small, they have a big impact on families depending on the income of relatively low-paid workers.


Both working men and women benefit from eliminating pay discrimination.  Men working in jobs that are predominantly held by women – for example, teaching, service, nursing, and administrative assistant positions – face the same pay bias because of the job they are in.  Correcting pay inequities for “female” jobs will translate into higher pay for Maine men, too.  A study of several states’ efforts to reduce pay discrimination in state public sector employment found that significant numbers of men who worked in “women’s” jobs benefited from the resulting wage adjustments (Hartmann and Aaronson, 1994).  Implementing pay equity increases pay for anyone in jobs that are undervalued.



If pay equity had been achieved in Maine in the late 1990s, Maine households would have gained income increases, as follows:
· Married women, regardless of their husband’s employment status, would on average gain $4255 yearly income.

· Single mother households would increase their yearly income by an average of $4812 (AFL-CIO/IWPR, 1999).

If we begin to phase in pay equity adjustments gradually over three to five years, these families would immediately improve their ability to pay their monthly bills.

Pay equity significantly reduces the poverty rate of families (Lapidus and Figart, 1998).  Achieving pay equity in Maine will increase family income and reduce the poverty rate for women-headed households with children by nearly one-third.  Single women with no children would gain $5888 a year.  Their poverty rate would fall from 6% to 0.9%.  Married women’s earnings would increase by $4255 reducing the poverty rate for these families from 2.1% to 1.4% (AFL-CIO/IWPR, 1999).  This offers good news for everyone:  those families have more resources to help their families thrive, and the state benefits both from more vibrant consumer spending and from lower demands for low-income financial assistance.

Let’s look at how pay equity may benefit specific Maine workers.  The job pairs in Table 1 list on the left-hand side jobs that remain “female,” where the vast majority of workers in those jobs are women.  On the right-hand side are jobs that historically have been filled by men.  In pay equity implementations around the country, the jobs paired up received approximately the same points once points were ascribed to training, skill, responsibilities, effort required, and working conditions.  That is, though they are very different, the paired jobs were found to be comparable when all of those components were totaled.  When we then compare their pay in Maine, we find big differences in median hourly wages between comparable jobs.

Table 1.  Pay Differences by Occupation


Tellers


$  7.85

Shipping Clerks
$11.04

$  6,635
Cashiers

$  6.60

Stockroom Clerks
$  9.19

$  5,387

RNs


$17.79

Civil Engineers*
$23.07

$10,982
All Other Food

$  7.17

Truck Drivers - 
$  9.45

$  4,742

Service Workers**


Light delivery**

*There are many categories of degree-certified engineers at many levels of specialization.  The pay comparison lists the lowest paid engineer category.

**In this pairing, the dataset offers many categories of food service workers.  To minimize if not eliminate any possible pay difference between food service workers and truck drivers, the wage of the most highly paid of all categories of food service workers and of the lowest paid truck drivers are compared.  A significant pay gap remains.

DATA SOURCE:  OES, 1998, for the State of Maine; US Department of Labor’s Bureau of Labor Statistics, employer-based survey.


Implementing pay equity for the workers in these jobs would significantly increase the annual incomes for those in traditionally female jobs.  Assuming full-year and full-time employment, people working in some of Maine’s female jobs are earning anywhere from $3900 to $11,000 less than comparable peers.  In Maine, increasing the pay of everyone working in traditionally female jobs to approximate parity with their peers would add on average $2957 to their yearly earnings (AFL-CIO/IWPR, 1999).  That would dramatically improve their families’ standards of living.

The value of this additional income to the state of Maine cannot be underestimated.  Many Maine workers have jobs listed on the left-hand side.  Almost 10,000 Mainers work as secretaries, not counting those who specialize in the legal or medical areas.  Approximately 18,000 work as cashiers.  Almost 11,000 of our work force are RNs.  Thousands work in food preparation and service.  In fact, much of Maine’s expected employment growth will be for cashiers, food preparation workers and nurses in the next few years (Maine State Planning Office, cited in Fitzgerald 1997).


Moreover, Mainers are among the most strained in the entire nation:  our 
relatively low household incomes paired with the region’s relatively high cost of living have squeezed Maine households more than most states (Portland Press Herald, 1999).  Even small increases in income will help many Maine families
provide for their families.


Employers gain from implementing pay equity, too.  Job content analysis and evaluation show employers what is truly involved in the work and required of their employees to fulfill business needs.  Both managers and employees gain clearer, accurate job descriptions and titles.  Completing the pay equity process also facilitates more consistent evaluation of hundreds of diverse jobs (Spang, 1990).  Companies can eliminate unnecessary classifications which saves administration time and money.  These changes improve the effectiveness of human resources management, already recognized by countless employers.


Moreover, in today’s tight labor market, employers know the importance of keeping their employees and their knowledge to the success of the company.  Employers can improve parity among Maine’s employees without a big financial burden.  Paying employees in previously undervalued jobs fairly for their contribution to the enterprise sends an important message to the work force and the community.  By implementing pay equity, managers tell their staff that they believe in fairness and value employees’ contributions to the organization (Spang, 1990).


Implementing pay equity should not reduce anyone’s pay.
   Implementing pay equity improves the pay of those whose jobs have been historically undervalued and, as a result have lost income for many years.  Increasing their pay improves the standard of living of Maine’s families and fuels the state’s now vibrant economy.
Pay Equity Allows Everyone to Share in the

Current Prosperity


Improving women workers’ pay when they are paid less than men in the same or comparable jobs should be our priority as the state enjoys economic growth.  Pay equity is not the only approach.  Working in unionized jobs increases women’s pay and reduces the gender pay gap.  Union women working full-time in Maine earned on average $538 a week or 41% more than women working in non-union jobs.  Union women also reduce the gender pay gap and earn almost 80% of Maine’s union men (AFL-CIO/IWPR, 1999).  However, pay equity offers a viable, effective methodology for improving the earnings of countless women workers in jobs that are not unionized and can be implemented through collective bargaining in those that are.

Implementing pay equity can be complex.  We have complicated jobs and unseen responsibilities.  Jobs differ in importance to different employers.  Identifying job content components in ways that are fair and gender-neutral takes time and thorough planning.  Employers’ solutions will vary because the work and workforce varies across the state’s enterprises.  However, many organizations have undertaken the job content analysis and evaluation that pay equity requires and raised wages and salaries as a result.  The improved information systems enabled managers to perform better because of their greater understanding of their organization’s work and job relationships.  If given the tools to guide companies through the steps of pay equity, managers can increase the effectiveness of workforce management and improve employee commitment and motivation at a relatively small cost.


Indeed, in today’s tight labor market, pay equity makes good business sense.  Because it’s difficult to replace and find new employees, keeping a company’s employees is essential to its continuing market presence, productivity and profitability.  Our current economic prosperity is an unparalleled opportunity for implementing pay equity.  Companies have the revenues to make pay adjustments and know they must act to retain valuable workers.


The benefits of pay equity are far-reaching.  Maine’s workers will feel better because their work and their contributions are truly valued, so we all work with more commitment and motivation for our employers.  Our families thrive with increased income.  We all benefit from less stress in meeting our financial commitments.  We have money to enrich our children’s lives and contribute to our communities.


Women receiving pay equity adjustments will fuel Maine’s current economic boom.  Because women tend to spend most of their money on their children, income increases will tend to stay in Maine, generating more household buying and business investment.  Implementing pay equity in Maine will also spread the benefits of rising Gross Domestic Product more widely so that more of us share in the state’s economic prosperity.


This wage gap is unfair.  It contributes to the disproportionately high poverty among women and children in Maine.  It deprives working women and their families of much needed income.  Because so many people feel that our pay mirrors the value of our work, the gender wage gap undervalues the skill, the experience, the knowledge and the motivation many women workers bring to their work and their organizations.


Achieving pay equity will be a challenge.  It is a challenge Maine can afford to meet head on.
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Endnotes
Maine passed a pay equity law in 1965 that requires that men and women performing jobs of comparable skill, effort and responsibility within the same establishment receive similar pay.





Maine’s gender gap is far worse than the rest of the country, putting us near the bottom – 41st – in closing the pay gap.  Most Maine women (62%) work and have worked in our labor force for a long time, yet many Maine women earn low pay.








National Women’s Median Weekly Earnings





National Men’s Median Weekly Earnings





Maine women college graduates earn only 81% of their male colleague’s earnings, and women with higher professional degrees earn only 74% that of comparable men.





Until recently, the US Department of Labor’s Dictionary of Occupational Titles ranked the job of dogcatcher higher than kindergarten teacher because it did not count the capabilities required for teaching young learners, considering them women’s natural abilities.





Pay equity sets pay rates that a labor market would create if discrimination had never affected how society in the past valued particular skills, jobs and titles associated with women’s work.
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While the dollar amounts of pay equity adjustments represent significant increases for women workers, they represent a small share of an employer’s wage bill.
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Much of Maine’s expected employment growth will be for cashiers, food preparation workers and nurses in the next few years.





By implementing pay equity, managers tell their staff that they believe in fairness and value employees’ contributions to the organization.





Our current economic prosperity is an unparalleled opportunity for implementing pay equity.








�   The absolute and percentage pay comparisons refer to full-time wages and salaries for both men and women (US 


DoL, 1999).  The pay equity study by the Institute for Women’s Policy Research (IWPR) calculated pay using data from the Current Population Survey (CPS) March Demographic Supplements 1995-97 for calendar years 1994-1996.  Also their study used the CPS Outgoing Rotation group File 1997 and both published and unpublished data for US Department of Labor Bureau of Labor Statistics.  All dollar amounts represent 1997 dollars.





�   Maine’s law recognizes that wages are appropriately differentiated according to seniority, shift differentials and merit increase systems.





�   This rate is very close to men’s labor force participation rate in Maine – 72%, 1998.  The rate derives from the number of women or men employed as a share of the female/male civilian labor force in the state.  Data source:  Current Population Survey Labor Force Estimates for Maine, 1998, Maine Department of Labor.





�   Working women recognize that the labor market does not work as many say it does.  Eighty-seven percent of women workers surveyed consider equal pay important or very important as a legislative priority for the US. The survey of more than 760 women was taken in January 2000 (AFL-CIO WWD, 2000).





�   In fact, it is a violation of the Equal Pay Act to reduce anyone’s salary or wage to correct a pay inequity (Correspondence, Deborah Figart, Richard Stockton College).





�   These pairs of jobs that were assessed using job content analysis and a point system as comparable came from efforts around the US to implement pay equity and from experts guiding and analyzing those implementations.  These include:  Pay equity implementations in Portland, Oregon, and Washington state, as reported in Remick, 1984.  Reports on pay equity implementations throughout the US and Canada by the National Committee on Pay Equity, n.d. and 1993.





�   Awards in the public sector and unionized workplaces – where most of the implementations have been completed – tend to be much higher.  Awards in private sector firms are likely to be less.





�   Estimates of women’s earnings gains and poverty rate reductions in the IWPR study derive from a statistical model that controls for differences between men and women in age, education and annual hours of work.





�   The jobs considered called “female” are at least 70% filled by women, and most have much higher percentages, eg., tellers and RNs are 91% women.  Food preparation workers remain predominantly female at 68%.  The “men’s jobs” have long been perceived as men’s jobs in work settings where the workforce is predominantly male.  These jobs remain filled predominantly with men workers, though the percentages vary.  Eighty-eight percent of Maine’s civil engineers are men, 71% of shipping clerks, 60% of stockroom clerks and 95% of the state’s truck drivers (1998 national CPS data:  US Department of Labor, 1999).





�   In fact, it is a violation of the Equal Pay Act to reduce anyone’s salary or wage to correct a pay inequity (Correspondence, Deborah Figart, Richard Stockton College).
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