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ABSTRACT

This document conmprises a report on international
progress to ~lose the "wage gap”™, the differential between the
earnings of women and men. Information was gathered on pay equity
activities from a survey of government agencies, trade unions,
women's organizations, and international dbodies. Almost all of the
jurisdictions surveyed have addressed the issue of "equal pay for
equal work™ through both anti-discrimination and equal pay laws.
However, not all countries address the undervaluing of
female-dominated jobs, "equal pay for work of equal value," even
though the issue has been addressed by the International Labor
Organization (ILO) and the European Economic Community. Ontario,
Canada, currently lzads the world in unprecedented legislation
enacted in 1987 to require pay equity implementation in both public
and private sectors. The wage gap for the following countries is
reported: (1) Australia; (2) Belgium; (3) Brazil; (4) Canada and the
provinces of Alberta, British Columbia, Manitoba, New Brunswick,
Newfoundland, Nova Scotia, Ontario, Prince Edward Island, Qu.bec,
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United Kingdom; and (26) the United States. Statistical data are
included on four graphs. A list of 10 references and a brief
description of the National Committee on Fay Equity are appended.
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Q

’n an cffort to determine progress being made in other
nations working to close the wage gap (the differential
between the eamings of wonen and men), the National
Committee on Pay Equ.ty conducted a survey of internation-
al pay equity activities by contacting governments, trade
unions, women's organizations, international bodies and
others for insight into their policies, programs and experi-
ences.

We hope that our imitial exploration helps to establish
an inte-1ational network through which those interested in
pay equity in the United States can exchange idess with ad-
vocates working 1o achieve pay equity in other countries.
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A Imost all of the jurisdictions covered
in this report have, like the United
States, established both anti-discrimination
and equal pay laws. In most countries, how-
ever, the effect of these laws on the wage pap
has been negligible, largely because of the
deeply sex-segregated nature of the workfonce
and the inadequacy of these laws, and/or the
enforcement of them, in addressing the factors
affecting the undervalued status of women™s
work,

Anti-discrimination laws assist women
entering the workforce, especially in non-
traditional employment areas. The establish-
ment of recruitment. hiring and promotion
policies, the creation of training, educational
and career advancement opportunities and the
elimination of discriminatory terms and condi-
tions of employment have positively affected

women’s situation in the workforce, but these
provisions are only part of the solution 1o clos-
ing the wage gap.

Laws requiring equal pay for equal work
ensure that women who are doing work identi-
cal to men who hold the same job are being paid
the sams and prevent employens from sefting
different rates for men and women workens.
While equal pay laws are a necessary compo-
neat of any policy addressing the wage gap,
they do not remedy the undervalued stats of
women's work, which is segregated into Jow
wage occupations.

A policy that addresses the undervaluing
of female-dominated jobs is pay equity. or
comparable worth, or equai pay for work of
eqgual value, as it is known in most other na-
tions. While the extent to which equal pay for
work of equal valoe is recognized by laws in

each of the jurisdictions examined in this report
varies, its increasing prevalence is clear,

Equal pay for work of equal value laws
directly address pay ipequities between men
and women by permitting an examination of
different jobs, nnt just identical or similar jobs.
Allowing comparison of different jobs is im-
portant because most women work in
female-dominated occupations, or occupations
where more than 70 percent of the workers are
women, not in the same job classifications as
men. A comparison between the skill, efforn,
responsibility and working conditions involved
in female-dominated occupations, evaluated
on the same basis as the skill, effort, responsi-
bility and working .onditions involved in
male-dominated occupations, provides a
clearer determination of which jobs are of
equal value.

EQUAL PAY FOR EQUAL WORK

Equal pay for equal work means that men and
women are paid the same for dolog the same job.

EQUAL PAY FOR WORK OF EQUAL VALUE

Exsmpies: A male police officer and female poiice of-
JSicer, or a male truck driver and a female truck driver per-
Jorming the same dusies for the same employer are required to
receive the same wages.,

Equal pay for work of equal value meass that
male-and ferale-dominaied jobs of equal vatue are paid
the smne. The total value for jobs can be determined by
looking at consistens criterta such as skill, effort, respon-
sibility and working conditicns.

Examples: In the siate of Minnesota in the U.S., the
total valxe for typing pool supervisor {a Semaie-dominated
Job)was rated as equal to radio communications supervisor(a
male-dominated job). Also in Minnesote, automotive parts
technician (a male-dominoted job) was roted as equal 1o din-
ing hall coordinator (a female-dominated job).

q
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The View From Here

mong the primary factors leading to

8 country’s aftention to legislation
establishing equal pay for work of equal
value are the existence of a wage gap for
women, which, worldwide, averages hetween
60 and 8O percent of men's earnings, and of
occupational segregation. Varying socio-
economic factors, legal and labor relstions
frameworks establish the approach a country
may take 10 incorporate the principle. Since the
root problems behind the wage gap are the
same in most cases, experiences of other
countries working toward a solution are in-
structive. The countries profiled in this repont
that are actively implementing pay equily pro-
vide case studics on the means for implementa-
tion necessary to close the wage gap.

The ILO asd the
EEC Set the Pace

any nations have yel 1o incorporate
the concept of equal pay for work

S~
e

of equal value into their laws promoting
equality between men and women. However,
equa! pay for work of equal valne hay been
included in the International Labor Organiza-
tion's (ILO) Convention No. 100 on Fgual
Remuneration for Men and Women Workery
since 1951. Equal pay for work of equal
value was included in the European Economic
Community’s (EEC) Article 119 of 1957 and
its Equal Pay Directive of 1975. No. 117.
Since ILO Convention No. 100 was first rati-
fied, the scope and definition of “equal value™
has been examined and aebated. Until the
1970's, Convention No. 100 was narrowly
interpreted to mean equal pay for equal work.
The confusion surrounding the Convention and
the EEC’s examination of the issue since its
own Article 119 was established in 1957 were
two factors that lead to the issuing of Equal Pay
Directive No. 117 in 1975. Concemed ahout
correcting more indirect discrimination inan
“equal pay for equal work™ was able to ad-
dress, the EEC broadened the scope and clar-
ified the definition of equal value. The EEC
directive, in particular, has given impetus to
Member States to incorporate equal pay for
work of equal value into their national legal
frameworks. (See page 6 for more information
about the ILO and page 8 for information about
the EEC and the Equal Pay Directive.) While
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eyisal pay for work of equal valne devel-
opments are relatively recent. the experiences
of Member States, along with those of several
other countries and jurisdictions, provide in-
sight into how the principle has been practiced
by nations seeking 1o close the wage gap.

OMI CMI
Leads the iy

ne jurisdiction that has benefitted

from the experiences of other nations
that have established equal pay for work of
equal value laws is the Canadian province of
Cntario. Ontario has applied many of the Jes-
sons taught by other nations implementing pay
equity, and is clearly leading the world in ef-
fosts to close the portion of its wage gap that is
attributable to sex-based wage discrimination.
The pro-active legislation it enacted in 1987 to
require pay equity implementation in both
public and private sectors is unprecedented. As
Ontario’s policy is carried out, it will provide
those interested in pay eguity with many new
insights into the means for achieving it. (See
page 11 for details on Omario’s legislation. )
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The OWM Gletto:
IT'S UNIVERSAL

Whether women wark as electronics assemblers in a Mevican magudiadora, as secretaries in the United Kingdom, or as nunes in
the U.S., their work, which requires shills ranging from speed, accuracy and dexterity to working with people. is sepregated from oc-
cupations dominated by men. (Femuale-dominated occupations are designuted as those where 70 percent or more workers are women. )

New Zealsnd

USA.

Secretary

Registered nurse
Licensed Practical Nurse .

Librarian . %7
Elementary School Tescher

Half of all year-round, full-time female workers were in just 19 ont of
ibe possible $03 occupations that were classified in the 1980 Censvs,

Occupation Percen: Female
Secretary
Professional Nurse
Nursing Alde

ndustriel and Office Cleanisng Worker
Shop Clerk T ?

Women copstitute more than 60 percent in 56 occupations while men do
the same in 161 out of the more than 200 occupations! fields specified in
Sweden's 1980 Census.

USSR

Teacher
Lidrarian
Byl Rermin

Commerce and Public Catering

Penent Female

6

Occupation Percent Female

Nurse and Midwife

Primary Edwcation Teacher —~ RRRAENRE
Librarian, Archivist and Cuorator _
Stmographer, Typst and Tektypit TR
Shop Assstant ]

Over three-quarters of female whitecoflar workers are employed
in female-dominated occupations. (An accuption i considered female-
duminated §f 1t is over 70 pervent female . )

Examples of jobs typically done by women:

4 Mexico — garment industry, electronics assembly
4+ Nicaragua — coffee picking
4 Ethiopia — coffee bean cleaning
4+ Mozambigue — cashew processing
A recent survey in Singapore showed that women acconnt
for 87 percent of the total labos force in & typical electronics plant,

3 percent of the supervisors, 5 percent of the technicians and §
percent of the white-collar workers.

jei,"vE‘mmmmPayEq\w Closing the Wage Gap: An intemational Perspective




- International Labor Dnganization

The Intemational Labor Organization. a specialized United Nations agency based in Geneva, Switzerland,
adopied the following convention in 1951, Presently. 107 governments have ratified *he convention. (See fist on puge 7.)

CONVENTION NO. 100, 1861 .
N i A« Convention Concerning Equal Remuneration For
ié\n’ Mon And Women Workers For Work Ot Equal Vaiue
“ Date of snry irdo foros: May 23, 1953

Article 3
Where such action will assist in giving effiect fo
" wwﬁmmmmmw

inclwdes - be taken to promote objective approisal of jobs
8:;7‘”:;4 m&baﬁsdmeuwtmbe:rd.
additional emoluments whatsocver payable 2. The methods to be followed in this appraisal
directly or indirectly, whether in caxh or in wk%mby*“mw;wm
w,bymeamﬂwﬁemmdaﬁ.ﬁns #ﬁmmwmmdww
out of the worker' s employment; 108, OF, e '
the term “equol remuneration for men and “dm‘* “Cm'“":"m parties the: !cwm
® nmmrmﬁnwtnfewhdw'mfen 3.  Differential Wmmm,m which A
remuneration established without rcspmd.udmm Win
mmmmd based NMMWMMWM- g
e mm»umm“um
Article Mummmwwdw
2 rmmmﬁollfa'mm»wnmrkmfor
1. Each Member shall, by means appropriae work of equal valse.
" the methods in operation for determining ratés
remsmeration, promote and, in so far as Is Article 4
i ; gyt MMMMWMMW
caion 1o all workers of the principle of equal e il ‘ con
eqﬂf::a“ i cerned for the purpose of giving effect o the provision
work of ! this Convention.
2. The principle may be applied by means of — of

{a) notional laws or reguiations;
(d) legally extoblished or mngndwd ma-

chinery Arxicksj,6mad9-14:sm:dﬁmlmﬁm;
{c) colkcﬁf:::zem berween em- mrms:m:mqwcm
ployers and workers; or mon-metropotian territorie

{d) a combination of these various means.
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Qoswestion Ne. 700

EQUAL REMUNERATION, 1951 TOTAL RATIFICATIONS: 107

couwmy DATE O RATICATION counTaY DATS O RATWKCANON counTAY DATE OF RADFICATION
GHANA 1968
GUATAMELA

ARGENTINA 1956 _
EEUEIONNNEENEE  Gunessissu

BULGARIA

— IRANJSLAMIC mumcos 1972

BYELORUSSIAN SSR

SENEGAL 1982

_ R SPAIN 1967
_ IRELAND 1974 [
CENTRAL AFRICAN 1964 ] SWAZILAND 1981

ITALY 1956 SRR P
Ere— — T -
CHILE 1971 JAMAICA T e

_ 7060 1983

JORDAN

TURKEY 1967

UBYAN ARAB JAMAHIRIYA 1962

FANAMA

8
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Emfw Ecomomic Commwwv(«'ty

tticle 119 of the Treaty Estab-

lishing the European Economic
Community (1957) recommended applica-
tion of equal pay ‘or equal work. The Equal
Pay Directive (1¥75) provided for the ap-
plication of equal pay for work of equal
valne

The Eurvpean Economic Commumty
(EEC) consists of twelve Member States —
Belgium, the Federal Republic of Ger-
many, Denmark, Greece, Spain, France,
Ireland, ltaly, Luxemborg, the Neth-
erlands, Portugal and the United Kingdom
~ who are bound to observe Community
provisions for equal pay and equal pay for
work of equal valne.

Under a directive, such as the Equal
Pay Directive, Members States choose the
method most suitable for complying with
the Community Jaw that the directive cre-
ates, whether through laws, regulations,
decrees, onders, etc.

If the Commission belicves a Member
State is not in compliance with the direc-
tive, or if an individual citizen files a com-
plaint, the Commission will remind the
Member State in writing of its obligation
and seek a reply from the Member State on
its non-compliance.

Member States not replying arc given
another opportunity 1o take the Meps neces-
sary 1o implement the Commission’s rec-
ommendations for coming into compli-
ance. Failure to do so results in a referral to
the Court of Justice.

To date, a number of cases have been
made against Member States for failure to
include equal pay for work of equal value
in their national Jegislation, or for other in-
fringements related to implementation of
the Equal Pay Directive. As a result of
Court decisions, both Denmark and the
United Kingdom were required to change
their laws to effectively include equal pay
for work of equal value.

3
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Equal Pay Directive, 1975 *

Article 1

The prirciple of equal pay for men and women out-
lined in Article 119 of the Treaty, hereinafier called
‘principle of equal pay' means for the same work or for
work to which equal value is attributed the elimination of
ail discrimination on grounds of sex with regard to all as-
pects and conditions of remuneration.

In particular, where a job classification system is
used for determining pay, it must be based on the same cri-
teria for both men and women and so drawn up as to ex-
clude any discrimination on grounds of sex.

Article §

Member States shall take the neces..ary measures to
protect employees against dismissal by the emplover as a
reaction: to a complaint within the undertaking or 1o any
legal proceedings aimed at enforcing compliance with the

Article 2

Member States shall introduce into their nasional
legal systems such measures as are recessary to enable all
employees whr consider themselves wronged by failure to
apply the principle of equal pay to pursue their claims by
Judicial process qfier possible recourse to other competent
aushorities.

principle of equal pay.

Article 6

Member Stares
shall, in accordance with
their national circum-
stances and legal sysiems,
fake the measwures neces-
sary 1o ensure that the
principal of equal pay is
applied. They shall see
that effective means are
available to take care
that this principle is ob-
served,

Article 7

Member States shall
take care that the provi-
sions adopted pursuant io
this Directive, together
with the relevant provi-
sionsalready in force, are
brought to the attention
of employees by all ap-
propriate means, for
example at their place of
employmens.

Article 3 Articie 4 * There are ten articles in all. 75/117/EEC.
Member States shall Member States shall
abolish all discrimination . take the necessary meas- % ’ z z: !
between men and women ures to ensure that provi-
arising from laws. regu- sions appearing in collec- ,
lations or administrative tive agreements, wage GWQM
provisions which is con- scales, wage agreements
trary to the principle of or Mml contracts of he United Nations Convention on the Elimination of All
equal pay. employment which are Forms of Discrimination Against Women is 3 compee-
confrary to the principle hensive convention with a broad framework of principles and pro-
of equal pay shall be, or visions for achieving social, economic and political rights for
may be declared, null women. Rights ihat it ensures include equal pay for work of equs!
and veid or may be valpe. )
amended. Since it entered into force in 1981, over 80 nations have rati-
fied the conventior  which, in principle, Jegally binds their gov-

emments to agree . srovisions and to take specific action 1o

The U.S. has signed. but nol ratified, the Convention.

10
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AUSTRALIA

ILO Convention No. 100 Ratification:
1874

Wage gap: 1970, 59.1%; 1976,
80.9%:; 1286, 81.7%

(full-time, vverage weekly earnings)

In Australia. wages are Jargely de-
ermined by industnal tribunals established
by ecither federsl or state legislation. In
1972, the federal Conciliation and Arbitra-
tion Commiasion extended a previon, deci-
sion requiring equal pay for equal work to
include equal pay for work of equal value.
The Commission stated that “award rate,
for all work should be considered withouw
regard to the sex of the employee.”

The Australian Councu v 3iade Un-
ions (AUTL), seekidg to strengthen the use
of the Commiss‘on’s equal pay for work of
equal value ruling in wage setting intro-
duced a test case in 1985. The Commis-
sion, however, narrowed the use of equal
pay for work »f equal value and Limited its
application to more narrowiy defined com-
parnisons.

While state and fed=ral nurses have
had some success in gaining pay increases
under the 1972 decision in the past two
years, further application, such es that
sought by ACTU, has been Jimited.

BELGIUM

Member State, EEC

ILO Convention No. 100 Ratification:
1852

Wage gap: 1970, 66.7%; 1979,
69.7%; 1986, 73%

(average hourly sarnings)

The Royal Decrec of December 9,
1975 reinforced an existing national collec-
tive labor agreement. The agreement
states, “Equal pay for men and women
implies, for the same work or for work of
equal value, the elimination of all discrimi-
nation based on sex,”

According to FEC Commission re-
ports, few cases on cqual pay for work of
equal value have ever been pursued under
the agreement.

BRAZ:L
ILO Convention No. 100 Ratification:

1957
Wage gop: 1970, 46%; 1880, 33%
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CANADA

ILO Convention No. 100 Ratification:
1972

Wage gap: 1971, 30.4%; 1084,
65.5%; 1985, 64.9%; 1986, 66%

Section 11 of the Canadian Human
Rights Act, in effect since 1978, requires
equal pay for work of equal value. Admin-
istered by the Canadian Human Rishts
Commission (CHRC), the Act covers
workers under federal jurisdiction, or ap-
proximately ten percent of the country’s
workforce. Section 11 stipulates that:

It is a discriminatory practice for an
employer to esablish or maintain dif-
ferences in wages between male and
female employees employed in the same
establishment who are performing work
at equal value. In assessing  hie value of
work performed by employees em-
ployed in the same establishment the
criterion applied is the composite of the
skill, effort and responsibility required
in the performance of the work and the
conditions under which the work is per-
formed.

Section 11 is a complaint-driven pro-
vision. The CHRC investigates complaints
it receives and negotiates settiements where
non-compliance is discovered.

Abo ir 1978, the CHRA's pay equity
provisions were mcorporated in the Ca-
nadian Labour Code, enabling inspectors
from Labour Canada to investigate or sefer
suspected wage discrimination cases to the
CHRC.

Since the CHRA has been in effect, 24
castr, involving nearly 8,000 workers,
have been awarded ypproximaely $37 mil-
lion, including back pay.

Closing the Wage Gap: An International Perspective  Nationa! Committee on Pay Equity
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CANADIAN PROVINCES

ALBERTA

Wage gap: 1971, 60.3%; 1985, 60.3%
(year round, full-time earnings)

BRITISH COLUMBIA

Wage gap: 1985, 61.6%
{year round, fuil-time earnings)

MANITOBA

Wage gap: 1985, 68.2%
(year round, full-time eamings)

In 1985, Manitoba passed the Pay
Equity Act, requiring public employers —
the Manitoba Public Service, crown cor-
porations, and extemal agencies that in-
clude 23 hospitals and 4 rmniversities — to
implcment pay equity. The legislation,
pro-active rather than complaint-driven
because it mandates that public sector em-
ployers identify and eliminate sex-based
wage discrimination through job evalua-
tion, utilizes the collective bargaining
process to reach implementation agree-
ments.
A Pay Equity Bureau established by
the Act monitors compliance and provides
assistance to employers, worken and bar-
gaining agents working to comply with the

The provincial government's largest
union, the Manitoba Government Em-
ployees’ Association, signed an agreement
that will bring pay equity adjustments of vp
10 $3.27 an hour 10 about 5,000 public ser-
vice employees in female-dominated job
classes. The joint government-and-union
agreement, which will be phased in overa
four-year period, was a result of two years
of negotiations.

NEW BRUNSWICK
Wage gap: 1985, 64.4%

(year round, full-time earnings)
NEWFOUNDLAND

Wage gap: 1885, 70.7%
(year round, full-time earnings)

Full Tt Provided by ERIC.

NOVA SCOTIA

Wage gap: 1985, 61./%
(year round, full-time earnings)

In May 1988, Nova Scotia passed
legislation to pro-actively phase-in pay
equity. The province has planned a three-
stage assessment, evaluation and negotia-
tion process to implement its pay equity
policy. The policy involves the adoption of
a gender-neutral job evaluation system,
implementation of the new system and pay
equity adjustments.

The Nova Scotia Civil Service, which
is the first category to be affected, began its
assessment and evaluation stage on Sep-
tember 1, 1988 and must ccmplete it in two
years. Crown corporations and extemal
agencics such as hospitals, schoo! boards
and universities are the second affected cat-
egory and begin their process in Septembet
1989.

Extension of the pay equity policy to
the private sector, the last phase of Nova
Scotia’s plan, is expected to *egin not later
than the legislature’s 1992 session, when
legislation will be introduced.

ONTARIO

Wage gap: 1985, 62.8%
(year round, full-time earnings)
Passed in 1987, Ontario’s Pay Equity
Act is the only legislation in the world 1o
pro-actively require implementation of pay
equity in both public and private secton.
The legislation sets deadlines for employers
to post pay equity plans in the workplace,
depending upon the number of employces
and the sector, snd additional deadlines for
beginning to make pay equity adjustments.

ONTARIO PAY EQUITY TIMETABLE

Emsployer Posting Wage Ad-
Justments
Begin

Public Sector Jan. 1, 1990 Jan. 1, 1990

Private Suctor Jan. 1, 1999 Jan. 1, 1991

with S00 4+ em-

ployees

Frivate Secior Jan. 1, 1991 Jan. 8, 1992

with 190-499 0.

ployees

Private Sector np. 1, 1992 jan. 1.1993

with 55-99 eyo-

ployees

Frivate Sector Jan, 1, 1993 Jan. 1, 1994

with 10-89 pm>-

pleyees

*  posting Is voluntary for private sec’ w employers

with fewer than 180 employees

- ERIC e Commities on Pay Equity MMWmGap:AnmlgtumPomﬂve

Employers' effurts to develop an in-
dividualized pey equity plan for their work-
places are entirely self-managed. Advice
and assistance is provided by The Pay
Equity Commission, which was established
by the Act to develop educational materi-
als, seminars and workshops designed 1o
aid employers’ compliance with the Act.

PRINCE EDWARD ISLAND

Wage gap: 1985, 73.4%
(year round, fuil-time earnings)

Presently awaiting prociamation,
Prince Edwand Island’s equal pay for work
of equal value legislation applies to the
public sector. Employers are required to
ncgotiate pay equity plans with unions. The
negotiating process will begin for the civil
service three months after proclamation;
the other public agencies will begir 1'fieen
months after proclamation.

QUEBEC

Wage gap: 1985, 68.2%
(year round, full-time earnings)

The first province 1o legislate for pay
equity, Quebec included a provision for
equal pay for work of equal value in its
Human Rights Charter in 1975 The legis-
lation requires public and private sector
employers to pay equal salary or wages 1o
em “‘oyees who perform equivalent work at
the same place or establishment.

It is a complaint-driven law under
which only a few hundred workers have
received pay equity adjustments. An exam-
ination of the cases indicates that few of
them applied equal pay for work of equal
value.

A contract compliance progmm was
set up in 1987. Under the program, con-
tractors and subcontactors with 100 or
more employees who receive provincial
contracts for $100,000 or more must obtain
a certificate of approval for their pay equity
plan from the Ministry of Supply and Ser-
vices. Follow-up investigations are made to
ensuic each firn's compliance. Presently,
a poven.ment committee is evaluating the
contract compliance program. its report is
due by the fal of 1989,

SASKATCHEWAN

Wage gap: 1985, 72.7%
(year round, full-time earnings)

1]



YUKON TERRITORY

Equal pay for work of cqual value
provisions are included in the Yukon's

Human Rights Act.

COSTA RICA

1.0 Convention No. 100 Ratification:
19680
Wage gap: 1978, 86.3%; 1980, 81.5%

CYPRUS

Wage Gap: 1977, 49.6%; 1986,
58.1%

CZECHOSL.OVAKIA

ILO Convention No. 100 Ratification:
1957
Wage gap: 1977, 67.4%; 1986, 67.9%

Member state, EEC

ILO Convention No. 100 Ratification:
1960

Wage gap: 1970, 72.4%; 1875,
83.2%; 1880, 84.5%; 1886, 82.2%
{average hourly earnings)

Law No. 32 of February 4, 1976,
which reinforced existing collective agree-
ments, was changed further in 1986 to in-

clude 8 provision for equal pay for work of

equal value.
Since 1985, several suits have been

filed by trade unions representing clerical
workers and unions of all-female unskilled
workers as a result of equal value cam-
paigns.

EL SALVADOR

Wage gap: 1972, 73%; 1876, 84%;
1980, 77%

FEDERAL REPUBLIC
OF GERMANY

Member siate, EEC

.0 Convention No. 100 Ratification:
1886

Wage gap: 1970, 60.2%; 1882,
72.6%; 1888, 73%

(sverage hourly earnings)

S ERIC

Enacted in 1980, An Act Respecting
Equality of Treatment for Men and Women
at the Workplace states that, “No employ -
ment contract may establish lower levels of
pay for we sex than the other for work
which is the same or of equal value.”

There are p. mechanisms for mon-
itoring employer compliance with the law.

FINLAND

ILO Convention No. 100 Ratification:
1963

Wage gap: 1970, 70.3%; 1875,
T2.6%; 1880, 75.4%; 1982, 78.7%
(average hourly eermnings)

Finland's Act on Equality between
Women and Men, enacted in 1987, estab-
lishes an employer's actions as discrimina-
tory if the employer “applies to an employ-
ee conditions of pasyment or employment
less favorable than those he applies to an
employee of the opposite sex employed by
him in the same work or work of equal
value.”

Under the law, discrimination claims
may be pursued in court.

The law authorizes an Equality
QOmbudsman to inspect workplaces for vio-
lations of the Act as well as provide educa-
tion and assistance in the implementation of
the law. The Ombudsman may also refer
matters to the Equality Board, which over-
sees implementation of the Act and de-
termines fines and penalties for non-
compliance.

FRANCE

Member state, EEC

ILO Convention No. 100 Ratiication:
1953

Wage gap: 1873, 78.8%; 1978,
79.2%; 1881, 80.4%; 1986, 82.2%
(average hourly earnings)

France enacted mew legislation in
1983 prohibiting sex discrimination in
many forms, including pay. The law de-
fines equal value and requires employers to
justify any differentials in pay. Under the
law, individuals or trade unions on behalf
of individuals may file pay equity claims.

Employers with at least 50 worken
are required to develop equality plans with
progress reports on cach area of sex dis-
crimination the employer is working to
climinate. The annual written reports,

given to the gavemment ministers respon-
sible for women's rights and labour, are
available to both trade unions and em-
ployees upon request,

One example of the effectiveness of
the law’s provision as if relates to pay equi-
ty was demonstrated by Sofinco Bank. The
Bank's program, which included intemal
promotions and training guidelines, had
stepn ic bring women’s varnings to line with
men’s. Prior to the program, women
camed between 10 and 38 percent less than
men. Women's pay was adjusted in less
than six months.

GREECE

Member state, EEC

ILO Convention No. 100 Ratification:
1875

Wage gap: 1980, 60.0%; 1881, 67.2%
(average houriy eamings, manufac-
turing)

ICELAND

ILO Convention No. 100 Retification:
1958

Wage gap: 1980, 58%; 1985, 61.1%
(average annual full-time earnings)

The Equal Status and Equal Rights of
Women and Men Act, enacted in 198§,
states, “For the purpose of this Act "equal
remuneration o men and women for equal-
ly valusble and comparable work' refers to
rates of remuneration established without
any distinction on the basis of sex.™

The Equal Status Council, founded in
1976. is the government institution respon-
sible for monitoring compliance with the
Acl.

REPUBLIC OF IRELAND

Member state, EEC

ILO Convention No. 100 Ratification:
1874

Wage gap: 1970, 56.2%; 1975,
60.8%; 1881, 67.6%

(everage hourly earnings, manufac-
turing)

The Employment Equality Act of
1977, which amended The Anti-
discrimmination Act (1974), gives women
the right to equal pay for “like work."” “Like
work™ is defined by three criteria: as “"same

work'; work that is of “similar nature™; or
13
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work “equal in value.” Comparisons can be
made not only with & male job in the same
workplace, but also the same city, town or
locality, even if the work and working ar-
rangements differ.

When a worker bas established that
she is doing like work without equal com-
pensation, equality officers appointed to
investigate claims make recommendations
on the case to the Labour Court. The La-
bour Court can order compliance. Appeals
may be made to the High Court on a point of
law.

While the reasoning behind rulings
made by the Labour Court are genemally
only for the claimants involved and not for
public examination, it appears that utilizing
factor comparison to determine “like work™
in equal value cascs has been established
and can be relied upon. In Waterford Glass
v. Amalgamated Transport and General
Workers, the equality officer in the case
ruled that the degree of skill, dexterity snd
concentration of the female workers was as
demanding as, and therefore comparable
to, the physical strength, endurance and
working conditions of male workers.

NORTHERN IRELAND

Wage gap: 1974, 69.7%; 1977;
74.3%; 1984, 74.7%
(sverage gross hourly earnings)

The Equal Pay Act of 1970 was
amended in 1984 to incorporate equal pay
for work of equal value. Under the law, a
woman may seek equal pay if she feels her
Jjob makes the same demands on her as a
man’s makes on him, i.c. in effort and
skill, whether or not the jobs have been as-
sessed by job evaluation. To sestle a claim,
claimants may work toward an agreement
with an employer, or, further, may consult
the Equal Opportunities Commission or the
Labour Relations Agency for advice or
counsel when taking a claim before an in-
dustyisi tribunal.

ITALY

Member state, EEC

iLO Convention No. 100 Ratification:
1956

Wage gnp: 1870, 74.2; 1975, 78.7;
1680, 63.2

(average hourly eamings, manufac-
turing)

The Italian Anti-discrimination Act,

enacted in 1977, states that:

Women workers shall have rights to
the same pay as men when the work re-
quired is cither equal or of equal value.
Common criteria for men and women
must be adopted in formulating grading
and salary structures.

Egual value is further defined by ltaly
as “work having the same professional con-
tent, as normally evaluated by collective
agreements or company practices,
irrespective of group or individual produc-
tivity.”

No agency exists to monitor comp-
lisnce with the law. Complaints may be
settled by conciliation, action by trade
unions or litigation.

KOREA
Wage gap: 1977, 44,7%,; 1986, 48.5%

LUXEMBORG

Member state, EEC

iLO Convention No. 100 Ratification:
1967

Wage gap: 1870, 57%; 1975, 63.3%;
1980, 84.7%

(sverage hourly eamings, industry)

The provision that employers pay
women and men the same pay for like work
or work of equal value is made in the Grand
Ducal Regulation of 1974,

NETHERLANDS

Member state, EEC

ILO Convention No. 100 Ratification:
1971

Wage gap: 1970, 73.3%; 1975,
79.5%; 1880, 77.0%
(average hourly eamings)

The right for women and men to re-
ceive equal pay for work of equal value was
established by the Law of March 20, 197S.

Under the law, workers making
claims take their case to the Committee on
Equal Pay, which is made up of five ap-
pointed members — two representatives of
employers, two representatives of workers
and one whe is a Ministry official. With an
opinion from the Committee, workers with
claims may initiate further proceedings to
seitle them.
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NEW ZEALAND

ILO Convention No. 100 Retification:
1983

Wage gap: 1966, 73.4%

(eversge hourly eamings)

In 1572, New Zealand passed the
Equal Pay Act. The Act, which covered the
private sector, required employers to im-
plement equal pay for women by determin-
ing the rate of remuneration that would be
paid to male employees with the same, or
substantially similar, skills, responsibility,
and who performed work under the same,
or substantially similar degrees of effort.
The work classification exercises the Act
required un.ons, employers and workers to
undertake was intended to ensure that equal
pay was implemented on the basis of equal
pay for work of equal value. Implements-
tion of equal pay through awards and agree-
ments was fo be completed by April 1977.

The Act, however, was not particu-
Iarly successful in closing the wage gap, for
a variety of reasons. The New Zealand
Clerical Workers union took a case to the
Arbitration Court in February 1986 to seek
& ruling that would direct employers to ne-
gotiate for equal pay for work. of equal
valuc. The Court ruled that since all work-
ers were required to have equal psy by 1977
according fo the Equa! Pay Act, the ques-
tion could not be reopened.

Pressure from various equal pay for
equal work campaigns by unions and other
advocates resulted in a lengiby government
study of equal pay. The final phase of the
report, which recommends comprehensive
legislation to address equal pay for work of
equal value and equal employment oppor-
tunities, is now under consideration.

NORWAY

1.0 Convention No. 100 Ratification:
1959

Wage gap: 1970, 75.1%; 1975, 78%;
1680, 81.9%

(average hourly earnings, manufac-
turing)

Secticn 5 of The Equal Status Act, in

effect since 1979, reads, in part:

Women and men employed by the
same employer shall have equal pay for
work of equal value.

An appointed Equal Status Ombud, or

Commissioner, and 8 Board work to imple-




ment the act. Individuals or organizations
with sex-discrimination complaints may
apply to the Commissianer, who sitempts
to reach a voluntary settlement. If a settle-
ment cannot be reached, the case may he
brought before the Board.

SOVIET UNION

ILO Convention No. 100 Ratification:
1958
Wage gap: unknown

Zoya Pukhova, Chairperson of the
Soviet Women's Committee:

“As for wages, women get eqial pay
Jor equal work. The constitutional right is
unswervingly observed in the USSR. But ...
in indusiry, agriculture and construction a
large number of women are siill dving un-
skilled jobs. Thus, in mechanical engineer-
ing and metal working 70 percent of women
are ar the first, second and third level of
competence and only 1.3 per cent have ar-
tained the highest level — the sixth. In the
past five vears in the country as u whole the
number of women achieving higher levels
declined by 1.5 per cent.”

iLO Convention No. 100 Ratification:
1962

Wage gap: 1985, 91%

(average monthly eamings, indus-
try)

The Act on Equality Between Men
and Women at Wark entered into force in
1980. The 1aw, which applies to both pub-
lic and private sectors, does not specifically
require equal pay for work of equal value. It
prohibits sex discrimination and .obligates
employers to affirmatively promote equal-
jty. Many sources, however, indicate that
equal pay for work of equal value has long
been accepted in Sweden, and the narrow
wWage gep suggests that it is practiced more
effectively than elsewhere.

Two new national authorities, the
Equal Opportunities Ombudsman and the
Equal Employment Opportunity Commis-
sion, were empowered simultaneously with
the Act. Along with Jabor organizations,
who work to promote compiementarity of

the Act’s measures with collective bargain-
ing agreements. the authorities work to
implement the Act.

The narrow wage gap may also be at-
tributed to Swedish wnions® practice of
negotiating the largest wage increases for
the lowest-paid workers, a policy that
would affect women workers.

UNITED KINGDOM

Mamber State, EEC

ILO Convention No. 100 Ratification:
1971

Wage gap: 1975, 72.1%; 1985, 74%
(average hourly earnings)

The Equal Pry Act. which was passed
in 1970 and implemented in 1975, was
strengthened by The Equal Pay for Work of
Equal Value Amendment, enacted in 1983,
Under the amendment, it is unlawful for an
employer to pay 8 woman less than a man
doing a job of equal value “where a woman
is employed on work which is in terms of
the demands made on her (for instance un-
der such headings as effort, skill and deci-
sion), of equal value to that of a man in the
same employment,” the legislation reads.

Women can also pursue a claira if it
can be demonstrated that using an existing
job evaluation system is discriminatory.

To pursue an equal pay claim, woman
must fill in a form that is then sent to an in-
dustrial tribunal, which determines if a case
can be made. If a case appears to be valid,
the tribunal will commission an indepen-
dent expert, who will assess whether or not
the work is of equal value. The expests are
part of the Advisory, Conciliation and Ar-
bitration Services (ACAS), a govemment
advisory service. The tribunal can accept or
reject the expert’s assessment.

When the Equal Fay Act came into
effect in 1975, initial enthusiasm brought
1,742 claim applications. By 1982, the
number of applications had fallen to 39, In
1984, when the amendment including equal
pay for work of equal value was enacted,
applications went up to 70, an increase
some speculated could be atributed to the
amendment.

Case law on equal pay for work of
equal value is slowly being established as
cases wind their way through the tribunals.
Cases have taken up to 18 months to con-
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In bargaining. unions have been suc-
cessful in making equal pay gains for work-
ers in all sectors. Nepotiations have in-
cluded the elimination of the lowest pay
grades; flat rate increases; and establishing
& minimum camings level to work toward
pay equity.

Public sector unions such as the Na-
tional Union of Public Employess are seek-
ing new job evalnations and revisions of
Rational grading systems to make gains for
women workers, such as nurses, using
equal value.

UNITED STATES

Wage gap: 1977 58.9%
1978 59.4%
1979 59.7%
1880 60.2%
1981 59.2%
1984 83.7°%
1985 64.6%
1886 ©64.3%
1987 85 %
(meadian annual eamings)

While the United States does not have
federal legislation specifically requiring
equal pay for work of equal value, the Su-
preme Count has affirmed since 1987 that
Title VII of the Civil Rights Act of 1964
goes beyond the Equal Pay Act of 1963 to
prohibit discrimination in the same jobs and
in jobs that are different.

Increasingly, pay equity is achieved
ia the U.S. through voluntary effonts, such
as collective bargaining or legislation. In
the past five years, the National Committee
on Pay Equity bas documented a steady
increase in equal pay for work of equal
value, or pay equity, activity in the public
sector at state and local government levels.
Currently, 22 states and the District of Col-
umbia have conducted pay equity studies of
state civil service workers, and 20 states
have made pay equity adjustments for state
civil service workers.,

Some privaie sector employers, vol-
untarily or through negotiations, are also
developing pay equity plans for their work-
forces.
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The National Committee on Pay Equity (NCPE) is the national coalition of labor, civil
rights and women'’s organizations, religious, professional and legal associations, state and
local government agencies and individuals working to end sex- and race-based wage discrimi-
nation and to achieve pay equity in the United States.

From its headquarters in the nation’s capital, the Nationa! Committee on Pay Equity
serves as a central clegringhouse for information on pay equity activities and provides leader-
ship, coordination, information, technical assistance and strategy direction to pay equity ad-
vocates, public officials, the media and others interested in pay equity.

Founded in 1979, NCPE is a non-profit organization supported by dues, special contri-

For more information, contact the National Commiitee on Pay Equity at 1201 Six-
teenth Street, N.W., Suite 420, Washington, DC 20036, U.S.A., or call 202/822-7304.

Additional copies of Closing the Wage Gap: An International Perspective may be ordered
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the U.S. and Canada, please include an additional 15 percent to compensate for the rate of ex-
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