


c / o  315 B a r n e t t e  S t r e e t  
F a ir b a n k s ,  AK 9 9 7 0 1  
F e b r u a r y  2 1 , 1 9 9 1

S t a t e  o f  A la s k a ,  H o u se  o f  R e p r e s e n t a t iv e s  
C o m m itte e  o n  L a b o r  a n d  Commerce 
P . O .  B o x  V  
J u n e a u  AK 9 9 8 1 1

R e :  HB 99

D e a r C h a ir m a n  F i n k e l s t e i n  a n d  M em bers o f  t h e  C o m m itte e :

We e n c o u r a g e  y o u r  f u l l  s u p p o r t  f o r  HB 99 w h ic h  w o u ld  
g u a r a n t e e  e q u a l  p a y  f o r  w o rk  o f  c o m p a r a b le  w o r t h .  We
b e l i e v e  i n  e q u a l  p a y  b e tw e e n  p o s i t i o n s  t h a t  a r e
s u b s t a n t i a l l y  e q u a l  i n :

1 . R e q u ir e d  E d u c a t io n
2 . R e q u ir e d  T r a i n i n g
3 . C o n s e q u e n c e s  o f  W ork E r r o r s
4 . V a lu e  t o  t h e  O r g a n i z a t io n  o f  W o rk  P r o d u c e d
5 . H a z a r d s  I n v o l v e d  i n  P e r fo r m in g  W o rk
6 . O t h e r  J o b  R e la t e d  C h a r a c t e r i s t i c s .

O p p o n e n ts  t o  t h i s  b i l l  may a r g u e  t h a t  t h e  f o r c e s  o f  t h e  
m a r k e t p la c e  e q u i t a b l y  e s t a b l i s h  w a g e s . T h is  a rg u m e n t 
ig n o r e s  t h e  f a c t  t h a t  fe m a le  wage d i s c r i m i n a t i o n  i s  b u i l t  
i n t o  t h e  m a r k e t  f o r c e s .  Women e a r n  l e s s  t h e n  m en. T h is  i s  
n o t  f a i r .  HB 99 r e g a r d in g  c o m p a r a b le  w o r t h  w i l l  r e d r e s s  t h e  
n a t u r a l  d i s c r i m i n a t i o n  b u i l t  i n t o  t h e  m a r k e t  f o r c e s .

O p p o n e n ts  w i l l  a r g u e  t h a t  im p le m e n t in g  C o m p a ra b le  W o r th  
l e g i s l a t i o n  w i l l  b e  t o o  e x p e n s iv e  t o  p r i v a t e  a n d  p u b l i c  
e m p lo y e r s .  We b e l i e v e  t h a t  c o n t i n u i n g  t h e  i n j u s t i c e  o f  p a y  
i n e q u i t i e s  b e tw e e n  jo b s  o f  c o m p a r a b le  w o r t h  i s  m ore 
e x p e n s iv e .  I n  t h e  c u r r e n t  m a r k e t  i t  i s  l a r g e l y  women who 
a r e  p a y in g  t h e  e c o n o m ic  p r i c e  o f  s e x  d i s c r i m i n a t i o n .  I t  i s  
now t h e  t i m e  t o  s p r e a d  t h e  e c o n o m ic  b u r d e n  o f  f a i r  p a y  
t h r o u g h o u t  t h e  m a r k e t p la c e .  C u r r e n t  e m p lo y e e s  d e s e r v e  
j u s t i c e .  O u r  d a u g h t e r s  and  s o n s  d e s e r v e  j u s t i c e .

We a s k  y o u  t o  f u l l y  s u p p o r t  HB 99 a m i e q u a l  p a y  f o r  w o rk  o f  
c o m p a r a b le  w o r t h  i n  A la s k a .  ^

S i n c e r e l y ,

U. ■ /I j a\ r. / C
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S t a t e  o f  A l a s k a

OJRlC* O f  tHI aoVlANOB
ALASKA WOMEN'S COMMISSION 

) « 0 t  C I T M C T  - S U IT E  7 4 2  
A N C H O R A Q K . A L A S K A  e » » 0 3

F e b r u a r y  21, 1 9 9 1

T O :  R e p r e s e n t a t i v e  D a v i d  F i n k e l s t e i n

c h a i r ,  H o u s e  L a b o r  a n d  C o m m e r c e

F R O M :  R u t h  L i s t a r

A l a s k a  W o m a n ' s  C o m m i s s i o n   _____

R E :  H B 9 9 ,  C o m p a r a b l e  W o r t h

T h a  A l a s k a  W o m e n ' s  C o m m i s s i o n  is i n  s u p p o r t  o f  H B 9 9 .

T h e  D e p t ,  o f  L a b o r  r e c e n t l y  p u b l i s h e d  a n  e x c e l l e n t  p i e c e  o f  

r e s e a r c h  c o m p a r i n g  m a l e  a n d  f e m a l e  w a g e s  i n  A l a s k a .  W o m e n  e a r n  6 2 %  

o f  w h a t  m e n  e a r n .  O c c u p a t i o n s  d o m i n a t e d  b y  w o m e n  a r e  p a i d  

s u b s t a n t i a l l y  l e a s  t h a n  o c c u p a t i o n s  d o m i n a t e d  b y  m e n .  I n  e v e r y  

o c c u p a t i o n  w o m e n  e a r n  l e s s  t h a n  m e n .  E v e n  w i t h  t h e  s a m e  e d u c a t i o n  

a n d  w o r k i n g  f u l l  t i m e  w o m e n  e a r n  l e s s .  W i t h  h i g h  s c h o o l  e d u c a t i o n  

w o m e n  e a r n  a n  a v e r a g e  o f  $ 1 5 , 1 0 0 / y e a r , m e n  a v e r a g e  n e a r l y  $ 9 , 0 0 0  

m o r e  e a r n i n g  $ 2 3 , 9 0 0 / y e a r .  W i t h  f o u r  y e a r s  o f  c o l l e g e  w o m e n  e a r n  

a n  a v e r a g e  o f  $ 2 1 , 3 0 0 / y e a r  a n d  m e n  e a r n  o v e r  $ 1 0 , 0 0 0  m o r e ,  

a v e r a g i n g  $ 3 1 , 6 0 0 / y e a r . s i m i l a r  d i s p a r i t i e s  e x i s t  o n  t h e  b a s i s  o f  

r a c e .

P a y  e q u i t y  is n o t  a n  e a s y  i s s u e  t o  a d d r e s s  b e c a u s e  i t  c o s t s  m o n e y .  

S o  d o  p u b l i c  a s s i s t a n c e  a n d  o t h e r  p r o g r a m s  w h i c h  a s s i s t  u n e m p l o y e d  

a n d  l o w  i n c o m e  p e o p l e ,  d i s p r o p o r t i o n a t e l y  w o m e n  a n d  m i n o r i t i e s ,  

M o s t  w o m e n  w i l l ,  f o r  s o m e  p e r i o d  o f  t h e i r  l i v e s ,  b e  t h e  s o l e  

s u p p o r t  f o r  t h e m s e l v e s  a n d  t h e i r  c h i l d r e n .  P o v e r t y  h a s  m o r e  i m p a c t  

t h a n  a n y  o t h e r  f a c t o r  o n  c h i l d r e n ' s  l i v e s  a n d  f u t u r e .  P a y  e q u i t y  

i s  w o r t h  o u r  s u p p o r t .



c / o  315 B a r n e t t e  S t r e e t ,  S u i t e  104 
F a ir b a n k s ,  AK 9 9 7 0 1  
F e b r u a r y  2 2 , 1 9 9 1

S t a t e  o f  A la s k a ,  H o u s e  o f  R e p r e s e n t a t iv e s  
C o m m itte e  o n  L a b o r  a n d  Com m erce 
PO B o x  V
J u n e a u , AK 9 9 8 1 1

R e : H o u s e  B i l l  99

D e a r  C h a ir m a n  F i n k e l s t e i n  a n d  M em bers o f  t h e  C o m m itte e :

We a s k  y o u  t o  f u l l y  s u p p o r t  H o u se  B i l l  99 w h ic h  w o u ld  i n s i s t  
o n  e q u a l  p a y  f o r  w o rk  o f  c o m p a r a b le  w o r t h .  We b e l i e v e  t h a t  
w hen jo b s  r e q u i r e  c o m p a r a b le  l e v e l s  o f  e d u c a t io n  a n d  
t r a i n i n g ,  e x p o s u r e  t o  h a z a r d s ,  a n d  l e v e l s  o f  
r e s p o n s i b i l i t i e s ,  t h e n  t h o s e  jo b s  s h o u ld  r e c e iv e  e q u a l  p a y .

M a k in g  C o m p a r a b le  W o r th  t h e  s t a n d a r d  f o r  s e t t i n g  w ages i n  
A la s k a  w o u ld  go f a r  t o  r i g h t i n g  t h e  i n j u s t i c e  o f  A la s k a n  
women m a k in g  s i g n i f i c a n t l y  l e s s  t h a n  A la s k a n  men i n  t h e  
w o r k f o r c e .  Some s a y  t h a t  t h e  f o r c e s  o f  t h e  m a r k e t p la c e  
o u g h t  t o  d e t e r m in e  w a g e s . We s a y  t h a t  s e x u a l  d i s c r i m i n a t i o n  
i s  o n e  o f  t h e  f o r c e s  o f  t h e  m a r k e t p la c e .  T h i s  p e r v a s iv e  
s e x u a l  w age d i s c r i m i n a t i o n  o u g h t  t o  b e  e l i m i n a t e d  th r o u g h  
t h e  s t a n d a r d  o f  C o m p a r a b le  W o r th .

H o u s e  B i l l  99 i s  a f a i r  a n d  r e a s o n a b le  re m e d y  f o r  p a s t  
w ro n g s  i n  s e t t i n g  w a g e s f o r  m a le  a n d / o r  fe m a le  d o m in a te d  
j o b s .  T h e  c o s t  o f  im p le m e n t a t io n  o f  HB 99 s h o u ld  be 
b a la n c e d  b y  t h e  c u r r e n t  c o s t  o f  wage i n j u s t i c e  t o  women 
t h r o u g h o u t  t h e  S t a t e .

P le a s e  g i v e  y o u r  f u l l  s u p p o r t  t o  p a s s a g e  o f  HB 9 9 .

S i n c e r e l y ,

CcL/yt/yu, S .  Q lLhJtJK j 

^  C l  .
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AFFILIATED WITH THE NATIONAL EDUCATION ASSOCIATION

ANCHORAGE REGIONAL OFFICE JUNEAU OFFICE FAIRBANKS REGIONAL OFFICE
M i l  VV. 33RD AVENUE 

ANCHORAGE. ALASKA 99503 
(9071 274 0536 

FAX: (9071 274-0551

105 MUNICIPAL WAY . SUITE 302 
JUNEAU. ALASKA 99801 

(907) 5S6-3090 
FAX: 1907) 5S6-2744

21 IS  CUSHMAN STREET 
FAIRBANKS. ALASKA 99701 

<5)071 456-4435 
FAX:(907) 456-2159

February 28, 1991
To Representative Finkelstein, Chair

Members, House Labor & Commerce Committee
Rc:

HB 99: "An A c t re q u ir in g  e q u a l p a y  f o r  w o rk  o f  c o m p a ra b le  w orth

NEA-Alaska strongly supports and encourages your favorab le consideration o f HB 
99. For too long wage and salary discrimination has been evident in A laska ’s work 
force.
"Comparable worth" or "pay equity" simply asserts that employers should pay all 
employees on the basis o f equal pay fo r  equal work and fo r  work o f  equal value, 
thereby eliminating the effects o f  sex and race bias in determining wages.
The courts have consistently ruled that Title V I I  o f  the 1964 C ivil Rights Act 
prohibits wage discrimination on the basis o f  race, color, sex, religion, or national 
origin. In Gunther v. the County o f Washington, the U.S. Supreme Court made it 
clear that Tit le V I I  prohibits wage discrimination, even when the jobs are not 
identical. While court decisions have varied on defin ing just what constitutes 
discrimination, the Supreme Court has established that pay based on gender is 
illegal.
It is time fo r  Alaska to eliminate a ll wage and salary discrimination and to join 
Iowa, Michigan, New York . Minnesota, and many local governments across the 
nation by passing this critical piece o f legislation.
Thank you fo r  your consideration o f our position.
Respectfu lly submitted

Bob Manners 
Executive D irector Don Oberg 

President

cc: Represen ta t ive Donley



A l a s k a  S t a t e  L e g i s l a t u r e

L e g is la t iv e  R esea rch  A gency

P.O . Box T 
Juneau, AK 9B8 1 1-3100 

P hone: (9 0 7 ) 165-3991 
F ax: (9 0 7 ) (63 -3351

March 15, 1991

MEMORANDUM

TO: Representative Larry Baker

FROM: Linda J. Sno
Legislative AnaTyst

RE: Impact of Comparable Worth
Research Request 91.150

You asked this agency about the potential financial impact of House Bill 99 
(comparable worth) on the business community in Alaska. It is beyond the 
resources of this agency within the time frame given to undertake an original 
study of the economic impact of comparable worth legislation on Alaska's 
private sector. However, wc have reviewed comparable worth cost studies 
undertaken in several other states and one Canadian province. In this
memorandum we speculate about possible economic impacts on the basis of 
findings of studies performed elsewhere.

Background

Comparable worth is a method used to correct wage discrimination between jobs 
which are dominated by females and those which are dominated by males, but 
which are of similar value to society. The goal of comparably worth is to 
achieve pay equity, or equal pay for equal or comparable work. Comparable 
worth efforts have been underway in the U.S. for more than ten years. 
According to the National Committee on Pay Equity, between 1979 and 1989, 20 
states had made pay equity adjustments in the state and/or local government 
sectors which amount to more than $450 million in additional pay to employees. 
Pay equity adjustments are changes in the wages or salaries of employees in 
order to achieve pay equity, or equal pay for equal or comparable work.

Comparable Worth Cost Studies

Several states have studied the cost of implementing comparable worth 
legislation with respect to state employees. Minnesota has required local 
governments to implement comparable worth employment practices and has 
estimated those costs. Only Ontario, Canada has passed a pay equity law which

]Some groups advocate equal pay for equal work, while others take the 
broader view of equal pay for comparable work.
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requires that private Industry Implement pay equity. Ontario has made 
preliminary estimates of cost to the private sector.

Studies of the economic impact of comparable worth laws may not be strictly 
comparable because state legislation may differ in such areas as the definition 
of pay equity, and where and how to implement it. Also, the economic sectors 
affected by the programs may differ (for example, Alaska's private sector is 
dominated by service industries rather than heavy industry and manufacturing). 
House Bill 99 addresses the private sector, as does Ontario's pay equity law. 
However, Ontario's law is more detailed than HB 99 and sets out specific 
requirements to be met on a specific time schedule by private businesses in 
that province.

Table 1 lists the results of some comparable worth cost studies performed in 
several states and one Canadian province. The third column is an estimate of 
the incremental cost to employers of implementing the comparable worth program. 
A brief description of each study follows the table.

Table 1

Employers' Cost to Implement Pay fruity 
in Selected States/Provinces

State/Province

A1aska 
Minnesota 
Minnesota ** 
Ontario, Canada 
Washington

Effected
Sector

Public 
Public 
Public 
Private 
Public

State
State
Local
500+
State

emp.

Employer's Cost 
as a Percent 
of Payroll

0.48% - 1.27% 
3.7%

2.0% - 4.0% 
0.53% 
4.09%

These costs are strictly additional pay given to employees and do not include 
administrative or study costs.

**
The private sector in Ontario began implementing wage adjustments on January 

1, 1991. The only private group yet affected are those businesses with 500 or 
more employees. This is a preliminary figure.

Alaska

In 1986, the State of Alaska performed a classification study of state jobs. 
This study differed from a pay equity study mainly in that it addressed pay 
equity of all job classes, not only job classes which were male or female 
dominated. Although the state never implemented the study, it is comprehensive
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and examines several implementation options. Table 2 presents some results of 
that study.

Table 2

Costs of Pay Equity for State Employees 
as Determined by Alaska's 1986 Classification Study 

(in thousands of dollars)

Fiscal
Year

Authorlzgd
Payroll

Cost o/* 
Option I

Percent 
of Payroll

Cost o £ a 
ODtion II

Percent 
of Payroll

FY 87 642,794.7 19,967.5 3.11% 9,824.6 1.53%
FY 88 603,102.3 18,592.1 3.08% 8,503.1 1.41%
FY 89 651,085.1 -2,896.6 -0.44% -2,896.6 -0.44%
FY 90 673,100.0 -3,042.6 -0.45% -3,042.6 -0.45%

Total 2,570,082.1 32,620.4 1.27% 12,388.5 0.48%

*Based on authorized appropriations excluding the Legislature, Court System, 
University and Office of the Governor.

'fc'fc
Option I uses present personnel rules and contracts when implementing pay 

equity. Option II uses a conservative method of implementation that places 
employees in the correct salary ranges with no salary adjustment or the 
smallest possible adjustment (requires legislation).

Attachment A contains further detail of the Alaska classification study.

Minnesota

In 1982, the Minnesota legislature passed a U.w that would grant pay equity to 
30,000 state employees over a four-year period. Subsequent legislation added 
pay equity requirements for local government and the state university system. 
Implementation of comparable worth practices in the local government sector 
will be completed by 1992. According to Faith Zwemke, pay equity coordinator 
in the Minnesota Department of Employee Relations, implementation at the state 
level cost 3.7 percent of state payroll (or $33.4 million) annually. Between 
1985 and 1988, 1,600 compliance reports were filed by local government entities 
in Minnesota. These reports show an average annual cost of pay equity 
implementation at the local level of between 2.0 and 4.0 percent of payroll. 
It was reported that a major reason for the lower cost in local government is 
that fewer women work in local government than in state government. Attachment 
B contains a copy of a presentation to the National Commission on Pay Equity 
by the Minnesota pay equity coordinator in 1986.
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Ontario, Canada

The province of Ontario, Canada passed a pay equity law that became effective 
1n 1988. This law affected both the public and private sectors. Public 
Implementation began January 1, 1990, and private sector implementation began 
a year later according to a specified time schedule for businesses of different 
sizes. The first group of private sector employers affected are those with 500 
or more employees. Although only one phase of private sector implementation 
has begun, the Ministry of Labour in Ontario has completed a survey of affected 
private businesses, and has estimated a monetary impact for the first phase. 
Thus far, implementation of pay equity in the private sector has cost Ontario 
businesses 0.63 percent of payroll.

According to Steve Crossman in the policy and research section of the Ontario 
pay equity commission, there is greater potential for pay equity requirements 
abuse in the private sector. Although Canadian federal law does not allow the 
lowering of wages to remedy wage discrimination, private employers need only 
raise female wages to the lowest male pay scale. Some assert that there are 
loopholes in the law which allow large companies with unions to keep pay 
adjustments low. Hospitals have received approval for a year's delay in pay 
adjustments. There are fewer women in the private sector than in the public 
sector, and some private sector businesses which employ many women (e.g., day 
care centers and libraries) are not yet affected. Also, reported costs did 
not include the cost to perform the required job comparison studies, or 
administrative costs. In Mr. Crossman's opinion, it will take two or three 
years for the actual cost to private industry to become visible. Attachment 
C contains a brochure of questions and answers about Ontario's pay equity law.

Washington

Washington state implemented pay equity for state employees in 1986. The 
implementation plan did not consider gender, but examined all job classes in 
state government for pay discrimination. There were no salary reductions, only 
increases. According to Ann Davis, personnel analyst with the Washington 
Department of Personnel, the first pay equity adjustment occurred in April of 
1986 and encompassed 23,796 employees (half the system). The cost was 4.09 
percent of payroll. Employees' wages increased an average of $66.00 per month. 
Attachment D contains a state of Washington memorandum addressing the cost of 
the initial pay equity adjustment in April 1986.

Factors Affecting Costs to the Private Sector

Many factors influence the cost of implementing pay equity in the private 
sector. Factors which would tend to make the cost lower in the private sector 
than in the public sector include:



- fewer women In the private sector work force;
- more flexibility 1n the range of wages offered; and
- greater turnover and greater competition for jobs (which would allow 

the employer to hire at the lowest possible pay scale).

Factors which would raise the cost of implementation above that of the public
sector would include:

- each employer must undertake a wage comparison study (the state does
only one study for Iheir entire sector);

- the private sector tends to use proportionally more labor than 
machinery than does the public sector. Therefore, private sector costs 
will increase by a greater proportion than those in the public sector 
as labor costs increase;

- as employee costs rise and productivity remains the same, layoffs are 
likely to occur; industries may seek less labor-intensive forms of 
production; and

- businesses may avoid hiring women for fear that they will create a 
female-dominated job class, and must raise wages.

R e p re s e n t a t i v e  Bake r
March 15 , 1991
Page 5

O

Impact on Alaska's Private Sector

To estimate a cost for implementation of a pay equity strategy for Alaska's 
private sector, the following assumptions will be made:

- the foregoing sets of factors neutralize each other and cost to the 
private sector is the same as cost to the public sector;

- private businesses will not lower wages as a remedy for wage
discrimination; and

- all private businesses which report to the federal government for
federal unemployment compensation insurance will comply with the law.

The results of the cost studies we have examined here vary greatly. Therefore, 
we will use the range of cost estimates that they represent (from 0.48 to 4.09
percent of payroll) for the purpose of this analysis.

From the fourth quarter of 1989 to the third quarter of 1990 (the last full 
year of available information), 164,187 employees in Alaska's private sector

o
In Alaska, the private sector accounts for 75 percent of female 

employment and 79.2 percent of male employment, according to a 1990 Alaska 
Department of Labor publication entitled T h e  G e n d e r  G a p .
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earned $4,599,388,061.^ Thus, the cost to Alaska's private sector of
implementing pay equity given the above assumptiwis would have been between 
$22,077,063 and $188,114,972 during that period. This would result in an 
average monthly salary increase of between $11.21 and $95.48 per employee 
(between $134.46 and $1,145.74 annually). These costs are only salary 
adjustments and do not include costs of administration or job comparison 
studies.

I hope this information is helpful to you. If you would like further 
assistance or have any questions, please don't hesitate to call this agency.

Attachments

o
This is the latest information available for Alaska from the Alaska 

Department of Labor. Personal communication with Jo Donner, research and 
analysis section, Alaska Department of Labor, March 1990.

4$4,599,388,061 x 0.0048 = $22,077,063 and $4,599,388,061 x 0.0409 = 
$188,114,972.
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LABOR AMD COMMERCE COMMITTEE

M E M O R A N D U M

TO: All House Members

FROM: Representative Dave Donley

RE:

DATE: March 31, 1992

RE: Request for Support of HB 99

I am writing to request your floor support of HB 99 (currently in 
the House Rules Committee), a bill designed to eliminate sex-based 
wage differences in public employment. Because wage differences 
based on sex are illegal under federal law, the bill simply 
provides a mechanism to bring the state into compliance with 
federal reguirements.

Since it was introduced, HB 99 has been completely rewritten and 
eliminates the sections that mandated pay equity under state law. 
The current version of the bill is based on legislation from other 
states that has been used to Implement federal pay eguitv 
requirements in a cost effective manner.

We know that a woman working for state government in Alaska earns, 
on average, 67 cents for every dollar a man makes. Failure to 
adopt HB 99 makes the state vulnerable to expensive, time 
consuming, and divisive litigation. In states like Washington, 
where pay equity was achieved through litigation, attorneys fees 
and back pay awards made the cost significantly greater than in 
states like Minnesota, which voluntarily phased-in pay equity. 
CSHB 99 (FIN) is based directly on the Minnesota legislation.

Under CSHB 99 (FIN), public employers have until 1995 to develop 
a plan for achieving pay equity. At that time, the employer must 
request an appropriation from the legislature to implement the pay 
equity plan. If the legislature does not agree with the plan, or 
does not appropriate the necessary funds, the public employer's 
obligation is limited to reevaluating the plan and asking the next 
legislature to consider the issue.

DD:lc

JUNEAU OFFICE 
(During Legislative Session January through May)

P.O. BOX V, JUNEAU, ALASKA 99811 • (907) 465-3892 (FAX) 463-5661 «e
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Municipality
o !

Anchorage

RECEIVED APR Z S m
P.O. BOX 196650

ANCHO RAGE, A LA SK A  99519-6650 

(907) 343-4433

TO M  FINK,
M AYOR

O FF ICE  O F  TH E  M UN IC IPA L M A N A G ES

A p r i l  2 6 ,  1 9 9 1

R e p r e s e n t a t iv e  D a ve  D o n le y ,  C h a irm a n  
H o u s e  J u d i c i a r y  C o m m itte e  
P .O . B o x  V
J u n e a u , A la s k a  9 9 8 1 1

R e : HB 9 9 , a n  A c t  r e q u i r i n g  e q u a l  p a y  f o r  w o rk  o f  c o m p a r a b le
w o r t h .

D e a r  R e p r e s e n t a t iv e  D o n le y :

A t t a c h e d  i s  a  c o p y  o f  t h e  M u n i c i p a l i t y  o f  A n c h o r a g e 's  p o s i t i o n  on 
HB 9 9 , a n  A c t  r e q u i r i n g  e q u a l  p a y  f o r  w o rk  o f  c o m p a r a b le  w o r t h .  We 
w o u ld  a p p r e c i a t e  y o u r  c o n s i d e r a t i o n  o f  o u r  p o s i t i o n  d u r in g  y o u r  
h e a r in g  o n  t h i s  b i l l .

S i n c e r e l y ,

M u n i c i p a l  M a n a g e r



Municipality
of

Anchorage
DEPARTMENT OF EMPLOYEE RELATIONS

A p r i l  2 6 , 19 9 1

T o  whom i t  may c o n c e r n :

T h e  M u n i c i p a l i t y  o f  A n c h o ra g e  f a v o r s  e q u a l  p a y  f o r  e q u a l  w o rk  a n d  
i s  o p p o s e d  t o  H o u s e  B i l l  N o . 99 t h a t  i s  " a n  A c t  r e q u i r i n g  e q u a l  p a y  
f o r  w o r k  o f  c o m p a r a b le  w o r t h . "

R e a s o n s :

1 . T h e  la n g u a g e  o f  t h e  B i l l  i s  v a g u e  a n d  d o e s  n o t  d e f i n e  
c o m p a r a b le  w o r t h  a d e q u a t e ly  o r  a p p r o p r i a t e l y  n o r  how  i t  i s  t o  b e 
im p le m e n te d . A q u a n t i f i a b l e  s y s te m  f o r  d e t e r m in in g  t h e  r e l a t i v e  
v a l u e  o f  d i f f e r e n t  jo b s  t o  an o r g a n i z a t i o n  h a s  n o t  b e e n  
e s t a b l i s h e d .  C o n s e q u e n t ly ,  t h e  d e v e lo p m e n t  o f  im p le m e n t in g  
r e g u l a t i o n s  w i l l  b e  d i f f i c u l t  a n d  c o n f u s in g ,  i f  n o t  i m p o s s i b l e .

2 . T h e  c o n c e p t  o f  e q u a l  p a y  f o r  e q u a l w o rk  e n s u r e s  t h a t  w ag es 
w i l l  b e  e s t a b l i s h e d  b y  t h e  f r e e - m a r k e t  p r o c e s s  t h r o u g h  t h e  f o r c e s  
o f  s u p p ly  a n d  d em and . C o m p a ra b le  w o r t h ,  h o w e v e r , w o u ld  r e p la c e  
t h i s  f r e e - m a r k e t  p r o c e s s  w i t h  a h i g h l y  c o s t l y  a n d  g o v e r n m e n t -  
im p o s e d  jo b  e v a l u a t i o n  p r o c e s s  w h ic h  w o u ld  p u r p o r t  t o  m ake a c c u r a t e  
c o m p a r is o n s  o f  t h e  w o r t h  o f  u n l i k e  jo b s .  F u r t h e r ,  s u c h  jo b  
e v a l u a t i o n s  a r e  t o o  s u b j e c t i v e  t o  b e  r e l i e d  u p o n  e x c l u s i v e l y  f o r  
d e t e r m in in g  t h e  " w o r t h "  o f  w o rk .

3 . T h e  im p le m e n t a t io n  o f  c o m p a r a b le  w o r t h  w i l l  r e s u l t  i n  h ig h e r  
la b o r  c o s t s  a n d  t h e r e f o r e  h ig h e r  c o s t s  f o r  g o o d s  a n d  s e r v i c e s ,  
t h e r e b y  c o n t r i b u t i n g  t o  a n  in c r e a s e  i n  i n f l a t i o n .  I n  s h o r t ,  t h e  
c o s t  o f  d o in g  b u s in e s s  and p r o v i d i n g  p u b l i c  s e r v i c e s  w o u ld  
n e c e s s a r i l y  in c r e a s e .

I n  c o n c l u s io n ,  t h e  c o m p le x  is s u e  o f  c o m p a r in g  t h e  r e l a t i v e  v a lu e  o f  
u n l i k e  jo b s  h a s  n o t  b e e n  a d d r e s s e d  d e f i n i t i v e l y  b y  t h e  c o u r t s  o r  
t h e  hum an r e s o u r c e  m a n a g e m e n t p r o f e s s i o n  and  u n t i l  t h e y  d o  s o  t h e  
c o n c e p t  o f  c o m p a r a b le  w o r t h  w i l l  c o n t in u e  t o  be v a g u e ,  s u b j e c t  t o  
s e r i o u s  q u e s t io n  i n  a  f r e e - m a r k e t  e c o n o m y, and  s u g g e s t iv e  o f  a 
f u r t h e r  e r o s io n  o f  e m p lo y e r 's  r i g h t s .  A b e t t e r  s o l u t i o n  t o  a n y  p a y  
d i s c r i m i n a t i o n  p r o b le m  i s  t h e  c o n t in u e d  e n fo r c e m e n t  o f  t h e  E q u a l 
P a y  A c t  and t h e  E q u a l E m p lo y m e n t O p p o r t u n i t y  A c t .

R e l a t i o n s  D i r e c t o r

P.O. BOX 196650
ANCHORAGE, ALASKA 99519-6650 
(907) 343-4425

TOM FINK. 
MAYOR
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Municipality
of

Anchorage

P.O. B O X  196650

A N C H O R A G E ,  A L A S K A  99519-6650 

(907) 343-4433

TOM  FINK, 
MAYOR

OFFICE OF THE MUNICIPAL MA N A G E R

A p r i l  2 6 ,  1 9 9 1

R e p r e s e n t a t iv e  D a ve  D o n le y ,  C h a irm a n  
H o u s e  J u d i c i a r y  C o m m itte e  
P .O .  B o x  V
J u n e a u ,  A la s k a  9 9 8 1 1

R e : HB 9 9 ,  a n  A c t  r e q u i r i n g  e q u a l p a y  f o r  w o rk  o f  c o m p a r a b le
w o r t h .

D e a r  R e p r e s e n t a t iv e  D o n le y :

A t t a c h e d  i s  a c o p y  o f  t h e  M u n i c i p a l i t y  o f  A n c h o r a g e 's  p o s i t i o n  on 
HB 9 9 ,  a n  A c t  r e q u i r i n g  e q u a l  p a y  f o r  w o rk  o f  c o m p a r a b le  w o r t h .  We 
w o u ld  a p p r e c i a t e  y o u r  c o n s i d e r a t i o n  o f  o u r  p o s i t i o n  d u r in g  y o u r  
h e a r in g  o n  t h i s  b i l l .

S i n c e r e l y ,

M u n i c i p a l  M a n a g e r



Municipality
of

Anchorage
DEPARTMENT OF EMPLOYEE RELATIONS

A p r i l  2 6 , 1991 

T o  whom i t  may c o n c e r n :

T h e  M u n i c i p a l i t y  o f  A n c h o ra g e  f a v o r s  e q u a l  p a y  f o r  e q u a l  w o rk  a n d  
i s  o p p o s e d  t o  House B i l l  N o. 99 t h a t  i s  " a n  A c t  r e q u i r i n g  e q u a l  p a y  
f o r  w o rk  o f  c o m p a ra b le  w o r t h . "

R e a s o n s :

1 .  T h e  la n g u a g e  o f  t h e  B i l l  i s  v a g u e  a n d  d o e s  n o t  d e f i n e  
c o m p a r a b le  w o r th  a d e q u a t e ly  o r  a p p r o p r i a t e l y  n o r  how  i t  i s  t o  b e  
im p le m e n te d . A q u a n t i f i a b l e  s y s te m  f o r  d e t e r m i n i n g  t h e  r e l a t i v e  
v a l u e  o f  d i f f e r e n t  jo b s  t o  a n  o r g a n i z a t i o n  h a s  n o t  b e e n  
e s t a b l i s h e d .  C o n s e q u e n t ly ,  t h e  d e v e lo p m e n t  o f  im p le m e n t in g  
r e g u l a t i o n s  w i l l  be d i f f i c u l t  a n d  c o n f u s i n g ,  i f  n o t  im p o s s i b l e .

2 .  T h e  c o n c e p t o f  e q u a l p a y  f o r  e q u a l  w o rk  e n s u r e s  t h a t  w a g e s 
w i l l  b e e s t a b l i s h e d  b y t h e  f r e e - m a r k e t  p r o c e s s  t h r o u g h  t h e  f o r c e s  
o f  s u p p ly  and dem and. C o m p a ra b le  w o r t h ,  h o w e v e r , w o u ld  r e p la c e  
t h i s  f r e e - m a r k e t  p r o c e s s  w i t h  a h i g h l y  c o s t l y  a n d  g o v e r n m e n t -  
im p o s e d  jo b  e v a lu a t i o n  p r o c e s s  w h ic h  w o u ld  p u r p o r t  t o  m ake a c c u r a t e  
c o m p a r is o n s  o f  t h e  w o r th  o f  u n l i k e  j o b s .  F u r t h e r ,  s u c h  j o b  
e v a l u a t i o n s  a r e  t o o  s u b j e c t i v e  t o  be r e l i e d  u p o n  e x c l u s i v e l y  f o r  
d e t e r m in in g  t h e  " w o r th "  o f  w o r k .

3 .  T he im p le m e n t a t io n  o f  c o m p a r a b le  w o r t h  w i l l  r e s u l t  i n  h i g h e r  
l a b o r  c o s t s  and t h e r e f o r e  h i g h e r  c o s t s  f o r  g o o d s  a n d  s e r v i c e s ,  
t h e r e b y  c o n t r i b u t i n g  t o  an in c r e a s e  i n  i n f l a t i o n .  I n  s h o r t ,  t h e  
c o s t  o f  d o in g  b u s in e s s  a n d  p r o v i d i n g  p u b l i c  s e r v i c e s  w o u ld  
n e c e s s a r i l y  in c r e a s e .

I n  c o n c lu s io n ,  th e  c o m p le x  is s u e  o f  c o m p a r in g  t h e  r e l a t i v e  v a lu e  o f  
u n l i k e  jo b s  h a s  n o t  b e e n  a d d r e s s e d  d e f i n i t i v e l y  b y  t h e  c o u r t s  o r  
t h e  hum an r e s o u r c e  m anagem ent p r o f e s s i o n  a n d  u n t i l  t h e y  do s o  t h e  
c o n c e p t  o f  c o m p a ra b le  w o r th  w i l l  c o n t in u e  t o  b e  v a g u e , s u b j e c t  t o  
s e r i o u s  q u e s t io n  i n  a f r e e - m a r k e t  e c o n o m y , a n d  s u g g e s t i v e  o f  a 
f u r t h e r  e r o s io n  o f  e m p lo y e r 's  r i g h t s .  A b e t t e r  s o l u t i o n  t o  a n y  p a y  
d i s c r i m i n a t i o n  p ro b le m  i s  t h e  c o n t in u e d  e n fo r c e m e n t  o f  t h e  E q u a l 
P a y  A c t  a n d  t h e  E q u a l E m p lo y m e n t O p p o r t u n i t y  A c t .

R e l a t i o n s  D i r e c t o r

P.O. B O X  196650

A N C H O R A G E ,  A L A S K A  99519-6650 

(907) 343-4425

TOM FINK. 
MAYOR



D I V I S I O N  O F  L E G A L  S E R V I C E S
LEGISLATIVE AFFAIRS AGENCY 

STATE OF ALASKA
P.O. Box Y, Juneau, Alaska 99811 Deliveries to: 240 Main Street
(907) 465-3867 or 465-2450 Court Plaza, Room 500
FAX (907) 465-2029 Mail Stop 3101

M E M O R A N D U M May 13, 1991

SUBJECT: Sectional summary of CSHB 99 (Judiciary) (Equitable em ployee 
com pensation)

TO:

FROM:

R epresentative Dave Donley 
A ttn: Laurie O tto

T eresa B. C r a m e t ^ 0 £ V /  
Legislative C ounsel

Y ou have requested  a sectional analysis o f the above described bill. As a prelim inary 
m atter, no te  th a t a sectional analysis or sum m ary of a  bill should no t be considered 
an authoritative in terpretation  of the bill and the  bill itself is the best s tatem ent of 
its contents.

Section 1 creates new statutes concerning equitable employee com pensation for 
school districts and  regional education a ttendance areas (R EA A ’s).

Sec. 14.03.200 requires school districts and R E A A ’s to establish equitable com pensa­
tion relationships, based on com parable w ork value am ong positions, betw een fem ale- 
dom inated, m ale-dom inated, and balanced classes of employees who are subject to 
m erit system niring.

Subsection (b) directs that if there is interest arbitration under the  Public Em ploy­
m ent R elations A ct (PER A ) or m ediation under the statu te  for teacher collective 
bargaining for a  class that is not a  balanced class, as defined later in the  bills, the 
m ediator or a rb itra to r shall consider the  job evaluation study. T he m ediator or 
a rb itra to r may consider the study in m ediation o r interest arb itration  for a balanced 
class.

Sec. 14.03.210 directs school districts and R E A A ’s to assure equitable com pensation 
for positions w hen preparing m anagem ent positions for collective bargaining 
negotiations and  com pensation plans for em ployees not covered by collective 
bargaining by assuring that the  com pensation m eets certain  listed criteria.



Sec. 14.03.220 requires school districts and REAA’s to use a job evaluation system 
to determine the comparable work value of classes of employees and to meet and 
confer with employee representatives in developing the system. Under subsection 
(b), the district or REAA must submit a report to the bargaining organizations 
representing its employees to be used in collective bargaining negotiations.

Subsection (c) permits the district or REAA to earmark money to correct inequitable 
compensation relationships even though that earmarking may be contrary to other 
collective bargaining requirements.

Sec. 14.03.230 permits the job evaluation system results to be used as evidence.

Sec. 14.03.240 limits application of the requirements enacted by this section to school 
districts and REAA’s that employ at least 10 full-time employees during a 12-month 
period.

Sec. 14.03.250 defines terms used in the new statutes.

Sec. 2 directs that the board of regents of the University of Alaska comply with the 
new statutes enacted by sec. 3 of the bill.

Sec. 3 enacts statutes relating to the University of Alaska that are comparable to 
those that apply to school districts and REAA’s under the statutes enacted in sec. 1 
of the bill.

Sec. 4 includes eliminating sex-based wage disparities in public employment in the 
state in the policies that apply to the Public Employment Relations Act (PERA).

Sec. 5 requires home rule municipalities to comply with the requirements of the 
statutes enacted by sec. 7 of the bill.

Sec. 6 requires that municipalities establish compensation policies in accordance with 
the statutes enacted by sec. 7 of the bill.

Sec. 7 enacts statutes relating to the home rule and general law municipalities that 
are comparable to those that apply to school districts and REAA’s under the statutes 
enacted in sec. 1 of the bill.

Sec. 8 enacts a compensation policy for the classified service of the executive branch 
of state government. It is similar to the policies adopted for other state agencies and 
political subdivisions by the bill.

Representative Dave Donley
May 13, 1991
Page 2



Sec. 39.25.300 sets out the compensation policy.

Sec. 39.25.310 requires the commissioner of administration to use a job evaluation 
system to determine comparable work value.

Subsection (b) directs the commis iioner to consult with the state office of equal 
employment opportunity in compilii :g a list of female-dominated and male-dominated 
classes in the classified service for which compensation inequity exists.

Subsection (c) requires a report of the results of the job evaluation system to be 
given to collective bargaining organizations.

Subsection (d) directs the commissioner to prepare a plan to create pay equity for 
the classes in which pay inequity exists.

Subsection (e) addresses legislative review and funding of the plan.

Subsection (f) directs the commissioner to work with the collective bargaining 
organization when distributing to members of the collective bargaining unit any 
money appropriated by the legislature to remedy a pay inequity.

Subsection (g) permits the state to specify that a certain amount of money be set 
aside, to remedy pay inequities.

Sec. 39.25.320 permits the pay inequity list and the pay equity plan to be used as 
evidence in a proceeding or action alleging discrimination.

Sec. 39.25.330 sets goals for compensation to be used by the commissioner of 
administration in collective bargaining and preparing the classification and pay plans 
for employees not covered by collective bargaining.

Sec. 39.25.400 sets out definitions.

Sec. 9. enacts a compensation policy for the employees of the Alaska Railroad who 
are subject to merit system hiring. It is comparable to the policy that applies to 
school districts and REAA’s under the statutes enacted in sec. 1 of the bill. Changes 
are made to conform to the collective bargaining statutes specific to the railroad.

Sec. 10. limits enforcement of the provisions of the bill to causes arising on or after 
the effective date of the bill. (The bill does not contain a special effective date 
clause, so it would take effect 90 days after signature by the governor.)

Representative Dave Donley
May 13, 1991
Page 3



Representative Dave Donley
May 13, 1991
Page 4

Sec. 11, requires reports from the employers covered by the bill, other than the state, 
to the commissioner of administration.

If I may be of further assistance, please advise.

TC:pl:gc
91-358.plm



STATE OF ALASKA 1986 LEGISLATIVE SESSION
FISCAL NOTE

REQU E S T _______________
Bp!/Resolution No.: h b 676~

Title: "An act relating to implemen-

Revision Date: 0 2/24/86
FISCAL DETAIL_________________"
Agency Affected: a h  

BRU:
tation of a classification study . . .

1
Sponsor: Rules at request of Covernor Components:
Requestor:
Date of Request:_

EXPENDITURES/REVENUES: (Thousands of Dollars)

OPERATING
FY 86 FY 87 FY 88 FY 89 FY 90 FY 91

PERSONAL SERVICES

TRAVEL

CONTRACTUAL

SUPPLIES

EQUIPMENT

LANO 4 STRUCTURES

GRANTS, CLAIMS

MISCELLANEOUS

9,824.6 17,461.4 12,020.9 8,048.1 3,518.8

TOTAL OPERATING 9,824.6 17,461.4 12,820.9 8,048.1 3,518.8

CAPITAL

REVENUE

FUNDING: (Thousands of Dollars)
CENERAL FUND 

FEDERAL FUNOS 

OTHER 

TOTAL

6,670.7. 11,630.3 8,618.6 5,521.1 2,581.6

3,153.9 5,831.1 4,202.3 2,527.0 937.2

9,824.6 17,461.4 12,820.9 8,048.1 3,518.8

POSITIONS:
FULL-TIME

PART-TIME

TEMPORARY •

ANALYSIS: Attach a separate page if necessary’

Prepared By: Michael P. McMullenj/Ltcf

Division: Commissioner's Office

Approved by Commissioner:
Agency: Department of Administration

Phone: <*6 5 - 2 2 0 0
;+ /J -  -7  v 'G

. . - .......  r - y/uyy^
eanor Andrews UjzLsm.

Distribution (by Agency preparing fiscal note):
Legislative Finance 
Legislative Sponsor 
Requestor
Office of Management and Budget
Impacted Agency(ies) Page _jo_ of__4_

1 4 / 2 D 1 /T J « " i -W 2  ___________________
Rev. 11/8/85



CONTINUATION o f  FISCAL NOTE ANALYSIS

For HB 676

This revised Fiscal Note incorporates two refinements referenced in the 
original Fiscal Note of February 13, 1986: 1) An estimate of the savings
effect of turnover has been included, and 2) the costs have been broken out by 
General Fund and all other.

An attachment has been developed showing the costs by department for fiscal 
years 1987 and 1988.

The Legislature appropriated $500.0 thousand in 1983 to fund the only compre­
hensive review of the total classification system since statehood. The study 
results are scheduled for implementation on January 1, 1987. This bill amends 
the Personnel Act to allow for implementation in the manner normally used by 
public employers on studies of this scope. The bill provides a one-time 
exception to the current Personnel Rules (AS 39.25.150, 2 AAC 07) regarding 
pay upon the upward movement of an employee. This one-time change will reduce 
the cost of implementation by more than half. This bill provides the only 
mechanism to express and discuss the financial impact of the study.

Under current collective bargaining agreements and Personnel Rules, when a 
position is reallocated to a higher range, the employee is entitled to a pay 
increase of at least one step on the pay schedule. When all positions in a 
job class are assigned a higher pay range, all incumbents retain the same step 
in the higher range. The FY 87 cost for implementing the Classification Study 
under this approach would be $19,967.5.

This bill will provide, instead, that the pay of all employees moving to 
higher pay ranges will be set at the lowest step that does not provide a 
decrease.

An example of this difference is shown below:

MONTHLY SALARY (Partial Table'from AS 39.27.011)

lange Step A B C D E F

12 2,082 2,145 2,217 2,286 2,365 2,445

13 2,217 2,286 2,365 2,445 2,531 2,623

14 2,365 2,445 2,531 2,623 2,715 2,818

Under current provisions, an employee at Range 12, Step E ($2,365) would move 
to Range 14, Step B ($2,445) upon reclassification, and to Range 14, Step E 
($2,715) if the pay range for the employee's job was changed from Range 12 to 
Range 14. Under this bill an employee would move to Range 14, Step A ($2,365) 
in either case.

The Personal Services cost estimates are based on a computer model developed 
by the Division of Personnel. It is based on changes projected on a 
class-by-class basis. It considers bargaining unit; actual rates of pay, 
including current and projected step within a range and geographic

1 4 / 2D 1 /0 2 2 1 -0 1 / 3  Page 2 o f  4



differentials; vacancy factor; benefits, including appropriate retirement 
system, the Supplemental Benefits System (SBS) cap, and departmental variable 
rates; and premium pay experience (except sea duty) by department. The model 
assumes that current pay rates will-continue and that the study will be fully 
implemented on January 1, 1987.

Current Personnel Rules and collective bargaining agreements provide for 
"frozen" pay for employees who are reclassified or have their ranges changed 
to lower levels. This bill will not affect these provisions. Beginning in 
FY 88, the effect of such freezes begins to reduce Personal Services costs.

In addition, as employees with frozen salaries separate from State employment 
and are replaced by new workers, the new workers enter the work force at lower 
pay rates. Normally, such savings are offset by current employees receiving 
merit increases. However, the number of employees who will have frozen 
salaries as a result of the Classification Study will upset this balance. As 
turnover occurs, real reduction in Personal Services costs will be realized.
A turnover rate of 15 percent has been assumed across all bargaining units and 
departments. The appropriate adjustment has been made to the savings expected 
from current employees with frozen salaries forgoing merit increases to 
reflect this turnover rate.

The combined savings from frozen salaries and turnover of those with frozen 
salaries is projected at $2,187.8 in FY 88 (half year). For FY 89, these 
savings are $4,640.5. Following FY 91, these savings fall rapidly.

The following table displays the Personal Services costs considering the prior 
year as the base for each year.;

Governor Sheffield will be submitting an FY 87 Budget Amendment for the FY 87 
costs. Costs for FY 88 and beyond will be routinely included in preparation 
of agencies' Personal Services line items..

Attached is a breakdown by department of incremental costs for FY 87 and 
FY 88.

1 4 / 2 D 1 / 0 2 2 1 - 0 1 / 4  Page 3 o f  4

FY 87 
FY 88 
FY 89 
FY 90 
FY 91

$9,824.6
7,636.8
-4,640.5
-4,772.8
-4,529.3



?!20^ 1OoUn? ard ?ther Fund Personal Services Cost by Department, FY 87 
and FY 88, to Implement the Classification Study under HB 676,

Attachment 1

Department
FY

G.F.
87

Other
FY

G.F.
88

Other 
■-----

Office of the Governor 23.5 .1 23.5 .1

Admini stration 1,123.1 169.3 1,077.4 125.0

Law
97.4 48.9 87.6 43.9

Revenue 179.5 95.8 115.1 61.4

Education 190.1 94.5 125.2 62.2

Health and Social Services 1,818.4 288.7 1,718.4 272.8

Labor
127.4 310.3 101.9 248.4

Commerce and Economic 
Development

74.5 38.0 -17.6 -9.0

Military and Veterans 
Affairs

37.0 27.4 33.5 24.9

Natural Resources 575.9 57.7 465.3 46.6

Fish and Game 769.2 370.4 748.8 360.6

Public Safety 418.7 9.9 -464.6 -10.9

Environmental Conservation 110.6 34.8 89.0 27.9

Corrections 700.3 4.9 659.3 4.6

Community and Regional Affairs 75.8 36.2 31.0 14.8

Transportation and Public 
Facilities

349.0 1,567.3 166.1 1,403.3

Total 6,670.4 3,154.2 4,959.9 2,678.6

Mote: Totals do not match page 1 due to rounding.
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• STATE OF ALASKA BILL NO. HB 99
1991 LEGISLATIVE SESSION ”

Revision Date: _  Department Affected: OFFICE OF THE GOVERNOR
Title: EQUAL PAY FOR.WORK OF COMPARABLE BRU: HUMAN RIGHTS COMMISSION

W0RIH    Component: HUMAN RIGHTS COMMISSION
Sponsor: REPRESENTATIVE DONLEY____________

Requestor: HOUSE LABOR & COMMERCE COMPONENT SERIA L NO. | 0

Expenditures/Revenues: (Thousands of Dollars)

OPERATING FY 92 | FY 93 FY 94 FY 95 FY 96 FY 97

PERSONAL SERV ICES 110.6 304.1 304.1 | 304.1 304.1 304.1
TRA VEL 10.8 16.2 13.6 13.6 13.6 13.6
CONTRACTUAL 7.2 83.0 153.2 153.2 153.2 153.2
SU PP LIE S 1.8 4.6 4.6 4.6 4.6 ! 4.6
EQUIPMENT 13.1 14.8 - - - -

LAND & STRU CTU RES

GRANTS, CLAIMS 1
MISCELLANEOUS

TO TAL OPERATING 143.5 422.7 475.5 475.5 .,425,L . J lZ U  . .

I CAPITAL - . • - • -  . -

1 REVENUE - - - - - 1 -

FUNDING: (Thousands of Dollars)

GENERAL FUND 143.5 422.7 475.5 475.5 .47.5.5_ 475.5

FEDERAL FUNDS - — — ,
OTHER - - - - -

TOTAL 143.5 422.7 475.5 475.5 475.5 475.5

POSITIONS:

FULL-TIM E ... *1.5 _ 4 .4 . 4 4 .. . A ..
PA RT-TIM E mm

TEM PORARY — — — — —

* 2 positions start 10/1/92M 
Estimate of current year Impact: Non-

ANALYSIS: (Attach a separate page if necessary.)

PLEASE SEE ATTACHED ONE-PAGE ANALYSIS

V

Division:

repared 3y :  ✓ ''rAULA M. HALEY. EKE<^r^ED I^gT_Q R _________________________  Phone: 276-7474

HUMAN RIGHTS COMMISSION V  Date: P ^ n w r y  19. 1991
* ' ' s's

Approved by Commissioner: ^  \  '  J  y  - D-  May Hndpi ^ r h i p f  n L q t - a i f  -
Agency: . . O f f ic e  o f '  t h e  G o v e r n o r   _____________Date: ? / ? i  / qi  _

Distribution (by preparer): Legislative Rnance, Legislative Sponsor, Requestor, OMB, & impacted Agency(les).
Rev 10/90 Page t of _JL



FEB 19 '91 1 3 :1 5  AK ST COMM FOR HUMAN RIGHTS

Attachment to fiscal Note for HB 99 
Office of the Governor 

Human Rights Commission 
February 19,1991

Analysis

Currently AS 18.80.220(a)(5) requires equal pay for work of "comparable character" in the same 
business and locality. The Commission interpreted this to allow comparison of related jobs 
which did not have substantially the same duties. In July of 1990 the Alaska Supreme Court 
ruled against the Commission and held that Alaska law only requires equal pay for substantially 
equal work. HB 99 vastly expands the class of persons who can file complaints under AS 
18.80.220(a)(5). It permits comparisons between employees in unrelated jobs working for 
different employers in different localities.

Currently, 16% of the cases in the ASCHR inventory involve comparable character claims. Even 
if all these cases were to he dismissed under the existing statute, the new law will make it easier 
for the complainants to demonstrate that their jobs and those of the male comparators are of 
comparable worth. Therefore, the agency anticipates these cases will be refiled under the new 
law shortly after it becomes effective. The agency anticipates that many new cases will be filed 
under this expanded statute.

The agency expects to investigate at least 30 new cases starting in FY 92, if HB 99 becomes 
effective by September of 1991. It will take a senior investigator a full 1 to 2 months to 
perform each investigation ot this type. The agency will require two investigators in FY 92 to 
deal with the first cases filed under the amended law. An additional two investigators will be 
needed in FY 93 as more complaints are filed.

Recently proposed budget cuts forced the agency to substantially reduce its clerical work-force. 
The paper work generated by comparable worth investigations will require restoration of these 
two clerical positions. ASCHR will need an additional Clerk IV in FY 92. The agency will 
need a Legal Secretary beginning in FY 93 as staff completes investigations and those cases 
which are not conciliated are prepared for public hearings.

The agency expects most complaints to involve claims for a substantial amount of back-pay. 
The nature of the claims does not lend itself to compromise solutions. The agency expects a low 
settlement rate for these cases until all legal questions arising under HB 99 are resolved by the 
Alaska Supreme Court.

Employers do not always maintain extensive job documentation. As a result many investigations 
will require on-site interviews of affected employees to compare the jobs in question. Since the 
Bill allows comparisons of jobs in different locations the travel costs associated with these 
investigations will increase. It will also be necessary to train investigators in job evaluation 
techniques.

data\116



FEB 19 '91  1 3 :1 6  AK ST COMM FOR HUMRN RIGHTS

HB 99 Fiscal Note Summary

Personal Services:

This fiscal note provides for two Human Rights Field Representative (HRFR) in and a Clerk 
IV to begin 10/1/91 in Anchorage. Staffing for FY93 consists of an additional HRFR HI in 
Fairbanks and Juneau and a Legal Secretary in Anchorage.

Travel:

We anticipate on-site investigations at locations such as Barrow, Bethel, Dillingham, Dutch 
Harbor, Fort Yukon, Galena, Haines, Kodiak, Nome, Petersburg, Prudhoe Bay, Sitka, and 
Valdez. Funding is also included for investigator participation in a training seminar/workshop 
on comparable worth and job classification.

Contractual:

Funds will be necessary for operating expenses such as telephone and communications, rent, and 
equipment maintenance. Also, we estimate that three (3) cases per year will go to public hearing 
beginning in mid-FY93. Hearing expenses, including hearing officers, court reporters, 
transcripts, depositions, and expert witnesses are estimated at $46,400 per case

Commodities:

This line item includes office supplies for new staff.

Equipment:
Each investigator will require a personal computer (PC) and office equipment such as desk, 
chairs, file cabinet, dictation unit. The legal secretary will also require a PC.

data\115



I Time Stalls Staff Months 
1 F u ll  Tine FY92-18: FV43-24

---------------- -----------

1 TYPE OF EXPENDITURE Amwnt .
1 Salary 61 .0
I  Benefits 23.11__  -
£ Premium Pav
I  Other
1 Tbtal Personal Services 84 .8
| Thwel 1 0 . 8

1 Contractual 6 . 8

1 Commodities 1 . 6  i
1 Eoninment 1 1 . 6

1 Other
1 Rrfal Cost 115.6
ft FUNDING SOURCE FOR TOTAL COST
1 Federal Receipts 1 0 0 2
I G.F. Match 10at
1 General Fund 1004
1 l-A Receipts 1007 j
1 a p  Receipts 1061
I 0 <foer

1

JL
l/jcation

AiachacaBe.

Range I Step Barg. Unit
16/A,.-,., L  —

Election District
J2L

Justification

As indicated in the agency analysis of HB 99 additional HRFR His will 
be. required to investigate cases generated by the proposed amendment to 
AS 18.80.220(a)(5). Two positions, located in Anchorage, will begin 
October I, 1991. One position located in Fairbanks and one in Juneau 
will begin July 1, 1992.

These HRFR III positions are independent working level positions. 
Duties cofisist of interviewing complainants, preparing investigative 
plans, conducting interviews of witnesses, preparing interrogatories and 
requests for production of evidence, writing interview reports, and 
conducting resolution conferences. The HRFR III is also responsible for 
preparing predetermination settlement agreement and conciliation 
conferences, and serving as a witness as required at public hearings 
before the Commission.

Included in the funding for this position is travel to rural communities for 
on-site investigations and attendance at a national training seminar or 
workshop on comparable worth and job classification. Minimal expenses 
are expected for telephone, rent, and office supplies. Equipment 
purchases for each of these positions will consist of a personal computer 
and office furniture and equipment.
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Range I Step 
9/B

No. of PositionsPosition Title
CLBRK IV

locationStaff MonlfisFY92 -  9 tnos 
FY93 -  12 mos. Anchorage

JustificationAmowLjmPJiKKrENMBE.
§?kpf _________
ilfiDCfill _______
JRtsmtLHLCa:_________________________
-QUific______________________________
 MlfrKwal&rrias _______
J W ______________________________
Contractual_____________________________

-.Cyiiirotlijjci_________________________
.Eumcflfd________ _________________
Qlliei  _________________

Thtal Cost
 FllffljlWftSQjiBOifOfi JTrmiv COST.
JMBUtecficts 1032____________________
SLE^Mdi IQQj__________________
.fiwra».R iri - I0»4________________,______

As.indicafed in the agency analysis, HB 99 will require restoration of the 
clerk position deleted in the FY92 budget.

This position will provide clerical support to the two Human Rights Field 
Representative 111 positions in Anchorage and assisting the two Human 
Rights Field Representative III positions located in Fairbanks and Juneau. 
This consists of assigning docket numbers, setting up case files, 
preparation of case related documents such as complaints, interrogatories 
and determinations, transferring via pc case related documents to and 
from field offices, insuring that complaints are served, insuring the 
completeness of case files, and compiling data for entry into the agency 
management information system.

The field offices in Juneau and Fairbanks do not have assigned clerical 
staff.

l Alk flftb  1Q-Q7
fllMteekte ML

Funding for this position includes minimal contractual services, supplies 
and office furniture.

R e q u e s t  F o r  

N e w  P o s i t i o n

AGENCY OFFICE OF THE GOVERNOR

BRU.

COMPONENT.

HUMAN RIGHTS COMMISSION

HUMAN RIGHTS COMMISSION
Revised Oate:



f
\

| Position Title
HRFR III • . . . . . . .

No. of I’ositions Range 1 Step 1 Harg Unit
1 18/A 1 PX

Time Status Staff Months 
Full Time 12

location Election District 
Ouneau

TVi'F OF KXPFMMTI1RF Araourrt .... Justification
Salary 40-7 As indicated in the agency analysts of HB 99 additional HRFR. ILls will 

be required to investigate cases generated by the proposed amendment to f 
AS 18.80.220(a)(5). Two positions, located in Anchorage, will begin 
October I, 1991. One position located in Fairbanks and one in Juneau 
will begin July 1, 1992.

These HRFR III positions are independent working level positions 
Duties consist of interviewing complainants, preparing investigative 
plaas, conducting interviews of witnesses, preparing interrogatories and 
requests for production of evidence, writing interview reports, and 
conducting resolution conferences. The HRFR III is also responsible for 
preparing predetermination settlement agreement and conciliation 
conferences, and serving as a witness as required at public hearings 
before the Commission.

Included in the funding for this position is travel to rural communities lor 
on-site investigations and attendance at a national training seminar or | 
workshop on comparable worth and job classification. Minimal expenses ; 
arc expected for telephone, rent, and office supplies. Equipment 1 
purchases for each of these positions will consist of a personal computer 
and office furniture and equipment.

IlcndHs 15.8
Pentium Pav .........................
Oilier

TWaJ Personal Services 56.5
Tbrcl 4.5
Contractual 1.6
Commodities 1.0
EmiiDmcnt 5.8
Other

Thtal Cost 69.4
FUNDING SOURCE FOR TOTAL COST

ftdcral Receints 1002
C.E Match 1003
General Fund 1004 69.4
1A Receipts 1007
CO* Receipts 1061
Other

R e q u e s t  F o r  

N e w  P o s i t i o n

AGENCY O f f f e e  o f  the Governor

A r ; )  H u m o n  R i g h t s  C o n a n iK s d o n

>ONENT Hum n Fights  Commission
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iteiOtin TitleHuman Rights Field Renresentatl Time Slaltu Staff MonthsTime Status Full Time
YP flHKF.Rl m .

12[ reffiOFKXPENMTlJBK. 
_______________

itoKfe.
fYgmfttiB.fay..
Q(t>gr_

,.ThyfVF>nri&ci«L

46.6
17.3

Ctmtracffial

Cammed itier
_EflUiDa£tiL
Oilier..

TbtaJ Cost
FI1NWWC S O U R C E  F O R  TOTAI. COST

t-Vfcral.Kpfeiptj- HWL
.c.E-Mfeh- inn.i
General Fund 10041A Receipts 1007

JML
liHkL

AfmunL

63.9
J u i
1»6.

_UL
-UL

T O "

Na of Ptisilions 
1 _

■BP—

TncattonFairbanks
Range I Step 

18-/
Harg. Unit

Election District
FX

Justification
As indicated in the agency analysis of HB 99 additional HRFR Ills will 
be required to investigate cases generated by the proposed amendment to 
AS 18.80.220(a)(5). Two positions, located in Anchorage, will begin 
October I, 1991. One position located in Fairbanks and one in Juneau 
will begin July 1, 1992.

These HRFR III positions are independent working level positions. 
Duties consist of interviewing complainants, preparing investigative 
plans, conducting interviews of witnesses, preparing interrogatories and 
requests for production of evidence, writing interview reports, and 
conducting resolution conferences. The HRFR III is also responsible for 
preparing predetermination settlement agreement and conciliation 
conferences, and serving as a witness as required at public hearings 
before the Commission.

Included in the funding for this position is travel to rural communities for 
on-site investigations and attendance at a national training seminar or 
workshop on comparable worth and job classification. Minimal expenses 
are expected for telephone, rent, and office supplies. Equipment 
purchases for each of these positions will consist of a personal computer 
and office furniture and equipment.

R e q u e s t  F o r  

N e w  P o s i t i o n

AGENCY.

BRU_

COMPONENT.

O f f i c e  o f  the G overnor

Human Rights Commission

Human Rights  Commission
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Itailiui'TiU
LEGAL SECRETARY I

Time Status 
F u l l  T im e

Statf Monllis

1 2

| TVf'EOFKKrENOmWB 
_Sfdjry._
IklttftU.

Q lllgJL

Tfowl
j!M Itoul§m i££L

M A .
JJLJL

Contractual
CtiirniBHftjcS.
Eumnmcnt

Oilier
Httal Cost

FUNDING SOURCE FOB TDTHI. COST
EVtteral.RtTfinb . W ?.
.fiJJkfeh JM L
GomLBfikL__lM L
IA RcceinU. 1007

. AnwhtiiL

36.3

.6

.5
3.2

CH* Receints 1061
OlkL

No. of Positions 
1

Range I Step 
10-B

l o c a t io nAnchorage Election District

Uarg Unit 
PX

justification

As indicated in the agency analysis, the additional hearings and probable 
appeals under HB 99 will require restoration of the Legal Secretary 
position deleted in the FY92 budget.

This position, will provide legal secretarial support to the Hearing Unit’s 
Human Rights Advocate. These duties consist of preparing and typing 
correspondence, forms and legal documents; maintaining a calendar to 
insure that appearances, appointments and deadlines are met and 
arranging depositions, scheduling and monitoring court reporters and 
witnesses, and arranging Hearing Unit travel. In addition, this position 
will assist the Clerk IV in providing secretarial and administrative 
support for the four Human Rights Field Representative III positions 
required under this bill.

Funding for this position also includes minimal contractual services 
supplies, a personal' computer and office furniture.

R e q u e s t  F o r  

N e w  P o s i t  ilon

AGENCY.

BRU.

C O M P O N E N T .

O f f i c e  o f  t h e  G o v e r n o r

Human R igh ts Commission

Human R ights Commission



FISCAL NOTE
STATE OF ALASKA

1991 LEGISLATIVE SESSION b il l  n o . C S  9 f  J

PERSONAL SERVICES

CONTRACTUAL
SUPPLIES
EQUIPMENT
LAND & STRUCTURES 
GRANTS. CLAIMS
MISCELLANEOUS
TOTAL OPERATING

Estimate o? current year impact:

ANALYSIS: (Attach a separate page if necessary.)
To provide the "Job Evaluation System* as provided in the bill the following expenses would be incurred. 

Classified Employees (1500 x $300.00- $450,000) + A PT employees (700 x $300.00- $275,000)

+ Faculty (1000 employees x $300.00- $300,000) - $1,025,000.

Prepared by: Marsha A. Hubbard A # ______________  Phone: 474-7593
Division: Statewide Budget Office   Date: 5/13/91

Approved by: wehdy
Agency: University of Alaska__________________________Date: 5/13/91

Distribution (by preparer): Legislative Finance, Legislative Sponsor, Requestor, OMB, & Impacted Agency(ies).

TRAVEL

Revision Date: Department Affected: University of Alaska
Title: An Act requiring . . .  equitable compensation BRU: Statewide Programs & Ser

for employees who are subject to merit system employment Component:
Sponsor: Donley, Koponen, et al.
Requestor: House Judiciary Committee Component Serial No.

Expenditures/Revenues: (Thousands of Dollars)

[c a p i t a l

R E V E N U E

FUNDING: (Thousands of Dollars)
GENERAL FUND
FEDERAL FUNDS 
OTHER

1,025.0

OPERATING

TOTAL 1,025.0



FISCAL NOTE

STATE OF ALASKA 
1S91 LEGISLATIVE SESSION

BILL NO HB 99

Revision Date;_____________________________________  Department Affected: Labor____________
Title: "An Act requiring equal pay f o r  BRU: Labor Standards & Safety ____
work of comparable worth."_________________________  Component: _________________
Sponsor: Donley, et_al._________________________  Wage & Hour_________________
Requestor: House Labor & Commerce_____________ COMPONENT SER IA L NO. 345

EXPENDITURES/REVENUES: (Thousands of Dollars)
OPERATING FY 92 FY 93 FY 94 FY 95 FY 96 FY 97

PERSONAL SERVICES
TRAVEL
CONTRACTUAL
SU PPLIES
EQUIPMENT
LAND&STRUGTURLS
GRANTS.CLAIMS
MISCELLANEOUS
TOTAL OPERATING 0.0 0.0 0.0 0.0 0.0 0.0

CAPITAL

REVENUE

FUNDING: (Thousands of Dollars)
GENERAL FUND
FEDERAL FUNDS
OTHER
TOTAL 0.0 0.0 0.0 0.0 0.0 0.0

POSITIONS:
FULL-TIME
PART-TIME
TEMPORARY

Estimate of current year impact:____________None____________________________________________

ANALYSIS: (Attach a separate page if necessary)

The Human Rights Commission would be rasponsible for administering the provisions of this bill.

Prepared by: Robert Llbbey______________________________________Phone : 264*2452
Division: Labor Standards fit Safety___________________________ Date : 2/15/91

Approved by Commissioner: Nancy Bear U s e r a ^ ^ £   __
Agency: Department of Labor________________________________Date: 2/15/91

Distribution (by preparer): Legislative Finance, Legislative Sponsor, Requestor, OMB, & Impacted Agency(ies).

Rev 10/80 Page 1 of 1



STATE OF ALASKA
1991 LEG ISLATIVE  SESSION

FISCAL NOTE
B IL L  NO. HB 99

Revision Date:_______________________________________

Tifltr An_Act_reouiring equal pay for work ot comparable worth.

Sponsor: Donley_____________________________________

Requestor: House Labor and Commerce__________________

Expenditures/Revenues: (Thousands of Dollars)

Department Affected: Administration
BRU: Personnel ____
Component: Personnel

COMPONENT SERIAL NO.

OPERATING FY 92 FY 93 FY 94 FY 95 FY 96 FY 97

PERSONAL SERVICES 120.0 0 0 0 0 0

TRAVEL 20.0 0 0 0 0 0

CONTRACTUAL 40.0 0 0 0 0 0

SUPPLIES 20.0 0 0 0 0 0

EQUIPMENT 0 0 0 0 0 0

LAND & STRUCTURES 0 0 0 0 0 0

GRANTS. CLAIMS 0 0 0 0 0 0

MISCELLANEOUS 0 0 0 0 0 0

TOTAL OPERATING 200.0 0 0 0 0 0

CAPITAL 0 0 0 0 I 1 0 0

REVENUE 0 0 0 0 0 0

FUNDING: (Thousands of Dollars)

GENERAL FUND 200.0 0 0 0 0 0

FEDERAL FUNDS 0 0 0 0 0 0

OTHER 0 0 0 0 0 0

TOTAL 200.0 0 0 0 0 0

POSITIONS:

FULL-TIME 0 0 0 0 0 0

PART-TIME 0 0 0 0 0 0

TEMPORARY 2.0 0 0 0 0 0

Estimate of current year impact: Zero. _______________________

ANALYSIS: (Attach a separate page if necessary.)

This legislation would force the State to change its classification system from the “whole job" system currently in use. The costs shown are 
required to complete the development of the Alaska Quantitative Evaluation System (AQES) which reached a preliminary stage with a $500.0 

appropriation in 1983.

Prepared by: David K. F. Otto   Phone: 465-4430

Division: Personnel  Date: 3- - />/- 4 i

Approved by Commissioner: Millett Keller| 

Agency: Administration__________ Da,e: J U f #  g
Distribution (by preparer): Legislative Finance, Legislative Sponsor, Requestor, OMB, & Impacted Agency(ies).
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Mr.  C h a i rm a n ,  mem be r s  o f  t h e  C o m m i t t e e ,  my name i s  R e s a  J e r r e l , 
and I r e p r e s e n t  t h e  N a t i o n a l  F e d e r a t i o n  o f  I n d e p e n d e n t  B u s i n e s s  -  
N F I B / A l a s k a .  N F I B / A l a s k a  i s  c o m p r i s e d  o f  5 4 0 0  s m a l l  and i n d e p e n d e n t  
b u s i n e s s  o w n e r s .

As I  h a v e  t e s t i f i e d  b e f o r e  t h i s  c o m m i t t e e  p r e v i o u s l y  -  t h e  
l e g i s l a t i v e  a g e n d a  o f  N F I B / A l a s k a  i s  d e t e r m i n e d  b y  o u r  b a l l o t .  Our 
membe rs  h a v e  r e p e a t e d l y  v o t e d  a g a i n s t  t h e  g o v e r n m e n t  i n t e r f e r i n g  i n  
t h e  e m p l o y e r  and e m p l o y e e  r e l a t i o n s h i p .

The  f a c t  t h a t  women e a r n  l e s s  t h a n  men l e a d s  f ew  p e o p l e  t o  a s k  
why .  The  wage gap  b e tw e e n  men and women i s  a c o m p l e x  p henom enon .  
T h e r e  a r e  many f a c t o r s ,  s u c h  a s  e d u c a t i o n , -  o n - t h e - j o b  e x p e r i e n c e ,  
s k i l l s ,  s e n i o r i t y  and c o n t i n u i t y  i n  t h e  w o r k p l a c e  t h a t  a c c o u n t  f o r  
d i s c r e p a n c y  i n  w a g e s .

I  c a u t i o n  y o u  t o  b e  c a r e f u l  i n  l o o k i n g  a t  t h e  t o t a l  wage gap 
b e tw e e n  t h e  e a r n i n g s  o f  a l l  men and women. T h i s  m e th od  i s  n o t  w h o l l y  
a c c u r a t e .  Women w o r k  f e w e r  h o u r s  and  h a v e  l e s s  s e n i o r i t y  t h a n  man. 
The  b e s t  n um b e r s  I h a v e  b e e n  a b l e  t o  come up w i t h  a r e :  women a r e  2 - 3  
t i m e s  m o r e  l i k e l y  t o  w o r k  p a r t - t i m e  t h a n  men; a n d ,  women a v e r a g e  3 . 3  
y e a r s  w i t h  t h e i r  c u r r e n t  e m p l o y e r ,  c om p a r e d  w i t h  5 . 1  y e a r s  f o r  men.
I n  t h e  r e a l  w o r l d  o f  e m p l o y m e n t  i n  t h e  p r i v a t e  s e c t o r  t h i s  makes  a 
d i f f e r e n c e .  T h e s e  f i g u r e s  s u p p o r t  t h e  f a c t  t h a t  f a c t o r s  o t h e r  t h a n  
d i s c r i m i n a t i o n  c an  and  d o  a c c o u n t  f o r  t h e  wage d i f f e r e n t i a l .

Women c o n t i n u e  t o  c h o o s e  t o  w o rk  a t  d i f f e r e n t  j o b s  t h a n  men, 
d e s p i t e  s t r i d e s  and  e x p a n d e d  o p p o r t u n i t i e s  i n  h i g h e r  p a y i n g ,  
t r a d i t i o n a l l y  m a l e  o c c u p a t i o n s .  E a r n i n g s  p l a y  o n l y  a p a r t i a l  r o l e  i n

l
a w om an ' s  d e c i s i o n  t o  w o r k  i n  a l i m i t e d  numbe r  o f  j o b s .  O f  f a r  
g r e a t e r  i m p o r t a n c e  i s  t h e  n e e d  t h a t  m o s t  women h a v e  t o  b a l a n c e  t h e  
d emands  o f  a j o b  w i t h  t h e  r e s p o n s i b i 1 i t i e s  o f  f a m i l y  l i f e .  W o r k in g  
m o t h e r s  may be  w i l l i n g  t o  t a k e  l e s s  p a y  t o  g e t  o t h e r  b e n e f i t s  -  a j o b

H B  9 9



t h a t  p r o v i d e s  r e g u l a r  w o r k i n g  h o u r s ,  h e a l t h  i n s u r a n c e  an d  p r o x i m i t y  
t o  a t e l e p h o n e  i n  c a s e  o f  a c h i l d - r e l a t e d  e m e r g e n c y .  B a c k  i n  t h e  
m i d - 6 0 ' s  I  h ad  a j o b  a s  a IBM K e y - p u n c h  o p e r a t o r  -  h i g h - t e c h  i n  t h o s e  
d a y s  -  I  c h o s e  t o  t a k e  a j o b  a t  a d a y  c a r e  c e n t e r  -  e a r n i n g  t h e  
min imum wage -  s o  I c o u l d  be  w i t h  my p r e s c h o o l  s o n .  T h e  n o n - m o n e t a r y  
b e n e f i t s  o f  c e r t a i n  t y p e s  o f  j o b s  d e f i n i t e l y  h a v e  t h e i r  a p p e a l .  The 
k e y  w o rd  i s  I  " c h o s e " .

I  w o u ld  l i k e  t o  t u r n  now t o  t h e  p r a c t i c a l  a s p e c t s  o f  wha t  
c o m p a r a b l e  w o r t h  w o u ld  mean t o  t h e  s m a l l  e m p l o y e r .  I t  h a s  b e en  a 
f r u s t r a t i o n  o f  o u r s ,  i n  t h e  s m a l l  b u s i n e s s  c om m u n i t y ,  t h a t  when t h e  
l e g i s l a t u r e  s p e a k s  o f  b u s i n e s s ,  t h e y  t e n d  t o  t h i n k  o f  b i g  b u s i n e s s  
and f e e l  t h a t  w h a t e v e r  l e g i s l a t i o n  i s  p a s s e d ,  b u s i n e s s  c a n  c o p e  w i t h  
i t .  T h a t  i s  n o t  t r u e  f o r  y o u r  l o c a l  d r y  c l e a n e r ,  h a r d w a r e  s t o r e  o r  
p r i n t  s h o p .

S m a l l  f i r m s  a r e  l a b o r  i n t e n s i v e  a s  o p p o s e d  t o  c a p i t a l - i n t e n s i v e ,  
p r i m a r i l y  t h e  r e a l m  o f  b i g  b u s i n e s s .  T h e  c o s t  o f  c a r r y i n g  an 
e m p l o y e e  i s  t h e  m o s t  e x p e n s i v e  p e r t  o f  r u n n i n g  a s m a l l  b u s i n e s s .  A l l  
t h e  a d m i n i s t r a t i v e  j o b s  i n  a s m a l l  f i r m  a r e  o f t e n  r o l l e d  up i n t o  o n e  
p e r s o n — t h e  e m p l o y e r .  T h e r e  i s  n o  D e p a r tm e n t  o f  Humar R e s o u r c e s ,  
D e p a r tm e n t  o f  L a b o r  R e l a t i o n s  o r  D i v i s i o n  o f  P e r s o n n e l . T h e r e  i s  no  
s u c h  b e a s t  a s  a f o r m a l  j o b  d e s c r i p t i o n  f o r  s m a l l  b u s i n e s s ,  l e t  a l o n e  
a f u l l - b l o w n  j o b  e v a l u a t i o n  b a s e d  u pon  some p o i n t  f a c t o r  s y s t e m .

A n o t h e r  p r o b l e m  I  s e e  w i t h  t h e  c o m p a r a b l e  w o r t h  c o n c e p t  i s  i t  
a d d r e s s  o n l y  t h e  w o r t h  o f  t h e  j o b .  I t  t o t a l l y  i g n o r e s  t h e  w o r k e r  and 
p r o d u c t i v i t y  o f  t h e  w o r k e r  -  t h e  human e l e m e n t .  F o r  e x a m p l e  -  h e r e  
y o u  h a v e  tw o  j o b s  c a l l e d  " c l e r k " ,  t h e y  a r e  d e t e r m i n e d  t o  be  o f  
c o n l p a r a b l e  w o r t h  s o  t h e y  a r e  a s s i g n e d  b o x  1 .  You  h a v e  tw o  c l e r k s ,  s o  
y o u  h a v e  box  l a  and box  l b .  Now y o u  p u t  p e o p l e  i n  t h e  b o x e s .  Box l a  
i s  a lw a y s  d r i n k i n g  c o f f e e ,  on  t h e  t e l e p h o n e  w i t h  f r i e n d s ,  n o t  t o o  
p o l i t e  t o  c u s t o m e r  o r  l a t e  t o  w o r k  b e c a u s e  h e r / h i s  c a r  b r e a k s  down.



Box l b  w o r k e r  -  c o m p a r a b l e  w o r t h  j o b  c l a s s i f i c a t i o n  -  who i s  a lw a y s  
f r i e n d l y ,  o u t  g o i n g ,  a w o r k e r - b e e  and r e a l l y  a p r o d u c e r  f o r  b u s i n e s s .  
H e r e  i s  w h e r e  t h e  c o n c e p t  o f  c o m p a r a b l e  w o r t h  o f  a w o rk  box b r e a k s  
down. The r e a l i t y  o f  t h e  p e o p l e  i n  t h o s e  b o x e s  and t h e i r  
p r o d u c t i  v i  t y .

N F I B / A l a s k a  b e l i e v e s  t h a t  t h e  e x i s t i n g  l a w  a l r e a d y  p r o v i d e s  a 
r em ed y  t o  e m p l o y e e s  t h a t  b e l i e v e  t h e y  h a v e  b e en  d i s c r i m i n a t e d  a g a i n s t  
i n  t h e  amoun t  o f  t h e i r  w ag e s .

The  members  o f  N F I B / A l a s k a  w o u ld  u r g e  e x t r e m e  c a u t i o n  on t h e  
p a r t  o f  t h e  L e g i s l a t u r e  a s  y o u  b e g i n  d e l i b e r a t i o n s  on t h i s  m a t t e r .  
Thank  y o u .



R e p r e s e n t a t i v e  D a v e  D o n l e y

ALASKA STATE LEGISLATURE 3111 “C” STREET, SUITE 450
DISTRICT ELEVEN • SPENARD ANCHORAGE, ALASKA 99503
SEAT A (907) 561-7629 (FAX) 562-4376
ALASKA LANDINGS • BENTZEN • BIRCHWOOD • CHESTER CREEK • HEATHER MEADOWS • LINCOLN PARK • MIDTOWN • NORTHSTAR 
NORTHWOOD • ROMIG • ROOSEVELT PARK • SPENARD < THOMPSON • TL'RNAGAIN • W1NDEMERE • WOODLAND PARK

HB 99 clarifies AS 18.80.220(a) (5).

The Alaska Supreme Court in it's ruling in Alaska State Commission 
for Human Rights v. State Department of Administration (Opinion No. 
3619, July 27, 1990) (See attached summation of this case) decided 
that as currently written that ferm "comparable character" in AS 
18.80.220(a) (5) only means equal pay for substantially equal work.

Under that interpretation Alaska women no longer have a means to 
seek redress for the systematic undervaluing of their work. A recent 
Alaska Department of Labor study, The Gender Gan, found that 
"women earn about 18 percent less than men of the same age, 
location, industry group and occupational group." and that "women 
earn less than men in every occupational category".

At present thirteen states, Georgia, Idaho, Kentucky, Maine,
Maryland, Massachusetts, Montana, Nebraska, North Dakota.
Oklahoma, South Dakota, Tennessee and West Virginia have 
comparable worth laws that apply to both public and private 
employers, and additional six, California, Hawaii, Iowa, Minnesota, 
Oregon and Washington have comparable worth laws that cover 
public employees. In their findings these states have said:(ie: North 
Dakota)

"the practice of discriminating on the basis of sex by 
paying wages to employees of one sex at a lesser rate 
than the rate paid to employees of the opposite sex for 
comparable work on jobs which have comparable 
requirements unjustly discriminates against the person 
receiving the lesser rate; leads to low work morale, high 
turnover and frequent labor unrest; discourages workers 
paid the lesser wage rates from training for higher level 
jobs; curtails employment opportunities, decreases 
worker's mobility and increases labor costs; impairs 
purchasing power and threatens the maintainence of an

JUNEAU OFFICE 
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adequate standard of living by such workers and their 
families; prevents optimum utilization of the state's 
available labor resources; threatens the well being of the 
citizens of this state and adversely affects the general 
w elfare ."

HB 99 will clearly place in statute the right of Alaskan women to 
receive equal pay for work of comparable worth.



Sum m ation o f  the Suprem e Court ruling regarding the 
Public Health N urses claim for equal pay for  work of 
com p a ra b le  w orth

Alaska State Commission for Human Rights v. State Department of 
Administration (Opinion No. 3619, July 27, 1990) :

This case involves the interpretation of the phrase "work of 
comparable character" found in A.S. 18.80.220 (a) (5). This statute 
provides in pertinent part:

(a) It is unlawful for . . . (5) an employer to 
discriminate in the payment of wages as between 
the sexes or to employ a female in an occupationin 
this state at a salary or wage rate less than that 
paid to a male employee for work of com parable 
character or work in the same operation, business 
or type of work in the same locality.

A group of public health nurses (PHN's) brought an action before the
Alaska State Commission for Human Rights (HRC) seeking pay equal 
to that of male physician's assistants (PA's). The hearing examiner 
held that the phrase "work of comparable character" only required 
equal pay for equal work. The HRC reversed the decision of the 
hearing examiner, ruling that the statute should be interpreted as 
referring to work of comparable value to the employer. The HRC also
held that the PHN position was at least comparable to the PA
position. The Superior Court reversed holding that there was no 
evidence to support the HRC's decision that comparable work meant 
more than equal work and that the PA and the PHN positions were not 
equal. The HRC appealed.

The Supreme Court held that based on the legislative history of (a) 
(5) the proper interpretation of the phrase "comparable character" 
is an equal pay for substantially equal work provision. The court 
further noted that the lack of any language regarding the equality of 
jobs in the first clause precluded interpreting it as an equal pay for 
equal work provision. The case was remanded so that HRC could re­
examine its decision in light of the Supreme Court's interpretation 
of (a) (5), and for a determination of the equality of the PA and PHN 
positions.
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APPENDIX IV. MINNESOTA PAY EQUITY LAW FOR STATE EMPLOYEES

Chapter 43A 

Department of Employee Relations43A.01 Pol Ides.
Subd. 3. Equitable compensation relationships. It is the policy of this state to attempt to establish 
equitable compensation relationships between female-dominated, male-dominated, and balanced clas­
ses of employees in the executive branch. Compensation relationships are equitable within the mean­
ing of this subdivision when the primary consideration in negotiating, establishing, recommending, and 
approving total compensation is comparability of the value of the work in relationship to other posi­
tions in the executive branch.

43A.02 Definitions.

Subd. 6 a. Balanced class. "Balanced class" means any class in which no more than £0 percent of the 
incumbents are male and no more than 70 percent of the incumbents are female.

Subd. 11. Class. "Class" means one or more positions suffiriently similar with respect to duties and 
responsibilities that the same descriptive title may be used with clarity to designate each position allo­
cated to the class and that the same general qualifications are needed for performance of the duties of 
the class, that the same tests of fitness may be used to recruit employees, and that the same schedule of 
pay can be applied with equity to all positions in the class under the same or substantially the same 
employment conditions.

Subd. 13. Commissioner. "Commissioner" means the commissioner of employee relations.

Subd. 14a. Comparability of the value of the work. "Comparability of the value of the work" means 
the value of the work measured by the composite of the skill, effort, responsibility, and working condi­
tions normally required in the performance of the work.

Subd. 22a. Female-dominated class. "Female-dominated class" means any class in which more than 70 
1 percent of the incumbents are female.

Subd. 27a. Male-dominated class. "Male-dominated class" means any class in which more than 80 per­
cent of the incumbents are male.

43A.05 Policies and Responsibilities Through the Personnel Bureau.

Subd. 5. Comparability adjustments. The commissioner shall compile, subject to availability of funds 
and personnel, and submit to the legislative commission on employee relations by January 1 of each 
odd-numbered year a list showing, by bargaining unit, and by plan for executive branch employees 
v^vered by a plan established pursuant to section 43A.18, those female-dominated classes and those 
male-dominated classes in state civil service for which a compensation inequity exists based on com­
parability of the value of the work. The commissioner shall also submit to the legislative commission on 
employee relations, along with the list, an estimate of the appropriation necessary for providing com­
parability adjustments for classes on the list. The commission sba'l review and approve, disapprove, or 
modify, the list and proposed appropriation. The commission’s action shall be submitted to the full 
legislature in the same manner as provided in sections 3.855 and 43A.18 or 179A.22, subdivision 4, 
provided that the full legislature may approve, reject, or modify the commission’s action. The commis­
sion shall show the distribution of the proposed appropriation among the bargaining units and among 
the plans established under 43A.18. Each bargaining unit and each plan shall be allocated that propor­
tion of the total proposed appropriation which equals the cost of providing adjustments for the posi­
tions in the unit or plan approved by the commission for comparability adjustments divided by the total 
cost of providing adjustments for all positions on the list approved by the commission for comparability 
adjustments. Distribution of any appropriated funds within each bargaining unit or plan shall be deter­
mined by collective bargaining agreements or by plans.
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Subd. 6 . Allocation. The amount recommended by the legislative commission on employee relations 
pursuant to subdivision 5 to make comparability adjustments shall be submitted to the full legislature 
by March 1 or each odd-numbered year. The legislature may accept, reject, or modify the amount 
recommended. The commissioner of finance, in consultation with the commissioner of employee rela­
tions, shall allocate the amount appropriated by the legislature, on a pro-rata basis, if necessary, to the 
proper accounts for distribution to incumbents of classes which have been approved for comparability 
adjustments.

Funds appropriated for purposes of comparability adjustments for state employees shall be drawn 
exclusively from and shall not be in addition to the funds appropriated for salary supplements or other 

employee compensation. Funds not used for purposes of comparability adjustments shall revert to the 
appropriate fund.

Subd 7. Human Rights. The commissioner of human rights or any state court may use as evidence the 
results of any job evaluation system established under subdivision 5 and the reports compiled under 
subdivision 5 in any proceeding or action alleging discrimination.

43A.18 Total Compensation; Collective Bargaining Agreements; Plans

Subd. 8 . Compensation relationships of positions. In preparing management negotiating positions ior 
compensation which is established pursuant to subdivision 1 , and in establishing, recommending and 
approving total compensation for any position within the plans covered in subdivisions 2,3 and 4, the 
commissioner shall assure that;

(a) Compensation for positions in the classified and the unclassified service compare reasonably to 
one another;

(b) Compensation for state positions bears reasonable relationship to compensation for similar posi­
tions outside state service;

(c) Compensation for management positions bears reasonable relationship to compensation of repre­
sented employees managed;

(d) Compensation for positions within the classified service bears reasonable relationships among 
related job classes and among various levels within the same occupations; and

(e) Compensations bear reasonable relationships to one another within the meaning of this subdivision 
if compensation for positions which require comparable, skill, effort, responsibility, and working condi­
tions is comparable and if compensation for positions which require differing skill, effort, respon­
sibility, and working condition is proportional to the skill, effort, responsibility, and working conditions 
required.

Laws 1982, Chapter 634, sections 1-8
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471.985 MUNICIPAL RIGHTS, POWERS, DUTIES 9 7 2 * 5

A landowner who expressly consents to, endorses, or ratifies an entry onto land a  
shall not be presumed to be in control of the persons gathered on lar j , nor is the land-̂ i 
owner presumed to have knowledge of an unlawful act merely be ause of the express ‘ 
consent, endorsement, or ratification. . .

History: 1984 c 620 s  1
• :-j?a i

471.99 NOTICE OF GOVERNMENT ACTION. ' j-:
Except when other notice is required by law, the state, or any of its political subdf I 

visions, shall give any affected town, statutory or home rule charter city, and county: 
30 days prior written notice of any action by the state or political subdivision that will 'A 
directly affect the use of land in the town, statutory or home rule charter city, or county 
relating to sanitary landfills, waste disposal sites, construction of new buildings, roads, • 
and related facilities where the cost exceeds $ 15,000, and park establishments or ^ 
boundary expansions. Master plans prepared pursuant to section 86A.09 shall be con­
sidered adequate notice as required by this section. Failure to give any notice required J  
by this section shall not be grounds for a civil or criminal action of any nature against -3 
any party, for the imposition of a civil or criminal penalty against any party or for the 
challenge or invalidation of any action taken by the state, a political subdivision or any 
other party. •• , _ • -

History: 1983 c 218 s  1 • . • -  j  -

471.991 DEFINITIONS.
Subdivision 1. Terms. For the purposes of Laws 1984, chapter 651, the following 

terms have the meanings given them.
Subd. 2. Balanced class. “Balanced class” means any class in which no more than 

80 percent of the members are male and no more than 70 percent of the members are 
female.

Subd. 3. Comparable work value. “Comparable work value” means the value of 1  
work measured by the skill, effort, responsibility, and working conditions normally ^  
required in the performance of the work.

Subd. 4. Class. “Class" means one or more positions that have similar duties,; 
responsibilities, and general qualifications necessary to perform the duties, with compajQ 
rable selection procedures used to recruit employees, and use of the same compensation J 
schedule.; . . .  . . .

. Subd. 5. Equitable compensation relationship. “Equitable compensation relation;^ 
ship” means that the compensation for female-dominated classes is not consistently 
below the compensation for male-dominated classes of comparable work value, as? 
determined under section 471.994, within the political subdivision. -

Subd. 6 . Female-dominated class. “Female-dominated class” means any class m. 
which 70 percent or more of the members are female. ., ■ s .

Subd. 7. Male-dominated class. “Male-dominated class” means any class in which ;
80 percent or more of the members are male.

Subd. 8 . Position. “Position” means a group of current duties and responsibility 
assigned or delegated by a supervisor to an individual.

History: 1984 c 651 s  1; 1990 c  512 s 1

471.992 EQUITABLE COMPENSATION RELATIONSHIPS.
Subdivision 1. Establishment. Subject to sections 179A.01 to 179A.25 and secUC®̂ ! 

177.41 to 177.44 but notwithstanding any other law to the contrary, every political 
division of this state shall establish equitable compensation relationships bet1"**?! 
female-dominated, male-dominated, and balanced classes of employees in order J 
eliminate sex-based wage disparities in public employment in this state. A primary ca 
sideration in negotiating, establishing, recommending, and approving compensations 
comparable work value in relationship to other employee positions within the poli&c*

[subdivision. This law may not be c 
lively bargain in good faith, 
i r  '. Subd. 2. Arbitration. In all in 
[anced class held under sections 1 
[equitable compensation relations! 
bfefds established under section 4 
hnterest arbitration. The arbitrate 
[study and any employee objectioi 
1  class, the arbitrator may consider 
Results of, and any employee objf 
[sider similar or like classification 

Subd. 3. [Repealed, 1990 c : 
Subd. 4. Collective bargain! 

parties may consider the equitab 
■this section and the results of a j' 
[Uke classifications in other politi

£.ar History: 1984Tc'462 s 27; 198
T f5 i2 s2 -4  
gbs.'-- •
[471.993 COMPENSATION F 
j f '  Subdivision 1. Assurance < 
[negotiation positions for compe. 
[chapter 179A and in establishin 
[for employees of political subd: 
funder cnapter 179A, the respe 
r&efined in section 179A.03, subf 
[system, shall assure that:

( 1) compensation for posit 
[vice, and management bear re; 
I f  (2 ) compensation for posi 
[outside of that particular polit 

s- (3 ) compensation for posi 
elationship among related job 
pational group.

Subd. 2. Reasonable relat. 
Ktion for positions bear “rea: 

gj® ( 1) the compensation for 
ibility, working conditions, at 
f; (2 ) the compensation for 
y, working conditions, and c 
ill, effort, responsibility, wo 
quired.

History: 1984 c 651 s  3;

171.994 JOB EVALUATIO 
Every political subdivis! 

[the comparable work value o 
Pystem must be maintained; 
[changes in factors affecting t 
[subdivision that substantial! 
phall notify the commission 
[other public employer in the 
[the exclusive representative 
[job evaluation system.

History: 1981 c 651 s 4
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subdivision. This law may not be construed to limit the ability of the parties to collec­
tively bargain in good faith.

Subd. 2. Arbitration. In all interest arbitration involving a class other than a bal­
anced class held under sections 179A.01 to 179A.25, the arbitrator shall consider the 
equitable compensation relationship standards established in this section and the stan­
dards established under section 471.993, together with other standards appropriate to 
interest arbitration. The arbitrator shall consider both the results of a job evaluation 
study and any employee objections to the study. In interest arbitration for a balanced 
class, the arbitrator may consider the standards established under this section and the 
results of, and any employee objections to, a job evaluation study, but shall also con­
sider similar or like classifications in other political subdivisions.

Subd. 3. [Repealed, 1990 c 512 s 13]
Subd. 4. Collective bargaining. In collective bargaining for a balanced class, the 

parties may consider the equitable compensation relationship standards established by 
this section and the results of a job evaluation study, but shall also consider similar or 
like classifications in other political subdivisions.
• History: 1984 c 462 s  27; 1984 c 651 s 2; 1986 c 459 s  1; lSpl986 c 3 art 2 s 18:1990 
c 512 s  2-4

471.993 COMPENSATION RELATIONSHIPS OF POSITIONS.
Subdivision 1. Assurance of reasonable relationship. In preparing management

negotiation positions for compensation established through collective bargaining under 
chapter 179A and in establishing, recommending, and approving compensation plans 

J for employees of political subdivisions not represented by an exclusive representative 
funder chapter 179A, the respective political subdivision as the public employer, as 
f  defined in section 179A.03, subdivision 15, or, where appropriate, the Minnesota merit 

system, shall assure that:
( 1 ) compensation for positions in the classified civil service, unclassified civil ser­

vice, and management bear reasonable relationship to one another,
(2 ) compensation for positions bear reasonable relationship to similar positions 

outside of that particular political subdivision’s employment; and
(3) compensation for positions within the employer’s work force bear reasonable 

relationship among related job classes and among various levels within the same occu­
pational group.

Subd. 2. Reasonable relationship defined. For purposes of subdivision 1, compen­
sation for positions bear “reasonable relationship” to one another if:

(1 ) the compensation for positions which require comparable skill, effort, respon­
sibility. working conditions, and other relevant work-related criteria is comparable; and 

■\ (2 ) the compensation for positions which require differing skill, effort, responsibil-
; ity, working conditions, and other relevant work-related criteria is proportional to the 
skill, effort, responsibility, working conditions, and other relevant work-related criteria 
required.

History: 1984 c 651 s  3; 1987 c 384 art 1 s 42

471.994 JOB EVALUATION SYSTEM.
Every political subdivision shall use a job evaluation system in order to determine 

the comparable work value of the work performed by each class of its employees. The 
system must be maintained and updated to account for new employee classes and any 

; changes in factors affecting the comparable work value of existing classes. A political 
subdivision that substantially modifies its job evaluation system or adopts a new system 
shall notify the commissioner. The political subdivision may use the system of some 
other public employer in the state. Each political subdivision shall meet and confer with 
Jhe exclusive representatives of their employees on the development or selection of a 
Job evaluation system.

History: 1984 c 651s 4; 1990 c 512 s 5
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471.995 REPORT AVAILABILITY.
Notwithstanding section 13.37, every political subdivision shall submifa'i 

containing the results of the job evaluation system to the exclusive representatiy 
their employees to be used by both parties in contract negotiations. At a minimum 
report to each exclusive representative shall identify the female-dominated class 
the political subdivision for which compensation inequity exists, based on the’coj 
rable work value, and all data not on individuals used to support these finding

History: 1984 c 651s 5 . . , • ' .* uttSS

471.996 [Repealed, 1S90 c 512 s 13] 
471.9965 [Repealed, 1986 c 459 s 3]

471.9966 EFFECT ON OTHER LAW. . . . .
Notwithstanding section 179A.13, subdivision 2, it is not an unfair labor pia 

for a political subdivision to specify an amount of funds to be used solely to co 
inequitable compensation relationships. A political subdivision may specify an ain 
of funds to be used for general salary increases. The provisions of sections '471^ 
471.999 do not diminish a political subdivision’s duty to bargain in good faith u 
chapter 179A or sections 179.35 to 179.39. S-b'O

History: 1986 C 459 S 2 .  • • ■:<. . ; ;  j v r y i h drtB

  . aoifin
471.997 HUMAN RIGHTS ACT, EVIDENCE. .

The commissioner of human rights or any state court may use as evideno 
results of any job evaluation system established under section 471.994 and the rq 
compiled under section 471.995 in any proceeding or action alleging discrimiiia

History: 1984 c 651 s  8; 1989 c 223 s  2 ’ Vh
NOTE; Ste also jection 363.02. ....... , ,

471.9975 SUITS BARRED.
No cause of action arises before August 1, 1987 for failure to comply wit] 

requirements of Laws 1984, chapter 651. ^

History: 1984 c 651 s 9 : >w! 3  Ujifll

471.998 REPORT TO COMMISSIONER.
Subdivision 1. Report on implementation plan; contents. Every political subdiv 

shall report to the commissioner of employee relations by October 1,1985, on its' 
for implementation of sections 471.994 and 471.995. Each report shall include j

( 1 ) the title of each job class which the political subdivision has established
(2) the following information for each class as of July 1, 1984: .noTtâ
(a) the number of incumbents;
(b) the percentage of incumbents who are female; rnciauj
(c) the comparable work value of the class, as determined under the system cJS 

under section 471.994; and ...... ~
• (d) the minimum and maximum monthly salary for the class; ‘

(3) a description of the job evaluation system used by the political subdivi 
and .. . . .  . "jet HLlSl
• - (4) a plan for establishing equitable compensation relationships between fei 

dominated and male-dominated classes, including:
(a) identification of classes for which a compensation inequity exists based J) 

comparable work value; - 1 •
(b) a timetable for implementation of pay equity; and - ' '"Israc
(c) the estimated cost of implementation. * '• " '.“• ^ 8.47
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i
5 *^request of a political subdivision, provide technical assistance in completing the 
Jguifed reports.
foSubd. 3. Public data. The report required by subdivision 1 is public data governed 
fchapter 13.
I  History: 1984 c 651 s  10; 1990 c 512 s  6

„Subd. 2. Technical assistance. The commissioner of employee relations shall,

COUNTIES AND CITIES; PAY EQUITY COMPLIANCE. . ; •
K  Subdivision 1.1988 report A home rule charter or statutory city or county, referred 
Jjn this section as a “governmental subdivision,” that employs ten or more people and 
kit did not submit a report according to section 471.998, shall submit the report by 
jctober 1, 1988, to the commissioner of employee relations.
£  The plan for Implementing equitable compensation for the employees must pro- 
jjde for complete implementation not later than December 31,1991, unless a later date 
lisbeen approved by the commissioner. If a report was filed before October 1, 1987, 
jndhad an implementation date after December 31, 1991, the date in the report shall 
gi'approYed by the commissioner. The plan need not contain a market study. 
j|y Subd. 2. [Repealed, 1990 c 512 s 13]
{fe.Subd. 3. [Repealed, 1990 c 512 s 13]
&  Subd. 4. [Repealed, 1990 c 512 s 13]

Subd. 5. [Repealed, 1990 c 512 s 13]
j^. Subd. 5a. Implementation report. By January 31, 1992, each political subdivision 
frail submit to the commissioner an implementation report that includes the following 
information as of December 31, 1991:

(1) a list of all job classes in the political subdivision; 
jpe- (2 ) the number of employees in each class;

(3) the number of female employees in each class;
(4) an identification of each class as male-dominated, female-dominated, or bal- 

inced as defined in section 471.991;
(5) the comparable work value of each class as determined by the job evaluation 

used by the subdivision in accordance with section 471.994;
(6 ) the minimum and maximum salary for each class, if salary ranges have been 

êstablished, and the amount of time in employment required to qualify for the maxi­
mum;

(7) any additional cash compensation, such as bonuses or lump-sum payments,
■ paid to the members of a class; and
j£. (8 ) any other information requested by the commissioner. 

ir.If a subdivision fails to submit a report, the ccmmissioner shall find the subdivi­
sion not in compliance with subdivision 6  and shall impose the penalty prescribed by 
[that subdivision.

r  Subd. 5b. Public data. The implementation report required by subdivision 5a is 
public data governed by chapter 13.
|Ic Subd. 6 . Penalty for failure to implement plan, (a) The commissioner of employee 
relations shall review the implementation report submitted by a governmental subdivi- 
teon to determine whether the subdivision has established equitable compensation rela­
tionships as required by section 471.992, subdivision 1, by December 31, 1991, or the 
bter date approved by the commissioner. The commissioner shall notify a subdivision 
found to have acliicved compliance with section 471.992, subdivision 1.

(b) If the commissioner finds that the subdivision is not in compliance based on 
the information contained in the implementation report required by section 471.9981, 
fobdivision 5a, the commissioner shall notify the subdivision of the basis for the find­
ing. The notice must include a detailed description of the basis for the finding, specific 
recommended actions to achieve compliance, and an estimated cost of compliance. If
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the subdivision disagrees with the finding, it shall notify the commissioner, who sl. 
provide a specified time period in which to submit additional evidence in support", 
its claim that it is in compliance. The commissioner shall consider at least the followj 
additional information in reconsidering whether the subdivision is in compliance;

( 1 ) recruitment difficulties;
(2 ) retention difficulties;
(3) recent arbitration awards that are inconsistent with equitable compensation 

relationships; and -
(4) information that can demonstrate a good-faith effort to achieve compliant? 

and continued progress toward compliance, including any constraints the subdivision* 
faces. • i-:ii
The subdivision shall also present a plan for achieving compliance and a date for addin 
tional review by the commissioner.

(c) If the subdivision does not make the changes to achieve compliance within r  
reasonable time set by the commissioner, the commissioner shall notify the subdivision' 
and the commissioner of revenue that the subdivision is subject to a five percent reduce 
tion in the aid that would otherwise be payable to that governmental subdivision under ̂  
section 124A.23, 273.1398, or sections 477A.011 to 477A.014, or to a fine of $100t*1 
day, whichever is greatest. The commissioner of revenue shall enforce the penalty' 
beginning in calendar year 1992 or in the first calendar year beginning after the date: 
for implementation of the plan of a governmental subdivision for which the commit 
sioner of employee relations has approved an implementation date later than Decem-! 
her 31, 1991. However, the commissioner of revenue may not enforce a. penalty until J 
after the end of the first regular legislative session after a report listing the subdivision^ 
as not in compliance has been submitted to the legislature under section 471.999. Tbe| 
penalty remains in effect until the subdivision achieves compliance. The commissioner i 
of employee relations may suspend the penalty upon making a finding that the failure i 
to implement was attributable to circumstances beyond the control of the governmental 
subdivision or to severe hardship, or that noncompliance results from factors unrelated 
to the sex of the members dominating the affected classes and that the subdivision is j 
taking substantial steps to achieve compliance to the extent possible.

Subd. 7. Appeal. A governmental subdivision may appeal the imposition of a pen-.̂  
alty under subdivision 6  by filing a notice of appeal with the commissioner of employee  ̂
relations within 30 days of the commissioner’s notification to the subdivision of thei! 
penalty. An appeal must be heard as a contested case under sections 14.57 to 14.61' 
No penalty may be imposed while an appeal is pending.

History; 1988 c  702 s  15; 1990 c 512 s  7-10 r ,

471.999 REPORT TO LEGISLATURE.
The commissioner of employee relations shall report to the legislature by January j 

1 of each year on the status of compliance with section 471.992, subdivision 1, by gov-  ̂
emmental subdivisions.

The report must include a list of the political subdivisions in compliance with scc-_‘ 
tion 471.992, subdivision 1, and the estimated cost of compliance. The report must also 
include a list of political subdivisions found by the commissioner to be not in compli*. 
ance, the basis for that finding, recommended changes to achieve compliance, esti-j’ 
mated cost of compliance, and recommended penalties, if any. The commissioner’s, 
report must include a list of subdivisions that did not comply with the reporting: 
requirements of this section. The commissioner may request, and a subdivision shah 
provide, any additional information needed for the preparation of a report under this 
subdivision.

History: 1984 c 651s  11; 1990 c 512 s  11

471.9995 RENTAL DWELLING NOTICE.
Any license or registration or certificate of occupancy or a similar document that
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The gender gap in wages and sal­
aries in America 1s an Important 

‘ '' . factor in the continued fragile eco­
nomic condition of women.

Men make more money than 
women not only because of histori­
cal trends, occupational trends and 
decades of dominating the ranks of 
higher-paid management positions, 
but also because they typically earn 
more money for doing the same 
Jobs women do.

about $14,900, while the average 
male wage income was $24,200.

Using statistical analysis, the ' 
state Labor Department study also 
found that women earn about, 18 
percent less than men of the same 
age, location, Industry group and 
occupational group.

• For example, nearly 50 percent groups include a tendency'among
of the women earned less than women to work fewer hours than
$10,000-in wage and salary income- -men; to have less Job-tenure or- 
from Alaskan sources in 1988, com- labor ' force experience due to.

, family nwpooaibilltiM; and to face 
• employment, promotion, o r  wage

• A recent study by the Alaska De­
partment of Labor found that In 
1968, the average wage and salary 
Income of women in Alaska was 
only about 62 percent of male aver­
age income. That compared with 
women's income nationwide, which 
Is roughly 70 percent of male aver­
age income.

of whom had wage and salary in­
come in 1988, and received a Per­
manent Fund dividend, found a 38 
percent wage gap between women 
and men in the Alaska work force.

That implies that age, location, 
industry group and occupation 
group account for about 20 percent 
of the total 33 percent wage gap be­
tween women and men.

pared with 40 percent of the men.
Also, 46 percent of the men in the 

study earned $20,000 or more, but 
only 30 percent of the women fit In 
that cstegoiy. And nearly 14 per­
cent of the men earned $50,000 or 
more, compared with less than 3 
percent of the women. • ‘

discrimination.

The study, which surveyed 
114,642 women and 129,378 men, all

While women comprise about 47 
percent of the persons In the study 
group, they account for only about 
35 percent of the group’s total wage 
Income of $4.85 billion.

In 1988, the average annual fe­
male wage income in Alaska was

But the remaining 18 percent re­
flects pay differences between men 
and women within the same indus­
try and occupational groups.

The trend was evident In every 
wage category from Alaska’s low­
est paid workers to the state’s high­
est paid, and women were more 
prominently represented in the 
lower salary categories.

The study also found that while 
age is the single most important, 
factor in explaining the variation in 
the level of wage Income of all 
workers, age probably plays a small 
role In the wage gap between the 
sexes.

State Tabor economists say other 
possible factors in the huge wage 
gap between men and women in the 
same industry and occupational

These findings suggest that as ' 
long as women are the principal 
care givers in the family and in socl- ' 
ety, there will always be a wage gap 
between the sexes. However, the • 
study also suggests the gap can and ' 
likely will narrow considerably In 
the future as women make gains in 
areas such as job tenure and man­
agement ranks and laws regarding 
discrimination are more vigorously 
enforced. • • • ■ • • •

Meanwhile, women caw muster • 
their resources to overcome the

•.(

long-term impoverishing effects of .*1V1 
the income disparity they have with „  
men. ' /...nupxu«IT

s
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A n  I n s id e  V ie w  o f  A la s k a  P o lic y

Equal pav for comparable worth: Rep. Dave 
Donley’s HB-99, requiring equal pay for work of 
comparable worth, passed out of the House Labor and 
Commerce Committee last week. Although many 
believe that the Civil Rights Act of 1964 mandates 
equal pay for work of comparable worth, the Alaska 
Supreme Court recently indicated that Alaska statutes 
need to specifically mandate this. The bill was amended 
to define comparable worth as “ the value of work as 
measured by the composite of the skills, efforts, educa­
tion, training, and responsibility normally required to 
perform the work.”  HB-99’s next committee of referral 
is the House Judiciary Committee.

***
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R a c i a l  a n d  E t h n i c  D i v e r s i t y  i n  A l a s k a

Alaska Population Statistics

White
77%

Hispanic 2%

Asian/Pacific Islander 2%

Native American 
16%

Executive B ranch W o rk fo rce

as of December 31,1990

Alaskan Civilian Labor Force

White
82%

„. . 2% Hispanic
Asian/Pacific^ander

Native American 
11%

White
84.7%

Hispanic 1 *5%

Asian/Pacific Islander 
3.3%

Native American 
7.0%

Members of Boards and Commissions
as o f Novomber 30 ,1 9 90

White
54.8%

Hispanic 0.9%  
Asian/Pacific Islander 

0.7%

Native American
12.4%

RACE.ETKCHP
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i n  1988. the a ve ra g e  w a g e  and salary Incom e o f w om en In 
A laska w as only about 62 p ercen t o f m ale a ve ra g e  Inco m e. This Is one 
of the key findings In this study o f 114,642 w om en an d  129,378 m en . all o f 
whom  had w ag e and sa la ry Incom e In 1988 an d  re ce ive d  a  Perm anent 
Fund dividend. The report presents Information on th e  In co m e , 
geographic location , a g e . sex. and  the o ccu p atio n a l an d  Industry 
em ploym ent patterns of 244,020 A laska residents In 1988.

Following Is a  sum mary o f som e of the main findings:

Overall findings

* While wom en com prise about 47 p ercen t o f th e  persons In the 
study group, th ey a cco u n t for only about 35 p e rcen t o f the 
group's total w a g e  Incom e of $4.85 billion.

* A verag e annual fem ale  w age Incom e Is ab o ut $ 14,900, w h ile 
ave rag e  annual m ale w ag e incom e Is ab o u t $24200. Thus, 
there Is about a  38 p ercen t w age g ap  b etw een  w om en and  
m en.

* Using multiple regression analysis. It Is Estim ated  tfrqt wojBbn

* This implies that a g e , location , industry group, and  o ccu p a tio n  
group acco u n t fo r about 20 p ercen tag e points of th e  to ta l 38 
p ercent w ag e  g ap  b etw een wom en and  m en.

* Som e of the 18 p ercen t reflects the d ifferences b etw een  m en 
and  wom en wiihln industry and o ccu p atio n a l groups, 
described below . O ther potential exp lanato ry fa cto rs , w h ich  
would need further research  to verify, include:

* wom en m ay system atically work few er hours th an  m en;
* wom en m ay system atically h ave  less jo b  tenure or labo r

fo rce  exp erien ce  due to fam ily responsibilities; an d
* wom en m ay fa c e  em ploym ent, prom otion, or w a g e

discrim ination.

* The regression analysis shows th at. In term s of s ig n ifican ce  In 
explaining th e  variation  In the level of w ag e  Incom e o f a ll 
workers, a g e  Is th e  single most Im portant fa cto r. H ow ever, a g e  
d ifferences p rob ab ly contribute little to  the w a g e  g a p  b etw een  
the sexes.

‘W agegroup differences

• Almost 50 p e rcen t o f the wom en and  40 p ercen t o f th e  m en 
earned  less th an  $10200 In w age and salary Incom e from  
A laskan sources In 1988.

• About 46 p e rcen t o f m en , but only 30 p ercen t of w o m en , 
earned  $20200 or m ore.

• Almost 14 p e rcen t o f m en . but less than  3 p ercen t o f w o m en , 
earned  $50200 o r m ore.
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Location category differences

• W om en earn  less than 
m en In e a c h  of the five 
g eo g rap h ic  categories 
d e fin ed  In the study.

• A n ch o rag e . Fairbanks, and 
Ju n e a u  acco u n t for almost 60 
p e rcen t o f em ploym ent and 65 
p e rcen t of w age Incom e. This 
m eans that averag e w age 
inco m e of men and wom en is 
h igher in the state's three largest 
urban  areas than It Is in the rest 
of the state .

Age group differences

* W om en earn  less than men in 
e a c h  o f the tw elve ag e groups 
d efined  in the study.

* The a ve ra g e  annual w age 
inco m e of men and wom en 
rises fo r e a ch  age group up to 
the a g e  of 49, and then 
d eclin es. This pattern probably 
re flects significant differences 
b etw een  ag e  groups in hourly 
w a g e  rates and hours worked.

* A ve rag e  annual Incom e is 
sim ilar for fem ale and m ale 
teen ag e rs, but wom en's 
earn ings decline relative to 
m ale incom e for older ag e 
groups. This decline probably 
reflects a  d ecrease in hours 
w orked  by wom en relative to 
m en . as fam ily responsibilities 
ca u se  wom en to seek part-time 
rather than full-time work.

* On a ve ra g e  .the workers In the 
study a re  slightly more than 34 
years of a g e . Women averag e 
34.0 years o ld . and men 
a v e ra g e  34.5 years old.

Industry g ro u p  differences

* in

* In every Industry, wom en a re  
m ore heavtfy co n cen trated  
than  m en In the lowest w a g e  
categ o ries (under $20200).

* W omen a re  m ore d ependent 
on a  few  industry sectors for 
em ploym ent and  incom e than 
are m en.

* Fem ale em ploym ent Is m ore 
heavily co n cen trated  than 
m aie em ploym ent in Industries 
w hich p rovide lower ave rag e  
annual w a g e  incom es.

* State an d  lo ca l governm ent 
em ploym ent acco un ts for 
about 25 p ercen t of fem ale 
em ploym ent and  37 p ercen t of 
fem ale  w a g e  incom e. This 
com pares to about 21 p ercen t 
of m ale em ploym ent and  26 
p ercen t of m ale incom e.

* The services an d  retail trade 
industry secto rs, two o f the 
lowest a ve ra g e  w ag e incom e 
sectors, com prise about 53 
p ercen t of fem ale  em ploym ent, 
but only 35 p ercen t of m ale 
em ploym ent.

* By fa r an d  a w a y , the oil and 
g as industry Is the largest 
provider o f em ploym ent for 
those earn ing  a t least $75200. 
This industry em ploys about 44 
p ercen t o f the men and  34 
p ercen t o f the wom en who 
earn  a t least $75200.

•isu

O ccupation al g ro u p  differences

* In every  o ccu p atio n a l group 
but one (adm inistrative 
support), the lowest tw o w age 
groups (under $20200) 
com prise a  larger percentage 
of fem ale  em ploym ent than of 
m ale  em ploym ent.

* In no o ccu p atio n a l group does 
one o f the top  five w ag e groups 
($40200-$ 100200+) com prise a 
larger share of fem ale 
em ploym ent than  of m ale 
em ploym ent.

* In contrast w ith m en , no single 
o ccu p a tio n a l group is a 
significant provider of fem ale 
em ploym ent In all w ag e groups.

* W om en, w ho w ant to move up 
to the top  w a g e  groups, are 
m ore likely than  m en to have to 
ch a n g e  o ccu p atio n a l groups.

* O ccu p a tio n a l em ploym ent 
distribution d ifferences between 
m en and  w om en ap p ea r to be 
larger than  Industry 
em ploym ent distribution 
d ifferences. The occupational 
group most im portant to fem ale 
em ploym ent is not Important to 
m en , w hile th e  tw o groups most 
Im portant to  m ale employment
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ore not Im portant to w om en.

• O f th e  nine m ajor o ccup atio n a l 
groups, executives/m anagers 
an d  professionals com prise 
ab o u t 23 percent of fem ale 
workers and  20 p ercent o f m ale 
workers.

• M any of the other o ccu p atio n a l 
groups are largely dom inated 
either by m en or w om en. 
W om en com prise about 80 
p ercen t of the workefs In the 
adm inistrative support 
o ccu p atio n a l group, and  60 
p ercen t of the  sales workers. 
Both groups have below  
a ve ra g e  incom es. M en j  
com prise abput 82

^ en n b f^ fc^ ^ ^ ^ ocp ^ n d  
?5 p e r c e H ^ ^ - w a f e f f i  fn- the 
mecl^ptoi^QOsiSx^kxixtcftj 
orpupsrthe latter.groupbc* 
a b o v e  averoge income. '

• The adm inistrative support 
ca teg o ry  is the largest 
contributor of fem ale 
em ploym ent for three of the 
four w a g e  groups below  
$40200. However, Its 
sig n ificance declines sharply at 
inco m e levels abo ve $40200. 
The com bined professional and 
executive/m an ag er groups 
dom inate fem ale em ploym ent 
in w a g e  groups ab o ve $30200.

Top ten  a n d
top one hundred  occupations

* W om en are p a id  less than  m en 
In eve ry  o ccup atio n  w h ich  Is on 
both m ale  an d  fem ale lists o f 
the  top  ten  o ccup ations of 
sta te  governm ent, lo ca l 
governm ent, an d  the p rivate  
secto r. In add ition , most of the 
top  w a g e  occup ations for 
w om en w ould not m ake the to p  
w a g e  lists for m en. On this, 
there Is rem arkab le consistency 
am ong the Industry sectors.

* In the p rivate secto r, o f the to p  
one hundred fem ale 
o ccu p atio n s. In only fifteen d o  
w om en eam  th e  sam e or m ore 
th an  m en. W om en earn  as 
m uch or more than  m en In only 
ten  of th e  top  one hundred 
m ale o ccup atio ns.

* In lo ca l governm ent. In only 
tw enty-five of the top one 
hundred fem ale  occup ations 
w om en eam  the sam e or m ore 
than  m en. W om en eam  as 
m uch as m en In only thirteen of 
the top  one hundred m ale 
o ccup atio n s.

* In sta te  governm ent, in tw enty- 
th ree of the top one hundred 
fem a le  o ccup ations wom en 
eam  the sam e or more than 
m en. This Is true In only 
e ig h teen  of the to p  m ale 
o ccu p atio n s.

* Not only < *re w o m e n  more 
concentrated than m e n  In 
certain Industries a nd 
occupational groups, but 
w o m e n  are more concentrated 
than m e n  In Individual 
occupations.

* S p ec ifica lly , the top ten and the 
top one hundred occupations 
In term s of em ploym ent for 
w om en com prise a  larger 
p e rcen tag e  of fem ale 
em ploym ent than do the top 
ten an d  the top one hundred 
m ale occupations. This Is 
p articu larly true for the private 
secto r an d  for local 
governm ent.

* In a ll th ree Industry sectors, the 
top one hundred fem ale 
o ccu p atio n s tend to be 
com posed  o f a  larger 
p e rcen tag e  of fem ales than 
a ve ra g e . The top m ale 
o ccup atio n s tend to  be 
com posed  of a  sm aller 
p e rcen tag e  of fem ales than 
a ve ra g e .

* This m eans that not only are 
som e o ccup atio n a l groups 
‘ m a le ' or ‘ fem ale*, but some 
Individual occupations appear 
to be ‘ m ale* and ‘ fem ale.*

—  =■ - - = = =  =  : 11
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Analysis of the relationships 
b etw een  the occupational and  
Industry groups suggest that they 
ca n  b e  used In the sam e regression 
analysis. Therefore, regression #4 Is 
perform ed using both Industry and 
o ccu p atio n a l group variables. This 
regression explains 48. 1% of the 
variation  In w age Incom e. Using 
th e  coeffic ient of the FEMALE 
va riab le . It Is estim ated that 
w om en eam  17.9% less than men 
of the sam e a g e . location, Industry 
group, and  occupational group.

In e a ch  regression, the age 
variab les are the most Important 
facto rs in explaining the variation In 
th e  level of w age Incom e of all of 
the workers in the sam ple7. The 
Industry or occupational groups, 
depending on which ore In the 
regression, are the next most 
sign ificant variab les, when taken 
together. The sex variab le, 
how ever, Is very Important. In 
regressions #2-4. this variab le ranks 
betw een  third and ftftn In Its 
contribution to the explanation of 
the variation  In the level of w age 
incom e".

This does not Imply that ag e is the 
most im portant facto r in explaining 
the w ag e  gap between men and 
wom en. G iven the small 
d ifference betw een the average 
ag e  of wom en and the average 
ag e of m en , the oge distribution 
d ifference is unlikely- to be a  major 
exp lanato ry factor*. It is more likely 
that Industry and occupational 
distributional differences, os well as 
the unknown factors captured  by 
the FEMALE variab le, are the most 
critica l facto rs in explaining the 
d ifferences In Income betw een 
w om en and  men.

52 ■ — - — -  - --

Conclusion and Implications

I n  the previous chapters. It 
is observed that women eam  
about 38 percent less than men. 
H ow ever, w hen ag e . location. 
Industry group, and occupational 
group are held  constant, wom en 
eam  about 18 percent less than 
m en. The to ta l gap Is about 38 
p ercen t, but about 20 percent is 
explained  b y ag e . location . Indus­

try group , a n d  occup atio n a l 
group. This m eans that If wom en 
and  m en h ad  Identical distributions 
of a g e . lo catio n . Industry group, 
and  o ccu p atio n a l group, the 
observed w a g e  g ap  would be 
about 18 p ercen t rather than 38 
p ercen t.

W hat m ight cau se  the existence of 
this 18 p ercen t w a g e  g ap ? 
Presum ably, the co effic ien t of the 
FEMALE variab le  Is picking up the 
e ffects of ce rta in  facto rs that 
distinguish m en from w om en In 
term s of Incom e10. O ne potential 
fa c to r Is that within the Industry and  
o ccu p a tio n a l groups, wom en are 
co n ce n tra ted  in the low-wage- 
Incom e sectors. This is apparent 
from the analyses of C hapters II 
and  III. As a  result, even  though 
som e o f the w a g e  d ifferences 
cou ld  b e red u ced  If w om en 
w orked proportionally In the sam e 
In d u str and  o ccu p atio n a l groups 
as m en , w om en would still eam  less 
due to the distribution of their 
em ploym ent w ithin the Industry 
an d  o ccu p a tio n a l groups.

Another potential fa c to r cou ld  be 
the ten d en cy  of w om en of every 
a g e  to b e  m ore likely than  m en to 
work part tim e rather than  full tim e. 
If w om en system atica lly tend to 
work few er hours than m en, their 
annual w a g e  Incom e would be 
less than m en , a ll other things 
being eq u al.

If w om en had  less labor fo rce 
exp e rien ce  or Job tenure os a  result 
o f fam ily responsibilities, these 
m ight also  b e  facto rs w hich  are  
being  re flected  In the FEMALE 
va riab le 's  co e ffic ie n t, if there w ere 
system atic d ifferences In the 
ed u catio n  an d  train ing of m en and 
w om en, these d ifferences also 
co u ld  be re fle cte d  In the 18 
p ercen t w a g e  g a p .

Finally, another potentia l fa c to r, 
w h ich  can n o t b e  Ignored a t this 
po in t, w ould b e th e  possibility o f 
d iscrim ination. As m entioned 
earlie r, Inform ation on Im portant 
facto rs that a ffe c t Incom e such as 
ed u catio n  an d  hours w orked Is not 
a va ila b le  In this d a ta  set. If such 
Inform ation w ere a v a ila b le , then 
these facto rs a lso  co u ld  be

Included  In som e w a y  Into the 
regression analysis. If. a fter 
Including e ve ry  va riab le  w hich 
seem s re a so n ab le , the FEMALE 
va riab le  In th a t analysis still has c 
sig n ifican t, n eg ative  co effic ien t, 
this w ould lend  support for the 
notion o f d iscrim ination. That Is. 
o n ce  m ost reaso n ab le  facto rs or 
held  co n stan t, a  neg ative FEMAL 
co e ffic ie n t w ould  suggest that 
w om en eam  less than  m en 
b ecau se  th ey a re  w om en. If the 
FEMALE co e ffic ie n t w ere zero , the 
this would suggest that w ag e 
discrim ination Is not present.

The analysis, h o w ever, is a  long 
w a y  from show ing w ag e  
discrim ination. This certain ly calls 
for further d a ta  co llectio n  and 
Investigation, s in ce  the w ag e  gap 
Is significant.

The w ag e  g a p , a n d  Its cau ses, has 
Im plications for p ub lic policy. 
A ffirm ative actio n  and  equal 
em ploym ent opportunity policies 
are aim ed a t reducing  d ifferences 
in the sex distribution of 
em ploym ent In o ccup atio n s.
G iven  the observations in Chapters 
II and  III. an d  the regression 
analyses o f this ch a p te r, these 
policies a p p e a r to  be n eed ed .

On the other h an d , the regression 
results show th a t, co m p ared  to the 
other variab les, a g e  Is the largest 
single facto r In exp lain ing  the 
variation In the leve l of w a g e  
Incom e. This p rob ab ly generally 
reflects the positive e ffects of 
experience . There Is not m uch that 
affirm ative actio n  c a n  do about 
that In the short run. Thus, even  if 
those policies work p e rfectly , the 
observed g a p  d ue to  ag e  
(e xp erien ce?) d iffe rences, though 
probably quite sm all, w ould persist.

A lso, the regression analysis shows 
that affirm ative o ctlo n  policies 
canno t Ignore em ploym ent 
distributions In Industry and  
o ccup ational groups or the 
distributions w ithin these groups. 
Even If there w ere  no d ifferences 
betw een m en an d  w om en In 
em ploym ent across b road Industry 
and  o ccup atio n a l groups, w om en 
would stll earn  ab o ut 18 p ercen t 
less than m en. C onverse ly , even  If
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fem 0le and m ale em ploym ent 
Lo re  distributed equally within 
«acb  occup ational and  Industry 
nroup. txrt w ere different across 
broad groups, an eam lngs g ap  
could exist.

C learly , more d a ta  and analysis 
a r e  needed . The analysis here

^ ie< p s those who are  Interested  In 
these Issues to  understand the 
probable cau ses o f the w a g e  g ap . 
It also shows how m uch th e  g ap  
might be closed  by acco m p lish ing  
certain pub lic po licy o b jectives.
It would b e n ice  If future an a lysis , 
with m ore Inform ation on m ore 
variab les, w ould  result In a  FEM ALf 
coefficient o f zero. That w ould

5:
m ean that w o g e discrim ination 
does not exist, and  th at the m ajor 
causes of the observed w a g e  gap 
have been Identified and  
m easured. Then, policies c a n  be 
en acted  to elim inate the g a p . If 
that Is the public po licy ch o ice .

footnotes---------------------------------------------------------------------------------------
'This report will try to avo id  techn ical terms, and  will try to state th e  co n cep ts In broad terms so that most 
p eo p le , without techn ica l training, will understand the b asic conclusions.

*Note that this does not claim  that one variab le ‘ cau se s ' ano ther. Rather, the two variab les are re la ted , with 
no claim  of causation.

3Note that the dependent variable Is simply the square root of w a g e  Incom e. The ag e  Is the ag e  of the worker, 
an d  the square of age Is the square of the a g e  of the worker. A ll o f the other variab les have a  va lue of 0 or 1. 
For exam p le , the FEMALE variab le takes a  va lu e  of 1 If tne person in the study Is a  w om an, and  takes a  va lu e  of 
0 if the person is a  man.

‘A ctu a lly . for techn ica l reasons, the dependent va riab le  Is the sq u are  root of the level of w ag e Incom e. This Is a 
sim ple transform ation of incom e, and does not a lte r its m eaning In a n y  w ay . In order to save w ords. In the 
regression analysis discussion the reference to w a g e  incom e will rea lly  be a  reference to the square root of 
in co m e , unless stated otherwise.

'The m eans (averages) of age and Income are  simply the sums (e a c h ) of ag e and Incom e divided by the 
num ber of people. Since aH of the other variab les on the list h ave  a  va lu e  of 0 or 1, their m eans can  be 
interpreted as percentages of the population. The m ean va lu es o f the  variab les used In the regression (an d  of 
som e population characteristics not used in the regression, but w h ich  m ight be of interest) are shown In fab le  
A8 in the appendix.

4The tab le  shows the ca lcu lated  coefficients of e a ch  va riab le  an d  a  va lu e  ca lled  the T-Statlstlc. Tne discussion 
focuses on the coefficient of each  variab le, since it reflects the e ffe c t of that variab le on w age Incom e. The T- 
Statlstics a re  a  statistical m easure, normally reported w hen presenting  regression results, but are  not d iscussed In 
this report. The F-Statlstic also Is presented for Inform ation, but is not d iscussed.

7T. ie  contribution of the variab les Is determ ined by stepw ise regression techniques. In this techn ique, the 
regression Is rur. by adding one variable at a  tim e, and  observing e a c h  variab le 's Im pact on the ad justed r 
sq uare . The ag e  variab les were the first variab les to enter th e  regressions, and contributed the largest share of 
the overall adjusted r square, after a l variab les w ere en tered .

*ln th e  stepwtse regressions, while the industry an d  o ccu p atio n  va riab le s as a  group contribute more to 
exp lain ing  the variation In Incom e, the sex variab le  Is m ore Im portant than  most of them Individually. For 
exam p le , In regression #4 . it Is the fifth va riab le , out of a  to ta l o f tw enty-five variab les, to enter the regression.

'To  answ er that question, separate regressions could  b e  run fo r m en an d  w om en. Then the coefficients of the 
regressions for men could be used with the m eans of the variab les fo r w om en. The d ifference In the fo recast of 
Incom e would reflect the differences in the a g e , lo catio n . Industry g roup , and  occupational group distributions 
b etw een  m en and w om en ft Is likely that the Industry and  o ccu p a tlo rK il d ifferences are more Im portant than 
lo ca tio n  an d  ag e differences. For this report, how ever, the o b je c tive  Is to  see  If wom en eam  less than m en 
e ve n  w hen such cflfferences are elim inated.

^ ih ese  must be factors other than oge. locatio n , Industry an d  o ccu p a tio n a l groups, w hich w ere used In the 
regression analyses.
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A n a ly s is  o f  S c o p e  o f  C o m p r a b le  W o rth
h a v e  C o m p r a b le

S t a t e

California
Georgia
Hawaii
Idaho
Iowa
Kentucky
Maine
Maryland
M assachusetts
Minnesota
Montana
Nebraska
North Dakota
Oregon
South Dakota
Tennessee
Washington
West Virginia

S t a t e  E m p l o y e e s

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

X

L a w s  in th e  T w e n t y -o n e  s t a t e s  th a t 
W o rth  L a w s

M u n ic ip a l  e m p l o y e e s  P r iv a t e  s e c t o r
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IN T R O D U C T IO N

M innesota is in the forefront o f  pay equity efforts in the nation. This state was the first 
to im plem ent pay equity legislation for state em ployees. In addition, M innesota was 
the first state to require local governm ents to establish pay equity. M innesota’s 
experience shows that pay equity can be im plem ented sm oothly and at a reasonable 
cost.

Pay equity is also called "equal pay for work o f  equal value" or "com parable worth." Pay 
equity efforts usually involve a jo b  evaluation system which allows a com parison o f  jobs 
with different duties but similar levels o f  skill, effort, responsibility and working con d i­
tions. A lthough laws requiring equal pay for equal work have helped many w om en, 
most w om en  rem ain in occupations which cannot be dire'\'.ly com pared to job s  per­
form ed  by men. Eighty percent o f  em ployed w om en perform  "w om en’s work," such as 
teaching, nursing, library science, clerical and service work.

"W om en ’s work" continues to be  low  paid. In 1987, em ployed w om en working full­
time year-round had average earnings that am ounted to only 65 percent o f  the average 
earnings for their male counterparts. Studies have shown that differences in education, 
w ork experience and other factors account for only about half o f  the wage gap.

O ne con sequ en ce o f  low earnings for w om en is poverty or  near-poverty. W om en 
account for m ore than 60 percent o f  adult M innesotans living in poverty. O ver 36 per­
cent o f  w om en have incom es be low  150 percent o f  the poverty level. R ecent years 
have seen  dram atic increases in the num ber o f  fem ale-headed single-parer* families 
and alm ost one-third o f  these families in M innesota are poor.

This printing is based on  the follow ing: inform ation from  "Pay Equity in Public E m ploy­
m ent," a report published by the Council on  the E con om ic  Status o f  W om en  (now  the 
C om m ission  on  the E con om ic Status o f  W om en ) in 1982; previous editions o f  "Pay 
Equity: the M innesota Experience;" and other public inform ation. It includes: a review 
o f  pay equity efforts in the U nited States; an analysis o f  pay equity in M innesota rtate 
governm ent em ploym ent; and inform ation about pay equity in M innesota ’s local 
governm ents. Data from  previous editions are included in this report. A n  appendix 
includes technical inform ation and a list o f  resources.
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QUESTIONS & ANSW ERS ON PAY EQUITY

Why is pay equity a women's issue? Because an estimated 80 percent of employed women work in 
"women’s jobs" which are undervalued and underpaid.

Why is pay equity a union issue? Because unions have historically fought against exploitation of 
particular groups o f workers. The existence o f a cheap labor pool, whether it be immigrants, 
minorities or women, lowers wages for all workers. Women are becoming a large union 
constituency.

How does pay equity affect the bargaining process? Under the Minnesota state government pay 
equity law, funds were earmarked for pay equity adjustments. Bargaining unit members then 
negotiated the allocation o f these funds to eligible classes, just as they have negotiated cost of living 
increases and other contract provisions.
I f  women want to earn more, why don’t they take "men’s jobs"? In order to integrate the labor 
force, more than 10 million women would have to trade places with more than 10 million men 
nationally. Most new jobs will be in clerical and service work, not in traditional male fields. And 
finally, most women enjoy their work in traditional female fields.
How can you compare jobs which are as different as apples and oranges? Job evaluation techni­
ques have been widely used throughout this century. Job evaluation identifies factors common to 
all jobs (for example skill, effort, responsibility and working conditions) and assigns weights to 
each factor. Point factor systems assign points to each factor and points are totalled to arrive at a 
measure of job value.
Aren’t wages set according to the laws of supply and demand? Wage-setting is determined by 
many factors other than supply and demand: collective bargaining: minimum wage laws; and 
stereotypes about what certain jobs arc worth. Despite recent decreases in the supply of clerical 
workers and nurses, wages did not increase automatically for these jobs.
Won’t pay equity destroy the economy? This fear was often expressed when Congress was 
considering equal housing opportunities for minorities, the Equal Pay Act and many other changes 
which did not destroy the economy. The cost o f implementing pay equity in Minnesota state 
government was less than four percent of payroll. The estimated average cost o f pay equity for 
Minnesota local governments is less than three percent of payroll.
Won’t pay equity require the creation of a new bureaucracy? This has not happened in Minnesota 
slate government. Jobs arc evaluated by existing personnel staff and increases arc determined by 
the usual collective bargaining process.
How can the government require all employers to pay the same for various jobs? Pay equity refers 
to equity within an organization, not across organizational lines. Employers may use any job 
evaluation system they choose, but they must eliminate sex bias within their workforce.
Does comparable worth eliminate pay based on performance and years of service? Pay 
comparisons for purposes of comparable worth are based on the maximum o f a pay range. 
Employers may continue to provide for movement within a pay range based on performance 
anchor seniority.
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PAY E Q U ITY IN THE 
UNITED STATES

Pay equity is a policy that requires elim inat­
ing sex bias from  an em ployer’s com pensa­
tion structure. It is som etim es called 
"equal pay for work o f  equal value" o r  "com ­
parable worth." Nationally, pay equity 
efforts have included legislation, litigation, 
collective bargaining and education.

Legislation

In many cases, pay equity is being im ple­
mented as a result o f  legislation at the state 
level. Such legislation may establish a pay 
equity policy. In som e cases, the legislation 
requires that a jo b  evaluation study be 
conducted.

M ost legislation addresses pay equity for 
state governm ent em ployees, although pay 
equity studies are now in process or com ­
pleted in hundreds o f  public and private 
organizations across the country. Such 
studies, w hether mandated or  voluntary, 
can be the first step toward im plem enting 
pay equity.

In August 1989, the National Com m ittee 
on Pay Equity surveyed states with respect 
to pay equity for state governm ent 
em ployees. A ccord ing  to that survey, 45 o f  
the 50 states (all but Alaska, Arkansas, 
Delaware, G eorgia  and Idaho) and the 
District o f  Colum bia have taken som e 
action on the issue:

* 22 states were conducting pay equity 
studies;

* 20 states had appropriated funds to 
begin correcting pay inequities; and

* 6 states - Minnesota, Iowa, W ashington, 
O regon , New Y ork and W isconsin - 
have achieved broad-based im plem en­
tation o f  pay equity.

For m ore inform ation about pay equity in 
other states contact the National C om m it­

tee on Pay Equity, listed with other 
resources in Appendix VTII o f  this report.

A t the federal level, C ongress asked the 
G eneral A ccounting O ffice  (G A O ) to con ­
duct a m ajor pay equity study o f  federal 
em ployees. T he G A O  prelim inary study 
show ed that fem ale federal em ployees earn 
an average o f  63 cents for  each dollar 
earned by their male counterparts in the 
federal civil service. Final results o f  the 
G A O  study are expected in January 1991.

In addition, Congress is n ow  considering a 
bill which w ould require the U.S. D epart­
ment o f  L abor to provide assistance to 
em ployers seeking to im plem ent pay 
equity. The bill is authored by 
Congressw om an Mary R o se  Oakar and 
Senator A lan Cranston.

L itigation

T h e history o f  pay equity in the United 
States begins with passage o f  two laws: the 
Equal Pay A ct o f  1963 and T itle VII o f  the 
Civil Rights A ct o f  1964.

T h e Equal Pay A ct prohibits em ployers 
from  paying m en m ore than w om en for 
doing the sam e job . T itle V II contains 
broad prohibitions o f  discrim ination in 
em ploym ent, including sex-based 
discrim ination.

T h e legal question posed by pay equity has 
been, "D oes T itle VII prohibit sex 
discrim ination in pay for jo b s  perform ed 
mostly by w om en  ( ‘ fem ale ’ job s ) even 
when the job s  are not identical to those per­
form ed m ostly by men ( ‘m a le ’ job s )?"

T here have b een  a num ber o f  significant 
court decisions on this issue. A m ong them 
are two 1981 U.S. Suprem e Court cases, 
Gunther v. County o f Washington and Inter­
national Union o f Electrical Workers v. Wes- 
tinghouse.

T h e U . S. Suprem e C ourt cases interpreted 
T itle V II to allow  for com parison  o f  dis­
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similar jobs, allhough the courts stopped 
short o f  endorsing the concept o f  co m ­
parable worth. In both o f  these cases, sub­
stantial m onetary settlements were 
awarded.

Som e em ployers fear that they will be vul­
nerable to legal action if a study is done. 
Therefore, they do not undertake studies. 
H ow ever, in at least one court case, Taylor 
v. Charley Brothers, refusal to conduct a jo b  
evaluation study was considered evidence 
o f  an intent to discriminate.

In 1974, the State o f  W ashington identified 
pay inequities very similar to those iden­
tified for the State o f  M innesota in 1981. 
T he cost o f  im plem enting pay equity 
according to that study was only five per­
cent o f  payroll. H ow ever, the State o f  
W ashington did not take action to address 
the problem . In 1981 A F S C M E  
(A m erican  Federation  o f  State, County & 
M unicipal E m ployees), representing 
em ployees in that state, filed sex 
discrim ination charges under Title VII o f  
the Civil Rights A ct (see A ppendix I).

In 1983, a federal district court found the 
State o f  W ashington guilty o f  discrim ina­
tion against em ployees in predom inantly 
fem ale jobs. T h e judge awarded im m edi­
ate wage corrections and back pay to these 
em ployees, at an estim ated cost o f  25 per­
cent o f  the state’s payroll. The state 
appealed this decision  and the Court o f  
Appeals overturned the low er court’s 
decision. T h e state and the union then 
agreed to a financial settlem ent o f  $106 mil­
lion over a five-year period. The union 
agreed not to appeal the decision to the 
U.S. Suprem e Court. T he settlement rep ­
resented about five percent o f  payroll.

Pay equity has been  achieved for state 
em ployees in the State o f  M innesota and 
the State o f  W ashington. H ow ever, in 
W ashington this result was reached only 
after years o f  divisive and costly litigation.
It appears that voluntary action such as that 
undertaken in M innesota is less costly than

litigation. N um erous lawsuits similar to the 
State o f  W ashington case have been filed 
against public or private em ployers in 
many states in the past several years.

Collective B argaining

Pay equity has also been  an im portant topic 
in union negotiations in recent years. A  
few  exam ples o f  pay equity contract settle­
ments include:

0 In May 1985, A F S C M E  negotiated com ­
parable worth increases o f  10 to 15 per­
cent for em ployees o f  the City o f  Los 
Angeles.

* T he N ational U n ion  o f  H ospital and 
Health Care E m ployees negotiated a 
contract with the State o f  Connecticut 
that provided a pay equity fund equal to 
one percent o f  payroll.

* In 1981, the Service Em ployees Interna­
tional U n ion  (S E IU ) negotiated a 19 
percent increase for  entry level clerks
in Santa Clara County, California.

* SEIU  em ployees in the City o f  
Sacram ento S ch ool District negotiated 
a 7.5 percent com parable worth adjust­
ment.

* A F S C M E  o f  Thurston County, 
W ashington, negotiated a com parable 
worth plan based on  a study required by 
a previous contract.

T here have also been  pay equity settle­
ments as a result o f  strikes. A  case in point 
was the 1979 strike in the City o f  San Jose, 
California. A fter a nine-day strike the city 
agreed to provide pay equity adjustments 
as well as other salary adjustments to city 
workers.

M ost pay equity activity to date has been  in 
the public sector, probably because public 
em ployees are m ore likely to be unionized 
and because personnel inform ation is m ore 
accessible. H ow ever, pay equity has been



an issue for a num ber o f  large private 
employers, including Yale University and 
American T elephone &  Telegraph.

A pay equity strike occurred at Yale 
University in 1984. M em bers o f  Local 34 

the Federation o f  University Em ployees, 
mostly clerical and technical workers, were' 
>r, 'trike for four months. In January 1985, 
settlement was reached that provided 

...-.eMce salary increases o f  35 percent for 
:~e'C workers.

Communications W orkers o f  A m erica  
. .  : .sted a contract with A T & T  which 
• shed a joint labor management jo b  

•- committee at each telephone

•• •> have negotiated for pay 
• which are then used in bar- 
• • '\rc.!'C<. Such studies have 

• /Vi! ‘n  AFSCME, District 65 
\ Workers, the Maine 

• \'M»ciation, the Civil Ser- 
• V'ociatinn in New York,
•11 . arid others.

W om en ’s groups and unions have been 
active in educational efforts to increase 
public awareness o f  the pay equity issue.

The A F L -C IO  has passed several resolu­
tions in support o f  pay equity. A  1981 
resolution states that "The A F L -C IO  urges 
its affiliates to recognize fully their ob liga­
tions to treat pay inequities resulting from  
sex discrim ination like all other inequities 
which must be corrected  and to adopt the 
concept o f  ‘equal pay for com parable w ork ’ 
in contract negotiations; the A F L -C IO  will 
take all other appropriate action to bring 
about true equality in pay for  w ork o f  co m ­
parable value and to rem ove all barriers to 
equal opportunity fo r  w om en."

The National C om m ittee for Pay Equity 
conducted  a national public attitudes sur­
vey in N ovem ber 1984. A m on g the respon­
dents, 69 percent said that w om en  are not 
paid as fairly as m en and that discrim ina­
tion is the primary cause o f  the wage gap. 
Four-fifths o f  respondents said they sup­
port equal pay for jo b s  o f  equal value.

Education



1975

1976

1977 
1979

1981

1982

1983

1984

1985

1986

1987

1983

AFSCME contract includes a provision that the state study jobs and salaries in clerical 
versus non-clerical classes o f state government employees.
"The Position of Women as a Disadvantaged Group in Minnesota Government 
Employment" is published by Twin Cities National Organization for Women.
Council on the Economic Status of Women (CESW) conducts two public hearings 
on women as state government employees.
CESW publishes "Minnesota Women: State Government Employment".
Minnesota Department o f Finance completes a "Public Employment Study", 
including evaluation o f state and local jobs using the Hay job evaluation system.
CESW establishes a Task Force on Pay Equity to examine salary differences 
between male and female jobs.
The CESW task force v,. mpletes its repoit, "Pay Equity & Public Employment".
Legislature enacts a state government employet' pay equity law which establishes 
a pay equity policy and establishes a procedure for making pay equity salary increases.
Legislature earmarks $21.7 million for pay equity increases for state employees over 
a two-year period, an amount equivalent to 1.25 percent o f payroll per year.
Minnesota Department o f Employee Relations negotiates contracts with the state’s 16 
bargaining units. Contracts include pay equity increases for female-dominated 
classes.
Legislature enacts a local government pay equity law which requires cities, counties 
and schools to undertake pay equity efforts.
Legislature allocates $11.7 million to complete pay equity implementation for state 
government employees by 1987.
Final pay equity adjustments are made to eligible state employees in female-dominated 
job classes. Total cost to the state is 3.7 percent o f payroll.
Legislature establishes a financial penalty for school districts not in compliance with 
the reporting requirements o f the pay equity law.
Local government pay equity reports become public information and legal protections 
for local governments expire.
Legislature establishes financial penalties for cities and counties not in compliance 
with reporting requirements. All jurisdictions must complete implementation 
by December 31,1991. By October 1,1988, all local governments had completed 
reports. Average estimated cost for implementation is 2.6 percent o f payroll.

HISTORY O F PAY EQUITY IN M INNESOTA
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M IN N E SO TA STATE 
G O V E R N M E N T

In 1984, M innesota state governm ent had 
about 34,000 full-time em ployees working 
in m ore than 1,800 jo b  classifications.
State em ployees are covered  by the Public 
Em ploym ent Labor R elations Act, which 
defines 16 bargaining units based on  
occupational groups. E leven unions repre­
sent these units, with six o f  the units repre­
sented by A F S C M E . A b ou t 86 percent o f  
the em ployees in state governm ent are 
covered by collective bargaining contracts.

Contracts are negotiated betw een the 
unions and the D epartm ent o f  E m ployee 
Relations on a biennial basis. W hen 
negotiations are com pleted , contracts must 
be approved by the Legislative C om m is­
sion on E m ployee R elations and by the full 
legislature.

The table on  this page shows bargaining 
units as o f  O ctober 1984. W om en  repre­
sented a majority o f  em ployees in four

units: o ffice  clerical workers, health care 
non-professional workers, health care 
professionals (primarily nurses) and 
com m issioner’s plan (personnel) 
em ployees. M en accounted for  the 
majority o f  em ployees in all other bargain­
ing units.

C lass Structure o f  State Em ploym ent

State em ployees are grouped into jo b  
classes according to the kind o f  w ork they 
perform . A  "class" means on e  or m ore posi­
tions sufficiently similar in duties and 
responsibilities that the sam e descriptive 
jo b  title may be used for  all positions in the 
class. A  class is based on  the characteris­
tics o f  the jo b , not on  the characteristics o f  
the job -h older.

In O ctober 1984, there w ere 1,830 jo b  
classes in state service, ranging in size from 
one-person  classes to classes with over 
1,000 incum bents. T he chart on  page eight 
illustrates these classes accord ing to their 
size and com position .

TOTAL
EMPLOYEES PERCENT
OCT. 1984 BARGAINING UNIT FEMALE

505 Health Care Professional 92.5 %
5,715 Office Clerical 91.0 %
3,538 Health Care Non-Prof. 72.1 %
1,990 Commissioner’s Plan 63.2 %

214 Prof. Resid. Instructional 43.9 %
445 Other Units 38.0%

2,715 Service 34.8%
5,073 General Professional 32.8 %
2,593 Supervisory 27.1 %
2,694 Technical 20.9%

76 Health Treatment Prof. 18.4 %
769 Managerial 16.0%
853 Correctional Guards 13.4%
689 Professional Engineers 5 .8%
669 Law Enforcement 2 .2%

2,250 Craft, Maint., Labor 0 .8%
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M ore than one-third o f  state jo b  classes 
had only on e  incum bent em ployee. O f 
these, the large majority were occu p ied  by 
male em ployees. M ale-dom inated classes 
accounted for about three-fifths o f  all clas­
ses and outnum bered fem ale-dom inated 
classes by 3 to 1. Classes segregated by sex 
outnum bered integrated classes by 4 to 1.

The five largest classes w ere Highway 
M aintenance W orker Senior, H um an Ser­
vice Technician Senior, Clerk Typist 2, 
Janitor and Highway Technician Senior.

A lthough there were 1,830 classes, just 20 
classes accounted for  m ore than one-fourth  
o f  all state em ployees (see A ppendix  II).

Throughout this report, a "male" class is 
one in which over 80 percent o f  the incum ­
bents are men, and a "fem ale" class is one 
in which over 70 percent o f  the incum bents 
are w om en. A ll other classes are defined 
as "balanced." A  higher percentage is used 
for the defin ition  o f  m ale classes than for

fem ale classes because there are m ore men 
than w om en in state em ploym ent and in 
the labor force  generally. T herefore, a 
m ale class must be m ore segregated than a 
fem ale class in order to be equally out o f  
balance.

A nother way to exam ine jo b  segregation in 
state em ploym ent is to calculate how many 
em ployees w ould need to change jo b s  in 
order to obtain balance in each 
occupational group. A t a conservative 
estimate, m ore than 6,000 w om en w ould 
have to change job s  with an equal num ber 
o f  men, together accounting for 35 percent 
o f  the entire state w ork force.

The Hay Job  Evaluation  System

T h e State o f  M innesota uses a system 
developed  by Hay Associates, a m anage­
m ent consulting firm, to evaluate jobs.
This system is similar to other point factor 
systems used fo r  m ost jo b  evaluations 
nationally.

NUMBER OF JOB CLASSES BY SIZE ANDq SEX DOMINANCE
October 1984

Other male 
classes

Balanced
classes

Male, one- 
person

Female, one- 
person

Other female 
classes
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M ost systems consider four factors, though 
term inology varies widely: skill, effort, 
responsibility and working conditions. 
Points are assigned to a particular jo b  for 
each o f  the four factors. T he points for 
each factor are totalled to provide a 
measure o f  overall jo b  value.

Job evaluation is not the same as perfor­
m ance appraisal. T he purpose o f  jo b  
evaluation is to measure jo b  requirem ents, 
not the characteristics o f  a particular jo b ­
holder.

Factors and subfactors used in the M in­
nesota Hay jo b  evaluation are outlined at 
the bottom  o f  this page, with exam ples o f  
jobs ranked relatively high and relatively 
low  for each factor.

In 1984, the Hay system was m odified  by 
the state in response to charges that the sys­
tem  did not fairly evaluate working con d i­
tions typical for  w om en ’s jobs. A dditional 
points were added to the system for job s  
requiring repetitive small m uscle m ove­
ments, such as the m otion  needed to 
operate a v ideo  display terminal.

A  detailed exam ination o f  the relationship 
betw een Hay points and pay for m ale-

dom inated and fem ale-dom inated classes 
is presented in A ppendix III o f  this report.

W om en in State Governm ent 
Employment

O ver the past decade, a num ber o f  studies 
have been conducted to determ ine the 
status o f  w om en em ployed by the state. 
The fmst report o f  the C ouncil on  the 
E condm ic Status o f  W om en, "M innesota 
W om en: State G overnm ent Em ploym ent", 
noted that w om en w ere under-represented 
in most o f  the higher-aid jo b  classes.
Steady im provem ent has occurred in the 
intt evening years.

In April 1989, w om en  were 27 percent o f  
managers, up from  four percent in 1976. 
Thirty-eight percent o f  professional 
em ployees were w om en, a significant 
increase from  25 percent in 1976. These 
changes have resulted from  the state’s 
affirmative action programs.

Despite these im provem ents, about one- 
half o f  the w om en w ho work fo r  the state 
have clerical or health care n on -profes­
sional or professional jobs. T hese bargain­
ing units account for  49 percent o f  fem ale 
state workers.

FACTORS
Know-How, the sum total of 
knowledge and skills needed for 
acceptable performance.

Problem-Solving, the amount of 
original, self-starting thinking 
required for analyzing, evaluating, 
creating, reasoning and arriving 
at conclusions.
Accountability, answerability for 
actions and consequences.

Working Conditions.

SUBFACTORS
Substantive know-how, managerial 
know-how and human relations 
know-how.

Degree o f structure, degree of 
challenge or difficulty o f problems.

Degree o f discretion, magnitude 
measured by dollars affected and 
directness of impact.
Physical effort, disagreeableness 
of environment and hazards.

SAMPLE RATINGS
Assistant Commissioner - 700 
Clerk 1 - 66

Medical Director - 264 
Food Service Worker - 8

Income Tax Asst. Dir. - 230 
Mail Handler -12

Bridge Worker - 29 
Accounting Technician - 0
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From  1976 to 1983, earnings o f  fem ale 
em ployees increased from  69 percent to 73 
percent o f  earnings for male em ployees. 
This im provem ent can be attributed to 
progress in the state’s affirmative action 
program, including increases in the num ber 
o f  w om en in traditionally male occupa­
tions. H ow ever, much larger gains w ere 
m ade in the period  from  July 1983 to July 
1986, when pay equity was im plem ented 
and affirmative action efforts continued. 
W om en  em ployed by the state now  average 
83 percent o f  the earnings o f  their male 
counterparts. T he gap which remains after 
full im plem entation o f  pay equity is due to 
continued under-representation o f  w om en 
in higher-rated, higher-paid jobs.

W hen the C ouncil on  the E con om ic Status 
o f  W om en  established a Pay Equity Task 
F orce in 1981, the original earnings gap 
was exam ined.

Task force m em bers questioned why there 
was a persistent pattern o f  salary differen­
ces, since the Equal Pay A ct requires equal 
pay for equal work. T he gap was largely 
explained by occupational segregation in 
state em ploym ent. In other words, there 
w ere relatively few  cases w here men and 
w om en were doing the same ("equal") work.

The task force  then analyzed pay for work 
o f  equal value, by com paring pay with 
points assigned to state job s  under the Hay 
jo b  evaluation system.

Pay Equity Analysis

Using the Hay points assigned to state jobs, 
the C ouncil’s task force  com pared points 
and pay for m ale-dom inated and female- 
dom inated job s  in state service. The 
"before" scattergram on  page 12 shows the 
results o f  that analysis.

AV E R A G E  SALARIES, STATE G O V E R N M E N T  E M P L O Y M E N T

1978

1863

1886

□ W o m e n

□ Me n

$18,702

WwO'lV. i
I'jjLciiiuj'it-i 7. ■ • u m

$22,922

$22,214

$26,815

W om en ’s Earnings As 
A  Percent o f  M en ’s

69%

73%

83%
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4

Each asterisk on the scattergram repre­
sents on e  male jo b  class, while each "F" rep­
resents one fem ale jo b  class. The salary 
figures used to plot the scattergram repre­
sent the maximum monthly salary for each 
jo b  class. This refers to the maximum o f 
the pay range, not the pay for individual 
em ployees. This means that the pattern is 
not affected by individual pay differences 
caused by factors such as seniority, which 
affect the actual pay within the pay range.

For the system as a w hole, there is a p osi­
tive correlation  betw een evaluation points 
and pay — that is, jo b s  with higher point 
values generally receive higher pay than 
jobs with low er point values.

H ow ever, the scattergram shows a consis­
tent pattern o f  low er pay for  fem ale- 
dom inated job s  than for  m ale-dom inated

job s  — even when the two job s  are at the 
same point level.

T he list below  provides som e examples o f 
this pattern as it affected individual state 
job s  in 1981.

In each o f  these examples, the pay for 
fem ale jobs is consistently low er than the 
pay for male job s  at the same point value. 
A ppendix II o f  this report includes a list o f  
the ten largest male classes and the ten 
largest fem ale classes in state governm ent 
in 1981, with point ratings and pay rates for 
each class. A ppendix  III is a listing o f  all 
state jo b  classes which w ere either m ale- 
dom inated or fem ale-dom inated at that 
time, with point ratings and pay rates.

Pay inequities can also be analyzed using a 
series o f  schem atic scattergrams.

H ay Point Ranking o f State G overnm ent Jobs, 1981

Class Hay M axim um  M onthly Salary
Type Class Title Points "M ale" Jobs "Female" Jobs

M D elivery Van Driver 117 $ 1,382
F Clerk Typist 2 117 S 1,115

M Grain Sam pler 1 120 $ 1,552
F M icrofilm er 120 $ 1,115

M A utom otive Parts Technician 129 $ 1,505
F Dining Hall Coordinator 129 $ 1,202

M Grain Inspector 2 173 $ 1,693
F Adm inistrative Secretaiy 173 $ 1,343

M R adio Com m unication  Supervisor 199 $ 1,834
F Typing P ool Supervisor 199 $ 1,373
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In the first scattergram on this page, m ale- 
dom inated jobs are plotted using the letter 
"M ". This forms a "line o f  central tendency" 
which shows the average pay for male jobs 
at any given point level. This average male 
pay line is shown in the second scat­
tergram.

The third scattergram shows the typical pat­
tern o f  pay for fem ale job s  in com parison 
to this average pay line. In the analysis o f  
state em ployees conducted in 1981, there 
were no fem ale job s  above the average 
male salary line.

The goal o f  pay equity is to elim inate the

dual wage structure. This w ould mean that 
both male and female job s  are scattered 
around the line. This theory is shown in 
the fourth scattergram. T he second scat­
tergram on  page 12 shows this achieved 
with the im plem entation o f  pay equity in 
state governm ent.

Pay equity does not require that all jo b s  be 
paid according to a form ula based on 
points. Jobs may be  above or below  the 
line because o f  factors such as recruitment, 
collective bargaining or for  other reasons. 
H ow ever, when pay equity is fully im ple­
m ented there will no longer be a pattern o f  
consistently low er pay for  fem ale jobs.

S C A T T E R G R A M  O F  M A L E  J O B S
WHERE male JOBS tall

too >20 'AO 160 180 200 220 2*0 280 280
JOB EVALUATION POINTS

Salary Prgctlc* Ur* ->

L IN E  O F  C E N T R A L  T E N D E N C Y  F O R  M A L E  J O B
SOME HE ABOVE AND SOME BELOW THE LINE

80 100 120 140 160 100 200 220 2*0 260 282

JOB EVALUATION POINTS
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JOB EVALUATION POINTS

M A L E .r E M A L E  A N D  M A L E  S A L A R Y  L IN E
female JOBS SCATTER BELOW the MAlT LINE
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160 180 200 220 

JOB EVALUATION POINTS

*! a a 2

13



State Governm ent Employees 
Pay Equity Act

As a result o f  this analysis the Council on 
the E con om ic Status o f  W om en  recom ­
m ended legislative action. Legislators 
from  both parties supported the pay equity 
bill and no testimony was offered  in opposi­
tion. The initial legislation was supported 
by R epublican  G overn or A lbert Q uie. Sub­
sequent im plem entation was supported by 
D em ocratic G overn or Rudy Perpich.

In 1982, the legislature passed the State 
E m ployees Pay Equity A ct (see Appendix 
IV ) in the form  o f  am endm ents to the state 
personnel law, M innesota Statutes Chapter 
43A . The bill was authored by Senator 
Linda Berglin, then Chair o f  the Council 
on  the E con om ic Status o f  W om en , and by 
Representative W ayne Simoneau.

The new law included a policy and a p roce ­
dure to provide pay equity for  state govern­
ment em ployees. T he policy statement 
m ade "com parability o f  the value o f  the 
work" the primary consideration in state 
salary-setting:

"It is the policy o f  this state to attempt to 
establish equitable com pensation relation­
ships betw een fem ale-dom inated, m ale- 
dom inated and balanced classes o f  
em ployees in the executive branch. C om ­
pensation relationships are equitable 
within the meaning o f  this subdivision 
when the primary consideration in negotiat­
ing, establishing, recom m ending and 
approving total com pensation is com ­
parability o f  the value o f  the w ork in 
relationship to other positions in the execu­
tive branch."

T he law also established the follow ing pro­
cedure for im plem entation:

* By January 1 o f  odd-num bered  years, 
the C om m issioner o f  E m ployee R ela ­
tions submits a list o f  fem ale- 
dom inated classes which are paid less 
than other classes o f  com parable value.

A lso  subm itted is an estimate o f  the 
cost o f  full salary equalization.

* The Legislative C om m ission on 
E m ployee Relations recom m ends to 
the H ouse A ppropriations C om m ittee 
and the Senate Finance C om m ittee an 
amount to be appropriated for c o m ­
parability adjustments.

* Funds are appropriated through the 
usual legislative process. T hese funds 
are part o f  the salary supplem ent which 
also includes funds for other increases. 
H ow ever, the pay equity funds are ear­
marked for  salary equalization for  the 
jo b  classes on  the list subm itted by the 
com m issioner. Pay equity funds not 
used for  this purpose revert to the state 
treasury.

* A ppropriated  funds are assigned to  the 
different bargaining units in proportion  
to the total cost o f  im plem enting pay 
equity for the persons in the jo b  classes 
represented by that unit. T h e actual dis­
tribution o f  salary increases to eligible 
classes is negotiated through the usual 
collective bargaining process.

Im plem entation fo r  State Em ployees

The procedure outlined in the 1982 legisla­
tion went into e ffect for the first tim e in 
1983. (T he M innesota legislature 
appropriates funds on  a biennial basis, with 
major appropriations m ade in od d -n u m ­
bered years.)

In 1983, the C om m issioner o f  E m ployee 
Relations subm itted the required list o f  
underpaid fem ale-dom inated classes and 
estimated overall im plem entation costs at 
$26 m illion. This represented four percent 
o f  the total annual state payroll.

The legislature approved the list o f  eligible 
classes and appropriated 1.25 percent o f  
payroll per year for the first biennium  o f  
pay equity im plem entation. This repre­
sented an appropriation o f  $21.7 m illion.
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The m oney was allocated to bargaining 
units based on the cost for each unit to 
achieve pay equity.

The $21.7 m illion was enough to eliminate 
about $14 m illion o f  the total inequity o f  
$26 m illion, as follow s:

* $7 m illion spent to reduce inequities in 
the first year o f  the biennium ;

* $7 m illion spent to maintain this level 
o f  funding in the second  year o f  the 
biennium ; and

* $7 m illion spent to further reduce 
inequities in the second year o f  the 
biennium.

U nion contracts w ere negotiated with each 
bargaining unit. These contracts included 
the distribution o f  pay equity funds as well 
as general wage adjustments. T he con ­
tracts w ere fo r  the period  beginning July 1, 
1983, and ending June 30,1985.

■ * In the first biennium  o f  im plem enta­
tion, 8,225 em ployees in 151 fem ale- 
dom inated jo b  classes received pay 
equity increases.

* A bou t 90 percent o f  these em ployees 
were w om en, while ten percent were 
men in fem ale-dom inated classes.

* The m ajor beneficiaries w ere: clerical 
workers, all o f  w hom  received pay 
equity increases; and health care 
em ployees, about half o f  w hom  
received pay equity increases.

In the 1985 legislative session the p roce ­
dure continued. The Departm ent o f 
Em ployee Relations submitted the revised 
list o f  underpaid fem ale-dom inated classes 
and a revised cost estimate. The legisla­
ture earm arked pay equity funds o f  $11.7

m illion. This amount allow ed for full 
im plem entation o f  pay equity for M in­
nesota state em ployees by the end o f  the 
biennium  (June 30, 1987).

With the signing o f  collective bargaining 
agreem ents in 1985, the state and its unions 
ensured full im plem entation. Som e o f  the 
overall results o f  the program  include:

* The total cost o f  pay equity was 3.7 per­
cent o f  payroll.

* Approxim ately 8,500 em ployees in. 200 
fem ale-dom inated classes received pay 
equity increases.

* T he m ajor groups affected were clerical 
workers and health care workers; about 
10 percent o f  those receiving increases 
w ere men.

* T he estim ated average pay equity 
increase was $2,200.

* N o state em ployee had wages cut as a 
result o f  pay equity and there were no 
em ployee layoffs.

T he program  is strongly supported by state 
em ployees. M innesota has achieved a 
national reputation as a state where pay 
equity works.

It has som etim es been  suggested that pay 
equity might discourage w om en from  seek­
ing job s  in traditionally m ale fields, since 
pay equity leads to higher pay for tradition­
ally fem ale fields. The M innesota 
experience shows that this fear is 
unfounded. During the period the state 
im plem ented pay equity, the numbers o f  
w om en working for the state increased by 6 
percent. In the same period, the numbers 
o f  w om en  in non-traditional job s  increased 
by 19 percent.
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There are an estimated 163,000 em ployees 
in the 1,600 local governm ents in M in­
nesota, primarily cities, counties and school 
districts. Local governm ent em ployees in 
the state outnum ber state governm ent 
em ployees by about 3 to 1. A bout half o f  
the em ployees in local governm ent jurisd ic­
tions are w om en, although w om en ’s repre­
sentation varies w idely by jurisdiction.

W om en in L oca l Governm ents

T he state has 855 cities. H ow ever, only 677 
cities are covered  by the pay equity law b e ­
cause the others have only one em ployee 
and therefore no pay equity com parisons 
are possible. Cities provide p o lice  and fire 
protection, street m aintenance, sewer and 
water services. In addition, cities may 
ch oose  to provide utility services, operate 
municipal liquor stores, operate hospitals 
and maintain airports. Probably because 
most o f  these functions have historically

M INNESOTA LOCAL GOVERNM ENTS been  perform ed by men, the large majority 
o f  city em ployees are men. W om en  repre­
sent only about one-fifth  o f  city em ployees.

M innesota has 87 counties. Each has 
authority for a w ide range o f  social service 
activities, as well as property assessment, 
m aintenance o f  roads and b iidges and 
other functions. Perhaps because o f  their 
role in public w elfare program s, counties 
em ploy many m ore w om en than d o  cities. 
O verall, about half o f  county em ployees 
are w om en.

T here are 435 sch ool districts in M in­
nesota. A b ou t 60 percent o f  sch ool district 
em ployees are w om en. Overall, about 
three-fourths o f  sch ool district payrolls are 
m ade up o f  certified staff (teachers and 
administrators), w hile one-fourth  o f  school 
district payrolls are m ade up o f  non-cer- 
tified staff. W om en  account for  m ore than 
three-fourths o f  elem entary school 
teachers, although they are only about on e- 
third o f  secondary teachers. M ost school

FTE PU B LIC  E M PL O Y E E S: D IST R IB U T IO N  B Y  JU R ISD IC T IO N
1980

Other

School District 
Employees

State Employees, 
including Higher 

Education

City Employees

County Employees
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administrators are men, but w om en 
account for the majority o f  food  service 
workers, o ffice  and clerical workers and 
teacher aides.

L ocal Governm ent Pay Equity Act

In 1984, the M innesota legislature passed a 
bill requiring local governm ents to under­
take pay equity activities (see A ppendix V ). 
The bill was authored by Senator Linda 
Berglin and Representative Phil Riveness.

T w o factors w ere im portant in passage o f  
the new law: (1 ) the ease o f  pay equity 
im plem entation at the state level; and (2 ) 
the court decision  in the State o f  
W ashington lawsuit.

The Local G overnm ent Pay Equity A ct is 
now  cod ified  in M innesota Statutes 
471.991 - 471.999. L ike the state govern ­
ment pay equity law, the local governm ent 
law includes a basic policy  statement as 
well as a procedure for im plem entation. 
The policy statement is:

"Every political subdivision o f  this state 
shall establish equitable com pensation 
relationships betw een fem ale-dom inated, 
m ale-dom inated, and balanced classes o f  
em ployees." (471.992) "‘ Equitable com p en ­
sation relationship’ means that a primary 
consideration in negotiating, establishing, 
recom m ending, and approving total co m ­
pensation is com parable w ork  value in 
relationship to other em ployee positions 
within the political subdivision." (471.991)

The law required each local governm ent 
jurisdiction to use a jo b  evaluation system 
to determine com parable work value.
Local governm ents w ere required to m eet 
and confer with exclusive representatives 
o f  their em ployees on the developm ent or 
selection o f  a jo b  evaluation system. Juris­
dictions could design their own system, 
hire a consultant and use the consultant’s 
system or borrow  a system used by som e 
other public em ployer in the state.

Local governm ents were required to sub­
mit a pay equity report to the Departm ent 
o f  E m ployee Relations by O ctob er 1, 1985. 
Each report was to include the follow ing 
information:

(1 ) T he title o f  each job  class in the 
jurisdiction;
(2 ) for each jo b  class, the follow ing in for­
m ation as o f  July 1,1984:

(a) the num ber o f  incum bents;
(b ) the percentage o f  the incumbents 
w ho w ere fem ale;
(c )  the com parable w ork value o f  the 
class, as defined by the jo b  evaluation; and
(d ) the m inim um  and maximum monthly 
salary for the class;

(3 ) a description o f  the jo b  evaluation 
system used;
(4 ) a plan for establishing equitable co m ­
pensation relationships betw een fem ale- 
dom inated and m ale-dom inated classes, 
including:

(a ) identification o f  classes for  which 
com pensation inequity existed based on 
the com parable work value;
(b ) a tim etable for im plem entation o f  
pay equity; and
(c ) the estim ated cost o f  im plem en­
tation.

The law provided local governm ents with 
lim ited legal protections while the process 
o f  im plem enting pay equity was underway. 
T he results o f  the jo b  evaluation could not 
be used as evidence in state courts or in 
administrative actions be fore  the state 
Human Rights D epartm ent. This p rotec­
tion expired on  August 1, 1987. In addi­
tion, the law prohibited any cause o f  action 
before  August 1,1987, for failure to 
com ply with the requirem ents.

In 1987, the legislature approved an am end­
ment to the Om nibus Education A ct which 
established a financial penalty fo r  schools 
which did not submit pay equity reports by 
O ctob er 1 ,1987 (see A ppendix V I). For 
those school districts, a freeze w ould be 
im posed on  administrative costs for the 
1987-88 sch ool year and a five percent
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reduction w ould be made in the district’s 
state funding for  the 1988-89 school year. 
A ll state school districts submitted pay 
equity reports by the deadline, so no finan­
cial penalties were im posed. In 1988 the 
legislature required schools to achieve full 
pay equity im plem entation by D ecem ber
31,1991, or sooner, or face the five percent 
aid reduction penalty. This am endm ent 
also clarified that no m arket studies are 
required.

In 1988, the legislature im posed similar 
penalties for  cities and counties. A  limit on  
the am ount o f  taxes which cou ld  be levied 
would have applied to jurisdictions which 
failed to report by O ctob er  1,1988. H ow ­
ever, all jurisdictions reported  by that date 
so no penalties w ere im posed. T he law 
also established a five percent aid reduc­
tion for those jurisdictions which failed to 
com plete im plem entation o f  pay equity by 
D ecem b er 31 ,1991  - m ore than seven 
years after passage o f  the original local 
governm ent law. A ll o f  the penalty 
provisions are lim ited to jurisdictions with 
ten or m ore em ployees.

Technical Assistance

The D epartm ent o f  E m ployee Relations 
was required to provide technical assis­
tance to local governm ents to help them in 
com plying with the law. T h e departm ent 
published a series o f  book lets for this pur­
pose. "A  G uide to Im plem enting Pay E qui­
ty in Local G overnm ent," published in 
August 1984, contained basic inform ation 
about the law and options for local govern­
ments in conducting a jo b  evaluation study. 
Other publications included supplem ents 
for counties, schools, cities, hospitals and a 
special supplem ent for very small cities 
with ten or few er em ployees. Each supple­
ment contained the reporting form  and 
instructions for com pleting the report.

Each o f  these supplem ents also included a 
"job match list" appropriate for the type o f  
jurisdiction, with a list o f  state job s  and 
evaluation points which the jurisdiction

could  match with local jobs. This allowed 
local governm ents to "piggy-back" on the 
existing state jo b  evaluation system without 
incurring the costs o f  hiring consultants.

T he D epartm ent o f  E m ployee Relations 
also developed  com puter software for pay 
analysis and conducted  training seminars 
for local governm ents across the state.

Finally, the departm ent prepared a report 
to the legislature in January o f  1986, as 
required by the law. T he report included 
inform ation gathered from  local govern­
ments, including a list o f  local governm ents 
which did not com ply  with the law’s report­
ing requirem ents.

A ll o f  the materials listed in this section 
are available on  request from  the Depart­
ment o f  E m ployee Relations.

L ocal G overnm ent Reports

T he D epartm ent o f  E m ployee Relations 
has now  received 1,522 pay equity reports 
from  local governm ents. This represents 
100 percent o f  the jurisdictions with 10 or 
m ore em ployees and a large proportion  o f  
the smaller jurisdictions.

A ll 435 sch ool districts have at least 10 
em ployees and all have filed com plete pay 
equity reports. A il 87 counties also have at 
least 10 em ployees and all have reported. 
O f  the cities and townships, 645 have 
reported - a figure which includes 26 cities 
and townships with few er than 10 
em ployees. T h e rem aining cities and 
townships have few er than 10 em ployees 
and did not report Finally, 355 other juris­
dictions have reported  - hospitals, libraries, 
utilities, housing authorities, soil and water 
districts and others.

Evaluation System s

* A bou t 40 percent o f  all reporting juris­
dictions used the state jo b  match system 
to evaluate job s .
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* A n  estimated 45 percent used a consult­
ing system.

* Five percent designed their own jo b  
evaluation system or borrow ed another 
em ployer ’s system.

* A bou t 10 percent did not use a system 
because they had only on e  em ployee or 
all em ployees w ere o f  the same sex.

* A ll o f  the evaluation systems showed 
similar results and the cost o f  correct­
ing inequities was similar regardless o f  
the system used.

Inequities

* Fifty-eight percent o f  those reporting 
identified inequities in their w orkforce. 
M ost o f  those w ithout inequities were 
small em ployers.

* A n  estim ated 30,000 em ployees are 
eligible for pay equity increases. The 
average am ount o f  pay equity increase 
is estim ated at $200 per eligible 
em ployee per month.

* O ccupational groups with the largest 
num bers o f  em ployees eligible for pay 
equity increases are clerical workers, 
food  service w orkers and sch ool aides.

Im plem entation Plans

* T he average cost o f  pay equity for the 
1,090 local governm ents reporting as o f  
January 1986, was 2.6 percent o f  payroll 
- -1 .7  percent o f  payroll for schools, 4.1 
percent o f  payroll for cities and 3.8 per­
cent o f  payroll for counties. This means 
the costs are generally similar to the 
cost in state governm ent, at 3.7 percent 
o f  payroll.

* Local governm ents planned to im ple­
ment pay equity over an average o f  2.3 
years. Again, the local governm ent 
process is similar to that used in state 
governm ent, with increases phased in at

a rate o f  about one percent o f  payroll 
per year.

These data are based on the estimates sub­
mitted by local governm ents. N o detailed 
analysis has been m ade o f  costs for  those 
reporting later, but the D epartm ent o f  
E m ployee Relations believes these 
averages are generally accurate for late 
reporters as well. Actual im plem entation 
will be achieved through the collective bar­
gaining process for those jurisdictions 
w here em ployees are represented by a 
union.

L ocal governm ent pay equity reports for 
each jurisdiction are public inform ation 
and available to anyone w ho requests it.
T o  request a copy, contact the local govern­
m ent directly or the D epartm ent o f  
E m ployee Relations. TTiere may be a fee 
to cover the cost o f  copying the report.

Current Status

M innesota has made enorm ous progress 
toward achieving pay equity. Inform ation 
has been  gathered, plans have been  made 
and in many cases im plem entation has 
been  achieved or is underway. H ow ever, 
som e issues have not yet been  fully 
resolved.

Som e jurisdictions have m isinterpreted pay 
equity to require w age adjustments for 
reasons other than sex bias. This can con ­
fuse the issue and lead to inappropriately 
high cost estimates. Others have failed to 
m ake a com parison betw een fem ale job s  
and m ale jobs. In these cases an averaging 
or discounting process has been  used. This 
m ethod establishes a lower average pay 
rate for  fem ale job s  than the average pay 
rate for m ale job s  - thereby institutionaliz­
ing pay inequities.

In 1989, Senator Linda Berglin and R ep re ­
sentative W ayne Sim oneau introduced 
legislation to clarify the definition  o f  pay 
equity and strengthen enforcem ent. This 
bill includes:
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A  statement identifying the purpose o f  
pay equity: to eliminate sex-based wage 
discrimination.

A  definition  which can be used to deter­
mine whether equity has been  
achieved. T he original law includes a 
procedural definition: that pay equity 
must be a primary consideration in 
establishing pay. N ow  that im plem enta­
tion has begun and penalties m ay b e  as­
sessed for non-com pliance, a results- 
oriented definition  is needed.

A  process for  determ ining com pliance 
after the deadline date o f  D ecem ber
31,1991. T h e process includes: (1 ) a 
b rief im plem entation report to  be 
prepared by each jurisdiction and sub­
mitted to the D epartm ent o f  E m ployee 
Relations; (2) a review by the depart­

ment, including notice and consultation 
with any jurisdiction not in com pliance; 
and (3 ) an appeals process for any juris­
diction which is determ ined to be out o f 
com pliance.

The legislature did not act on  the bill 
during the 1989 session. H ow ever, several 
hearings w ere conducted  during the 
interim and action is expected  in the 1990 
session.

W hile som e clarification is needed, most 
local governm ent em ployers appear to be 
making a g ood  faith effort to com ply with 
both the letter and the spirit o f  the Local 
G overnm ent Pay Equity A ct. With con ­
tinued cooperative efforts on  the part o f  all 
those concerned, pay equity will soon  be a 
reality for all public sector em ployees in 
M innesota.



A P P E N D IC E S

C om parison o f  Pay Equity Activities in the State 
o f  W ashington and the State o f  M innesota

A P P E N D IX  II..................................................................... 26

Ten Largest M ale &  Fem ale Jobs, 1981

A P P E N D IX  III ................................................................... 27

Hay Point Ranking o f  Job Classes, 1981

A P P E N D IX  I V ................................................................... 33

M innesota Pay Equity Law for State Em ployees

A P P E N D IX  V   .................................................... 35

L ocal G overnm ent Pay Equity Act, A s A m ended

A P P E N D IX  V I ................................................................... 39

Law Establishing a Financial Penalty for 
N on-reporting by Schools

A P P E N D IX  V II.................................................................. 40

Law Establishing a Financial Penalty for 
N on-com pliance o f  Schools

A P P E N D IX  V III ................................................................41

R esources

A PPE N D IX  I X ................................................................... 42

Technical Notes

APPENDIX 1...................................................................24

23



A P P E N D IX  I. C O M P A R IS O N  O F  P A Y  E Q U IT Y  A C T IV IT IE S  IN T H E  
S T A T E  O F  W A S H IN G T O N  & T H E  S T A T E  O F  M IN N E S O T A

T he follow ing inform ation is excerpted from  "Fair Pay - W hat’s the R eal Cost?" 
published by the National C om m ittee on  Pay Equity.

W A SH IN G TO N : IN A C TIO N / 
LITIG A TIO N

Study Shows Pay G ap

In 1974, the State o f  W ashington, with a total 
w ork force o f  30,000, perform ed a jo b  evaluation 
study. T he study show ed that job s  held mostly by 
w om en were underpaid.

State D oes Not A ct

N o steps were taken to correct the gap.

Inaction  Prom pts Lawsuit

AJFSCME filed charges under Title VII o f  the 
Civil Rights Act. O nly after the lawsuit was filed 
did the legislature begin correction . In 1983, 
nine years after the original study, the state 
passed legislation com m itting the state to pay 
equity by 1993.

C ost W ou ld  Have Been 5%  o f  Payroll

The cost o f  correcting the gap was estimated at 
5 %  o f  payroll.

C ourt Rules State D iscrim inated

In late L983, a U.S. district court found the state 
guilty o f  discrimination.

B ack  Pay Awarded, C ost Rises

The judge awarded im m ediate wage corrections 
to em ployees in fem ale job s  and back pay going 
back 5 years. The back pay award resulting from 
the state’s refusal to make corrections voluntarily 
w ould have increased the cost for W ashington 
State to over 25%  o f  state payroll.

M IN N E SO TA : V O L U N T A R Y  
A C TIO N

Study Shows Pay G ap

In 1979, the State o f  M innesota, with a total 
w orkforce o f  30,000, perform ed a jo b  evaluation 
study. The study showed that job s  held mostly 
by wom en were underpaid.

State Acts

The Minnesota Legislature responded by requir­
ing pay equity in the state w orkforce.

C ooperative Process Established

In 1981, the C ouncil on  the E conom ic Status o f 
W om en established a Task F orce on Pay Equity.

The Task Force issued a report showing the 
undervaluation o f  fem ale jobs.

C ost is 4%  o f  P ayroll

The total cost o f  the correction  was identified to 
be 4 %  o f  the state’s payroll.

Legislature Phases In C orrection

In M arch 1982, a bill passed which provided for 
a 4-year phased-in correction  o f  inequities.

Increases Bargained

The first installment o f  the appropriation for 
wage increases was made in January 1983: $21.7 
million to cover the first two years o f  the phase- 
in. The actual distribution o f  this amount was 
negotiated through the usual collective bargain­
ing process.
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W A SH IN G TO N : IN AC TIO N / 
LITIG A TIO N

Litigation Continues

T he state appealed the court decision and the 
U.S. Circuit Court o f  A ppeals overturned the 
lower court’s decision.

Settlement Reached

A F S C M E  and the State o f  Washington agreed to 
a financial settlement o f  $106 million over a five- 
year period, rather than continuing litigation 
with an A F S C M E  appeal to the U.S. Suprem e 
Court.

M IN N E SO TA : V O L U N T A R Y  
A C TIO N

Final Im plem entation

T he final installment o f  the appropriation for 
pay equity adjustments was m ade in the spring o f  
1985: $11.7 million to com plete pay equity 
implementation. These were negotiated and ad­
justments were made to eligible em ployees in 
July 1986.

T he total cost o f  pay equity was 3.7 percent o f  
payroll.

A  University o f  M innesota study o f  pay equity 
implementation found that m ore than 80 percent 
o f  the state em ployees surveyed strongly sup­
ported the pay equity program.
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Listed below  are the largest male and fem ale jo b  classes in M innesota state govern­
m ent as o f  1981, when the initial pay equity study was done. T hese jo b s  accounted 
for about one-fourth  o f  state governm ent em ployees. T he list show ed a consistent 
pattern o f  low er pay for  fem ale jobs, even when these job s  required the sam e or

A PPE N D IX  I I . T EN  L A R G E S T  M A LE  &  FE M A LE  JOBS , 1981

higher levels o f  skill, e ffort and responsibility than male jobs, 
evalutaion points.

C LASS H AY 
TY PE  JO B  C LA SS PTS

according to the Hay-

1981 SALARY 
(M O N T H L Y  M A X IM

M A LE  FEM A LE

F C lerk  Typist 1 100 1,039

F C lerk 2 117 1,115

F C lerk Typist 2 117 1,115

M G en era l R epair W orkei 134 1,564

F C lerk Stenographer 2 135 1,171

F C lerk Typist 3 141 1,171

F H um an Services Technician Senior 151 1,274

M Highway M aintenance W orker Senior 154 1,521

F C lerk Stenographer 4 162 1,307

F Clerk Typist 4 169 1,274

F H um an Services Specialist 177 1,343

M H ighway Technician  Interm ediate 178 1,646

F L icensed Practical Nurse 2 183 1,382

M C orrectional C ounselor 2 188 1,656

M H ighway T echnician  Senior 206 1,891

M Heavy E quipm ent M echanic 237 1,757

M Natural R esources Spec-C onservation 238 1,808

M Principal Engineering Specialist 298 2,347

M E ngineer Senior 382 2,619

M E ngineer Principal 479 2,923
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A PPE N D IX  III. H A Y  P O IN T  R A N K IN G  O F  JO B  CLASSES, 1981

The follow ing is a com plete listing o f  M innesota state governm ent em ployee  job  
classes which w ere either m ale-dom inated or fem ale-dom inated, which had been 
assigned Hay points, and which had at least 10 incum bents as o f  O ctob er 1981. Data 
sources are listed in A ppendix IX.

N O . OF 
IN CU M PERCE N T H AY

1981 SALARY 
(M O N T H L Y  M A X IM U M )

BENTS W O M E N JO B  CLASS O R  TITLE PTS M A LE FEM ALE

140 85.0% Clerk 1 86 1,014

157 87 .3% F ood  Service W orker 93 1,115

448
100

97.8%
96.0%

Clerk Typist 1 
Data Entry O perator

100
100

1,039
1,115

98 76 .5% Laundry Assistant 103 1,141

64 3 .1 % Security Guard 2 111 1,274

12
10

0 .0 %
0 .0%

A u tom ob ile  Service Attendant 
M aterials Transfer D river

112
112

1,235
1,416

101
150

98.0%
100.0%

Data Entry O perator Senior 
C lerk Stenographer 1

115
115

1,171
1,115

46 13.0% G eneral M aintenance W orker 2 116 1,190

14 
50

411
805

15 
13

0 .0%
0.0%

88.1%
98.8%
93.3%

100.0%

A u tom ob ile  Service Attendant Sr
D elivery Van D river
Clerk 2
Clerk Typist 2
Pharmacy Technician
E m ploym ent Services Assistant

117
117
117
117
117
117

1,307
1,382

1.115
1.115 
1,202 
1,171

24 0 .0% Building and G rounds W orker 119 1,274

43
15
11

2 .3 %
0 .0%

81.8%

Grain Sam pler 1 
L ivestock  W eigher 2 
M icrofilm er

120
120
120

1,552
1,505

1,115

48
10

95.8%
100.0%

Switchboard O perator 
D ictaphone O perator

122
122

1,115
1,171

16
19

0.0%
10.5%

G roundskeeper 
G roundskeeper Interm ediate

123
123

1,235
1,274

17 100.0% Sewing M achine O perator 125 1,141

48
47

0 .0%
95.7%

A utom otive Parts Technician  
D ining H all C oord in ator

129
129

1,505
1,202

11
135

9 .1%
0.7%

G eneral M aintenance W orker 4 
G eneral R epair W orker

134
134

1,336
1,564
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1981 SA LA R Y
N O .O F  (M O N T H L Y  M A X IM U M )
IN C U M ­
BENTS

PERCEN T
W O M EN JO B  CLASS O R  TITLE

H A Y
PTS M A LE FEM A

303 99.7% Clerk Stenographer 2 135 1,171

21
53

0 .0%
0 .0%

Grain Sampler 2 
Laborer 2

136
136

1,646
1,521

13 100.0% M edical R ecords Clerk 138 1,171

143
60

192
83
20
14

84.6%
93.3%
99.5%
90.4%
90.0%
78.6%

A ccou n t Clerk 
Clerk 3 
Clerk Typist 3
D river and V eh icle  Service A id e  
M edical Claims Technician 1 
M edical Claims Technician 2

141
141
141
141
141
141

1.171
1.171
1.171 
1,202 
1,202 
1,307

20 100.0% Data Entry O perator Lead 144 1,307

22 18.2% Baker 147 1,343

485 74.6% Hum an Services Technician Senior 151 1,274

65
1335

6 .2%
0 .1 %

Highway M aintenance W orker 
Highway M aintenance W ork er Senior

154
154

1,437
1,521

13 0 .0% Steam B oiler Attendant 156 1,611

77 11.7% Correctional C ounselor 1 158 1,319

184
14
11

99.5%
100.0%
90.9%

Clerk Stenographer 4 
Em ploym ent Services Technician  
Financial A ids Assistant

162
162
162

1.307 
1,235
1.307

39 94.9% Library Technician 166 1,343

12 0 .0% G roundskeeper Senior 167 1,423

177
171

10
71

310

87.0%
91.8%
90.0%
94.4%

100.0%

A ccou n t Clerk Senior 
Clerk 4
Health Program  A id e  
U nem ploym ent Claims Clerk 
Clerk Typist 4

169
169
169
169
169

1,343
1.274 
1,307
1.274
1.274

39
92
64

0 .0%
100.0%
100.0%

Grain Inspector 2 
Administrative Secretary 
Legal Secretary

173
173
173

1,693
1,343
1,382

11 0 .0% H eavy Equipm ent M ech. A pprentice 176 1,623

402 72 .1% Human Services Specialist 177 1,343

16
462

0 .0%
6 .3 %

Engineering A id e  Interm ediate 
Highway Technician  Interm ediate

178
178

1.646
1.646

21 0 .0% W eights &  M easures Investigator 1 180 1,839
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NO. O F  
IN C U M  
BENTS

PERCE N T
W O M E N  JO B  CLASS O R  TITLE

1981 SALARY 
(M O N T H L Y  M A X IM U M ) 

H AY
PTS M A L E  FE M A LE

125
282

96.8%
94.7%

Licensed Practical Nurse 1 
L icensed Practical Nurse 2

183
183

1,307
1,382

63
60

7 .9%
0 .0%

Attendant Guard 
Painter

185
185

1,552
1,707

13 7 .7% Building Service Forem an 187 1,451

393 15.8% C orrectional C ounselor 2 188 1,656

58 0 .0% C orrectional C ounselor 3 195 1,902

12 8 .3% Buyer 2 198 1,961

11
12

166
13
11

0 .0%
16.7%
89.8%
92.3%

100.0%

R adio  Com m unications Supervisor 
R eim bursem ent O fficer  Senior 
Executive 1 S u p e rv iso r  
Data Processing C oordin ator 1 
Typing P oo l Supervisor

199
199
199
199
199

1,834
1,599

1.423
1.423 
1,373

30 13.3% Law C om pliance Representative 1 200 1,552

72 81.9% A ccounting Technician 203 1,505

67
518

16

0 .0%
2 .1 %
0.0%

Carpenter
Highway Technician  Senior 
M ason

206
206
206

1.707 
1,891
1.707

24
23
12
13
14

0 .0%
0.0%
0 .0%
0 .0%
0 .0%

A utom otive  M echanic 
E lectronics Technician Senior 
Engineering .Aide Senior 
R ad io  Technician Senior 
Signing Supervisor

208
208
208
208
208

1,658
1.787 
1,891
1.787 
1,801

17 0 .0% W elder 210 1,707

12 0 .0% D river Evaluator Senior 211 1,599

108
31

127

0 .0%
0.0%
0.0%

Plant M aintenance E ngineer 
Plum ber
Stationary Engineer

215
215
215

1.707
1.707 
i;707

11 0 .0% R efrigeration  M echanic 222 1,707

91 0 .0% Bridge W orker 223 1,707

14
47

14.3%
70.2%

A uditor 
Tax Exam iner

233
233

1,590
1,590

128 0 .0% H eavy E quipm ent M echanic 237 1,757
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NO. O F  
IN CU M  
BENTS

18 16.7%
132 0.8%
31 0.0%
15 0.0%
17 11.8%
38 2.6%
11 72.7%
10 80.0%

52 9.6%
125 1.6%

48 0 .0%
11 0 .0%

36 0 .0%

70 85.7%

13 7 .7%

17 17.6%
11 9.1%
51 17.6%
23 8 .7%
12 0.0%
24 8.3%
42 0 .0%
17 0 .0%
38 18.4%
11 9 .1%
21 19.0%
16 93.8%
14 85.7%

107 88.8%

11 9.1%
13 0.0%

17 0 .0%

14 71.4%

10 0 .0%
16 0 .0%
30 0 .0%
47 0.0%

169 0.6%
31 3 .2%

20 0 .0%
84 0 .0%

47 8 .5%

PERCE N T
W O M E N  JO B  CLASS O R  TITLE

Pollution Control Specialist 
Natural R esources S pec 2-C onser 
Natural R esources S pec 2-Fisheries 
Natural R esources S pec 2-Park Spec 
U nem ploym ent Tax Exam iner 
Veterans E m ploym ent Representative 
Health Program K epresentative 
B ehavior Analyst 1

Natural R esources S pec 1-Forester 
Natural R esources S pec 2-Forester

Electrician
Grain Inspection Term inal Super 

H eavy Equipm ent Field M echanic 

Executive 2

Prison Industrial Forem an G eneral

Graduate Engineer 1 
C orrections A gent 
Pollution  C ontrol Spec Intermed 
Chem ist Interm ediate 
Land Supervisor 
Public H ealth Sanitarian 2 
Right o f  W ay A gent Interm ediate 
V ocationa l Education Field Instr 
C orrections A gent Senior 
H ydrologist

1981 SALARY 
(M O N T H L Y  M A X IM U M )

HAY
PTS M A LE  FEM ALE

238
238
238
238
238
238
238
238

245
245

247
247

249

252

275
275
275
275
275
275
275
275
275
275A AT » fcZ

U nem ploym ent Tax Exam iner Interm ed 275 
R egistered  Nurse 1 
R egistered Nurse 2 
R egistered  Nurse

Architectural Drafting T ech  Sr 
D river Evaluator Supervisor

Natural R esources S pec 3 -A quatic

Librarian

B oiler Inspector
Natural R esources S pec 3 -C onserv 
Natural R esources S pec 3-Fisherit^ 
Natural R esources S pec 3 -W ildlife 
Principal Engineering Specialist 
Safety Investigator Senior

Bridge Forem an
Highway M aintenance Forem an

Correc tiona l C ounse lo r 4

275
275
275

2.82
282

289

291

298
298
298
298
298
298

301
301

1.590 
1,808
1.703
1.703
1.590 
1,646

1,538
1,703

1,707
1,724

1,810

263 1,707

1,768
1,590
1.891
1.891 
1,964
1.891 
2,031 
2,260
1.961 
1,763
1.961

2,102
1,710

1,891

2,342
2 , 0 2 0
1.891
1.891 
2,347 
2,104

2,088
2,088

1.590
1.590

1,740

1.723
1.723
1.723

1,825

307 2,116
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N O . OF 
IN CU M PERCENT H AY

1981
(M O N T I

BENTS W O M EN JOB CLASS O R  TITLE PTS M ALE

25 0 .0% Building M aintenance Forem an 308 1,810

45 15.6% Graduate Engineer 2 314 2,109
99 14.1% Tax Exam iner 4 314 2,104

18 0 .0 % Heavy Equipm ent M echanic Forem an 315 2,333

12 0 .0 % Highway M aintenance Supervisor 319 2,248

23 8 .7% Appraiser Senior 
Rignt o f  Wav A gent Senior

323 2,182
19 0 .0% 323 2,182
19 94.7% Nursing Evaluator 2 323

23 4 .3 % Business M anager 1 332 2,041
22 4 .5 % Correctional Security Caseworker 332 2,031
26 7 .8 % Corrections A gent Career 332 2,182
15 0 .0 % Land Surveyor 2 332 2,619
41 17.1% M anagem ent Analyst Senior 332 2,104
12 16.7% Planning Grants Analyst Senior 332 2,104
84 14.3% Rehabilitation C ounselor Career 332 2,104
11 100.0% Public Health Nursing Advisor 332

22 0 .0 % Pollution Control Specialist Sr 342 2,104

37 5 .4 % Crim e Investigator 2 352 2,533

12 16.7% Pharmacist 353 2,297
131 94.7% R egistered Nurse 3 Senior 353

20 0 .0% Building M aintenance Supervisor 366 1,902
21 0 .0% C hief Pow er Plant Engineer 366 1,970

16 6 .3% C orrections Specialist 382 2,354
165 2 .4% E ngineer Senior 382 2,619

11 18.2% Planning Grants Analyst Principal 382 2,271
34 0 .0% Tax Examiner 5 382 2,260

44 6 .8% Systems Analyst Senior 404 2,612
10 10.0% Planner 3 Transportation 404 2,271
24 91.7% R egistered Nurse 4-Principal 404

12 8 .3% Correctional Supervisor 406 2,116
33 12.1% Rehabilitation C ounselor Super 406 2,192
10 0 .0% Pharmacist Senior 406 2,565
19 89.5% R egistered Nurse Adm in-Supervisory 406

16 12.5% A ccounting O fficer Principal 417 2,192
15 6 .7% H ydrologist Senior 417 2,612

22 9 .1% Job Service A rea  M anager 2 421 2,192

13 15.4% Institution Educational Supervisor 432 2,725

SALARY 
JLY  M AXI ML'

F E M A L E

1,911

2,050

1,911

1,911

2,041
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1981 SALARY
NO. O F  (M O N T H L Y  M A X IM U M )
IN C U M  PE R C E N T HAY
BENTS W O M E N JO B  CLASS O R  TITLE PTS M A LE  FEM ALE

16 0.0% Highv/ay M aintenance Superintendent 449 2,514

180
17
47

0 .0%
11.8%
17.0%

E ngineer Principal 
A ccounting D irector 
Psychologist 2

479
479
479

2,923
2,354
2,427

25 0.0% Physical Plant D irector 516 2,439

16 6 .3% Dentist 551 3,417

18
32

5 .6%
0.0%

C om pensation  Judge 
E ngineer Adm inistrative

588
588

3,000*
3,130

35 17.1% Education  Specialist 3 611 3,010

15 13.3% M ediator 654 3,010**

13 15.4% C h ief o f  Service 864 3,473

* Salary set by statute.

“ Salary is part o f  the C om m issioner’s Plan fo r  unrepresented em ployees.
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A PPE N D IX IV. M IN N E S O T A  P A Y  E Q U IT Y  L A W  F O R  S T A T E  E M P L O Y E E S

C hapter 43A 

D epartm ent o f  Em ployee Relations
43A.01 Policies.
Subd. 3. Equitable compensation relationships. It is the policy of this state to attempt to establish 
equitable compensation relationships between female-dominajed, male-dominated, and balanced clas­
ses o f employees in the executive branch. Compensation relationships are equitable within the mean­
ing o f this subdivision when the primary consideration in negotiating, establishing, recommending, and 
approving total compensation is comparability o f the value o f the work in relationship to other posi­
tions in the executive branch.
43A.02 Definitions. \ \
Subd. 6a. Balanced class. "Balanced class" means any class in which no morh^than 80 percent of the 
incumbents are male and no more than 70 percent o f the incumbents are femal^.
Subd. 11. Class. "Class" means one or more positions sufficiently similar with resect to duties and 
responsibilities that the same descriptive title may be used with clarity to designate eaqh position allo­
cated to the class and that the same general qualifications are needed for performance af the duties of 
the class, that the same tests o f fitness may be used to recruit employees, and that the same schedule of 
pay can be applied with equity to all positions in the class under the same or substantially the same 
employment conditions.
Subd. 13. Commissioner. "Commissioner" means the commissioner o f employee relations.
Subd. 14a. Comparability of the value of the work. "Comparability o f the value of the work" means 
the value of the work measured by the composite o f the skill, effort, responsibility, and working condi­
tions normally required in the performance o f the work.
Subd. 22a. Female-dominated class. "Female-dominated class" means any class in which more than 70 
percent of the incumbents are female.
Subd. 27a. Male-dominated class. "Male-dominated class" means any class in which more than 80 per­
cent o f the incumbents are male.
43A.05 Policies and Responsibilities Through the Personnel Bureau.
Subd. 5. Comparability adjustments. The commissioner shall compile, subject to availability of funds 
and personnel, and submit to the legislative commission on employee relations by January 1 o f each 
odd-numbered year a list showing, by bargaining unit, and by plan for executive branch employees 
covered by a plan established pursuant to section 43A.18, those female-dominated classes and those 
male-dominated classes in state civil service for which a compensation inequity exists based on com­
parability of the value o f the work. The commissioner shall also submit to the legislative commission on 
employee relations, along with the list, an estimate o f the appropriation necessary for providing com­
parability adjustments for classes on the list. The commission shall review and approve, disapprove, or 
modify, the list and proposed appropriation. The commission’s action shall be submitted to the full 
legislature ir. the same manner as provided in sections 3.855 and 43A.18 or 179A.22, subdivision 4, 
provided that the full legislature may approve, reject, or modify the commission’s action. The commis­
sion shall show the distribution o f the proposed appropriation among the bargaining units and among 
the plans established under 43A.18. Each bargaining unit and each plan shall be allocated that propor­
tion o f the total proposed appropriation which equals the cost of providing adjustments for the posi­
tions in the unit or plan approved by the commission for comparability adjustments divided by the total 
cost o f providing adjustments for all positions on the list approved by the commission for comparability 
adjustments. Distribution of any appropriated funds within each bargaining unit or plan shall be deter­
mined by collective bargaining agreements or by plans.
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Subd. 6. Allocation. The amount recommended by the legislative commission on employee relations 
pursuant to subdivision 5 to make comparability adjustments shall be submitted to the full legislature 
by March 1 or each odd-numbered year. The legislature may accept, reject, or modify the amount 
recommended. The commissioner of finance, in consultation with the commissioner o f employee rela­
tions, snail allocate the amount appropriated by the legislature, on a pro-rata basis, if necessary, to the 
proper accounts for distribution to incumbents o f classes which have been approved for comparability 
adjustments.
Funds appropriated for purposes of comparability adjustments for state employees shall be drawn 
exclusively from and shall not be in addition to the funds appropriated for salary supplements or other 
employee compensation. Funds not used for purposes o f comparability adjustments shall revert to the 
appropriate fund.
Subd 7. Human Rights. The commissioner of human rights or any state court may use as evidence the 
results o f any job evaluation system established under subdivision 5 and the reports compiled under 
subdivision 5 in any proceeding or action alleging discrimination.
43A.18 Total Compensation; Collective Bargaining Agreements; Plans
Subd. 8. Compensation relationships o f positions. In preparing management negotiating positions for 
compensation which is established pursuant to subdivision 1, and in establishing, recommending and 
approving total compensation for any position within the plans covered in subdivisions 2 ,3  and 4, the 
commissioner shall assure that;
(a) Compensation for positions in the classified and the unclassified service compare reasonably to 
one another;
(b) Compensation for state positions bears reasonable relationship to compensation for similar posi­
tions outside state service;
(c) Compensation for management positions bears reasonable relationship to compensation o f repre­
sented employees managed;
(d ) Compensation for positions within the classified service bears reasonable relationships among 
related job classes and among various levels within the same occupations; and
(e) Compensations bear reasonable relationships to one another within the meaning of this subdivision 
if compensation for positions which require comparable, skill, effort, responsibility, and working condi­
tions is comparable and if compensation for positions which require differing skill, effort, respon­
sibility, and working condition is proportional to the skill, effort, responsibility, and working conditions 
required.

Laws 1982, Chapter 634, sections 1-8
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C hapter 471

Rights, Powers, Duties: Several Political Subdivisions

71.991 Definitions.
Subdivision 1. Terms. For the purposes of Laws 1984, chapter 651, the following terms have the mean­
ings given them.
Subd. 2 . Balanced class. "Balanced class" means any class in which no more that 80 percent o f the 
members are male and no more than 70 percent of the members arc female.
Subd. 3. Comparable work value. "Comparable work value" means the value o f work measured by the 
skill, effort, responsibility, and working conditions normally required in the performance of the work.
Subd. 4. Class. "Class" means one or more positions that have similar duties, responsibilities, and 
general qualifications necessary to perform the duties, with comparable selection procedures used to 
recruit employees, and use of the same compensation schedule.
Subd. 5. Equitable compensation relationship. "Equitable compensation relationship" means that a 
primary consideration in negotiating, establishing, recommending, and approving total compensation is 
comparable work value in relationship to other employee positions within the political subdivision.
Subd. 6. Female-dominated class. "Female-dominated class" means any class in which 70 percent or 
more o f the members are female.
Subd. 7. Male-dominated class. "Male-dominated class" means any class in which 8G percent or more 
o f the members are male.
Subd. 8. Position. "Position" means a group o f current duties and responsibilities assigned or 
delegated by a supervisor to an individual.
471.992 Equitable Compensation Relationships.
Subdivision 1. Establishment. Subject to sections 179A.01 to 179A.25 but notwithstanding any other 
law to the contrary, every political subdivision o f this state shall establish equitable compensation 
relationships between female-dominated, male-dominated, and balanced classes o f employees.
Subd. 2. Arbitration. In all interest arbitration held pursuant to sections 179A.01 to 179A.25, the 
arbitrator shall consider the equitable compensation relationship standards established in this section, 
the standards established under section 471.993 together with other standards appropriate to interest 
arbitration. The arbitrator shall consider both the results of a job evaluation study and any employee 
objections to the study.
Subd. 3. Effective date. This section will become effective August 1,1987.
471.993 Compensation Relationships o f Positions.
Subdivision 1. Assurance of reasonable relationship. In preparing management negotiation positions 
for compensation established through collective bargaining under chapter 179A and in establishing, 
recommending, and approving compensation plans for employees of political subdivisions not repre­
sented by an exclusive representative under chapter 179A, the respective political subdivision as the 
public employer, as defined in section 179A.03, subdivision 15, or, where appropriate, the Minnesota 
merit system, shall assure that:
(1) compensation for positions in the classified civil service, unclassified civil service, and management 
bear reasonable relationship to one another;
(2) compensation for positions bear reasonable relationship to similar positions outside of that par­
ticular political subdivision’s employment; and

A PPEN D IX  V. L O C A L  G O V E R N M E N T  P A Y  E Q U IT Y  A CT
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(3) compensation for positions within the employer’s work force bear reasonable relationship among 
related job classes and among various levels within the same occupational group.
Subd. 2. Reasonable relationship defined. For purposes of subdivision 1, compensation for positions 
bear "reasonable relationship" to one another if:
(1) the compensation for positions which require comparable skill, effort, responsibility, working condi­
tions, and other relevant work-related criteria is comparable; and
(2) the compensation for positions which require differing skill, effort, responsibility, working condi­
tions, and other relevant work-related criteria is proportional to the skill, effort, responsibility, working 
conditions, and other relevant work-related criteria required.
471.994 Job Evaluation System.
Every political subdivision shall use a job evaluation system in order to determine the comparable work 
value. The political subdivision may use the system o f some other public employer in the state. Each 
political subdivision shall meet and confer with the exclusive representatives o f their employees on the 
development or selection of a job evaluation system.
471.995 Report Availability.
Notwithstanding section 13.37, every political subdivision shall submit a report containing the results of 
the job evaluation system to the exclusive representatives of their employees to be used by both parties 
in contract negotiations. At a minimum, the report to each exclusive representative shall identify the 
female-dominated classes in the political subdivision for which compensation inequity exists, based on 
the comparable work value, and all data not on individuals used to support these findings.
471.996 Private Data.
Except as provided in section 471.995, the results o f any job evaluation system established under sec­
tion 471.994 and the reports compiled under section 471.995 shall be considered personnel data as 
defined in section 13.43, subdivision 1, and treated as private data under section 13.43, subdivisions 4 
and 5, until July 31,1987. The commissioner o f mediation services is authorized to release the job 
evaluation system results and reports to labor organizations as provided under section 13.43, sub­
division 6.
471.9966 Effect on Other Law.
Notwithstanding section 179A.13, subdivision 2, it is not an unfair labor practice for a political sub­
division to specify an amount o f funds to be used solely to correct inequitable compensation relation­
ships. A political subdivision may specify an amount o f funds to be used for general salary increases. 
The provisions o f section 471.991 to 471.999 do not diminish a political subdivision’s duty to bargain in 
good faith under chapter 179A or sections 179.35 to 179.39.
471.997 Human Rights Act Evidence.
The commissioner of human rights or any state court may use as evidence the results o f any job evalua­
tion system established under section 471.994 and the reports compiled under section 471.995 in any 
proceeding or action alleging discrimination.
471.9975 Suits Barred.
No cause o f action arises before August 1,1987 for failure to comply with the requirements o f Laws 
1984, chapter 651.
471.998 Report to Commissioner.
Subdivision 1. Report on implementation plan: contents. Every political subdivision shall report to 
the commissioner of employee relations by October 1,1985, on its plan for implementation o f sections
471.994 and 471.995. Each report shall include:
(1 ) the title of each job class which the political subdivision has established;
(2 ) the following information for each class as o f July 1,1984:
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(a) the number of incumbents;
(b) the percentage o f incumbents who are female;
(c) the comparable work value of the class, as determined under the system chosen under section 471. 
994; and
(d) the minimum and maximum monthly salary for the class;
(3) a description of the job evaluation system used by the political subdivision; and
(4) a plan for establishing equitable compensation relationships between female-dominated and male- 
dominated classes, including:
(a) identification of classes for which a compensation inequity exists based on the comparable work 
value;
(b) a timetable for implementation o f pay equity; and
(c) the estimated cost o f implementation.
Subd. 2. Technical assistance. The commission of employee relations shall, upon request o f a political 
subdivision, provide technical assistance in completing the required reports.
471.9981 Counties and Cities: Pay Equity Compliance.
Subdivision 1. 1988 report. A home rule charter or statutory city or county, referred to in this section 
as a "governmental subdivision," that employs ten or more people and that did not submit a report 
according to section 471.998, shall submit the report by October 1,1988, to the commissioner of 
employee relations.
The plan for implementing equitable compensation for the employees must provide for complete 
implementation not later than December 31,1991, unless a later date has been approved by the com­
missioner. I f  a report was filed before October 1,1987, and had an implementation date aJfter Decem­
ber 31,1991, the date in the report shall be approved by the commissioner. The plan need not contain 
a market study.
Subd. 2. Penalty for noncompliance. Notwithstanding sections 275.50 to 275.56, for taxes levied in 
1988, payable in 1989 only, a governmental subdivision that does not submit the report required in sub­
division 1 shall be subject to the levy limits provided in subdivisions 3 to 5.
Subd. 3. Cities. For a home rule charter or statutory city, the levy limit base for taxes payable in 1989 is 
the sum of (1) the city’s total levy for taxes payable in 1988, excluding the amount levied in that year for 
debt service and the amount for unfunded accrued pension liabilities under Laws 1987, chapter 268, 
article 5, section 12, subdivision 4, clause (2); and (2) the amount received in 1988 as described in sec­
tion 275.51, subdivision 3i. This sum shall be increased by a percentage equal to the greater o f the per­
centage increases in population or in number o f households, if any, for the most recent 12-month 
period for which data is available, using figures derived under section 275.51, subdivision 6. The result­
ing amount for the home rule charter or statutory city multiplied by 103 percent is the city’s levy limit 
base for taxes payable in 1989. The payable 1989 levy limitation for the city shall be equal to the levy 
limit base determined under this section reduced by the aids for 1989 enumerated in section 275.51, 
subdivision 3i.
Subd. 4. Counties. For a county, the levy limit base for taxes payable in 1989 is the sum of (1) the 
county’s total levy for taxes payable in 1988, excluding the amount levied in that year for (i) debt ser­
vice; (ii) levied for unfunded accrued pension liabilities under Laws 1987, chapter 268, article 5, section 
12, subdivision 4, clause (2); (iii) income maintenance programs except for the administrative costs 
associated with those programs; and (iv) social services programs, including the administrative costs 
associated with those programs, plus (2 ) the amount received in 1988 as described in section 275.51, 
subdivision 3i. This sum shall be increased by a percentage equal to the greater of the percentage in­
creases in population or in number o f households, if any, for the most recent 12-monin period for 
which data is available, using figures derived under section 275.51, subdivision 6. The resulting amount 
for the county multiplied by 103 percent is the county’s levy limit base for taxes payable in 1989. The
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payable 1989 levy limitation for the county shall be equal to the levy limit base determined under this 
section reduced by the aids for 1989 enumerated in section 275.51, subdivision 3i.
Subd. 5. Exceptions. For taxes payable in 1989, the amounts levied for the following costs are not sub­
ject to the limitation under subdivision 3 or 4:
(1) levies for debt service;
(2) levies for unfunded accrued pension liabilities as specified in section 275.50, subdivision 5, clause
(o);

(3) levies for income maintenance programs, net of any aid payments received under section 273.1397, 
and excluding the administrative costs associated with those programs; and
(4) levies for social service programs including the administrative costs associated with those programs.
The amount levied by the county for taxes payable in 1989 to pay the costs o f programs described in 
clauses (3) and (4) shall be subject to the percentage limitations provided in section 275.50, subdivision 
5, clause (d).
Subd. 6. Penalty for failure to implement plan. If the commission of employee relations finds, after 
notice and consultation with a governmental subdivision, that it has failed to implement its plan for 
implementing equitable compensation by December 31,1991, or the later date approved by the com­
missioner the aid that would otherwise be payable to that governmental subdivision under sections 
477A.011 to 477A.014 in calendar year 1992 shall be reduced by five percent; provided that the reduc­
tion in aid shall apply to the first calendar year beginning after the date for the implementation o f the 
plan o f a governmental subdivision for which the commissioner o f employee relations has approved an 
implementation date later than December 31,1991. The commissioner may waive the penalty upon 
making a finding that the failure to implement was attributable to circumstances beyond the control of 
the governmental subdivision or to severe hardship.
471.999 Report to Legislature.
The commissioner o f employee relations shall report to the legislature by January 1,1986 on the infor­
mation gathered from political subdivisions. The commissioner’s report shall include a list of political 
subdivisions which did not comply with the reporting requhements o f this section.

Laws 1984, Chapter 651, sections 1-11 
(Amended) Laws 1986, Chapter 459, sections 1-3 
(Amended) Laws 1988, Chapter 702, section 15
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A PPEN D IX  V I. Law Establishing a Financial Penalty fo r  N on-reporting by Schools

Laws o f  M innesota 1987 C hapter 398 A rticle I 

Sec. 25. Non compliance with Pay Equity.
Subdivision 1.1987 Report. A school district that employs ten or more people and that did not submit 
a report according to Minnesota Statutes section 471.998, shall submit a report by October 1, 1987, to 
the commissioner of employee relations. The report must include:
(1) a summary o f the result o f the district’s study of its need to establish equitable compensation for its 
employees;
(2 ) the amount o f the total annual payroll o f the district, and the annual cost o f implementing equitable 
compensation; and
(3) the plan for implementing equitable compensation for the employees, including a timetable for 
stages o f implementation. The plan must provide for complete implementation not later than Decem­
ber 31,1991. The plan does not have to contain a market study.
Subd. 2. Total Cost Freeze. Any district that does not comply with subdivisi'’ -' 1, must not expend for 
the total costs o f district administration and supervision more during the 1987-1988 school year than it 
did during the 1986-1987 school year.
Administration and supervision costs include all costs related to the school board, office o f the superin­
tendent, central office, district support services, and administrative and supervisory staff. It includes all 
costs related to the administration and supervision of elementary education, secondary education, 
special education, vocational education, community education, food service, transportation services, 
building operations and maintenance, and other programs.
It does not include principals, assistant principals, direct costs o f classroom teaching, and professional 
support services for pupils such as library, social work, health, and counseling.
The costs shall be determined according to the uniform financial accounting and reporting categories 
of district and school administration, district support services, and all executive and managerial salaries 
and their related expenditures. Expenditures related to principals and assistant principals must not be 
included in any category.
Subd. 3. Aid Reduction for Administration Costs. By October 1,1987, the commissioner of empl wee 
relations shall certify to the commissioner of education the school districts that have not complie'. with 
subdivision 1. For each of these school districts, the commissioner o f education shall reduce founda­
tion aid for the 1988-1989 school year by an amount equal to five percent of the district’s administration 
costs for the 1986-1987 school year. If the reduction exceeds the district’s foundation aid, the reduction 
shall be made from other aids paid to the district.
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A PPEN D IX  V II. Law Establishing a Financial Penalty fo r Non-compliance o f
Schools

C hapter 124A 

G eneral Education Revenue

124A31 Equitable Compensation Penalty.
Subdivision 1. Implementation. A school district subject to sections 471.991 to 471.999 shall imple­
ment the plan to establish equitable compensation relationships set forth in its report to the commis­
sioner o f employee relations. The plan shall be implemented by December 31,1991, unless a later date 
is approved by the commissioner. I f  a report was filed before October 1,1987, and had an implementa­
tion date after December 31,1991, the date in the report shall be approved by the commissioner.
Subd. 2: Aid reduction for administration costs. By October 1,1992, the commissioner of employee 
relations shall certify to the commissioner of education the school districts that have not complied with 
subdivision 1. For each of these school districts, the commissioner o f education shall reduce general 
education aid for fiscal year 1993 by an amount equal to five percent o f the district’s administration 
costs for the 1990-91 school year. I f  the reduction exceeds the districts’s general education aid, the 
reduction shall be made from other aids paid to the district.
Subd. 3. Adjustment of years. The commissioners o f employee relations and education shall adjust the 
years designated in subdivision 2 for school districts with implementation dates after December 31, 
1991.
Subd. 4. Extensions. The commissioner o f employee relations must extend an implementation date 
upon a finding that failure to implement was attributable to severe hardship to circumstances beyond 
the control o f the district.

Laws 1988, Chapter 718, Article 7, section 34
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A PPEN D IX  V II I . R E S O U R C E S

The following organizations can provide information and assistance on pay equity 
in Minnesota:

Com m ission on  the E con om ic  Status o f  W om en, 85 State O ffice  Building, St. Paul 
M N  55155, 612/296-8590 (Tw in Cities and other states) or 800-652-9747 (to ll-free  
line for non-m etro locations in M innesota)

M innesota D epartm ent o f  E m ployee Relations, 520 Lafayette, St. Paul, M N  55155, 
612/296-2653 (Tw in Cities and other states) or 800-652-9747 (to ll-free  line for  non­
m etro locations in M innesota)

League o f  W om en  V oters o f  M innesota, 550 R ice, St. Paul, M N  55103, 612/224- 
5445. "Pay Equity: A  M onitoring G u idebook" is available from  the League office .

M innesota Pay Equity C oalition , 550 R ice, St. Paul, M N  55103, 612/228-0338.

The following organization is a clearinghouse of information on pay equity ac­
tivities nationally:

National C om m ittee on  Pay Equity, 1201 Sixteenth Street Northwest, R o o m  420, 
W ashington, D .C . 20036. (202)822-7304.
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A PPEN D IX  IX . T E C H N IC A L  N O TES

Sources for information and descriptions o f  the data in this report are cited below  by page number.

Page 7. The com position o f bargaining units by size and sex is as indicated in a com puter printout 
prepared by the Department o f  Em ployee Relations, based on Department o f  Em ployee Relations 
data for O ctober 1984. Bargaining unit names are specified by state law and are not com parable with 
occupational groups designated by the U. S. Department o f  Labor.

Page 8. The number o f  state em ployee jo b  classes and their com position  by size and sex are based on a 
com puter printout prepared by the Department o f  E m ployee Relations. Included are full-time un­
lim ited em ployees in the executive branch, excluding academ ic em ployees at the University o f  M in­
nesota, state universities and comm unity colleges.

Page 9. Sample ratings for state jobs assigned relatively high and relatively low  Hay points are based on 
a Department o f  Em ployee Relations printout entitled "Summary o f  Evaluations, R eport H S09", 
prepared as part o f  the Hay study in 1979. Since that time, a number o f  jo b  classes have been split into 
supervisory and non-supervisory com ponents, som e classes have been eliminated, and som e Hay point 
evaluations have been changed.

Pages 9 & 10. Data about state em ployees occupational groups and average salaries by sex are from  a 
Department o f  Em ployee Relations com puter printout entitled "A ccession  Analysis, R eport CZ10", 
based on the state payroll. Occupational groups listed are those defined by the U.S. Department o f  
Labor and should not be confused with bargaining unit names. Included are all executive branch 
em ployees except academ ic em ployees at the University o f  M innesota, state universities and com ­
munity colleges. Unclassified em ployees are included in the chart on page 10.

Page 12. T he scattergrams are com puter representations from  the listing o f  male-dom inated and 
fem ale-dom inated state em ployee jo b  classes in A ppendix III.

Page 16. Estimates o f  the numbers o f  em ployees o f  local governments are from  1980 Census data. 
Estimates o f  wom en in local governments are from  the Com m ission’s 1980 publication "M innesota 

W om en: City and County Employment."

Pages 18 and 19. Data from local government pay equity reports are from the Department o f  
E m ployee Relations report "Pay Equity in M innesota Local Governm ents" (January 30,1986) and from 
unpublished data from the department.

A ppendix I. The information is excerpted from "Fair Pay - W hat’s The Real Cost?" published by the 
National Com m ittee on Pay Equity.

A ppendix II. The top ten male and female job s  are excerpted from  the full listing o f  m ale-dominated 
and fem ale-dom inated state em ployee jo b  classes in A ppendix III.

Appendix III. This listing includes all jo b  classes for full-time unlimited executive branch em ployees 
except those at the University o f  Minnesota, academ ic and instructional em ployees o f  the state univer­
sity system, and instructional em ployees o f  the comm unity college system. The list is limited to classes 
which had at least 10 incumbents as o f  O ctober 1981, which had been assigned Hay points and which 
w ere either m ale-dominated or fem ale-dom inated.

Information about number o f  incumbents and percent female is based on the printout described in the 
note for page 8. Information about number o f  Hay points assigned is based on the Department o f 
Em ployee Relations printout described in the note for page 9, and does not account for any positions 
which have been re-evaluated. Information about salaries is based on bargaining contracts in effect on 
July 1,1981, for all bargaining units except those represented by A FSC M E , where salaries were in e f­
fect as o f  August 11,1981.
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The C O M M IS S IO N  ON  TH E  E C O N O M IC  STATUS O F W O M E N
is a legislative advisory com m ission established by the M innesota 
legislature in 1976. C om m ission  m em bers include state senators 
and representatives. The Com m ission studies all matters relating 
to the econ om ic status o f  w om en in M innesota, publishes reports 
and makes recom m endations to the legislature and to the governor.
Com m ission m em bers are:

Senator Linda Berglin 
Senator G ary D eC ram er 
Senator Pat Piper, C hair 
S enator Jam es Ram stad 
Senator E m ber Reichgott

Representative K aren C lark  
Representative Connie M orrison  
Representative K aty O lson, V ice-C hair 
Representative H oward Orenstein 
Representative G loria  Segal

This report is not copyrighted. Y ou  are w elcom e to copy and distribute this inform a­
tion. H ow ever, w e appreciate your citing the source.
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