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INTRODUCTION

Premise

With regard to wages, women have traditionally
taken a backseat to the "breadwinner male." As the
twenty-first century dawns just over the horizon,
women are still being paid proportionately less than
men for comparable positions. Currently women
represent 45% of the total work force in the U.S.,
yet they earn only $.65 of every dollar earned by
male workers (U.S. Dept. of Labor Fact Sheet 88-2).
One "excuse" given for this disparity is that the
vast majority of working women are in lower paying
jobs. However, it is interesting to note that many
times the lower paying jobs are comparable to jobs
being performed by men at higher rates of pay. In
the name of justice alone, why should women be paid
less than men? America is considered the land of
opportunity and freedom, yet discriminatory practices
exist in employment.

The inequality illustrated in the treatment of
men and women is a current and crucial problen.
Every year the number of working women increases
(U.S. Dept. of Labor Fact Sheet 88-1). It is very

conceivable that one day in the not-too-distant
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future women will represent 50% of the work force.
It is imperative that steps be taken to correct the
pay inequity that is prevalent in the business world.

Betty Friedan, who inspired the modern women’s
movement, expounds that the "problems of living
equality cannot wait another generation." She feels
that this issue is both political and personal in
depth of seriousness, and it must be resolved by "men
and women--liberals and conservatives" (Second 183).

How many times have these words been spoken, "I
don’t know what I would do without my secretary.
She’s my right arm."™ Nice words, but meaningless in
light of the fact that this manager pays his janitor
more than his "right arm." This certainly is a
dichotomy. It would indicate to the average
individual that this company manager does not believe
in putting his money where his mouth is. But wait a
minute...is it true callousness on the part of the
individual or just misguided perceptions that have
been perpetuated over the years?

Back in the late 1800’s the term "woman" meant
many things--"housewife," "mother," "cook," etc. Her
chief responsibilities were to raise the children,
clean the house, cook the meals, wash the clothes and

perform all other motherly and wifely duties.
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Society dictated these things. Boys were raised to
know that one day they would go out into the world to
make a living. Girls were taught how to sew and cook
in preparation for married life. Men were the
providers; women the nurturers. Many of us can
remember the Dick and Jane books showing the father
going off to work and the mother staying home with
the children. 1In later years we see this illustrated
in a television show called "Leave it to Beaver"
depicting the "perfect" family. Ward Cleaver went
off to work, and June stayed home to take care of the
house and children. She was always in a dress and
heels. This embraced society’s thinking that woman’s

proper place was in the home.
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Hypotheses

Society has ingrained in women the duty of

home and family, and this image has prevented them

from advancing into top career positions. Women have

been trained from toddlers to fulfill feminine roles

such as taking care of the house and children. Women
were never expected to have career aspirations or
want to work outside the home. The guilt experienced
by women who "had" to enter the job market was only
slightly assuaged by the fact that their economic
situation left them no other choice. This constant
worry over proper child care and welfare has had its
negative effects for working women.

Jobs held by women are not considered as
valuable as those held by men; therefore, the pay is
less. When women began entering the job market, they
either confined themselves or were confined to
certain jobs--waitress, secretary, phone operator,
nurse, etc. Worth was established by job, and female
jobs were considered worth less than the
"breadwinner" male jobs. This segregation has been
allowed to continue and grow to the present time.

Women are considered less desirable than men for

certain jobs because of preconceived ideas on travel
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and stability. When women are interviewed for
positions, there appears to be a bias, especially if
the interviewer is male, on awarding a job requiring
travel to a woman. While federal legislation
prohibits asking "How would your husband feel about
your traveling?" (unless the same question is asked
of male employees), the interviewer uses his own
preconceived ideas and favors male applicants for the
positions. This same logic can be applied to upward
mobility chances for women. It is believed by the
interviewer that women will sooner or later have to
take time off from work for maternity leave and even
the most aggressive career woman will then succumb to
the joys or pressures of motherhood, thus either
forsaking her career or pushing it down toward the
bottom of her list of priorities.

Women accept less pay for positions and even
expect it. They have, with society’s help, patterned
themselves to believe they are worth less than men.
It has now become a vicious circle. How can women
who need to work all of sudden decide they will not
work for less money than the men in this country?
This is precisely why a system of comparable worth
must be developed in order to help every working

woman.



Nowak 6

Society still perceives the man to be the
"breadwinner" and women to be working to bring in
extra money." Statistics will prove that "60% of
women in the work force...work because of economic
need" and in 56% of married couples the wives have to
work for the same reason.

Upper management officials do not feel that
women are emotionally stable enough to make
leadership decisions. Because of their upbringing as
nurturers, society considers women to be fragile,
emotional, creatures who rule with their hearts
instead of their heads. Much has been written
about this subject. While it may be true that women
apply a wider range of emotions when studying a
problem, the fact remains that they should be judged,
as men are, by the number of good versus bad
decisions they make. The process used to reach the
decision is immaterial.

Educated women are becoming more and more
frustrated as they strive to obtain higher paying
and more responsible positions. As women are
upgrading their knowledge and skills through
education and training, it becomes even harder to

understand why men are still receiving the higher pay
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and promotion opportunities. Men’s pay accelerates
faster than women regardless of education.

It is hard for women to obtain and keep jobs
traditionally held by men. If women are "fortunate"
enough to obtain higher paying jobs traditionally
held by men, it is sometimes short lived because of
the tremendous resentment shown by male coworkers.

On the other hand, giving women jobs usually held by
men in an effort to satisfy affirmative action plans
is definitely not the answer to achieve equality.
This can backfire resulting in deep resentment felt
by men because the women cannot do the physical work
required (reverse discrimination); or dissatisfied
female workers who took the jobs because the pay was
greater. Either way the company loses.

There are problems inherent in implementing a Jjob
worth system, but this cannot deter us from making the
effort. The federal government has already stated in
the Equal Pay Act of 1963 that women should be paid
equal to men for jobs of equal worth even though the
jobs may be dissimilar. What is lacking is enough
dedicated employers who want to right this imbalance
and enforcement for the remaining uninterested
employers. An injustice exists, and we must take

corrective action.
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Limitations

The proposed investigative study and research on
this topic will not be without limitations. It is
felt that personnel executives and company managers
may be somewhat reluctant to share actual facts,
figures and company practices due to possible legal
implications. The fact that the actual research
questionnaires and interviews will be geographically
limited primarily to the St. Louis Metropolitan area
illustrates another limitation as the views of
individuals in only a few states will be tabulated.
In addition, Missouri is a relatively conservative
state, therefore, there is some concern that sex bias
on the parts of male respondents may be a reality.

In spite of these limitations, it is felt that
meaningful data can be produced and presented which
will enlighten the reader on the evolution of pay
inequity and inspire and motivate the reader to
engage in philosophical and theoretical exercises

aimed at reducing this pay disparity.
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Background

Historical Data

In order to truly understand how the roles of
women have evolved, it is necessary to look back into
history to see how societal patterns and socializa-
tions emerged. This will give the reader an insight
into the origin of pay inequity between men and
women.

In the latter part of the nineteenth century,
the concept of "virtuous womanhood" was still in
effect. This translated into a "code of behavior
that demanded women to "embody and propagate an
inherently feminine kind of chastity, and sensibility
in their families and throughout the society."
Temperance societies and Young Women’s Christian
Associations were formed to "save" all women from
deviation from the model of the perfect woman
(Rothman 5).

Looking at history one can begin to understand
how the label of "weaker sex" got assigned to women,
but the term is contradictory in nature. Women were
considered to be fragile and sickly specimens of
humanity; yet at the same time, in addition to

handling the duties required in a household (such as
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washing clothes, cleaning house, sewing, etc.), they
"possessed extraordinary moral strength, saintly
devotion, and exemplary virtue (Rothman 26). This is
an early example of stereotyping of women which has
had an impact on future generations.

Two major factors contributed toward changing
women’s role--technology and education. The
invention of the typewriter by Remington opened up an
avenue in the work force for women. Companies liked
the new machines but needed trained operators to use
them. Remington capitalized on the idea by opening
up typewriting schools and established an employment
section to take orders for trained operators. By
1890 the demands for typewriters and operators almost
surpassed Remington’s ability to supply. The
Remington school recruited female high school
graduates because less educated men "did not have the
literacy skills necessary..." and educated men had
better opportunities. Companies wanted typists who
could spell and who understood the rules of grammar
and punctuation. So many women entered the work
force as typists that the term "typewriter" soon
became synonymous with typist (Rothman 48).

Even the strongest proponents of women working

outside the home made it clear that working was a
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"temporary state"--a way to occupy time until the
"right man came along." The skills learned through
working were to improve a woman’s "marital choices...
and to demonstrate her moral worth through self
support under the most trying circumstances (Rothman
47-48). However, society made it clear to women
that they were not working toward having a permanent
career. With this type of philosophy, women looked
on themselves as "part-time workers," and this
thinking was shared by employers. Women gave no
thought to promotions or pay equity. Employers were
reluctant to give promotions or pay raises to women
who they felt were simply temporary. Companies did
not mind the "temporary" status of working women
because the pay was kept low and when one
"typewriter" left to get married, there was always
another one to take her place (Rothman 48-50).

It seemed a natural progression for women to
then move into stenography. They took over this
profession in a large way from the men who had
dominated the field. It must be noted, however, that
when "stenography" retained its traditional place as
a starting point for a career, it was men and not

women who filled the post. This is evidenced in a
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decision made by the Chicago and Northwestern
Railroad in 1878 that it would "no longer hire women
stenographers." This decision was based solely on
their adherence to company policy on "promotion of
employees" (Rothman 50-52). This translated to mean
that women were not promotable.

Another contribution to female role change can
be seen in the roles played by colleges. Matthew
Vassar, the founder of Vassar College, insisted that

woman having received from her Creator the
same intellectual constitution as man, has
the same right as man to intellectual
culture and development (Rothman 26).

Vassar was the first college to admit women into
courses exclusively dominated by men. This created a
furor with physicians. Doctors felt that the
fragility and sickliness of women did not predispose
them to rigorous, intellectual learning sessions. It
was alright to send girls to two-year teaching
schools or to schools devoted to "instilling correct
female graces." However, doctors warned against
sending girls to college to learn difficult subjects
typically reserved for men citing possible mental

problems as a result (Rothman 26-27).
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It is ironic to note that jobs for women pleased
physicians much more than allowing them to go to
college. Dr. Edwin Clarke stated that "factory girls
were healthier [than female college students] because
they ‘work their brains’ less" (Rothman 46).

Along with the concept of apartment living which
became popular in the late 1800’s, the department
store idea was introduced. Elaborate stores with
statutes and fountains were built to provide all the
necessities and luxuries for urban dwellers. This
opened up additional jobs for women and men. Women
became sales clerks and cashiers. Store managers
considered less educated males not suitable, and since
educated males were not interested, this left the
field wide open for women. Seventy-five percent of
the employees in department stores were women.

Owners felt that "women were more honest than men"
(Rothman 53). One store manager related
we didn’t want men; we wouldn’t have them
if they came at thg same price. No, give
me a woman every time. I’ve been a manager
for thirteen years, and we never had but
four dishonest girls and we’ve had to

discharge over forty boys in the same time
(Rothman 53).

It should also be noted that women were thought

to be easier to manage. A certain code of ethics and
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rules were to be followed. Male floorwalkers were
hired at considerable more pay to walk the floors to
make sure their "army of clerks" were up to the
standard in "dress, deportment and activities"
(Rothman 54). Here again, women were in dead-end
jobs. They had no chance for advancement.

Even though the typing, stenographic and sales
clerk jobs opened up for women, the primary position
for women in the work force was teaching. Right
after public schools were founded in the 1820’s, the
teaching staffs were severely criticized for being
unsatisfactory. George Emerson, a distinguished
educator, advised the Massachusetts state legislature
in 1837 that public school teachers were either

young men in the course of their studies
teaching from necessity, and often with a
strong dislike for the pursuit [or] they
were persons who, having failed in other
callings, take to teaching as a last resort
with no qualifications for it, and no
desire of continuing it longer than they
are obliged by absolute necessity (Rothman
56)

Emerson insisted that the state normal school
would produce the "ideal teacher" who would know "how

to teach." He felt that the graduates would be able

to fulfill the "seemingly masculine task of ordering
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and disciplining a classroom" (Rothman 56). However,
it was women and not men who "flocked to the normal
schools.”" The men found better, higher paid
positions. It was felt that men did not enjoy the
"confining and toilsome duties of teaching and
governing young children." On the other hand, women
are "fitted by disposition, and habits, and
circumstances for such duties..." (Rothman 57). It
was further stressed by Catherine Beecher that "the
education necessary to fit a woman to be a teacher

is exactly the one that best fits her for that
domestic relations she is primarily designed to
fill." By 1910 women made up 80% of the teaching
positions (Rothman 57). There you have it...women
were considered better suited, in society’s eyes, for
employment in low paying jobs offering no advancement
since they would soon abandon it for marriage.

It is believed that women went into teaching for
many reasons. It was a "comfortable role for women;"
it was "respectable work requiring little physical
drudgery, and the salaries were identical to that
made by stenographers." Ironically, even though
school boards felt that women teachers were superior,
they paid male teachers $35.00 per week while female

teachers earned only $14.00. Advances in men’s wages
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far surpassed women’s. In a ten year period in
Massachusetts, male wages increased at the rate of
14.8 percent. Only men held the administrative, well
paying positions, and only male teachers were promoted
to the position of superintendents. The old
"temporary" label could not be used as justifiable
reasoning for not promoting female teachers since
many women stayed in this profession for many years.

The Settlement House concept opened up the social
science field for both men and women. The idea was
developed to provide educated people with an
opportunity to live among the poor in order to
"influence and educate the poor through direct and
personal encounters" (Rothman 54). Distinguished
guests were invited to give lectures and attend
dinners and "intellectual discourse" was ever
present. While men residents moved on to better
positions after a certain amount of time, females
stayed on because no such opportunities were afforded
to them. Women were able to move into related fields
like hospitals and social agencies, but once again,
their positions could be considered less important.
"The male was the professional; the female the

technician" (Rothman 154). This sentiment was
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expressed concisely by one doctor in describing the
female nurse..."She is only the handmaiden of that
great and beautiful science in whose temple she may
only serve minor parts..." (Rothman 155).

The Great Depression hit the economy in the
1930’s and "women were driven out of the job market."
The theme was to "get the men back to work." A
"married person’s clause affected all federal civil
service workers." This meant that if there was a
reduction in the work force, the first ones dismissed
"were those who had spouses holding another federal
position." While the law did not specify that it had
to be the wife, 75% of those dismissed under this act
were women (Rothman 222).

Helen Brown Griffin worked for the St. Louis
Public Service (bus transportation) during the
depression. They had a rule that no married women
could work for the company. Griffin was told by her
supervisor not to report for work on Monday after her
marriage on Friday (Interview 11/21/88).

Then World War II affected the American work
scene by throwing women back into the work force.
Since the male population was away at war and
supplies were low, the country had no choice but to

employ women in all types of positions they had never
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been considered appropriate for in the past. The
government made it clear to these women that this was
only an "emergency measure" and as soon as peace
returned, the women were to return to their homes
(Rothman 222).

While women were "doing their duty for their
country, the problems of child care escalated to
paramount importance. The government stepped in with
some short-term measures, but these day care centers
were poorly run and concern for child welfare became
a major issue. Society began to berate the mothers
who were working calling them "war work deserters"
because they neglected their children by not
providing "adequate care and supervision" (Rothman
223). This illustrates the true societal feelings
toward working mothers. It was just not accepted and
the guilt on the part of women working may have had
its origins at this point.

During the post WWII period the idea of equal
pay or equal rights for women had still not been
born. After all, "married women with children should
[not] be working." The war served as an interruption
in the lives of these women "after which women
returned to pursue an inherited role" (Rothman 224).

Griffin remembers vividly her husband’s words when he



Nowak 19

returned home after the war --"No wife of mine is
going to work;" therefore she gave up her job to stay
at home to raise her children (Interview 11/21/88).
Suburban living became very important to people
after 1945. Between 1950 and 1960 two-thirds of the
increase in population in the U.S. occurred in the
suburbs. The government promoted this by
"underwriting the construction of homes in the
suburbs" allowing for "low interest mortgages."
Veterans were able to get houses "with only $1.00
down." Highway projects linked cities and suburbs
improving transportation for commuters (Rothman 225).
This new style of living inspired sociologists
to investigate the reasons for the move to suburban
living. Early in the 1960’s, sociologist Herbert Gans
asked women to "list their principal aspiration for
making this move." A very large majority (78%) told
him of their desire to "enhance the conveniences and
the quality of family life." These women wanted
"privacy and freedom of action in an owned home
(Rothman 225). There seemed to be an intense concern
on the part of women to enrich family life. However,
women soon learned there is another side to privacy--

called "loneliness and isolation" (Rothman 226).
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The feminist movement in the sixties served as
a catalyst to sweep women into the work force. Betty
Friedan discovered the "problem that has no name" and
pointed out for the world to see that women had a
"yearning for more than housework, [and] peanut
butter sandwiches with children..." (Friedan Feminine
15). She felt that meaningful careers outside the
home would make women more fulfilled from a personal
sense and would, in turn, make them better mothers
and wives.

The move toward equality for women paralleled
the Civil Rights movement for blacks, and they are
somewhat related. While there were no civil rights
organizations for women, and they received absolutely
no support from the NAACP or any other civil rights
agencies, the fact that federal law ended up treating
both forms of discrimination in a similar fashion was
purely due to circumstances. In 1964 congressmen
were bitterly fighting to defeat, change or dilute
Title VII of the Civil Rights Act which made it
illegal to engage in racial discrimination in hiring
practices. With that in mind, Senator Howard Smith
decided "to demonstrate just how ridiculous
legislation governing hiring practices was by adding

an amendment to Title VII forbidding sexual as well
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as racial discrimination" (Rothman 232). The Johnson
administration wanted this act passed so badly that
they gave it their support, and the act was passed
(Rothman 232). There is something sad in the fact
that our legislators, who take an oath to represent
their constituents, would think it "ridiculous" to
support a law which would help women in employment.
Senator Smith obviously thought his amendment would
prevent passage of this act. Female equal rights
advocates did not expect much to happen because of
this act, nor did the "Congress that passed it, the
president who signed it, the administrators who were
to enforce it or the employers who were to obey it"
(Rothman 232-233). While this act did do something
in favor of blacks, women made no gains. Even though
complaints were filed with the EEOC, they went
unanswered. Women then sought help from the Citizens
Advisory Council on the status of women. To the
surprise of these women, the Council refused, at its
Third Annual Conference in 1966, to "allow a public
resolution demanding that EEOC treat sexual
discrimination like racial discrimination to come to

the floor" (Rothman 234).




Nowak 22

After this experience, the feminists headed by
Betty Friedan, established NOW, National Organization
for Women, which pledged to "take action to bring
women into full participation in the mainstream of
American society now" (Rothman 235) NOW’s Statement
of Purpose says it all:

The time has come to confront with concrete
action the conditions which now prevent
women from enjoying the equality of opportu-
nity and freedom of choice which is their
right as individual Americans and as human
beings (Rothman 235).

NOW’s philosophy is that men and women should be
partners in marriage and should equally share the
responsibilities of caring for a home and children,
and they should both share in the economic support of
same (Rothman 236).

NOW was successful in the early 1970’s to get
Congress to pass an Equal Rights Amendment to the
Constitution. Within two years thirty-three states
had ratified the amendment which embodied (according
to its proponents)

the liberation issue for in denying that
sex is a valid legal classification of
persons, it implicitly denies societal
value based on biological differences
between the sexes and recognizes that

social roles are learned and therefore
relative (Rothman 259).
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An all out battle began to take place. Support
against this passage was promoted by the conserva-
tives. They told people that the "family life" they
cherished was in danger of extinction should this
bill be passed. The idea of unisex rest rooms, women
going to war and woman’s role at home was under
attack. The idea stood out--"Full time mothers
should not become obsolete" (Rothman 260).

The Equal Rights Amendment is symbolic in
nature. It defines woman as a person and sweeps
aside the idea that women need "special protection,"
and they are to be considered first and foremost
"their husband’s helpers" (Rothman 260). The ERA has
"pitted the professional woman against the volunteer,
the working mother against the housewife," but it has
also "pitted the present life style of the mother
against the future life choices of her daughter"
(Rothman 260). The real question here is...do you as
a parent think your son should receive higher pay or
be given preferential treatment over your daughter?

The Equal Pay Act of 1964 prohibits pay
discrimination because of sex. Employers must pay
men and women equal pay "if their jobs require equal

skill, effort, and responsibility." It should be
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pointed out that the Supreme Court has ruled that the
jobs held by men and women need be only
"substantially equal"™ and do not have to be
"jidentical" (U.S. Dept. of Labor).

The president signed Executive Order 11246 in
1965 which states that companies with 50 or more
employees and holding a government contract of
$50,000 or more must have an Affirmative Action Plan.
This means they will take affirmative action by
"setting written goals and timetables for recruiting,
hiring, training and upgrading minorities and
women..." (U.S. Dept. of Labor). Even though the
Equal Pay Act and Affirmative Action mandate evolved
twenty-four years ago, true pay equity and equality

in the work force does not exist.
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Review of Literature

Taking a look at the basic differences between
men and women will provide knowledge about the
problems that exist in today’s work life. Helen
Fisher, an anthropologist at the American Museum of
Natural History, reflects that men and women "have
never been and never will be alike." This is
because, she stresses, that we "think differently."
She points out that for two million years women
carried around children and have been nurturers."
This is one probable reason that tests show women to
be "more verbal and more attuned to nonverbal cues."
On the other side, "men tend to have superior
mathematical and visual-spatial skills because they
roamed long distances from the campsite, had to
scheme ways to trap prey and then had to find their
way back." She points out that this "specialization
is reflected in genuine gender differences in the
brain today" (McLoughlin et al 57).

The weaker sex? Until recently this has not
been hard to answer. After all, men had the
"political power and bodily brawn." At the turn of
the century, scientists warned "against an excess of

exercise or education for girls" since "too much
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activity or thinking would divert needed blood from
their reproductive systems." The size of women’s
brains were considered "wanting." When the
new science of intelligence testing turned
up repeated and systematic superiority
among girls, researchers kept tinkering

with the tests until they produced the
'right’ results (McLoughlin et al. 50).

Today science is discovering more and more of
how men and women are different and how "society
influences both." Scientists say that the
differences between men and women go beyond
"reproductive functions, pitch of voices, the curves
of elbows and knees, etc." These research studies
suggest that women may be the "stronger sex" and that
they are "at least as well equipped as men for life
in the modern world" (McLoughlin et al. 51).

There are also differences in the working
philosophies between men and women. When Mary Ann
Devanna made a study in 1980 of Columbia Business
School graduates, she "heard a recurring theme" that
women do not "take their careers seriously."
Companies were afraid that females would leave to
have children or those with small children would have

problems of commitment (Moore 19). In dual career
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families it has been found that women are more
committed to the man’s career. The wife’s career
does not receive as much support from the husband
(Moore 21).

Betty Harrigan, author and job counselor on
women’s upward mobility, advises women to
"consciously decide" on the direction they wish to
take in life. She feels that women, by tradition,
have placed the "needs, wants, and comforts" of their
husbands above their own needs (38). This has
followed them into their professional working lives.

Harrigan feels also that women must make a
decision on having a "modern equality marriage/career
lifestyle or an old male-career/female helper
relationship" (39). She recognizes that there are
repercussions no matter what decision women make--if
they "reject the old, guilt sets in;" if they "reject
the new, anger at self-denial takes over" (39).

Marie Bowen, a California psychologist, was

quoted in Working Woman magazine:

The concept of serving is a central theme
for most women. We are conditioned to put
others first. When a woman begins
struggling for her own rights and her own
needs, conflict and guilt can surface
(Easton, Mills and Winokur 21).


















Nowak 93

difficult to implement. Comments from Group A re-

spondents on comparable worth are:

Comparable worth is a necessity in the work
force and with the ’‘you scratch my back, I’1ll
scratch yours’ mentality as well as the good
ole boy attitude, not even taking into con-
sideration the inherent problem of possible
wage cuts, I don’t believe this will be a
reality in the near future. (Female)

Comparable worth is needed, but with male
dominance, this will not increase wages for
most women. They also, with or without reali-
zing it, show favoritism to male workers both
in wages and promotions. Companies will
never reduce wages for male dominated jobs
and raise wages for women dominated jobs.

The only other way to correct disparities
would be to raise women’s salaries to the
level of men. This would cost companies a
great deal of money and has very little
chance of happening. (Female)

Today the women in America have more chances
for good jobs than ever before. But they
must be willing to ’‘play the game’ and learn
the rules including those aimed at women.
Everyone including men must learn the rules.
Each minority face rules unique to them.
Those who wish to succeed must know and
practice the rules. Comparable worth is a
great concept but a hard tool to implement.
Who determines which jobs are worth the same
and why? I can see large areas of disagree-
ments caused by ratings of comparable worth.
(Male).

The reason I feel most companies would not be
interested in correcting the pay inequities
is that most companies are interested only in
profit and holding cost down regardless of
who on the bottom is being paid an unjust
amount. (Male)
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Companies would only be interested in
correcting pay inequities if a lawsuit was
initiated. (Male)

I don’t think women will ever be treated
equally in the job force because society has
already been conditioned and this condition-
ing will carry on in future generations.
Where I work, just in the past six months I
have seen two women passed up in a decent
raise because two men were given a raise plus
a $1200/year bonus because they had families
to support (even though their wives both
work). These two women were given standard
raises but no bonus. They were not classi-
fied as ’‘breadwinners’ even though one makes
more than her spouse. (Female)

I believe the system of comparable worth can
provide a solution to wage disparity if the
system is built on the worth of job to the
business and not Jjust an attempt to standard-
ize wages. (Male)

This is exactly the key, equal pay for
comparable worth. (Male)

I believe comparable worth is important, but

it would be complex and difficult to
implement if not impossible. (Male)

Three separate questions were asked of Group B
concerning hiring employees. One question was asked
to determine possible biases on the part of
individuals making decisions regarding hiring women
for jobs requiring travel. It is the author’s
hypothesis that a bias exists because it is felt that
women will have problems traveling if they have a

husband and children. However, of the twenty-four
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responses, 75 percent (18) said they did not have
misgivings about hiring a female for a position
requiring travel. On the other hand, 54 percent (14)
of this group did acknowledge that it was easier for
men to travel. While particular reasons were not
cited, one can speculate on whether family
responsibilities would have been on the list.

Ninety-one percent of this group also stated
that they do not have concerns about providing
promotional opportunities to women because of
possible interruptions in their careers to have
children. While the author feels differently on this
matter, she accepts the results as a denial of her
hypothesis.

It should be noted, however, that operations
managers and upper management are the ones who
generally make promotional recommendations.

Personnel executives generally hold staff instead of
line responsibilities. Therefore, this is another
question that could be explored with a larger
populace of people who have authority to promote.

What does the future hold for working women and
the equal pay picture? Title VII of the Civil Rights

Act of 1964 does offer women the chance for equality
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in the work place, but it has not been put into
practice on any large scale. Legislated laws cannot
change the way people think and feel in their hearts.

It is the feeling of experts that "women
throughout the 1990’s" will remain underrepresented
in upper echelons of the professions and
overrepresented in the lower ranks in spite of the
progressive steps taken by management and by
additional education" (Bailey 77).

As already reported, the survey respondents felt
differently on this matter. While the author agrees
that education is a positive step in the right
direction, she concurs with the experts that the
1990’s will not bring about major changes.

It has been predicted that the U.S. will become
more a service economy, and as such women and other
minorities will be slotted to fill these lower income
jobs. Unions have a hard time organizing service
workers because work places are so small and
dispersed, and the organizational costs are too high.
This also keeps the pay low (Bailey 79).

By the year 2000 it is expected that two income
families will be needed in order to live as well as
our parents did. More education will be needed just

to obtain the jobs offering a "livable wage." The
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increasing gap between bottom and top level jobs is
what we should worry about as we approach the year
2000" (Bailey 79).

Research indicates that between 1988 and 2000
the economy will produce "21 million new jobs" and
"two out of every three new workers will be women"
(Bailey 74). Bailey points out that with 45% of the
labor force already being women, pressures will
continue to increase for employers, labor unions and
legislators "to improve women’s access to jobs..."
(74). This means that additional attention will be
given "to affordable child care, flexible working
schedules and upward mobility problems" faced by
women (Bailey 74).

Management experts cast another light on the
female-male dilemma. The family unit is no longer
the "center for production." Instead women have left
the homes and challenged males for peer roles.
Changing the family unit and "demanding that male and
female roles be instantly recreated in their mirror
image, is perhaps the most radical quantum leap
fostered by the rise of the working woman society"
(Easton et al 227).

Dr. Suzanne Keller, professor at Princeton

University, says "As long as women strive to hold on
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to the traditional feminine virtues," they will
remain bound to all the other traditions that they
are trying to leave behind. Stereotypical thinking
about gender has hardly changed. Research has shown
that the majority of men and women admire not the
competence, independence or leadership in women," but
the traditional qualities of "gentleness, self-
effacement, and dependence." Such stereotypes not
only keep the old patterns in place, but "act as a
deterrent to women’s ambitions in a subtle way"
(Easton et al 13).

The research conducted by the author has
confirmed that societal values passed down from
generation to generation have had an effect on the
role of women and men. As one survey respondent put
it "...the only way to bring about a successful
change is to go back to where this type of thinking
begins and change the way we teach out children"
(Group A Survey male respondent).

The time for change is now. Both male and
female workers feel that a company established system
of comparable worth could be the solution to wage
disparity. It is true that companies will not look

forward to implementing this system due to the costs
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and problems associated with same. The fact remains,
however, that it is the only thing on the horizon
that seems workable.

We must, as a nation, take steps to open up jobs
for women in male dominated areas if ability is
present. The author does not believe in giving women
men’s higher paying jobs as an answer to wage
inequality. If women are given jobs they cannot
handle, then coworkers will resent this preferential
treatment and reverse discrimination is the result.
You cannot right a wrong with another wrong. The
opportunity to be considered for any job is the true
focus. The job should be awarded to the best
qualified person. A spirit of open mindedness is
necessary so that fair decisions can be made.

The author feels that married women with
families or single parent women will never be able to
totally free themselves from guilt associated with
wanting and working toward a career. How much this
guilt holds them back is debatable. If it is
manifested in an inability to work past 5:00 p.m.,
work when a child is sick or travel, then these
represent limitations for upward mobility. One can
briefly wonder why the female role and not the male

role must suffer, but the answer is not obscure--the
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female has always been the nurturer.

The author stresses that until working women
change their thinking by improving their self worth,
self-image, confidence and "stand up to be counted,"
they will continue to be considered inferior to male
workers as it relates to pay and position.

A biblical passage does a lot to sum up the
issue on equal pay:

And the Lord spake unto Moses, saying Speak
unto the children of Israel and say unto
them. When a man make a singular vow, the
persons shall be for the Lord by thy
estimation. And thy estimation shall be of
the male from twenty years old even unto
sixty years old, even thy estimation shall
be fifty shekels of silver, after the
shekel of the sanctuary. And if it be a
female, then thy estimation shall be thirty
shekels (Leviticus 27:1-4).

This could have been the beginning for
determining the worth of women. Things have not

changed substantially even in modern times. The

questions is...will it be true in the future?
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