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2 Do Russian women want to
work?

SARAH ASHWIN and ELAIN BOWERS

From the very beginning of change in the Soviet Union it was predicted
that economic and political reforms would have a significant impact
on women.! In particular, there was an expectation that unemploy-
ment would be an inevitable consequence of restructuring, and that
women would be the worst afflicted by this: ‘that unemployment was
primarily a female problem became practically a universally accepted
point of view in Russian society from the moment when unemploy-
ment was legalised in July 1991°.2 With the threat of mass unemploy-
ment, the negative aspects of women's work received more and more
attention -in the media and policy-making circles. This change in
emphasis partly reflected a wish to protect men from unemployment
and was also seen as socially desirable in itself. The Russian commen-
raror Larissa Lissyutkina, for example, has argued thar ‘emancipation
for Soviet women is not based upon a demand to work. On the
contrary, liberation is perceived by many as the right not to work."3 It
also seemed that a reduction of women’s employment would make
economic sense, since the cost of social provision for women, such as
maternirty leave and child care, is said to make ‘the female labour force
an extremely unattractive proposition for employers’* A logical
answer to the great problem of economic reform — mass unemploy-
ment - therefore seemed to be that, instead of attempting to combine
several roles, women should be allowed to fulfil their biological
destiny as wives and mothers.

Early statistics did seem to show that women were indeed the
majority of the unemployed. For example, Natal'ia Rimashevskaia
states, without giving her source, that between 1989 and 1991, 60 per
cent of those made redundant were women, rising to 80 per cent



amongst managerial workers.® Mezentseva also argued thar, during
the first stage of restructuring, ‘as a result of a drop in production and
the closure of a whole range of technically obsolete and uncompetitive
sectors, the trend towards shifting women from paid to unpaid
domestic labour is likely ro intensify’.% Thus, women would ‘have to
content themselves with jobs offering few career prospects or chances
for job promotion. As a result of these changes, women’s part in
decision making and management will be reduced to a minimum:
women will work outside the home for economic reasons only.”?

Not only was a reduction of female labour participation rares
widely predicted, many commentators also felt thar this was desirable:
men should be given jobs first and women should return o what
Mikhail Gorbachev calied their ‘purely womanly mission’8 The
implication was that, while some women might choose to have a
career, the majority of women would prefer to stay at home and look
after their children and husbands. Nanetre Funk contends, for
example, that, while paid work ‘provides some benefits and satisfac-
tions, such as friendship, solidarity, relief from boredom ar home,
some economic goods, and a degree of respect and autonomy’, it
nevertheless involves * “gender alienation,” having 1o be “Jike a man"
.- is all to0 often boring and absurd and provides only limited
autonomy, given low salaries ... [I]n spite of the benefits, the harm i
generates is above any acceprable threshold'.? Similarly, Hilary Pilk-
ington assumes that their starus as ‘second class workers ... en-
courages women to see work as materially necessary but undesirable,
and thus to favour options ro “return to their womanly mission” in
the home’.}0

In the same vein, Lissyutkina argues thar in the past the only
possible form of protest was an escape into private life; the house and,
in particular, irts kitchen was the only free sphere in society. ‘The
Russian kitchen was a front of massive resistance to the totalitarian
regime and is perceived with sentimental nostalgia today’.

{Women] by no means perceive their kitchen ... as a narrow corridor cur off
from the world ... . in the kitchen one is surrounded by intimacy, publicity and
intellecrual creativity ... in the kitchen life gushes fordh ... land] quite a few
more women wish to return to the kitchen in order to be relieved of doing
road work, boring office jobs, construction jobs or factory work "}

For Lissyutkina ‘every experience of life during the Sovier regime
made the idea of emancipation unacceprable to women’,12 Further-
more, ‘if Russian women had something ro lose in their communist

past, they would undoubtedly have found a way to -?3gh[ for it. The
absence of any fight means no special values were Ieft.

The images of ‘happy housewives’ conveyed in this account contrast
markedly with economic realities, however. Ovcrcr_owdmg, poor
facilities and the claustrophobia of most accommo‘datlon mean that
workers often see their work as an escape. Thc- kntcl:xen may be an
arena of creativity and discussion for the intclhgcr}tsxa but work'crs
gain more stimulation and companionship .from thelr.worlf collectlYe.
As Sergei Alasheev, one of a new generation .of socnolog.lsts, specia-
lising in the ethnography of the posF-Sowct enterprise, argues,
‘workers get more satisfaction from carrying out thcu'.work rcsponsnd-
bilities, and sometimes much more, than from the time they spen
with their families’.’ Finally, it is by no means clear that Russxa.n
women are as passive as is implied by these arguments, and they are in
fact attempting to hold onto their jobs for a m.m?bcr of reasons,
something which is reflected in the employment statistics.

Does unemployment have a ‘female face’?

Despite the gloomy prognoses of the early 1990s, uncml?loymcnt_xn
Russia does not seem so far to have afflicted women dlsproppr_no-
nately. According to the survey data produced by the state statistical
service, Goskomstat, there are fewer women unemployed than.mcr.\,
and the percentage of women among the unemployed population is
declining: in October 1992, men accounted for 50.5 per cent of the
unemployed and women 49.5 per cent, while by March 1995 the
figures were 55.3 per cent for men and 44.7 per cent for women. The
survey figures do differ substantially frO{n those .for the regl.ste.rcd
unemployed, among whom women still _constitute a_majority,
although even here the proportion of women is declining: in December
1992 they made up 72.2 per cent of the registered unemploi':d, but by
March 1995 this figure had declined to 62.3 per cent. . Women
accounted for just under half of the workers ncv\fly rcg|§tcred as
unemployed in the first three quarters of 1995, whl.le mekmgmup,a
substantial majority (71.7 per cent) of white-collar registrations.?® The
fact that women appear more inclined to register as }mcm'ployed may
be connected with the fact that men generally receive hlghcr wages
than women and see themselves as the primary' breadwinners: the
paltry levels of benefit on offer are therefore lcs's lxkgly to tempt them
into what is still seen as the humiliation of registration, although the
figures would suggest that this is gradually changing. It seems that .



employed men also earn significanty more than unemployed
ymen from subsidiary economic activity,'” and so are less eligible to
rister for benefit. In any case, of these two sers of statistics, it is the
-vey data which is considered to be internationally comparable: the
employment rate found by the survey is five times higher than the
el of registered unemployment.'®

Other evidence also supports the conclusion that unemployment in
issia is far from being predominandy a *woman’s problem’. Accord-
;1 1o Goskomstatr figures for the first three quarters of 1995, for
ample, 50.5 per cent of those placed in jobs by the Federal Employ-
:nt Service (hereafter FES} were women. Meanwhile, although
ymen do tend to be unemployed slightly longer than men, the
ferences are quite marginal: according to the FES figures for 1994,
per cent of the men registered were uncmployed for over a year,
ile the figure for women was 10 per cent. In that year the average
ration of unemployment for women registered with the service was
35 months, while for men it was 5.28 months.'” Unemployed men
>k an average of 7.2 months 1o find a job, women an average 8.2
_)nths.zo In addition to this, in the regions of Russia most severely
ected by unemployment, such as Ivanavo, men tend to account for
sreater proportion of the unemployed than women.?! According to
: FES figures for 1 July 1994, women accounted for only 40 per cent
the unemployed in the textile centre of Ivanovo, often known as the
wn of single women’ because of its predominantly female work-
:ce.?? Although women workers in lvanovo have been afflicted by
: Pr?va(ions associated with working short time or being sent on
ministrative vacation, this cannot be equated with what Russians
ten refer to as ‘being thrown out on the streer’. In other regions,
1ere the industries are more male dominated, women often make up
far greater proportion of the registered unemployed: in Kemerovo
last, where the Kuzbass coal basin is located and which has a low
te of unemployment, they account for 81 per cent of the total, for
ample. This underlines the fact that women cannot be assumed to
the primary victims of economic reform: in some regions this is the
se, but not in others.

The fact that the much-predicted mass lay-offs of women have not
aterialised is partly explained by the fact cthat enterprises have to
te generally avoided making large-scale compulsory redundancies.
stead, they have attempted to preserve the ‘backbone’ of their
cour collectives, and have used strategies such as administrative
wve, forced retirement of working pensioners and late payment of

wages to reduce labour costs.?? This is reflected in the unemployment
statistics: according to the Goskomstat survey for March 1995, 36 per.
cent of the unemployed left their jobs voluntarily, as compared with
33 per cent who left because of redundancy or the liquidation of their
enterprise. What the same set of figures also highlights is that women
are less likely than men to leave work voluntarily: only 31 per cent
of unemployed women had done so as compared with 40 per cent of
unemployed men, with 39 per cent of women as against 29 per cent
of men having lost their jobs as a result of redundancy.>* Amongst the
registered unemployed only 12.8 per cent of those applying to the
Employment Service in the first three quarters of 1995 had officially
lost their jobs as a result of redundancy, but 73.1 per cent of these
were women.2s This suggests that, where they can, women are
tenaciously hanging on to their jobs, being much more likely than men
to hold on until forced to leave.2

This interpretation is also supported by staistics on employment.
These show that men have been leaving industry in greater numbers
than women: the percentages of women working in nearly all branches
of industry, with the exception of engineering, have increased since
1991 and the trend is most marked in those industries, such as
metallurgy and wood processing, where overall employment has been
most sharply reduced. In metallurgy, the percentage of female em-
ployees has increased from 36.9 per cent in 1991 to 40.9 per cent in
1994, while in wood processing the percentage increased from 39.4 to
46.2 over the same period.?” It may be that many men are leaving
industry to find berter-paid work in the private sector,?® while women
are too scared to leave their traditional employment because of their
more insecure labour marker prospects. But this in no way contradicts
the other implication of these figures: that women are not succumbing
o the call of the home in the face of late payment of wages,
compulsory unpaid leave, deteriorating wages and working condi-
tions, but are doing their best to remain in paid employment.

Survey data has long supported the conclusion that women are by
no means eager to leave the labour market. Both Judith Shapiro®? and
Rimashevskaia® cite evidence from surveys which show that, even if
men’s wages were sufficient to support the family, the majority of
women would want to keep on working. Mezentseva®! points to
survey data which shows thar while 81 per cent of those surveyed
wanted to work a shorter day, only 4 per cent of engineers and
technical staff, and 3 per cent of shop floor workers, said they would
stop working altogether. Even given the often appalling conditions



wder whi}ch women work, there is enough evidence to show that
omen will not willingly give up the economic independence that
ok affords them. These attitudes have not changcd as the economic
mate has deteriorated. The July 1995 survey conducted by the
1ssian Centre for Public Opinion Research (VISIOM] indicates that
»men show similar levels of commitment o work as men and
monstrate no particular hankering for the comfort of homé and
;arth..Sl_mllar numbers of men and women opted for the statement
ork is important and interesting to me irrespective of pay’ (14.0 per
1 and 14.7 per cent, respectively), as they did for its opposite, ‘Work
an unpleasant occupation. If I could I wouldn’t work at all’ (3.9 per
wand 5.3 per cent, respectively). There was slightly more variation
’[he responses of men and woren to the more moderate statements
_ork Is important but there are other things more important (o me’
3.8 per cent for men and 23.3 per cent for women) and ‘Work is a
ans to earn a living; the better they pay the more I work’ (62.4 per
it for men and 52 per cent for women}), but, if anything, these figures
igest thar women are less likely than men to have a purely
trumental attitude to their work.? It is tcue that, despite the high
‘ucipation rate of women in the Russian labour marker, twice as
Ny women as men are economically inactive, but only 11.7 per cent
these women are ‘people running a household™: 65.4 per cent are
red and 17.1 per cent are students. The main reason why there are
many more inactive women than men is because Russian women
v expect to live more than ten years longer than men - the inactive
n are dead, so they do not figure in the statistics. Thus, the Russian
men who are at home are predominantly not housewives, bur
ndmothers. The average age of economically inactive wom,en is
6 years; that of economically inactive men is 44.8.33

men and work

: survey and statistical data can only tell us so much, however
:mPloyment levels, for example, are not necessarily an accurare:
:ction of who is hardest hit economically by restructuring. Unem-
/ment itself is not a particularly useful indicator of welfare in
sia, as is underlined by the fact that, according to an analysis of
eight VTSIOM surveys carried our between January 1994 and
rch 1995, 30 per cent of those calling themselves ‘unemployed’ in
¢ surveys were actually working more than twenty-eight hours a
k, and many of the unemployed earned considerably more from

subsidiary activity alone than those in full-time work earned from all
sources.}® The survey data on women’s desire or otherwise to stay in
paid employment is, as argued above, quite consistent. But surveys
which ask women to choose berween a series of predetermined
statements on their artitude to work can only provide a very limited
idea of the meaning of work in women’s lives. The following section
aims to increase understanding of the significance of paid work for
Russian women workers by presenting the results of qualitative
research carried out in three contrasting regions and industries. In-
depth interviews were conducted with twenty women working in
engincering and manufacturing enterprises in Samara; thirty women
from a coal mine in the Kuzbass coal basin of Western Siberia and
forty women from a printing enterprise in Sykryvkar in the Komi
Republic.3’ In all cases a2 number of interviews were also conducted
with men. A grear deal of information was also gathered through
informal social contact and discussions. The women interviewed
ranged from engineers and administrators 1o unskilled manual
workers, although the section below mainly focuses on the experience
of workers, both skilled and unskilled.

What is most striking about the data is the similarity berween
attitudes of women working in different industries and regions. There
was a remarkable consistency in the terms in which the women talked
about the place of work in their lives; all of them saw their status as
workers and members of ‘labour collectives’ as crucial to their sense of
identity. Work provided a release from the monotony of home life,
was a source of companionship and support, and participation in
social production was seen as inherently valuable.3¢

The idea of home as a refuge had very little resonance among the
women workers that we interviewed. First of all, living conditions for
many of the workers hardly corresponded to the cosy kitchen of the
Lissyutkina imagination. The case of the following print worker from
Sykryvkar is by no means exceptional.

We live in a hostel obrained from my husband’s work. We have twelve square
metres for four people ... and there are no prospects to get a flat ... we've
lived there for twelve years ... it’s very difficult to live there; there is no place
to rest after I've finished work for the day ... there are seventeen rooms
sharing one kitchen with an average of four in each room ... there are only
two cookers with four rings each.

Moreover, women workers often consider their domestic burden to be
at least as onerous as their duties at work. However difficult work
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could be, as one of the workers from the lamp room ar a Kuzbass
mine argued, the problem with housework was thar it was never-
ending and thankless: ‘You cook a meal, it gets eaten, and then what
have you gor to show for it?* This view was widely held and not only
by women. The following married couple, workers from an aviation
enterprise in Samara, claimed:

VIKTOR: In some cases it’s better for women to work than to stay at home
because it’s too difficult ar home ... contacts are too restricted and it’s
boring. Everyday life is so complex that sometimes it’s harder than work.

OLGA: Somerimes when women go to work they say they have come for a rest
-.. home is very tiring and it's difficult 1o be satisfied with the results of
work at home . .. there is no end to ir and you can't see the results.

VIKTOK: We just exchange two rypes of tiring work ... at work we have a
rest from a boring home life and at home we have a rest from badly
organised work. -

However, in addition o escaping from their home lives, many
workers, contrary to what has often been argued,¥” actually enjoyed
the content of their work. This was most marked in the printing
works, where jobs, although they were dirty and heavy, required a
certain level of skill and creativity. In contrast to the widely held idea
that women are technologically illiterate, many of the women dis-
played as much attachment 1o ‘their’ machines as any of the men,
This, for example, was a printer, talking abour her relationship with
her machine: ‘As a printer I could repair my machine and [ loved my
machine. Everyday ! stayed behind after work to clean it and do small
repairs, and even when we had Subbotniks [unpaid extra work on
Saturdays] 1 siill tried to clean my machine even when I wasn't
supposed to0.” Even in industrial enterprises where the work was
apparently less creative, women often displayed the same atrachment
to their machines and their work.3® The work of recharging and
checking the miners’ lamps in the lamp room of the mine, for example,
is quite routine, but it is taken very seriously by the women who do i,
as is made clear by the following comments of a forewoman on the
qualities required to be a labour brigadier in the collective:

There is someone who's been working in the collective for abour four years
and she knows everything, understands everything, is keen and asks questions
and so on ~ well, I could appoint her. 1 tried ro recently but the person
concerned said, ‘Oh no I couldn’t, I don’t know the work well enough yer.’
She does, she’s just nervous ... There are those ... who want to know
everything - how this works, how that works, what to do in this situation,
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that situation and so on. You have to choose people who are interested in the
work because they have to set an example to the others.

Where work was not inherently rewarding, workers valued the fact
that they felt needed within their labour collectives. As the following
printer argued, ‘I'd go mad staring at four walls all day ... we work at
home as well but without any thanks ... not that we're thanked here
either but at least here we feel needed, unlike at home.’ Feeling needed
was intrinsically linked to the feeling of companionship that most
women gained within their collectives. This print worker’s enthusiasm
for the social life of her enterprise was typical:

If you love your job you can't stay at home and two days on the weekend is
enough for a rest ... I probably wouldn’t give up work even if I could . .. it's
my character ... 1 can’t live without people ... I was home for cighteen
months with both the children ... eighteen months is not so long ... it just
flew by and I was soon back at work ... Most women want to work ...
although the conditions are not so good ... . you need something else ... and if
all women stayed at home who would work? ... 1 can’t even take a holiday.

Indeed, the women mine-workers had re-appropriated the Soviet era
expression ‘Off to work, like to a holiday’ (ra rabotu kak na
prazdnik), which made joking reference to the supposedly endemic
slacking among Soviet workers. This expression cropped up several
times in interviews with women workers from a variety of collectives,
but it was not employed ironically. Instead, it was both posited as an
ideal and used descriptively. One worker from the lamp room, for
example, talking abour what she felt was the wonderful atmosphere
that had prevailed in her collective before the forewoman had decided
to break up established shift teams, claimed,

Tused to look forward to going to work - I went to work kak na prazdnik. If |
had any problems I used to get to work and tell the girls about it and they'd
say, ‘Don’t worry Liuda, it’ll all work out’ and | already used to feel better.
We all used to help each other. For example, we used to fight over the floor
cloth: I'd say, *look you have a rest; I'll do the floor today’ and they'd say, ‘No
Liuda, you're always doing it, let us do it.’

Nort only did women value the companionship offered by their
collectives, they also felt that membership of the labour collective was
something valuable in itself. Workers did not experience the Commu-
nist Party’s emphasis on collectivism as an inauthentic imposition.
They have, however, adapted such ideas in the light of their own
experience. This woman mine-worker treated the idea of the collective
with a reverence that the communist authorities would have found
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views, which contradicrs Lissyutkina’s assertion thac women feclmtrr-
there are no values from the past worth preserving. Where work o
fglt .that collectivism had waned during the transition period aers
significant proportion of them claimed it had, they were disturb:;d y ;
saddened by this. As one forewoman from the print works c:n
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very good and small and we were all ¢ . ke arc o
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ioﬂ??ed and there are nor such good relations, not such a close
vho]c ive b maybe it’s because of the situation in the country as 3
€ ... because of the changes.’ Given this attachment 10 the

‘ollective, i i
o ccuvea it seems _that women workers will, as the stacistics suggest
Y are doing, retain their work within enterprises for as long as it is

7ill women be forced our of work in the future?

s has alrfeady been discussed, policy makers tend to be ideolo icall
'mpa.thcnc to the idea thar the reduction in the labourgfo )’
:cessitated by restructuring could be achieved through a reducti i
male labour participation rates. And this view s b n;'c“‘)" s
nfined to Politicians: it is also common among male m);na e:rsm*andS
orkers. Within an ideological climate in which essentialistgconcm-
ns of sexual difference prevail, there will be strong moral press -
women to leave the jobs for the boys. It is quite cle:r fr(L)Ire
erviews with male workers and managers that, while they accen:
* mecessity for women to work when there are no men available d‘:-
ne w.ould not be true in a situation of high male unemplo m’ean
st dfscussxon of female employment has assumed that cco):wmi'
E)eratnves also dictate thar women will be excluded from worl:
ause they are more expensive to employ. Women are however
‘oriously ready to accept lower wages and to work. in worse'

conditions than men - in fact, bad working conditions are often
actively sought by women since ‘danger money’ is a welcome supple-
ment to low wages. The following section explores whether economic
imperatives and ideology do in fact tend in the same direction.

Despite the fact that, according to communist ideology, women
belonged in the workplace, the traditional gender division of labour
was rarely challenged, either at home or at work. For this reason, the
majority of men have an ambiguous attitude to women's work: they
accept women’s presence within the workplace on a daily basis, but
retain the idea that, in a “civilised” world, women would either stay at
home or do clean, light work.3? This, for example, was the view of a
young male printer:

Men and women should do different work, and heavy work is men’s work ...
and work which has long hours and night shifts and harmful conditions
because women must be beauriful and weak and must not look like horses ...
for example, bus drivers. Bus no. 4 has a woman driver, but imagine her in
dirty overalls under the bus, covered in oil and then preparing to go to the
theatre. She would smell. On the other hand, a man must be proud of his
position and profession and that he earns the money for them to go to the
theartre.

His view was echoed by the following miner (who is married to the
enthusiastic worker referred to by the forewoman of the lamp room,
quoted above): .

My wife gets very tired, she only goes to work for the money. All women only
work at the mine for the money. (For] very, very low wages. At other
enterprises the pay is even lower. What else is there to say? Here all women
work, regardless of whether it's clean or dirty work. They only work for the
money. They can work up to their waists in dirt, as long as they get paid.

Given such views, it is quite clear how most male workers would
react if there was a choice between the loss of male or female jobs ar a
given enterprise. Certainly there is little ambiguity in the position of
this fitter at the printing enterprise in Sykryvkar: ‘Printing is men’s
work and I don’t understand why there are women here. Women must
be women and they cannot feel themselves to be women working here.’

As argued abcve, some commentators have assumed that as well as
facing discrimination in the labour market of the future, women will
also be disadvantaged by the fact that they are ‘expensive’. This is a
view which is shared by many enterprise managers. As one Samara
personnel manager put it, ‘work in an engineering enterprise is not for
women,; they're either on maternity leave, or on sick leave, or on some
other type of leave’.%% The following lament of a director of a small
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vood-processing and paper-producing enterprise about the cost of
'mploying women is also characteristic:

discrimination against women is not allowed. But women have a right 1o a
horter working day and that means that «'s berter to employ men than
voimen because women discupt production. You can't interrupt production or
llow women 10 stop work earlier than men ... there is an All-Russian Law
or women in the north ... if you have men and women working on one
perarion ... it means you are paying women nore because they work fewer
wours ... and enterprises need workers who will work longer and are cheaper
.. L 'don’t have this problem in my enterprise because women and men have
qual pay and no one disagrees ... if the state wants to support women they
hould pay this money from the budget and not force entrepreneurs to pay it
. we pay high raxes ... and this all leads to an increase in the cost of
iroduction . .. the srate made this provision but we are paying for it.

n spite of these considerable disadvantages, however, 50 per cent of
he workforce of this director’s enterprise were women. Furthermore,
i€ also conceded in the nterview thar “There are several rypes of work
vhere women work better than men ... and the quality of their work
s higher’. The fact that the same manager can argue that women are
xpensive, while also employing a large number of them and re-
pecting the quality of their work, highlights the existence of counter-
ailing tendencies amid the widespread hostility tw women’s
mployment.

For although many managers would concur with these comments
bout the expense of employing women, women continued to be
mployed by the very same managers and for good reason. They do
obs that men would refuse to do for the pay on offer, and they are
Iso seen as well disciplined and easy to control. The gendering of jobs
n Russia is a complex issue,*! but there is one iron law: almost
egardless of the physical strength required for a job, if it is low paid
nd low status it will become a ‘woman’s job’. This is understood and
ccepted by both men and women in industry. This shop chief
ertainly knew why the workers in her shop were women: ‘It’s heavy
vork and I don’t like to see women working here, especially the
inotype which is very harmful ... the printers should be men as well
.. really it just turned out long ago that it was low paid and not very
mportant, perhaps. They pay us, but only enough not to let us die.’
"he forewoman from the central boiler house (kotel'naia) at the mine
vas similarly clear abour the reason why women were doing the heavy
vork in her collective: ‘Yes, it’s hard work for women but men would
lot do it for the pay that we get.’ The fact thar women are prepared 1o
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accept lower pay than men is reflected in the fact that men are leaving
industrial employment in greater numbers than women.*?

While women are often characterised as unreliable because of
pregnancy, child care and other ‘women’s problems’, they are also
paradoxically regarded as more reliable than men. As Alasheev
argues, ‘women are the most categorical exponents of the norms of a
conscientious attitude to work’.*3 This comes across strongly in the
following quote from the director of the printing enterprise: ‘We have
no problems with women ... they work like bees, and with men every
day there are problems. They deviate from the timetable, there are
problems with labour discipline and we have wonderful women. We
have problems with the kindergarten, but very rarely with the women
themselves.’ Similarly, the forewoman of the lamp room at the mine
was categorical in her assessment of the qualities of her all-female
collective. Asked if there was any absenteeism in her collective, she
replied, ‘Of course not. Why “of course™? Because women are seriou§.
Once they've got work they try very hard to keep it ... this work is
hard and dirty but we are still very scared to lose it.” While we wt_)uld
argue thar women are by no means as passive as these quotations
would imply,** the perception of them as quiescent and responsible
workers increases their chances of employment in a period in which
managers are supposed to be breaking away from the old discredited
Soviet industrial culture.

Conclusion

The discussion above makes it clear that, while there are strong
ideological and some economic reasons why women may be gradually
pushed out of the labour marker, there are also reasons why they may
be able to remain within the industrial workforce. The question,
however, is what sort of work they will be doing? What is likely to
happen is that the majority ‘'of women will become even more
ghertoised than they were in the past, in low-paid undesirable employ-
ment, while a small minority might be able to take advantage of the
changes. As Monousova argues, currently there is ‘a marked tendency
for men to take over the better paid occupations and to move into the
more prosperous enterprises, while women have been left behind, or
have moved in the opposite direction’.** (Precisely this process could
be observed in the printing enterprise in Syktyvkar where, as soon as
new technology was introduced which involved more complex but
physically lighter and cleaner work, men were brought in to ‘man’ the
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new machmcs at much higher pay rates than the women were
receiving on the old machines.) While this is nothing new_ in the
present 'pcriod of economic restructuring such ‘downgrading’ of
women is likely to be both more general and more rapid. ¢
What is clear is that the vast majority of women want co remain in
work, and at present will put up with terrible working conditions and
cxtrer.nely‘ low wages rather than give up their jobs. So the real
question is not whether they are going to work cr not, bur wheth
thcy will be able 10 organise in defence of their rights al;d to impm::

as women and as workers: ac present, women have shown thejr
rcadl.ncss to defend their righrs as workers, often playing a significant
role in the workers’ movement,*$ bur until they do so specificall .
wvomen they will remain in a subordinare position at work. re
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Segregation and the Pay Gap

I. Introduction

The terms comparable worth and pay equily refer to a form of sex discrim-
ination that went virtually unrecognized until about 15 years ago. The
issue is still little understood. Indeed, its status as a type of discrimina-
tion is controversial. Yet evidence abounds that jobs filled mostly by
women have pay levels that are lower than they would be if the jobs
were filled mostly by men. This is seen as sex discrimination by advo-
cates of the principle of comparable worth.

At first glance, the issue sounds very much like the more familiar
issue of “equal pay for equal work,” which refers to men and women in
the same job, with the same seniority, performing the same work equally
well, but being paid differently. Comparable worth is a different issue. It
is distinct because it refers to comparisons between the pay in different
jobs, jobs that differ in that they entail at least some distinct tasks. The
comparisons are between one job that is largely male and one that is
largely female. (Throughout this book, for brevity, I will use the terms
male job and female job to describe jobs that are disproportionately or pre-
dominantly, but generally not entirely, performed by persons of one sex.)
The allegation of discrimination is the claim that the difference between
the pay of the two jobs resuits from gender bias in wage setting rather
than from other job characteristics. Needless to say, a thorny issue is
how one decides when two distinct jobs are nonetheless comparable in
the sense that we would expect them to pay the same in the absence of
sex discrimination.

The wage discrimination at issue in comparable worth is also distinct
from discrimination in hiring, initial job placement, and promotion (all
of which, for brevity, 1 will refer to as hiring discrimination). Hiring dis-
crimination against women seeking to enter traditionally male jobs is
one (although not the only) reason for occupational sex segregation.
Without segregation of jobs, female jobs could not be given a discrimi-
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natory pay level. This is obvious, since, without segregation, there
would be no predominantly male and predominantly female jobs! Yet, in
my view, engaging in discrimination on the basis of sex in setting the
pay levels assigned to male and female jobs is dnalytically distinct from
engaging in hiring discrimination on the basis of sex.

Some examples may help the reader to visualize the sorts of com-
parisons at issue in comparable worth, In the state of Washington,
where female state employees sued over pay equity, the job of legal
secretary, a female job, was found by an evaluation study to be compara-
ble in worth to the job of heavy equipment operator, a job filled mostly
by men. However, in 1972, heavy equipment operators made about $400
more per month. Stockroom attendants, mostly men, made much more
than dental hygienists, who were mostly women. (The above examples
are from Remick 1980, pp. 416-417, as cited in Steinberg 1950.) In 1975,
nurses in Denver sued the city claiming that their jobs paid less than
male jobs such as tree trimmer and sign painter {(Blum 1991, p. 49). It
would be hard to argue that the latter two jobs require as much skill or
are as demanding as nursing. Women workers for the city of San Jose
discovered in the mid-1970s that secretaries were generally earning less
than workers in male jobs that required no more than an eighth grade
education, including, for example, men who washed cars for the city
(Blum 1991, p. 60). Eventually, women in San Jose succeeded in getting
the city to do a job evaluation study. It showed, to choose some exam-
ples, that nurses earned $9120 per year less than fire truck mechanics
and that legal secretaries made $7288 less than equipment mechanics
(Blum 1991, pp. 82-83). In 1985, the California School Employees Asso-
ciation complained that school librarians and teaching assistants (female
jubs) were paid less than custodians and groundskeepers {male jobs)
(Steinberg 1990). To take yet another example, in recent years the city of
Philadelphia was paying practical nurses (mostly women} less than gar-
deners (mostly men) (Steinberg 1990). These are not atypical examples.
In addition, one is hard-pressed to come up with a single example of a
male job paying less than a female job that reasonable people would find
comparable in skill, effort, or difficult working conditions. Nor are these
differences in pay a result of men averaging more years of experience
than women, since in the above comparisons of employers’ policies
regarding pay levels in the various jobs, a constant level of experience
was assumed. (For example, this can be done by comparing starting
salaries.) .

Recently, the concept of comparable worth or pay equity has been
applied to issues of discrimination on the basis of race or ethnicity as
well as gender. If a job in a particular organization is filled largely with
African Americans or Hispanics, does the pay level tend to be lower
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than is commensurate with the job’s skill level and other demands? W
can examine whether the racial or ethnic composifion of a job has a
effect on its pay level just as we can examine whether its sex compos
tion has this effect. In academic theorizing, as well as in legislation an
litigation about hiring discrimination, issues of racial discrimination wer
raised first. They were later extended to sex discrimination. Where con
parable worth is concerned, things have happened in the reverse orde
The issue was first raised with respect to sex discrimination and hz
more recently been examined with respect to racial discrimination. 1
this book, I focus exclusively on comparable worth as an issue of gende
discrimination. However, the reader should bear in mind that analogou
questions can be raised with respect to race and ethnicity. (See Jacot
and Steinberg 1990a, note 12, on studies that have assessed effects ¢
minority composition on wages. See also National Committee on Pa
Equity 1987.)

This book is an interdisciplinary examination of the issue of compar:
ble worth. This chapter sets the stage for the discussion by providing
sketch of the situation of men and women in paid employment in th
United States. Twentieth-century trends and contemporary patterns i
women’s and men’s employment, occupations, and pay are describec
drawing from research by sociologists, economists, and psychologist:
Chapter 2 compares various theories of labor markets from economic
and sociology, with attention to how each view explains gender inequa
ity in jobs and earnings, and how it treats the issue of comparabl
worth. Chapter 3 presents an empirical analysis of aggregate occupz
tional data from the 1980 census that demonstrates the tendency ¢
predominantly female occupations to pay less than predominantly mal
occupations, even after numerous measures of skill demands, workin,
conditions, and market conditions are statistically controlled. It als
demonstrates the penalty for doing nurturant work, a finding I interpre
as evidence of indirect gender bias in wage setting. Chapter 4 examine
methods of and findings from job evaluation, a technique used to evalu
ate jobs and assess comparable worth within a single organization
Chapter 5 explains the current legal status of comparable worth in th
federal courts. Chapter 6 examines normative debates about gender in
equality and comparable worth, drawing on social, political, and eco

- nomic philosophies, including feminist theories. Finally, Chapter 7 take:

the reader through the policy debates surrounding comparable worth
and presents my own view on these controversial issues.

Views of comparable worth hinge, in part, on empirical evidence. Ye
such evidence is interpreted differently through the “lenses” of differen:
theoretical models. Views of comparable worth are also affected by nor
mative positions, by values. Although 1 am a sociologist by training, in
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this book 1 also draw upon the disciplines of economics, psychology,
law, and philosophy, as well as on interdisciplinary feminist perspec-
tives. Thus, I hope to present a view of the complex and controversial
issue of comparable worth that is informed by debates over evidence,
theories, and values.

The remainder of this chapter sets the stage for examining comparable
worth by summarizing research findings on the situation of women and
men in paid employment. For the most part, I will draw upon research
from the United States. The situation js similar in other industrial coun-
tries, albeit with some variations (Rosenfeld and Kalleberg 1990; Brinton
1988; Blau and Ferber 1986; Roos 1985). This chapter discusses the in-
creases in women’s employment in recent decades, the tendency of
women {o be clustered into a limited number of occupations, changes in
the degree of occupational sex segregation, and changes in the sex gap

in pay.
Il Increasing Employment Among Women

Some women have always worked outside the home for pay in addi-
tion to working within the home. One often sees the term working women
used to differentiate women who work for pay from full-time home-
makers. This is misleading, of course, since homemakers work as well.
To avoid this misleading juxtaposition, 1 will use the term employment or
labor force participation to refer to paid work typically done outside the
home.

A.  Which Women Are Employed?

Women are more likely to be employed if they are single, have fewer
children, are black, have considerable education and other job skills,
have high potential earnings, or have a husband with low earnings
(Killingsworth and Heckman 1986; Desai and Waite 1991; O’Neill 1981).
These are each “net” effects, that is, differences that are observed when
other things are “held constant” via statistical controls. Yet, since some
of these factors are negatively correlated with each other, real women
often experience cenflicting puils. For example, consider a woman with
a college education, three children, and a husband who is a well-paid
manager. The fact that she is married, has children, and has a husband
with relatively high earnings all mitigate against her employment. How-
ever, her college education increases the earnings she could make in a
Job, as well as her nondomestic interests, and thus makes it more likely
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that she will be employed. Marital homogamy, the teridency to marry
persons from a similar class and educational background, means that
women whose high education and potential earnings mitigate in favor
of employment typically have husbands with relatively high earnings, a
factor mitigating against employment,

Today, many women remain employed during pregnancy and return
to their jobs immediately or within a few weeks or months of birth.
Relatively continuous employment around a birth is more common
among women who are well educated, are in more skilled jobs, and
have higher wages, perhaps because the financial loss from leaving their
jobs would be greater for such women (Desai and Waite 1991). However,
continuous participation around a birth is also more common among
women with more economic need——single mothers or women whose
husbands have low earnings (Desai and Waite 1991). Continuous par-
ticipation is also aided by the availability of a more flexible work sched-
ule or by working in an occupation containing more women with young
children (Desai and Waite 1991).

B.  Trends in Women's Employment

It was traditionally beligved that many women entered and left the
labor force numerous times during their lives. Recent research that
traces the employment histories of birth cohorts has challenged this
view. (A birth cohort is a group of people born in the same year.) This
research shows that, while many women left employment at the time of
marriage or a first birth, after marriage, every birth cohort in this century
has had continuous increases across time in the proportion of women
employed (Goldin 1990, p. 22). This implies that while many women
spent some years out of the labor force, if they stayed employed or
reentered employment after marriage, they generally stayed employed
fairly continuously. The reentries were typically after a period of child-
rearing. What has been changing most is how many women enter the
labor force at all and how early those who leave for childrearing reenter
to stay (Goldin 1990).

The proportion of U.S. women who are employed has increased
steadily since the early 1800s (Goldin 1990). More and more women have
moved from working exclusively in the home to working both in their
homes and for pay. As Table 1.1 shows, 19% of women were in the labor
force (i.e., either employed or looking for a job) in 1890. By 1950 this
figure was up to 30%. It was 35% in 1960, 42% in 1970, 51% by 1980, and
56% by 1987. The only time in this century that a decline in the propor-
tion of women employed has ever occurred was right after World War I1.



& Segregah’oﬁ and the Pay Gap

Table 1.1, shows increases in the proportion employed for both white
and black women since 1950. However, the black and white trends differ
in that black women did not increase their employment rate between
1890 and 1950; it was already very high (40%) in 1890. As Table 1.1
shows, black women have had higher employment rates than white
women during every period, although white women had nearly caught
up by 1987.

Married women with small children are still the group with the lowest
employment rates. Yet this group has shown the fastest rate of increase,
and now has participation rates only slightly lower than women’s over-
all average. Consider, for example, married women who have at least
one child under the age of 3. Table 1.1 shows that in 1960, only 15% of
such women were in the labor force, compared to 35% of women over-
all. In 1975, 33% of such women were in the labor force, compared to

Table 1.1.  Labor Force Participation! of Women by Marital Status, Presence of
Youngest Child, and Race, 1890-1987

All Women

Married? ’
White Black?
With child Hispanic?
Total  Total  under 3 Total  Married*  Total  Married* Total
1890 189 4.6 NA 16.3 2.5 39.7 2.5 NA
1950 295 238 NA 28.5 20.7 37.8 1.8 NA
1960 351 305 15.3 34.2 29.8 4.7 40.5 NA
1970 41.6 40.8 25.8 40.9 385 47.3 50.0 NA
1975 463 4.4 32.7 45.9 43.5 48.8 54.0 43.0
1980 51.1 50.2 41.1 50.9 49.3 53.1 59.3 47.4
1985 545 54.2 50.5 54.1 53.0 56.5 62.4 49.3
1987 560 55.8 54.2 55.7 55.1 58.0 65.1 52.0

Sources:  Goldin 1990 (Table 2.1); U.S. Department of Labor 1987b (Tables 1 and 3), 1988,
1989 (Table 6); Lueck, Orr, and O’Connell 1982 (Table A-2); Taeuber 1991 {Table B1-5),
Notes;

! Numbers given are percentage of women in the labor force. The labor force consists of
those who are employed and these looking for a job. Those out of the labor force include
homemakers, students, the retired, and discouraged workers (those who want a job but
have given up looking). NA, data not available.

2 Data for 1890 through 1970 are for ali nonwhites rather than for blacks.

* Includes all Hispanics, regardless of race. “Hispanic” is a diverse category, including
persons whose ancestry is Mexican, Central American, Cuban, and Puerto Rican, and
including citizens and noncitizens. Hispanics are also included in “white” and “black”
calegories according to their race. Figures for Hispanics by marital status not available in
government documents.

* “Married” includes only married women with husband present.
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46% of women overall. However, by 1987, the figure for women wit]
children under 3 was up to 54%, only slightly less than the 56% of a)
women who were in the labor force.

One might wonder whether the dramatic increase in employmen
among mothers of young children is mainly an influx into part-tim
jobs. For the most part, this is not the case. To be sure, mothers are mor
likely than other women to be employed part-time. For example, in 198¢
about one third of women with children had part-time jobs, while only
about one fifth of all employed women worked part-time (Barrett 1991)
Yet much of the increase in the employment of mothers has been in fuil
time jobs. This can be inferred from the fact that the proportion of
employed women whose jobs are part-time has been relatively constani
at around 20% since the early 1960s (Barrett 1991), even while the pro-
portion of employed women who have small children has gone up dra-
matically.

Perhaps it is surprising, but very few women use part-ime em-
ployment as a transition between full-time homemaking and full-time
employment. It is much more common to move from homemaking to a
full-time job (Blank 1989). For some, part-time work is an occasional
alternative to fuil-time employment; for a few it occasionally punctuates
nonemployment (Blank 1989). Few women use part-time employment as
a transition because part-time jobs are largely dead-end; employers sel-
dom structure jobs to facilitate smooth transitions from part-time jobs to
attractive full-time jobs.

C. Explanations of Increases in Women's Employment

What explains the dramatic increase in women's employment since
World War II? To examine this, let us separate various specific explana-
tions into two broad claims: (1) those asserting women’s increased eco-
nomic need to be employed, and (2) those asserting their increased
opportunities for jobs and higher wages.

Increased Economic Need. Do more women than ever have an eco-
nomic need to be employed? Yes. This is true in that a growing propor-
tion of women are single or divorced, and more of these women than
ever have children. Especially since 1970, the divorce rate has increased,
the average age at marriage has gone up, and the proportion of out-of-
wedlock births has increased for both white women and women of color
(England and Farkas 1986). If we look at families that include children,
the proportion of families with no adult male stayed fairly near 10%
from 1940 through 1970, but thereafter it began to increase, reaching
16% by 1982 (Norwood 1982). These facts explain some of the increase in
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women'’s employment in terms of economic need. However, they can-
not explain the increase among married women with husbands present,
,,-t};cepl to the extent that more married women than previously are
‘fvare of the risk of divorce and invest in job experience as a form of
insurance (Burkhauser and Duncan 1989).

Can the increase in employment among married women be explained
by increased economic need for two incomes? The answer depends, in
part, upon what we mean by “need.” The question of what income a
family needs is, at least in part, subjective. However, assuming any
constan! definition of need, only if the real (i.e., inflation-adjusted) in-
comes of men have gone down over time can the economic need for a
second paycheck be said to have gone up. Table 1.2 presents data on
men’s income. “Income” includes interest, dividends, and government
transfer payments, rather than just earnings from employment. The
figures also include all men, not only those employed full-time year-
round. Since these figures include men who had spells of unemploy-
ment, they will show men’s incomes going down if annual earnings go
down because more men are unemployed part of the year or because the
average duration of unemployment goes up, as well as if wage rates go
down. Table 1.2 shows that, on average, men’s incomes were going up
throughout the 1950s, 1960s, and early 1970s. Since 1973, however,
men’s incomes have gone down. They have rebounded since the early
1980s, but by 1988 had only returned to their late 1960s levels, These
trends apply to both white and black men, though in any given year
black men’s earnings have been lower than those of white men. (For
discussion of trends in men’s earnings, see Levy 1987, 1988; Burtless
1990.) If decreasing male income causes increasing need for wives’ em-
ployment, one cannot argue that such need was increasing in the 1950s,
1960s, early 1970s, or since 1983, but only between 1973 and 1983.

The reader might question whether increases in the percentage of
earnings paid in taxes would alter this conclusion. Based on data pre-
sented elsewhere (Steurle and Wilson 1987; Steurle forthcoming) regard-
ing families at the median income, I have calculated that the percentage
of income paid in federal income tax plus Social Security tax (excluding
the portion paid by the employer) was 7.6% in 1955, 10.8% in 1960,
14.2% in 1970, 17.5% in 1980, and 17.1% in 1990. The increases in federal
taxes in the 1950s and 1960s were not more than increases in male
earnings, and federal taxes have not increased in the 1980s. Thus, the
conclusion that men’s incomes have been going up continuously except
between about 1973 and 1983 holds even when federal taxes are consid-
ered.

Since 1950, women'’s employment has gone up continuously, while
men’s income went down only between about 1973 to 1983. In sum,
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Table 1.2. Median Income of Men by Race: 1950~

19881

Year Total White Black? Hispanic3
1950 12,615 13,298 7,221 NA
1955 14,823 15,644 8,232 NA
1960 16,306 17,169 9,032 NA
1964 17,734 18,836 10,678 NA
1965 18,864 19,867 10,692 NA
1970 20,337 21,376 12,675 NA
1971 20,164 21,139 12,607 NA
1972 21,085 22,115 13,395 NA
1973 21,465 22,522 13,623 NA
1974 20,281 21,246 13,164 15,461
1975 19,467 20,450 12,226 14,902
1976 19,597 20,660 12,439 14,658
1977 19,762 20,699 12,283 15,221
1978 19,841 20,781 12,449 15,205
1979 19,194 20,051 12,412 14,455
1980 17,989 19,135 11,498 13,867
1981 17,534 18,605 11,063 13,278
1982 17,101 18,080 10,835 12,836
1983 17,414 18,320 10,714 12,893
1984 17,762 18,749 10,757 12,640
1985 18,473 19,494 11,681 12,571
1986 18,473 19,494 11,681 12,447
1987 18,522 19,687 11,679 12,736
1988 18,908 19,959 12,044 13,030

Source: Hensen 1990.

Notes:

! All income is in constant 1988 dollars. Thus, these figures
are adjusted for changes in the cost of living (as measured
by the Consumer Price Index) such that they reflect real
trends in pretax purchasing power. NA, data not available.
2 This category includes black males for 1970-1988. Before
1970, the category includes all nonwhite males.

* Includes all Hispanics, regardless of race. Hispanics are
also included in “white” and “black” categories according to
their race.

while the decade after 1973 saw increases in economic need for a second
paycheck, such increases in need have not been a consistent trend for
married women. Thus they cannot be the main explanation of the consis-
tent increases in women'’s employment.

Yet most people I talk to have a clear perception that, in some mean-
ingful way that is missed in the above figures, since the mid-1970s
couples have needed two paychecks more than they did in times past.
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There is a way to reconcile the kernel of truth in this perception with the
figures presented above. My reconciliation hinges on an assumption
about how people perceive well-being that comes from research in be-
havioral economics and social psychology to be discussed in Chapter 2.
There is an asymmetry between how gains and losses are perceived. As
a result, a decrease in one's income of $5000 reduces one’s sense of well-
being more than an increase in income over the same income range
increases the sense of well-being.

To illustrate, consider the situation of a couple with a nonemployed

wife whose husband earns $30,000 a year, but suffers a loss in income of
$10,000 due to conditions in the economy at large. Perhaps he worked in
an auto plant that closed and the best job he can now find is a non-
unionized job paying $20,000. In response to this loss, the wife finds a
job that pays exactly the $10,000 that was lost, after expenses such as
day care. Later, suppose that the man gets an offer of a better job that
will restore him to his original earnings of $30,000 (in inflation-adjusted
dollars). The couple had previously felt that this was an adequate in-
come—perhaps not as much as they would like, but high enough to
make them decide the wife would stay home and care for their young
children. Based on this we would predict that the wife will quit her job
when the husband begins his new job. But the data in Tables 1.1 and 1.2
have shown us that when men’s incomes rebound after a loss, women’s
employment does not decrease as the “economic need” thesis would
predict. So our task is to understand why our hypothetical wife does not
quit even when her husband’s earnings had returned to their former
level. This could be because she has grown to like her job, but that is not
the point I want to emphasize here. If she quits the job, their family
income will be exactly where it was before she joined the labor force.
However, the asymmetry in how losses and gains affect perceived well-
being implies that the original loss of $10,000 lowered well-being more
than the rebound of $10,000 increased well-being. Thus, the sense of
well-being still dictates the wife's employment. If losses are perceived as
larger than gains of the same amount, then permanent increases in
women’s employment will be spawned in periods when men have even
temporary decreases in earnings.

Similarly, the asymmetry in the perception of losses and gains sug-
gests that permanent increases in women'’s employment will result
when earnings inequality among men goes up, even in the absence of
declines in men'’s average earnings. Increased inequality in men’s earn-
ings can result from earnings of men in the lower portion of the distribu-
tion going down while the earnings of men toward the top of the dis-
tribution go up. The asymmetry principle above predicts increased
employment among women from this trend. That is, the losses in male

Increasing Employment Among Women
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“Thble 1.3. Median Annual Earnings of Women and Men Employed Full-Time,
YearRound, by Race and Hispanic Origin, 1955-1987!

White Black Hispanic?

Women  Men  Ratio® Women Men  Ratio Women Men  Ratio

12,110 21,431 0565 6,220 11,292 0.551 NA* NA NA
:zzg 12,988 21,431 0.606 8,804 14,165 0.622 NA NA NA
1965 14,155 24,468 0.579 9,612 15,367 0.625 NA NA NA
1970 16,187 27,623 0.586 13,637 19,409 0.703 NA NA NA
1975 16,323 27,918 0.585 16,030 21,416 0.748 NA NA NA
1976 16,719 28,487 0.587 15,737 20,914 0.752 NA NA NA
1977 16,642 28,852 0.577 15,848 20,707 0.765 NA NA NA
1978 16,955 28,502 0.595 15,855 22,549 0.703 NA NA NA
1979 16,624 28,144 0.591 15,454 21,218 0.728 NA NA NA
1980 16,142 27,200 0.593 15,055 19,138 0.787 13,637 19,021 0.717
1981 15,381 26,473 0.581 14,298 18,730 0.763 13,646 18,726 0.729
1982 16,310 26,186 0.623 14,577 18,598 0.784 13,384 18,362 0.729
1983 16,741 26,348 0.635 14,860 18,786 0.791 13,578 18,246 0.744
1984 17,040 27,162 0.627 15,357 18,537 0.828 14,253 18,790 0.759
1985 17,404 27,131 0.641 15,407 18,977 0.812 14,279 18,315 0.780
1986 17,721 27,582 0.642 15,507 19,447 0.797 14,706 17,625 0.834
1987 17,775 27,468 0.647 16,211 19,385 0.836 14,893 17,872 0.833

Source: Figart, Hartmann, Hoytt, and Outtz 1989 (Tables 3 and 4).

Notes: )
V Earnings are in congtant 1987 dollars. Thus, these figures are adjusted for changes in the
cost of living (as red by the Cor Price Index) such that they reflect real trends

in before-tax purchasing power. NA, data not available. o

? Includes all Hispanics, regardless of race. Hispanics are also included in “white” or
"black” categories according to their race. .

3 Ratio of women’s annual earnings to men’s annual earnings.

earned less than white women. These wage increases for women were
fueled by general growth in the economy that provided increases to men
as well. During these periods, the rewards of employment went up .for
women, and this brought into or kept in the labor force an increasing
proportion of white and black women (Butz and Ward 1979).

II1. The Sex Segregation of Jobs

In the United States, as in most societies, men and womgn generally
hold different jobs. If we use the approximately 500 detailed occupa-
tional categories used by the U.5. Census Bureau as a benchmaxfk, ap-
proximately 60% of men or women would have to change occupations in
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order to achieve integration (Blau 1988). “Integration” here refers to :
situation in which each occupation has the same’ sex mix as the labo
force as a whole. If we were to use a more detailed classification of jot
titles and look within firms, we would see segregation to be even mor
pervasive than these figures indicate (Bielby and Baron 1984). This i
partly because some occupations are filled exclusively by men in some
firms but exclusively by women in others. For example, many restau-
rants have either all males or all females waiting tables. Thus, for this
occupation, the level of integration implied by national data is mislead-
ing as an indicator of how often men and women really work together in
the same job within a restaurant. More segregation is seen within firms
than in national occupational data for a second reason as well. Organiza-
tions often employ more detailed categories than the census categories.
Take, for example, a census occupation like physician. The 1980 census
shows this to be 14% female. But if we were to use most any clinic’s or
hospital’s more detailed classification by department, we would see that
certain specialties, such as pediatrics and psychiatry, contain more than
14% females, while others, such as surgeons, contain fewer (American
Medical Association 1986).

Another type of segregation is by industry or firm. The industry one
works in is defined by the good or service sold by the firm one works for.
For example, one can work in the auto industry or the restaurant indus-
try. Workers in all occupations are included within the industry. Thus,
managers, secretaries, production workers, and janitors who work for
General Motors are all classified as in the auto industry. Women -are.
more likely than men to work in small firms and in industries with labor-
intensive production and relatively low levels of unionization and prof-
it. Yet sex segregation by firms and industries is nowhere near as per-
vasive as segregation by occupation. After all, most firms and certainly
most industries have both male and female workers. In contrast, some
occupations (e.g., nursing, secretarial work, plumbing) are filled almost
exclusively by one sex or the other. :

Segregation means that few jobs are substantially integrated by sex. If
sex had no relation to the job one were in, we wouid expect the sex ratio
of each job to approximate the sex ratio of the labor force as a whole,
which was slightly over 40% female in 1980. Thus, one way to look at
integrated jobs would be to look at what occupations are between, say,
30 and 50% female. According to the 1980 census, out of 503 occupa-
tions, this included only 87 occupations. Examples of these integrated
occupations are personnel managers, accountants, buyers, physicians’
assistants, authors, artists, shoe salespersons, door-to-door salesper-
sons, bartenders, book binders, short-order cooks, ushers, and tailors.
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A. What Kinds of Jobs Do Men and Women Hold?

Occupations filled mainly with women include maids, assembly line
workers in the electronics industry, clerks in retail stores, secretaries and
other clerical workers, teachers (at the grade school through high school
level), nurses, real estate agents, social workers, and librarians. Men
predominale in the highest status professions (such as doctor and law-
yer), in higher levels of management, in blue-collar crafts (such as
plumber, carpenter, and electrician), in assembly line jobs in durable
manufacturing (such as autos, steel, and tires), and in jobs involving
outdoor labor. One can see from these lists that women's jobs are not
usually less skilled than men’s, but women’s and men's jobs generally
require different kinds of skills. There are both male and female jobs at
both low and high levels of education. For example, hairdressers (mostly
women) and bus drivers (mostly men) each average 13 years of school-
ing. Examples of male and female jobs at higher levels of education
include electrical engineers and librarians, each averaging 17 years of
education. (These examples are taken from the 1980 census data used in
Chapter 3.) _

Although women’s and men’s jobs require approximately equal aver-
age amounts of formal education received prior to entering the job,
women'’s jobs lypically provide less on-the-job training (Corcoran and
Duncan 1979; Barron, Black, and Loewenstein 1990). Thus, as the senior-
ity of workers increases, women’s jobs may beconie less skilled relative to
men’s.

Female jobs are also attached to shorter mobility ladders than male
jobs, thus reducing women'’s possibilities for promotion (C. Smith 1979;
Rosenbaum 1980; Bielby and Baron 1984; DiPrete and Soule 1988). Relat-
ed to this is the fact that very few female jobs involve supervision of
other workers (Jaffee 1989; Wolf and Fligstein 1979; Hill 1980; Ward and
Mueller 1985), especially male workers (Bergmann 1986).

How compatible are women’s jobs with family responsibilities? One
might think that women would choose jobs most compatible with such
responsibilities. To a limited extent this is true. For example, more men
than women are concentrated in jobs requiring out-of-town travel,
working evenings, or unusually long hours. However, even here there
are exceptions. For example, nurses are often required to work eve-
nings, nights, and weekends. Overall, on other dimensions, it does not
appear that women's jobs are any more compatible with family respon-

sibilities than men’s. Indeed, one national survey (Glass 1990) found
more men than women reporting flexibility of schedules, more unsuper-
vised break time, and more paid sick leave and vacation, all of which

would be helpful for a parent.
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"’ women into the skilled blue-collar craffs such as plumbing orlcarpintry,
or into durable goods manufacturing jobs (e.g., auto or stee vk\:oggz;rosz,
just as there had been little entry of women into these ﬁelc_is in ; de :
These facts provide a hint about the reasons for the slowing oh eseg'ret
gation. Firsl, occupations that, for wha{ever reasons, were td e easllle‘s )
targets for women'’s entry desegregated fu's't, leaving the “har cases tg
move more slowly later. Second, since fhe influx of women contxr\lugsb
be largest in those occupations where it begz.m, some mmallyTn;a e )? si
have now “tipped” and become dispropor‘nonately' fem_ale. us, t :r
ther increases in the proportion of women in these )‘obs mcreasbe1 ra ler
than decrease segregation. Examples of such occupations are pu xcd re ai
tions professionals, personnel and labor relations professionals, and rea
es?lt\fxsa %:;‘ tt‘c;\e discussion of trends in segregatiop has been based c})\n
research using the detailed occupational categories emp.loyed bil, the
Census Bureau. We can think of jobs as spgcxfnc occupanox}swat mlg
specific establishment (and hence, a specific n:\dustry‘). Such jobs wou
be the most meaningful categories across which to compute a measuyle
of occupational sex segregation. Unfortunately, such data are not avsn -
able for the economy as a whole for even one year, much l.ess anumber
of years. However, as discussed above, yve know th'at nat.lonal occupaci
tional data understate the full extent of job se.greganon, since men and
women in mixed-sex occupations often work in different .mdustrles akl]'x )
firms or in different subspecialties within the occupation. But w af
about trends in the sex segregation offthese more d:el:a};led categories 0
jobs? rtunately, we have little information on this. . - .
IO%;\:J cr:\?tionaxy lzlote to the conclusion that job segregation de.chne.d 1n
the 1970s comes from case studies of formerly male occupations into
which there has been a large influx of women since 1?70. In some cases
there has been occupational desegregation but not job Qesegregahfon.
That is, women and men in a newly integrated‘occgpatlon may o ten
work for different establishments, sometirr'\e.s in different mdus‘tnes
(Reskin and Roos 1990). For example, bus driving .ha§ also b.ecome mt.eli
grated, but most of the women work for school d_lstncts while men shtx
retain most of the better-paid jobs as city b\..lS drivers. To take anft er
example, the occupation bakers has become mtfagrated as grocery ox;esz
have started hiring women for newly crgated in-store pbs usx.ngtaut l(1)
mated processes to make cakes and cookies. Yet men still dqmma et e
Jess automated and more highly paid tasks of making bre?d in nons ore_
settings. Women are also becoming systems analys}s. Yet in thlshqlccupa
tion women often work in hospitals, bar}kmg, and 1f\surance, w 1fetlr]nen
are more likely to work in manufacturing industries. In eacl} o lesz
cases, women have gone into a formerly male occupation, but into a les:
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desirable subpart of it, at least in terms of pay. Thus, even though an
occupation has been integrated, when we use more detailed and indus-
try-specific categories, we see that a new female “ghetto” has been cre-
ated.

In summary, what can we conclude regarding trends in segregation?
Occupational classifications measure the function or task people per-
form. Occupational segregation increased and decreased sporadically
throughout the century, with a very modest net decline between 1900
and 1970. There was a faster pace of decline during the 1970s, and there
has been a continued though slowed dedline in segregation since 1980.
We do not have data on whether segregation in jobs (defined by cross-
dlassifying more detailed job titles and firms) has also decreased since
1970. Doubts about this are fueled by evidence that some of the occupa-
tional integration has led to new patterns of segregation within occupa-
tions. My conjecture is that some desegregation in jobs is occurring,
particularly at the managerial and professional level, and will continue,

but that the pace of desegregation of jobs is slower than that of occupa-
tions.

C. Explanations of Levels and Trends in Segregation

- Why are some jobs filled by women, some by men, and few integrated
by sex? What explains why levels of segregation change over time? As a
way to organize research on these questions, I will divide the factors
affecting segregation into those involving choices on the part of those
entering jobs, and those involving constraints faced by job entrants. In
making this distinction, we must remember that today’s choices may be
affected by past constraints, and vice versa. For example, parents or
teachers may encourage different job choices for young women and
men. This sex-differentiated reinforcement is a constraint that may lead
to different job choices at the point one declares a college major or applies
for a job. The emphasis in this chapter is not on which theory each factor
is compatible with. Often a single factor plays a part in several theories,
and theories are not my concern in this chapter. (For discussion of how
this research forms evidence for particular theories, see Chapter 2.)

Choices. Segregation results, in part, because men and women
choose different jobs. But why are these choices different? Some re-
searchers argue that the choices are rational responses to the division of
labor by sex in the family, In this view, women choose jobs compatible
with their family responsibilities. I see this as playing a relatively minor
role in job choices, since, as discussed above, the jobs women hold are
generally not more accommodating to parenting than are men’s jobs.
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A varant of this argument sees the division of labor by sex in the
family to cause women’s employment to be intermittent, which leads
women lo choose jobs that maximize lifetime earnings, conditional on
this intermittent employment. If jobs that provide much on-the-job
training have steeper wage trajectories (i.e., higher rates of return to
seniority) but lower starting wages, women may avoid such jobs be-
cause the gains from steeper wage gains do not outweigh the losses
from the lower starting wages. Research on this question is discussed in
Chapter 2 as it bears on the ability of human capital theory to explain
segregation. In my view, this view is largely incorrect. Consistent with
the view, women are concentrated in jobs that provide relatively low
amounts of on-the-job training (Corcoran and Duncan 1979; Barron et al.
1990), and female jobs do have lower returns to seniority than male jobs
(Rosenbaum 1980; Filer 1983). However, no research has ever demon-
strated the higher starting wages that are the purported advantage of
jobs offering less training. Given this, it is hard to see how women'’s
efforts to maximize lifetime earnings would lead them to choose female
jobs.?

Thus, if the job choices of men and women differ, 1 believe these
differences are sustained by lifelong socialization that leads men and
women to find different jobs interesting, respectable, of value, or consis-
tent with their gendered identities. This is consistent with the view I
develop in this book—that it is much more accurate to see men and
women in jobs with different skills, than with different amounts of skill.
Preferences for certain kinds of work entail preferences for exercising
certain kinds of skills. The socialization that forms these proclivities
begins in childhood and continues throughout adulthood. It operates
through reinforcement patterns, role models, cognitive learning, sex-
segregated networks of peers, and other processes.

These differences in interests can be seen early in life. Even preschool
and elementary school children express sex-typed occupational goals
(Marini and Brinton 1984). However, the occupational aspirations of
boys are more highly sex typed than those of girls (Marini and Green-
berger 1978).

Are these differences in job interests a reflection of broader differences
in values? Some evidence supports this. Studies decades ago found that
males claimed to place more value on money in choosing a job. Studies
attempting to assess changes in the job dimensions valued by young
adults have found surprisingly little convergence between the sexes
(Lueptow 1980; Herzog 1982; Peng et al. 1981; Tittle 1981). Lueptow
(1980) compared the occupational values of graduating seniors in 1961
and 1975 and found that in both years men claimed to place more value
than did women on status, money, freedom from supervision, and po-
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tential for leadership. In both years, the study found that women placed
more value on working with people, helping others, using their abilities
and being creative. Other surveys have shown that men place a greate;’
valt.e on autonomy, authority, and promotion possibilities than do wom-
en (Brenner and Tomkiewicz 1979; Murray and Atkinson 1981; Peng
Fetters, and Kolstad 1981; Herzog 1982), and these job dimensiorl\s hav;.
been found to affect men's job satisfactions to a greater extent than
women'’s (Glenn and Weaver 1982; Crane and Hodson 1984; Murray and
Atkinson 1981). There is also some evidence that men value taking risks
more than women (Walker, Tausky, and Oliver 1982; Subich, Barrett
Donerspike, and Alexander 1989). '

Yet we must be cautious in inferring from these studies that sex dif-
ferences in occupational values explain segregation. Some of the studies
surveyed adults already holding jobs. Thus, it is possible that jobs af-
fected values as much as values affected the job chosen. The studies also
show some conflicting findings. For example, while a number of surveys
find that men claim to value pay more than women, one study found no
such difference (Walker et al. 1982), and some studies have found pay to
have a greater influence on women'’s job satisfaction than on men’s
(Crane and Hodson 1984).

Itis also important not to assume that these sex differences show men
to be inore career or achievement oriented than women. Women may be
equally career oriented but focused on different skills or values. One
example of such bias in interpretation appears in an article by Brenner
and Tomkiewicz (1979), who asked college students to rate job charac-
teristics in terms of their importance to them. Men were found to place
more-value on income, opportunity to take risks, and supervisory au-
thority. Women placed more value on good relations with coworkers
opportunity to develop knowledge and skills on the job, and intellectuai
stimulation. The authors conclude from these findings that women give
less importance to careers than men. This is certainly not an obvious
conclusion from the findings; one might regard an orientation toward
continued learning of knowledge and skills, on which wonten placed
more emphasis, as the best indicator in the survey of the sort of ca-
reerism we would expect employers to care about.

A preference for a sex-typical job does not always reflect values,
tastes, or dispositions toward the kind of work in these jobs. It may
rather reflect a preference for working with members of one’s own sex or
for doing work labeled male or female regardless of the content of the
work. There is evidence of this sort of preference, especially among
males. One experiment (Heilman 1979) divided high school students
into two groups that received different information on the projected sex
composition of the occupations of lawyer and architect. Students ran-
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domly assigned to the first group were fold thaf these‘jobs were }:‘(1)-
jected to have a high percentage of males in them in coming yefz\rts), while
those randomly assigned to the second group were told the jobs v:e;'de
projected to contain a much higher percentage of fgmales. The boysl ]o
that the jobs were projected to have more women in them repofrte 'elss
interest in going into those jobs. rThe}(‘)p]ta)osne effect occurred for girls,
e effect was stronger for the boys. . .

a“l};mxlng;‘ \E:lew, gender role sogcialization and se.ex-tyl;?ed chfnces (zlf jobs
clearly have some role in segregation. But “{hat is their role in the gsegi
regation observed since about 1970? There is e\{ndence that occupatu;?a-
preferences have shifted substantially among high sc119ol students (- a
rini and Brinton 1984). A decline in sex differences in v:olleggesc;rl\)a]c,vcx;sf
occurred during this period as well (Beller 1984; Jacobs 1985, 1 ) o
course, some of these shifts could be responses to changed c?(?nstraln S..
This is suggested by the evidence reviewe.d above thaf specific occu;;a;
tional choices shifted more than underlying occupational values. Ye

preferences were undoubtedly shifting for other reasons as well. How- .

ever, these changes in preferences are pro.bably not explamed:y c:\art\g(i
ing patterns of childhood socialization, since thc? women w O;tgr el
these changes in the 1970s were young chlldren. in the very trad i 1onat
1950s. Thus, to say that socialization is a facto-r in segregation cl>es no
imply that changing patterns of childhood socialization is the only way

for desegregation to occur.

Constraints Posed by Employers, Male Workers, .rmd .Instx.tuhfmnl. Rrac:
tices.  One sort of constraint faced by those s.eekmg ;qbs is d}scrfmfna_
tion by employers. Our concern here is not \fwth tbeones of dnscr;‘m:tr::r
tion, which are reviewed in Chapter 2_, bu‘t w1fh equence about wte et
hiring discrimination exists. Discrimination in hiring, placemend,o.:nl
promotion is suggested by experimental sh.xdxes that preser}tthran me)sl
assigned groups of managers or prospective managershwx d.res:;ﬂen
that differ only in the male or female names on tl_1em. Such stu :jes] ten
find that men are preferred in typically ma}e ]ot_>s (R(?sen and ;r
1974, 1978; Levinson 1975; Rosen 1982). SOCfolo.gls.ts B.xelby ar;\ | ?r?:
(1986) also found substantial evidence of dxscnm.matu.ar.\ in the sﬁ:es
ments of California manufacturers about their hiring prac er.l
Milkman’s (1987) historical study showed that althougl} m;x;y(;ﬂortr}:er
went into previously male jobs during World War 11, this shi te kr.aem-
than eradicated boundaries belween_men and womens wor; ,en ~
ployers redivided jobs such that each job was done only y}w:ror: °n or
only by men. Women were laid off after t.he war. A.s.ne\nl/] ire > were
made, employers refused to rehire women in .the.tradltlona_ y mani ;ﬁ
they had held during the war, even when this violated union se ty
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rules, and even when the women had more training in the job than the
men newly returned from the war. s

Employers may discriminate because of beliefs about sex differences
in skills, because of values about the roles men and women should play,
to create antagonisms that minimize workers’ solidarity, or to avoid the
disruption that occurs when male workers are faced with a woman
entering “their” jobs.

Some women anticipate discrimination and alter their “choices” ac-
cordingly. Discrepancies between young women'’s aspirations and their
expectations about future jobs are evidence that women anticipate a
constraint. Marini and Greenberger (1978) found that girls expected to
end up in occupations that averaged 75% female, but aspired to occupa-
tions that averaged 66% female. In contrast they found no difference
between the average percentage female of the occupations high school
boys said they expected to work in and those to which they aspired.
Another survey of high school students showed that 34% of girls but
only 22% of boys believed that their sex would prevent them from get-
ting the kind of work they would like to have (Bachman, Johnston,
and O'Malley 1980). This is evidence that young women anticipate con-

straints and this affects their plans.

One constraint women face is the way they are treated by male work-
ers if they enter a male job. In one survey of female blue-collar workers,
almost one third of the women reported that male coworkers gave them
a hard time and that male coworkers disapproved of women doing craft
work (O’Farrell and Harlan 1982). Schroedel’s (1985) in-depth interviews
with women who entered male-dominated blue-collar craft jobs re-
vealed that many women felt unwelcome as a result of men's derogatory
tomments, men’s attempts to sexualize the relationships (such as touch-
ing women while working next to them), and men’s unwillingness to
teach women the skills they would ordinarily teach a new male cowork-
er. Case studies of occupations that many women entered in the 1970s
show that men often tried to keep women out, either for fear that it
would lower their wages or because they saw it as a threat to their sense
of masculinity (Reskin and Roos 1990). Unionized men have been more
successful than others at keeping women out (Reskin and Roos 1990;
Hartmann 1976). There are several ways that unions have helped men to
keep women out of “their” jobs. Some unionized jobs can only be en-
tered through apprenticeships and one has to be selected by a union
member to be an apprentice. Also, prior to the passage of the 1964 Civil
Rights Act, which rendered such laws illegal, unions lobbied for laws
that prohibited hiring women in particular jobs or for particular shifts.

Institutional inertia plays a role in pefpetuating discriminatary con-
straints. Milkman (1987) examined historical data on a number of man-
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ufacturing firms across the century and found that if an industry hires
one sex in a certain job at its origin, the sex label generally “sticks” for
decades because it gains the weight of tradition.

Institutional inertia perpetuates segregation in yet another way. Many
firms have structured mobility ladders, sometimes called internal labor
markets. While some jobs are a “dead end” from which one cannot be
promoted, others lead to a sequence of jobs through which promotions
are common. The jobs at the bottom of these mobility ladders are filled
from outside the firm; they may be thought of as ports of entry. Once
segregation has occurred in jobs that are ports of entry—for any of the
reasons discussed above—the existence of structured mobility ladders
will perpetuate segregation up the ladders and through the life cycle of
each cohort of workers without a need for further overt discrimination.

Another set of institutional practices that create constraints falls into a
category similar to the legal notion of “disparate impact,” discussed in
more detail in Chapter 5. Job requirements that have a disparate and
adverse impact on wemen are those that, given prior sex differences in
experiences, make it more difficult for women to qualify for or remain in
the job. These constraints are distinct from direct sex discrimination
in hiring. That is, sex is not explicitly being used as a criterion for letting
people into the job. Yet other criteria are being used that tend to screen
out women. Examples of such criteria that have an adverse impact on
women include upper age limits for entering apprenticeships (which
disadvantage homemakers returning to the labor force), veterans’ pref-
erences (since more men than women have been veterans), limited pub-
lic advertising of jobs (since more men than women are likely to falk to
men who work in the jobs and thus have access to the information), the
use of machinery designed for typical male height and strength, and
departmental rather than plantwide seniority being credited toward pro-
motions (Roos and Reskin 1984).

It is hard to know how much discriminatory barriers of either an overt
or disparate impact variety have changed. My rough sense is that there
has been a substantial decline in hiring discrimination, but that a sub-
stantial amount remains. Antidiscrimination legislation has had some
effects on employers’ hiring practices (Beller 1979, 1982a, 1982b; Leonard
1984; U.S. Department of Labor 1984; Burstein 1985; Gunderson 1989).
In this sense, the lessening of constraints has been an important factor in
desegregation. After legal requirements, Equal Employment Oppor-
tunity (EEO) was institutionalized as part of personnel departments in
most large firms, thus giving it some inertial force even in the absence of
governmental enforcement. The Republican administrations in office
since 1980 have been much less aggressive than prior Republican or
Democratic administrations about using the Equal Employment Oppor-
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IV. The Sex Gap in Pay

A. Trends in the Sex Gap in Pay
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Since 1980, white, black, and Hispanic women have made progress
relative to men of their own racial or ethnic group, and relative to white
men. As Table 1.3 shows, the sex ratio for whites moved from 0.59 to
0.65 between 1980 and 1987. For blacks the sex ratio moved from 0.79 to
0.84, and for Hispanics from 0.72 to 0.83. For the most part, women
made these relative gains because their earnings showed slight (infla-
tion-adjusted) absolute gains during the 1980s, while white and black
men’s wages were relatively stagnant and Hispanic men’s wages de-
clined.

The figures referred to so far (in Table 1.3) are based on annual earn-
ings of full-time workers. Another way to look at trends in the pay gap is

Table 1.4. Female-Male Ratios of Median Usual
Weekly Earnings among Full-Time Wage and Sal-
ary Workers, by Race, 1967-1989

Unadjusted for Adjusted for
Hours Worked! Hours Worked?
Year3 White Black White Black
1967 0.608 0.700 0.676 0.732
1971 0.607 0.707 0.669 0.747
1973 0.606 0.718 0.669 0.756
1974 0.598 0.731 0.659 0.768
1975 0.613 0.751 0.672 0.789
1976 0.615 0.738 0.676 0.781
1977 0.606 0.731 0.669 0.775
1978 0.599 0.732 0.660 0.773
1979 0.611 0.747 0.673 0.790
1981 0.635 0.775 0.694 0.817
1982 0.639 0.794 0.698 0.838
1983 0.646 0.790 0.703 0.832
1984 0.670 0.798 0.731 0.842
1985 0.674 0.829 0.736 0.874
1986 0.679 0.827 0.742 0.866
1987 0.682 0.844 0.745 0.890
1988 0.684 0.830 0.746 0.877
1989 0.693 0.865 0.758 0.914

Source: U.S. Department of Labor 1967-1989.

Notes:

¥ Includes only full-time workers, i.e., those working at
least 35 hours per week.

2 Includes only full-time workers, i.e., those working at
least 35 hours per week, and adj for sex diffi es in
average hours worked among these workers.

2 Data for 1967-1978 are for the month of May only.
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One limf'tation of the statistics in Table 1.3andin the left tw
Tabk?dl.4 dns that all workers who work at leag
considered full-time. Yet among these full-tj

. -lime workers, men
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o columns of
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Table 1.5, Adjusted’ Female-Male Ratios of Median
Usual Weekly Earnings among Full-Time Wage
and Salary Workers, by Age, 1973-1988

Age 1973 1978 1983 1988
Total, 16 years 0.68 0
ol .67 0.72 0.77
16-19 0.86 0.9
X .91 0.96 0.93
gg——;‘: 0.83 0.80 0.89 0.96
35—44 0.72 0.73 0.80 0.85
45~5 0.61 0.59 0.66 0.75
~54 0.62 0.59 0.63 0.67

Sources: Figures for 1973 1o 1983 from Table 3, O'Neill
{;m_e. “The Trends in the Male-Female Wage Gap in th;
ngled States.” Ia.urnal of Labor Economics Vol. 3, No. 1 PpP.
Figlu:seilfé. lc;sgyfnghtUQ 1985. Reprinted with permission
or rom U.S. Department of -
33) and 1989p (Table 41). P et fabor 1969 (Tale
Notes:
! Adjusted for sex differences in hour:
ed s worked amo, -
ers cla.sslﬁed as full-time (i.e., 35 hours/week or m';fe‘;fo;tl;r
1988 figures or?ly, data on hours used for the adjustments
come from a slightly different age group than was used for
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1973, 1978, 1983, and 1988. The table shows that, in each year, the gap is
much smaller among younger workers. For example, in 1988, the
female/male earnings ratio among those 20-24 was 0.96, whereas it was
0.85 among those 25-34, and 0.75 among those 35-44. Some interpret
this to mean that the sex gap in pay is disappearing. This optimistic
interpretation hinges on assuming that the differences in a given year
across age groups result entirely from a cohort effect and not at all from a
life cycle effect. Another way to put this assumption is to say that each
cohort (i.e. people born in a given year) will retain the same sex ratio of
pay it currently has as it ages. If this is true, as the older cohorts with the
larger sex gap retire, the overall sex gap in pay will decrease. If, on the
other hand, we interpret the age differences as entirely a life cycle effect,
experienced by every cohort, the figures have no implications as to the
future of the sex gap in pay. They simply reveal that the sex gap in pay
increases with age. This results in part because the sex gap in experience
increases as women go through the childbearing years, and in part
because even those women who are employed continuously usually
work in jobs low on prospects for mobility and raises. For both these
reasons, women'’s earnings fall further and further behind men'’s across
the life cycle. Further complicating matters is the possibility of period
effects. Period effects refer to changes over time, for example, decreases
in discrimination, that affect all employed cohorts and age groups ap-
proximately equally.

In reality, all three effects (cohort, life cycle, and period) are probably
operative, as suggested by Table 1.5 (and by Bianchi and Spain 1986). In
each of the years shown, younger workers have a higher female/male
ratio of earnings. We can also follow one cohort across the years. To take
one example, consider those who were aged 25-34 in 1973, with women
earning 0.72 of men’s earnings. Ten years later, in 1983, when this same
cohort was aged 35-44, the women were earning only 0.66 what men
earned. For this cohort, women'’s relative losses across the life cycle were
great enough to override any period gains between 1973 and 1983. But,
if we look at the cohort 25-34 in 1978, women earned 0.73 of men’s
earnings in 1978, but had decreased the sex gap slightly to a ratio of 0.75
by 1988 when the cohort was 35-44. Here the period progress accruing
to the cohort appears to have been large enough to override any relative
losses of women across the life cycle. This suggests that favorable
change in women’s relative pay is occurring via both period and cohort
effects. However, net of these changes, women’s relative position deteri-
orates across the life cycle. Thus, the progress is not as fast as would be
indicated by interpreting all of the age differences in sex ratio for any
given year as cohort effects.
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What factors explain the sex gap in pay? Here I will consider evidence
for the role of a number of factors, leaving questions of what theories

Sex Differences in Productivity or Effort? Are women less productive
tl?an mep? We seldom have measures of productivity, so there is little
le:ECt evidence on this. Yet there is much speculation and some indirect

1979; Ross 1987; Hochschild 1989). But despite this, tests of differences in
effort have, if anything, suggested that women expend more effort than
men in their paid jobs. Bielby and Bielby (1988) analyzed data from a
national survey that asked respondents how “hard” their jobs require
them to work, how much “effort, either physical or mental” their jobs
require, and how much “effort” they put into thejr jobs “beyond what is
Women reported slightly more effort than men. One might

in coffee breaks, lunch breaks, and other regularly scheduled work
breaks (Stafford and Duncan 1980; Quinn and Staines 1979). Thus, re-
search indicates that sex differences in effort explain none of the sex gap
in pay.

Industries and Firms. While the most obvious form of segregation is at

well, and this contributes to the S€x gap in pay. Unlike occupations,
many of which are nearly all male or female, almost all firms (and thus
industries, since they are a collection of firms all selling the same prod-
uct) employ both men and women, Yet, although sex segregation by
firm and industry is not nearly as extreme as by occupation, there are,
nonetheless, systematic tendencies for women to be employed in those
firms and industries with low average wages (Blau 1977; Beck, Horan,
and Tolbert 1980; Hodson and England 1986; Aldrich and Buchele 1989;
Coverdill 1988; Ferber and Spaeth 1984). For example, Blau (1977) exam-
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ined cases where men and women in the same very detailed occupation
(like accounting clerk, payroll clerk, or computer programmer) had dif-
ferent wages, and found that this was usually a matter of women wqu-
ing in a lower-wage firm. Often the entire industry the lower-paying
firms were in had lower average wage scales.

However, even when women move to higher-wage firms and indus-
tries, their wages do not go up as much as men’s do. The wage premium
associated with being in a high-wage firm or industry goes dispropor-
tionately to male jobs (Aldrich and Buchele 1989).

Amount of Human Capital Investment and Expected Human Capital Invest-
ment. Are women in jobs requiring less skill, and, if so, does this affect
the sex gap in pay? Here, let us confine our attention to amount of skills
or training rather than types of skill. Amount of schooling, one type of
human capital, explains virtually none of the sex gap in pay, since men
and women in the labor force have virtually the same median years of
formal education, as Table 1.6 shows. Among whites, women had 1.3
years more education than men in the labor force in 1952, and men. d.id
not close this gap until 1969. By 1979, white men’s median was a trivial
0.1 year more education than white women's. For blacks the trends are
somewhat different, but black women have had slightly more education
than black men in all years since 1952, as Table 1.6 shows, although by
1983 this female advantage in median education had declined to a rela-
tively trivial 0.2 year. .

There is a sex difference in another sort of human capital: years of job
experience. Because many women spend some years rearing children
and keeping house full-time, the average woman in the labor fqrce has
fewer years of experience than the average man. Early studies had

Table 1.6. Median Years of School Completed by Men and Women in the Labor
Force, by Race, 1952-1983

White Black
Men Women Difference Men Women Difference
1952 10.8 12.1 ~1.3 7.2 8.1 -0.9
1959 11.8 12.2 -0.4 8.1 9.4 -1.3
1969 12.4 12.4 0.0 10.8 11.9 -1.1
1979 12.7 12.6 0.1 12.2 124 -0.2
1983 12.8 12.7 0.1 12.4 12.6 -0.2

Source:  From: O’Neill, J. “The Trends in The Male-Female Wage Gap in the Uf\ited
States.” Journal of Labor Economics Vol. 3, No. 1, pp. $91-5116. Copyright © 1985. Reprinted
with permission.

The Sex Gap in Pay 29

shown that this difference explains between one quarter and one half ol
the sex gap in pay (Polachek 1975; Mincer and .Polachek 1974, 1978;
Sandell and Shapiro 1978). :

A 1979 study by Corcoran and Duncan will be discussed in some
detail since it is the best available for assessing the effects of various
types of human capital on the sex gap in pay. They used a standard
method of regression decomposition in which the amount that any vari-
able contributes to the sex gap in pay is a function of (1) the rate of
return of the variable (how much an additional increment contributes to
earnings for both men and women) and (2) the size of the difference
between men and women's average on this variable. They found that
the regression coefficients or slopes—the rates of return—to different
types of human capital were not terribly different for men and women.
Their results do show that the overall rate of return to experience is
higher for white males than other groups. (Hoffman 1981 also found
this.) But when experience is divided into subcomponents according to
whether the experience was with one’s current employer (called “ten-
ure”) and whether it involved on-the-job training, rates of return for the
subcomponents did not differ much by race or sex. This implies that the
overall group differences in rates of return to experience came from
groups spending different proportions of their employed years in differ-
ent types of experience, which in turn offer varying rates of return. For
example, white men are likely to have a higher portion of their experi-
ence in a job that provides on-the-job training, and years of tenure
during which training was provided have a higher rate of return than
other years of tenure in one’s current firm or than years of experience in
prior firms.

Since coefficients did not vary significantly between groups for most
variables, Corcoran and Duncan used white male slopes for the decom-
position, and my discussion that follows uses these results. Calculations
from Corcoran and Duncan’s study (1979) are presented in Tables 1.7
and 1.8. (They include decompositions using other groups’ slopes.)

A striking implication of Table 1.7 is the amount of the sex gap in pay
among whites that comes from men having more tenure (seniority with
one’s firm), including periods during which the employer was providing
training. The training portion of tenure explains 11% of the gap between
white men and white women. Although Table 1.7 shows that this same
factor explains 8% of the gap between white men and black women, and
15% of the gap between black men and white men, Table 1.8 shows that
on-the-job training is a relatively minor factor in the sex gap in pay
between black men and women, explaining only 2%. It is also a trivial
part of the pay gap between black women and white women (1%).
Whether or not differences between groups in time spent in jobs with
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Table1.7.  Percentage of 1975 Wage Gap between White Men and Other Groups
Accounted for by Indicators of Human Capital

Black White Black
Men Women Women

Years out of labor force since com- 0 (0 6 (5 3 (-3)
pleting school

Years of work experience before 2 (6) 3 1 (~1)
present employer

Years with current employer prior 5 (4) 12 (1) 7 (5
to current position

Years of training completed on 15 (22) 11 (17) 8 (14)
current job

Years of posttraining tenure on -4 (-5) -1 (-1 -1 (1)
current job

Proportion of total working years 0 (-1) 8 7 4 (2
that were full-time

Hours of work missed due to ill- -1 (1) -1 (0) -2 (=1
ness of others in 1975

Hours of work missed due to own -1 (-1) 0 (© -1 O
illness in 1975 i

Placed limits on job hours or loca- 0 (1 2 I 1 (-1
tion

Plans to stop work for nontraining -1 (-1) 2 (1 1 (2
reasons

Formal education (in years) 38 (43) 2 (2 11 (15)

Percentage of total gap explained 53 (71) 4 (45) 32 (32)
by human capital

Percentage of total gap unex- 47 (29) 56 (55) 68 (68)

plained by human capital

Note: - The decompasition calculates what percentage of the total 8ap in the natural log of
hourly earnings between white men and each other group arises because of group differ-
ences in means on the independent variables, assuming the white male slopes. The
calculation is the difference between the two groups’ means times the slope. This is then
divided by the total log-dollar gap and the quotient multiplied by 100 to convert to a
percentage. (The percentages in parentheses are alternative estimates arrived at by using
the lower-earning group’s slopes.) The total gap is adjusted for whether individuals live in
the South and the size of the largest city they live near. Adapted and computed from

training are themselves explained by discrimination in job assignments
or by job choices is a separate question that Corcoran and Duncan’s
analysis cannot answer.

White women also earn less if they have been out of the labor force.
(See also Mincer and Ofek 1982.) This is shown by the net effects on
wages of (1) years of work experience before present employer and
(2) years with current employer prior to current position. The first of
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Table 1.8. Percentage of 1975 Wage Gap between Black Men and Women and
between Black and White Women Explained by Indicaters of Human Capital

Black Black
Wouen Women and
and Black White
Men Women
Years out of labor force since completing 10 (~7) -8 (14)
school .
Years of work experience before Present em- 0 (-3) -3 (3)
ployer
Years with current employer prior to current 7 (6) -12 (-12)
position
Years of training completed on current job 2 ) 1 2)
Years of Posttraining tenure on current job 2 (~2) -4 3)
Proportion of total working years that were 16 4) -10 (-¢)
full-time
Hours of work missed due to illness of oth- 2 (-1) 3 (-5
ers in 1975
H(;lgns of work missed due to own illness in 0 (0 3 (-2)
75
Placed limits on job hours or location -3 (1) =3 (-6)
Plans to stop work for nontraining reasons 3 5 -1 (%)
Formal education (in years) =16 (-20) 76 (97)
Percentalge of total gap explained by human 25 (-15) 43 (95)
capita.
Percentage of total gap unexplained by hu- 75 (115) 57 (5)
man capital :

Note:  The decomposition calculates what percentage of the total gap in the natural log of
hourly earnings between the two groups arises because of group differences in means on

near. Computed from Corcoran and Duncan (1979, Table 1).

these two factors explains 3% of the 8ap between white men and white
women (Table 1.7) but has no effect on the sex gap among blacks (Table
1.8). The second factor explains 12% of the sex 8ap among whites (Table
1.7), and 7% (Table 1.8) of the sex £ap among blacks. The proximate
cause of these portions of the sex 8P in pay is women'’s lesser em-
ployment experience. However, discriminatory job and wage differen-
tials may be behind some proportion of these sex differences in years of
employment experience, since women have less motivation to stay em-
ployed if they are paid less. It is interesting that none of the measures of
experience contribute to the Pay gap between white and black women;
black women have more experience but lower earnings.
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Overall, Table 1.7 shows that Corcoran and Duncan (1979) found
human capital (broadly construed to include all measures of education,
employment continuity, and labor force attachment) to explain 44% of
the pay gap between white men and women and 32% of the gap be-
tween white men and black women.

Tables 1.7 and 1.8, taken together, also reveal some facts about the
interaction of race and gender. Overall, a much smaller proportion of the
sex gap in pay between black women and black men is explained by
human capital than is explained for either the gap between black and
white women or between black women and white men. In particular,
black women'’s higher average education than black men’s makes a large
negative contribution to the sex gap for blacks. That is, black women have
higher education than black men, but lower earnings. In contrast, edu-
cation makes significant contributions to the pay gap between black and
white women (76%), between black women and white men (11%), and
between black and white men (38%).

Let us now turn our attention to the question of whether women’s
intentions or expectations for less employment continuity at the time they
first enter employment might explain some of the subsequent sex gap in
pay. To the extent that job experience provides skill accumulation, this
can be seen as relevant to the amount of human capital one accumulates.
There are two versions of how expectations about continuity of experi-
ence might affect earnings. One posits that, if there is a trade-off be-
tween starting wages and steep wage trajectories (i.e., high returns to
experience and/or tenure), women who plan intermittent employment
will be more apt to choose jobs with relatively high starting wages than
will either men or women planning continuous employment. This could
possibly create an average sex gap in pay, despite the fact that it would
produce higher lifetime earnings for women than if they chose jobs
similar to men. However, as mentioned above, no study to date has
found higher average starting wages for women or in women’s jobs,
even when other factors are controlled (England 1984; England, Farkas,
Kilbourne, and Dou 1988). A milder version of this thesis might say that
women will be more motivated to choose jobs with steep upward wage
trajectories the longer they plan to be employed. I find this a more
plausible claim, although we lack research on how much this has af-
fected women’s choices.

A second way that women'’s plans for intermittent employment may
affect the sex gap in pay is via employers’ statistical discrimination.
(Definitions and theoretical discussion of statistical discrimination ap-
pear in Chapter 2.) If women have higher turnover rates, and employers
know this, then based on this sex difference in turnover they may en-
gage in what economists call statistical discrimination. That is, em-
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ployers will be reluctant to hire women in jobs where turnover is es-
pecially expensive, particularly jobs that provide much on-the-job
training. What evidence is there for this as a factor in the sex gap in pay?
First, let us look at the evidence about sex differences in turnover. It is
equivocal (Price 1977, p. 40). Several studies based on recent national
probability samples of young workers (mostly in their twenties) found
no sex differences in turnover, even when wage was not controlled
(Waite and Berryman 1985; Donohue 1987; Lynch 1991). At first glance
this seems extremely counterintuitive since we know that women leave
the labor force for childrearing more often than men. The seeming
anomaly is explained by the fact that men change firms more often than
women (Barnes and Jones 1974). Other studies find gross differences,
with women having higher turnover rates, but after statistically adjust-
ing for wages or wage-related job characteristics, these differences dis-
appear or reverse (Viscusi 1980; Blau and Kahn 1981; Haber, Lamas, and
Green 1983; Shorey 1983). In general, workers of any sex or race are
more likely to quit a job when it is low paying or has low opportunity for
advancement (C. Smith 1979; Osterman 1982; Haber et al. 1983; Shorey
1983; Grounau 1988; Kahn and Griesinger 1989; Light and Ureta 1989).
Thus, if women are placed in less desirable jobs through discrimination,
this could explain part of their higher turnover in studies that do find
gross sex differences in turnover. If this is true, then women'’s disadvan-
tageous job placements may explain their higher turnover rather than
vice versa. However, if the job placements result from statistical discrim-
ination based on real exogenous turnover differences, then statistical
controls for job characteristics are inappropriate in studies designed to
assess exogenous sex differences in turnover propensity. Thus, the
“chicken and egg” question of which is exogenous, the higher turnover
or the discrimination, is virtually impossible to assess statistically. My
best guess is that, except in the most recent cohorts (to which Waite and
Berryman'’s 1985, Donchue’s 1987, and Lynch’s 1991 analyses were con-
fined), exogenous sex differences in turnover existed but were very
small and not present in all workplaces or occupations. However, it is
important to note that among young cohorts in the recent period, turn-
over differences disappeared. Thus, if employers continue favoring men
for jobs providing much training, it cannot be explained rationally via
statistical discrimination but must reflect erroneous perceptions or other
discriminatory motivations.

Thus far [ have discussed how much of the sex gap in pay can be
explained by human capital or anticipated human capital at any one
point in time. But what of the trends in the sex gap in pay? Can these be
explained by trends in human capital? Let us look at this question first in
terms of the post-World War II period up until about 1980, a period
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during which the sex gap in pay was relatively unchanging. Were there
trends in human capital that we would expect to have reduced the sex
gap in pay? Several studies suggest not. For example, women’s educa-
tion relative to men’s has not increased in the last 50 years (Goldin 1990;
Smith and Ward 1984). Thus, based on education trends, we would not
expect the sex gap in pay to change. Of course, during all this time, both
men’s and women’s levels of education were increasing, and women
had as much or more education than men (Jacobs 1989b). Thus, the point
is not that at any one time education can explain the sex gap in pay, but
rather that trends in the sex gap in education were not changing favor-
ably to women, so we would not expect a change in the sex gap in pay
on the basis of trends in education alone.

Similarly, prior to 1980, women'’s experience did not increase relative
to men’s (Smith and Ward 1984; Goldin 1990). At first this seems count-
erintuitive. One might think that as the percentage of women who are
employed increases, this would lessen the sex gap in experience. But, in
fact, the upward surge in women’s employment affects the average ex-
perience of employed women in two conflicting ways: (1) On the one
hand, the fact that fewer currently employed women have left the labor
force (at all or for as long a time) increases the average experience of
employed women. (2) On the other hand, the entrance of new female
workers with little experience depresses the average years of experience
of employed women. Thus, whether the average experience of em-
ployed women goes up, down, or stays the same as women’s em-
ployment increases depends upon the relative strength of these two
conflicting forces. Recent research (Smith and Ward 1984; Goldin 1990)
suggests that they canceled each other out, so that women’s average
experience did not rise, and the sex gap in experience did not begin to
close, until about 1980. Since 1980, however, women’s relative experi-
ence has increased, and this is one factor in the declining sex gap in pay
(Smith and Ward 1984; Goldin 1990; O’Neill 1985). However, this does
not mean that experience completely “explains” the sex gap in pay. As
we have seen, experience explains less than one half the sex gap in pay
at any particular point in time.

Values and Preferences. Do women’s values and preferences help ex-
plain the sex gap in pay? In one sense, I have already considered this
question above. 1 argued that gender-specific socialization orients both
men and women toward kinds of jobs and skills typical for their gender.
Insofar as women's jobs then pay less, values have played a part in the
sex gap in pay. In a formal analysis of this type, Filer (1983) uses a large
number of measures of tastes and personality characteristics to predict
earnings and finds that they explain some of the sex difference in pay.

The Sex Gap in Pay

Much of this, I would argue, is an indirect effect. Values are affect:
occupational choice and occupations are affecting ‘earnings, but Fil
(1983) study does not make clear the mechanism through which occu
tional characteristics affect earnings. One such mechanism is the sor
wage discrimination against female jobs at issue in comparable worth
be discussed below.

A thesis claiming a more direct causal line from values to earnii
sposits that men simply place a higher value on earnings when ti
decide which occupation to select, while women trade these off for ot
job characteristics. A number of studies have asked people what t
value in jobs, and find that men rank earnings more highly than won
(Brenner and Tomkiewicz 1979; Lueptow 1980; Peng et al. 1981; Her:
1982; Major and Konar 1984). However, one study by Walker et al. (19
found no such difference. Moreover, research on job satisfaction |
found that women'’s satisfaction is more affected than is men’s by the |
in their job (Glenn and Weaver 1982; Crane and Hodson 1984). In ad
tion, studies of turnover find that the extent to which wage increa
affect whether women will quit a job is as large or larger for women tt
for men (Shorey 1983; Kahn and Griesinger 1989; Light and Ureta 19¢
Thus, if we look at responses to job characteristics, it appears that wc
en may place more importance than men on earnings. In short, existi
evidence provides no clear answer to the question of whether or i
there is a sex difference in the value placed on money contributing to |
sex gap in pay.

Sex Composition Effects. The call for comparable worth is based on |
finding that a job’s sex composition affects its wage level. This is a v«
consistent finding coming from a wide range of studies. Here I revi
this research, dividing studies into three types: those taking occupatic
as units of analysis and using national data, those taking individuals
units of analysis and (generally) using national data, and those taki
jobs as units of analysis using data from a single organization or e
ployer.

One type of study has taken U.S. Census detailed occupational ca
gories as units of analysis and used national data. Such studies ha
controlled for occupational characteristics such as average requiremer
for education, and an array of occupational demands, with measur
typically taken from the Dictionary of Occupational Titles (DOT).
general, such studies have found that, net of these measures, both m
and women earn less if they work in a predominantly female occup
tion. This has been found for 1940, 1950, and 1960 with controls f
education (Freiman and Terrell 1975b), for 1970 with controls for educ
tion, DOT skill measures, and other variables (England and McLaughl
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1979; England, Chassie, and McCormick 1982), and for 1980 with similar
controls (Parcel 1989). The one study that does not find this net negative
effect of occupational percentage female (Filer 1989) used a very exten-
sive list of controls. 1 will argue in Chapter 3, in conjunction with my
analysis of this genre using 1980 census data, that Filer may have in-
cluded inappropriate variables and “overpartialed” the effect. To fore-
shadow, my analysis in Chapter 3 finds a negative effect on wages of the
percentage female in an occupation, under more rigorous controls than
most previous studies have used for skill demands as well as charac-
teristics of the firms and industry people in given occupations typically
work in.

A second type of study takes individuals as units of analysis, and
examines the effects of occupational sex composition by mapping this
contextual variable onto each individual’s record according to the oc-
cupation s/he holds. Controls for various other occupational charac-
teristics are mapped on in the same way as contextual variables. Such
studies find a net negative effect on both men’s and women’s wages of
being in an occupation that is predominantly female (Johnson and Solon
1986). One advantage of such studies is that they employ controls for
individuals’ human capital. One study (England et al. 1988) found this
negative effect of occupational percentage female using longitudinal
data and a “fixed-effects” model to control for any unmeasured dif-
ferences between unchanging pay-relevant attributes of those indi-
viduals in predominantly female and male occupations.

Sorensen (1989b) has assembled most of the published studies investi-
gating the net effect of occupations’ percentage female. (She includes
studies using either census occupations or individuals as units of analy-
sis.) These findings are summarized in Table 1.9. In general, these stud-
ies find that moving from an all-male to a comparable all-female occupa-
tion is associated with a wage penalty equivalent to between 10 and 30%
of the sex gap in pay.

A third type of study employs data from one organization or em-
ployer. These studies show similar findings. One advantage of these
studies is that they often employ more detailed job categories than do
national studies. A second advantage is that they allow us to see the
potential effects of comparable worth at the level at which they would
occur in the version of the reform generally advocated—within a single
employer or organization. A disadvantage of such studies is that they
are limited to the public sector, where data on pay are more readily
available. A number of states have done job evaluation studies for com-
parable worth purposes in the last ten years. Invariably, these studies
have found that, net of measures of job skill or worth, female jobs pay
less (Remick 1984; Rothchild 1984; Steinberg, Haignere, Possin, Chertos,
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and Treiman 1986; Acker 1989; Orazem and Matilla 1989). The job eval-
uation techniques used in such studies are discussed-in more detail in
Chapter 4. ’

Another study of public sector employment examined pay in the Cal-
ifornia state civil service. Baron and Newman (1989; forthcoming) found
“smoking gun” evidence of discrimination in pay setting. A 1934 memo
(Becker 1934) said that pay in jobs is set, among other things, according
to the “age, sex, and standard of living of employees normally recruited
for the given job.” Baron and Newman's (1989; forthcoming) analysis of
the California civil service data found higher pay levels in predomi-
nantly male jobs, even when controlling for the broader occupational
category into which each more detailed job falls, and for the education
and experience required of persons entering the job. Their study did not
have the sort of measures of skill demands common to job evaluations.
However, the validity of their conclusions is further buttressed by the
fact that changes in the sex composition of jobs between 1979 and 1985
were associated with changes in a job's pay level such that a job’s becom-
ing more female depressed wages and becoming more male increased
wages (Baron and Newman 1989). If we assume that any changes in
jobs’ skill demands were uncorrelated with changes in sex composition,
then their findings about change effectively “hold constant” any un-
measured skill demands of the jobs.

Other studies that have also analyzed how change over time in jobs’
sex composition affects change in their pay find that when a job changes
its sex composition, the wage for both men and women goes up if more
males come into the job, and the wage for both men and women goes
down if more women come into the job (Ferber and Lowry 1976, p- 384;
Pfeffer and Davis-Blake 1987). We cannot be sure if the changing sex
composition affected the wages, as these authors suggest, if the change
in wage affects sex composition (as suggested by Reskin and Roos 1990),
or if both effects are operative.

Types of Skills and Working Conditions in Jobs: Inditect Gender Bias. An-
other factor affecting the sex 8ap in pay is the kind, rather than amount,
of skills and working conditions jobs require. Some view this as a part of
the comparable worth issue. The studies above implicitly do not. That
is, they take as given the returns to different job characteristics, and,
controlling for these factors, estimate the adverse effect on wages of
being in a predominantly female occupation.

However, the types of skills common in women’s jobs may have lower
returns than the types of skills'common in men’s jobs because of gender
discrimination. That is, if a type of skill or working condition has tradi-
tionally been associated with women’s work in either the household or
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paid employment, it may come to be devalued via stigma that gets
institutionalized into wage systems, so that this skill or working condi-
tion comes eventually to carry a low rate of reward, or a penalty,
whether it appears in a male or female occupation. However, since such
skills and working conditions are more common to female occupations,
this devaluation has a disparate and adverse impact on women’s wages.
Many view this as a part of the discrimination at issue in comparable
worth, as will be discussed in Chapter 4 as an issue in job evaluation
studies, in Chapter 5 as an issue in legal proofs of discrimination, and in
Chapter 6 as an issue of feminist theory. There is substantial evidence
that women’s concentration in jobs with different kinds of skills affects
the sex gap in pay. Daymont and Andrisani (1984) show that.one's
college major has an important effect on pay, and women are in ﬂ:le
majors associated with-lower pay. Women are more often than men in
jobs involving nurturant social skills, and these not only have lower
returns than other skills, but actually have net negative returns (Kil-
bourne, England, Farkas, and Beron 1990; Steinberg et al. 1986; Jacobs
and Steinberg 1990a; Steinberg 1990). The fixed-effects model used by
Kilbourne et al. (1990) allows an assessment of the effect of doing nur-
turant work on earnings while controlling for all unchanging, un-
measured differences between individuals in nurturant and other jobs.
Even under these stringent individual controls, as well as controls fqr
factors computed from DOT measures and occupational sex composi-
tion, the penalty for nurturance is found. My analysis in Chapter 3 will
show this penalty for doing nurturant work as well. The afiverse work-
ing conditions typical in some women'’s jobs (such as mlerPersonal
stress, exposure to death and suffering, or exposure to blood, urine, and
feces) are often given fewer points in job evaluations used to set pay
than are the kinds of adverse working conditions (such as exposure to
dirt and the out-of-doors) more typical in men’s jobs (Steinberg 1990).
Even those adverse working conditions typical to male jobs seldom have
a large effect on earnings, however.

Overall, [ conclude that the kinds of skills traditionally exercised by

women are valued less in wage determination than are traditionally
male skills. This more indirect form of gender bias is seen by many
advocates as part of the discrimination to be redressed by comparable
worth.

C. Consequences of the Sex Gap in Pay

What are the consequences of the sex gap in pay? A person doub_ting
the importance of the issue might argue that if marriage is nearly univer-
sal and husbands and wives pool their income, the sex gap in pay has
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little consequence for the economic well-being of either women or chil-
dren. This would be a mistaken conclusion, however. The sex gap in pay
has important consequences within marriage as well as for those women
who are not married. :

Not all women marry, and some women divorce. Many never-married
and divorced women have children. Indeed, rates of both divorce and
out-of-wedlock births have increased dramatically. About half of the
cohort born in the early 1950s (Cherlin 1981; Preston and McDonald
1979), and two thirds of those marrying today (Martin and Bumpass
1989) are projected to experience divorce. Many divorced women have
children. Out-of-wedlock births rose from 5% of all births in 1960 to 18%
in 1980 (Preston 1984). Unmarried women with children—whether di-
vorced or never married—typically have custody of their children and
must support them on some combination of their own earnings, any
child support they receive from the children’s fathers, and government
subsidies. Child support awards are typically small. For example,
awards to divorced women averaged $2500 per year per family in 1981,
and less than half the mothers received the full amount awarded (U.S.
Bureau of Census 1983b). While it is true that many divorced women
remarry, both age and the presence of children inhibit women’s remar-
riage probabilities (Mott and Moore 1983), so a significant minority of
women with children do not remarry (Preston 1984). Thus, the sex gap
in pay, in combination with the fact that divorced and never-married
women generally have financial responsibility for their children after
divorce, is a crucial part of why such'a high proportion of female-headed
families is in poverty (McLanahan, Sorensen, and Watson 1989, p. 120).

There is a paradox here. To some extent the increase in divorce is
probably itself a result of women’s increased economic independence
(England and Farkas 1986, pp. 64—65). The fact that more women than
previously have jobs means that more can afford to leave marriages they
consider unhappy and at least minimally support themselves and their
children. Yet, because of the continued sex gap in pay and men’s failure
to support their children after divorce, the economic consequences of
divorce for women and children are-still grave (Preston 1984).

But what of marriages that remain intact? For married women, does
the sex gap in pay have adverse consequences? Yes. A long line of
research on marital power (reviewed in England and Kilbourne 1990c)
has shown that women’s employment and the relative earnings of hus-
bands and wives affect the balance of power in marriages. When wom-
en’s earnings are lower, even when they are making valuable contribu-
tions in the form of home management and child rearing, their
bargaining power vis-a-vis their husbands is substantially lower than |,
that of women with higher earnings. The fact that women’s economic
fate is more adversely affected by divorce than men’s is part of why men
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can retain disproportionate bargaining power within marriages. The
ability to leave a relationship with relatively few losses implies the
power to hold out for a better bargain without risk of a big loss. Thus,
the sex gap in pay has profound consequences for the degree of informal
democracy in marriages. It adversely affects women'’s ability to negotiate
for what they want in marriage on a wide range of issues, including
intimacy, purchasing decisions, the sharing of household work, and
geographical moves. The sex gap in pay is a part of what prevents
equality in husbands’ and wives’ bargaining power over all these issues.

V. Conclusion

This chapter has presented an overview of women’s and men’s posi-
tions in paid employment. The chapter began by exploring explanations
for the unabated increase in women’s employment. One factor is the
increasing proportion of women who are single, many with children.
These women need jobs because, whether they are divorced or never
married, they usually have the major responsibility for the support of
themselves and any children they have. Among married women, in-
creased potential wages have drawn more women into employment, as
has a restructuring of the economy that brought disproportionate in-
creases in labor demands in fields already labeled “female.” I argued
that couples today may perceive a greater need for two earners than
previously despite the fact that, on average, male earnings have greater
buying power today than in the 1950s or early 1960s. 1 speculated that
this increase in perceived need can be reconciled with trends in men’s
earnings if a decrease in income is perceived as larger than a gain of the
same amount over the same income range. The last 20 years have seen
fluctuations in men’s earnings because of recessions and recoveries, and
increasing wage inequality among men. The asymmetry in the percep-
tions of losses and gains of the same size may explain why women who
enter paid labor to buffer reductions in men’s earnings often stay even
after their husband’s earnings have rebounded. Also, ‘as the norm be-
comes for women to be employed before childbearing, couples get used
to two incomes and want to avoid the loss that would occur if women
did not return to their jobs shortly after childbearing.

The unabated increase in women'’s employment makes the issue of
comparable worth more important: As employment becomes the norm

for most women most of the time, the consequences of facing discrimi-
natory wage penalties increase. The importance of comparable worth
also results from occupational sex segregation. If there were no dispro-
portionately female or male jobs, there would be no problem of com-
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parable worth, at least as an issue of gender inequality. There might still
be concerns about whether the pay levels of jobs were set in a consistent
manner, or about whether the racial or ethnic composition of jobs had
discriminatory effects. But without the sex segregation of jobs, compara--
ble worth would not be the important women'’s issue it is today.

Occupational sex segregation has declined since about 1970, although
it is still substantial. Yet even as national data show a decline in segrega-
tion, we also see sex segregation of subfields within occupations women
have recently entered, and some occupations show desegregation and
then resegregation, as they move from being mostly male to integrated,
and then “tip” and become segregated female enclaves.

Occupational sex segregation is partly explained by social forces oper-
ating upon women'’s and men'’s choice of jobs. These social forces in-
clude influences of parents, educational institutions, peer groups, and
other social networks. Discrimination by employers in hiring is also a
factor, as is the resistance of male workers to women'’s entrance into
their occupations. Finally, historical and institutional factors also con-
tribute to segregation; if a job starts out as female or male, considerable
inertia develops around that initial label. Also, if entry level jobs are of
one sex or the other, this segregation will be perpetuated over time and
up the mobility ladders that comprise internal labor markets.

Segregation more often takes the form of women and men exercising
different kinds of skills than of women'’s concentration into less skilled
jobs. This is precisely why the issue of comparable worth is so poignant;
women are often being paid less for equally demanding, though differ-
ent jobs. This fact also makes it more comprehensible that women'’s own
choices could be one factor in job choices. When we focus upon the low
wages and low mobility prospects of typically women's jobs, it appears
that no rational woman would choose such jobs. But when we see that
often equally high levels but different kinds of skills are exercised in
female jobs, it is more plausible that reasonable people would find such
work interesting and meaningful. This, however, does not imply that
women want or agree with the low pay accorded their jobs.

This chapter also examined research on the sex gap in pay. Education
and effort, the two “all-American” routes to economic success, do have
payoffs for both men and women. Yet neither is particularly relevant to
the sex gap in pay since women have as many years of education as
men, and studies show women expend as much or more effort as men
on their jobs. Women’s fewer years of seniority and overall employment
experience, and the intermittency of such experience, explains some
proportion (between one quarter and one half) of the sex gap in pay.

Much of the sex gap in pay results from segregation itself. Some of
this segregation is interfirm, with women concentrated in lower-paying
firms and industries. This aspect of the sex.gap in pay would not be
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touched by comparable worth reforms unless we envisioned a national
wage setting board whose authority spanned the entire economy, some-
thing no American advocates of comparable worth have suggested.

A large component of the sex 8ap in pay comes about because women
are segregated into lower-paying occupations within every firm. Propo-
nents of pay equity reforms allege that at least some portion of the pay
differences between male and female jobs arise because the jobs are filled
by women or entail skills that are traditionally female. Evidence
abounds that, controlling for a number of measures of skill and other
occupational requirements, jobs with more women in them offer lower
wages to both men and women than do jobs containing more men. I
refer to this as direct gender bias in wage setting. There is also evidence
that, net of this direct effect of jobs’ sex composition, kinds of skills
traditionally done by women, such as nurturant social skills, have lower
(sometimes even negative) returns than other kinds of skills (such as
cognitive skills). I refer to this as indirect gender bias in wage setting.
Comparable worth is about both of these types of gender bias in wage
. setting: direct gender bias based on the sex composition of the job, and
indirect gender bias in which the returns to jobs’ requirements for vari-
ous types of skill and working conditions differ according to whether the
job characteristic is traditionally associated with women’s or men’s
spheres.

This chapter has focused on empirical regularities rather than how
these are interpreted by theories or help us to‘evaluate theories. The
next chapter will focus on scientific theorizing, examining how a
number of bodies of theory view labor markets, gender inequality, and,
most specifically, comparable worth.

Note

1. The evidence is mixed on whether women with more traditional family
plans are more likely to choose female occupations. Waite and Berryman (1985)
find that young women who aspire to have more children and less continuous
employment are more apt to choose female occupations. In contrast, Lehrer and
Stokes (1985) find that young women’s plans to be employed at age 35 and
expected family size affected the skill level of the occupation aspired to, but not
its sex composition. Even if Waite and Berryman's finding is correct, this does
nol demonstrate that female occupations lead to higher lifetime earnings than
male occupations for those who have intermittent employment. It may simply
mean that the wage disadvantages of female occupations are taken into account
more in occupational choices of women who plan more continuous em-
ployment.

Theories of Labor Markets

I. Introduction

This chapter considers competing theories of how labor markets
work, and their implications for gender inequality and comparable
worth. The theories to be discussed include orthodox neoclassical eco-
nomics, a new neoclassical institutionalism, and framing models from
behavioral economics that blend well with findings from experimental
social psychology. I also consider Marxist views in sociology and.eco-
nomics, as well as other sociological and institutionalist perspectives.
Finally, I propose an interdisciplinary view that draws selectively upon
the theories reviewed. o

I give a disproportionate amount of space to the neoclassical view for
two reasons: First, the internal coherence of the neoclassical view makes
it possible to spell out its implications clearly. Second, the neo?classical
“market wage” argument has come to dominate arguments against com-
parable worth policies. I find'some merit in neoclassical theories. Yet, in
contrast to the view of most neoclassical economists, I believe that com-
parable worth policies could have salutary effects on women and ad-
dress a very real form of discrimination. It is important to my argument
to explain why I'hold this view despite its tension with neoclassical
thinking.

This chapter focuses on theories about how labor markets operate to
produce wage differences between women and men, and bgtween
female and male jobs. In contrast, Chapter 6 focuses on normative the-
oretical questions about how rewards, including wages, should be allo-
cated to'men and women and across jobs. Of course, these positive and
normative questions are never entirely separate, though some bodies of
theory emphasize one aspect over the other. Both positive and nor-
mative issues underlie policy debates over comparable worth, to be
discussed in the concluding Chapter 7.
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