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INTRODUCTION

Minnesota is In the forefront of pay equity efforts in the nation.
This state was the first to lapleaent pay equity legislation for Its eaployees, 
and the first to require local governaents to undertake pay equity efforts. 
Minnesota's experience shows that pay equity can be laplenented smoothly and at 
a reasonable cost.

Pay equity Is also called -equal pay for work of equal value" or "coapara- 
ble worth.- Pay equity efforts are usually based on the use of a job evalua­

tion system which allows a comparison of jobs with different duties but similar 
levels of skill, effort, responsibility and working conditions. Although laws 
requiring equal pay for equal work have helped many women, most women remain In 
occupations which cannot be directly compared to jobs performed by men. Eighty 
percent of employed women perform "women's work", such as teaching, nursing, 
library science, clerical and service work.

The large number of women performing "women's work" continue to be 
affected by the fact that "women's work" continues to be low paid. National­

ly, In 1983, employed women working full-time year-round had average earnings 
that amounted to only 64 percent of the average earnings for their male 
counterparts. Studies have shown that differences In education, work experi­

ence and other factors account for only about half of the wage gap.

One consequence of low earnings for women Is poverty or near-poverty.
Women account for more than 60 percent of adult Minnesotans who are living In 
pjverty. Over 36 percent of women have Incomes below 150 percent of the 
poverty standard. Recent years have seen dramatic Increases In the number of 
female-headed single-parent families, and almost one-third of these families In 
Mln.iesota are poor.

This report updates Information in "Pay Equity In Public Employment," 
a report published by the Council on the Economic Status of Women (now the 
Commission on the Economic Status of Women) In 1982. It Includes a review 
o, pay equity efforts In the United States; a detailed analysis of pay equity 
In Minnesota state government employment; and Information about Minnesota's 
local government pay equity law. An appendix Includes technical Information 
and a list of resources.

INTRODUCTION 
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^AY EOUITY IN THE UNITED STATES

The history of pay equity In 
the United States begins Mith 
passage of two laws: the Equal Pay 
Act of 1963 and Title VII of the 
Civil Rights Act of 1964.

The Equal Pay Act prohibits 
enployers from paying nen nore than 
women for doing the same Job.
Title VII contains broad prohibi­

tions of discrimination In employ­

ment, Including sex-based wage 
discrimination.

Nationally, pay equity efforts 
have Included litigation, collec­

tive bargaining, legislation, and 
education.

legislation

In many cases, pay equity is 
being Implemented as a result of 
legislation at the state level.
Such legislation may establish a 
pay equity policy. In some cases, 
the legislation requires that a job 
evaluation study be conducted.

Pay equity studies are now In 
process or completed In hundreds of 
public and private organizations 
across the country. Such studies, 
whether mandated or voluntary, can 
be the first step toward Imple­

menting pay equity.

The National Governors' 
Association adopted a policy 
supporting the principle of pay 
equity at Its 1984 annual meeting. 
In early 1985, that group conducted 
a survey of pay equity activities 
In state governments.

The survey Indicates that 35 
states have undertaken specific 
action on pay equity for state 
employees. Six states (Minnesota, 
Iowa, Idaho, New Mexico, Tennessee, 
and Massachusetts) are Implementing 
comparable worth policies. In 
Iowa, for example, 9,000 state 
employees received pay equity 
Increases beginning In March 1985.

Three additlo'nal states 
(California, Montana, and South 
Dakota) have pay equity policies 
established by statute. Four 
states have completed pay equity 
studies, and twenty-five states 
have studies underway.

Some employers fear that they 
will be vulnerable to legal action 
If a study Is done, and therefore 
they do not undertake studies. 
However, in at least one court 
case, Taylor v. Charley brothers. 
refusal to conduct a job evaluation 
study was considered evidence of an 
Intent to discriminate.

At the federal level. Congress 
asked the General Accounting Office 
(GAO) to determine how a comparable 
worth study of federal employees 
might be structured and how much 
time such a study might take. The 
GAO study showed that female fed­

eral employees earn an average 
of 63 cents for each dollar earned 
by their male counterparts In the 
federal civil service.

Congresswoman Mary Rose Oakar 
has Introduced HR 27, which re­

quires a comparable worth study of 
federal employees.

PAY EQUITY IN THE UfUTED ITATEI 

The history of pay equity in 
the United States begins with 
passage of two laws: the Equal Pay 
Act of 1963 and Title VII of the 
Civil Rights Act of 1964. 

The Equal Pay Act prohi bits 
employers from paying men more than 
women for doing the same job. 
Title VII contain~ broad prohibi­
tions of discrimination in employ­
ment, including sex-based wage 
discr imi nation. 

Nationally, pay equity efforts 
have included litigation, collec­
tive bargaining, legislation, and 
e:luca ti on. 
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In many cases, pay equity is 
being implemented as a result of 
legislation at the state level. 
Such legislation may establish a 
pay equity policy. In some cases, 
the legislation requ i res that a job 
evaluation study be conducted. 

Pay equity studies are now in 
process or compl eted in hundreds of 
public and private organizations 
across the country. Such studies, 
whether manda ted or voluntary, can 
be the first step toward imple­
ment i ng pay equi ty . 

The National Governors' 
Assoc i ation adopted a policy 
supporting the principle of pay 
equity at its 1984 annual meeting. 
In early 1985, that group conducted 
a survey of pay equity activities 
in state governme nts. 

The survey indicates that 35 
states have undertaken specific 
action on pay equ i ty for state 
employees. Six states (Minnesota, 
Iowa, Idaho, New Mexico, Tennessee, 
and Massachusetts) are implementing 
comparable worth policies. In 
Iowa, for example, 9,000 state 
employees received pay equity 
increases beginning in March 1985. 

Three additional states 
(California, Montana, and South 
Da kota) have pay equity polic ie s 
es ta blished by statute. Four 
sta tes have completed pay equity 
studies, and twenty-five states 
have studies underway. 

Some employers fear that they 
will be vulnerable to legal action 
if a study is done, and therefore 
they do not undertake studies. 
However, in at least one court 
case, Taylor v. Charley Brothers 1 refusal to conduct a job evaluation 
study was considered evidence of an 
intent to discriminate. 

At the federal level, Congress 
asked the General Accounting Office 
(GAO) to determine how a comparable 
worth study of federal employees 
might be structured and how much 
time such a study might take. The 
GAO study showed that female fed­
eral employees earn an avera ge 
of 63 cents for each dollar earned 
by their male counterparts in the 
federal civil service. 

Congresswoman ~ary Rose Oakar 
has introduced HR 27, which re­
quires a comparable worth study of 
federal employees. 
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qUESTlCMIS t MBICRS OR C0MPMUM.C HORTH

What does comparable worth mean? Comparable worth means that an employer's 
Internal pay structure should be based on criteria other than the sex of the 
persons doing the Job.

Why is comparable worth a women's issue? Because an estimated 80 percent of 
employed women work in "women's jobs" which are undervalued and underpaid.
Why is comparable worth a union issue? Because unions have historically fought 
against exploitation of particular groups of workers. The existence of a 
cheap labor pool, whether it be immigrants, minorities, or women, lowers wages 
for all workers. Women are becoming a large union constituency.
How does comparable worth affect the bargaining process? Under the Minnesota 
state government pay equity law, funds are earmarked for pay equity adjust­

ments. Bargaining unit members then negotiate the allocation of these funds 
within the unit, just as they now negotiate cost of living increases and other 
contract provisions.

If women want to earn more, why don't they take "men's Jobs"? In order to 
integrate the labor force, more than 10 million women would have to trade 
places with more than 10 million men nationally. Most new jobs will be In 
clerical and service work, not in traditional male fields. And finally, most 
women enjoy their work in traditional female fields.

How can you compare jobs which are as different as apples and oranges? Job 
evaluation tec'' 'ques have been widely used throughout this century. Job 
evaluation idei, factors common to all jobs for example skill, effort,
responsibility and Murking conditions and assigns weights to each factor.
Point factor systems assign points to each factor, and points are totalled to 
arrive at a measure of job value.

Aren't wages set according to the laws of supply and d^nd? Wage-setting is 
determined by many factors other than supply and demand: collective bargaining, 
minimum wage laws and stereotypes about what certain jobs are worth. Despite 
recent decreases in the supply of clerical workers and nurses, wages did not 
increase automatically for these jobs.

the economy?Won't comparable worth destro_ _ _ _ _ _ _

Congress was considering equal housing opportunities for minorities.
This fear was often expressed when 

the Equal
Pay Act, and many other changes which did not destroy the economy. The cost of 
Implementing pay equity in Minnesota state government was only four percent of 
payrol1.

Won't comparable worth require the creation of a new bureaucracy? This has not 
happened in Minnesota state government. Jobs are evaluated by existing 
personnel staff, and increases are determined by the usual collective bar­

gaining process.

How can the government require all employers to pay the same for various jobs? 
Comparable worth refers to equity within an organization, not across organiza- 
tional lines. Employers may use any job evaluation system they choose, but 
they must eliminate sex bias within their workforce.
Does comparable worth eliminate pay based on
No^ Pay comparisons for purposes of comparable worth are based on thensaximum 
of a pay range. Employers may continue to provide for movement within a pay 
range based on performance and/or seniority.

~STJ<IIS & ANSWERS ON all'ARAILE WORTH 

What does comparable worth mean? Comparable worth means that an employer's 
internal pay structure should be based on criter ia other than the sex of the 
persons doing the job. 

Why i s comparable worth a women's issue? Because an estimated 80 percent of 
employed women work i n "women' s j obs " wh i ch are undervalued and underpaid . 

Why i s comparable worth a union i ssue? Because un ions have historically fought 
against explo i tation of particul ar groups of workers. The existence of a 
cheap labor pool, whether it be immigrants, minorities, or women, lowers wages 
fo r all workers. Women are becoming a large union constituency. 

How does comparable worth affect the bargaining process? Under the Minnesota 
state government pay equity law, funds are earmarked for pay equity adjust­
ments. Bargaining unit members then negotiate the allocation of these funds 
within the unit, just o, they now negot ia te cost of living increases and other 
contract provisions. 

If women want to earn more wh don't the take •men's obs"? In order to 
integrate the labor force, more than 10 million women wou d have to trade 
places with more than 10 million men nationally. Host new jobs will be in 
clerical and service work, not in traditional male fields. And finally, 1110st 
women enjoy their work in traditional female fields. 

How can you compare jobs which are as different as ap~les and oranges? Job 
evaluation tee~ l qu es have been widely used throughou this century. Job 
evaluation ide r, ~ factors common to all jobs for example skill, effort, 
responsibility and ur king conditions and assigns weights to each factor. 
Point factor systems assign points to each factor, and points are totalled to 
arrive at a measure of job value. 

Aren't wages set according to the laws of supply and demand? Wage-setting is 
determined by many factors other than supply and demand: collective bargaining, 
minimum wage laws and stereotypes about what certain jobs are worth. Despite 
recent decreases in the supply of clerical workers and nurses, wages di~ not 
increase automatically for these jobs. 

Won't comparable worth destrof the economy? This fear was often expressed when 
Congress was considering equa housing opportunities for minorities, the Equal 
Pay Act, and many other changes which did not destroy the economy. The cost of 
implementing pay equ i ty in Minnesota state government was only four percent of 
payro 11. 

Won't com~arable worth require the creation of a new bureaucracy? This has not 
happened n Minnesota state government. Jobs are evaluated by exist i ng 
personnel staff, and increases are determined by the usual collective bar­
gaining process. 

How can the overnment re uire all em lo ers to a the same for various ·obs? 
Comparab e worth refers to equity within an organ1zation, not across organ1za­
tional lines. Employers may us any job evaluation system they choose, but 
they must eliminate sex bias within their workforce. 

Does com arable worth eliminate a based on erfonnance and ears of service? 
No. Pay comparisons for purposes of comparab e wort are base on the max mum 
of a pay range. Employers may continue to provide for movement within a pay 
range based on perfonaance and/or seniority. 
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The Senate coapanfon bill,

S 519, 1$ authored by Senators Alan 
Cranston and Daniel Evans. In Nay 
1985, Senator Dave Durenberger of 
Ninnesota announced that he would 
Introduce additional comparable 
worth legislation for federal 
eaployees, w th co-sponsors Sen­

ator Gary Hart and Representatives 
Patricia Schroeder and Olynpla 
Snowe.

Lltlgatloe

The legal question posed by 
pay equity has been, 'Does Title 
VII prohibit sex discrimination In 
pay for jobs performed mostly by 
women ('female' Jobs) even when the 
Jobs are not Identical to those 
performed mostly by men ('male' 
Jobs)?*

There have been a number of 
significant court decisions on this 
Issue. Among them are two 1981 
U.S. Supreme Court cases, Gunther 
y. County of Washington an3 
International Union of Electrical 
Workers v. Westinqhouse.

The U. S. Supreme Court cases 
Interpreted Title VII to allow for 
comparison of dissimilar Jobs, al­

though the courts stopped short of 
endorsing the concept of comparable 
worth. In both of these cases, 
substantial monetary settlements 
were awarded.

In 1974, the State of Washing­

ton Identified pay Inequities very 
similar to those Identified for the 
State of Minnesota In 1981. The 
cost of Implementing pay equity 
according to that study was only 
five percent of payroll. However, 
the State of Washington did not 
take action to address the prob­

lem. In 1981, the union repre­

senting employees In that state 
filed sex discrimination charges 
under Title VII of the Civil Rights 
Act.

In 1983, a federal district 
court found the State of Washington 
guilty of "direct, overt and 
Institutionalized* discrimination 
against employees In predominantly 
female Jobs. The Judge awarded 
Immediate wage corrections to 
employees In female-dominated Jobs 
and back pay going back to Septem­

ber 1979. The cost to the State of 
Washington Is estimated at 25 
percent of state payroll. 8y 
contrast, the cost of Minnesota's 
voluntary program Is only four 
percent of payroll. The appendix 
to this report Includes a compari­

son of pay equity activities In the 
State of Washington and the State 
of Minnesota.

Washington State has appealed 
that decision. Similar cases have 
been brought by several other 
groups Including, the California 
State Employees Association and the 
Hawaii Government Employees Assoc­

iation. The Hawaii case Includes 
employees of both the state and 
county governments. Whatever the 
eventual outcome. It appears that 
voluntary action, such as that 
undertaken In Ninnesota, Is less 
costly than litigation.

Collective Sargalnlag

Pay equity has also been an 
important topic In union negotia­

tions In recent years. A few 
examples of pay equity contract 
settlements Include:

• The National Union of Hos­

pital and Health Care Employees 
negotiated a contract with the 
State of Connecticut that provides 
a pay equity fund equal to one 
percent of payroll.

• In 1981, the Service 
Employees International Union 
(SEIU) negotiated a 19 percent 
Increase for entry-level clerks In 
Santa Clara County, California.

The Sen•te COlll)infon bill, 
S 519, fs •uthored by Senators Alan 
Cranston and D•nfel Evans. In Hay 
1985, Senator Dave Ourenberger of 
Minnesota announced that he would 
i ntroduce additional c0111parable 
worth legisl at ion for federal 
einployees, w h co-sponsors Sen­
ator Gary Hart and Representatives 
Patricia Schroeder and 01,Yllpia 
Snowe. 

. LtttgAtton 

The legal question posed by 
pay equity has been, •ooes Title 
VII prohibit sex discrimination in 
pay for jobs perfon11ed mostly by 
wo,aen ('fe11ale' jobs) even when the 
jobs are not identical to those 
performed 110stly by men ( 'male' 
jobs)?" 

There have been a number of 
significant court decisions on this 
issue. Allong thea are two 1981 
U.S. Supreme Court cases, Gunther 
v. Countf of Washington ancr--­
lnternat onal Union of Electrical 
Workers v. Westinghouse. 

The U.S. Supreme Court cases 
interpreted Title VII to allow for 
comparison of dissi~ilar jobs, al­
though the courts stopped short of 
endorsing the concept of c0111parable 
worth. In both of these cases, 
substantial monetary settlements 
were awarded. 

In 1974, the State of Washing­
ton identified pay inequities very 
similar to those identified for the 
State- of Hfnnesota in 1981. The 
cost of implementing pay equity 
according to that study was only 
five percent of payroll. However, 
the State of Washington did not 
take action to address the prob­
le•. In 1981, the union repre­
senting employees in that state 
ffled sex discrimination charges 
under Title VII of the Civil Rights 
Act. 

In 1983, a federal district 
court found the State vf Washington 
guilty of "direct, overt and 
1nst1tut1onalized" discrimination 
against employees in predominantly 
fe11ale Jobs. The judge awarded 
i11a1ediate wage corrections to 
e111ployees in female-dominated jobs 
and back pay going back to Septem­
ber 1979. The cost to the State of 
Washington is estimated at 25 
percent of state payroll. By 
contrast, the cost of Minnesota's 
voluntary program is only four 
percent of payroll. The appendix 
to thfs report i ncludes a compari­
son of pay equity activities in the 
State of Washington and the State 
of Minnesota. 

Washington State has appealed 
that decision. Similar cases have 
been brought by several other 
groups including, the California 
State E• ployees Association and the 
Hawaii Govern•ent E• ployees Assoc­
iation. The Hawaii case includes 
employees of both the state and 
county govern•ents. Whatever the 
eventual outc0111e, it appears that 
voluntary action, such as that 
undertaken in Minnesota, is less 
costly than litigation. 

Collecttwe a.rgatntng 

Pay equity has also been an 
important topic in union negotia­
tions in recent years. A few 
examples of pay equity contract 
settlements include: 

I The National Union of Hos­
pital and Health Care Employees 
negotiated a contract with the 
State of Connecticut that provides 
a pay equity fund equal to one 
percent of payroll. 

I In 1981, the Service 
Employees International Union 
(SEIU) negotiated a 19 percent 
increase for entry-level clerks in 
Santa Clara County, California. 
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• SEIU Mployees In the City 
of Sacraaento School District 
negotiated a 7.S percent coapara- 
ble worth adjustnent.

• The Anerlcan Federation of 
State, County, and Municipal £■• 
ployees (AFSCME) In Thurston 
County, Washington, negotiated a 
coaparable worth plan based on a 
study required by a previous 
contract.

• In Nay 1985, AFSCME negotia­

ted coaparable worth Increases of 
10 to 15 percent for employees of 
the City of Los Angeles.

There have also been pay 
equity settlements as a result of 
strikes. A case In point was the 
1979 strike In the City of San 
Jose, California. After a nine-day 
strike, the city agreed to provide 
pay equity adjustments as well as 
other salary adjustments to city 
workers.

Most pay equity activity to 
date has been In the public sector, 
probably because public employees 
are more likely to be unionized and 
because personnel Information Is 
more accessible. However, pay 
equity has been an Issie for at 
least two large private employers, 
Yale University and American 
Telephone t Telegraph.

A pay equity strike occurred 
at Yale University In 1984. Mem­

bers of Local 34 of the Federa­

tion of University Employees, 
mostly clerical and technical 
workers, were on strike for four 
months. In January 1985, a set­

tlement was reached that provides 
average salary Increases of 35 
percent for these workers.

The Communications Workers 
of America negotiated a contract 
with ATAT which establishes a Joint

labor management Job evaluation 
conmilttee at each telephone 
company.

Many unions have negotiated 
for pay equity studies which are 
then used In bargaining for 
Increases. Such studies have been 
negotiated by, among others,
AFSCME, District 65 of the United 
Auto Workers, the Maine State 
Employees Association and the Civil 
Service Employees Association In 
New York.

Edwcatlom

Women's groups and unions have 
been active In educational efforts 
to Increase public awareness of the 
pay equity Issue.

The AFL-CIO has passed several 
resolutions In support of pay 
equity. A 1981 resolution states 
that -The AFL-CID urges Its affil­

iates to recognize fully their 
obligations to treat pay Inequities 
resulting from sex discrimination 
like all other inequities which 
must be corrected and to adopt the 
concept of 'equal pay for compar­

able work' In contract negotia­

tions; the AFL-CIO will take all 
other appropriate action to bring 
about true equality In pay for work 
of comparable value and to reanve 
all barriers to equal opportunity 
for women.*

A coalition of pay equity 
advocates, the National Committee 
for Pay Equity, announced the 
results of a national public 
attitudes survey they conductsJ In 
November 1984. Among the respon­

dents, 69 percent said that women 
are not paid as fairly as men and 
that discrimination Is the primary 
cause of the wage gap. Four- 1.ths 
of respondents said they supiort 
equal pay for Jobs of equal value.

I SEIU e11ployees in the City 
of Sacra• ento School District 
negotiated a 7.5 percent c0111para­
ble worth adjustment. 

I The American Federation of 
State, County, and Municipal Em­
ployees (AFSCME) in Thurston 
County, Washington, negotiated a 
c011parable worth plan based on a 
study required by a previous 
contract. 

I In May 1985, AFSCME negotia­
ted c0111parable worth increases of 
10 to 15 percent for employees of 
the City of Los Angeles. 

There have also been pay 
equity settleaents as a result of 
strikes. A case in point was the 
1979 strike in the City of San 
Jose, California. After a nine-day 
strike, the city agreed to provide 
pay equity adjustaents as well as 
other salary adjustllents to city 
workers. 

Most pay equity activity to 
date has been in the public sector, 
probably because public eaployees 
are •ore likely to be unionized and 
because personnel infonNtion is 
•ore accessible. However, pay 
equity has been an hire for at 
least two large private eaployers, 
Yale University and A•erican 
Telephone & Telegraph. 

A pay equity strike occurred 
at Yale University in 1984. Mea­
bers of Local 34 of the Federa­
tion of University E• ployees, 
•ostly clerical and technical 
workers, were on strike for four 
•onths. In January 1985, a set­
tleaent was reached that provides 
average salary increases of 35 
percent for these workers. 

The Co.unications Workers 
of A•erica negotiated a contract 
with AT&T which establishes a joint 

labor management job evaluation 
co11111ittee at each telephone 
company. 

Many unions have negotiated 
for pay equity studies which are 
then used in bargaining for 
increases. Such studies have been 
negotiated by, a110ng others, 
AFSCME, District 65 of the United 
Auto Workers, the Maine State 
Employees Association and the Civil 
Service Employees Association in 
New York. 

Ecluattoa 

W011en's groups and unions have 
been active in educational efforts 
to increase public awareness of the 
pay equity issue. 

The AFL-CIO has passed several 
resolutions in sup,ort of pay 
equity. A 1981 re~~lution states 
that "The AFL-CIO urges its affil­
iates to recognize fully their 
obligations to treat pay inequities 
resulting fr011 sex dis~ri• ination 
like all other inequities which 
•ust be corr .cted and to adopt the 
concept of 'equal pay for c011par­
able work' in contract negotia­
tions; the AFL-CIO will take all 
other appropri1te action to bring 
about true equality in pay for work 
of c011p1r1ble v1lue 1nd to reaove 
all blrriers to equal opportunity 
for wo•en. • 

A coalition of pay equity 
advocates, the N1tion1l Co.ittee 
for Pay Equity, announced the 
results of I n1tional public 
attitudes survey they conduct~J in 
November 1984. A•ong the respo,1-
dents, 69 percent SI id th W\l•f! n 
are not paid as fairly as •en and 
that d1scri• ination 1s the priury 
ca se of the wage gap. Four- ·1 .' ths 
of respondents said they supt or t 
equ1 l p1y for jobs of equal v, 1 ue. 
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HltTORV OF FAY EQUITY IN MINNESOTA

Fall 1975 - AFSCNE state contract Includes a provision that the 
state study jobs and salaries In clerical versus 
non clerical classes of state eaployees.

October 1976 - *The Position of Woaen as a Disadvantaged Group In 
Minnesota Goverment Eaployaent* published by Tain 
Cities National Organization for Women.

Noveaber & 
Deceaber 1976

• Council or. the Econoalc Status of Women conducts 
two public hearings on women as state eaployees. 
In March 1977. the Council publishes 'Minnesota 
Woaen: State Government Employment*.

May 1979 - Minnesota Department of Finance completes a 'Public 
Employment Study*, Including evaluation of state and 
local jobs using the Hay evaluation system.

October 1981 - Council on the Economic Status of Women estab­

lishes a Task Force on Pay Equity to examine salary 
differences between male and feaale jobs. In March 
1982, the task force completes Its report, 'Pay Equity 
& Public Employment*.

Spring 19B2 - SUte legislature enacts a state eaployees pay
e<|u1ty law which (1) establishes a pay equity policy 
and (2) establishes a procedure for making pay equity 
salary Increases.

Spring 1983 - Legislature allocates $21.7 million for pay equity 
Increases over a two-year period — an amount equiva­

lent to 1.25 percent of payroll per year.

June 1983 - Department of Employee Relations negotiates contracts 
with the state's 16 bargaining units. Contracts 
Include pay equity Increases to eligible female- 
dominated classes.

Spring 1964 - State legislature enacts a local government pay 
equity law which requires cities, counties, and 
schools to undertake pay equity efforts.

Spring 1985 - State legislature allocates $13 nllllon to complete 
pay equity lapleaentatlon for state employees by 1987.

Hl8TOIIY OF PAY EQUITY IN IIINNl!80TA 

Fall 1975 

October 1976 

November & 
December 1976 

May 1979 

October 1981 

Spring 1982 

Spring 1983 

June 1983 

Spring 1984 

Spring 1985 

AFSCME state contract includes a prov1s1on that the 
state study jobs and salaries in clerical versus 
non clerical classes of state employees. 

- "The Position of Woaen as a Disadvantaged Group in 
Minnesota Government Employment• published by Twin 
Cities National Organization for Women. 

- Council on the Economic Status of Women conducts 
two public hearings on w0111en as state employees. 
In March 1977, the Council publishes "Minnesota 
Women: State Government Employment•. 

- Minnesota Department of Finance completes a "Public 
Emplo,Y111ent Study", including evaluation of state and 
local jobs using the Hay evaluation system. 

- Council on the Economic Status of Women estab-
lishes a Task Force on Pay Equity to examine salary 
differences between 111ale and female jobs. In March 
1982, the task force completes its report, "Pay Equity 
& Public Employment•. 

- Sute 1eg1s11ture en1cts I sute eaployees PIY 
equity 11• which (1) establishes a pay equity policy 
and (2) establishes a procedure for maki~g pay equity 
salary increases. 

- Legislature allocates $21.7 million for pay equity 
increases over a two-year period-· an amount equiva­
lent to 1.25 percent of payroll per year. 

- Department of Employee Relations negotiates contracts 
with the state's 16 bargaining units. Contracts 
include pay equity increases to eligible female­
dominated classes. 

- Stlte 1eg1sllture en1cts I loal governaent PIY 
equity 11• which requires cities, counties, and 
schools to undertake pay equity efforts. 

- State legislature allocates $13 million to complete 
pay equity implementation for state employees by 1987. 
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f Minnesota state governnent has 
about 34,000 full-tine employees 
working In more than 1.800 Job 
classifications. State employees 
are covered by the Public Employees 
Labor Relations Act, which defines 
16 bargaining units based along 
occupational lines. Eleven unions 
represent these units, with six of 
the units represented by the 
American Federation of State,
County t Municipal Employees 
(AFSCME). About 86 percent of the 
employees In state government are 
covered by collective bargaining 
contracts.

Contracts are negotiated 
between the unions and the Depart­

ment of Employee Relations on a

biennial basis, with current 
contracts covering the period from 
July 1. 1983 to June 30, 1985.
When negotiations are completed, 
contracts must be approved by the 
Legislative Commission on Employee 
Relations and by the full legisla­

ture.

The following table shows 
bargaining units as of October 
1984. Women represent a majority 
of employees In four units: office 
clerical workers, health care 
non-professional workers, health 
care professionals (primarily 
nurses) and commissioner’s plan 
(personnel) employees. Men account 
for the majority of employees In 
all other bargaining units.

TOTAL

EMPLOYEES. 
OCT. 1984 BARGAINING UNIT

PERCENT

FEMALE

505 Health Care Professional 92.5 t
5,715 Office Clerical 91.0 X
3,538 Health Care Non-Prof. 72.1 X
1,990 Commissioner's Plan 63.2 X
214 Prof. Res. Instructional 43.9 X
445 Other Units 38.0 X

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

76 Health Treatment Prof. 18.4 X
769 Managerial 16.0 X
853 Correctional Guards 13.4 X
689 Professional Engineers 5.8 X
669 Law Enforcement 2.2 X

2,250 Craft, Haint., Labor 0.8 X

IIINNE80TA 8TATE QOYEIINIIENT 

) Minnesota state gover11111ent has 
about 34,000 full-time employees 
working in 110re than 1,800 job 
classifications. State employees 
are covered by the Public Employees 
Labor Relations Act, which defines 
16 bargaining units based along 
occupational lines. Eleven unions 
represent these units, with six of 
the units represented by the 
Alllerican Federation of State, 
County & Municipal Employees 
(AFSCME). About 86 percent of the 
e11ployees in state govern111ent are 
covered by collective bargaining 
contracts. 

Contracts are negotiated 
between the unions and the Depart­
• ent of Employee Relations on a 

biennial basis, with current 
contracts covering the period from 
July 1, 1983 to June 30, 1985. 
When negotiations are completed, 
contracts must be approved by the 
Legislative Commission on Employee 
Relations and by the full legisla­
ture. 

The following table shows 
bargaining units as of October 
1984. Women represent a majority 
of employees in four units: office 
clerical workers, health care 
non-professional workers, health 
care professionals (primarily 
nurses) and connissioner's plan 
(personnel) employees. Men account 
for the majority of employees in 
all other bargaining units. 

TOTAL 
EMPLOYEES, 
OCT. 1984 BARGAINING UNIT 

PERCENT 
FEMALE 

505 
5,715 
3,538 
1,990 

214 
445 

2,715 
5,073 
2,593 
2,694 

76 
769 
853 
689 
669 

2,250 

Health Care Professional 
Office Clerical 
Health Care Non-Prof. 
Connissioner's Plan 
Prof. Res. Instructional 
Other Units 
Service 
General Professional 
Supervisory 
Technical 
Health Treatment Prof. 
Managerial 
Correctional Guards 
Professional Engineers 
Law Enforcement 
Craft, Maint., Labor 

7 

92.5 I 
91.0 I 
72.1 I 
63.2 I 
43.9 I 
38.0 I 
34.8 I 
32.8 I 
27.1 I 
20.9 I 
18.4 I 
16.0 I 
13.4 I 
5.8 I 
2.2 I 
0.8 I 



Class Stractarc of State Eaplojneat

State eoployees are grouped 
Into Job classes according to the 
kind of work they perfora. A 
"class' aeans one or more positions 
sufficiently slallar In duties and 
responsibilities that the same 
descriptive job title aay be used 
for all positions In the class. A 
class Is based on the characteris­

tics of the Job, not on the 
characteristics of the Job-holder.

In October 1984, there were 
1,830 Job classes In state service, 
ranging In size froa one-person 
classes to classes with over 1,000 
Incuabents. The chart below 
Illustrates these classes according

to their size and coapositlon.

More than one-third of state 
Job classes have only one Incumbent 
eaployee. Of these, the large 
aajorlty are occupied by aale 
eaployees. Nale-doalnated classes 
account for almost two-thirds of 
all classes. Nale-doalnated 
classes outnumber feaale-doalnated 
classes by 3 to 1. Classes which 
are segregated by sex outnumber 
Integrated classes by 4 to 1.

The five largest classes 
are: Highway Naintenance Worker 
Senior, Human Service Technician 
Senior, Clerk Typist 2, Janitor 
and Highway Technician Senior.

NUMBER OF JOB CLASSES BV SIZE AND SEX DONONANCE 
October ISM

Class Strwctllre of Sute Eaplo,_..t 

State eaployees are grouped 
into Job classes according to the 
kind of 1110rlt they perfon1. A 
•class• aeans one or more positions 
sufficiently si• ilar in duties and 
responsibilities that the same 
descriptive job title may be used 
for all positions in the class. A 
class is based on the characteris­
tics of the job, not on the 
characteristics of the job-holder. 

In October 1984, there were 
1,830 job classes in state service, 
ranging in size fro• one-person 
classes to classes with over 1,000 
incumbents. The chart below 
illustrates these classes according 

to their size and co• position. 

More than one-third of state 
job classes have only one incumbent 
employee. Of these, the large 
majority are occupied by 111c1le 
employees. Male-do~inated classes 
account for almost t1110-thirds of 
all classes. Male-dominated 
classes outnumber fe•ale-do• inated 
classes by 3 to 1. Classes which 
are segregated by sex outnu~ber 
integrated classes by 4 to 1. 

The five largest classes 
are: Highway Maintenance Worker 
Senior, Human Service Technician 
Senior, Clerk Typist 2, Janitor 
and Highway Technician Senior. 

NUMBER Of JOB CLASSES av SIZE ANO SEX ~NC£ 
Oc:tot.19M 

JU 

Other f•--•• cl,uu 
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Although there are 1,830 
classes. Just 20 classes account 
for More than one-fourth of all 
state employees.

Throughout this report, a 
•■ale* class is one In which over 
80 percent of the incumbents are 
men, and a 'female* class is one in 
which over 70 percent of the 
incumbents are women. All other 
classes are defined as "balanced".
A higher percentage is used for the 
definition of male classes than for 
female classes because there are 
more men than women in state 
employment and in the labor force 
generally. Therefore, a male class 
must be more segregated than a 
female class in order to be equally 
out of balance.

Another way to examine Job 
segregation in state employment is 
to calculate how many current 
employees would need to change Jobs 
in order to obtain balance in each 
occupational group. At a conserva­

tive estimate, more than 6,000 
women would have to change Jobs 
with an equal number of men, 
together accounting for 40 percent 
of the entire state workforce.

Tke Hay Job Evaloatlom System

The State of Minnesota uses a 
system developed by Hay Associates, 
a management consulting firm, to 
evaluate Jobs. This system is 
similar to other point factor 
systems used for most Job evalua­

tion nationally.

Most systems consider four 
factors, though terminology varies 
widely: skill, effort, responsi­

bility and working conditions. 
Points are assigned to a particular 
Job for each of the four factors, 
and the points for each factor are 
totalled to provide a measure of 
overall Job value.

Job evaluation is not the same 
as performance appraisal. The 
purpose of Job evaluation is to 
measure Job requirements, not the 
characteristics of a particular 
Jobholder.

Factors and subfactors used in 
the Minnesota Hay evaluation are 
outlined below, with examples of 
Jobs ranked relatively high and 
relatively low for each factor.

Factors Subfactors Sample Ratings
Know-How. the sum total 
of knowledge and skills 
needed for acceptable 
performance.

Substantive know-how, 
managerial know-how, 
human relations know­

how.

Audit Director - 
3,044

Clerk 1 - 66

Problem-solving, the amount 
of original, self-starting 
thinking required for ana­

lyzing. evaluating, cre­

ating, reasoning, arriving 
at conclusions.

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

Health Physicist 2- 
152

Food Service Worker 
8

Accountability, answerabil- 
ity for actions and conse­

quences.

Degree of discretion, 
magnitude measured by 
dollars affected, 
directness of Impact.

Income Tax Asst.- 
Oir. - 230 
Human Services 
Technician - 16

Working Conditions. Physical effort, dis- 
agreeableness of en­

vironment. hazards.
Bridge Worker - 29 
Bacteriology Aide -

L

Although there are 1.830 
classes. Just 20 classes account 
for 110re than one-fourth of all 
state e111ployees. 

Throughout this report, a 
"male" class is one in which over 
80 percent of the incu• bents are 
• en. and a "female" class t s one in 
which over 70 percent of the 
tncu• bents are woaen. All other 
classes are defined as "balanced". 
A higher percentage is used for the 
definition of male classes than for 
female classes because there are 
110re aen than woeen in state 
etnployment and in the labor force 
generally. Therefore, a male class 
• ust be more segregated than a 
female class in order to be equally 
out of balance. 

Another way to exa• ine job 
segregation tn state employment is 
to calculate how aany current 
employees would need to change jobs 
in order to obtain balance in each 
occupational group. At a conserva­
tive estimate. 110re than 6,000 
women would have to change Jobs 
with an equal nu• ber of aen. 
together accounting for 40 percent 
of the entire state workforce. 

The State of Minnesota uses a 
system developed by Hay Associates. 
a management consulting firm . to 
evaluate Jobs. This system is 
si • tlar to other point factor 
systems used for most job evalua­
tion nationally. 

Kost systetns consider four 
factors. though terminology varies 
widely: skill. effort. responsi­
bility and working conditions. 
Points are assigned to a particular 
job for each of the four factors. 
and the points for each factor are 
totalled to provide a easure of 
overall job value. 

Job evaluation is not the same 
as perforaance appraisal. The 
purpose of job evaluation is to 
•easure job requirements. not the 
characteristics of a particular 
jobholder. 

Factors and subfactors used in 
the Minnesota Hay evaluation are 
outlined below. with examples of 
jobs ranked relatively high and 
relatively low for each factor. 

Factors 

Know-How, the su• total 
of knowledge and skills 
needed for acceptable 
perfon1ance. 

Sub factors 

Substantive know-how. 
•anagerial know-how. 
human relations know­
how. 

Sa• ple Ratings 

Aud : t Director• 
3.044 
Clerk l • 66 

Problem-solving. the a110unt 
of original, self-starting 
thinking required for ana­
lyzing. evaluating. cre­
ating. reasoning. arriving 
at conclusions. 

Accountability. answerabil­
ity for actions and conse­
quences. 

Working Conditions. 

Degree of structure. 
degree of challenge 
or difficulty of 
probll!IIS. 

Degree of discretion. 
magnitude •easured by 
dollars affected. 
directness of i• pact. 

Physical effort. dis­
agreeableness of en­
vironaent. hazards. 
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Health Physicist 2· 
152 
Food Service Worker 
8 

Inco• e Tax Asst.­
Dir. • 230 
Hu• an Services 
Technician• 16 

Bridge Worker• 29 
Bacteriology Aide• 
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In the last year, the Hay 

syste* MS Modified by the state In 
response to charges that the syste* 
did not fairly evaluate Mrking 
conditions typical for Moaen's 
Jobs. AdH^Monal points Mere added 
to the sy-tea for Jobs requiring 
repetitive saall auscle aoveaents, 
such as the aotlon needed to 
operate a video display teralnal.

A detailed exaalnation of the 
relationship betaeen Hay points and 
pay for aale-doalnated and feaale* 
doalnated classes Is presented In a 
later section of this report.

Uoaen In SUte Eaployaent

Over the past decade, a nuaber 
of studies have been conducted to 
detemlne the status of Moaen 
eaployed by the state. The first 
report of the Council on the 
Econoalc Status of Uoaen, Minnesota 
Hoaen; State Governawnt Eaployaent. 
noted that wonen were under- 
represented In aost of the higher- 
paid Job classes. In the

Intervening years, steady Inprove- 
aent has occurred.

Uoaen are now 16 percent of 
Managers, up froa four percent In 
1976. Alaost one-third of profes­

sional eaployees are woaen. a 
significant Increase froa 25 
percent In 1976. These changes 
have resulted froa the state's 
affiraative action prograas.

Despite these laproveaents, it 
reaalns the case that alaost two- 
thirds of the woaen who work 
for the state have clerical or 
health care Jobs. The office/cler­

ical and health care non-profes­

sional bargaining units together 
account for 56 percent of feaale 
state workers.

Because of the concentration 
of woaen In these generally low- 
paid Jobs, overall salary dispar­

ities between aale and feaale 
eaployees persist. The chart below 
shows average salaries for aale and 
feaale state workers froa 1976 to 
the present.

AVERAGE SALARIES, STATE GOVERNMENT EMPLOYMENT

WOMEN HEN

Women's 
Earnings as 
a Percent of 
Men's

Sa.'tSO
JAN. 1976

$13,670

1$I9,502
OCT. 1986

78t

$24,931

In the 11st ye1r, the H•y 
system w•s IIOdified by the st1te in 
response to ch1rges that the systea 
did not fairly ev1lu1te working 
cond i tions typic•l for W011en's 
jobs. Adrl1 ~ional points were added 
to the sy . ea for jobs requiring 
repet i tive saall • uscle • ove•ents, 
such as the motion needed to 
operate a video display ter• inal. 

A detailed ex1• ination of the 
relat ionship between Hay points and 
pay for male-do• inated and feule­
do• inated classes is presented in a 
liter section of this report. 

w.en 1• Sute Ellployant 

Over the p1st decide, a nu• ber 
of st udies have been conducted to 
determine the st1tus of woaen 
eaployed by the state. The first 
report of the Council on the 
Econo• ic Status of W011en, Minnesota 
Women: State Govern•ent E• ployaent, 
noted that women were under­
represented in 110st o·f the higher­
paid job classes. In the 

intervening yeus, ste.dy i• prove-
•ent has occurred . 

Wo•en are now 16 percent of 
unagers, up fro• four percent in 
1976. Al•ost one-third of profes­
sional eaployees ire wo•en, a 
significant increase fro• 25 
percent in 1976. These changes 
have resulted fro• the st1te's 
affir•ative action progr1• s. 

Despite these i• prove•ents, it 
reuins the ca se that al •ost two­
thirds of the WOiien who work 
for the st1te have cleric•l or 
health care jobs. The office/cler­
ical and he1lth care non-profes­
sionil bargaining units together 
account for 56 percent of feule 
state workers. 

Because of the concentratton 
of women in these generally low­
paid jobs, overall s1lary dispar­
ities between • ile and feule 
eaployees persist. The chart below 
shows average s•laries for •ale and 
feule state workers fro• 1976 to 
the present. 

AVERAGE SALARI ES, STATE GOVERNMENT EMPLOYMENT 

JAN. 1976 

$13 ,670 

OCT . 1984 
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Women's 
Earnings as 
a Percent of 
Men's 

78% 



the Council on the 
Econoaic Status of Uoaen estab­

lished a ?ajr Equity Task Force In 
1981, this earnings gap was 
exaalned.

Task force aeabers questioned 
why there was a persistent pattern 
of salary differences, when the 
Equal Pay Act requires equal pay 
for equal work. The gap Is largely 
explained by occupational segrega­

tion In state eaploynent. In other 
words, there are relatively few 
cases where Men and woawn are doing 
the saoe ('equal*) work.

Task force members then 
analyzed pay for work of equal 
value, by comparing pay with points 
assigned to state Jobs under the 
Hay Job evaluation system.

Pay Equity AMlysIs

Using the Hay points assigned 
to state Jobs, the Council's task 
fore; compared points and pay for 
male-dominated and female-dominated 
Jobs In state service. The scat- 
tergram on the following page 
shows the results of that analysis.

Each asterisk on the scatter-

gram represents one male Job class, 
while each triangle represents one 
female Job class. The salary 
figures used to plot the scatter- 
gram represent the maximum monthly 
salary for each Job class. This 
refers to the maximum of the pay 
range, not the pay for Individual 
employees. This means that the 
pattern Is not affected by Indi­

vidual pay differences caused by 
factors such as seniority, which 
affect the actual pay within the 
pay range.

For the system as a whole, 
there Is a positive correlation 
between evaluation points and pay 
— that Is, Jobs with higher point 
values generally receive higher pay 
than Jobs with lower point values.

However, the scattergram shows 
a consistent pattern of lower pay 
for female-dominated Jobs than for 
male-dominated Jobs — even when 
the two Jobs are at the same point 
level.

The list below provides some 
examples of this pattern as It 
affected Individual state Jobs In 
1981.

Hay Point Ranking of State Jobs. 1981

Class

Class Title
Hay Maximum Monthly Salary
Points 'Male Jdbs*^ 'Female' Jobs

N Delivery Van Driver 117 $ 1.382
F Clerk Typist 2 117 $ 1.115
N Grain Sampler 1 120 » 1.552
F Mlcrofllmer 120 $ 1.115
H Automotive Parts Technician 129 $ 1.505
F Dining Hall Coordinator 129 $ 1,202
N Grain Inspector 2 173 $ 1.693
F Administrative Secretary 173 $ 1,343
N Radio Communication Supervisor 199 $ 1.834
F Typing Pool Supervisor 199 $ 1.373

When the Council on the 
Econ011ic Status of W011en estab­
l i shed a ?ay Equity Task Force in 
1981, this earnings gap was 
eu• ined. 

Task force •etnbers questioned 
why there was a persistent pattern 
of salary differences, when the 
Equal Pay Act requires equal pay 
for equal work. The gap is largely 
explained by occupational segrega­
tion in state eaployaient. In other 
words, there are relatively few 
cases where •en and WOiien are doing 
the sa•e ("equal") work. 

Task force members then 
analyzed pay for work of equal 
value, by c011paring pay with points 
assigned to state jobs under the 
Hay job evaluation systea . 

Using the Hay points assigned 
to state jobs, the Council's task 
fore~ c011pared points and pay for 
•ale-d011inated and fe111ale-d011inated 
jobs in state service. The scat­
tergra• on the following page 
shows the results of that analysis. 

Each asterisk on the scatter-

Hay Point Ranking of State Jobs, 1981 

Class 
!.x.e!_ Class Title 

M Delivery Van Driver 
F Clerk Typist 2 

M Grain Sampler 1 
F Microfilmer 

M Auto•otive Parts Technician 
F Dining Hall Coordinator 

M Grain Inspector 2 
F Ad• inistrative Secretary 

M Radio C01aunication Supervisor 
F Typing Pool Supervisor 

gram represents one male job class, 
while each tr ian gl e represents one 
feaale job class. The salary 
figures used to plot the scatter­
gram represent the maximum monthly 
salary for each job class. This 
refers to the maximum of the pay 
range, not the pay for individual 
employees. This means that the 
pattern is not affected by indi­
vidual pay differences caused by 
factors such as seniority, which 
affect the actual pay within the 
pay range. 

For the system as a whole, 
there is a positive correlation 
between evaluation points and pay 
-- that is, jobs with higher po in t 
values generally receive higher pay 
than jobs with lower point values. 

However, the scattergram shows 
a consistent pattern of lower pay 
for fe•ale-dominated jobs than for 
male-dominated jobs -- even when 
the two jobs are at the same point 
level. 

The list below provides sOCDe 
exa• ples of this pa ttern as it 
affected individual state jobs in 
1981. 

Hay Maximum Monthly Salary 
Points "Male Jobs" 1 Fe11ale1 Jobs 

117 s 1,382 
117 s 1,115 

12D s 1,552 
12D s 1,115 

129 s 1,505 
129 s 1,202 

173 s 1,693 
173 s 1,343 

199 s 1,834 
199 s 1,373 
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In each of these exaoples, the 
pay for fe«a1e Jobs Is consistently 
lower than the pay for aale Jobs at 
the saoe point value. The appendix 
to this report Includes a list of 
the ten largest oale classes and 
the ten largest feaale classes In 
state governaent In 1981, with 
point ratings and pay rates for 
each class.

Pay Inequities can also be 
analyzed using a series of scheaa- 
tlc scattergraas.

In the first scattergraa shown 
below, aale-doalnated Jobs are 
plotted using the letter "M". This 
foras a "line of central tendency* 
which shows the average pay for 
aale Jobs at any given point 
level. This average aale pay line 
Is shown In the second scattergraa.

The third scattergraa shows 
the pay for feaale Jobs In coaparl- 
son to this average pay line. In 
the analysis of state eaployees 
conducted In 1981, there were no 
feaale Jobs above the average aale 
salary line.

Thp goal of pay equity Is to 
ellalnate the dual wage structure. 
This would aean that both aale and 
feaale Jobs are scattered around 
the line, as shown In the fourth 
scattergraa below. Pay equity does 
not require that all Jobs be paid 
according to a foraula based on 
points. Jobs may be above or below 
the line because of factors such as 
recrultaent probleas, collective 
bargaining, or for other reasons. 
However, when pay equity Is fully 
lapleaented, there will no longer 
be a pattern of consistently lower 
pay for feaale Jobs.

SCATTERGRAM OF MALE JOBS
•KK KMl JOtl r«l

LINE OF central TENDENCY FOR MALE JOB

male.female and male salary line IDEAL SITUATION: ONE PAY PRACTICE
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In e1ch of these e•••ples, the 
P•Y for fe•1le Jobs is consistently 
lower thin the PIY for •1le Jobs at 
the s1•e point value. The appendi• 
to this report includes a list of 
the ten l1rgest •1le classes and 
the ten largest fe•ale classes in 
state govern111ent in 1981, with 
point ratings and pay rates for 
each class. 

Pay inequities can also be 
analyzed using a series of sche111a­
tic scattergra• s. 

In the first scattergra• shown 
below, •1le-do• inated jobs are 
plotted using the letter "M". This 
for11s a "line of central tendency" 
which shows the average pay for 
•1le jobs at any given point 
level. This average •1le pay line 
is shown in the second scattergra•• 
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The third scattergra• shows 
the PIY for feu 1 e jobs in Co• Plrf­
son to this average pay line. In 
the analysis of state e• ployees 
conducted in 1981, there were no 
feaale jobs above the average male 
salary line. 

Th~ goal of PiY equity is to 
eli• inate the dual wage structure . 
This would aiean that both •1le and 
female jobs are scatterfd around 
the line, as shown in the fourth 
scattergra• below. Pay equity does 
not require that all jobs be paid 
according to a for11ula based on 
points. Jobs • ay be above or below 
the line because of factors such as 
recruit• ent proble• s, collective 
bargaining, or for other reasons . 
However, when pay equity is fully 
i• plemented, there will no longer 
be a pattern of consistently lower 
PiY for feaale jobs. 
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SUte EaployMS Pay Eqalty Act

As a result of this analysis, 
the Council on the Econoailc Status 
of Uoaen reconaended legislative 
action. Legislators froa both 
parties supported the pay equity 
bill, and no testiwny was offered 
In opposition. The Initial legis­

lation was supported by Republican 
Governor Albert Quie, and subse­

quent Impleaentatlon was supported 
by Deaocratic Governor Rudy 
Perpich.

In 19L2, the legislature 
passed the State Employees Pay 
Equity Act In the fora of aaend- 
aents to the state personnel 
law, Minnesota Statutes Chapter 
43A. The bill was authored by 
Senator Linda Berglln, then Chair 
of the Council on the Economic 
Status of Woaen, and by Representa­

tive Uayne Slaoneau.

The new law Included a policy 
and a procedure to provide pay 
equity for state government 
employees. The policy statement 
makes 'comparability of the value 
of the work" the primary considera­

tion In state salary-getting:

'It Is the policy of this state to 
attempt to establish equitable 
compensation relationships between 
female-dominated, male-dominated 
and balanced classes of employees 
In the executive branch. Compensa­

tion relationships are equitable 
within the meaning of this subdi­

vision when the primary considera­

tion In negotiating, establishing, 
recommending and approving total 
compensation Is comparability of 
the value of the work In relation­

ship to other positions In the 
executive branch.'

The law also established the 
following procedure for Implementa­

tion:

* By January 1 of odd-numbered 
years, the Commissioner of Employee 
Relations submits a list of female- 
dominated classes which are paid 
less than other classes of compar­

able value. Also submitted Is an 
estimate of the cost of full 
salary equalization.

* The Legislative Commission on 
Employee Relations recommends an 
amount to be appropriated for 
comparability adjustments to the 
House Appropriations Committee and 
the Senate Finance Committee.

' Funds are appropriated through 
the usual legislative process.
These funds are within the salary 
supplement which also Includes 
funds for other Increases, but 
the pay equity funds are earmarked 
for salary equalization for the job 
classes on the list submitted by 
the commissioner. Pay equity funds 
not used for this purpose revert 
back to the state treasury.

* Appropriated funds are assigned 
to the different bargaining units 
In proportion to the total cost of 
implementing pay equity for the 
persons In the Job classes repre­

sented by that unit. The actual 
distribution of salary Increases Is 
negotiated through the usual 
collective bargaining process.

Implementation for State Employees

The procedure outlined In the 
1982 legislation went Into effect 
for the first time In 1983. (The 
Minnesota legislature appropriates

Suu Eap1o)'ftS Ply Equity Act 

As a result of this analysis. 
the Counci l on the Econ011ic Status 
of W011en recomended legislative 
act i on . Legislators from both 
pjrties supported the pay equ i ty 
bill. and no testimony was offered 
in opposition . The In i tial legis­
lation was supported by Republican 
Governor Albert Quie. and subse­
q~ent implecaentation was supported 
by Oe• ocratic Governor Rudy 
Perpi ch. 

In 19~2, the legislature 
passed the State Employees Pay 
Equity Act In the form of amend­
ments to the state personnel 
law. Minnesota Statutes Chapter 
43A. The bill was authored by 
Senator Linda Berglln. then Chair 
of the Council on the Economic 
Status of W011en. and by Representa­
tive Wayne Simoneau. 

The new law included a policy 
and a procedure to provide pay 
equity for state gover11111ent 
e..ployees. The policy statement 
1111kes •comparability of the value 
of the work• the pri•ary considera­
tion in state salary- '<etting: 

•it is the policy of this state to 
atte11pt to establish equitable 
compensation relationships between 
fe111ale -dominated. male-dominated 
and balanced classes of eiaployees 
in the executive branch. Compensa­
tion relationships are equitable 
within the •eaning of this subdi­
vision when the primary considera­
tion in negotiating. establishing. 
recoaending and approving total 
coapensation is comparability of 
the value of the work in relation­
ship to other positions in the 
executive branch.• 

The law also establi shed the 
following procedure for impleiaenta­
tion: 

• By January 1 of odd-numbered 
years. the Coaaissioner of Employee 
Relations submits a list of fe1111le­
dominated classes which are paid 
less than other classes of compar­
able value. Also sublllitted is an 
estimate of the cost of full 
salary equalization. 

• The Legislative Coa11ission on 
Employee Relations recomaends an 
amount to be appropriated for 
comparability adjusbnents to the 
House Appropriations COD111ittee and 
the Senate Finance Coaaittee. 

• Funds are appropriated through 
the usual legislative process. 
These funds are within the salary 
supplecaent which also includes 
fu nds for other increases. but 
the pay equity funds are eannarked 
for salary equalization for the job 
classes on the list submitted by 
the COMissioner. Pay equity funds 
not used for this purpose revert 
back to the state treasury. 

• Appropriated funds are assigned 
to the different bargaining units 
in proportion to the total cost of 
Implementing pay equ i ty for the 
persons in the job classes repre­
sented by that unit. The actual 
distribution of salary increases is 
negotiated through the usual 
collective bargaining process. 

Japleanutton for Sute Eaployees 

The procedure outlined in the 
1982 legislation went into effect 
for the first time in 1983. (The 
Minnesota legislature appropriates 
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funds on a bfennfal basis, with 
■ajor appropriations wade in 
odd-numbered ■'ears,)

In 1983. the Commliisloner of 
Employee Relations submitted the 
required list of underpaid female- 
dominated classes and estimated 
overall Implementation costs at $26 
million. Th > represents four 
percent of the total annual state 
payroll.

The legislature approved the 
list of eligible classes and appro­

priated 1.25 percent of payroll per 
year for the first biennium of pay 
equity Implementation. This repre­

sented an appropriation of $21.7 
million. The money was allocated 
to bargaining units based on the 
cost for each unit to achieve pay 
equity.

The $21.7 million was enough 
to eliminate about $14 million of 
the total inequity of $26 million, 
as follows:

- $7 million spent to reduce 
inequities In the first year of the 
biennium;

- $7 million spent to malnUIn 
this level of funding In the second 
year of the biennium; and

- $7 million spent to further 
reduce Inequities In the second 
year of the biennium.

Union contracts were negotia­

ted with each bargaining unit, and 
these contracts Included the 
distribution of pay equity funds as 
well as general wage adjustments. 
The contracts are for the period 
beginning July 1. 1983 and ending 
June 30. 1985.

In this first biennium of 
Implementation, 8,225 employees In 
151 female-dominated job classes 
received pay equity Increases.
About 90 percent of these employees 
were women, while ten percent were 
men In female-dominated classes.

The major beneficiaries were
(1) clerical workers, all of whom 
received pay equity Increases, and
(2) health care employees, about 
half of whom received [-ay equity 
Increases. The average amount of 
Increase for pay equity was $1,600 
per year by the end of the bi­

ennium.

No state employee had wages 
cut as a result of pay equity, and 
there were no employee layoffs.

In the 1985 legislative 
session, the procedure continued. 
The Department of Employee Rela­

tions submitted the revised 
list of underpaid female-dominated 
classes and a revised cost esti­

mate. The legislature approved a 
pay equity appropriation of $13 
million. This amount will allow 
for full Implementation of pay 
equity for Ninnesota state employ­

ees by the end of the current 
biennium, or June 30. 1987.

It has sometimes been sug­

gested that pay equity might dis­

courage women from seeking jobs 
In traditionally male fields, since 
pay equity leads to higher pay for 
traditionally female fields. The 
Ninnesota experience shows that 
this fear is unfounded. During the 
period the state has been Imple­

menting pay equity, the numbers of 
women working for the state have 
Increased by 6 percent. In the 
same period, the numbers of women 
In non-traditlonal jobs has In­
creased by 19 percent.

funds on• bfennf• l bisfs. wfth 
.. Jor •ppropri•tions ude in 
odd-nwabered vears.) 

In 1983. the Cocai ssioner of 
E• ployee Relations sublli tted the 
required list of underpaid fe•ale­
d011inated classes •nd estiuted 
overall i• pleaientation costs at $26 
million. Th , represents four 
percent of the total annual st te 
payroll. 

The legislature approved the 
list of eligible classes and appro­
priated 1.25 percent of payroll per 
year for the first biennium of pay 
equity impleaentation. This repre­
sented an appropriation of $21.7 
• ill ion. The 110ney was allocated 
to bargaining units bised on the 
cost for each unit to achieve pay 
equity. 

~he $21.7 • ill ion was enough 
to el i• inate about $14 • illion of 
the total inequity of $26 • ill ion. 
as follows: 

- $7 million spent to reduce 
inequities in the first year of the 
bienniu• , 

- $7 • ill ion spent to maintain 
this level of funding in the second 
year of the bienniu•, and 

- $7 • ill ion spent to further 
reduce inequities in the second 
year of the biennium. 

Union contracts were negotia­
ted with each bargaining unit. and 
these contracts included the 
distribution of pay equity funds as 
well as general wage adjustments. 
The contracts are for the period 
beginning July 1. 1983 and ending 
June 30. 1985. 

In this first bienniu• of 
i• pleaentation. 8.225 e• ployees in 
151 fe•ale-dominated job classes 
received pay equity increases. 
About 90 percent o! these e• ployees 
were woaen. while ten percent were 
men in f1?Nle-d011inated classes. 

The major beneficiaries were 
(1) clerical workers. all of wh011 
received pay equity increases. and 
(2) health care eaiployees. about 
half of who• received pay equity 
increases. The average a•ount of 
increase for pay equity was Sl.600 
per year by the end of the bi­
enniu•• 

No state e• ployee had wages 
cut as a result of pay equity. and 
there were no e• ployee layoffs. 

In the 1985 legislative 
session. the procedure conti11ued. 
The Oepartaent of E• ployee Rela­
tions subllitted the revised 
list of underpaid fe• ale-d011inated 
classes and a revised cost esti­
ute . The legislature approved a 
pay equity appropriation of $13 
• ill ion. This a•ount will allow 
for full i• pleaentation of pay 
equity for Minnesota state employ­
ees by the end of the current 
bienniu•• or June 30. 1987. 

It has someti• es been sug­
gested that pay equity • ight dis­
courage woaen from seeking jobs 
in traditionally male fields. since 
pay equity leads to higher pay for 
traditionally female fields. The 
Minnesota experience shows that 
this fear is unfounded. During the 
period the state has been imple­
menting pay equity. the numbers of 
women working for the state have 
increased by 6 percent. In the 
same period. the numbers of woaen 
in non-traditional jobs has in­
creased by 19 percent. 
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There are an estlnated 163,000 
eaployees of the 1,600 local gov* 
ernaents In Minnesota, prlMrily 
cities, counties and school dis­

tricts. About half of the enploy- 
ees in local governaient jurisdic­

tions are women. Local government 
employees in the state outnumber 
state government employees by about 
3 to 1.

Hoaen la Local Govemaeats
Women's representation varies 

widely by jurisdiction. In the 
state's 855 cities, women represent 
only about one-fifth of employees. 
Cities provide police and fire 
protection, street maintenance 
sewer and water services. In 
addition, cities may choose to 
provide utility services, operate 
municipal liquor stores, operate 
hospitals and maintain airports. 
Probably because most of these 
functions have historically 
been performed by men, the large 
majority of city employees are men.

Minnesota has 87 counties.
Each has authority for a wide range 
of social service activities, in 
addition to property assessment, 
maintenance of roads and bridges 
and other functions. Perhaps 
because of their role in public 
welfare programs, counties employ 
Mny more women than do cities. 
Overall, about half of county 
employees are women.

There are 435 school districts 
in Minnesota, and about 60 percent 
of school district employees are 
women. Overall, about three- 
fourths of school district payrolls 
are made up of certified staff 
(teachers and administrators), 
while one-fourth of school district 
payrolls are made up of non-certi- 
fied staff. Women account for more 
than three-fourths of elementary 
school teachers, although they are 
only about one-third of secondary 
teachers. Most school admini­

strators are men, but woaien account 
for the majority of food service 
workers, office and clerical 
workers and teacher aides.

FTC PUBLIC E»<n.OYEES: OfSTRBUTION BY JURBOICTION 
Oeutbm mz

School Sitirici

MINN• 80T A LOC.-L QOY• IINM• NT8 

There are an est imated 163 ,000 
employees of the 1,600 local gov­
errwents i n Mi nnesota, pri11ari ly 
ci ties, counties and school di s­
tr i~ts. About half of the employ­
ees in local government juri sdi c­
tions are WOiien . Local gover1111ent 
employees i n the state outnumber 
state government employees by about 
3 to 1. 

Woaien's representation varies 
widely by jurisdiction. In the 
state's 855 cities, WOiien represent 
only about one-fifth of employees. 
Cities provide police and fire 
protection, street aaintenance 
sewer and water services. In 
addition, cities •ay choose to 
provide utility services, operate 
municipal liquor stores, operate 
hospitals and maintain airports. 
Probably because 110st of these 
functions have historically 
been performed by aen, the large 
majority of city e11ployees are • en. 

Minnesota has 87 count ies . 
Each has authority for a wide range 
of social service activit ies, i n 
addition to property assessment, 
aaintenance of roads and br idges 
and other functions. Perhaps 
because of their role in public 
welfare progra• s, counties employ 
aany more women than do cities. 
Overall, about half of county 
employees are wo• en. 

There are 435 school districts 
in Minnesota, and about 60 percent 
of school district employees are 
woaen. Overall, about three­
fourths of school district payrolls 
are •ade up of certified staff 
(teachers and ad• in i strators), 
while one-fourth of school district 
payrol ls are made up of non-certi­
fied staff. Woaien account for 110re 
t~an three-fourths of elementary 
school teachers, although they are 
only about one-third of secondary 
teachers. Most school ad• ini­
strators are •en , but women account 
for the aajority of food service 
workers, office and clerical 
workers and teacher aides. 

FTE PUBLIC EMPI..OVEES: DISTRIBUTION av JURJSOICTION 
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Pijr Cqaftjr Net
In 1984. the Minnesota 

Legislature passed a bill requiring 
local governaents to undertake pay 
equity activities. The bill was 
authored by Senator Linda Berglin 
and Representative Phil Riveness.

Two factors were iaportant in 
passage of the new law: (1) the 
saoothness of pay equity iapleaen* 
tation at the state level, and (2) 
the court decision in the State of 
Washington lawsuit.

The Local Governaent Pay 
Equity Act is now incorporated in 
Minnesota Statutes 471.991 - 
471.999. Like the state eaployees 
pay equity law. the local govern- 
aent law includes a basic policy 
stateaent as well as a procedure 
for iapleaentation. The policy 
stateaent is:

"...Every political subdivision of 
this state shall establish equi­

table compensation relationships 
between female-dominated, male- 
dominated, and balanced classes of 
employees... (471.992) 'Equitable 
compensation relationship' means 
that a primary consideration in 
negotiating, establishing, recom­

mending, and approving total 
compensation is comparable work 
value in relationship to other 
employee positions within the 
political subdivision." (471.991)

The law requires each local 
government jurisdiction to use a 
Job evaluation system to determine 
comparable work value. Local 
governments must meet and confer 
with exclusive representatives of 
their employees on the development 
or selection of a job evaluation 
system. Jurisdictions may design 
their own system, hire a consultant 
and use the consultant's system, or 
borrow a system used by some other 
public employer in the state.

Local governments must submit 
a pay equity report to the Depart­

ment of Employee Relations by 
October 1. 1985. Each report must 
include the following information:

(1) the title of each job class 
in the jurisdiction;

(2) for each job class, the 
following information as of 
July 1, 1984:
(a) the number of incumbents;
(b) the percentage of the 

incumbents who are 
female;

(c) the comparable work value 
of the class, as defined 
by the job evaluation;

(d) the minimum and maximum 
monthly salary for the 
class;

(3) a description of the job 
evaluation system used;

(4) a plan for establishing 
equitable compensation 
relationships between female- 
dominated and male-dominated 
classes, including
(a) identification of classes 

for which a compensation 
inequity exists based on 
the comparable work 
value;

(b) a timetable for impleMn- 
tation of pay equity; and

(c) the estimated cost of 
implementation.

The law provides local 
governments with limited legal 
protections while the process of 
implementing pay equity is under­

way. The results of the job 
evaluation may not be used as 
evidence in state courts or in 
administrative actions before 
the state Human Rights Department. 
This protection expires on August 
1, 1987. In addition, the law 
states that "Ho cause of action 
arises before August 1, 1987 for 
failure to comply with the require­

ments" of the law.

In 1984. the Minnesota 
Legislature passed a bill requiring 
local goverrwent s to undertake pay 
equity activities. The bill was 
authored by Senator Linda Berglin 
and Representative Phil Riveness . 

Two factors were i• portant in 
passage of the new law: (1) the 
s•oothness of pay equity i• ple• en• 
talion at the state level. and (2) 
the court decision in the State of 
Washington lawsuit. 

The Local Goverrwent Pay 
Equity Act i s now incorporated in 
Minnesota Statutes 471.991 • 
471.999. Like the state e• ployees 
pay equity law. the local govern• 
• ent law includes a basic policy 
state•ent as well as a procedure 
for i• ple• entation. The policy 
state•ent is: 

• ••• Every political subdivision of 
this state shall establish equi• 
table c0111pensation relationships 
between fe• ale•do• inated. •ale• 
dominated, and balanced classes of 
enaployees ••• (471.992) 'Equitable 
c011pensation relationship' •eans 
that a pri• ary consideration in 
negotiating. establ ishing. recoa-­
•ending. and approving total 
c011pensatlon is comparable work 
value in relationship to other 
employee positions within the 
political subdivision.• (471.991) 

The law requires each local 
goverrwent jurisdiction to use a 
job evaluation syste• to deteraine 
comparable work value. Local 
goverrwents • ust •eel and confer 
with exclusive representatives of 
their employees on the develop•ent 
or selection of a j ob evaluation 
syste•• Jurisdictions •ay design 
their own syste•• hire a consultant 
a~d use the consultant's syste• • or 
borrow a syste• used by s011e other 
public e• ployer in the state. 

Local governaents •11st sub• it 
1 pay equity report to the Depart• 
aent of E• ployee Relations by 
October l. 1985. Each report • ust 
Include the following lnfonwtion: 

(1) 

(2) 

(3) 

(4) 

the title of each job class 
In the jurisdiction; 
for each job class. the 
following infonaation as of 
July l. 1984: 
(a) the nu• ber of incu• bents; 
(b) the percentage of the 

incu• bents who are 
feaale; 

(c) the co• parable work value 
of the class. as defined 
by the job evaluation; 

(d) the • ini• u• and •axi• u• 
•onthly salary for the 
class; 

a description of the job 
evaluation syste• used; 
a plan for establishing 
equitable co• pensation 
relationships between fe• ale• 
do• inated and •ale-do• inated 
classes. including 
(1) identification of classes 

for which a c011pensation 
inequity exists based on 
the co• parable work 
value; 

(b) a tiaetable for i• pleaen• 
talion of pay equity; and 

(c) the esti•ated cost of 
i• ple•entation. 

The law provides local 
governments with li• i ted legal 
protections while the process of 
i• ple•enting pay equity is under• 
way. The results of the job 
evaluation •ay not be used as 
evidence in state courts or jn 
ad• inistrative actions before 
the state Hu• an Rights Oepart• ent. 
This protec t ion expires on August 
l. 1987. In addition. the .law 
states that "No cause of action 
arises before August 1. 1987 for 
failure to co• ply with the require• 
•ents" of the law. 

17 



TadMlcal Assistance Cerrcet SUtas

The Oepartaent of Eeployee 
Relations Is required to provide 
technical assistance to local 
governaents In the process of 
coaplying with this law. By 
January of 1986, the departeent 
■ust report to the legislature with 
the Information gathered from local 
governments, Including a list of 
local governments which did not 
comply with the law's reporting 
requirements.

The Department of Employee 
Relations has published a series of 
booklets to assist local govern­

ments In complying with the law.
*A Guide To Implementing Pay Equity 
In Local Government,* published In 
August 1984, contains basic 
Information about the law and 
options for local governments in 
conducting a Job evaluation 
study. Other publications Include 
supplements for counties, schools, 
cities and a special supplement 
for very smII cities with ten or 
fewer employees. Each supplement 
contains the reporting form and 
Instructions for completing the 
report.

Each of these supplements also 
Includes a 'Job match list* appro­

priate for that type of Jurisdic­

tion, with a list of state Jobs and 
evaluation points which the Juris­

diction may match with local Jobs. 
This allows local governments to 
“piggy-back* on the existing state 
Job evaluation system without 
Incurring the costs of hiring 
consultants.

The Department of Employee 
Relations has also developed 
computer software for pay analysis 
and conducted training seminars for 
local governments across the state.

As of June 1985, the depart­

ment had received 82 reports from 
local governments In the state.
The department estimates that costs 
for most local governments will 
be very similar to costs at the 
state level, ranging from one 
percent to four percent of total 
payroll. In several local govern­

ments, pay equity has already been 
Implemented.

Many additional Jurisdictions 
are already In the process of 
conducting pay equity studies:

* Representatives from more than 
300 Jurisdictions have participated 
in or enrolled In training con­

ducted by the Department of 
Employee Relations, Including about 
30 county representatives, about 
150 city representatives, about 80 
school district representatives 
and about 100 representatives of 
other local government Jurisdic­

tions.

* Over 100 cities have begun a 
Joint study conducted by Control 
Data Business Advisers.

* More than 30 cities have obtained 
copies of the Job evaluation system 
used by the City of Princeton, 
which has successfully Implemented 
pay equity,

* More than 40 counties have 
begun pay equity studies using the 
state Job match system or consul­

tant systems.

* Almost 400 school districts 
have received training in the 
Arthur Young method of evaluating 
Jobs.

The appendix to this report 
Includes a list of local govern­

ments which have submitted pay 
equity reports, and a partial list 
of local governments with studies 
In progress.

Tec•tail As.stst&..:e 

The Departaent of E• ployee 
Relat ions is required to provide 
technical assistance to local 
govern•ents in the process of 
co• plying with this law. By 
January of 1986, the deparuient 
•ust report to the legislature with 
the infor•ation gathered fro• local 
govern•ents, including a list of 
local govern•ents which did not 
co• ply with the law's reporting 
requirements. 

The DepartJlent of E• ployee 
Relations has published a series of 
booklets to assis t local govern­
•ents in co• plying with the law. 
•A Guide To l• ple• enting Pay Equity 
in Local Gover1111ent,• published in 
August 1984, contains basic 
infonaation about the law and 
options for local governments in 
conducting a job evaluation 
study. Other publications include 
supple• ents for counties, schools, 
cities and a special supplement 
for very saall cities with ten or 
fewer et11ployees. Each supple• ent 
contains the reporting for• and 
instructions for completing the 
report . 

Each of these supple• ents also 
includes a •job •atch list• appro­
priate for that type of jurisdic­
tion, with a list of state jobs and 
evaluation points which the juris­
diction •ay •atch with loca l j obs. 
This allows local governments to 
•piggy-back• on the existing state 
job evaluation syste• without 
incurring the costs of hiring 
consultants. 

The Department of Employee 
Relations has also developed 
co• puter software for pay analysis 
and conducted training seminars for 
local governments across the state. 

Currnt Sutus 

As of June 1985, the depart­
ment had received 82 reports from 
local govern•ents in the state. 
The department estimates that costs 
for 110st local goveriwents will 
be very similar to costs at the 
state level, ranging from one 
percent to four percent of totJl 
payroll. In several local govern­
•ents , pay equity has already been 
implemented. 

Many additional jurisdictions 
are already in the process of 
conducting pay equity studies: 

• Representatives fr0111 more than 
300 jurisdictions have part i cipated 
in or enrolled in training con­
ducted by the Department of 
E• ployee Relations, including about 
30 county representatives, about 
150 city representatives, about BO 
school distr ict representatives 
and about 100 representatives of 
ot~er local govern• ent jurisdic­
tions. 

• Over 100 cities have begun a 
joint study conducted by Control 
Data Business Advisers. 

• More than 30 cities have obtained 
copies of the job evaluation system 
used by the City of Princeton, 
which has successfully implemented 
pay equity. 

• More than 40 counties have 
begun pay equity studies using the 
state job match system or consul­
tant systems. 

• Almost 400 school districts 
have received training in the 
Arthur Young •ethod of evaluating 
jobs. 

The appendix to this report 
includes a list of local govern­
lll!nts which have subnlitted pay 
equity reports, and a partial list 
of local goverMents with studies 
in progress. 
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APrOnil I, TDI LARGEST HALE S FEMALE JOBS. STATE OF MINNESOTA. 1981
Listed below are the largest ule and fenale job classes In Minnesota 

state govenwent as of 1981, when the Initial pay equity study was done. These 
Jobs account for about one-fourth of state governawnt employees. The list 
showed a consistent pattern of lower pay fo' fe«le jobs, even when these 
jobs require the sane or higher levels of skill, effort and responsibility 
than male jobs.

1981 SALARY
CLASS 
TYPE 
T—

JOB CLASS 
tlerk Typist 1

HAY

PTS

ICS

(MONTHLY MAXIMUM) 
“MALE* ’FEMALE'

CLASSES CLASSES

J 1,039
F Clerk 2 117 1,115

F Clerk Typist 2 117 1,115

M General Repair Worker 134 S 1.564
F Clerk Stenographer 2 135 1,171

F Clerk Typist 3 141 1.171

F Hunan Services Technician Senior 151 1,274

N Highway Maintenance Worker Senior 154 1,521

F Clerk Stenographer 4 162 • 1.307

F Clerk Typist 4 169 1.274

F Hunan Services Specialist 177 1,343

M Highway Technician Intermediate 178 1.646

F Licensed Practical Nurse 2 183 1,382

M Correctional Counselor 2 188 1,656

M Highway Technician Senior 206 1,891

N Heavy Equipment Mechanic 237 1,757

M Natural Resources Spec- Conservation 238 1,808

M Principal Engineering Specialist 298 2,347

M Engineer Senior 382 2,619

N Engineer Principal 479 2.923

APPDIJII I • TOI LAIHiEST NIii.£ I FDW.E JOBS• STATE Of IUIIIESOTA • 1981 

Listed below are the large t aale and female job classes in ~innesota 
state gover1111ent as of 1981, when the initial pay equ ity study was done. These 
jobs account for about one-fourth of state govern11ent employees. The list 
showed a consistent pattern of lower pay for female jobs, even when these 
jobs require the same or higher levels of s 111, effort and responsibility 
than male jobs. 

CLASS 
TYPE 
~ 

F 

F 

M 

F 

F 

F 

M 

F 

F 

F 

M 

F 

M 

M 

M 

M 

M 

M 
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JOB CLASS 
clerk Typist 

Clerk 2 

Clerk Typis~ 2 

General Repair Worker 

Clerk Stenographer 2 

Clerk Typist 3 

Hu•an Services Technician Senior 

Highway Maintenance Worker Senior 

Clerk Stenographer 4 

HAY 
PTS 
nm 
117 

117 

134 

135 

141 

151 

154 

162 

Clerk Typist 4 169 

Hu•an Services Specialist 177 

Highway Technician Intermediate 178 

Licensed Practical Nurse 2 183 

Correctional Counselor 2 188 

Highway Technician Senior 206 

Heavy Equipment Mechanic 237 

Natural Resources Spec- Conservation 238 

Principal Engineering Specialist 298 

Engineer Senior 382 

Engineer Principal 479 
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1981 SALARY 
(MONTHLY MAXIMUM) 
"MALE" "FEMALE" 
CLASSES CLASSES 
-- S 1,039 

$1,564 

1,521 

1,646 

1,656 

1,891 

1,757 

1,808 

2,347 

2,619 

2,923 

1.115 

1,115 

1,171 

1,171 

1,274 

1,307 

1,274 

1,343 

1,382 



APTOBIX II. CONPMISM OF MT EQUITT /UTTIVITIES IN STATE OF MASHIR6TQH t STATE 
OF NIHHESOTA
The following inforaution is excerpted fro* "Fair Pay - Uhat's The Real 
Cost?" published by the National Coanittee on Pay Equity.
MASH1II6T0II; 1IIACT10II/IITI6AT10II

Study Shows Pay Gap

• In 1974, the State of Washington, 
with a total workforce of 30,000, 
perforated a job evaluation study. 
The study showed that jo.>s held 
anstly by women were underpaid.

SUte Does Not Act

HINWESOTA; VOLIINTANT AaiOW

Study Shows Pay Gap

* In 1979, the State of Minnesota, 
with a total workforce of 30,000, 
performed a Job evaluation study. 
The study showed that jobs held 
primarily by women were underpaid.

SUte Takes The Initiative
* No steps were taken to correct 
the gap.

Cost Hould Have Been 5S of Payroll

* The cost of correcting the 
gap was estimated at 5S of pay­

roll.

Inaction Prompts Lawsuit

* AFSCME filed charges under Title 
VII of the Civil Rights Act.

aftdr the lawsuit was filed 
did the legislature begin correc­
tion. In 1983, nine years after 
the original study, the state 
passed legislation committing 
the state to pay equity by 1993.
Court Rules SUte Discriminated

* In late 1983, the court found the 
state guilty of discrimination.
Back Pay Awarded. Cost Rises

* The judge awarded immediate wage 
corrections to employees in female 
jobs and back pay going back 5 
years.

* The back pay award resulting 
from the state's refusal to make 
corrections voluntarily has driven 
up the cost for Washington State to 
over 25X of state payroll.

* The Minnesota Legislature 
responded by requiring pay equity 
in the state workforce.

Cooperative Process EsUbllshed

* In 1981, the Council on the 
Economic Status of Women estab­

lished a Task Force on Pay Equity.

* The Task Force issued a report 
showing the undervaluation of 
female jobs.

Cost Is n of Payroll
* The total cost of the correction 
was identified to be 4S of the 
state's payroll.

Legislature Phases In Correction

* In March 1982, a bill passed 
which provided for a 4-year 
phased-in correction of inequities.

Increases Bargained

* The first installment of the 
appropriation for wage increases 
was made in January 1983: $21.7 
million to cover the first two 
years of the phase-in.
* The actual distribution of this 
amount was negotiated through the 
usual collective bargaining 
process.

APPBDII II. CONPARISOI Of PAY EQUITI ACTIYITIES IN STATE Of WASHIKTOI l STATE 
Of RJIIIESOTA 

The following infonaation is excerpted from "Fair Pay - What's The Real 
Cost?" published by the National Co11111ittee on Pay Equity. 

WASH I INiTOII : I IIACT I OII/L IT I GA Tl OIi 

Study Shows Pay Gap 

• In 1974, the State of Washington, 
with a total workforce of 30,000, 
performed a job evaluation study. 
The study showed that jo~s held 
mostly by women were underpaid. 

Sute Does Not Act 

• No steps were taken to correct 
the gap. 

Cost Would Hue Been SI of Payrol 1 

• The cost of correcting the 
gap was estimated at 51 of pay­
roll. 

• AFSCME filed cha,rges under Ti ,tJ e 
VII of the Cjvil Rights Act. 

•-'ei.T) .. a.ftl'r the .lawsuit ·was filed 
did the legislature begin correc­
tion. In 1983, nine years after 
the original study, the state 
passed legislation co11111itting 
the state to pay equity by 1993. 

Court Rules Sute Dtscri• inated 

• In late 1983, the court found the 
state guilty of discrimination. 

Back Pay Awarded. Cost Rises 

• The judge awarded immediate wage 
corrections to employees in female 
jobs and back pay going back 5 
years. 

• The back pay award resulting 
from the state's refusal to make 
corrections voluntarily has driven 
up the cost for Washington State to 
over 251 of state payroll. 

NIIIIIESOTA: YDUIITARY ACTIOII 

Study Shows Pay Gap 

• In 1979, the State of Minnesota, 
with a total workforce of 30,000, 
performed a job evaluation study. 
The study showed that jobs held 
primarily by women were underpaid. 

• The Minnesota Legislature 
responded by requiring pay equity 
in the state workforce. 

Cooperative Process Esublished 

• In 1981, the Council on the 
Economic Status of Women estab­
lished a Task Force on Pay Equity. 

• The Task Force issued a report 
~hqwing the undervaluation of 
female jobs. 

Cost is 41 of Payn,11 · 

• The total cost of the correction 
was identified to be 41 of the 
state's payroll. 

Legislature Phases In Correction 

• In March 1982, a bill passed 
which provided for a 4-year 
phased-in correction of inequities. 

Increases Bargained 

• The first installment of the 
app~opriation for wage increases 
was made in January 1983: $21.7 
million to cover the first two 
years of the phase-in. 

• The actual distribution of this 
a110unt was negotiated through the 
usual collective bargaining 
process. 
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WKNOIX III. LOCM. GOVERMEiTS SUBMITTING PAT EQUITY REPORTS

The following local governraent 
as of May 1, 1985. The law reg. 
1. 1985.

Minnesota had submitted pay equity reports 
all local governments to report by October

City of Hutchinson
Rushford Schools
City of Blackduck
City of Annandale
City of Altura
Clearwater County
City of Carver
City of Elizabeth
City of Alpha
City of Rose Creek
City of Lancaster
City of Biscay
Corinna Township
City of Trommald
City of Karlstad
City of Bricelyn
City of Le Center
City of Utica
City of Grand Meadow
City of Wilder
Village of Minnetonka Beach
City of Afton
City of Myrtle
City of Delhi
City of Sargeant
City of Henrittte
City of Pillager
City of Manchester
City of Odin
City of St. Michael
City of Wendell
City of St. Mary's Point
Town of Great Scott
City of Odessa
Stanford Township
City of Shafer
City of Hatfield
City of Upsala
Northwoods Landfill Authority 
Fillmore Soil & Water District 
Newfolden Community Health Services

Lac Qui P. 'e Soil & Water District 
Oover-Eyota jt. Charles Sanitary 

District

City of Woodland
City of Backus
City of Donnelly
Crow Lake Township
City of Sanborn
City of Wahkon
Babbitt Public Schools
Kennedy Community Schools
City of Tenstrike
Village of Bagley
Fergus Falls Housing Authority
Mahnomen Soil & Water District
City of Dunnell
Harris Township
City of Rock Creek
City of Hallock
City of Young America
Benton Soil & Water District
Sherburne Soil & Water District
Fayal Township
Arrowhead Library System
City of Ely
Kanabec Soil & Water District 
City of Miltona
Blue Earth Soil A Water District
City of Meadowlands
Yellow Medicine Soil t Water Dist.
E. Central Regional Devel. Com.
City of Racine
Murray Soil & Water Dist.
Monticello Township 
City of Wolverton 
City of Dundas
Reg.IX Regional Development Comm.
City of Halstad
Spring Grove Schools
Town of Forest Lake
Greenway Township

APPEIIDIX I II. LOCAL GOYEIIIIEITS SIIINITTIIIG PAY EQUITY REPORTS 

The following local governmen t 
as of Hay 1, 1985 . The law req~ 
1, 1985. 

City of Hutchinson 
Rushford Schools 
City of Blackduck 
City of Annandale 
City of Altura 
Clearwater County 
City of Carver 
City of Elizabeth 
City of Alpha 
City of Rose Creek 
City of Lancaster 
City of Biscay 
Corinna Township 
City of Trommald 
City of Karlstad 
City of Bricelyn 
City of Le Center 
City of Utica 
City of Grand Meadow 
City of Wilder 
Village of Minnetonka Beach 
City of Afton 
City of Myrtle 
City of Delhi 
City of Sargeant 
City of Henri~tte 
City of Pillager 
City of Manchester 
City of Odin 
City of St. Michael 
City of Wendell 
City of St. Mary's Point 
Town of Great Scott 
City of Odessa 
Stanford Township 
City of Sha fer 
City of Hatfield 
City of Upsala 
Northwoods Landfill Authority 
Fillmore Soil & Water Di strict 
Newfolden Co11111unity Health Services 

innesota had submitted pay equity reports 
a l ocal governments to report by October 

Lac Qui P. Soil & Water District 
Dover-Eyotd ~t. Charles Sanitary 

District 
City of Woodland 
City of Backus 
City of Donnelly 
Crow Lake Township 
City of Sanborn 
City of Wahkon 
Babbit t Public Schools 
Kennedy Co11111unity Schools 
City of Tenstrike 
Village of Bagley 
Fergus Falls Housing Authority 
Mahnomen Soil & Water District 
City of Dunnell 
Harris Township 
City of Rock Creek 
City of Hallock 
City of Young America 
Benton Soil & Water District 
Sherburne Soil & Water District 
Fayal Township 
Arrowhead Library System 
City of Ely 
Kanabec Soil & Water District 
City of Miltona 
Blue Earth Soil & Water District 
Cfty of Meadowlands 
Yellow Medicine Soil & Water Dist . 
E. Central Regional Devel. C0n111. 
City of Racine 
Hurray Soil & Water Dist. 
Monticello Township 
City of Wolverton 
City of Dundas 
Reg.IX Regional Development Co11111. 
City of Halstad 
Spring Grove Schools 
Town of Forest Lake 
Greenway Township 
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r
mant iv. locm. anzman mitn studies h pdocess

Mrian
•rtsn
Wtfcin
Utkin UtllltlM 
Utany SctwoU 
Ubtrt Lm 
Udm 
Uaundrla
Unandrla Lake San. Olat
Uaxandrla Utllltias
Upna
Utura
Utxv

knnandale 
knnandile Sctools 
knoka
knoka Coiaity 
tkioka UtUltias 
kppla vallay 
UPlaton Schoolt 
Aldan mils 
Arlington
Airoahead Aag. Oav. Coan. 
Ustln
Babbit ni>llc Sctnols 
Backus
Baglay, village of
teyport
Backar Cotnty
Bacfcar Scbools
Backer Soil A aaUr
Baltraal Soli A eater
Belvlea
Baaldjl
Banaon
Banton Soli A eater
Big Stone Coieity
Biscay

Blackduck

Blaine

BloaB'ngton

Blue Urth
Blue Earth Soil A eater 
Blue Earth utilities 
Bralnard

Bralnerd Utilities
Bracfcanrldge
kloelyn
Brooklyn Canter
Broddyn Back
Baootan
tana Vhllay

The following Is a partial list of 
studies in process as of Nay, 1985. 

Buffalo SehooU 
Burnsville 
Byron 
Carby
Canby tapltal 
Oamon Falls 
Carlton 
Carver 
Cass Lake 
Cass Lake Schools 
Chaaplln 
Chaska 
(hatfleld
Chlppan Soli a eater 
Chisago City 
Chisago Soil A eater 
Otlshola 
Circle Pines 
Claraaont-Oodge Schools 
Clarissa Schools 
Claikfleld 
Clarkfleld Hospital 
Clearvater County 
Claarvater Coiaity Hosp. 
Cleamter Soli A eater 
Cloquet 
Cckato
Coleraine Schools 
Coon Rapids 
Corcoran 
Corlnna Tovnshlp 
Cottage Grove 
Cottonvood 
Crookston 
Crookston MM 
Crov Lake Toanshlp 
CroB elng Soil A eater 
Crystal
Qakote Soil A eater 
Osnon 
Dayton

local governaents which had pay equity

Oeeraood

Oalano

Oelano Utilities 
Delhi

Detroit Lakes
Detroit Lakes Utilities
Dodge Center
Dodge Sol' A aeter
Donnelly

Douglas Coiaity
Douglas Soil A Batet

Dover-Eyate>St. Charles 
Area Sanitation 01st.

E. bend Forks Utllltias 
E. Otter Tall Soil A eater 
Eagan

Eagle Bend Schools
East Grand Forks
Eden Prairie
Edina

Elboa Lake
Elizabeth

Elk Uver
Elk Uver Utilities
Eacelslor
Faliuxait
Faribault
Fanlngton Schools
Feyal Tonshlp
Fergus Falls
Fergus Falls MM
Fleldcrest Wirslng nmt
FllbDre Soil A eater
Finlayson
Foley Schools
Fosston Schools
Frazee Schools
Fridley

Gaylord

Gaylord Schools 
Glacial Ridge Hospital 
Glencoe

Glencoe Utilities 
Glenvood 
Golden Valley 
Convlck

Coochue Schools 
Goodhue Soil A eater 
Grand Headov 
Grand Rapids 
Granite Falls 
Granite Falls Schools 
Great Scott, Tovn of 
Green Pine Acres Hone 
Grey Eagle Schools 
Grove City 
Hallock

»eisted UtlliUes
Hartland

Hastings

Hatfield

Hayfleld

tadMtars Rag Dev Coae
Hanning
>*nr latte

teron Lake 
Hlbblng
Hill City Schools
ttoldlngford SchooU
Houston
HMard LMte
Hjtchlnaon
Hjtchlnson Utilities
Independence
international Falls
Inver Grove Heljpits
Ironton
Jackson
Janesville
Janesville lAjrslng Hoae
Kanabec Coihty
Kanabec Soil A eater
Kandlychl Coihty
Karlstad
Kasson
KeeMtln
Kennedy Coaa. Schools 
Kenyon

Kenyon Utilities 
Klester-Farlbault Schools 
Koochiching Couity 
Koochiching Soil A eater 
U Prairie 
LaCrescant

Lac gui Parle Soil A eater
Lk Agasslz-Moorhead Reg Lib.
Lake City
Lake City Hospital
Lake City Hjrslng Hone
Lake Elao
Lakefield

Lakeland

Lakeville

Laaberton

Laaberton Schools
Lancaster

Lanesboro

Le Centre
LeSueur Coieity
Lester Prairie
Laviston Schools
Lincoln Soil A Rater
Llndstroa
Lino Lakes
Litchfield
Litchfield Utilities
Little Falls
Little FalU SchooU
Lang Prairie Schools

APPOltll If. LOCAL CIOWEW.i,S WITII SlWIES II NOaSS 

The fol l owing is• ~rti1l list of loc1l governaents which hid p1y equity 
studies in process •s of Niy, 1985. 

Ai-.11 
bl.an 
lltta, 

"1tldn 
Aitkin utilities 
"1i.,y Schools 
lllbert Lee 
Ill.din 
Al.-.ndrla 
"1axandr1a lAke s.,. 01st 
Al.-.ndria util 1 ties 
Aljltla 

Altura 
-.ic,y 
lwldo¥er 
"""-'dale 
"'1rwlda le Schoo 1 s 
lnlka 
,_.. Cou'lty 

lnlka utilities 
"PIile Valley 
"Pl!leton Sc:tQ,ls 
Arden Hills 
llrllngton 
An'oo,headfle0 . Dev.~­
"'5tin 
Bltlbl t P\illlc Sct>ools 
llaclcus 
llagley, Village or 
Bayport 
lladier Cou'lty 
llldcar Schools 
lladier Soll • •ter 
lltltraal Soll • water 
8111"1ft 
lllaidjl 
aa,_, 

llllnton Soil • water 
BlQ Stone Ccu,t y 
Biscay 
lllad<4o 
Blaine 
Blooa I i,;ton 
B1a.e wtn 
Blua Earth Soll • •ter 
B1a.e Earth Utl 11 ties 
Brainard 
llralnerd utlllties 
lredcanrldQe 
Brlcalyn 
lroaklyn C.,ter 
lroaklyn Pinc 
lrooten 
..... Valley 

&.irra1o Sc:tQ,ls 
&.imsvllla 
a,nin 
Croy 
Croy Holpltal 
Camon rans 
Carlton 
Caner 
Cass lAke 
Cass lAke Schools 
0-.,lln 
o.;ca 
Olatrteld 
Ollppewe Soil • •ter 
OliM110 Clty 
Oil sago Soil • water 
Ollsnola 
Cln:le Pines 
Clareaint~ Schools 
Clarissa Sct>ools 
Clllli<fleld 
Clancrteld Hospital 
Clear.ter Cou'lty 
c1-ter eo.,,ty lt>sp . 

Clearwater Sol 1 • •ter 
Cl(l(J.et 
Cokato 
Coleraine Sct>ools 
Coon Rapids 
Con:oran 
Corlma Toonsh1'> 
Cottage Grove 

Cottonooood 
Crookston 
Crookston ltlA 
en,. lAke Toonshlp 

crow ••no Soll • .. ter 
Crysta l 
Dlkota Soll • water 
oa..son 
Oeyton 
Deep'laven 

Oeenood 
Delano 
Oe lano ut ill tles 
Oelhl 
Dalrol t Ull<es 
o.troit U11<es util l ties 
Dodl,I Center 
Dodl,I So • •ter 
DIIMally 
llla,Qlas Cou'lty 
llla,Qlas Soll • .iar 

Dower-Eyota-St . Dwrles 
Ilia S..ltatlon Dist. 

E. Cnnd rortcs utilities 
E. otter Tail Soll • •ter 
Ea,;s, 
Ea;la Bend Sc:tQ,ls 
East Cnnd roncs 
Eden Prairie 
Eoina 
El.boa lAke 
Ellnbeth 
Elk River 
Elk R1 ver ut 111 ti es 
Excelsior 
ra1rwu1t 
Faribault 
ra1111i,;ton Schools 
r ll)'al T oonsh1'> 
re~ raus 
F"ef9)s rans tflA 

F"leldernt ltn"slng ttae 
rni.ore Soll • water 
f"ln layson 
F"oley Schools 
Fosston Schools 
F"razee Schools 
F"rldley 
Gaylord 
Gaylord Schools 
Clac lal RidQe Hosp Ital 
Clencoe 
Glencoe utllltles 
Cl~ 
Colden Valley 
Convld< 
CoochJe Schools 
CoochJe Soll • .. ter 
Cnnd Neaoo-

Crand Rapids 
Granite F"alls 
Granite f"alls Schools 
Great Scott, Toon or 
Green Pine Al:ttS ltae 
Grey Eagle Schoo 1s 
Grove City 
ltlllod< 
ltllstad utilities 
ltlrtland 
Hastings 
ltltrteld 
Hayrteld 
,.._terslleQDev~ 
..-..in; 
Hllnrllltle 
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ltlnin Lalce 
Hibbing 
Hill City Sc:tQ,J.s 
HoldlnQrord Schools 
Houston 
Hoard Ull<e 
ltrtch1I..-. 
ttrt.chinson utll 1 ties 
I,ldepeldelce 
Intematlonal F"alls 
Inver Grove Helit,ts 
Ininton 
Jad<son 
Janesville 
Janesville ll.lrslnQ ltae 
Kanabec Cou'lt y 
Kanabec Soll • .. ter 
Kand l yoh 1 Cou'lt y 
Karlstad 
Kasson 
Keewatin 
l(emedy ~- Schools 
Kenyon 
Kenyon utlllties 
Klester~arlbault Schools 
Koochiching Cou'lty 
Koochiching Soll • .. ter 
La Prairie 
l.aCtt1cent 
Lac l>Jl Par le Soll • water 
Uc 11Qasslz440omead Reg Lib. 
Ull<e City 
Like Ci ty Hosi>lW 
lAke City ll.lrsing ttae 
Ull<e El.a 
Ull<erteld 
Lakeland 
Ull<eville 
Laberton 
lallerton Schools 
Lancaster 
Lanesboro 
Le Centre 
le Sueur Cou'lt y 
Lester Prairie 
Lew is ton Schoo ls 
Lincoln Soll I .. ter 
Lindstrao 
Lino Ull<es 
Ll tchrteld 
Litchrteld utllltles 
Ll ttle rans 
Llttla F"alls Schools 
Long Prairie Schoo ls 



LangvUle
Luon
Uiwun*
Lyl*
Lyl* Sctuols
Lyon Soil t laUr
M« River Volley Spec Ed
MKlelU
tadlion
Mtf<tcaedl
Nxchester
Nenketo
Mple Grove
Mvle Pleln
Mple Schools
Mpleton

Mplev lev
Mpleeood

Mrlne on St Croix
Mrthell

Mrshell, Utility
Mzeppe Schools
MLeod Coixity
McLeod Soil t ester
Mdlne
Melrose
Msnshge
MMVtoU Hsl^s 
Metro Airports Ooet.
Metro Llbrsry Services
Mllecs Schools
Mine Lacs Soil 1 SaUr
miroy
Miltons
Mlivaota
m Valley-Mvecato Rag. Ub.
Mlnnetorka

Mlnnetrlsta

Montlcello Hospltsl
Moorhead

Moorhead WU
Moorhead Utilities
Mose Lake Utilities
Mora
Mrrls
Mom
Momte View 
Moixitsln Iron 
Mtka Beach, village of 
turtle
Mtt take School 
Nee Brltfiton 
Me Hope 
Mto Prague
Me Richland
Nee Richland Care Canter

MSS Ula
Nee Ula Utilities 
Nssroldsn Coaa. Malth Ser. 
Nevport

Nicollet County 
Nobles Soil A eater 
North Branch 
North Mankato
North St Louis Soil t eater 
North St. Paul 
North St. Paul Utilities 
N.e.-thlaf Rvr Falls Rag Lib 
Northfleld 
Northeest CCSU 
Northeast Reg Oev Conn 
Northaoods Landfill Auth.
0M( Park Helf^ts
(Wcdale
Odessa
Odin
Ogllvle
Olastead Coixity
Orono

Oronoco

Ortonville

Ovstorma Utilities
Paynesvllle

Paynesvllle Hospital
Plerz

Plerr Schools 
Pillager

Pillager Schools
Pine City Schools
Pine Island
Pine Soil A eater
Pipestone
Pipestone Coixity
Pipestone Schools
Plalnvlee

Plus Creek Library
Plyaouth

Princeton

Princeton Utilities 
Prior Lake 
Raasey

Raasey County 
Raasey Soil A eater 
Ranler

Rad Lake eatershed District 
Radelng

Falls 
Falls WW 

Redwod Falls Hospital 
Redeood Falls Utilities 
Region El(^t eelfara 
Region Five Rag Oev Coaa

Rice Coixity
Rica Hospital
Rice Soil A eater
Richfield

River Falls
River Falls, Utility
Robblnsdale

Rose Creek
Roseaount

Roseville

Roseville Schools
Royalton Schools
fkjsh City
Ruth City Schools
(AiShford

lAishford Public Schools
lAissell
Sacred Mart
Sacred Heart Schools
Sanborn

Sergeant

Sa>ic Rapids
Savage

Shafer

Shakopee

Shakopee Schools
Sherburne Soil A eater
Shorevle*

Shorevood

Slble.* Soil A eater
Six East Reg Oev Coaa
So. central ECSU
So. M Mnlclpal PIner
So. St. Paul
Southeast tM ECSu
Spring Valley Utilities
St Bonlfaclus
St Charles
St Cloud Schools
St Paul
St. Anthony
St. Cloud
St. Jtaes
St. Louis Park
St. Mary's Point
St. Michael
St. Paul
St. Peter
Stacy

Stanford

Starbuck

Stearns Soil A eater
Stllleater
Selft Soil A eater
Taconlte

Tenstrlke

Thief River Falls
Thief River Falls UUlltles
Todd Soil A eater
Tracy

Traverse des Sioux - Mankato
Troaanld
Truaan
Teo Mrbors
(Jbsala
L|>sala Schools
Utica

Verndale

vesta

Victoria

viking Library Systaa 
Virginia

Virginia Utilities
aabasha

eabasha Nursing Hoea
eabasso

laconla

eahkon

Salker

ealnut Grove
eanaalngo

eanaalngo Schools
earren

Vaseca

easeca Soil A eater
vaseca utilities
easeca-LeSueur Library
eashlngton Soil A eater
eatertowi
Vatervllle
Vayzate

eendell

vest St. Paul
Iheaton Hospital
Wilte Bear
Mite Bear Lake
vilder

eilkln County 
villaar Utilities 
Winnebago 
Winona

Vlnthrop Schools
Woodbury

Woodland

Worthington

wi^gfit Soil A water
VyoBlng
Yoing Rasrica
Zlaaeraan

••THIS LIST DOES NOT INCLUDE AOO OF THE A}7 NINESOTA SCHOOL DISTRICTS OR 
AN ESTIMATED 30 ADOITICMAL COUNTIES WO ARE » DC PROCESS OF 
fOWlETIMC PRT EOUITV STUDIES

Longdlle Nl!w Ula Aaaer 
Lucan ..., u111 utiuties Rice Couity 
~me Nl!wf aldl!n C-. Heal th Ser. Rice lt>spi tel 
Lyle NNport Rice Sail i .. ter 
Lyle Sctnlls Nicollet Couity Richfield 
Lyon Sail i .. ter Nobles Sail i later River Fells 
MN River Valley Spec Ed North Branch River Fells, utility 
Mldllie ltlrth Mlnkata Robbinsdale 
ledban North st Louis Sail i .. ter Rose Creel< -~1 North St. Pall ~t 
Nlnc:hester North St. Pall utili ties Roseville 
Nri<llta N.1.-Thief Rllr Falls Reg Lib Roseville Sctnlls 
i.ple Grove Northfield Royal tan Sctnlls 
i.ple Plain Narthllest £CSU l\ish City 
i.ple Sctnlls NarU-St Reg Dev C- f\Jsh C 1 ty Sctnl ls 
i.pletan Nartl-.oods lAndfill Auth. f\Jshford 

i.p~i•- 011c Park Ha iltits l\ishford P\blic Schools 
i.plllllOOd Ollcdllle "'5sell 
Mir 1ne an St Croix Odessa S.Cred Heart 
Marshall Odin Sacred Heart Sctnlls 
Mlrlh• ll, utility Ogilvie Sanborn 
MIIZIR>• Sctnlls Olastnd Couity Sargeant 
lt:Leod Couit y Orono s.J< Rapids 
lt:Leod Sail i hter Oronoco Savage 
Madin• Ortonville Shafer 
,_lrote 0,,atonne utilities Shakopee 

~ P•ynesvi lle Shakopee Sctnlls 
~a Hailtits Paynesville lt>spital Sherburne Sall i .. ter 
Nitro Airports ec-. Pieri Shoreview 
Nitro Library Services Pierz Schools Shorewood 
Milaca Schools Pillager Sible~ Sail i later 
Mille Lacs Sall i .. ter Pillager Sctnlls Six East Reg Dev C-
Milroy Pine City Sctnlls Sa. Centnl EC5U 

Miltona Pine Island Sa. MN 11.nicipal Po.er 

Mimeote Pine Sall i .. ter Sa. St. Pall 
MN Valley~ato Reg. Lib . Pipestone Southeast MN £CSU 
Minnetarice Pipestone Couity Spring Valley utilities 

Minnetrista Pipestone Sctnlls St Bonifacius 
ltlnticello Hospital Plainview St 0..rles 

lblmead Plu• Creek Library St Cloud Sctnlls 
Moorhead~ Plyac,.sth St Pall~ 
lblmnd Utilities Prircetor, St. -,,thany 

Moose Lal<e utilities Princeton utilities St. Cloud 
Nan Prior Lal<e St. Jaes 
Norris Rasey St. Louis Parle 

lbrcl Rasey eo..ity St . Hary 's Point 
lbrcls View Rasey Sail i later St. N1c:hael 
NIU!Uin Iron Ranier St . Pall 
MtJca 8-c:h, Village of Red Lal<e l • tershed Oistrict St. Peter 

~rtla Aedwing Stacy 
Nrtt Ll6ce School A•dll0od Falls Stanford 

.... Briltitan A•dll0od Falls ~ St•rtJuc:k ...... le:twood Fells Hospital Steams Sail i Weter 
N•wPr~ A•dll0od Falls UUU ties Stlllnter 
.... Richland Region Eiltit lel fare S.i ft Sall i later 
N•w IUdlland care Center Region Five A•g 08v ~ Taconite 

•nus LIST DOES NOT JJC.llJE .ex> CF n£ 07 MIIESOTA som. DISTRICTS CR 
.. ESTIN1'1ED JO MlDITIONlll. OUITI£S ltC) NIE. IN Tl£ PROCESS CF 
QIN'\£TDC. PIIY QIUllY STU>l£S 

Tenstrike 
Thief River Fells 
Thief River Falls utilities 
Todd Sail i later 
Tracy 
Traverse des SiOJX - ,_.•ta 
Troaeld 
Tr,,.., 
Two Harbors 
~511111 

~sale Schools 
utica 
Verndale 
Vesta 
Victoria 
Viking Library Syst11111 
Vi111ini• 
Yi111inia utilities 
1lebash• 
lebashalt.lrsingtt:.e 
w•basso 
lacania 
lf•del'la 
lali<an 
Walker 
.. 1nut Grove 
lllnMJ.ngo 
l•llaingo Schools 
.. rren 
w• sece 
IUece Sail i later 
w•s«• utilities 
ll•Sec:a-LeSueur Library 
w•shingtan Sail i later 
w• tertow, 
l • tervllle 
l •yz• ta 
Wendell 
lest St . Pall 
lheetan Hospital 
lhite Bear 
lhite Bear Lal<e 
Wilder 
Wilkin Couity 
lilla• r utilities 
llmebego 
Wi nona 
Winthrop Schools 
IIOclcbJry 
Woodland 
Worthington 
11 .l,jlt Sall i later 
Wyming 
Yoong Aa3rica 
Ziae~ 



Amniiv. KsouMxs
Tke following organizations can provide Inforaatlon and assistance on pay 
egulty In Minnesota:

Connisslon on the Econonic Status of Woawn. 85 State Office Building, St. Paul 
MM 55155. 612/296-8590 (Twin Cities and other states) or 800-652-9747 (toll- 
free line for non-netro locations In Minnesota)

Minnesota Departnent of Enployee Relations. Third Floor Space Center, St. Paul 
MH 55101. 612/296-2796 (Twin Cities and other states) or 800-652-9747 (toll- 
free line for non-netro locations In Minnesota)

League of Minnesota Cities. 183 University Avenue. St. Paul MN 55103. 
612/227-5600

Association of Minnesota Counties. 555 Park Street. St. Paul MN 55103. 
612/224-3344

Minnesota School Boards Association. P.O. Box 119, St. Peter, MN 56082. 
612/333-8577

The following organizations provide clearinghouse Inforvatlon on pay equity 
activities nationally:

National Committee on Pay Equity. 1201 Sixteenth Street Northwest, Roon 422, 
Washington, D.C. 20036. 202/822-7304

Comparable Worth Project 488 - 41st Street, #5, Oakland, CA 94703. 
415/658-1808

APPEaoll Y. ll£SOlltCES 

TIie fo11ow1ag OrpllfHtfOIIS CH prowlde l11forwtf011 111d ISSlstlnce OIi ,.y 
equity 111 NfMeSOtl : 

COMiss ion on the Econoa1lc Status of W011en, 85 State Offi ce Build i ng, St. Paul 
MN 55155 . 612/296-8590 {Twin Cities and other states ) or 800-652-9747 (toll-­
free li ne fr non-ae tro l ocat ions i n Minnesot a ) 

Mi nnesota De ar tnlent of E• lo ee Relations Third Floor Space Center , St. Paul 
MN 55101. 612/296-2796 Twin Cities and other states) or 800-652-9747 (toll­
free li ne for non-aetro locations in Minnesota) 

League of Mi nnesota Cities, 183 University Avenue, St. Paul MN 55103. 
612/227-5600 

Association of Mi nnesota Count ies , 555 Park Street, St . Paul MN 55103. 
612/224-3344 

Minnesota School Boards Associat i on, P.O. Box 119, St. Peter, HN 56082. 
612/333-8577 

The following orpnfz1tfons prowfde cle1rfnghouse fnforwtlon on ,.Y equity 
actfwftfes 111tfo111lly: 

National Conwnittee on Pay Equity, 1201 Sixteenth Street Northwest, Roo~ 422, 
Washington, D.C. 20036. 202/822-7304 

Comparable Worth Project 488 - 41st Street, 15, Oakland, CA 94703. 
415/658-1808 
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ABOUT THE COMMISSION

The COMMISSION ON THE ECONOMIC STATUS OF WOMEN 
Is a legislative advisory connission established 
by the Minnesota legislature in 1976. Coiwiiission 
members include state senators and representatives. 
The Commission studies all matters relating to the 
economic status of women in Minnesota and publishes 
reports and recommendations to the legislature and 
to the Governor. Commission members are:
Senator Linda Berglin 
Senator Marilyn Lantry 
Senator Eric Petty 
Senator Ember Reichgott, Chair 
Senator Donald Storm 
Representative Kathleen Blatz 
Representative Harriet McPherson 
Representatice Sidney Pauly 
Representative Pat Piper 
Representative Eileen Tompkins

This report is not copyrighted, and you are welcome 
to copy and distribute this information. However we 
appreciate your citing the source.
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The COl'IMISSION ON THE ECONO~11C STATUS OF WOMEN 
is a legislative advisory commission established 
by the Minnesota legislature in 1976. Commissi on 
members include state senators and representatives. 
The Commissi on studies all matters relating to the 
economic status of women in Minnesota and publishes 
reports and recommendations to the legislature and 
to the Governor. Commission me~bers are : 

Senator Linda Berglin 
Senator Marilyn Lantry 
Senator Eric Petty 
Senator Ember Reichgott, Chair 
Senator Donald Storm 
Representative Kathleen Blatz 
Representative Harriet McPherson 
Representatice Sidney Pauly 
Representative Pat Piper 
Representative Eileen Tompki ns 

This report is not copyrighted, and you are welcome 
to copy and distribute this information. However we 
appreciate your citing the source. 
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