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EXECUTIVE SUMMARY

This research was conducted during late 2002 and early 2003, in response to the
Legislature’s request to study wage disparity between men and women in Wyoming.

Women earn less on average than men: globally, nationally, regionally, and in
Wyoming. Wyoming’s gap in wages between the genders is the highest in the region, in part
because Wyoming men make more than the regional average and Wyoming women make less.
It is, of course, illegal to pay men and women different wages for doing the same job under the
same circumstances. Benefits for women working full time in Wyoming were found to be the
same as for men working full time, but more women work part time than men, and the level of
benefits is less for part time work than for full time.

National and international research has identified reasons why women typically earn less
than men. The reasons are:

= Different occupations/jobs held by men and women
= Time spent at work

* Education differences

* Employment in different industries

= Other factors including children and discrimination

The impact on Wyoming of the disparity in wages was found to be large and to include:
the larger than average need for women to hold multiple jobs, higher childcare costs, lost income
for families, higher job turnover, increased human capital out-migration, etc. It is estimated that
the costs to Wyoming’s economy exceed benefits by $65 million annually.

Census data from the 2000 Federal census was used in Study I to identify the specific
variables in Wyoming that most affect the disparity in wages. The industries in which women
work, lower participation in full time work, education, and experience (age) are the variables
most associated statistically with the increased wage gap in Wyoming.

Study II — a telephone survey of a random sample of Wyoming households provides
examples and first hand information from residents on the perceived reasons and impacts
associated with wage disparity. The results track closely with what the statistical analysis of the
census data found.

Possible solutions (tried elsewhere) are presented along with examples of “best practice”
private firms that have implemented some of the solutions. The solutions also include possible
government and individual approaches along with the private industry suggestions.

Further, a list of (unevaluated) ideas for dealing with wage disparity in Wyoming is
presented, covering a wide spectrum. Three of these ideas, however, are subjected to
cost/benefit analysis and their impact on Wyoming’s wage disparity is calculated. The three are:

=  What would happen to wage disparity if more women went into nontraditional
(for women) occupations in Wyoming?

= What would happen to wage disparity if the wages in Wyoming were brought to
the national average for two traditionally female jobs: teachers and nurses?

=  What would happen to wage disparity if more women worked full time?

These three were selected because they provide benchmarks against which some of the
other ideas could be compared. The conclusion attempts to put wage disparity in Wyoming in
the context of what was discovered in the research.



A STUDY OF THE DISPARITY IN WAGES AND BENEFITS
BETWEEN MEN AND WOMEN IN WYOMING

“I’ve been roaming all over Wyoming,
there’s plenty of work,
but there ain’t too much pay.”

Chris Ledoux

INTRODUCTION

The quote above was associated with Wyoming ranch work in the late 19™ and early 20™
centuries. But it is still true today for women in Wyoming, when their pay is compared to the
pay of Wyoming men. It has been reported that women earn 66.8% of what men earn on average
in the state. Numbers for comparison are about 77% nationally on average and 89.3% at the
highest in Washington D.C. (Harris, 2001)

In the spring of 2002 the Wyoming State Legislature commissioned this study to answer
the following questions for the state:

e Where do disparities exist?

e What are the major causes of wage and benefit disparities?
e What is the impact of wage and benefit disparities on Wyoming’s economy?
e What are possible solutions to reduce or eliminate wage and benefit disparities?
e What are the benefits and costs of eliminating or reducing wage and benefit
disparities?
Definitions

The legislature asked that wage disparity issues be studied. For this research, “wage
disparity” will mean an inequality or difference in the average wage earned by women and the
average wage earned by men. “Wage gap or wage differential” are similar terms identifying a
statistical indicator expressed as a percentage (e.g. in 2000 women in Wyoming earned 66.8% of
what men earned.). A third term, “illegal wage discrimination,” will be used to identify
situations in which a women receives less money than a man for the same job with none of the
allowable legal distinctions present. The Federal Equal Pay Act makes it illegal to pay men and
women working for the same employer different wages for substantially equal work.

The National Wage Disparity

Certainly wage disparity is not unique to Wyoming, it is simply greater here than in other
states. Figure 1 shows Department of Labor data for the nation, indicating how the gap between
men and women has progressed over time. After hovering around 60% in the mid-1950’s the
difference is currently in the middle to upper 70%’s.



Figure 1
Men and Women’s Earnings Over Time (USA)
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Research on causes of wage disparity has proceeded for two decades or more. Some
reasons for the wage differences have been clearly identified by that research: education,
experience, occupation, full time/part time work, etc. Statistically adjusting for those differences
has been used to explain parts of the wage gap. Exactly how much, depends on who has done
the study. Some estimates find women make as much as 95 to 98 cents for each dollar earned by
men when all adjustments are considered (Furchtgott-Roth and Stolba 1999). However, other
researchers conclude that a larger portion of the gap is unexplained and likely has some elements
of discrimination associated with it. Blau and Kahn estimate that as much as 12 percentage
points of the wage gap could be the result of discrimination. Regardless of adjustments, women
make less than men nationally (Blau and Kahn, 1997).

The national wage disparity narrowed further in 2002 to 77.5%, but the reduction
occurred because women’s average weekly wage went up 5% while men’s only went up 1.3%.
Women work disproportionately in government and health care, two of the few industries that
have recently done well. Men dominate in economically hard hit industries like manufacturing
and technology. Further, economists report more women are joining unions which may be
helping some to close the gap (The Denver Post, 2003).

Disparity Studies in Wyoming

Studies on the wage disparity issue in Wyoming have been limited. In 1985 a
Preliminary Pay Equity Study was done on state employees. It concluded that a 71.5% wage gap
existed and that was precisely the same as the gap for state workers nationally. In the May 1993
issue of Wyoming Labor Force Trends, Gregg Detweiler described the upward trend in the
number of women in the workforce in Wyoming, (Detweiler 1993) and predicted that women’s
pay would increasingly match that of men in the state. However, a second study showed that




“women’s jobs” were growing, but that more education was necessary for women to move into
“men’s jobs” in great numbers. (Johnston, 1993).

1996 research concluded that the data used by the Department of Employment could not
differentiate between full and part time employees — seriously limiting its use in making
conclusions about the gender pay gap (Detweiler and Judd, 1996). A final study looked at the
pay increases received by Wyoming men and women and concluded that women get
proportionately higher pay raises than men receive (O’Loughlin 2001).

Competent, well meaning people can view the results of the national and state studies and
come to very different conclusions. Wage issues tend to be difficult political issues (consider the
current minimum wage, and “living” wage debates), and therefore are often approached with
great passion on both sides.

Certainly not every occupation experiences wage disparity. A salary survey done by the
Special Libraries Association shows that the gap in pay between male and female information
professionals nationally has closed to the point the median salary is now higher for women.
(American Libraries 1999)

The Pay Gap Globally

The wage gap between the sexes is fairly universal. However, in many countries it is
smaller than in the United States. Figure 2 shows changes in the wage gap internationally. One
analysis concludes that the decentralized nature of decision making on wages in the U.S., is
different than in other countries where rates are negotiated by federations of employers and
unions, and that might be the reason for the wage gap difference. Centralized wage decision
making in essence narrows the pay gap by political fiat. (Blan and Kahn, 1999) (Heide, 1999)
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Wage Disparity in Surrounding States

States surrounding Wyoming show different wage disparity numbers. For example
Figure 3 shows surrounding states wage gaps using 1999 figures.

Figure 3
Comparing Wage Disparity in the Region.
Wage Gap Female Weekly Wage  Male Weekly Wage
Montana 69.2% $368 $532
North Dakota 70.9% $377 $532
South Dakota 72.2% $392 $543
Nebraska 72.2% $415 $575
Colorado 76.6% $520 $679
Utah 70.5% $432 $613
Idaho 71.7% $404 $563
Wyoming 62.6% $390 $623

(Source: Henderson and Saulcy, 2001)

Wyoming and the states contiguous to Wyoming have a lower average male/female wage ratio
(70.7%) than the national average. In all the surrounding states men made less money than
Wyoming men, with the exception of Colorado. With Wyoming female wages lower than
average, and male wages considerably higher than average, Wyoming’s wage gap is the largest
in the region. Obviously if Wyoming’s male wages were lower, or female wages higher the gap
would be less.

In Wyoming during the time represented in Figure 3 the 5 industries with the largest
payroll were 1) government 2) services 3) mining 4) retail 5) transportation, communication and
public utilities (TCPU). The higher paying industries (mining and TCPU have traditionally
employed a higher proportion of males than females (Henderson and Saulcy, 2001). Appendix 1
shows Wyoming’s largest employers by name.

A phone and web site survey of surrounding state legislative service offices done as part
of this research, indicated no recent or on-going studies of the wage gap in the other contiguous
states. Further, no innovative laws or human resource policies regarding equal pay or gender
equity issues were found in the surrounding states as a result of that survey.

Disparity and the Law

The Equal Pay Act passed by Congress in 1963 was the first statute passed to eliminate
discrimination in the job market. It prohibits wage differences based on gender when employees
perform equal work on jobs in the same establishment requiring equal skill, effort, responsibility,
and performed under similar working conditions. Gender pay differences among equal jobs can
be justified when the differences are based on:

1. aseniority system

2. amerit system

3. measurement of quantity or quality of production
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4. any factor other than sex
This last exception allows for the payment of a lower hourly wage to female part-time workers
who are performing the same jobs as male full-time workers. Under the EPA, employers were
not allowed to lower the wages of men to balance the wage gap. Women who feel they have
been wronged under the EPA can file a complaint with the EEOC and/or sue their employer.

The US federal government has further addressed pay inequities since then with the
establishment of the Equal Employment Opportunity Commission (EEOC), a federal
administrative agency with oversight and enforcement obligations over this and other federal
employment acts.

The Equal Pay Act resulted in eliminating some of the most blatant examples of sex
discrimination. It also forced the evaluation of jobs in establishments where job titles dominated
by men were paid more than job titles dominated by women but the jobs were virtually identical.
One example is in hospitals where orderlies (typically men) and nurse’s aides (typically women)
performed the same job duties but orderlies were typically paid more.

The Civil Rights Act passed in 1964 similarly prohibits discriminatory treatment based
on sex. The Office of Federal Contract Compliance Programs provides a guide to analyzing
employer compensation practices that allows analysis of male/female compensation and a
determination if there is illegal disparity in the pay system. That guide is available on the
agency’s website. (OFCCP)
http//www.dol.gov/dol/esa/public/regs/compliance/ofccp/compdata.htm)

The Civil Rights Act includes Title VII, the provision that prohibits wage discrimination
on the basis of race, color, sex, religion or national origin. Title VII has a larger scope than the
Equal Pay Act and allows for legal causes of action when jobs are not identical. Under Title VII,
an employer may not discriminate in hiring, promotion, and the terms and conditions of work
based on sex. In 1986, the Supreme Court ruled that sexual harassment was also covered and
forbidden by Title VII (Meritor Savings Bank v. Vinson, 1986). In 1991, Congress expanded
Title VII to allow successful plaintiffs in suits against discriminatory employers to collect
punitive damages, and generally allow for trial by jury.

Equal Pay/Comparable Worth, and the “Market Argument”

The Equal Pay Act legally defines pay discrimination based on the standard of equal pay
for equal work. But many believe this definition does not go far enough. They believe that pay
discrimination can exist even when men and women hold entirely different jobs. Should it be
illegal to pay firemen (mostly male) and librarians (mostly female) different wages if the jobs are
of “comparable worth” to the employer? In this case the definition of discrimination hinges on
equal pay for comparable worth. Several states have passed laws that require a comparable
worth standard for government employees. However, Ontario, Canada is the only jurisdiction
that has extended such legislation to the private sector. The current term for this approach to
dealing with wage disparity is “Pay Equity” rather than “Comparable Worth”. Many such
reforms were made in the 1980’s. Minnesota, Michigan and Washington are states that made
notable efforts in this regard.

The biggest criticisms of comparable worth efforts center around two issues:

1. How do you determine what is equal or comparable?
2. How can an approach that ignores the market price for labor be successful?




Supporters of the comparable worth idea believe the disparity in wage rates between men
and women are a reflection of discrimination in society, and that because some jobs are typed as
“woman’s work” they are devalued by employees. On the other hand opponents of comparable
worth believe wages are primarily determined by supply and demand and choices made by
women and employers. According to this argument women choose jobs that have lower wages
but that permit entering and leaving the work force easily, require less training, and are not
onerous or dangerous. (Milkovich and Newman 3™, 1990).

Benefits and Wages in Wyoming

The term “total compensation” includes both pay and benefits. Nationally, 28% of total
compensation costs are benefits. In Wyoming 78.5% of total compensation is wages and 21.5%
is benefits (COWAN, 2003). Employers offer some benefits to attract and retain employees, and
some benefits because they are mandated by state or federal governments. Nationally about 24%
of total benefits costs are legally required benefits (Milkovich and Newman 7™, 2002).

Studies of benefits in Wyoming have been done recently by the Research and Planning
unit of the Department of Employment. The findings were that full time employees and
government employees were more likely to have benefits than other groups of employees ---
especially part time employees. When considering only full time employees, the difference in
the availability of benefits between men and women in Wyoming is negligible. Among part-
time employees females have greater exposure to benefits than males across all benefit types
(Harris, 2001).

Figure 4 shows benefits by gender in Wyoming firms.



Figure 4
Full and Part Time Resident Attached Employees by Gender and Benefit Type in Sampled

. .
Wyoming Firms, 2000
Table 4: Full- and Part-Time Resident Attached Employees by Gender and Benefit Type in
Sampled Wyoming Firms, 2000
Full-Time
Percentage
Point

— o __Female _Male  Difference  Total
Total Employees | 12,616 16,324 28,940

Column % 100.0% 100.0% 0.0 100.0%

Row % 43.6% 56.4% 100.0%
PAID LEAVE
Paid Holidays 11,092 13,597 24,689

Column % 87.9% 83.3% -4.6 85.3%
Sick Leave 9,526 9,627 19,153

Column % 75.5% 59.0% -16.5 66.2%
Paid Vacation 11,538 14,885 26,423

Column % 91.5% 91.2% -0.3 91.3%
Maternity Leave 2,138 2,795 4,933

Column % 16.9% 17.1% 0.2 17.0%
Paternity Leave 1,750 1,499 3,249

Column % | 13.9% 9.2% -4.7 11.2%
INSURANCE
Health Insurance 11,699 15,187 26,886

Column % 92.7% 93.0% 0.3 92.9%
Dependent Health Insurance 11,211 14,549 25,760

Column % 88.9% 89.1% 03 89.0%
Dental Plan 10,910 13,386 24,296

Column % 86.5% 82.0% -4.5 84.0%
Vision Plan 4,646 6,044 10,690

Column % 36.8% 37.0% 0.2 36.9%
Life Insurance 10,611 13,816 24,427

Column % 84.1% 84.6% ’ 0.5 84.4%
Disability Insurance | 6,673 9,183 15,856

Column % 52.9% 56.3% 3.4 54.8%
RETIREMENT
Retirement Plan 10,867 13,918 24,785

Column % 86.1% 85.3% 0.9 85.6%

Part-Time
Female Male Percentage Total

Total Employees 3,670 2,131 5,741
Column % 100.0% 100.0% 0.0 100.0%
Row % 62.9% 37.1% 100.0%
PAID LEAVE
Paid Holidays 943 477 1,420
Column % 26.1% 22.4% -3.7 24.7%
Sick Leave 679 206 885
Column % 18.8% 9.7% -9.1 15.4%
Paid Vacation 1.231 667 1,898
Column % 34.1% 31.3% -2.8 33.1%
Maternity Leave 192 Ial 263
Column % 5.3% 3.3% -2.0 4.6%
Paternity Leave 172 69 241
Column % 4.8% 3.2% -1.5 4.2%
INSURANCE
Health Insurance 1,022 449 1,471
Column % 28.3% 21.1% -1.2 25.6%
Dependent Health Insurance 871 450 1,421
Column % 26.9% 21.1% -5.8 24.8%
Dental Plan 779 349 1,128
Column % 21.6% 16.4% -5.2 19.6%
Vision Plan 443 136 579
Column % 12.3% 6.4% 59 10.1%
Life Insurance 999 362 1,361
Column % 21.7% 17.0% -10.7 23.7%
Disability Insurance 481 198 679
Column % 13.3% 9.3% -4.0 11.8%
RETIREMENT
Retirement Plan 1,466 765 2,231
Column % 40.6% 35.9% -4.7 38.9%
TOTAL EMPLOYEES 16,226 18,455 34,681
Percent Full-Time 71.8% 88.5% 83.4%
Percent Part-Time | - 222% 11.5% 16.6%
Source: Weighted Merged Benefits Data.

(Source: Wyoming Labor Force Trends, Feb. 2003, p.6)




Although there are fewer females working full-time than males in Wyoming, this survey did not
support the assertion that there is a gender bias in the opportunity for benefits in Wyoming.
Increasing benefit coverage for women in Wyoming would necessarily involve more women
moving from part-time to full time work.

MAJOR CAUSES OF WAGE DISPARITY

What is known about why the wage gap exists nationally? The following are areas that
have been researched extensively.

Occupations / jobs held by women and men
Time spent at work

Education differences

Industry and firms

Other factors

S S R )

The Council of Economic Advisors found that skill and experience differences accounted for
28% of the wage disparity in the United States. 32% is accounted for by differences between
men and women in industry, occupation, and union membership, and 40% is “other factors”
including an unknown amount of discrimination. (Council of Economic Advisors, 1998). A
similar study of the wage gap in Canada found that industry explained (rounded) 20%,
occupation 14%, part time employment 11%, experience 10%, and remaining factors 7%. Those
total 61% and leave 39% unexplained. (Drolet, 2002). Clearly similar research methods have
provided similar results in both countries. How each of those commonly researched factors
contributes to the pay gap will be considered next.

Occupation

Men and women often hold different jobs. In the 1970’s 53% of women who were
employed were in “administrative support” occupations which includes clerical jobs. Female
professionals were most frequently employed in nursing, teaching, dietician or librarian jobs.
Few women were found in the blue collar skilled crafts, or as engineers or scientists. Those
“women’s jobs” were collectively referred to as the “Pink Collar Ghetto” because they paid less
as a group than “men’s occupations”. Today, female numbers in administrative support are
down to 41% and their numbers in management jobs are equal to men. In 1960 half of the
female college graduates became teachers, while today it is only 10%. (Milkovich and Newman
7™ 2002). Occupational segregation is slowly changing.

The “crowding” theory suggests that when women (or anyone else) crowd into a limited
number of occupations the result is that the supply of people in those jobs is higher than demand
and wages are held down (Solberg and Laughlin 1995). It has been suggested that a significant
part of the wage gap can be attributed to this segregation or “crowding” in occupations such as
teaching and nursing. (Figart and Lapidus 1996).

Time Spent at Work




Amount of experience, seniority, full time versus part-time, continuous time in the work
force, and overtime are all measures of how much time one spends in the workforce. Nationally,
on average, male full-time workers put in 6 percent more hours per week than women full time
workers. By the time men and women have been out of school for 6 years, women have worked
on average 30% less than men. After 16 years away from school women average half as much
work experience as men. (Milkovich and Newman 7", 2002).

In Wyoming, women work more at part time jobs than men, as they do nationwide. In
one study 22% of females in Wyoming worked part time versus 11.5% of men (Harris, 2003).
Available statistics do not do a good job of distinguishing between full and part time wage
differences, so it is difficult to judge how much of the wage disparity in Wyoming is due to
discrimination , other factors, or simply a matter of part time employment. (Peters, 2000).

Education

Currently men and women graduate from college at very similar rates. However, they
still tend to choose different majors and college major is the single strongest factor affecting
income of college graduates (Gillard and Leigh, 2000).

In Wyoming one response to lower earnings for women has been increasingly to
emphasize education and training (Henderson and Saulcy, 2001). The available data suggest that
schooling after high school is indeed an advantage for women in Wyoming. Wages increase as
education increases just as they do nationally. Women college graduates tend to move into
government and services and away from retail trade. These industries pay more than retail trade.
However, the advantage of going to college for men in Wyoming is not as great since many high
paying mining jobs do not require a college degree (Jones, 2000). Moreover, current projections
show only 9 of the 50 occupations estimated to make up the largest share of new jobs in
Wyoming in the future require an associates degree or higher so education may not be as
important given Wyoming’s current industry mix (Henderson and Saulcy, 2001).

Industry and Firms

Different industries pay different wages due to competition, profitability, unionization,
history, danger, and many other factors. Further, the size of a firm in an industry is related to the
amount of wages that a firm can pay. Female employment nationally is more heavily
concentrated in small firms, and smaller firms tend to pay less. (Milkovich and Newman 7",
2002). Different states show different industrial composition. For example, consider a
comparison of the largest industries by payroll in Wyoming and Connecticut (one of the highest
paying states) in Figure 5:

Figure 5
The Five Industries With The Largest Payroll Share
Wyoming Connecticut
1. Government Manufacturing
2. Services Finance, Insurance
3. Mining Government
4. Retail Trade Retail Trade
5. Transportation (TCPU) Wholesale Trade

(Source: Henderson and Saulcy, February, 2001 p. 6)
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Higher paying industries in Wyoming such as mining and TCPU have higher proportions of male
than female workers and retain their workers for longer than retail trade or services industries. In
addition, it appears that males, as they age, transfer more easily their prior years of experience in
construction, services or retail trades into more secure jobs in industries that are generally
considered higher paying. The same is not true for women, as illustrated in Figure 6 below. The
percentages show the percent of gender in that industry (males 28% working in retail trade).

Figure 6
Industries of Greatest Employment for Men and Women in Wyoming and Mean Earnings
Ages 20-24
Males Females

Retail Trade 28% / $6,363 Retail Trade 40% / $4,866
Construction 20% / $9,496 Services 32% / $5,638
Services 19% / $4,889 Government 13%/$7,174
Average*: $6880 $5509

* The average salary was determined by calculating a weighted mean based on the information
given for the top three industries for males and females. The wage gap is 0.80 for these
workers.

Ages 45-54
Males Females
Government 23%/ $33, 475 Government 41% / $22,333
Mining 16% / $51,667 Services 25%/$15,743
Services 13% / $34,351 Retail Trade 16% / $11,264
Average*: $39,291 $18,162

* The average salary was determined by calculating a weighted mean based on the information
given for the top three industries for males and females. The wage gap is 0.46 for these
workers.

(Source: Henderson and Saulcy, 2001 p. 9)

These tables indicate that the wage gap between younger and older workers is significantly
different — with a gap of 0.46 for older earners in the industries that employ the most workers,
and 0.80 for entry level workers. Nationally it is similar with a gap of 91.5% for ages 20-24 and
73.6% for ages 45-54 (Bureau of Labor Statistics, 2002).

The wage gap in Wyoming is not consistent across counties and employment regions
according to the census data reported in the Casper Star Tribune on September 2, 2002, and that
probably represents the distribution of industries in different countries. Wyoming had 13,591
males employed in the mining industry in 1999, compared to 1,758 females. In construction
males held 18,776 of the jobs, and females 2,105. The reverse is true when looking at the
educational, health care and social service fields with women holding 38,513 jobs compared to
13,224 males. In some of the lowest paid jobs in the hotel and restaurant industries women
outnumbered men by 11,426 to 7,495, and in retail jobs, 15,876 to 12,581, respectively.
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Other Factors

Other explanations for the wage gap have been researched as well. This treatment is not
all inclusive, but it is illustrative of some of the variables more frequently identified as affecting
wage disparity.

Unions. Belonging to a union affects wages. Belonging to a union in the public sector
seems to raise female wages more than it does male wages, but union membership raises all
wages. Men are more likely to belong to a union than women and have been so traditionally.
However, women are increasing their membership in unions. (Card, 2001) (Wunnava and Peled,
1999).

Family. Research suggests that men and women prioritize their work and family roles
differently. Men are apparently more willing to sacrifice relationships for the sake of career
early on in the career (Martins, Eddleson and Veiga, 2002). Further, women choose to leave the
workforce more frequently and for longer periods to care for family than do men. In addition,
the number of children a woman has is a good proxy for differences in work history and labor
market attachment among women (Hill, vol. XIV).

Canadian research suggested that women who postponed having children until later in
life earned at least 6% more than women who had their children early (The Daily, 2002).
Another study estimated that if the average household had one less child, the male-female wage
gap would decrease by 9.5%. (Millimet, 2000).

Pay Raises. One study estimated that about 34% of the unexplained gender pay gap is
due to differences in performance based pay: bonuses, incentive pay, stock options, etc. Men
get a greater part of their pay in these “at risk” forms of payments than do women (Chauvin and
Ash, 1994).

Further, men may be more sensitive to the amount of their pay raises than women and
therefore, say something about it. One study found that men are more likely than women to
experience dissatisfaction and leave the organization for a higher paying job if the raise they
receive is viewed as unsatisfactory (Balkin and Gomez — Mejia, 2002)

Illegal Discrimination. A certain amount of the wage disparity is certainly attributable
to illegal discrimination. Estimates vary on how much of the unexplained portion of the gap is
discrimination but the problems associated with identifying it exactly are immense.
Discrimination exists and remains a problem (Weinberger 1998).

ECONOMIC IMPACTS OF THE GENDER WAGE GAP IN
WYOMING

The impacts of the large female-male disparity in Wyoming, are costly for Wyoming’s
economy. The focus here is on economic impacts resulting from wage disparity. Some of these
impacts are obvious; others are more nuanced, but all carry a price both in terms of overall
economic development and stagnation in the state.

Microeconomic impacts include the large and consistent concentration of females in low-
wage occupations; the high numbers of women who engage in part-time work, along with the
reduced benefits and lower pay associated with part-time work (both part-time seasonal and part-
of-day work); the increased need for women to hold multiple jobs (evidenced later in this paper);
higher childcare costs; and reduced economic opportunities and resultant lost wages for women
and families. Macroeconomic costs include reduced productivity; high labor turnover in
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occupations dominated by women and corresponding higher job training costs; reduced human
capital investment; increased human capital out-migration; and reduced opportunities for
industrial/business recruitment and reduced job creation potential. These lists are, of course, not
exhaustive; however, they indicate some of the larger economic costs for the State and its
citizens due to the magnitude of the wage disparity in Wyoming.

Microeconomic impacts

Occupations dominated by women have been traditionally lower-paid, as noted earlier,
and although strides have been made to reduce this disparity, the phenomenon persists to this
day. In Wyoming, sectors where this is most evident include nursing, primary and secondary
education, retail and service-oriented industries.

Additionally, part-of-day part-time work is largely the realm of women. This is primarily
due to factors such as the role of women as home- and child-care givers, thus leaving less time
and/or energy for traditional out-of-home work. Seasonal part-time work dominated by males
includes higher-wage jobs — for example, construction — than seasonal work predominantly taken
by females. Women’s seasonal part-time employment is concentrated in low-wage service and
sales occupations.

Figure 7
Full Time Workforce in Wyoming

Full time work force, by gender
% men in full-time work force: 54.4% of full-time work force
% women in full-time work force: 45.6% of full-time work force

Median wages for fulltime work force statewide, by gender
Median wages in WY, female: $22,397
Median wages in WY, male: $35,831

(Source: US Census, 2000)

These two factors — occupational pay differences in both full-time and seasonal part-time
work and part-of-day part-time work — lead to a number of deleterious impacts on women. First,
both factors can lead to women requiring multiple jobs. According to the Bureau of Labor
Statistics, more women hold multiple jobs than men on average (5.7% of the female workforce
versus 5.5% for men). The difference between multiple-job holding in men and women is more
pronounced when accounting for marital status. 6.6% of single women hold multiple jobs,
compared to 5% of single men. 6.6% of divorced, widowed, and separated women hold multiple
jobs, compared to 5.5% of this classification of men. Especially where low or no benefits are
provided in “female dominated” part-time jobs, women must work more hours to provide the
insurance, health care, and other benefits usually provided by full-time jobs. This phenomenon
is obviously shared with men; it has been found that all workers in Wyoming tend to have a high
incidence of multiple-job holding. As a result, women are likely to be less productive in all roles
— in-the-home worker as well as out-of-home worker (Hersch and Stratton, 1994 and Hersch and
Stratton, 2001).
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With lower pay, multiple-job holding, and the lower probability of benefits with part time
work, child-care costs for the woman (and her family) may be higher. The rationale for this
should be obvious — more time spent away from home working to cover health care, insurance,
etc. not provided by the employer means more time spent in day-care or other child-care
facilities.

Macroeconomic impacts

A less obvious impact that wage disparity has on women is decreased economic
opportunity and lost wages. This is a directly negative impact on women individually and on the
economy as a whole. The primary manner through which this effect presents itself is easily seen
in basic labor economics. Traditional economic labor market theory explains the labor supply
decision in terms of “reservation wages.” A reservation wage is simply the lowest wage a
worker is willing to accept to enter the labor market and accept a job. The reservation wage is
influenced by so-called opportunity costs, (i.e. the value of the next best use of the worker’s
time). Thus, included in a worker’s reservation wage is the cost of child-care while at work,
commuting costs, the value to the worker of the other uses of their time which may include in-
the-home work, and so on. Because of reservation wages, labor economists hypothesize that the
labor supply curve is upward sloping (to a point), so that as the wage rises, more workers enter
the market as their reservation wage is met. Lower wage offers to women, for whatever reason,
thus reduces economic opportunities for women and for society at large because less human
capital enters the market, creating a so-called “employment effect” from gender wage disparities.

For example, one study found that the employment effect of the gender wage gap in
Australia during the period 1994-1995 caused job losses of 137,000 jobs and a direct wage loss
to women of $3 billion (Kidd and Ferko, 2001). Thus, the Australian economy had 137,000
fewer workers employed and lost $3 billion as a result of women receiving lower offer wages
which did not meet their reservation wages. Not only did women not participate in the labor
market and lose wages, but the impacts were felt economy-wide via reduced spending, increased
government aid to women and their families, and reduced utilization and development of human
capital and ingenuity.

In Wyoming, this impact is obvious. Individuals trained by Wyoming schools (both K-
12 and undergraduate) tend to leave the state in droves. Significantly, women are the leaders of
the flight. Enrollments in Wyoming’s colleges, according to the Bureau of Labor Statistics, have
women outnumbering men — roughly 17,000 women were enrolled in Wyoming colleges in 2000
versus 13,000 men. According to a study by the Research & Planning Section of the Wyoming
Department of Employment (Department of Employment, 1995), approximately 45% of U.W.
graduates moved into the Wyoming workforce after they graduated. A portion of the remaining
55% could be still in Wyoming but simply not working: however, there is no doubt that many of
those graduates are no longer in the state. Full-time labor force participation rates show that
54.4% of the workforce is composed of men, while women comprise only 46.6% of the
workforce. Thus, on net, Wyoming loses women at a faster rate than men in the state’s “brain
drain.” Further, the entrepreneurship, innovation, and skills of these women educated in
Wyoming become the assets of other states, or are not used at all.

The gender wage disparity has additional economic impacts. Each of these impacts is a
result of negative effects felt by both workers and firms. For example, part-time work and
lower-paid occupations where women are historically clustered also tend to have high labor
turnover rates. This is no surprise — lower-paid jobs promote little employee loyalty. Lack of
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wage parity can be a contributing factor to high turnover rates and thus increased search and
training costs for firms, which are in part passed on to consumers. Women may be discouraged
from pursuing work at all because their reservation wages are not met. Their knowledge, skill,
creativity, experience, and other human capital assets are not used as resources. Even where
women do participate in the workforce but cluster in lower-paid and part-time jobs, their human
capital will not be fully utilized. All told, this has an negative impact on the potential
productivity capability of the workforce.

The ripple effect of the wage gap is felt in terms of business/industrial recruitment policy
as well as attempts to retain existing businesses. Consider the impact of the fact that women are
paid over 30% less than men in Wyoming: a message is sent by that statistic. Certain types of
firms may be deterred from locating in Wyoming due to the reputational effects of the wage gap.
Female employees at those firms may be loathe to come to the state; spouses of male employees
may also be against moving to a state where the signal is that women are much less valued as
workers. In addition, potential relocators might underestimate the existing quality of the labor
force in Wyoming because of the signal that the wage gap sends. According to studies of firm
location decisions (Olson, 1996; Gerking and Morgan, 1998; Bartik, 1995; and Isserman, 1994)
one of the most commonly cited reasons provided by firms as critical to their decision to stay in
or relocate to a region is the quality and quantity of the available workforce. If workforce quality
can be seen as low when women are paid substantially less than men, the impact could be a
deterrent to locating in Wyoming. As such, the gender wage gap’s effect on Wyoming’s human
capital will by extension negatively impact the recruitment and retention policies of the state.
Female-owned businesses would be very likely deterred from coming to a state that ranks so low
on the wage gap scale. If women are undervalued, the youth “brain drain” will cause both
technically skilled and unskilled women to leave the region to seek opportunity elsewhere.

Whether or not the numbers are the result of differences in “market-based” explanatory
variables — age, unionization rates, experience, education, training — the signal is still sent, loud
and clear, to firms and women in general.

COSTS AND BENEFITS OF REDUCING THE WYOMING
GENDER WAGE GAP

Identifying Potential Benefits

The benefits of reducing the gender wage gap can be numerous. Many of these benefits
are the converse of the costs and economic impacts of allowing the gap to persist. Reduction of
the gender wage gap would improve productivity of the existing workforce, as human capital
resource utilization would be increased. Labor turnover rates would likely fall. This, in turn,
would reduce lost wages, benefits, and training invested in employees and decrease employer
search and training costs. The necessity of holding multiple jobs would also fall, and child-care
costs would also possibly be reduced.

In addition, since dual-income families are the norm rather than the exception, working
families across the spectrum would benefit from a reduction in the wage gap. Gender wage gap
reduction could increase average family incomes statewide, reduce poverty rates, and ease
economic stresses not only on women, but also on men in co-habiting households. An additional
benefit to male workers in female-dominated occupations would also accrue. As has been
pointed out, female-dominated occupations tend to be lower-paid. Many of those occupations
require a great deal of education, training, and technical expertise, in particular nursing and
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education. If the wage in “female occupations” was raised, men in those occupations would
experience a direct wage benefit as well.

Of immediate interest to the state, direct fiscal benefits would also be realized by
reduction of the gender wage gap. Job creation in existing firms in the state would rise, and
economic recruitment and retention activities would become more effective. This could result
not only in a larger, better workforce in the state, but in increased private spending. This would
impact state tax coffers via sales and property tax collections. Savings to the state government
would also ensue: fewer payouts to women and families in the form of welfare, Medicaid, and
other forms of means-tested state support could be reduced as average household incomes rose.

In addition, some benefits of wage gap reduction would be indirect and longer term. As
economic recruiting and retention efforts became more effective and economic activity
increased, secondary and tertiary effects could also be realized. On the secondary level,
businesses related up-stream (suppliers) or down-stream (distributors) from recruited firms
would be impacted. Such firms could be recruited to Wyoming; alternatively, they may already
exist here and could experience a rise in their business activities. On the tertiary level, other
unrelated businesses will experience economic impacts due to the influx of new firms with new
payrolls. Businesses such as housing providers, grocers, banks, and so on would be among those
that would feel these impacts. In other words, “multiplier effects” of more effective recruiting
would ripple across the state’s economy.

Identifving Challenges and Costs

Reduction of the gender wage gap would, of course, entail costs. Those costs and their
magnitudes would be dependent on the methods used to reduce the disparity. Before discussing
these specific costs, some challenges need to be recognized. These challenges represent efforts
that must be addressed, no matter how the state decides to approach gender wage issues, in order
to reduce the gap. Thus, they will not vary from method to method. They also require a
commitment on the part of both private industry and the State in terms of effort, time, and
money. Wyoming’s challenges in correcting the wage gap include (1) changing where women
work and (2) changing the economic base of Wyoming.

A prime challenge of reducing the gender wage gap stems from the current industrial mix
of Wyoming’s economy. To clarify, it is certainly not the “fault” of our extractive and mining,
construction, or transportation industries that Wyoming has a large gender wage gap. However,
the fact that Wyoming benefits to such a large extent from these industries does contribute
heavily to the gap. Women are concentrated in service, office support, retail sales, and other
low-paying occupations in the state. Men are concentrated in the higher-paying mining,
transportation, and construction sectors. An effort to change where women work can reduce
wage disparity. Where women work is, in large part, a cultural phenomenon and is not isolated
to Wyoming. However, attracting women to occupations in high-paying sectors is necessary to
begin to address the gender gap.

As noted women educated in Wyoming leave the state at an extraordinary rate. This is in
part caused by the industrial mix of the state — fewer good paying jobs exist in Wyoming for
women with college degrees or higher, so they relocate elsewhere. The women who do stay tend
to migrate toward lower-paid, female-dominated occupations because that is where the jobs are
located. With no change in the status quo the brain-drain will continue. Thus, a more nuanced
but important implication of changing where women work means enhancing our economic base.
So long as the state’s economy relies on services (female-dominated, low wage), extraction and

16



mining, transportation, and construction (male-dominated, high wage), the wage gap will persist
unless more women work in the latter occupations.

Assuming these challenges (and their accompanying costs) could be met by Wyoming,
there are some more common, less extraordinary costs that would be associated with any policy
approach to reducing the wage gap. The magnitude and importance of these costs will vary by
policies chosen. Here, they are classified by the primary cost-bearing parties, private industry
and state government.

Private industry costs:
B Increased wage costs
B Increased benefits costs
B Increased employee-related tax payments (e.g. unemployment compensation, Social
Security, etc.)

Government costs:
B Increased regulatory compliance enforcement
B Infrastructure investment costs necessary to support larger volume of economic activity,
such as investment in communications, transportation, and educational infrastructure
B Infrastructure costs associated with shifting the economic base of the state and workforce
education and training programs

Estimated Costs of Wage Disparity in Wyoming

Lost new economic activity:

To estimate the costs of lost new economic activity in Wyoming due to the wage gap, we
will approximate the number of firms that may have been deterred from locating in Wyoming
because of wage differentials here and then estimate what their potential economic impact would
have been. There were 2,072 new firm births in Wyoming in 2001. It is estimated that these
new firms created 9,452 jobs, an average of 4.6 jobs per new firm (9,452 jobs/2072 firms) and
$124 million in wages, or an average of $59,845 in new wages per firm, ($124 million/2072
firms) in 2001 for the state. (Wyoming Labor Force Trends, January 2003)

Obviously, the numbers generated in any effort to estimate the impact depend on the
assumptions made. In all cases conservative assumptions will be made or a range given to show
the impacts.

Suppose that 95% of the firms that were considering starting up in Wyoming did so,
while 5% of them were deterred by the wage gap. This would imply that Wyoming would have
gained a total of 2176 firms, but lost 104 new firms in 2001. Assuming the average jobs and
wages created per firm given above would apply to these lost firms, this means Wyoming would
have lost 478 new jobs and $622,440 in new wages.

These new jobs and wages would have additional economic impacts in Wyoming. These
employees would spend or save their income, adding to the income of those whose industries
they spend on and increasing the investment dollars available via loans. This effect would ripple
throughout Wyoming as the additional income and saving continued and those dollars reentered
the economy and banking system. These secondary and tertiary effects are captured in the
“multiplier effect.” The multiplier effect shows the ultimate impact of a dollar being respent and
increasing income economy-wide. The magnitude of the multiplier effect varies with a number
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of factors, including the size and health of the economy, the spending patterns of consumers, and
the industries upon which the dollars are spent. In general state income multipliers run between
a lower bound of 1.5 and an upper bound of 2.15. These numbers mean that each $1 of
additional income generates as little as $1.50 economy-wide, and as much as $2.15 in the upper
limit.

From our example, then, if Wyoming lost $6,223,938 in new wages, taking into account
the multiplier effect, the combined costs to Wyoming economy total between $9,335,970 and
$13,381,467. For example, increasing the direct income of teachers and nurses would not only
impact those workers directly. These employees would spend or save their additional income,
adding to the income of those whose industries they spent on and increasing the investment
dollars available via loans. This effect would ripple throughout Wyoming as the additional
income and saving continues and the money continues to reenter the economy and banking
system.

Carrying this forward, suppose now that only 90% of all firms that had considered
starting up in Wyoming did so and 10% were deterred by the wage gap. As such, 2279 new
firms considered starting up in Wyoming, meaning the state lost 207 new firms that instead
located elsewhere or never started up. Using averages from above, this implies that Wyoming
lost 952 jobs and $12,387,915 in new wages. Accounting for the multiplier effect, this accounts
for $18,571,872 - $26,634,017 in total lost economic activity in Wyoming.

Lost productivity

Any number of factors can have indirect impacts on productivity — expectations, rewards,
opportunities, even current events such as hunting season or wars affect productivity. These
factors can lead to lost work hours and lost production, which translates into lost economic
activity. The wage gap may have an impact on some women’s productivity across occupations
and industries. Although calculating this impact is beyond the scope of this study, we should
note that it is likely a significant consequence of the wage gap.

Lower wages for women could also have an impact on their productivity in the form of
higher turnover rates for firms. According to the Research and Planning Division of the
Wyoming Department of Employment, employee turnover in Wyoming was estimated to be
roughly 9%. (Wyoming Labor Force Trends, January 2003) Conservatively assume that
average female turnover rate is the same as the overall turnover rate. To estimate the effect of
the wage gap on economic activity in Wyoming, assume that 2% of this turnover rate is due to
the persistent wage gap, and the remaining 7% is due to other considerations. This is an
intentionally conservative estimate, but can help estimate the economic costs in terms of
productivity. The annual average female full-time wage in Wyoming in 1999 was $22,397.
According to the 2001 Wyoming Benefits Survey (Wyoming Department of Employment,
2001), roughly 22% of employer compensation to workers is in the form of benefits in
Wyoming. Thus, the total cost of a female worker to an employer annually is $27, 324. There
were 115,009 female full-time employees in Wyoming in 1999. If 2% of these women turned
over in their jobs due to low pay as represented by the wage gap, 2300 women turned over
because of the wage gap. This therefore cost employers $63,845,200 in lost wages and benefits
annually.

Suppose we use an even more conservative estimate of the amount of turnover caused by
the gap. If 0.5% of women turned over due to lower wages, this translates into roughly 575
women. At the same wages and benefits as above, this much smaller number translates into
employer losses of $15,711,300 annually. This is not an insignificant loss.
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We can also use estimates of gains from having more women work full time to highlight
how much is lost because so much of the Wyoming female workforce stays out of full-time
work, some of which is likely to be due to the wage gap. In other words, it’s likely that some
women remain part-time workers because the wage-gap discourages them from entering full-
time work. It simply isn’t worth it financially to some to work full-time.

Roughly 33% of women reported working part time (less than 35 hours per week) for at
least part of the year in Wyoming in 1999. Roughly 12% were part-time workers for the entire
year. Only about 3% of men classify themselves as “full time” part-time workers. It is obvious
that Wyoming would gain economically if these women came into the workforce full-time —
their absence means that their skills are not available to potential employers, and the available
labor force is smaller than it could be. As noted availability of a large, quality workforce is one
of the most-often cited reasons given by firms for their relocation decisions. Existing employers
would also benefit from these part-timers coming on-line full-time, as their search costs for
employees would decline.

According to Census 2000, 15,584 women in Wyoming worked 34 or fewer hours per
week for 50-52 weeks of the year. Assume that half, or 7792, of these women came into the full-
time workforce. Assume also that they enter the workforce at the female average full-time
annual wage, $22,397, or an average weekly wage (assuming 52 weeks worked) of
approximately $430 and $12.30 per hour. If part time workers earned this same wage and
worked 20 hours per week, they would currently have a median wage of roughly $12,800. The
difference between this wage and the full-time female wage is $9597. The direct economic
impact of their increased income would be $74,799,824. Estimating the multiplier effect of this
increased income on the state, the total economic impact could range between $112,199,736 and
$160,819,622 annually.

Lost sales taxes

As a direct consequence of the reduced economic activity found above, the state and
localities would also lose sales taxes. A rough estimate of those lost tax revenues can be found
by using the fact that the state sales and use tax rate is 4%. Counties can add an optional sales
and use tax of up to 2%, so assume that the sales tax rate will be 6%. As the wages that would
have been spent could have multiplied throughout the economy, the estimate will suppose that
those amounts would have been taxed at 6%. This yields an estimate of lost tax revenues to the
state and counties of $7,730,664 - $13,639,707.

Total estimated costs of wage disparity

Figure 8 below shows the approximated lost wages, employer costs, government
revenues, and economic activity from the state’s wage disparity. It should be noted that these are
only rough estimates based on many assumptions. However, they do give form to the concept of
how much the state is losing because of the persistent wage differential.
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Figure 8
Estimates of Lost Wages, Employer Costs, Lost Sales Tax Revenues, and Total Negative
Economic Impacts of Wyoming Wage Disparity

Lost Wages and Employer | Total Negative Economic
Costs, Annual Impact, Annual
Reduced new economic
activity $622,440 - $1,238,895 $933,360 - $2,663,624
Reduced productivity
Employee Turnover $15,711,300 - $63,845,200 | $15,711,300 - $63,845,200
Discouraged from $112,199,736 -
Working Full-time $74,799,824 $160,819,622
Subtotal $128,844,396 -
$91,133,564 - $139,883,919 | $227,328,446
Lost sales tax revenue $7,730,664 - $13,639,707
Estimated Total Economic $136,575,060 -
Losses $91,133,564 - $139,883,919 | $240,968,153

Estimated Benefits of Wage Disparity in Wyoming

Lower wage payments paid by employers to employees are the only easily monetized
benefit in this category. To estimate this, we use the current wage differential between men and
women of $219 (men’s median weekly wages in the state is $672 while women’s is $452) and
assume that on average all women workers must be paid this amount to eliminate the disparity.
With 115,009 current full-time female workers (Census 2000), this would translate into an
additional $25,186,971. Using the assumption that benefits also would be paid on this amount,
and that employers pay benefits of approximately 22% of wages, then the persistent differential
saves employers $5,541,134. Thus, total estimated benefits for allowing the wage disparity to
exist is $30,728,105. Figure 9 summarizes the cost/benefit analysis regarding the wage disparity
in Wyoming.

Figure 9
Annual cost/benefit estimation for maintaining the current wage differential in Wyoming

Potential costs (lower bound) $96 million
Potential Benefits $31 million
Annual Net cost to Wyoming of wage disparity $65 million (est.)

Where Disparities Exist in Wyoming: Two Studies
In trying to understand and perhaps influence the sources of wage disparity between men and

women in Wyoming it would be helpful to identify the factors associated with different wage
levels for men and women in the state. To do so two studies were conducted: the firstis a
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regression analysis of income using census data, the second a telephone interview of a random
sample of Wyoming residents.

Study I: Analysis of Census Data

The data used for the statistical analysis of gender income differences in Wyoming come
from the 2000 census. This has the advantage of being current and is a comprehensive sample.
However, in the interest of preserving confidentiality, census data at the individual level is not
released. (While a sample of individual level data will be released, this was not available when
this analysis was being done.) Consequently, this study relies on data at the census block level.
This is the unit of analysis that the Census Bureau uses to organize their data collection. Census
blocks are based on geographic size rather than population. The average number of employed
people included in a Wyoming census block is 1913; however there is quite a range in size. The
largest block accounts for 4,912 employed people, the smallest 28. There were 126 active census
blocks in Wyoming for the 2000 census.

Using block level data shapes the way we have to look at the data. For example, as
individuals are not identified, we can not pull out a sample of women working fulltime who have
children at home and determine how much income they make. Instead we have to look at
average income and see the extent to which the percent of women working full time in the
census block and the percent of households with children are associated with different levels of
income. Similarly, we cannot make a direct comparison between the earnings of men and women
in the same job who have the same level of education. Instead we have to look at the factors
(e.g., education, age, etc.) associated with higher or lower pay for men and women across the
census blocks.

Explanation of Variables

The following variables were used in the analysis:

Location expressed in census block, county, and region.

Household income (average and median)

Men’s earnings (median)

Women'’s earnings (median)

Men'’s earnings for those employed full time (average)

Women'’s earnings for those employed full time (average)

Age (average) for those of working age (16 — 69) for men, women, and overall
Educational attainment (average years of education) for men, women, and overall
Households with children 18 or under (percent of households)

Percent of men working full time (i.e., 35 or more hours for 40 or more weeks/year)
Percent of men working part time (i.e., 15 - 34 or more hours for 40 or more weeks/year)
Percent of men unemployed

Percent of women working full time (i.e., 35 or more hours for 40 or more weeks/year)
Percent of women working part time (i.e., 15 - 34 or more hours for 40 or more weeks/year)
Percent of women unemployed

Occupational Index (calculated for men, women, and overall)

Industry Index (calculated for men, women, and overall)
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We have used the terms “average” and “median”. The median is the middle number in a
sequence. Average indicates the arithmetic mean. If we had a set of numbers 2,3,4,5, 10, the
average would be 4.8 and the median would be 4. The median is often used when studying pay
because it is less sensitive to a small number of exceptionally high or low numbers. The median
has been taken directly from the census data. Averages have been taken from tabular data (e.g.,
so many people age 25 — 29 and so many 30 — 34), when the percent of people in that category is
calculated, the percent is multiplied by the middle value of the interval (e.g., 27 and 32, and then
products are summed, providing a weighted average).

Full time and part time work is based on the hours worked for 40 or more weeks a year.
It turns out most people do work the number of hours they report for 40 or more weeks per year.
We have used three levels of employment full time (35 or more hours per week), part time (15 to
34 hours), and unemployed (not working but seeking work). This leaves one group unaccounted,
those who work for 1 to 14 hours. This group is relatively small, and as our analysis will use
these variables in combination in a regression analysis, the redundancy created by the presence
of all 4 indices would force one to drop out of the equation. By excluding the one we expect to
be least important the analyses will be more comparable than if a different one were dropped in
different analyses.

The indexes indicate the combined value in terms of household income of the
occupations or industries in which people in the block are employed. The first step in
developing these indices was to look at the relationship between participation in specific
occupations or industries and income (which is reported in appendix 3). The relationship can be
expressed as a weight (i.e., a percent increase in participation in the industry or occupation is
associated with so many dollars more or less in income). That weight can be multiplied by the
percent employed in the industry or occupation within the census block. By adding together the
numbers for all industries and occupations one obtains an indicator of the relative value of the
industries or occupations in which people are employed in the census block. If we had been
working with a large enough set of data (several thousand census blocks), we would not have
had to use the indices, we would have just looked at the percent of people working in each
industry or occupation. Unfortunately, when taken together the number of industry and
occupational categories approximates the number of census blocks, which would have made
statistical analysis of the data unreliable as some cells in the matrix would be very small.

Descriptive statistics for most variables in Study I are provided in Figure 10 below.
Some things are worthy of note. If one looks at the percent employed, only 83% of men and
72% of women are accounted for. The remainder either reported working 1 — 14 hours per week
for 40 or more weeks during the year or indicated working some number of hours, but for fewer
than 40 weeks during the year. This also calls attention to the fact that for almost half of the
women in the labor pool, work is a part time activity, while this is so for about a quarter of men.
For a description of minimum and maximum values see Appendix 2.
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Figure 10
Descriptive Statistics from Study I

Mean
Avg Household Inc (k) $ 44.24
Avg $ Fulltime employed men & women combined $ 33,647
Avg Age (of those between 16 - 69) 40.15
Percent with children 18 or under 28.30%
ALL Occupational Index 26.73
Industry Index ALL 29.15
Median Earnings Male $ 27,286
Average male earnings § 32,175
Avg $ Fulltime employed men $ 38,445
Avg Age of Men (between 16 -69) 40.15
Avg Yrs of School Men 14.31
% men working full time (35+hrs/wk >40wks) 72.39%
% men working 15-34hr/wks >40wks 4.98%
% men unemployed/men in labor force 5.58%
Median Earnings Female $ 13,273
Average female earnings § 16,934
Avg $ Fulltime employed women $ 23,500
Avg Age of Women (between 16 -69) 40.18
Avg Yrs of School Women 13.23
% women working full time (35+hrs/wk >40wks) 52.45%
% women working 15-34hr/wks >40wks 14.17%
% women unemployed/men in labor force 4.99%
Average number employed in census block 1913

What is the best indicator of earnings?

There are a number of indicators of economic well being that could be used. The
implication of each are different. Household income is probably the best indicator of financial
well being, but it obscures how much men and women contribute to household income. Different

living arrangements affect who the contributors are.

Average or median income by sex would certainly be the most inclusive numbers, as it
includes income for all people working. As such it represents earnings for part time
employment. In terms of average pay women earn 50% of what men do in this data. This
number is influenced substantially by the fact that women are more likely to work part time and

thus earn less, even if they were paid exactly the same amount per hour.

The number we will focus on primarily will be the average earnings for full time workers.
While this will not consider the pay received for part time work, which is a disproportionate part
of working women’s experience, it provides a comparable point of comparison. Viewed in these
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terms women make 61% of what men do in this data. While the rationale for using the measures
is quite different, the measures are closely associated.

Where do men and women work in Wyoming (occupations and industries)?

The average percentage of men and women participating in each occupation in this data
is presented in Figure 11. It is ordered by the percent of men in the occupation. The difference
in percent is provided in the right hand column. Women are most likely to be found working in
office/administrative support positions, sales, or education. The only single occupation in which

men are represented in such high proportions (i.e., greater than 10%) is construction. These
numbers represent all employed individuals.
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Figure 11

Men/Women in All Occupations

%
%
%
%
%
%
%
%
%
%
%
%
%
%
%
%
%
%
%

%
%
%
%
%
%
%
%
%

%

%

Construction trade workers

Installation, maintenance & repair

Sales & related occupations

Management occupations not farming
Production occupations

Motor vehicle operators

Office & administrative support

Farm managers

Food preparation & related services

Building & grounds maint. & cleaning
Material moving workers

Education, training & library occupations
Farming, fishing & forestry occupations
Extraction workers

Supervisors of construction & extraction

Fire fighters & law enforcement

Rail, water & other transportation occupations
Architects, surveyors, & engineers

Life, physical & Social science. occupations
Health diagnosis & treating, practitioners & techs
Community & social service

Art, entertainment & media

Business operations specialists

Financial specialists

Computer & math. occupations

Personal care & service

Drafters, engineering & Mapping technicians
Other protective service, includes supervisors
Legal occupations

Healthcare support services

Supervisors of transport & moving workers
Health technologists & technicians

Aircraft & air traffic control

Men
10.90%
9.50%
8.40%
7.90%
7.80%
6.20%
4.40%
4.10%
3.70%
3.70%
3.60%
3.30%
2.70%
2.70%
2.60%
2.00%
1.80%
1.50%
1.50%
1.50%
1.20%
1.10%
1.00%
1.00%
1.00%
1.00%
0.90%
0.80%
0.70%
0.70%
0.30%
0.20%
0.10%

100.00%

M-W
Women Difference
0.60% 10.20%
0.50% 9.10%
12.40% -4.00%
5.80% 2.20%
2.30% 5.40%
1.40% 4.80%
24.70% -20.30%
1.20% 2.90%
8.80% -5.10%
4.60% -1.00%
0.80% 2.70%
10.10% -6.70%
0.60% 2.10%
0.20% 2.50%
0.10% 2.60%
0.30% 1.60%
0.30% 1.50%
0.20% 1.30%
0.80% 0.70%
4.10% -2.60%
2.10% -0.80%
1.70% -0.50%
1.30% -0.40%
2.10% -1.10%
0.70% 0.20%
5.10% -4.10%
0.20% 0.70%
0.60% 0.20%
0.80% -0.10%
3.70% -3.00%
0.10% 0.30%
1.80% -1.60%
0.00% 0.10%
100.00%

* If the three health categories in the large table were combined into one, this new category
would be included on the chart for women as it represents 9.6% of all occupations (while only
2.4% for men).
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Figure 12 shows the 6 most common occupations for men and women in Wyoming for easy
comparison.

Figure 12
Six Most Common Occupations for Wyoming Men and Women
OCCUPATION %of Men Employed OCCUPATION* %Women Employed
Construction 10.9 Office/ Admin Support 24.7
Instal/Maint/Rpr 9.5 Sales 12.4
Sales 8.4 Education 10.1
Management 7.9 Food prep. 8.8
Production 7.8 Management 5.8
MotorVehOp 6.2 Pers. Care 5.1

While occupation indicates what a person does, one could do it in a variety of different
industries. For example, an administrative assistant might work for a mining company or for
state government. Where one works is captured by industry. The percentage of men and women
employed in each industry is noted below in Figure 13. Again, there are marked differences in
the industry where women and men find employment as shown in the 2000 Census.

Figure 13
Percent of men and women working in each industry
(M - F)

Men Women Difference
Construction 13.97% 1.96% 12.00%
Mining 10.46% 1.61% 8.85%
Retail 9.49% 14.47%  -4.97%
Transportation 7.45% 1.94% 5.51%
Agriculture 7.31% 2.58% 4.73%
Manufacturing 6.95% 2.95% 4.01%
Public Administration 6.78% 1.18% 5.61%
Education 6.49% 18.31% -11.83%
Hospital 5.39% 6.42% -1.03%
Services 4.76% 5.78%  -1.02%
Health Care 3.68% 1.75% 1.93%
Wholesale 3.13% 1.13% 2.00%
Prof,Scien,Tech Services 3.01% 3.99%  -0.98%
Utility 2.54% 0.56% 1.99%
Admin,support,waste management 2.18% 16.18% -14.00%
Information 2.01% 2.36%  -0.35%
Arts 1.67% 1031%  -8.64%
Finance and Insurance 1.51% 4.61%  -3.10%
Real Estate 1.22% 1.82%  -0.61%
Management 0.01% 223%  -2.22%
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The differences in the industries employing men and women are reported in terms of the 6 most
common industries for each gender in Figure 14.

Figure 14
Six Most Common Industries Each for Men and Women in Wyoming
Men Women
Construction 13.97% Education 18.31%
Mining 10.46% Admin.,support/waste management 16.18%
Retail 9.49% Retail 14.47%
Transportation 7.45% Arts  10.31%
Agriculture 7.31% Hospital 6.42%
Manufacturing 6.95% Services 5.78%

Statistical Analysis of Wyoming Data

Statistical analyses point to three factors associated with variation in fulltime employed
men's and women's average earnings in Wyoming: occupation, average years of schooling, and
percent of men or women working fulltime. In addition for women the proportion of children 18
or under has a positive overall association with women's average earnings. The regression
analysis is available in its entirety in Appendix 3.

Given the importance of occupation, the association between participation in each
occupation and earnings was examined, see Figure 15. The occupations associated with higher
earnings for men and women were not the same. For both men and women higher levels of

participation in management occupations and lower levels of participation in health support were
associated with higher earnings. For men, higher levels of participation in
architecture/engineering and lower levels of participation in food preparation, farm management,
office/administrative support, and sales were associated with higher earnings. For women higher
earnings are associated with greater levels of participation in protective services (other than fire
fighting and law enforcement) legal occupations, and lower levels of participation in production,
farm/fishing/forestry, building and grounds maintenance, health technology, health services, and
fire fighting and & law enforcement.

Figure 15
Variables that add to and reduce earning in Wyoming for men and for women
For Men For Men For Women For Women
Adds to Earnings Reduces Earnings Adds to Earnings Reduces Earnings
Management Job Health Support Job Management Job Health Support Jobs

Architect, Engineering

Food Preparation Jobs

Protective Services
Jobs

Production Jobs

Job Legal Occupation Farm Jobs
Farm Management Maintenance Jobs
Sales Jobs Jobs Health Technology
Health Services
Office/Admin Support Fire Fighting & Law

Jobs

Enforcement Jobs

27




Full time employment for women is an important factor in their earnings. Whether
women work full time may be a function of variables associated with women, men, or the
environment in which they are seeking work. The most significant factor influencing women's
full time participation in the workforce was the industries in which people (both men and
women) worked. Figure 16 demonstrates the fact that more people in the area are doing
managerial work increases the chances that someone else in the household is working in this
higher paying field, therefore reducing financial pressures in the household and women’s full
time employment. The availability of work in accommodation/food service and
administrative/support probably do not attract women with pay, but as a traditional source of
employment. These industries provide easy entry for women who do want to work. A variety of
push and pull factors can be seen in these industry numbers.

Figure 16
Variables Affecting of Full Time Work and Wage Disparity in Wyoming:
What Causes More Women to Work Full Time
e Previous Investment in their human capital (e.g. education and experience).
e Market Conditions (kinds and availability of higher paying jobs).
e Economic Circumstances (male employment, children).

What Predicts Size of the Wage Disparity in Wyoming in this Study?

Reduces the size of the disparity:
Women’s employment in high paying industries
Women'’s increased education
Women'’s increased experience (age)
More women who work full time
High male unemployment

Increases size of the disparity:
Children
Men in high paying jobs
Women working part time

If we look at the association between women's participation in each industry and fulltime
work in the regression in Appendix 3 a different picture emerges. There is a negative association
between fulltime employment and the percentage of women working in support, manufacturing,
healthcare, the arts, and agriculture. There is a positive association with finance, professional
work, and 'other' services. These roughly track the compensation opportunities for women.

The wage gap or the ratio of women's earnings divided by men's earning can be used as
an indicator. The higher this number the less the difference between men's and women's
earnings. The ratio is higher where women participate in higher earning industries, have more
education, are older (more work experience), and work fulltime, and where more men are
unemployed. It is lower (e.g., women are paid less relative to men) when there are more
children, men work in higher paid occupations, and more women work part time. Figure 16 also
shows these factors that can change the size of the gap.
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Taken together the statistics indicate that there is no single determinant of participation in
full time work or higher paid work for women. The causes can be found jointly among human
capital, family, and labor market forces. Economic need can push women to work full time and
earn more money. Better opportunity can pull them to do so. Need can be a function of family
needs (e.g., having children) or the job opportunities for one's spouse. Opportunities depend on
preparation (e.g., education). So the variables themselves may likely interact to create the
results. This is clearly a complex, multilevel interaction.

Comparing Wyoming Statistics to the National Averages

As part of the analysis of census data in study I, Wyoming variables were compared with
the national averages. Figure 17 shows those variables where Wyoming differed the most from
the National averages.

Figure 17
Wyoming Men and Women vs. the National Averages
Full Time Wages Wyoming National Wyoming Difference
Men 36,163 36,529 -1%
Women 24,593 28,997 -15%
Education
Men 13.0 yrs. 12.79 yrs. +.21 yr.
Women 13.23 yrs. 13.77 yrs. +.54 yr.
Industries:
Mining
Men 10% 1% +9%
Women 2% 1% +1.9%
Construction
Men 14% 11.8% +2.2%
Women 2% 1.4% +.6%
Manufacturing
Men 7% 17.5% -10.5%
Women 2% 8.9% -6.9%
Participation in Workforce (Full Time)
Men 78.6% 74.5% +4.1%
Women 66.4% 70.7% -4.3%
Part-Time (1-34 hrs./week)
Men 7% 7% 0
Women 17% 16% +1%
Part-Time (Other Reduced)
Men 15% 13% +2%
Women 25% 19% +6%
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Wyoming women make a significant amount less than women at the national level, (15 percent)
while men are close to the national average. Wyoming workers are slightly more educated than
average. More men and women work in mining and construction in the state than nationally, and
fewer work in manufacturing. Wyoming men participate in the workforce to a greater extent
than in the rest of the nation, but Wyoming women participate less. Part time patterns are very
much the same as nation-wide with one big exception. Many more Wyoming women are
classified as Part Time (other reduced) than the national average. This represents seasonal work
including that associated with Wyoming’s tourism industry.

STUDY II: SURVEY OF WYOMING HOUSEHOLDS

The statistics presented above give a broad view of the specific dimensions of
Wyoming’s wage gap, but to humanize the statistics and allow a different level of interpretation,
this study surveyed Wyoming families directly about wages and work issues. Its qualitative
analysis shows the personal side to the numbers, and the basis for some of the decisions made in
households that affect the pay gap.

Members of a household often make decisions regarding labor force participation with
the other members and for the benefit of the entire household rather than the individual. This
study looks at the impact of typical household occurrences that affect labor and income. We
questioned respondents how each of the following affected labor force participation for women:
the birth and care of children, caretaking of others outside the household, educational or job
training achievements, the availability of job benefits such as health insurance, and relocation.
In addition, we were curious about “informal work force participation”, that is, work that
generates income (or a trade for goods or services) that is often not reported on official records.
In particular, we wanted to compare the experiences of men versus women regarding each of
these events or achievements.

In this study 63 Wyoming households were chosen randomly from phone directories,
with approximately 3 households per county. Phone interviews were conducted with an adult
member of the household, typically the person answering the phone. The respondent was asked
to answer questions for all members of the household. The survey instrument consisted of
approximately 30 open-ended questions. The interviews lasted between 15 minutes and 1 hour.
The responses were recorded and coded. [The survey instrument is attached as appendix 4.]

Household Data

The 63 interviewees consisted of 43 women and 20 men, representing households that
contained 177 individuals, including fifty-seven children (18 and below) who lived with their
parents. Of the 120 adult individuals, 61 were women and 59 were men. Fourteen of the
respondents (22%) were 60 years of age or older. Household size ranged from 1-10 people, with
the average about 2.8. Our respondents were aged 23-86, with the average in the mid 40s.
Ninety-three percent of our respondents indicated their race as White or Caucasian, with the
remainder Hispanic/Native American or other. Figure 18 illustrates.
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Figure 18

Household Size

Number in Household N % of Total
1 individual 10 15.9
2 individuals, both adults 22 34.9
Single parent households

(one adult plus one or more children) 2 3.2
3 or more individuals, all adults 2 3.2
3 or more individuals, adults plus children 27 42.8
Total 63 100.0

Full-Time, Part-Time, and Informal Jobs Held by Respondents

Our respondents were asked about the types of jobs held by household members, both full-time
and part-time, as well as “informal” and those retired. Figure 19 illustrates the responses:

Figure 19
Job Types by Household Size
Number in Household Full Part Retired. Informal. Unknown
Time Time

1 individual 5 0 3 2 1
2 ind., both adults 21 12 18 6
Single parent households

(one adult plus one or more children) 2 0 0
3 or more ind, all adults 4 1 1 1 0
3 or more ind., adults plus children 40 23 0 20 0
Total 72 35 22 29 1

Figures 18 and 19 can be interpreted together as follows: Of the 10 households
consisting of one person (Figure 18), five individuals worked full-time, three worked part-time
and two held informal jobs. Three were retired and one individual refused to answer this
question. Note, that the total number of jobs (and retirement) exceeds the number of individuals.
This is due to several individuals working more than one job. Households with two adult
individuals show that 21 individuals held full-time jobs, 12 part-time, 18 were retired, and 6 held
informal jobs. Again, note that the number of jobs exceed the total number of individuals in
these households due to individuals who work more than one job. The other lines on Figure 19
can be interpreted similarly.

Household Income
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The respondents were asked about income that was generated by household members.
Nineteen households representing 33 individuals would not divulge that information. [Note —
though most individuals would indicate the types of jobs held by household members, for
example full-time and part-time, many of our respondents would not discuss income and were
therefore not included in this portion of the analysis].

Of the remaining 44 households representing 87 adults, fifty worked full-time, 23 part-
time, 13 had retirement income, 6 did not work at all, and 5 worked informally only. Ten of our
respondents “moonlighted,” i.e. worked more than one job for income. As expected the range of
income varied from a low of $10,000 (this negative figure was due to a bad year ranching) to a
high of $1,000,000. This individual indicated that he was a businessman with ranch, oil, and
property interests. Average salaries for men in this sample was $45,410 and for women,
$24,130. [For purposes of this calculation, the male respondent who earned $1 million last year
was excluded.] The wage gap between men and women in the sample was 0.53. Figure 20
shows wage categories by sex and full time/part time.

Figure 20
Gender and Full-Time/Part-Time

Full-Time Workers by Income Category and Gender

Males Females

N % N %
Under 9,999 2 6.7 3 15.0
10,000 — 19,999 2 6.7 6 30.0
20,000 - 29,999 3 10.0 4 20.0
30,000 — 39,999 4 13.3 2 10.0
40,000 — 49,999 5 16.7 4 20.0
50,000 — 59,999 3 10.0 0 0
60,000 — 69,999 7 233 1 5.0
70,000 - 79,999 1 3.3 0 0
80,000 — 89,999 1 33 0 0
90,000 — 99,999 0 0 0 0
100,000 + 2 6.7 0 0
Totals 30 100.0 20 100.0

Part-Time Workers by Income Category and Gender

Males Females

N % N %
Under 9,999 4 50.0 12 80.0
10,000 — 19,999 3 37.5 3 20.0
20,000 - 29,999 1 12.5 0 0
Totals 8 100.0 15 100.0
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An analysis of the full-time tables indicates that men working full-time earn a much
greater range of salaries than women. Whereas 65% of our female household members earned
less than 30,000 per year, only 23.4 percent of men did. On the other end of the earnings scale,
only one female respondent (5 percent) indicated a salary of $60,000 or more, whereas 36.6
percent (N= 11) of our male respondents earned more than $60K. In addition, and not reported
on the tables is the mean income earned by these workers. Excluding the negative incomes and
the respondent who earned 1 million dollars, the average male householder who worked full-time
earned $47,300, while the average female in this study earned $25,500 indicating a gap of 0.539.

Analyzing the part-time table is a bit more problematic as we have no control for the
number of hours worked. However, we can see that women in our survey were twice as likely to
be employed part-time as men, and were significantly more likely to earn under $10,000. The
average male part-time earnings was $9,300; the average female was $7,400 for a gap of 0.796.

Thirteen of our respondents indicated that they had retirement income. Six male
respondents averaged $30,000 per year with their retirements, seven female respondents
averaged $15,600 for a retirement wage gap of 0.52.

We were also interested in whether males or females earned income outside of typical
labor force participation. About half the respondents (N=30) indicated that at least one member
of the household participated in the informal labor market. Female household members were
slightly more likely to do informal work than male household members. Often the “pay” for this
work was through trading goods and/or other services. The most typical informal work was
childcare, second was farm or ranch work for neighbors, followed by the sale of arts and crafts.
The most income reported for this informal work was approximately $3600, and the least -- a
lemonade stand that netted $7.00.

Education

One of the major correlates to income is educational level and/or specific job training.
Our respondents were asked to indicate the highest level of schooling or job training for the adult
members of their household. Figure 21 indicates the relationship between education, income
category and sex for full-time workers.
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Figure 21
Education/Average Income by Gender

Educational level Males Females Difference
# Avg.Inc # Avg.Inc

(5000) (5000) ($000) gap
Less than high school 1 41 0 0 --
High school diploma 6 32.6 4 21.25 11.35 (0.65)
Some college 8 46.0 5 29.6 164 (0.64)
Associate degree 0 0 0 0 --
Technical School 1 60.0 1 19.5 40.5 (0.325)
Job Training 2 66.0 2 19.0 47.0 (0.288)
College Degree 8 40.6 1 279 12.7  (0.687)
Graduate Degree 2 60.0 1 45 15 (0.75)
Degree + Job Training 2 42.5 1 25 22.5  (0.526)
Total 30 20

Of particular note, are comparisons between educational categories by sex. For example,
the average income for a male high school graduate ($32.6K) exceeds the average income for
female college graduates ($27.9K). Even though the numbers for comparison are low, the
largest wage gaps are found between male and female workers who have had technical schooling
or job training. In these categories, females earn only about one-third of males, most likely as a
result of the type of training that each received.

Benefits

We asked respondents about whether they and their households received benefits from
their employers, in particular health insurance and/or a pension. We also asked about the impact
of these benefits on decisions regarding labor force participation of household members. Only
five of our respondent households did not have benefits. Of potential concern however, is that
these five households contain 18 children among them, indicating that over one-third of the
children in our sample are not covered by health insurance.

Sixty percent of respondents indicated that benefits were an important consideration
when asked about jobs. Several commented that when switching jobs, benefits were an
important factor. One respondent indicated that her husband kept his job only because of the
benefits, another indicated similarly for his wife. One retired respondent is looking for a job that
would afford him benefits because health insurance is so expensive. Another respondent is
looking to switch jobs to one with health insurance.

Care of Others

Respondents were asked if members of their households cared for others outside of the
household, such as elderly parents or neighbors, and the impact of that care giving on their
choice of jobs. Twenty-five of our respondents indicated some type of care giving. The most
common was babysitting for relatives, including grandparents, parents, nieces and nephews, and
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grandchildren, outside of the home. Overwhelmingly, this work was done by female members of
the household but only two respondents indicated that this work impacted their paid labor force
participation.

Children

Respondents were asked about the impact of children on household decision making
regarding labor force participation. Fifty-seven (90.5 percent) of our respondents had children in
their homes at some point during their lives. Thirty-five (61.4 percent) of these respondents
indicated that someone in their household stayed home with children for some period of time
greater than six months. One individual stayed home for more than six months but less than one
year. Six individuals stayed home for 1-5 years, nine individuals stayed home for 5-10 years, and
eight indicated that someone was home for 10 or more years. Eleven respondents were full-time
homemakers. In each of these cases the caregiver was the children’s mother (excluding one
household in which the father stayed home while the mother worked; however when he found a
job, his wife quit her job.)

Those respondents who left and then re-entered the workforce were asked about whether
it was difficult to find new work, if the work was in the same field, and whether they modified
their labor force participation based on the needs of their children. As expected, the responses to
these questions were complicated. Many respondents prefaced their comments with a caveat,
“Even if it did affect my income or job opportunity, that doesn’t bother me.” Or “It was of the
utmost importance to raise my children at home, so any career sacrifices were well worth it.”
One respondent commented that leaving the workforce for both children and relocation meant
that she always needed to start at the bottom and work her way up. Others responded that they
needed to take what was available. In general, most of the respondents indicated that they had
little trouble getting jobs when they re-entered the workforce.

The respondents also perceived that children in the home did not have much impact on
the type of labor force participation once the primary caregiver had re-entered the labor market.
Two respondents indicated that they worked more or took overtime in order to contribute as
much income to the family as possible. Two indicated that they traveled less in order to be home
with the children. Two indicated that they found employment with their local school districts in
order to coordinate their work schedules with their children’s schooling. Several others indicated
working somewhat different schedules to accommodate family needs.

Relocation
Not surprisingly, about half of the respondents (N= 29, 46.0%) were born in Wyoming. A

simple comparison of the income of the respondents who are full-time workers born in Wyoming
versus those born elsewhere by sex is indicated in Figure 22.
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Figure 22
Birthplace/Sex/Income Category (FT Workers Only)

Males Females
WyoBorn Not WyoBorn Not

Under 9,999 2 0 3 0
10,000 — 19,999 1 1 3 3
20,000 - 29,999 2 1 3 1
30,000 — 39,999 3 1 2 0
40,000 — 49,999 1 4 1 3
50,000 — 59,999 2 1 0 0
60,000 — 69,999 3 4 0 1
70,000 - 79,999 0 1 0 0
80,000 — 89,999 0 1 0 0
90,000 — 99,999 0 0 0 0
100,000 + 0 2 0 0
Totals 14 16 12 8
Average Income* $38,900 $54,700 $21,300 $33,100

*This figure was computed from income figures given by respondents.

This table indicates that Wyoming born residents, both males and females, fare worse regarding
wages than do those who move to the state. However, females born outside of Wyoming earn
less than Wyoming born males.

The impact of relocation on household decision making regarding labor force
participation was studied. As indicated above, individuals who move to Wyoming typically earn
more than do Wyoming residents. 63.5 percent of our respondents have relocated at some point
in their adult lives. The main reasons for relocation included jobs (60%) and family (15%). The
remaining reasons included moves for military, school, etc. Of those who moved for jobs, four
percent moved for a female member of the household, while 78 percent moved for a male, and
18 percent for both. For those who moved for family reasons, 33 percent moved for a female
member of the household, while 50 percent moved for a male, and 16 percent for both.

Respondents who relocated were asked about the impact of the move on labor force
decisions for the household. The responses were mixed; for some respondents the move was
overwhelmingly positive: “It’s cheaper to live in Wyoming”; “Moving created more
opportunity and financial stability for the family.” Others responded that there were lack of
opportunities, typically for the female spouse: “It was difficult for her to find work in XYZ
county because there is only one school district. This meant fewer years in the Wyoming
retirement system, so she’ll never get full retirement benefits.”

Wage Gap

Our respondents were asked to comment on the wage gap in Wyoming. When asked
about their perceptions regarding reasons for the gap, answers fell into four categories: those
who saw the wage gap as a result of the Wyoming economy, those who believed the gap was the
result of choices made by Wyoming women, those who believed that individual men were
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responsible, and finally, those who believed that discrimination was to blame. Two respondents
did not perceive the wage gap as an issue that needs to be addressed. For example, one of these
respondents indicated that “the salary gap is not as bad as people think that it is (Male
respondent, age 43).” Another stated: “Men are supposed to earn more because the Bible makes
them the breadwinners and heads of their families (Female, age 77).”

Many respondents (N=20) indicated that they believed that the Wyoming economy and
Wyoming employers were responsible for the gap:

“Because most of the work is in oil and it’s mostly for men.”
(Male respondent, age 36)

“Lots of well paying jobs are “male-jobs” — oil, mines, etc”
(Male, age 39)

“We live in a rural environment without much female oriented work.”
(Female, age 42)

“Men are promoted more.”
(Female, age 41)

“Wyoming employers don’t see women as long-term employees.”
(Male, age 29)

Following from this last comment, several respondents (N=11) put the onus on women
themselves for the wage gap, more than the economy:

“Women choose lower paying jobs.”
(Male, age 44)
“Women aren’t going into high paying fields.”
(Male, age 56)
“Women won’t do a lot of jobs men do, for example, mining.”
(Female, age 59)
“Women focus more on family than career.”
(Female, age 60)
“Women are often not primary wage earners, so they’ll take jobs that don’t pay as
well.”
(Female, age 57)
“Women do different types of jobs than men.”
(Female, age 45)

Four respondents saw the gap dealing more particularly with male choices:

“Men are in more management positions.”
(Male, age 50)

“Males are chauvinists and believe that they need to support their families.”
(Female, age 48)

“Men will work in more dangerous fields, so they get paid more.”
(Female, age 47)

The final category, with eight respondents, engendered the most passionate replies.
While several of these respondents just responded simply that they believed that discrimination
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was the reason for the wage gap, or that “Wyoming is behind the times,” several explained their
views 1in detail:

“We live in a patriarchy; in Wyoming there’s still the mentality that men need
to be the bread winners. Women’s education is still undervalued in the West and
Midwest and that translates into poor pay and job opportunities for women...
In Wyoming industry is set up and geared more toward men and it leaves women out of
high paying jobs.”

(Female respondent, age 38)

“Wyoming is still a man’s world, most dollars are determined by men, therefore when men
hire men, they are more likely to give them extra salary, whereas when women do the
hiring, there is a higher likelihood for them to hire people on the pay scale. Also women
are looked over for positions when men apply. Additionally, men get more career
advancements.”

(Female respondent, age 40)

“Women don’t voice their needs enough. Wyoming doesn’t have a large population, so
it’s easier for us to lose sight of the bigger picture. It’s not required that people are held
accountable, not because it’s not important, but because there are other issues that people
pay attention to. Women are also afraid to complain because they don’t want to complain
too much and get fired. Women in this state NEED to work, and so they are willing to put
up with a lot in order to stay employed. In larger areas, unskilled labor is easier to find,
because we’re so small it makes it harder. There is also a lot of ‘almost nepotism’ in this
state where if you’re complaining about your wages you might be complaining to your
employer’s cousin, brother, friend, etc. even if you think that it’s safe because you’re in a
different town.”

(Female respondent, age 51)

How to Address the Gap

When asked how to address the wage gap, our respondents were asked for both their
ideas as well as who should be responsible for implementing their suggestions. Not surprisingly,
education was seen as key, but not merely education of children but also of employers regarding
the value of women as workers. Other suggestions followed from respondents’ beliefs about the
wage gap: Those who saw women’s choices regarding labor force participation often suggested
that the way to close the gap would be to have women switch into traditionally male occupations;
however, others saw a need to value more highly occupations traditionally held by women.
Some spoke about the need for better and subsidized childcare in order for women to participate
more fully in the labor force. Many spoke about diversifying the economy, in particular small
companies that would offer high pay and benefits. Others spoke about the need for long-range
planning by the State in order to capitalize on current trends that could lead to economic stability
for the State; one respondent commented that increasing the minimum wage would help.

Finally, several respondents noted that there needed to be more oversight regarding equal pay
policies, and employer practices.
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Most respondents saw that the responsibility for implementing the changes as the
responsibility of individuals, employers, and the state; however, several adamantly saw any
change as the responsibility purely of individuals, not the state or employers.

REDUCING THE WAGE GAP

As suggested above by the respondents to Study II in their comments solutions to the
wage gap between males and females can be addressed on several levels including: government
solutions, private sector employer’s solutions and individual solutions. What follows is a
summary of approaches being tried elsewhere in the country to deal with wage disparity issues.
These can be the source of ideas (good and bad) for Wyoming’s solutions.

Government Solutions

The US Department of Labor. Through the Department of Labor's Internet web site,
(http://wwwdol.gov/wb) employers and workers will find a wealth of information about equal
pay issues, economic security, child and elder care, and balancing work and family. DOL has
launched a public education campaign to ensure that women have information to ensure
sufficient funds for their retirement. To carry out the Secretary's Equal Pay Initiative, DOL is:

e Encouraging federal contractors to do self-audits of their pay systems and providing them
with information to help them do so through federal contractor Industry Liaison Meetings
and Town Halls;

e Conducting compliance evaluations of federal contractors, including glass ceiling
reviews, to ensure nondiscrimination;

e Enhancing employment opportunities for women in the higher-paying non-traditional
jobs, apprenticeships and the trades, through its Construction Mega-Projects;

o Highlighting pay and pension related relief in its press releases, fact sheets and Town
Hall and other regional presentations;

e Recognizing employers' best practices, through its EVE Awards, which helps other
employers learn how they can promote equal opportunity for all employees;

e Educating workers about their employment rights;

e Assisting workers in getting the information they need to protect their pension and health
benefits and helping employers understand their legal responsibilities regarding pension
and health benefits;

e Working with EEOC, GSA and Women's Bureau to combat pay discrimination; and

e Remedying wage discrimination. Since the Equal Pay Initiative