AGENCY ACTIONS AND A LOOK AHEAD

In 1963, the Equal Pay Act was signed, requiring that men and women in the same workplace be given equal pay for substantially equal work.  A year later, Title VII of the Civil Rights Act was enacted, prohibiting discrimination in employment on the basis of race, color, religion, sex, or national origin. Although great progress has been made over the past several decades, much more progress is needed to achieve equality for women in the workplace.  Many families are increasingly dependent on two incomes, and many other families depend solely on women's paychecks.  A pay gap between men and women still exists, and for the first time in history, women now comprise almost half of the labor force. As such, the Department has launched a variety of initiatives to advance the Administration’s goal of improving working conditions and increasing employment opportunities for women and their families.

Working Together – White House National Equal Pay Enforcement Taskforce: The Administration is working to ensure the strategic enforcement of pay discrimination cases through coordinated efforts with the Department of Labor, the Department of Justice, the Office of Personnel Management, and the Equal Employment Opportunity Commission (EEOC). In December 2010, the Department of Labor’s Women’s Bureau hosted an Equal Pay Research Summit, bringing together some of the foremost experts to discuss the best approaches to data collection to better understand the scope of the pay gap and improve enforcement efforts.  The Women’s Bureau and the Department’s Office of Federal Contract Compliance Programs (OFCCP) have partnered with the EEOC to host outreach and awareness events across the country to educate stakeholders on the importance of the equal pay issue and to inform them about the resources available to help close the pay gap between men and women.  

The Women’s Bureau and OFCCP, in conjunction with the National Equal Pay Task Force, issued an “Equal Pay App Challenge” in January 2012.  This app challenge invites app developers to work with publicly available data and resources to create smartphone and web applications, or “apps”, which present useful information in an easy-to-use medium.  Each submission will accomplish at least one of the following goals:

· provide greater access to pay data by gender, race, and ethnicity  

· provide tools for early career coaching 
· help inform negotiations 
· promote online mentoring 
The goal of such apps will be to empower individual users by equipping them with knowledge of the market, salary ranges, and skill level requirements for desired employment. Judges will announce the winners in connection with Equal Pay Day in April.

The Women’s Bureau will publish “A Working Woman’s Guide to Equal Pay Rights” and the “Employer’s Guide to Equal Pay Laws.”  These brochures will provide working women and employers with critical information on the laws that protect the right to equal pay, include resources and contact information for the offices that can help women if they feel they have been victims of pay discrimination, and provide employers with tools to help evaluate their current pay systems.
Enforcing Equal Opportunity and Pay:  OFCCP is responsible for enforcing affirmative action and non-discrimination obligations of Federal contractors and subcontractors. Nearly a quarter of American workers are employed by a company that does business with the Federal government, giving OFCCP a broad purview to enforce equal employment opportunity laws across the American labor force.

In Fiscal Year 2011, OFCCP successfully resolved 134 cases of employment discrimination affecting women, minorities, people with disabilities and protected veterans.  In total, OFCCP negotiated over $12 million in financial remedies for victims of discrimination and recovered more than 1,400 potential job offers for affected workers. Devoting greater enforcement resources to investigating and correcting instances of individual and systemic pay discrimination, OFCCP evaluated the pay practices of nearly 4,014 businesses that employ over 1.6 million workers and closed 27 compliance evaluations with financial settlements. This resulted in remedying compensation discrimination on the basis of gender and race totaling $1,063,756 in back pay and salary adjustments for 435 workers.  
Good data is essential to solving the pay gap. To this end, the Department is engaged in multiple efforts - involing BLS, the Women’s Bureau, and its enforcement agencies - to improve how we collect and share data on women in the labor force and their wages and empower businesses, advocates and workers to find and address pay inequity wherever it happens. In addition to the Equal Pay App Challenge, OFCCP published an Advance Notice of Proposed Rule Making (ANPRM) on August 10, 2011, inviting public comments on the development and implementation of a compensation data collection tool that will help identify instances of pay discrimination.
OFCCP has developed two new fact fheets that inform women of their rights in federal contracting workplaces. The Pregnancy and Childbearing Discrimination Fact Sheet provides information about pregnancy discrimination protections for women, and the Workplace Rights Fact Sheet provides information on the laws that protect workers from employment discrimination by Federal contractors and subcontractors.
 Both fact sheets contain information on how to file a discrimination complaint with OFCCP.

Work-Life Balance and Workplace Flexibility:  As more American families become two-income families, and as the wage earners in those families find themselves working longer hours, the need for family-friendly labor policies has never been greater. The Department clarified the definition of "in loco parentis" under the Family and Medical Leave Act (FMLA) of 1993 to ensure that an employee who assumes the role of caring for a child receives parental rights to family leave regardless of his or her legal or biological relationship to the child. 

The Wage and Hour Division (WHD) most recently announced proposed rulemaking to implement statutory amendments to the FMLA. The National Defense Authorization Act for Fiscal Year 2010 expanded the FMLA’s military caregiver leave and qualifying exigency leave provisions, extending military caregiver leave to eligible employees whose family members are recent veterans with serious injuries or illnesses and extending qualifying exigency leave to eligible employees with family members serving in the Regular Armed Forces. The Airline Flight Crew Technical Corrections Act established a special FMLA hours of service eligibility requirement for airline flight crew members, such as airline pilots and flight attendants.  

The Office of Disability Employment Practices (ODEP) and the Women’s Bureau held a Workplace Flexibility (WF) Forum: Advancing Workplace Flexibility Policy and Practices in order to develop roadmap of recommendations that will include resources, effective practices, and success stories for employers, employees, policymakers, and researchers and address the specific WF needs of women and women with disabilities who are in the labor force and/or desiring to enter the labor force.  WF (telework, flexi-place, flexi-schedules, job sharing, flexibility around the job tasks, etc.) can be an effective employer workplace policy or practice for providing reasonable accommodation to assist women exposed to trauma who may experience  mental health conditions, such as post-traumatic stress disorder (PTSD) as well as  to provide a safe work environments related to domestic violence.
Minimum Wage and Overtime Protections: In December of 2011 WHD also published a NPRM that would provide minimum wage and overtime protections under the Fair Labor Standards Act for many of the nearly two million workers who provide in-home care services for the elderly and infirm.  Of the approximately 2 million workers who will be affected by this rule, about 90 percent are women.

Women need to be able to provide for their families and keep what they earn.  In Fiscal Year 2011, WHD collected $224,844,870 in back wages on behalf of 275,472 workers, including almost 90,000 who had not been paid the minimum wage for all of the hours they had worked. This is the largest amount collected in a single fiscal year in WHD’s history. WHD collected over $59 million in back wages for more than 108,000 employees in priority low-wage industries alone, which employ significant proportions of vulnerable workers, including women.  

Employment and Training Services for Women: The workforce investment system provides important employment, educational and training services to help individuals, including women, find good jobs and move along a career pathway.  The number of female participants receiving services through the various workforce programs has increased in the last few years by over 40 percent, to over 15.7 million.   

Approximately 48 percent of participants who exited the Workforce Investment Act of 1998 (WIA) Adult and Dislocated Worker programs in the most recent four quarters ending September 30, 2011, were women.  Over the same period, approximately 55 percent of the individuals served by the WIA Youth Program and 41 percent served by the Job Corps program were women and girls.  
Among persons who were unemployed at the date of enrolled in the WIA programs, the rates at which men entered employment upon exiting WIA Adult and Dislocated Worker programs (56.6 and 59.9 percent respectively) were somewhat larger than the rates for women (54.7 and 57.9 percent respectively). However, women tended to retain that employment at higher rates than men.
 For the WIA Youth program, women tended to be placed in education or employment and attain a degree or credential at higher rates than men. The rate of placement in education or employment was 61.2 percent for women versus 57.2 percent for men, and the rate of attainment of a degree or credential was 57.7 percent for women versus 53.3 percent for men. WIA female program exiters exiters were more racially and ethnically diverse than men.  

Additionally, more women received WIA training services compared to men (88,807 women versus 70,972 men according to the most recent WIA data).  More WIA women program exiters received training in managerial, professional and technical skills areas than men (44.8 percent and 27.2 percent respectively).  Women served by WIA programs also tend to stay in training longer, with 21.8 percent staying in training over one year compared to 12.7 percent of male program exiters.

In 2010 and 2011, the Employment and Training Administration awarded $15 million in demonstration grants to increase mentoring for young parents.  The mentoring services, provided as an additional level of services above and beyond existing services, are specifically intended to enhance an individual’s education, job training and employment leading to family self-sufficiency for both mothers and fathers and expectant parents, ages 16 to 24.   Approximately 80 percent of the young parents served by this program are women.  

Through the Women in Apprenticeship and Nontraditional Occupations (WANTO) grant program the Department promotes the recruitment, training, employment and retention of women in apprenticeship and non-traditional occupations. In June and July 2010, six grantees were awarded WANTO grants totaling nearly $2 million dollars.   The awards sustain the partnerships needed to ensure that women have the training opportunities and career support to succeed in nontraditional occupations in growing sectors of the economy.  The Department plans to announce a Solicitation for Grant Applications (SGA) to fund another round of six new WANTO grants totaling nearly $2 million dollars in the spring of 2012.  

 
Supporting Women Veterans and Their Families:  In 2010, the Department’s Veterans’ Employment and Training Service awarded $5.2 million in grants to support initiatives that provide training opportunities and career support to help women veterans succeed in occupations in growing sectors of the economy. Over 26 grants were awarded in 14 states and the District of Columbia for job training, counseling and placement services to expedite the reintegration of homeless female veterans and veterans with families into the labor force.

In support of the Administration’s Joining Forces initiative, the Women’s Bureau published “Trauma Informed Care for Women Veterans Experiencing Homelessness: A Guide for Service Providers”, offering service providers practical knowledge and concrete guidelines on how to modify their practices in order to enhance homeless female veterans’ ability to re-establish stability and success.  The Women’s Bureau will conduct outreach and provide technical assistance to service providers, and a training curriculum is being developed to support providers in utilizing the Trauma Guide effectively.

The Women’s Bureau hosted three woman-to-woman Stand Downs for women veterans experiencing homelessness in Long Beach, CA; San Antonio, TX, and Tampa, FL.  The Stand Downs provided access to resources, such as health and legal services, financial literacy education, counseling organizations that address drug and sexual abuse, and organizations that provide free work clothing. 
Training Women for Jobs in a Clean Energy Economy:  Ensuring women are trained to succeed in a clean energy economy is critical to meet the skill demands in growing industries in growing industries.  Training for women and other under-served job seekers is being funded by the Department’s “Pathways out of Poverty” grants.  These grants are providing nearly $150 million to support programs that help disadvantaged populations find ways out of poverty and into economic self-sufficiency.  Overall, Pathways grantees have succeeded in recruiting women participants (23 percent of total participants served, as of September 2011), while focusing on green industries, especially construction, energy, and transportation, which have historically employed fewer women.  
The Women’s Bureau produced “Why Green is Your Color: A Woman’s Guide to a Sustainable Career,” a useful tool that can be used by individual women of all ages and socioeconomic groups to find and keep higher paying, in-demand jobs in the green economy.  Since many of these higher paying jobs are nontraditional for women, the guide aims to help reduce job segregation that may limit women’s career opportunities and earnings.  In 2012, the Women’s Bureau will release a training curriculum to support educators, career counselors, and labor force development professionals in utilizing the guide effectively.

Increasing Women’s Retirement Security:  The Department’s Employee Benefits Security Administration (EBSA) educates women at all stages of their careers about retirement to help them increase their financial fitness and be ready to exercise their rights under the law.  As part of its ongoing campaign, EBSA, in conjunction with partner organizations, has held webcasts and live workshops for women approaching retirement. EBSA also targets young women to create a broader awareness of the advantages of starting to save early.  

EBSA is working with the National Network to End Domestic Violence and the National Resource Center on Domestic Violence to provide retirement savings education for domestic violence advocates around the country who work tirelessly to help victims of domestic violence but often don’t take the time to secure their own futures.   These advocates provide information to the thousands of domestic violence victims they assist.  Lack of financial independence is a key reason that many women stay in abusive relationships, and this training empowers them to seek more nurturing futures.  EBSA collaborated with the Women’s Institute for a Secure Retirement (WISER) and the Social Security Administration and hosted two webcasts in January 2012 aimed at these domestic violence advocates.
Ensuring Workplace Safety for Women: The Occupational Safety and Health Administration (OSHA) ensures that employers provide safe and healthy working conditions for America's working women and men by setting and enforcing standards and providing compliance training, education and assistance. Last year, OSHA launched an outreach initiative to protect hair salon workers from possible formaldehyde exposure (a toxic chemical that is also a carcinogen) due to the use of hair smoothing products in salons.  OSHA issued a hazard alert on the topic and created a new webpage that provides information on its findings, the health hazards of formaldehyde, and how to protect workers who are exposed to formaldehyde. Currently, OSHA is also developing a publication and webpage that will provide education and information on protecting the health of nail salon workers.
In the health care sector, where women are over represented, workers suffer high workplace injury and illness rates, often from patient handling and workplace violence OSHA issued a directive in 2011 on Enforcement Procedures for Investigating or Inspecting Incidents of workplace violence in industries considered vulnerable to workplace violence, such as health care and social service settings, and published Guidelines  for Preventing  Workplace Violence for Health Care  and Social Service Workers. In 2012 OSHA is responding to the continued high rate of injuries in this sector by launching  a National Emphasis Program on Nursing Home and Residential Care Facilities, which will increase OSHA inspections of these facilities. 

OSHA also developed general and workplace-specific guidelines (e.g., for health care & social service workers, taxi and for-hire drivers, late-night retail establishments, etc.) on preventing workplace violence.   While no specific standard exists for workplace violence, OSHA applies the General Duty Clause in cases where: employer failed to keep the workplace free of a hazard to which employees were exposed, employer and/or industry recognized the potential for workplace violence, hazard was causing or was likely to cause death or serious physical harm, or feasible means of abatement.

Addressing the Impact of Trauma so Women Can Work:  With SAHMSA, ODEP co-chairs the Women and Trauma Federal Partners’ Committee, which is composed of more than 20 Federal agencies that focus on a variety of issues relatet to the workplace and the need for trauma-informed care that enables women to return to work following an experience of violence or other trauma.  
OSHA has also created a subcommittee of the Advisory Committee on Construction to focus on safety and health issues that women experience on construction job sites.  As a result of this subcommittee’s recommendations, OSHA is creating outreach and educational material on these issues for women in construction.
The President’s 2013 Budget: This Budget is built around the idea that our country does best when everyone gets a fair shot, does their fair share, and plays by the same rules. We must construct our economy on the solid foundation of educating and innovating. The Budget is a blueprint for how we can rebuild an economy where hard work pays off and everyone is rewarded for being responsible.  To construct an economy that is built to last and provide security for women and girls, the 2013 Budget will:

· Support Evidence-Based Teen Pregnancy Prevention: Because the President believes that more progress must be made on reducing the number of unplanned pregnancies, the Budget provides $260 million for teen pregnancy prevention and related efforts. A $105 million initiative targets funds for grants to community-based and faith-based organizations that implement the evidence-based models that have been proven to work in reducing teen pregnancy - models that provide medically accurate, age-appropriate, and complete information on contraception and sexual health.
· Strengthen Efforts to Combat Violence Against Women: Despite progress made in the last 16 years, too many women – particularly young women - are beaten, raped, and stalked every year. The Budget includes $412.5 million in Department of Justice Office on Violence Against Women grants and assistance, the same as the FY 2012 enacted level, to support victims of violence, including domestic abuse and sexual assault victims. The Budget reflects a focus on the victims by providing $144.5 million of funding for violence against women programs from the Crime Victims Fund.

· Improve Health Care Services for Women Veterans: To ensure that the women who served our country receive the care they need throughout their lives, the Budget includes a $403 million investment, a 17 percent increase from the FY 2012 enacted level, for health care services for eligible women veterans to address their overall health care needs.

· Attract, Prepare, Support, and Reward Great Teachers: The Budget provides $30 billion to modernize at least 35,000 schools and $30 billion to help states and localities retain and hire teachers and first responders. The Budget provides $400 million in the Teacher and Leader Innovation Fund, a competitive grant program to transform teacher and leader evaluation and support systems, to reward strong teaching and improve learning and instruction, and $2.5 billion for an overhauled teacher quality formula grant, including a 25 percent set-aside to build evidence on ways to best recruit, prepare and support effective teachers and principals. The President is also asking for a new $5 billion competitive program that will challenge states and districts to work with their teachers and unions to comprehensively reform and support the teaching profession. These measures will largely benefit women, given that close to 80% of teachers are women.

· Support Women-Owned Businesses:  According to recently-released Census data, there are nearly 7.8 million women-owned firms, and women’s business ownership grew by 20 percent between 2000 and 2007. To help businesses thrive, the Budget will provide $221 million for the Treasury Department’s Community Development Financial Institutions (CDFI) Fund. The Budget also funds several initiatives designed to promote entrepreneurship in underserved areas including the Small Business Administration’s (SBAs) Small Loan Advantage and Community Advantage programs and the Small Business Investment Company (SBIC) Impact Fund program, which will support impact investments that target residents of economically distressed regions or businesses owned by a socially or economically disadvantaged group, including women. The Budget also supports funding for the Minority Business Development Agency through the Department of Commerce. The Budget also includes a new tax credit of up to 10 percent of wages for small businesses that add jobs and wages. Finally, the Budget includes $500 million to support entrepreneurship training for small business owners and new entrepreneurs, which will include intensive six-month entrepreneurship training resulting in a certification.
� OFCCP is collaborating with the U.S. Department of Justice and the Equal Employment Opportunity Commission by referring cases, sharing best practices and piloting enforcement programs in the agencies’ respective field offices. In the past year, OFCCP and EEOC have hosted joint trainings for all their compliance officers and investigators on how to approach cases of systemic wage-based discrimination in a consistent and effective manner.


� http://www.dol.gov/ofccp/regs/compliance/factsheets/


� For WIA, “employment retention” is calculated by determining, among those program exiters who are employed in the first quarter after exit, the share that are employed in both the second and third quarters after exiting the program.





