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CHAPTER 1

ESTABLISHMENT OF THE COMMISSION, TERMS OF
REFERENCE
1. The Commission on the Status of Women was established by the
Goverment on 31 March, 1970, with the following terms of reference:

"To examine and report on the status of women in Irish
society, to make recommendations on the steps necessary to
ensure the participation of women on equal terms and conditions
with men in the political, social, cultural and economic life of the
country and to indicate the implications generally—including the
estimated cost—of such recommendations."
The following persons were appointed by the Minister for Finance
to be members of the Commission:
Dr. Thekla J. Beere, former Secretary of the Department of Transport and Power, who was also appointed Chairman of the Commission;
Mr. Rory Barnes, Managing Director, Glen Abbey Ltd.;
Mrs. Nora F. Browne, member of the Ad Hoc Committee of
Women's Organisations;
Mrs. Sheila Conroy, former member of the National Executive of
the Irish Transport and General Workers' Union;
Mrs. Kathleen Delap, member of the Ad Hoc Committee of
Women's Organisations;
Mr. William J. Fitzpatrick, Secretary, Irish Union of Distributive
Workers and Clerks and member of the Executive Committee of the
Irish Congress of Trade Unions;
Professor Michael Fogarty, Director, The Economic and Social
Research Institute;
Mrs. Kathleen Gleeson, Farm Home Management Advisor, Co.
Cork Committee of Agriculture;
Miss Eileen Kennedy, Justice of the District Court;
Mr. Daniel J. McAuley, Deputy Director General, Federated Union
of Employers;
Mrs. Alice McTernan, Housewife and member of the Irish Countrywomen's Association;
Mr. Patrick Philip O'Donoghue, S.C., Judge of the European Court
of Human Rights and Fundamental Freedoms;

*Lieutenant-General Sir Geoffrey Thompson,
Arthur Guinness Son & Co. (Dublin) Ltd.

former Director,

2. Wc held our first meeting on 20 April, 1970, and since then we
♦Sir Geoffrey Thompson resigned from the Commission in February, 1971, on
medical advice. Mr. Brian S. Pirn, Personnel Director, Irish Biscuits Ltd., was
appointed by the Minister for Finance on 10 May, 1971, to replace him.
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have met on 30 days. In addition to these meetingsindividual members
and small groups of the Commission met various interested parties.

3. On 19 June, 1970, the Minister for Finance requested the
Commission to prepare, as soon as possible, an interim report dealing
with the question of equal pay with particular reference to the public
sector. We informed the Minister that we would give priority to this
matter and that we hoped to have the interim report available by the

middleof 1971.
4. In submitting this interim report we wish to emphasise that
there are other matters included in our terms of reference which are
very closely related to the question of equal pay but which will not be
dealt with in detail until we are submitting our final report. We have,
for instance, dealt only briefly with the adjustments in taxation and
social welfare which may be necessary or desirable on the introduction of equal pay (Chapter 12) and we have not reported on the
matter of equal opportunity for women in regard to education,
training, employment and promotion. To have dealt with these
matters would have caused a considerable delay in furnishing this
interim report and we have decided therefore to include our detailed
recommendations on them in our final report.
Interpretation of Terms oí Reference
5. We are required by our terms of reference to make recommendations on the steps necessary to ensure the participation of
women on equal terms and conditions with men in the political,
social, cultural and economic life of the country. We have interpreted
these terms of reference as clearly implying that the Government
already accept the principle of equal pay and we do not, accordingly,
consider that it is part of our mandate to make a case for the acceptance of that principle but to examine how it may most satisfactorily
be implemented. In case, however, there should be any doubt concerning the Commission's attitude towards equal pay we wish to
state that we are in agreement that a policy of equal pay should be
followed and we recommend accordingly.
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CHAPTER 2
METHODS USED IN THE ENQUIRY
6. On 24 April, 1970, we placed advertisements in the four daily
morning newspapers seeking submissions from interested parties on
matters covered by our terms of reference. In response to those
advertisements we received submissions from trade union and employer organisations, from public service associations, from women's
organisations and from various other groups and individuals. In
addition, we met representatives of any organisation that wished to
expand orally on any matters contained in its written submission. A
list of the organisations and individuals who made representations
(either written or oral or both) to us concerning equal pay and the
marriage bar is set out in Appendix A.
7. Information relating to the pay and conditions of employment of
women in the civil service was obtained mainly from the Civil Service
General Council Staff Panel, various civil service staff associations,
the Department of Finance, the Irish Conference of Professional and
Service Associations and the Irish Congress of Trade Unions. Information concerning the employment of women teachers was furnished to
us by two of the teachers' associations and by the Department of
Education. The Irish Local Government Officials' Union supplied
information on the employment of women in the local authority
service. Valuable information was also obtained from the other
organisations listed in Appendix A and from the Department of
Labour.

8. We issued a questionnaire to all State-bodies employing 20 or
more staff in order to obtain estimates of the cost of equal pay in the
public sector outside the civil service, the teaching service and the
local authority service.

9. The Economic and Social Research Institute was engaged to
investigate, on behalf of the Commission, the cost of applying equal
pay in the private sector. The Institute issued questionnaires to a
sample of 301 firms. They were assisted by the Central Statistics
Office in compiling the sample.

10. The Department

of Labour

agreed to allow us to include

questions on attitudes to equal pay in a survey which they had commissioned the Economic and Social Research Institute to carry out
to investigate matters affecting the participation of women in the
labour force.

11. The Chairman and Secretary visited Brussels in February. 1971,
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and discussed equal pay and other matters affecting the employment
of women in the EEC countries with members of the staff of the
Commission of the EEC and with representatives of several of the
member states.
12. Mr. Charles Mulvey, Lecturer in Economics, Trinity College,
Dublin, was engaged to assist the Commission in their examination of
the economic implications of the introduction of equal pay.
13. We are indebted to Mr. G. J. Mepham, Advisor on Remuneration and Conditions of Employment, Philips Electrical Ltd., London,
for advice concerning job evaluation and we wish to record our
appreciation of the co-operation of Messrs. Philips Electrical (Ireland)
Ltd. in securing Mr. Mepham's services for this purpose. We would
also like to thank Mr. J. F. Gogarty, Secretary, Banks' Staff Relations
Committee, for valuable advice concerning the practical problems
likely to accompany the introduction of equal pay.

14. Even at this stage of our proceedings we would like to express
our great appreciation of the excellent and dedicated service given to
the Commission by our Secretary, Mr. Liam Drain. Throughout the
work he has been most ably assisted by Mr. James O'Brien as
Assistant Secretary and by Miss Kay Fullam, our very efficient shorthand typist. We are indeed fortunate to have such a co-operative and
well co-ordinated team.
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CHAPTER 3
CONCEPTS OF EQUAL PAY
15. The terms of reference of the Commission require it to " make
recommendations on the steps necessary to ensure the participation

of women on equal terms and conditions with men in the political,
social, cultural and economic life of the country and to indicate the
implications generally—including the estimated cost—of such recommendations."
16. As we have already indicated in paragraph 5, we have interpreted our terms of reference as clearly implying that the Government
already accept the principle of equal pay and we do not, accordingly,
consider that it is part of our mandate to make a case for its acceptance. Our understanding of the terms of reference is that we should
attempt to ascertain the most effective means by which discrimination
in the matter of pay on a purely sex basis may be eliminated and
to examine the implications of applying those means.
17. We have considered the submissions on equal pay made to us
by associations of employers and workers, by women's organisations
and by other groups and individuals in response to our advertisements
in the daily newspapers. We have considered also the pronouncements
on this matter made by international organisations, including the
United Nations Organisation and the Council of Europe. In particular,
we have examined the definitions and the methods of applying equal
pay which have been adopted by the European Economic Community, the International
Labour Organisation and in the British
Equal Pay Act, 1970, and it is considered useful here to set down
some brief indications of what these have been; the extent to which
the concepts have, in practice, been implemented is considered in
Chapter

7.

The United Nations Universal Declaration of Human Rights and the
Declaration on the Elimination of Discrimination Against Women
18. The Universal Declaration of Human Rights, which was adopted
by the General Assembly of the United Nations in December, 1948,

states (Article 23 (2) ) that " everyone, without distinction, has the
right to equal pay for equal work ". The Declaration on the Elimination of Discrimination against Women, adopted by the United Nations
in November, 1967, states (Article 10) that "all appropriate measures
shall be taken to ensure to women, married or unmarried, equal rights
with men in the field of economic and social life and, in particular,
. . . the right to equal remuneration with men and to equality of
treatment in respect of work of equal value ".
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The European Social Charter
19. The Charter was adopted by the Council of Europe in October,
1961. Paragraph 3 of Article 4 provides that the contracting parties
undertake " to recognise the right of men and women workers to
equal pay for work of equal value ". This paragraph of Article 4
was not accepted in Ireland's ratification of the Charter.
The International Labour Organisation
20. In June, 1951, the International Labour Organisation adopted
a Convention (No. 100) containing certain proposals with regard to
the principle of equal remuneration for men and women workers
for work of equal value. In relation to the meaning to be assigned
to this concept, Article 1 of the Convention states that the term
" remuneration " includes the ordinary basic or minimum wage or
salary and any additional emoluments whatsoever payable directly
or indirectly, whether in cash or in kind, by the employer to the
worker and arising out of the worker's employment. It states also
that the term " equal remuneration for men and women workers for
work of equal value " refers to rates of remuneration established
without discrimination based on sex.
The Convention, which has been ratified by over 70 countries,

including all the EEC member countries, the United Kingdom,
Norway and Denmark, has not been ratified by Ireland. It has been
stated in the past, in reply to Dáil Questions, that the normal method
employed in wage negotiations in Ireland is that of free collective
bargaining and that before taking a decision on the possibility of
ratifying the Convention the Government should have regard to the
trend in free collective bargaining in the direction of equal pay. The
Minister for Labour has indicated in reply to Dáil Questions asked
since the establishment of this Commission that the Convention would
be considered further by the Government in the light of the Commission's report.
Recommendation

No.

90 (adopted

on

29 June,

1951)

of the

Organisation, designed to give practical assistance in the implementation of Convention No. 100, set down certain procedures for the
progressive application of the principles laid down in the Convention.
In relation to the application of equal pay in the public sector the
Recommendation states that appropriate action should be taken, after
consultation with the workers' organisations, or, where such organisations do not exist, with the workers concerned (a) to ensure the
application of the principle of equal remuneration for men and
women workers for work of equal value to all employees of central
Government departments and agencies, and (b) to encourage the
application of the principle to employees of State, provincial, or
Local Government departments or agencies where these have jurisdiction over rates of remuneration. In regard to the procedures to be
adopted to determine work of equal value, the Recommendation
states that " where appropriate for the purpose of facilitating the
determination of rates of remuneration in accordance with the principle of equal remuneration for men and women workers for work
of equal value, each Member should, in agreement with the em-
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plovers' and workers' organisations concerned, establish or encourage

the establishment of methods for the objective appraisal of the work
to be performed, whether by job analysis or by other procedures,
with a view to providing a classification of jobs without regard to
sex."
If our recommendations, as set out in Chapter 8, concerning the
introduction of equal pay are accepted and implemented, there would
appear to be no reason why Ireland should not ratify the ILO
Convention No. 100.
The European Economic Community
21. The Treaty of Rome, signed in March, 1957, requires the
Member States to ensure and subsequently maintain the application
of equal pay for equal work as between men and women.

Article 119 of the Treaty states '}
" Each Member State shall, during the first stage, ensure and
subsequently maintain the application of the principle that men
and women should receive equal pay for equal work."

For the purpose of this Article " pay " is taken to mean the ordinary
basic or minimum

wage or salary and any other consideration,

whether in cash or in kind which the worker receives directly or
indirectly in respect of his employment from his employer.

In elaboration of the meaning of the Article the Treaty states that
(i) pay for the same work at piece rates should be calculated on the
basis of the same unit of measurement, and (ii) pay for work at time
rates should be the same for the same job.
22. In 1960 the Commission of the European Economic Community sent a formal Recommendation to the Member States giving
its interpretation of the implications of Article 119 and indicating
how this interpretation should be applied. The main provisions of
the Recommendation were: (i) that where there is a statutory or
agreed compulsory minimum wage such wage should be the same
for men and women workers and that where such wage is at piecerates it should be calculated on the same basis for men and women;
(ii) that where wages are fixed in accordance with a system of
occupational classification, categories should be the same for men
and women workers and the criteria of classification should apply
equally to men and women; (iii) that the factors affecting the cost
or yield of female labour should not be taken into consideration
in the case of work paid by time; (iv) that no difference in remuneration based on sex should be allowed where the qualifications required
for a certain job are the same (diplomas, professional experience, and
so on) and (v) that all differences in remuneration based on the
worker's sex should be forbidden in individual work contracts.
as covering
was defined in this Recommendation
Remuneration
xThe translation of Article 119 is that made by a working group consisting of
representatives of Ireland, Britain, and the EEC Commission and agreed by a
multilateral review group representative of the present six Member States (of the
EEC), the four applicant countries, the Commission and the Secretariat of the
Council.
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all the pay a worker receives in return for his work except such
benefit as he is granted for reasons not connected with his work.

23. On 30 December, 1961, the Council of the EEC adopted a
Resolution laying down a timetable for the achievement of equal pay
by 31 December, 1964, and stating that the progressive implementation of the principle of equal remuneration for men and women
workers was intended to bring to an end all discrimination in the
fixing of wages and in particular to abolish :
(1) the application to men only of compulsory minimum wages
or the fixing of such wages at different levels for men and
women;
(2) the fixing of a different level of minimum wages according
to sex where collective bargaining, pay scales or wage
agreements so provide;
(3) the fixing of time or piece-rates
and women;

on different bases for men

(4) the establishment of distinct categories for men and women
or the application of different classification criteria where
wages are fixed in accordance with a job classification
system;
(5) in general, the maintenance, in collective bargaining, pay
scales or wage agreements, of differences in remuneration
on grounds of sex.

The Resolution recognised that any practices of systematic downgrading of women workers are incompatible with the principle of
equal remuneration, as when different qualification rules are adopted
for men and women or when criteria in job evaluation for the classification of workers are used which are not related to the objective
conditions in which the work is done.

The British Equal Pay Act 1970 and the Equal Pay Act (Northern
Ireland)

24. Both of these Acts contain the same provisions and are the
most recent legislation on equal pay that has come to our notice.
The Acts provide that employers shall give equal treatment as
regards terms and conditions of employment to men and women so
that " (a) for men and women employed on like work the terms and
conditions of one sex are not in any respect less favourable than those
of the other, and (b) for men and women employed on work rated as
equivalent . . . the terms and conditions of one sex are not less favourable than those of the other in any respect in which the terms and
conditions of both are determined by the rating of their work." In
relation to the meaning of like work the Acts state that " a woman is
to be regarded as employed on like work with men if, but only if,

her work and theirs is of the same or a broadly similar nature and
the differences (if any) between the things she does and the things they
do are not of practical importance in relation to terms and conditions
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of employment; and accordingly in comparing her work with theirs
regard should be had to the frequency or otherwise with which any
such differences occur in practice as well as to the nature and extent
of the differences." In regard to work rated as equivalent the Acts
provide that " a woman is to be regarded as employed on work rated
as equivalent with that of any men if, but only if, her job and their
job have been given an equal value, in terms of the demand made on
a worker under various headings (for instance, effort, skill, decision),
on a study undertaken with a view to evaluating in those terms the
jobs to be done by all or any of the employees in an undertaking or
group of undertakings, or would have been given an equal value but
for the evaluation being made on a system setting different values for
men and women on the same demand under any heading. Provision
is also made for, among other things, the removal of any discrimination between men and women in a collective agreement made before
or after the passing of the legislation. The same provisions as apply in
the case of collective agreements apply also to an employer's pay
structure and for this purpose " pay structure " means any arrangements adopted by an employer (with or without any associated employer) which fix common terms and conditions of employment for
his employees, or any class of his employees, and of which the provisions are generally known or open to be known by the employees
concerned.
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CHAPTER 4

THE PATTERN OF WOMEN'S EMPLOYMENT AND
EARNINGS IN IRELAND
Women in the Labour Force

25. In 1966,the latest year for which Census of Population figures
are available, females accounted for approximately

half the popula-

tion and one quarter of the labour force. Table 1 below gives details
of their participation in the labour force in 1966 with comparative
figures for 1946. The labour force figures include not only employees
but also employers, workers on their own account, relatives assisting
and those out of work at the date of the Census.
TABLE 1
Men and Women in the Labour Force 1946 and 1966: (rounded to nearest 1,000)

1966

1946
Males

Labour

Force

Percentage of Total Labour Force
Population

in age group

15-64

Labour Force Participation

Rate*

964,000
74-2%
920,000
104-8%

Females

Males

Females

335,000
25-8%
897,000
37-3%

829,000
74-2%
840,000
98-7%

289,000
25-8%
821,000
35-2°/

*By participation rate is meant the total male (or female) labour force expressed
as a percentage of the male (or female) population aged 15-64. Since the total
labour force can exceed the total population in the age-group 15-64, the participation rate may exceed 100%.

Over the 20 years from 1946 to 1966 only very slight changes took
place in the percentage of the labour force composed of women
and in the participation rates for women. The National Industrial
Economic Council in its Report on Full Employment (Report No. 18)
published in 1967, pointed out that in Ireland, in 1961, the participation rate for females was lower than in any developed OECD
country with the exception of Canada. By 1966 it was lower even than
that of Canada. The OECD publication, "Labour Force Statistics
1957-1968", gave labour force participation rates for females in a
number of countries in 1968 as follows: Canada 39-6%, U.S.A.
47-1%,

Belgium

39-4%,

Germany

47-1%,

Sweden

57-0%

and

the

United Kingdom 51*6%. These percentages are not, however, strictly
comparable due to different Census classification procedures in
various countries, especially the classification of family members
working on farms.
In its projections of the increase in employment in Ireland required

to ensure full employment from various future dates, the NIEC
assumed that the participation rate for females would remain at the
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1966 level of 35%. It was felt that the expected rise in the number of
married women seeking work would be offset by more extensive
participation in full-time education, a fall in the expected age of
marriage and a rise in the marriage rate.
Ages
26. Table 2 shows the number (rounded to nearest 100) of women

in the labour force in 1946 and 1966 in various age groups, the
number in each group as a percentage of the total female labour force
and the number in each age group as a percentage of the total
number of women in the age group.
TABLE 2
Women in the Labour Force by Age Group (rounded to nearest 100)

Percentage of total

Number
Age

Percentage of total
number of women
in age group

Group

1946

1966

1946

1966

1946

1966

14-19
20-24
25-29
30-34
35-39
40-44
45-54
55-64

67,800
68,900
43,400
27,100
20,900
16,500
32,600
27,800

71,300
60,500
26,400
16,200
14,800
14,700
33,100
29,200

20-2
20-6
130
8-1

24-7
20-9
91
5-6
5-1
51
11-4
101

45-6
60-8
41-8
26-8
22-1
20-3
21-2
220

46-6
66-8
35-6
22-2
190
17-9
20-2
21-8

over

29,800

22,900

8-9

7-9

18-7

13 2

65 and

6-

49-

A very large proportion of women workers are, understandably, concentrated in the lower age groups. In 1966, 45-6% were under 25 years
of age and well over half were under 30 years. Women between 30 and

45 years of age accounted for only 15-8% of the total and women over
45 years for 29-4%. In manufacturing industries, 65-3% of women
were under 25 years of age. There were no very remarkable changes
over the 20 year period in the percentage of the total represented by
any age group, but there was a noticeable lowering of the participation

rate in the age group 25-34 due probably to the increase in the
proportion of married women in that age group from 50-8% in 1946

to 6*-6% in 1966.

Marital Status
27. The great majority

of women workers are, of course, un-

married. In 1966, gainfully occupied single women numbered 235,400
or 81-4% of all working women.
Of the 25,800 married women gainfully occupied in 1966, over 10%

(2,800) were engaged in agricultural occupations—mainly as Farmers.
Outside agriculture the occupations which showed the largest concentration

of married

women were Teachers

(4,600), Clerks and

in Wholesale and Retail Trades (2,300),
Typists (2,400), Proprietors
Shop Assistants (1,200) and Maids (1,100). The labour force participa-

tion rate of married women in 1946 was almost exactly the same as
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TABLE 3

Marital Status of Womenin the Labour Force in 1946and 1966(rounded to
nearest

100)

Number gainfully

Marital

Number

occupied as a per-

gainfully

Percentage of total

occupied

status

centage of the total
aged 15-64

number

in each category

1966

1946

1966

1946

1966

235,400
25,800
27,900

80-4
6-8
12-8

81-4
8-9
9-7

61*6
5-6
77-4

700
5-9
62-4

1946
269,200
22,600
Widowed 43,000
Single
Married

in 1966—5-6%as compared with 5-9% These are Census of Population figures, however, and they probably do not indicate the true level
of the employment of married women. It seems likely that many more
married women and widows are employed in part-time jobs, especially
in the services sector, but are returned in the Census as housewives.

Over half the widows in the labour force (15,600) were engaged in
agricultural occupations—mostly as Farmers (15,400). Outside that
sector, widows tended to be most heavily represented in the occupa-

tions Proprietors in Wholesale and Retail Trade (2,600), Clerks and
Typists (1,400), Charwomen and Office Cleaners (1,400) and Maids

and Related Workers (800).
The very marked decrease in the participation

rate for widows in

1966 as compared with 1946 (1966—62-4%, 1946—77-4%)was due
mainly to the large reduction in the number of widows engaged in

agricultural occupations from 31,700 in 1946 to 15,600 in 1966. The
number of widows gainfully occupied outside agriculture

increased

from 11,400 in 1946 to 12,300 in 1966.
Occupational Distribution
28. The distribution of women at work in the main Industrial
Groups in 1966 and the proportion they represented of the total
number at work (men and women) in each Group is shown in Table 4.
TABLE 4
Women at work by Industrial

Industrial

Group, 1966 (rounded to nearest 100)

Number

Group

Women as percentage of the
total number at work in the
Industrial

Agriculture

Manufacturing Industry
Professions
Commerce
Personal Service ..

Public Administration and
Defence

Transport,
Storage
Insurance,

Communication

Entertainment and Sport
Other Industries

33,100
63,100
56,200
49,700
47,300

100
310
59-9
33-1
75-0

9,400

21-8

8,300
5,600
4,700
3,300

14-5
34-9
42-1
3-2

and

Banking and Finance

Group
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Of the 33,100 women at work in Agriculture in 1966, almost 98%

(32,400) were Farmers or Relatives Assisting. In Manufacturing
Industry over half the women at work were concentrated in three

industriesi.e. Food Industry (10,600),Textiles(11,800)and Clothing
(18,300). In the Commerce group there were 43,100 in Retail Distribution (the largest concentrations being in Grocery and Provisions—

10,800and in Clothingand Drapery—7,200)and 4,600 in Wholesale
Distribution. In the Professions, the second largest Industrial group

in which women were engaged, 24,400 (43-4%) were working in

Hospitals and Other Institutions for the care of the sick, 19,900
(35-4%)were engaged in Education and a further 7,100 (12-6%)in
Religion. Private Domestic Service, employing 22,600, accounted for

the largest number of those engaged in Personal Service. Other large
concentrations in this group were Hotels, Restaurants and Cafés
(13,100), Hairdressing (4,600), Laundries and Dry-Cleaning (3,800)
and Lodging and Boarding Houses (1,600).
Occupational Distribution
29. Table 5 below shows the main occupations of women employees in 1966. The figures do not include apprentices and learners.
TABLE 5
Main Occupations of women employees in 1966 (rounded to nearest 100)
Women as percentage of
Occupation
Clerks and Typists

Producers, Makers and Repairers
(excluding agricultural occupations)
Maids and Related
Shop Assistants
Nuns*
Teachers
Nurses
Packers

Workers

Housekeepers, etc.
Waiters and Waitresses
Other Occupations

Number of
Women

total number of

employees in each
occupation listed

54,600

61-8

39,900
22,900
22,100
13,400
11,600
9,800
7,800
6,500
5,000
28,400

21-4
95-9
59-8
1000
60-9
82-8
74-5
99-6
79-5
14-5

*Of the 13,400 nuns shown, 5,386 were at work in Education and 1,800 in Hospitals
and Other Medicine and Care of the Sick.

Almost one-quarter of women employees in 1966 were engaged as
office workers—37,200 as Clerks and 17,400 as Typists. Of the 39,900
in the category Producers, Makers and Repairers over half (21,400)
were employed as Textile Workers or Makers of Textile Goods and
Articles and of these approximately 9,100 were employed as Sewers,
Embroiderers and Machinists. A further 30% of employed women
in this category were concentrated in the occupational groups of
Electrical and Electronic Workers, Leather Workers, Paper and
Printing Workers and Makers of Food. Women employees were in

a majority in the occupational groups of Textile Workers (57-4%),
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Makers of Textile Goods and Articles (82-6%), Tobacco Preparers
and Product Makers (73-3%), Clerks and Typists (61-8%), Service
Workers (71-2%) and Professional and Technical Occupations
(51-5%). Nurses, Nuns and Teachers are included under Professional and Technical Occupations and they accounted for 91-3%
of the total number of women employees in that group. In other
occupations within this group women were very poorly represented,
e.g. there were only five women Engineers employed as compared
with 2,878 men, 32 women Surveyors and Architects as compared
with 922 men and 57 women Accountants as compared with 1,720
men. Women were also very poorly represented in the Occupational
Group of Administrative, Executive and Managerial workers. While
11,195 men were employed as Directors, Managers and Company
Secretaries only 654 women were so employed.
Part-time

Work

30. Information concerning the employment of industrial workers
engaged part-time in manufacturing industries (i.e. those who normally work less than 30 hours a week) is obtained in the Quarterly
Industrial Inquiry carried out by the Central Statistics Office. Estimates based on the Inquiry for the quarter ended December, 1970,
show that there were 2,800 women industrial workers engaged parttime as compared with 500 men. One hundred or more women parttime industrial workers were employed in each of the following
industries (figures rounded to the nearest 100) : Cocoa, Chocolate
and Sugar Confectionery (600), Bread, Biscuits and Flour Confec-

tionery (400), Miscellaneous Food (200), Brewing (200), Hosiery (200),
Metal Trades (200). In addition to those employed part-time in
manufacturing industry it appears likely that a great many more
women are engaged part-time in the Services sector in employments
such as hotels, cafés and restaurants. It was hoped to obtain information on the incidence of part-time work in this sector in the
Commission's survey on the cost of equal pay referred to in paragraph
9, but the very low response rate has precluded any reliable estimates
being made.

Women's Earnings
31. There are no comprehensive data available relating to wage
and salary rates for men and women nor is there any published
information on male and female earnings by occupation in industry.
Information is, however, obtained in the Quarterly Industrial Inquiry
on the average hourly earnings of men and women industrial workers
on adult rates in transportable goods industries. The most recent
information available from this source is that relating to the fourth
quarter of 1970 which showed that in a week in December, 1970,
the average hourly earnings of women industrial workers on adult

rates of pay in manufacturing industry were 30-7p as compared
with 55-lp for men. Women's average hourly earnings amounted,
accordingly, to approximately 56% of those of men.
Table 6 shows the number (to the nearest 100) and the average
hourly earnings of men and women industrial workers on adult rates
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of pay in a week in December, 1970 in those industries in which
500 or more women were employed.
TABLE 6
Average hourly earnings of men and women industrial

workers—December

1970

Industry

Number of
Industrial

Average

workers on adult
rates of pay

Earnings

Women's
earnings
as percentage of
men's

Hourly

Women

Men

Women

P

P

0-8

48-6

29-9

61-5

1-6

1-7

48-5

29-8

61-4

50

2-4

53-4

34-2

640

1-3

2-5

58-3

33-8

580

3-5

2-6

49-4

29-5

59-7

1-6
21
21

0-7
0-9
3-9

510
49.4
53-4

3L6
280
27-8

620
56-7
521

0-8
0-2
0-8
01

2-4
1-6
4-3
0-5

57-7
45-5
491
50-2

33-9
28-6
30-4
26-3

58-8
62-9
61-9
52-4

1-8
0-7

1-9
0-7

52-8
65-6

33-3
39-9

631
60-8

2-7

1-2

57-1

31-9

55-9

4-9
0-8

1-5
0-9

69-3
52-2

33-5
28-2

48-3
540

2-5
80

0-7
10

55-5
541

28-1
27-7

50-6
51-2

3-4

3-6

53-6

29-2

54-5

Men

(000)

(000)

2-7

Percenage

Food:

Bacon factories
Canning of fruit and vegetables and manufacture of
preserves, etc.
Bread, biscuit and flour confectionery
Cocoa, chocolate and sugar
confectionery
Textiles:
Woollen and worsted
Linen and cotton, spinning,
weaving, etc.
Jute, canvas, rayon, etc. ..
Hosiery

Clothing:
Men's

and Boys'

Shirtmaking
Women's

and Girls'

Miscellaneous
Other Manufacturing
Industries:
Boot and Shoe (wholesale
factories)
Tobacco

Manufacture

of paper and

paper products
Printing, publishing

and

allied trades

Chemicals and drugs
Glass and glassware, pottery,
etc.
Metal trades

Manufacture

of

machinery,

etc.

electrical

(These figures and those contained in Table 7 are estimates based on information
obtained in the Quarterly Industrial Inquiry which is carried out on a sample basis

and are subject to possible revision.)

In 11 of the 20 industries listed the hourly earnings of women
industrial workers lay within a range of from 28p to 32p per hour.
The lowest hourly earnings (26-3p) was in Miscellaneous Clothing.
Other industries with average hourly earnings below the normal range
were Metal Trades (27-7p) and Hosiery (27-8p). The highest hourly
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earnings (399p) occurred in the Tobacco industry. Women's hourly
earnings as a percentage of those of men in the industries shown
varied from 48-3% in Printing, Publishing and Allied Trades to

64-0% in Bread, Biscuits and Flour Confectionery, but the majority
lay in the range 52% to 62%. These differences in average hourly
earnings are no doubt due in part to differences in rates of pay of
men and women employed on the same or similar work. Many other
factors, however, are involved such as, for example, occupational
distribution, the relative skill levels of men and women and differences
in length of service. In addition, it is probable that men do a greater
amount of overtime and shift work at higher than normal rates than
women do. The Quarterly Industrial Inquiry referred to above
showed, for instance, that women in Manufacturing industry worked
an average of only 38-4 hours a week as compared with 45-2 hours
for men.

32. The percentage distribution, according to rates of average
weekly earnings, of men and women workers on adult rates of pay
in manufacturing industry is shown in Table 7. The figures relate
to September, 1970, the most recent date for which this information
is available, and include both full-time and part-time workers.
TABLE 7
Average weekly earnings of industrial workers on adult rates of pay in
manufacturing industry (September 1970).
Rate of weekly earnings

Percentage Distribution

Less than £6

£6 but less than £8
£8 but less than £10

£10 but less than £12
£12 but less than £14
£14 but less than £16
£16 but less than £18
£18 but less than £20
£20 or over

These data show clearly the imbalance as between average earnings
for men and women. Nine women out of ten had average earnings
less than £16 a week while a similar proportion of men were earning
more than that amount. At the lower end of the earnings scale only
8% of the men had average earnings less than £14 a week as compared
with almost 80% of women. At the other end of the scale approximately two out of every three men earned £20 or more on average
as compared with less than one in 40 women.
Rates of Pay for Women in the Private Sector
33. We have examined the basic rates of pay of unskilled and
semi-skilled female operatives in a number of collective agreements
in manufacturing industry and, in general, these range from 60%
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to 70% of the basic male rate. In the Distributive trades the corresponding figures range from approximately 75% to 85% of the basic
male rate.

Rates of Pay in the Public Service
34. The systems of sex-differentiation and marriage-differentiation
of pay which operate in the civil service are explained in paragraph
86. In general, the maxima of the scales applicable to women in both
the sex-differentiated and marriage-differentiated
grades are about
80% of the scale maxima applicable to men or to married men as
appropriate. The differential tends to decrease in the higher grades.
The differential at the maxima of the scales for teachers, whose pay
is differentiated on the basis of marriage, is also approximately 20%.
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CHAPTER 5

CAUSES OF UNEQUAL PAY
35. Women's earnings are, on average, considerably lower than the

earnings of men. This situation is due in part to the fact that in
Ireland, as in other countries, the employment of women tends to
be confined to a comparatively narrow range of occupations with,
on the whole, lower levels of skill and responsibility. Granted, however, that equality of opportunity for women in relation to training
and promotion and access to certain employments is a very significant
element in determining their earning power relative to men, it is
nevertheless true that there are other factors which operate to
depress women's wages and earnings even where they are engaged

on work which is the same or similar to that being performed by
men.

36. Among the more common explanations advanced for the payment of unequal pay to women who are performing the same or
similar work as men are that:
(i) women's rates of pay are the result of tradition

and social

attitudes;

(ii) women workers are generally younger and consequently
experienced than men;

less

(iii) the employment of women involves a greater cost for the
employer due to higher turnover and absentee rates;

(iv) legal restrictions on women's employment
useful to the employer;

renders them less

(v) women are unable to carry out the heavier tasks due to their
lesser physical strength; and

(vi) the position of women in trade union organisation leaves
them open to exploitation.

We deal with each of these points below.

Tradition and Social Attitudes
37. The circumstances existing at a particular period of time may
give rise to the establishment of certain categories of employment
in which it is considered proper that women should be employed and
to certain patterns of pay for them. The patterns thus established
often outlive the influences which gave rise to them and in the
normal course alter only gradually. At a time when it was not so
common for women to enter industrial employment as it is now,
social attitudes determined certain types of work which it was considered proper that women should undertake and sanctioned the
view that even where their work overlapped that of men it was some-
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how worth less than men's work and that women ought accordingly
to be paid less than men. After a time it became customary to pay
women less than men and such a situation can continue indefinitely
unless a great effort is made to end it and to enforce a right to equal

pay.

It is undoubtedly true that a major factor affecting the comparison between men's and women's rates, both at present and in
the past, is the attitude that men should be paid more than women
because they generally have a family to support. It is often argued
that a man's wage is regarded not as being the appropriate rate for the
job but as being a " family wage ". Children's allowances and allowances against income tax are not generally regarded as being
adequate to meet the additional expenditure involved in supporting
a family. The counter-arguments put forward by those who support
equal pay are that many women are not free of financial responsibility for dependants, in particular widows and deserted wives and
single women with aged or infirm parents. In addition, it is argued
that women are being asked to subsidise, in a completely unfair way,
what should be direct State payments to persons with dependants
and that this burden should be spread evenly and fairly over the
whole community without regard to sex.
Age-Grouping of Women in Employment
38. Many women spend their whole adult lives in employment but
the majority do not. Even if a woman does continue in employment
after marriage she will generally have to leave at some later stage
to care for children. This results in a situation where the overall
labour force at any time contains a high proportion of women in the
younger age groups and with relatively short experience of their jobs
as compared with men. Details of the age groups of women in the
labour force, as returned in the 1966 Census of Population are given
in Table 2 on page 17. Those figures show that in 1966 over 45%
of women workers were under 25 years of age. The comparable
figure for men was 21%. One would expect this situation to be
reflected in the relative average pay of men and women, even if only
to the extent that women would not qualify for service pay to the
same extent as men.
Alleged Higher " Cost " of the Employment

of Women

39. Differences in rates of pay between men and women are sometimes defended on the grounds that the employment of women gives
rise for various reasons, to a higher " cost " to the employer than
the employment of men does. Among the factors alleged in this context are that women have higher absenteeism rates and a more rapid
turnover.

Absenteeism and Turnover Rates
There is no published study on the question of absenteeism or turn-

over rates among women workers in Ireland. An investigation of
absenteeism and labour turnover in Irish industry is at present being
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carried out by the Institute of Public Administration under the
auspices of the Human Sciences Committee of the Irish National
Productivity Committee but no report is available yet. An attempt
was made in the survey referred to in paragraph 9 of this report to

obtain information from the firms in the sample on absentee patterns
among men and women but the information returned by the firms
that replied to the questionnaire was incomplete and frequently not
comparable. Some firms mentioned absenteeism among women as a
disadvantage of equal pay but the number was very small—one out of
ten in the Food Industry, one out of 20 in Clothing, Hosiery and Shoes,
two out of 15 in Textiles and one out of four in Paper, Printing etc.
In reference to absentee rates among women, a recent report published on the status of women in Canada1 states that while most
studies indicate that women are absent from work more often than
men the difference in absentee rates is so small as to be relatively
insignificant—women being reported absent, on average, two days
more than men in a year. An interview survey2 of women between the
ages of 16 and 64 in a sample of 10,000 carried out by the Govern-

ment Social Survey on behalf of the British Ministry of Labour, in
1965, in which respondents were asked whether, apart from public
and national holidays, annual holidays and any periods of illness,
there were any times when they did not work, found that the great
majority of gainfully occupied women worked continuously. Over
86% said they worked at all times and even among those responsible
for children, where the percentage working continuously was lowest,
it amounted

to 78-6%.

A question concerning turnover rates (number who left the employment in a year as a percentage of the number employed) included in
the Commission's survey on the cost of equal pay in the private
sector (see paragraph 9) indicated that the turnover rate for women
was, on the whole, considerably higher than for men. In one industry
however—the Textile Industry—the turnover rate for single women
was lower than that for single men. The replies also revealed that the
turnover rate for single men was consistently higher than for married
men. Age and the nature of the work appear to be factors affecting
absentee and turnover rates among both sexes and a detailed study
would probably show a tendency towards increased incidence for both
men and women in the younger age groups and in less responsible
jobs.

In any event, whether there is or is not a significant difference
between men and women in relation to absentee and turnover rates, it
does appear that a blanket differential in their rates of pay could
hardly be regarded as an efficient or fair method to take account of
it. Different patterns of absenteeism and turnover among male
workers are not reflected in their pay rates. It seems to us that
absenteeism and labour turnover, whether among men or women, is
a personnel problem to which specific remedies may be applied. These
remedies should, however, apply equally to men and to women.
1 "Report of the Royal Commission on the Status of Women in Canada."
formation

Canada,

Ottawa,

1970. Catalogue

2 Government Social Survey. "A Survey of Women's Employment"
Hunt. Vol. 1. SS 379.
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Legal Restrictions on Women's Employment
40. Most European countries have made provision for some " protective " restrictions on women's employment. These restrictions
generally take the form, as in Ireland, of prohibiting women's employment in occupations which are regarded as involving a special health
hazard for them and restrictions on their employment on industrial
work at night. The most important restriction on women's employment here is that women may not be employed on industrial work
between the hours of 10.00 p.m. and 8.00 a.m. unless exemption is
granted by Ministerial regulation. In accordance with Convention
No. 89 of the International Labour Organisation, which Ireland has
ratified, a woman must not be employed in any industrial undertaking
at night, i.e. a period of at least 11 consecutive hours including an
interval of at least seven consecutive hours between 10.00 p.m. and
7.00 a.m.

These provisions are of some importance

where work is organised

on a continuous shift basis as it may limit the extent to which women
may be employed interchangeably with men and thus decrease the
value of their services to an employer or entirely restrict their entry

to certain occupations. In addition, as the rate of pay for shift work
and night work is generally substantially higher than the ordinary
basic rate, the restrictions operate to reduce women's average earnings
as compared to those of men. Legal restrictions on women's employ-

ment are considered in greater detail in Chapter 13.
Physical

Strength

41. The lesser physical strength of women has, in the past, excluded them completely from many types of heavy industry and has,
as a consequence, increased the supply of women's labour relative
to the demand for it in other kinds of employment. In addition, it
may happen that where men and women are employed on work of
a similar nature, men receive a higher rate because they are required
to perform any heavy tasks which may arise from time to time.
Improvements in mechanical handling procedures have tended to
diminish the importance of physical strength as a requisite for certain
jobs and will most likely continue to do so.
Trade Union Organisation
42. The relative weakness of trade union organisation among
women as compared to men is also sometimes named as a contributory cause of women's lower earning power. In relation to trade union
membership and trade union activity among women, the Irish
Congress of Trade Unions has informed us in its written submission
that a survey carried out by the research service of the Congress
during the course of 1970 indicated that there were about 100,000
women trade unionists in the Twenty-six county area, representing
over one-fourth of all trade unionists. The Congress stated also that
while there was no information available about the extent of women's
participation in trade union activity, there were strong reasons for
believing that it was less even than among men. A recent survey had
identified only seven women full-time officials who were engaged in
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negotiating wages and conditions of employment for members, out of

a total of 230 such officials.Out of approximately 229,000women
employees at work in 1966, an estimated 90,000—about two out of
every five—were then members of trade unions. Even excluding
private domestic service the proportion was still considerably less
than one-half. The proportion of male employees in trade unions is
about two-thirds.

We have no doubt that the growth and maintenance of the present
earnings differential between the sexes is assisted by the relative
weakness of trade union organisation among women and, more importantly, their much lesser involvement in trade union activity than
men.
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CHAPTER 6
ATTITUDES TO EQUAL PAY
43. In considering the question of attitudes to equal pay we have
had regard to the views expressed in the written and oral submissions
made to us, to references to the subject in published reports and to
ministerial statements of policy in relation to the principle of equal

pay. A report published in 1970 by the Economic and Social Research
Institute (Paper No. 56—Views on Pay Increases, Fringe Benefits
and Low Pay) which contains certain information on attitudes to
equal pay, obtained in a sample survey of over 1,000 adult male
employees, is considered at paragraph 48 below. As that survey
was confined to men we decided to obtain, on as wide a base as
possible, the views of women concerning equal pay. Arrangements
were, accordingly, made to include questions on the matter in a survey
of the participation of women in the labour force being carried out
by the Economic and Social Research Institute for the Department
of Labour and the findings are considered in paragraph 49 below.
This survey, which covered a sample of 5,000 women, was not,
however, comparable to the survey of men referred to above as the
women surveyed were not confined to employed women and the
sampling procedures differed.

44. A full list of the organisations and individuals who made submissions to us regarding equal pay is included in Appendix A.
All the submissions, both written and oral, referring to equal pay
have been in favour of the application of the principle and we have
not had any representations opposing it. The terms used to describe
equal pay have, however, varied. The most commonly used have

been " equal pay for equal work " and " equal pay for work of
equal value ". Among the larger organisations from which we received

submissions, the Irish Congress of Trade Unions recommended the
adoption of the principle of equal pay for work of equal value and
the Federated Union of Employers recommended that the EEC
definition of equal pay be used. (This definition is set out at paragraph 21). In relation to the civil service, the Civil Service General
Council Staff Panel and the individual civil service organisations
from which we received submissions all supported the abolition of
sex-differentiated and marriage-differentiated scales in the public
service. It has been pointed out to us by certain of the women's
organisations that, in their view, some unions had not in the past
been in favour of equal pay but their attitude on the matter had
changed as they had found that women were being placed in jobs
formerly filled by men because they were a cheap source of labour.
It has also been represented to us that an intensive programme of
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public education should be introduced to help change the attitudes
that exist in relation to the remuneration

of women.

45. In August 1966, the three political parties represented in Dáil
Éireann agreed that an informal committee should be set up to review
the constitutional, legislative and institutional bases of Government.
It was agreed between the political parties that participation in the
Committee would involve no obligation to support any recommendations which might be made, even if made unanimously and that
members of the committee, either as individuals or as party representatives, would not be regarded as committed in any way to support
such recommendations. In its interim report,1 published in 1967, the

committee recommended that Article 45 of the Constitution should,
in setting out the directive principles of social policy, include a
provision establishing the principle of equal pay for men and women
for work of equal value.
46. The group appointed by the Minister for Finance in September,
1966, to examine and report on the organisation of the Departments
of State at the higher levels referred in its report2 (the " Devlin "
Report) to the practice of sex-differentiation and marriage-differentiation of pay in the civil service under which, in general, women and
single men receive lower rates than married men in the general
service and some departmental grades and women receive lower rates
than men (married or single) in professional and technical and other
departmental grades. They pointed out that, should we enter the
EEC, sex-differentiation, at least, would be contrary to the provisions
of the Treaty of Rome and they recommended that a full examination
of the problems involved should be made in the hope that a solution,
possibly on a phased basis, might be found. The Group considered
that this could make a useful contribution to the problems of recruitment and retention of staff, particularly in the case of professional
and other

highly qualified

officers.

47. Ministerial statements of Government policy concerning equal
pay have been made in the Dáil in response to numerous questions
asked over recent years relating to matters such as the Government's
intentions in regard to Article 119 of the Treaty of Rome should
Ireland accede to the EEC and whether it was intended to ratify
the International Labour Organisation Convention No. 100 concerning equal remuneration
for men and women workers for work
of equal value. The response to such questions has been that the
Government's policy in relation to pay and conditions for workers
is that they should, as far as possible, be negotiated freely between
employers and unions and it has been pointed out that trade unions
desiring to obtain equal pay for women workers could do so when
pay agreements were being negotiated with employers. In reply to a
question put to the Minister for Finance in July, 1969, concerning
1"Report of the Committee on the Constitution." Published by the Stationery

Office, Dublin (Pr. 9817).

2 "Report of the Public Services Organisation Review Group." Published by the
Stationery Office, Dublin. (Prl. 792).
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equal pay for men and women in the State service the Minister said
that a recent pay agreement had provided the same minimum increase
for men and women in the public service and that, accordingly, a
start had been made in applying the principle of equal pay. Ministerial replies to Dáil Questions concerning equal pay asked since the

establishment of this Commission have generally stated that the
matter would be examined by the Government when the report of
the Commission became available.

48. In 1968 the Economic and Social Research Institute undertook,
on behalf of the Minister for Labour, a survey of views on income
differentials and income increases to provide material for an assess-

ment of prevailing attitudes to questions of pay and their bearing
on the development of an incomes policy. The first report of the
enquiry,3 to which we refer in paragraph 43 above, was published in
August, 1970, and contains the findings of the survey about views
on pay increases, fringe benefits and lower paid workers of a national
sample of 1,084 adult male employees. The report stresses that the
views obtained were those of male employees only and that no women
were included in the survey. While no direct question concerning the
respondent's attitudes to equal pay for the same work or work of
equal value was asked, respondents were asked four consecutive
questions as to what they thought would be a fair minimum (basic)
wage for married men, single men, married women and single women.
The report states that higher figures—taking the medians of the
distributions—were given for a married man than for a single man and
higher figures for men than for women. The great majority of respondents—79%—felt that a single man should have a higher rate than
a single woman and 86-7% felt that a married man should have a
higher rate than a married woman. A substantial minority of 25%
felt that single men and women should have the same minimum rate.
Forty per cent felt married women should have the same as single
women, 39% felt they should have more and 21% thought they
should have less. Only 58 respondents (5-4%) considered that each
of the four categories of married men, single men, married women
and single women should have the same minimum rate. The survey
did not specifically raise the question of dependants (although
assumptions by the respondents on this matter must have affected
the replies given) and did not attempt to ascertain what the respondents' views on a fair basic wage for each of the categories would
have been if the additional financial responsibilities imposed by
dependants were offset by adjustments in taxation or social welfare.

49. As stated in paragraph 43 above, the Commission arranged
for the inclusion of questions on attitudes to equal pay in a survey
of the participation of women in the labour force being carried out
by the Economic and Social Research Institute for the Minister for
Labour. The survey covered a sample of 5,000 women between 21
and 64 years of age in both urban and rural areas and was not
3 Carried out by Dr. Hilde Behrend, Ann Knowles and Jean Davies—members
of the staff of the University of Edinburgh—in collaboration with the Economic

and Social Research Institute.
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confined to women in employment. At the time of writing this report,
replies to 3,552 questionnaires administered in the survey (approximately 70% of the total sample) were available and the figures quoted
here are based on that response level. It is unlikely, however, that
the general picture presented will be materially altered by the outstanding 30% of the returns. Two questions relating to equal pay
for the same work were put to each respondent. The first question
(shown in Appendix B to this report) asked respondents to decide,
assuming the present taxation and allowance system, whether various
pairs of employees (a single woman compared with a single man,
for example) performing the same work should be paid the same
rate of pay by their employer or whether one should be paid more
than the other. A detailed tabulation of the replies to this question
is contained in Appendix C. The second question posed the problem
of equal pay in a theoretical way and introduced the concept of
adjustments in taxation and social welfare allowances to take account
of different responsibilities in relation to dependants. This question
and the replies received are contained in Appendices D and E
respectively.
The replies to the first question, in which respondents were faced
with specific cases and were asked to assume existing arrangements
regarding taxation and social welfare allowances, showed a substantial majority in favour of the same rate of pay for (i) a single
woman compared with a single man, (ii) a widow with dependent
children compared with a married man and (iii) a single woman with
dependants compared with a married man. Almost 51% of the
respondents felt that a married woman should get the same rate
of pay as a married man. A majority of respondents felt that a
married man and a widow with dependent children should be paid
more than a single woman.
The replies to the second question showed that the great majority
(70%) of the respondents were in favour of equal pay for the same
work, with persons with dependants paying less in taxes and getting
extra allowances compared to persons without dependants. Twenty
per cent of the respondents felt that even where the person with
dependants is paying less in taxes and getting extra allowances, he
or she should still get a higher rate of pay. A small minority of
about 6% felt that both categories should get the same rate of pay
and should pay the same amount in taxes and get the same
allowances.
The replies given to the first question when classified by reference
to the replies given to the second question show a large degree of
consistency in that the persons who chose the " same rate of pay " in
the various parts of the first question were more likely to select the
" same rate of pay " options in the second question.

50. It is, we feel, clear that there is already a very large body of
opinion in favour of equal pay for men and women. It is also clear,
however, that there is a general feeling that persons with dependants
should have a higher total income than those without dependants.
The findings reported in the Economic and Social Research Institute
survey, referred to at paragraph 48 above, suggest that there is an
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assumption among men that the sex-differential is needed to ensure
that family responsibilities are provided for and, accordingly, it
would seem that the application of equal pay without account being
taken of the additional income requirements of those with dependants
to support would be likely to give rise to subsequent strong pressures
to restore the former differentials. The results of the survey referred
to in paragraph 49 also indicate that the successful introduction of
equal pay and its acceptability will require changes in the existing
taxation and social welfare codes to provide against a lowering of
the relative standard of living of persons with dependants. The types
of change which we consider may be required are discussed in
Chapter

12.
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CHAPTER 7
EQUAL PAY IN CERTAIN OTHER COUNTRIES

51. We have confined the following examination of the position in
regard to equal pay in other countries to that obtaining in the
member states of the European Economic Community and in those
countries which have, in common with Ireland, applied for member-

ship of the Community, i.e. the United Kingdom, Norway and
Denmark.

The EEC Countries
52. Member states of the EEC arc expected to ensure the application of the principle of equal pay directly in the public service and
equal pay is, in fact, applied in the public service of each of the
member countries.

53. All the EEC member states have ratified the ILO Convention
No. 100 concerning equal remuneration
for work of equal value.

for men and women workers

54. The Resolution of the Council of the EEC of 30 December,
1961, required member states to apply, in accordance with their
national systems for the fixing of wages, the appropriate procedures
to ensure a principle of equal remuneration for men and women
workers such as could be upheld by the Courts. These procedures
should be such as would lead to a practical implementation of the
principle, either by laws or regulations or, when such machinery
existed, by collective agreements which are binding under law, so that
any difference remaining exceeding 15% would be reduced to 15%
by 30 June, 1962, any difference exceeding 10% would be reduced to

10% by 30 June, 1963,and by 31 December,1964,all discrimination
would be abolished. Following that Resolution the Commission prepared reports on the state of the application of equal pay at the end
of each of the periods specified in the Resolution.

55. In its report on the position at 31 December, 1964, the final
date for the complete elimination of all wage discrimination, the
Commission of the EEC, while noting that considerable progress had
been made in most of the member states towards achieving complete
equalisation of pay, found nevertheless that despite the progress

made, "the obligation inscribed in Article 119 and finding its
expression in the Resolution of 30 December, 1961, had not, in practice been fully realised in any of the countries of the Community ".
Because of this, and to comply with a requirement of the European
Parliament, the Commission continued to draw up reports on this
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matter in the member states. A fourth report dealing with the situation at 31 December, 1966, again noted that, in spite of some progress, there was " some delay in the exact and complete application

of the principle of equality ". The fifth and most recent report con-

cerns the position at 31 December, 1968, and states that " the Commission considers that on 31 December, 1968, the six member states
were still far from total fulfilment of all the obligations undertaken

in Article 119 of the Treaty setting up the EEC and in the Resolution of the Conference of Member States of 30 December, 1961 ".
The Commission noted, in particular, three types of insufficiency—
the continued absence of any collective agreement for some sectors.
sub-sectors and regions; agreed provisions which constituted direct
discrimination in wages with regard to women workers and indirect
discrimination occurring principally in relation to skill classification.
56. The position in regard to equal pay in each of the member
states, including information supplied by them in response to the
questionnaire issued by the Commission of the EEC enquiring about
the position as at 31 December, 1968, is set out in the following
paragraphs.
Belgium

57. Wage rates in Belgium are fixed, in general, by individual or
collective agreements between the parties concerned and until 1967

the Government had limited its activity in relation to equal pay to
encouraging employers' associations and trade unions to observe the
principle. It also advised the National Labour Council to review the
position each year and to refuse to make collective agreements legally

binding on the whole of an industrial sector if they discriminated
against women in the matter of pay. In 1967, however, the Royal
Decree No. 40 provided that any female worker could bring an action
before a competent Court or Tribunal to have the principle of
equality of pay applied.

The Belgian Government in a reply, furnished jointly with both
sides of industry, to the EEC Commission questionnaire concerning
the position on equal pay at the end of 1968, stated that in the case
of manual workers different wage scales for men and women continued to be applicable in certain collective agreements but that the
differences were " not significant ". In the case of non-manual
workers equality of remuneration had been almost completely
achieved with the exception of special groups in one or two sectors.
There were still some collective agreements that differentiated according to sex as regards minimum wages. The reply also stated that the
Belgian Government considered equal pay for men and women as one

of the essential objectives of its social policy in the context of its
general policy of up-grading the position of women workers. It
pointed out, however, that, apart from economic circumstances which
may have hindered the complete change-over of the wage structure
within a relatively short time, the uncertainty as to the degree of
application of the principle in the Community and as regards the
uniformity of its application had created an atmosphere which had
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not always been favourable to the immediate and complete application of the 1961 Resolution.
France

58. In France a decree of 1946 provided for wages to be fixed
according to occupation and degree of skill, irrespective of sex. In
addition, a law passed in 1950 specified that for any particular job the
starting rate and the scale must be the same for men and women.

Any worker has the right of direct access to Labour Courts functioning at industrial and local level, to secure the observance of his
or her rights under an existing agreement and the decisions of the
Courts are binding. In its report on the position in France at the end
of 1964, however, the Commission noted that there were categories
of labour not covered by collective agreements or which were not
recognised as being of general application with the result that women
in these categories did not have proper legal protection in regard to
equal pay. The French Government announced that they were considering legislation to close these gaps but in its report on the position
at the end of 1968 the Commission noted with regret that no further
steps had been taken towards this end.
In reply to an enquiry in the 1968 questionnaire concerning systems
of classification used in collective agreements, the trade union side
said that while, in principle, there was a uniform basis of classification, it was not possible to confirm that there was no discrimination
in practice as, for instance, the requirement of strength tended to be
more heavily weighted than the requirement of dexterity. In relation
to discrimination in the classification of women in the skilled worker
class the trade union side mentioned that in the electronics industry
recruitment had been made with preference for young girls holding
a certificate of professional aptitude in dressmaking which gave the
employer guarantees of dexterity without having to pay such workers
skilled rates. In regard to differences in earnings between men and
women shown in quarterly surveys carried out by the Ministry of
Social Affairs, the French Government contended that such differences arose not from the sex of the worker but from differences in
seniority and skill between men and women, certain bonuses which
are more often earned by men (unhealthy conditions, dangerous
work, etc.) and from other factors such as overtime and night work.
The Trade Union side said that while differences in earnings could, to
a large extent, be accounted for by the factors mentioned, it must
be concluded that a certain amount of discrimination still existed.
Federal

Republic

of Germany

59. The German Constitution provides for equal rights for men
and women and this has been interpreted by the Courts as implying
a right to equal pay. In relation to collective agreements, the Federal
Labour Court has ruled that agreements which do not provide for
equality of treatment in respect of pay are null and void. Labour
Courts operating at local, district and Federal level form a part of
the country's judicial system and enforce the application of labour
legislation and collective agreements. A woman worker who is
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covered by a collective agreement may bring a complaint to the
Labour Court that she is not receiving equal pay and if the case is
established the Court can order the employer to meet the demand.
Where there is no collective agreement the matter must be settled

between the employer and the individualworker. The majority of
collective agreements contain a number of wage groups ranging from

light unskilled work up to very skilled work. Many women workers
are, in fact, employed on light work and are consequently grouped
in the lower wage groups. In its report on the position at the end of
1968, the EEC Commission referred to the danger of the development in collective agreements of purely formal respect for equality

by, among other things, the preparation of single classifications
" formally" independentof the sex of the worker but liable to give
rise to a down-grading of women workers i.e. indirect discrimination

practised at the level of skill classification,and it instanced the

categories of " light work " in the collective agreements,of a relatively
high number of branches of activity in Germany.
Italy
60. Article 37 of the Italian Constitution provides in a general way
for equal pay for women and is the basis for recourse by women to
the Courts to ensure this right. Inspections are carried out periodically
in various enterprises to check on the implementation of equal pay
and reports are sent to the Ministry of Labour. In reply to the EEC
questionnaire on the position at 31 December, 1968, the Government,
in co-operation with employer and worker organisations, stated that
equality

of remuneration

for both sexes was largely implemented

in

collective agreements. The reply also referred, however, to certain
problems concerning equal pay still unresolved e.g. differences in
remuneration in provincial collective agreements for men and women
hairdressers, difficulties in some provinces in relation to classification
of certain operations carried out principally by women and categories of work specially for women in certain provincial collective
agreements in agriculture and crafts. In reply to a query as to whether
there were any branches or enterprises where women workers were
systematically classified in the lower categories, the reply stated that,
in principle, women workers were not classified systematically in the
lower categories but it was, however, true that women were less
numerous than men in the higher categories except in the traditional
sectors for employment of women e.g. in clothing. In certain industrial
sectors work coming within the category of simple or light tasks was
being performed largely by women.
The

Netherlands

61. The Netherlands is the only member state of the EEC in which
neither the Constitution nor any legislation provides recourse for
women to enforce a right to equal pay. There is, however, since
1969, minimum wage legislation which does not make any distinction
between men and women workers. In its reply to the EEC Commission questionnaire concerning the position in regard to equal pay
at the end of 1968, the Netherlands Government referred to difficul-
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ties which had been encountered over the previous two years in
implementing the principle of equal pay because of the situation in
certain branches of activity with regard to financial resources and the
competitive position. In a number of cases in which the negotiating
parties had agreed on a supplementary raising of wages for women
engaged in non-mixed tasks the proposals were rejected by the

authorities dealing with the control of wages on the grounds that
these increases went beyond the margin fixed by the Government.

The EEC Commission in commenting on the Dutch position stated

that the level of discrimination was still high and that differentials
of the order of 20% existed in certain operations considered as nonmixed and involving important areas from the point of view of the
employment of women e.g. the textile industry (11-14%), clothing

(16-18%), footwear (15%) and leather articles (25-5%). The Commission noted, however, that to evaluate the Dutch situation correctly
it is necessary to take into consideration the fact that rates of wages
fixed in the collective agreements are really rates of effective wages,
or very close to effective wages, while in the five other countries the
agreed wages are the minimum or basic wages which are exceeded
to a variable extent in each country by the wages actually in force
at enterprise level.
Luxembourg

62. A law passed in 1967 specified that every collective agreement
must provide the means of application of the principle of equality
of remuneration excluding all discrimination based on sex. A minimum wage, which does not discriminate against women applies,
in general, to all branches of private and public activity with the
exception of domestic staff and of agricultural, vineyard and horticutural workers. All the large industrial sectors, with the exception of a
few enterprises, are covered by collective agreements which do not
discriminate against women in regard to pay.

EEC Statistical Survey (October 1966) on the Structure and
Distribution

of Wages

63. In connection with the implementation of Article 119 of the
Treaty of Rome the Commission of the EEC undertook, in October,
1966, a community-wide survey of the structure and distribution of
wages for the purpose of obtaining detailed information which would
isolate various elements in the earnings of men and women workers
(e.g. hours of work, incidence of overtime, seniority and age of
workers etc.) and enable a more valid comparison between them than
had previously been possible. The questionnaire used in the enquiry
included ten items concerning the establishments themselves (sector,
size, location, etc.) and eight items concerning the worker (sex, train-

ing, age, seniority, etc.). The results of the survey were, however, still
in course of publication in 1970 when the progress report dealing with
the period up to the end of 1968 was published and, accordingly, it
was possible to include in that report only a preliminary account of
the findings confined to manufacturing industries and using a small
number of variables. The main findings reported are discussed below.
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64. In October, 1966, the average hourly earnings of women in
manufacturing

follows:

industry, as a percentage of those for men were as

Italy 75-2%, France 72-5%, Germany 69-7%>, Belgium

681%, Netherlands 607%, Luxembourg 54-5%. These figures show
the overall comparison between men's and women's earnings at that
time irrespective of whether or not they were engaged on the same
or similar work or work of equal value.

65. Among the many factors which give rise to differences in
overall average hourly earnings between workers, clearly the question

of their classificationin regard to skill is an important one. Information was, accordingly, obtained in the survey on the incidence of
men and women in each skill category (skilled, semi-skilled, unskilled)
and on their average hourly earnings in each category, in order to
enable a closer comparison to be made. An analysis of the distribution of workers in each of the member countries by sex and by skill
classification, as a percentage of the total number (men and women)

in each classification is shown in Table 8. Table 9 shows a similar
distribution as a percentage
(separately) in each category.

of the number

of men and women

TABLE 9
Manufacturing

Industry

Distribution of men and women workers by skill category as a percentage of total
number of workers of each sex (separately) in the EEC countries in October, 1966.
Women

Men

'SS
Belgium

Germany
France

Italy
Luxembourg
Netherlands

36-7
49-3
44-9
44-3
34-6
38-5

29-9
34-4
331
36-7
29-2
37-2

'US ♦Others
23 0
10-4
21-4
190
29-8
17-3

10-4 100 160
5-9 100 5-3
0-6 100 12-4
100 18-2
6-4 100 3-8
70 100 120

*SS I *US "Others
26-4
41-3
44-5
39-7
26-7
43-3

320
41-7
421
42-1
43-7
29-9

25-6 100
11*7 100
10 100
100
25-8 100
14-8 100

These tables show that women workers comprised a very low percentage of the work force in manufacturing industry in Luxembourg
(5-9%) and a relatively low percentage in the Netherlands (16-8%).
The highest percentages were in Italy (30-6%), Germany (29-7%)

and France (29-3%) followed by Belgium with 25*8%. In Ireland, in
1966, women accounted for approximately 31% of the total number
at work in manufacturing industry. The incidence of skilled and semiskilled women workers represented, in all the EEC countries, a
relatively low proportion, and sometimes, for skilled workers, a very
low one, of the total number of workers. The percentage of women
workers classified as skilled was very low in all cases compared with
the percentage of men so classified. The difference was particularly
marked in Germany, where only 5-3% of women were classified as
skilled as compared with 49*3% for men, and in Luxembourg where
the corresponding figures were 3-8% and 34*6%.
♦Abbreviations as in Table 8 on page 39.
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66. The average hourly earnings of women in the EEC countries in
1966 as a percentage of that of men within each skill category is
shown in Table 10. In commenting on these figures the Commission
of the EEC has noted that the apparent anomaly in Germany and
France, where the average earnings of all women fall further short
of earnings by men than the average earnings of women in any one

skill category can only be explained by the combined action of the
divergencies between the earnings of each qualification group and the
effective strength by sex within each group; that is, a far greater
proportion of women than of men are in low-skill and low-paid
categories.
TABLE 10
Manufacturing

Industry

Average hourly earnings of women as a percentage of those of men in each skill
category in the EEC countries—October,
1966.

Belgium

Germany
France

Italy
Luxembourg
Netherlands

66-8
73-2
74-2
70-6
53 0
59-9

'SS

US

♦Others

71-3
74-4
80-6
760
72-3
60-1

750
78-2
84-4
90-9
55-7
68-7

82-3
74-1
81-9
51-9
92-3

All
Categories

681
69-7
72-5
75-2
54-5
60-7

In the two countries, excluding Luxembourg, where the average
and
overall divergence was greatest—the Netherlands (-39-3%)
Belgium (-31-9%), the divergence in the average hourly earnings

increases markedly as the qualification rises. This is particularly
clear in the Netherlands where unclassified women (" Others " in the
table) have average hourly earnings 7-7% less than those of men,
whereas the average hourly earnings of skilled women are 40T%
less than those of their male counterparts. This pattern is reflected
also, but to a lesser extent, in the other three countries.
France had the lowest divergence in the skilled and semi-skilled
categories (-25-8% and -19-4% respectively) and had the second
lowest divergence in the unskilled category (- 15-6%). Italy had the
lowest divergence in the unskilled category (-9T%), the second

lowest in the semi-skilled (-24-0%) and the third lowest in the
skilled (-29-4%). Germany ranked second in the skilled group
(-26-8%) and third in the semi-skilled and unskilled (-25-6% and
—21*8% respectively). If Luxembourg, where manufacturing industry

is practically dominated by the steel industry with traditionally high
wages, is excluded, Belgium ranked fourth and the Netherlands

ranked lowest in each of the three skill categories.
67. Further studies by the Commission of the EEC based on the
data obtained in the statistical survey on the structure and distribution of wages in the member states, isolating factors additional
♦Abbreviations as in Table 8 on page 39.
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to

skill levels which would be likely to cause differences in average
hourly earnings, are proceeding. Results of the first such study, con-

fined to the textile industry, show that even where comparison is
made between men and women workers in the same skill category,

within the same group and with similar service, differences in average
hourly earnings between men and women are still evident, particularly in the case of skilled and semi-skilled workers.
The Position in the Applicant

Countries

Britain
68. A Royal Commission was established in 1944 to examine the
relationship between the remuneration of men and women in the
public service, in industry and in other fields of employment and to
consider the social, economic and financial implications of equal pay
for equal work. The Commission reported in 1946 and, in general,
saw the main application of equal pay as lying in the non-manual
employments in the public sector, such as the civil service and the
teaching profession. In 1955 the British Government agreed to introduce equal pay for the non-industrial civil service in equal stages over
the period to 1961. Subsequently, equal pay was introduced for nonmanual workers in Local Government, the nationalised industries,
the health services and the teaching profession. In the private sector,
equal pay applies in the case of many professional women but it has
not generally applied to manual workers. A survey carried out in
1968 by the Department of Employment and Productivity into the
cost of introducing equal pay, for the same or substantially the same
work, in a number of firms (in which a large number or a large proportion of women were employed) in 13 selected industries, showed
that the direct cost could be expected to vary a great deal as between
industries, with the heaviest costs falling, in general, in Hotels and
Catering, Retail Distribution and Clothing. The estimate of direct
cost as a percentage of total adult pay ranged from 0% to 32% as
between different establishments in the Hotels and Catering industry,

from 0% to 31% in Retail Distributionand from 3% to 31% in
Clothing.
69. Reference has already been made in Chapter 3 to the British
Equal Pay Act, 1970, under the provisions of which equal pay must
be fully implemented

by all employers

by the end of 1975. The Act

also provides for an intermediate stage to come into effect by order
on 31 December, 1973, at which date women would become entitled
to receive nine-tenths of the appropriate male rate, if it appears that
such action is necessary to secure orderly progress towards equal pay.

70. Britain this year (1971) ratified the International Labour
Organisation Convention No. 100 concerning equal
for men and women workers for work of equal value.
Northern

remuneration

Ireland

71. The position in relation to equal pay in Northern Ireland is
much the same as in Britain i.e. equal pay applies in the public
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service and in some professional occupations but does not, in general,

apply in the private sector. The Equal Pay Act (Northern Ireland)

provides for the full application of equal pay by the end of 1975
with the condition that an intermediate stage may be introduced at
the end of 1973 if it appears necessary to do so.
Norway

72. The principle of equal pay is applied in central and local
government services in Norway. In the private sector, rates of pay
are generally fixed by means of collective agreements and, accordingly, the application of equal pay has largely been a matter for
agreement between employers' and workers' organisations. In 1949
the Government appointed a committee to investigate the question of
equal pay. In accordance with a recommendation of that committee
an Equal Pay Council was established in 1959 and at the same time
Norway ratified the International Labour Organisation Convention
No. 100 concerning equal remuneration for men and women. The
Equal Pay Council, composed of employer, worker and independent
representatives, was charged with the task of promoting the equal
pay principle by general information activities and by investigating
the extent of the application of equal pay in the various sectors of
the economy. In 1961 an agreement was entered into by the two
major organisations of employers and workers, covering the greater
part of private industry, effecting changes in all collective agreements,
so that rates of pay would no longer be fixed separately for men and
women but would be determined by the nature of the work performed. This agreement was implemented in stages over the years
1961 to 1967. While the agreement has led to a significant improvement in women's earnings it has not eliminated differences in the
pay of men and women performing the same type of work.1 One of
the chief policy objectives of the General Confederation of Trade
Unions in Norway has been to reduce differentials between the lowwage groups and the high-wage groups. As a considerable proportion of women in manufacturing
industry belong to the low-wage
groups this wage policy has helped to bring about an increase in
women's pay. In general, the average earnings of women in manu-

facturing industry are from 15% to 20% lower than those of men.
In the retail trade the difference is from 20% to 25% and among
clerical employees the average earnings of women are approximately
10%, lower than the average earnings of men in the same job
categories.
Denmark

73. Denmark has ratified the ILO Convention No. 100 concerning
equal pay. The principle of equal pay is applied in the public sector
but is a matter of negotiation between employers' and workers'
organisations in the private sector. Following the ratification of the
ILO Convention in 1960 the Government requested the central industrial organisations to bear in mind, in future negotiations of collec1 "Equal Pay in Norway" by Kari Vangsnes—International
Vol. 103, No. 4 April, 1971.
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Labour

Review

live agreements, the importance of the principle laid down in the
Convention and indicated that the Ministry of Labour was prepared
to offer technical assistance in the matter. The International Labour
Office, in reporting in December, 1968, on the general state of
application of the equal pay convention, noted, in relation to Denmark, that steps had been taken in the private sector to encourage
the extension of equal pay in industry and commerce and offices and
that there had been a trend towards a relatively higher evaluation
and remuneration of work carried out by women. The report also
noted that under a settlement submitted by the public mediator in
1967, the relative differences between the wages of men and women
were reduced in a number of collective agreements by granting
women proportionately larger cost-of-living adjustments and higher
shift bonuses than the increases for men and that the average hourly
wages of women workers had risen by 1966 to 79% of the hourly
wages of unskilled men.
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CHAPTER 8
CIRCUMSTANCES IN WHICH EQUAL PAY SHOULD APPLY;
LEGISLATION; SETTLEMENT OF DISPUTES; SEX-DIFFERENTIATED AND MARRIAGE-DIFFERENTIATED SCALES IN
THE PUBLIC SERVICE; PHASING
74. It is clear from the information contained in Chapter 3 that
there is no generally accepted definition of what constitutes equal
work. Equal work may be regarded, in a very narrow sense, as
exactly the same work performed under the same conditions or,
more liberally, as closely similar work which may contain differences
which are not of great practical importance or which arise only
infrequently. On the other hand it may be held that persons who are
employed on entirely different jobs are performing equal work in the
sense that their separate occupations are equal in value. The " equal
value " approach is not in conflict with the " same work " interpretation—rather
it encompasses and extends it.

75. If equal pay is applied only in cases where women are performing the same or closely similar work as men then the practical
application of the principle is a comparatively straightforward matter.
Where, however, the " equal value " approach is pursued its application in practice becomes a much more difficult task. Questions
obviously arise as to how and by whom the relative value of different
jobs is to be determined.

76. As indicated in paragraph 21, the Treaty of Rome provides
for equal pay for equal work. Subsequent

interpretations

of the

intention of the Treaty have tended, however, to widen this provision
and to extend it in the direction of equal pay for work of equal
value which is also the International Labour Organisation definition.

If Ireland does accede to membership of the EEC it will be necessary
to make definite arrangements to comply with the equal pay provisions of the Treaty. It appears likely, however, that a number of
years would be allowed in which to make the necessary adjustments.

77. It is our opinion that to provide for equal pay only in cases
where women are performing the same, or broadly similar, work as
men does not ensure their equality of treatment with men in the
matter of pay. Outside the public service such a provision would
affect only a relatively small proportion of women workers. A con-

siderable number of women who are performing jobs the requirements of which may well be judged to be equivalent to the requirements of jobs performed by men, but which are remunerated less
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well, would be unaffected. We consider, therefore, that despite the

practical difficultiesof implementation,it should be provided that
women be paid equally with men where the work they do is equal

in value to the work done by men. Reasonable time will, of course,
have to be allowed for agreement to be reached between employers
and workers or their representatives on the cases in which women s
work is equal in value, though not identical, to men's work.

Circumstances in Which Equal Pay Should Apply

78. We recommend that equality of treatment between men and
women in respect of rates of pay should apply in any of the following
circumstances

:

(a) where women are performing the same jobs as men or where
men and women are completely interchangeable between
jobs;

(b) where the jobs performed by men and women are of a
similar nature but contain differences which occur only
infrequently or are of small practical importance in relation
to total job content;

(c) where it is established, by any of the means outlined in
paragraph 80 following, or by an Equal Pay Commissioner
of the Labour Court {referred to in paragraph 85 following)
that the jobs performed by men and women are of equal
value in that the demands
physical or mental effort,
ditions) made on a woman
on a man in respect of the

Meaning

of " Rates

{for instance in relation to skill,
responsibility and working conare equal to the demands made
work each performs.

of Pay "

79. By " rates of pay " in paragraph 78 we mean the rates at which
workers are remunerated on either a time, piecework or other incentive basis. It should also be interpreted to include the rates of pay
applicable to overtime and shiftwork and payments related to a
worker's length of service. Where the work of men and women is
the same or similar or of equal value and the remuneration of the
worker consists in whole or in part of incentive earnings, the rate of
payment and the unit of measurement should be the same for both
men and women.

80. The identification of areas where equal pay is required under
(a) in paragraph 78 above should be a relatively simple matter.
Difficulties arise, however, under (c) and to a lesser extent under (b)
because it is necessary to examine and compare different jobs. There
is no single method of resolving these difficulties which may be
applied satisfactorily in all cases. Agreement on the equality of value
between different jobs may be reached by discussion between
experienced employer and trade union representatives
or by an
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examination of the different jobs in accordance with formal job
evaluation techniques. Where it is not possible to reach agreement by
discussion, or where the employment structure is of a complex nature,

it may be necessary to have a formal study of job content in which
factors relevant to a full comparison of the different jobs, such as the
degree of effort, skill, decision and responsibilityrequired, are isolated
and evaluated. The criteria and weightings used in the evaluation
should be the same for men and women. The subject of job evaluation
is considered in greater detail in Chapter 9.
81. Rates of pay for both men and women vary, for economic and
other reasons, between different industries, regions and occupations

and are determined in a number of different ways. Joint Labour
Committees and the Agricultural Wages Board establish legal minimum rates for a number of industries and occupations. Most rates,
however, are determined by collective bargaining between employers
and trade unions at national, industrial, regional, company or plant
level. As a result, from a national standpoint, there are differences
in the rates of pay of both men and women even though they are
performing the same or similar jobs. Our concern is not with questions relating to absolute levels of pay or the removal of differences
between rates in various industries, regions and occupations, but
with the elimination of discrimination in rates of pay between men
and women. Accordingly, comparisons of rates of pay, made for the
sole purpose of applying the concept of equal pay will need to take
account of these differences. This is a matter for practical judgement
by people experienced in pay determination, and one for which no
simple rules can be laid down. It does not appear necessary, however,
to change the scope or structure of existing collective bargaining units
in order to introduce equal pay.
82. Equal pay requires that rates of pay be established on the basis
of the job performed without distinguishing
between the sex of
workers assigned to it. This means that for jobs performed by both
men and women, and for different jobs which have been rated of
equal value, the same basic rates should be paid and, in the case of
work which is not paid for exclusively in relation to time, the same
standards of job measurement and rate of payment should apply.
Cost factors, some of them of an intangible kind, which, it is sometimes alleged, are incidental to the employment of women such as
higher absence and turnover rates, unsuitability for further training
or promotion and statutory restrictions on hours of work or times of
work should not be regarded as legitimate arguments for maintaining
women's rates of pay below what they otherwise would be on the
basis of job content. This principle is followed in the EEC countries.
The Commission of the EEC in its Recommendation to the member
states in 1960 concerning Article 119 of the Treaty of Rome stated
that " the factors affecting the cost or yield of female labour shall
not be taken into consideration in the case of work paid by time."

83. In the areas of statutory wage-fixing and collective bargaining,
equal pay implies that all agreements to increase wages, whether

47

negotiated at national, industrial, regional, company or plant level,
must provide for the same increases for men and women engaged on
the same or similar work or work of equal value and that rates of pay
must be stated on a job classification basis and not on a sex basis. Such
agreements may, however, provide for a higher increase for a woman
than for a man where the woman's rate is less than the man's rale
in circumstances in which equal pay should apply. Increases for men
and women where the work they do is not the same or similar or of
equal value, are a matter for those engaged in statutory wage-fixing
or collective bargaining and are not affected by the equal pay prin-

ciples outlined above. The question of equal pay is not concerned
with removing the differences between men's and women's rates
which are the result of different occupational distributions but with
securing equal treatment for women where they are engaged on the
same or similar work or on work of equal value to that performed by
men.

Legislation

84. We are satisfied that legislation is required to ensure the effective implementation of the principle of equal pay outlined above and
we recommend that such legislation be enacted. The legislation should
be viewed as a framework within which employers and workers, or
their representatives, should have the maximum freedom, consistent
with a positive equal pay policy, to agree among themselves the
specific occupations in which equal pay is applicable. The principal
matters which the legislation should include are:

(i)

that a woman shall have a right to equal pay with a man
in any of the circumstances outlined in subparagraphs (a),
(b) and (c) of paragraph

78;

(ii)

that equal pay shall operate in full from a specified date
and, if the legislation provides for the introduction of equal
pay on a phased basis, a woman shall have a right to
progress towards equal pay on that basis;

(iii)

that any collective agreement in force after the specified
date which it is alleged discriminates against women in the
matter of pay in any of the circumstances outlined in sub-

paragraphs (a), (b) and (c) of paragraph 78 above or which
specifies rates as being applicable to men only or to women
only may be referred by any person or group of persons
affected by it to the Labour Court for examination;

(iv) that the Labour Court shall not, after the specified date,
register any collective agreement or make any order giving
effect to the proposals of a Joint Labour Committee where
the terms of the agreement or the proposal are not in compliance with the provisions of the legislation nor shall any
non-complying

term remain in force after the specified date;
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(v) that the Agricultural Wages Board shall not, after the
specified date, issue any wages determination order the
terms of which are not in compliance with the provisions of
the legislation and that any non-complying terms of such
an order shall not remain in force after the specified date.

Settlement of Disputes
85. It is obvious that employers and trade unions or employers
and individual workers will not be able to reach agreement in all
cases as to whether the circumstances set out in paragraph 78 exist
and equal pay is applicable. It is necessary, therefore, to consider
what procedures are required to resolve such disagreements.
Disputes concerning equal pay will generally fall into three broad
categories, i.e.:
(i)

disputes between employers and trade unions;

(ii)

disputes between employers and individual workers;

(iii)

disputes between a worker and a trade union concerning a
collective agreement.

Where a dispute concerning equal pay arises between an employer
and a trade union or an individual worker we recommend that the
matter should be referred to the Labour Court by either the trade
union or the employer or the individual worker, as the case may be,
to investigate it and make an award. The Court should be enabled to
appoint an officer or officers of the court, who, we recommend, should
be called Equal Pay Commissioners, to carry out such investigations.
An award by the Court in disputes of this nature should be a final
determination of the dispute, should be effective from the date of the
award and should be recoverable from the employer as a civil debt.
Where the dispute concerns the provisions of a collective agreement, we recommend that the agreement should be referable by any
person or group of persons affected by it to the Labour Court for
examination.
When the Court is satisfied, following an investigation
that discrimination
exists in the
by an Equal Pay Commissioner,
agreement it should refer the agreement back to the parties concerned

to amend it. Where such amendment is not made within a reasonable
time the Labour Court should have power to amend the agreement
to remove the discrimination. The agreement as so amended by the
Labour Court should be the effective document and should have full
force and effect and any loss resulting to an employee from an
employer s failure to comply with such an amendment should be
recoverable from the employer as a civil debt.

It is very desirable, we feel, where a dispute arises between a
woman worker and her trade union alleging discrimination in regard
to pay in the provisions of a collective agreement, that full use
should be made, in the case of members of trade unions affiliated to
the Irish Congress of Trade Unions, of the investigative machinery
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provided by the Appeals Board of the Congress before any approach
is made to the Labour Court.

Sex-Differentiated and Marriage-Differentiated Scales in the Public
Service

86. In the Civil Service, in those grades in which both men and
women are employed, the pay scales are differentiated either on a
sex basis or on a marriage basis. Examples of sex-differentiated and
marriage-differentiated scales are shown in Appendix F and the kind
of differential, in percentage terms that, in general, exists between
the pay of women and men or women and married men, as appropriate, is referred to in paragraph 34. Sex-differentiated scales, under
which women are placed on a lower scale than men, apply to most
professional and technical grades and to certain Departmental grades.
Professional and Technical grades are those in which officers are
required on recruitment to have a specialist qualification to be
exercised in their employment. The grades of Engineer and Architect,
for instance, are termed professional grades and Laboratory Technician and Radio Officer are examples of technical grades. Departmental grades are those to which officers with a general education
are recruited to perform a particular function in a particular Department. Examples are Customs and Excise Officer and Post Office
Clerk. Prior to 1925 all grades in which both men and women were
employed had scales differentiated on a sex basis but in that year
scales differentiated on a marriage basis were introduced for future
appointees in the general service grades (i.e. those grades to which
officers are recruited to perform the general duties of Departments
e.g. Executive Officer, Clerical Officer) and were later extended to
many associated Departmental grades. Under this system women
and single men are paid on a lower scale (Scale " A ") than married
men (Scale " B "). This was effected by placing all future single male
appointees on the former " woman " scale. A male officer transfers
from the lower scale to the higher scale on marriage at the point he
would have reached if all his service had been on the married scale.
Married civil servants on marriage-differentiated scales are entitled
to receive special children's allowances for dependent children up
to the age of 16 or, if they are still at school or attending certain
other approved courses of instruction, to 21. The allowance per
child at present is £35 a year. Such officers are regarded as having
contributed towards these allowances by being remunerated on the
lower scale before marriage. Women civil servants are required to
resign on marriage but they may be reinstated if they become
widowed. A reinstated widow is paid on the single scale but receives
an annual cash allowance in addition to salary (£125 a year at
present) and is eligible for children's allowances on the same basis as
a married man.
Marriage-differentiation of pay does not, as far as we can ascertain, apply in the public service in any other country.

87. In the teaching profession, scales are differentiated on a marriage basis and children's allowances are paid to married male offi-

50

cers and to widows under the same conditions as apply in the civil
service. Women teachers who continue in employment after marriage
are remunerated on the " single " scale. In the Garda Síochána scales
are differentiated on a sex basis and women must resign on marriage.
88. All the submissions which we have received concerning sexdifferentiated and marriage-differentiated
scales have held that they
discriminate against women and should, accordingly, be abolished and
that men and women in any grade should be paid on a common scale.
A number of these submissions have argued that marriage-differentiation, viewed in the context of the complete exclusion of women from
the higher scale, amounts, in effect, to sex-differentiation. The civil
service associations that have made representations to us have indicated that if marriage-differentiated
scales were abolished they would
not seek to continue the present system of allowances for dependent
children except in the case of existing holders and officers who had
already spent some time on the " single " scale. The general question
of dependency

is dealt

with in Chapter

12.

89. To differentiate scales on the basis of sex as apart from the
content of work is obviously incompatible with the principle of equal
pay and we recommend, accordingly, that where this situation exists
in the public service steps should be taken to place women on the
"man"
appropriate
scale.

of pay we are satisfied,
90. In regard to marriage-differentiation
having considered the method of the original framing of these scales
and the way in which they are from time to time revised (the " married " scale is always the one used for comparison purposes with
scales), that the correct " rate for the
outside non-differentiated
job " is the married scale and that women are discriminated against
by being paid at a lower rate. We recommend, therefore, that steps
should be taken to abolish the single ("A ") scales in the public service and to place all affected officers on the appropriate married
(" B ") scales.

91. Men and women recruited to the Clerical Officer Grade in the
local authority service and in the health service after May, 1964, and
School Attendance Officers recruited after October, 1964, are paid
on a common scale but male officers become entitled on marriage

to an allowance of £165 a year in addition to pay. For male Clerical
Officers the present scale maximum, inclusive of the marriage allowance and adjusted to take account of the superannuation contribution,
is the same as the scale maximum of the married Clerical Officer in
the civil service. Men and women officers who were recruited to the
grades in question before May, 1964, and October, 1964, respectively,
and who did not opt to be remunerated on the basis outlined above,
are paid on a higher common scale but without any additional
payment related to marital status. In our opinion, the payment of an
allowance to male officers on marriage in the grades mentioned
above is analogous to the present system of marriage-differentiation
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of pay in the civil service and we do not consider that it is compatible with the principle of equal pay. We recommend, accordingly,

that the differentiation that exists between the pay of married men
and that of women and single men in the grade of Clerical Officer in
the local authority service and the health service and in the grade of
School A 1tendance Officer should be discontinued.

Phasing

92. The increases in rates of pay on the introduction of equal pay
could be expected, in normal circumstances, to be offset by general
increases in productivity without any great effect on price levels. It
has been the case, however, in recent years that increases in productivity have been heavily used up and indeed over-used by increases
in wages and salaries. In these circumstances the introduction of
equal pay will, to some extent, be an added inflationary pressure and,
accordingly, progress towards equal pay will have to be made on a
phased basis if inflationary consequences are to be minimised.* The
estimated cost of equal pay is dealt with in Chapter 10 and it can
be seen from those figures that it will involve substantial cost in areas
of the public service such as the civil service and the teaching profession where large numbers of men and women are already performing the same work at different rates of pay. In the private sector,
in those cases in which a large female labour force is employed on
the same or similar work or work which is equal in value to that
being performed by men, and where there is a substantial difference
between wage rates for men and women, equal pay will give rise to
considerably increased labour costs and could, if pressed ahead too
quickly, adversely affect the competitive position of exporting industries and result in loss of employment. In addition, if, during the
phasing period, women were to get much more substantial increases
than men, there might be attempts by some groups of male workers
to introduce claims of benefit to themselves only in order to restore
their former relative earning power. If this should happen then little
real progress would be made towards equal pay. If our recommendations in paragraph 94 below on the phasing-in of equal pay are to
be successfully implemented without adding unduly to inflation, then
the general level of wage increases (wage-rounds) during the period

when equal pay is being phased-in will have to take specific account
of the cost of equal pay and men will have to accept a narrowing of
differentials.

93. While bearing in mind the undesirable economic effects which
could attend a too rapid approach to equal pay we are nevertheless
concerned to ensure that the principle of equal pay will be accepted
at once and that its application will be fully completed within a
reasonable time. In some instances substantial differentials between
rates for men and women may require to be closed and very small
instalments towards equal pay in such cases would result in the
differentials being removed over an unacceptably long period of time.
♦See, also, paragraph

140.
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94. We recommend, accordingly, where men and women are performing the same or similar work or work of equal value;

(a) that the rate of pay of the women concerned should be
increased annually by 5% of the appropriate male rate
existing immediately prior to each such annual increase ;
in the case of occupations in which pay is differentiated on
a marriage basis, the appropriate male rate is the married
rate;

(b) that, in addition, agreements for other increases in rates of
pay should provide for the same absolute increase for men
and women;

(c) that the full application of equal pay should be completed
not later than 31 December, 1977, and that the phasing
arrangements recommended should be adjusted, as necessary
to ensure this.

95. The above arrangements would ensure, for example, that a
differential of 20% could be closed in four instalments over a period
of three years and, assuming a first equal pay instalment were paid
in July,

1972, even

the higher

differentials

would

be virtually

abol-

ished in July, 1977, leaving a small residual to be paid in December,
1977. Examples of the operation in practice of the phasing arrangements recommended are shown in Tables 11 and 12. We cannot
emphasise too strongly that the figures used in the examples are
purely arbitrary ones and are intended merely to show how the
phasing arrangements
recommended
above would operate in the
particular cases shown.

96. We are aware that many collective agreements already entered
into by employers and unions within the framework of the National
Agreement, drawn up by the Employer-Labour Conference in 1970,
extend up to or beyond June, 1972, and we are reluctant to make
any recommendation concerning the commencement of the phasing-in
of equal pay which would have the effect of interfering with the terms
already settled in those agreements. We note, however, that the
parties to the National Agreement will meet in January, 1972, to
review the terms and operation of the agreement and we recommend
that the Conference should, in that review, make provision for the
introduction of equal pay as proposed in this report. If such provision is made by the Employer-Labour Conference, we recommend
that the legislation proposed in paragraph 84 preceding should take
account of any phasing arrangements agreed by the Conference. To
the extent that such provision is not made by the Conference we
recommend that the legislation should include provision for the
introduction of equal pay on a phased basis resulting in the full
application of equal pay by 31 December, 1977.

53

TABLE 11
Weekly

Rates

of Pay

Examples of phased introduction of equal pay based on the recommendations
contained in paragraph 94.
The figures used are purely arbitrary ones and it is, of course, assumed that the
man and the woman concerned are performing the same or similar jobs or jobs of
equal value (as defined in paragraph 78 of the report).
Example 1 assumes the commencement of phasing on 1/7/72 and Example 2
assumes the commencement of phasing on 1/1/73. The two commencing dates are
shown because while a number of the existing collective agreements negotiated under
the terms of the National Agreement, drawn up by the Employer-Labour Conference,
will expire in June, 1972, there are many others which will not expire until January,
1973, or later.

Assuming
(i) 33\% differential between woman's rate and appropriate

male rate;

(ii) general increases (for both men and women) at 18 month intervals as
indicated; women to receive same absolute increase as men;
(iii) an annual increase for women of 5 % of the appropriate
immediately prior to each such annual increase;
date 31st December,

(iv) terminal

Example

1977.

1

Example

{Commencing date 1/7/12)

Man

Woman

£

£

2000

13-35
1-00*
l-50f

£
2000
1/1/73

£
13-35
100*
l-50f

15-85
1-075*

1/1/74

l-50f
21-50

1/7/73

21-50
1/1/74

2-OOf
23-50

23-50

2-OOf
25-50

1/7/76

2-50f
28-00

1/7/77

1-171*
2-OOf

15-85
1-07',*

21-50

16-923

2-OOf

1/1/76

2-OOf

18-92]

M7¿*
23-50
2-OOf

2010
1-17.1,*
2-OOf

25-50
1/1/77

24-55
1/7/77

2705

2800

21-50

1/1/75

23-271

2-501

l-50f

23-50

2010

.95*
28 00

1/7/74

18-921

l-27¿*

25-50
1/1/77

2-OOf

M7i*

1/7/74

1/7/75

2

(Commencing date 1/1/73)

Woman

Man

1/7/72

male rate existing

1-27]*
25-50

24-55

2-50f

2-50f

28-00

2705

Final phase

31/12/77

•95*
28 00

♦Equal Pay Increase.
f General (wage round) Increase (Purely arbitrary assumptions).
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28-00

TABLE 12
Annual

Rates

of Pay.

Examples of phased introduction of equal pay based on the recommendations
contained in paragraph 94.
The figures used are purely arbitrary ones and it is, of course, assumed that the
man and the woman concerned are performing the same or similar jobs or jobs of
equal value (as defined in paragraph 78 of the report).
Example 1 assumes the commencement of phasing on 1/7/72 and Example 2
assumes the commencement of phasing on 1/1/73. The two commencing dates are
shown because while a number of the existing collective agreements negotiated
under the terms of the National Agreement, drawn up by the Employer-Labour
Conference, will expire in June, 1972, there are many others which will not expire
until January,

1973, or later.

Assuming

(i) 20% differential between woman's rate and appropriate

male rate;

(ii) general increases (for both men and women) at 18 month intervals as
indicated; women to receive same absolute increase as men;
(iii) an annual increase for women of 5 % of the appropriate male rate existing
immediately prior to each such annual increase.
Example

Example

1

Man

Man

Woman

1/7/72

127-50Î

1/1/73

1,827-50

146-20f

1/7/74

146-20f

1,973-70

157-90f

1,973-70

1,908-76
64-94*
157-90f 1/1/76

(8%)

2,131-60

157-90f

♦Equal Pay Increase.

fGeneral (wage round) Increase (Purely arbitrary assumptions).
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146-20f
1,81008

1,908-76

64-94*
157-90f

(8%)

2,131-60

2,131-60

1,663-88

98-68*

98-68* 1/1/75

1/7/74

1,572-50

(8%)
1,973-70

1,81008

1,360
85-00*
127-50f

91-38*
1,827-50

(8%)

1,973-70

(7i%)

1/1/74

1,663-88

146-20f

127-50f
1,827-50

1,572-50

91-38*

1/7/73

1/7/75

1,700

(71%)

1,827-50

1/1/74

1,360
8500+
127-50f

Woman
£

£

1,700

2

(Commencing date 1/1/73)

(Commencing date 1/7/72)

2,131-60

CHAPTER

9

JOB EVALUATION
97. We have referred in Chapter 8 to the difficulties involved in
identifying and agreeing on those areas in which men and women
are performing work of equal value—that is where the work performed by each, while not identical, imposes equal demands on
them. While it will probably be possible in many instances for
employers and unions to reach agreement on this matter under the
normal negotiation procedures it may be necessary in certain cases to
employ some more formal system of evaluating the relative worth of
different jobs than is normally used in pay negotiations. This type of
systematic comparison is generally referred to as job evaluation.
98. Job evaluation is the term applied to a number of different
methods of comparing jobs with a view to placing them in order of
relative worth for the purpose, usually, of deciding on a pay structure.
Jobs which are ranked as equivalent in the evaluation are paid a
common rate or range of pay. Job evaluation, accordingly, is not
concerned with absolute levels of pay but with settling differentials
between jobs. It is generally referred to as being impersonal in that
it is concerned only with examining the content of the job and not
with assessing the quality of the performance of the person in the
job.

99. There are four methods of job evaluation commonly used—
job ranking, grade-description or classification, the factor comparison
method and the points rating method. The job ranking and job
classification methods evaluate jobs in non-quantitative terms whereas
the factor comparison and the points rating methods attach numerical
values to the rankings. The main characteristics of the four methods
are as follows:
Job

Ranking

This is the simplest form of evaluation. Each job is judged as
a whole and is ranked in relation to its importance or difficulty in
comparison with other jobs in the enterprise. The first step is to
prepare a job description setting out the duties, responsibilities and
the qualifications required for the satisfactory performance of each

job. " Key jobs " are then identified and the remainder of the jobs
are grouped around these in a category or grade where there is
approximate equality of difficulty. The pay level or range of pay for
each category or grade is then determined.
Grade-description

or classification method

This method is similar to the job ranking method in that it treats
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jobs as a whole but it differs from it in that the grades and the wage
and salary levels are determined first and the characteristics of the
grade are defined. The lowest grade would probably be very simple
unskilled work with higher grades taking account of increases in skill
and responsibility required. The actual jobs are then examined and
are slotted into the most appropriate pre-detcrmined grade.
Factor Comparison
In this method a number of " key jobs " representative

of all wage
levels in the wage structure are selected. These jobs should be ones in
which the rates of pay are not in dispute and which are regarded as
being fairly paid. The jobs are then analysed, usually under the
factors of mental effort, skill, physical effort, responsibility and
working conditions and they are ranked in respect of each of the
factors used so that the relative importance of each factor in each
key job is shown. Estimates are then prepared as to what proportion of
the wage is paid for each constituent factor in each job. This allows
scales to be prepared for each factor showing a range of cash values
which may be allowed to any key job in respect of that factor. The
remaining jobs in the undertaking are then compared with the key
jobs under each factor to obtain a ranking of all jobs. The individual
factor values are added to obtain the rate for any particular job.
Points

Rating

This system differs from the job ranking and classification methods
in that it is based not on the examination of whole jobs but on factors
in the jobs which are considered to affect their relative difficulty or
worth. Examples of factors which might be included are mental
effort, physical effort and responsibility. The actual factors chosen
and their numbers may, however, vary widely from one scheme to
another and are likely to be influenced by the nature of the jobs being
evaluated. For instance, different factors will probably be used for
manual jobs than for non-manual jobs. Each factor has a range of
points allocated to it, the maximum number of points determining
its weighting or relative value to other factors. Each job is then
analysed against each of the factors and is scored a number of points
depending on the importance of that factor in that job. The total
points value for any job is then obtained by adding the individual
factor points. An agreed formula is used to convert the points ratings
into money values.

100. Each of the methods of job evaluation described has its own
particular advantages and disadvantages. The job ranking and grade
description or classification methods are relatively simple, inexpensive
and easily understood and applied and are probably best suited to a
small firm with no specialised personnel department. They rely, however, to a very large extent on judgement and are difficult to apply
where the range of jobs is wide or where the requirements of the jobs
are complicated and varied. The factor comparison method, while it
is more scientific than the two previous methods, is complicated and
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difficult to explain to employees. In adition, it is based on the assumption that the rates already applying to the key jobs are correct. The
points rating method, which is probably the most widely used system,
has the advantages that the evaluation and the wage-fixing processes
are clearly seen to be separated and that it enables a high degree of
consistency to be maintained between different evaluations. The
expression of the evaluation in numerical form may, however, convey
an impression of greater objectivity and precision than is actually the
case.

101. The four methods of job evaluation referred to above, or
adaptations or combinations of them, are the ones most commonly
used but other methods exist also. Perhaps the best known of these

is the time span of discretion method. This method is used mostly
to evaluate white-collar jobs and relies, in general, on the measurement of one job factor—responsibility—to rank all jobs.

102. In relation to the quantitative methods of
lished studies indicate that there is little evidence
plicated systems using many factors yield results
satisfactory or reliable than systems which use only

evaluation, pubthat more comwhich are more
a few factors.

103. It can be clearly seen from the description above of the main
systems of evaluation that much of the process is subjective and
depends on the judgement of the assessors. Not only the weightings
attached to each factor but the actual factors themselves are determined on a largely subjective basis. In addition, it is essential that
the results of the evaluation be acceptable to the persons affected and
for this reason the fullest consultation should take place with the
union side from the very start of the process. Conflicts which arise are
usually resolved by an agreed procedure and this may also tend to
dilute the objectivity of the evaluation.

104. If job evaluation is to conform with the principle of equal
pay it is obviously essential that the same factors and the same
weightings should apply irrespective of whether the job is to be performed by a man or a woman. To depart from this position would
involve direct discrimination. Apart from such direct discrimination,
however, practices may arise in job evaluation, due to the subjective
nature of the choice of factors and the relative importance attaching
to them, which tend to hinder the application of equal pay rather
than foster it. It may, for instance, happen that sufficient importance
is not attached to the factors which predominate in the work on
which women are mostly employed. For instance, if physical effort
and manual dexterity are two factors in the evaluation and if higher
points are ascribed to physical effort than to manual dexterity then
this will depress women's rates if most of them are employed on
work which requires a large degree of manual dexterity but little
physical effort. It is important therefore that women should be represented fairly on the committee or other body which deals with the
choice of factors and with the relative importance assigned to them.
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105. Job evaluation is used only to a very limited extent in Ireland
at present and is confined mainly to relatively large organisations. Of
the 74 firms that replied to a question concerning job evaluation in

the survey referred to in paragraph 9, only 14 firms (12 in manufacturing industry and two in services) said that they had evaluation
schemes in operation and in 13 of these the evaluation applied to
women or girls. The criteria used (points, factors, basis for ranking,

etc.) were identical with those which would be used if the jobs were
performed by men in the case of ten firms and were different in the
other three.

In Britain,
organisations.

also, job evaluation is used predominantly in large
A sample survey of the coverage and use of job

evaluation carried out by the National Board for Prices and Incomes
in 1967/68 in, broadly, the production industries and transport and
found that approximately
communications,
one-quarter
of the
6-5 million employees in the sample were covered by job evaluation
and that these were employed in about 10% of all establishments
surveyed. The survey indicated that the application of job evaluation
was increasing rapidly and that a further 7% of the establishments
employing an additional 16% of employees in the sample were
actively considering its use. Among the EEC countries, job evaluation is most widely applied in the Netherlands. The Dutch National
scheme, called the Standardised Method, is a points rating system
with ten factors and weights. The points values to be assigned to
particular jobs are usually determined by consultancy experts or
employers or employers' associations, with the unions co-operating in
a general way on matters of detail if a disagreement arises. The
unions have about 20 job evaluation experts throughout the country.
In Germany approximately 650,000 wage-earners out of a total of

12-5 million and 100,000 salaried workers out of a total of 9 million
are covered by job evaluation schemes. In Italy, job evaluation has, in
general, only been applied in certain large industrial complexes in
which few women workers are employed. Job evaluation is not used
very widely in France or Belgium.

106. We have recommended in Chapter 8 that equal pay should
apply where it is established that jobs performed by men and women
are of equal value in that the demands made on a woman are equal
to the demands made on a man in respect of the work each performs.
It seems to us that the majority of such claims will, as in the case of
ordinary pay claims, be settled by negotiation between management
and worker representatives. Where it is not possible to reach agreement in negotiation the procedures for reconciling disputes recommended in paragraph 85 will be available.

107. The establishment of methods of objective appraisal of the
work to be performed, whether by job analysis or other procedures,
for the purpose of facilitating the determination of rates of remuneration in accordance with the principle of equal pay is advocated in
Recommendation No. 90 of the International Labour Organisation
and its use is referred to in the 1961 Resolution of the Council of the
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EEC. While we recognise that the initial cost of introducing a job
evaluation scheme together with the probable interference with
existing differentials between workers may, notwithstanding
the
advantages in terms of improved industrial relations and more
effective manpower planning which it can bring about, prove a disincentive to its wider use, we consider that in complex employment structures job evaluation can be of considerable assistance in
identifying areas in which equal pay is applicable and we feel that
management and unions should be acquainted with its techniques.
We recommend accordingly that the Employer-Labour
Conference
evaluation
by,
should take steps to encourage the wider use of job
on arrangefor example, investigating and making recommendations
ments for the training of personnel in job evaluation, including the
fnost appropriate location for this training function. We recommend
also that the Equal Pay Commissioners whom we have recommended

should be attached to the Labour Court should be familiar with job
evaluation.
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CHAPTER 10

ESTIMATED COST OF EQUAL PAY
108. We have examined the cost of introducing equal pay in the
private sector of the economy, in the public service (civil service,
local service, health service, teaching and Garda Siochana) and in the
State-bodies.

The Private

Sector

109. The Economic and Social Research Institute was engaged by
the Commission to survey a sample of firms in the private sector in
order to obtain information on the cost and certain other effects of
applying equal pay. The sample of firms included in the survey was
selected with the assistance of the Central Statistics Office. The draft
survey questionnaire was discussed with a number of management
representatives
from industry,
and,
services and distribution
separately, with trade union representatives, in order to ascertain
whether it appeared likely that significant difficulty would be encountered by firms in supplying the information requested. Certain changes
were made in the questionnaire as a result of those discussions but
there was, in general, no indication that any serious problems would
arise in completing it.
110. The questionnaire was issued to a sample of 301 firms—158
in the industrial sector, 50 in the service sector (including laundries)
and 93 in retail and wholesale distribution. An undertaking was
given to each firm that the information supplied would be treated
as confidential and that no individual enterprise would be identifiable
in any table or report.

111. The response to the questionnaire, especially in the service
despite an
sectors, was extremely disappointing
and distribution
intensive follow-up procedure. Only 77 of the 301 firms in the sample
supplied returns and many of these were only partly usable. The
best response rate was in the industrial sector where 61 out of the
158 firms sampled sent in returns. The response in the service sector
and in retail and wholesale distribution was so poor (returns were
received from 10 firms out of 50 and 6 firms out of 93 in the two
sectors respectively) as to render the information almost completely
valueless. It is worth noting in this context that prior to the introduction of the British Equal Pay Act an investigation of the cost of
equal pay was carried out by the Department of Employment and
Productivity in which a sample of 304 firms was used and 226 completed questionnaires
received. Having regard to the relative size
of the two economies the information obtained in our investigation
can probably be regarded as being not proportionately more unreliable
than the information obtained in the British survey.
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112. In view of the very poor response to the survey it is not

possible to provide any statistically valid estimate of the cost of
introducing equal pay in the private sector. The returns do, however,

provide an illustration of the order of increase which is likely to
occur.

113. To simplify the survey, firms were asked to supply information based on the assumption that equal pay would be introduced
without any phasing period. Information concerning the direct cost

was sought on two different bases. The first estimate asked for
(estimate A) was the likely cost if women and girls who are doing
the same jobs as men, or closely similar jobs, were paid as if they
were males. The second estimate requested (estimate B) was the
likely cost if all women and girls were paid as if they were males.
114. The information obtained in the survey concerning the direct
cost of equal pay is summarised in Table 13. It is important to stress
that the figures shown are very tentative ones based, in many cases,
on a small number of firms and on information which appeared in
some cases to be inconsistent
Industrial

and unreliable.

Sector

In this sector the returns received covered firms with a total female
employment of 11,000 which constitutes about 17% of total female
industrial employment. Under definition A (women and girls doing
the same or closely similar work as men) both the weighted average
increase1 and the median increase2 in the total wage and salary bill
of the firms sampled amounted to 5%. Under definition B (all women
and girls paid as if they were males) the weighted average increase
was 21-8% and the median increase was in the range 25-29%. The
estimates provided by firms under definition B, of the increases in
labour costs for women and girls engaged in manual and nonmanual work, showed very wide divergencies and it appears that this
definition was given many different interpretations with the result
that the weighted average shown is on the high side. An estimate of
the increase in the total wage bill in manufacturing industry, based
on Census of Industrial Production data, is given in Appendix G.
Services and Distribution
As stated above, the return obtained from these sectors were so
few as to be virtually useless as a statistical basis for estimating the
likely cost of equal pay.

Banks and Insurance Companies
115. We have been unable to obtain complete information

regarding the estimated cost of equal pay in Banking and Insurance institutions. Such information as we have received does not lead us to
believe that the cost in this area would be seriously different from
the type of general cost estimate indicated for the same or similar
work in other areas of the private sector.

xThe weighted average percentage increase was obtained by dividing the sum of
the individual firms' increases by the sum of the firms' existing wage and salary bills.
2 The median increase is that above and below which equal numbers of firms fell!
No allowance is made for the varying size of firms.
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The Public Sector
116. An estimate of the cost of equal pay in the public sector was
givenin the WhitePaper (paragraph 11.20)publishedin 1970on the

Implicationsfor Irelandof Membershipof the EEC. The relevant

paragraph stated . . . . " In the public sector, application of the
principle of equal pay for the same work has to be considered in
relation to the teaching profession, the civil service, local authorities
and some State-sponsored bodies. Abolition of sex-differentiation in
pay to comply with the Treaty provision would cost an extra £1-25
million a year. If, in consequence, women and single men on marriage

differentiated scales were to be given the same rates as are now paid
to married men and related adjustments made in the pay of grades
at present consisting entirely of women, the total cost could exceed
£9 million a year."

117. Up-to-date estimates of the possible cost of equal pay for
persons paid out of the Exchequer and for those in the local and
health services (including voluntary hospitals) have been supplied to
the Commission by the Department of Finance and are considered
in paragraph 118. The Commission obtained information separately
on the estimated cost of equal pay in the State-bodies by means of a
questionnaire

survey and the estimated cost in this area is dealt with

in paragraph

119.

118. The up-to-date estimates supplied by the Department
of
Finance indicate that the total annual cost of equal pay, including
possible repercussions on all-women grades, in the civil service, the
teaching profession, the local authority service, the health service
(including voluntary hospitals) and the Garda Siochana could amount
at present to approximately £10 million or 5-5% of the total wage
and salary bill. This figure is the estimated full annual cost without
any reference to phasing. The estimates for the individual services
are set out below. The Department has indicated that some of the
estimates are very much approximations based on certain rather
arbitrary assumptions.

The Civil Service
Sex-differentiated

scales
£

(i) Where men, irrespective of whether they
are married or single, receive a higher
rate of pay than women, the cost of
applying the higher rate to women
Marriage-differentiated

400,000

scales

(ii) Where married men have a higher rate
of pay than women and single men, the
cost of applying the married scale to
women

.

and single men
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850,000

A II-women

grades
£

(iii) Cost of making possible related adjustments in the salaries of all-women grades

650,000

Total estimated annual cost in the civil service

£1,900,000

In relation to the cost shown at (ii) above, it is estimated that
£575,000 is the cost of applying the higher scale to women and
£275,000 the cost of applying the higher scale to single men. The
principal grades included in the estimated cost of applying possible
related adjustments to the salaries of all-women grades are those of
Clerical Assistant and Telephonist.
The Teaching

Profession

The pay of teachers is at present differentiated on a marriage basis
in favour of married men. Single men, single women and married
women are paid at lower rates than married men. The estimated cost
of applying married men's scales to each of the three categories at
present paid on the lower rates is as follows :
Cost of placing single men on married men's scales
Cost of placing single women on married men's scales
Cost of placing married women on married men's scales

£1,648,000
£2,781,000
£2,221,000

Total annual cost in the teaching profession

£6,650,000

Of the £4,429,000 estimated as the cost of placing single men and
single women on married men's scales, £592,000 would accrue to
male religious teaching communities and £967,000 to female religious
teaching communities.
The Local

Authority

Service

The pay of Clerical Officers in the local authority service is, as
explained in paragraph 91, differentiated on the basis of marriage.
The estimated annual cost of abolishing such differentiation is
£100,000. In addition, the cost of making possible related adjustments
in the pay of all-women grades could amount to a further £100,000.

The Health Service*
The estimated annual cost of applying equal pay in the health
service, in those grades in which pay is differentiated on the basis
of sex (Psychiatric Nurse and Female Attendant) is £350,000. In
the case of psychiatric nurses, the present differentiation of pay
on the basis of sex is already being removed on a phased basis.
In addition, the annual cost of abolishing the present marriagedifferentiation of pay in the Clerical Officer Grade is approximately
♦The figures shown for the Health Service include the estimated cost in Voluntary
Hospitals.
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£95,000. Possible repercussions on the pay of all-women grades
(excluding nurses) could amount to a further £140,000 a year.

The Department of Finance has indicated, in response to an enquiry
from the Commission, that if the pay of General Trained Nurses and
Probationer Nurses were adjusted on the same basis as that used in
estimating adjustments in the pay of female Psychiatric Nurses, the
annual cost could approach
Garda

£1 million.

Síochána

The estimated annual cost of abolishing the present system of sex-

differentiationof pay in the Garda Síochána is £4,000.
The State-Bodies
119. The Commission issued questionnaires to 41 of the principal
State-bodies (those employing 20 or more staff) requesting them to
supply information concerning, among other things, the number and
pay of female personnel and of male personnel engaged on work
the same as or similar to that being performed by females in their
employment in order to enable us to estimate the likely cost of
applying equal pay in this sector. Thirty-six of the bodies replied to
the questionnaire and only one of these refused to supply all the
information requested. The five bodies that did not reply to the
questionnaire were all small concerns and it is very unlikely that they
would have any noticeable impact on the overall cost figures.

120. We have estimated the likely cost of equal pay in the mixed
grades in the State-bodies i.e. those grades in which men and women
are performing the same work but at different rates of pay, and,
as in the case of the estimates for the public service, supplied by the
Department of Finance, we have also estimated, where appropriate,
the repercussions which might ensue in relation to the pay of allwomen grades if the pay of female officers in the mixed grades is
increased. We have taken account also of the possible effect on the
pay of all-women grades in the Skate-bodies if the pay of all-women
grades in the Civil Service is adjusted on the introduction of equal pay.
121. The estimated direct cost of equal pay in the mixed grades
in the State-bodies is approximately £280,000 a year. If the staff
organisations involved were to be successful in obtaining related
adjustments in the pay of all-women grades within the concern or
increases consequent to possible adjustments related to equal pay in
the rates for all-women grades outside the concern (e.g. in the civil
service) the additional annual cost could amount to as much as
£700,000. The cost of equal pay in the State-bodies can, accordingly,

be expected to fall within a range of from £280,000to £1 million
a year. This represents an increase of from approximately 3% to 11%
in existing female labour costs. The estimated annual cost is the cost
of the full application of equal pay without reference to phasing.
The annual cost in the phasing-in period would be proportionately
smaller.
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CHAPTER 11
THE IMPLICATIONS OF EQUAL PAY
122. The introduction of equal pay will have significant implications, both for women themselves and for the community as a whole.
It is not possible, however, to predict accurately what these will be
and we must therefore confine ourselves to a general consideration of
some of the potential implications of equal pay without being able to
draw precise conclusions.
The

of Equal

Advantages

Pay

123. The advent of equal pay may be expected to produce some
or all of the following

effects :

(a) an expansion of the employment opportunities for women
in skilled, technical and professional employments;
(b) a restructuring of the female labour force with the general
effect of promoting a more efficient use of women workers;

(c) increases in female labour productivity;
(d) contribute

to relieving shortages of labour in the economy;

and

(e) an increase in the real output of the economy and perhaps
a moderation of the rate of inflation generally (in so far as

(d) is achieved).
These effects are all potential long term advantages to women and to
the community which might be expected to result from the implementation of equal pay. The way in which each of them might be
brought about and how they could affect the female labour force
and the community is considered in paragraphs 124 to 135. There
are also potentially adverse effects which might result from the
implementation of equal pay and these are considered in paragraphs

136 to 153.
Equal Pay and Employment

Opportunity

124. The structure of the female labour force in Ireland, as in
most European countries, is substantially different from that of the
male labour force. As noted in Chapter 5, the employment of women
tends to be confined to a comparatively narrow range of occupations,
with, on the whole, lower levels of skill and responsibility. This
situation has, in part, a rational economic basis so long as women
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are paid less than men for performing similar work. On the one hand
men in skilled occupations have discouraged the entry of women

into those occupations in order to protect against 'kjob dilution " by
relatively cheap female labour. On the other hand employers who
must choose between a man and a woman when making investment
decisions in regard to training or apprenticeship will take account
of the fact that, in general, men have considerably longer working

lives than women and will tend to discriminate in favour of the man
since the investment will yield returns over a longer period of time.
Equal pay would undermine the first of these sources of discrimination and would probably erode the latter in the long term.
125. The traditional reason for men's reluctance to permit women
to enter predominantly male occupations has been the fear that
skilled trades might be swamped by cheap female labour which
would displace male labour and force wage rates down. The advent
of equal pay would, however, prevent such job dilution as, by
definition, female labour would not be relatively cheaper to employ
than male labour and could not therefore be expected to force a
reduction in the rates for men. In most skilled occupations there are
shortages of labour and it is very unlikely that male labour would
be displaced from such occupations by women, particularly in view
of the prejudice of employers in favour of men in most skilled
manual employments. Indeed some of the skilled trades could absorb
fairly large numbers of women, thus reducing labour shortages, and
the same is true in many other manual and non-manual occupations
which are at present reserved for men. This type of development
would be in the interests of the economy as well as those of women.
There are no serious physical, economic or technical reasons why
women should not become, for example, skilled electricians, welders,
toolmakers, etc. just as, at present, they are entering skilled employment in areas such as automatic data processing and electronics and
the principal bar to the entry of women into the skilled occupations

under equal pay would be prejudice. Similar arguments apply to
technical and professional employments. The economic basis for
excluding women from traditional male occupations only really
carried weight in a situation of substantial unemployment and

occupations in this category to-day tend to consist of unskilled jobs
which are often physically arduous and therefore not the type of

employments in which women would particularly value a widening of
job opportunity. It is reasonable to conclude, accordingly, that equal
pay would go some way towards widening job opportunities for
women by removing the economic basis of the restrictions on their
entry to many employments.It is likely, however, that progress in this
direction will be gradual, particularly in the craft trades, since the

attitude of men to the entry of women into traditional male employment is frequently based on prejudice as well as a genuine fear of job
dilution. However, once the rational basis for restriction is removed

by equal pay the irrational basis for restriction would tend to
diminish. The principal method of opening up such opportunities for
women is to ensure that there is no discrimination on the basis of sex
in accepting entrants to training schemes and apprenticeships.
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126. Employers, also, tend to discriminate against women in many
jobs which require an investment in training or in apprenticeship
since the longer working life of the average male worker promises a
return on the investment over a longer period of time. In general,
women tend to have a shorter working life than men due to family

responsibilities which may end their working life at an early stage
or interrupt it for a considerable period. Expenditure on training
and education is essentially an investment in human capital and the
longer that capital remains productive the more attractive is the
initial investment. Equal pay will not, in itself, remove this disability
facing women workers and it may indeed appear to reinforce the
economic basis for discrimination. Equal pay may, however, supply
the conditions under which women will be encouraged to make
arrangements which will minimise the disability. Women who wish
to enter an occupation which requires prior training or education
must attempt to ensure that their prospective working lives are
reasonably comparable to those of men if they wish to be treated
equally with men in so far as investment in training decisions are concerned. The problems for women in this respect centre around
methods of enabling continuity of employment and at the same
time ensuring that any family responsibilities which they may have
can be satisfactorily discharged. Such facilities as domestic help,
nursery schools, school and canteen meals, creches etc. are all
examples of the kind of facilities which could permit a married
woman to work continuously throughout the greater part of her
working life. The advent of equal pay, because it would make the
prospect of high grade employment more attractive to women and
because it would go some way towards opening up a wider range of
job opportunities may encourage women to take the necessary steps
to enable them to work with reasonable continuity and thereby
remove the present basis of discrimination against them in occupations requiring apprenticeship or other training.
127. The arguments set out above suggest that equal pay could
significantly widen the range of job opportunities open to women by
directly and indirectly removing certain disabilities which affect them
at present. The advantages of such a situation for women are clear.
The widening of job opportunities would permit women to enter more
skilled, better paid and more satisfying employments; the advantages
to the community are less obvious but nonetheless substantial.
Equal Pay and the Structure of the Female Labour Force

128. To the extent that equal pay has the effect of widening the
range of job opportunities open to women, and women take advantage of these new opportunities, the structure of the female labour
force will alter. This restructuring of the female labour force can be
expected to have the effect of allocating women to jobs having regard
to their qualifications and their capacity rather than in relation to
their sex. Female labour would, accordingly, be utilised more

efficiently than at present. The real output of the economy could be
expected to increase as a result because skills and abilities which are
at present underutilised would become available and the efficiency
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and productivity of the female labour force would be enhanced. This
is how the community as a whole could benefit from the implementation of equal pay. In this context it may be noted that while there

is a substantialfinancialinvestmentby the State in the education of

girls, women do not have equality of opportunity in employment.
This situation results in the State failing to secure an adequate social
return on its investment. In so far as equal pay has the effect of
widening the employment opportunities open to women and brings

about a situation in which female labour is efficientlyutilised then
the social return to the investment of the State in the education of
girls will be improved.

129. Within the context of the general improvement in the
effiiciencyof the female labour force which might be expected to
follow the introduction of equal pay and a widening of training and
job opportunities for women, there is one effect worthy of special
note. This concerns the position of married women who possess
skills of value to society and who might be attracted to re-enter
employment when their family commitments permit under equal
pay but who would remain outside the labour force under unequal
pay. To the extent that this effect is realised valuable skills which
would otherwise be lost to the community would be restored.
Equal Pay and Female Labour Productivity

130. Female labour productivity may increase directly as a result
of the implementation of equal pay or indirectly as a result of a
more efficient use of women workers by employers in response to
their increased relative cost. Direct improvements in female labour
productivity as a result of equal pay are, however, unlikely to be
significant. It has been suggested that equal pay would reduce rates
of absenteeism and turnover among women workers and generally
increase their morale and commitment to the job, thereby increasing
their productivity. There is no evidence that these effects have been
recorded in countries which have introduced equal pay and the
proposition does not appear to be valid. It is very likely, however,
that equal pay will encourage employers to utilise female labour
more efficiently than before and that this will result in improved
female labour productivity.

131. Equal pay will have the effect of increasing the cost to
employers of each unit of female labour whose pay is increased to
parity with men. It follows, therefore, that employers will have an
incentive to utilise female labour more efficiently and there are a
number of ways in which this might be done. In the first place
employers may find it worthwhile to increasingly mechanise the
jobs which are currently performed by women. If this happens,
capital/labour ratios and female labour productivity would tend to
rise. Secondly, employers may investigate ways of improving productivity by a general reorganisation of working methods and more
intensive training. Studies carried out in Britain have shown that in
some industries employing a large proportion of women workers
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there is a very substantial potential for improving female labour
productivity.1 For example, in the Clothing industry it was estimated
that there was scope for increasing labour productivity by about
50% on average. Productivity increases of this order would, even on
the highest estimates of the cost of equal pay to the Clothing industry
in Britain (about 34% increase in total labour costs) more than
offset the cost of equal pay and lead to reduced unit labour costs.
The kind of measures which it was envisaged would be required to
realise potential productivity gains in the Clothing industry in Britain
were—"improved materials handling, extended mechanisation, and
improved layout around the sewing machine, the use of advanced
work study techniques which stimulate a disciplined and concentrated
approach to method study; better production planning and better
training for supervisors and operatives ".2 The example quoted is not
necessarily typical of industry in Britain and much less so of Irish
industry but it does emphasise the fact that the British experience
indicates that there is considerable scope for increasing labour productivity if managements take appropriate measures. Potential productivity gains exist independent of equal pay for women but it may
well be that the impact of equal pay will stimulate management to
take steps to implement measures designed to improve labour
productivity and thereby to neutralise the effects of equal pay on
unit labour costs. It is obviously a matter which should be closely
investigated by any committees of employers and trade unions which
may be established to arrange the implementation of equal pay in
various employments. The merit of a programme of this kind would
be that it would minimise the impact of equal pay on unit labour
costs, and would involve a minimum reduction in female employment
and a minimum increase in prices as a result of equal pay. In the
case of the British Clothing industry mentioned above, full implementlion of the productivity scheme would enable the industry to reduce
prices or increase female employment after equal pay. In such a
case equal pay is self-financing and therefore costless so far as the
economy is concerned.

132. In addition to the increases in female labour productivity
which might be expected to result from the effects noted above there
is of course a considerable potential for increases in female labour
productivity consequent on any changes in the structure of the female
labour force. It is in this area that the most substantial long term
productivity

gains from equal pay may accrue.

Equal Pay and Labour Shortages

133. In many industries and occupations, particularly in the commercial and service sectors, shortages of female labour have become

increasingly acute since the early 1960's as a result of a general
growth in the demand for women workers and a simultaneous decline
1See "Your Future in Clothing" and "Attainable Production Targets" published
by the National Economic Development Office, London.

2 E. A. Morgan. "The Impact of Equal Pay for Women in the Clothing Industry"

Clothing Institute Journal Vol. XVIII.
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in the supply.'"Scarcity of female labour may be expected to intensify
in the future unless female participation rates increase. An important
factor in increasing female participation

rates, and therefore allevi-

ating female labour shortages, is likely to be a rise in women's pay.
rates have been shown to be sensitive to excess

Female participation

demand for female labour,3 and while there is no empirical evidence to
show that participation

rates are also sensitive to changes in wages in

Ireland, it seems quite certain that this would be the case.4 Equal
pay may, therefore, have the effect of increasing the supply of labour,
by increasing female participation rates, in those employments where
women will benefit from it. To the extent that this is the case, labour
shortages will be reduced or eliminated and firms and industries
which could expand output but for shortages of female labour would
be able to do so and, therefore, increase the real output and income

of the economy. It is frequently held that the supply of married
female labour is income inelastic, in other words that the supply of
such labour is not responsive to increases in income attainable. This
argument holds that married women work for a target income and
that if the rate of pay is increased they will simply reduce their work
input so as to earn the target income with less effort. It is not
possible to evaluate this argument here but experience in the U.S.A.
suggests that it is not valid.5
Output

and Inflation

134. A similar effect to that noted in paragraph 133 would occur
if equal opportunity is brought about as a result of equal pay.
Shortages of labour in hitherto exclusively male employments could
be significantly reduced if females are permitted to enter these employments. Output could then be expanded, and the real output of
the economy increased to the extent that labour constraints on production are reduced or eliminated.

135. In so far as equal pay relieves shortages of labour

in the

economy, output will be permitted to expand. In addition, the relief
of labour shortages could serve to moderate the rate of wage inflation
to some extent since it appears that the rate of wage inflation is
partly determined by shortages of certain types of labour.6
Adverse

Effects

of Equal

Pay

136. The following adverse effects may result
duction of equal pay:
(a) a rise in the domestic price level;

from

the intro-

(b) displacement of female labour from employment;

(c) indirect " spillover " and " facility " costs.
3 See B. M. Walsh. "Aspects of Labour Supply and Demand, with special reference to the Employment of Women in Ireland" read before the Statistical and
Social Inquiry Society of Ireland on 7 May, 1971.

4 U.S. studies indicate that this is so. See W. G. Bowen and T. A. Finegan. "The
Economics of Labour Force Participation," Princeton, 1969.
5See C. Cain. "Married Women in the Labour Force," Chicago 1966.
6 See C. Mulvey and J. Trevithick. "Wage Inflation, Causes and Cures" Quarterly
Bulletin of the Central Bank of Ireland. Winter 1970.
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Equal Pay and Prices
137. The introduction of equal pay will increase female wage costs
to employers and these increased costs may be passed on to consumers by way of increased prices or they may result in a loss of
employment for women. Estimates of the likely effect of equal pay
on prices in each sector of manufacturing industry, assuming no
redundancy among women and no increase in female labour productivity, are set out in Appendix G. Those estimates indicate that
the overall increase in the general price level would range from
3-6% to 2-4% over a phasing-in period of five years and this yields
an annual increase in the general level of prices over that period of
between 0-7% and 0-5%. It is important to emphasise that any
increase in female labour productivity after the introduction of equal
pay would have the effect of reducing this estimated increase in
prices.

138. A rise in prices will generally
(a) a redistribution

result in :

of income in a regressive manner;

(b) additional inflationary pressure;
(c) a possible adverse effect on the balance of payments.

The likely effects under these headings of a rise in the level of prices
of the magnitude estimated in Appendix G are considered below.

Price Increases and the Distribution

of Income

139. Any increase in the general level of prices will cause a
redistribution of income in the community unless all incomes rise
in the same proportion. In so far as equal pay implies special pay
increases for women, over and above those granted to men and
women alike, then the cost of these increases will be borne mainly
by the remainder of the community in the form of reduced real
incomes. Since the annual rate of price increases associated with
equal pay is small, this effect will be negligible. For example, a social
welfare recipient whose income is £5-00 per week would suffer a

reduction in real purchasing power of 3|p per week as a result.
A worker earning £15-00 per week would suffer a reduction in real
purchasing power of 10|p per week and a worker earning £30-00
per week would suffer a reduction in real income of 21 p and so on.
The sums involved are small and their annual impact is not significant
when compared with the price increases associated with indirect
taxation, increased general wages, etc. in recent years. It may therefore be concluded that the redistribution of income likely to be
associated with the estimated increase in prices as a result of equal
pay would be negligible but nevertheless mildly regressive.

Inflation
140. Since the economic advice available to us (sec Appendix G)
indicates that the average annual price rise directly associated with
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equal pay would be relatively small, it should not contribute substantially to the inflationary process generally.* It is likely, however,
to make a more substantial contribution in one or two peak years
of the movement towards equal pay. In these years it will be particularly important, as we have pointed out in paragraph 92, to make
room for the movement towards equal pay by restraint in pay claims
on other grounds.
The Balance

of Payments

141. An increase in the Irish price level relative to the prices of
our trading partners would tend to make Irish exports less competitive in foreign markets and foreign imports more competitive in
the domestic market, with a consequent adverse effect on the balance
of payments. It is by no means certain, however, that equal pay
will cause any relative rise in the Irish price level. Most other countries with which we trade, and expect to trade with in the future,
particularly Britain and the EEC countries, are committed to implementing equal pay. The EEC countries have already made some
progress towards this objective but all of them appear to be still
short of full implementation of the principle (see Chapter 7). There
is no doubt, however, that these countries have considerably less
ground to cover in achieving equal pay than Ireland. Britain, the most
important of our trading partners at the moment, is only in the first
stages of implementing equal pay in industry. Thus, while the Irish
price level will increase as a result of equal pay over the phasing
period the price levels of our main trading partners will also increase
over some part of that period as equal pay is progressively implemented. The relative rise in the Irish price level as a result of equal
pay will accordingly be less than the absolute rise. It is not possible,
however, to estimate the relative rise in the Irish price level (if any)
which will occur over the phasing period since we cannot predict the
behaviour of prices abroad nor the relative rates of increase in female
productivity.

142. Since no estimates of the impact of equal pay on the relative
position of the Irish price level can be made and because there are no
reliable estimates of the elasticity of demand for Irish exports we
cannot estimate the effects of equal pay on the balance of payments. In
addition, the prospect of entry into the EEC within the period of

implementation of equal pay would substantially alter the trading
position of the Irish economy and raise the type of uncertainties
which would make any attempt to predict balance of payments effects
highly speculative. It is only necessary to re-emphasise that the price
increases associated with equal pay are small compared with the
overall rate of price inflation which has taken place in recent years
and are therefore unlikely to be a major force influencing the balance
of payments.
*In the opinion of Mr. Daniel J. McAuley, a member of the Commission, the
potential inflationary consequences of introducing equal pay will be more serious
than indicated in this Chapter particularly when regard is had to possible spillover
effects.
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143. The effect of equal pay on export and import competition in
individual sectors of manufacturing industry cannot be accurately
predicted for the same reasons as given in paragraph 142. It is,

however, worth commenting on the position of the Clothing sector

It can be seen from Appendix G
(Hosiery/Clothing/Shoes/Leather).
that this sector will feel the impact of equal pay to a far greater
extent than any other sector of manufacturing

industry as the total

price increase required to reflect the full costs of equal pay (6-7%)
is more than double the next highest sectoral increase. The employers
in this sector who responded to the questionnaire in the Commission's
sample survey on the cost of equal pay indicated that they would
pass on the full cost in the form of increased prices and, apart from
any increase in labour productivity, a price rise of 6-7% for the sector
seems likely. This price rise reflects rather different relative contributions from the different industries in the Clothing sector; Shoes,
Leather and Hosiery will tend to contribute considerably less to the
sectoral price increase than will Clothing. International competition
in Clothing is strong and the firms sampled in the survey have
expressed concern over loss of competitiveness. It should however,
be borne in mind that about 75% of the sector's exports now go
to Britain and that Britain is also committed to implementing equal
pay. Irish Clothing exports should not, accordingly, experience a
significant loss of competitiveness in comparison with domestic
British products as a result of equal pay. Foreign imports to Britain
might, however, undercut both British domestic and Irish export
clothing products on the British market. In so far as the Irish
domestic market is concerned, a very high proportion of our clothing
imports come from Britain and since the price impact of equal pay

on British clothing prices is likely to equal that recorded here for
the Clothing sector, British clothing imports are not likely to significantly improve in competitiveness here although, once again, both
could be undercut by foreign imports into the domestic market.
Tariffs will, however, afford a measure of protection for the Clothing
industries in both countries and limit the extent to which foreign
clothing products can penetrate either domestic market. Excluding
therefore the position which might obtain in the EEC, the impact
of equal pay on the competitive position of the Irish Clothing sector
is not likely to be very serious. The special position of the Boot
and Shoe industry which is included in the Clothing sector in the
comments made above requires mention here. This industry is at
present experiencing serious unemployment as a result of increasing
external penetration of the domestic market. It is worth noting,
however, that on the basis of the most recent Census of Industrial
Production data—1967—the estimated cost of equal pay to the Boot
and Shoe industry is considerably lower than that for any other
industry in the Clothing sector and there is no reason to suppose
that this situation is any different today. Accordingly, all the arguments which apply to the Clothing sector generally in relation to
equal pay and external competition apply with even greater force

in the Boot and Shoe industry. Should the industry decline further
in the future it will not be as a result of the impact of equal pay
so long as the British industry is similarly affected.
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144. The next highest price increase as a result of equal pay can
be expected to occur in the Textile industry. While most Irish textile
exports go to Britain a much small proportion of textile imports
come from there. The effects of equal pay on the competitive position

of this industry are therefore uncertain but it is worth noting that
none of the 15 respondents in the Commission's sample survey on
the cost of equal pay expressed the view that the competitive position
of the industry would deteriorate when listing their views as to the
disadvantages of equal pay. Paper and Printing is the sector estimated
to experience the next highest price rise in response to equal pay,
and since most of our trade in this sector is with Britain, where prices
will also be affected by equal pay, similar arguments as apply to
Clothing apply to Paper and Printing also. For the remainder of
manufacturing industry the estimated price increase is small and
therefore likely to have negligible effects on sector competitiveness in
international

trade.

145. Since we have few estimates of the cost of equal pay for the
non-manufacturing sectors of the economy little can be said about
their trading prospects under equal pay and notably about those of
the Commercial and Service sectors. Agriculture will be virtually
unaffected. Non-manufacturing industry (such as electricity supply,
building, etc.) is also free of external competition and would therefore
remain largely unaffected.
146. In general, therefore, we do not foresee any significant
deterioration in the international competitive position of the Irish
economy as a result of equal pay. The most vulnerable sector,
Clothing, appears to be protected from any serious adverse competitive effect by the equal pay provisions being introduced in Britain
and by tariffs. For the remainder of the economy the effects of equal
pay on the competitive position appear to be slight.
Equal Pay and Female Employment

147. Equal pay will raise the cost to employers of each unit of
female labour affected and this could cause employers to reduce the
number of women they employ and replace them with male labour
or with machinery. This displacement effect can be expected to occur
only to the extent that unit female labour costs rise in response to
equal pay and would be reduced by any increase in female labour
productivity. Certain European countries have, however, experienced
a reduction in female employment after embarking on programmes
of equal pay.7

148. When the pay of women is raised to parity with men, employers will either reduce the number of women they employ or
increase prices in order to protect their profits. The allocation of the
7 See A. Codazzi. "Problems
"Employment

of Women."

of Equal Pay for Men and Women Workers"

OECD,

1970. pp. 146-147.
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in

cost of equal pay between reduced female employment and increased
prices depends on the elasticity of demand for female labour in each
industry. While there are no reliable estimates of the elasticity of
demand for female labour in Irish industry the results of the Commission's sample survey on the cost of equal pay indicate that the
demand for female labour is highly inelastic. This means that a rise
in women's pay would not bring about a substantial reduction in the
level of female employment in industry. Under the broader of the
two definitions of equal pay used in our survey (i.e. if all women were
paid as if they were men), the total estimated displacement of women
workers in manufacturing industries in response to the full impact of
equal pay was less than 10%. If this estimate is at all accurate
then the maximum displacement of female labour from manufacturing industry in each year of, say, a five year phasing-in period,
assuming no rise in productivity, would be 2%. There is, however,
every reason to suppose that this figure would not represent a net
displacement of female labour after equal pay has been implemented
since there will be compensating increases in female employment

elsewhere. In addition, it appears likely that, in the long term at
least, female labour productivity will increase as a result of equal
pay. To the extent that such productivity increases occur, the impact
of equal pay on unit labour costs will be reduced and the displacement effect moderated. The relatively small predicted gross displacement effect in industry, when set against the existence of labour
shortages in many employments at present, and the potential
employment-increasing effects of equal pay in the areas of pro-

ductivity growth and a widening of job opportunities, does not lead

us to believe that there would be any significant net displacement
effect in female employment as a result of equal pay. In this context
it should be noted that in those countries which have experienced
reduced female employment following the introduction of equal pay,
primarily Italy, special factors which do not apply to Ireland have
contributed to this effect.

149. A different type of displacementeffect than that discussedin
paragraph 148 which, it is claimed, may have occurred in the United
States, may be described as a downward displacement effect. This
effect would occur where women who were displaced from employment as a result of equal pay would be required to seek employment
in some other less favoured occupation. It will be necessary
to observe whether some effect of this kind does occur in Ireland

after equal pay is introduced and to take appropriate action if it
does.

The Indirect Costs of Equal Pay

150. The matters discussed so far have dealt only with the direct
effects of equal pay. Certain indirect effects may, however, result
from the introduction of equal pay. These effects, which may be
described as " spillover costs " and " facility costs " are mentioned
below.
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Spillover

Costs

151. It is possible that female workers in occupations where no
equal pay increase is applicable and male workers may attempt to
secure wage increases of a similar order as those awarded to women
who come within the scope of the equal pay provisions. This would
have the effect of preventing any real progress towards equal pay
and would magnify any price effects associated with it. The danger
of such spillover effects is particularly serious in Ireland as a result

of the strong attachment of Irish workers to the notion of traditional
wage differentials. It is not possible to evaluate this risk and we can
only suggest that the trade unions firmly resist pressure from their
members to seek wage increases which would effectively negate the
objective of equal pay.

Facility Costs
152. In order to take advantage of any widening of job opportunities which occurs after equal pay, women will have to make
arrangements to enable them to work regularly should they wish to
do so and at the same time satisfactorily discharge family and
domestic commitments. The provision of maternity leave, creches,
day nurseries, domestic help, school meals etc. would be necessary
in order to permit this. Certain of these costs may be borne by
women themselves, some by employers and some by the State. The
extent of such costs will only be known, however, when it is apparent
to what extent women do in fact respond to equal pay by seeking
the facilities required to permit them to work with reasonable continuity.

153. Neither set of indirect costs can be quantified and experience
in these matters elsewhere is extremely varied. Localised spillover
costs of a kind, resulting from individual collective agreements, have
been experienced in a number of the continental countries but they
do not appear to have become a serious problem. Certain facility
costs have been incurred in most European countries but no general
pattern has emerged since the type and extent of the facilities provided varies greatly between and within countries. While spillover
costs may or may not be incurred after equal pay, there will certainly
be a demand for the kind of facilities discussed above in the long
term after equal pay. We shall deal with this matter in greater detail
in our final report.
Conclusions

154. Some of the possible effects of equal pay have been discussed
in this chapter but it is not possible to predict with any certainty
the exact effects its introduction will have. The task of clearly distinguishing these effects from the multitude of other influences at
work in the economy is so difficult as to be virtually impossible. The
experience of other countries is not well documented and, in any
case, variations in economic, social and institutional circumstances
in different countries obviously affect the pattern of events which
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equal pay may be expected to bring about. We are, however,
reasonably confident that there are considerable advantages to be
gained from equal pay both for women themselves and the community as a whole. It is necessary to note, however, that the
advantages of equal pay are likely to accrue mainly in the long-term
while most of the adverse effects will occur within the phasing-in
period. In the short-term, therefore, the net impact of equal pay may
be expected to be adverse but, over time, the balance of effect should
become progressively more favourable.

79

CHAPTER

12

ADJUSTMENTS IN TAXATION AND SOCIAL WELFARE
ALLOWANCES ON THE INTRODUCTION OF EQUAL PAY
155. We have received written and oral submissions concerning
discrimination against women, married, single and widowed, in the
existing taxation and social welfare codes. We are considering these
matters and our detailed recommendations on them will be contained
in our final report.

156. Apart, however, from specific instances of discrimination
against women in these codes as at present constituted, we have
had under consideration the broader question of whether sufficient
account is taken in them of the position of the family in which the
mother relinquishes paid employment in order to care for a number
of dependent children or where paid help must be obtained if she
is to continue working outside the home. While this interim report
is mainly concerned with the arrangements necessary to secure
equality of treatment in the matter of pay between men and women
in employment we feel it is desirable also that we should refer to
the problems which must be faced if the introduction of equal pay
is not to accentuate further the present undervaluation of the role
of the mother and housewife in a large family. Similar considerations
apply in the case of single women who are unable to take up
employment because of the need to care for aged or infirm members
of a family or to look after younger children where the parents have
died or are chronically ill. The difficulties are accentuated in the case
of widows and deserted wives with dependent children.
157. In addition to the considerations outlined at paragraph 156
above, we have already referred in Chapter 6 (paragraph 50) to the
fact that there appears to be a substantial body of opinion that the
successful introduction
of equal pay will require accompanying
changes in the existing taxation and social welfare codes to provide
against a lowering of the relative standard of living of persons with
dependants and that unless such changes take place it is likely that
there would be subsequent pressures to restore the former differentials.

158. Table 14 on page 81 compares the net income (gross earnings
less tax and social welfare contribution) of a single man earning, for
example, £1,400 a year and a single woman earning £750 a year,
to be raised to £1,000 a year, when equal pay is introduced, with
the net income of a married man whose wife is working full-time or
part-time or not at all, with various numbers of dependent children and
with the net income of a widow with and without dependent children.
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The difference in the equal pay earnings (which are purely notional
figures) for men and women used in the example takes account of the
fact that women's earnings are, on average, relatively lower than
men's, due, among other things, to their heavier concentration in the
lower age groups, their comparative lack of opportunity in skilled employment, and the fewer number of hours a week which they work as
TABLE 14
Comparative Net Income of single men, single women, married couples with and
without children, and widows with and without dependent children, assuming
situations of unequal pay and equal pay (manual workers)
Gross Pay

Case

Unequal
Pay

Net Income*
Equal t
Pay

Unequal
Pay

Equal
Pay

1,400
750

£
1,400
1,000

£
1,082-82
607-30

£
1,082-82
791-85

1,400
750 2,150

1,400
1,000 2,400

1,679-65

1,842-15

1,400
1,400
1,400
1,400
1,400

1,400
1,400
1,400
1,400
1,400
1,400
1,400

1,14410
1,198-60
1,258-60
1,324-50
1,39100
1,457-20
1,49100

1,14410
1,198-60

1,258-60
1,324-50
1,39100
1,457-20
1,49100

1,800
750
750

1,400
540 1,940
1,000
1,000

1,545-45
846-55
94705

1,648-70
1,03110
1,131-35

750

1,000

1,057-30

1,238-35

3 children

41200

41200

tory
4 children
widow's pen5 children
sion
and children's

473 00

473 00

53400

53400

59400

59400

Single man
Single woman

Married
children,
full-time:

..
..

couple,
wife

man
..
woman

..
..

no

working
..
..

Married couple, wife not
working

+ 1 child

..

..

1,400

..

..

1,400

+ 2 children
+ 3 children
+ 4 children
+ 5 children
+ 6 children

..
..
..
..
..

Married
+
couple
2 children, wife working

part-time :
man

..

1,400

woman

..

400

Widow working

Widowworking+ 1 child
Widow working
children..
Widow not
working

+ 2

(contribu-

allowances
only)

-f 6 children

♦Net Income equals gross pay less tax (assuming all children under 11 years of
age) and social welfare contributions, plus social welfare benefit (children's allowances and widow's contributory pension as appropriate). Widow's contributory
pension plus children's allowances in the case of a non-working widow. It is assumed
that there is no private source of income.
|The difference in the equal pay earnings (which are purely notional figures) for
men and women used in the example above takes account of the fact that overall
women's earnings are, on average, relatively lower than men's due, among other
things, to their heavier concentration in the lower age groups, their comparative

lack of opportunity in skilled employment, and the fewer number of hours a week
which they work as compared to men.
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compared to men. Table 15 on page 83 shows how the net income
in each case compares with a standard of " adequate " income on
the assumption that a woman's full-time earnings of £1,000 a year
under equal pay might, for the purpose of this example, be regarded
as adequate for a single person. The " adequacy " scale used is a
composite one based on scales formulated in the USA and by the

International Union of Family Organisations. It is intended to show
the income needed in each case to pay for the same standard of living
as the single person has.

159. The tables show that at present, in a situation of unequal
pay, three broad categories of income level can be distinguished. The
most favoured group includes single men, married couples without

children where the wife is working full-time outside the home and
working widows without dependants who are in receipt of a contributory widows' pension. In the second category are found single women,
married couples without children or with one child where the wife
is not working, married couples with two children where the wife is
working part-time and working widows (again with contributory
pension) with one or two children. The third category—married
couples with three or more children where the wife is not working
and non-working widows with the same number of dependants shows
a heavy shortfall from " adequacy ". With the full implementation
of equal pay, single women in positions where equal pay is applicable
will join single men in the relatively better-off class and the position
of married couples without children, where the wife is working fulltime, and that of working widows without dependent children,
becomes even more favourable. On the other hand there is a serious
deterioration in the relative standard of living of married couples
with a number of dependent children where the wife is not working
and in the position of non-working widows with three or more
children.

160. It may well be possible in the case of married couples, or widows,
with two children or less for the mother, if she so chooses, to work at
least part-time except when the children are very young. While we
are certainly not advocating that the mother of, say, two children,
who wishes to devote her full time to the home should be forced
into employment, the central problem is, we feel, that of the family
with three or more children where either the mother will usually be
working at home or paid home help must be arranged if she is not.
It appears to us that a major priority, especially with the introduction
of equal pay, should be to raise sharply the income of families in
this position. This can be done by way of increased income tax
allowances and/or by adjustment of the existing social welfare
children's allowances or perhaps by the introduction of a minimum
family income.

161. The points raised in the preceding paragraphs of this Chapter
will, we hope, emphasise the very great importance we attach to the
question of providing adequate additional income in respect of depen-
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danís on the introduction of equal pay. The financial and administrative implications of the whole range of issues which arise in this area,
however, require detailed consideration in consultation with various
Government Departments and with associations of employers and
workers. Our recommendations on these and other matters such as
occupational pension schemes and sickness benefit schemes will be
formulated in the light of these consultations and will be contained
in our final report.
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CHAPTER 13
THE MARRIAGE BAR: RESTRICTIONS ON WOMEN'S
EMPLOYMENT
162. We are examining the general issues affecting the employment of married women, including the institutional and other arrangements that are necessary if married women are to have equal opportunities in regard to employment and we will deal with these matters
in our final report. We have decided, however, to refer briefly in this
report to the compulsory retirement of women from employment on
marriage as we feel that this matter is closely associated with the
question of equal pay. It is frequently argued, for instance, that one
of the reasons why women are paid less than men and have not
got the same opportunities for advancement in their employment is
that employers are not prepared to invest in training them to the
same extent as men because the majority of them will not continue
in employment after marriage.
163. The

1966

Census

of

Population

showed

that

the

great

majority of married women do not work outside the home. Only
25,800 married women (excluding widows—27,900) were returned as
gainfully occupied, representing approximately 6% of all married
women and 9% of the total female labour force. It is probable, however, that there are many married women in part-time employment
who are not included in these figures. The Commission's investigation
of the cost of equal pay and related matters referred to in paragraph 9 showed that among the 61 firms in manufacturing industry
from which returns were received, a weighted average of 15% of the
female labour force was married. There were, however, wide
divergencies in the figures, ranging from 2% in Chemicals and Soaps

to 41% in the Food Industry. Outside Agriculture

only 23,000

married women were gainfully occupied, of whom 17,000 were classified as employees. The participation rate of married women in the
labour force here is extremely low in comparison with most other
countries. Although it appears likely that the 1971 Census of Population will show a substantial increase in the number of married women
at work as compared with the 1966 level, it is nevertheless true that
tradition and social attitudes in Ireland have tended to discourage
women from remaining in employment after marriage. It is, however,
the case that there are many women who, although willing and
anxious to remain in their pre-marriage employment, are obliged to
relinquish that employment when they marry thus depriving the
economy of experienced workers, sometimes in occupations where the
skills they possess are in short supply and are difficult to replace. In
France and Italy—dismissal
three of the EEC countries—Germany,
on account of marriage is illegal. In Belgium and the Netherlands
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there are no regulations on the matter but the National Council of
Labour in Belgium has recommended the prohibition of celibacy
clauses in service contracts. The International
Convention No. Ill concerning discrimination

Labour Organisation
in respect of employ-

ment and occupation, which Ireland has not ratified, provides that
ratifying countries shall pursue a national policy designed to promote equality of treatment in respect of employment and occupation,

with a view to eliminating any discrimination. Discrimination is
defined as any distinction, exclusion
basis of, among other things, sex.

or preference

made

on the

164. Practically all the women's organisations from which we
received representations have expressed themselves in favour of the
removal of any prohibition on the employment of married women.

The Irish Congress of Trade Unions in its submission recommended
that the removal of the marriage bar in the public service should be
accepted in principle and that discussions should take place through
the appropriate machinery with the unions concerned with a view to
working out agreed procedures to this end. Of the seven civil service
staff organisations that made submissions to us, the Civil Service
Clerical Association alone had adopted a policy opposed to the
removal of the marriage bar. This Association, however, represents
a significant number of women employed in the civil service. The
Irish Local Government Officials' Union, which represents approximately 2,000 women, adopted a resolution at its annual conference
in 1971 to the effect that statutes and regulations which require
female officers to resign from the local and health services on marriage
be rescinded. We have also received notice of a resolution passed by
the Planning and General Purposes Committee of Limerick City
Council requesting the Commission to review the regulations prohibiting married women from holding posts in the civil service and
local authority employments and to recommend their abolition.
In our opinion the compulsory retirement of women from employment because of their marriage is discriminatory and wasteful of their
talents, training and experience and we recommend that a woman
should be allowed to continue in her job irrespective of any change
in her marital status. Her choice should, of course, be a completely
free one and we would not, under any circumstances, wish to see any
form of coercion brought to bear on a woman to remain in employment after marriage if she does not wish to do so.

165. In the private sector and in the State-bodies the retention of
women in employment after they marry, or the recruitment of
married women, is generally a matter for decision by the individual
employer or agreement between the employer and the trade union. In
some cases, however, women are required to resign on marriage or
there are restrictions on the number of married women that may be
employed in relation to total employment. We consider that provisions of this nature in collective agreements or service contracts
should be declared illegal and that an employer should not be
allowed to require an employee

to undertake
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to resign on marriage

and we recommend accordingly. In many instances women cease,
when they marry, to be eligible to participate in superannuation
schemes and their employment status is altered, if they are retained
in empoyment, from " permanent " to " temporary ". We see no
reason why this should be so and we recommend tiiat the exclusion
of a woman from participating in a pension scheme on the grounds
that she is married should be prohibited.

166. The Civil Service Regulation Act 1956 provides that women
employed in positions in the civil service, other than those employed
in certain excluded (non-pensionable) posts, are required to retire on
marriage. The Civil Service Commissioners Act 1956 contains a provision enabling the Commissioners, in making regulations in relation
to a competition for a position in the civil service to require that a
female candidate shall be unmarried or a widow. In relation to the
local authority service, the Local Government Act 1941 enables the
appropriate Minister to declare as a qualification for a specified office
that any woman holding the office shall be unmarried or a widow. A
relatively small number of married women are employed in the civil
service and the local service in jobs in which recruitment difficulties
have been experienced but they are employed in a temporary (nonpensionable) or fee-paid basis. These statutory restrictions on the
employment of married women in the public service in Ireland are
completely at variance with current practice in all the member
countries of the European Economic Community and in Britain.
Restrictions on the recruitment and retention of married women
in the Northern Ireland Civil Service were abolished in 1970 and
women now have the choice of continuing in employment in a
pensionable or non-pensionable capacity after marriage. We recommend that the statutory provisions mentioned and any other legislation requiring the retirement of women from employment on
marriage, or prohibiting the employment of married women, should
be repealed. We also recommend that from the enactment of this

legislation it should be illegal for any employer to compel an employee to retire on marriage or for any employer or Trade Union to
place any restriction on the recruitment or retention of married

women. We feel it should be possible to implement this recommendation and our other recommendations on this subject within
two years.

167. The foregoing recommendations concerning the prohibition of
restrictions on the employment of married women apply also in the
case of widows.

168. In regard to the remuneration of married women we recommend that they, like single women or widows, should be entitled to
equal pay with men in any of the circumstances outlined in paragraph

78.

169. We recognise that workers with dependent children have
special responsibilities which distinguish them from those who have
not got such responsibilities and that there may be special factors
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affecting their employment such as arrangements regarding maternity
leave, child-care facilities, re-entry training, seniority etc., which

require to be studied in considerable detail and in consultation with
employer and worker organisations. We have not been able, in the
time available for the preparation of this interim report, to formulate
recommendations on all these matters but we hope, as stated above,
to deal with them in our final report.
Restrictions on Women's Employment
170. There are certain restrictions imposed on the employment of
women which do not apply in the case of men. These may be divided
into two categories. Firstly there are those restrictions which prohibit
or control the employment of women in certain dangerous or unhealthy occupations and secondly there is the general restriction
placed on the employment of women on industrial work during
certain hours at night.

171. The Factories Act, 1955, is the principal legislative provision
regulating the employment of women in the first category mentioned.
The Act prohibits the employment of women and young persons
on certain processes connected with lead manufacture and sets down
the provisions under which women and young persons are to be
employed on processes involving the use of lead compounds. Women
and young persons are also prohibited from cleaning prime movers
while in motion.
We have not received any representations that the legislative provisions governing the employment of women in dangerous or unhealthy occupations should be abolished or altered in any way. We
have no information that any of these restrictions are unreasonable
and we do not, accordingly, recommend that any change be made
in them.

172. A legal restriction on the employment of women between the
hours of 10.00 p.m. and 8.00 a.m. and a provision that there must be
an interval of at least 11 hours between spells of work for them

is contained in the Conditionsof EmploymentAct 1936 (Part III
Section 46). These restrictions do not apply in the case of adult male
workers. The Act applies to workers engaged in industrial work
generally but excluding mining and certain specified categories of
employees. The Shops (Conditions of Employment) Act, 1938, which
applies to employment in wholesale and retail shops, warehouses,
hotels, licensed premises and refreshment houses (restaurants, cafes,
etc.) does not place any restriction on the night work of adult men
or women. The Mines and Quarries Act, 1965, provides for an
absolute prohibition on the employment of women underground, and,
in the case of women otherwise employed in mining, for an interval
of not less than 12 hours between periods of employment, including
a continuous period of seven hours falling between 10.00 p.m. and
7.00 a.m.

173. The Conditions of Employment Act 1936 contains provisions
enabling the appropriate Minister, following consultations with repre-
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sentatives of employers and workers, to make regulations declaring
any specified form of industrial work to be excluded industrial work
for the purpose of the part of the Act relating to conditions as to
times of work. Exclusion regulations have been made to allow women
in various specified industries to work earlier than 8.00 a.m. and
later than 10.00 p.m.—in most cases not earlier than 7.00 a.m. or
later than 11.00 p.m. but, in a small number of cases, as early as
6.00 a.m. and as late as 12 midnight, subject to a minimum break
of 11 hours.

174. The Minister's power to make exclusion regulations under the
1936 Act is limited by the general provision that he shall have due
regard to the provisions of the several international conventions for
the time being ratified by and binding on the Government.
The relevant International Labour Organisation convention relating
to night work of women is Convention No. 89 which prohibits the
employment of women in any industrial undertaking at night i.e.
a period of at least 11 consecutive hours including an interval of
at least seven consecutive hours between 10.00 p.m. and 7.00 a.m.
The Convention does not apply to women holding responsible positions of a managerial or technical character nor to women employed
in health and welfare services who are not ordinarily engaged in
manual work. The Convention came into force on 27 February, 1951,
and was ratified by Ireland in January 1952. It has been ratified
by all the EEC members countries except the Federal Republic of
Germany. The United Kingdom denounced, in 1947, a previous ILO

Convention (adopted in 1934) dealing with the night work of women
and has not ratified the 1951 Convention.

Ireland has also undertaken under Article 8 (4) of the European
Social Charter, to regulate the employment of women workers on
night work in industrial employment.

175. The Department of Labour issued in January, 1970, a consultative document on a proposed new Hours of Work Act, which,
it is intended, would apply minimum standards in this area in the

whole non-agricultural section of the work force, with certain minor
exceptions. The tentative proposal in that document relating to the
night-work of women is to prohibit their employment in industry at
night (as defined in ILO Convention No. 89).
176. We have received relatively few submissions dealing with
these restrictions on women's hours of work and those that we have
received have varied between the removal of the restrictions and their
retention. The Federated Union of Employers has indicated that it
feels there is a case for their removal but the Irish Congress of Trade
Unions, on the other hand, considers that the restrictions should

be continued at present and that the position might be examined
again when equal pay is achieved.
177. We are inclined to the opinion that, with the general growth
in trade union organisation, the restrictions in question may be out-
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moded and that the reason which gave rise to their introduction, i.e.
the protection of women workers, may no longer have the same force.

Certainly it is difficult to see how women may be regarded as participating on an equal footing in employment with men if they are
restricted from engaging in shift work. Such restriction affects both
their opportunity

for employment

and their earning capacity.

178. We recommend accordingly that the desirability of Ireland's
continued ratification of Convention No. 89 of the International
Labour Organisation should be kept under review by the Government. Should the Government decide, however, at any time, to
denounce the Convention, we recommend that some control over the
night work of women should continue to be exercised and that their
employment at night should only be permitted where agreement on
the matter has been reached between the employer and the trade
union concerned.

179. Section 16 of the Conditions of Employment Act 1936 provides that " the Minister may in respect of any form of industrial
work, after consultation with representatives of employers interested
in such form of industrial work and with representatives of workers
so interested, by order make regulations either (a) prohibiting the
employment of female workers to do such form of industrial work
or (b) fixing a proportion which the number of female workers
employed by any employer to do such form of industrial work may
bear to the number of other workers so employed ". We understand
that there are at present no orders in force under this section of
the Act. We see no good reason why the provisions of this section of
the Act should remain in force and we recommend that consideration
be given to its repeal at the earliest opportunity.
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CHAPTER

14

SUMMARY OF RECOMMENDATIONS
180. The following is a summary of our recommendations. The
number of the paragraph in which the detailed recommendation
occurs is quoted in brackets. The full recommendations are in italics
in the paragraphs referred to.
(1)

General

That a policy of equal pay be followed. (Paragraph
(2)

Circumstances

5)

in which equal pay should apply (Paragraph

78)

Equality of treatment between men and women should apply in any
of the following circumstances :
(a) where women are performing the same jobs as men or
where men and women arc completely interchangeable
between jobs;

(b) where the jobs performed by men and women are of a
similar nature but contain differences which occur only
infrequently or are of small practical importance in relation
to total job content;
(c) where it is established, by any of the means outlined in
paragraph 80, or by an Equal Pay Commissioner of the
Labour Court (referred to in paragraph 85) that the jobs
performed by men and women are of equal value in that
the demands (for instance in relation to skill, physical or

mental effort, responsibility and working conditions) made
on a woman are equal to the demands made on a man
in respect of the work each performs.

(3) Legislation (Paragraph 84)
Legislation should be enacted to ensure the effective implementation
of equal pay.

(4) Settlement of Disputes (Paragraph 85)
A dispute concerning equal pay should be referred to the Labour
Court by any of the parties involved to investigate it and make an

award. The Court should be enabled to appoint Equal Pay Commissioners to carry out the investigation. An award by the Court
should be effective from the date of the award and should be recoverable from the employer as a civil debt.
If the dispute concerns the provisions of a collective agreement
and the Court is satisfied that discrimination exists in the agreement
it should refer the agreement back to the parties concerned to amend
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it. If the amendment is not made within a reasonable time the Labour
Court should have power to amend the agreement to remove the
discrimination. The agreement as so amended should be the effective
document and should have full force and effect and any loss resulting
to an employee from an employer's failure to comply with the amendment should be recoverable from the employer as a civil debt.
(5)

Sex-Differentiated

and Marriage-Differentiated

public service (Paragraphs

scales in the

89, 90 and 91)

(i)

where scales are differentiated on the basis of sex, as apart
from the content of the work, steps should be taken to place
women on the appropriate " man " scale. (Paragraph 89)

(ii)

where scales are differentiated on the basis of marriage, steps
should be taken to abolish the single ("A") scales and to
place all affected officers on the appropriate married (" B ")
scales. (Paragraph

(iii)

90)

the differentiation that exists between the pay of married
men and that of women and single men in the grade of
Clerical Officer in the local authority service and health
service and in the grade of School Attendance Officer should
be discontinued. (Paragraph 91)

(6) Phasing (Paragraphs 94 and 96)
(i)

Where men and women are performing
work or work of equal value :

the same or similar

(a) the rate of pay of the women concerned should be
increased annually by 5% of the appropriate male rate
existing immediately prior to each such annual increase;
in the case of occupations in which pay is differentiated
on a marriage basis, the appropriate male rate is the
married rate;
(b) in addition, agreements for other increases in rates of
pay should provide for the same absolute increase for
men and women;
(c) the full application of equal pay should be completed
not later than 31 December, 1977, and the phasing
arrangements
recommended should be adjusted, as
necessary, to ensure this. (Paragraph 94)

(ii) The Employer-Labour Conference should, when it meets in
January, 1972, to review the terms and operation of the
National Agreement, make provision for the introduction
of equal pay as proposed in this report. If such provision
is made by the Conference, the legislation proposed in
paragraph 84 should take account of any phasing arrangements agreed. If such provision is not made by the Conference the legislation should provide for the introduction of
equal pay on a phased basis as outlined in paragraph 94.
(Paragraph

96)
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(7) Job Evaluation (Paragraph 107)
The Employer-Labour
Conference should take steps to encourage
the wider use of job evaluation. The Equal Pay Commissioners

referred to in paragraph 85 should be familiar with job evaluation.

(8) The Marriage Bar (Paragraphs 164, 165, 166, 167, 168)
(i)

A woman should be allowed to continue in her job irrespective of any change in her marital status. (Paragraph 164)

(ii)

Provisions in collective agreements or service contracts
requiring women to retire on marriage or restricting the
number of married women that may be employed should be
declared illegal. An employer should not be allowed to
require an employee to resign on marriage. (Paragraph 165)

(iii)

The exclusion of a woman from participating in a pension
scheme on the grounds that she is married should be

prohibited. (Paragraph 165)
(iv)

Statutory provisions requiring the retirement of women from
employment on marriage or prohibiting the employment of
married women should be repealed. From the enactment
of this legislation it should be illegal for any employer to
compel an employee to retire on marriage or for any employer or Trade Union to place any restriction on the
recruitment or retention of married women. (Paragraph 166)

(v)

The recommendations concerning the prohibition of restrictions on the employment of married women to apply also
in the case of widows. (Paragraph 167)

(vi)

Married women, like single women or widows, should be
entitled to equal pay with men in any of the circumstances
outlined in paragraph 78. (Paragraph 168)

(9) Restrictions on Women's Employment (Paragraphs 178 and 179)
(i) The desirability of Ireland's continued ratification of Convention No. 89 of the International Labour Organisation
concerning the night work of women employed in industry
should be kept under review by the Government. Should
the Government decide at any time to denounce the Convention, the employment of women on industrial work at
night should only be permitted where agreement on the
matter has been reached between the employer and the
Trade Union concerned. (Paragraph 178)

(ii) Consideration should be given to the repeal, at the earliest
opportunity of section 16 of the Conditions of Employment
Act, 1936, which enables regulations to be made, after
consultation with representatives of employers and workers,
prohibiting the employment of female workers on any form
of industrial work, or fixing the proportion of female
workers that may be employed on such work. (Paragraph
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179)

APPENDIX A.
List of those who made written submissions on Equal Pay and the
Marriage Bar (in order of receipt of submission).
1. Organisations

:

Irish Dietetic Association
Cork Town Association,

ICA

Ad Hoc Committee of Women's Organisations on the Status of
Women

Association of Widows in Ireland (Cork Branch)
Soroptimist Club of Cork
Women's Department, Wesley Chapel, Cork
Irish Federation of Women's Clubs
Civil Service Executive and Higher Officers' Association*

Citizensfor Civil Liberties*
Irish Countrywomen's Association*
Cumann na nGairm Mhuinteoiri*
Council for Education, Recruitment

and Training for the Hotel

Industry(CERT)*
Institute of Professional Civil Servants*
Civil Service Clerical Association*
Irish Local Government Officials' Union*
Catholic Women's Federation*
Irish Agricultural Advisers' Organisation*
Association of Widows of Civil Servants*
Cork Federation of Women's Organisations
Association of Women Citizens of Ireland*
Cumann na Meanmhuinteoiri*

AltrusaClubof Dublin

The Federated Union of Employers*
Irish Housewives Association*
Irish Congress of Trade Unions*
Civil Service General Council Staff Panel*
Workers' Union of Ireland (Civil Aviation Branch)*

Cumann na nGairm Mhuinteoiri, Craobh Chonndae
Mhuineachain

Association of Irish Widows*

National Federation of Business and Professional Women's
Clubs of the Republic of Ireland*
Irish Conference of Professional and Service Associations*
Administrative

Officers' Association*

ThirdSecretaries'Association*
Post Office Officials' Association
♦Also made oral submission.
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APPENDIX A—{continued).

2. Individuals
Miss Elizabeth J. Cox
Miss
Miss
Mrs.
Mrs.

Ellen Busher
Judy Barry
Alice Conway
Eileen O'Connor

Miss Nuala Hearne
Mr. George Jones

Miss Eilish MacCurtain
Certain women employees of Aer Lingus
Certain women employees of IBM
Nora O'Connor and Maeve Kennedy
Miss Mary O'Donovan
Dr. Patricia

Pringle

3. At the request of the Commission, useful information was
obtained from a number of Government Departments and from the

Industrial Training Authority (AnCo)
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APPENDIX B

(Paragraph 49 of the report refers to this Appendix)
First question relating to attitudes to equal pay asked in the
Economic and Social Research Institute survey of the participation
of women in the labour force.

Suppose all of the following people were doing exactly the same
work, should they be paid by their employer at the same rate or
should one get a higher rate of pay than the other (assume the
present tax and allowance system) :

(i) A single woman compared with a single man
Same rate of pay
Single man should get more
Single woman should get more
(ii) A single woman compared with a married man
Same rate of pay
Married man should get more
Single woman should get more
(iii) A single woman compared
dependent

with a widow who has to support

children

Same rate of pay
Widow should get more

Single woman should get more
(iv) A widow with dependent
man

children compared

with a married

Same rate of pay
Widow should get more

Married man should get more
(v) A widow (with no dependent children) compared with a
married man
Same rate of pay
Widow should get more
Married man should get more

(vi) A married woman compared with a married man. (If interviewer asked, to state that woman's husband is working,
and that both man and woman have dependent children)
Same rate of pay
Married woman should get more
Married man should get more

96

APPENDIX B—{continued).
(vii) A single woman with dependents compared with a married
man

Same rate of pay
Married man should get more
Single woman should get more

(viii) A single woman with dependents compared with a single
man (no dependents)
Same rate of pay
Single man should get more
Single woman should get more
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APPENDIX C
(Paragraph 49 of the report refers to this Appendix)

Replies obtained to the question shown in Appendix B
Suppose all the following people were doing exactly the same
work, should they be paid by their employer at the same rate or

should one get a higher rate of pay than the other (assuming the
present tax and allowance system) :
(i) A single woman compared with a single man

Per cent
Number

Same rate of

Single man

pay

Single woman
more

No answer
etc.

Total

more

85-1
3,021

13-6
482

0-8
30

0-5
19

1000
3,552

(ii) A single woman compared with a married man
Same rate of Married man Single woman
more
more
pay
Per cent
Number

35-0
1,243

63-9
2,268

0-6
20

No answer
etc.

Total

0-6
21

1000
3,552

(iii) A single woman compared with a widow who has to support dependent children

Widowwith

Per cent
Number

Same rate of

dependent

Single woman

pay

more

No answer
etc.

Total

children

0-5
17

0-6
20

1000
3,552

35-8
1,270

more

63-2
2,245

(iv) A widow with dependent children compared with a married man

Widowwith
Same rate of

pay
Per cent
Number

75-2
2,671

dependent
children

Married man
more

No answer
etc.

Total

100
356

0-8
30

1000
3,552

more

13-9
495
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APPENDIX C—{continued).
(v) A widow (with no dependent children) compared with a married man

Widow(with
Same rate of no dependent

pay
Per cent
Number

38-7
1,373

children)

Married

man

more

No answer
etc.

Total

0-6
20

1000
3,552

more

2-6
93

58-2
2,066

(vi) A married woman compared with a married man (woman's husband is working
and both man and woman have dependent children)
Same rate of

pay
Per cent
Number

50-9
1,808

Married

woman

more

Married man
more

44-1
1,567

4-2
150

(vii) A single woman with dependants

compared

No answer
etc.

Total

0-8
27

1000
3,552

with a married man

Single woman
Same rate of Married man
more
pay
Per cent
Number

68-7
2,440

with

dependants

No answer
etc.

Total

0-6
23

1000
3,552

more

6-4
227

24-3
862

(viii) A single woman with dependants compared
dependants)

with a single man (with no

Single woman
Same rate of

Single man

pay

(no
dependants)

with
dependants
more

No answer
etc.

Total

0-5
18

1000
3,552

more
Per cent
Number

49-4
1,754

45-4
1,612

4-7
168
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APPENDICES D & E

Appendix D (Paragraph 49 of the Report refers to this Appendix)
Second question relating to attitudes to equal pay asked in the
Economic and Social Research Institute survey of the participation
of women in the labour force :

Q.

Suppose two people are employed doing the same work;
one of them has no dependants (children or other relatives)
to support, while the other has to support a number of
dependants. Which of the following do you think is the
fairest way to deal with the situation?

(i) The person with dependants should receive a higher
rate of pay, pay less in taxes and get extra allowances
from the State.

(ii) Both should get the same rate of pay for their work,
pay the same amount in taxes, and get the same allowances from the State.

(iii) Both should receive the same rate of pay, but the person
with dependants should pay less in taxes and get extra
allowances from the State.

(iv)

No opinion, etc.

Appendix E (Paragraph
Answers obtained

49 of the Report
to the question

refers to this Appendix)

shown in Appendix

D

Number

Higher rate of pay, less tax and extra allowances from State for persons with dependants
Same rate of pay, same tax and same
allowances from State.
Same rate of pay but persons with dependants to pay less in taxes and get extra
allowances from State
No answer, no opinion

691
206

2,485
170
3,552

(Note : Percentages do not total exactly 100-0 due to the effects of rounding).
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APPENDIX F
(Paragraph

86 of the Report refers to this Appendix)

Examples of Sex-Differentiated and Marriage-Differentiated
Scales in the Civil Service
Example

Example If
Sex-Differentiated
Scales
Grade : Chemist
(Annual Rates)
Man
Woman

Grade

1,075
1,235
1,395
1,555
1,623
1,691
1,759
1,827
1,895
1,963
2,031
2,099
2,167
2,235
2,300

11
121314151616 8
17-5
18-1
18-7
19-2
19-8

: Clerical

Scales

Officer

(Weekly Rates)

ScaleA* ScaleB*

Differential

1,075
1,175
1,275
1,375
1,418
1,461
1,504
1,547
1,590
1,633
1,676
1,719
1,762
1,805
1,845

2f

Marriage-Differentiated

Under 19 yrs
at 19 years .
at 20 years .
at 21 years .
at 22 years .
at 23 years .
at 24 years .

(or

at

entry

over 24) ..

10-93
12-36
13-80
14-39
15-52
16-67

10-93
12-36
13-80
15-23
16-67
1811

17-44
18-21
18-98
19-46
19-94
20-42
20-90
21-70
22-50
23-28

1907
2003
20-99
21-92
22-85
23-78
24-71
25-91
2711
28-25

Differential

5-5
6-9
80

99-

11
12141516170
17-6

*ScaIe A applies to women and single men
*Scale B applies to married men

tThe rates of pay shown in both examples are pre-12th round rates.
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APPENDIX G

Paragraph 137of the Report refers to this Appendix. The Appendix
was prepared by Mr. Charles Mulvey, Lecturer in Economics, Trinity

College, Dublin, who was engaged to assist the Commission in their
examination of the economic implications of the introduction of
equal pay.

The Effects of Equal Pay on Sector Prices and on the General Level
of Prices
1.

Sector

Prices

The effects of equal pay on sector prices assuming no reduction in female employment
and no increase in female labour productivity over a five year phasing period :

Sector

(i)

(ii)

Annual Price
Increase Over
a Five Year

Cumulative
Five Year

Period

Increase

Total

Food
Drink/Tobacco

Textiles (excl. Hosiery)
Hosiery/CIothing/Shoes/Leathcr
Wood/Furniture
Paper/Printing
Chemicals
Clay/Glass/Cement

Metals/Engineering/Vehicles
Other Manufactures

Notes on the Table :

The estimates in column (ii) are taken from E. W. Henry and
B. M. Walsh. " Price-Change Calculations based on Three Forms
of the Input-Output Model : An Illustration from Estimates of the
Impact of Equal Pay on Irish Industry ". The Economic and Social
Review, March 1971. These estimates are based on the assumption
that domestic and export prices will rise in like proportions as a
result of the implementation of equal pay. The figures in column (i)
are arrived at by dividing the estimates shown in column (ii) by five.
This gives a non-compounded annual rate of price change.
2.

The General

Price

Level

Crude estimates of the effects of equal pay on the general level of
prices can be obtained in the following way : obtain an estimate
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of the increase in total wage costs in manufacturing industry associ-

ated with equal pay, assume that manufacturing industry is typical
of the economy as a whole and then multiply the estimated increase
in wage costs by the fraction of total costs represented by wage costs.
An estimate of the increase in the total wage bill in manufacturing
industry is available in " Estimating the Costs of Equal Pay in Irish
Industry ". B. M. Walsh, Economic and Social Research Institute,
Memorandum Series, No. 71, based on Census of Industrial Production data.1 The estimated increase in the total wage and salary bill
in manufacturing industry is in the range of 8-0%—5-3%. It is not
unrealistic to assume that the rise in the manufacturing wage bill
will be typical of the whole economy. In some sectors, such as
distribution, the rise in the wage bill will be greater than in manufacturing but in others, such as agriculture, the rise in the wage bill
will be less than in manufacturing. Thus in non-manufacturing sectors
of the economy we would expect relatively large increases in wage
costs as a result of equal pay in some sectors to be offset by relatively
small increases in other sectors. In fact it is likely that the rise in
the total wage bill for the whole economy as a result of equal pay
would be rather less than in manufacturing (proportionately) so that
our assumption is probably a conservative one. Wage costs represent
0-447 of total costs in the Irish economy.2 In order to estimate the
price effects of equal pay we multiply each of the estimates of the
rise in manufacturing wage costs by 0447. The results are: (0-447

x 8-0)%= 3-6% and (0-447x5-3)% = 2-4%. Thus we estimate that
the implementation of equal pay will cause a rise in the general level
of prices of between 3-6% and 2-4% in total. Assuming that the
phasing-in period for equal pay were five years then the annual
price increase due to equal pay would be in the range 0-7% -0-5%
(non-compounded).

1 It has been necessary to use Census of Industrial

Production

figures in calcu-

lating the price effects of equal pay as the considerable gaps in the information
obtained in the Commission's survey on the cost of equal pay rendered the data
unsuitable for application to the input-output model.
2 See R. C. Geary et al. "The Recent Price Trend in Ireland," Economic and
Social Review,

April,

1970.
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