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sider that the loss of jobs in the clothing and retail sectors, the two most female employ-
ment intensive industries, were primarily a result of equal pay, since the effects of NAFTA
and the general downturn in the economy were also of importance. (Report of Review
Committee, 1979, p. 26) Even allowing for the fact that registered unemployment under-
states the true level of those actively seeking work - (let alone those who would work if
economic conditions were more favourable), for women, to a much greater extent than for
men, unemployment figures do not give much support to the argument that substitution
for female labour occurred as a result of equal pay. The real rise in unemployment did not
occur until after the major effects of equal pay were felt, and it affected men and women
in a comparatively similar way being due to a complex set of factors of which equal pay
was a negligible influence.

Nevertheless, it must be recognised that a time of high unemployment is hardly pro-
pitious for attempts to increase the female/male earnings ratio. It has been seen that one
way of doing this is by increasing lower earnings at a more rapid rate than higher ones.
However, even if the substitution argument is regarded as weak, the impact of inflation
and the counter argument, which asserts that margins need to be widened to reward effort,
make it unlikely that there will be much further improvement. Nor would higher earnings
have much effect on the career advancement or general prospects of working women as
distinct from their effect on the female/male ratio, and particularly low female wage
earners. What is more necessary is an increase in the ratio which at the same time remedies
the overrepresentation of women in the secondary labour market, and removes constraints
which keep most women in a narrow range of occupations, in particular in the lower ranks
of these occupations.

Part of the explanation for the low representation of women in top jobs may arise with
women themselves, or from their family position, through lack of motivation for advance-
ment, lack of mobility, or fewer years of experience due to time out of the labour force,
However, these factors are often exaggerated and made scapegoats when better child care
facilities, more equal family division of responsibility and labour and recognition of other
forms of experience as relevant to advancement would make it easier for women to fulfil
their ambitions in the field of work.

The Public Service, for example, has been extremely slow in moving women higher up
the hierarchy. In 1974, women constituted three percent of the managerial level staff al-
though 30 percent of all public servants were women, and by 1977 this figure had only
crept up to 3.4 percent. Some Departments, such as the Department of Education, are
making conscious efforts to see that women are better represented than previously at
middle management training courses, but progress is slow.

Teaching, particularly primary teaching, is an even more extreme example of a women
dominated profession headed by men. At March 1980 women constituted 63.9 percent of
primary teachers but only 5.9 percent of primary school principals. Detailed research is
under way to investigate career patterns of men and women teachers and identify the
nature and extent of constraints to advancement ‘for women. (See Whitcombe 1980A and
1980B) A survey of 1,829 teachers showed that after allowing for the lower average length
of service for women, the proportion applying for promotion was not much lower than for
men. (Whitcombe, 1980B, p. 6) Nor were lack of mobility or family commitments the
overwhelming constraints that they are often labelled. Thus, lack of motivation and/or
opportunity were not as important as might be thought, though lower length of service is
inevitably an inhibiting factor on promotion. However, between 1975 and 1979, the aver-
age assessment grades received by women primary teachers were each year lower than those
of men. (Whitecombe, 1980A, p. 4) This raises interesting questions about objective perfor-
mance against a background of criteria drawn up, weighted and administered by an execu-
tive and inspectorate which is largely male.

The importance of women moving up occupational ladders at a faster rate than in the
past and moving into a wider range of occupations is accentuated by the threats that new
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forms of technology, particularly the microprocessor, make to many jobs which are female
intensive. The changes of attitudes necessary on the part of employers, careers advisers,
parents and society in general have already been referred to and inevitably are a slow pro-
cess, but active policies in this area can be of some assistance. Equal opportunity legislat-
ion and its enforcement is at least a beginning. But judgements of the effects of such
legislation in North America and Britain (see Hewitt, 1980, pp. 160—163 for discussion of
the results of the Sex Discrimination Act and the Equal Opportunity Commission) do not
produce much optimism. Resistance to the possibility of female butchers at freezing works
and female fire fighters in New Zealand appears to be continuing even after favourable
rulings.

There appears to be only a limited commitment to enforcement and to other policies
which would generate greater opportunity for women, such as in the child care and mater-
nity leave areas. Employer resistance has resulted in fairly weak maternity leave legislation
which may, in practice, do little to protect women’s jobs. Once again, the economic
clmate and the political pressures it encourages are not favourable to policies which use
extra resources and make the shortage of employment opportunities more apparent, even
though in the longer term the opportunities for women to enter areas where skills are
scarce would have a favourable impact on the economy.

Finally, the idea that most women’s earnings are only supplementary, buying unneces-
sary luxuries for the two income family, is one that needs to be dispelled. Nearly half of
the women in the labour force are not married and these. plus some women living apart
from their husbands without a legal separation, many of them solo mothers, need their
earnings as the primary support of their households. Moreover, the earnings of many
married women are supplements to their husband’s earnings which are necessary to main-
tain a reasonable standard of living. Evidence for Canada cited in the chapter by Gunderson
and Jain makes it clear that female-headed families are more likely than those headed by
men to be in low income groups. Hence lower pay and opportunity for women in the
labour force are not only a matter for discussion in terms of their causes and the extent of
discrimination, but also because of their importance to adequacy of income for many
families.

Conclusion

To the extent that New Zealand data allow such comparisons to be made, it appears
that the immediate causes of the gap between male and female average earnings are very
similar to those in Britain and America, arising largely from the preponderance of women
at the lower levels of occupational hierarchies. Fewer hours of work are an important
contributing factor, but differences in the distribution of men and women between occu-
pations is of little importance to the earnings gap as such. Nevertheless, social attitudes,
women's role conditioning and their acceptance of this role are important factors in the
narrow range of past work undertaken by most women. These factors may also be an
influence on women’s failure to reach higher positions within occupations and in this way
occupational concentration may have an indirect impact on the earnings gap even though
its direct impact is small.

Both the British and American chapters of the book under review are pessimistic about
the impact of equal pay or fair employment laws on the earnings gap, except insofar as
they affect attitudes favourably. For near equal eamnings to be achieved, greater similarity
of working patterns for men and women are a prerequisite, with women acquiring as near
as possible the work experience and on the Jjob training acquired by men. As Gunderson
and Jain put the present position: “The vicious circle is obvious: women have a compara-
tive advantage in household tasks because of their low wages in the labour market; they
have low wages in the labour market in part because of their prime responsibility for house-

hold tasks. Hence the possibility that equal pay is not possible without a more equitable
division of labour in the household.”
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These points are equally valid for New Zealand and, clearly, by no means all women, let
alone all men, would welcome the changes involved. However, the existence, even if on a
limited scale at present, of job-sharing arrangements, flexibility of hours and the recognition
of the permanence of some part-time employment shows that there is a degree of accep-
tance of change in these directions. Further change will only be gradual, and may come
about partially through grass roots work by people and organisations. For example, the
National Advisory Committee on Women and Education is undertaking a number of pro-
jects aimed to encourage women towards recognition and fulfilment of their potential-
ities within the education system and the labour market. These range from responsibility
for the study of the teaching profession already mentioned, to such things as the monitor-
ing of text books and social studies kits on sex roles in an attempt to make the material
available to teachers and children as free from prejudices about sex roles and as infor-
mative about career and life choices as possible, and finally to sponsorship of courses for
teachers with similar objectives. Only if this type of work is accepted and successful is
there likely to be much further narrowing of the female/male earnings gap through a
widening range of women’s occupational choice and movement up occupational ladders.
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