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In preparation for National Library Workers Day and Equal Pay Day in April, LW is publishing reviews of two books
that purport to answer why a gender gap still remains in the salaries for most professions and what can be done to

remedy the situation. We invite your comments.

Getting Even

Why Women Don’t Get Paid Like
Men—And What to Do About It

By Evelyn Murphy, with E.J. Graff

Over her working lifetime, a woman will lose
between $700,000 and $2 million—just because of
her sex.

Most career women today earn only 77 cents for
every dollar that is earned by their male counterparts.
If you’re a woman, what would you do with that
extra 23 cents, an increase of nearly one third on top
of your current paycheck, a raise that got you even
with men? GETTING EVEN: Why Women Don’t
Get Paid Like Men and What to Do About It
(Touchstone Hardcover/Simon & Schuster; October
2005; $24.00) by Evelyn Murphy with E. J. Graff
discusses how the wage gap has been stalled for more
than a decade and how it affects the daily lives of
women throughout the country, at every economic
level.

GETTING EVEN shows readers how to add up the
personal and social costs of wage discrimination, and
gives ideas for how it can be eliminated. The gender
wage gap is a personal disparity in each woman’s
life: vacations not taken, medical exams put off, or
activities denied to her children. Women need to start
thinking about it this way, about the money that they
should have been paid, and the money they will lose
over their lifetime.

GETTING EVEN is not just for women—it is also
for every man who cares about the women in his life.
It’s for the woman who assumes she is getting paid
fairly but who has not yet considered how unfair
treatment may be crippling her paycheck—and for
the man who hasn’t yet recognized that his wife’s
smaller wages are hurting their family finances. It is
for every woman who doesn’t want to pass on the
wage gap, and for every man who cares whether his
wife, girlfriend, mother, and sister are being paid
fairly.

Exploiting the Gender Gap

By Warren Farrell
Reprinted with permission from the New York Times.

Warren Farrell is the author of Why Men Earn More:
The Startling Truth Behind the Pay Gap—and What
Women Can Do About It.

NOTHING disturbs working women more than the
statistics often mentioned on Labor Day showing that
they are paid only 76 cents to men’s dollar for the
same work. If that were the whole story, it should
disturb all of us; like many men, | have two daughters
and a wife in the work force.

When | was on the board of the National
Organization for Women in New York City, | blamed
discrimination for that gap. Then | asked myself, “If
an employer has to pay a man one dollar for the same
work a woman would do for 76 cents, why would
anyone hire a man?”

Perhaps, I thought, male bosses undervalue women.
But | discovered that in 2000, women without
bosses—who own their own businesses—earned only
49 percent of male business owners. Why? When the
Rochester Institute of Technology surveyed business
owners with M.B.A.s from one top business school,
they found that money was the primary motivator for
only 29 percent of the women, versus 76 percent of
the men. Women put a premium on autonomy,
flexibility (25- to 35-hour weeks and proximity to
home), fulfillment and safety.

After years of research, | discovered 25 differences in
the work-life choices of men and women. All 25 lead
to men earning more money, but to women having
better lives.

High pay, as it turns out, is about tradeoffs. Men’s
tradeoffs include working more hours (women work
more around the home); taking more dangerous,
dirtier and outdoor jobs (garbage collecting,
construction, trucking); relocating and traveling; and
training for technical jobs with less people contact
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This astonishing narrative will anger, rouse and
inspire readers to take action. The goal of GETTING
EVEN is to provoke both men and women to devise a
strategy that will fix women’s wages, making them
financially even with men. Armed with new
information and data from real-life stories, studies,
lawsuits, and statistics, some of which have never
been seen before, people can help start closing the
wage gap and eliminate this discrimination.

About the authors:

Evelyn Murphy was Lieutenant Governor of
Massachusetts from 1987-1991, the first woman in
the state’s history to hold a statewide office. She is
now President of the WAGE (Women Are Getting
Even) Project, Inc.

E. J. Graff is a senior correspondent for The
American Prospect and has written for The New York
Times Magazine, The New Republic, The Nation, The
Boston Globe and the Los Angeles Times, among
others.

About the book:

Touchstone Hardcover/Simon & Schuster
October 2005

$24.00

0-7432-5466-X

Find out more: Read an excerpt

(like engineering).

Is the pay gap, then, about the different choices of
men and women? Not quite. It’s about parents’
choices. Women who have never been married and
are childless earn 117 percent of their childless male
counterparts. (This comparison controls for
education, hours worked and age.) Their decisions
are more like married men’s, and never-married
men’s decisions are more like women’s in general
(careers in arts, no weekend work, etc.)

Does this imply that mothers sacrifice careers? Not
really. Surveys of men and women in their 20s find
that both sexes (70 percent of men, and 63 percent of
women) would sacrifice pay for more family time.
The next generation’s discussion will be about who
gets to be the primary parent.

Don’t women, though, earn less than men in the same
job? Yes and no. For example, the Bureau of Labor
Statistics lumps together all medical doctors. Men are
more likely to be surgeons (versus general
practitioners) and work in private practice for hours
that are longer and less predictable, and for more
years. In brief, the same job is not the same. Are
these women’s choices? When | taught at a medical
school, | saw that even my first-year female students
eyed specialties with fewer and more predictable
hours.

But don’t female executives also make less than male
executives? Yes. Discrimination? Let’s look. The
men are more frequently executives of national and
international firms with more personnel and
revenues, and responsible for bottom-line sales,
marketing and finances, not human resources or
public relations. They have more experience, relocate
and travel overseas more, and so on.

Comparing men and women with the “same jobs,”
then, is to compare apples and oranges. However,
when all 25 choices are the same, the great news for
women is that then the women make more than the
men. Is there discrimination against women? Yes,
like the old boys’ network. And sometimes
discrimination against women becomes
discrimination against men: in hazardous fields,
women suffer fewer hazards. For example, more than
500 marines have died in the war in Irag. All but two
were men. In other fields, men are virtually
excluded—try getting hired as a male dental
hygienist, nursery school teacher, cocktail waiter.

There are 80 jobs in which women earn more than
men—positions like financial analyst, speech-
language pathologist, radiation therapist, library
worker, biological technician, motion picture
projectionist. Female sales engineers make 143
percent of their male counterparts; female
statisticians earn 135 percent.

I want my daughters to know that people who work
44 hours a week make, on average, more than twice
the pay of someone working 34 hours a week. And
that pharmacists now earn almost as much as doctors.
But only by abandoning our focus on discrimination
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against women can we discover these opportunities
for women. Copyright 2005 The New York Times Company

About the book:
AMACOM Hardcover
January 1, 2005
$23.00

0-8144-7210-9

We would love to have your feedback on these articles! Have you read either book?
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