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ABSTRACT

This study examined workers' attitudes toward Pay Equity in relation to their perspective 

on job-related issues and union-related issues as well as their attitudes toward women in 

the work world. The data were collected through a survey of over 300 workers employed 

at two hospitals in Atlantic Canada. The Attitude Toward Pay Equity scale (ATPE), 

developed for the present study, factored into four subscales, Understanding and Support, 

Perceived Impact, Beliefs and Fairness. Although the psychometric qualities of the 

subscales were marginal at best, they were included to provide more detailed analyses. 

Caution should, therefore, be used in tne interpretations.

The established relationships between job-rolatcd and union-related variables were 

replicated in this study (see Summer & Hendrix, 1991; Southwell, 1991). The ATPE scale 

revealed interesting information on the relations of workers' views of Pay Equity and their 

attitudes regarding their job, their Union and women’s equality. As predicted, ATPE were 

positively related to wage equity and job satisfaction. The workers' views of Union service 

and their commitment to their Union were also related to Pay Equity attitudes. Both the 

workers' attitudes toward women in the workplace and their views on equality were related 

to ATPE. Only the workers' perceptions of equality in the workplace and their perceptions



of Union involvement in Pay Equity with the moderating effects of sex and age were 

significant predictors of ATPE in the expioratory regression anaiysis.

Single-item questions assessed the consequences of Pay Equity implementation 

and the resuits were encouraging in terms of the workers' reactions. Very few workers 

reported negative implementation effects on their jobs, their place of work or the views of 

the women's movement. Analyses also revealed that Pay Equity raises were associated 

with increased support for Pay Equity, increased job satisfaction, increased awareness of 

women's equality issues and changes in Union perceptions. Also, an increased support 

for the women's movement since Pay Equity was associated with Union attitudes 

indicating a link between the two philosophies.

The positive effects of Pay Equity, including the increased earnings, seem to 

outweigh the negative. Pay Equity will continue to affect the working lives of both men 

and women and will alter the parameters of female-dominated occupations, thus, 

continuing the need to understand workers' reactions to Pay Equity. Also, as union 

involvement appears to be tied with workers' attitudes toward programs such as Pay 

Equity, unions must clearly communicate their roles to their members.

The possibilities for future research are plentiful. More developmental researcii is 

needed to refine the ATPE scale. Both a qualitative approach and a longitudinal study are 

recommended to yield more information on workers' reactions to Pay Equity. Also, tiie 

relationship between unionization and Pay Equity or, more generally, feminist ideology 

should be pursued further.

Ill
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WORKER ATTITUDES TOWARD PAY EQUITY: 
JOB. UNION AND WOMEN'S EQUALITY FACTORS

The Feminization Of Poverty 

In the last twenty years, the number of women working outside the home has 

increased dramatically. Between the years of 1966 and 1982, the female labour force 

increased by 119.4% while the male labour force increased by only 35.6% (Nova Scotia 

Advisory Council on the Status of Women [NSACSW], 1988). Although societal attitudes 

toward working women have improved somewhat during this time, they have not altered 

enough to end sex segregation and wage discrimination in the work place. NSACSW 

(1988) noted that women earn approximately 60 cents for every dollar earned by men, 

make up 75% of the workers earning minimum wage, are twice as likely as men to work 

part-time and represent the majority of Canadians living on or below the poverty line.

Women tend to be "crowded" into limited, traditionally female occupations. 

Seventy percent of working women are in clerical, sales, service and health occupations 

which. In turn, are also the lowest paying occupations - largely because they are 

dominated by women (NSACSW, 1988). These female dominated occupations are also 

characterized by few job benefits, little unionization and very few advancement 

opportunities (NSACSW, 1988). Thus, the majority of working women are "crowded" into 

low-status, low-paying, dead-end "job-ghettos".

Realistically, all of the statistics listed above are factual representations of the 

"feminization of poverty". The possibility of poverty is much more salient for women than 

men. Women are less able than men to afford decent clothing, food and housing, not to 

mention items desired but not necessities, because a woman's dollar is simply not worth 

as much as a man’s. The feminization of poverty becomes a burden not only to women
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but for every tax payer whose money must be spent on subsidizing sociai piogruins toi 

women (NSACSW, 1988: Nova Scotia Federation of Labour, n.d, [NSFL]).

Pay Equity or more accurateiy, equal pay for work of equal worth, is a tangible 

solution to female wage discrimination. It does not purport to be the ultimate solution to 

the Inequalities faced by women every day but attempts to be a step in tiiat direction, in 

fact, Pay Equity has been estimated to reduce the wage gap by 15 to 20 percent, tliat lu. 

to reduce the gap due to overt sex discrimination.

The Pav Eouitv Concept 

The "equal pay for work of equal value" concept is the primary issue of concern 

when discussing Pay Equity or comparable worth. It allows a comparison to be made 

between two totally different jobs by determining the value or worth of the job (Flatten, 

1988). Jobs found to have the same value are required to be paid the samo wage 

regardless of the sex of the worker.

Women's work is fundamentally different, although not less valuable, than mun's 

work. Thus, by comparing work value or worth as opposed to work tasks, it is possible 

to eliminate much of the systematic sex discrimination found in the work place as well as 

increasing the wages of working women. Pay Equity is effective because it forces people 

to reexamine the types of work traditionally dismissed as not valuable and, therefore, not 

paid equitable wages (NSACSW, 1988).

"Value" is quantified through different types of job evaluations. The comparison 

between a female-dominated job and a male-dominated job is typically done on four 

levels: skill, effort, responsibility and working conditions. These levels are assigned 

weights and, in any given job evaluation, quantified and added together to a total value



given to a job. Jobs with the same numerical values are regarded as equal in worth and 

should be paid the same wage regardless of sex. Although this procedure might sound 

relativeiy simple there are a lot of biases and problems when applying the concept of 

comparable worth (See Cronshaw, 1991).

Job Evaluation.

The point-factor method is the preferred methodology for Pay Equity. It is done 

by breaking jobs down into parts and subsequently evaluating these parts as opposed to 

the whoie job (Kelly, 1988). This method of job evaluation begins with the selection of the 

job compensation factors that represent what any given organization is paying for. These 

factors are then defined in such a way that they will incorporate the types of jobs specific 

to tfie organization under study. These factors are given weights (in percents) to indicate 

their relative importance to the organization and subsequently broken down into subfactors 

which represent a certain number of points. The total number of points for all of the 

subfactors add up to equal the factor weightings. Each factor in each job is then analyzed 

and awarded points, the sum of which represents its relative value to the organization 

(Kelly, 1988). Wages are assigned according to the job value.

While this explanation is rather superficial, it does indicate where subjectivity can 

enter into the process, i. e . , in the choice of factors and the weightings of these factors. 

Even when the factors and their weights are determined via policy-capturing methods, the 

results tend to reflect biases already imposed on the organization's wage structure.



Pav Equity in Nova Scotia 

Proactive Pay Equity legislation forces employers to initiate programs in tlieir 

establishments (NSFL). In Canada, Manitoba was the first province to legislate proactive 

Pay Equity. Nova Scotia, Ontario and Prince Edward Island have followed suit while 

taking advantage of the mistakes of the fVlanltoba legislation. These four provinces have 

legislated both proactive and complaint-based programs. The latter leaves the onus on 

the employee to complain about discriminatory situations.

All of the Canadian programs concern employees In the public sector. The Ontario 

legislation Is presently the only one that specifically address the private sector as well 

(Cuneo, 1990). Although the province of Quebec also has Pay Equity legislation, it is 

similar to that of the federal government In that It Is a complaint-based model (NSFL).

Nova Scotia's Pay Equity Act was Introduced In 1969 and Included three 

adjustment phases (Women's Research Centre, 1991). Phase 1 adjustments began in 

September, 1990 and were scheduled to be completed In four years. Phase 2 

adjustments were scheduled to begin In September, 1991. However, In the Spring of that 

year, the provincial government in Nova Scotia presented their annual budget and the 

Public Sector Wage Restraint Bill (C l60). This bill stated that public sector jobs would 

undergo a wage freeze regardless of the collected agreements negotiated In good faith. 

The budget also ellmlnr^ed Pay Equity from the provincial budget even though the 

government had previously promised It to their employees. This announcement was, not 

surprisingly, met with outrage, and unions and women's groups began their protests.

In regard to the Pay Equity freeze, much lobbying was done to bring Pay Equity 

"back on board". Civil service unions had demonstrations demanding the reinstatement 

of Pay Equity. Likewise, public advertisements were sponsored by public sector unions
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protesting the thv/arted legislation. A civil service union had also presented their case 

against the budget in front of the Lavir Amendment Committee. Women's groups 

demanded their fair dues and threatened to take the government to court for sexual 

discrimination. Through this lobbying, Pay Equity was eventually reinstated In the summer 

of 1991, although adjustments due to begin In September were postponed until April of 

1992.

Problems with Pav Eouitv

Arguments against Pav Eauitv.

There have been many arguments against Pay Equity legislation (Lutes & 

Rothchild, 1986). Some opponents argue that Pay Equity will result in higher labour cost 

which would bring about economic disasters. Others contend that women should switch 

jobs if they want more pay. The market argument states that the setting of wages Is and 

should continue to be established through the process of supply and demand. Other 

arguments revolve around the methodology, that Is, "you cannot compare apples and 

oranges" (Lutes & Rothchild, 1988). fVlost, If not all, of these arguments have been put 

forth without any direct evidence, and are essentially scare tactics. fVlost of the arguments 

are flawed in fact and logic (see Lutes & Rothchild, 1986) but they do add to the 

difficulties in implementing the legislation by creating less supportive environments in the 

workplace.

Legislative Problems.

The legislation itself is also problematic. While the concept of equal pay for work 

of equal value has been outwardly accepted, it has been transformed into what we know 

as Pay Equity. Cuneo (1990) noted that the essence of equal pay for work of equal value



runs against the interests of maie capitaiists. Thus, they have transformed the movement 

into a "passive revoiution" by inserting loopholes or exemptions in strong proactive Pay 

Equity legislation so that many women do not qualify for Pay Equity adjustments (Cuneo, 

1990). The foiiowing is a brief outline of a few of the ioopholes which have drnsticaliy 

reduced the effectiveness of Pay Equity.

Under most legislative Pay Equity programs, only jobs dominated by a vast 

majority of women (60 or 70%) can be compared with jobs dominated by a vast majority 

of men in the same establishment and/or union bargaining unit. Thus, women in 

gender-neutral and male-dominated occupations who are earning less than their male 

counterparts cannot quaiify for Pay Equity adjustments. Also, by lowering the numbers 

of men or women workers in particular jobs employers can avoid Pay Equity adjustments 

(Cuneo, 1990).

In most Pay Equity acts, comparisons of female-dominated and male-dominated 

jobs can be made only within the establishment, not between reiated establishments 

(Cuneo, 1990). Thus, women in female-dominated estabiishments are automaticaliy 

disquaiified for Pay Equity adjustments because there are no male-dominated comparison 

group. The Ontario Pay Equity Commission estimated that 50.6% of the women wiio 

should be covered by Pay Equity are disqualified by this loophole (Cuneo, 1990).

Although variations occur from province to province, different casuai, part-time, 

irregular, non-seasonal, and temporary positions are exciuded from Pay Equity acts. 

Similarly, incumbents in temporary training positions are aiso excluded (Cuneo, 1990).

Employers can aiso "red-circie" or downgrade maie jobs and, thus freeze their 

wages and offer low rates of pay to new incumbents (Cuneo, 1990). By doing this, 

employers do not have to compare the wages of women's jobs to these higher wages as



they were deemed officially overpaid. Although most Pay Equity programs do not permit 

lowering wages to achieve equity, red-circling is permitted. Not only does red- circling 

decrease women's pay adjustments, but it also divides workers into competing groups.

in Canada, only the Ontario Pay Equity act presently extends to the private sector. 

Cuneo (1990) noted that most women are employed in the private sector; therefore, the 

vast majority of women are excluded from Pay Equity coverage.

Maximum limits, usually 1 % of payroll, are placed on the size of annual Pay Equity 

settlements. Thus, the most underpaid women will most likely have to wait the longest 

for pay parity. Only the Nova Scotia act gave a maximum period of time for the 

adjustments to take place (Cuneo, 1990).

These and other loopholes have seriously undermined the essence of equal pay 

for work of equal value. Not only do they disqualify many women from potential Pay 

Equity adjustments (about 60%), they also weaken the labour-women's movement. By 

institutionalizing comparisons between male and female jobs and wages, gender divisions 

become more pronounced and men begin to blame their lack of success in the workforce 

on women (Cuneo, 1990). Also, Pay Equity acts pit women against women by 

disqualifying some. Thus, Pay Equity legislation is only a partial victory in the fight for 

equality (Cuneo, 1990).

Sex Biases in Job Evaluations.

Problems with Pay Equity also include biases in the job evaluations. It should be 

clarified that job evaluations do not evaluate jobs per se. Instead jobs are evaluated on 

the basis of the selected compensation factors (Patten, 1988). Although it is assumed 

that the compensation factors encompass all of the job characteristics, this Is not always



true, especially of female-dominated occupations. Since job evaluations were originally 

designed to evaluate male-dominated occupations, they still contain biases against 

female-dominated occupations. Traditional job evaluation factors and/or the definitions 

of these factors often omit many of the duties performed In female-dominated jobs and put 

emphasis on the skills found in male-dominated jobs.

The possibilities of sex biases in job evaluations seem unlimited. Many womoiVs 

job skills are overlooked when awarding points. Examples are rapid finger dexterity, 

protecting confidentiality, sitting for long periods of time and answering public complaints 

(Cuneo, 1990: NSACSW, 1988; Lewis, 1988). Other omitted aspects of female 

occupations are more invisible (NSACSW, 1988). For example, many jobs require tiiat 

women be "courteous and pleasant". This aspect of the job is typically written off as 

behaving in a mannerly way. but often encompasses many duties including handling irate 

customers or patients. Also, many tasks are not thought of as job-related duties or are 

not recognized as special job skills but as "women's work or skills". The most obvious 

example is in caretaking occupations where nurturing is assumed to be an inherent 

tendency of women and thus not highly valued. Women themselves often do not value 

their own skills and they too disregard them in job descriptions. NSACSW (1988) felt tfiat 

women's consciousness of their own value must be raised to achieve unbiased results 

(NSACSW, 1988).

Most researchers involved in weeding out these biases conclude that there Is no 

such thing as a gender-neutral job evaluation. Even if such a system existed, it could be 

used in a biased way (Acker, 1987). Some women’s groups fear job evaluations because 

of the possibility of legitimizing systematic wage discrimination based on gender and, 

therefore, advocate alternatives to Pay Equity (Lewis, 1988). Others still believe that Pay
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Equity via job evaluations is a step in the right direction when possible sex biases are 

controlled (NSACSW, 1988). Even when biases against women are not weeded out, the 

results usually indicate that female-dominated jobs are undervalued and thus should be 

paid more (Madigan & Hoover, 1986).

Workers' Attitudes toward Pav Eouitv.

Many of the above problems with Pay Equity will impact on the workers' attitudes 

toward Pay Equity legislation, the effects that implementation will have on the worker and 

so forth. In fact, many opponents of Pay Equity have made assumptions regarding the 

negative effects on the workers and the workplace. In reality, very few studies have 

actually quantified these assumptions. The present study is an attempt to measure the 

workers' attitudes toward this legislation. Included in the present study are assessments 

of workers' attitudes toward the fairness of the legislation and implementation. 

Specificaliy, the study examined workers' perceptions of the above mentioned loopholes 

as well as the biases in job evaluation methodology with the Attitudes toward Pay Equity 

Scale (see method).

Three basic topics or factors have been included in the present study because of 

their probabie associations with workers' attitudes toward Pay Equity. These included job- 

related, union-related and women's equality factors; the latter concentrates on individual 

attitudes toward women in the workplace. In other words, workers' attitudes toward their 

job, their union as well as their perceptions of women's roles in the workplace were 

expected to be related to their attitudes toward Pay Equity. The following are descriptions 

of the variabies inciuded in the study and how they might be related to Pay Equity 

attitudes.



Pav Equity as a Job-Related Issue

Several employee-focused areas of study have either been empirically linked oi 

are intuitively related to Pay Equity. These include pay satisfaction, wage equity^ job 

satisfaction and organizational commitment. The following is a brief review of the 

literature on these topics as well as how they relate to Pay Equity.

Pav Satisfaction.

Various factors have been thought to influence people’s perceptions of pay 

satisfaction (Berkowitz, Fraser, Treasure & Cochran, 1987). The most obvious factor is 

that of economic benefits, i.e., the workers' wage levei significantly predicts how satisfied 

they are with their pay.

Also, fairness or equity often plays an important factor in determining pay 

satisfaction levels (Berkowitz et al., 1987). Employees are satisfied with their pay if they 

feel they are getting paid what they deserve. Likewise, another equity factor found to 

influence pay satisfaction Is social comparison (Berkowitz et al., 1987). That is, people's 

satisfaction with their pay is related to the income of a group they compare it with. For 

example, if nurses compare their pay with that of doctor’s, they will most likely be 

dissatisfied. This topic will be discussed in more detail below.

Intrinsic job rewards or job satisfaction also influence perceptions of pay 

satisfaction (Berkowitz et al., 1987). Workers often base their expectations of what they 

should get paid based on specific characteristics of their job. For example, if workers 

derive satisfaction from the content of their work, they may not have as great a need for

 ̂ "wage equity" was used in this paper instead of "pay equity" so as not to confuse the 
reader with legislated Pay Equity.
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external gratifiers (e.g. pay). The reverse could be true as well (Berkowitz et al., 1987). 

Job satisfaction Is discussed In greater detail below.

Demographic variables Including age, education, occupation and sex are also 

related to perceptions of pay satisfaction. Berkowitz et al. (1987) found that older 

employees tended to be more satisfied with their pay than younger employees. Likewise, 

Jackson and QrabskI (1988) noted that older employees expected to, and usually did, 

earn more money than younger employees. On the other hand, McDonald and Southwell 

(1991) found that older employees were less satisfied with their pay than younger 

employees.

Educational levels have also been found to be related to pay satisfaction. 

Generally, high levels of education tend to be associated with pay dissatisfaction and 

perceptions of pay inequities (Berkowitz et al., 1987; McDonald & Southwell, 1991). 

Possibly, individuals with more education believe themselves to be more "valuable" and, 

therefore, worth more money than those with less education.

Occupational levels and income seem to be associated with pay satisfaction. Men 

In higher occupational levels were more dissatisfied with their pay than those in lower 

levels (Berkowitz et al., 1987). Individuals who earn higher incomes have been found to 

have a higher standard of what constitutes a "reasonable Income" (Jackson & GrabskI, 

1988) and are often less satisfied with their pay (McDonald & Southwell, 1991). Berkowitz 

et al. (1987) also noted that individuals who had been unemployed at some time during 

their life were less satisfied with their pay than those who had not been unemployed.

Another demographic variable associated with pay satisfaction levels is the sex of 

the respondent. That Is, women tend to be more satisfied with their pay than men, even

11



though they make significantly less money (Major & Forcey, 1985). This issue wlli be 

discussed In more detail below.

The relationships of pay satisfaction and these demographic variables will be 

tested in the present study. In this case, however, the occupational level will be 

substituted with the bargaining unit. Because of concerns with confidentiality, the 

respondents' job classifications were not collected. As a result, bargaining units, broader 

groupings of hospital jobs and the only occupational division collected, were utilized as 

job classification equivalents.

Wage Eauitv.

As previousiy noted, pay must be perceived as equitabie before a person wlii be 

satisfied with it; thus, wage equity and pay satisfaction are Intrinsicaliy connected. 

Perceptions of wage equity are based on both distributive and procéderai justice. That 

Is, perceptions of fairness or equity depend on both the amounts of compensation 

received and the method used to determine the amounts of compensation (Folger & 

Konovsky, 1989). Foiger & Konovsky (1989) also found that distributive justice explained 

twice as much variance in workers' pay satisfaction as procedural justice; iiowever, tlie 

relationship between procedural justice and pay satisfaction was significant. Procedural 

justice is a better predictor of workers' attitudes towards authorities and institutions (e.g. 

organizational commitment) than distributive justice.

Lowe & Wittig (1989) argue that if the procedures used are viewed as fair, then 

the distribution of outcomes will also be viewed as fair, even If they are disadvantageous. 

Likewise, perceptions of outcome fairness are dependent on perceptions of procedural 

fairness for those whose outcomes are low. On the other hand, perceptions of outcomes



are perceived as fair regardless of the perceptions of the procedure when the outcomes 

are high (Greenberg, 1987 as cited In Lowe & Wittig, 1989). Obviously, self-interest 

seems to bias people's perceptions of justice (Hegtvedt, 1989).

A major premise of equity theory states that when an individual experiences 

inequity (i.e. ratio of outcomes to input is unequal compared to another), they will become 

distressed and, therefore, will either attempt to restore actual equity or change their 

perceptions to restore psychological equity (Jackson & QrabskI, 1988). In other words, 

people can alter their beliefs about the outcomes they receive as a means of restoring 

equity. For example, Greenberg (1989) found that a theorized pay cut resulted in more 

value given to work environmental features of the job than monetary outcomes. Thus, 

perceptions of wage equity influence not only pay satisfaction but job satisfaction as well. 

These relationships between pay and job satisfaction and wage equity were aiso tested 

in the present study. The demographic variables of sex, age, education, occupation and 

income, reported to be related to pay satisfaction, ware aiso examined in relation to wage 

equity. Bargaining units were used in place of occupational levei because of the 

importance of confidentiality.

Job Satisfaction.

Job satisfaction is the result of several aspects of work life including the intrinsic 

nature of the work, the working conditions, financial rewards, relations with coworkers, 

likelihood of promotions and the resources to do the work (Evans & Nelson, 1989). 

Generally, people with high salaries and intrinsically interesting work are the most 

satisfied. However, most North Americans report that they are generally satisfied with
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their jobs (Crosby, 1982). Individually, people determine job satisfaction by comparing ttio 

job traits they value with the traits rewarded in their organization (Evans & Nelson, 1989).

As noted earlier. Individuals who receive less monetary rewards in their jobs tend 

to value other aspects of their work more highly than those who receive a fair wage 

(Greenberg, 1989). On the other hand, Summers & Hendrix (1991) found that pay 

satisfaction was a major component in determining job satisfaction. In turn, job 

satisfaction was strongly linked to organizational commitment.

Organizational Commitment.

Organizational commitment is defined as a strong desire to remain a member of 

the particular organization, a willingness to exert high levels of effort on behalf of the 

organization and a belief In and acceptance of the values and goals of the organization 

(Porter, Steers, fVlowday & Bouiian, 1974). Together the elements of this definition 

represent the binding of an individual to the organization.

Generally, the more satisfied workers are with their pay and tfie more they 

perceive their pay as equitable, the more committed they are to the organization (Porter, 

et al., 1974; McDonald & Southwell, 1991). Summers & Hendrix (1991), testing a model 

of wage equity, found that perceived wage equity led to pay satisfaction which, in turn, 

interacted with job satisfaction and, finally led to organizational commitment. Because of 

the strong ties to pay satisfaction, wage equity and job satisfaction, organizational 

commitment is an important construct to include in a study that measures job-related 

attitudes. The present study attempted to replicate the relationships of organizational 

commitment with wage equity and job satisfaction.
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Paradox of the Contented Female Worker.

As noted earlier, female workers differ from males on many job-related constructs, 

particularly those concerning pay. In 1987, Steel & Lovrich found that, although female 

workers' median annual income was only 40.8% of their male counterparts, women were 

statistically more satisfied with their pay than men. No differences were found in 

employees' attitudes towards pay as a motivator. That is, both men and women viewed 

saiary increases and cash rewards as valuable work motivators (Steel & Lovrich, 1987). 

This finding has been termed the "paradox of the contented female worker" (Jackson & 

GrabskI, 1988). Women generally have lower pay expectations than men, have lower 

standards of fair pay than men and expect less pay for their work than men. Women 

have also been found to work longer, do more work and do higher quality work than men 

for the same money. Jackson & GrabskI (1988) suggested that these findings may reflect 

the experience of gender wage discrimination.

To explore this phenomenon. Major & Forcey (1985) examined women's and 

men's social comparison preferences and job evaluations when determining their 

perceptions of fair pay. Social comparison determination of equity are often to women's 

disadvantage as people prefer to maximize similarity in wage comparisons by using 

same-sex and same-job comparison groups. When women compare their pay to other 

women or to individuals in the same job (who are highiy likeiy to be women), their wage 

standard is lower than when these wage comparisons included male workers. They also 

found that women felt that they desenred less pay than men and evaluated their work iess 

positiveiy than men. Major & Forcey (1985) concluded that women have learned, via 

environments where female-dominated jobs are paid iess than maie-dominated jobs and
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female performance is evaluated less positively than male performance, to have low levels 

of pay standards.

Some women continue to believe that their income is secondary to tlieir spouse's 

and, thus, may find their lower wages satisfactory. This Idea Is supported by Jacksoti & 

Grabskl's (1988) finding that married subjects and parents recommended higher wages 

to male-dominated jobs and lower wages to female-dominated jobs than did single, 

childless subjects. Alternatively, married individuals and those with children may be more 

traditional in their attitudes toward gender roles than single and\or childless persons.

Low levels of pay satisfaction may also be an attempt to restore psychological 

equity (Dornstein, 1985). Since actual equity Is not realized for many women workers, it 

makes sense that they would have lower standards of pay satisfaction in order to perceive 

their situation as equitable. Likewise, the relationship between work and pay may not be 

as strong for women as for men and, therefore, may be more susceptible to other 

influences (Jackson & Grabski, 1988). Women, In turn, perceive other factors such as 

pleasant coworkers as fair compensation for lower pay (Jackson, 1989).

Similarly, women tend to be as satisfied with their jobs as men (Major, 1989). As 

with pay satisfaction, women's job satisfaction is believed to be partially the result of low 

expectations and low rewards, especially for those in nonprofessionai female-dominated 

occupations (Evans & Nelson, 1989).

The constructs of procedural and distributive justice are thought to be related to 

pay inequity. Since wages are determined via market factors such as supply and demand 

as well as employee contributions to the organization, pay should therefore be a product 

of the demand for one’s skills in the labour force and the contributions one makes (i.e. 

productivity) in one's place of work. If this process is accepted by workers, the
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procedures used to determine their pay would appear just. As a result, those who receive 

little (e.g, women) would not be dissatisfied (Hegtvedt, 1989).

With all these reasons why women tolerate pay inequities, one might wonder how 

Pay Equity ever got started and, in fact, why It Is needed (fVlajor, 1989). Through her 

research, Crosby (1982) found that while women were satisfied with their own situation, 

they were aware of and upset over the extent of discrimination faced by v/omen in the 

work force. Likewise, those who experience group deprivation as opposed to Individual 

deprivation were more likely to push for societal change like Pay Equity (Major, 1989).

The "paradox of the contented female worker" is likely to be challenged by Pay 

Equity. The basic premise of Pay Equity promotes comparisons of male-dominated and 

female-dominated occupations. It also advocates a just method of distributing wages and 

challenges existing methodologies. Thus, offsets of Pay Equity such as changes in 

comparison groups, an Increased perception of Inequalities and changes in the methods 

by which wages are determined may result In changes in the levels of wage equity and 

pay satisfaction as well as Impacting on job satisfaction and organizational commitment 

for both male and female workers.

These changes may also be related to support for Pay Equity legislation. For 

example. If workers believe that men are the primary breadwinners and women should 

continue to receive lower wages, legislation like Pay Equity may not be well supported. 

In turn, support for Pay Equity Is assumed to be Intrinsically tied to perceptions of 

women's role In society (Evans & Nelson, 1989). Also, if women believe they are being 

discriminated against as a group they would be more likely to support Pay Equity (Tougas 

& Veilleux, 1988).
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Based on this research, the present study examined the different attitudes toward 

Pay Equity between women and men. The workers' attitudes toward Pay Equity were also 

expected to be related to their attitudes toward women's role in society, as well as how 

they viewed their current situation in the workplace. Specifically, both men and women 

who had traditional views of women’s roles and/or did not feel women are being 

discriminated against at work would not be as supportive of Pay Equity. Sex differences 

in job and pay satisfaction levels and perceptions of wage equity as well as income were 

also explored. Demographic variables like parental and marital status, education and 

income were examined along with the workers' attitudes toward women's roles in society.

Job-Related Issues in Pav Equity.

To date very few studies have actually measured job-related constructs such as 

job satisfaction, wage equity and organizational commitment in relation to Pay Equity. 

Most discussions on Pay Equity have been concerned with abstract, theoretical and/or 

macroeconomic issues. While various job-related issues associated with Pay Equity 

programs have been the object of speculation, little research has gone into providing a 

systematic base of information to determine the accuracy of this speculation (Evans & 

Nelson, 1989; Lowe & Wittig, 1989).

The present study explores the relationship of pay satisfaction, job satisfaction, 

wage equity and organizational commitment with the workers' attitudes toward Pay Equity. 

Based on the only two studies that measured worker attitudes in relation to Pay Equity 

(Laurents, 1986; Evans & Nelson, 1989), positive correlations were predicted between 

each of these job-related variables and Pay Equity. These studies will be described next.
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Laurents (1986) focused on the workers' reactions to Pay Equity. She used 

students to study the perceptions of wage equity, job and pay satisfaction and job 

performance before job evaluation, and before and after comparable worth adjustments. 

These variables were compared between female- and male-dominated job conditions and 

between male and female subjects. She found that overall equity, internal equity, external 

equity and individual equity were significantly higher for females than males after 

implementation of Pay Equity. Perceptions of overall and internal equity were significantly 

higher after implementation than prior to implementation for subjects in female-dominated 

occupations. No differences were found in general, job and pay satisfaction levels or in 

the quality or quantity of performance (Laurents, 1986).

Three major problems exist with Laurents' study: 1) the subjects were students, 

therefore, external validity Is questionable, 2) the Pay Equity situation was created 

specifically for the research and was, therefore, artificial, which again brings questions to 

the study's external validity and 3) pay adjustments were made for all of the 

female-dominated jobs; therefore, no comparisons can be made between the reactions 

of women who received either small or no adjustments and those who receive more. 

Criticisms aside, this study is important to the exploration of attitudes during pay equity 

implementation.

Evans & Nelson (1989) examined psychological effects of Pay Equity 

implementation on Minnesota state employees. They telephoned approximately 500 

employees and asked the respondents about their support for, knowledge about, receipt 

of and reactions to Pay Equity. Evans & Nelson (1989) found that an overwhelming 

majority of employees supported the concept of Pay Equity and that Pay Equity legislation 

was well-known to the employees. Interestingly, of the employees who actually received
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Pay Equity raises, only 56.9% knew they had received one, 21.6% reported not having 

received one and, 21,6% reported never having heard of Pay Equity. Obviously, the 

contribution of Pay Equity to the women’s movement Is minimal if only half its beneficiaries 

are aware of their raises. They also found that, regardless of the support for the concept 

of Pay Equity, 36% of the respondents felt that Pay Equity implementation had caused 

problems In the workplace (Evans & Nelson, 1989).

This study also examined the Impact of Pay Equity on job satisfaction. Evans &. 

Nelson (1989) found that the most satisfied employees were those who had accurately 

known about their Pay Equity raises and the most dissatisfied employees were those who 

had known about the Pay Equity policy but not about their own raises. Ttiey concluded 

that increased expectations (i.e. knowledge about a new wage policy) and increased 

rewards (Pay Equity raises) increased job satisfaction. On the other hand, increased 

expectations and no rewards decreased job satisfaction. Some of the findings of Evans 

& Nelson's (1989) study are specific to unique factors. For example. Impacts of the 

implementation were not advertised and notification to the employees consisted of 

changes In pay cheques which were not distinguished from regular pay raises. Other 

results, such as the respondents' knowledge of Pay Equity, may be generalized.

The Evans & Nelson (1989) study provides an important step In examining 

employee factors that may be affected by Pay Equity implementation. It is one of the first 

major studies to look at attitudes of workers affected by a Pay Equity program and, thus, 

provides a basis for comparison.

Comparisons of variables, such as job satisfaction and wage equity, similar to 

those made by Laurents (1986) and Evans & Nelson (1989) were made in the present 

study for participants who received Pay Equity adjustments and those who did not. They
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were compared on their attitudes towards Pay Equity itself, job satisfaction, wage equity, 

pay satisfaction as well as union-related measures and those measuring their attitudes 

toward women's equality. Likewise, the respondents' satisfaction with the raise was also 

used as a comparison point in similar analyses. Finally, it was expected that most of the 

respondents in the present study, regardless of demographic characteristics, would 

understand the concept of Pay Equity.

Pav Equity as an Equality Issue 

Pay Equity originated as a feminist attempt to decrease wage discrimination but 

has since been mutated by government policy makers who have devised programs that 

pit worker against worker by comparing job value (Cuneo, 1990). Thus, it is important to 

ascertain not only the financial effects of Pay Equity (e.g. Orazem & Mattila, 1989) but 

also the attitudes and reactions of the workers (Evans & Nelson, 1989). fVlany women's 

groups believe that Pay Equity will validate paying women lower wages than men (Lewis, 

1989). Others believe it will be a catalyst for women to place a higher value on their work 

(NSACSW, 1988). Obviously, these outcomes could depend on whether or not Pay 

Equity raises were received, how large these adjustments were and whether expectations 

raised by the Pay Equity program were met.

Women's Attitudes toward Pav Equity.

Evans & Nelson (1989) reported that support for Pay Equity was highest among 

women in general, and those who supported the women's movement. Knowledge of Pay 

Equity was highest among workers with high levels of pay and education. Respondents 

who felt that Pay Equity created problems in the workplace did not support the women's
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movement or Pay Equity and tended to be workers with 17 years or more tenure (Evans 

& Nelson, 1989).

Following Evans & Nelson (1989), the present study investigated whether Pay 

Equity implementation altered the workers' perceptions of their jobs, the atmosphere in 

which they worked or their perceptions of the women's movement. Comparisons were 

made between workers who received Pay Equity adjustments and those who did not. 

Comparisons of the personal variables and Pay Equity attitudes were also included.

In related work, Tougas & Veilleux (1988) examined various factors which impact 

on women’s acceptance of affirmative action. They found that reactions to these 

programs were influenced by the intensity of identification with one's group, the collective 

deprivation experienced by women (i.e. perceived inequalities and feelings of 

dissatisfaction in the workplace), and the type of implementation (i.e. whether or not 

women were able to help themselves). These factors may also influence ttie development 

of women's responses to Pay Equity. For example, women may be more receptive 

towards Pay Equity if they have some input in the job evaluations and are aware of wage 

discrimination. Also, the identification with other women may have an impact on tlieir 

support for Pay Equity. As well, knowledge of the legislative loopholes and inherent sex 

biases in Pay Equity legislation may also affect feelings of inequality and dissatisfaction 

in the workplace.

The modified version of the scale used by Tougas & Veilleux (1988) along with the 

work-related items from the Attitudes Toward Women scale (Spence, Helmreich & Stapp, 

1973) gauged the workers' attitudes toward women in the workforce.
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Pav Equity as a Union-Related Issue

As with job-related concerns in Pay Equity, union-related issues have also been 

the object of speculation with little or no empirical evidence. Constructs such as union 

commitment and workers’ perceptions of union power and service may be related to 

workers' attitudes toward Pay Equity. Workers' perceptions of the Union's attitude toward 

Pay Equity in their workplace may influence their attitudes. These perceptions may be 

based in the Union role in bringing Pay Equity to the workplace, support for it and, in the 

current case, the reinstatement of Pay Equity after its freeze in the Spring of 1991. These 

concerns are discussed further.

Union Commitment.

Union commitment has been defined in terms of four underlying factors: (1) loyalty 

to the union, (2) responsibility to the union, (3) willingness to work for the union and (4) 

belief in unionism (Gordon, Philpot, Burt, Thompson & Spiller, 1980). Loyalty to the union 

was characterized by a sense of pride in belonging to the union and an awareness of the 

benefits of unionization. Factor two, responsiuility toward the union, measured the degree 

of willingness to meet the day-to-day duties of a union member. The willingness to work 

for the union factor entails the willingness of members to work for the union "above and 

beyond the call of duty". Factor four, belief in unionism, reflected members' belief in the 

concept of unionism (Gordon et al., 1980). Recent research has, however, lent support 

to a three-factor definition which excludes the belief in unionism factor (Kelloway, Catano 

& Southwell, 1992).

The construct of union commitment evolved from research on organizational 

commitment (Barling, Wade & Fullager, 1990). Originally, the two types of commitment
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were believed to be parallel constructs. It is now thought that, while both union and 

organizational commitment have some predictors In common, the two constructs are quite 

dissimilar and should be treated as such (Barling et al., 1990).

Generally, union-related variables are better predictors of union commitment than 

work-related variables or personal characteristics (Southwell, 1991): for example, 

satisfaction with the union and the perceived power of the union predict union commitment 

(Southwell, 1991 ). Another antecedent of union commitment is perceived union service; 

that is, if members perceive the union as being instrumental in meeting their needs, they 

are more likely be committed to the union (Thacker et al., 1990). Likewise, Chacko (1985) 

found that union member behaviour was strongly affected by the members' perceptions 

of, and attitudes toward, the union. Southwell (1991), however, did find that increased 

amounts of conflict experienced In the workplace and low levels of job satisfaction were 

associated with higher levels of union commitment.

Sex is the demographic variable most often examined in relation to union 

commitment, likely due to historically low levels of female participation in unions. 

Research shows that males express more responsibility to the union and are more willing 

to work for the union (Thacker et al., 1990). Females seem to have a higher degree of 

loyalty (Thacker et al., 1990). Southwell (1991) found that sex moderated the 

relationships between union commitment and antecedents such as perception of union 

service and union power, responsiveness to membership and union satisfaction.

The present study attempted to replicate some of the above findings, specifically 

the three-factor structure of the union commitment scale and the perception of union 

instrumentality, i.e., union service and power as antecedents of commitment. The 

relationships of organizational variables such as job satisfaction and wage equity to union
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commitment were also examined. Sex was also expected to be an antecedent of union 

commitment. With respect to Pay Equity, given the rcia played by the union in 

establishing Pay Equity, I.e., one of instrumentality, positive attitudes toward Pay Equity 

and the union’s role in its reinstatement were expected to predict union commitment.

Unionization and Pav Equity.

Many supporters of equality see unionization and collective bargaining as the 

means for women to realize their greatest economic gains (Lewis, 1988}. As more and 

more women become represented by unions, the pressure for unions to promote policies, 

such as Pay Equity, advantageous to their female members increases (Cuneo, 1990). In 

Pay Equity, the union typically has the responsibility to negotiate the specific program(s) 

to be implemented. For example, the union has a say in which job evaluation system will 

be used, the schedule for the implementation of the program and so on (Weiner & 

Gunderson, 1990). While many unions support Pay Equity legislation, they are also 

concerned with the problems that Pay Equity could cause. Many unions have demanded 

that the principle of equal pay for work of equal value should be applied to the entire work 

force, that principles like seniority should be explicitly noted, and that Pay Equity 

adjustments should not come at the expense of lower wage increases for other workers 

(Weiner & Gunderson, 1990).

Unions have also served an important role in educating their members about Pay 

Equity (Weiner & Gunderson, 1990). This is important because Pay Equity is a 

complicated piece of legislation and, therefore, difficult to understand. Changes in the 

workplace can be threatening to many workers which may, in turn, affect the workers' 

attitudes toward their union. While many union members may support the concept of
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equal pay for work of equal value, the realization that some workers are receiving pay 

raises and others are not may cause jealousy and/or be disruptive to union solidarity, 

Recently, one study indicated that the strategy used by the union to present the Pay 

Equity plan to its members will affect the workers' attitudes toward that plan (Evans & 

Nelson, 1989). The present study sought to measure these issues, including the extent 

to which the workers believed that their Union was committed to women's issues and the 

implementation of Pay Equity programs through negotiations and lobbying efforts. As 

noted earlier, the members' perceptions of union activity affects union commitment 

(Chacko, 1985). Therefore, the members' attitudes toward Pay Equity, their perceptions 

of the Pay Equity program and of their union's role in its Implementation could very well 

influence the members' union commitment.

Hypotheses

A major goal of the present study was to assess factors that are related to worker 

attitudes toward Pay Equity. Based on previous research, a number of hypotheses were 

developed as noted in the above text. For convenience, these hypottieses are 

summarized and documented below. The hypotheses are also categorized into four 

groups: General Pay Equity, Job-Reiated, Union-Related and Equality-Related. These 

categories will also be used in presenting the results and discussing the findings.

11 General Pav Ecuitv Hypotheses:

a) Most respondents, regardless of demographic characteristics will understand the 
concept of Pay Equity (Evans & Nelson, 1989).

b)The Attitudes Toward Pay Equity Scale measures at least three latent variables.

c) Workers who are expecting Pay Equity raises will be more satisfied with their 
jobs and their pay than those not expecting raises (Evans & Nelson, 1989).
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d) Workers who are expecting Pay Equity raises wiii have more positive Attitudes 
Toward Pay Equity than those not expecting raises.

e) Of those who received raises, the workers who are not satisfied with their raises 
will have more negative perceptions of Pay Equity than those who are satisfied.

2) Job-Related Hvpotheses:

a) Attitudes Toward Pay Equity will be related to Wage Equity, Job Satisfaction 
and Organizationai Commitment (Evans & Neison, 1989),

b) Wage Equity wiii be positively related to Pay and Job Satisfaction (Berkowitz et 
ai., 1987).

c) Age, sex, educationai ievei, bargaining unit and income wiii be predictors of Pay 
Satisfaction and Wage Equity (Berkowltz et ai., 1967; Jackson & Grabski, 1988).

d) Wage Equity and Job Satisfaction will be positively related to Organizational 
Commitment (Summers & Hendrix, 1991).

3) Hypotheses related to Equality issues:

a) Demographic variables Including sex, education. Income and tenure will be 
related to the workers' Attitudes Toward Pay Equity (Evans & Nelson, 1989).

b) Attitudes Toward Pay Equity will be related to Equality in the Workplace and 
Attitudes Toward Women for both male and female respondents (Evans & Nelson, 
1989) In that those who have positive Pay Equity attitudes will perceive inequalities 
in the workplace and have liberal Attitudes Toward Women.

c) Responses to Attitudes Towards Women and Equality in the Work Force will be 
related to marital and parental status (Jackson & Grabski, 1988) and education, 
sex and Income (Evans & Nelson, 1989).

4) Union-Related Hypotheses:

a) Union commitment and perceptions of union service and power will be predicted 
by Attitudes Toward Pay Equity, the perception of the Union's role in Pay Equity 
and the perception of the Union's role In its reinstatement.

b) Union commitment wiii be positively related to members' Perceptions of Union 
Service and perceptions of Union Power (Southwell, 1991).

c) The level and type of commitment to the Union will differ for male and female 
members (Barling et al., 1990; Southwell, 1991).
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d) Union commitment will be predicted by perceptions of Wage Equity and Job 
Satisfaction (Southwell, 1991).

METHOD

Participants

In anticipation of a 30% to 40% response rate, 1,000 Nova Scotian hospital 

workers who were members of a civil service union were randomly selected for 

participation in the study. This sample was selected from eight different bargaining units 

from six Union locals in two separate hospitals in the Haiifax-Dartmouth area, with a total 

population of 3389. Questionnaires, presented as Appendix A, were mailed to the liomes 

of Union members during the second week of November, 1991. The questionnaires were 

accompanied by a cover letter from the president of the Union explaining the nature of tire 

survey (Appendix B) along with a self-addressed, postage-paid return envelope. After ttie 

return of approximately 200 questionnaires around the original cut-off date of December 

6,1991, a reminder letter was sent to members. By the first week of January, 1992, 311 

usable questionnaires were returned. As in Southwell's (1991) study, anonymity was 

ensured as no identification schemes were implemented and all questionnaires were 

Identical.

At the time of the survey, Hospital 1 employed 25% of these workers and Hospital 

2 employed 75%. As a result, 250 or 25% of the surveys were sent to workers from 

Hospital 1 and 750 or 75% were sent to workers from Hospital 2. In order to achieve a 

sample which closely approximated the population of Union workers in the two hospitals, 

the proportions of male and female workers per bargaining unit were calculated for each 

hospital. The number of workers sampled was determined by multiplying the proportions 

by the sample size. For example, approximately 70% of the Union workers at Hospital
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2 were female. The total sample taken from there was 250, therefore, 175 (or 70% of

250) sampled workers were female. The percentage of females to males at Hospital 2

was 85% female and 15% male. (In order to sample enough male workers, the

percentage sampled was 70% female and 30% male). Other numbers were altered when

the numbers were so small It would be unlikely to receive sufficient responses. The

sample per hospital and bargaining unit Is presented In Appendix C.

Included in the sample were bargaining units from both hospitais that contained

classifications which qualified for Pay Equity raises and several that did not. The

bargaining units sampled were:

1 ) Clerical (CL) 2) Nursing Assistant (MSB)
3) Lab Technician (HSA) 4) Nurses (MSN)
5) fy/laintenance (MGS) 6) Counselling (PR)
7) Laundry Services (SE) 8) Technical (TE)

Because of the Importance of confidentiality, respondents’ job titles were not

collected. The only Information collected regarding their jobs were bargaining units. As

the bargaining units reflected the type of work the respondents performed, they were

considered the equivalent of job classifications In subsequent analyses. The proportion

of female and male workers In specific job categories within the bargaining units was a

criterion which determined whether they qualified for Pay Equity raises (at least 60%

female to qualify). Without the actual job titles, it was impossible to determine which

respondents qualified for Pay Equity raises, as not all jobs in a given bargaining unit

qualified. A gross estimate for subsequent analyses was determined by dividing the

groups Into bargaining units that were female-dominated and those that were not female-

dominated by determining the percentage of females in a particular bargaining unit.

Those that had 60% or more female members were considered to be female-dominated.

This division is presented in Table 1.
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TABLE 1

Female-Dominated and Non Female-Dominated Bargaining units for each Hospital,

HOSPITAl. 1 HOSPITAL 2

FEMALE-C OMI MATED NON FEMALE- 
DOMINATED

FEMALE DOMINATED NON FEMALE 
DOMINATED

CL SE HSA CL HSN MOS

HSB TE MOS HSB PR SE

HSN PR HSA TE

Sample Distribution^

In total there were 311 usable questionnaires returned, a 31.1% response rate. 

The proportions of respondents per hospital and per bargaining unit were the same as in 

the original sample. Likewise, the sex ratio of the returned sampie was equivalent to the 

original sample: 206 (68.0%) of the respondents were females and 97 (32.0%) were 

males. Over three-quarters (75.7% or 228) of the sample were between the ages of 25 

to 44 years old. There was no age difference between male and female respondents 

(X^=2.66; p=.62).

Over half of the respondents were married (60.5% or 179). Ninety respondents 

were single (30.4%) and only 21 were divorced or separated (7.1%). Over halt of the 

respondents also had children (56.9% or 169).

The household incomes were relativeiy evenly distributed across the income 

categories. The exception to this was in the $60,000 category, where 68 respondents 

(25.1%) had household incomes at this ievel.

Unless otherwise indicated, percentages do not inciude missing values.
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Two hundred and sixty respondents (87.5%) were full-time employees and 37 

(12.5%) were part-time. Most respondents (182 or 64.3%) had been a member of the 

union for at least ten years.

Out of the 207 respondents who identified their bargaining unit and union local, 

76% or 159 were from Hospital 2 and 23.2% or 48 workers were from Hospital 1. This 

ratio also approximates the proportions of surveys distributed to each hospital (75% to 

Hospital 2; 25% to Hospital 1). However, only a third (33.4% or 104) of the total sample 

failed to answer this question: therefore, analyses including Union locals and bargaining 

units should be Interpreted with caution.
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TABLE 2

Summary of Demographic Variables for the Sampie

VARIABLE___________________________ n____________ %

SEX OF RSSPONBBNT
MALE ................................ 97 32.0
FEUAhB .............................. 206 6S.0

AOS OP RBSPOEDSNT
2d YEARS AOT UNDSE .................... II 3.7
25 TO 34 YEARS   113 37. S
35 TO 44 YEARS ...................... 115 35.2
45 TO 54 YEARS ......................  51 10.9
55 TO 54 YEARS ......................  il 3.7

SDOCAVTOE LEVEZ,
LESS THAN GRADE 9 .  .................. 1 .3
LESS THAN GRADE 12   25 S. 4
GRADE 12 OR VOCATION ................  65 21.9
COMMUNITY COLLEGE ......................  41 13.5
SOME UNIVERSITY  44 14.8
UNIVERSITY DEGREE   52 17.5
POST-GRADUATE STUDY ..................  33 11.1
POST-GRADUATE DEGREE   12 4.0
O T H E R ................................  24 ti.l

MARITAL STATUS
SINaLB(UNMARRISD,LIVZNG ALONE) ........  65 22.0
SINGLE (LIVING WITH PARTNER) ..........  25 8.4
M A R R I E D ..............................  179 60.5
DIVORCED/SEPARATED ..................  E. 7.1
WIDOffED..............................  5 1.7
O T H E R ................................  1 -3

PAJRENTAL STATUS
Y E S ................................... 169 56.9
NO ................................... 128 -43.1

HOUSBHOZJ} INCOME
$8,000-13,999   4 1.4
$14,000-19,999   6 2.2
$20,000-22,999   23 3.5
$23,000-25,999   IS 5.5
$26,000-29,999   11 4.1
$30,000-34,999   25 9.2
$35,000-39,999   36 13.3
$40,000-44,999   34 12.5
$45,000-49,999   21 7.7
$50,000-59,999   28 10.3
$60,000 AND OVER   68 25.1

EMPLOYMENT STATUS
FULL T I M E .............................. 260 87.5
PART T I M E ..............................  3 7 12.5

LENGTH OF TIME IN UNION
I-5 Y E A R S   103 36.4
6-10 YEARS   79 27.9
II-15 Y E A R S   48 17.0
16-20   53 18.7

PLANS ON LEAVING UNION
Y E S   IS 5.4
NO ..................................  234 78.5
UNSURE   48 16.1

HOSPITAL
HOSPITAL 1   48 15.4
HOSPITAL 2   159 51.1
NO A N S W E R .............................. 104 3 3.4
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The Questionnaire

The questionnaire (Appendix A) consists of three sets of questions concerning Pay 

Equity issues, seven measurement scales, six Implementation items and eleven 

demographic Items. Except for demographics, implementation and job satisfaction, ail 

items were measured on a five-point scale from "strongly agree" to "strongly disagree" and 

original scales were modified as needed to fit this measurement scheme. The items on 

the job satisfaction scale were measured an a five-point scale from "very satisfied" to "very 

dissatisfied". Factor analysis, using principal components and varimax rotation, was 

performed on each scale included in the questionnaire. More than one factor emerged 

only for the Attitudes Toward Pay Equity, Union Commitment and Attitudes Toward 

Women scales. Details on these factor structures are presented in describing the scale, 

internal consistencies were also calculated for each scale and subscale. The sets of 

items and the scales used were as follows:

1. Attitudes Toward Pav Eauitv (ATPE) consisted of thirteen items (Q1-Q13) 

pertaining to the support for, knowledge of, perceived impact of and fairness of 

Pay Equity. Many of the questions regarding the first three components were 

taken from Evans & Nelson (1989) and where possible the original wording was 

preserved; however, some items were modified to fit the five-point scale used in 

the present study. The items regarding the fairness of Pay Equity are based on 

the issues and concerns of Pay Equity implementation such as the legislative 

loopholes and job evaluations.

Together the thirteen items in the Attitudes Toward Pay Equity scale had 

a reliability of 0.73. Four sub-scales emerged from the factor analysis accounting
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for 51% of the total variance. Factor 1 appeared to assess understanding and 

support for Pay Equity (ATPE-U&S). Factor 2 described perceived impacts of Pay 

Equity in the workplace (ATPE-PI). Factor 3 included myths and 

misunderstandings about Pay Equity (ATPE-B). Factor 4 questioned the fairness 

of Pay Equity leglsiation for women (ATPE-F). In addition to only accounting tor 

half of the variance, the reliabilities of these subscales were marginal at best, 

ranging from r=.46 to r=.60. The factor loadings, reliabilities and shared variance 

attributed to each factor are presented in Table 3. As this was an exploratory 

study, a decision was made to include the subscales in relevant analyses in 

addition to the scale as a whole. Caution, however, should be taken in the 

interpretation of results Including the subscales.

2. Perception of Union Role in Pav Equity (PURPE) consisted of five items (Q U ­

O I 8). These items were based on issues that often accompany Pay Equity 

implementation in unionized organizations (Weiners Gunderson, 1990). A general 

commitment to women’s issues, the perception that the union was responsible in 

bringing in Pay Equity, the negotiations of the specific Pay Equity program and the 

fears that Pay Equity will sacrifice general wage increases and the union principle 

of seniority were included in the scale. The reliability for this set was 0.73.
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TABLE 3

Factors Matrix of the Items in Attitudes Toward Pay Equity Scale.

ll[-M ,S O N P A V f:«U irY  S C A L E F A C T 0 R 1 F A C T 0 R 2 F A C T O R S F A C T O  R 4

IJ N D I-H S T A N D IN G  A N D  S U P P O R T  O F  P A Y  E Q U IT Y  (A T P E -U & S )

1 1 tia v i! fio a rt] o l  P ay  F q u iiy  a n d  U n d e rs ta n d  w h a t it is . 0 .5 8 2

&. I^ay E q u ity  is fa ir liH iv iu s n  it duBS no t e lim in a te  p e rs o n a l lac to rs  

r.iin li a s  SHtiiority a n d  e x p e n e n n e  w h e n  on lc u la tin g  w a g e  ra tes .

0 .5 1 5

V P a y  E q u ity  w ill tie ip  w o m e n  by  d e c re a s in g  w a g e  d isc rim in a tio n  d u e  

In  s iix .

0 .6 4 6

t d .  (tv u rr il i.  1 le ii l  that P a y  E q u ity  is a  p o s itiv e  a tte m p t tow ard  e q u a lity  

lo r  w iim e n

0 .7 6 8

P H R C E IV P t )  IM P A C T  O F  P A Y  E Q U IT Y  (A T P E -P I)

H P a y  E q u ity  w ill in c re a s e  u n e m p lo y m e n t ra te s  d u e  to h ig h e r la b o u r  

c o sts

0 .7 4 1

P a y  E q u ity  will c a u s e  m a n y  p ro b le m s  in  the  w o rk p la c e . 0 .5 4 5

t 2  P a y  E q u ity  w ill re su lt - i  s o m e  re d u ctio n s  in s a la r ie s . 0 .7 1 9

P A Y  E Q U IT Y  B E L IE F S  (A T P E -B )

:V II s tu d ie s  s h o w e d  ttia i th e  w o rk  o l d e liv e ry  v a n  d rive rs  and  c le rk  

typ ists  re q u ire d  tlm  • •< o  tevel o l skill, tra in in g , resp o n s ib ility  a n d  SO 

In rth , e m p lo y e rs  u lu iu id  p a y  th e s e  p o s itio n s  th e  s a m e .

0 .S 2 S

3 . O n ly  w o m e n  o a n  g e t P a y  E q u ity  ra is e s . 0 .5 2 4

4 . P a y  E q u ity  w ilt h e lp  w o m e n  b y  p ro v id in g  o p p o rtu n itie s  lo r w o m e n  

to e n te r t i ig h e r-p a y tn g , m a le -d o m in a te d  pos itio n s .

0 .5 5 8

1 1 P ay  E q u ity  w ill e n c o u ra g e  w o m e n  to  s ta y  in  tra d itio n a l  

o c c u p a tio n s .

0 .5 0 0

F A IR N E S S  O F  P A Y  E Q U IT Y  (A T P E -F )

6 .  P a y  E q u ity  le g is la tio n  lia s  s o  m a n y  lo o p h o le s  a n d  e x e m p tio n s  th a t  

m a n y  w o m e n  d o  no t q u a lity  lo r a d ju s tm e n ts .

0 .8 6 2

10  T h e  jo b  e v a lu a tio n s  u s e d  in  P a y  E q u ity  a r e  too  D ia se d  a g a in s t  

w o m e n  to  p ro v id e  a c c u ra te  re su lts .

0 .6 3 3

SHARED VARIANCE 10.9% 12,8% 10.1% 9,2%

SCALE RELIABILITV 0.59 0.52 0.46 0.60
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3. Perception of Union Role in Pav Equity Reinstatemant (PURR) was made up 

of five items (Q19-023) pertaining to the reinstatement of Pay Equity legislation 

in Nova Scotia. The Union lobbied to bring Pay Equity "back on board" and Pay 

Equity was eventually reinstated in the summer of 1991. This set of questions was 

developed in order to see how the members' viewed their Union's involvement in 

bringing Pay Equity back. The reliability was 0.88.

4. Equality In the Work Place (EWP) consisted of five items (024-028) taken from 

a study on women’s collective deprivation in terms of their response to Affirmative 

Action which assessed workers' perceptions of women's current state of equality 

in the workplace (Tougas & Veilleux, 1988). Three questions dealt with perceived 

differences in the workforce between men and women with regard to salary, 

chances of being hired and promoted. The fourth question dealt with the affective 

component (Are you satisfied?) and the fifth measured the attitude toward 

improving women's circumstances. Questions were revised to fit a five-point scale 

and were modified so that they were geared for both men and women. Ttie 

internal consistency of these items was 0.76.

5. Attitudes Toward Women (ATW) consisted of twelve items (Q29-Q40) 

concerning vocational, educational and intellectual activities. These twelve were 

chosen from twenty-five questions that included other aspects of social life such 

as sexual activities and dating (Spence et al., 1973) which were not considered 

relevant to the present study. Scores on the scale reflect the degree to which the 

respondent holds traditional or liberal views on the role of women. The scale was
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also modified slightly by including "Neither Agree or Disagree" as a possible 

alternative whereas the original had only four possible response categories. In the 

present study, the reliability analysis on the modified Attitude toward Women Scale 

produced a coefficient of 0.85. Factor Analysis using principle component analysis 

with varimax rotation on Attitude toward Women produced three factors. The 

reliabilities were 0.77, 0.76 and 0.76, respectively; however, the factors appeared 

to be meaningless and were not given further consideration.

6. Perceptions of Wane Eauitv (WAGEEQ) consisted of eight Items {Q41-Q48) 

measuring perceptions of wage equity. The Questions were taken from Lawler's 

(1981) "Items Concerning Pay" questionnaire. This scale assessed the internal, 

external and individual equity components of overall equity. The reliability for the 

present study was 0.94.

7. Union Commitment Scale (UCS) consisted of thirteen items (049-061). This 

scale was originally developed by Gordon et al. (1980) and was later modified by 

Kelloway et al. (1992). The modified scale was used in this study. The modified 

scale has been shown to be a valid and reliable measure of member association 

and involvement with the union (Kelloway et al., 1992) and consistently factors into 

three sub-scales: loyalty to union (UCSL; 049-054), responsibility to union (UCSR; 

055-058) and willingness to work for the union (UCSWW; 059-061). The present 

study replicated previous analyses. The reliability of overall Union commitment 

was 0.89 and the factors accounted for 75% of the total variance. For the three 

subscales, the reliabilities were: Loyalty, r=0.91, Responsibility, r=0.76 and
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Willingness to Work, r=0.85. The factor loadings, reliabilities and shared variance 

of each factor is presented in Table 4.

TABLE 4

Factors Matrix of the Items In the Union Commitment Scale.

ITEMS ON UNION COMMITMENT SCALE FACTOR1 FACTOR2 FACTOR:!

LOYALTY TO  THE UNION (UCSL)

49 1 feel a sense of pride in being part of the UNION. 0.858

50 Based on what 1 know and what 1 believe 1 can expect in the 
future. 1 plan to be a member of the UNION for the rest of the time I 
work.

0.789

51. The record of the UNION Is a  good example of what dedicated 
people can get done.

0  858

52. 1 talk up the UNION to my friends as a  great union to belong to 0.809

53. There's a lot to be gained by joining the UNION. 0.872

54. Deciding to join the UNION was a smart move on my part. 0 854

RESPONSIBILITY TO  THE UNION (UCSR)

55. It is the duty of every worker to keep his/her ears open for 
information that might be useful to the UNION

0.568

56. It's every member’s duty to support or help another worker to 
use the grievance procedure.

0.844

57. It'S every member's responsibility to see that the other members 
"iive up to " the terms of the agreement.

0.779

S3. Every member must be willing to make the effort to file a 
grievance.

0 797

W ILLINGNESS TO W ORK FOR THE UNION (UCSWW )

69. 1 am willing to put in a great deal of effort beyond what is 
normally expected of a  member In order to make the UNION  
successful.

0 539

60. If asked, 1 would serve on a committee. 0 903

61. If asked 1 would run for elected office. 09 1 4

SHARED VARIANCE 52 1% 12 7% 10 0%

FACTOR RELIABILITY 0 91 0 76 0 85
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8. Perception of Union (PERU) scale consisted of eight items (Chacko, 1985; 

Southwell, 1991 ). This scale is normally utilized as two subscales: Perception of 

Union Service (PERUS) which measures the unions role In labour relations, job 

security, working conditions and wages (Q66-Q69) and Perception of Union Power 

(PERUP) which evaluates the union’s ability to have an impact on public election, 

laws and the employer (Q62-Q65), Reliability coefficients for Perception of the 

Union, as a whole, and for Perception of Union Service and Perception of Union 

Power were 0.90, 0.89 and 0.81, respectively.

9. Organizational Commitment scale (ORGCOM) consisted of nine items (Q70- 

078) that assess company commitment (Mowday, Porter & Steers, 1982). All 

Items were positively worded. The scale was modified from the original seven- 

point scale to the five-point scaie for consistency. The scale has been reported 

as consistently yielding satisfactory Internai reiiability and convergent, predictor and 

discriminant validity (Barling et al., 1990). The reliability in the present study was 

0.93.

10. Job Satisfaction Scale (JOBSAT) consisted of nine items (079-087) taken 

from a total of 17 items (Warr, Cook & Wall, 1979). Seven of these items 

measured satisfaction with the working conditions under which the job was 

performed, one measured Pay Satisfaction (082) and the ninth was an overall job 

satisfaction measure (087). Reiiability for the scale was 0.89.
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Démographie and Single Item Variables used in the study are as follows:

a) Pav Satisfaction (Q82) which was included in the job satisfaction scale and 
measured how satisfied workers were with their pay. A five-point scale, from very 
satisfied to very dissatisfied, was used for this item.

b) Received a Pav Eguitv Raise (Q88) asked respondents whether they received 
or were expecting to receive a Pay Equity raise. Respondents wore give the 
choice of "yes," "no" or "unsure."

c) Satisfied with Pav Eguitv Raise (Q89) asked the respondents who answered 
"yes" to 088, if they were satisfied with the amount of the raise. They could 
respond "yes," "no" or "unsure."

d) Expectation of Raise (090) asked respondents who answered "yes" to 088, if 
their raise was "more than expected," "less than expected," "neither as you had 
no expectations" or "don't know."

e) Perception of Job (091) asked respondents if Pay Equity implementation 
affected their perception of their job. The choices were "more satisfying," "less 
satisfying," "no impact" or "don't know.”

f) Atmosphere at Work (092) asked respondents if Pay Equity implementation 
affected the atmosphere in which they worked. The choices were "more friction/ 
rivalry," "less friction/rivalry," "no impact" or "don’t know."

g) Perception of Women’s Movement (093) asked respondents if Pay Equity 
implementation affected their perception of the women's movement. The choices 
were "(vtore supportive," "less supportive," "no impact" or "don’t know."

The demographic variables included in the study were: sex, age, educational level, 

marital status, parental status, household income, employee status, union tenure, 

plans on leaving job. Union local and bargaining unit.
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RESULTS

The variables used in this study were classified into five categories for easy 

reference. They are Pay Equity, Work-Related, Union-Related and Women's Equality 

measures as well as Personal variables. Refer to Table 5 for the classifications of each 

variable.

TABLE 5

Classification of Variables into Pay Equity, Work-Related, Women's Equality, Union- 
Related and Personal Variables.

PAY COUITY 
VARIABLES

WORK-RELATED
VARIABLES

EQUALITY
VARIABLES

UNION-RELATED 
VARIABLES

PERSONAL
VARIABLES

Attitudes Toward Pay 
Equity

Wage Equity Equality in the 
Work Place

Union
Commitment

Sex Income

Received Pay Equity 
R.iise

Organizational
Commitment

Attitudes 
toward Women

Perception of 
Union Power

Age Employee
Status

Satisfaction with Raise Job Satisfaction Perception of 
Union Service

Education Time in 
Union

Expectation ot Raise Pay Satisfaction Perception of 
Union Role in Pay 
Equity

fvlarital
Status

Union
Local

Perception of Job Perception of 
Union Role in 
Reinstatement

Parental
Status

Bargaining
Unit

Atmosphere at Work Leaving

Perception ot Women's 
fvlovement

The zero-order correlations between these variables are presented in Table 6. 

Included in the table are the internal reliabilities of the scales and the means and standard 

deviations for the variables. The correlations are discussed, where appropriate, in relation 

to the various hypotheses.
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TABLE 6

Zero-Order Correlations, Internal Reliabilities, Means and Standard Deviations of Variables 
of Interest
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ATPE = Attitudes Toward Pay Equity: PURPE = Perception of Union's Role in Pay Equity; 
PURR = Perception of Union's Role in the Reinstatement of Pay Equity: EWP = Equality 
in the Workplace: ATW = Attitudes toward Women: WAQEEQ = Wage Equity: UCS « 
Union Commitment; PERUS = Perception of Union Service: PERUP = Perception of Union 
Power: CRGCCM = Organizational Commitment: JOBSAT = Job Satisfaction: PAYS AT 
= Pay Satisfaction; RAISE = Received Pay Equity Raise; PERJB = Perception of Job: 
PERWK = Perception of Atmosphere at Work; PERWM = Perception of Women's 
Movement: SEX = Sex of Respondent: AGE = Age of Respondent: EDUC = Educational 
Level: MARTL = Marital Status: CHILD = if respondents have Children; INCOM = Level 
of Income: EMPL = Employee Status: TIME = Time with Union; LEAVE = Plans to Leave 
Union; BARGU = Bargaining Unit.
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TABLE 6 (CONT’D)
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The results are presented according to the same categories used to summarize 

the hypotheses. Within each category, the results are described for each hypothesis. As 

this study was primarily exploratory in nature, all multiple regression analyses reported 

here used a simultaneous entry of all predictor variables procedure. There was no 

theoretical basis to justify hierarchical entry. The t-values reported in the regression 

analyses refer to the t-value for the unstandardized regression coefficient (B).
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General Pav Equity Results

Hypothesis 1a predicted that most respondents, regardless ot demographic characteristics 

would understand the concept of Pay Equity. Responses to the ATPE scale were used 

to examine this hypothesis. Table 7 presents the frequency of responses, us percents, 

for each question in the ATPE scale. The questions are arranged according to tlu> four 

factors that emerged for this scale.

On the whole, tiie data show that ail respondents had a good knowledge of tliu 

Pay Equity concept. An inspection of Table 7 shows that over 70% of all respondents 

agreed or strongly agreed with items related to the understanding and support of Pay 

Equity with less than 15% disagreeing or strongly disagreeing. Respondents were less 

certain about the perceived impacts of Pay Equity. While 50% to 62% felt that Pay Equity 

would not have negative impacts, a large number were uncertain (22% to 36%) and 14% 

to 18% were foreseeing negative outcomes of the program. The respondents had correct 

beliefs about Pay Equity, generally agreeing or disagreeing appropriately with statements 

of myths and beliefs about Pay Equity (51% to 86%) except for the confusion that arosu 

from the myth that Pay Equity was a vehicle by which women could enter male- 

dominated, higher paying jobs (55% agreed). The respondents were uncertain (37% to 

50%) of the fairness of the Pay Equity process; only 13% to 25% felt either the legislation 

or the job evaluation process was fair.
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TABLE 7

Responses to Items in the Attitudes Toward Pay Equity Scale

PAY EQUITY ATTITUDES 

QUESTIONS

strongly
Agi»»

Agis» Nâilhar 
Agr»» or 
Disagre#

Disagree Strongly
Disagiea

i.J N U C H S l ANDINti AND S U P T O H T  O F  PAY EQUITY (ATPE-Ü&S)

1 .1 liav H  iiR a td  a b o u t P a y  E q u ity  a n t i  u n d e rs tan d  w tia t it is . 3 4  0 % 56.0% ■1.5% 4.2% 1 .3 %

5 P a y  E q u ity  is  la ir  b e r a u s e  it d o e s  not e lim in a te  p e rs o n a l lac to rs  

r,ut;li a s  s en io rity  a n d  e% porieni:B  w tie n  t ï i lc u la t in g  w a g e  ra tes .

2 0 .5 % 4 9 .0 % 1 5 .6 % 7 .8 % 7 .1 %

7 P a y  E q u ity  will h e lp  w o m e n  by d e o re a s in g  w a g e  d isc rim in a tio n  

lia s D tl o n  sex.

2 8 .0 % 65.6% 9.5% 3 .9 % 3 .0 %

t:t O v e ra ll .1 fe e l th a t P a y  E q u ity  is  a  p o s itiv e  a tte m p t to w a rd  e q u a lity  

lor w o m e n

3 5 .6 % 5 2 .1 % 8 .7 % 2 .6 % 1 .0 %

PEPDEIVED IMPACT OF PAY EQUITY (ATPE-PI)

B P a y  E q u ity  w ill in c re a s e  u n e m p lo y m e n t ra te s  d u e  to  h ig h e r la b o u r  

rrosis.

a .3 % 1 1 .8 % 3 5 .9 % 3 7 .6 % 1 2 .4 %

U P ay  E q u ity  w ill rs iu s e  m a n y  p ro b le m s  in th e  w o rk p la c e . 4 .9 % 1 1 .7 % 2 1 .8 % 4 4 .8 % 1 6 .9 %

t 2  P ay  E q u ity  w ill re su lt in s o m e  re d u c tio n s  in s a la r ie s 0 .7 % 1 4 ,0 % 3 0 .0 % 4 2 .7 % 1 2 .7 %

PAY EQUITY BELIEFS (ATPE-B)

2.11 s tu d ies  s h o w e d  tha t th e  w o rk  o t  d e liv e ry  v an  d r iv e rs  a n d  c le rk  

typ is ts  re q u ire d  th e  s a m e  le v e l o t skill, tra in in g , re sp o n s ib ility  a n d  so  

lo rti) . e m p lo y e rs  sh o u ld  p a y  th e s e  po s itio n s  the  s a m e

4 7 .6 % 3 8 .5 % 7 .1 % 3 .9 % 2 .9 %

3 O n ly  w o m e n  c a n  get P a y  E q u ity  ra is e s . 3 .9 % 5 .6 % 1 3 .2 % 3 5 .8 % 41.6%

d P a y  E q u ity  will h e lp  w o m e n  by p ro v id in g  o p p o rtu n ities  lo r  w o m e n  to  

e n te r  h ig h e i-p a y in g , m a le -d o m in a te d  p os itions

1 9 .8 % 3 6 .4 % 1 8 .6 % 1 5 .9 % 1 0 .4 %

1 1 .P a y  E q u ity  w ill e n c o u ra g e  w o m e n  to s ta y  in tra d itio n a l o c c u p a tio n s . 3 .2 % 2 0 .1 % 2 5 .6 % 4 0 .5 % 1 0 .7 %

r AIDNESS OF PAY EQUITY (ATPE-F)

t i  P a y  E q u ity  leg is la tio n  h a s  so m a n y  lo o p h o le s  a n d  e x e m p tio n s  th a t  

m a n y  w o m e n  d o  n o t q u a lity  lor a d ju s tm e n ts .

2 0 .6 % 2 9 .7 % 3 6 .6 % 1 0 .8 % 2 .3 %

t o  T h e  jOb e v a lu a tio n s  u s e d  in P a y  E q u ity  a re  too  b ia s e d  a g a in s t  

w o m e n  to  p ro v id e  a c c u ra te  resu lts .

5 .5 % 1 5 .3 % 5 0 .2 % 2 4 .1 % 4.9%
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The ATPE and its four subscales were related to various demographic variablos 

including age, education, income, tenure and bargaining unit. These relationships am 

discussed below in the 'Women's Equality' section.

Hypothesis 1b predicted that the ATPE scale would factor into at least three subscales. 

The factor analysis, previously reported, showed four meaningful factors for the scale. 

However, the reliabilities of the scales were marginal at best, ranging from r=0.46 to 

r=0.60. Caution, therefore, should be taken when interpreting results including these 

subscales.

Hypothesis 1c predicted that workers who were expecting Pay Equity raises to be more 

satisfied with their jobs than those who were not expecting a Pay Equity raise. Fifty-four 

percent of the respondents received or were expecting to receive a raise. Of this group, 

43% were not satisfied with their raise. Oniy 23% expressed satisfaction with their Pay 

Equity raise. The raise was aiso iower than expected in 44% of the cases where a raise 

had been granted.

With respect to overali job satisfaction, respondents who did receive a Pay Equity 

increase were more satisfied with their job than their co-workers who did not (r=0.17; 

p<0.001). They were aiso more iikeiy to say that their job was more satisfying since Pay 

Equity was implemented in their workplace (091 ) than those who had not received a raise 

(r=0.35; p<0.001 ). There was no relationship between respondents' satisfaction with their 

pay and whether or not they received a Pay Equity raise (r=0.10; p>0.01 ).
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Hypothesis 1d predicted that workers who were receiving Pay Equity raises would have 

more positive attitudes toward Pay Equity than those who were not. Respondents who 

received Pay Equity raises had more supporting attitudes on the ATPE scale than those 

who did not (r=0.29; p<0.001) as well as on each of the four subscales: ATPE-U&S 

(r=0.21; p<0.001): ATPE-PI (r=0.18; p<0.001): ATPE-B (r=0.15; p<0.001) and ATPE-F 

(r-^0.16; p<0.001).

Hypothesis 1e stated that workers who received Pay Equity raises but were not satisfied 

with their raise or perceived it to be less than expected would have more negative 

attitudes toward Pay Equity than those who were satisfied and received what they 

expected. Of the 54% who received a raise, 43% were not satisfied with it compared to 

35% who were satisfied and 23% who were stiil unsure. Aiso, 44% said the raise was 

lower than what they had expected; only 6% said the raise was higher than what they had 

expected and 38% were unsure. As reflected in the overall ATPE scale, workers who 

were satisfied with their raise were more supportive of Pay Equity (r=0.20; p<0.01 ). They 

also exhibited more understanding and support for Pay Equity (r=0.21; p<0.01) than 

respondents who were dissatisfied with their Pay Equity increase and were more Iikeiy to 

accept the fairness of the Pay Equity process (r=0.20; p<0.01). These groups did not 

differ with respect to the remaining two subscaies.

Likewise, respondents whose raises were less than they expected were 

significantly less positive about Pay Equity than those whose raises were more than 

expected (r=0.22; p<0.01). Those whose raises were more than expected saw fewer 

negative impacts (r=0.17;p<0.01) and were more accepting of the fairness (r=0.17; 

p<O.Ol) than those whose raise was less than expected.
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Job-Related Results

Four job-related variables, Wage Equity, Pay Satisfaction, Job Satisfaction and 

Organizational Commitment, were linked to Pay Equity in a number of hypotheses. Each 

of these variables Is first described before the results for specific hypotheses are 

presented.

Wage Equity. Perceptions of wage equity differed for various subgroups. Female workers 

were more likely than males to perceive their wages as equitable (r=-0,25; p<0.00l). Tim 

older the worker (r=-0.12; p<0.01) and the longer they had been in the Union (r=:-0.17; 

p<0.001), the less likely they were to perceive their wages as equitable, Thu greater the 

household Income, the more likely the worker viewed their wages as equitable (r=0.16; 

p<0.01 ). Also, workers with children were less likely to perceive their wages as equitable 

than childless workers (r=-0.12; p<0,01).

There were no differences In perceptions of wage equity for workers who 

received Pay Equity adjustments and those who did not. However, of the workers who 

received raises, those who were not satisfied with the amount (r=0,42; p<0.001 ) and those 

who felt the raise was less than expected (r=0.30; p<0.001) were more likely to see their 

wages. In general, as Inequitable.

Pav Satisfaction, The workers' satisfaction with their pay varied over different groups. 

Female workers (r=-0.18; p<0.001) and those with higher household incomes (r=0.16; 

p<0.001) were more satisfied with their pay than male workers and those with lower 

Incomes. There was also a difference between the Union locals where clerical,
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maintenance, counselling, service and technical workers from Hospital 2 were more 

satisfied with their pay than workers in Hospital 1 (r=0.14; p<0.01).

The level of pay satisfaction did not differ for workers who received Pay Equity 

raises and those who did not. However, satisfaction and fulfilled expectations with one's 

raise were related to pay satisfaction in that workers who were satisfied with their Pay 

Equity raise (r=0.4B; p<0.001) or received more than they expected (r=0.31: p<0.001), 

were satisfied with their pay In general. Also, workers who felt that there was less friction 

and rivalry at work (r=0.20: p<0.001) and were more satisfied with their jobs (r=0.13; 

p<0.01 ) since Pay Equity were more satisfied with their pay than those who did not feei 

that way.

Organizational Commitment. There were no significant relationships between 

organizational commitment and any demographic variable. Likewise, workers who 

received Pay Equity raises did not differ In organizational commitment from those who did 

not. However, of those who received a Pay Equity raise, the ones satisfied with the 

amount were more committed to the organization than those unsatisfied (r=0.22; p<0.001 ). 

Also, workers who felt more satisfied with their jobs since Pay Equity expressed more 

commitment (r=0.21; p<0.001) as did those whose support for the women's movement 

increased (r=0.16: p<0.01).

Job Satisfaction. Respondents' sex, household income and bargaining unit were 

significantly related to job satisfaction. Female workers were more likely than males to 

be satisfied with their jobs (r=-0.22; p<0.001). The higher the level of household income, 

the more likely the worker was satisfied with their job (r=0.17; p<0.001). Also, job
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satisfaction varied for bargaining units, witli clerical workers having the highest level of 

satisfaction and nurses, counsellors and technical having the lowest levels ot satisfaction 

(r=-0.20: p<0.001). Caution should be taken when interpreting the latter result as the 

sizes of the counselling and technical bargaining units were quite small.

As noted in Hypothesis 1c, respondents who received Pay Equity raises were 

more satisfied with their jobs than those who did not (r=0.17; p<0.001). Likewise, tliose 

who were satisfied with their raises (r=0.26; p<0.001) and received more than tfiey 

expected {r=0.20; p<0.01 ) were also more satisfied with their jobs. Workers who felt that 

Pay Equity implementation would cause friction and rivalry (r=0.15; p<0.01) and decrease 

job satisfaction (r=0.18; p<0.001) were more dissatisfied with their jobs than those who 

did not.

Hypothesis 2a proposed that ATPE would be related to wage equity, job satisfaction and 

organizational commitment. These relationships were examined for the full ATPE scale 

as well as for each of its subscaies. Inspection of the zero order correlation coefficients 

in Table 8 show that ATPE was significantly related to wage equity (r-0.16; p<0.001 ) and 

job satisfaction (r=0.16; p<0.001) but not organizational commitment (r=0.09; p>0.01).

Workers' understanding and support for Pay Equity was related to their 

commitment to the organization for which they worked and their satisfaction with their Job. 

The more committed they were to the organization (r=0.24; p<0.001) and the more 

satisfied they were with their jobs (r=0.23; p<0.001), the more understanding and support 

they had for the concept of Pay Equity.

Conversely, the perceived impacts of Pay Equity were not related to any of the 

job-related variables and the beliefs the workers held about Pay Equity were not related

50



to their perceptions of wage equity or job satisfaction. However, workers who were 

committed to the organization for which they worked were more iikeiy to have inaccurate 

beliefs about Pay Equity than those less committed (r==-0.15; p<0.01).

Workers who perceived their wages to be fair (r=0.24; p<0.001), were satisfied 

with their jobs (r=0.18; p<0.001) and were committed to the organization (r=0.14; p<0.01) 

were more Iikeiy to perceive Pay Equity as fair than those who were not.

TABLE 8

Zero-Order Correlations of Job-Related Variables and ATPE (and Subscales)

ATPE ATPE-U&S
'

ATPE-PI

. . . . .  _  

A TPE-B ATPE-F

W A G E  EQUITY + 0 .1 6 '" +0.10 ■0.04 +0.11 + 0 .2 4 "

JOB
SATISFACTIO N

+ 0 .1 6 " + 0 .2 3 " +0.01 +0.01 + 0 .1 8 "

O R G AN IZA TIO N A L
CO M M ITM E N T

+0.09 + 0 ,2 4 " +0.01 -0.15* + 0.14"

*p<0.01 **p<0.001

Hypothesis 2b stated that wage equity would be positively related to both pay and job 

satisfaction. Both of these relationships were confirmed. Workers who perceived their 

wages to be just aiso were satisfied with their jobs (r=0.39; p<0.001 ) and their pay (r=0.82:

p<0.001).

Hypothesis 2c stated that workers' age, sex, education, Income and bargaining unit would 

predict their satisfaction with their pay and their perceptions of wage equity. To test this 

hypothesis, the predictor variables of age, sex, education, income and bargaining unit 

were included in two multiple regression analyses with either wage equity or pay
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satisfaction as criterion variables. These demographic predictors explained 9.8% of the 

variance for Wage Equity (F=3,b0, df=5,165; p=0,004) and 4.2% of the variance for Pay 

Satisfaction (F=1.46, df=5,168; p=0.206). Only Sex was a significant predictor on either 

variable with femaie workers perceiving their pay as more equitable and being more 

satisfied with their pay than male workers (t=-3.92: p=0.000; t-2.18: p-0.042, 

respectively). These regression analyses are presented in Table 9 and 10.

TABLE 9

Multiple Regression of Demographic Predictors of Wage Equity

iVuJtiple A ..3:348
R gguar# ,098X7
AdjUBtaà R Square .07095
Standard Srror 7.S4S77

Aaalyaie of Variaaom
DP

RaqreeaioB 5
fiaaidual IfiS

gum of Squarea 
10X3.37173 
9394.86S11

F = 3.59541 Sigait F > .0041**

------  —  ----- vari«U>JLea ia the S<jua6ion
Variabla
Z W C O M F
AOS
BARGAXH UNIT 
SEX
BCUCATXON
fcoaaeaoe;

B
-.041382
.048754
.311340

-5.138730
.233515

32.725149

SB B 
.231018 
.677S1S 
.348485 

1.311026 
.316030 

3.793794

Bata 
-.014557 
.005418 
.067421 

-.306013 
.059560

Mean Square 
204.77435 
56,93858

T Sig T 
-.179 .8581
.072 .9427
.893 .3729

-3.920 .0001*'
.739 .4610

8.626 .0000

•p<0.0S •*p<O.O.t
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TABLE 10

Multiple Regression of Demographic Predictors of Pay Satisfaction

tfuieipi* Ü .S03 9 3
fl gguAf* .041SS
A i i J u B t e d  A Scjitaea .0 330S
S ta n d a rd  S r r o r  i . 32024

Aaalyaia of Variance
OF Sua of Sqptarea Mean Square

Regreaeion S 9,14832 1,829S6
Reeidual ISO 210,62869 1.2S493

F = 1.4B798 Signif F = .3062

------------------  Variablea in the equation ------------------
Variable B se B Beta T sig T
IMCOHB -.020776 .033917 -.051031 -.613 .5410
Aaa .008111 .100342 .006220 ,081 .9357
BARGAIM UNIT .005424 .051234 .008167 .106 .9158
SBX -.397164 .193685 -.164234 -2.051 .0419»
BDOCATION -.023370 ,046518 -.041328 -.502 .6160
(Canatant} 4.299400 .554184 7.758 .0000

•p^O.OS •*p<0.01

Hypothesis 2d predicted that wage equity and job satisfaction would be positively related 

to organizational commitment. Both expected relationships were confirmed. The more 

committed the workers were to their organization, the more likely they were to perceive 

their wages to be equitable (r=0.27; p<0.001) and to be satisfied with their jobs (r=0.62;

p<0.001).

The Impact of Pav Eauitv. Single-item questions sought to assess the impact of Pay 

Equity implementation on the workers’ perception of their job (Q91) and the atmosphere 

of the work environment (Q92). A majority of respondents felt that Pay Equity neither 

affected their perceptions of their job (54.7%) nor the atmosphere at work (54.3%). In 

both cases, roughly a fifth were unsure of the impact, with the remainder splitting between 

positive and negative options. When comparing the responses of workers who received 

Pay Equity raises and those who did not, differences were found in their perceptions of 

their work environment and their jobs after Pay Equity implementation. Specifically, more
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workers who qualified for raises indicated that there was less friction and rivalry at their 

workplace (r=0.22: p<0.001) and that they were more satisfied with their job (r-^0.35; 

p<0.001) since the implementation of Pay Equity. The same relationships held true tor 

those who were satisfied with their raises and received what they expected in that the 

implementation of Pay Equity was related to increased job satisfaction (r=0.31. p<0.001; 

r=0.35, p<0.001, respectively) and decreased workplace rivalry {r=0.26, p<0.0Û1; r=0.20: 

p<0.01, respectively).

Results related to Women's Equality

Along with demographic variables, Equality in the Workplace (EWP) and Attitudes 

Toward Women (ATW) were reviewed in the context of Pay Equity attitudes and 

implementation. Each of these two equality variables are first discussed before examining 

the findings relevant to the specific hypotheses.

Eoualltv in the Workplace. Although further analysis showed that the five items included 

in this measure comprised a single construct, responses for each item are presented in 

Table 11 to offer a more complete view of the respondents’ perception of workplace 

equality.

As can be seen, most Union members (74.6%) did not believe that men and 

women were paid equal wages. Fewer members did not think that women had the same 

chances as men of being hired (44.4%) or promoted (46.4%). However, most 

respondents were dissatisfied with women's present situation in the workforce (63.1%) and 

felt that the improvement of women’s situation should be a priority (66.9%).
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Responses to EWP differed across sex, education and income. Females were 

less iikeiy than males to believe that women's present situation In the workplace was the 

same as men's (r=0.20; p<0.001). The same was true of more educated (r-.-0.28: 

p<0.001) and better paid (r=-0.14; p<0.01) Union members as they both perceived women 

to be at a disadvantage in the workplace in terms of equal opportunity.

When comparing Pay Equity Implementation items, it was noted that Union 

members who received Pay Equity raises were less likely to feei that women's situation 

at work was equal to men's than those who did not (r=-0.20; p<0.001 ). Of the workers 

who received adjustments, those who were satisfied with their raises were also more likely 

to be satisfied with women's situation in the workplace (r=0.18; p<0.01).

TABLE 11

Responses to Items in the Equality in the Workplace Scale

EQUALITY IN THE WORKPLACE 

QUESTIONS

STRONGLY
AGREE

AGREE NEITHER 
AGREE OR 
DISAGREE

DISAGREE STRONGLY
DISAGREE

Overall, men and women in the workforce are paid 
equal wages.

S.9% 12.7% 9.7% 49.0% 25.6%

All things being equal,a man and a woman would 
hnvB the same chance of being hired for a job.

15.5% 31.1% 9.1% 32.7% 11.7%

All things being equal,a man and a  woman would 
have the same chance of promotion.

16.9% 29.9% 6.6% 34.7% 11.7%

1 am satisfied with woman's present situation in the 
work force.

3.6% 15.9% 17.5% 44.7% 18.4%

1 believe that the improvement of woman's situation 
should be a  social priority.

23.4% 43.5% 23.4% 6.2% 3.6%

Attitudes toward Women. Union members appeared to have relatively liberal attitudes 

toward women's roles in society with the vast majority of responses (87.3%) at least 

agreed with statements indicating equal opportunities for women. As with EWP, ATW
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differed across sex, education and income. Female (r=-0.24; p<0.001), more educated 

(r=0.21 : p<0.001) and better paid (r=0.21 : p<0.001) Union members had the most liberal 

attitudes toward women. Also, members who had plans to leave the Union were more 

likely to have liberal views of women's roles in the workplace (r=0.18; p<0.001 ). However, 

on closer inspection, female members were more likely than males to have plans to leave 

the Union (r=-0.20; p<0.001), thus explaining some of the divergence.

Workers who received Pay Equity raises tended to have more liberal attitudes 

toward women (r=0.22: p<0.001). Also, workers who had more liberal views on women's 

roles In the work world were more likely to have reported more support for the women's 

movement {r=0.15; p<0.01) and experienced more friction and rivalry in the workplace 

(r=0.14; p<0.01) since Pay Equity implementation.

Hvpothesis 3a predicted that the demographic variables of sex, education, income and 

tenure would be related to ATPE. Other demographic variables were examined for 

possible relationships and the correlations are presented In Table 12. Comparisons of 

respondents’ ATPE were made between males and females and no sex difference for the 

overall scale were revealed (r=-0.05; p>0.01). However, the overall scale was related to 

education, income and union tenure. The higher the respondent's level of education 

(r=0.13; p<0.01) and the more money they made (r=0.16; p<0.01), the more positive their 

attitudes were toward Pay Equity. On the other hand, the longer the respondent had been 

a member of the Union, the more negative their Attitudes were toward Pay Equity (r=.-0.12; 

p<0.01).

The four subscales of Pay Equity were also related to demographic variables. 

Workers' understanding and support varied across bargaining units (r=-0.17; p<0.01 ) with
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clerical and service workers having more and counselling workers having less 

understanding and support for Pay Equity than the other workers. The beliefs 

respondents held about Pay Equity were related to their household income (r=0.15; 

p<0.01 ) and their education (r=0.22; p<0.001 ) in that people who had more education and 

made more money held more positive beliefs than those with lower levels of education 

and income. Workers’ perceptions of the fairness of Pay Equity were related to their age 

(r=-0.15;p<0.001) and union tenure (r=-0.27; p<0.001) in that the younger the respondent 

and the less union service they had, the more they thought Pay Equity was fair. No sex 

differences existed between males and females on the subscales.

TABLE 12

Zero-Order Correlations of Demographic Variables and ATPE and Subscales

ATPE ATPE-U&S ATPE-PI ATPE-B A TP E-F

SEX -.05 -.05 -.07 +.01 -.02

EDU CATIO N +.13* +.04 +.02 + .2 2 '* + .03

INCO M E +.16* +.06 +.12 +.15* +.04

TENURE -.12* -.03 +.06 -.11 -.27**

AGE -.08 +.06 -.04 -.10 -.15 '*

BARG UN IT +.00 -.17* +.08 +.01 +.03

• P<,01 and *• P<.001

Hvoothesis 3b stated that workers' perceptions of equality in the workplace and their 

attitudes toward women would be related to their attitudes toward Pay Equity. The 

correlations between ATPE and both EWP and ATW were examined and are presented 

in Table 13. The ATPE and all of the Subscales except ATPE-F were significantly related 

to ATW. Workers who held liberal attitudes toward women's roles in the workplace, 

tended to be more positive about Pay Equity in general than those with more conservative
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views (r=Û.40; p<0.001). Those with liberal views aiso were more supportive of (r»0.40: 

p<0.001), predicted fewer negative impacts from (r=0.33; p<0.001) and hold moro 

accurate beliefs about Pay Equity {r=0.23; p<0.001).

Ail of the relationships between ATPE (and its subscaies) and EWP woru 

significant. Workers who believed that women were at a disadvantage in the workplace 

because of unfair practices were more positive about Pay Equity as a whole (r^^-O.lG; 

p<0.001). Those perceived unequal treatment of men and women in the workforce aiso 

had more understanding and support for Pay Equity (r=-0.18: p<0.001), did not predict 

negative impacts from Pay Equity implementation (r=-0.15; p<0.01) and hold accurate 

beliefs about Pay Equity (r=-0.13; p<0.01 ). However, they were less likely to perceive Pay 

Equity as a fair program (r=0.13; p<0.01).

TABLE 13

Zero-Order Correlations of ATPE and Subscaies and ATW and EWP.

ATPE ATPE-U&S ATPE-PI ATPE-B A T P E -r

ATW + .4 0 " + .4 0 " + .3 3 " + .2 3 " .00

EW P - .1 6 " - .1 8 " -.1 5 ' -.13* + .1 3 ‘

* P<.01 and  *’  P<.001

Hvoothesis 3c predicted that the workers' attitudes toward women and their perceptions 

of equality in the workplace were related to their sex, attained level of education, 

household income and marital and parental status. The correlations of ATW and EWP 

with sex, education, income, marital and parental status were examined and are presented 

in Table 14. Oniy sex, education and income were significantly related to the two scales 

in that females, (r=-0.24; p<0.001), more educated (r=0.21 ; p<0.001) and higher paid 

members (r=0.21; p<0.001) were more iikeiy to have liberal attitudes toward women s
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roles at work, Likewise, females (r=0.20; p<0.001) and those with more education 

(r=:-0.28; p<0.001) and higher incomes (r=-0.14; p<0.01) were more likely to perceive 

women’s situation in the workplace as unequal to that of men’s.

TABLE 14

Zero-Order correlation of ATW and EWP with Demographic Variables

ATTITU D E TO W A R D  W O M EN EQ UALITY  IN W O R K PLACE

SEX -.24” + .2 0 ”

EDUCATIO N +.21” -.2 8 ”

INCO M E +.21” -.1 4 '

M ARITAL STATUS +.00 +.02

PAREN TAL STATU S +.09 +.02

‘ P<.01 and "  P<.001

Effect of Pav Eouitv. A single item question sought to examine the impact of Pay Equity 

implementation on workers' perception of the women's movement (093). Over a third of 

the respondents (37.6%) felt more supportive of the women’s movement as a result of Pay 

Equity implementation (093). Only 3.9% actually felt less supportive. However, over half 

(54%) felt that Pay Equity had either no impact or did not know what its impact was. 

When comparing worker’s perceptions of the women's movement between those who 

received a raise and those who did not, a significant difference was found in >' ;at those 

who received a raise were more supportive of the women’s movement (r=0.25; p<0.001). 

Likewise, workers who were satisfied with their Pay Equity raise (r=0.19; p<0.01) and 

received at least what they expected (r=0.28; p<0.001) aiso expressed more support for 

the women's movement since Pay Equity.
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There also appeared to be a relationship between Increased suppoit tor thu 

women’s movement since Pay Equity implementation and support for the Union. 

Specifically, workers who noted increased support for the women's movement had more 

positive attitudes toward their Union and were more supportive of their Union's 

involvement in Pay Equity. This relationship is further detailed the Union section below.

Union-Related Results

Five measurement scales, Perceptions of the Union Role in Pay Equity (PURPE), 

Perceptions of the Union Role in the Reinstatement of Pay Equity (PURR), Union 

Commitment (UCS) (and its three subscaies), the Perception of Union Service (PERUS) 

and the Perception of Union Power (PERUP) were used to study the relationships of union 

variables with Pay Equity. Each of the variables are reviewed before discussing tfie 

specific union-related hypotheses.

Union Role in Pav Eouitv. Responses for each item in this measure are presented in 

Table 15 to more clearly demonstrate the respondents views. Many Union members were 

unsure or had no view on the Union's role in Pay Equity; between 27.5% and 53.7% of 

the respondents neither agreed nor disagreed with questions in tfiis scale. However, of 

the remaining respondents, most answered all questions positively in terms of Union 

support. In other words, most of the members felt the Union was an essential force in 

bringing the Pay Equity program in the workforce without detrimental effects on union 

principles.
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The workers' perceptions of the Union's role in Pay Equity were examined across 

the demographic variables. Age, parental status and union tenure were related to the 

perceptions of the Union's role in Pay Equity. Older workers (r=0.18; p<0.001) with more 

time in the Union (r=0.14; p<0.01) and workers with children (r=0.12; p<0.01) were more 

likely to see the Union's role in Pay Equity as beneficial.

Comparisons were also made between those who received Pay Equity raises and 

those who did not; although the difference was not quite significant (r=0.11; p>0.01), 

workers who received Pay Equity raises were slightly more supportive of the Union's 

involvement in Pay Equity than workers who did not. Also, those who experienced 

increased job satisfaction (r=0.25; p<0.001) and less workplace friction (r=0.16; p<0.01) 

since Pay Equity held more supportive views of the Union’s involvement in Pay Equity. 

Workers who were more supportive of the women's movement since the implementation 

of Pay Equity (093) were more likely to feei that the Union's role in Pay Equity was a 

positive one (r=0.28; p<0.001 ). It should be noted that increased support for the women's 

movement was positively related to most of Union variables examined.

TABLE 15

Responses to Items in the Perception of the Union's Role in Pay Equity Scale

UNION'S ROLE IN PAY EQUITY 

QUESTIONS

S T R O N G L Y

A G R E E
A G R E E N E IT H E R  

A G R E E  O R  

D IS A G R E E

D IS A G R E E S T R O N G L Y

D IS A G R E E

14 U n io n  IS c o m  m ille d  lo  w o m e n  s iss u e s 1 4 .6 % 4 0 .2 % 2 7 .8 % 6 .8 % 2 .6 %

1 S U n io n  in s iru m e m a l m  bring ing  P a y  E q u ily  

iH iiis lo tion  to w o rk p la c e .

1 4 .9 % 4 6 .6 % 2 7 .5 % 8 .4 % 2 .6 %

IP  U n io n  m a d e  p o s itiv e  c o n irib u lio n s  in P a y  E qu ity  

n ,'t |o iia iio n s

11 0% 4 9 .0 % 3 2 .3 % 4 .8 % 2 .9 %

1 '  U n io n  lia s  sacrilicod  tu lu re  w a g e  in c re a s e s . 2 .3 % 1 2 .7 % 5 3 .7 % 2 4 .1 % 7 2 %

I d  P ay  E q u iiy  will m ie r te re  w itn sen io rity  b a s e d  

w a g e s

2 .3 % 7 .5 % 3 5 .1 % 4 5 .8 % 9 .4 %
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Union Role in Reinstatement of Pav Eauitv. The responses for this item were uiso broken 

down per Item and are presented in Table 16. A majority (63.3%) believed that the Union 

lobbying was essential to the reinstatement of Pay Equity. They believed tliat the 

demonstrations (54.7%), public advertisements (59.9%) and participation in tiie legislative 

process (54.0%) were all instrumental in the reinstatement. An overwhelming majority 

(90.4%) of the respondents believed the reinstatement of Pay Equity was "a good thing." 

There was, however, a significant minority of respondents, ranging from 32.1% to 42.8%, 

who were unsure of the Union's contribution to the reinstatement of Pay Equity.

TABLE 16

Responses to Items in the Perception of the Union's Role In Reinstatement of Pay Equity 
Scale

UNION'S ROLE IN THE 
REINSTATEMENT 

QUESTIONS

S T R O N G L Y

A G R E E

A G R E E N E IT H E R  

A G R E E  O R  

D IS A G R E E

D IS A G R E E S fM U N C .l V 
n iS A G R E T

IS  Rainslatemenl of Pay Equily Is a good thing. 37 5% 53 4%, e . r A 1 6 % , 1 3 “.o

20.D emonstrations by Union were instrumental in 
the reinstatement of Pay Equity.

13.6% 41.1% 39.2% 4.5% 1 6 'X ,

21 .Public Ads sponsored by Union were important 
in bringing Pay Equity back on board

13.0% 46.9% 33.6% 4 O X, 1 6  X.

22.lnlerventlon by Union at Law Amendment 
Committee was Important in the reinstatement.

1 1 .8 % 42.2% 4 2 . 8 % 2  0 % t 3 X.

23.0verail. Union lobbying was essential In bringing 
Pay Equity back.

15.6% 47.7% 32 1% 3  6 % 1 0".,.

There were significant relationships for the workers' perceptions ot the Union's 

role In the reinstatement with age, parental status, union tenure and education. As with 

the perceptions of the Union's role In Pay Equity, older workers fr.=ü.18; p<0.001) with 

more time In the Union (r=0.13; p<0.01) and workers with children (r^^0.12: p<0.01) were 

more likely to feel the Union was instrumental in the reinstatement of Pay Equity.
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Conversely, workers with more education (r=-0,13: p<0.01) were less likely to view the 

Union's role positively.

Comparisons were made between those who received Pay Equity raises and 

those who did not in terms of their perceptions of the Union role in the reinstatement of 

Pay Equity. Significantly more respondents who received raises felt that the Union was 

responsible for the reinstatement (r=0.14; p<0.01). The workers' perceptions of the 

Union's role in bringing Pay Equity back on board was aiso related to perceived changes 

resulting from Pay Equity implementation as measured in single item questions (Q91, Q92 

& Q93). Specifically, workers who felt that Pay Equity implementation made their jobs 

more satisfying (r=0.22; p<0.001), their workplace more peaceful (r=0.16; p<0.01) and 

increased their support for the women's movement (r=0.27; p<0.001) were more likely to 

feei that the Union was instrumental in the reinstatement of Pay Equity.

Union Commitment. The workers' commitment to the Union varied across demographic 

variables. Union commitment was related to the sex of the worker, their educational level 

and tenure in the union, fyien were more committed to the Union than females (r=0.18; 

p<0.001). The more educated the Union member, the less committed they were (r=-0.27; 

p<0.001). The longer the respondent had been a member of Union, the more committed 

they were (r=0.14; p<0.01).

Union Commitment also differed for members who received Pay Equity raises in 

that they were less committed than those who did not receive raises (r=-0.14; p<0.01). 

Also, the more committed the member was to the Union, the more likely they were to have 

increased their support for the women's movement (Q93) as a result of Pay Equity 

implementation (r=0.22; p<0.00l).
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The three UCS subscales were also examined. Union loyalty varied with sox, 

age, education, income and union tenure. Males rated higher in Union loyalty than 

females (r=0.12; p<0.01). Older members (r=0.16: p<0.001) with more tenure (1̂ 0 .14; 

p<0.01) scored higher in loyalty than younger, newer members. Members with less 

education (r=-0.28; p<0.001) and lower household incomes (r=-0.13; pcO.OI) scored 

higher in loyalty than those with more.

Members who received Pay Equity raises did not differ in their loyalty to the 

Union from those who did not. However, those who felt that Pay Equity had increased 

their support for the women's movement (Q93) were rated higher in loyalty than those who 

did not (r=0.19; p<0.Q01).

When comparing demographic variables with the members' sense ot 

responsibility to the Union, the members' level of education was the only demographic 

variable found to be related, with the more educated members expressing loss 

responsibility to the Union than those with less education (r=-0.21; p<Q.001).

The members' responsibility was also examined across the Pay Equity 

implementation variables. Union members who received Pay Equity adjustments 

expressed less responsibility than those who did not receive adjustments (r--.-0.l2; 

p<0.01 ). Members who were more supportive of the women's movement after Pay Equity 

implementation (Q93) expressed more responsibility toward the Union (r=0.l4; p<O.Ol).

The workers' willingness to work for the Union was also examined across the 

demographic and Pay Equity implementation variables. The sex of the Union member 

and their level of education were related to their willingness to work for the Union. Males 

were more willing than females to work for the Union (r=0.27; p<0.001). The more 

education respondents had, the less willing they were to work (r=-0.16; p<0.001).
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Willingness to work for the Union was not related to whether or not workers 

received a Pay Equity raise. However, members who felt more supportive of the women's 

movement as a result of Pay Equity implementation (Q93) were aiso more willing to work 

for the Union than those who were iess supportive or did not change (r=0.19: p<0.001).

Perception of Union Service. Of ali of the demographic variables, only the members’ 

educational level was related to their perceptions of Union service. Workers with less 

education were more likely to agree that the services offered by the Union were beneficial 

than members with more education (r=-0.20; p<0.001).

Pay Equity implementation variables were compared and increased support for 

the women's movement as a result of Pay Equity (093) was found to be related to 

PERUS in that workers whose support increased were more likely to perceive the 

Unions's services to be satisfactory (r=0.28; p<0.001). Also, those who were more 

satisfied with their jobs since Pay Equity expressed a more positive perception of Union 

service (r=0.16; p<0.01).

Perception of Union Power. Comp' risons with demographic variables revealed that the 

members’ educational level and household income were related to PERUP. More 

educated members (r=-0.20; p<0.001) and those who made more money (r=-0.13: p<0.01) 

were more likely to believe that the Union was powerful than less educated or poorer 

members.

There were no differences in PERUP between those who received Pay Equity 

raises and those who did not. However, workers who felt more satisfied with their jobs
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(r=0.17: p<0.001 ) and were more supportive of the women's movement (r=0.28; p<0.001 ) 

since Pay Equity expressed more satisfaction with the Union's powers.

Hvpothesis 4a stated that Attitudes toward Pay Equity, Perceptions of the Union's role in 

Pay Equity and Perceptions of the Union's Role in Reinstatement would predict Union 

Commitment and Perceptions of Union Power and Perceptions of Union Service. To test 

this, ATPE, PURPE and PURR were included as predictor variables against oacti of tlie 

criterion variables, UCS, PERUS and PERUP. However, multicoilinearity existed between 

the latter two predictor variables, therefore, separate analyses were done for eacli.

The union criterion variables were significantly predicted in ail of the resulting 

regression equations. Between 9.6% to 34.9% of the total variance was explained. UCS 

and PERUS had more variability accounted for than PERUP. Both PURPE and PURR 

were significant predictor variables of ail three of the union variables included in the 

analyses. However, ATPE only significantly predicted PERUS (t=2.31 ; p=0.02) when 

paired with PURR. Thus, while the workers' perceptions of the Union’s role in Pay Equity 

and the reinstatement of Pay Equity positively predict their commitment to the Union, their 

attitudes toward Pay Equity are not as critical in terms of their commitment. A summary 

of these regression analyses are presented in Tables 17 to 22.
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TABLE 17

Multiple Regression of the Pay Equity Predictors of Union Commitment

Multiple H .S1106
n s<7uar« .27X50
Acijuatod R S<ju»r» .25577
iJtandard Ertor 7,55573

Atialyuiu of VarXaaoa

Rograpaion
RaaXdual

DP Dua of Squaraa
2 S S 4 8 . 2 i 3 5 a

254 1 4 8 ê6 , 9 B 5 $ 0

Uaan Square 
2774.X2X84 

53.6X0X8

47.33X74 Sigaif F = .0000**
.......... variabXea in the Equation

VariabXa
PURPE
ATPE
(Conatantl

B
1.578051
-.162485

18.618240

SS B Bata
.177748 .551699
.100X97 -.094767

3.064898

T Sig T 
9.441 .0000**
-X.622 .1061
5.075 .0000

TABLE 18

Multiple Regression of the Pay Equity Predictors of Union Commitment

MliiCipie R .5X431
R Square .26452
Adj/uataii R Sqpiara .25870
standard Error 7.46794

AnaXyeie of Variaaam
DF

Regreaaion 2
ReaiduaX 253

Sum of Squares 
S074.6XX88 

14109.85296

Mean Square 
2537.30594 

55.77017

F « Signif F a .0000**
-----------------  Variables in the Equation
vari able
PURR
ATPE
econatantj

B
1.437925
-.037200

19.327122

SB B Beta
.156583 .5:0703
.095707 -.022040

3.001619

T Sig T 
9.133 .0000**
-.389 .6978
6.439 .0000

TABLE 19

Multiple Regression of the Pay Equity Predictors of Perception of Union Power

Multiple R .31774
R Sijuare .10096
Adjuated R Sguara .09388
Standard Error 2.57344

Analyala of Variance
DF

Regraaeion 2
Residual 254

Sum of Squarea 
188.89682 

1682.13820

Mean Square 
94.44841 
6. 62259

F = 14.26155 Signif F = .0000**
------------------ Variai»Iaa in Cha Rfuatioa
V a r i a b J a
Pt'RPS
ATPE
(Constant)

B
.318064

-.058468
9.724932

SB B 
.059749 
.033681 

1.030252

Beta
.345589

-.112697

r Sig T 
5.323 .0000*
■1.736 .0838
9.439 .0000

•p^O.OS **p<0.02
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TABLE 20

Multiple Regression of the Pay Equity Predictors of Perception of Union Power

Multipa* R .30963
R squara .09597
Adjvetad R Squara .09873
Standard error 2.S44S3

Analyaia o£ Variauoa
OF

Regrataion 2
Raaidual 253

Sum of Squarea 
173.69953 
1639 . 07791

Maaa Square 
96.94977 
6.47462

F = 13.41389 Sigaif F > .0000*»
. . . . . . . . . . . . . . . . . .  variabJoB in tJie Squaeioa
Variable
PORR
ATPB
(Coaataati

B
.274995

-.036152
9.989371

SB B 
.053352 
.032610 

1.022731

Beta
.324033
-.069697

T Big T 
B.1S4 .0000**
-1.109 .2696
9.670 .0000

TABLE 21

Multiple Regression of the Pay Equity Predictors of Perception of Union Service

Multiple R .59054
R Square ,34874
Adjuated R Square .34361
standard Error 2,66112

Aaalyaia of Variance
DF

Regreaaion 2
Raaidual 254

Sum of Squarea 
963.19629 
1799.71255

Mean square 
491.59314 
7.08155

F m 69.00673 Sigaif F = .0000'*
 ............. Variablea in the equation
Variable
PORPE
ATPB
(Conatant)

s  SS B Beta
.633499 .061795 .566529
.034469 .034829 .054693
.644603 1.065353

T Sig T 
10.253 .0000"

.990 .3233

.605 .5457

TABLE 22

Multiple Regression of the Pay Equity Predictors of Perception of Union Service

Multiple R .55992
R Square .31340
Adjusted R Rguara .30797
Standard Error 2.67360

Analysis of Variance
DF

Regreaaion 2
Raaidual 253

Sum of Squares 
825.46499 
1909.47252

Mean gguara 
412.73249 
7.14811

F 57.74006 Signif F ~ .0000"
.............---   yariablas in the Equation
Variable B SB B Beta
PORR .519251 .056059 .507466
ATPB .079254 .034264 .126722
(Constant) 1.129807 1.074808

T Sig r 
9.263 .0000"
2.313 .0215*
1.144 .2535

•p<O.OS "p<0.01
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The zero-order correlations between the ATPE subscales and the union variables 

were examined and are presented in Table 23. Workers' understanding and support of 

Pay Equity was significantly related to all UCS subscales as well as both PERUP and 

PERUS. Workers who expressed an understanding and support for Pay Equity were also 

more likely to be more committed to the Union (r=0.25; p<0.001) and, in particular, convey 

more Union loyalty (r=0.19: p<0.001). Union responsibility (r=0.20; p<0.001) and be more 

willing to work for the Union (r=0.19; p<0.001). Workers who perceived the Union to be 

powerful (r=0.16; p<0.001) and its service to its members to be satisfactory (r=0.38: 

p<0.001) were also more likely to express understanding of and support toward Pay 

Equity.

Workers' perceived impact of Pay Equity was significantly correlated with ail 

union variables except UCSR and PERUP. Thus, workers whose perceptions of Pay 

Equity's impact were positive tended to be more committed to the Union in general 

(r=0.20; p<0.001 ) and In terms of loyalty {r=0.17; p<0.001 ) and willingness to work (r=0.21 ; 

p<0.001) as well as being more likely to perceive the Union's services to its members as 

satisfactory (r=0.20; p<0.001).

Respondents' beliefs about Pay Equity were negatively correlated with PERUP 

and UCS and all of its subscales except willingness to work. Union members who held 

positive beliefs about Pay Equity were likely to express less overall commitment to the 

Union (r=-0.12; p<0.01), less responsibility to the Union (r=-0.12; p<0.01) and less loyalty 

to the Union (r=-0.14; p<0.01). Holding negative views of Pay Equity also corresponded 

to perceiving the Union as powerful (r=-0.13; p<0.01).

The perceived fairness of Pay Equity was negatively correlated with responsibility 

to the Union; no other relationship was significant. Thus, workers who did not perceive
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Pay Equity as a fair policy, expressed more responsibility to the Union than those who 

perceived it as fair (r=-0.15: p<0.001).

TABLE 23

Zero-order Correlations of Pay Equity Subscales and Union Variables

UC 3 UCSR UGSL UCSW W PERUS PERUP

ATPE +.13" +.03 +.10 +.14* +.28** +.05

A TPE-U &S +.25** + .2 0 “ + .1 9 “ + .1 9 " + .3 8 " + .1 6 "

ATPE-PI + ,20“ + .11 + .1 7 " + .2 0 " + .2 0 " +.03

ATPE-B .,12" -.12 ‘ -.14* -.02 +.02 -.13"

A TP E -F -.08 -.15“ -.03 -.08 +.06 +.05

* P<.01 AN D  “  P<.001

Hypothesis 4b predicted that the workers' commitment to the Union would be positively 

related to both their perceptions of Union service and their perceptions of Union power. 

The zero-order correlations were examined are presented In Table 24. The relationships 

between UCS and its three subscales with PERUS and PERUP were supported. Workers 

who perceived the Union to be powerful and its services to be satisfactory, were more 

committed to the Union than those with less positive perceptions. The former also 

expressed more loyalty and responsibility to the Union and were more willing to work for 

the Union. Satisfactory perceptions of service was a better indication of Union 

commitment, on all levels, than was power. Workers’ perceptions of Union service and 

power were more strongly related to their loyalty to the Union than any other component 

of commitment.
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TABLE 24

Zero-Order Correlations of Union-Related Variables

UNIO N
C O M M ITM EN T

LO YALTY TO 
UNION

R E S P Q N S ir 'L IT Y  
TO  UNION

W ILLING  TO 
W O R K

PERC EPTIO N OF 
UNION SERVICE

+ .6 8 " + .7 4 " + .4 5 " + .3 9 "

PERC EPTIO N OF 
UNIO N POW ER

+.50” + .5 5 " + .3 4 " + .3 0 "

• P.;.01 AND *• P.001

Hypothesis 4c expected to find male and female workers differing on their levels of Union 

commitment and the type of commitment they expressed. T-tests performed to test this 

hypothesis confirmed these relationships. Male workers had more overall Union 

commitment than female workers (t=-3.10, df=280; p=0.002 two-tailed). There were also 

sex differences m the UCS subscales; males expressed more loyalty to the Union (t=-1.99, 

df=291 ; p=0.048 two-tailed) and were more willing to work for the Union (t=-4.84, df=296; 

p=0.000) than females. However, there were no sex differences in the workers’ level of 

responsibility to the Union.

Hvpothesis 4d stated that wage equity and job satisfaction would be predictors of Union 

commitment. To test this hypothesis, WAQEEQ and JOBSAT were included as predictor 

variables in regression analyses with Union commitment and all three subscales. The 

results of the analyses are presented in Tables 25 to 28. Neither of the two job-related 

variables were significant predictors of Union commitment individually (t=-0.09, p=0.374; 

t=847, p=0.40, respectively) or together (F=0.546, df=2,274; p=0.58). Not surprisingly 

then, the variance accounted for was nominal (0.3%). Similar results were found for the
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loyalty and responsibility subscales where only 1.1% and 0.3%, respectively, ot the 

variance was explained by WAGEEQ and JOBSAT, However, tlie explained variai',ce ot 

the willingness to work subscale was significant (F=4.36, df-2,274; p.-O.Ol) with job 

satisfaction (t=-2.64; p=0.Q1) negatively predicting willingness to work for the Union, 

Wage equity was not a significant contributor in this analysis (t.='0.20; p^-ü.84). Thus, 

workers who are not satisfied with their job are willing to work for their Union. Perceptions 

of a fair wage and job satisfaction were not factors in workers’ overall cominltinent to the 

Union or to the responsibility and loyalty they feel to the Union.

TABLE 25

Multiple Regression of Job-Related Predictors of Union Commitment

mltipl* R .06397
R Squae* .00397
Adjuatad R Squara -.00330
seaadard Error 9.00973

Aaalyaia of Variaace
DF

Regraesion 2
Raaidual 274

Sum of Squaraa 
88.S367S 

22237.0S892

Maaa Sqaara 
44.26838 
81.15715

.5454$ Sigaif f = .5602

-------  Variahlea ia tha Equatioa
Variabla a  SB B Beta
JOBSAT -.074569 .083741 -.058195
ffABSSO .063858 .075374 .055369
(coaataat) 34.407588 2.333535

T Slÿ T 
-.890 .3740
.847 .3976

14.745 .0000
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TABLE 26

Multiple Regression of Job-Related Predictors of Responsibility to Union

MultipJe K ,05496
H Scpinre . 00302
AciJUHtad A -.00426
fltanciord Ertor 2.’/6146

Amiyaia of Variaace
cy

EHgraaaioa 2
Heaidual 274

Euni of Sguares 
6.3311S 

2039.43730

Maaa Square 
3.16558 
7.62569

,41512 Siijaif F = .6607

.. — ... Variablea ia the Equatioa
Variable 
JOliSAT 
W A Ü E E Ü  

(Conatant)

B

-.022713 
.003251 

9.SÛ3416

SE B 
.025669 
.023105 
.715304

Seta 
-.057853 
. 009199

T Sig T 
-.885 .3770
.141 .3882

13.286 .0000

TABLE 27

Multiple Regression of Job-Related Predictors of Loyalty to Union

Multiple R .10309
R Square .01063
Aiijiiated R Square .00341
Standard Error 5.27907

Aaalyaia of Variance
DF

K B j r o i i a i o î i  2
Keaiduai 274

Sum of Siquaree 
82.02093 

7635.97907

Mean Square 
41.01046 
27.36854

F = 1.47157 Sigaif F = .2314

 ----------------  Variablea in the Equatioa
Variable
JOBSAT
hTA O E B a
(Coaataat)

B
.012163 
.064948 

13.954921

SS B 
.049072 
.044169 

1.367439

Beta 
.016144 
.095777

T Sig T 
,248 .8044

1.470 .1426
10.205 .0000

TABLE 28

Multiple Regression of Job-Related Predictors of Willingness to Work for the Union

Mtlitipio R .17564
R Square .03085
Adjuated R Square .02377
Standard Error 2.60721

AiMJyais of Variance
DF

Regreaslon 2
Kaeiduai 274

Sum of Squares 
59.28508 

1862.52720

Mean square 
29.64254 
6.79754

4.36077 Signif F = .0137*

--------  Variables ia the Equation
Variable 
JCBSAT 
WAJBBO 
tCoaatant)

B
- . 064019 
-.004340 

10.949252

SE B 
.024335 
. 021314 
.6753 47

Beta 
-.170290 
- . 012825

T Sig T 
-2.643 .0087**
-.199 .8425

16.213 .0000

*/vO. 05 • P k O . O I
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Exploratory Analysis

Since this was one of the first studies to comprehensively examine variables 

related to Pay Equity, exploratory analyses were carried out on the data set to determine 

those variables which predicted ATPE. The predictors consisted of demographic, job- 

related, equality and union-related variables. These variables were enteied into the 

regression equation in blocks in the above given order. Witliin the union related block, 

PERUS and PURR were deleted from the analysis because ot their multicoilinearity witli 

PERUP and UCS, and PURPE, respectiveiy. Similarly. ORGCOM was dropped tor the 

job-related block because of its relation to JOBSAT, and parental status was excluded in 

the demographic variabies block because of its close relationship with marital status. The 

regression anaiyses are presented in Tables 29 to 32.

By themselves, none of the demographic variables significantly predicted ATPE 

and the amount of variance explained (7%) was not significant (F=0.87; p^^O.56). Thus, 

the personal characteristics of the workers were not predictive factors in their ATPE. The 

same was true when the job-related Block was entered; demographic and job-related 

variables did not significantiy predict ATPE (F=1,0; p=0.44) and explained only 10% of the 

total variance. However, the sex of tho respondent was approaching significance (t d  .88; 

p=0.06). After entering Block 3, equality variables, 32% of the variance was explained 

(F=3.52; p=0.00). Workers' attitudes toward women (t=5.50; p=O.OÜ) and sex (t- 2.G1 ; 

p=0.01 ) were significant predictors of ATPE. Both the employee's status (full or part time) 

and the Union iocal were approaching significance (t=-1.80, p=0.Q6; t - 1.79, p 0.08, 

respectiveiy). In the final equation, 50.7% of the total variance was explained by all four 

blocks of variables (F-6.11 ; p=0.00). Worker's attitudes toward women (t 4.78; p -0.00) 

and their sex (t-^2.22; p-0.03) continued to be significant predictcs in tlie regression
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aquation and their perception of the Union's role in Pay Equity (t=5.88; p=0.00) and age 

(1=2.02; p=0.05) also significantly predicted ATPE. Employee status and Union local 

continued to approach significance in this analysis.

TABLE 29

Multiple Regression of Demographic Predictors of ATPE

M u l t i p l e  R . 2 7 3 5 2
R S q u n r e  . 0 7 4  8 1
A d j u a t e d  R S q u a r e  - . 0 1 0 8 5
S t a n d a r d  E r r o r  5 . 4 2 0 0 7

A n a l y a i a  o f  V a r i a n c e
D F  
10 

1 0 8
R e g r e a g i o n
R e s i d u a l

Su m o f  S q u a r e a  
2 5 6 , 5 4  8 5 3  

3 1 7 2 . 7 2 8 7 8

8 7 3 2 9  S i g n i f  F  =  . 5 6 0 4

....... V a r i a b l e a  i n  t h e  E q u a t i o n

M e a n  S q u a r e  
2 5 . 6 5 4  8 5  
2 9 . 3 7 7 1 2

V a r i a b l e B S E  B B e t a T S i g  T

B L O C K  1 - D E MO G RA P HI C V A R I A B L E S

BAfiGONXT . 0 5 7 4 6 4 . 3 2 2 9 5 0 . 0 1 7 1 1 6 . 1 7 8 . 8 5 9 1
E DU C . 1 2 7 7 3 4 . 2 7 3 6 4 2 . 0 4 7 2 7 3 . 4 6 7 . 6 4 1 6
T I M E . 0 3 7 9 6 5 . 0 9 3 7 0 4 . 0 4 4 2 7 4 . 4  0 5 . 6 8 6 2
M A R I T A L . 2 6 8 6 5 7 . 5 7 3 0 2 6 . 0 4 7 5 6 6 . 4  6 9 . 6 4 0 1
S E X 1 . 6 7 8 6 6 6 1 . 1 6 8 4 3 9 . 1 4 5 7 8 9 1 . 4 3 7 . 1 5 3 7
L E A V E . 9 0 7 3 8 6 1 . 2 4 7 5 4 7 . 0 7 1 2 7 6 . 7 2 7 . 4 6 8 6
L O C A L . 2 3 8 2 2 2 . 1 7 2 8 6 0 . 1 4 1 0 1 2 1 . 3 7 8 . 1 7 1 0
E M P L S T A T - 1 . 8 5 9 3 2 2 1 . 6 2 4 6 0 2 - . 1 1 8 1 5 7 - 1 . 1 4 4 . 2 5 5 0
I N C O M E - . 3 5 8 3 3 4 . 2 3 8 5 8 1 - . 1 5 9 5 9 2 - 1 . 5 0 2 . 1 3 6 0
A G E . 3 9 3 4 6 0 , 7 0 3 9 8 0 . 0 6 0 0 3 9 . 5 5 9 . 5 7 7 4
( C o n a t a n t ) 2 5 . 1 9 2 1 8 5 5 . 3 9 6 4 5 4 4 . 6 6 8 . 0 0 0 0
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TABLE 30

Multiple Regression of Demographic and Job-Related Predictors of ATPE

Multiple R , 3 2 0 5 7
R S q u a r e  . 1 0 2 7 6
Adjusted M Sguare , 0 0 1 1 9
Standard Error 5 , 3 6 7 6 8

Analysis o f  V a r i a a a e
DF

R e g r e s B i o a  1 2
Residual 1 0 6

S um  o f  Squares 
3 5 2 . 4 0 1 1 9  

3 0 7 6 . 8 7 6 1 2

Mean Square 
2 9 . 3 6 6 7 7  
2 9 , 0 2 7 1 3

I , 0 1 1 7 0

V a r i a b l e

Signif F  a , 4 4 3 6  

V a r i a b l e s  in the Equation
B SE B B e t a T  S i g  T

B L O C K  1 - D E M O G R A P H I C  V A R I A B L E S

B A R O U N I T , 0 7 2 9 0 5 , 3 2 9 8 4 3 , 0 2 1 7 1 4 , 2 2 1 , 8 2 5 5
EDUC . 1 0 4 3 2 8 . 2 7 3 0 9 1 . 0 3 8 6 1 1 . 3 8 2 . 7 0 3 2
T I M E , 0 1 0 3 4 1 . 0 9 4 3 8 1 , 0 1 2 0 6 0 , 1 1 0 . 9 1 3 0
M A R I T A L . 2 3 2 3 0 1 . 5 7 3 7 5 8 . 0 4 1 1 2 9 . 4 0 5 . 6 8 6 4
SE X 2 . 2 6 9 4 0 5 1 . 2 0 8 9 7 5 . 1 9 7 0 9 3 1 .  8 7 7 . 0 6 3 2
L E A V E , 5 8 8 6 8 7 1 , 2 5 3 3 4 2 . 0 4 6 2 4 2 . 4 7 0 . 6 3 9 5
L O C A L , 1 9 9 3 8 8 , 1 7 5 0 6 0 , 1 1 8 0 2 5 1 . 1 3 9 . 2 5 7 3
E M P L S T A T - 2 . 0 5 2 7 3 6 1 .  6 1 8 9 5 9 - . 1 3 0 4 4 8 - 1 . 2 6 8 . 2 0 7 6
I N C O M E - , 3 3 0 4 2 9 . 2 4 1 9 2 1 - . 1 4 7 1 6 4 - 1 . 3 6 6 . 1 7 4 9
A G S , 5 2 1 1 2 4 . 7 0 3 3 5 7 , 0 7 9 5 2 0 , 7 4 1 , 4 6 0 4

B L O C K  2 - J O B - R E L A T E D  V A R I A B L E S

J O B S A T . 0 6 0 2 8 7 . 0 8 2 8 2 5 , 0 8 0 2 4 6 . 7 2 8 , 4 6 8 3
NAGEEO . 0 8 7 2 3 2 , 0 7 5 5 8 1 . 1 2 9 5 3 3 1 . 1 5 4 . 2 5 1 0
fConstant; 2 1 , 6 6 5 2 9 7 5 , 9 7 8 1 3 2 3 , 6 2 4 . 0 0 0 4
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TABLE 31

Multiple Regression of Demographic, Job-Related and Equality Predictors of ATPE

M u l t i p l e  R . 5 6 7 1 5
R  S q u a r e  , 3 2 1 6 6
A d j u s t e d  R S q u a r e  . 2 3 0 3 4
S t a n d a r d  E r r o r  4 , 7 2 9 4 3

A n a l y s i s  o f  V a r i a n c e
D F

R e g r e s s i o n  1 4
R e s i d u a l  1 0 4

S u m  o f  S q u a r e s  
1 1 0 3 . 0 5 7 3 1  
2 3 2 6 . 2 2 0 0 0

M e a n  S q u a r e  
7 $ ,  7 9 9 8 1  
2 2 . 3 6 7 5 0

F  a 3 . 5 2 2 5 1  S i g n i f  F  s  . 0 0 0 1 * *

V a r i a b l e B  S E  B B e t a T S i g  T

B L O C K  1 - D EM O GR AP H IC  V A R I A B L E S

B A R G UN Z T . 1 3 7 9 9 5  . 2 9 1 2 2 6 . 0 4 1 0 7 1 . 4 7 3 . 6 3 6 9
EDUC . 0 2 9 6 6 2  . 2 4 2 8 2 3 . 0 1 0 9 7 8 . 1 2 2 . 9 0 3 0
T I M E . 0 4 0 1 5 9  . 0 9 3 5 3 5 . 0 4 6 8 3 2 . 4 8 1 . 6 3 1 7
M A R I T A L - . 0 0 1 9 8 0  . 5 0 5 9 0 9 - 3 . 5 0 6 E - 0 4 - . 0 0 4 . 9 9 6 9
S E X 2 . 8 1 0 3 0 1  1 . 0 7 6 0 5 9 . 2 4 4 0 6 9 2 .  6 1 2 . 0 1 0 3 *
L E A V E - . 2 5 1 7 4 3  1 . 1 2 1 2 0 3 - . 0 1 9 7 7 5 - . 2 2 5 . 9 2 2 8
L O C A L . 2 7 6 2 0 2  . 1 5 4 2 4 5 . 1 6 3 4 9 4 1 . 7 9 1 . 0 7 6 3
E M P L S T A T - 2 . 6 7 9 4 6 5  1 . 4 2 5 7 9 9 - . 1 7 0 2 7 5 - 1 , 8 7 9 . 0 6 3 0
XNCOME - . 2 0 4 5 6 6  . 2 1 3 6 2 1 - . 0 9 1 1 0 9 - . 9 5 8 . 3 4 0 5
A G E . 4 9 1 4 9 6  . 6 2 4 5 4 5 . 0 7 4 9 9 9 . 7 8 7 . 4 3 3 1

B L O C K  2 - J O B - R E L A T E D  V A R I A B L E S

J O B S A T . 0 6 7 3 4 8  . 0 7 2 9 1 5 . 0 9 9 6 4 4 . 9 2 4 . 3 5 7 8
WAGEEQ . 0 4 9 4 1 9  . 0 6 6 8 0 8 . 0 7 3 3 8 2 . 7 4 0 . 4 6 1 1

B L O C K  3 - E Q U A L I T Y  V A R I A B L E S

ATM . 4 7 8 6 4 7  . 0 8 6 9 7 2 . 5 0 0 8 7 4 B . 5 0 3 . 0 0 0 0 * '
EWP . 0 5 3 8 9 7  . 1 2 9 4 5 1 . 0 3 9 5 3 3 . 4 2 0 . 6 7 5 6
( C o n a t a n t )  1 1 . 5 2 4 0 4 2  5 . 7 3 4 9 0 6 2 .  0 0 9 , 0 4 7 1

* p < 0 . 0 5  * * p < 0 , 0 1
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TABLE 32

Multiple Regression of Demographic, Job-Related, Equality and Union-Related Prodictots 
of ATPE_________ _____________________________________

M u l t i p l e  R  . 7 1 2 0 5
R S q u e r e  . 5 0 7 0 3
A d j u a t e d  R S q u a r e  . 4 2 4 0 4
Standard Srror 4 . 0 9 1 2 6

A a a l y a i a  o f  V a r i a a c e
D F

R e g r e a a i o n  1 7
Beaiduai 101

F  = 6 . 1 1 0 2 8

S u m  o f  S q u a r e a  
1 7 3 8 . 6 9 7 6 1  
1 6 9 0 . 5 7 9 7 0

S i g n i f  F  = . 0 0 0 0 * *

V a r i a b l e a  i a  t h e  E q u a t i o a

V a r i a b l e  B  S E  S

B L O C K  1 - D EM O O R A P H I C  V A R I A B L E S

B e t a

M e a n  S q u a r e  
1 0 2 . 2 7 6 3 3  

1 6 . 7 3 8 4 1

T  S i g  T

B A R GU NX T . 2 6 8 4 9 2 . 2 5 2 8 4 9 . 0 7 9 9 6 9 1 . 0 6 2 . 2 9 0 8
EDUC - . 0 7 2 4 1 2 . 2 1 3 4 9 6 - . 0 2 6 7 9 9 - . 3 3 9 . 7 3 5 2
T I M E . 0 6 0 7 0 7 . 0 7 2 9 8 8 . 0 7 0 7 9 5 . 8 3 2 . 4 0 7 5
M A R I T A L . 0 6 3 8 1 1 . 4 3 8 1 5 8 . 0 1 1 2 9 8 . 1 4 6 . 8 8 4 5
S E X 2 . 2 8 2 3 4  6 1 . 0 2 8 6 1 6 . 1 9 8 2 1 7 2 . 2 1 9 . 0 2 8 7 *
L E A V E - 1 . 0 0 6 5 5 1 . 9 9 0 0 3 2 - . 0 7 9 0 6 6 - 1 . 0 1 7 . 3 1 1 7
L O C A L . 2 3 2 4 1 7 . 1 3 3 7 0 4 . 1 3 7 5 7 6 1 . 7 3 8 . 0 8 5 2
E M P L S T A T - 2 . 3 3 4 2 9 2 1 . 2 4 2 4 7 5 - . 1 4 8 3 4 0 - 1 . 8 7 9 . 0 6 3 2
I K C O M E - . 2 0 8 5 8 1 . 1 9 1 0 4 7 - . 0 9 2 8 9 6 - 1 , 0 9 2 . 2 7 7 5
A G E 1 . 1 1 0 7 2 9 . 5 4 9 9 0 7 . 1 6 9 4 8 9 2 . 0 2 0 . 0 4 6 0 *

B L O C K  2 - J O B - R E L A T E D  V A R I A B L E S

J O B S A T . 0 2 8 7 9 9 . 0 6 8 2 5 7 . 0 3 8 3 3 3 . 4 2 2 . 6 7 4 0
WAGEEQ . 0 6 4 3 7 5 . 0 5 8 0 9 4 . 0 9 5 5 9 2 1 . 1 0 8 . 2 7 0 4

B L O C K  3 - E Q U A L I T Y  V A R I A B L E S

A TW . 3 7 2 5 4 9 . 0 7 7 8 9 3 . 3 8 9 8 4 9 4 . 7 8 3 . 0 0 0 0 *
EWP . 0 9 9 3 3 8 . 1 1 5 9 0 9 . 0 7 2 8 6 4 . 8 5 7 . 3 9 3 5

B L O C K  4 - U N I O N  V A R I A B L E S

PE RUP . 0 2 3 3 5 5 . 1 9 1 4 4 4 . 0 1 0 9 5 9 . 1 2 2 . 9 0 3 1
PU R PE 1 , 0 7 6 6 6 9 . 1 8 3 2 4 7 . 5 6 3 1 6 1 5 . 8 7 5 . 0 0 0 0 *
UCS - . 1 1 0 2 6 3 . 0 6 9 1 7 2 - . 1 7 3 6 2 4 - 1 . 5 9 4 . 1 1 4 1
( C o n a t a n t )  5 . 3 8 9 7 1 9 5 . 1 2 3 4 0 9 1 . 0 5 2 , 2 9 5 4

• p < O . O S  * * p < 0 . 0 1
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DISCUSSION

This discussion is organized around findings and outcomes of the hypotheses in 

each of the four sections, Pay Equity, Job-Related, Women's Equality and Union-Related. 

Ttie results are then tied together on a more global level and summarized. The limitations 

ot the study and the suggestions for future research are also outlined.

Discussion of Pav Equity Results

The Attitudes Toward Pay Equity scale, developed for the present study, factored 

into four meaningful subscales; Understanding and Support for Pay Equity, Perceived 

Impact of Pay Equity, Pay Equity Beliefs and the Fairness of Pay Equity. These 

subscales reflected the three themes previously addressed by the Evans & Nelson (1989) 

study, namely, support, knowledge and perceived impact. Questions concerning the sex 

biases in job evaluations (NSACSW, 1988) and the loopholes in Pay Equity legislation 

(Cuneo, 1990) comprised a Fairness factor.

While the data from the scale provided useful information, its psychometric 

properties were somewhat questior ble. The internal reliability of the scale itself proved 

stable but. three of the four subscales were not quite reliable. Only 51% of the variance 

was explained by the four factors, suggesting that there are other influences on the Union 

members' attitudes toward Pay Equity. Additional developmental research on the ATPE 

scale is, therefore needed.

As in the Evans and Nelson (1989) study, the majority of workers had heard of Pay 

Equity and understood the basic Pay Equity concept. However, there were differences
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between various personal characteristics. It remains to be seen whether those ditto ronces 

reflect a lower understanding of Pay Equity or a disagreement with it.

While most workers held positive attitudes toward Pay Equity in general, tiiey wore 

more uncertain in their perceptions of the impacts of Pay Equity and tiie fairness ot tiie 

process. The perceptions of the workers also varied across subgroups. Cioricul and 

service workers had a better understanding and more support foi Pay Equity tiian uthor 

workers. This compared with Evans and Nelson’s (1989) findings. As a group, ciuiical 

workers would be greatly affected by Pay Equity implementation and, as a result, one 

would expect them to have strong understanding and support.

The workers’ beliefs differed across education and income categories witti those 

having more education and higher income levels holding the most accurate beiiots. 

Specifically, more educated members and/or those with higher incomes had more in-depth 

information regarding the policy in that they knew that both men and women could qualify 

for raises, that Pay Equity does not encourage women to enter niaie-dominatud 

occupations and would not promote women to stay in traditional occupations. This too 

replicates Evans and Nelson’s results. As Pay Equity is a fairly complicated legislation, 

it is not surprising that workers with more education had the most accurate beliefs. Also, 

younger members were more likely than older ones to accept Pay Equity at face value 

and perceive it as a fair policy. As in Evans & Nelson's (1989) work, personal variabies 

were poor predictors of the worker's perceived impacts of Pay Equity.

it was assumed at the outset of this study that Union members who received or 

were expecting Pay Equity adjustments would be more satisfied with their jobs than tiicse 

who did not. Evans & Nelson (1989) found that employees who knew that they received 

an increase had the highest job satisfaction, whereas those who had known about Pay
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Equity, but not about their own increases were the most dissatisfied. Likewise, workers 

ill the present study who received adjustments were more satisfied with their jobs. 

Similariy, those with raises were more likely to say that their jobs were more satisfying 

because of Pay Equity. In Evans & Nelson's terms, this suggests that the increased 

expectations and increased awards also increased job satisfaction. This issue will be 

discussed further in the job-related section.

Not surprisingly, workers who received raises also had more positive attitudes 

toward Pay Equity. The results indicated that workers who received an adjustment had 

a better understanding and more support for Pay Equity, did not think that Pay Equity 

would have a negative impact on the workplace, did not agree with myths regarding Pay 

Equity and felt Pay Equity was fair. Thus, it appears that the rewards of Pay Equity 

overshadowed any possible misgivings about the policy. This follows the logic of 

distributive justice (Foiger & Konovsky, 1989) where procedures are more likely to be 

perceived as fair if outcomes are advantageous.

Since Pay Equity is a watered down version of equal pay for jobs of equal value, 

many loopholes exist in the legislation and difficulties exist in the implementation process 

that make it less beneficial to women (Cuneo, 1990), As a result, Lewis (1988) worried 

that many Pay Equity raises would be too small. In turn, this could legitimize the lower 

wages paid to female-dominated jobs and, thus, encourage women to feel that their jobs 

were worth less than those of men’s. However, in this study, almost half of the workers 

who received a raise were not satisfied with the amount and had expected more. The 

level of satisfaction was related to workers' perceptions of Pay Equity in that workers who 

were satisfied with their Pay Equity raise were more understanding and supportive of Pay 

Equity and were more likely to believe that Pay Equity was fair than those unsatisfied with
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their raise. Likewise, workers who had received more than expected had confidence in 

the fairness of Pay Equity. Thus, workers who received unsatisfactory Pay Equity raises 

questioned Pay Equity instead of accepting the low raise as befitting their job value, This 

follows the logic put forth by Lowe and Wittig (1989) and Hegtvedt (1989), where people 

respond negatively to unfair procedures when outcomes are low, whereas, if outcomes 

are fairly high, the unfair procedure is tolerated. In this case, the workers who viewed the 

outcome of Pay Equity to be low, questioned the validity of their raise and therefore, the 

process by which it was determined. Whiie this finding is reassuring in terms of 

discounting Lewis' fears of low pay becoming legitimized, one must realize that these 

results do not measure any long-term effects of low Pay Equity raises.

Discussion of Job-Related Results

The standard relationships between the job-related constructs of job satisfaction, 

pay satisfaction, wage equity and organizational behaviour documented in previous 

studies (e.g. Summer & Hendrix, 1991) were replicated in the present study. As found by 

Berkowitz et al. (1987), workers in the present study perceived their wages as equitable 

when they were satisfied with their pay and their job was, at least, somewhat satisfying.

In related analyses, organizational commitment was found to be significantly 

related to wage equity and job satisfaction. The above two findings support the model 

developed by Summer & Hendrix (1991) where wage equity led to pay satisfaction wtiich, 

in turn, led to job satisfaction and finally organizational commitment. While the model 

itself was not tested in the present study, the relationships held true.

Previous studies (Berkowitz et al., 1987; McDonald & Southwell, 1991) found tfiat 

age, sex, educational level, income and occupational level were related to the above
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mentioned job-related variables. When examining the non-predictive relationships in the 

present study, sex, age and income were related to wage equity and income with pay 

satisfaction. As found by McDonald & Southwell (1991), older workers tended to perceive 

ttieir wages as inequitable while workers with higher household incomes were more likely 

to view their wages as equitable and were more satisfied with their pay.

As expected (Jackson &  Qrabski, 1968), male workers were less satisfied with their 

pay than female workers and were more likely to disagree with the notion that their pay 

was equitable. Conversely, in the study by McDonald &  Southwell (1991), there was no 

difference in the ievels of pay satisfaction and wage equity for male and female workers. 

This is particularly interesting as the two studies sampled workers from the same 

population. It is possible then that the introduction of Pay Equity has increased female 

workers' positive perceptions of their pay to the point where a significant difference was 

detectable between males and female.

In the regression analyses, however, only sex was found to be an Important factor 

in predicting levels of wage equity and pay satisfaction. It appears then that the variance 

in pay satisfaction and wage equity accounted for by the sex of the worker Is the same 

as that for age and income.

In general, the workers did not perceive their wages as equitable but were satisfied 

with their jobs and were committed to the organization. As is found in most studies of job 

satisfaction (see Evans & Nelson, 1989), the workers' satisfaction with their jobs varied, 

with those in higher income categories being more satisfied. Satisfaction differed among 

bargaining units, with clerical workers having the most job satisfaction and nurses, 

counsellors and technical staff having the lowest.
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The sex of the worker was also a factor in job satisfaction. Female workers were 

more satisfied in their jobs. This result was consistent with that from earlier studies (e.g. 

Major, 1989) where female workers tend to be more satisfied with their jobs than males.

However, the data was not an example of the 'paradox of the contented female 

worker' (Jackson & Grabski, 1988). While the female workers in this study wore more 

satisfied with their pay and their jobs and were more likely to see their pay as equitable, 

they were also better educated and made more money than the male respondents. Thus, 

it appears that the contented female worker is not only a paradox, but also applies to 

women who work in institutions where female workers make more money on average than 

male workers. Looking at previous studies (Jackson & Grabski, 1988) from another 

perspective, one could build a theory of the 'discontented male worker' as regardless of 

their circumstances, male workers seem harder to please than female workers in terms 

of job characteristics. Thus, interpretations of the male-female differences in their 

attitudes toward their job and their pay should not solely be trying to explain women's low 

expectations in the workplace (Jackson & Grabski, 1988; Major & Forcey, 1985) but why 

men's expectations are so high.

In future studies, it would be Interesting to know if social comparison groups differ 

for paradoxically and justly satisfied female workers. Generally workers compare the 

wages of same-sex and same-job groups as a means to determine equity (Major & 

Forcey, 1985). For women, this usually means that women's wage standard than when 

male workers were included. However, in this study female workers would have a higher 

wage standard if they compared their income with that of other female workers than if 

males were included. Knowing the comparison groups of highly paid female workers 

would aid in the interpretations of male and female perceptions of fair pay.
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The relationships of the workers’ attitudes toward Pay Equity with job-related 

constructs were also examined. While Pay Equity has been criticized because of the 

possible effects on the workers and the workplace (see Lutes & Rothchild, 1986), most 

of the workers in this study did not feel that the implementation of Pay Equity increased 

or decreased the level of friction or rivalry at work. The majority of workers also reported 

that Pay Equity did not change tneir perception of their job. Thus, the general consensus 

in the present sample was more of a perceived lack of side effects from the Pay Equity 

program than any negative impacts on the workplace. Of course, possible effects may 

be more subtle than measured by direct questioning and/or may take longer to take effect.

Workers’ attitudes toward Pay Equity were related to their perceptions of their job, 

their pay and their place of work. Workers who understood Pay Equity and felt it was a 

positive attempt at equality for women, were more satisfied with their job and were more 

committed to the organization in which they worked. Conversely, workers who believed 

the myths about Pay Equity were also more committed to the organization they worked 

for. While it tnay appear contradictory to understand and support Pay Equity and yet 

believe the negative myths about Pay Equity, it would seem that these workers had a 

moderate understanding of Pay Equity but not enough to separate fact from fiction or to 

understand the basic concept of Pay Equity. As knowledge regarding changes in the 

workplace is a key factor in the reduction of feelings of job insecurity (Weiner & 

Gunderson, 1990), having a general understanding of Pay Equity was enough for workers 

to retain their satisfaction with their job and, thus, their commitment to the organization. 

Also, workers who were committed to the organization were more likely not to perceive 

inequalities for women in the work world, thus making them more susceptible to negative 

myths about equality-restoring programs.
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The perceived fairness of Pay Equity was positively related to tho workors' 

perceptions of wage equity, job satisfaction and organizational coinmitmont, Possibly, 

workers who have confidence in their corpoiate Identity may also more blindly accept the 

programs endorsed by their organization.

While receiving a Pay Equity adjustment was not lelatwd to perceptions of wage 

equity, pay satisfaction or organizational commitment, workers who received raises were 

more satisfied with their jobs than those who did not. Likewise, those who leceived raises 

were more likely to say that their job was more satisfying as a result of Pay Equity 

implementation. This is consistent with the findings of Evans & Nolson ( 190Ü) and would 

indicate that the Pay Equity process changed the perceived "value" of jobs more so than 

the actual adjustment changed the perception of fair pay (Lewis, 1908). That is, the 

workers who qualified for Pay Equity increases were more satisfied witti their jobs as they 

have increased in "value." This was further reinforced by the finding that workers who 

were not satisfied with their raise and felt it was lower than expected were not as satisfied 

with their jobs as those content with their raise. The Pay Equity adjustment was an 

implied message to the workers that their employers valued their jobs, a key component 

in job satisfaction (Evans & Nelson, 1989). On the other hand, the lack of an adjustment 

was associated with low job satisfaction, thus casting a shadow on this benefit ot Pay 

Equity. As Pay Equity raises did not increase satisfaction with pay or perceptions of wage 

equity, their standards of what they deserve to be paid have remained tfie same and 

appear to be more related to the personal characteristics discussed earlier.

Of the workers who received a Pay Equity raise, those who were not satisfied with 

the amount and thought it was less than expected were also not satisfied with tlieir 

general pay and perceived it to be inequitable. Thus, it appears tfiat some individuals
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perceived their jobs to be "worth" more than the amount indicated by their general pay 

and expected to be more fully recompensed through Pay Equity, While Lewis 

worried that unsatisfactory Pay Equity raises would decrease job value, based on the 

results represented here, it appears more likely that low raises have maint;,lined 

perceptions of underpayment. Pay Equity implementation has, therefore, not pacified 

workers who perceived themselves to be underpaid.

Discussion of Women's Equality Results

In Evans & Nelson's (1989) study, demographic variables were related to tho 

employees' attitudes toward Pay Equity, Specifically, females were more knowledgeable 

and more supportive of Pay Equity than males; workers in higher income brackets and job 

status were more knowledgable about Pay Equity; and workers with 17 years or more of 

tenure perceived more negative impacts than newer workers. However, in the present 

study the relationships to Pay Equity attitudes differed. Most surprisingly, there were no 

differences between male and female respondents concerning their attitudes toward Pay 

Equity. As the male workers sampled here were not from stereotypical male trade Unions, 

it is feasible that their attitudes were not as traditional as those found in society as a 

whole. However, male and female workers did differ in terms of their attitudes toward 

women; thus, weakening this argument. Another possible explanation for this finding was 

that the members were educated about Pay Equity through the Union, therefore, 

decreasing the resistance to its implementation (Weiner & Gunderson, 1990), Otfier 

demographic variations were discussed above in the Pay Equity' section.

Many of the workers sampled felt that they were more supportive of the women's 

movement as a result of Pay Equity implementation. Thus, it appears that one of Wie
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goals of Pay Equity, to increase support for the women's movement, was realized. In 

Evans and Nelson's study, only half of the workers who received Pay Equity raises knew 

they had received one, therefore minimizing Pay Equity's contribution to the women's 

movement.

Conversely, because the reality of Pay Equity was not as beneficial as equal pay 

for work of equal value indicates, Lewis (1988) expressed concern that workers who did 

not receive wage adjustments would lose faith in the women's movement. Her concerns 

were not without merit, as workers who did not receive Pay Equity adjustments were less 

likely to feel more supportive toward the women’s movement as a result of Pay Equity. 

Thus, the true value of Pay Equity in the struggle for equality, both in terms of decreasing 

the wage gap (see Orazem & fvlattila, 1989) and Increasing support for the women's 

movement, is still questionable.

Attitudes toward women in the workplace were correlated with attitudes toward Pay 

Equity in that workers with traditional views of women were less likely to hold positive 

attitudes toward Pay Equity than workers who had more liberal attitudes. Specifically, the 

more liberal the respondents' views on women, the more likely they understood and 

supported Pay Equity, the more likely they felt that Pay Equity would not have negative 

repercussions and the more unlikely they were to believe the negative myths around Pay 

Equity. However, attitudes toward women's role in the work world were not related to the 

way the worker felt about how fair Pay Equity was. Evans & Nelson (1989) had similar 

results where respondents who did not think that the women's movement had gone far 

enough reported the most support for Pay Equity and those who thought it had gone too 

far. reported the most negative impacts of Pay Equity.
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Likewise, the workers' views on women's equality in the workplace were also 

related to their attitudes on Pay Equity. Workers who felt that women were discriminated 

against in the workplace were more supportive of Pay Equity, were less likely to believe 

that Pay Equity's perceived impacts were negative and had more positive beliefs regarding 

Pay Equity than workers who felt that inequalities did not exist. These results follow tliose 

of Tougas & Veilieux's (1988) study on women's reaction to Affirmative Action. That is, 

perceptions of inequality between men and women are related to feelings of dissatisfaction 

which, in turn, leads to support for prosociai programs like Pay Equity. In ttui prosent 

study, however, these workers were also aware of the loopholes and biases in Pay Equity 

legislation resulting In many women not qualifying for adjustments, in other words, the 

workers who were aware of the Inequalities faced by women in the workplace, were ai.so 

aware of the inequalities in Pay Equity legislation.

Workers who were aware of the inequalities faced by women in ttie workplace also 

were more likely to have received a Pay Equity raise. This was not overly surprising as 

Pay Equity adjustments would be given to workers who were experiencing wage 

inequalities. However, of those receiving raises, those who were satisfied with the amount 

were less likely to report sex discrimination in the workplace. It would appear then tiiat 

the workers who were aware of the sex discrimination in the workplace were more likely 

to be dissatisfied with the monetary outcomes of Pay Equity. As noted earlier, workers 

who appreciated the difficulties faced by women were also most likely to perceive Pay 

Equity as an unfair policy. Therefore, they understood the loopholes that undermined the 

raises they should have received based on the 'equal pay for work of equal value' 

principle and, as a result, were dissatisfied with the amount.
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other perceived repercussions of Pay Equity also appeared to be related to 

workers' stance on women's issues. Workers with more liberal attitudes towards women's 

roles in the workplace were, as a result of Pay Equity, more likely to show an Increased 

support for the women's movement and to have experienced decreased friction in the 

workplace.

Jackson & Grabski (1988) found that married people and people with children had 

more traditional beliefs regarding women's issues than single and childless people in that 

the former were more likely to support paying male-dominated jobs a higher wage than 

female-dominated jobs. The present study failed to support this claim, as no relation 

between marital and/or parental status was found with the attitudes toward women's roles 

in society or the perceptions of equality in the workplace.

However, unlike the attitudes toward Pay Equity, there were differences between 

men and women in their attitudes towards women's role in the work world and equality in 

the workplace. Women were more likely than men to feel that Inequality did, in fact, exist 

in the workplace, most likely because they were more likely to have experienced it. I^en 

also had more traditional views regarding women's roles In society. This coincided with 

tha normative data presented by Spence et al. (1973). It Is not surprising that women 

have more liberal attitudes toward their roles In the work world as it is in their best interest 

to have them. It is also to men's advantage to believe that women should not compete 

with them in the workplace.

Discussion of Union-Related Results

Factor analysis supported the three-dimensional interpretation of Union 

Commitment that included Loyalty to the Union, Responsibility to the Union and
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Willingness to Work for the Union (Kelloway et al., 1992), As in the recent woiK ot 

Southwell (1991), these three factors clearly emerged as distinct constructs,

Southwell (1991) found that the sex of the respondent was a moderating vuiiable 

for union commitment, in that male union members based their commitment on what the 

Union could do for them, whereas female members based commitment more on opinions 

of how the union was run. Although it was not possible to run a comparable analysis in 

the present study because of the exclusion of many union variables, the sox of the 

respondent was examined as a possible variable in commitment to the Union. The results 

indicated that male members tended to be more loyal and were more willing to work tor 

the Union than female members. This is partially in conflict with results Irom Gordon et 

al. (1980) and Thacker et al. (1990) who found that female workers expressed more union 

loyalty, whereas male workers felt more responsible and to willing to work for their union.

Education, income and Union tenure were found to be related to the membe s' 

perceptions of the Union. More educated members reported less loyalty, lo.ss 

responsibility and less willingness to work for the Union and perceived the services offered 

by the Union to be less than satisfactory and their power to be questionable. Older 

workers with more tenure and those with lower household incomes were the most loyal 

to the Union. Workers with higher incomes were also likely to question the power of ttio 

Union. Southwell (1991) found sim ilar results with the workers' sex, income, education, 

age and tenure being associated with their Union perceptions.

The relationships of Union commitment with other union-related measures were 

strong, as found in Southwell (1991). fVlembers' perceptions of their Union services and 

the Union’s power were positively related to Union commitment as a whole and to all of 

the subscales. In other words, the more positive workers' perception of the Union's
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service and powers, the more committed they were to the Union, the more loyalty toward 

the Union they had, the more responsibilities they felt for the Union and the more willing 

they were to work for the Union. Both the workers' perceptions of service and perception 

of power were the most strongly associated with union loyalty. Therefore, if the Union is 

to build a loyal membership, the services and strengths should be well documented and 

should be compatible with member wants and needs.

The recent study by Southwell (1991) also found that job-related variables were 

not robust predictors of Union commitment. The present study supported such findings, 

Neither the workers' satisfaction with their job or their perception of wage equity predicted 

their overall commitment to the Union, their loyalty to the Union or their responsibility to 

the Union. However, the workers' willingness to work for the Union was influenced by 

their job satisfaction in that the less satisfied workers were with their job, the more willing 

they were to work for the Union. This is also consistent with Southwell's (1991) study. 

This result presents a quandary for unions; while a goal of unions is to improve conditions 

at work including wages, if they successfully accomplish this, their members would be 

more satisfied with their jobs and, therefore, less willing to work for their union,

The relationships of Pay Equity with the union-related variables were an important 

aspect of this research. Most members felt the Union was an essential force in the 

implementation of Pay Equity without detrimental effects to the Union as a whole. 

Likewise, the overwhelming majority of Union members thought the reinstatement of Pay 

Equity was a good thing and felt Union action was instrumental in bringing Pay Equity 

back. However, many members expressed an uncertainty in the Union’s role in their Pay 

Equity program and its reinstatement, thus, indicating the Union s actions should be better 

communicated to its membership. In order to better capitalize on the service/commitment
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relationship, the Union must cieariy communicate these services provided to its niembeis, 

W einer and Gunderson (1990) noted that the support for Pay Equity varies within 

Unions, in this study, oider, long-time members were the most supportive of the Union's 

actions regarding the introduction of Pay Equity as well as its reinstatement. Also, more 

educated members approved of the Union's actions regarding the reinstatement of Pay 

Equity. The sex of the worker was not related to the views about tlie  Union's role in Pay 

Equity negotiations and reinstatement.

The workers' perceptions of their Union were examined for their relationships w itli 

their attitudes toward Pay Equity. The workers' perceptions of the Union's role in Pay 

Equity implementation as well as the role in the reinstatement of Pay Equity significantly 

predicted the workers’ commitment to the Union, perception of Union service and 

perception of Union power. Specifically, workers who believed that the Union was 

instrumental in bringing about a positive Pay Equity program and was essential in tiu) 

reinstatement of Pay Equity were more committed to the Union than those who did not. 

Not surprisingly, the same group also had more positive perceptions of the Union's power 

and its service to its members. Perceptions of the Union's role in bringing in Pay Equity 

and its subsequent reinstatement were not as strongly tied to perceptions of Union power 

as they were to Union service and Union commitment. This makes intrinsic sense as Pay 

Equity itself is a service offered partially through the Union and, as noted earlier, the 

members' views of Union service are more closely linked to commitment than power, 

However, the workers' attitudes toward Pay Equity in general was not a good 

predictor of these union variables. While Pay Equity attitudes predicted the workers' views 

of Union services, the perceptions of the Union's roie in initiating Pay Equity explained the
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sarruj portion of variance. As a result, the workers' attitudes did not provide any new 

information.

In terms of maintaining positive Union perceptions, it seems important that workers 

had a basic understanding of Pay Equity and supported its intent. Workers with a better 

understanding of Pay Equity felt more responsibility, loyalty and willingness to work for 

their Union, and believed the Union to be powerful and service-oriented. Also, workers 

who felt that Pay Equity generated negative impacts in the workplace were not as loyal 

to the Union, were less willing to work for the Union and had more negative perceptions 

of Union services. As noted by Weiner & Gunderson (1990), it appears that Union 

members require a thorough understanding of programs offered by the Union in order to 

advocate them and, thus, remain happy with their Union.

However, workers who believed the common myths regarding the intents of Pay 

Equity felt more responsibility to the Union, had more Union loyalty and perceived the 

Union to be more powerful than those who did not hold such beliefs. Likewise, individuals 

who thought that Pay Equity was fair, felt less responsibility to the Union. While it is 

difficult to fully understand these results, it seems feasible that these relationships with 

responsibility may reflect an underlying factor. For instance, the lack of confidence in Pay 

Equity may be creating a conflict with the work situation which is associated with 

increased union commitment (Southwell, 1991).

The monetary outcomes of Pay Equity were also related to workers’ commitment 

to the Union and their perceptions regarding the Union's role in both Pay Equity 

negotiations and its reinstatement. That is, workers who quaiified for raises were more 

likely to feel that the Union brought about a positive Pay Equity program and was largely 

responsible for bringing Pay Equity back after the freeze. However, those who received
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adjustments were less committed in ttia t they felt iess responsibiiity to tlie  Union, Ttioso 

findings appear contradictory and are difficult to understand. It is possible that wtiiie un 

understanding of programs the Union is advocating and the roles it takes in fostering lliem  

are essential in maintaining union commitment, the benefits of those programs may not 

be attributed to the Union. Strengthening this suggestioti. members tend to be more 

committed to their union when they see a need for it: however, once estublislied, tlio 

commitment may decreases as the perceived need decreases, it would be interesting to 

know the commitment levels of respondents in Evans and Nelson's study as the union 

undermined their roie in the policy and kept the workers uninformed to the point wluore tlie 

many members who received Pay Equity adjustments did not know they tiad done so. 

Future research should investigate the relationships between union-related variables and 

Pay Equity to more clearly comprehend these relations. Unions, however, should take 

note: not only is It essential that members know of their Union's roie in various programs 

as they are being implemented, but to ensure continual commitment from ttieir members, 

it is also imperative that the rank and file realize that the benefits of the program are a 

d irect result of the Union's involvement.

It appears from the results that union attitudes were closely tied with the members' 

sense of the women's movement. Union members who reported being more supportive 

of the women's movement since Pay Equity implementation also held more positive views 

about the Union's role in Pay Equity negotiations and reinstatement, as well as feeling 

more commitment to the Union, Likewise, increased support for the women's movement 

was associated with perceptions of satisfactory Union service and Union power. Pay 

Equity then seems to have enabled the union members to link a feminist perspective to 

unionization by more closely integrating gender and work issues (Lewis, 1988), Said a
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simpler way, the implementation of Pay Equity has encouraged Union members to also 

support the women's movement. The philosophies of these two movements are, in many 

ways, parallel, and their similar views are exemplified by Pay Equity (Weiner & 

Gunderson, 1990). That is, both ideologies support fairness and equity and oppose 

discrimination. Also, the idea that wages shouid not be determined solely by market 

forces is consistent with Pay Equity and traditional union philosophy (Lewis, 1988; Weiner 

& Gunderson, 1990), In terms of the benefits of Pay Equity programs, such an alliance 

is obviously very advantageous and an added bonus. Future studies should examine 

workers' support for the womei.'s movement after Pay Equity implementation in non- 

unionized environments as wail as those consisting of more "stereotypical male" 

occupations.

Limitations of the Study

It shouid be noted that the resuits of this study are oniy suggestive, not conclusive. 

While a longitudinal study measuring these attitudes before, during and after Pay Equity 

implementation is the Ideal design of this type of study, the time factor and logistics of 

such a study were not feasible. A longitudinal design would have provided information 

regarding the reactions to Pay Equity implementation as it was happening instead of in 

retrospect. A cross-sectionai, correlational study, such as this one, reveals a non-causal, 

snapshot picture of the attitudes of the sample. Another difficulty lies in the nature of 

survey studies; the responses might not really represent the workers' deeper feelings on 

the topics covered in the questionnaire (Smith & Glass, 1907).

Likewise, as in all self-administered survey designs, there is always the question; 

"Are the respondents who filled out the questionnaire different in some way from those
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who did not?" As noted in Southwell's (1991) study, the questionnaire was long, with 

some 104 items. People were required to fill out the questionnaire on their own time and 

then to mail it back to the Union. Therefore, it is not illogical to suggest ttiat the people 

who did respond were possibly more committed to the Union or had some particular 

Interest in Pay Equity. Also, people who were totally unfamiliar with Pay Equity might not 

have filled out the questionnaire, thus biasing the results.

The population from which the sampie was drawn may not be reprusontativo ot 

many and caution should then be taken when making ger.eralizations. Workers in the 

private sector could prove quite different in the attitudes expressed In this study. Also, the 

sex ratio and the wage differential between male and female workers in this study was not 

representative of most organizations, and, thus should not be ignored when making 

Inferences.

In terms of Pay Equity itself, there was much left unsaid. As noted numerous 

times, Pay Equity Is a complicated and controversial piece of legislation and this study 

could not possibly cover the entire scope of Pay Equity issues. Both Weiner & 

Gunderson’s (1990) and Fudge & McDermott's (1991) books are excellent sources of Pay 

Equity in Canada and cover a broader scope of issues. Likewise, the findings are only 

partial interpretations of more global Issues. For example, Lewis (1988 & 1991) 

expressed concerns that the job evaluation process will legitimize paying womun lower 

wages than men. In the present study, the focus of this concern was on the risk tiiat 

female workers would perceive their low raise as reflecting the fact that their jobs were not 

valued in society. Lewis also articulated fears that the biased results of job evaluations 

would be used as confirmation that these jobs should not be paid much. The present 

study only responds to the former concern.
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Summary and Conclusions

The Attitude Toward Pay Equity scale revealed interesting information regarding 

the inter-relations of workers' views of Pay Equity and their attitudes regarding their job, 

their Union and their views of women's equality. In fact, ail of the measures used in the 

study were related to overall Pay Equity attitudes, except organizational commitment and 

perceptions of Union power, it can, therefore, be assumed that Pay Equity touched job, 

union and personal aspects of the respondents' lives.

As indicated by the exploratory analysis, the most influential source in 

understanding workers' attitudes toward Pay Equity was their attitudes toward women's 

roles in the work world. That is, individuals who held liberal views of women were more 

likely to hold positive views of Pay Equity. Combined with the sex of the worker, which 

was a significant factor only if their stance on women's liberty was known, this explained 

32% of the variance in attitudes toward Pay Equity. The workers' perceptions of the 

Union's role in Pay Equity also added to the equation, bringing the total explained 

variance to 51%. Neither the workers’ job-related attitudes nor their personal 

characteristics other than sex were helpful in terms of predicting their attitudes toward Pay 

Equity. While it would be impossible to perfectly predict attitudes toward Pay Equity, 

almost half of the variance remains unaccounted for. Therefore, to understand more fully 

what characteristics influence people's attitudes toward Pay Equity, other measures and 

factors need to be examined.

With the existing information, it again was shown that it is essential that unions 

clearly communicate their roles in bringing programs to their members, as a clear 

understanding of union involvement among the rank and file appears to be tied with their 

overall attitudes toward that program. In the beginning stages of implementing Pay
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Equity, both unions and employers can gauge its reception and the possible noud to 

influence that reception by knowing the workers' views on women In the workplace.

However, the scale itself requires more developmental research to mure fully 

capture people's perspectives. Pay Equity will continue to affect the working lives of both 

men and women and will alter the parameters of female-dominated occupations, For 

instance, if the Nova Scotia government lives up to its promises, Pay Equity will bo 

implemented in the private sector. Thus, there is a continual noed to understand workers' 

reactions to Pay Equity.

The results of the study are encouraging in terms of the workers' reactions to Pay 

Equity. For example, workers who received Pay Equity raises also liave increased sensu 

of job value, and the majority of workers reported no negative Impiumentation effects on 

their jobs, their place o f work or their views of the women's movement. Support for thu 

women's movement increased somewhat as a result of Pay Equity, and was strongly tied 

to workers' attitudes toward their union. The latter finding suggested that Pay Equity has 

helped cement these two philosophies, and may possibly be strengthening union support 

among a group that Is being increasingly represented by unioris: women. A caution 

should be noted here as the agendas of unions and women's groups have historically 

differed (Lewis, 1988): therefore, these results might not be found in more traditional, 

private sector or trades-oriented unions.

Implications

It appears that Pay Equity is neither a great triumph nor a failure in terms of 

women's equality. Based on the results of the study, it was concluded that while a few 

of the fears put forth by women's rights activists (e.g, Lewis. 1988) were substantiated,
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many were unfounded. Thus, the positive effects of Pay Equity, including the increased 

earnings, seem to outweigh the negative. One of the most powerful impacts of Pay Equity 

implementation is increased job satisfaction (Evans & Nelson, 1989). Not only is this 

finding a benefit of Pay Equity, but it also argues that money is an important job gratifier 

for women as well as men (fvlajor & Grabski, 1988).

The possibilities for future research are plentiful. Besides the large base of 

material that should be collected on Pay Equity in general, more information is needed on 

Pay Equity's effects on the workers. A  qualitative approach is recommended, as It would 

yield more in-depth analyses on workers' reactions to Pay Equity and how its 

implementation has touched aspects of their professional and personal lives. A 

longitudinal study is also advised, as it could verify the conclusions made in the present 

study. That is, a study measuring the attitudes of workers before, during and after Pay 

Equity could measure the changes in their attitudes and, therefore, could more accurately 

establish the existence of these relationships. To enable more generalization of the 

findings, it is Important to study the attitudes of non-unionized and public-sector workers 

in terms of their attitudes toward Pay Equity. Also, the relationship between unionization 

and Pay Equity or, more generally, fem inist ideology should be pursued further.
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The following are things people might say, there are no right or wrong answers. Please indicate 
how you feel, that Is whèthér you Strongly Agree (SA), Agree (A), Neither Agree or Disagree (N), 
Disagree (D) or Strongly Disagree (SO) with the following statements.

This section contains statements which wiii allow you to express how you teel about Pay Equity;

1 ) I have heard about Pay Equity and understand what it is, SA....A,...N....D,...SD

2 ) If studies showed that the work of delivery van drivers and ciert< typists
required the same level of skill, training, responsibility and so forth,
employers should pay these positions the same. SA...,A

3 ) Only women can get Pay Equity raises. SA....A.,,,N.,..D....SD

4 ) Pay Equity will help women by providing opportunities for women to enter
higher-paying, male-dominated positions. SA....A... N ...Ü  ...su

5 ) Pay Equity is fair because it does not eliminate personal factors such
as seniority and experience when calculating wage rates. SA....A....N,..,D . SD

6 ) Pay Equity legislation has so many loopholes and exemptions that many
women do not qualify lor adjustments. SA,.,.A....N....D....SD

7 ) Pay Equity will help woman by decreasing wage discrimination based on sex. SA....A....N,...D....SD

3 ) Pay Equity will increase unemployment rates due to higher labour costs. SA.,..A.,,.N....D.,..SD

9 ) Pay Equity will cause many problems in the workplace. SA....A.,..N....D . ,SD

10 ) The job evaluations Used in Pay Equity are too biased against women
to provide accurate results. SA....A....N... Ü....SD

1 1 ) Pay Equity wiii encourage women to stay in traditional occupations. SA....A.. N... D.. .50

12 ) Pay Equity will result in some reductions in salaries. SA....A,...N.,..D..,,SD

13 ) Overall, I feel that Pay Equity is a positive attempt toward equality for women. SA....A....N....D....SD

This section contains statements which will allow you to express your beliefs about your UNION 
in regard to Pay Equity.

14 ) I believe that the UNION is committed to women's issues. SA,. .A....N....D....SD

1 5 ) 1  feel that the UNION was instrumental in bringing Pay Equity legislation
to my work place. SA....A..,.N ...D....SD

16 ) The UNION has made positive contributions in the negotiations of the specific
Pay Equity program implemented at my workplace. SA....A . N... D . .SD

17 ) The UNION has sacrificed future wage increases to finance Pay Equity raises. SA....A....N....D....SD

18 ) Pay Equity will interfere with the union principle of seniority-based wages. SA....A ...N....O....SD

Page 1



Although Pay Equity has been reinstated, the Public Sector wage Restraint Bill (160) originally 
eliminated Pay Equity from the provincial budget. This section will allow you to express your views 
on the reinstatement of Pay Equity.

1 'J ) The reinstalement o( Pay Equity is a good thing, SA..,.A....N,,„D,,,,SD

) The demonstrations organized by the UNION were instrumental in the
reinstatement of Pay Equity, SA....A....N,...D.,.,SD

2 1 )  The public advertisements sponsored by the UNION were important in
bringing Pay Equity "back on board". SA....A,...N....D....SD

2 2 )  The intervention by the UNION at the Law Amendment Committee was
a significant factor in restoring Pay Equity. SA....A....N....D...,SD

23 ) Overall, the lobbying done by the UNION in support of Pay Equity was
essential in bringing about it's reinstatement. SA....A....N,...D....SD

This section contains statements which allow you to express how you feel about women in the 
workforce;

24 ) Overall, men and women in the work force are paid equal wages. SA....A....N....D....SD

25 ) All things being equal, a man and a woman would
have the same chance of being hired for a job. SA....A....N....D....SD

26 ) All things being equal, a man and a woman would have the same
chance for promotion in an organization. SA....A....N....D....SD

27 ) I am satisfied with women's present situation in the work force. SA....A....N....D....SD

2 8 ) I believe that the improvement of women's situation should be a social
priority, SA...,A....N....D.,..SD

This section contains statements which allow you to express how you feel about the role of women 
in society:

2 9 ) Women should take increasing responsibility fo r leadership in solving
the intellectual and social problems of the day. SA...,A,...N...,D,...SD

30 ) Under modern economic conditions with women being active outside
the home, men should share in household tasks such as washing
dishes and doing the laundry. SA....A....N....D....SD

31 ) There should be a strict merit system in job appointment and promotion
without regard to sex. SA....A....N....D....SD

3 2 ) Women should worry less about their rights and more about becoming
good wives and mothers. SA....A....N....D....SD

3 3 ) Women should assume their rightful place in business and all the
professions along with men. SA....A....N....D....SD

3 4 )  it Is ridiculous for a woman to run a locomotive and for a man to darn socks. SA....A....N....D....SD
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35 Women should be concerned with their duties of child-bearing and house 
tending, rather than with desires (or professional and business careers,

3 5  ) The intellectuai leadership of the community should be largely in the hands
of men. $A....A....N . D SD

3 7 ) Economic and social freedom is worth far more to women than
acceptance of the ideal femininity which has been set up by men. SA„..A.,.,n .,..d  ...SD

3 8 )  On the average, women shouid be regarded as less capable of
contributing to economic production than are men. SA....A....N . .D....SD

3 9  ) There are many job in which men should be given preference over
women in being hired or promoted. SA....A....N.,..IT . SO

4 0 ) Women should be given equal opportunity w ith men for apprenticeship in
the various trades, SA....A....N....0 ...SO

This section contains statements which wiii aliow you to express how you feel about your pay:

4 1 )  My pay is fair, considering what other people in this organization are paid. SA....A....N....D....SD

4 2 )  This organization pays a fa ir wage. SA....A....N....[). ..SD

4 3 )  My pay is fair for the kind of job I do. SA....A....N....Ü.. .SD

4 4 )  My pay is fair. SA....A....N....D SD

4 5 )  All in all, my pay is about what it ought to be. SA....A....N... D . .SD

4 5  ) Considering my skills and effort, i make a fa ir wage. SA....A....N ...0 . SD

4 7  ) My pay is fair, given what my coworkers make. SA....A....N....D....SD

4 8  ) My pay is fair, considering what other places in the area pay. SA....A....N....D....SD

This section contains statements which allow you to express your views on the UNION:

4 9  ) i feel a sense of pride in being part of this UNION. SA....A....N ...D....SD

5 0  ) Based on what I know and what I believe I can expect in the future, I plan
to be a member of the UNION for the rest of the time I work. SA....A....N....D ...SD

51 ) The record of this UNION is a good example of what dedicated people
can get done. SA....A . N .. D ..SD

52  ) i talk up the UNION to my friends as a great union to belong to. SA....A....N....D ...SD

5 3 )  There's a lot to be gained by joining this UNION. SA....A .. N....D. SD

5 4 )  Deciding to join this UNION was a smart move on my part. SA....A....N....D SD

5 5 )  it is the duty of every worker to keep his/her ears open for information that
might be useful to the UNION. SA....A....N....D SD
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';u ) It's every member's duty to support or help another worker to use the
grievance procedure, SA,...A..,.N....D....SD

'■̂ 7 ) It's every member’s responsibility to see that the other members "live up to"
the terms of the agreement. SA....A....N...,D.,,.SD

58 ) Every member must be willing to make the effort to file a grievance. SA....A..,.N...,D....SD

59  ) I am willing to put in a great deal of effort beyond that normally expected
of a member In order to make the UNION successful. SA....A....N....D....SD

60

61

If asked I would serve on a committee. SA....A....N....D....SO

If asked I would run for elected office. SA....A....N....D....SD

52 ) The UNION has a lot of influence over who gets elected to public office. SA.. .A....N....D....SD

6 3 ) The UNION has a lot of influence over what laws are passed. SA....A....N....D....SD

64  ) The UNION is respected by the employer. SA....A....N....D....SD

65  ) The UNION has a lot to say about how the work place is run. SA....A....N....D....SD

66 ) The UNION protects workers against unfair actions by the employer. SA....A....N....D....SD

67  ) The UNION improves the job security of the members. SA....A....N....D....SD

68 ) The UNION improves the wages and working conditions of the members. SA....A....N....D....SD

6 9  ) The UNION gives members their money’s worth for the dues they pay. SA....A....N....D....SD

This section contains statements which allow you to express your views on your place of work. 
Here, "organization" refers to the place you work.

7 0 ) I am willing to put in a great deal of effort beyond that normally expected
in order to help this organization be successful. SA....A....N....D....SD

7 1 ) I talk up this organization to my friends as a great organization to work for. SA....A....N....D....SD

7 2 ) I would accept almost any type of job assignment in order to keep working
for this organization. SA....A....N....D....SD

7 3 ) I find my values and the organization’s values are very similar. SA....A....N....D....SD

7 'i ) I am proud to tell others that I am part of this organization. SA....A....N....D....SD

7 5 ) This organization really inspires me the very best in me in the way of
job performance. SA....A....N....D....SD

7 6 ) I am extremely glad that i choose this organization to work for over others
I was considering at the time I joined. SA....A....N....D....SD

7 7 ) I really care about the fate of this organization. SA....A....N....D....SD

7 8 )  For me, this is the best of all possible organizations for which to work. SA....A....N....D....SD
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Indicate the degree to which you are very Satisfied (VS), Satisfied (S), Neither Satisfied or
Dissatisfied (N), Dissatisfied (D) or Vary Dissatisfied (VD) to the following statements which address
your place of work:

79) The freedom to choose your own method of working, VS ..VD

80 ) The reception you get for good work. VS....S....N ...D ...VD

81 ) The amount of responsibility you are given. VS....S,.,.N.,..D....VD

82 ) Your rate of pay. VS.. ..S... N ,D ...VD

83) Your opportunity to use your abilities. VS....S... N....D....VD

84 ) Your chance of promotion. VS....S....N . .D .. VD

85) The attention paid to the suggestions you make. VS....S....N....D....VD

86) The amount of variety in your job. VS... .S....N....D....VD

87 ) Now, taking everything into consideration, how do you feel about your
job as a whole. VS....S....N....D....VD

For this section, circle the appropriate response as applied to you.

88) I have received or am expecting a Pay Equity raise.
(1) Yes (2) No (3) Unsure

If yes to the above statement:

89 ) Are you satisfied with the amount of the raise?
(1) Yes (2) No (3) Unsure

90) Is the amount;
(1) More than you expected?
(2) Less than you expected?
(3) Neither, as you had no prior expectations?

gi ) Do you think that the Implementation of Pay Equity has or will affect your perception of your job?
(1) More satisfying
(2) Less satisfying
(3) No impact
(4) Don’t know

92 ) Do you think that the implementation of Pay Equity has or wiii affect the atmosphere in which you work?
(1) More friction/rivairy
(2) Less friction/rivairy
(3) No impact
(4) Don't know

93 ) Do you think that the implementation of Pay Equity has or wiii affect your perception of the women's
movement?

(1 ) More supportive
(2) Less supportive
(3) No impact
(4) Don't know
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The next section contains personal questions. Remember, your answers will be mixed with other 
UNION members and cannot be traced back to you. If you are uncomfortable giving any of the 
requested information, feel free to omit that Item(s).

Please circle the appropriate answer.

9-1 ) What sex are you? (1) Male (2) Female

9 9 ) How old are you? (1) 24 years and under (4) 45 to 54 years
(2) 25 to 34 years (5) 55 to 64 years
(3) 35 to 44 years (6) 65 years and over

9 0  ) What is the highest level of education you have completed?
(1) Less than Grade 9
(2) Less than Grade 12
(3) Grade 12 or Vocational training
(4) Community College
(5) Some University
(6) University Degree
(7) Post-graduate Study
(8) Post-graduate Degree
(9) Other (Please specify)_________________

9 7 ) What is your marital status?
(1) Single (never married/living alone)
(2) Single (living with partner)
(3) Married
(4) Divorced/Separated
(5) Widowed

9 8 )  Do you have any children?
(1) Yes (2) No

income?
(1) Under $5,000

live there and Share in the income, what is the total yearly

(6) $20,000 - 22,999 (11) $40,000 - 44,999
(7) $23,000 - 25,999 (12) $45,000 - 49,999
(8) $26,000 - 29,999 (13) $50,000 - 59,999
(9) $30,000 - 34,999 (14) $60,000 and over
(10) $35,000 - 39,999

10 0  ) Are you working full-time or part-time?
(1) Full Time (2) Part-time.

1 0 1 )  How long have you been a member of the UNI0N?_

1 0 2 )  Are you planning on leaving the organization you work for in the immediate future?
(1) Yes (2) No (3) Unsure.

10 3 )  Which Local do you belong to:____________________ (Please fill in)

10-1 ) Which Bargaining Unit do you belong to:______________ (Please fill in)
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Appendix B 

Cover letter

105



November 6, 1991

Dear Member:

Re; Survey

You have been randomly selected from our membership list tha: will assist the Union in 
determining the membership's feelings and opinions on some o f our Union activity to date.

Consequently) the survey results w illbe utilized to assist uj in analyzing our strategies fo r dealing 
with the employer. For this reason, it is important that you let us know how you feel about the 
Union’s activities so that we will be better able to respond to the membership.

As in the case o f past surveys, the survey questionnaire is designed so that the survey replies 
cannot be identified with any member. So please be assured that your identity and your 
involvement in the survey will be known only to you.

Please complete the questionnairé and forward to the Union Head Office in the envelope that 
is included. The envelope does not require postage. 1 would ask you to return the (Tuestionmnre 
prior to December 6, 1991. I  look forward to your participation.

In solidarity.

President

Enclosures



Appendix C

Samples of Male and Female Workers per 
Bargaining Unit for Hospital 1

FEMALES MALES TOTAL

Clerical (CL) 
Local 12

28 4 32

Nursing Assistant 
(HSA)
Local 12

21 23 44

Lab Technician (MSB) 
Local 12

9 4 13

Nurses (MSN) 
Local 12

53 8 61

Maintenance (MOB) 
Local 12

2 12 14

Counselors (PR) 
Local 12

7 4 11

Laundry/Service (BE) 
Local 12

48 17 65

Technical (TE) 
Local 12

7 3 10

TOTAL 175 75 250
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Appendix D

Samples of fvfate and Female Workers Per 
Bargaining Unit for Hospital 2

FEMALES MALES TOTAL

Clerical (CL) 
Local 20

96 24 120

Nursing Assistant 
(HSA)
Local 21

45 27 72

Lab Technician (HSB) 
Local 13

86 53 139

Nurses (HSN) 
Local 15

258 18 276

Maintenance (MOS) 
Local 19

2 32 34

Counselors (PR) 
Local 20

11 8 18

Laundry/Service (SE) 
Local 19

17 53 70

Technical (TE) 
Local 20

10 10 20

TOTAL 525 225 750
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