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MADAM CHAIRMAN: The time being 8 o'clock, I ' l l  cal l  
the committee to order. 

We are considering B i l l  No .  53 , The Pay Equity Act, 
and we' l l  beg i n  with presentat ions .  

The fi rst delegat ion to make a presentat ion is M r. 
Abe Arnold on behalf of the Mani toba Association of 
R ights and Li berties. 

M R. A. ARNOLD: Thank you , Madam Chai rperson .  
The Manitoba Associat ion for  R ights and Li berties, 

I th ink  we're mark ing to<;lay the seventh anniversary of 
our first presentat ion before a legis lat ive committee, 
so we have been here q u ite often . 

I want to say that we are a b it  concerned about the 
procedure and the fact that - wel l ,  this happened in 
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th is  morn ing 's  session part icularly - there is sort of a 
desire on the part of some members to hear people 
from out of town first. I think that is a reasonable desire, 
except that i t  woul d  help if  the Clerk ' s  office would find 
out who was here from out of town and put them up 
at the top of the l i st to begin with so that people d on't  
come expecting that they are going to be at  the top 
of the l ist and then they have to sit  al l  morning wait ing 
for dozens of other people to be heard . 

I would respectfu l ly  recommend to the Chair, and 
through the Chair  to the members of the Legis lature,  
that someth ing ought to be changed to accommodate 
people in a better way in the future. 

N ow, with regard to th is part icular brief on The Pay 
Equ ity Act, we have reviewed this bi l l  and wish to 
express our concerns as fol lows: 

As a c iv i l  l i berties organizat ion MARL is  committed 
to the el imination of d iscriminatory practices; therefore, 
we want  to c o n g rat u l ate t h e  g over n m ent  on i t s  
i ntroduct ion o f  t h i s  progressive leg is lat ion.  We approve 
of the b i l l ,  in pr inc ip le ,  however there is one area which 
causes us some concern. 

Our concern is that the legis lat ion d oes not extend , 
even min ima l ly, to the -private sector. We recognize the 
d ifficu lty that a government faces i n  introducing pay 
equity into the pr ivate sector. Although the Winnipeg 
Chamber of Commerce has stated , according to our 
u n derstand ing ,  its general agreement with the principle 
of pay equity and, although the proposed legi slation 
would  not apply to the pr ivate sector, the Chamber has 
apparently taken a stand against the implementati on 
of the pay equity principle as out l ined in B i l l  53. 

Recently an American professor forceful ly  spoke to  
the Chamber of Commerce against pay equity. In at 
least one i n stance his argument was weak, or  based 
on insuff icient understanding of M anitoba laws . He 
suggested that the enforcement of M anitoba's anti­
discrimination laws - and I heard him on the rad io  -
would be sufficient to cover the m atter of pay inequ ity. 
I n  Manitoba's H u m an Rights Act, pay equity is not 
i ncluded as a g rounds for d iscr imination. The Human 
Rights Act d oes bar d iscr imination on the grounds of 
sexual d iscr iminat ion.  I f  someone made a pay equity 
complaint to  the H uman Rights Commission o n  the 
grounds of sex d iscrim inat ion ,  the present Bi l l  53  could 
well open the door to such a complaint .  There is  a 
widely held view, however, that the ind ividual complaint 
process is  insufficient to deal with such issues as pay 
equity or aff irmative act ion in employment. 

A pay equity proposal is  inc luded in the proposed 
revised Human Rights Code which is  not, however, being 
i n t r o d u ced at t h i s  Sess i o n .  M A R L  and other  
organizations, and  presumably the  government, agreed 
that the i m plementation of of equal pay for work of 
equal value would be more appropriately introduced 
as labour legis lat ion ,  and the government has fol lowed 
th is  course by introducing B i l l  53 .  

We wou l d ,  t herefore, suggest as a first step towards 
fu l l  pay equ ity, that the provisions of the act should be 
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extended to companies who are being awarded large 
government contracts. A large company, b idd ing  for 
a g overn m e n t  c o n tract ,  s h o u l d  i n d i cate t o  t h e  
g o ve r n m e n t  w h a t  c or;nm i t m e n t  i t  h as m a d e  o r  i s  
prepared to make to  the pr inc ip le o f  pay equity. We, 
therefore, recommend that the act should specif ical ly 
set contract comp l iance g u idel ines for govern ment 
contractors. 

In conclusio n ,  we would l i ke  to reiterate our bel ief 
i n  t h e  need f o r  t h i s  l eg i s l a t i o n  a n d  exp ress o u r  
appreciation to the government for its act ion i n  br inging 
th is b i l l  forward. We bel ieve that th is does set a 
precedent,  and it's i m portant in regard to extend ing  
equal r ights to a l l  the women of our commun ity. 

I should tel l  you that th is  b i l l  was prepared by 
members of our Legislative Review Committee inc luding 
Dav i d  M atas ,  D i a n e  De G raves and S y b i l  S h a c k ,  
assisted b y  myself a n d  b y  Lisa Caldwell. 

Thank you. 

MADAM CHAIRMAN: Thank you M r. Arnold. 
Are there any q uestions for M r. Arnold? Seeing none, 

thank you very much. 
The next delegat ion is Mr. Jerry Doucet, Retai l  Counci l  

of Canada. 

MR. J. DOUCET: Thank you, Madam Chairperson .  
Mem bers o f  t h e  committee, lad ies a n d  gentlemen , 

I am del ighted to be here on behalf of the Retai l  Counci l  
of Canada to address B i l l  53 ,  The Pay Equ ity Act.  I 
have with me a n u m ber of people from the retai l  
commun ity i n  Manitoba. I won't go through their names 
r i g h t  n ow ,  b u t  t hey represent  a c ross-sect i o n  o f  
employers i n  the reta i l  f ield w h o  actively part ic ipate i n  
t h e  Manitoba economy. I n  answer to a q uestion from 
my good friend ,  M ary Eadie ,  as I came in, why would 
we be here to talk about a bi l l  that deals with the pub l ic  
sector, I s imp ly  want to say that ,  as  a major employer 
i n  Manitoba, as an associat ion that represents 70 
percent of employment of retai l  sales by volume in 
Manitoba but, above al l ,  as a major employer of women 
and part-t ime employees, we are very concerned and 
very interested in any legislat ion that any government 
in  Canada br ings in  i n  th is f ield and that appl ies to the 
subject of pay equity. 

We have been very heavi ly involved at the federal 
level i n  help ing the Federal Government devise its 
employment equ ity legislat ion that was just recent ly 
brought in .  We have part ic ipated in  other provinces in 
help ing them come u p  with legislat ion that is  workable 
in the publ ic  sector, even though that doesn't  imp inge 
on us d i rectly, and we' re del ighted to see that. But as 
a model for private sector activity, it woul d  concern us 
if that type of legislat ion for the publ ic sector were i l l ­
designed or were u n realistic. 

So we have some specific comments to make. I have 
distributed a short brief to you .  My comments are going 
to add to that brief, which was prepared in  the shortness 
of t ime in the last couple of days and does not cover 
al l  the points I am about to make. 

Of course, we recognize the effort that has been 
made to exclude the private sector from the des ign of 
this part icular b i l l .  We can see , from the previous 
speaker's remarks and from remarks that have been 
made elsewhere, that it is  a very easy extension of th is 
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legislat ion for the publ ic sector to inc lude the private 
sector. We are somewhat worried about the design  of 
the specific b i l l  from that perspective. There is always 
the d anger that it can be extended or could be used 
as a model for the private sector. 

One of our  main themes is that,  whatever you learn 
about the appl icat ion or work ings of this part icu lar 
legis lat ion in the pub l ic  sector, it is not easy or even 
real istic to apply holus-bolus those lessons to the private 
sector  and to expect the private sector, which operates 
u nder sl ightly d ifferent sets of guidel ines and object ives, 
to fol l ow the same sort of norms. 

I th ink  that,  if the b i l l  is not meant to apply to the 
private sector, all references to the private sector  in 
the b i l l  should be excluded. Then we would have the 
confidence and be able to rely fully on the remarks of 
the M i n ister when he introduced the leg islat ion that he 
is prepared to see the private sector cont inue with its 
n umerous ad hoc efforts to imp lement forms of pay 
equity and employment equity i n  Manitoba and across 
the country, designed to reduce the income gap that 
d oes exist between women and men i n  the workplace. 

I h ave people here this evening ,  as I said earl ier, who 
can attest to the fact of their own aff irmative action 
programs, if you l ike. They may not cal l  them that ,  but 
that have produced in  the retail food sector i n  Manitoba, 
for example, rough ly 20 percent of the store managers 
i n  our part icular associat ion 's  mem bersh ip are now 
women; which produce such resu lts as roughly 50 
percent of the executive complement of a very major 
retai ler i n  Man itoba and work ing i n  a l l  parts of Canada 
i n  its div is ion headq uarters here being women; and 
which show results i n  some of our  other retai l  stores 
such as d rugstores that, when women break out of the 
stereotyping and the trad itional forms of education that 
have been pursued i n  the past and when they have 
the opportun ity to work the same number of hours or 
c lose to the same number of hours as men i n  the 
workp lace, they ach ieve management posit ions;  they 
make progress. 

O n e  e x a m p l e  i s ,  f o r  exa m p l e ,  t h at p h a r m acy 
graduates i n  Canada, women outnumber men now. We 
are see i n g  women m o v i n g  i n t o  t h e  m a n a g e m ent 
posit ions of franchise and chain operat ions i n  the 
d rugstore business at the management level ,  and that 's 
a very good resu lt. We see other examples i n  the retai l  
merchandis ing field ,  the same sort of posit ive results 
of the marketplace work ing as i t  should. 

I would be remiss though, Madam Chairperson,  i f  I 
d i d  not say that we f ind the legislation as d rafted 
insufficient in terms of its emphasis in work ing on the 
gap that exists i n  the i ncome levels between women 
and men. We can point to the Economic Counci l of 
Canada's recent study on the Changing Status of 
Women,  which was produced just at the end of 1 984. 
We can point to Judge Rosal ie Abella's recent Royal 
Commission Report on Employment Equity to show 
that equal pay for work of equal value as a concept, 
whether it 's workable or not - and who can d isagree 
with the pr incip le? The issue is, is it workable. Will it 
achieve the objectives? - in fact wi l l  not i mpact on the 
income gap that does exist between women and men 
as much as some people claim i t  might. 

I am not going to q u i b ble with what percentage of 
the gap i t  wil l  c lose, but it's our f irm belief that, unless 
we emphasize education programs in  the schools at 
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the levels of G rades 7 and 8 and so on to break down 
the att itudes of boys and g i r ls  about the types of work 
that women and men can pursue in  our society, the 
gap wi l l  remain as large as i t  is  now. We wi l l  not make 
the progress that we want to make. 

So we very heavi ly endorse the effort in Man itoba 
to develop open-door type programs; to have those 
women and retai lers co-operate i n  such programs i n  
other provin ces; to have women w h o  studied non­
trad it ional forms of education; and to have women who 
are now i n  non-trad it ional  jobs go  into the schools to 
expla in to students how they have achieved th is ,  to go 
into the schools to explain what is  possib le. l t  i s  based 
on a very interesting survey that was done several years 
ago in Ontario where young boys were asked what they 
wanted to d o  and they said the usual stereotype th ings ,  
and the g i rl s  sa id the usual stereotype th ings plus school 
bus dr ivers. That i n d icated that, i f  they were exposed 
to the opportun i t ies and the types of work that women 
can achieve in the workplace, they will seek out those 
types of work and , over t ime, the income gap wi l l  c lose. 

� Second ly, what I would l ike to mention is the major 
f ind ing of the Abel la Commission and the Economic 
Counc i l ,  that  the hours worked by women i n  our  society 
are decl i n ing  more rapidly than the hours worked by 
men. Of course, i n  the case of women, the hours worked 
have always been less than the hours worked by men 
in a b s o l u t e  t e r m s .  O bv i o u s l y, o n e  of  t h e  m aj o r  
explanat ions o f  t h i s  is  t h e  problem o f  ch i ld bear ing and , 
of course, ch i ld  rear ing and the i nequal ity of the sharing 
of that burden between men and women. 

We, in the Retai l  Counci l  of Canada, are work ing  on 
p i lot projects i n  a n u m ber of areas designed to promote 
the concept of workplace chi ld care which wi l l ,  we hope, 
contr ibute in a real way to the closing of this income 
gap that d oes exist. We do not th ink the issue or  the 
concept of equal pay for work of equal value wi l l  achieve 
th is  part icular goal. 

Final ly, I would l ike to just refer to the M in ister's 
speech when he introduced the b i l l .  I was del i ghted 
that he referred to the M i n nesota experience, not 
because I am part icu larly knowledgeable about the 
M i nnesota experience, I' l l leave others to comment on 
it ,  but it i s  i ron ic  that he refers to experience in  other 
countries, and i n  part icular to the State of M i nnesota, 
when just this year the U nited States Commission on 
Civ i l  R ights on Apr i l  1 1 , 1 985 pub l ished a study and 
r e l ease r ec o m m e n d i n g  that fed e r a l  c i v i l  r i g h t s  
enforcement agencies and Congress reject the concept 
of comparable worth in that country because of the 
m isleadi n g  expectat ions that the concept produces in 
terms of the i ncome gap that exists between women 
and men. Does it, is  it explained by this problem of 
equal pay for work of equal value or comparable worth? 
The answer is  no ,  accord ing to them.  

Secon d ly, because they argue that  the concept of  
composi te job eva l u at i o n s  for  a l l  sectors  of  t h e  
e c o n o m y, across  a l l  types o f  w o r k  - a n d  h e r e  I 
particularly th ink  of the n ightmare of smal l  business -
because the concept of job evaluations appl ied across 
sectors c a n 't w o r k  a n d  because t h e  c o n cept of 
composite evaluations where you have a value judgment 
or  a subjective judgment of sk i l l ,  level of responsi b i l ity, 
effort, and condit ions of work which leads to some 
public f igure or some bureaucratic f igure to judge 
among jobs,  they have rejected the concept .  I don't 
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know if that wi l l  have any particular impact on Minnesota 
a n d  I d o n 't k n ow whether  M i n nesota's costs of  
i ntroducing the  concept can  be la id  a t  the  feet of  a 
rough ly 4 percent change. I suspect they can't. We are 
part icularly concerned that that part icular model wou ld  
lead to the type of  legislat ion we have here i n  the  
province. 

I am prepared , Madam Chairperson ,  to answer any 
specific quest ions you might have on the brief or  to 
get into some of the more detailed concerns we have 
about the job evaluation system that you foresee i n  
t h e  publ ic  sector, because we, a n d  t h e  people w h o  are 
here with me, h ave had a lot of experience with job 
evaluation  systems here in Manitoba in the pr ivate 
sector and we have some serious misgivings about 
whether they are workable. 

Thank you very much. 

MADAM CHAIRMAN: Thank you, M r. Doucet. Are there 
any q uest ions from the comm mittee? Seeing none, 
thank you very much for your presentation. 

M iss Deborah Carlson ,  Go-Chairperson , Manitoba 
Associat ion of Women and the Law. 

MS. D. CARLSON: Thank you, Madam Chairperson. 

MADAM C HAIRMAN: Do you have a written b rief to 
d istribute? 

MS. D .  CARLSON: Yes,  I do. Shal l  I begin?  

MADAM C HAIRMAN: Okay, proceed , yes. 

M S .  D. C A R L S O N :  The M an i t o b a  Associat ion of 
Women and the Law is  one of the member caucuses 
of t he National Associat ion of Women and the Law. As 
it's a national association , the purpose of Women and 
the Law is to promote women's rights to sexual equality 
throug h  investigat ion ,  research and lobbying on legal 
i ssues affecti n g  Manitoba women. The views i n  th is  
b rief are expressed sole ly on behalf of the Manitoba 
Associat ion of Women and the Law. 

We woul d  l ike to thank the members of this committee 
for the opportun ity to express our views on B i l l  53, The 
Pay Equ ity Act. 

We applaud the efforts of the government to establish 
a pay equ ity system and, hopefu l ly, to al leviate some 
of the problems that exist with the gap i n  the earn ings 
b etween m al e  and female trad i t ional  occupat iona l  
g roup ings. H owever, we have very grave doubts that 
the proposed legislation wi l l  have any effect l ike that 
and whether it w i l l  in fact s ignificantly reduce the wage 
g ap. 

l t  is  M AW L's posit ion that the proposed pay equity 
reg ime shou ld  p rovide for equal pay for work of equal 
value that extends to the private, as wel l as to the 
p u bl ic  sector, and to a l l  sizes and c lasses of employers. 
We must, t herefore, p rotest the narrow scope of the 
p resent b i l l .  l t  d oesn't purport at a l l  to deal  with the 
p rivate sector except for i n  terms of educat ion and 
p rovid ing  i nformation. I n  addit ion ,  s ign ificant port ions 
of the publ ic  sector are exempted. 

For example,  there is a l ist of external agencies that 
are listed: the health care faci l i t ies that are an Appendix 
in the back. O n ly the larger health care faci l i t ies are 
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l i sted ; many rural fac i l i t ies are n ot on that list, which 
means that any women in  rural health care faci l i t ies 
will not h ave the benefit of the pay equity regime. We 
feel that that is a significant exception and should be 
remedied . 

We advocate that the present b i l l  should be revised 
to extend pay equ ity to the p rivate sector and , as wel l ,  
to change t h e  defin i t ion o f  external agencies so that 
school boards, m u n icipal it ies and local government 
d istr icts should be inc luded ,  as wel l  as a l l  health care 
fac i l it ies. 

I propose to restrict my comments just to the b i l l  
itself and not  to the larger issue of women 's  problems, 
unemployment and other appropriate remedies such 
as aff i rmat ive action , the problems of day care and so 
on. That being so,  I wi l l  g o  through the bi l l  and the 
problems that we have foun d  with it .  

One problem is  the way that a gender-dominated 
c lass has been defined in  the b i l l .  Before a c lass wi l l  
be considered to be gender-dominated there m ust be 
10 persons i n  the class and that  c lass must be either 
70 percent  m a l e  or 70 percent  fem a l e .  We are  
concerned that these two components of the defin i t ion 
wi l l  further l im i t  the n u m ber of women who woul d  be 
able to feel the effect of a pay equity system. We, 
therefore, recom mend that the percentage of male and 
female employees necessary to constitute a gender­
dominated c lass be reduced to 60 percent.  Now, I 
u nderstand that there are provisions in the b i l l  for where 
an employer is  less than 500,  that the c lasses may be 
dealt with by a regu lat ion and there are also provis ions 
that the c lasses may be dealt with by negotiat ions with 
the bargain ing agents. H owever, we feel that as with 
regu lat ions, regu lation may or may not be made. 
S i m i la r ly, barg a i n i n g  agents and the whole u n i o n  
process; i t 's  a variable p rocess and there are n o  
g u aran tees t h at t h e  w o m e n  i nv o l ve d  w i l l  receive 
adequate protection .  

Another potential problem related to the composition 
of the classes, is  that under sect ions 9 and 14 of the 
proposed b i l l ,  the c lasses are not requ i red to be fixed 
unt i l  June 30, 1 986 for the Civil Service, and June 30, 
1 987 ,  for Crown entit ies and external entit ies. We feel 
that this delay unt i l  the classes are requ i red to be fixed , 
c reates a potential  for abuse. I don ' t  know if i t 's  l ikely 
to happen but there is that potent ia l .  We therefore 
recommend that the d ate of the f ix ing of the c lasses 
should be as of the date that the b i l l  comes into force. 

l t  i s  M AWL's posit ion that a separate entity should 
be created to admin ister a pay equity reg ime. We 
therefore support the creat ion of a Pay Equity Bureau. 
H owever, we also bel ieve that such an agency should 
have powers to i nvestigate, to lay complaints ,  to refer 
matters to arbitrat ion .  The powers given under the 
present b i l l  to provide information, to monitor the 
progress of pay equity and so on ,  are far too l im ited . 
MARL recommends that the power of the Pay Equity 
Bureau be en larged to inc lude the pol ic ing powers that 
I ' ve just ment ioned.  Without those th ings, the bureau 
would h ave no teeth and would have very l itt le effect. 

We strongly endorse the decision of the government 
to use a proact ive approach in  pay equity legislat ion .  
I n  our  view, it  is desirable that  it should be the employer 
who has to show that it is fol lowing the pay equ ity 
system ,  rather than leaving the onus on the ind iv idual 
employee to lay a complaint .  
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We a lso  s u p p o rt t h e  i n c l u s i o n  of u n io n s  i n  the  
imp lementat ion of pay equity. U nfortunately, i t  would 
be naive to bel ieve that women ' s  i nterests are a lways 
best protected by their un ions.  For th is  reason, we 
bel ieve that the role of un ions should be l i mited to 
negotiat ing h ow pay equity wi l l  best be imp lemented. 
Unions should not be able to negotiate what constitutes 
pay equity and they should not be able to negotiate 
wage adjustments that are less than would i mplement 
pay equity. 

We therefore recommend that section 8( 1 )  which 
requ i res the g overnment to take the act ion necessary 
to i mplement pay equity, be revised so that it  is  not 
subject to sect ion 8(2) and so that it is not subject to 
negotiat ion between bargain ing agents and employers. 

I n  respect of the determinat ion of value u nder the 
proposed section 6( 1 ), i t 's our opinion that, whi le section 
6( 1 )  is  okay as a general statement of how work should 
be valued , i t  isn ' t  specific enough .  We feel that t here 
are enough problems with subjective bias in determin ing 
how much women 's  work should be valued . Therefore, 
the more detai led the system t hat is used to define the 
value of work,  the more accurate the measurement will 
be. We woul d  therefore advocate that a detailed system 
such as the A iken plan in M innesota should be inc luded 
with i n  section 6 to provide those measur ing steps. 

With respect to section 6(2), it is our posit ion that 
the comparison of rates of pay between male and female 
c lasses should be on the basis of the actual pay of 
each c lass, or on the basis of the average pay of each 
c lass. I don ' t  th ink  it is  very accurate to measure the 
average pay of one c lass to the actual pay of the other 
c lass. I ' m  not q u ite sure what the intent of sect ion 2 
is .  lt is not very clear to me. 

We strongly protest the l imitations that are p laced 
on wage adjustments u n der the proposed section 7(3). 
Four years is too long a time span to phase i n  the 
wage increases especial ly in view of the fact of the 
t ime span t hat is being used to imp lement the whole 
system as it  is .  Under the proposed b i l l ,  Crown entit ies 
and external entit ies have unti l  1 988 to reach an 
agreement for the implementation of those wages. After 
that,  women working for those entities have to wait 
another four years. The effect is that they have to wait 
unt i l  1 992 to get pay equ ity. We feel that is far too long 
- that's nine years. 

We also o bject to the provisions in  section 7(3) that 
l im i t  the adjustments to a total of 4 percent - 1 percent 
a year over four years. The effect of this is that i f  the 
pay equity is  such , the pay inequity is such that a 4 
percent in payrol l  is not adequate to address the 
i mbalance. That i mbalance wil l  be al lowed to persist. 
The employer is not requ i red to adjust the inequity 
more than 4 percent. We therefore advocate that section 
7 be revised to remove those l im itat ions. 

One f inal  complaint - suggestion - is that for pay 
equity to be effectively enforced , it requ i res separate 
boards. We do not feel that the provisions under the 
b i l l  of having it go to arbitration under the Civi l  Service 
or going to the Labour Board wi l l  be effective in  
enforcing pay equity. There are many problems with 
that, especial ly with the Labour Board , the major one 
being the delay. The Labour Board is already very busy 
and we feel that, especial ly g iven the delays in  other 
parts of the b i l l ,  d isputes that are going before the 
Labour Board , any parties who are affected by the 
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d ispute wi l l  have to wait even longer. We feel that pay 
equity is  i mportant enough that it shou ld have its own 
board - a tripartite board to adjud icate d isputes. 

We also feel that with a separate pay equity board , 
we' d  be able to get people who have enough expertise 
in the area of pay equ ity to adjud icate the d isputes. 

One f inal plea is for adequate fund ing .  Pay equity is 
a very f ine concept, but just l ike any other program 
that is instituted by g overnment,  if you don ' t  g ive it 
the m oney that is necessary, it wi l l  accompl ish noth ing .  

Those are al l  the comments I have on B i l l  53 .  I ' l l  be 
happy to answer any quest ions.  

MADAM CHAIRMAN: Thank you, Ms .  Carlson. 
Are there any q uest ions? 
M r. Banman.  

MR. R. BANMAN: Thank you. 
I have one q uest ion.  You mention in  your br ief that 

t h e  u n i o n  s h o u l d  n o t  be a b l e  to n e g o t i ate w h at 
const i tutes pay e q u i ty for  t h e i r  mem bers. I n  t h i s  
part icular b i l l ,  t h e  major u n i o n  that w i l l  b e  d o i n g  the 
negotiat ions is the Man itoba G overnment Employees' 
Associat ion .  I wonder if you could tel l us how you feel 
it should be hand led rather than through the M G EA.  

MS. D.  CARLSON: Wel l ,  I feel that pay equ ity is a 
concept and as such - how can I explain th is? - u n ions 
s h o u l d  be  a b l e  t o  n e g o t i a te h ow i t  c o u l d  be  
imp lemented , but  not  what pay  equity is itself. Pay 
equity is a concept that people who are do ing work of 
equal value should receive that .  I don ' t  th ink  it should 
be subject to the col lective bargain ing process where 
that  p a rt i c u l a r  i tem c o u l d  be sacr i f iced for  other  
posit ions that the  un ion is tak ing .  I n  a part icu lar un ion 
where women do  not  have very much power, the i r  rights 
could be sacrificed to the r ights of other mem bers in 
the un ion .  

Does that clarify? 

MR. R.  BANMAN: I guess this is  one of the d ifficult ies 
we al l  h ave with the b i l l .  Whi le  i n  princip le we al l  agree 
with it, the d i ff icult ies in i mplementing th is type of 
leg islation as the gentleman just before you spoke and 
ind icated,  is that it becomes something that we a l l  have 
to wrestle with to see if it is workable or not .  

The question - and I know there is n o  easy answer, 
and you ' ve tr ied to answer i t ,  but if you don ' t  use the 
M G EA ,  what system with in  government when you ' re 
deal ing with the un ion that is now represent ing al l  the 
employees who I would bel ieve is  concerned about the 
welfare and wel l-being of al l  their employees who belong 
to their  union . 

M S .  D. CARLSON: Pre� umably, but not necessari ly. 
That's the case that we have to guard against.  

M R .  R.  BANMAN: N ot necessari ly. This is  the d iff iculty 
we. as mem bers of the Legislature, f ind ourselves in  
in  deal ing with th is type of legislat ion.  I n  concept, it is 
someth ing that I th ink we can al l  support. l t  is  a matter 
of how you i mplement i t  and what the pitfal ls are that 
we see. You ind icate that one of the pitfal ls that you 
feel cou l d  cause some problems in  implement ing i t  is 
that a union would  not necessari ly deal i n  the best 
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i nterests of the women with in  that un ion .  Wou ld  that 
be a fair comparison? 

M S .  D.  CARLSON: That is correct. 

MADAM C HAIRMAN: Are there any further q uestions? 
Thank you , Ms.  Carlson .  

The next  delegation is M r. S id G reen , the Man itoba 
Progressive Party. M r. Green ,  do you have a written 
b rief? 

MR. S.  GREEN: No, I don ' t ,  but it will be . 

MADAM CHAIRMAN: Okay. 

M R .  S. GREEN: . . .  I gather, transcribed , and you ' l l  
be able t o  read it  then . 

M adam Chairman , first of a l l ,  I would l ike to at least 
correct one statement that I heard here tonight that 
is  made by one of the members of the Legis lature.  We 
use the royal "we" - we al l  agree with th is  concept. 
Let me at least i nd icate that there is  one person here 
who does not agree with the concept. - ( Interjection)  
- I am q u ite shocked , M adam Chairman.  

MADAM CHAIRMAN: Order, M r. Enns.  

MR. S.  GREEN: Quite shocked - ( Interjection) - okay. 
Wel l ,  that 's  f ine. I thought he was talk ing  about the 
concept as being generally agreeable. 

I n  any event ,  M adam Chairman, I woul d  i n d icate that 
the fi rst position vis-a-vis th is  b i l l  that I wish to ind icate 
my opposit ion to, is  that the b i l l  is  a sexist b i l l .  The 
b i l l  says that where you have a group of females who 
are being paid less than work of equal value that is 
being done by a group of males, you wil l  i ncrease the 
pay of the group of females to the level that is obtained 
by the group of males. That is essent ia l ly the theory 
of the b i l l .  The b i l l  says noth ing about having a group 
of males who are being paid less than a group of females 
are being paid ,  and paying the group of males equal  
to the va lue of  the work that they are doing i n  relat ion 
to  the group of females. 

I suppose, Madam Chairman, that we can have a 
group where seven out of 1 0  are m ales, perhaps 
g ardeners at the Legis lature,  although I ' m  not sure. l t  
d oesn't  have to be that way. But if you happen to fin d  
a g r o u p  o f  gardeners a n d  seven o u t  o f  1 0  are m ales, 
that 's  a class of people,  a male-dominated c lass. Those 
gardeners are being paid at a certain rate. Then they 
say that M i n ister 's  secretaries who are a group of 
females, because seven out of 10 of them are females, 
are making higher pay and they want somebody to take 
a computer and value the gardening as again st the 
secretarial assistants to a M i nister and come out - and , 
by the way, you can do anyth ing with those keys, 
anyth ing that you want to - and you come out with 
those keys that the gardeners should be making as 
much as the min isterial secretary. This bil l  is sexist 
d i s c r i m i n at i o n  aga i n st t h e  g ar d e n e r s ,  sex ist  
d iscr imination against males. 

I f  you bel ieve in  equal pay for work of equal value, 
and only those who know what it  is  can bel ieve in it  
- M r. Enns has ind icated that a l l  the M LAs know what 
it  is  and that's why they bel ieve i n  i t .  I don ' t  know what 
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it is, but I say to those who k now what it is that th is  
is sexist legislat ion, it discr iminates against males. And,  
i f  I fol l ow the tenor of some of the r id icu lous th ings 
that are going on i n  th!'l other room, Roland Penner 's 
consultants would  say that i t ' s  contrary to the Charter 
of Rights because it p laces females i n  a d ifferent 
position to males. 

I notice they changed all the language, Madam 
Chairman.  I have no d iffic u lty cal l i ng  you Madam 
Chairman because I have never regarded the term 
"chairman" as a male term; I regard it as the person 
who chairs a meet ing .  I want to ind icate, Madam 
Chairman,  that when I appeared before a judge of Court 
of Queen's Bench and I sai d ,  "My Lord , I have never 
regarded Your  Lordship as being a male term,  and if 
you wish me to cal l  you You r  Ladysh ip ,  I wil l  do  so ."  
She said ,  " M r. G reen , I never regard it as a male  term 
either, Your Lordship is perfectly satisfactory. "  But we 
are changing all the names and you know that 's  k ind  
of harmless, but even we d raw the  l ine .  

The Land lord and Tenant Act is  being changed , but 
it 's not Landperson and Tenant Act ,  it remains Landlord 
and Tenant Act even though that is a sexist term.  So 
the fi rst argument that I have about this legislation is 
that it is  b latant ly, unashamedly sexist and that the 
government of th is province, and apparently a l l  of the 
M LAs agreeing,  are adopt ing sexist legislat ion .  

The second complaint ,  Madam Chairman,  that I have 
about it is that there is not enough of it. I guess that 
su bjects me to the crit icism of the fel l ow who said that 
he went to a party and he came back and he was 
d isappointed . H is  fr iend said, what was the matter? He 
sa id  t h e  food was awf u l  a n d  t h e  quant i t ies  were 
m in iscule, that there was not enough of it, the food 
was awfu l .  

I f  w e  are th ink ing - a n d  y o u  k now. there are people 
who say pay equity - and if you are against i t ,  you are 
against pay equity, that the only way to establ ish pay 
equity is by legis lat ion .  We h ave had th is thing happen 
now in  several instances. If you are against what the 
Manitoba Peace Counci l  regards as peace, you are for 
war; if you are against M r. Tru deau 's  Charter of Rights,  
you are against r ights; if you are against a statute which 
proposes to do  someth ing which it  w i l l  never do ,  then 
you are against pay equity. 

I heard someone get to th is  mike and say that 
somebody from M i n neapol is  came and spoke against 
pay equity. He never spoke against pay equity; he spoke 
against the concept that a Leg is lature can impose pay 
equity by somebody sitt ing d own in  front of a machine 
and f igur ing out what people are worth ;  that 's  what he 
was opposed to. 

But if you could do i t ,  Madam Chairman. to all of 
you M LAs - the Mem ber for Wood lands wants to 
ind icate that I am not one, and that 's true and therefore 
I am not in that hal lowed category. But you are! You 
are, you bel ieve in th is .  Why not pass a statute and 
go further, that there should be h igher pay for work 
of greater value? Why stop at equal pay for work of 
equal value? 

I f  we can determine what wages should be paid by 
c l ick ing into a machine, and the fountain of wisdom 
l ies with mem bers of the Legis lature who are able to 
delegate to some bureaucrat who never did an honest 
day's work in his l ife, never produced anyth ing of value, 
and is now going to say what other people should earn ;  
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that 's what they are going to do .  They are going to 
h i re people who have never done anyth ing ,  never 
produced anyth ing ,  never g iven anyth ing of value to 
anybody in society, and those people are go ing to sit 
in front of computers tel l i ng  people how much they are 
worth .  

M adam Cha i rman ,  maybe they wi l l  have l ike spy 
versus spy, computer versus computer. They should 
have another group punching keys to find out how much 

. the guys who are punching the other keys are worth.  
That wi l l  provide more jobs; that 's  good for the Jobs 
Fund to be advertised. But that 's  what is to happen 
u nder this b i l l .  I f  you can do that, Madam Chairman,  
i f  you can establ ish equity by legislat ion , then why not 
punch out the keys and i mpose l ower pay for work of 
lesser value? Why should people be getting the same 
pay if they are doing work of lesser value? 

So the notion that this is possib le has astounding 
ramificat ions.  J ust look what laws can do. By l aws we 
can make water run up h i l l ;  by laws we can declare 
what is not to be a profit a profit. I f  Limestone doesn 't 
make a profit ,  i t 's  easy to make one. I am sorry I d idn ' t  
k now th is ;  I cou ld  have made a profit out  of Saunders. 
All I said is that the expenses shall not be inc luded 
and the income shal l  be inc luded , and if there is  no 
income we shal l  put m oney in and that shal l  represent 
a profit because we wi l l  say profit means everyth ing 
t h at c o m es in  p l u s  what  t h e  g over n m e n t  pays,  
e l im inating al l  expenses; that 's a profit. You are now 
legislat ing what is equal pay for work of equal value. 

Wel l ,  Madam Chairman , maybe I am being too critical , 
but I th ink  I have reason to be. What is the h istory of 
th is  b i l l ?  I know that the govern ment doesn ' t  know 
what it's do ing ,  and I can prove to you that t hey don ' t  
k now what they are doing.  Six years ago we were sitting 
i n  the Legis lature and hypocrite No. 1 ,  L loyd Axworthy, 
introduced a concept of equal pay for work of equal 
value. He  went to Ottawa - they never did it; they never 
did it, they sti l l  talked about it, but he said that it could 
be done immediately. By the way, certain members on 
our  side of the H ouse said it could be done i mmediately 
and they were very annoyed with me when I said th is 
is a very d ifficult concept you people are talk ing  about;  
we cannot support th is ,  we don't know what we are 
do ing .  But nevertheless it m oved forward . 

Then a lmost four years to the day, perhaps less two 
months,  there was a meeting conducted by the Status 
of Women,  or an equivalent group in  society, and I 
respect the efforts of those people. But,  nevertheless, 
they had a debate amongst those representatives of 
the pol it ical parties . . 

MADAM C HAIRMAN: Excuse me, M r. Green , I have 
a point of order. 

MR. S. GREEN: Yes. 

MADAM CHAIRMAN: M r. M ackl ing .  

HON. A. MACKLING: I hesitate, Madam Chairperson ,  
to interrupt m y  o l d  col league, b u t  h e  referred t o  a 
mem ber of the Legislature, as he then was a mem ber 
of the Legis lature - the H onourable Member, as he then 
was, for Fort Garry - and he used the term "hypocrite ."  
My former col league knows that,  at  least in th is  bui ld ing,  
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and even in th is committee, we do not al low people 
to be referred to in that derogatory term.  I trust he 
wi l l  withdraw the remark.  

M R. S. GREEN: That is not my understand ing  of the 
rule, Madam Chairman. If the committee makes me 
withdraw, I w i l l  withdraw that. My u nderstand ing  of the 
ru le  is that you cannot refer to a mem ber of the 
Legislature as a hypocrite. I ' m  not referring to a member 
of the Leg islature. I ' m  ta lk ing about ch ief hypocrite No .  
1 ,  L l oyd Axworthy. H e  i s  n o t  a m e m ber  o f  the 
L e g i s l at u re ;  he 's  a m e m ber  o f  P a r l i am e n t .  I am 
suggest ing to you that he is  a hypocrite, that he went 
d own on the basis of equal pay for work of equal value, 
stayed there four years and i ntroduced n oth ing .  

I wi l l  not  withdraw the term.  You want  to k ick me 
out of  here. I w i l l  not  withdraw the term. I f  the  committee 
votes that I can 't  cont inue because I referred to L loyd 
Axworthy, who introduced th is  th ing in the Legis lature,  
as a hypocrite, that is  not my understand ing  of the 
rules. 

HON. A. MACKLING: I think my former honourable 
col league may be r ight i n  respect to the rule.  I asked 
h i m  whether he wou ld  withdraw the term, because I 
th ink  i t 's offensive before a committee of the Legislature 
to be talk ing  about anyone as a hypocrite, whether he 
be a friend or foe. 

M R .  S .  G R E E N :  M ad a m  C h a i r m a n ,  I t h a n k  t h e  
h onourable member for say ing that i t ' s  n o t  against the 
r ules. I respect h is  view as to what people should be 
cal led. I know what I have been called and i t 's  far worse 
than hypocrite, and I do not withdraw the term.  I have 
been called that by members of the Legis lature s itt ing 
o n  the r ight side of th is  table.  

MADAM CHAIRMAN: M r. Enns.  

M R .  H. ENNS: Madam Chairman, I would respectfu l ly  
request that you note the object ions of the M i n ister of 
Labour and consider that and come back with a ru l ing 
t o morrow. We' l l  carry on with  . . . 

MADAM C HAIRMAN: Thank you .  

M R .  S .  GREEN: Madam Chairman,  four  years ago, 
t here were representatives of a l l  the pol it ical parties 
at a g roup meeting i n  the Convent ion Centre where 
they were talk ing about women 's issues, which is always 
a problem with me because I feel that a l l  issues are 
women's issues. But nevertheless, they were d iscussing 
what they define as women's  issues. 

Previous to the meet ing ,  they had sent us  a l l  the 
answers. They sent us their  posit ion papers on each 
of the q uestions. · ·here were three of the representatives 
of the g roup, and they asked us the q uest ions and we 
g ave our  answers. One of the q uest ions had to do with 
whether there should be regu lations for domestics, and 
I said you can 't  regu late baby-sitters. That 's  between 
h usband and wife. Mr. Pawley said they should have 
the same reg u lations as everybody else. Then they 
scored us.  M r. Green gets 1 0 ;  M r. Pawley gets 1 00 .  
And then they d id  the next  q uest ion .  

I said ,  just a m inute. I want  the aud ience to know 
t h at I ' ve got a l l  these answers. We al l  have. If I want 
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to get 100,  al l  I have to do is read th is paper, but 
cannot do  that. Therefore, I want to tel l  you what 
th ink  is t rue. 

Then they said ,  what about equal pay for work of 
equal value? I i nd icated , Madam Chairman , this is a 
very d ifficult concept. Equal pay for equal work , we 
u nderstand and can accept . That 's  not a d ifficulty. i t  
is easy to define and has been defined . Equal  pay for  
work of  equal  va l u e  i mp l i es t hat s o m e b o d y  can 
determine that  a tackle on a footbal l  team is worth 
more than the quarterback, but you can get only one 
q uarterback for 20 tackles, and you have to pay 
accord ing ly. That was my answer. M r. Pawley said ,  we 
bel ieve i n  it and we wil l  imp lement it .  That was four 
years ago. He got 1 00 ;  I got zero. Now four years have 
come and four years have gone. The people who said 
that they could do  i t  for four years did nothing. 

The Status  o f  Wo m e n  who c o m p l a i ned a b o u t  
Mu l roney because, i n  t h e  f irst year - he hasn 't  been 
there a year yet , and they condemned h im for break ing 
the i r  promises. I never heard the Status of  Women in  
Man i toba condemn the N D P  for  having sa id  they woul d  
do  that four years a g o  and a s  it happens, M adam 
Chairman,  brought i n  th is  bi l l  so that i t ,  i n  al l  l i kel ihood , 
would not be i mplemented dur ing their term of office. 
Because they brought i t  i n  at this Session of the 
Legis lature, there wou ld  have been no i mplementat ion 
of the b i l l  dur ing the four years that they sat .  I f  they 
were lucky, they woul d  have a chance to renege in the 
next four years, but they probably wou ldn ' t  be l ucky 
so it wouldn ' t  m ake any d i fference anyway. 

So th is  b i l l  is a sham; th is  b i l l  is  a betrayal .  This b i l l  
is a demonstrat ion that ,  when the N D P  was talk ing 
about that for four years, they had n o  i ntention of doing 
anyth ing about i t ,  cou ldn ' t  do  anyth ing about i t ,  and 
br ing i n  th is  legis lat ion which d oes noth ing .  

Are  the members of th is  committee aware - yes, I 
have to g ive credit to the Leader of the Opposit ion -
everyth ing in th is  b i l l  cou ld be done without the b i l l ?  
i t  on ly  refers to the publ ic  service. I f  the g overn ment 
wants to go to Gary Doer and say to him we woul d  
l ike to pay some o f  your employees more money on 
the basis that they shou ld get equal  pay for work of 
equal value, I tend to th ink  that G ary Doer wil l not say 
up your nose. He wil l take i t .  That 's  a l l  this b i l l  says. 

They could set up their commissioner. They cou ld  
set up the i r  pol icymen.  They cou ld  do everyth ing that 
is  i n  this act without legislat ion .  Why the legislat ion? 
Because they have betrayed a few people. They have 
told people with i n  their  own group that they ' re going 
to do  th ings that they d idn ' t  do .  They, l ike some others, 
th ink  that the way you remedy a betrayal is to enact 
a p iece of legislation that pretends to say something 
but ,  i n  effect, says noth ing .  

Th is  b i l l  cou ld  be i mplemented by the Government 
of M anitoba tomorrow if it were opposed by every 
member of the Legis lature. The government could 
i mplement it. The Cabinet could i mplement i t ,  if they 
wanted to. They cou l d  merely say we' re going to set 
up a bureau - and the words are r ight ,  what is  it? -
Pay Equ ity Bureau. There are go ing to be bureaus a l l  
over with people sitt ing  and tel l i ng  other people what 
to do and not produc ing anyth ing by themselves. But 
they could set up that bureau . They could tell the 
government negotiators, you are to f ind seven out of 
10 places where there are women and, i f  they' re gett ing 
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less value than what somebody who punches into a 
computer says they should be gett ing ,  then you ' re to 
increase their wages. What i s  the necessity of th is  b i l l ?  

This b i l l  is  self-i mposed and ,  therefore, needs no 
legis lat ion .  This b i l l  i s  w indow d ress ing .  Th is b i l l  i s  to 
try to salvage the betrayal of those people that M r. 
Pawley betrayed and the N D P  betrayed when they said 
four years ago, it 's a cinch. Anybody who says it 's a 
d i ff iculty doesn ' t  know what he's talk ing  about.  We wi l l  
i mplement i t .  

One year passed , no i mplementat ion ;  two years 
passed , no i mplementation ; three years passed , no 
i mplementat ion .  This is  the end of the fourth year. This 
b i l l  would not have any effect on the NDP G overnment, 
and d oesn 't  have any effect and d oesn ' t  requ i re them 
to d o  anyth ing . lt is  i n  that respect exactly the same 
as The Freedo m  of I nformation Act . They said they 
would do it i m mediately. They have now enacted a b i l l  
which is  not a Freedom of I nformation Act . i t ' s  a 
possib i l ity of keeping i nformation secret act, and it won't 
affect th is government at al l .  i t 's supposed to affect 
the next government,  because i t 's  enacted at the last 
leg of the term of the g overnment,  and that ' s  what was 
intended . Now, they wi l l  probably hang on for dear l ife 
a l ittle longer. They wi l l  probably try to hang on t i l l  1 986 
and there's good reason for that, but i t  wasn ' t  i ntended 
to d o  that. 

Madam Chairman, i n  that respect , it is i n  the same 
category as the Treasu ry Branch is .  In 1 973,  we went 
to the people, and we said we would enact Treasury 
Branches. Then we went to the Legis lature and fought 
i t  out .  1t was a terr if ic f ight ,  and we had al l  the credit 
unions against us.  Do the members of the government 
party know that the act is st i l l  on the books? They 
could enact, they could create Treasury B ranches in  
the Province of M an itoba without a s ingle piece of 
legis lat ion? But those who became control lers of the 
organ izat ion decided al l  we h ave to d o  is pass the act. 
We don ' t  have to do  anyth ing .  

That  mentality governs w i th  respect to th is  b i l l .  Th is  
b i l l  is  totally unnecessary. There isn ' t  a s ing le featu re 
of th is bi l l  that cannot be implemented with government 
act i o n ,  w i th  g overn ment  p o l i cy, w i th  g overn ment  
d i rect ion ,  without a s ing le piece of legislat ion .  You can 
create a bureau . You can g o  to arbitrat ion .  You can 
agree with the un ion to pay them more m oney. You can 
do everyth ing that th is act provides. But the government 
k new that what they were proposing was a problem. 
1t  took them a l i ttle whi le to f ind out and therefore they 
said it wou ldn ' t  apply to anybody in the private sector. 

Wel l ,  that wasn ' t  a promise of the N D P  G overnment.  
The promise was equal pay for work of equal value. 
Anybody who d isagrees with that has got to be against 
pay equ ity. He has got to be some type of Neanderthal .  

They d i sag ree with i t  for  the  g reat m ajor i ty  of 
employees i n  the Province of Man itoba, don ' t  they? If 
they don ' t ,  why don't they enact i t?  Why don't they 
put into th is b i l l  that th is  act shal l  apply that every 
employer has got seven out of 10 women in a certain 
area has to go to a bureau and watch the keys being 
typed in  and has to change the wages of the employees. 
Why don ' t  they do i t? 

Because, they, Madam Chairman, have fu l ly examined 
it . They see the impossib i l ity of this posit ion. The reason 
I talked to the young lady who addressed the group 
just before me, the reason that the scales are so low 

9 

is they want it to have as l i ttle effect as possib le unt i l  
the election and to deal  with the subject i n  one of two 
ways afterwards. I f  they lose the election ,  i t ' s  the next 
government's problem; if they win the elect ion ,  if it is 
a problem, they can always change it. In the meantime, 
we have a cosmetic window-dressing b i l l  and I regret , 
Madam Chairman,  and I say th is  to former col leagues 
- M r. Enns wants to remind  me that I am a former 
colleague, okay, former col league - that there is  some 
respons ib i l ity on an opposit ion i n  the government.  

When they see something wrong, they should not be 
carr ied away by the psychology, we can ' t  appear to be 
opposed to pay equity. You heard me i n  the Legislative 
Assembly saying then what I am saying now. I d i d  not 
change the posit ion .  The fact is  that for four years, the 
N DP, which said that i t  was as s imple as rol l i ng  off a 
log,  d id  noth ing .  The reason they d i d  noth ing is that 
they cou ldn ' t  do anyth ing .  They had misrepresented 
fraudu lently to a bunch of people that they could do 
this and it was a simple concept. Anybody who was 
against it was a fascist reactionary. 

Wel l ,  they ' re against i t .  They have been there four 
years and they d idn ' t  d o  i t ,  and they' re st i l l  not d oi ng 
it in the private sector. Why not? Are you fascist 
reactionaries? Why aren't  you legislat ing? 

We have, Madam Chairman,  the power. Just imag i ne. 
We have the power in Manitoba to create a heaven on 
earth .  By legislat ion ,  we can provide equal pay for work 
of equal value - 't is  a consummation devoutly to be 
wished . Why don ' t  we do  i t? We have the power. We 
have the members. We have the concurrence of the 
opposit ion .  Do it .  

M adam Chairman,  the reason it is not being done 
is  that i t  is  not as i t  was represented to be. 1t is  not 
a simple proposit ion ;  i t  is  a very d i ff icult proposit ion .  
I f  i t  were simple, i t  would be done without th is  piece 
of leg islat ion .  

M adam Chairman,  I th ink  that the way to judge what 
h appens in th is type of situation is not by what is said.  
I remem ber there was a football coach who used to 
tell h is players that they shouldn't  smoke; they shouldn 't 
dr ink ;  they shouldn ' t  stay up late; they shouldn ' t  carouse 
and other th ings.  Then they watched h is coach. He 
smoked l ike a f iend .  He d rank t i l l  he was dead drunk .  
He d id  everyth ing else and they said ,  how come? He 
said ,  " I  am the coach .  Do as I say, not as I do . "  

N ow look  a t  what th is  government has  d one. 1 t  talked 
about women 's rights. They say they want women in 
the public service. They want aff irmative act ion .  They 
want to promote it to h igher levels withi n  the service. 
Well , let 's  take an actual case. In this case, I merely 
recite the facts because it will be before the Court of 
Appeal. it was before the Court of Queen's Bench.  

Here is  a woman who was 17 years i n  the publ ic  
service. I n  her department, she was the most sen ior  
employee of anybody under the Deputy M in ister level .  
She had been promoted to the posit ion of SO 1,  so she 
was promoted out of scope. Mr. Doer knows about i t .  
She was promoted out of scope. Two years ago, the 
government said ,  we want you to lay off  three people 
in th is department. So they went to the department -
and by the way, her manager, her boss, who was a 
male, probably a chauvenist pig,  he sai d ,  I could get 
two for your price. So they named three people to be 
laid off and she was one of them . The reason they said 
that she was to be laid off is that she was the only 
S01 .  
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Although she outranked everybody else i n  the Civi l  
Service and had been there 17 years, she was an S0 1 ,  
so she was the m ost jun ior  person .  lt i s  u nbel ievable. 
That i s  what happened . They said that she is  the most 
jun ior  person because there is  only one S0 1 ,  therefore, 
she is  the most sen ior  and the most jun ior. We will l ay 
her off and the other two. Then the government came 
back and sai d ,  no, you are not to lay anybody off who 
is with i n  the bargain ing  unit of the MGEA. She had 
been promoted out of scope. 

Here is  the ideal posit ion ,  a woman, got there by 
herself, needed n o  aff irmative act ion ,  an economist ,  
worked her way up ,  got to the h ighest posit ion .  This 
is where you want them. She is the only person i n  the 
department who was la id off. Do as I say, not as I do.  

You have a s ituat ion now, Madam Chairman - and 
th is wi l l  be dealt  with , and I happen to be deal ing with 
th is i n  my professional capacity - you have the geologists 
and certain other professional people and the engineers 
who all were at the same level of pay in 1 982 .  So we 
have established their  level , probably did i t  better than 
a computer would d o  i t .  They were al l  making the same 
amount The other people were part of the MGEA and 
got certai n  increases. The government wou ldn ' t  g ive 
them to the engineers. So the eng ineers have fal len 
beh ind  by several thousand dol lars as against these 
other people. They say, we would l i ke to have equal 
pay for work of equal value. The government says, 
you ' re a small u n it You haven ' t  got much power, 
therefore you are not going to get much money. 

That ' s  pay equity. This is a search for pay equity. 
The words "pay equ ity" mean noth ing. The leg islat ion 
means noth ing .  What you have to observe is  how the 
government behaves, not what it puts on the Order 
Paper i n  Eng l ish and i n  French ,  but as it behaves. 

I say to you , M adam Chairman,  that th is b i l l  is  a 
sexist p iece of legislat ion .  11 is an u n necessary piece 
of legis lat ion .  lt i s  a fraudu lent p iece of leg islat ion ,  and 
that thousands of people throughout the province wi l l  
have wrong i l lus ions about what is  achievable i n  the 
Province of M anitoba by v irtue of the psychology that 
i s  att e m pted t o  be created.  I a m  here ,  M ad a m  
Chairman,  hopeful ly, t o  d ispel some o f  that i l l usion that 
is attem pted to be cast here for years after the event 
- and i t  is four years. 

I ' m  hop ing ,  M adam Chairman,  that the people of the 
Province of Manitoba do  not fa l l  into the category of 
substitut ing a suggested massive bureaucracy of so­
cal led experts to  deal  with h ow much is  the value of 
a human being and h is  efforts as against freedo m ,  a 
system which has worked very wel l .  If you say people 
of one sex have found that it has not worked well for 
them, I say, Madam Chairman, you ' re not able to ascri be 
to that freedom.  You are deal ing with part of the cultural 
traits of our society which change from t ime to t ime.  

When I practise law now i n  the courts,  I would say 
that one out of four people that I ' m  deal ing  with is  a 
female counterpart . That d idr.'t come about through 
any legis lat ion ;  that came about ,  M adam Chairman,  
because women are not inferior to men and th is 
legislat ion says that they are. 

MADAM CHAIRMAN: Thank you , M r. Green.  Are there 
any quest ions? Seeing none,  thank you . 

Ms. Donna Lucas, Charter of Rights Coal i t ion.  
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MS. D. LUCAS: Good evening ,  Madam Chairperson,  
members of the committee. 

The Charter of R ights Coal i t ion ( M an itoba) has been 
organized here, as elsewhere in the country, to educate 
women on their r ights and potential r ights under the 
Canadian Charter of Rights and Freedoms and to 
advocate for legislat ive changes which wi l l  reflect the 
pr inc iples of equal ity as set forth i n  section 15 of the 
Charter. 

We are pleased to present our response to B i l l  53 
t h i s  eve n i n g .  T h e  b r i ef c o n t a i n s  c o m m ents  a n d  
recom mendations to various specific sections o f  the 
act  a n d  we w o u l d  u rg e  t h e  c o m m i ttee t o  g i ve 
considerat ion to these. 

We wish however, at the outset , to commend the 
government for taking action on the issue of equal pay 
for work of equal value. We feel that this is  an issue 
whose time has come. The implementat ion of th is  
pr inc ip le ,  i n  concert with a comprehensive affi rmative 
act ion program, adequate un iversally accessible day 
care and other changes to faci l itate the full participation 
of women i n  the paid workforce must take place. 

In b i b l ical t imes, according to Levit icus, women of 
work ing age were valued at 30 s i lver shekels, whi le 
men were valued at 50. This rat io is basically u nchanged 
today. Whi le the coal it ion does not bel ieve that the 
mere i m p lementat ion of pay equ ity leg is lat ion  w i l l  
automatically end th i s  unconscionable situat ion ,  we  do  
support the i mplementation of the  pr inciple and u rge 
its system a t i c ,  effect ive and eff i c ien t  p r act i c a l  
appl ication . 

The i n it iat ive shown by th is  g overnment in proposing 
to legislate a procedure for the orderly implementat ion 
of pay equ ity is ,  as stated earl ier, to be commended . 
H owever, we feel that th is  proposed legislation d oes 
not g o  far enough in establ ishing pay equity i n  Manitoba. 

The scope of the legislat ion is far too restrictive. The 
coal i t ion feels strongly that it should be extended to 
include not only the ent ire publ ic  sector, but the private 
sector  as wel l .  We are well aware of the hue and cry 
raised by some sectors at the i ntroduction of the b i l l  
into the H ouse. The arguments used to attempt to  
d issuade both  the government and  the  general publ ic  
from support ing the concept are very s imi lar to those 
used against all advancements made in the field of 
employment law in the past . I f  i t  had been left u p  to 
the marketplace, to the law of supply and deman d ,  or 
the employers to assess the opportune time, we submit  
that  changes to ch i ld  labour  laws or the sharecropping 
system i n  the United States would have been an awful  
lot longer in coming .  These arguments are scare tactics 
which must not be allowed to d issuade this govern ment 
from i mplementing this bill and, in fact ,  from going 
further to p rovide access to equal pay for  work of equal 
value to al l  M anitobans. 

I believe as well that i t 's not enough to educate women 
in s c h o o l s ,  to p rov ide  t h e m  w i t h  access to n o n­
trad it ional or male dominated roles. As there wil l  always 
be a s ign if icant n u m ber of women in tradit ional  jobs,  
there wi l l  always be that work to be done and by virtue 
of women choosing that ,  they should not be penal ized 
with lower pay for so-called tradit ional jobs. 

We have specific comments in the fol lowing sections: 
You 've d efined "external agency" in the Def in i t ion 

Section,  and we believe that the legislation should apply 
to the private sector as wel l ,  but certainly at the very 
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least at th is t ime, the b i l l  shou ld cover all of the pu bl ic  
sector and provide for, if n ecessary, t imed entry of  
mun ic ipalit ies, the local  government d istricts, school 
boards, health care fa�i l i t ies other than those named 
in Schedule A.  

We have concerns about "female dominated class ."  
The percentage of 70 percent is h igh .  We believe i t  
ought  to be 60 percent or assessed at  a f igure lower 
than 70. Our concern is  that assessing  the percentage 
of a dominated class at such a h igh level m ay, in effect,  
restrict the n u m ber of people and the n u m ber of job 
classes which qual i fy for the pay equity leg islat ion .  

We have a lso some concerns with regard to employers 
of under 500 employees. They have access that other 
classes may be defined in  regulat ion and not i n  the 
same manner as for employers of more than 500, which 
is  through negotiat ion process or agreement between 
the two part ies. 

Again ,  the same comments would apply to "male 
dominated classes . "  

T h e  establ ishment o f  a pay equity bureau a s  a 
separate div is ion to deal with the issue of pay equity 
is  commanded . We would stress, however, that it 's 
necessary to provide adequate funds to the bureau to 
enable i t  to carry out its tasks effectively and efficiently. 
Without money, we feel that the bureau itself may n ot 
be able to offer the assistance that it is legislated or  
that  it is  to provide i n  the legislat ion .  

We have some concerns with regard to the powers 
and the dut ies of the execut ive d i rector. We feel that 
the legislation l im its those to that of adviser and 
i nformation seeker or  g iver and there appear to be n o  
powers g iven to th is  person to either invest igate, lay 
complaints or to generally h ave any defin ite effect on 
the process. 

The executive d i rector can file a complaint with the 
Labour Board i f  there is a refusal to provide her or 
h im with i nformat ion as requested . That process, in 
terms of the f i l ing the complaint ,  is to be out l ined in 
regulations. 

I n  section 6( 1 ) - the points out l ined for determinat ion 
of value of job classificat ions are good,  but we have 
a concern that there should be as many specif ic criteria 
to be used to value jobs as possible, thus reducing the 
risk of jobs being classified in very broad terms. Whi le 
the actual  select ion of the job  classificat ion system to 
be  used i s  d eter m i ned in 9 (  1 ) ,  t h at is ,  t h r o u g h  
negotiat ions between t h e  two part ies, o u r  concern i s  
that what may b e  intended to b e  a m in imum n u m ber 
of criteria outl ined in section 6( 1 ), may in effect become 
the max imum.  

The provisions in  6(2)  concern us greatly, as  it appears 
to al low the comparison of actual to average salaries. 
This process is  n ot one which is acceptable to us. 
Comparisons should only be al lowed on the basis of 
specific or average to average salaries. 

Protect ions provided in  sect ions 7( 1 )  and 7(2) ,  with 
regard to wages not being able to be reduced , no one 
losing pay or no one lowered in  classificat ion are good.  

H owever, sect ion 7(3) ,  we f ind part icu larly offensive 
for a n u m ber of reasons. The wording in su bsect ion 
(a)  appears to provide that less than 1 percent of  payroll 
can be requ i red to be paid out i n  a year or can be 
negotiated to be paid out in a year i n  taking steps 
towards ach ieving pay equity. That concerns us, that 
1 percent d oes not appear to be a m in imum.  lt is ,  
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h owever, clearly stated as a maximum and we f ind that 
that maximum is far too low. We accept that a phased­
in process needs to be put i n  place but there should 
not be a max imum that 's 1 percent of salary if ,  i n  fact, 
there ought to be that provision there at a l l .  

The provision i n  subsection (b )  which basically l i m its 
the length of time that the legislation wil l  be enforced 
to four years is ,  in n o  way, acceptable to our group. 
The placement of this artif icial cei l ing on the costs that 
can be requ i red of an employer to implement pay equity 
is not in keeping with the principles of pay equity. 

The concern we h ave with regard to the 4 percent 
total cost project ion that is  placed in  the legislat ion is 
that the f igure is  based not on Manitoba f igures, but 
on outside jur isdict ions on the understand ing that 
process or  that i nvest igation hasn 't  taken place here. 
H owever, we have a concern that the 4 percent m ay 
not turn out to be adequate, and legislation would deem 
that 's  al l  that could be placed on the pay equity process. 

With regard to the Civ i l  Service sect ion ,  sections 8(2) 
and 8(3) provide for a process of negotiat ion  to take 
place in good faith and with d isclosure of i nformat ion .  
That i s  to be commanded , and ought  to happen in  any 
case. H owever, i t  should be somewhere clearly stated 
t hat the negotiat ions m ust result i n  a plan which 
conforms to the pr inc iples of pay equ ity, as out l ined 
i n  th is leg islat ion .  

The t ime frames out l ined in  section 9 seem to  be 
rather lengthy. Assum i ng that the ful l  t ime avai lable is 
used up, n o  changes wi l l  take place prior to Septem ber 
30,  1 987 ,  and i t  wil l be 1 9 9 1  before even a 4 percent 
payroll  cost benefit, i n  effect ,  reaches any workers. 
There m ust be amendments made to either shorten 
this process or, in 7(3), to mandate h igher amounts of 
m oney being made avai lable for pay equity i n  terms 
of m i n i mums. 

The executive d i rector i n  section 1 0(2)  is  g iven power 
to refer the matter to arbitration .  In fact,  the legislat ion 
says "shal l  refer, " which is  a mandatory provision. We 
commend that. There ought not to be the ab i l ity of the 
two parties for whatever reason ,  and I hope that 
wou ldn ' t  ever happen,  to delay the process of solving 
the i ssues past the t ime l ines which,  as we've said , we 
feel are already more than adequate. 

There is  a d iscret ionary factor in section 1 0(3) with 
regard to referring to arbitration the fai lure to i mplement 
plans that have already been negotiated . The word 
" may" is used there, as opposed to "shal l" i n  1 0(2) .  
This causes us some concern i n  that there is no 
mandatory provision that ,  if i n  fact i mplementat ion is 
not tak ing place, someone can make sure that it goes 
to arbitrat ion to be dealt with.  

The powers g iven to the arbitrat ion board in  th is 
section to effect an award are good, except again we 
would ind icate our concerns with the max imum in that 
the board is bound by not award ing an amount in excess 
of what is now in there as 1 percent of payroll  per year. 

T h e  prov i s i o n  for  t h e  o r d er i n g  on ret roac t i ve 
adjustments is also commanded. We are al l  well aware 
of just how lengthy the arbitration process can be, and 
workers should not be penal ized for that. 

I n  t h e  sect i o n  on C rown e n t i t i e s  a n d  exte r n a l  
agencies, section 1 3( 1 )  i n  its word ing appears to al low 
for a separate system to be negotiated and implemented 
in each external agency. Our concern is not that th is 
may be necessari ly bad, but it  may lead to i nequ it ies 



Tuesday, 9 July, 1985 

with in  the pub l ic  sector with regard to the valuat ion of 
j o b  c lasses. 

I n  sect i o n  1 5( 1 ), t h e  L a b o u r  B oard  h as been 
desig n ated as the  body to wh ich  the  matter wi l l  be  
referred if  there is  n o  agreement.  Even though section 
1 9(f) provides for the establ ishment of "special  panels" 
of the board to deal with the pay equity issues, we 
would  recommend that there be a separate board to 
deal with th is  issue. 

Perhaps a rhetorical q uest ion on 1 5(6),  there is a 
duty g iven to the executive d i rector, if negotiations break 
down in Crown entit ies and external agencies, to provide 
a report to the Labour Board . This is  not reflected i n  
t he  Civ i l  Service section .  i t ' s  perhaps a rhetorical 
quest ion ,  but why not? 

There is  an ob l igat ion i n  sect ion 16 placed on the 
Crown entit ies and external agencies to co-operate with 
the bureau , and we agree with that obl igat ion .  

Sect ion  1 8( 1 )  i nd icates that other external agencies 
can be added to the l i st .  That opportu nity to increase 
the  number of workers covered by pay equity legislation 

� is commended but ,  as we stated earl ier, we feel there 
' shou ld  be provis ions clearly spel led out with in the 

leg islat ion which woul d  cover a l l  of the publ ic sector 
as a m i n i m u m  at th is  t ime.  

Thank you for l i sten ing ,  and that ends my comments 
un less there are q uest ions.  

MADAM CHAIRMAN: Thank you, Ms.  Lucas. Are there 
any quest ions? 

M r. Ranso m .  

M R .  B. RANSOM: Thank y o u ,  M adam Chairman.  
Ms. Lucas,  I bel ieve earl ier on i n  your presentat ion 

you said that you d idn 't  bel ieve that th is leg is lat ion 
went far enough ,  and that a l l  M anitobans should be 
able to benefit from pay equ ity legislat ion .  Are you 
referr ing there to women outs ide of the pub l ic  service, 
or are you mak ing a more general statement? 

MS. D. LUCAS: I said a l l  Manitobans. I bel ieve that 
pay equity legislation wi l l  not simply benefit only women 
in the pub l ic  sector. 

MR. B. RANSOM: Are you taking the posit ion that th is 
should apply to a l l  people i n  M anitoba, and that the 
b u reau s h o u l d  h ave j u r i s d i c t i o n  over o t h e r  j o b  
c l a s s i f i c at i o n s  b es i d es t h ose t h a t  a r e  o c c u p i e d  
predominently by women? 

MS. D. LUCAS: I t h i n k  the way the legislat ion is  set 
up, as I read i t ,  there wi l l  be female-dominated c lasses 
i d ent ified and male-dominated c lasses identified , and 
there wi l l  be comparisons made. So,  i n  effect , changes 
can occur  in either of those c lasses, depending o n  the 
values placed on them. l t  won ' t  s imply be on the basis 
of sex. We have said in  our brief that we feel it ought  
to apply to the private sector, yes . 

MR. B. RANSOM: Do you th ink that there are i nequ ities 
wit h i n  job categories occupied by either men or women 
with in  categories that wou ld be predominantly women 
or within categories that wou ld  be predominantly men 
that should be add ressed ? 

MS. D. LUCAS: You mean, if you compared two female­
dominated c lasses to each other i n  terms of value? I 
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would t h i n k ,  once t h e  valuation system is set up and 
assessed, each job c lass that 's  identified through the 
legislative process as of that part icular d ate wi l l  h ave 
a value placed on it .  Then there wi l l  be a look at what 
that job is currently earn ing in comparison to other 
jobs of s im i lar value. So I would say I don ' t  know but 
perhaps, yes, there may be that effect. 

MADAM CHAIRMAN: Are there any further questions? 
Thank you, Ms.  Lucas. 

MS. D. LUCAS: Thanks. 

MADAM CHAIRMAN: M r. Gary Doer, President of the 
Man itoba Government Employees' Associat ion .  

M R. G. DOER: I bel ieve the committee has copies of  
the b rief. 

MADAM CHAIRMAN: The Clerk will d istribute them. 
Proceed. 

M R. G. DOER: Good evening ,  Madam Chairperson . 
The Manitoba Government Employees' Associat ion 

welcomes the opportu n ity to present its views on Bi l l  
53 ,  The Pay Equity Act, to the Law Amendments 
Committee. As the un ion which represents by far the 
m ajor ity of employees potent ia l ly  affected by t h i s  
legis lat ion ,  t h e  MGEA is clearly an i nterested party. 

The Manitoba Government Employees' Association 
supports the concept of pay equity. During the past 1 0  
years, we have negotiated with t h e  government pay 
i ncreases which have incorporated both flat dol lars and 
percentage amounts. This approach has h ad the effect 
of upgrading l ower-paid classifications in relative terms. 
We have, over the years, also negot iated special  pay 
adjustments for lower-paid  classifications. In many 
i nstances, the c lassificat ions that had been benefited 
m ost from our efforts at the bargain ing  table have been 
female dominated . 

The MGEA recognizes however that, i n  spite of the 
progress m ade to date,  pay inequity sti l l  exists i n  the 
government service, largely due to the un ilateral powers 
of the Civi l  Service Commission regard ing classification , 
select ion and promot ion .  lt is for th is reason that the 
M GEA proposed and successful ly obtained in  the recent 
r o u n d  of n eg o t i at i o n s  a j o i n t  u n i on - m anagement  
committee to dea l  w i th  the  issue of  pay equity i n  the  
Civ i l  Service. The proposed leg is lat ion reinforces the 
commitment of the parties to pay equity, and provides 
parameters in  terms of t ime and m oney for ach ieving 
equ ity. 

T h e  l e g i s l a t i o n  prov ides  for  pay e q u i t y  t o  be 
establ ished through the process of col lective bargaining.  
Th is is consistent with the posit ion taken by the M GEA 
at a jo int  counci l  meeting  on June 3 ,  1 985 ,  where the 
concept of pay equ ity was d iscussed . The government 
is commended for resist ing the temptation to usurp 
the col lective bargain ing process by having pay equ ity 
determ ined by a bureau and/or a compulsory system 
of point rat ing and "scattergrams ."  

I wou ld  submit that th is b i l l ,  as an aside, wi l l  al low 
us not to be a computer i n  the col lective bargain ing 
process, M r. G reen .  We wi l l ,  I assure you , go to  the 
table discuss ing  th is issue with our  membership i n  the 
tr ied and true col lective bargain ing system. 
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We further bel ieve that the t i me frames and f inancial  
g u i d e l i nes of  1 perce n t  of  payro l l  per year  are 
reasonable parameters with i n  wh ich the part ies can 
work. 

The M G EA also has
' 
some suggested amendments 

to the exist ing and proposed b i l l .  
Section 7( 1 ), t he  g overnment has  assured the  M G EA 

that it is not the intent ion to ach ieve pay equity for 
some employees at the expense of others. Sect ion 7( 1 )  
of the b i l l  provides that:  " N o  publ ic  sector  employer 
shal l  reduce the wages of any employee in order to 
i mplement pay equ ity pursuant to th is  Act . "  I might  
a lso add that th is  is  the message our mem bers heard 
at the press conference and in verbal messages over 
the media from the Honourable M uriel S mith and the 
Honourable A I  Mack l i ng .  

At  f i rst g lance, th is  section wou ld  appear to provide 
the necessary protection for employees. l t  is unclear, 
however, whether provid ing  that no employer shal l  
reduce wages woul d  st i l l  a l low a th ird party, arbitrat ion 
or  Labour Board , to effect wage reduct ions i n  order 
to achieve pay equity. I would say through c lassificat ion 
freezes, and I ' l l  go  on to that later. 

Secondly and more i mportantly, a potent ia l  problem 
exists with in the appl icat ion of sect ion 9( 1 . 1 )  of The 
Civi l  Service Act and 1 1 (6)  of The Civ i l  Service Act 
quoted below. I won ' t  read those sect ions,  but I ' m  sure 
members here are very knowledgeable of those sections 
and their implications. We' l l  explain that as we go along. 

Moving on to Page 3 ,  these above sect ions were 
i ntroduced as amendments to The Civ i l  Service Act i n  
1 974, behind the pub l icity o f  pol i t ical r ights for publ ic  
employees or civ i l  servants u n der section 44. Sect ion 
1 1 (6) .  i n  part icu lar, was opposed by the M G EA at  the 
t ime as it a l lows for the un i lateral downgrad ing  of 
classificat ions and salaries. I n  s imple terms, t hese 
sections mean that an employee can be demoted for 
other than d iscipl i nary reasons and have h i s  or her rate 
of pay reduced , " u n less otherwise approved by the 
Lieutenant Governor i n  Counci l . "  Demotions for other 
than d iscipl inary reasons cou ld  conceivably occur in 
order to ach ieve pay equity. 

I n  our  opin ion ,  the pr imacy sect ion of The Pay Equ ity 
Act , sect ion 4 ,  in conjunct ion with section 7( 1 ), would 
preclude a reduction i n  wages i n  such cases. l t  is also 
our respectfu l submission ,  however, that the provisions 
of The Pay Equ ity Act, as presently drafted,  would n ot 
preclude the freezing or red-ci rcl i ng  of salaries on 
approval of  the Lieutenant-Governor-in-Counci l .  I ndeed , 
O r d e r- i n - C o u n c i l  2 1 8 / 8 0  g ives t h e  C i v i l  Serv ice 
Commission precisely that authority to freeze wages 
on non-discipl inary demotions.  That Order- in-Counci l  
is  appended for your informat ion .  

lt is  somewhat i ron ic that same Order- in-Counci l  
resulted from the desire of the Civ i l  Service Commission 
to protect the salary of one of its own staff mem bers. 
The authority g ranted in  Order-in-Counci l  2 1 8/80 has 
s ince been used in  conjunct ion with section 1 1 (6) of 
the act to downgrade c lassificat ions and freeze the 
salaries of other government employees. For example, 
in 1 984 dur ing the peak f ire season - and the M i n tster 
wil l be aware of this - some 25  f ire rangers had their 
classificat ions reduced and their  salaries frozen by the 
C i v i l  Service C o m m i s s i o n .  T hese d e m o t i o n s  were 
i mp l e m ented u n i l ate ra l l y, ret roact ive ly, and the  
employees weren' t  notif ied un t i l  they received their 
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paycheque that they, i n  fact, had been frozen and 
downgraded . 

G iven the potent ial  for such ind iscr iminate use of 
sect i o n  1 1 ( 6 )  of T h e  C i v i l  Serv ice A ct ,  it i s  
u n d erstand a b l e  t h at some M an i t o b a  Government  
Employees' Associat ion members are nervous about 
the i mplementat ion of pay equity. The morale problems 
created by the exist ing wage-freeze practices would 
be compounded tremendously if red-ci rcl ing were used 
to i mplement pay equity. 

lt is the M G EA's  posit ion that the freezing of salaries 
constitutes a wage reduction in real terms. l t  affects 
n ot only their present wages, but it also affects their  
pension i n  future.  I n  order to a lleviate the concerns of 
the M G EA in th is  regard,  it is suggested that section 
7( 1 )  of The Pay Equ ity Act  be amended to read: " No 
employee shal l  have h is/her wages or classification 
reduced in  order to i mplement pay equity pursuant to 
th is Act . "  

We bel ieve that th i s  word ing would el im inate any 
ambigu ity as to whether a third party could effect wage 
reductions through these classificat ion changes. The 
reference to classificat ion maintenance would ensure 
that employees would not be demoted and suffer a 
wage freeze in order to i mplement pay equity. If the 
government is sincere in  i ts belief that employees should 
not be adversely affected by the implementat ion of pay 
equity, then the act should so state in clear and 
unambiguous terms. I n  the absence of such a statement , 
the M G EA cannot whol ly endorse th is legis lat ion .  

I m ight add ,  we have just stud ied some states i n  the 
Un ited States where male classificat ions were frozen . 
Whi le everybody talks about Minnesota, there are other 
states in the U nited States where the "scattergram " 
approach was used to m ove salaries to one constant 
l i ne. l t  caused tremendous morale problems, and the 
employees used the Constitut ion of the U n ited States 
to break off into various un ions in the same pub l ic  
service wi th  tremendous problems for  both the pub l ic  
serv ice,  the  serv ices t h e  p u b l i c  receives and the 
employee groups and the governments. 

We bel ieve that our proposed amendment provides 
the necessary protect ion for employees, while leaving 
the employer with the lat i tude to use 1 1 (6) of The Civi l  
Service Act and Order- in-Counci l  2 1 8/80 to deal with 
leg i t imate non-discipl i nary demotions, i .e . ,  i n  the case 
of a physical i ncapacity to perform work at a certain 
c lassificat ion level . Our  concern with the potential  for 
abuse of the broad powers g ranted by 1 1 (6) is a matter 
for another forum .  In 1 98 1 ,  the Premier suggested that 
it would be desirable to set up a jo int  government­
M G EA task force to make recom mendations on labour 
re lat i o n s  leg i s l at i o n .  We st i l l  look forward to  t h i s  
opportun ity, a n d  t h e  battle o f  1 1 (6) c a n  b e  fought at 
that t ime.  

A second concern under ( b) ,  d ispute sett lement 
mechanisms, section 10 of the proposed act provides 
for arbitrat ion in the event that the parties fai l to reach 
agreement on the i mplementat ion of pay equ ity in the 
Civil Service. The M GEA is opt imistic that the arbitration 
process wi l l  not have to be used , but it is a sensib le 
way of deal ing  with an impasse i f  it occurs.  We, 
therefore, support the concept of sett l ing pay equity 
d isputes by b ind ing  arbitrat ion .  

We would ,  h owever, offer comment as to how the 
d ispute sett lement procedures i n  the act m ight be 



Tuesday, 9 July, 1985 

amended to better serve all parties concerned.  Fi rst ly, 
t he  government s h o u l d  consider the  poss i b i l i ty of 
developing a l i st of agreed-upon arbitrators for pay 
equity, either to be inc luded as a schedu le or to be 
inc luded as a schedu le appended to the act. In th is  
way, the legislat ion would enhance the probabi l ity that 
arbitrators wi l l  either have some expertise on pay equity 
or wil l develop i t .  In any event , if an agreed-upon l i st 
cou ld be developed in advance, unnecessary t ime 
delays and haggl ing over the select ion of an arbitrator 
cou ld be avoided.  

Secondly, the government should consider extending 
the arbitration provision to Crown corporations and 
external agencies. The current section 15 proposes that 
pay equ ity d isputes in these jur isdict ions would be 
referred to the Labour Board . We suspect that Crown 
entities, agencies and bargaining units concerned would  
want their  r ights  to be consistent w i th  those wh ich  exist 
for The Civi l  Service Act. We would suggest that the 
g overnment consult with the groups concerned before 

� making any such change. 

I' I can say that we have consulted our  membership 
at the Publ ic Insurance Corporation, at the L iquor 
C om m i ss i o n ,  a n u m b e r  o f  other s m a l l e r  C rown 
corporations and a number of health care fac i l it ies that 
we represent on Schedule 6, for health care fac i l it ies 
on Schedule A,  and they too wou ld prefer that system 
of d ispute resolut ion sett lement. 

Apart from the consistency aspect, it is our respectful 
submission that the Labour Board a l ready has ample 
statutory respons ib i l i t ies without becoming embro i led 
i n  pay equity d isputes. We see no need for the Labour 
Board to attempt to dupl icate the expertise which may 
exist in the Pay Equity Bureau and among the arbitrators 
who may be experienced in th is  area. 

Conclus ion. The M G EA is  prepared to accept a 
leading role in establ ish ing pay equity for employees 
in the M anitoba publ ic  service. We bel ieve that the path 
chosen by the M anitoba Government , in putt ing its faith 
in the col lective bargaining process to produce pay 
equity will be proven to be correct . The legis lat ion is 
sound in principle. We bel ieve that our  suggest ions, if 
i m p lemented, w i l l  fac i l i tate the implementat ion of pay 
equ ity to  the benefit of a l l  part ies concerned . The 
M an i t o b a  Government Employees'  Assoc iat i on is 
confident that the M anitoba model wi l l  be a work ing 
m odel - one that wil l be worthy of emulat ion by other 
governments and the private sector. 

T h at ' s  respectfu l l y  s u b m it ted on b e h a l f  of t h e  
members o f  t h e  M G EA.  

M A D A M  C H A I R M A N :  T h ank you .  Are  t h e re any 
questions for M r. Doer? Seeing none, thank you very 
much.  

Ms .  S usan Hart ,  the Equal Pay Coal i t ion of Manitoba. 

M S .  S. HART: Madam Chairperson,  the Equal Pay 
Coal i t ion of Manitoba is very pleased to address you 
a b out their  views on B i l l  53 - The Pay Equ ity Act. We 
are very pleased that th is  government has taken steps 
to redress the d iscr imination that work ing women have 
been subject to for years. We are pleased that the b i l l  
recognizes our internat ional o bl igat ions as wel l  as  the  
guarantees within the Canad ian Charter of  R ights and 
Freedoms.  
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Under the  f i r st sect i on of  the act , which i s  
" Definit ions ,"  we have one concern a s  a coal i t ion,  that 
has been brought to our attention and we would l i ke 
to bring it to yours. Under the definit ions of "female 
dominated c lass and male dominated class" there was 
concern among members of the coal it ion with regard 
to Su bsection ( i i i )  which defines t hose c lasses in the 
case of a publ ic sector employer which employs less 
than 500 employees. We are concerned that they m ay 
be defined in the regulations and we would l ike to ensure 
that where a pu b l ic  sector employer employs less than 
500 employees there need not be a cap on the number 
of incum bents, i .e . ,  if a publ ic sector employer has 20 
employees we would hope that there is  not a need for 
there to be 10 janitors of whom 70 percent or more 
are men in order to compare them to the d ay care 
workers of whom 70 percent or more are women. If 
th is  legislat ion is to be meaningful we m ust ensu re that 
i t  reaches all publ ic  sector employers regardless of size 
or number of employees. 

We are concerned in section 3, t i t led "Appl ication 
of the Act" that the private sector is  not i ncluded under 
the act. Women working in the private sector suffer 
much more from d iscr imination which affects their 
wages than do  women in the publ ic  sector. The publ ic 
sector i s  largely unionized and statistics show that 
unionized women have a lesser wage gap to contend 
with than non-unionized women. The private sector is 
largely non-unionized and women are in the lowest 
posit ions within both of those sectors. There is an 
injust ice in the way that wages are given to women 
and we feel that the injustice must not only be corrected 
in the publ ic sector, but also in the private. We have 
heard representatives of the private sector over and 
over d iscuss how they bel ieve in the principle of equal 
pay for work of equal  value, or at the very least , equal 
pay for equal work . But very few have m oved to  
i mp l em ent s u c h  a p h i l osophy w i th in  the i r  own 
workplaces. We need legis lat ion in the  p rivate sector  
because volunteerism on behalf of the private secto r  
h a s  s imply not corrected t h e  problem that exists for 
work ing women. 

We would also like to see a dead l i ne within the 
leg is lat ion for them to be inc luded by. We must be 
aware that i f  the private sector is  inc luded under The 
Pay Equity Act · that there wi l l  need to  be further 
legis lat ion to address some of the specific problems 
that exist within the private sector that do  not exist 
with in the publ ic  sector. An example of this i s  extending 
the power of the Executive Director of the Pay Equity 
B u reau t o  be a b l e  t o  i n i t i ate  p ro ceed ings i f  t h e  
agreements reached in the workplace do  not real ly 
achieve pay equity, since the private sector is  largely 
u n o r g anized . We feel t h at s c h o o l  b o a r d s  and 
municipal it ies, as part of the pu bl ic  sector, should also 
have been included in Bil l  53. 

In Part 1 of the act, " Pay Equity Bureau and other 
Provisions" the Equal Pay Coal i t ion of M anitoba woul d  
l i ke to ensure that t h e  Pay Equity Bureau w i l l  have 
sufficient fund ing and personnel to perform the dut ies 
as descr ibed.  We have had a concern that where equal  
pay for  work of equal value leg is lat ion has existed 
elsewhere in Canad ian jur isdict ions that i t  has been 
d oomed to fai l u re because it has not been sufficiently 
funded to make i t  have any meaning whatsoever. There 
is  nothing worse than creating wonderfu l legislation 
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and then not being able to fol low through on it because 
t here 's  no money to do i t .  

We are pleased that the Execut ive Director  has the 
power to f i le a complaint with the board i f  there is  
fai lure to negotiate a plan of  wage adjustments or fai lure 
to implement that plan . 

We are also very pleased that under Part 2 and Part 
3 of the act the parties bargain to reach agreement 
respecting  the i mplementat ion of pay equ ity. We feel 
that the development select ion or appl icat ion and 
i mplementat ion of a job evaluat ion system that is  not 
bargained and agreed to by both sides is  a formu la  
for  fa i lure .  Th is recognizes the d iffer ing needs and 
concerns  of emp loyers and g i ves employees and  
employers the  r i gh t  to tai lor make  the  system to meet 
t h ose needs rat h e r  t h a n  be i n g  i nf lex i b l e  a n d  
i mposit ional .  

We have a problem though under "Crown Entit ies 
and External Agencies" i n  that when proceedings are 
i n i t iated , they are referred to the Labour Board . The 
posit ion of the Equal  Pay Coal it ion was that there was 
to be a three-person Pay Equ ity Board establ ished.  
We d o  not want matters referred to e ither the Labour 
Board or the Human Rights Commission for basical ly 
two reasons.  S ince the labour leg islat ion i ntroduced 
and passed by this government has come i nto effect , 
the Labour Board has been very busy with test cases 
to that legislat ion.  The Human Rights Commission takes 
a g reat deal of t ime also to get a date set for hear ing 
a compla int .  We don ' t  want to t ie up the Labour Board 
or the H u man Rights Commission with pay equity 
refe r r a l s .  We w o u l d  l i ke  a t h ree-person  b o a r d  
esat a b l i shed keepi n g  i n  m i n d  t h e  gover n m e n t ' s  
aff irmat ive act ion program to  hear pay equ ity cases. 
The Labour Board and the H u man Rights Commission 
both are experts with in their own jurisd ictios, one being 
the H uman R ights  Code,  the other be ing The Labour 
Relat ions Act.  This does not necessar i ly mean that they 
will be comfortable or i nformed on pay equ ity and we 
have concerns about their expertise on this matter. 
With the Labour Board we also real ize that there are 
management representatives hear ing the cases and , 
qu ite frank ly, we have l itt le faith in management ' s  
commitment to t h i s  ph i losophy, a s  w e  can see b y  the 
opposit ion i n  the media to pay equity. We feel  that th is 
is necessary to ensure cred i b i l ity in  the eyes of those 
f i l ing the complaint ,  that a fair and just remedy has 
been reached . 

The Equal Pay Coal it ion of Manitoba st i l l  would l i ke 
to have a separate Pay Equ ity Board to deal with 
complaints and referrals and to have the remed ial power 
necessary to enforce the legislat ion .  The Equal Pay 
Coal it ion would l ike to be n otified of the regu lat ions 
concerning pay equity and hope that we can have some 
input as wel l  into the regu lat ions. 

With these concerns i n  m ind ,  the Equal Pay Coal i t ion 
of Man itoba is st i l l  pleased that steps have been taken 
to i mplement pay equity for workers i n  Manitoba.  We 
wi l l  assume that th is is the f i rst step of what we hope 
is justice for all workers in this province. This legislat ion,  
though it may not be perfect , is by far more mean ingfu l  
than any leg islat ion we have in  any other ju r isdict ion 
in  th is  country. Once again ,  a l l  eyes are on Manitoba 
and we feel th is government can be proud t hat t hey 
have taken innovat ive steps to correct a social and 
economic injustice. 
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We wou ld  l i ke to thank you for your t ime in  hearing 
o u r  c o n c e r n s ,  and we u r g e  you to m a k e  t h e  
amendments that t h e  Equal  Pay Coal it ion recommends 
to th is  b i l l .  

MADAM CHAIRMAN: Thank you , Ms .  Hart. Are there 
any q uest i o n s ?  Seei n g  n o n e ,  thank  you for  your  
presentat ion .  

MS. S.  HART: Thank you . 

MADAM CHAIRMAN: Mr. Murray Smith .  Do you have 
a written br ief, M r. Smith? 

M R .  M .  S M I T H :  N o t  o n  th is  occas i o n ,  M ad a m  
Chairperson.  

M A D A M  CHAIRMAN: Fine ,  proceed . 

MR. M. SMITH: On this occasion,  I ' m  appearing  as a 
private cit izen.  The society I represented on some other 
occasions has pol icies support ing equal pay for work 
of equal value i n  ch i ld  care and would l i ke to support 
it in other areas, but to date it lacks expressed general 
pol icy. H owever, as for my house, compris ing of five 
st i l l  youthful women and myself, we support th is  b i l l  
as  a s ign if icent start i n  the r ight  d i rect ion .  

I wish to make but th ree points .  Fi rst, equal  pay for 
work of equal value is not a new idea hatched last 
week in  the fert i le brain of some hare-brained academic. 
it was part of career counsel l i ng  courses more than a 
decade ago. In 1 974, the Health Sciences Centre agreed 
with the Canadian Un ion of Pub l ic  Employees when a 
job evaluat ion program for the 400 d i fferent jobs held 
by the 2 ,000 HSC employees in  that un ion .  I have an 
out l ine of that program in  this document which was 
pu b li shed in  '77 .  

I happened to chair  the centre's board whi le that 
program was put into effect ,  and although there were 
some d ifficu lties it was generally wel l  accepted and 
overa l l  very successfu l .  i t  raised some rates of pay, for 
example, among ch i ld  care workers; and it red-ci rcled 
others. Throughout,  results were generally received in 
good spir i t .  

One i nterest ing encounter which remains with me 
very vividly was between the pay increases called for 
and the g u idel i nes of the anti- inflat ion board . The A IB  
ordered a ro l l  back order saying,  i n  effect, that the  centre 
could not implement a contract which it had negotiated 
with its u n ions.  The centre and the un ion made a jo int 
appea l  a g a i n st t h i s  o r d e r. The A I B  accepted the 
evidence that these increases were to correct h istoric 
d iscrimination and restored the rates that had emerged 
from the evaluation process. I take that as evidence 
that the process itself was convincing and that the 
evidence it turned up of systemic d iscr imination i n  wage 
rates was understood by the anti- inf lat ion board who 
proceeded to reverse themselves on that important 
issue. That the centre was satisfied with the principle 
of job evaluation and the processes used is borne out 
by a submission which the centre made to the provincial 
task force on the su bject i n  1 976. 

Second ,  the equal pay for work of equal value need 
n ot i n vo lve  m ass ive g over n m e n t  b u reaucracy o r  
government interference in  j o b  evaluat ion programs. 



Tuesday, 9 July, 1 985 

There 's  value in a provincial  bureau to offer advice and 
provide train ing  in job evaluation techn iques much as 
Workplace Safety and Health provides assistance to 
local joint committees. Both the Health Sciences Centre 
Program and the Steelworkers Program in Thompson 
were real ly co-operat ive efforts by management and 
employees. Basical ly, this commitment and co-operat ion 
are what make the u ndertak ing  succeed . With in  our  
o w n  prov ince  t hese examples  are  evi d e n ce t h at 
comparabi l ity and pay equity are thoroughly practical . 

Th i rd ,  certain ly  reducing the effects of centuries of 
gender stereotyping wi l l  cost money. If it wouldn ' t  cost 
money, it would have happened 10 or  15 years ago or 
50 years ago.  Jobs tradit ional ly dominated by women 
and underpaid because "women 's  work " has always 
been undervalued except i n  the emotional terms of 
M other 's Day are n ow the main reason why on average 
w o m e n  m u st a l s o  w o r k  M o n d ay, Tu esday a n d  
Wed nesday o f  t h e  next week to earn what men took 
home on Fr iday. I f  this cost is  rather larger than some 
ant ic ipated , this shows only that the inequ ity is greater 
than some thought .  This d iscovery is hardly grounds 
for not act i n g ;  ra ther  i t  a d d s  t o  the u rgency  of  
proceed ing to e l im inate the  ineq u it ies. 

Thank you . 

MADAM CHAIRMAN: Are there any q uest ions for M r. 
Smith? Seeing none, thank you very much .  

Darlene H i ldebrand and Ed Martens for  the Winn ipeg 
Cham ber of Commerce. 

M R .  E.  MARTENS: M adam Chairman , I wil l  introduce 
the subject and then Darlene H i l debrand wi l l  make the 
main presentat ion on behalf  of the Cham ber and she 
has copies that she wil l  d istr ibute to a l l  of the mem bers. 

Madam Chairman,  the issue before us is a very 
complex one.  We started to study the issue just about 
a year ago when we realized that Man itoba would be 
facing i t  and we appoi nted a task force some two, two­
and-a-half months ago u nder the leadership of Darlene 
H i l d e b ra n d .  T h at t a s k  force g at hered as m u c h  
i nformation a s  i t  cou l d ,  consu lted with non-experts i n  
the  field and as  recent ly as  last week had John Tice 
(phonetic) from Wash ington here to d iscuss the issue 
with business people and with the pu bl ic .  We feel the 
issue h as not had the pub l ic  debate and rat ional open 
d i scussion that it warrants. The qu ick-fix legislation that 
we have before us,  we bel ieve wi ll not do the job .  Yes, 
M r. Green,  we too bel ieve in  the principle of pay equity. 

Employers and employees al ike have worked i n  that 
d i rect i o n  f o r  m a n y  years .  T h i s  g ove r n m e n t ,  i t 's  
i nterest ing to note, has put forward some what we would 
even cal l  good legis lat ion ,  bel ieve it or not ,  and some 
bad leg is lat ion .  We point to the move that you took in 
the area of technolog ical change where instead of heavy 
leg islat ion ,  you decided that a consultat ion route with 
m an a g e m e n t  and the e m p l oyees , g overn m e n t ' s  
assistance a n d  the I n n ovation  Centre that has been 
establ ished was the best route to look for solut ions to 
problems brought forward by technolog ical change. 

I n  the same vein ,  under the persons work ing alone 
regulat ions,  you decided that even when a person's l ife 
was at stake that regu lat ions and jo int  d iscussion 
b etween the parties was the most reasonable,  sensib le,  
l o ng-term solut ion.  U nder aff irmative act ion ,  you d idn't 
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establ ish a bureau of aff irmative act ion ;  you gave that 
as a mandate to Deputy M i n isters and M i n isters to 
report to the Legislature on how they were implementing 
aff irmat ive action i n  their departments. We think that 
is the posit ive way of go ing .  

With that ,  M adam Chairman, I would l ike to introduce 
Darlene H i ldebrand and she wi l l  make the presentat ion 
and we' l l  answer any q uest ions later. 

MS. D. HILDEBRAND: Madam Chairperson ,  thank you 
very much for the opportunity for the Winnipeg Chamber 
of Commerce to present their views to this committee. 
On the outset , I wou ld  l ike to once again underscore 
and make the very cr it ical point that we in  business 
i n  Winn ipeg savour  equal pay for equal work . There is 
no q uestion about th is .  What we d isagree with here is 
the method that this proposed legislation intends to 
deal with the situat ion fac ing some women in  society 
today. 

We feel that the d i fference in wages that have been 
cited as evidence for the need for th is leg islat ion are 
not, as some people ton ight have pointed out or tr ied 
to suggest, the result  of systemic d iscrim inat ion .  We 
d o  n ot be l i eve t h a t  b u s i n ess  h as system i c a l l y  
d iscrim inated against women, b u t  that t h i s  whole issue 
is such a complex social issue that i t  is  real ly beyond 
the scope of  th is  legislat ion.  To the extent that inequities 
exist, we feel that the legislat ion is not the means to 
effectively deal with such inequit ies. I w i l l  expla in our 
posit ion by addressing some of the key issues which 
have prompted the g overnment to i ntroduce B i l l  53.  

Fi rst of a l l ,  that legislat ion is  even necessary to 
el i m inate gender d iscrim ination i n  wage sett i ng .  To the 
extent that such d iscrim ination exists in  the Civi l  Service, 
remedies are al ready avai lable through human r ights 
legislat ion .  If the government has not been effectively 
enforc ing these laws, we feel the answer is proper 
enforcement not further leg islat ion.  The means with in  
the C iv i l  Service is  al ready there. it simply needs to be 
i mplemented . 

This legislat ion is supposed to reduce the wage gap 
between males and females, which the government 
claims i s  currently 44 percent .  We would l i ke to clarify 
th is .  

Manitoba c iv i l  servants are already among the highest 
paid in Canada. The wage gap in the Manitoba Civi l  
Service, based on hour ly rates, decreased by 28.8 
percent al ready, between 1 973 and 1 984; and this is  
12 percent less than the nat ional  wage gap between 
males and females. Female wages in the Manitoba Civi l  
Service increased by 364 percent i n  th is  same t ime 
per iod,  1 973- 1 984, which is  a rate 89 percent g reater 
than the i ncrease in male wages. i t  should also be 
pointed out that the median length of service for men 
in  the Civi l  Service is 44 percent longer than the average 
length of service for women in the Civi l  Service of 
Man itoba; and we point  this out only to make the point 
that a simple comparison of wage d i fferentials are 
simply not meaningfu l .  We are not comparing the same 
th ing .  

H owever, as  the  fig u res that I have already pointed 
out wil l  show, if the trends are to cont inue, and they 
are cont inu ing,  legislat ion is a very costly way to achieve 
someth ing that is a lready happening on its own. 

The government adm its that the wage gap is primari ly 
caused by the fact that 70 percent of women employed 
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are employed in lower paid occupations. H owever, the 
government views the use of training as a method to 
decrease the wage gap as too costly and too t ime 
consuming .  We take great exception to th is .  

When one considers that the n u m ber of women 
enter i n g  post-secon d ary e d u cat iona l  i nst i tut i o n s  i s  
g rowing a t  a rate eight t imes that o f  men,  a n d  that 
m any more career opportun i t ies are opening up in the 
professions, i t  would seem that the wage gap is being 
corrected . I n  fact , when one considers that ,  nationwide, 
the number of female doctors g rew from 3,000 to 6 ,500, 
over 1 00 percent, between 197 1 and ' 8 1  and the number 
of female of lawyers g rew from 770 to 5 ,000 over the 
same period , we can see that women are qu ickly jo in ing 
the ranks of professionals at an accelerated rate. 
Although i t  may take longer, pay increases gained th is  
way reflect increases in  the productivity of the workforce 
and are therefore justif ied . If m oney is  to be spent, i n  
the view o f  these facts i t  would seem better spent o n  
educational programs which increase o u r  province's 
labour productivity than on wage adjustments which 
provide i ncreased payment for n o  increase i n  output .  
These educational programs would also help to funnel 
women into job  c lassificat ions that would natural ly pay 
them h igher levels of wages. 

The g overnment claims that women will benefit from 
this legis lat ion.  Although some women may benefit i n  
the short term from i n it ia l  pay increase, r is ing wages 
in the publ ic  sector will i nevitably raise wages in the 
private sector. This undoubted ly was part of the purpose 
of the legis lat ion .  H owever, our  concern is that th is  
could force some organizat ion to reduce the numbers 
of  t h ese j o b s  avai l a b l e  to  women , c reat i n g  m o re 
unemployment among the very group that the leg islat ion 
i s  attempting to help .  H ow d oes a woman benefit ,  i f  
her $20,000 a year job is  evaluated at $30,000 a year, 
but then d isappears? In the g overnment,  women who 
h ave worked hard to reach the top of their  pay scale, 
may h ave their wages frozen to help to pay for the 
i ncreases g iven to lower paid women. How d oes a 
female accou ntant benefit from her years of train ing  
if her  wages are  frozen? 

We would a lso l ike to po int  out the experience of  
pay e q u i t y  leg i s l a t i o n  in  A u s t r a l i a  where i t  was 
introduced i n  1 972 .  l t  defin itely warrants scrutiny. After 
this legislat ion was introduced it was found that female 
u nemployment i n  Australia actually i ncreased and the 
rate of women jo in ing the workforce decreased,  along 
with an increase i n  the amount of female part-t ime 
labour. The pay equity legislation d idn 't  help increase 
the wages of women; i t  s imply forced them to take 
other forms of employment that were avai lable and 
d idn ' t ,  overal l ,  change their s ituat ion .  

Furthermore, women are provincial taxpayers and 
they wi l l  h ave to shoulder  the burden of escalat ing 
prov i n c i a l  expen d i t u res f o r  i n c reased wages.  Any 
legislat ion,  and I th ink th is is very important, particularly 
for al l  the groups here, I feel and we feel that legislat ion 
which perpetuates the stereotype of women as helpless 
creatures need ing government aid and protection is 
detrimental to the image of women as a whole. Women 
can take care of themselves and they are taking care 
of themselves, if g iven a chance. 

The Provincial  Government believes that a Civi l  
Service job has an i ntr ins ic value to Manitoba and that 
th is  value can be ascertained through job evaluat ion ,  
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which is already the process used by many large f i rms 
today. 

To the extent that job evaluation is used in the private 
sector, jobs which are important and valuable to the 
organ izat ion are identified and pr iced accord ing to the 
go ing rate for those jobs. These rates are then used 
to gauge the pay for other jobs with in  the company. 
I n  th is  way, un l ike B i l l  53, a market relat ionship for 
wages is maintained. l t  should be pointed out that 
M i nnesota which has been used as an example for th is  
legislation uses market rates for hard-to-find jobs under 
i ts leg islat ion .  

One has to ask , are market rates i mportant to 
M anitoba? We feel the answer is yes. If one considers 
that 36.7 percent of M anitoba's Gross National Product 
depends o n  exports, this relationship appears crucial . 
One need on ly look at the auto industry to see what 
happens when competitive forces are ignored. M any 
of our  manufactur ing i ndustries, particularly i ndustr ies 
such as the garment industry, which are heavily female 
dominated , are defin itely going to be affected by th is  
type of leg is lat ion .  

The idea of intr ins ic value is a lso q uest ionable. We 
h ave to ask, value to whom? What would especial ly 
q ual ify a pay equity commissioner to determ i ne this 
i nstr insic value? H ow does one equate 10 points for 
e x p o s u re to h azard o u s  waste to 1 0  p o i n ts  f o r  
educat ional  background? P u t  another way, h o w  d oes 
one determ i ne the value of a Wayne G retzsky to the 
Edmonton Oi lers? Often,  i t 's  only by the marketplace. 

This concept d oes not consider that one employee 
m ay be more product ive than another and,  therefore, 
s imply worth more to her employer. How are merit and 
seniority to be i ncorporated into the evaluation process? 
What happens when a person with special sk i l ls  i s  
needed and an employer must pay more to get her? 
Does the employer then have to g ive a raise to al l  other 
employees hold ing posit ions with the same number of 
pay equity points, or d oes he not pay her what she is 
worth and, therefore, he d oesn ' t  get a good employee? 
Even w i t h  t h e  d is c l a i m e r  f o r  c o n t ract  w o r k e r s ,  
g rievances c o u l d  o bviously result .  

The U.S. N at ional Academy of Science concluded 
that it is very d ifficult ,  if not i mpossible, to apply job  
evaluat ion tec h n i q ues consistent ly, and t h i s  i s  the  
concern. Th is lack  of consistency is borne out  by the  
fact that very often evaluators i n  the U .S .  have rated 
the same job d ifferently because i t  is a su bjective 
evaluat ion.  

I n  I owa, rat ing systems have caused problems by 
raising some part-t i mers to salaries and rat ings h igher 
than ful l-t imers and some subord inates being rated 
equal to their supervisors. 

Another point. The g overnment claims the legislat ion 
i s  meant  on ly  for  t h e  p u b l i c  sector  a n d  re l ated 
organ izat ions.  

We wou ld  ask ,  if th is is the case, pay equ ity is s imply 
a m atter  of perso n n e l  po l i cy  a n d  l e g i s l a t i o n  i s  
u n necessary. T h e  means to do t h i s  is already with i n  
your personnel practices. A s  wel l ,  a l l  references t o  the 
pr ivate sector, un ique to this bi l l  i n  Manitoba, we feel ,  
should be removed . 

The Pay Equity Bureau can effect ively monitor pay 
equ ity advancement and educate the private sector. 

Government departments should be able to effectively 
gauge and report themselves on the process of existing 
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resources with in  their own departments. The cost of 
the Pay Equ ity Bureau and its staff is  unnecessary. 

If one concedes a need to educate business i n  th is  
area, the smal l  business sector would be the pr imary 
target as large organizat ions already know about job 
evaluat ions and h ave them i mplemented with in  their  
organ izat i o n s .  We feel the Wi n n ipeg C h a m ber  of  
Commerce and the Personnel Association of  Manitoba, 
whom we have al ready spoken with and have agreed 
to work with us, could educate the business commun ity, 
us ing to advantage our extensive experience i n  the 
area of small business. N o  new Civi l  Service Department 
and posit ions would be necessary. 

Proponents say the cost of th is b i l l  is  m in imal - about 
4 percent of total payro l l .  

I n  the  M i nnesota experience, wh ich  has been used 
as the example so often , the cost has mushroomed to 
wel l  over 10 percent of total payrol l .  S ince the M innesota 
program is only half i mplemented , no one is certain 
w h at the b o t t o m  l i n e  and f i n a l  f i g u res w i l l  b e .  
Furthermore, M i nnesota h a s  a su bstantial surplus i n  
i ts  budget mak ing it easy to pay for  these increased 
costs. M an itoba, u nfortunately, is not i n  th is  enviable 
posit ion .  The government should be address ing the 
p r o b l e m  of  m o u n t i n g  d e f i c i t s  and u n accept a b l e  
u nemployment levels, rather than i ntroducing leg islation 
which wil l  red i rect government funds to Civi l  Service 
salaries and, we might add ,  to Civi l  Service salaries 
for people who are already employed. 

S ince d isputes w i l l  be sett led by arbitrat ion ,  in some 
cases, and by the Labour Board in others, costs wi l l  
r ise due to the use of the court system and resu l t ing 
j u risprudence. A U.S .  example of the effect of th is  is 
the case where the San J ose School Board was forced 
into bankruptcy over the pay equ ity issue by a j u d icial  
decision .  We do not want to see th is happening i n  
M anitoba. The  u n ique i nc lus ion of fr inge benefits i n  
Manitoba woul d  also seem l ikely to raise t h e  cost wel l  
beyond 4 percent .  

There 's  a g reat deal  of past experience in  the area 
of pay equ ity legislat ion upon which to draw, especia l ly  
in  M innesota. 

So are the c la ims.  What l i m ited experience t here is 
has been far from successfu l .  F lor ida, I l l i nois and North 
Carol ina have categorically rejected the concept i n  their 
Legislatures. The U.S. Civ i l  Rig hts Commission wi l l  n ot 
hear cases based on equal pay for work of equal value. 
M ost states study ing the issue have put a d iscla imer 
on the intended use of their  stud ies due to an undecided 
case i n  Washington State. The I owa experience h as 
l e d  to q uest i o n a b l e  compensat i o n  pract ices ;  e . g .  
supervisors making less than their  employees. 

The City of Los Angeles and the University of Yale 
experiences were just exercises in col lective bargain ing ,  
far  different f rom pay equ i ty  act ion .  I n  M i nnesota, the 
cost has m ore than tripled as the program has g rown . 
Po l ice and f iremen have opted out of the agreement 
due to fear of wage compression .  No reference to  the 
private sector is made in  the M i nnesota law. I nformal ly, 
reports have come from M i nnesota saying that . for 
example, i t  is becoming d ifficu l t  to recruit a secretary 
f o r  the pr ivate secto r  because the best q u a l i f ied  
potential employees prefer to work  i n  the pub l ic  sector, 
at artif ic ia l ly h igher wages. 

Pay equity is the best solut ion to the wage d isparity 
between the sexes. 
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T h i s, of  cou rse,  i s  where we h ave o u r  b i g g est 
d i sagreement  w i t h  t h e  leg i s l at i o n .  A d e q u ate 
enforcement of exist ing laws and education programs 
which emphasize career planning would provide a more 
product ive workforce and are, hence, we feel, better 
long-term solut ions.  Another solut ion would  be to 
i mplement pay equity oriented resou rce materials on 
compensat ion pol icy for business. This could best be 
d o n e  t h r o u g h  e x i st i n g  empl oyee a n d  e m p l o yer 
organ izat ions.  

The g overnment claims th is act wi l l  he lp ensure pay 
equity. 

Since who gets the pay increases wi l l  be negotiated, 
the ent ire process will be very su bjective. There is  no 
guarantee that pay equity wi l l  be the logical result .  

I n  h is  address pr ior  to second reading, the M in i ster 
expressed t h e  d e s i re to red ress t h e  past i l l s  of 
capita l ism.  

Courts have long he ld that the i mposition of col lective 
gu i lt on the descendent representatives of any group, 
inc lud ing business, is i mproper. This legis lat ion ignores 
t h i s  p o s i t i o n ,  m a k i n g  t o d a y ' s  generat i o n  of 
b u s i nesswomen and  men respon s i b l e  for  the  bad 
performance of their ancestors. We cannot be held 
responsib le for what happened in  the past anymore 
than th is  g overnment can be held responsib le for past 
abuses. The problem must be examined in the context 
of today's business and g overnment environment. 

I n  summary, the Winn ipeg Chamber of Commerce 
favours equal pay for equal work . We would rather see 
tax do l lars spent on train ing  and educat ion programs. 
You can see you 've done a very good job i n  confusing 
this issue within everybody's minds. The semantics have 
been very cleverly used by th is government to confuse 
us a l l .  We woul d  rather see tax dol lars spent on train ing  
and education programs, rather than in  the forms being 
suggested i n  this legislat ion .  We would rather see 
enforcement of exist ing legislat ion than the creat ion of 
a new bureaucracy. We would also urge that, in future, 
the g overnment include the private sector in the role 
of enhancing the role of women in  the economic sector, 
rather than the use of a one-sided pay equity bureau 
and one-sided leg islat ion in which private industry had 
no say at th is t ime. 

Thank you very much.  

MADAM C HAIRMAN: Thank you,  Ms.  H i ldebrand .  Are 
there any q uest ions? 

M r. Doern .  

MR. R. D O E R N :  Madam Chairman, I woul d  l i ke to ask 
a couple of questions. One, is there was a plea by M r. 
M artens for more t ime? And I wonder if you could 
i nd icate approximately when you became aware of th is 
legis lat ion,  e i ther formal ly or i nformal ly, and how much 
t ime you had to research your material and put th is 
br ief together. 

MADAM C HAIRMAN: M r. Martens, d id  you want to 
answer that? 

MR. E .  MARTENS: Wel l ,  we were aware that the 
g overn ment or the party was d iscussing the issue some 
three or four years ago, but we were not formal ly aware 
that the issue was go ing to come forward unt i l  about 
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two-and-a-half months ago, at which point we appointed 
our  task force. 

l t  is  such a horrendously complex su bject that we've 
only started to gather the data and the i nformat ion i n  
the last couple of weeks. 

MR. R. DOERN: And so, whether you agree with th is 
in pr inc iple or i n  detai l  or not ,  let ' s  just assume i t 's  a 
p iece of legislat ion .  G iven th is  legislat ion ,  how much 
t ime d o  you th ink would have been sufficient notice, 
and once you had notice how much time d o  you th ink  
wou ld  be necessary for publ ic  debate and analysis and 
d i scussion?  

MR. E .  MARTENS: I don ' t  k now; I 'm not an expert i n  
that area. I do  know that, again ,  the su bject is  so  
complex that there has  been very l ittle pub l i c  d iscussion 
and there's very l ittle publ ic undertstand ing of the issue. 
M ost people, when you d iscuss the issue, whether i t 's  
with col league, fr iends or fami ly, they bel ieve we' re st i l l  
ta lk ing about equal  pay for equal  work and they wonder 
why we' re opposed to that. They don ' t  u nderstand the 
next step in  this of equal pay for work of equal value; 
and they don't understand the impl icat ions of that issue. 
There are very few people out there who understand 
the f inancial imp l icat ions,  the experiences in  other 
sectors, i n  other countries. 

I n  fact, as Darlene had said ,  where i t  has worked 
against those very people the leg islat ion was meant to 
assist .  lt concerns me when people out there - and 
inc lud ing legislators - d o  not appear from what they 
say to understand the ful l  impl ications of the legislat ion. 

M R .  R .  D O E R N :  The o t h e r  q uest i o n  I had  was 
concerning the M i nnesota experience. I wonder if we 
could get any further clarif icat ion there.  There were 
some n u m bers thrown arou n d . You talked in your br ief 
about costs mushrooming  to well over 1 0  percent,  at 
half the program i mplemented ,  which would seem to 
i n d icate that the total costs m ight  run of the order of 
20 percent.  I s  that the k ind  of ar ithmetic or logic that 
you interpret in th is  regard ? 

MR. J. DUBAS: If I may respond,  I 

MADAM CHAIRMAN: Excuse me, I don ' t  have your 
name for Hansard . 

MR. J. DUBAS: My name is Jonas Du bas. I ' m  a 
research assistant for the Cham ber of Commerce. 

MADAM CHAIRMAN: M r. Du bas, can you get any 
closer? 

MR. R. DOERN: Can you move any closer so they can 
pick you up  on the sound here? 

MR. J. DUBAS: Under the 4 percent analysis i n  
M i nnesota, had judged the cost o f  the program to them 
would be $40 mi l l i on .  What has happened in  the recent 
years, due to the i mplementat ion since i t ' s occurred , 
the cost has mushroomed to 1 0  percent and has now 
become a projected f igure this year of $250 mi l l ion for 
that state; so that's the type of fiscal uncontrol that 
could very well occur. 
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M R .  R. DOERN: I s  part of that cost or a large part of 
that cost a bureaucracy? Was there a f igure bui l t  i n  or 
i mpugned that,  say, there would be a b ureaucracy that 
would admin ister th is  and t hen they forgot about that 
a n d  t h e n  t h i s  is par t l y  t h e  cost  o f  ad d i n g  on a 
bureaucracy. 

MR. J. DUBAS: Bureaucracy itself was not i ncluded 
specif ical ly. lt was also j ust part of the i n it ia l  cost. I n  
t h e  study I looked a t ,  i t  was n o t  separated.  That would 
be part and parceL lt would seem to me any system 
which br ings forward a bureaucracy would do nothing 
but expand the cost. I f  we look at our  past h istory i n  
th is  country alone on the cost of bureaucracy and  the 
expansion ,  i t  would seem only log icaL 

MR. R. DOERN: Did you speak to people i n  M i nnesota 
d i rect l y, as  o pposed to read i n g  t h e i r  m ater ia l  or 
correspond ing?  

MR. J .  DUBAS: What we got  was material f rom people 
i n  M i nnesota and we talked to two of them. Specifical ly, 
d irectly, one of the foremost experts is considered the 
most knowledgeable ind ividual i n  the Un i ted States on 
the issue of pay equity. 

A DELEGATE: That ' s  M r. John Tice. 

MR. J. DUBAS: John Tice, he came in. I f  you wish a 
reprod u c t i o n  of h i s  speec h ,  h i s  p resentat i o n ,  the  
Chamber can  send one  to you . A lo t  o f  the  f igures are 
with in his speech ;  and we can also send you a summary 
of what ' s  been occurr ing in the States. 

MR. R. DOERN: As you best understand it, what is 
the reaction of the people of M innesota to this program? 
Do they th ink  i t ' s  the worst program ever i nvented or 
do they th ink  i t 's  a great program , but it costs too 
much money? What is the general reaction i n  the state? 

MR. J. DUBAS: I can't  really comment on personal 
react ion .  

MADAM CHAIRMAN: I really wonder whether that 
q u est i o n ' s  i n  o r d e r, M r. Doer n .  I d o n ' t  t h i n k  t h e  
delegation is an expert on t h e  opin ion o f  t h e  people 
in the State of M i nnesota. lt wasn 't  germane to their 
brief. 

MR. R. DOERN: Wel l ,  that would appear to be a matter 
of op in ion ,  Madam Chairman. This is obviously a bad 
example or a d ifficult or painful example. I was just 
wondering what other o bservations you have on the 
M i n nesota exper ience .  Are you suggest i n g  t h e  
M innesota is t h e  typical case a n d  that people are just 
not aware of the ramifications and that if we proceed 
with the program we' re going to wind up with a 
M innesota factor here? 

MS. D. HILDEBRAND: What we' re suggest ing is that 
i t 's  not clear. it starts with an i nterpretat ion and a 
suggest ion that a cost wi l l  be a certain num ber and 
then it mushrooms and it escalates and nobody knows 
where i t 's  go ing to end.  That 's  the concern. 

MR. R. DOERN: There have been some attempts, 
bel ieve, to put some numbers on the Manitoba program 
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and, as I recall them, the M i n ister of Labour talked 
about $ 1 6  m i l l ion .  I th ink  the M G EA said $60 mi l l ion .  
Do you have any n u m bers or projections as to what 
it might  cost? 

MR. E.  MARTENS: The M G EA f igures are correct , as 
far as we know. M r. Doer is quot ing the f igures as per 
final imp lementat ion in al l  of the hospitals, etc. it's $ 1 6  
m i l l ion only for the central Civ i l  Service and then 
expanded beyond that over the four years. lt takes it 
between 50 and 60. 

Madam Chairman, M r. Tice, if I cou ld ,  d id  state here 
last week that in those states where there was not ful l  
and open publ ic d iscussion on i t ,  on  the su bject , they 
got themselves into a lot of trou ble. That was the trouble 
i n  the State of M i nnesota and the State of Wash ington,  
which we d idn ' t  c i te here th is evening either, where the 
costs are now u pwards of $1 bi l l ion for implementat ion 
of pay equity in  that state because they d idn't  know 
what they were gett ing  themselves into.  They got into 
court act ions on retroactive pay which is not possible 
here. They d i d n 't d iscuss those impl icat ions.  They 
i mplemented i t  q u ickly and got themselves into a lot 
of trouble. 

MR. R. DOERN: Just on that f inal  point then.  Are you 
saying that now in  the State of Washi ngton,  was that 
the State of Wash ington? 

MR. E .  MARTENS: Yes.  

MR. R. DOERN: They have a b i l l ion dol lar  addi t iona l  
cost  for th is program per ann u m ?  

M R .  E .  MARTENS: I d i d  say that w e  believe that what 
happened i n  the State of Washington could n ot happen 
here. There, they went to court - we can st i l l  end up 
in court on this leg is lat ion ,  but on retroact ive pay and 
that 's  where the do l lars really came in, the courts 
d etermined that X people were u nderpaid at this point  
i n  t ime. They then extended that and said i f  we' re 
u nderpaid th is  year, we m ust have been underpaid for 
the last 1 0 ,  15 years, and the court said yes and , 
t herefore, we decree that you must get back pay and 
that's where i t  reached the $1 b i l l ion  f igure. 

We' re not rais ing that as a scare tactic here. We 
recogn ize that the legislation wi l l  not allow for that i n  
M anitoba to t h e  best of o u r  k n owledge. 

MR. R. DOERN: My final q uestion then is ,  do  you th ink  
f rom your  study and your  u nderstand ing of the  U .S .  
experience that retroactive pay wi l l  be  an issue and  
w i l l  be  a factor and  w i l l  add  to the costs o f  the  program? 

M S. D. HILDEBRAND: That's something that is actually 
an interesting  quest ion ,  someth ing we haven't  total ly 
l ooked into,  but  it would seem logical if it is accepted 
that people are underpaid n ow, if i n  effect that is 
accepted as true, i t  would make sense that people are 
go ing to then pet it ion for retroactive pay because they 
h ave been underpaid all th is  t ime,  and s ince th is  
l e g i s l a t i o n  i s  s u p posed to  d ea l  with  the h is t o r i c  
d i scrim inat ion a n d  underem ployment o f  women , that 
could defin itely be an issue. i t ' s  not someth ing that we 
are raising ,  but  i t  is an i nterest ing q uest ion .  
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MADAM CHAIRMAN: Any further q uest ions? Thank 
you very much then. 

Ms .  Darlene Dziewit ,  Manitoba Federat ion of Labour. 

MS. D. DZIEWIT: Thank you, Madam Chairperson ,  and 
mem bers of the Committee. 

The Man itoba Federat ion of Labour welcomes the 
opportunity to present its views on Bill 53 on behalf 
of the 7 4,000 person membership of the federation .  
The M an i t o b a  Federat ion  of  Labour s u p p o rts  the 
concept of pay equity. Dur ing the past 15  years, we 
have been advocat ing and upgrading of lower pay 
categories and urging our affi l iates to settle for straight 
dollar o r  dollar plus percentage sett lements to  raise 
the relative level of lower pay classificat ions,  many of 
which have been female dominated . 

Salaries of Canadian work ing women represented by 
u n ions are, on average, 72 percent of male salaries. 
This compares favou rably to the general Canadian 
statist ics of 62 percent female-to-male salary rat ios.  
The M FL recognizes , however, that i n  spite of the 
progress made to date, pay i nequit ies st i l l  exist i n  the 
publ ic sector  and to a greater degree in the private 
sector, part icu larly the non-union sector. 

We app laud  the  g over n m e n t  for  t h e i r  C a n a d i a n  
leadership i n  introducing pay equ ity legislat ion in  the 
provincial publ ic sector. Further, the government is  to 
be commended for ut i l iz ing the col lective bargaining 
process to i mplement pay equity. We further bel ieve 
that t ime frames and commitment to designate funds 
over the  fou r-year per iod are pos i t ive ,  p ragmat i c  
procedures i n  terms o f  pay equity. 

The M F L ,  however, is disappointed at the restricted 
appl ication of the proposed bilL In terms of the publ ic  
sector, the federat ion bel ieves that school boards and 
mun icipal i t ies shou ld have been included in  the scope 
of the b i l L  G iven the government promise - pay equity 
i n  1 9 8 1  - the necessary consultat ion with these two 
sectors should have taken p lace dur ing the past four 
years so that the i mplementat ion of same could be 
inc luded i n  the present b ill . 

The federation is further disappointed that the present 
b i l l  on pay equity d oes not i nclude the p rivate secto r. 
The shr i l l  arguments that the marketplace - or as the 
previous sai d ,  market rates - that market rates should 
determine pay i s  empty rhetoric when the marketplace 
has produced pay for Canad ian women at 62 percent 
for women compared to male salaries. 

The M F L  bel ieves t h at governments  s h o u l d  not  
i ntervene i n  society u nless there is  a demonstrated 
need . Surely, the average salaries of women compared 
to men demonstrate that the marketplace needs a 
posit ive helping han d .  Pay equity legislat ion for the 
private sector is a necessary intervent ion g iven the 
act u a l  p erfor m ance o n  w o m e n ' s  wages in  t h e  
marketplace. 

I ' d  now like to make some suggested amendments 
to the exist ing bilL Fi rstly, we bel ieve the scope to be 
expanded to include school boards, mun icipal i t ies and 
the private sector. Secondly, section 7( 1 )  g iven the 
government's stated i ntent ion not to achieve pay equ ity 
for some employees at the expense of others, we believe 
section  7( 1 )  of the b i l l  is unclear. If an employer is n ot 
to reduce wages under th is  sect ion ,  could not  a th ird 
party such as the Labour Board or Arbitrat ion  Board 
reduce same? 
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Further, and more importantly, we bel ieve that the 
act may al low an employer to  freeze a classificat ion of 
employee to i mplement pay equity. This is surely not 
the i ntent of the goverl")ment as we al l  know this would 
cause chaos i n  the workplace and would retard the 
publ ic  consensus for fa ir  pay equ ity. 

The publ ic  sector aff i l iates of the federat ion do not 
trust the Civi l  Service Commission or  managements of 
some of the Crown corporat ions to implement pay 
equity i n  a pragmatic way without the i ntent of section  
7 clearly del ineated ,  consistent w i th  the G overnment 
M in i ster 's  verbal commitments. Therefore, we would 
u rge the government to amend section 7( 1 )  of the b i l l  
as  fol lows: No  employee sha l l  have h is/her wages or  
classificat ion reduced in  order  to i mplement pay equity 
pursuant to the act . 

T h i rd l y, sect i o n  1 2( 2 ) .  T h i s  sect i o n  def ines  t h e  
responsib i l it ies o f  t h e  pay equ ity commissioner. A s  the 
act i s  unclear with respect t o  the Civ i l  Service as to  
who is responsib le for  negotiat ions o n  behalf of the  
government, we wou ld  suggest that the  pay  equ ity 
commissioner, i n  addit ion to other dut ies u nder the act , 
be responsib le for negotiat ions undertaken between 
the government and the bargain ing  agents. 

We have clearly stated previously that pub l ic  sector  
aff i l iates of the M FL do  not trust the C iv i l  Service 
Commission .  We are concerned that the ph i losophy of 
the government on pay equ ity wil l not be reflected 
through negotiat ions with the Civil Service Commission.  
Therefore, we urge the government i n  the i nterest of 
reach ing agreement with the bargain ing  agents which 
is  essential to the success and effectiveness of th is 
legislation to clarify the responsibi l it ies of t he pay equity 
commissioner to i nclude the duty of negot iat ing an 
ag reement  on t h e  deve l o p m e n t  or se lect i o n  a n d  
appl ication o f  a s ingle ,  gender-neutral j o b  evaluat ion 
system. 

F o u r t h ly, to d i s p u t e  sett l e m e n t  m ec h a n i s m . 
N otwithstanding the Manitoba G overnment Employee 
Associat ion's position on arbitrat ion ,  the federat ion has 
proposed in its past presentations to the government 
that a pay equity board be establ ish to adjud icate a 
d ispute. We bel ieve that the Labour Board has ample 
statutory responsi b i l it ies without becoming embroi led 
i n  pay equity issues and d isputes. We bel ieve that a 
pay equity board could develop the expertise i n  th is  
area and have a posit ive i mpact on the implementat ion 
of pay equity. 

I n  c o n cl u s i o n ,  t h e  federat i o n  c o m m e n d s  t h e  
government on t h e  introduct ion o f  pay equ ity i n  the 
publ ic service and its i m pl ic i t  fa ith i n  the col lective 
bargain ing system .  We would urge the government to 
amend the act as we have proposed so that a Man itoba 
model wi l l  be a work ing  model for al l  the Provincial  
Governments. 

I thank you. 

MADAM C H A I R M A N : :  T h a n k  y o u ,  are there any 
q uest ions for  Ms .  Dziewit? 

M r. F i lmon.  

MR. G .  FILMON: I wonder i f  Ms. Dziewit could tel l us 
what the relat ionsh ip is between the MFL and the Equal  
Pay Coal i t ion of M an itoba. 

MS. D. DZIEWIT: The Equal Pay Coal it ion is exact ly 
that - a coal i t ion made up  of a n u m ber of groups that 
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are encouraging and promot ing and lobbying for equal 
pay. I th ink  we are one of the g roups, and there are 
about 28 of them. 

MR. G.  FILMON: Does that mean that the MFL is a 
member of the Equal Pay Coal it ion of Manitoba? 

MS. D. DZIEWIT: Yes.  

MADAM CHAIRMAN: Are there any further q uest ions? 
Thank you, Ms. Dziewit .  

MS. D. DZIEWIT: Thank you. 

MADAM CHAIRMAN: M r. Herb Schulz. 
M r. Schulz ,  do  you have a written presentation? 

MR. H.  SCHULZ: Yes.  For d istr ibut ion? 

MADAM CHAIRMAN: For d istr ibut ion.  

MR. H. SCHULZ: No.  

MADAM CHAIRMAN: Okay, proceed . 

MR. H. SCHULZ: Thank you, Madam Chairperson ,  and 
members of the committee and ladies and gentlemen. 

Almost two years ago on another appearance before 
a committee of th is  Legislature, I stated that nothing 
th is government could d o  could equal the stupid ity of 
th is government's effort to change our Constitut ion ,  
thereby g iv ing special status to one racial group and 
p r o m o t i n g  rac ia l  segregat i o n .  I was w ro n g .  I 
overestimated the intel l igence of th is government.  This 
same government is  now proposing to do  something 
which,  i n  its consequences, wi l l  be equal ly  s in ister and 
destructive. 

Two years ago, this government was proposing to 
destroy the social  peace i t  has taken a century to weave 
together. Today, with the i m beci l ic  proposal before this 
committee, th is  government,  which no longer has the 
grace even to be ashamed , is on the verge of destroying 
the economy it has taken a century to bu i ld .  

What we have here, as we have had on the issue of 
enforced bi l ingualism two years ago, is another example 
of the havoc that can be caused when a bunch of 
shouters and screamers confront a bunch of gut less 
pol i t ic ians who mistake the quantity of the noise with 
the q uality of reason ing .  As the I rish poet , W. B.  Yeats, 
so descript ively put i t  i n  another t ime of troubles, "the 
centre cannot hold . The best lack al l  convict ion ,  and 
the worst are f i l led with passionate intensity. " 

Essential ly, what we have in th is proposed leg islat ion 
i s  a ce lebrat ion  of o bsessive self- i nterest ,  tota l ly 
u n related to the i nterests of the general society. Yet 
poss ib ly the opposit ion is supporting th is proposal 
because, l ike this government,  it has al lowed itself to 
have been m isled by the pol lsters. Even a casual 
observer of the pol it ical scene dur ing the past decade 
must be overwhelmed by the fact that pol it ical parties 
today do not act on the basis of certain fundamental 
pr inc iples which they submit to the electorate and on 
which they are prepared to stand or fal l , thus provid ing 
the essential basis for  democracy. 

I n stead , we n o w  h ave t h e  g n o mes of t h e  
commun ications offices, t h e  pol it ical techn icians, the 
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social engineers d issect ing  the pol ls  much l i ke  the 
ancient soothsayers examined the entrai ls of sheep to 
div ine the future. What we have is "government by 
Gal l up . "  There are, of course, those who just ify th is  
on the grounds that ,  by po l l i ng ,  they are s imply d iv in ing 
the wi l l  of the people,  and that  i n  a democracy people 
deserve to get what they th ink  they want, good and 
hard . 

Perhaps, but there 's  a major flaw in th is  arg u ment.  
H ow d o  we k now what the pol ls are real ly saying?  
Among computer programmers there is an expression , 
"garbage in equals garbage out " ,  s im i lar i ty with pol ls .  
The response depends on the q uest ion .  Let me g ive 
you a few examples. 

A member of th is government once announced a pol l  
had been done showing  70 percent of the people of  
Manitoba supported the government 's  posit ion on the 
French language issue. N ow what was the q uest ion that 
was asked by the pol lsters to el ic it  that response? Was 
the quest ion,  "Are you in favour  of your  ch i ldren learning 
a second language?"  I f  so,  s ince most Manitobans are 
b i l i ngual ,  it is surpr is ing only 70 percent responded 
aff i r m at ively. H owever, what wou l d  h ave been the  
response if the  pol lster had  asked : "Are you  in  favour  
of  changing our Constitut ion, mak ing Manitoba official ly 
b i l i ngua l?"  The G overnment of Manitoba received the 
publ ic response to that q uest ion ,  the correct quest ion ,  
in  the plebiscite i n  October of 1 983 . 

Another member of th is  government has suggested 
the pol ls  show most Canadians favour  abort ion .  So we 
k n ow t h e  a nswer, w h i c h  h a p p e n s  to p l ease t h a t  
part icu lar mem ber, b u t  what was t h e  q uest ion? Did the 
pol lsters ask: " Do you bel ieve that u nder certain 
c ircumstances and under l icensed condit ions,  abort ion 
should be avai lable?" To that q uest ion ,  p resumably, 
m ost Canadians would answer yes. But that 's not the 
real q uest ion ,  is  i t?  The real quest ion ,  as it has been 
defined by those who support i t  is :  " Do you bel ieve 
that abortion on demand should be used as another 
method of b i rth control ,  and should be avai lable at 
st orefro n t ,  d r i ve- i n  a b o r t i o n  c e n t r es ? "  For t h e  
G overn ment o f  Man itoba,  i t  showed that i t  knew the 
answer to that quest ion when it refused to l icense Dr. 
Morgentaler 's  abortion c l in ic .  

Another mem ber of th is  government has led us to 
bel ieve most Canad ians favour sex education i n  the 
schools, but what q uest ion was asked to get that 
answer? 

MR. DEPUTY CHAIRMAN, D. Scott:  M r. Schulz ,  we' re 
deal ing with B i l l  No .  53 ,  The Pay Equ ity Act. You have 
been speaking for a few m inutes now. You have, I don ' t  
bel ieve, yet mentioned the act . I wou ld  . 

MR. H. SCHULZ: I assure you , I w i l l .  

MR. DEPUTY CHAIRMAN: Order please. 
The purpose of a committee is to hear submissions 

on bi l ls ,  not to go into a harangue on the government 
or whatever else. I would  ask the guest of the comm ittee 
to address h is  q uest ions and address h i s  comments 
toward The Pay Equ ity Act.  

The Leader of the Oppos i t i o n ,  the M e m ber  for  
Tuxedo. 

MR. G. FILMON: M r. Chairman,  I bel ieve that the 
delegate is using examples to prove a point .  That has 
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been done by people over and over aga in .  He has a 
cert a i n  t i m e  l i m i tat i o n  i n  appea r i n g  before t h i s  
committee. That 's  enough constraint over what h e  can 
present .  

I th ink you ' re exercis ing your prerogat ive a l ittle too 
strongly. Perhaps we should br ing back the former 
Chairman.  

MR. DEPUTY CHAIRMAN: No,  not at a l l .  
The M i n ister of Labour. 

H O N .  A. M AC K L I N G :  W h i le I s y m p a t h ize ,  M r. 
Chairperson , with your concern that the remarks should 
relate to the bi l l  before the committee, I th ink  that we 
have accepted in the past a reasonable degree of 
tolerance i n  respect to presentat ions.  G iven the fact 
that there has been a wide-ranging reference by earl ier 
speakers, I th ink  this speaker should be al lowed the 
same latitudes. 

MR. D EPUTY CHAIRMAN: M r. Schulz, i f  you would 
address your comments toward the . . . 

MR. H. SCHULZ: M r. Chairman, may I ask how much 
t ime do I have? 

MR. DEPUTY CHAIRMAN: There is  no specific t ime 
l i m itat ion ,  M r. Schulz.  

MR. H .  SCHULZ: Thank you . 
Let me repeat what I was saying before I was 

i nterrupted . Another member of th is  government h ad 
led us to believe most Canad ians favou r  sex educat ion 
i n  the schools ,  but what question was asked to get 
t hat answer? Was the q uest ion :  " Do you th ink  schools 
should provide basic i nformat ion on sex and family 
l i fe?" To that, presumably m ost people would agree, 
but that is  n ot the relevant q uest ion ,  is  it? What would  
be the i r  answer if the q uestion was: "Are you in  favou r  
of a school course from G rades 4-9 inc lusive which 
inc ludes, whether i n  the class material  or as teach ing 
n otes, that a man 's  left testic le hangs lower than h is  
r ight ;  that a woman's  n ipples harden when aroused , 
and so do 60 percent of men 's  n i pples; that st i m ulation 
of the cl itoris g ives g reatest p leasure to a woman; that 
men with short pen ises need n ot worry because a 
woman 's  vag ina has nerve endings in only the first 
three inches; that oral-genital sex means st i m ulation 
using the tongue or mouth on the genitals of the partner; 
and that d e c i s i o n - m a k i n g  c o n s i sts  of d ec i d i n g  to 
mastu rbate and with whom to have sexual intercourse?" 

What would the sensible parents answer i f  they were 
asked if they approved of that program? Yet ,  this is 
the program that has been smuggled i nto the St .  Vital 
School Divis ion i n  the guise of fami ly  l ife educat ion .  
What wi l l  Man i toba parents say to that when they fin d  
out? 

Now what is the message of the pol ls on th is issue, 
M r. C h a i r m a n ,  c u r re n t l y  before t h i s  leg i s l a t i ve 
committee? Walk  d own a street , any street , and ask 
10 persons, any 10 persons.  Ask them if they support 
the concept of equal pay for equal work .  At least n ine 
of them wi l l  te l l  you that they do .  

Technology has  wrought a sea change in  our  society 
and economy since War World 1 1 .  One of the i ronies 



Tuesday, 9 July, 1 985 

of war is that  it breeds i n n ovat i o n  a n d  tech n i ca l  
advance. As an example, i n  1 939, my father had 1 5  
e m p l oyees o n  o u r  farm . B y  1 94 5 ,  w i t h  t h e  f a r m  
remain ing t h e  same size, w e  h a d  o n l y  two employees. 
As the young men left lo jo in  the m i l itary services and 
the young men entered the factories to become Rosie 
the Riveter, machinery replaced them down on the farm .  
So i t  was, everywhere. But machinery not only displaced 
people, it also radical ly changed the nature of work .  
Wi th  phenomenal speed , much of our  workforce moved 
from the primary through the secondary into the service 
centre. That used to be cal led the white-col lar sector, 
but i t 's  now apparently cal led the faded-jean sector. 

In one generat ion,  we m ove from hard physical labour, 
which p laced a premium on physical strength and 
therefore on men , to the handl ing of machinery and 
equ ipment which requ i red the abi l ity to relate, to 
associate and manual dexterity. At this, women soon 
proved themselves as good or  better than men. Hal f­
a-century ago, Rosie the Riveter broke the gender 
barrier and proved that,  i n  the technological m i l ieu,  she 
was as competent and could perform as wel l  as any 
man. Her daughters took u p  the cry of equal pay for 
equal work. The general publ ic recognized it as n oth ing 
m ore than equ i ty  and pla in common sense. 

So then , i f  that is the case, why am I here and why 
am I crit ical ? Because what I have just descri bed is 
not the issue before th is committee, is  i t? What we 
have here is a total ly d i fferent an imaL The reason n i ne 
out of 1 0  persons on the street , if po l led , wou ld  
i mmed iately support what t hey bel ieve i n  before th is  
committee is  because they d o  not have a c lue what is 
actual ly before th is committee. I suggest, there m ay 
be M LA's  in th is Legis lature who do not understand 
what is being proposed here. 

I n  fact , by taking just a l ittle bit  of l i berty one could 
say that never, i n  the f ie ld of human debate, has so 
much been said by so many on an issue about which 
they k new so l i tt le.  What is being proposed here is not 
equal pay for equal work , as people bel ieve, but an 
ent irely new monstrosity cal led equal pay for work of 
equal value. l t  is  here not because it represents equ ity 
or because it makes any sense, but because th is  
government th inks i t  wi l l  win the fem i n ist vote. This 
monstrosity has managed to make it into the Throne 
Speech i n  Ottawa and i n  Ontario,  because so many of 
our polit icians have learned the art  of  buying the support 
of special interest groups with other people 's money, 
and because so many of our op in ion makers on whom 
the pub l ic re l ies for i nformat ion  are no longer capable 
of d ist inguish ing between l i beral ism and lunacy. 

Here is an example of the work of one of these opin ion 
makers.  On May 10,  1 985,  the Winn ipeg Sun  carried 
an ed itorial on this issue. On J une 24,  M r. Ed M artens, 
President of the Winn ipeg Cham ber of Commerce, 
repl ied with a letter to the Ed itor stat ing the editor ial  
had made the card inal  error of confus ing th is  new 
nostrum,  equal pay for work of equal value which is 
lud icrous, with the old pol icy of equal pay for equal  
work . Then he explained that these two total ly d i fferent 
c o n cepts  are not syn o n y m o u s  a n d  are n ot 
i nterchangeable. The Sun responded by pub l ish ing h is  
letter. H owever, the banner  head l ine they put over 
M artens'  letter read , " Equal  pay for equal  work . "  I 
suggest th is i nd icates they either mal ic iously decided 
to confuse the issue or, even worse, they were too 
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confused to u nderstand the issue. I n  any case, with 
their headl i ne ,  they completely nu l l ified what M artens 
was attempt ing to explain .  

Why d o  t h e  people o n  the street not know what this 
g overn m e n t  i s  act u a l l y  p r o p o s i n g ?  Because t h i s  
government i s  n o t  tel l i ng  them. W h y  is th is government 
not tel l i ng  them? Because this government is afraid to 
tel l  the people of M anitoba what it  is real ly do ing .  That 
is ,  of course, not u nusual for th is  government.  lt is 
with in  easy memory of everyone in th is room when this 
govern ment attempted to change our Const itut ion by 
making M anitoba official ly b i l ingua l ,  but is that what 
they told the publ ic? Of course not. They told the publ ic, 
inc lud ing their  own supporters, that they were merely 
restoring French r ights. They even seduced two party 
i c o n s ,  Stan ley  K nowles a n d  Tom m y  D o u g l a s ,  i n to  
endorsing that p iece of putrid prevarication. As reported 
in the Dauph in  Herald at the t ime,  John Plohman told 
h is  constituents at Dauphin that the government is not 
changing the Const itut ion.  

The reason the government d id  not tel l  the people 
of Manitoba what it was real ly do ing is  because they 
k new that would not be supported , not even by their 
party members. Wel l ,  it is l ikewise here. Sensible people 
wi l l  not support this when they learn what it means, 
not even party m e m bers .  Therefore,  the p o l i t ica l  
techn ic ians,  supported by the image makers that have 
been h i red by the score, have concocted a euphemism. 
They cal l  th is  s i l ly  concept "pay equity. " That 's  even 
the t it le of the b i l L  

Why  do  they ca l l  i t  pay equity instead of  what i t  real ly 
is? Wel l ,  the Winn ipeg Free Press on June 6th reported : 
"One government source said the b i l l  imp lements the 
sometimes controversial concept of equal pay for equal 
work, a lthough the government prefers the term "pay 
equity" because it received greater approval in pol l ing ."  
So now we k now. 

Now we know that the gnomes in the communications 
offices have come up  with another buzzword . N ow we 
know that th is  government has learned noth ing .  They 
th ink  they can sneak another p iece of lunacy past the 
pub l ic  by pretending it is  someth ing else. 

But that is  not enough .  They are afraid someone 
might see the ruse and expose them. They are terrified 
the general pub l ic  may understand what is  real ly being 
proposed here. Therefore, they have developed another 
d i sgu ise. They are sel l i ng this p iece of lunacy on the 
grounds t hat it wil l provide equ ity for women. That is 
supposed to coerce us into s i lence like other sacred 
cows that have been recently created - mult icultural ism, 
aborig ina l ism,  b i l i ngual ism - which we dare not attack 
for fear of being damned as racists and b igots and 
rednecks and French haters. This piece of lunacy is 
being peddled i n  the guise of gender equity, so that 
anyone crit ic iz ing it wi l l  i m mediately be demol ished as 
a chauvin ist pig and woman hater. 

In point of fact, th is sin ister concept has noth ing to 
do with women per se. lt has a great deal to do with 
people who see themselves as losers. l t  has become 
the war cry of those who want to reap where they have 
not sowed , and want to be paid wages that they have 
not earned . 

The old concept of equal pay for equal work , authentic 
pay equity, meant that, if a woman was doing the same 
work as a man, she should receive the same pay. The 
new concept means that anyone, man or woman, not 
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satisfied with the pay whi le do ing a part icu lar job wi l l  
n o  longer asp i re to move u p  the career ladder to a 
better paying posit ion ,  but wi l l  demand that the job be 
reclassified so that it wi l l  pay as much as some other 
j o b .  

B u t  what other j o b ?  Wel l  that depends on how 
i mportant you would l ike to th ink  your job is .  What is 
t h e  p roced u r e  for  h a v i n g  the va l u e  of  y o u r  j o b  
i ncreased ? O f  course, you apply t o  the J o b  Evaluation 
Commission and, since there is a b ig  job to done there, 
there wi l l  of course be many such commissions with 
m any people on them. Soon our only g rowth industry 
wi l l  be evaluat ing the value of the jobs of others. In a 
few years, half the people of M anitoba wi l l  be on 
commissions tel l ing the other half  how much they should 
earn, and of course that 's  precisely what our  economy 
needs - more bureaucrats. 

Does any sane person real ly bel ieve that sensib le 
people out there who wi l l  now be requ i red to carry 
another tier of bureaucrats will buy th is? Of course 
not .  As th is g overnment d iscovered to its sorrow two 
years ago, most people are capable of d istingu ish ing 
between real ity and fantasy. That is why th is government 
h as c leverly d isgu ised this monstrosity with the buzz 
word of " pay equ ity" and that is why th is  g overn ment 
would l i ke us to bel ieve i t  is  designed to help women.  
Wel l ,  i t  is not .  l t  is designed by and for  people who 
are slowly dr i ft ing  into a fantasy wor ld  and who believe 
that they can escape any and al l  of the d isc ip l ines of 
the marketplace. 

The real evil here, the real tragedy, is  not that some 
people ,  some special  i nterest groups are ask ing  for 
someth ing they cannot have. That has always and wi l l  
a lways be the case. The real tragedy is that ,  at  th is 
po int i n  our h istory, we have a government which has 
been motiviated by an effort to escape reality as though 
g overned by some dementia,  has promised to g ive i t  
to  them.  

The essence of th is  new and n ovel concept is that 
some jobs are of equal value to other jobs and should 
t herefore have benefit at equal  pay. F ine.  But which 
job is worth as much as which other job? Wel l ,  these 
n ew commissioners wi l l  argue, we wi l l  j u d ge which jobs 
contri bute as muct) to society as other jobs but ,  again ,  
which other jobs? H ow do our  noble a n d  n o  doubt 
h ighly motivated commissioners assess, i n  a complex 
urban i n dustrial econ omy, who is contr ibut ing as much 
a s  w h o  e lse? U n t i l  now,  that  q u est i o n  h as been 
answered by what  people wi l l  pay for  a part icular job 
o r  by what a person do ing a part icu lar job  can extract , 
e ither through specia l izat ion or through organizat ion.  

To d ate, th is has been determ ined by mob i l ity, which 
i n  turn has been determined by increased education ,  
self- improvement or bargain ing .  But now we must 
d ecide, in an art if ic ial  way, what is worth as much as 
what else. That can cause problems.  For example, we 
k n ow that d octors are important because we consider 
dying as being bad for our  heal th .  As a resu l t ,  doctors' 
j o bs have a high value .  and when we hear rumours of 
a doctors' str ike, we panic .  H owever, my n ightmare 
concerns a strike of p l u m bers. Can you i magine the 
consequences to the residents of the high rise towers 
on Roslyn Road or N assau if p l um bers decided to go 
on str ike? So surely that means that p l u m bers' jobs 
are of equal value to that of a doctor. But that raises 
another problem for our  worthy commissioners. To what 
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doctor do we compare p lumbers? There are doctors 
earn ing  $75,000 a year and there are doctors, the 
special ists,  earn ing $250,000 a year, so which d octor 
is  the p lumber of equal value to? Wel l ,  you ask any 
self-respecting p lum ber and he wil l tel l  you he sees 
h imself as a special ist .  

Or let us take that p lace that everybody l oves to 
hate, the bank .  Tod ay we have i n  banks, as i n  most 
other p laces, a h ierarchy of d iv is ion of labour from 
manager to janitor. The manager seeks opportun ities 
to retire in the style that he or she wants to become 
accustomed to and the janitor seeks job openings so 
that he or she can i mprove h is  or  her posit ion and pay. 
Fai l ing  that,  they get together with others in the same 
trade and bargain for improved pay. 

H owever, once th is  new law is enacted , th is  wi l l  
change.  We m ust u nderstand that there is  a dynamic 
at work here.  T h ose on these n ew pay e q u i ty  
commissions wi l l  be look ing  for  someth ing to do  in  
order to prove that they are necessary, someth ing l i ke  
Mayor Norr ie 's  Race Re lat i o n s  C o m m ittee , w h i c h  
appears to want to b e  a commission b u t  cannot f ind 
anyth ing to do ,  so it must whip u p  some i nterest. 

S i m i l a r i l y, some operator  f r o m  t h e  p ay e q u i t y  
commission w i l l  approach t h e  janitor a t  t h e  b a n k  and 
approx i mately the fo l lowi ng d iscuss ion w i l l  ensue. 
Commissionaire to Janitor: "What are you being paid?" 
Janitor :  "$6 an hour. "  Commissionaire:  "Would you 
l ike to be paid more?" Janitor :  "Twice as much . "  
Commissionaire: "Only twice a s  much? H o w  much 
does your bank manager get pai d ? "  Janitor:  "About 
four t imes as much as I get . "  Commissionaire: "Do 
you t h i n k  you s h o u l d  be p a i d  as m uc h  as  y o u r  
manager?" Janitor :  "Oh ,  no ."  Commissionaire: "Why 
n ot ? "  J a n i tor :  " Because the m anager has m o re 
responsib i l i ty. " Commissionaire: " But if you d id  not 
keep th is p lace clean , people wou ld  not come here to 
do business and your bank manager would be fi red 
or get a decreased pay. " Janitor :  "Wel l ,  perhaps. "  
Commissionaire: " But if that is  t h e  case, do you not 
now bel ieve your work is  of equal value to that of the 
manager and therefore you are entit led to the same 
pay?" Janitor :  " Now that you have explained it all to 
me, absolutely. Where do  I sign the appl icat ion form 
to  sched u l e  a h e a r i n g  before the pay e q u i t y  
commission?"  

And i f  anyone considers th is scenario improbable, 
al l  we need to do  i s  look at agencies such as, for 
exam p l e ,  o u r  H u m a n  R i g h t s  C o m m iss i o n ,  who I 
u nderstand might  be in charge of th is .  Here we have 
a noble idea that has been turned into a sick joke 
because when  b u reaucrats  c a n n ot f i n d  anyt h i n g  
sensib le t o  d o ,  they wi l l  do anyth ing .  Thus we h ave the 
famous case of the H uman Rights Commission chasing 
the racial squad hog and the Safeway beard . 

H owever, my point is that,  is the jan itor who takes 
pride in  his work and keeps the bank clean not worth 
at least as  m u c h  as t h e  m a n ag e r  w h o  has j ust 
mismanaged the bank into bankruptcy and cost the 
janitor h is  ret i rement pension? Agai n ,  my point is that 
in an integrated economy, what jobs are of equal value 
to what other jobs? Could it not be argued that without 
some people doing their work , others would  not be 
able to do  their work? I n  other words, could it not be 
argued then , i n  an urban industrial economy, everyone's 
work is of equal value to everyone else's work? 
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So how do we d i fferentiate? To date, we have left i t  
to the market , modified by bargain ing ,  and by the 
relat ive opportun ity to achieve economic mob i l ity. N ow 
we are proposing  to le�ve it to a group of bureaucrats 
who, by the very fact of their posit ions will be isolated 
and insu lated from the real i t ies of the marketp lace. 

So how do we decide? What criteria wil l apply? I n  
theory, i n  a n  industr ia l  economy, is  t h e  work of t h e  ditch 
d igger u p  to h is k nees in  m u d ,  putt ing sewer into a 
new i n dustrial complex,  not worth at least as much as 
that of the president of the corporat ion that occupies 
t hat site? 

I s  the work of the mechanic repai r ing the tracks of 
a Cater p i l l a r  t ractor  w i th  h i s  h a n d s  b l i stered a n d  
covered with grease n o t  worth a t  least a s  m u c h  a s  that 
of the clean d ressed person who dr ives it? Does the 
work of the secretary who cheerfu l ly l ies that her 
M i n ister is  out of town not worth at least as much as 
her M i n ister who h ides in h is  office because he is  afraid 
to come out and meet a constituent? 

l t  i s  not surpis ing that th is government should adopt 
th is  preposterous proposal . After a l l ,  th is government 
o perates on the basis of u n ique principle.  I f  it works, 
change i t .  But others are also support ing  i t .  We've j ust 
heard some of them; and i t  has been reported that 
Gary Doer, President of the Manitoba G overnment 
Employees' Associat ion supports th is proposal and 
claims i t  woul d  cause no admin istrative problems, as 
i t  has been done i n  the Civi l  Service for some time. 
That is  one of the reasons I am crit ical of i t ,  because 
I have seen h ow it is admin istered in the Civi l  Service. 

Furthermore, is  this why, because of this system , that 
the Federal Aud itor-General reported last year that 30 
percent of the Civi l  Service is overpaid , because they 
are overclassified , and that th is  is cost ing the taxpayers 
about $ 1 25 m i l l ion  in excess in u nearned salaries. 

I am i nformed Gary Doer h as further buttressed his 
support for th is proposal by stat ing it has been adopted 
in a n u m ber of American cit ies;  but perhaps M r. Doer 
neglected to inform you that several American States 
have d ropped it and that several months ago the 
American Civil Rights Commission cal led equal pay for 
work of equal value, "an unsound and misplaced 
concept" and recom mended it be stopped . 

Perhaps M r. Doer neglected to i nform you that 
because of th is  m ind less effort to escape the market 
the U nited States last year had a trade deficit of about 
$ 1 30 b i l l ion .  In effect , the United States has pr iced 
itself out of the world market. 

Let us look at a concrete example of how th is  
monstrosity wi l l  be admin istered . Several months ago,  
a newspaper carried a fu l l  page article on th is  issue. 
l t  reported that most people u nderstand the concept 
of equal pay for equal work, but how does one measure 
the new concept of equal pay for work of equal value? 
And then they wrote, " Norman Wi l ls  of Wash ington 
State can do it . Armed with a bewi ldering array of charts 
f i l led with row after row of n u mbers, Wi l ls  says , in fact , 
he can compare the value of any two jobs on eart h . "  
So h ow d oes he do i t? With t h e  a i d  o f  h is  " bewi lder ing 
array of charts" he has decided a secretary is  worth 
as much as a carpenter. H owever, he finds that the 
secretary is paid only $6 1 9  a month whi le the carpenter 
i s  paid $ 1 ,654 a month ,  so what to do? Of course, 
there 's  only one answer. You increase the secretary's 
salary by $ 1 ,035 a month so she wil l  receive the same 
salary as the carpenter. 
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N ow, any sensib le person must i mmediately ask two 
quest ions .  No .  1 ,  why the i m perat ive to increase the 
secretary's salary instead of reducing the carpenter 's 
salary? The second q uest ion ,  who sets the carpenter's 
salary? O kay, let 's  look at the answers. 

In the f i rst p lace, the answer to the first q uest ion is, 
yes, salaries can only go up; they can never go down. 
I bel ieve that 's r ight i n  the act, and i f  it isn't i n  the act 
now i t 's  j ust been suggested by the previous speaker. 
T h e  a n swer t o  t h e  sec o n d  q uest i o n  i s  t h a t  the  
carpenter's  salary i s  set by the  marketplace. N ow then, 
therefore, the equal pay commission wi l l  f ind h igh paying 
jobs with salaries set by the marketplace and then 
admin ist ratively increase lower salaries to match them. 

This ,  to some people,  apparently makes sense. I 
suggest to sensible people it is a monstrosity. I suggest 
it shows that unl ike our parents, who bui lt  th is economy, 
we have d eveloped an o bsession for introspection .  I 
suggest th is  shows how far we have gone i n  one 
generat ion from being nation bu i lders to being navel 
gazers. 

Thank you , M r. Chairman.  

MADAM C H A I R M A N ,  M .  P h i l l i ps :  Are t here any 
q uest ions? 

M r. Doern .  

MR. R. D O E R N :  This example of charts and g raphs, 
I d idn ' t  get who had this wonderfu l ab i l ity to do  so. lt 
sounds l ike M r. Krueger, who had some sort of a chart 
for world peace in Manitoba. Who was th is  person? 

MR. H. S C HULZ: Madam Chairman, I don ' t  know what 
his position is .  He is i n  the State of Washington. I bel ieve 
he's a mem ber of some organizat ion that has been 
work ing on th is idea of equal pay for work of equal 
value,  and i n  order to prove his point he has drawn 
up i nnumerable charts and graphs so that he can 
compare any job  with any other job.  

MR. R. DOERN:  The other q uest ion for M r. Schulz ,  i t  
sounded l i ke  one of h is  conclusions - he had a whole 
series of points and conclusions - was that the net 
effect of this proposal is  a round of i nflat ion that may 
impair. First of a l l ,  of course it wi l l  cost taxes and there' l l  
be a problem in  that area; but secondly, it may impair 
our ab i l ity tG compete. But is i nflation one of your 
concerns? 

MR. H.  SCHULZ: I f  we were l iving on an is land or if 
the entire world that we have to deal with were operating 
on the basis of the same system ,  then possib ly it cou ld  
be d one. As it is ,  where we are h igh ly  dependent on 
the export market, to do  it is sheer lunacy. You can 't  
just enti rely, relative to nothing else, take a whole tier 
of jobs and raise the pay. 1 t  can be done, but there's 
going to be a pr ice paid and I would th ink that anybody 
should be able to  see that. 

MR. R. DOERN: The other point is that I gather another 
one of your conclusions and main points is  that th is 
wi l l  set off an end less round of reclassificat ions and a 
great deal of energy wi l l  go into establ ishing study teams 
and researchers and printers who wi l l  print forms and 
people wi l l  be fi l l i ng  out and going to hearings and 
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making cases and send ing  in resumes, etc . ,  all for the 
purpose of reclassifying their posit ions. 

MR. H. S C HULZ: The Civ i l  Service wi l l  be i n  its g lory. 
Besides, that 's not necessar i ly a l l  bad . 

I mean we h ave one growth indust ry now translat ing 
laws that n obody is going to read;  possib ly we need 
a second one. We can reclassify all the jobs,  but don ' t  
ever th ink for  a moment that this is go ing to be confined 
to  the pub l ic  sector. The same people who managed 
t o  fr ighten the government i nto accepting it wil l  then 
move on into the private sector, and let me suggest 
that no sane person is going to pred ict what the cost 
of  th is  is go ing to be. There i s  no way of pred ict ing 
what  the cost  is  go ing to be .  

MADAM CHAIRMAN: Any further q uest ions? 

MR. R. DOERN: Thank you . 

MADAM CHAIRMAN: Thank you , M r. Schulz.  

MR. H. SCHULZ: Thank you. 

MADAM CHAIRMAN: M r. Doug Machan,  from the 
Manitoba Health Organizat ion.  Is  he not here? Are there 
any other delegat ions wish ing to make a presentat ion? 
Seeing none,  we' l l  m ove on to consider the b i l l .  

H O N .  A .  MACKLING: We have some amendments, 
Madam Chai rperson .  

MADAM CHAIRMAN: J ust one moment.  H ow do we 
wish to proceed ? Page-by-page or clause-by-cl ause? 

HON. A. MACKLING: Page-by-page. I wil l draw the 
attention of the committee on the amendments. I have 
g iven a copy of the amendments to the Mem ber for 
La Verendrye. 

MADAM C HAIRMAN: We' l l  proceed then. Pages 1 to 
5 were each read and passed . 

Page 6 - M r. M ack l ing .  

H O N .  A .  MACKLING: On Page 6,  sect ion 4 of  the b i l l ,  
and I ' l l  read the mot ion .  I m ove, seconded by the 
Honourable M in i ster of Co-operative Services, 

THAT section  4 of B i l l  53 be amended 
(a)by renu m bering the section as subsect ion ( 1 )  

thereof: 
( b)by str ik ing out the word " I n "  i n  the 1 st l ine thereof 

and subst itut ing therefor the words "Su bject to 
subsect ion (2) i n " ;  and 

(c)by add ing thereto, immed i ately after renum bered 
subsect ion ( 1 )  thereof, the fol lowing su bsect ion:  

Saving provis ion for equal  pay for equal work . 
4(2) Noth ing in th is  act l im its or abrogates any 
obl igat ions of employers or  other persons,  or 
any r ights to which employees are ent i t led u nder 
sect ions 39 to 43 of The Employment Standards 
Act. 

By way of explanat ion ,  M adam Chairperson ,  the 
provision is there probably for an overabundance of 
caut ion.  The Pay Equity Act d oes take pr imacy over 
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all other legis lat ion as provided by a section in  th is  act . 
The concern was that The Employment Standards Act 
d oes have those provisions in respect to equal pay for 
equal  work, and we certain ly d idn ' t  want to e l iminate 
that i n  th is  b i l l .  That's the rat ionale for that change. 

MADAM CHAIRMAN: I s  that agreed? (Agreed) - the 
H onourable M in i ster. 

HON. A. MACKLING: The next one is an amendment 
to clause 5(2 )(e). I ' l l  read that. 

I move, seconded by the H onourable M i nister of 
Northern Affa irs 

THAT clause 5(2Xe) of B i l l  53 be amended by 
add ing thereto, at the end thereof, the words 
"or the regu lat ions" . 

By way of explanat ion ,  it just adds those words "or 
the regu lat ions" to the section to make i t  c lear that 
provisions apply, not only to the act but regulat ions as 
wel l ,  and I so m ove. 

MADAM CHAIRMAN: I s  that agreed? (Agreed) .  A re 
there any furt her amendments to Page 6? 

HON. A. MACKLING: No.  

M A D A M  CHAIRMAN: Page 6 ,  as amended - pass; 
Page 7 - pass. 

Page 8 - the Member for K i rkfield Park. 

M R S .  G. H A M M O N D :  On 6(  1 )  t here was a 
recommendat ion,  I bel ieve, in one of the briefs that it  
be m ore defin ite, that one of the plans be specified . 
The q uest ion I had to ask is ,  if there's more than one 
bargain ing  agent,  and I th ink there is for the d i fferent 
areas, wil l t hey all be working under one plan or wi l l  
t hey be go ing u nder say the Aikens one, the Wi l l i s  one, 
the H ayes; how exactly is  th is  going to work? 

HON. A. MAC K LING: The agreement on the type of 
plan to be employed is  something that wi l l  be the subject 
of negotiat ion and ,  i f  they fail to agree, then i t ' l l  be 
subject to arbitrat ion .  There are d i fferences in  plans 
and there are d i fferences i n  the way a plan may be 
used . l t  i s  considered democratic and reasonable that 
the parties look at the plans that have been employed 
e lsewhere, look at alternatives that they m ight  agree 
u pon and employ that;  but ,  in determin ing the plan , 
there wi l l  be these criterion ,  sk i l l ,  effort, respons ib i l ity, 
normal ly requ i red and the condit ions under the work 
is employed . As far as I ' m  g iven to understan d ,  a l l  of 
the plans that h ave been employed do  recognize these 
cr iterion .  

MRS. G.  H A M M O N D :  So what the M in ister is saying 
then, M adam Chairman, i s  that each union could 
conceivably h ave a d i fferent plan? 

HON. A. M AC K LING: Yes,  that 's possible.  You see, the 
equ ity has to  be i n  the work place. One external agency 
may h ave a d i fferent plan than a Crown agency. They 
m ay h ave d i fferent p lans,  but if there are two or more 
barga in ing agents in the one workplace, you know it 
has to be one p lan .  

MRS. G .  HAMMOND: I wanted to quest ion ,  then go 
on t o  7 ( 3 ) .  T h at was the a d j u s t m e n t  d u r i n g  fou r 
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consecutive 1 2-month per iods where i t  was suggested 
that it was too long .  My q uest ion is what h appens if 
there isn ' t  pay equity i n  that t ime? What happens to 
the employee in  th is t:;ase? 

HON. A. MACKLING: Wel l ,  Madam Chairperson ,  i n  
answer to that we bel ieve that i t ' s  possi ble to atta in  
pay equity i n  the period set  out there. I f  that is not  
possible then ,  of  course, we' re going to have to address 
that at a subsequent sitt ing .  We bel ieve that.  from the 
i nformation we have. that we should be able to attain 
that pay equity with in the four-year period . 

MRS. G. HAMMOND: If i t ' s  poss ib le that i t 's  n ot 
attainable,  why is it i n  there if you ' re going to cont inue 
it i n  any case? 

HON. A. MACKLING: i t 's  in there because we bel ieve 
it is  attainable with in that period . l t  clearly i nd icates 
the magnitude of the cost we ant ic ipate; 1 percent of 
payrol l  for four years. 

MRS. G. HAMMOND: I guess that d oesn 't  real ly answer 
the concern. I f  the pay is l i m ited to 1 percent ,  then I 
don ' t  - ( Interject ion)  - u nderstand . . .  

HON. A. MAC K LING: No,  no .  I th ink  the honourable 
member may have been m isled by one of the briefs 
which seemed to i mply that for particu lar employees 
they are l im ited to a 1 percent increase. That isn ' t  the 
i ntent at al l .  i t 's  1 percent of the total  payrol l  is avai lable 
for implementat ion of pay equity. There are only go ing 
to be - I shou ldn ' t  say a relat ively smal l  percentage -
far less than the total payrol l  w i l l  be i nvolved in pay 
equity. i t 's  certainly ant ic ipated that,  in some instances, 
the percentage increases for i n div idual  females m ay 
well be 1 0 ,  1 5 ,  20 percent i n  some cases, and that wi l l  
be attained i n  the four-year period .  

M R S .  G .  HAMMOND: Okay, I 'm sorry, I d id  u nderstand 
that.  What I guess I ' m  saying is  that I don't u nderstand 
why the M in ister felt there was a necessity to put a 
l imitat ion on four consecutive 1 2-month periods when 
he felt that the pay increase woul d  take care of itself 
in  any case. I don't u nderstand why the l i m it is  on. 

HON. A. MACKLING: I repeat for the honourable 
member, it is our  expectat ion that ,  as I i nd icated i n  my 
speech and I think is  reflected by the brief by the 
M anitoba Government Employees' Associat ion ,  there 
has been a g reater narrowing of the gap as a result 
from the pr inciples of the u n ion i n  their  bargain ing with 
the Manitoba G overnment i n  the past n u m ber of years. 
They have effected a narrowing of the wage gap. i t 's  
st i l l ,  of course, not adequate but it is  better than the 
nat ional  average and so much so that we expect that 
we' l l  certain ly be able to attain pay equ ity with in the 
four-year period . 

As I 've ind icated , if that is not atta inable,  of course, 
natural ly we would have to look at reconsiderat ion of 
that but we bel ieve it is possib le and that 's why i t 's  
there. 

MADAM CHAIRMAN: Page 8 - pass; Page 9 - pass. 
Page 10 has an amendment.  
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HON. A. MACKLING: Yes,  Madam Chairperson ,  I m ove, 
seconded by the Honourable M i n ister of Co-operative 
Services, 

THAT clause 9( 1 ){c) of B i l l  53 be amended by 
adding thereto,  immediately after the word "the" 
i n  the 2nd l ine thereof the word "quantum " .  

MADAM CHAIRMAN: I s  that agreed? (Agreed) 

HON. A. MACKLING: The next one is an amendment 
to 1 0( 1 )  of B i l l  53 .  

I m ove, seconded by the H onourable M i n ister of  
Northern Affairs ,  

THAT subsect ion 1 0( 1 )  of B i l l  53 be amended 
by str ik ing out the word "commission" i n  the 
4th l i ne thereof and substituting therefor the word 
"government " .  

MADAM CHAIRMAN: I s  it agreed? (Agreed) 
Page 1 0  as amended - pass; Page 1 1 . 

HON. A. MACKLING: Page 1 1 . I move, seconded by 
the H onourable M i n ister of Co-operative Services, 

THAT subsection 1 0(6) of B i l l  53 be amended 
by st r i k i n g  o u t  t h e  w o r d s  a n d  f i g u res 
"Subsect ions 1 1 3(2 )  and sections" i n  the 1 st l ine 
thereof and subst i tut ing therefor the word and 
f igures "sect ions 1 1 3 , " .  

MADAM CHAIRMAN: I s  that agreed ? (Agreed). 
Page 1 1  as amended - the Member for Kirkfield Park. 

MRS. G.  HAMMOND: I have a q uest ion on 1 0(3) .  lt 
was suggested there that it states where the government 
fai ls to i mplement wage adjustments requ i red by th is  
act , the executive d i rector of the association m ay refer 
the matter to arbitrat ion .  lt was suggested that the 
change should be "shal l " .  I wonder if the M i n ister could 
explain why the word "may" is  i n  there. 

HON. A .  M AC K L I N G :  Wel l ,  obv ious ly  there i s  an 
accountabi l ity of government i n  respect to pay equ ity. 
I ' m  sure that g iven the fact that a report must be fi led 
to the Legis lature, I ' m  sure that i t ' l l  put sufficient 
pressure on any M i n ister to ensure that if there i s  any 
m atter  t h at is u n re s o l ved , it w i l l  be  refer red  to 
arbitrat ion ;  i n  this part icu lar case, to ensure that i t  is  
completed . 

A MEMBER: The commission can ' t  order the un ion 
to do  someth ing .  

M R S .  G .  H A M M O N D :  J u st another  q uest i o n .  I 
mentioned it when I spoke on the b i l l ,  and it was 
someth ing that someone had brought to my attention ,  
wh ich is hospitals.  When the pay equ ity was enforced 
and there were wage adjustments, the government 
would also be funding the fr inge benefits which would 
go up at the same t ime as the salaries. 

HON. A. MACKLING: I 'm sorry, I was interrupted . What 
was that? 

MRS. G. HAMMOND: l t  was to do with hospital funding,  
i n  part icu lar. When there are wage adjustments, there 
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are a l s o  i n c reases i n  f r i n g e  benef i ts .  Wou l d  t h e  
government b e  funding a l l  pay equity when i t  came t o  
t h e  hospitals? 

HON. A. MACKLING: i t 's understood that there are 
existing col lective agreements, for example,  i n  some 
external agencies, i n  some Crown corporat ions and 
there wi l l  be. The pay equ ity in it iative wi l l  not be affected 
by those agreements to the extent that there are any 
benefits that are won through the col lect ive barga in ing 
process. They are separate and apart f rom the pay 
equity i n it iative. 

MADAM C HAIRMAN: Page 1 1 - pass, as amended . 
Page 1 2  - M r. M in ister. 

HON. A. MACK LING: Page 1 2 .  I move, seconded by 
the Honourable M i n ister of Northern Affai rs, 

THAT sub-clause 1 0(7)(b)( i )  of Bil l  53 be amended 
by adding thereto,  i m mediately after the word 
"the" i n  the 1 st l ine thereof the words " quantum 
and " .  

This is  consistent with the other change, Madam 
Chai rperson .  

MADAM C HAIRMAN: Page 1 2 ,  as  amended - pass. 
Page 1 3 .  

HON. A .  MAC KLING: Page 1 3 ,  Madam Chairperso n ,  
I m ove, sec o n d e d  by  the  H on o u rab le  M i n i ster  of  
Northern Affa i rs 

THAT c lause 1 2(2 )(a) of B i l l  53 be struck out and 
the fol lowing clause be substituted therefor :  
" (a)  i n  consultat ion with the commission,  i n it iate 
and oversee 

( i )t h e  n e g ot i at i o n s  to be u n der taken  by t h e  
commission respecting  t h e  imp lementat ion of 
pay equity, and 

( i i )the act ions requ i red to be taken by employees 
of the commission and by ad min istrators of 
gover n m e n t  departments  to  i m p lement  p ay 
equity in accordance with agreements reached 
with barga in ing agents or orders made by an 
arbitrat ion board; and " .  

The explanation o n  that is that the previous sect ion  
covered th is  but the executive d i rector d id  not ,  as  the 
section had been prepared before, i n it iate and oversee 
t h e  negot iat ions .  Th is  conf i rms t hat t he execut ive 
d i rector has that role as wel l  as the overseeing of the 
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act ions requ ired to be taken , etc . ,  which was in the 
or ig inal d raft i n  the bil l as prepared . 

MADAM CHAIRMAN: Is that agreed ? Page 1 3 ,  as 
amended - pass; Page 1 4 - pass . . .  

HON. A. MACKLING: On 1 5, there is an amendment, 
M a d a m  C h a i rperso n .  I m ove,  sec o n d e d  by  t h e  
Honourable M i n ister o f  Northern Affairs, 

THAT clause 1 4( 1 )(c) of Bi l l  53 be amended by add ing 
thereto, i mmed iately after the word "the" i n  the 2nd 
l i ne thereof the word "quantu m , " .  

MADAM CHAIRMAN: I s  that agreed? Page 1 5 ,  as 
amended - pass; Page 1 6 - pass. 

Page 17 - M r. M i n ister. 

H O N .  A. M AC K L I N G :  I m ove,  sec o n d e d  by t h e  
Honourable M i n ister o f  Northern Affairs, 

THAT clause 1 7(2)(a) of B i l l  53 be struck out and the 
fo l lowing c lause be substituted therefor: 

"(a) i n it iate and oversee 
( i )the negotiat ions requ i red to be u ndertaken by 

the entit ies or agencies, and 
( i i )t h e  act i o n s  req u i re d  t o  b e  taken  by 

a d m i n i st rators  of  t h e  ent i ty  of  agency t o  
i m p l e m e n t  p a y  e q u i t y  i n  accordance w i t h  
agreements reached with bargain i ng agents and 
employee representatives or orders made by the 
board ; and . 

MADAM CHAIRMAN: Is that agreed? (Agreed) Page 
1 7 ,  as amended - pass. 

Page 18 - M r. M in ister. 

HON. A. MACKLING: Page 1 8 , I move, seconded by 
the Honourable M i n ister of Northern Affairs, 

THAT clause 1 8(4)(a) of B i l l  53 be amended by add ing 
t hereto, i m mediately after the word "agency" therein ,  
t h e  w o r d s  " a n d  the  gender  d i str i b u t i o n  of  t hose 
employees" .  

MADAM CHAIRMAN: Agreed ? (Agreed) Page 1 8 ,  as 
amended - pass. 

Page 1 9 - pass; Page 20- pass; Schedule A - pass; 
Schedule C- pass; Tit le- pass; Preamble- pass. 

B i l l  be reported -pass. 
Committee r ise. 

C O M MITTEE ROSE AT: 1 1 :27 a. m .  




