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shelling of Sarajevo and the camp prisoners at 
Omarska, the July 1995 events in Srebrenica 
were part of a larger campaign to destroy a 
multi-ethnic Bosnia and Herzegovina, which 
manifested itself in atrocities in towns and vil-
lages across the country. It does, indeed, 
meet the definition of genocide. 

I hope, Mr. Speaker, that the House will ex-
press its views regarding this massacre, which 
may fade in our memories but is all too recent 
and real to those who witnessed it and sur-
vived. Joining them in marking this event 10 
years ago may help them to move forward, 
just as we want southeastern Europe as a 
whole to move forward. I call on my col-
leagues to support this resolution.

f 

INTRODUCTION OF THE PAYCHECK 
FAIRNESS ACT OF 2005 AND THE 
FAIR PAY ACT OF 2005

HON. ELEANOR HOLMES NORTON 
OF THE DISTRICT OF COLUMBIA 

IN THE HOUSE OF REPRESENTATIVES 

Tuesday, April 19, 2005

Ms. NORTON. Mr. Speaker, today I am 
pleased to join my House colleague ROSA 
DELAURO and Senator HILLARY CLINTON as 
original cosponsors of the Paycheck Fairness 
Act and Senator TOM HARKIN as an original 
cosponsor of the Fair Pay Act. The Equal Pay 
Act has been a highly successful civil rights 
statute, but it is creaky with age and to be 
useful, it must be amended to meet the 
changed economy in which it must now to do 
its work. The Fair Pay Act also amends the 
EPA but it picks up where the EPA leaves off. 

Huge changes in the economy and the 
workplace have occurred since the EPA was 
passed, and most important is the emergence 
of a highly educated workforce of women with 
even 75 percent of women with small children 
working for pay. However, women are vastly 
underused because of employer steering and 
because of deeply rooted wage stereotypes 
that result in pay according to gender and not 
according to the skills, efforts, responsibilities 
and working conditions necessary to do the 
job. We introduce the Fair Pay Act because 
the pay problems of most women today stem 
mainly from this sex segregation in the jobs 
that women and men do. Two-thirds of white 
women, and three quarters of African Amer-
ican women work in just three areas: sales 
and clerical, service and factory jobs. Only a 
combination of more aggressive strategies can 
break through the ancient societal habits 
present throughout human time the world over 
as well as the employer steering of women 
into women’s jobs that is as old as paid em-
ployment itself. 

The FPA recognizes that if men and women 
are doing comparable work, they should be 
paid a comparable wage. If a woman is an 
emergency services operator, a female-domi-
nated profession, for example, she should be 
paid no less than a fire dispatcher, a male-
dominated profession, simply because each of 
these jobs has been dominated by one sex. If 
a woman is a social worker, a traditionally fe-
male occupation, she should earn no less than 
a probation officer, a traditionally male job, 
simply because of the gender associated with 
each of these jobs.

The FPA, like the EPA, will not tamper with 
the market system. As with the EPA, the bur-

den will be on the plaintiff to prove discrimina-
tion. She must show that the reason for the 
disparity is sex or race discrimination, not le-
gitimate market factors. Corrections to achieve 
comparable pay for men and women are not 
radical or unprecedented. State employees in 
almost half the state governments, in red and 
blue states, have already demonstrated that 
you can eliminate the part of the pay gap that 
is due to discrimination. Twenty states have 
adjusted wages for women, state employees, 
raising pay for teachers, nurses, clerical work-
ers, librarians, and other female dominated-
jobs that paid less than men with comparable 
jobs. Minnesota, for example, implemented a 
pay equity plan when they found that similarly 
skilled female jobs paid 20% less than male 
jobs. There often will be some portion of the 
gap that is traceable to market conditions, but 
twenty states have shown that you can tackle 
the discrimination gap without interfering with 
the free market system. The states generally 
have closed the discrimination gap over a pe-
riod of four or five years at a one-time cost no 
more than 3 to 4 percent of payroll. 

In addition, routinely, many women workers 
achieve pay equity through collective bar-
gaining. And countless employers on their own 
see women shifting out of vital female domi-
nated occupations, and the resulting effects of 
the shortage of workers, see the unfairness to 
women, and are raising women’s wages with 
pay equity adjustments. Unequal pay has 
been built into the way women have been 
treated since Adam and Eve. To dislodge 
such deep seated and pervasive treatment, 
we must go to the source, the female occupa-
tions where pay now identifies with gender 
and always has. 

The Paycheck Fairness Act is important 
simply to meet our obligation to keep existing 
legislation current. It simply updates the 42-
year old Equal Pay Act. Recently, I thought we 
were seeing progress when the census re-
ported that black college educated women ac-
tually earned more than white college-edu-
cated women, although the overall the wage 
gap for black women, at 65 percent, remains 
considerably larger than the gap for white 
women. 

No explanation was offered for the progress 
for black women but other data and informa-
tion suggest that even when women seem to 
catch up it may not be what we had in mind. 
I suspect that African American women are 
represented disproportionately among the 50% 
of all multiple job holders who are women. I 
am certain that this progress for African Amer-
ican women also tells a tragic story. The de-
cline in marriageable black men, eaten alive 
by ghetto life, also means that many college 
educated black women are likely to be single 
with no need for even the short time-out for 
children white women often take that affects 
their wages. 

The best case for a strong and updated 
EPA occurred here in the Congress in 2003, 
when the women custodians in the House and 
Senate won an EPA case after showing that 
women workers were paid a dollar less for 
doing the same and similar work as men. Had 
they not been represented by their union they 
would have had an almost impossible task 
using the rules for bringing and sustaining an 
EPA class action. The FPA simply modernizes 
the EPA the first of the great civil rights stat-
utes of the 1960s to bring it in line with later 
passed civil rights statutes. Because I en-

forced the EPA as chair of the Equal Employ-
ment Opportunity Commission, I know all too 
well the several ways that this historic legisla-
tion needs a 21st century make-over. 

We file these two bills today to say start 
with the Fair Pay Act or start with the Pay-
check Fairness Act. Start where you like, but 
Congress should be ashamed to let another 
year go by while working families lose more 
than 200 billion annually—more than $4,000 
per family—because even considering edu-
cation, age, hours worked and location, 
women are paid less than they are worth. 
Let’s start this year to make pay worthy of the 
American women we have asked to go to 
work.
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Mrs. TAUSCHER. Mr. Speaker, I rise today 
to honor the career accomplishments of Elaine 
Grothmann for her 30 years of service to the 
Contra Costa County Department of Employ-
ment and Human Services. 

Ms. Grothmann represents the highest 
standards of professionalism in her life work 
with the Department. She is respected and 
trusted by her colleagues for her sincerity, 
constancy, and the outstanding quality of her 
work. Her managers know that when Elaine 
takes on an assignment, the end product is 
going to be assured, timely, and a credit to the 
Department. 

Over her career, Elaine’s work has bene-
fited a wide range of the Department’s cus-
tomers, including dependent children, refu-
gees, foster children, and parents entering and 
reentering the job market after having received 
welfare. She has been an innovator and main-
stay of programs for CalWORKs participants, 
creating and implementing services in child 
care, substance abuse, mental health, and 
learning disabilities that buoy employability. 
The training program she spearheaded for 
CalWORKs participants to become licensed 
child care providers and preschool teachers is 
an inspired, lasting design that continues to 
meet multiple, compatible needs of the partici-
pants. 

Elaine’s respect for those who are served 
by the Department shows in her work on their 
behalf and confers respect on the Department. 
Her creativity, expertise, dedication, and ami-
ability—not to mention her affinity for good 
times and monthly trips to Disneyland—are 
going to be missed by everyone who has 
worked with Elaine and benefited from her 
good work. 

I thank Elaine Grothmann for her career 
contributions to the Contra Costa County De-
partment of Employment and Human Services, 
and I wish her a well-deserved retirement in 
the community she has done so much to im-
prove
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