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The non-profit WageIndicator Foundation owns the concept. Its mission statement reads:

“Share and compare wage information. Contribute to a transparent labor market. Provide free, accurate wage data through salary checks on national websites. Collect wage data through web surveys.”

The Foundation was established under Dutch law in 2003. Its founders are the Dutch Confederation of Trade Unions (FNV), the Amsterdam Institute of Advanced Labor Studies (AIAS) of the University of Amsterdam, and the Dutch branch of career website Monster. 

Part 1: the WageIndicator operation

A short history of WageIndicator – born from the gender pay gap

The first ever WageIndicator operation was ‘vrouwenloonwijzer.nl’, launched in April 2001 in the Netherlands, a website with a questionnaire targeting working women. It was inspired by the persistent gender pay gap, which in the Netherlands continues to be large: up to 30 percent. After having explored the pages with wage information, web visitors were (and are) encouraged to complete the (internationally comparable) questionnaire on work and wages. Big surprise: they did respond and continue to do so.
Wages are  at the core of the questionnaire. The data allows after some time for the calculation of Salary Checks, providing free information on occupation specific wages, controlled for individual factors like gender, age, firm size, region, education. The Salary Check – a web tool -  uses the coefficients of occupation specific wage regression analyses, based on the survey data.

 
Yet, from the outset the questionnaire was designed to cover many more aspects of the work-life complex than just wages. As you can see from the table below the questionnaire probes deeply into the private life of respondents, which results in a data set that gives specific insights on the micro level.

Table 1. The six sections in the WageIndicator questionnaire

	Section
	Topics

	A
	YOUR OCCUPATION employment status, education, industry, occupation, training

	B
	YOUR PLACE OF WORK firm characteristics, branch and firm size, percentage female, MNE, workplace characteristics, departmental staffing levels, cooperation, collective bargaining coverage, IT-use at the workplace, attitudes towards IT-adaptation

	C
	YOUR EMPLOYMENT HISTORY employment record, years of experience total, with current employer and in current job, career break, job search

	D
	YOUR WORKING HOURS working hours, overtime, timing of work, shift work, working time preferences

	E
	YOUR EMPLOYMENT CONTRACT AND SALARY employment contract, wages, payment period, fringe benefits, bonuses, and wage perceptions

	F
	PERSONAL QUESTIONS age, gender, ethnic background, country of birth, region, household composition, marital status, children’s age, division of household chores, job and life satisfaction


Soon the prototypical WageIndicator for women in the Netherlands was joined by the ‘loonwijzer’ for the general public.  After 6 years, in the Netherlands the Salary Check provides wage information for 480 occupations, enough to cover the whole labor market. 
Each month the WageIndicator websites in the Netherlands f.e. have some 500,000 visitors. Similar success stories in other WageIndicator countries followed suite. By the end of 2007 an international, continuous web based operation resulted, comprising 20 countries on 5 continents. Including: since 2004 Belgium, Denmark, Germany, Finland, Italy, Poland, Spain, and the UK. Since 2006 Brazil, India, South Africa, South Korea, Argentina, Mexico, Hungary and USA. In 2007: Russia, Sweden and China.  
Web marketing through smart coalitions – universities, media, trade unions
Next to high quality wage related information, web marketing is crucial for attracting visitors. The marketing policy of the WageIndicator unfolds along several lines:

· friendly, respectful approach to employees (we don’t treat you like stupid when you are underpaid)

· friendly, respectful approach to employers (they are directed to WageIndicator to check the real wages)

· visitors must trust the site. Trust is ensured through cooperation with top universities like Harvard, the International Labour Organisation. And in some countries cooperation with trade unions is seen as positive, in others as negative

· cooperation with web based media partners like UOL (Brazil), IOL (South Africa) or MSN. And career site Monster, the world’s largest job site 

Part 2: WageIndicator and pay gap
Gender pay gap virtually everywhere   

WageIndicator has become a specialist on gender pay issues. We probably know more about this phenomenon thanks to the detailed questions in our survey. Remember that the initiative was prompted by concern about the persistence of the gender pay gap in the Netherlands. All other countries who adopt our survey system must include the same questions on gender. From our internationally comparable research thus far we conclude that the gender pay gap occurs in all countries participating in the WageIndicator project. These findings are in line with the outcome of a host of other studies. A quick scan.

Poland
Pay gap of 50 percent in the Polish (male dominated) financial sector. This makes Polish financial services the absolute gender pay gap record holder in Europe compared to other industries. The overall Polish picture: women are paid 25-30 percent less. 

Belgium
In construction Belgian women earn on average 12 per cent more than men. This is the surprising exception to the rule: the gender pay gap is 16.5 per cent. This percentage doubles with age. And it is higher than the national average in both the very small and in the largest companies.
Germany

German women earn on average 22 percent less than men. There are marked differences in a broad range of managerial, clerical and manual occupations. The gender pay gap is partly explained by the different job and career opportunities open to women. It is found in all regions, although it is smaller in former East Germany. It increases with company size and it manifests itself at the very start of working life, when girls earn already less than boys.
Latin America

The salary checks on www.elsalario.com.ar – Argentina - and www.meusalario.uol.org.br , Brazil, clearly show for dozens of occupations a pay gap between men and women in the same professions. Same for Mexico.

Recommendations on the basis of the WageIndicator data set
As has already been stipulated the WageIndicator data set allows for analysis down to the level of occupation, industry, employment status, characteristics of the employing firm, other socio- demographic variables like children and of course gender. The so called CLOSE (the gender pay gap) study focussed on 6 branches of industry in the Netherlands where the average pay is low.  In food manufacturing, retail, finance, cleaning, public service, hospitals, other health care and social work women still earn less than man: in some on average 25-35 percent less per hour.
Their findings led the researchers to specific recommendations, which might be adopted by trade union officials as well as human resources managers.  The researchers suggest:

· in all sectors the female potential is underutilized: instead of schooling women already on the payroll for gradual promotion into the ranks of the middle and top level management, too often male high achievers are recruited from outside; especially in health care and social work upgrading the education of women would contribute considerably to the narrowing of the large pay gap in those branches

· not penalizing women in larger part time jobs (from 25 hours up) by excluding them from schooling and promotion  
· stimulating women not to withdraw from the labour market for child rearing; especially in retail (supermarkets in particular) but also in the financial sector
· the qualifications of women returners merit updating through special training courses in all sectors under study, hereby allowing them to return on a higher pay scale than starting from zero all over again

· extra pay rise for the lowly paid, especially in cleaning and retail, using collective bargaining. 
Trade union officials and works’councils are advised to use the WageIndicator survey tool for monitoring wage trends linked to collective bargaining over time.

Part 3: Dutch Task Force Equal Pay – chaired by WageIndictaor
The Equal pay task force 2006/2007 included employers-, employees organisations, HR organisations, and ministry of labor.

Some recommendations which are accepted already by all organisations and the minister of labor.
•
Introduce in each collective agreement the stipulation that is has been explicitly checked in terms of equal pay, equal treatment.

· Pay attention to equal pay in annual reports.

· In case of reorganisations, mergers and acquisitions, avoid the creation of new pay systems leading to achieved rights. Consider buy-outs of achieved rights.. Detect existing provisions with an unlimited time horizon and adapt these in the spirit of this recommendation.

· Limit the duration of pay scales to somewhere between 3 and 7 years, allow for variation depending on the job. Consider not to scale women returners in scale zero.

· In case of performance pay make sure gender and ethnicity-neutral criteria are applied. Monitor carefully after introducing performance pay which groups in the organization are profiting most/least.

· Increase awareness amongst HR-managers and –staff that there is a need to valuate jobs in a gender-neutral way, and train them in this respect wherever necessary.

· Apply objective, controllable, transparent pay criteria (job description, capacities/skills and experience) and in any case avoid the application of gender, ethnic background and age as pay criteria. 
· Compose the recruitment team of the organisation under the aspect of diversity.

· Systematically bring to the fore tips en training in order to improve negotiating skills in salary talks on both employee’s and HR-sides.

· At the end of each curriculum (for school leavers) not only attention to applying for a job, but also for negotiation one’s salary.

· In HRM-institutes of learning get schooled in scaling and paying correctly.

Role of WageIndicator website in relation to the Equal Pay Task Force - Raising awareness
Three web tools are implemented:
1. a test for employees: “ Am I scaled properly?”

2. a test for employers: “Do I scale properly?”

3. a quickscan developed especially for the small and medium sized enterprises. 

This quickscan shows unequal pay specified for gender, working hours and ethnic groups.

It generates reviews on 3 levels: company, functions and employee.

The quickscan helps the management to identify unjustified differences in pay between equals which should be remedied.

Part 4: Asia – Thailand and a WageIndicator
WageIndicator is a research tool. The collected data allows for recommendations for trade unions, employers organisations, governments and HR managers in companies. The website can raise awareness.
The tool can be implemented in Thailand as well. Like it exist in South Africa or India.

The level of internet penetration in a country is important. But…we can work offline as well. 
The first meeting about a wageIndicator in Thailand will take place tomorrow, November 29, with the ASEAN University Network. 

Join us!
