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Foreword

Sex discrimination is one of the important economic and social problems
of our time. This discrimination has resulted in a tremendous waste of human
resources. Myths regarding the naturelof working women have contributed to
these problems. It is only in regent years that we have become more aware of the
costs and injustices involved in perpetuating sex discrimination. The purpose of
this ﬁublication is to explore in a general way the extent, causes, and impact of
sex discrimination. It is clear that further research is required iﬁto this
matter and it is hoped that these papers will not only provide a starting point for
such reseafch but will also generate the effort to carry it out.

Both papers in this publication are the result of term projects in two
industrial relations courses in the Graduate School of Business Administration:
Seminar in Coliective Bargaining, and Comparative Industrial Relatibns Systems. The
first;iby Susan Jorgensen, deals with sex discrimination in the United States. The
paper is esbecially valuable in providing factual data concerning working women and
the extent of sex discrimination in the United States. The second paper, by
Gertrude Casselman, prbvides a survey of sex discrimination in other countries. Not
only does it place sex discrimination in the United States into a world-wide
perspective, but it gives some insight into the manner in which other countries deal
with the problems of working women. Together, these papers provide a valuable

starting point for the student or faculty member interested in learning about sex
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‘Dallas L, Jones

Professor of Industrial Relationms

Graduate School of Business Administration
University of Michigan

discrimination or pursuing research into the area.




WOMAN POWER:
THE UNDERUTILIZED HUMAN RESOURCE

Susan Jorgensen



Introduction

What is certain is that hitherto woman's
possibilities have been suppressed and
" lost to humanity, and that it is high
time that she be permitted to take her
chances in her own interest and in the
interest of all,
~Simone de Beauvoir-
The publicity given the Women's Liberation movement has gen-
erated much emotionalism and sensationalism. New stereotypes are
added to the old: bra-burners are categdrized opposite the "happy
homemaker" fighting to keep shirts, toilets, and sinks sparkling
white. Men are "male chauvinist pigs," and women acquire '"castra-
tion complexes.'" It appears that the basic socio-economic issues
have been forgotten.

The intent of this paper is to examine the economic and social
conditions of the women in this countfy. These factors are fundamental
to the feminist protest., The union and management response to the
issues raised by women will be studied. The paper will attempt to
assess the factors perpetuating the underutilization of women in
the work force and to point out mechanisms which limit full development
of their potential. Finally, changes for both management and unions
will be suggested.

The suggestions made in this stﬁdy recognize a widerpeCtrum
of concerns. Above all, the changes are justified in the interest

of women as citizens and as individuals, They are also required in
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the interest of society=--its development and utilization of a
human resource and its realization of equality and freedom for

all peoples.



WOMEN WORKERS: A HUMAN RESOURCES PROBLEM

Women in the Labor Force: An Overview

Recognizing that the 31 million women workers "are not auxiliary but
.an integral part of the work force," as Assistant Secretary of Labor
Arthur A. Fletcher recently stated, an understanding and examination of
the utilization of this substantial portion of the nation's human resource
is urgently needed. Such an information program is of vital concefn to the
achievement of optimal manpower development for the nation, for various
employment sectors; and especially for women themselves.

As of January 1970, 42 per cent.of American women of working age were
working or looking for work. These 31 million women represented 37 per cent
of the total work force, Three out of four working women held full-time
jobé. In January 1920, the year in which women were granted the right to
vote and the Women's Bureau was established within thé Department of Labor,
women workers constituted a quarter of the present women's work force--

8.2 million, 23 per cent of the women of working age.

Women have been the fastest growing labor force since World War I.
Without a doubt they will continue to constitute a large share of the
civilian labor force with the long-term frend indicating’an increasing
proportion of women in the working ranks. All groups are involved--young
and old, black and white, low and high income, married and unmarried.

"In brief, since the participation of women in the labor fo}ce has
not been a response of women living in any one period, nor a response
of women in any particular economic or social situation, the long-
term outlook is that women will continﬁé to furnish a large share

- of the civilian labor force."l/



In the early years of this country's history, the contribution
of women to national productivity was made almost exclusively in
the farm and cottage industries in the form of domestic work, The
need for food and clothing was met through household activities
such as canning and sewing., As industrialism moved these activities
from house to factory women became factory workers. ‘Today women afe
also involved in White—coliar work--especially clerical and service.

A comparison bf the general characteristics of today's woman
worker with her 1920 counterpart indicates some intefestiné and
important changes. In 1920 she was generally single, about 28 years
of age, and usually anticipated marriage--in éart to rglease her
from the tedium of a lower-skilled job. 1In 1970, 62 per cent of the
working women were married. There are more working mofhers than
ever before.who provide a substantial contribution to the family
income, Half of the working women are over 29 years of age.

The pattern of labor force participation for the average woman
is of particular interest. Today, the typical married woman's
working life follows an "M" pattern; that is, the participation of
women reaches a peak after graduation from school, goes down during
the childbearing and childraising yeérs (approximately ten years),
and climbs up again as the children become older. (See Fig. 1.)
Thus, the major elements affecting the work patterns of women are
marital status and the presence of children and their age. This
ten-year gap becomes critical as women ﬁiss advancement opportunities

“and are less in touch with changes in their respective fields,
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Economic reasons are most frequently cited as the factor
encouraging involvement of women in the labor market. Few face
the option of working solely for personal fulfillment. A study by
the Department of Labor in January of last year demonstrated that
at least half of the women took jobs in response to economic need.
This factor was most prevalent if the woman was in a low income
grouping; it was also a primary consideration if the person was
widowed, divorced,‘separated, or unmarried. The statistical break- -

2
down as of March 1968 is as follows:“/

Number Percentage

Total 28,788,000 100.0
‘Single ' 6,357,000 22.1
Married - husband present 16,821,000 58,8

with husband whose income

(1967) was:

below $3000 2,338,000 8.1

$3000 - $4999 2,153,000 7.5

$5000 and over 12,313,000 42.8
Married - husband absent ‘ 1,413,000 4.9
Widowed 2,483,000 8.6
Divorced , 1,704,000 5.9

Even with this general overview of the woman worker, various
considerations for manpower developﬁent and optimal ufilization of
human resources appear. Given the high proportion of working mothers
whose contribution to family income is vital, the discussioﬁ of child-
care centers can no longer be ignored, '"Mothers with young children
find severe problems in working, for thé United States is the only
" industrialized country in the world which does not have a system of

n3/

publicly supported day-care centers for children of working mothers... ."=
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The M-shaped participation curve for women prompts questions of the
underutilization of older women and the need for continuing education
programs.

The considerations that the simplest statistical summary
encourage become even morevdramaticvwhen we examine further break-

- downs and comparisons.

Women in the Labor Force: A Closer View

The statistics for women reveal a shameful story.' Federal
reports show that in 1968 both black and white women with some college
education earned less than black men‘with a grade school certificate.
Women earn about 60 per cent of the median income of men and are con-
centrated in low-paying, low-skilled 6ccupations, Their share in
professional and technical occupations has deteriorated since World
War II. In the same occupational groupings women hold jobs of lower
rank, Women are underutilized in relation to their educational
achievement. In 1968, the unemployment rate for women was 4.8 per cent,
compared with 2.9 per cent for men.

In 1920, when the Women's Bureau was founded, its primary
emphasis was to correct the exploitation of women workers. The
concern was to establish safety standards, to eliminate the long
working hours, or to remedy poor working conditions. This concern
has shifted towards the eradication of the serious inequalities
still existing in the labor market which result in the underutilization
of women workers. Barriers denying women the freedom to prepare for

and enter employment suited to their individual interests.and
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abilities do exist; advancement and recognition of their full
cépabilities is incomplete and inadequate.

The following discussion will indicate the aspects of this
underutilization. The topics of occupational concentration, income
inequities, and educational discrepaﬁcies will be included. Such an
examination offers evidence to encourage a more effective use éf this

particular national resource.

Occupational concentration

"Although more than 250 distinct occupations are listed in
Bureau of the Census tabulations, half of all women workers were

nlt/

- employed in only 21 of them... Comparatively, 50 per cent of
. the men emplqyed were found in 65 occupational groups. The
escalation of the number of women workers is not reflected in
professional, technical or even industrial jobs; women are found
disprﬁportionately in white~collar and service categories, The
concentration is largest in the clerical field with the

categories of domestic service, teaching, nursing, and retéil sales
showing less concentration, Thus, despite the increased reliance
of the American economy on women in the labor force, many jobs in
new occupational fields have not been opened to them.,

Clerical, sales, and service work are perhaps, as a recent
governmental report states, "the least rewarding and the least
rewarded occupations."é/ These jobs are lower paying and require
lower skill. The concentration of women in low-paid occupations
is shown in Figure 2. There is am increasing trend in

women working in the jobs requiring less skill, In 1969 women
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- Census Current Population Reports, p-60, No. 66.
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compfised 59 per‘cent of all service workeré (excluding private
households); the comparative figure for 1940 was 40 per cent.g/
(Sée'Figure 3.)

A highly developed nétion such as the United States requires
a labor force that is responsive to changing opportunities. The
continued concentration of women in a very narrow range of.occupa-
tions runs counter to that concept. Thus, in the national interest
alone the evident occupational concentration is not safe or effi-
cient, "In sum, the occupational dispersion of women, long desir-
" able on the score of improving skill levels and earniﬁgs, has become
urgent in view of theAmanpower outlook for individual occupations in

the 19703."1/

Professional and technical employment

In contrast to the iﬁcreasing proportion of women in the iower
skill océupations, women in the professionai and technical occupa-
tions are a sméller proportion of all workers in those fields today
than before World War II (see Figure 4). 1In these categories women
are especially found in certain tréditional areas: teaching, nursing,
social work, library work, home economics, and medical laboratory work.
These professions are traditionally "women's professions.” 1In total

‘they account for approximately two-thirds of all professional women
(see Figure 5).
Numerous barriers exist for women aspiring to be frofessionalé.

Advancement is Hifficult; women seldom rise to the top. Even in the

traditionélly'"feminine" professions this is generally true. The
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Fig. 3. Women as percentage of total employed, all occupations and
service occupations, 1940-69,

Source: U.S., Department of Labor, Manpower Administration: "Manpower
Report of the President--a Report on Manpower Requirements, Resources,
Utilization and Training," April 1967 and March 1970. Bureau of Labor
Statistics Monthly Labor Review, August 1967,
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sex ratio_of elementary school principals is particularly interesting.
In 1928, 55 per cent were women; 1948, 38 per cent; and 1968, 22 per
»cent.§/ Early marriage, inadequate counseling, and societal pressures
. are factors contributing to a 10Wer participation in college. Thus |
training or educating women for professional careers is low, '"Most
girls who do get into college are urged to study in order to support
themselves if they have to. A frame of mind which is poor ...
preparation for occupational participation."gl

Similarly, the skilled trades lack proportionate women workers.
In general, such work requires finger and hand dexterity as well as
hand-eye coordination. These abilities are equally distributed
between the sexes. However, only 3 per cent of the craftsmen are
women. The opening up qf these occupations dffers women higher
earnings than sales or service-type jobs as well as more challenging
work,

In both professional and technical or skilled occupations,
"sex-typing" is prevalent, and it has consequences for both men and
women. For example, the "women's professions" together don't offer
sufficient opportunities for those completing college and seeking

employment in the 19708.19/

A certain category of jobs become
"feminine," discouraging complete career options for men--although
the limitation is less for men than that faced by women. Nationally
we face possible shortages in some occupations, abundances in others,

and a suboptimization in the matching interests and skills with man-

power needs,
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Earnihgs gap

. A comparison of the median wages of men and women indicates a
. sizable discrepancy. Although this gap has decreased in‘recent
. years, it is still wider than it was in the late 1950s, 1In 1969
the»median earnings of all women working full-time jobs during
the entire year was $5,000. This was 60 per cent of the yearly
median of men--$8,277. The following chart from the Bureau of the
Census comparing wages or salaries of full-time year4round

workers illustrates this discrepancy:ll/

Median Wage Women's Median

Year Women . Men Wage as Percentage of
Men's
1955 $2,719 $4,252 . 63.9
1957 3,008 4,713 : ' 63.8
1959 3,193 _ 5,209 61.3
1961 3,351 5,644 59.4
1963 3,561 5,978 59.6
1964 3,823 6,375 60.0
1965 4,150 7,182 | 59.8
1969 4,977 8,227 60.5

Although the gap varies with major occupational groupings, it

remains large., The following table of 1969 wages for full-time
| 12/

year-round workers offers a breakdown:==



Major Occupation Group ~ Median Wage Women's Median Wage
' Women Men as Percentage of Men's

Professional and tech- $7,309 $11,266 . - 64.9
. nical workers

Nonfarm managers, offi- 6,091 11,467 53.1

cials, and proprietors '

Clerical workers 5,187 7,966 65.1

Sales workers 3,704 9,134 40.5
Operatives 4,317 7,307 59.1

Service workers 3,755 6,373 58.9

(not private)

Yet another measure of the earnings gap is a study of the dis-
tribution of each sex in various income levels. Figure 6 shows
fhe earnings of full-time year-round workers. Women are about
éhrée times as likely to earn below $5000, with 20 per cent of the
womén earning less than $3,000 in 1968, as compared to only 8 per
cent of.the men. At the other end of the scale, 3 per cent of
the women as compared to 28 per cent of the men earned over
$i0,000 in the same year.

Education determines the type of jobs available to an indivi-
dual as well as the job level within an occupation. We would
expect that where educational attainment is identical men and
women would have similar incomes. Such is not true. Women
with'fourvyears of college have a median income just over that
of a man with an elementary school education. The following table
will offer further comparisons of the median income in 1969 of
full-time year-round workers according to years of school completed

3/

(persons 25 years of age and over):l*
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Years of School Completed
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Women's Income as

Elementary School:
less than 8 years
8 years

High School:
1 - 3 years
4 years

College:
1 - 3 years
4 years
5 years or more

Women Men Percentage of Men's
$3,603 $5,769 62.5
3,971 7,147 55.6
4,427 4,958 55.6
5,280 9,100 58.0
6,137 10,311 59.5
7,396 12,960 57.1
9,262 13,788 67.2

Thus, despite federal iegislation guaranteeing equal pay and

' prohibiting sex discrimination, the gap between the earnings of

men and women still exists,

In addition to the enforcement of

present laws, these studies indicate the necessity for employers

to review recruitment and promotion policies and to give well-

qualified women the opportunity to move into better-paying jobs.

Education and advancement

In the previous topic inequality was assessed in an educa-

tional attainment framework.

Beyond that series of comparisons,

it should be noted that the starting salaries of college graduates

in specifically identified fields show the earnings gap (see

Figure 7). Accounting shows the largest gap of those fields

surveyed. Average monthly starting salary of men was $832; the

‘comparable amount for women was $746.

Many women are underutilized in their jobs in relation to

their educational achievement. For example, the Bureau of Labor

Statistics report showed thét 7 per cent of employed women with
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five or more years of college education were sales workers,
operatives, clerical workers, and service workers (see Figure 8).
Advancement for women within fields is generally sloﬁer than

that of men. Women are found as associate professors, They are
more likely to be in the lower categories of technical work. "...
discrimination and, perhapsveven more important, widely held
prejudices that some jobs are feminine while others are masculine
have artificially restricted women's jobs far beyond the limits
set by job requirements or working conditions,"lé/ Another author
assesses the discrepancies and barriers women face:

Thus, women are told in one breath that they

lack the education and experience and in the

next, that if they had it, they would not be

hired because the work is "not suitable for

them." When women are trained and hired for

"male" jobs, they areS?ften passed over when

better jobs open up.l-

Unemployment

A look at the unemployment rates also reveals inequalities.
In 1969, 1.4 million women were unemployed, amounting to half of
the total unemployment figure. The rate for women ﬁas 4,7 per
cent as compared tq 2.8 per cent for men. The following table of

unemployment rates in 1968 and 199 for persons sixteen years of age

and over offers a more complete breakdown:lg/ '
Age 1969 1968
Total Women 4,7 4.8
16 to 19 years | 13.3 14.0
20 years & over 3.7 3.8
Total Men 2.8 2.9
16 to 19 years 11.4 11.6
20 years & over 2,1 2,2
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Unemployment among adults is most severe for women who
are members of minority races, In 1969, the rate was 5.8 per
cent; comparable rates for men of the minority races; whife women ,
and white men were 3.5 per cent, 3.4 ber cent, and 1.9 per cent

respectively (see Figure 9).

Working mothefs

For mothers who need and/or desire to work, participation
and choices are limited by responsibilities and‘congern for the
. care of their children. Ph.D. career women may be able to make
arrangements for preschool children, but the average working
"~ woman has a.very difficult‘time finding and‘affording private
services. With an increase in the number of women working--
whether from socioeconomic reasons or from educational and social
considerations--the question of child care becomes an important
one for the community and the chiid as well as for fhe mother.
Eli Ginzberg, an authority in human resource development,
assesses the particular problem of working mothers as follows:

But the fact that most women are loosely attached

to the labor force--and - prefer it that way--

must not obscure the significant advances that women
desire from an economy that operates at a high

level of employment and where an active manpower
policy is pursued that provides a great range of
supportive services. The past years have seen

the United States move ahead on both counts., Yet
women remain handicapped in their search for
desirable employment because as a nation we have

not yet committed ourselves to the proposition

that high level employment implies making jobs available
for all women who would prefer to work and we are
still conflicted about the responsibility of
government to provide child-care facilities and
without them many mothers with young children who
would prefer to work, or work regularly, are
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Fig. 9. Unemployment rates of women and men 20 years of age and
over, by race, 1954-69.

Source: U.S., Department of Labor, Manpower Administration, "Manpower
Report of the President: A Report on Manpower Requirements Resources
Utilization-~Training," Mar. 1970.
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unable to do so. In the years ahead we must

perforce, confront and resolve the basic

issue of whether the nation has an obliga-

tion to provide opportunities for employ-

ment for all women, like all men, If the

decision is affirmative we will have to

take the implementing step of providing

adequate child-care facilities.l?/

It should also be noted that where families are headed by

a working woman, the incidence of poverty is high. 1In 1968, of
the families headed by a woman worker 45 per cent of the minority families
 in that category lived in poverty; of the white families, 16 per cent.
To compare, families headed by a white working man found 4 per cent

in poverty groupings, and where the head was of a minority race,

16 per cent were classified as poor (see Figure 10).

An Evaluation of Women in the Labor Force

"Despite gains on many fronts--the increased number and
proportion of women who work, of those who work full-time full year,
of those whose earnings place them in‘the $10,000 bracket or above,
in the number and proportion who are acquiring valuabie deferred
benefits both public and private--despite these and other gains
most women tend to remain peripheral workers, employed in the least
attractive jobs, earning lower wages than men, and with poor.career
prospects."lg/

The profile suggested by the statistics certainly does not
indicate full utilization and recognition of this sector of the
labor force. One out of three workers is female. Three out of

five women workers are married. They are concentrated in a

limited number of occupational groupings--lower paying and generally
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Families Headed by a FemaleWorker

White Families (2,386,000) ' Families - Minority Races (850,000)

Families Headed by a MaleWorker

White Families (36,322,000) : Families = Minority Races (3,245,000)
Fig. 10. Percentage of families living in poverty in 1966 whose head
' worked during year, by sex and race.

Source: U.S., Department of Commerce, Bureau of Census, Current
Population Reports, p-60, Nos. 66 and 68.
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dead;end,routine jobs. Wide wage differentials exist for women
as compared with mén: women earn 60 per cent of men's wages in
the same sector. Women are more likely to be in non-unionized
employment and are employed disproportionately in industries exempt
from federal and state fair labor standards. A significanf
minority are household headé responsible for their own support
as well as that of their children.
Economic progress has brought both benefité and difficulties,

Women feel the difficulties disproportionately and remain under-
utilized in respect to their possible conFribution to the nation
and to their own personal development. Jack Barbash, industrial
relations authority,remarks:

... we seek compatibility between the material

advantages of industrialism and the needs of

human development., The changing status of women

is a problem with reference to the latter. Indus-

trialism, while freeing woman from the home, may

in effect be depriving her of fulfillment as a
woman, 12
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I1
SOURCES OF UNDERUTILIZATION OF WOMEN WORKERS
Myths and Mechanisms

The exclusion of women from responsible jobs, from jobs with
good pay, and from jobs with advancement potential can be traced in
large part to stereotyped generalizations abqut women, Basically
these stem from two notions: womén are inferior to men, and a
woman's place is in the home. Others follow: women are emotionél,
dependent, and gentle; women worl; for luxury income; no one wants
a woman employer; women can't do heavy physical work; women are
absent more frequently than men and their turnover is greater than
that of men.

These attitudes prompt both blatant.and subtle discriminatory
practices. Cases of sex discrimination and unequél wages stilL
occur, although both are illegal. More subtle forms include striét
maintenance of protective legislation regarding wages and hours
as well as discrimination on the basis of seniority. The latter
might seem logical except for the fact that men who leave jobs when
drafted into the Army are guaranteed By law their jobs as well as
any salary increases and promotion that they would have received in
the interim. Women leaving work to bear children generally lose their
seniority.

Most discrimination is,baﬁed on antiquated concepts which have

‘little validity or relevance for today's woman. Others merely ignore

the capabilities of the individual and view the person striétly defined
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by sexual typings. The notion abéut marriage as a barrier to job

performance obviously should be invalid by this time: a majority

of women in the work force are married, The idea that women work

for luxury income has also been shown to be fallacious; women work
primarily out of eéonomic need,

The conception that women are absent mofe often than men is
also a myth. One study by the Health Information Foundation of the
University of Chicago Graduate School of Business‘in 1960 found
that the average days lost Because of chronic illness in a year was
for men and 2.6 for women.l/ A Public Health Service report in the
late sixties found 5.6 days lost for women as compared with 5.3 for
men.z Findings such as these emphasize the importance of judging‘
work performance on the basis of individual achievement rather than
on non-factual assumptions associated with women workers.

Where an employer's statistics on absenteeism show a higher

rate for women, it may be because the women employed are in clerical

and other low-paying jobs. A study by the Civil Service Commission
is significant: it found that time off for illness diminished as
the employee'é salary and responsibility inéfeased.gj ‘Similarly, a
French study demonstrated that women in lower levels on the occupa-
tional scale were more irregular in attendance than those with
higher-level jobs, Highly skilled women with responsible pésitions
were seldom absent--even those with-children.&/

For both men and women, the lowest turnover rates occur among
Skilled,.professional,.and managerial workers. Given the concen-

tration of women in unskilled occupations, job tenure is generally

3.1
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shorter as there is little opportunity for advancement, The dif-
ference in the turnover rate between men and women is still not
significant, as indicated by the following table compiled by the
Bureau of Labor Statistics on a quarterly basis in 1968:3/

Rate per 100 Employees
Type of Turnover Women Men

. Accessions (hires) 5.3
Separations (total) , 5.2
Quit _ ‘ ' 2.6
‘Layoff & other g 2.6
What are the results of judging work performance and potential
on the basis of sex rather than individual achievement? What have
been the consequences of applying sex differences in employment
arbitrarily on the basis of outmoded notions instead of rationally
on the basis of real differences in the few situations where sex
considerations are truly relevant? For the country,.it has been a
waste of human resource potential. For industry, it has been an under-
utilization of productivity.
The consequences.of sexist attitudes for women have been
devastating. Underutilization of human resources and wasted
potential productivity result in the suffering of indignity as well
as in lower pay. The inequality of opportunity for a woman can
further undermine her self-confidence and potential, _Sex discrimina-
tion is seldom overt; thus if a woman fails when seeking a promotion,
she cannot be certain whether she failed because of her sex or
because she overestimated her capabilities, Feelings of inferiority
mayrdevelop, destroying the potential she originally had. In all,

~ any self-esteem and individual develobment are depressed,'
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III

LEGAL FRAMEWORK

An_Qverview

The laws and litigation‘regarding discrimination in employ-
ment are many. The federal measures of ﬁarticular interest to
womeﬁ include the following: (1) The Equal Pay Act of 1963, which
requires equal pay‘for equal work regardless of sex; (2) Title VII
of the Civil Rights Act of 1964, Whiph states that discrimination on
the basis of race, color, religion, sex, or national origin is an
unlawful. employment practice; and (3) Executive Orders 11246, as
amended by 11375 and 11478,lwhich refer to federal contractors,
subcontractors, and government employment.

A discussion of the legal framework will focus on these laws
as well as on state legislation. Particular emphasis will be given
to questions involving protective legislation and proposed equal rights

amendments.

Equal Pay Act of 1963

The first specific federal 1egislation against sexvdiscrimination
was the Equal Pay Act of 1963 which amended the Fair Labor Standards
Act (FLSA). Basically the act provides men and women equal pay for
~equal work, Also known as the '"equal pay for wémen provision," the act
sfates that "no employer ... shall discriminate ... between employees
on the basis of sex by paying wages to employees ... at alrate less
thén [}hat which he payé] the employees of the opposite sex...a for

equal work ..., except where such payment is made pursuént to (iv) a

-32-
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differéntial baséd on any ... factor other than sex."=

The act's coverage is coextensive with the minimum wage coverage
‘under the FLSA, establishiﬁg eﬁual pay requirements for approximately
half the jobs in the United States. The act is administered by the
Wage and Hour Division of the Department of Labor., Measures designed
to remedy violations of the act include: (1) private suits by an
employee to recover wages and back pay, (2) criminal action by the
Justice Department in cases of "willful violation," and (3) suits
by the secretary of labor to collect pay.

The results have been costly and varied. Women have recovered
a substantial amount in back wages. By April 1970, the Wage and Hour
Division had declared numerous instances of violation, Ovér §17
million in unfounded wage differentials have been awarded. 1In a few
cases, men have also benefited from the provisions of the Equal Pay
Act. A San Francisco bank nbw gives overtime pay to men in those job .
categories where the act has encouraged a closer and more realistic
scrutiny of jobs and pay rates,

Schultz v. Wheaton Glass Company is the landmark case regarding

this legislation. The suit was brought by the Department of Labor in
1966 and questioned whether the difference between the work of men apd
women selector-packers was such as to constitute a "factor other than
sex" in the computation of wages. The‘company.failed to show any
economic value attached to the "snap-up" work attributed to the men
selectors. In short, they failed to prove that they wefe’paying

women lower wéges on any grounds other than sex. The women were awarded

one-quarter million dollars in back pay.
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The finding of the case hinged on the phrase '"equal work." Did
this mean identical jobs or similar jobs? Resolving this qﬁestion, the
Wheaton case establishedran important principle: the designation
"equal work" does not require that jobs be identical, but only that they
be‘subgtantially equal to permit compensation under the act. The case
also set other guidelines: (1) there must be a rational explanation
for any wage differential; (2) the burden of proof falls on the employer;
and (3) the employer's past history, if any, of unequal pay practices
is an important consideration as to whether there is‘a violation of the
act..

The act also encourages investigating weight restrictions for
women, a factor used by union and managements to jﬁstify a lower wage
for women workers. Investigations have revealed that in most circum-
stances the lifting of heavy objects is not the reason for the wage
differential. It has been fbpnd that although some male employees
in an establishment may do a great deal of heavy lifting, other men who
seldom, if ever,do any are still paid the same rate.gl Thus if there
are state protective restrictions on weight lifting as well as hours,
rest periods, and other conditions of employment, these will not per
se justify a wage differential unless men are in fact performing
additional duties.

The major drawback of the 1963 act is not its enforcement but
its coverage; It applies to every employer with employees subject to
the minimum Wagerunder the FLSA. Thus it exempts migraﬁts, domestic
workers, empldyees of nonprofit organizations, teachers, and other classes of

jobs where a substantial number of women are found. The law does not
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prohibit wage differentials based on a seniority system or a merit
system nor does it cover hiring or promotioﬁ.

In the final analysis, the Equal Pay Act is an important initial
step to promote economic rights for women. Writing the court's

opinion in Shultz v. Wheaton Glass Company, Circuit Chief Judge

Abraham L. Freedman saw the act as a move "to overcome the age-old
belief in women's inferiority and to eliminate the depressing effects
on living standards of reduced wages for female workers and the economic

and social consequences which flow from it."i/

Civil Rights Act: Title VII

Approved on July 2, 1964, Title VII of the Federal Civil Rights
Act prohibité discrimination in private employment based on race,
color, religion, sex, or national origin as regards hiring, upgrading,
and all other conditions of employment. Interestingly enough, the sex
category was not in the origiﬁal draft: it was added by Howard Smith
(D-Va), chairman of the Judiciary Commiftee, to elicit opposition to
the act.é/

Title VII is administered by the Equal Employment Opportunity
Commission (EEOC), a five~-member bipartisan group appointed by the
president., The act co&ers employers of at least 25 employees, laborl
unions with 25 or more members, and eﬁployment agencies dealing with
employers having 25 or more employees.

The unlawful employment practices designated by the act are
numerous. Employers may not discriminate with respect to‘compensation,

terms, conditions, or privileges of employment on the basis of sex.
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Any cléssification of employees which might tend to deprive an
individual of opportunities or status on the bésis of sex is-illegal.
Labor organizations may not exclude or expel an individual on the
basis 6f sex, Aﬁy limitation, classification, or segregation of
membership which tends to limit employment opportunities or status
on the basis of sex is illegalp Similar practices on the part of
emp loyment agencies and joint labor-management committees which.
discriminate in employment on the basis of sex are likewise unfair
employment practices.

The major exception to these practices is when sex can be
established as a bona fide occupational qualification (BFOQ) which
is reasonably necessary to the normal operation of the business.
The problem of what constitutes a BFOQ is raised by varioqs state
protective laws. Such legislation (including restrictions on the
employment of women in certain occupations, the lifting or moving
of objects in'excess of a set standard weight, and the hours of
employment) by its very nature requires different treatment of
individuals on the basis of sex. The question is whether and when
this legislation'is in conflict with Title VII,

On August 19, 1969, the EEOC issued revised guidelines to
clarify this question. Specifically, Section 1604.1 (b) addresses
the issue:

(1) Many States have enacted laws or 'promulgated
administrative regulations with respect to the

- employment of females, Among these laws are those
which prohibit or limit the employment of females,
e.g., the employment of females in certain occupa-

tions, in jobs requiring the lifting or carrying
of weights exceeding certain prescribed limits,
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"during certain hours of night, or for more than a
specified number of hours per day or per week.

(2) The Commission believes that such State laws and
regulations, although originally promulgated for the
purpose of protecting females, have ceased to be
relevant to our technology or to the expanding role
of the female worker in our economy. The Commis-
sion has found that such laws and regulations do
not take into account the capabilities, preferences,
and abilities of individual females and tend to
discriminate rather than protect. Accordingly, the
Commission has concluded that such laws and regulations
conflict with Title VII of the Civil Rights Act of
1964 and will not be considered a defense to an
otherwise established unlawful employment practice
or as a basis for application of the bgna fide
occupational qualification exception.=
Numerous cases involving sex discrimination have reached the
courts. In general, only in a few instances has sex been established
as a bona fide occupational qualification. Elsewhere Title VII has
superseded state protective legislation for women, and restrictive
covenants have received close scrutiny by the legal authorities.
The actions by the EEOC have been many. Cases which have
occurred prohibit employers from restricting the separation of male
and female jobs, from guaranteeing different hours for each sex,
from bypassing women in training programs, or from refusing to promote
women because of greater contact with men., With regard to marriage,
an employer can no longer fire a woman employee when she marries,
refuse to hire a woman with preschool children, or summarily dismiss
a woman who becomes pregnant without considering her rgemployment.él
In summary, the law has generated many changes. A survey by
Prentice-Hall listed the following as frequently mentioned policy

alterations: approved maternity leave, the inclusion of husbands

as dependents under insurance plans, job-posting without sex distinctions,
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equalized retirement ages for both men and women, and male-female
seniority lists elimination.l/ Title VII has been and continues to be a
positive contribution to the utilization and development-of woman

power.

Executive Orders

Executive Order 11246, as amended by Executive Order 11375 on
October 13, 1967, prohibits discrimination in employment by federal
éontractors and subcontractors and on federally assisted construction
. projects on the basis of race, sex, creed, color, or national origin,
The amendment requires the contractors and subcontractors to institute
an affirmative action program designed to insure hiring without
discrimination. The Office of Federal Contract Compliance (OFCC) of
the U.S. Department of Labor administers the order.

Executive Order 11478 is the counterpart which applies to
federal employment and is administered by the U.S. Civil Service
Commission. Both orders (11478 and 11246) prohibit discrimination
in employment, upgrading, demotion, transfer, recruitment, recruitment
adverﬁising, layoff, pay and compensation rates, and training selectidn.

The guides developed by OFCC to implement the Executive Orders
give an idea of the various manifestations of the antidiscrimination
ruling. Contractors cannot (1) discriminate in wages, hours, etc. on
the basis of sex, (2) advertise under separate sex headings (unless a
bona fide occupational qualification can be shown), (3) distinguish -
between married and unmarried, (4) penalize women fdr timevoff for

childbearing, (5) deny employment to women with young children unless
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the same policy is employed for men, (6) maintain separate seniority
lists, (7) classify jobs according to sex, (8) employ different
retirement ages, and °(9) deny women tﬁe right to a job which they are
quélified to perform by relying upon a state protective 1aw.§/

Equai Rights Amendment Proposals

Fof the past 47 years unsuccessful attempts have been made to -
obtain an equal rights amendment. The most recent equal rights amend-
ment péssed the House 350-15, butvdied in the Senate, the key issue
in its defeat being the protective laws, In general, labor organi-
zations opposed the amendment (with the important exception of the
United Automobile Workers). Myra Wolfgang, vice-president of the
Hotel and Restaurant Workers declared, "What the dispute over the
state protective law comes down to is that the women in lower-paying
andvmarginal jobs and those with heavy family responsibility want
the protective laws continued, whereas women in higher-paying blue-collar
and professional jobs--most exempt from those laws anyway-;consider
them restrictive."gl |

Others see the equal rights amendment as one more step toward
the realization of equality. Pay differentials between men and women
are still substantial., Protective legislation may have been necessary
around the 1920s when the primary concern was with worker exploitation
and miserable working conditions, but such conditions certainly are not
the same today. The reason for the sex restrictions has disappeared.
Protective legislation is not relevant today; it serves only to
perpetuate wage inequities.

How long it will take unions to rethink their policies
will depend upon the pressures arising not only from
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state and federal enforcement officers, but
within the shop from employers, on the one
hand, and from women workers, on the other.
These pressures will gradually converge upon
the bargaining table and on the resolutions
themselves in new contract provisions, new
norms in grievance handling, and a fresh
approach to policy on protective legislation,

10/

The arguments by union members are.reflected elsewhere., Many
critics see the proposal as a very limited one. An extension of the
Fair‘Labcr Standards Act to all workers is seen by some as a priﬁrity.
Enabling legislation for day-care centers is also a common topic.
Others focus on changing the inequitable social security benefit
system or attacking criminal laws,such as that of Arkansas, which can
fine a woman up to three years for habitual drunkenness or mnarcotics
Qse while men get 30 days.

"The Women's Equality Act of 1971" will be the next attempt at
an equal r:igllts‘ amendment. It is more specific and more ambitious
than previous equal rights amendments., Introduced by Representative
Abner Mikva (D-I11.), it will seek to enlist the Justice Department,
the Department of Health,Education, and Welfare, the Intérnal Revenue
Service and the Social Security Administration in its campaign. Among
its provisions are the application of thé Fair Labor Standards Act to
professional women, the prohibition of sex discrimination in the sale,
rental, or financing of a house, a revision of social security laws
to pay benefits to husbands and widowers of deceased or disabled
women workers, and .the deduction of money used for child care as a

11/
‘business expense.
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Unfinished Business

" The legislation ¢oncerniﬁg sex discrimination has done much
to alleviate the inequalities faced by women, yet much remains to
be done. The legal measures, as previously mentioned, do not
cover all women workers., In some instances, the lowest paid,
least skilled workers are left out, a large proportion of whom are
women. An extension of minimum wage and social legislation would
abaté problems for those workers.

Besides the limited coverage of existing legislation, other
areas perpetuating inequality remain., New legislation is needed.
The varieties of staté protective restrictions require close scru-
tiny. In most cases such measures are outdated; sex is seldom
found to be a bona fide occupational qualification. Abortion reform
is urgent and provisions for maternity leave are needed. The lack
of day-care facilities is a major impediment for women--especially
poor women, Without adequate child-care facilities, mothers cannot
meet conventional working schedules. The impetus for change in these

and other areas can come through legislation; the time is overdue.
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IV
THE UNION RESPONSE

Historic Involvement

" Since the mid-i8003, women activists have fought with and
against labor unions to improve their role in society. The histofy
has been mixed--one of union support and of opposition.
ﬁuch of the early activity was in the textile and apparel
industries. The first major attempt was the Female Society of
Lynn and Vicinity for the Protection and Promotion of Female Industry;
it received strong support from the Men's Cordwainers Union. The
first national trade union was the Daughtérs of St, Crispin in the
late 1850s. 1In 1872, these workers organized a strike against
the "boss étitchers." 2
In other industries, misogynists ruled. The Cigar Workers
petitioned the American Fedefation of Labor to oppose the employment
of machiners--and women| This ill-feéling towards women can be
partly aftributed to management's use of women as strikebreakers against
.the union. The unions representing printing and publishing also had
strong anti-women policies in the early years. In the 1880s women were
admittéd to the union and an equal wage poliéy was adopted--in a reaction
to the growing number of women in the industry who were undermining the
wage of union workers.
The Garment Trades Union is a different story: throughout
history it has attempted to address itself to the women workers and their

special problems. In 1900 the International Ladies Garment Workers Union

w43~
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(ILGWA) was formed. A nine-week strike was led in 1910 which resulted
in a favorable contract for the union; it outlawed subcontracting within
the shop and work in the home. In 1914 the Amalgamated Clothing Workers
of America (ACWA) was formed. Both unions provided language and

education classes for their members.

Unions Today
In discussing the pattern and participation of women and labor
unions today, four areas can be considered: (1) the proportion of
~ women in the work force who are in unions, (2) the concentrations of
women in particular unions, (3) correlations between the extent of
organization and the participation of women workers, and (4) the

representation of women workers among the ranks of union officials.

Union membership as a proportion of all women workers

While increasing in both an absolute and a relative sense, the
number of women workers who are unionized has not kept pace with the
increaging number of women in the total work force. A ten year
comparison (1958-1968) illustrates this: In 1958, women in unions
accounted for 3.1 million, about 18 per cent of total membership;
in 1968, the 3.7 million members were 19.5 per cent of the membership.
Overall, the number of women in the labor force grew from 32.7 per cent
to 37.1 per cent of the total force in the same years. Thus, when the
number of unionized women workers is expressed as a percentage of total
women workers, a decline from 13.8 per cent to 12,5 per cent is shown,

1/

The following table documents these findings:=
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Table 1. Women Civilian Labor Force Participation
and Union Membership (U.S. 1958 - 1968).

Civilian Labor Force 1958 1960 1962 1964 1966 1968

Total (million) 67.6 69,6 60.6 ] A
Women (million) 22,1 23,2 24,0 25.4 27.3 29.2

Union Membership

Total (million) 16.8 16.9 16.4 16.7 17.8 18.8

Women (million) 3.1 3.1 3.1 3.2 3.4 3.7
Women as Percent of

Total Civilian

Labor Force 32.7 33.4 34,0 34,8 36.0 37.1

Women Union Membership
as percent of

(1) All Women in the
Labor Force 13.8 13.3 12,8 12,5 12.6 12.5
(2) Total Union - '
- - - Membership +:-::--18,2 -~ 18,3 -- 18,6~ - 19,1 - - 19,3 - - 19,5 - - - - -~
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. Concentrations of women in particular unions

. A substantial share of the total number of unionized women

workers conéistently come from a small number of unions. About

75 per cent of all women members belonged to 21 unions with more

than 50,000 members'each; The unions included cover a variety of
employment sectors--metals and machinery, clothing, communications,
transportation, service, trade, and government. Except for the
| American Federation of Teaéhers, both blue-collar and white-collar
workers are incorporated, Table 2 offers a more concise

' breakdown:g/

Furthermore, the growth in the number of women members in
recent years has been concentrated., Between 1958 and 1968, the
increase was 600,000; about 50 per cent of this gain was attributed
to oﬁly four unions--Retail Clerks Intefnational Union, Service

Employees Union, United Automobile Workers, and the American Federation of

Government Employees.

Organization and proportion of women workers

An observable inverse relationship can be seen between the
proportion of women workers and the degree of organization of that
industry.

In six industries in which 75 per cent or more

of the workers are organized, women workers

range from a negligible to a relatively small
proportion of total employment. On the other
hand, of five industries in which women make up at
least half of those employed, only two (apparel
and telephone) show a relatively high degree of
organization --between 50 and 75 per cent; in

one (leather), it is between 25 and 50 per cent
and in two (financ7 and services), it is less

than 25 per cent.3
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Table é. Women Members in Unions with 50,000 Women Members
" or More, 1958 and 1968.

I - . P . AN e

L e,

Union Number Percent Number Percent
- ~.0f-. Women: = - »0fr Totals of Women:«~ -ofTotal-
, 1958 Membership 1968 Membership
Total, all unions 3,274,000 18.2 3,940,000 19.5
Total, selected 2,408,000 26.0 2,964,000 26.3
' AFL-CIO ‘ ' . '
Bakery - - 52,300 32
Clothing ' 282,000 75 - -
Communications Workers - 153,200 60 178,800 . 50
Electrical (IVE) 111,300 40 113,500 35
Electrical (IBEW) 225,000 30 269,100 30
Garment, Ladies 332,200 - 75 364,000 80
Government (AFGE) . 24,000 40 97,300 33
Hotel 174,500 40 146,900 32
Machinists ‘ 99,300 10 - -
Meat Cutters 77,200 14 75,000 15
Railway Clerks 41,200 11 56,000 20
Retail, Wholesale 176,900 - 58 - -
Service Employees 52,000 20 128,400 33
State, County - - - -
Steel ‘ - - - -
Teachers ‘ 33,000 65 99,000 60
Textile Workers 78,800 - 40 73,200 40
Unaffiliated: ‘
Automobile Workers 102,700 .10 176,700 12
Teamsters 156,000 11 -

Telephone 54,000 60 51,500 97
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No significant studies can explain this phenomenon. Assertions
that women are less inclined to join unions due to the anticipation
of marriage, their desire for luxury income, or general disinterest.l
in possible union benefits such as security and representation are
unfounded., A recent NLRB study with white-collar workers indicated
that women in these areas did not differ from men in their preference
for union representation.&/ Thus, eﬁidence to assist in explaining
this apparént trade-off between the propértion of women workers and

the extent of organization within the employment sector is not found

" in the literature.

Women as union officials

Women withiﬁ the union framework have not attained'positions
of authority and responsibility that would be implied by their
numbers as union members., Between 1958 and 1968 there has been an
inérease from 32 to 38 women holding elective and appointive offices.
This increase can be attributed to the addition of three positions
in the directory listing of the Bureau of Labor Statistics--legal,
legislative, and public relations activities.

Eﬁen those unions with a large proportion of women workers have
few women officers or officials. In 1968, the Amalgamated Clothing
Workers of America and the International Ladies Garment Workers each
had one woman member on the national executive board. The United
Automobile Workers had one woman on its board.éll One of the last areas
to bebpenetrated is the executive council of the AFL-CIO--an all-male

domain. A look at a list of vice-presidents also reveals an absence
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of female names. The ACWA had one womanvamong its 28 vice-presideﬁts.
None are found in sevéral‘unions with substantial female membership--
the Communications Workers of America, Machinists, and Bakery Workers,
to name a few. There is one woman vice-President in the UAW.Q/

In summary, the following comment seems most apprbpriate:

Thus, although women play a not inconsiderable
role in shop and local unions,they are rarely
found as officers of the international bodies,
the joint boards, and ‘district councils, and
almost never appear on major negotiating teams
or on national executive boards, national staffs,
and among national officers, Moreover, union
structure, with rare exceptions, provides no-
channels for mobilizing women to consider their
special problems and to formulate policy on
them, Even where they are in a majority, women
play the role, and are assigned the status of a
" minority--moreover a minority still in that
state of political self-consciousness wh$7e
"tokenism" suffices to meet its demands.-

Work Issues For Unions
~ Unions can offer much to create a climate of acceptance for

women as participants in the work force and to promote their utili-
zation and development. Involvement can include the encouragement
of caucuses within unions for further discussion and solution of
problems faced by women workers and increased effort to unionize
the many unorganized forces of women workers. Above all, unions
must recognize and address the work issues of the woman workers:

Issues that face women at the work place include

equal opportunity for entering occupations,

seniority rights, pay, promotional opportunities,

and the need for day-care centers. Under legal

‘requirements, unions are required to bargain and

represent all workers covered by an agreement,

regardless of membership, race, or sex. In a
number of instances unions have emphasized the

ikl

I
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policy of equal treatment forvwomen by including
antidiscrimination and equal_pay for equal work
clauses in their agreements.gy .

Recently, major unions have discussed and acted on the special
problems of their women members., The quted Automobile Workers, the
American Federation of Teachers (AFT), and the American Newspaper
.Guild have dealt with a variety of issues at their conveﬁtions,

. including attitudinal bigses and the need for day-care centers. Both
the UAW and the AFT adopted a revision in maternity leave policy and
endorsed the equal rights amendment proposal, urging the AFL-CIO to
change its opposing position. The Amalgamated Clothing Workers of
America have co-sponsored and opened child-care centers.

Innovation and change can come through union effort; much needs
to be studied and improved. Légal coverage needs expansion. Innovation
in recruitment, development, and promotion policies is necessary.
Imaginative scheduling can be a promising development for many
employment sectors. There is a need for continuing education programs,
Adequate day-care centers are desperately required to ease the
difficulties of working mothers. A close examination of protective
laws and contract provisions is needed. |

The union response to these areas has not been a consistent
one, It may be helpful to briefly examine two topics of concern--
day-care centers and the proposed equal rights amendment. A discussion
of these will help to illustrate the varied union involvements in areas
of particular concern to women workers,

Day=~care centers

In the clothing industry, a joint management-union effort to
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sponsor child-care centers has been initiated. The Amalgamated
Clothing Workers in Baltimore and the area employers in the men's
clothing industry have now set up five centers, No federal funds
have been used. $3 million have been spent, with the cost to each
mother being $5 a week.g/

Similar efforts can be seen elsewhere, Tioga Sporfswear in
~Fall River has a center to accommodate 30-40 children; the company
pays $13 per child each week. SEyland Textile Company in North
Carolina has a large enough facility to allow the enrollment of

" other children in addition to those in the company. In Roxbury,
Massachusetts, a center costing $15 a month has been set up through
the Avco Economic Systems Corporation. Union activity has been a
critical factor in the establishment of all these centers.

The examples of adequate child-care centers are few, but the
need for them has been demonstrated, The increase in the number of
working mothers--especially husbandless family heads and those in
poverty groupings=--makes the establishment of such centers neces-
'sary. Day-care centers have recently become a discussion topic

for many unions, but few have actually promoted their development--

with the notable exception of the ACWA,

Equal rights amendment

The controversy surrounding the equal rights amendment is
evident within union circles., George Meany ﬁas voiced opposition on
behalf of the AFL-CIO, Other unions opposing the equal rights
amendment proposal and reaffirming protective legislation for women

include the Hotel and Restaurant Employees Union, the International
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Ladies Garment Workers, the International Union of Electrical Workers,

the Amalgamated Clothing Workers, and others, Those who have gone on

record as supporting the equal rights amendment are most notably the

United Automobile Workers, the Electrical Workers, the Butchers & Meat
Cutteré, and the American Federation of Government Employees.

- The key issue in the conflict is the existence of

_-protective legislation for women. In general, unions seem to be

- taking the view that traditional protective legislation provides

genuine'and desirable protection fdr unorganized women and in so
doiﬁg'sets a convenient floor of standards for organized women. They
seek to preserve long-established and necessary standards and advocate
that the protective labor standards be strengthened; ﬁot removed,
The'problem, as the UAW women point out, is that these protective
restrictions have served le$s to safeguard standards and more to
perpetuate unequal pay. The differential between men's and women's
sélary or income, based solely on productivity, remains substantial.
The equal rights amendment would remove the artificial exclusion of
women from jobs offering more in terms of ability, interest, and pay.
The requirements for jobs would be more honest and fair, For example,
the qualification for a task involving a certain amount of lifting
would be whether or not the individual could do the lifting--not
what the worker's sex happened to be. Unions, as the UAW contends,
must recognize the unfairness and discrimination implicit in protective
restrictions based merely on sex criteria and promote the equal rights

amendment in the interest of fairness for its members.
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An Overview of Union  Response

.Unions have an obligation to represent the women workers--
.to recognize and to act upon work issues which are of particular
_concern to women. That obligation has not been met. The record is
not withbut merit; unions have promoted equal pay and anti-discrimina-
tion measures, But response in most other areas has been weak. Aside
from the recent increase in the number of provisions for maternity
leaves, contract provisions to alleviate and correct work inequalities
facing women workers are rare. Few unions have even begun to consider
the feasibility of day-care ceﬁters and means to establish them.
Only in a few cases--notably the UAW--has the union structure
been flexible enough to provide channels for women to mobilize in
ofder to consider their special problems and needed union action in
regard to them. Even in unions where women amount to a substantial
number, few women are found in'high union pos}tions. National execu-
tive boards, national staffs, and district councils may have none.
In summary, unions have not fully utilized the women workers within
their own framework, and they have npt fully represented and promoted

the interests of women workers in the work place,
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THE MANAGEMENT RESPONSE

Implied in the Women's Liberation movement is more than a call for
equallpayAfor equal Work.( It asks for a recognition of women as human
beings wﬁose aspirations should not be limited by sex, buf by ability.
“Business is assessed by many aé the most flagrant practitiomer of
sex discrimination, |

The issue of roles strikes businessmen. at two levels. First,

" it concerns their attitudes and practices toward those women within
the management level. Second, the issue regards the outlook and
treatment toward the women workers whom they manage. In both cases,
business has been slow to recognize and act on the charges of sex

discrimination raised by women.

Women as Managers

"Yes, we have no discrimination --recent survey: 94 per cent
of companies queried have management training programs 'open' to
women, but only 74 per cent actually have women in these programs.
Yes, we have no ... and on it goes."l/

Discrimination in the professional market is a fact. It is
manifest in three critical areas--choice , remuneration, and advance=-
ment. .The earnings gap has been discussed previously. All levels
of work reflect a substantial differential --even with a Master

of Business Administration (MBA) credential. 'Male MBAs from top

graduate schools, for example, earned $12,000 to $12,500 in 1968,
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$13,000 to $14,000 in 1969 and approximétely $14,000 to $14,500 in
1970; while women MBAs were earning between $1,000 and $3,500 less.
The starting salary gap has been recently narrowing, but the change
is coming quite slowly."zl‘ |

Choice has‘also been limited for women., This discrimination
‘begins in the recruitment process. A survey conducted by the American
- Society for Personnel»Administration and the Bureau of National Affairs
(Bulletin of March 5, 1970) showéd that of the companies conducting
on-campus interviews "only 30 per cent go to women's colleges--as
opposed to 63 per cent that go to menis schools and 97 per cent to
co~-ed institutions."é/

Discriminatory attitudes and practices are prevaient even when
women are -interviewed by corporations. The experience of a recent
woman graduate student of the University of Michigan's School of
Business Administration is not unusual. Although her qualifications
were excellent, she was informed by the representative of a major
midwestern advertising firm that women were not hired for the
"account executive" position, the job in which she was interested.
More often the discrimination is subtle=-such as a woman MBA who
noticed that her resume form had "5'2" - 104 1bs" circled as opposed
to job experience or grade point categories noted by the interviewer
on the forms of the male applicénts.

Once inside the corporation, discrimination continues. It is
especially evident in the slower promotion pattern exﬁerienced by

women. The Harvard Business Review conducted a survey of 2,000

executives-~half o f them men, half of them women. "The survey



57

disclosed what already had been common knowledge: 'There seems to
be overwhelming agreement that only the exceptional, indeed the
overqualified, woman can hope to succeed in management.'"él Another
survey by.the Harvard School of Business found that 41 per cent of
men executives studied had aﬁti-woman attitudes and 6 per cent
believed there should be no women at all in management positions.il
Thus few women are found at the top. They are the exception,
not the rule., Muriel Siebert is the only woman to occupy a seat on
the New York Stock Exchange. The vice-president of Merrill Lynch,

Pierce, Fenner and Smith is Mary Wren. Dorothy Schiff is editor,

publisher, and owner of the New York Post. Alice A. Beech is chair-

" man of the board and chief executive officer of Beech Aircraft.
Bonwit Teller's chairman of the board is Mildred Custin. Other women
are found in top positions such as president of Wells, Rich, Greene,
Inc., treasurer of Electronic Data Systems, board member of General
Foodé, executive vice-president and treasurer of First Wisconsin
Trust Co., and president of Mattel.

A public relations man of a large New York bank offers a comment
on women's attainment of managerial positions. The attitude he supports
is a widely held one:

Even in a once exclusively WASP bank that now
strains to find black and Puerto Rican mana-
gerial people, ... just mention women in
management and you get a chuckle or extreme
hostility. The idea of a woman in the board

room or the executive suit?, that will be the
most difficult to change.g
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Before more women will be found in top management and execu-
tive positions, more must be moved into other managerial levels and
the channels of promotion must be opened up., Most companies have
been unwilling to invest time or tuition for management training
for women on the traditional excuse that women will leave for
marriage or motherhood. Women will also find it difficult to contend
with internal resentment by male competitors for the executive
positions, a feeling often surpassing similar feelings about race.

. Not only is the attainment of high-level positions resented, but
also the competitive means itself is not thought to be virtuous for
women; women are encouraged to compete for men, but never with them.

Furthermore, as the experience of the blacks has shown, the
corridor to the executive suite is "booby-trapped" with subtle social
pressures, not easily dismantled by legislation or public relationms.
Multitudes of prestigious business clubs put women on a second-class
footing with special entrances and limited access to dining rooms and
functions where a professional woman could meet colleagues and clients.

"If I ever thought I'd want to join the women's
liberation," said Mary Wren , the first and now
the only female vice-president of Merrill Lynch, Pierce,
Fenner & Smith, "it was the time I went to the
Sky Club and had to go through a separate entrance.
I was never really bothered by the downtown men's
clubs, although I never liked to be left out of a
meeting from a prof97siona1 standpoint, but this
was an uptown club,- '
Whites only, men only; such conventions of exclusion damage human
ﬁerformance and inspire deep insecurity and alienation..

In assessing the factors militating against the financial and

personal success of many talented women in the business community,



. Susan Brownmiller, journalist and member of the New York Radical
Feminists, adds an important qualification to the incorporation of
women within the corporate structure:

One consideration that the women's movement is
not asking, please note, is the establishment of
- special remedial training programs for the female
sex similar to the rash of guilt-inspired programs
set up by corporations for minority group members
~and the hardcore unemployed. Our situation is
different from the black experience in this
regard., Unlike blacks, white women have not been
denied an equal education, except at the voca-
tional school level (and we intend to work on

that)., We have merely been denied the opportunity

to pgﬁ our acquired skills and knowledge to good

use .~

Management and Women Workers

"With the ever increasing influx of women into business
and industry, many supervisors are running scared."g/ So begins
a pamphlet written for managers who manage female workbforces.

It is published by the Bureau of Business Practices and is to
aid managers (obviously male) in uﬁderstanding and relating to
the particular problems of.women workers.,

The pamphlet begins with an. analysis. of: ""How much different
are women?" One is informed that women "don't take kindly to
criticism," "make more demands than men," 'talk more than men,"

"are temperamental," and experience more absenteeism. Furthermore,
"lsn't it reasonable to expect women to present an unusual disci-
plinary situation? Because it is true that many working women don't
really have to work ...."

Recognizing these factors, the Bureau of Business Practices

offers a list of "special considerations": (1) It is advisable to
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keep in mind that women afe more interested in people than in abstract
ideas. (2) Don't assign heavy muscle work to women. (3) In discipline
-situations, remember that any hint of favoritism can trigger jealousy
. among the women workers, (4) Since women are not self-suﬁportive,
expect more absenteeism; theréfore, make the attendance policy clear.

It is hoped that the Bureau of Business Practices had not had the
final WOrd; by now it should be obvious that their analysis is
iﬁvalid. The pamphlet perpetuates all the myths about women workers
--myths that maintain a system of inequities. Women, as previously
demonstrated, work out of econﬁmic need, Their rates of absenteeism
and turnover are similar to those of men. The pamphlet's advice that
jobs involving lifting certain weights be closed to women is of
qﬁestionable legality. This example of paternalism and chauvinism
promotes the retention of women in lower-paying, lower-skilled jobs
~=an unreélistic and discriminatory situation which can eventually
lead to greate£ worker dissatisfaction,

As éuggvated before, the attitudes and practices encouraged
by such»pdblications are prevalent. Perhaps new pamphlets will be
devised to assess the real socioeco nomic problems and offer innova-
tive advice. The facts must be publicized to break down the myths,
Suggestions of real substance must be brought forward--such as
innovation in hours and scheduling, day-care centers, and programs
of worker development and training. |

| A Challenge to Change
Though pérhaps'temporarily discouraged by the record of business,

women are gaining confidence and determination as they shape their roles,
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Recently, Robert Townsend added a new chapter to his already well-known

book, Up the Organization, "How to Get the President's Job: Guerilla

Guide for Wérking Woﬁen" encourages and reflects upon the increased
efforts for self-determination. A favorite: '"Take into consideration
that good jobs are scarce and men are a dime a dozen."lg/

The challenge to business is clear. There is a choice between
accep;ing and encouraging such individual development or attémpting
to operate under the narrow, biased view reflected in the Bureau
of Business Practices communication. The challenge to management now
is to determine how it can looéen up its male-centered organization
in order to permit the development and participation of other personms

in our society who wish to contribute to and be rewarded by

managerial careers.
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VI
VIEWPOINT: WOMANPOWER

FUTURE ACTION CONSIDERATIONS

. Having examined the causes and conditions of inequality faced
by women in job advancemént, remuneration, and choice, we can see certain
changes are essential. All sectors will be involved in correct-
ing the artificial barriers faced by women.

- A variety of innovative measures are required and legal altera-
tions are needed. Programs of continuing education and schedules
with greater flexibility may be devised. Day-care centers must be in-
creased. In many aspects, unions and management can be active initia-

tors of change; in others, willing contributors and advocates.

Iegal changes
Passage of the equal rights amendment is urged as soon as possible,
It would give women fuller status as citizens. Tﬁe equél rights amend-
ment would remove the sex qualification in present state lawé, allowing
the obtimal placement of workers according to realistic qualifications.
Fufthen it would remedy existing inequalities in certain state laws
such as those regarding marriage, guardianship, dependents, property
ownership, independent business ownership, dower rights, and domicile,
bther legislation is also needed. Changes in the social security

provisions are necessary to allow benefits for widowers and husbands

of disabled women workers, like those now given to widows and wives. (In

1970, wives contributed 40 per centor more to the family income in the

25.6 per cent of the families with the wife working along with the husband.)L/

w3
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An expansion of minimum wage and social legislation to other employment
sectors and laws establishing a woman's right to abortion are also

needed.

Education, training, scheduling

The opportunities for productive changes in the areas of train-
ing and development as well as scheduling are numerous. The opening
up of training programs, in itself, will be a positive step to benefit
industry and women. Programs of continuing education such as the
Minnesota Plan can assist in counseling women who must leave the work
force for a period of time.

A recent book, 4 Days, 40 Hours, edited by Riva Poor, explores

the experiences of companies which have tried the 4-40 or some varia-

tion., Productivity, profit levels, overtime, salary changes, absenteeism,
and other indices of efficiency are presented, Overall results indicate the
desirability of a shorter work week. Such flexibility in the considera-
-tion of work schedules may prove valuable for management és.well asb

its WOfkers.

Proposed in some sectors are schedules involving shorter working
hours for both men and women. A "newtime" proposal by author Marya Mannes
promotes 9-3:15 jobs. She believes such scheduling will result in a
30 per cent savings in salary without sacrificing any professional qualifications%
At the present time, a personnel agency in New York City, "Newtime,"
is pioneering this alternative to the forty-hour workweek. Joan Baeder
'and\Ina Torton set up Baeder and Torton Newtime, Inc., to specialize
in placement for the "25-hour" individual. Newtime is successfully

solving a dual purpose-~-in troducing business to an untapped market
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and creating new kinds of flexible jobs to fit better individual

3
needs.—/

Child~-care centers

Obviously some of the employment difficulties
of women--lack of seniority and work experience,
inadequate skills and vocational commitment,
and job choice--2 re closely related to the
work patterns imposed by family responsibili-
ties. A woman may be able to choose a pattern
that accommodates her duties, but the choice
is determined frequently by the arrangements
she is able to make for child care.
The need for adequate child-care centers is obvious. There
are expanding numbers of mothers entering the work force each year,
Sociological studies increasingly indicate that the children of working
mothers benefit from the mother's outside job, psychologically as well
as eéonomically. Child-care facilities are uncommon in the United States
and this lack is a major impediment for women=--espe cially poor'women--
seeking job training or employment.
A study made in February, 1965 by the Women's Bureau and the

Children's Bureau (HEW) is most revealing. The 6.1 million mothers

surveyed had 12.3 million children under fourteen.years of age, of whom

- 3.8 million were under six years. During the work hours of the mother,

46 per:cent of the children were cared for in their homes. For 28 per
cent, the mother looked after the child while at work or worked only
during the child's school hours. 18 per cent of the 12.3 million children .

were cared for away from home; however, only 2 per cent were in group

care, such as day-care centers, nursery schools, and after-school centers.

A significant 8 ‘perf cent looked after themselves.i/
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The findings emphasize the need for adequate child-care centers.

Too many children--particularly preschool children--were in
9
questionable care while the mother worked. The rarest arrangement was
the center: in 1962, there were 185,000 licensed facilities; in 1967,
350,000, Where facilities exist, the cost is prohibitive for many.
A1l sectors--labor, private, and publicQ-ca n be involved

in various programs to implement cegters for the benefit of the entire
community. Empioyers, labor unions, and joint organizations can
receive financial assistance for such facilities from the Bureau of
Work Training (BWTP) under the Manpower Administration. Congress can
expand programs in this érea and allow increased income tax deductions
for child-care expenses. Efforts at all levels are required to increase

the number of centefé and reduce the cost of obtaining their service

for the working mother,

In the Interest of All
Such changes—-lé g al reform, child care facilities, continuing
education, new work schedules--will benefit all individuals., Women
will be the primary benefactors since they will be free to determine
their own lives. Men will realjze greater options as profeésions loée
existing sex stereotypes and as the economic burden of "breadwinner” is

reduced. For business and union sectors, the change in attitudes and

- practices holds the promise of optimal utilization and development of

human resources. Work will be matched better with individual interest
and abiiity and can be expected to be more productive.
Changes involving politics, economics, and sex roles are feared

by many. Beliefs and behavior will be closely examined. The
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promise is a nation where men and women won't reverse roles but will
be fully free to choose according to individual talents and preferences.

In an economic system based on merit, we all win,
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THE FEMALE BLUE-COLLAR WORKER:
HER WORKING CONDITIONS, UNION MEMBERSHIP,
- AND SPECTAL PROBLEMS

AN INTERNATIONAL SURVIY

Gertrude Casselman



Introduction

v Purpose

This paper is the result of an attempt‘to analyze and compare
the situations of female blue-collar ﬁorkers in various countries.
Although historical, geographical, cultural, and economic factors
cause these situations to differ from country to country, it is
possible to créate models representing those characteristics of a

group of countries which are similar, At the same time, deviations

. from the models which appear to be unique and of particular interest

are also discussed,

Limitations

, Emphasis will be placed upon those matters pertinent to lower-
and lower middle-class workers. Women in some white-collar jobs
are included, however, since in many cases their,job-connected economic
and social problems are similar to those‘of female industrial
en.loyees. Problems of professional women, although they certainly
exist, will not be discussed.

In the discussion of the "working conditions" of lower-class

women workers, a very broad definition of the term has been employed.

The conditions of employment involve influences which reach far beyond

the factory walls. These influences include prevailing social attitudes,

'governmental pressure through legislation, and historical events, all

of which help to determine whether a woman works, in what type of job

she works, and so on.

w-Tlym



Aithough union membership levels and activities in various
countries will be noted, there is a scarcity of literature in this
area, partly because union membership among women is low and
because in most countries little stress is put on getting women to

join or become active in the union.

I.
Industrialized Countries--High Participation

This section deals with those countries in which female workers
represent at least one-third of the total work force. Since working
conditions in the United States are being dealt with separately, they

have been omitted from this section of the paper.

\

French Model

The French model  describes condifions similar to those found
in Austria, Canada, Denmark, Germany, Sweden,énd the United Kingdom,
As indicated in the charts in the Appendix, the women in these countries
constitute one-third or more of thé work force. The highest level
is in Austria where over 41.3 per cent of the work force (as of 1961)
was female (Klein, 1965). In most countries, the majority of these
women are married, and many of them work part-time. The percentage
of working mothers with small children is low; however, the number
of ﬁarried women over 45, whose children presumably are grown, is
quite large and is increasing.

Most of the blue-collar, or lower-middle-class women are
concentrated in textile and clothing industries, domestic service,
packaging plants, retail sales, and other occupations which require

dexterity and quickness rather than physical strength.



In France there are also many women who manage their own

- businesses, but this is highly unusual in other countries. Most

women work in unskilled or semiskilled posifions, partly because

they haQe less formal education and also because on-the-job

training and apprenticeships are not readily available or are not
considered proper fields for women. In the United Kingdoﬁ, for example, in
the engineering and electric sector (which includes most manufacturing)

13,300 women out of 357,640 employed are skilled, compared to 589,038

skilled men in this area (Seear, 1968). In 1968, there were 5,400 girls

in British apprenticeships versus 271,650 boys. In Austria, 57 per
cent of the boys leaving school received vocational training as
compared with 33 per cent of the girls.,

The result is that the average salaries of women in these countries
are about 70 to 80 per cent of men's salaries, The highest is in France,
where women's salaries average about 85 per cent of men's, In Britain
in 1969, half of all women éarned less than five shillings (50¢) an
hour (Economist, 6-14-69)., The differential pay system is entrenched
in British business procedure, although the principle of equal pay
has been supported by the government, In some Commonwealth countries
the official minimum wage for women has been set at a certain fractionA
of that for men (e.g., Australia, .75). In all of the French model
countries the principle of equal pay has been supported in law, if
not in practice. In Belgium, West Germany, and France, the government
has ﬁasséd laws to the effect that contracts including differential pay
scales by sex cannot be extended. It is hoped that this‘will indirectly

help to eliminate the differentials.
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Aléo included in legislation in all of these countries, except
Britain, is a specific period of maternity  leave du?ing
which the woman is often provided with é'portion of her former salary
(by either the govermment insurance program or her ex-employer).
Lea%es usually extend from about sixvto eight weeks pridr to childbirth
until six to eight weeks afterward. West Gé:many's laws are the most
liberal in this area: they'include-the provision that a woman's
position cannot be permanently filled by another person if she returns
within four months after childbirth. These benefits'are often quite

costly to the employer and have been cited as one reason employers

- may be hesitant to hire large numbers of women.

Union activities on behalf of women in the French model countries
have been greater than in the U.S., but here also the stress is on
protection through.legislation. Special clauses in contracts to ensure
the safety and well-being of mﬁthers are much more common in these
countries than in the U.S. In France, for instance, some collective
agreements allow women two to twelve months' unpaid leave to care for
sick'family members, Most collective agreements ¢ontaining special
provisions for women extend government-granted maternity leaves for
periods of up to one year, though usually without pay (Klein,v1965).

The proportion of women in unions in”fhese countries is about
20 to 25 per cent,which is about the highest in the non-Communist

world. With the exception of Sweden, union activities to educate women
and integrate them into the work environment have been slight, although

individual leaders in many unions are becoming aware of the potential

 for improvement in this sector.
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Unique practices and conditions

. The reasons for high participation levels in these countries are
unique in each case.  In England, for example, participation of women
in industry has a long history, beginning in the earliest stages of
the textile induspry. Spinning and wéaving were traditional female
occupations, and when the Industrial Revolution mechanized these
‘activities, the women were brought into the factory. World War II
also brought many women into the workplacé for the first time in

both England and Germany. After the war, many widows and unmarried

" women were forced to take over jobs which had formerly gone to men.

In Germany, in additiﬁn to member;hip in uﬁions,’women‘have also
established other organizations to lobby for themselves,.such as the
National Council of Women and the the Housewives' Association. There
are a total of eighty such organizations, claiming a membership of

over six million (Labouc Gazette, 68, p. 220). In Sweden, a

women's council was established within the Swedish
Confederation of [rade Unions, consisting of 11 members
who represent ur..ons with many women members....Supporting
this council at'the local level are some 175 women's
committees set up within local trades councils. In coopera-
tion with the national council, these women's committees
arrange cour:t:s and meetings in order to encourage women to
participate n union affairs,

(Swedish Conference of Trade Unions, 1961)

II
Intustrialized Countries--Low Participation
| - Dutch Model
Women in the Dutch model countries (the Netherlands, Switzerland, and

~ Norway) do not work except under unusual circumstances.
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Social attitudes do not condone work for ﬁomen except during the brief
period between graduation from school and mérriage. For example, in
1960,‘on1y 4.7 per cent of the married women in the Netherlands worked.
A survey in 1962 indicated that even given ideal working conditions
only 20 per cent would consider Workingﬁ

In most industrialized countries included in the French model,
,parficipation rates show two "peaks'"--from graduation to marriage and
~again after the children are in school. In Switzerland, there is no
second peak--the participation rate declines steadily with increase
" in age. 1In 1960, 16 per cent of married Swiss women were employed.
Two factors which help to account for this low participation rate are:
(1) The schedule of working hours in these countries, thch frequently
include a long mid-day break, méans that a married woman comes home '
late in the day and has to work into thg night to finish housework,
(2) The cultural standards for neatﬁess make housekeeping more of a
" full-time job in these countries. The following table gives average workweeks

for working women in Zurich. (Klein, 1965)

Average Workweeks For Women in Zurich

} No. of At Work At Home Total
Number of Children Women Hours Minutes Hours Hours Minutes

0 \ 96 48 40 24 72 40

1. - 334 46 30 38 84 30

2 168 46 10 33 79 10

3 or more 51 46 45 34 80 45

Total (Mean) 649 46 45 29 75 45

In addition, the country's neutrality during both world wars prevented
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that forced influx of women inté the labor market which was a main
impetus to breaking down traditional values in other European countries
(Janjic, 1967).

Another reason for not working in these countries is that pay
differentials are even wider than in the French model countries: women
often receive only 50 to 55 per cent of men's salaries for the same

work, Legislation for equal pay is either totally lacking (as in

Norway) or not enforced. Im 1951 Swiss federal 1egisla£ofs refused

to pass equal pay legislation because "numerous branches of the economy

" would be burdened and their capacity to compete in world markets

severely handicapped.," (Janjic, 1967, p. 309.)
Needless to say, female participation in trade unions in the
Dutch model countries is small, and little effort has been made to

increase female membership.

Italian Model

Greece, Spain, Mexico, and industrialized South and Central
American countries are included in fhe Italian model. Female partici-
pation in industry in Italy has been falling steadily since World War II,
although increases in other sectors (especially clerical) have kept the
percentage of women working above the 25 per cent mark, ‘Other couﬁtries
of this type also haVe'participation rates whiéh are inflated because
they include women who work on crafts in their.homes.

There are three basic reasons for the low participation rates in
these countries: (1) limited industrializatibn, (2) a chronic oversupply

of labor, and (3) ideological factors, such as religion and politics.



Generally, women come into industry when machi" s.replace manual-

With limited industrialization, phlsic”r 'r”still plays a

kpart n many industr1a1 activ1t1es and women‘ar 58§ able to occupy

hese jobs. With a chronlcﬁglut of labor, companies are‘organlzed on
‘,he basis of 1ow capital investment and a large requirement for 1abor,

,whl hgls a cheap resource. When wages ‘are low, "women s employment

ndoes not entail sufficient flnancial advantage to offset ‘the economic

'.;nfcial cost to the family (Archibugi, 1960, p.‘2933

Flnally, the Roman Catholic and Orthodox churches, as well as

hefright leaning governments of some of - these co L "es, have been strongly

conservative forces militating against employment of Women*

Catholic social doctrine was erected as a bulwark for the

- defense of a craft and corporative. society against the impact
~of an encroaching industrial and wage-earning society
-(Archibugi, p. 301)

Doctr1ne is phrased, however, in moral and rellgious%terms.‘ Two

,ﬁents by Pope Leo XIII 1llustrate the Catholic viewpoint" "Woman

7isﬂby nature fitted for home work...." "It is feared that economlc

\jind;pendence and the atmosphere of the workplacetwiwl have an effect

'”l;on the moral religious, cultural and civil behavior of women
-(Archibugi, p. 302) |

: Italy has a fairly liberal government at the nresent time, but
,influences of the Fascist regime, 1nclud1ng its negativa att1tude toward
‘worklng women, are still in evidence. One author feels that "the long
eclipse of radlcalism, virtually from 1911 ‘to the present day, is the
eihistorical reason for the still rather inhiblted role of Itallan
j;womanhoodr (Economist 10 14 67, p. 142)  Part of the ideolog1ca1
‘idoctrlnes of fascism required the increaSe of- the native pOpulation

"’for political ends ;
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" 'The population policy of the Fascist regime ..helped to
. ‘create a general climate which was more hostile to the
' employment of women. than in any other Western”industrial ‘
f@country.,(Archibugi P 305) - ,

’fThe protectionist attitude toward women whieh, rose from the

uhjh and conservative government influences resulted in 1egislation
these countries which also 1imits the number of WOmen who work*
»uﬁ...few countries are as ovarloaded as Italy W1th enactments
‘on the employment of women, and it is now one of the countries

in which female labour involves the highest extra costs,
(Archibugi, P. 299)

'fonigue practices and conditions

The Church and the government are very powerful forces in Spain,

'”yet women in this country seem to have worked out systems which is
jmore beneficial to them than in other countries of the Italian model.

fffThé;Spanish equivalent of the feminist movement (called the seccion de

-t

ﬁ‘mmuJeres--"women s section") is organized to (1) teach Job and
,;handicraft skills to women, (2) sell handicraft products ‘through their

,;own cooperatives, and (3) promote reform legislation regarding women,

In Spain, all factbries employing women are required by law to

ftmaintain day nurseries staffed by public health nurses, the cost of

which is divided between the manufacturer and the state.* Here again,

Lﬂhowever,,high indirect labor costs‘for women employees have served to

”restrict‘their entrance intothelabor‘market. .thjﬁ

The turnover problem in the area of domestic service has caused

an:interesting employment 31tuation. Since 1959 a female domestic
” *ﬁfyhservant who has been dismissed may live without expense in a reSidence
e aprovided for such cases by the servants' union until she finds another

”3fposition.

’ *Similar but less stringent regulations exist in a few countries,

flbut in most, provision of day care by the employer is on a voluntary basis.
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Industrialized Countries--Full Participation
Russian Model

The Russian model consists of the Communist-bloc countries
where communist idéology refutes the traditional "tyranny'" of man
over woman by the claim of absolute equality of the sexes: '"Labour
equality has been literally interpreted: There is no job women are
not expected to handle. Women perform any job and take any
responsibility, no matter hoﬁ,hard...." (Emphasis in the original,
Internationa} Confedefation of Free Trade Unions, 1956) Nearly
50 per cent of the work force is female (49.4 per cent in 1959: see
Dodge), leaving a very small percentage of women who do not work.

Women's jobs cover nearly. the entire gamut of occupations.
Legislation prohibits underground mining work, yet the use of women
in mines continues., Justice William Douglas of the U.S. Shpreme Court
wrote the following during a trip to Russia:

I saw women digging ditches, loading freight cars with rocks,
shoveling dirt at the hydroelectric dam on the Ob River, laying
concrete, using welding torches, pouring molten metal, operating
overhead cranes in Siberian factories, cleaning streets, driving
trucks, operating streetcars, unloading baggage and express,
serving as switchmen, flagmen, and porters on trains, and

doing every conceivable kind of work in meatpacking plants.
(Douglas, Russian Journey, 1956, in Dodge)

The government provides maternity benefits which amount to

about two-thirds of normal pay while off work and also pays all medical

~ expenses, After that, however, the woman is usually on her own for

child care. As of 1962, only 22 per cent of nursery-aged children
(infants up to three years of age) and 16 to 25 per cent of those

children three to six years of age could be cared for within the capacity

-83-
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of public day-care centers. This is a result of the government's

decision to stress economic improvement at the price of certain social
benefits. "The regime chose to ... provide only the minimum

(child-care facilities, cafeterias, etc.) to keep a large proportion

of women in the labor force. As a result, most Soviet women continue

to carry heavy domestic burdens in addition to their work responsibilities)'
(Dodge, 1966, p. 3)

Although in 1960 Russian writers were predicting a 30 to 35
hour Workweek‘by 1968 (Tatarinova & Korshunova, 1960), the vast
majority of Russian women continue to work extremely long hours in
monotonous, physically-tiring jobs: ".,.the bulk of Soviet women are
employed in relatively unskiiled work. The largest single group of
women (in 1966) is to be found in unskilled field work in agriculture!'
(Dodge, p. 3

The USSR has béen able to maintain its high female employment
rate only with great effort:

From its earliest days of power; the Coﬁmunist party has
considered the integration of women into the economy of (its)
republics, especially intq industry, as one of its most
important tasks....The main weapons in this struggle have
been propaganda, agitation, education, and law. (Dodge, pp. 52-3)

Greatest success in employing women has been among middle and upper-class
women and younger women of all classes, The most resistance has been
encountered iﬁ the Moslem districts along the southern border of Ruséia.

As the participation statistics indicate, the government has
thus far beén fairly successful in keeping women at work. Social pressure

has been one of the major factors in keeping them there. Women with

small children have resisted to some degree, but "the Soviet Union has
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succeeded in creating an atmosphere in which a woman feels

apologetic if she does not work) (Dodge, p. 53)

Unique prgctices and conditions
To the degree that pressﬁre for economic development is high,
women in the various Communist countries find themselves obligated
to work. Thus,in China women who do not work, whether married or not,
are rare, In East Germany Ehe participétion rate of women workers
in 1966 was 46.7 per cent, more than 10 per cent highgr than
the rate for West German women, FEast German women were also found
in many heavy, rough jobs which West German women are forbidden by

statute from performing.(Economist, 12-24-66; Labour Gazette, 1967,

P. 299)

In Yugoslavia, although there is a good deal of stress on
economic improvement, government pressure is soﬁewhat lessened as
far as the type of work is concerned. Yugoslavian women are
permitted to request a shift to part-time work if they are pregnant
or feel they cannot handle full-time work.(Klein, 1965) Also,
-services such as laundry, dry cleaning, dressmaking, and clothing
. repair shops are provided for wo;king women in order to lessen their
domestié burden.(Klein, 1965)*

Greater deviations from the party line are found in the Moslem
republics of the USSR, as mentioned previously, Moslem religious laws

do not permit young, single women to come into contact with men. Where
these laws are still followed "women tend to marry early, stay in the

home, and have more children than women in other cultural environments!

*Similar services are provided for female union members in France
through union cooperatives,
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(Dodge, p. 42) The government's efforts to combat these traditions
have met with moderate success, and the current policy seems to be to
try to sway the young women but ignore those older women who appear to

be set in their ways,

JAY
Less Industrialized Countries
High Participation: Japan

~ Japan could be included with the more industrialized countries
. except that many of its current problems are a result of an extremely
rapid changeovef from an agricultural-crafts economy, and in this
respect it is much more similar to Africa and to other Asian nations
than to Western Europe. Until World War II, Japan's factories
includéd dormitory facilifies where workers ate and slépt while not
on the job. Recruiters were sent by the factory owners to rural
areas where they told highly imaginative stories to the naive
‘fémilies of young girls., If the girl expressed willingness té go
(if she had any choice about if), her parents were paid a fairly large
amount of money as her "wages." By the time the girl discovered what
conditions were really like--long hours, poor food, primitive and unwhole-
some living conditions~-her pérents had usually spent the money received
and she wés forced to stay on qntil the debt had been repaid.(Matsuoka,
1931) Efforts had been made since 1911 to improve these conditions,
butvtypically, the law and the practice were quite different.

| By thé end of World War II,vsuch practices were very infrequent

although wages continued to be very low. As of 1960, women constituted
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40.5 per cent of the total work force, nearly half of these women being
"family workers," i.e., farm wives or wives of shop owners. A
reflection of Japan's phenomenal economic growth is seen in its

female employment statistics: From 1947 to 1955, the number of
employed women rose from 2.5 to 4,7 million, and by 1960, to 7

million. Most women work in textiles, food packaging, and electrpnic

equipment -companies. In the years 1955-60, the number of women employed

‘assembling telephone equipment alone rose 24.6 per cent,(Int. Labour

Rev., 1962, p. 32)

Generally, tight labor markets help raise the wages of ﬁomen,
but in Japén in 1960, women's wages were-approximately 42,5 per cent of
men‘s. A disproportionate number of women tend to be in unskilled
jobs, but a more important reason- for the wage differential is that
rates are based largely on 1ength.of service and education. Since
women often leave work after marriage, their length of service is shorter.
Also, education is an expensive commodity in Japan and prevailing social
values do not emphasize the woman's need for education.

Maternity benefits include insurance coverage during the allowed
leave period (84 days) and up to 60 per cent of the former wage. There
is no legal requirement for the paymentvof wages ﬁo women on leave,

but the labor market is such that in 1960 37.6 pér cent of the women on

. maternity leaves did receive full pay from employers, (Ibid, p, 36.)

Women constitute 26 per cent of trade union membership, a level
comparable to that of industrialized European countries. However, women
do not represent a majority of the members in most unions.

Recently some action has been taken to help the middle-aged
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Japanese woman find employment. Many of these women have been brought
7

up with the more traditional Japanese values, and the adjustment to the

work environment is often difficult,

Low Participation: Pakistani Model

The Pakistani model includes all Moslem countries, India, most of
Asia, Africa and Latin America.

Low participation rates in these countries do not mean that most
women are engaged only in housework. Agriculture is still the full-time;

occupation of most people, and women carry a good deal of this burden.

However, in industrial areas women, though generally poor, do not

~work in industry. The reasons for this are many, but the chief reasons

are; (1) religious laws frown on females' working, except in égriculture,
and (2) the primitive divisioﬁ of labor is still strictly followed.
Without labor-saﬁing devices such as washing machines, electric ovens,
and vacuum cleaners, housework and child care require a good deal

more time,

Reiigious‘influence is an additional restriction for women in
these countries. The Moslem influence noted‘earlier in the section
on Russia is found also in Pakistan. '"Current literature (1968)...
éuggests that religious and éultural values in Moslem countries not
only 1imit female labor-force participation now, but may continue to
do so throughout the process of development! (Bean, p. 393) As the
listing in the Appendix shows; female participation in thé strongly
Islamic countries of Pakistan and Egypt (6.8 per cent and 3.8 per

cent, respectively) is among the lowest in the world.

>
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Government practices and policies tend to reinforce these
religious values in Moslem countries and, as indicated above, little
change may be expected here. The most hopeful sign is that some
factors which previously hindered women in Moslem countries are now
helping them. Sex-segregated schopls require large numbers of female
teachers, and the fact that only female doctors are allowed to treat
female patients has led to %he practice of reserving 10'per cent of the

medical school openings for women,(Bean, 1968)

Unique practices and conditions

.Although the absolute number of women employed in Indian factories
has beenvincreaéing, the relative percentage has been declining for
- many years. Whereas women constituted 6 per cent of the nonagri-
cultural work force in 1901, in 1951 this was reduced to 2.8\per cent.
Several reasons account for tﬁis decline: (Giri, 1969) (1) Much of the
wofk that women ﬁsed to do by hand is now performed by men operating
‘machines; (2) women used to be employed in mines, but legislation has
forbidden this practice; (3) equal pay legislation has reduced the
ﬁumber of female workers employers can afford to hire; and (4) the
rising wéges of males have enabled women who generally are not
interested in working to remain at home. In India, as in other
countries where social legislation has been passed to give women equal
pay, ﬁaternity benefits, etc., employers have frequently stated that'
the ultimate result of these efforts to help women have cost many of
them their jobs.

In India, as in other Mos;em countries, widows and married women

form the vast majority of female workers since eustom forbids the
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employment of unmarried women. This is a distinct contrast to the
practice in Westerh countries where ‘generally more than half of all
unmarried women are employed.

Latin American countries, as mentioned above, usually employ
women in agriculture and home crafts. The largest group of employed
women are those in domestic service. The large number of available
workers keeps wages low, and such practices as firing a woman who
becomes pregnant (to avoid paying maternity benefits) do occur, though
this practice is illegal.

Nearly all Latin American countries include eqﬁal pay clauses in

their constitutions; women of these countries have less access to formal

~schooling and on-the-job training and therefore are concentrated in

the unskilled job classifications.

African women probably suffer from more forms of discrimination
and repression than any other jroup., The Western European and American
woman is extremely liberated ¢ mpared to her African sisters who still
are subject to tribal laws. In many cases, she does not have any choice
even with regard to who shall be her marriage partner and, until recently,
polygamous marriage practices served as an excuse for slavery, i.e., one
husband with 200 to 500 wive..

After these countries became introduced to Western ways, some
practices like these died (ut, but many were allowed to remain. '"*Respect
for custom' has served ac an excuse for a great deal of lazy indifference"
(LaFaucheux, p. 17)--and 1as also enabled managers to reap certain economic
benefits. However, moct recently formed independent African governments

have adopted equal pay, nonrdiscriminatory policies--a step in the right
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direction. Yet women are still found in the least desirable (by

" their own standards) jobs. Apparently this is a universal practice.
In Europe, domestic employment is demeaning and consequently only
women can be persuaded to accept it. In Africa, on the other hand;
jobs as domestic servants are higher paying and more secure than
most alternatives, and therefore these jobs are generally taken by‘
men.

Some women are employed in small industries, and experience has
indicated that women under thirty are better able to adapt to handling
machinery and general factory conditions than are women who have
lived for longer periods under primitivé conditions. It is also felt
that in many cases female workers are more conscientious and dependable
than male workers because of their greater responsibility for. their
childrgn.

There are exceptions to the "women at the bottom" principle in
Africa. Among certain tribes, entrepreneurial behavior in women is
acceptable, and women from these villages retail the textiles they
produce. . They have formed themselves into powerful "associations
according to their particular interests and are real powers in politics
(to such a point that there are governments which do not dare to claim
the income tax justified by the size of their turnover)! (LaFaucheux,
p. 21y

Protective legislation was instituted in most African countries
while they were European colonies, but it is sometimes of dubious benefit,
The ban on night work, a carryover from Western practice, is not

nearly as important in the tropics as a ban on work during the hottest
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hours near noon. Maternity benefits, while good in theory, are often
paid to persons other than the mother who spend it on activities not

designed for the child's benefit,

v
International Issues
A common question asked is, "Why have women waited so long to
compléin about supposed discrimination in pay, promotidn, and other

job-related areas?" One investigator supplies the following anmswer:
) Custom and the expectations of one's social group are
powerful forces. In other spheres of life, as the crime
figures show, women do seem more inclined than men to accept
and to conform to established social norms, and if at work
they are expected to fill the least skilled, least well paid
and least responsible jobs, then many of them no doubt mnever
"challenge the assumptions on which this position is based,
accepting it, if scarcely with enthusiasm, yet certainly
‘without protest. This conformist attitude is no doubt
reinforced by the near certainty of marriage after a few
~years of employment, and also perhaps by the widely-held belief
that men are not attracted to women with serious work
ambitions. (Seear, p. 12)

-

Recent surveys in Britain have made it very clear just how
widespread the practice 0f differential wage payment actually is, and
public opinion finally seems to be altering in favor of adjusting
wage scales more equitably. A recent article in the British weekly
Economist included the following statement: "The Labour Party
manifesto for 1964 contained the principle of equal pay for equal work.
Of course, no one can quite agree on the meaning of the phrase, but
even on the most limited definition, the Government has done next to
nothing to fulfill that ambition! (Economist, 6-14-69, p. 16) Of

course with the conservative party now in power this drive for equal
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wages may be stalled again.

Some of the arguments against equal.wages for women contend:

(1) Since women are physically barred from handling some jobs, their
range of abilities is narrower, and hence, worth less to an employer,
(2).Equa1 pay would be inflationary, and if unilaterally accepted,
would weaken a nation's trade position by raising the cost of goods
exported. (3) Women are more short~term oriented: they often work only
until a specific sum is earnmed (or until they become pregnant) and then
quit, leaving the employer to fill the vacancy. The wage differential
is thus thought of as a price all women pay for their lower reliability
as a group. (4) Women ére generally not supporting a family, and thus
lower wages for them are not a hardship since they do not need the
money fof the necessities of life.

All of these arguments have validity to a greater or lesser
degree. However, a statement by two women psychologists at the
University of Michigan gives the most objective representation of the
problem and its possible solution:

We feel that the possibility of equal pay and equal
opportunity will not exist (for women) until such time. as

women are relieved of the sole responsibility for their

traditional tasks, because those responsibilities preclude

‘equal commitment to work....Non-radical women's organizations

which call for equal pay and promotion without demanding

radical reform of the traditional role responsibilities delude
themselves. (Bardwick & Douvan, p. 15)

Child-care centers

In.Germany, where day-care facilities for young children are

widespread, the women's organizations have been demanding Tageschulen,
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places where children can do their homework and play under adult
supervision until their mothers return from work. In Switzerland,
such day schools exist, and children often spend nearly all of their
waking hours either in school or in these day-care facilities.,
Govérnment regulations in Italy, Turkey, India, and Spain

require that employers of more than a certain number of married women
must provide day-care centers. In Italy, costs of large facilities
are pfteﬁ shared by several companies. As of 1954, 41 per cent of
French enterprises employing 500 to 1,000 workers and 59 per cent with
over 1,000 workers had their ownvchild—care services evgn‘though not
required by law to provide them. However, there is some feeling among
the women who work in these factories that the factory area is not an
“ideal environment for children, and that child-care facilities ought to
be a public responsibility'and should be located in residential areas.
A group of European trade union representatives apparently share this
sentiment: "Childrearing must be considered as a parental and social
function and hence...extra costs should be borne not by the employer

but by the community as a whole!l' (OECD Observer, p. 269 If the

community could be persuaded to finance day-care centers it would help
to eliminate the employers' complaint that women require more expensive

fringe benefits.

_ Part-time employment

For many women the solution to the job/home conflict has been to
work only part-time, usually during school hours. This has proved to

be a useful system for both employee and employer since (1) women can
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keep up skills during child-rearing years and then come back to work
full time when the children are grown; (2) it is more efficient for
employers to have extré help available for peak periods and not have
to "carry" them during slack times; and (3) housewives can maintain
their usual housework schedule even though they are working.

There are many drawbacks involved in the present system, however,

including (1) the fact that wages must be high enough‘to overcome the
additional expenses incurred for child care, transportation, etc.;
(2) promotion prospects for part-time women are extremely limited,
causing some motivation problems; and (3) the fringe benefits are
either less or non-existent for part~time workers, and frequently
wage scales 'are lower.

Trade union attitudes toward part-time workers have been largely
negative; In the opinion of many union leaders, "it is more difficult
to organize part-time workers...and they constitute a threat to the
effectiveness of union machinery and to the security and working con-

ditions of those who work full-time) (Labour Gazette, 67, p. 35.) Female

union members also feel that a large influx of low-paid part-time
workers may lead to the devaluation of women's work generally. One
writer points to the experience of British dock workers as a model
for the "decasualization" of the female part-time labor force.(Klein,

19659

In the Netherlands, a tight labor market combined with anti-employment

feelings on the part of many women has led to an innovative hiring plan

By one Dutch manufacturer. One thousand five hundred recruiting letters

‘which netted 120 replies were mailed from a hearing aid assembly plant.
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Those women who responded were interviewed, trained, and allowed to
pick a schedule (from 25 to 45 hours) that fitted in with their home
activities. The sixty workers who were eventually placed have
remained at work and their productivity levels compare favorably with

those of full-time male employees.(Willebois, 1967)

Maternity benefits

Blue-collar women are almost universally allowed time off for
chil&beafing, although in some underdeveloped countries women are
still occasionally fired to avoid payment of maternity benefits. The
rangeyof‘benefits allowed ié very wide-~from the U.S. standard of no
pay and generally only private medical coverage, to the complete welfare
programé of West Germany and the USSR,

In some countries it is illegal to work within a given number of
weeks of childbirth. This is usualiy the case if oniy limited maternity
benefits are offered in order to keep the mother from working too
much and endangering her child's health and her own.

Current maternity benefit practices are gradually meeting the
minimum standards set at two International Labor Organization conventions
(1919, 1950). Many countries have adopted these standards, and others
have uséd them as guidelines. The ILO provisions inmclude: (1) a
minimum of six weeks' leave before and six weeks' leave after birth;

. (2)»medica1 care insurance covering all costs incurred from the
hospitalistay; (3) cash benefits to substitute for wages during this
period; and (4) job security during the three-month period away from
work. A survey of twenty-one European countries in 1965 indicated that

. seven followed these standards, while all except one (Iceland) reported
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some period of leave allowed for birth and other maternity benefits,
(Klein, 1965

The outlobk, despite the efforts of the UAW's Women's Department
and similar divisions in other uniomns, does not indicate too much
change. According to one feméle union writer, *"the hard fact in the
late 1960s is that less attention is being paid by the unions today to
the special needs and problems of their women union members than was
the case earlier in the péntury. Women's pages in the union journals
are devoted, where they exist, to syndicated columns on consumer

problems and to recipes and household hintsV (Cook, p. 131)

v
Conclusion

What are the prospects for women workers in the future? Situations
differ, of course, but some general predictions can be made: (1) As
the world becomes more industrialized and less agricultural, the process
of change from female farﬁ worker to female industrial worker can be
expected to continue., Although mechanization reduces the number of
positions needed (as was seen in India), it also allows women in
- heavier industries to take jobs they were not able to handle brevi0usly;
(2) Thé.increasing number of.women returning to work after children are
in school will continue to rise, and this two-part career will become a
planned pattern rather than something that just happens . (3) Thé
proportion of wives who work will continue to rise as labor-saving
devicés give women more free time and women's liberation groups urge them

to use it productively.
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Whether it appears that women have been taken advantage of or
not, there is little argument as to the effects of the systematic
relegation of all women to the lowest rungs of the economic ladder,
~ Not only is this practice inefficient, and, hence, expensive for the |
employer, it is also psychologically debilitating for talented female
workers:

Men or women employed for long stretches below their
capacity tend to do one or both of two things. They may be
discontented, become militant troublemakers, or withdraw to
another job (if one is available) or in a woman's case, back
to housework. Instead they may settle down and adapt to
lower-level work, but then are likely to lose the characteristics
which qualified them for promotion in the first place:
initiative, adaptability, and readiness for responsibility and

change, (Political and Economic Planning, 1967)
i



APPENDIX

Table 1. Women as a Percentage of the Civil Labour Forcell of 0.E,C.D. countries,
and Proportion of Working Women Who Are Unpaid Family Workers.

Women as % Civil Unpaid Family

Country Year Labour Force Members as %
‘ Working Women

1 2

Austria - 1961 41,3 24,2

Belgium » 1962 31.6 - 15.1

Canada - - 1962 27.1 5.1

Denmark : 1962 35.3

Eire * ' 1961 26.7

France ‘ _ 1962 34.9 18.0

Germany (F.R.) 1962 36.9 22.3

Greece 1961 32.8 55.1

Italy 1962 29.0 24,3

Luxemburg 1962 20.0

Netherlands * 1957 24,9

Norway , 1961 22.9

Portugal 1960 18.4 28,2

Spain® 1961 18.5 16.5

Sweden 1962 36.5 8.0

Switzerland * 1960 30.1

Turkey * 1960 40.9

United Kingdom 1961 34.4

United States 1962 34.1 4,2

Yugoslavia = 1961 33.4 25,7

(Iceland has been omitted because the latest available data were for
1950, when women represented 28.6 per cent of persons in civilian employment.)

1. In all countries except those marked * the percentages refer to persons
in the Civil Labour Force, i.e. including men and women reglstered as "unemployed';
in the countries marked by an * the figures refer to persons "in civilian employment",
excluding the unemployed. Differences between these two categories are, in fact,
small but have to be mentioned to explain some discrepancies between percentages given
here and published elsewhere. The "Civil Labour Force" is the more appropriate
reference group, but corresponding data were not available for all countries,

Source: Klein, 1965.
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Table 2. Women As Percentage of Persons in Civilian Employment, 1951-1961.
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[::] Single, widowed + divorced
women

CANADA

161

FRANCE

GERMARY (F.R.)

NORWAY

ne0*

SWEDEN

SHITZERLAND

1K

UMITER IONGBOM

108l

URITED STATES

* Excluding marricd women in *sccondary employment™,

Source: Klein, 19,3,

Table 3. Proportion of Married Women in the Female Working Population.
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Table 4. Working Women as a Percentage of the Female Population and of
the Total Labour Force.

Women in the labour force

v Female i
C 1 tlati Lo
oumey . (Ii)ﬁgx;s;::gg) Number I;?rc’::]!:ﬁe l’:;(‘tinmrc ;
{thousands}) population lnbourn;;ﬁ,i .

m+J

Africa ' ‘ b
Egypt . . . . . .| 1947 | 9,575 649 6.8 100 |
Union of South Africa P
White population . | 1951 1,319 215 16.3 21.8 1'

Others . . . . .| 1946 4,434 1,288 29.1 30.2

America : .
Canada . . . . . . 1951 6,910 1,169 16.9 221
United States . . .| 1950 75,804 16,501 21.8 275
Argentina . . . . .| 1947 7,749 1,283 16.6 199 |
Brazil . , . . . . . 1950 | 26,059 2,508 9.6 14.6
Chile . . . .. .. 1952 3,020 546 18.1 25.0
Colombia ', . . . .| 1951 5,649 701 12.4 18.7
Mexico . . . . . .. 1950 13,094 1,138 8.7 13.6

Asia,
India . . . . . ... | 1951 |173,433 | 40,835 23.5 29.2
Japan ., . .00 0] 1950 | 42,388 | 13,982 33.0 38.5

s Pakistan .. 00 o1 1951 | 34,738 1,317 3.8 5.8
Philippines . . . .| 1948 9,583 2,973 |,/ 31.0 40.1
Thaitand . . . . | 1947 8,721 4,310 49.4 419 |

Europe :
Austrin. . . . . . .| 1951 3,717 1,299 35.0 38.8

Belgium . . . . . o1 1947 4,312 821 190 | 236
Finland .. 0.0 0| 1950 | 2,104 808 | 38.4 40.7 |
France . . . . . .| 1954 22,285 6,663 29.9 38 !
Germany (ILR) . .| 1950 | 25305 | 7949 | 31.4 | 360
Greece e e 1951 3,911 511 13.1 18.0
i Hungary . . . . .| 1949 4,781 1,204 25.2 29.0

Haly . . . . . . o 1951 | 24,257 4,914 20.3 25.1
Netherlands . . . .| 1947 4,834 944 19.5 24.4
Poland . . . . . .| 1950 | 13,0068 5,546 42.4 44.8
Spain .. 0L L] 1950 14,507 1,709 11.8 15.8
Sweden . . . . . L] 1950 3,535 819 23.2 26.4
STurkey oo 0 0 L o 1955 11,873 | 5,225 44.0 43.4
United Kingdom . .| 1951 26,107 7,144 27.4 30.8
Yugoslavia . . . .| 1953 8,732 2,080 4  30.7 341

Oceania ‘ ’
Australia . . . . . 1954 4,440 845 19.0 22.8

USSR, .. ... 1955 ° — e — 45.0°

. 1 Fhe census figures exclude about 2 per cent. of population, ¥ Lxcluding persons seeking work
for the fust time, 8 Percentage of women amongst employees, No separate figures on the feiale labone
force are available,

Source: International Labor Review, LXXIII (1956), 152-76.



BIBLIOGRAPHY

Books

Anderson, A. M. Women in the Factory. London: Murray, 1922,

Baker, E. F, Technology and Woman's Work. New York: Columbia
‘University Press, 1964,

Clark, F. LeG. The Economic Rights of Women. Liverpool: Liverpool
‘University Press, 1963.

Dodge, N, T. Women in the Soviet Economy. Baltimore: Johns Hopkins
Press, 1966.

Gendell, M. Swedish Working Wives: A Study of Determinants and
Consequences. Totowa, N. J.: Bedminster Press, Inc., 1963.

Giri, V.V. Labour Problems in Indian Industry. New York: Asia pub-
lishing House, Inc., 1959.

Henry, A. Women and the Labor Movement. New York: Doran, 1923.

Klein, V. Women Workers: Working Hours and Services. Paris:
Organization for Economic Cooperation and Development, 1965,

Sayles, L. R. and Strauss, G, The Local Union (Revised Edition)
New York: Harcourt, Brace, & World, Inc., 1967.

Articles

Archibugi, F. "Recent Trends in Women's Work in Italy." International
Labor Review, LXXXI (1960) 285-318.

Bardwick, J. M. and Douvan, E. "Women's Liberation: A Translation."
(Unpublished manuscript, University of Michigan, 1970).

Bean, L. L. "Utilization of Human Resources: The Case of Women in
Pakistan.'" International Labour Review, XCVII (1968), 391-410.

"British Independent's Strategy for Growth: Girls, Girls, Girls."
National Petroleum News, LVII (1965), 42-44,

Canadian Women's Bureau. "British Women Trade Unionists Discuss Night
- Work and Part-time Work.'" Labour Gazette, LXVII (1967), 35.

. "Female Membership in Labour Organizations."
Labour Gazette, LXVII (1967), 186,

=103~



=104~

e m e ———————— . '"Graveyard Shift For Women in Quebec Industry."
Labour Gazette, LXVII (1967), 359.

----- mmmmmmmmmmame-uee=, "Married Women Workers in France." Labour
Gazette, LXVII (1967), 408ff.

| mmmeemm e ———— . '"Maternity Leave Benefits in Canada."

Labour Gazette, LXIX (1969), 466.

----------------------- . "Spain's Working Women," Labour Gazette,

e . "The Status of Women in West Germany."

Labour Gazette, LXVIII (1968), 220.

....................... . '"Women in the Labour Force, 1967." Labour
Gazette, LXVII (1967), 486ff,

[ o . "Women in the Labour Force, 1968.'" Labour

Gazette, LXVIII (1968), 272.

Cook, A. H. "Women and American Trade Unions." The Annals of the American
Academy of Political and Social Science, CCCLXXV (1968), 124-32.

- "The Disadvantages of Working Part-time." Labour Gazette, LXIX (1969),

386-g7,

Gelber, S. M. "The New Role of Women." Labour Gazette, LXIX (1969), 314~
16£F, ' -

"Getting the Most Out of Women." Economist, CCXXIV (Sept, 16, 1967), 1017,

Hedges, J. N. '"Women Workers and Manpower Demands in the 1970s." Monthly
' Labor Review, XCIII (1970), 19-29.

Janjic, M. "Women's Employment and Conditions of Work in Switzerland."
International Labour Review, XCXI (1967), 292-317.

LeFaucheux, M. H. "The Contribution of Women to the Economic and Social
Development of African Countries." InternatlonaiLabourReview,
LXXXV (1962), 15-30.

Linden, F. "Women in the Labor Force." Conference Board Record, VII (1970),
37-39, ‘

"Little Room at the Top for Labor's Women." Business Week (May 28, 1966),
62-64,

"Maternity Protection for Women Workers in the Federal Republic of Germany."
Labour Gazette, LXVII (1967), 299-300,




=105=

. "Mexico's Bureau for the Protection of Women and Minor Workers."
Labour Gazette, LXVII (1967), 358.

Michel, A. "Needs and Aspirations of Married Women Workers in France,"
International Labour Review, XCIV (1966), 39-53.

Moran, R. 0. "Reducing Discrimination: Role of the Equal Pay Amendment."
Monthly Labor Review, XCIII (1970), 30-34,

"More Work for the Suffragettes." Economist, CCXXII (March 18,1967), p. 1030,

Munts, R. and Rice, D. .C. "Women Workers: Protection or Equality?"
Industrial and Labor Relations Review, XXIV (1970), 3-13.

Royce, M. V., et al. "The Role of a Women's Bureau...in the Opinion‘of
Three of Them." Labour Gazette, LXVII (1967), 18-21,

. Sanborn, H. "Pay Differences Between Men and Women." Industrial and Labor
Relations Review, XVII (1964), 534-50,

"Trade Unions and the Problems of Women yorkers." OECD Observer, No. 40
(1969), 24-27,

Tatarinova, N. and Karshunova. "Living and Working Conditions of Women in
the USSR." International Labour Review, LXXXIT (1960), 340-57.

Waldman, E. "Changes in the Labor Force Activity of Women." Monthly Labor
Review, XCII (1970), 10-18.

"Well, Who Would Want to Be a Woman?" Economist, CCXXI (Dec. 24,1966),
p. 1322,

"Where Have All the Suffragettes Gone?" Economist, CXXV (Oct. 14,1967),
pp- 142- 43-

"Willebois, J. L. J. M. van der Does de. "A Workshop for Married Women
~in Part-time Employment: Implications of an Experiment in the
Netherlands." International Labour Review, XCVI (1967), 42-44,

"Women in Employment in India." International Labour Review, LXXIX (1959),
p ° 44‘0"440

- "Women Workers in Japan: Employment Trends and Conditions of Work in
1960." International Labour Review, LXXXV (1962), 632~ 36.

"Women's Employment in Latin America." InternationélLabourReview,
. LXXIII (1956), 177- 93. '

"Women's Work (pay)." Economist, CCXXXI (June 14,1969), p. 16.

"The World's Working Population: Some Demographic Aspects." International
Labour Review, LXXIII (1956), 152- 76,




~106-
Pamphlets

AF1-CIO. Problems of Working Women. Washington, D. C.: AFL-CIO,
Industrial Union Department, 1961.

Canadian Women's Bureau. Women in the Labor Force of Nine European
Countries. (Reprinted from the Tabour Gazette articles, 1958=60,

on each country.)

International Confederation of Free Trade Unions. Women! Tt's Your
Fight, Too! Brussels: ICFIU, 1956.

Political and Economic Planning Committee. Women and Top Jobs.
London: PEP, 1967.

Seear, N. The Position of Women in Industry. (Report of the Royal Commission
on Trade Unions and Employer Associations.) London: Her Majesty's
Stationery Office, 1968.

U. S. Department of ILabor. Women's Employment in Foundries, 1943, byv
F. E. P. Harnish., Washington, D. C.: Government Printing Office,
1944 . ' '

U. 8. Department of Labor. labor Conditions of Women and Children in
Japan, by A. Matsuoka. Washington, D. C.: Government Printing Office,
1951. '

U. S. Department of Labor. Minimum Wage and the Woman Worker, by
R. Neitzey. Washington, D. C.: Government Printing Office, 1960.




10.

11.*

12.

. 107~

WORKING PAPERS

Sidney C. Sufrin, "Reflections on Evolving Competitive .
Aspects in Major Industries," Oct. 1969, 74 pages. é

M. Lynn Spruill, "A Scoring System to Aid in Evaluating ‘ﬁgwé
a Large Number of Proposed Public Works Projects by ¥
a Federal Agency," Oct. 1969, 17 pages.

John D. Ludlow, "The Delphi Method: A Systems Approach
to the Utilization of Experts in Technological and
Environmental Forecasting," Mar. 1970, 52 pages.

Claude R. Martin, "What Consumers of Fashion Want to

Know," June 1970, 20 pages.

Sidney C. Sufrin, H. Paul Root, Roger L. Wright, and
Fred R. Kaen, "Performance Issues of the Automobile
Industry," Sept. 1970, 186 pages.

James R. Taylor, "Management Experience with Applications
of Multidimensional Scaling Methods," Sept. 1970, 27
pages.

Daryl Winn, "Profitability and Industry Concentration,"
Sept. 1970, 102 pages.

* Joseph W. Newman and Richard Staelin, "Why Differences in

Buying Time? A Multivariate Approach," Oct. 1970, 20
pages.

Claude R. Martin, "The Contribution of the Professional
Buyer to the Success or Failure of a Store," Oct. 1970,
20 pages.

James R. Taylor, "An Empirical Comparison of Similarity
and Preference Judgments in a Unidimensional Context,"
Oct. 1970, 44 pages.

H. 0. Helmers, "A Marketing Rationale for the Distribution
of Automobiles," Nov. 1970, 115 pages.

Merwin H. Waterman, "Global Capital Markets," Nov. 1970,
'35 pages.

*Copies are no longer available.



13,

14 e’

le.

17.

18,

£

19.~

' 20.

21.
22.
23,
24,%

25,

26.

-108-

Claude R. Martin, "The Theory of Double Jeopardy and Its

Contribution to Understanding Consumer Behavior,"
Nov. 1970, 27 pages.

"Patricia Braden and H. Paul Root, "A Study of the Sources

and Uses of Information in the Development of Minority
Enterprises-~A Proposal for Research on Entrepreneur-
~ship," Dec. 1970, 28 pages.

" ‘
.' Andrew M. McCosh, "Program Auditing," Dec. 1970, 21 pages.

Kenneth O. Cogger, "Time Series Forecasting Procedures for
an Economic Slmulatlon Model," Dec. 1970, 36 pages.

James T. Godfrey and W. Allen Spivey, "Models for Cash
' Flow Estimation in Capital Budgeting," Dec. 1970,
33 pages.

W. Allen Spivey, "Optimization in Complex Management Sys-

tems," Dec. 1970, 27 pages.

Claude R. Martin, "Support for Women's Lib: Management
Performance," Jan. 1971, 19 pages.

Donald G. Simonson, "Innovations in the Economics of Pro-
ject Investment," Jan. 1971, 57 pages.

Donn C. Achtenberg and William J. Wrobleski, "Corporate
Financial Modeling: Systems Analysis in Action,”
Jan. 1971, 26 pages.

John D. Ludlow, "Sea Grant Delphi Exercises: Techniques
for Utilizing Informed Judgments of a Multidisci-
plinary Team of Researchers," Jan. 1971, 84 pages.

Ross Wilhelm, "The Spanish in Nova Scotia in XVI Century=-=-
A Hint in the Oak Island Treasure Mystery," Feb. 1971,
40 pages.

Charles N. Davisson and Herbert F. Taggart, "Financial
and Operating Characteristics of Automobile Dealers
and the Franchise System," Feb. 1971, 243 pages.

H. Paul Root, "Market waer, Product Planning, and Moti-
vation," Feb. 1971, 22 pages.

H. Paul Root and Horst Sylvester, "Competition and Consumer
Alternatlve," Feb. 1971, 21 pages.

*Copies are no longer available.



27.*

28.
29.%

30.

31.
32.
33.
34.
35,
36.
37.
38.

39.

-109 -~

Dick A. Leabo, "Stepwise Regression Analysis Applied to .
Regional Economic Research," Feb. 1971, 20 pages.

M. J. Karson and W. J. Wrobleski, "Some New Statistical
Methods for Analyzing Incomplete Brand Preference
Data," Mar. 1971, 25 pages.

Thomas C. Kinnear and James R. Taylor, "Multivariate
Methods in Marketing Research: A Future Attempt at
Classification," Mar. 1971, 11 pages.

W. Allen Spivey, "A Deductive Approach to Linear Optimi=-
zation," Mar. 1971, 74 pages.

Neal Campbell and Cyrus K. Motlagh, "A Stochastic Model
of the National Political System in the United States,"
Mar. 1971, 39 pages.

'H. Paul Root, "Implementation of Risk Analysis Models

for the Management of Product Innovation," Mar. 1971,
62 pages.

“William K. Hall, "The Utilization of Linear Optimization

. Models in Adaptlve Planning and Control," Mar. 1971,
21 pages.

William K. Hall, "The Determination of Optimal Customer
Selection and Allocation Policies for Finite Queues
in Parallel," Mar. 1971, 22 pages.

John D. Ludlow and Patricia L. Braden, "Socioeconomic
Development in the Grand Traverse Bay Area," Apr.
1971, 59 pages.

Cyrus K. Motlagh, "Evaluation of Input-Output Analysis as
a Tool for the Study of Economic Structure of the
Grand Traverse Bay Area," Apr. 1971, 30 pages.

Raymond E. Hill and Edgar A. Pessemier, "Multidimensional
and Unidimensional Metric Scaling of Preference for
~Job Descriptions," Apr. 1971, 60 pages.

H. Paul Root and J. E. Klompmaker, "A Microanalytic Sales
Forecasting Model for New Industrial Products,"”
~ Apr. 1971, 41 pages.

Dr. Ing. Bruno Hake, "Concentration and Competition in the
European Automobile Industry," May 1971, 28 pages.

‘*Copies are no longer available.



40.

41.

42,

43,

44,

45,

46.

47,

48,

-110-

Horst Sylvester, "New and Used Cars as Consumer Alterna-
tive," May 1971, 31 pages.

Patricia L. Braden, "Socioeconomic Data Book, An Index
of Data on Michigan's Grand Traverse Bay Area,"
June 1971, 99 pages.

Chrystie King and William R. Cook, "Annotated Bibliography

of Socioeconomic Information: Sea Grant Program,"
June 1971, 52 pages.

James R. Taylor and John F. Neuhaus, "The Effect of Product
Arrangement and Price Differential on the Choice of
Family-Branded Products," July 1971, 17 pages.

Sue Jorgensen and Trudy Casselman, "Women Power: The
Underutilized Human Resource," and "The Female Blue-
- Collar Worker: Her Working Conditions, Union Member-
ship, and Special Problems. An International Survey,"
Aug. 1971, 100 pages. ‘

H. Paul Root, "New Product Investment Decisions: The Pro-
cess and Procedures," July 1971, 12 pages.

James R. Taylor and Thomas C. Kinnear, "Empirical Compari—
son of Alternative Methods for Collecting Proximity
Judgments," July 1971, 12 pages.

Robert H. Arnold, "An Examination of Terminal-based
Mathematical Models," Aug. 1971, 33 pages.

William K. Hall, "Corporate Strategic Planning-QSome Per-
spectives for the Future and Some Prospects for
Future Research," Sept. 1971, 29 pages.



